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ABSTRACT. Organizational justice was proposed as a new way to examine the impact of psychological
work environment on the employee mental health. Low organizational justice was shown to be a risk to
the health of employees. The aim of this study was to examine the relationship between organizational
justice and mental health status in employees of sport organizations. The participants were 160 employees
(130 male and 30 female) who responded to Niehoff and Moorman’s organizational justice and Goldberg’s
GHQ28 mental health questionnaires. Results of the study by using Pearson’s correlation, stepwise
multiple regression  and independent “t” tests showed a significant inverse relationship between
organizational justice and its subscales with mental health status. There was significant difference
between male and female employees regarding their mental health status, but no significant difference
was observed between those employees regarding perceived organizational justice. There are many social,
psychological and biological factors determining the level of mental health status of a person at any point
of time. There is also a specific work-related factor, such as perceived organizational justice, that makes
people vulnerable to mental health or mental disorders. © 2014 Bull. Georg. Natl. Acad. Sci.
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Organizational justice. One of the most important
topics in human resource management of every or-
ganization including sport organizations is fairness
and impartialness of managerial acts. Managers must
notice that they should be impartial and unprejudiced
against all the people affected by their acts who might
be organization employees or outside beneficiaries
(e.g. customers or clients, suppliers, etc.) connected
to the organization for various reasons. Organiza-
tional justice is one of the main and most important
factors in satisfaction of organization members. Re-

searchers have investigated the concept of justice in
sports for the first time in universities physical edu-
cation management.  Hums and Chelladurai [1]  for
the first time drafted a tool in order to investigate
distributive justice in collegiate sports. Findings of
researches show that employees appraise three fami-
lies of workplace events.  They examine the justice of
outcomes (distributive justice), the justice of formal
allocation processes (procedural justice), and the jus-
tice of interpersonal transactions they encounter with
others (interactional justice) [2].
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Mental health status. Good mental health is crucial
to the overall well-being of individuals, communities
and societies. Positive mental health is a resource for
everyday living that enables people and communi-
ties to realize their fullest potential and to cope with
life transitions and major life events. Unfortunately,
around the world mental health problems are com-
mon affecting men and women of all ages, nations
and cultures. Estimates suggest mental disorders af-
fect more than 25 percent of all people at some time
during their lives and are present at any point in time
in about 10 percent of a given adult population (World
Health Organization Report [3]).

Mental health problems such as stress, depres-
sion, mental disorders and burnout and their effects
in organization have been considered recently by
many researchers.  Stress is essential for staff activ-
ity, but distress reduces staff efficiency and under-
mines  the  foundations  of  the  organization  [4,5].
Organizational justice & Mental health status. The
findings of many researches show that  organiza-
tional justice play an important role in the health and
well-being of employees [6,7]. Unfair behavior to-
ward employees associated with job dissatisfaction,
retaliation, workplace aggression lower work com-
mitment and withdrawal [2]. Previous research also
suggests that low perceived justice is related to fac-
tors that influence susceptibility to illness, such as
elevated unfavorable serum lipids and negative feel-
ing (see [8]).  Since in many employees of sports
organizations in Iran there are issues such as lack of
motivation, dissatisfaction, emotional exhaustion and
lack of intention to work and achieve organizational
goals, and somehow they suffer from mental disor-
ders, we decided to find what the reasons behind
these issues are.  So, based on the literature review

that we did on mental health,  we concluded it is very
likely that injustice in organizations may produce
these issues.  The purpose of this study, therefore,
was to explore the relationship between organiza-
tional justices (including its subscales) with mental
health status in employees of Sport and Youth Head
Offices of Great Khorasan Province in Iran. Addi-
tionally, we wanted to determine if organizational jus-
tice (including its subscales) predicts the mental health
status in employees?

Note. Great Khorasan Province includes three
Provinces. Khorasan Province  was the largest Prov-
ince of Iran until it divided into three Provinces in
September 2004:  Razavi Khorasan Province, North
Khorasan  Province, South Khorasan Province.

Methods

Participants. In this descriptive (correlative) study
statistical sample  was  employees of sport and  youth
head offices of Great Khorasan Province (N=160, N
is the sample size) with age range of 25 to 59 years
old (M =38, M is the mean; SD = 38.631, SD is the
standard deviation).
Measures. Organizational justice. Niehoff and
Moorman’s organizational justice questionnaire [9]
was used to obtain data on three dimensions of or-
ganizational justice. The instrument consisted of 17
items dealing with the subject  beliefs and perception
of organizational justice which was practiced in or-
ganization.
Mental health status. Goldberg and Hiller  [10] GHQ-
28 questionnaire was used to measure the employ-
ees, mental health status.

