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ABSTRACT 

This research was mainly focused on the relationship between managers’ organizational justice and the 

performance of first-grade high school teachers in Tehran. It was an applied-descriptive research which 
has done through correlation method. The population was also included of all first-grade high school 

managers and teachers in Tehran (8600 teachers and 690 managers). By applying Cochran’s sample size 

formula and multi-stage cluster sampling, it is selected 367 teachers and 241 managers as the sample. The 

data were collected by the questionnaire, and Nihof and Mormen questionnaire (1993) which its validity 
and reliability confirmed by reliability method and Cronbach’s alpha (0.78 and 0.85). For the data 

analysis, it has been used Pearson’s correlation, multiple Regression analysis and Fisher’s Z test. The 

results showed that there is positive and significant relationship between the managers’ distributional and 
procedural justice and the performance of first-grade high school teachers in Tehran. However, there isn’t 

such relationship between interactional justice of managers with the performance of teachers which is 

mostly affected with distributional justice comparing procedural and interactional justice. 
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INTRODUCTION 
Following unstable and changing situation at present time, it is inevitable for organizations to pay 

attention mostly on their own resources in order to reach the utmost efficiency and effectiveness and 

ultimately to their own perceived goals. It is probable that ones’ attitude can influence their efficiency and 
performance (Hagigi et al., 2009). It should be mentioned that teachers are vital basis of education system 

and it may hardly sound attainable to reach to innovation in education system unless the appropriate 

qualitative changes are done on teachers, beforehand (Rauf, 2007). If a teacher acts well, it will be 
reflected in the learning process of students (Niknami, 2009). Therefore, it is important to care about the 

professional development of teachers for students’ learning process which is so nowadays. This 

performance is defined in different ways and each expert pointed out its special features. Armstrong 

(2007) defined the performance as reaching to perceived qualitative and quantitative goals (Mirsepasi, 
2008). In oxford dictionary, it is described as “to perform, handle, performance of each regular and 

committed matter” (Hagigi et al., 2009). In another definition, the performance is a set of relevant 

behaviors with job which ones act (Fathiazar, 2007). Bernadin (1995) believed that performance is the 
outputs or the results of the tasks, because they have the most powerful relationship with the 

organization’s strategic goals, customer’s satisfaction and economic involvement. Brumabach (1988) has 

more comprehensive attitude to this performance which is consisted of behaviors and results. He 

proposed that performance is the transformation of thought to action, not only means to reach merely to 
the results, but also it is the consequences that have been taken from mental and physical activities and 

can be considered aside from the results (Armstrong, 2007). Avalos (2005) characterized different 

development features of teachers’ professional performance, namely appropriate preparation, basic 
knowledge for facilitating learning of children, providing appropriate learning contexts, using of different 

behavior management strategies for learners, making effective relationship with beneficiaries of school, 

being professional and self-awareness. 
In general, the development of teachers’ performance is defined as his/her ability to meet the needs and 

demands of training process to the sufficient level, by a uniform set of knowledge, skill, attitude and 
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perception in a way to exactly express the performance and thoughts of the teacher (Niknami and Karimi, 

2009). Despite this fact, the determinant factors related to the teachers’ performance are not only 

attributed to the behavioral traits namely as knowledge, skills and personality but also the organizational 
features are also affected the teachers’ performance or any other individuals in each organization. 

Therefore, social sciences experts have longer been found the importance of organizational justice as the 

basic and necessary matter for the effectiveness of employees’ organizational processes. They said that 
justice is the fundamental health factor in social institutes (Rezaeian, 2005). This fact is also confirmed in 

educational organizations. The results shown that the management style of managers (Yasin et al., 2014), 

organizational health (Saqayyan et al., 2009), job security (Sqayyan, 2011) and other organizational 

factors are related to the effectiveness of teachers’ performance. So it is necessary to take note such 
factors beside to the development of skills and knowledge of teachers by their education in order to 

promote the teachers who pave the way for enhancement of learning-process of students, finally. 

Hence, organizational justice has widely studied in management, applied-Psychology and organizational 
behavior courses. The researches implied that the justice processes play an important role in organization 

and the quality of behaviors with people in organization may affect the beliefs, emotions, attitudes and the 

employees’ behaviors (Parker and Kohlmeyer, 2005). Actually, due to the consideration of universal 
organization role in human social lives nowadays, so the role of justice in organization has been revealed 

accordingly (Naderi et al., 2010). Justice is an abstract word which is the important concept in philosophy 

and theory. In other words, this word is available anywhere human and human institutions are existed. 

