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ABSTRACT

Nowadays the main challenge of organizations is innovation And in dealing with unstable and turbulent
external environment, concepts such as trust-Considering its key role in attracting and retaining talents
and human capital that are rich in creativity and innovation in organizations- will be more prominent role
. The present study was performed aimed at investigating the effect organizational trust on innovation in
organizations and Statistical population Technical Staff- operational and semi-operational in Ilam
Petrochemical Company is 140 persons. 150 questionnaires were distributed and according to the
Cochrane formula 103 were selected as sample. The research method was descriptive and correlational.
Measurement tools in this study were: Organizational justice questionnaire and organizational innovation
guestionnaire. Cronbach's alpha coefficients obtained from a sample 30 questionnaire for the justice
questionnaire was 0.966 and organizational innovation was 0.879. The results showed that organizational
justice on organizational innovation coefficient of 0.26 has significant positive effect.

Keywords: Organizational justice, Organizational innovation, Innovative Organizations, Ilam
Petrochemical Company

INTRODUCTION

Organizational justice means the expression of feeling showed by employees against the actions they are
faced with. The more is the perceived justice to employees, the less will be the tendency to leave the job.
(Yarmohammadian et al, 2012. 2).

In practice, organizations need to be informed and aware of the processes that include the production of
outcomes and talent management. For this reason, the information should be made about talent
management practices influenced by organizational justice leading to the particular employee gains to
help the achievement of desired organizational outcome (Zhelenz et al, 2013. 10). Organizational justice
theories suggest that individuals may respond with negative emotions and behavior to any unfair
relationship. An employee may react by reducing the optional commitment and dependencies thus the
transactions that are conducted before during a project cause the employees’ perception that makes
damage to their commitment resulting in a negligent and careless behavior. (Concern for the quality of the
work, Chow et al, 2013. 106). The main challenge of organizations is innovation which facilitates the
process of reconciling many environmental changes. Indeed, being innovative helps the organization in
dealing with the external turbulent environment that is rapidly increasing (Moradi and colleagues, 2013.
90). Despite the competition in all areas of technical, organizational and ... managers are trying to create
an environment of proper understanding in order to produce innovation in which the possibility for
creativity and productivity will be increased. (Moradi and colleagues, 2013. 88).

Research Background
Organizational justice
The concept of justice raised in social exchanges. Researchers use social exchanges frameworks for
assessing the fairness of some transactions and verifying the role of equality in shaping the futures
exchanges, which is called the equality theory. Theory of justice largely explains the behaviors of people
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dealing with a complicated conflict in their minds (Wu Al, 2013.167). The first concept of organizational
justice was raised as reward and punishment in an organization. Then, the same rules and procedures were
added. Finally the interactions and relationships were added and then it was the same concept as it is
today. (Dendr, Tebankaly, 2013.5777). Qualitative studies have shown that certain laws, the laws that are
used currently to describe organizational justice, are actually linked with the perception of fair treatment
(Zapata et al, 19 1:21). In any working relationship, there is a transaction expectation. Justice in trade,
personal perception of justice in received behavior and responses and his reaction to such perceptions are
organizational justice hypotheses. (Chow et al, 2013.106). Organizations need to improve organizational
justice because the improvements in organizational justice may lead to increased knowledge sharing
(Yasil and Derli, 2013.1). The majority of scientists believe that organizational justice is multi-
dimensional (Zapata et al, 2013.1) and each of which has a distinct background (Cho et al. 2013.106).
Organizational justice includes:

Procedural justice that creates the settlement terms, such as stability, accuracy and suppressing the
discrimination.

Distributive justice requires the agreement with rules such as fairness, equality and needs. Furthermore,
interactional justice requires the agreement with compliance and respect to interpersonal interactions and
behaviors.

And informational justice requires the agreement with rules such as honesty and being reasonable.
(Zapata et al, 2013.1)

Despite the numerous attitudes and behaviors of employees for the organization and behaviors that are
infused with justice there is a significant gap in justice literature: By far we do not know much about why
managers in the first place are agree with the rules of justice. We should note that our studies are focused
on organizational justice literature by direct measurement and evaluation of justice in most common
frameworks (For example, measurement of adherence and violation to / from specific rules of justice). As
we know, models of organizational justice tend to focus on justice as an independent variable to be an
external factor in causal systems. Although this attitude is important, but is powerless) in calculating
compliance with the laws of justice.( Zapata et al, 2013.1). From a theoretical perspective, explaining why
managers have a tendency to the rules of justice provides a more complete picture of justice. From a
functional perspective, understanding why managers have a tendency to the rules of justice can help the
organization to accept more rules of justice in a number of managers. (Zapata et al, 2013.1).