Statistical Analysis and Results

Statistical analysis was done by using  Pearson’s

Table 1. Results of  Kolmogorov-Smirnov Test for examination of normality of data

Variable N Z p-value Results 

Organizational  Justice 160 0.811 0.425 Normal 

Mental Health 160 1.065 0.207 Normal 
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correlation and multiple regression analysis (for
details about such methods see, for example, [11]).
Compare to Fahim et al. [12], the first statistical analy-
sis to be performed was coefficient alpha to measure
the reliability of instruments. Although the instru-
ments were proven to be reliable and have been used
in so many researches, reliability tests were needed
for this study, since the instruments were translated
into Farsi, and were used in a different culture at a
different span of time. The alpha value for organiza-
tional justice and mental health were respectively 0.82,
0.80.
Descriptive statistics. 160 employees participated in
the study including 130 (81%) males and 30 (19%)
females. Marital status of employees showed that 50
cases (31%) were single and 110 (69%) were married.

The average age of respondents in this  study
was 43+6.84 years old. Findings showed that 18 em-
ployees (11.3%) worked for 1 to 5 years, 32 (20%)
worked for 6 to 10 years, 40 (25%) worked for 11 to 15
years, 50 (31.2%) worked for 16 to 20 and 20 (12.5%)
worked above 20 years.  The mean score of perceived
organizational justice from employees’ perspective
was 53.398 (from 100 maximum possible) which is
slightly above average. The mean score of mental
health status in employees was 25.03 which was high,
or in other words they were more prone to mental
disorders.  To test if data were normally distributed
the Kolmogorov-Smirnov Test was applied (for de-
tails about Kolmogorov-Smirnov Test see, for exam-
ple, [13]). Results in Table 1 show that organizational
justice and mental health data were normally distrib-

uted (Z = 0.811, p-value=0.425 / Z = 1.065, p-value =
0.207).
Correlation analysis. Results of  the correlation
analysis presented in Table 2 show that there is  sig-
nificant   negative relationship between organizational
justice and mental health of employees
(r = - 0.282, p-value = 0.001). Also, the results of the
correlation test show that there are significant nega-
tive relationship between the components of proce-
dural and interactive justice with mental health
(r = - 0.422, p-value = 0.001 / r = - 0.208, p-value =
0.008). In addition, there is no significant relation-
ship between distributive justice and mental health
(r = - 0.081, p-value = 0.307).
Multiple regression analysis. A stepwise multiple
regression analysis was conducted to determine pre-
dictors of mental health. Results presented in Table 3
show that both interactive and procedural justice were
the best predictors of mental health ( = 0.521, p-
value = 0.001).  Interactive justice ( = 0.524, t = 5.898,
p-value =  0.001)  was the strongest predictor of men-
tal health, followed by procedural justice
( = 0.315, t = 3.551, p-value = 0.002).
Independent “t” test results. Table 4 shows signifi-
cant differences at the level of  = 0.05 between male
and female employees regarding the mean scores of
mental health  (p-values<0.05). Male employees had
better mental health status or were less prone to psy-
chological disorders, but there was no significant
difference between these two groups regarding the
perceived organizational justice (p-value>0.05).

Regarding the perceived organizational justice

Table 2. The correlation coefficient between organizational justice and its subscales with mental

              health

 Components of Organizational Justice 

Variable 
Index 

 
Organizational 

Justice 
Distributive 

Justice 
Procedural 

Justice 
Interactive 

Justice 

Mental health 
Pearson 

correlation 
coefficient 

- 0.282 - 0.081 - 0.422 - 0.208 

p-value 0.001 0.307 0.001 0.008 
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from employees (male and female) perspective, either
group perceived the same amount of justice in or-
ganization. If justice practiced in organization every-
one could  benefit from it. As far as mental health
concerns, female employees were more prone to men-
tal disorders. According to the studies women are
more likely to have been treated for a mental problem
than men (29% compared to 17%). (Better or worse;
A longitudinal study of the mental health of adults in
Great Britain National Statistics).

Discussion

Mental health is an integral and essential compo-
nent of health. The WHO constitution states Health
is the state of complete physical, mental and social
well-being and not merely the absence of disease or
infirmity (factsheet).  There are many social, psy-
chological and biological factors determining the
level of mental health status of a person at any point
of time. There are also some organizational vari-

ables such as organizational justice that act as pre-
dictor of employee mental health. The results of this
study showed a  significant negative relationship
between organizational justice with employees and
mental health  status  (r = - 0.282, p-value = 0.001).
This means that if employees perceive higher rates
of organizational justice they feel less stress at work.
The result in this respect is in consistent with those
of  Keilitz and Roesch [14],  Kivimaki and Ferrie [15]
who studied the relationship between perceived
organizational justice and mental health.  Results of
Whisenant and Smucker [16], Halil and Tanova [17]
suggest a positive and significant correlation be-
tween job satisfaction and organizational justice. It
is also believed that practice of justice in organiza-
tion leads to personal growth and based on this
thought, maintained fairness and impartialness in
organization enhances a sense of personal enhance-
ment and growth at work place which motivates em-
ployees to meet daily tasks and to feel more self-