The more sophisticated the social institutions, the more justice exist. Justice means discipline and manner 
in lexical term and defined as “put everything in its place” in philosophy. Justice defined as the law in 

human attitude. Because justice is “to behave according the law”. This definition which is the most 

comprehensive concept, which can be consisted of all fair phenomenon and behaviors. It is equivalent to 
justice in French and English languages and Justitia in Latin. In oxford dictionary, justice is described as 

maintaining the rights by accomplishment of authority, power and defending the rights with consideration 

of bonus and punishment. But the closer to our goal, is the meaning of justice as equality, equity, 

judgment with accuracy and truthfulness, and other similar contexts. 
The organizational justice proposed earlier by Greenberg in 1887. He believed that the organizational 

justice is related to the employees’ perception about equity in organization. In other words, this theory 

described ones’ feelings about fairness of their behaviors towards themselves and others which consider 
the effectiveness of performance of organizations and also organizational justice as the ones’ satisfaction 

there, as psychological query which emphasized on their perception about equity in workplace 

(SeyedJavdin et al., 2008). The theoretical development on the field of organizational justice, showed that 
the researchers have been studied this point in three different dimensions in organizations (as Folger said 

in 2007): 

- Procedural justice 

- Distribution justice 
- Interactional justice  

Distributional Justice 

Distributional justice is the perception of an individual in regards of the amount of justice in allocation 
and distribution of resources (such as social, emotional and economical resources) and bonus. However, 

the definitions given to distributional justice have mostly emphasized on instrumental or economical 

dimensions of fairness of the results and it has been considered equivalent to ones’ reaction towards 
economical allocations, in many researches. Therefore, it can be said that individual perceptions of such 

results which are fair or unfair, considered as the distributional justice mechanism. As Taylor found in 

1984, there is powerful correlation index between distributional justice and satisfaction in organizations 

(Sadeghi, 2014). Distributional justice emphasizes on allocation of resources to individuals, units and 
groups. These resources can be consisted of salary, bonus, facilities, supportive services, budget 

allocation (Rocba, 2008) and showed one’s perception about the amount of justice in distribution and 

allocation of resources and also bonus (Rezaeian, 2005). 
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Procedural Justice 

Folger and Kanovsky (1989) believed that procedural justice is related to ones’ perception about 

procedures with decision-making content for their service compensation. These procedures can be 
associated with assessment of ones’ performance in different levels of organization, how the revenues 

distribute with employees and/or how encounter with complaints and disputes (Naderi et al., 2010). 

Equity perceptions in organization don’t merely influence by the results, but also affect by the process for 
reaching the results. This theory proposed that people can look beyond the results of short-term decision. 

Therefore, inappropriate results seem acceptable when it is imagined that the using process was fair. 

Justice accomplishment requires taking of the fair and just procedures, means the process which is 

supposed to create justice, should be also fair, putting aside the basis and content of law which must be 
fair. 

Justice and equity must provide equal opportunities for everybody in the accomplishment procedure. So it 

can be said that justice requires precision and definite law and its accomplishment procedure is fair when 
it can put forward the use of law for everybody at ease. Baron and Greenberg believed that scientist have 

considered two dimensions for procedural justice:  

a) Structural dimension of procedural justice: how the decisions must be taken so that seems fair. It is 
important to take note that this dimension doesn’t consider the kind of decisions but how the decisions 

shall be taken. 

b) Social dimension of procedural justice: Greenberg believed that in spite of the importance of 

structural dimension of procedural justice, it should be said that it is not all-inclusive in regards of every 
concepts of this matter. In other words, the quality of interpersonal behavior of decision-making 

individuals with employees is the key factor when the judgment about the amount of justice consideration 

in organizational procedures is in attention. 

Interactional Justice 

This concept has earlier used by two researchers under the names of Bies and Moag (1986). They 

believed that Interactional justice is another kind of justice which is distinguished from distributional and 

procedural justice in terms of concept and pointed out especially on social action of procedure. The fact is 
that people are sensitive to the quality of behavior towards them in personal and mutual relations and also 

the structural dimensions of the decision-making process (Rezaeian, 2005). In other words, Interactional 

justice showed the difference between equity in formal procedures and equity in the interpersonal and 
mutual relationships (Sadeghi 2014).  

This justice proposed that the quality of interpersonal behaviors is so much effective for determination of 

equity judgments, along procedures’ accomplishment. The given justifications or explanations influence 
the perception of equity concepts and increase the probability of decision-making procedures to be seen 

as fair. Interpersonal behaviors are consisted of reliability and behaviors of individuals in modest and 

respectful manner. 

