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 The main goal of this study was to investigate the relationship between organizational 

justice, trust, and workplace spirituality. A comparison of attitudes of employees who 

earned degrees in physical education with those who did not, was another goal for the 

study. A total of 150 employees who worked for Sport and Youth Organization, were 

selected randomly from the population and served as sample for this study. Three 

Questionnaires were used to collect the data. These questionnaires not only measure 
major factors, but also do measure their sub-factors as well. Data analysis revealed that 

there are significant correlations between organizational justice, trust, and workplace 

spirituality. In addition, multi-regression analysis was used to predict workplace 
spirituality, as criterion variable, through the use of two predictor variables, 

organizational trust and justice. The findings of multi-regression analysis revealed that 

both organizational justice and organizational trust can be counted as significant 
variables in predicting workplac spirituality. Finally, the attitudes of employees having 

academic degrees in the field of physical education toward organizational justice, 

organizational trust, and workplace spirituality were not significantly different from 
those employees who earned their degrees in some other field of study. 
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INTRODUCTION 

 

Today’s world is the world of organizations and major players of these organizations are human beings who 

give spirit to them and make the organization objectives attainable. In other words, an organization is 

meaningless without the presence of humans [19].  In the current era that the world is full of complexities and 

development, organizational competitions are growing rapidly and it is evident that those organizations will be 

more successful that have more disciplined structure and are able to provide more positive mechanisms in order 

to achieve their goals. The experts in the field of organizational behavior point to a variety of factors involved in 

the success of organizations [13]. Some consider factors such employees’ motivation, mental health, and 

personality traits as important in the success of an organization [15], while others believe that organizational 

justice and organizational trust are of importance [17].  Finally, some others argue that workplace spirituality 

and taking employees’ moral aspect into account are the major reasons leading to the success of organizations 

[24]. Researchers in different conditions have investigated the status of different variables on the structure of 

different organizations. Maslow has pointed to justice as a rather primary need and has grouped it together with 

discipline, honesty, and fairness [8].  In the current study, the roles that organizational justice, organizational 

trust, and employees’ ethical behavior play in the attainment of organizational objectives have been 

investigated.  

Choladori (2006) considers the establishment of justice among employees as the major factor in the success 

of an organization and points to the impact of the relation between organizational justice and work ethics over 

employees’ work.  It seems that what he means is the expectation that a society has from an organization on the 

establishment of justice between the employees. He believes that organizational justice equals the observance of 

justice and fairness that an organization can provide among its employees. The growth of injustice within 

organizations can have detrimental impacts on employees’ morale and might lead to motivation loss among 

them. In other words, injustice and the unfair distribution of achievements within an organization might lead to 

demoralization of employees and reduction of their attempts and activities. Therefore, observing organizational 

justice is the key to the survival and maintenance of the process of development and growth with an 

organization and helps to increase the rate of employees’ morale in reaching organizational objectives. 
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According to Greenberg, organizational justice is linked to employees’ perception of fairness within an 

organization [1]. Bizz and Trip believe that the observance of justice within an organization helps to the 

development of rules and regulations that are acceptable to the employees [2]. 

Recent developments in the phenomenon of globalization has caused the role of organizational trust in the 

establishment of social, economic, and political relations among employees to be considered significantly by 

researchers. Many experts in the field of behavioral sciences point to the importance of the roe that trust and the 

establishment of that among employees play in an organization [7]. According to these experts, the observance 

of organizational trust leads to the sharing of organizational information, organization commitment, 

commitment to perform duties, organizational citizenship behavior, job satisfaction, satisfaction with 

management, and exchanges between a manager and a member and increases durability of the organization [5]. 

Dennis (2004) views organizational trust as a multi-level concept that is relate to interaction at various levels of 

colleagues, groups, and intra-organizational levels. Experts believe that the establishment of trust within an 

organization can develop the level of cooperation between individuals and groups and consider that as an 

important organizational component in the achievement of organizational objectives [18]. According to Rego, 

high levels of trust between employees leads to the reduction of organizational costs, controls assessment and 

other mechanisms for development, and employees feel much more rates of internal motivation[21].   

One of the problems and issues that organizations are faced with today is the lack of trust that exists 

between employees and managers. Within organizations (especially state-owned one), there is a huge gap 

between employees and manages and their expectations. Therefore, decisions are faced with operational 

difficulties and employees become recalcitrant. As a result, manages lose their trust in their employees and do 

not involve them in the process of decision making which results in the expansion of distrust within the 

organization [11]. Lack of trust within organizations causes employees to deem each other as responsible for 

any mistake and creates mechanisms for defense and irresponsibility, feelings of jealousy and distrust, 

gossiping, attempts in order to distance oneself from the workplace, and lack of clarity with regard to 

organizational objectives [3].  