Table 3.  Coefficient for predictive sources of mental health

Model 

Unstandardized 
Coefficient 

Standardized 
Coefficient t p-value 

β SE β 

1 Constant 1.242 0.211 0.521 5.898 0.001 

2 Interactive  Justice 1.242 0.211 0.524 5.898 0.001 

3 Procedural  Justice 0.434 0.124 0.315 3.551 0.002 

 Table 4. Comparison of variables in male and female employees

Variables Group N M SD 

“t” Test 

“t” 
value 

Degree of 
freedom p-value 

Perceived  organizational 
justice 

Male 130 65.841 11.230 
1.724 158 0.138 

Female 30 64.561 10.841 

Mental health 
Male 130 27.312 8.970 

3.459 158 0.001 
Female 30 30.516 9.106 
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worthy  and trusted  and less anger and insecurity
[18].  According to a negative and significant rela-
tionship between organizational justice and mental
health that was observed in this study it is sug-
gested that compliance with such a fairness in pay
and bonuses to staff, the enforcement of procedure,
involvement of employees in organizational deci-
sion making, ethical consideration, respect and hon-
esty when dealing with employees, providing suit-
able and on time feedback, appreciation for their
good performance, and furnishing an interactive en-
vironment and good communication between staff
and management provide an understanding of or-
ganizational justice on behalf of employees. This in
return will cause a reduction in absenteeism and
displacement  from work, accompanied by high rate
of job satisfaction, loyalty and organizational com-
mitment.

Conclusion

The extent to which people are treated with justice
in work places seems to predict their health inde-

pendently of established stressors at work. Evi-
dence on reduced health risk after favorable change
in organizational justice implies a promising area for
health interventions at workplace.

Limitation

Like all researches there are some limitation to this
study that must be taken into consideration. First,
these results are based on self-reports of employees
in three different organizations (geographically) with
different culture and believes. Second, our result may
also be affected by some bias attitude that partici-
pants might take toward variables.

Implication

The study provides valuable implication for research-
ers and management body to better understand work
related factor such as perceived organizational jus-
tice that make people vulnerable to mental health.
This study also adds to the growing body of knowl-
edge and research on organizational justice and men-
tal health, focusing on sport organizations.
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fiziologia
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h.f. devini*, m. arji*, d. ferbodi**

* azadis islamuri universitetis maShadis filiali, fizikuri ganaTlebisa da sportis
  departamenti, maShadi, irani
**quCanis teqnologiuri universiteti, maTematikis departamenti. quCani, irani

(warmodgenilia akademikos n. miTagvarias mier)

TanamSromelTa gonebriv  mdgomareobaze  Sromis fsiqologiuri  garemos  zegavlenis
Seswavlis mizniT SemoTavazebulia kvlevis axali saSualeba -  saorganizacio samarTali.
aRmoCnda, rom cudi saorganizacio samarTali safrTxes uqmnis TanamSromelTa
janmrTelobas. naSromi miznad isaxavs saorganizacio samarTlis zegavlenis Seswavlas
sportuli dawesebulebebis TanamSromelTa gonebrivi janmrTelobis mdgomareobaze.
gamokvlevaSi monawileobda 160 TanamSromeli (130 mamakaci da 30 qali) maT upasuxes
neiofisa da murmanis saorganizacio samarTlisa da goldbergis  kiTxvars GHO28 gonebrivi
janmrTelobis mdgomareobis Sesaxeb. pirsonis korelaciis, etapobrivi mravalmxrivi
regresisa da calkeuli “t” testebis gamoyenebiT Catarebulma gamokvlebma aCvena, rom
saorganizacio samarTali ukukavSirSia gonebrivi janmrTelobis mdgomareobasTan. gonebrivi
janmrTelobis mdgomareobis mxriv mniSvnelovani sxvaoba iyo qalebsa da mamakacebs Soris,
magram maT Soris araviTari gansxvaveba ar aRiniSneboda saorganizacio samarTlisadmi
damokidebulebis TvalsazrisiT. arsebobs mravali socialuri, fsiqologiuri da
biologiuri faqtori, rac adamianis gonebrivi janmrTelobis mdgomareobas ganapirobebs.
arsebobs agreTve konkretulad samuSaosTan dakavSirebuli faqtori, magaliTad,
saorganizacio samarTali, rac adamians mowyvlads xdis gonebrivi janmrTelobis an
fsiqikuri aSlilobis TvalsazrisiT.
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