The appropriateness of procedures is defined by four behaviors namely sufficient consideration to 
employees’ data, prevention of personal prejudice, compatible use of decision-making criteria, on-time 

feedback and justification of a decision. Interactional justice has two dimensions:  

a) Interpersonal dimension in which one should be polite and respectful. The managers should act with 
trust and respect when encounter with their employees 

b) Social responsibilities and expectations dimension showed that ones’ tolerance of unfair results would 

be increased with their justifications. It means that ones’ expectation from a dimension of organizational 
justice, can affect the employees’ behavior towards reaction to other dimensions of organizational justice 

(Hagigi et al., 2009).  

In typology of organizational justice, it is considered information, emotional and linguistic justice, as 

well. But they are not common comparing those three previous kinds (Sadeghi, 2014). Greenberg (1993) 
divided interactional justice into two separate interpersonal and information factors. 

Therefore, Colquitt (2001) suggested the four-dimension model of justice which is consisted of 

distributional justice, procedural justice, interpersonal justice and information justice. 
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Interpersonal justice consisted of respect, kindness and it is far from politics of authorities in the 

organization. However, information justice pointed out the clear decision-making, explanation and 

sufficient reasons for them. The researchers believe that clear and obvious explanations about the 
procedures by which the consequences are allocated, lead to the promotion of justice perception in the 

individuals. These explanations require information for assessment of structural dimension of decision-

making processes on the basis of relative and logical information and reasons and have sufficient 
legitimacy, in order to empower the justice perception of the individuals. 

In fact, information justice explained actors’ behavior that transfers the information in the way that shown 

the amount of fair information in the society in terms of location, time and situation. Information justice 

will be reached through location, time and method of granting of needed information. In general, 
information justice emphasized more on individual statements and behavior who are as the decision-

making ones, for insisting on systematic and/or structural features of procedures and the results (Sadeghi, 

2014). The research showed that there is relation between three kinds of justice (interactional, 
distributional and procedural justice). According to the opinion of many researchers and scientists, 

education of the teachers is an important factor for creating appropriate situation in reaching to 

educational goals. This is the teacher who is able to compensate even for the textbooks’ weakness and 
shortcomings of educational facilities or rather make the training process as the inactive and unattractive 

one, with his/her inability to teach appropriately (Shabani, 2004). Regarding to this point, Rauf (2007) 

acknowledged that the teachers are the most significant factor in the education process in regards of 

education qualitative planning. Though, other inputs of school also influences the educational outputs, but 
not comparable with the emphasis on the teachers’ role. 

Therefore, each activity which causes enhancement of efficiency in this group can have universal effect 

on all educational system, considering the significant role of teachers in development process of children. 
Hence, the relationship between the organizational justice of the managers and the performance of first-

grade high school teachers in Tehran is considered in this research. 

 

MATERIALS AND METHODS  

Population, Sample and Sampling Method 

As this research is focused on investigation of organizational justice of the managers with the 

performance of first-grade high school teachers in Tehran, so it is used applied-descriptive method in 
correlation analysis. The population was included of all managers and teachers of first-grade high school 

teachers in Tehran during academic year of 2014-15, who worked in schools of both sexes (8600 teachers 

and 690 managers). The sample was selected by using of Cochran’s model and multistage cluster 
sampling method as it was 608 ones (367 teachers and 241 managers). 

Research Tools and Data-Collection Method 

In this research, it has been used from 20-item questionnaire of organizational justice of Niehoff, and 

Moorman (1993) which was included of sub-measures of distributional, procedural and interactional 
justice and alpha value has reported 0.78 in distributional justice, 0.82 in procedural justice and 0.64 in 

interactional justice-in order to collect the data of organizational justice. Furthermore, the results of 

questionnaire of Kashani (2011) were used for investigation of teachers’ performance in which 
Cronbach's alpha was 0.76 in this questionnaire. Considering the importance of learning index of the 

students in teachers’ assessment, it is also used the first-semester test results of the students in lessons of 

mathematics, science, literature and religious theories and the grades in each lesson was the second factor 
for the assessment of the teachers’ performance on it. 

 

RESULTS AND DISCUSSION 

Results 
Research Hypothesis  

Research hypothesis was the relationship between the managers’ organizational justice and the 

performance of first-grade high school teachers in Tehran. 
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According to the mentioned statistics Table 2, the relationship of the managers’ distributional justice with 

the performance of first-grade high school teachers in Tehran is 0.49 and procedural justice of managers 

is 0.38 which is significant at P≤0.01. Therefore, there is positive and significant relationship between 
distributional and procedural justice of managers with the performance of the first-grade high school 

teachers in Tehran and more these justice, the better the performance. Whereas, the relationship of 

interactional justice of managers with the performance of first-grade high school teachers in Tehran was 
0.14 which was not significant. Therefore, there is no significant relationship between interactional justice 

of managers and the performance of first-grade high school teachers in Tehran. 