Procedural justice

It means the "fairness in the decision-making process that leads to outcome including whether the
decision-making processes, processes control, and mechanisms to resolve disputes are fair, clear,
consistent, solid and reasonable or not and whether the employees are participated in decision-making
processes or not. (Yasil and Derli, 2013.202). In other words, the procedural justice focuses on whether
the employees understand the process by which the results are interpreted as fairness or not. (Cho et al,
2013.106).

Distributive justice

It is related to the results fit. Accoridng to lbragimva, understanding the organizational justice is
considered as an important part of knowledge sharing environment. Employees collect and take
know ledge with a positive understanding of distributive justice (Yasil and Derli, 2013.202). Distributive
justice focuses on whether the eligible results are achieved or not. (Cho et al, 2013.106). Price and Mioler
(1986) defined the distributive justice as: the degree to which rewards and punishments are related to
performance inputs. This definition of distributive justice is based on equality which refers to when a
person judges a situation as fair to be equal to the outcome of an effort by the person. Thus, distributive
justice does not refer to the rewards and punishment given by the organization, but also refers to the
reward distributed among the employees.
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Interactional justice
Interactional justice focuses on the quality of interpersonal re lationships when the procedures are carried
out (Cho et al, 2013.106). It is defined as the quality of interpersonal behavior among the people who
work together in an organization (Yasil and Derli, 2013.202)
Findings of cognitive justice
Wau et al in their study on online purchases reaches the conclusion that a consumer's perception of justice
is a fundamental basis for his belief in an online purchase (Wu Al, 2013.174).
Mitchell et al have shown that the distributive justice is associated positively and significantly with pos
that provides job satisfaction. In their study, independent job motivation plays an intermediate role in the
relationship between job satisfaction and distributive justice (Michel et al, 2012.731). The study results of
Wau in China showed that the procedural justice has no significant effect on customer satisfaction that was
proved by the results of previous studies on the markets. Interactional justice is important for designing
the form of a better system intermediate for online customers. System intermediate should be provided in
both dimorphic and user-friendly manners in order to ensure a good relationship with online customers.
Understanding of justice by customers is a noteworthy and important point in online shopping and
provides an extraordinary insight for sellers to understand the concerns of Major buyers in a context of
social exchange (Wu Al, 2013.174).
Organizational innovation
Nowadays it is very important to learn how an organization innovates and which processes lead to the
innovation. Innovation is considered as the most important dynamic feature and a binding
component(Layelz, 2013.1). Innovation is the successful implementation of creative ideas within an
organization (Vaezi et al: 2010.2) and contributes positively to the business performance, and also is a
critical factor in explaining the company’s competition especially in knowledge-based industries. The
primary objectives the innovation process include reduced operating costs and leading time and also the
improved production flexibility (Tang. 2013.3).
In the past, most industrial companies focused on internal innovation while exploiting foreign technology
and foreign learning has opened a door to a new knowledge that leaves the existing organizational
memory (Wu Al, 2013.118).

e Innovation (to create, move, react and change ideas) is a critical factor for growth, success and

survival of the organization (Vaezi et al: 2010.2).
e Innovation process refers to the adoption of new or improved goods and services (Tang.etal1 9
1:21,).

Innovation can be at individual, group or organizational levels (Tang.et al 2013.3) and includes both
fundamental and deve lopmental innovation (Vaezi et al 2010.4).

Dimensions of Organizational Innovation

Today, innovation in organizations is classified in three different categories:

Administrative innovation: It deals with changing the organizational structure , administrative processes
and human resources (Damanpuvr and Shenider, 2009)

Productive innovation: It is the production of new products or responding an external consumer or market
demand (Bahrami et al, 2012). Innovation in products refers to the new or improved products and services
for its customers (Moradi and colleagues, 2013.90).

Process innovation: The new element that is used in the production or service activities of organization
(Bahrami et al, 91) Process innovation completes the tasks by changing and improving the methods of
organization (Moradi and colleagues, 2013.90).

The roles of innovator in innovative organizations
Creator of thought: a person who offers new visions and insights through internal discovery and
acquisition of know ledge about the environment.
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Keeper of information: a person who operates with external resources of organization for the relationships
of people and groups within the organization.

