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Abstract

This study aimed to validate the structural model and prioritize the dimensions and components of organizational justice in the Iranian
education system, focusing on distributive, procedural, interpersonal, and informational justice. The study adopted a quantitative,
exploratory—applied design using a descriptive survey approach. The statistical population comprised principals, deputies, teachers, and
experts working in public education institutions in Iran during the 20242025 academic year, from whom 350 participants were selected
through stratified random sampling. Data were collected using a researcher-developed questionnaire. Exploratory factor analysis followed
by confirmatory factor analysis was employed to assess construct validity and model fit. Subsequently, the FUCOM multi-criteria decision-
making method was applied to determine the relative importance and prioritization of dimensions and subcomponents. Confirmatory
factor analysis supported a four-dimensional organizational justice model with acceptable fit indices. FUCOM results indicated that
distributive justice had the highest priority weight among the dimensions, followed by procedural justice, informational justice, and
interpersonal justice. At the subcomponent level, “fair distribution of salary and wages based on experience and years of service” emerged
as the most influential criterion. Organizational justice in the Iranian education system is a coherent multidimensional construct, and policy
interventions prioritizing distributive mechanisms—particularly compensation fairness—can substantially enhance perceived justice
among educational staff.
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Extended Abstract

Introduction

Organizational justice has emerged as a central construct in contemporary organizational and educational
research due to its critical role in shaping employees’ attitudes, behaviors, and performance outcomes. Broadly
defined as employees’ perceptions of fairness in organizational processes, interactions, and outcomes,
organizational justice provides a foundational lens for understanding how individuals evaluate their
relationship with the organization and its authorities. A substantial body of empirical evidence indicates that
when employees perceive their organization as fair, they are more likely to demonstrate higher levels of job
satisfaction, organizational commitment, work engagement, and citizenship behaviors, while lower levels of
stress, deviant behaviors, and turnover intentions are observed (Bahreini, 2025; Chang et al., 2024; Shrestha
et al., 2024). Conversely, perceived injustice has been linked to reduced motivation, erosion of trust,
organizational silence, and a decline in both individual and collective performance (Abas et al., 2024; She,
2023).

The dominant theoretical perspective conceptualizes organizational justice as a multidimensional construct
encompassing distributive, procedural, interpersonal, and informational justice. Distributive justice concerns
the perceived fairness of outcome distributions such as salaries, rewards, and promotion opportunities.
Procedural justice refers to the fairness of the processes and rules used to determine these outcomes,
emphasizing consistency, impartiality, and transparency. Interpersonal justice focuses on the quality of
interpersonal treatment employees receive from supervisors, particularly in terms of respect, dignity, and
courtesy. Informational justice addresses the adequacy, clarity, and honesty of explanations and information

provided regarding organizational decisions (Ghazali et al., 2025; Incekara et al., 2024). Research suggests



that these dimensions, while conceptually distinct, operate in a complementary manner and jointly shape
overall justice perceptions (O'Callaghan, 2024; Park & Lee, 2023).

In educational organizations, particularly public education systems, organizational justice acquires heightened
importance. Schools are not merely administrative entities but value-driven institutions tasked with fostering
learning, equity, and social development. Teachers and educational staff represent the core human capital of
these organizations, and their perceptions of fairness can directly influence instructional quality, professional
commitment, and willingness to engage in reform initiatives. Empirical studies conducted in various
educational contexts have demonstrated that organizational justice is positively associated with teachers’ work
engagement, professional achievement, loyalty, and quality of work life (Huang, 2024; Ismetoglu & Argon,
2025; Jandaghi et al., 2024). At the same time, injustice perceptions among teachers have been linked to
burnout, withdrawal behaviors, and reduced openness to innovation (Toprakei et al., 2023).

Within the Iranian education system, organizational justice represents a particularly salient issue due to
structural centralization, resource constraints, diversity of personnel, and persistent challenges in
compensation, promotion, and decision-making transparency. Previous studies in Iran have highlighted
concerns regarding fairness in salary distribution, career advancement, and managerial practices, suggesting
that deficiencies in organizational justice may undermine the effectiveness of school leadership and the
sustainability of educational reforms (Nemati & Khoshgoftar Moghadam, 2025; Shirvani et al., 2024).
Moreover, much of the existing research has relied on adapted measurement instruments without rigorous
structural validation, raising questions about their contextual suitability and explanatory power
(Davoudzadehmoghaddam et al., 2024).