In order to discuss about the role of component of managers’ organizational justice (distributional and 

procedural) in the performance of first-grade high school teachers in Tehran, it is used multi-variable 
Regression analysis with “simultaneous” method, and the results shown in Table 3. 

 

Table 1: Descriptive index for organizational justice components 

Dimension Average Standard deviation (sd) 

Distributional justice 15.42 0.85 

Procedural justice 47.74 3.77 

Interactional justice 23.09 5.21 

 

Table 2: Correlation index between components of the managers’ organizational justice with the 

teachers’ performance 

Variables Correlation index (R) Significant level (Sig) 

Managers’ distributional justice 0.49 0.0001 

Managers’ procedural justice 0.38 0.001 

Managers’ interactional justice 0.14 0.37 

 
Tables 3 and 4 showed the Regression index of procedural and distributional justice for the teachers’ 

performance. The correlation index (R) reported as 0.43 which means that the procedural and 

distributional justice have interactional relationship with each other as 0.43 with variation value 
(performance). 

F-scale is significant at P≤0.01 in this relationship, means that distributional and procedural justice 

prediction variable can predict grade variations in performance variable, by interaction with each other. 

R2 is 0.18 which means that 18% of grade variations are predictable in grade performance of teachers by 
interaction of two predicted variables (distributional and procedural justice). The separated investigation 

of Beta-scale showed that the effects of distributional justice are more than another variation in the 

interactive relationship. This factor has the prediction power of 0.51 for teachers’ performance, means 
that if one grade increases in the standard grade of distributional justice, 0.51 grade will be reached in 

standard performance grade. 

The prediction power of procedural justice is 0.23 for performance and if one grade increases in the 
standard grade procedural justice, 0.23 grade will be reached in standard teachers’ performance.  

Furthermore, it was used Fisher’s Z test for the discussion that if there is significant difference between 

the managers’ organizational justice and the performance of teachers in terms of sex. The reported results 

are shown in Table 5. 
 

Table 3: The results of correlation index and the index of determination components of managers’ 

organizational justice 

Model R R2 F Sig 

1 0.43 0.18 7.66 0.0001 
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Table 4: The results of Regression components of managers’ organizational justice and 

performance of teachers 

Model one  B Beta T Sig 

Distributional justice 1.54 0.51 5.03 0.0001 
Procedural justice 0.67 0.23 1.18 0.003 

 

Table 5: Correlation index of managers’ organizational justice with the performance of teachers in 

terms of sex separation 

 Groups  

Variables  

Female  Male  

R Sig R Sig 

Managers’ organizational justice with the 
performance of teachers 

o.44 0.0001 0.39 0.0001 

 

The comparison of the correlation in both groups has been done by significant correlation test of two 

independent groups (Z-Fisher). This Z-value has computed by the following formula: 
 

  

By comparing of the correlation of two groups with Z-Fisher test, it is shown that Z-value is 0.6 in sample 

group which is lower than Z threshold of ɑ=0.05 (1.64). So, there is no significant difference at 

correlation of two variables in both groups. 
The main purpose of this research is focused on the relationship of the managers’ organizational justice 

with the performance of first-grade high school teachers in Tehran. The earlier findings showed that there 

is positive and significant relation between the managers’ distributional and procedural justice and the 
performance of first-grade high school teachers in Tehran. However, there is not such significant relation 

between managers’ interactional justice and the performance of teachers and the effect of distributional 

justice is more than procedural and interactional justice on the performance of teachers. The results 

showed that there is no significant difference between the managers’ organizational justice and the 
performance of teachers in terms sex separation.  

Regarding to the distributional and procedural justice, the findings of this research is compatible with the 

findings of others as following: Mirzaaqayi (2010), Ismaili (2011), Asadi (2012), Khamr (2013), Nabatchi 
(2007), Roca (2008), Deconinck (2010), Al-Zu’bi (2010), Mohamed (2013) though the findings related to 

the interactional justice is compatible with Hagigi et al., (2009), Barati et al., (2009) but it is not 

compatible with Naderi et al., (2010), Saghaeian (2011), Zapata-Phelan et al., (2008). 

It can come to conclusion that when the teachers feel injustice due to their managers’ inappropriate 
performance and considering the fact that the consequence of teachers’ performance directly influence the 

set of school in general, so they won’t change the quality of their performance for compensation of this 

inappropriate behavior of their managers, because they don’t characterize the set of school for this fault. 
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