Product hero: someone who generally favors change and innovation and works in business processes and
providing special products to apply new ideas.

Project Manager: A person who is charged with the responsibility of implementing a project and uses
technical expertise and resources.

Innovation leader: someone who focuses on maintaining the goals and values of innovation, encourages
innovation, and leads the organization forces into the proper pathways. (Naserzadeh et al: 2011.59).

Findings of cognitive innovation

Estinsma and Ferbank examined a number of possibilities that may affect the company’s choice for the
purchase of technical knowledge. Other studies focus on the fact that these modes are to be included in
the company’s infrastructure for a better understanding of management. Therefore, the background of
organization has been recognized in the study by researchers as an important issue in innovation. (Wu et
al, 2013.118). The study results of Wu and colleagues on customer satisfaction in online shopping
indicate that the motivation of research, development and technology learning are relatively important
regulators in the relationships between specific human capital, informational structure and the pattern of

innovation. . (Wu etal, 2013.125).
In the study of Jonathan and his colleagues, the assumption that POS is associated with motivation is
based on the idea that POS increases the satisfaction of psychological needs. As it is important for
employees and cares about their preservation, creates the probability of strong relationships with the
organization and its members and explains trust to employees so that they will welcome their tasks more.
Research objective
Analysis of the impact of organizational justice on organizational innovation in Petrochemical Company
of llam
Research hypotheses

1.1. Main hypothesis
Organizational justice has a significant positive effect on organizational innovation in the petrochemical
company of llam.

1.2. secondary hypotheses

1. Distributive justice has a significant positive effect on productive innovation in the petrochemical
company of llam.

2. Distributive justice has a significant positive effect on process innovation in the petrochemical
company of llam.

3. Distributive justice has a significant positive effect on administrative innovation in the
petrochemical company of llam.

4. Procedural justice has a significant positive effect on productive innovation in the petrochemical
company of llam.

5. Procedural justice has a significant positive effect on process innovation in the petrochemical
company of llam.

6. Procedural justice has a significant positive effect on administrative innovation in the
petrochemical company of llam.

7. Interactional justice has on productive innovation in the petrochemical company of Ilam.

8. Interactional justice has on process innovation in the petrochemical company of llam.

9. Interactional justice has on administrative innovation in the petrochemical company of Ilam.

© Copyright 2014 | Centre for Info Bio Technology (CIBTech’ 1860




Indian Journal of Fundamental and Applied Life Sciences ISSN: 2231 6345 (Online)
An Open Access, Online International Journal Available at http:// http://www.cibtech.org/sp.ed/jls/2014/01/jls.htm

2014 Vol. 4 (S1) April-June, pp. 1857-1864/Shayan et al.
Research Article

2. The conceptual model of research

Distributive g o Distributive
justice g g innovaton
g £
B g
Pracedural = 4I\ % Pracess
justice E‘ / E innovation
w
g‘.
=3
Interactional Lydministratrve
Justice Innorvation

Figure 1: Conceptual Model of Research

METHOD
In this study, to gather information about the research literature, the library method was used and then a

questionnaire was used for the field study. This study is quantitative and in terms of purpose, control
degree and data collection method is respectively applied, field and descriptive (correlation).

Statistical population
The study population is consisted of 21 Technical-operational and semi-operational staffs at the

Petrochemical Company of l1lam among which 103 staffs were selected as the sample size using Cochran
formula and according to the population size.

Sampling method and sample size
In this study, Cochran formula is used to determine sample size and sampling method. Accordingly the

population and sample size was person. Sample size was calculated using the Cochran formula as follows:
n= Nz"m
(N-YV)d +z'pq

n=V'£.%),871 " ®. 0%, 0/ Fa*. .2 T4V, 4T *. 0%, 2)=). ¥
in which
Tablel: Name and Description of the Sampling Variables
Variable rate Variable description Variable name

140 population size N
103 Sample size N
1.96 Normal variable rate z
0.5 The attribute rate of the population P
0.5 p-1 Q
0.05 The amount of allowable error d

Tools for data collection
In this study, two questionnaires of organizational justice based on Likert scale seven-item responses and

organizational innovation based on Likert scale five-item responses have been used. Among which 103
completed questionnaires were collected and their validity is provided as content and their reliability is
obtained using Cronbach's alpha. Cronbach's alpha coefficient obtained for organizational justice
questionnaire is 0.966, and for organizational innovation questionnaire is 0.879 representing the good
reliability of the questionnaire. The questionnaire consists of two parts: The first part is related to
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organizational justice and consists of three parts of distributive justice with 5 questions, procedural justice
with 5 questions and interactional justice with 7 questions. The second part has three parts of productive
innovation, process innovation and administrative innovation including 7, 6 and 4 questions.