Another notable gap in the literature concerns the prioritization of organizational justice dimensions. While
numerous studies have examined the relationships between justice perceptions and various outcomes,
relatively little attention has been paid to determining which dimensions of justice are perceived as more
critical by employees, particularly in resource-constrained public sectors. Understanding such priorities is
essential for evidence-based policymaking and managerial decision-making, as it enables leaders to allocate
limited resources more effectively (Darmoko, 2024; Kurniawati & Ramli, 2024). In response to these gaps,
the present study integrates confirmatory factor analysis with a multi-criteria decision-making approach to
validate the organizational justice model and prioritize its dimensions within the Iranian public education
system.

Methods and Materials

The study adopted a quantitative, exploratory—applied research design using a descriptive survey methodology.
The statistical population comprised principals, deputy principals, teachers, and administrative experts
employed in public education institutions in Iran during the 2024-2025 academic year. A sample of 350
participants was selected through stratified random sampling to ensure proportional representation of different

occupational roles and educational levels.



Data were collected using a researcher-developed questionnaire designed to measure the four dimensions of

organizational justice and their associated indicators. Prior to the main analysis, exploratory factor analysis
was conducted to identify the underlying factor structure and refine the measurement model. Confirmatory
factor analysis was subsequently employed to assess construct validity, factor loadings, and overall model fit.
To determine the relative importance and prioritization of organizational justice dimensions and
subcomponents, the Full Consistency Method (FUCOM), a multi-criteria decision-making technique based on
pairwise comparisons and minimal inconsistency, was applied.

Findings

The results of the confirmatory factor analysis supported a four-dimensional model of organizational justice,
comprising distributive, procedural, interpersonal, and informational justice. All factor loadings were
statistically significant and exceeded acceptable thresholds, indicating strong relationships between observed
indicators and their respective latent constructs. Fit indices demonstrated that the measurement model
exhibited satisfactory goodness of fit, confirming the structural validity of the organizational justice construct
within the studied population.

The FUCOM analysis revealed clear differences in the relative importance of organizational justice
dimensions. Distributive justice emerged as the highest-priority dimension, indicating that fairness in salary
distribution, rewards, and resource allocation was perceived as the most critical aspect of justice by educational
staff. Procedural justice ranked second, highlighting the importance of transparent and impartial decision-
making processes related to promotion, evaluation, and task assignment. Informational justice occupied the
third position, while interpersonal justice was ranked fourth among the four dimensions.

At the subcomponent level, the indicator related to fair distribution of salary and wages based on experience
and years of service achieved the highest final weight among all criteria. Other high-ranking subcomponents
included transparent procedures for budget allocation and clear criteria for career advancement. Lower-ranked
indicators were primarily associated with interpersonal interaction styles and informal communication
practices, although they still contributed meaningfully to the overall justice perception.

Discussion and Conclusion

The findings of this study demonstrate that organizational justice in the Iranian public education system is a
coherent and multidimensional construct that can be empirically validated through rigorous statistical analysis.
The prominence of distributive justice suggests that, under conditions of economic constraints and
standardized compensation systems, educational staff are particularly sensitive to the fairness of tangible
outcomes. This does not diminish the importance of other justice dimensions but indicates that outcome-related
fairness serves as a foundational concern upon which other perceptions are built.

The prioritization of procedural justice underscores the role of transparent and consistent managerial processes
in fostering acceptance of decisions, even when outcomes are not universally favorable. Informational and

interpersonal justice, while ranked lower, remain essential for sustaining trust, mutual respect, and constructive



communication within educational organizations. Together, these findings suggest that organizational justice
should be addressed through an integrated yet priority-sensitive approach, aligning structural reforms with
relational and communicative improvements.

Overall, the study provides a validated framework for understanding and prioritizing organizational justice in
public education. By identifying which dimensions and components are perceived as most critical, the findings
offer practical guidance for policymakers and educational leaders seeking to enhance fairness, motivation, and
effectiveness within schools. The integration of confirmatory factor analysis and FUCOM also demonstrates
the value of combining psychometric validation with decision-oriented analytical methods in organizational

research.
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