Recently, the position of spirituality in organizations have been taken into account in a growing fashion by 

managers, employees, and researchers as an essential component in organizations’ interactions with employees, 

customers, and society [20]. The enhancement of spirituality and paying respect to human beings’ dignity within 

the workplace in the long run leads to the improvement of organizational commitment and performance. In 

addition, it triggers the enhancement of employees’ spiritual experiences, performance, and efficiency [10]. 

Mitroff (2003) is a theoretician in the field of organizational behavior who defines workplace spirituality as the 

inclination to pursue the ultimate goal in life and living according to that goal[12]. According to Rego and 

Pinacunha (2008), workplace spirituality has several dimensions among which a shared feeling to work in a 

group, the alignment of personal and individual objectives, feeling the pleasure of work, and opportunities to 

have an internal life can be mentioned[21].  

Nowadays, the essence for the study and investigation of spirituality and moral aspects in employees’ work 

is being felt more than ever due to several reasons. Spirituality provides a newer understanding of one-self for 

individuals and increases the rate of self-confidence in a significant way. Furthermore, it causes individuals to 

have much more stability in their works[4]. The need to observe spirituality in the workplace is to such degree 

that can provide humanity for organizations, activity for societies, and responsibility for the environment [12]. 

 

The review of literature: 

By the help of theories that have been put forward by experts in the field of organizational behavior, 

researchers have conducted extensive studies on variables that can be related to the attainment of organizational 

objectives. It has been found in the majority of these studies that organizational structure has to have such a 

strength and consistency in order to be able to provide employees’ material and spiritual needs. A fair and equal 

behavior with employees, the provision of their job satisfaction, and supporting them, facilitate the attainment of 

organizational objectives and improve the relation between employees and managers. Furthermore, it 

encourages organizational citizenship behavior and reduces cases of skipping the job among employees [6].  

Nazarpouri [2012]  investigated the relation between organizational justice and employees’ organizational 

commitment. They found that there is a significant correlation between some components of employees’ 

organizational justice with each other and with components of organizational commitment. They concluded that 

organizations cannot survive without taking justice into account and the observance of justice within 

organizations is among managers’ ethical responsibilities [16]. The findings of Zarifi et al. (2012) showed that 

there is a significant correlation between organizational justice and employees’ job attachment. However, but no 

significant correlation was observed between perceived organizational justice and employees’ demographical 

variables such as gender, service records, and employment type[26].  

Moghimi et al. (2013) investigated the relation between organizational justice and employees’ quality if 

working life in public organizations. They found a positive and meaningful correlation between organizational 

justice and quality of working life [14]. Palaiologos et al. (2011) showed that procedural, distributional, and 
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interactional justice do have a correlation with various components of performance assessment [17].  Seyyed 

Javadin et al. (2013) investigated the mediatory role of organizational trust and commitment in relation to 

organizational justice and organizational citizenship behavior among hospital employees. The findings revealed 

the correlation between organizational justice and trust [22]. 

The findings of Al-Abrrow et al. (2013) showed that organizational justice is related with organizational 

trust and organizational trust acts as a mediatory variable in the relation between organizational justice and job 

participation.  They found a significant correlation between components of organizational justice (distributional, 

procedural, and interactional justice) and trust within an organization [1]. The findings of Joseph and Winston 

(2011) pointed that there is significant correlation between the perception of a dutiful leader with both trust in 

the leader and organizational trust [9]. 

Youn(2007) investigated the ethical and spiritual aspects of employees’ within a sport organizational by 

doing a random sampling. The findings of the study showed that the employees’ are at an appropriate level of 

workplace spirituality and the average level of spirituality among individuals is higher than other factors. In 

addition, no significant difference was observed between spirituality in managers’ and employees’ work [25]. 

Khanifar et al. (2010) investigated on the organizational perception between spirituality and professional 

commitment. They found that the perception of spiritual elements in employees leads to the increase of 

commitment levels in the workplace. It was concluded that commitment is a major variable and those who are 

more committed to their work experience harder conditions at work compare to those who are in different [11].  

The study of theories and the research literature shows that other variables such as organizational justice 

and organizational trust are valid predictors for spirituality in employee’s’ work. Therefore, the current study 

attempts to find answers for these questions: “Is there a relation between organizational justice and trust on one 

hand and spirituality in employees’ work?” and “Can organizational justice and trust be valid predictors for 

workplace spirituality?” The findings of study may help policy makers to provide more job opportunities for the 

development of organizational justice, organizational trust, and the status of such variables in the enhancement 

of workplace spirituality.  