Tools for Data Analysis

In this study, using regression technique the path analysis is discussed. In the regression method one of
the most important assumption is normal dependent variable, otherwise the used tests will not be valid.
Thus, normality tests were performed for all variables using Kolmogorov Smirnov test. Summary of
Kolmogorov Smirnov test for research variables is presented below.

Table 2: Results of One-sample Kolmogorov Smirnov Test

Justice Innovation
N 103 103
ab Mean 44.19 33.71
Normal Parameters Std. Deviation 21.330 9.551
Absolute .100 .097
Most Extreme Differences Positive .100 .097
Negative -.094 9%671
Kolmogorov-Smirnov Z 1.013 '284
Asymp. Sig. (2-tailed) .256 '

a. Test distribution is Normal.
b. Calculated from data.

In conclusion, considering that for all data sig>5% the variables are normally distributed so that the
Pearson test can be used for the explanation of research variables.

Analysis of findings

Finally, the hypothesis is confirmed using SPSS 18 software using regression analysis . Summary of
results for the research hypotheses are given in the following table.

Table 3: Summary of results for testing research hypotheses

Results Effect rate Sig Hypotheses
. distributive justice has a significant positive effect on productive
Confirmed 0.2 0 innovation in the petrochemical company of llam.
Confirmed 0.144 0 Qistributive justige has a significant positive effect on process innovation
' in the petrochemical company of llam.
Confirmed 0.098 0.001 Qistribu'_[ive_justice has a sigpificant positive effect on administrative
innovation in the petrochemical company of llam.
. rocedural justice has a significant positive effect on productive
Confirmed 0.267 0 ipnnovationjin the petrochegmical co r?wpany of llam. P
Confirmed 0.231 0 procedural justic_e has a significant positive effect on process innovation
) in the petrochemical company of Ilam.
Confirmed 0.137 0 procedu_ral j_ustice has a sign_ificant positive effect on administrative
innovation in the petrochemical company of llam.
. Interactional justice has on productive innovation in the petrochemical
Confirmed 0.215 0 company of Ilam,
Confirmed 0.19 0 Interactional justice has on process innovation in the petrochemical
) company of Ilam.
Confirmed 0.138 0 Interaction_al justice has on administrative innovation in the
petrochemical company of Ilam.
. Organizational justice has on organizational innovation in the
Confirmed 0.264 0 pe?rochemical cJo mpany of Ilam.g
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CONCLUSION

Successful organizations are able to survive in the present competitive world and have the ability to cope
with changes and make new thoughts and ideas in the organization.

Today, the post-industrial organizations are knowledge-based and their survival and position depend on
creativity, innovation, and discovery (Chupani and colleagues: 2011.2). Research done in the field of
innovation (resources in the present study) refer to the human resources, training, creativity, reward
systems, intellectual capital and innovation as an important factor in shaping the organization. Of the
most important factors in creating innovation, the man and his thinking and personality requirements are
involved, to achieve innovation category, the admission must be paid to factors Provide appropriate
human abilities.

Among the factors that greatly affect the performance of human creativity and organizational justice can
be cited.

Despite the low employees' perceptions of justice in organizations, leadership and motivation of your
employees will be affected. Actually perceived justice employees and employee satisfaction is a basic
requirement for the effective performance (Manzari, Tavakoli and Rajabi, 2012).

Because of Petrochemical Company, a production company and the other companies in the province, role
in providing innovation was considered as target as well as the technical, operational and semi-
operational units and staff of higher education and technical knowledge To answer these research
questions have been considered as examples.

The results confirm the hypothesis and the conclusion were reached as a result of the impact of
organizational justice 0.26: the impact of organizational innovation. The limitations of this study may be
mentioned:

- Unwillingness of employees), especially technical personnel (in response to questions from the
questionnaire to several reasons, including lack of time and lack the inherent tendency of
employees Located technical question.

- Lack of organizational justice and climate of distrust between managers and even employees.
Recommended further research with respect to the human perception of fairness, uncertain and
ambiguous sentences can be expressed as to receive more appropriate to analyze the concepts of fuzzy
logic is used.
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