 

MATERIALS AND METHODS 

 

The current study is applied in nature and correlational with respect to the manner of data collection. The 

study has been conducted as a field study. A total of 150 employees who worked for Sport and Youth 

Organization in Golestan, Iran, were selected randomly as  sample for this study. Questionnaires of 

organizational justice (Niehoff & Moorman, 1993), organizational trust (Payne, 2003), and workplace 

spirituality (Rego & Pine Cunha, 2008) were used to collect the data These  questionnaires not only measure 

major factors, but also do measure their subscales as well.  

The construct validities of organizational justice, organizational trust, and workplace spirituality were found 

to be 0.71, 0.61, and 0.72, respectively. In addition, the coefficients reliability for the variables of organizational 

justice, organizational trust, and workplace spirituality were found as 0.95, 0.90, and 0.95, respectively.   

 

RESULTS AND DISCUSSIONS 

 

Table 1 shows the results of demographical statistics including gender, material status, and academic majors 

of the participants. 

 
Table 1: Demographical statistics for the participants 

 Group  
Statistical indices 

Frequency Frequency percentage 

Gender  
Female 47 31.3 

Male 103 68.7 

Marital status 

Single 
Female 9 19.1 

Male 10 9.7 

Married 
Female 38 80.9 

Male 93 90.3 

Academic Major 

Physical education 

 

Female 15 31.9 

Male 32 44.7 

Non-physical education 
Female 46 68.1 

Male 57 55.3 

 

Table 2 shows the simple relationships between organizational justice, organizational trust, and workplace 

spirituality and their sub-scales. The simple relationship that exists between major and sub-scales in these 

variables is evident in the table. Some of these relations are significant at the level of P < 0.05 and some others 

at P < 0.01. For example, the correlations in the table show that according to the views of employees, the 
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correlation of organizational justice and organizational trust (and their subscales) with workplace spirituality are 

significant. 

 
Table 2: Pearson correlation coefficient for the research variables 

Variable  1 2 3 4 5 6 7 8 9 10 

Organizational J   1          

Distributional J 0.79** 1         

Procedural J 0.93** 0.68** 1        

Interactional J  0.93** 0.56** 0.81** 1       

Organizational trust 0.77** 0.60** 0.74** 0.71** 1      

Workplace spirituality  0.74** 0.60** 0.7** 0.68** 0.78** 1     

feeling team 0.63** 0.52** 0.59** 0.56** 0.65** 0.87** 1    

goals 0.78** 0.63** 0.77** 0.7** 0.82** 0.93** 0.73** 1   

feelings society  0.49** 0.41** 0.49** 0.43** 0.56** 0.77** 0.52** 0.72** 1  

Feeling work 0.61** 0.5** 0.58** 0.54** 0.64** 0.83** 0.62** 0.73** 0.63** 1 

Opportunities internal 

life 

0.54** 0.38** 0.47** 0.54** 0.56** 0.81** 0.59** 0.69** 0.63** 0.73** 

** Correlation is significant at P < 0.01 
 

In order to test the hypothesis as to which one of the variables (organizational justice or organizational 

trust) predicts workplace spirituality among the employees, multiple regression analysis (the step- wise method) 

has been conducted. Table 3 shows the results of this regression analysis. The analysis showed that first 

organizational trust and then organizational justice were able to predict employees’ workplace spirituality. In 

this analysis, variance of the dependent variable that is determined by independent variables was reported to be 

66 percent.  

Therefore, by considering the regression coefficients of organizational trust, organizational justice, and the 

constant value of 0.61, regression equation can be presented as follows: 

y´= 0.61 + 0.51 (organizational trust) + 0.35 (organizational justice) 

 
Table 3: Findings of multivariate regression among all employees (step- wise method) 

Dependent 

variable 
Independent variable R R² F, P 

Β 

Organizational 

trust 

Organizational 

justice 

Workplace 

spirituality 

Organizational trust 0.78 0.61 
230.9 

0.000 

β= 0.78 
t= 15.19 

0.000 

 

Organizational justice 0.81 0.66 
141.7 

0.000 

β= 0.51 

t= 6.7 

0.000 

β= 0.35 

t= 4.6 

0.000 

 

In addition, in order to test the other hypothesis which one of sub-scales of organizational justice predicts 

workplace spirituality of the participants, multiple regression analysis  was applied. Table 4 shows the results of 

this regression analysis. The contents of this table indicate that among the sub-scales of organizational justice, 

procedural justice, interactional justice, and distributional justice are the best predictors, respectively. The 

shared variance of these sub- scales with organizational justice was reported as 55 percent.  

Therefore, by considering the regression coefficients of procedural, distributional, and interactional justice 

and the constant value of 1.1, the regression model can be presented as follows: 

y´= 1.1 + 0.32 (interactional justice) + 0.29 (procedural justice) + 0.23 (distributional justice) 

 
Table 4: Results of multivariate regression analyses (step-wise) 

Dependent 

variable 

Independent 

variable 
R R² 

F,P 

 

Β 

procedural interactional distributional 

Workplace 

spirituality 

Procedural 

justice 
0.70 0.49 

142.8 

0.000 

β= 0.7 
t= 11.9 

0.000 

  

Interactional 

justice 
0.73 0.53 

81.7 

0.000 

β= 0.44 

t= 4.5 
0.000 

β= 0.32 

t= 3.3 
0.001 

 
Distributional 

justice 
0.74 0.55 

60.5 

0.000 

β= 0.29 

t= 2.7 
0.008 

β= 0.32 

t= 3.4 
0.001 

β= 0.23 

t= 3.01 
0.003 

 

The last hypothesis that was investigated in the current study was the comparison of the attitudes of 

employees who had earned their degrees in physical education with those participants whose majors were 

different toward  organizational justice, organizational trust, and workplace spirituality. The findings of 

multivariate variance analysis (MANOVA) showed that there is no significant difference between the attitudes 
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of the two participants in terms of establishment of organizational trust, organizational justice, and workplace 

spirituality (P= 0.27, F(3, 146) = 1.32, Wilks’ Lambda = 0.97).  

 

Conclution: 

The results of  research findings showed that organizational justice and organizational trust and some of 

their sub- scales are related to workplace spirituality. These findings point to this fact that managers should trust 

their employees and to provide opportunities for them to participate in making decisions in order to obtain 

organizational objectives. Investigation on the majority of studies done in this field, point to these similar 

finding, Seyyed Javadin et al. [22], Yarmohammadi et al. [23], Al-Abrrow et al. [1]. In addition, the findings of 

the current study in that together with the development of trust between the employees their ethical and spiritual 

aspects increases are in line with Joseph and Winston [9]. They found that perception from managers is related 

to their decisions to involve employees in making decisions and establish trust between them. Investigation of 

other hypotheses in the study revealed that it seems that managers can develop their employees’ ethical and 

spiritual attitudes if they let them to participate in decision makings so as to gain their loyalty and trust towards 

their job in the attainment of organizational objectives.  

Testing the sub-hypothesis in the study showed that there is no significant difference on the attitudes of 

employees with major related to physical education and those majoring in other areas with respect to 

organizational trust, organizational justice, and workplace spirituality. It seems as if employees believe in the 

establishment of organizational justice and trust in the enhancement of workplace spirituality irrespective of 

their educational background. Zarifi et al. (2012) have argued that the perception of justice does not have a 

significant difference with various levels of educational background [26].  

Finally, what can be concluded and suggested based on the findings is that organizations do have a 

significant impact on the personal behavior of their employees. The enhancement of ethical and spiritual values 

at work can increase workplace spirituality through relating to other organizational variables. Increase in the 

perception of procedural justice leads to the increase in the rate of organizational justice and the higher the level 

of organizational trust becomes, the higher would be the amount of workplace spirituality.  

Furthermore, trust can play an important role in increasing the rate of participation within an organization. 

Trust between individuals and organizations leads to the establishment of regulated and logical interactions 

between them. The creation and maintenance of trust begins with the encouragement of a culture that is based 

on values shared and accepted between various sectors. Organizational trust leads to the reinforcement of 

employees, increased rate of their participation in decision makings, and the establishment of an active 

atmosphere for work. Organizational trust is a kind of trust that managers and employees have in common. 

Without the existence of trust, organizations do not have any chance for the attainment of their goals and 

objectives. Trust is a kind of relationship that the employees like to base their relations with their superiors.. For 

all organizations, interactions between managers and employees that are based on trust are vital and lack of 

them may affect organizational efficiency in a negative way. Trust is a major human value that should be 

expanded within any organization and the creation of that is essential for organizations.  

The main limitation of the current study is that only questionnaires have been used as tools for data 

collection. If it was possible to make use of some other instruments such as interview with employees, the 

current study would turn out to be a more valuable one. It is hoped that other researchers understand the value of 

knowledge that is gained through these studies and lay grounds to the enhancement of ethical and spiritual 

aspects of work through the increase of productivity, justice, and  improvement of organizational commitment 

among employees.   
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