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 The main purpose of this study is evaluating the Relative Importance of 
Organizational Culture and Organizational Justice at Social security employee in 
Ardabil province. There were two components to our research design. First, we used 
specific dimensions of organizational culture (task-oriented culture, support-oriented 
culture, achievement-oriented culture, power-oriented culture). Second, based on 
these results we focused on organizational justice dimension according to Colquitt et 
al (2009). We used informants from southern oil regions Welfare Company explore 
dimensions of organizational culture, organizational justice and test our hypothesis. 
The data has collected from 196  employees of southern oil regions Welfare 
Company by a questionnaire with 35 items by study of variables. All the reliability 
and validity of measures has examined. We used Relative Importance method and 
Spearman Correlation to analyze the research hypothesis. The findings of research 
show that there is a relationship between organizational culture dimensions (task-
oriented culture, power-oriented culture, achievement-oriented culture, support-
oriented culture) and organizational justice dimensions (distributive justice, 
procedural justice, interactional justice, informational justice). And, also these 
dimensions have the most relative weight influence on organizational justice in 
comparison other organizational culture dimensions. 
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INTRODUCTION 
 

Like many social scientists, organizational researchers have been interested in the role of culture in 
organizational life and by some estimates have generated more than 4600 articles on the topic [15]. Significant 
debates emerged during the 1980’s and 1990’s as organizational culture became a management fad [1]. 
Academic debates focused on whether culture should be viewed from a materialist or ideational perspective, 
whether it is a unitary or distributed construct, and how it should be assessed and studied [28].  

Culture has long been on the agenda of management theorists and it has been characterized by many 
authors as “something to do with the people and unique quality and style of organization”, “the way we do 
things around here” or the “expressive non-rational qualities of an organization” [9].  

There are a number of central aspects of culture: 
• There is an evaluative element involving social expectations and standards; the values and beliefs that 

people hold central and that bind organizational groups. 
• Culture is also a set of more material elements or artifacts. These are the signs and symbols that the 

organization is recognized by but they are also the events, behaviors and people that embody culture. 
• The medium of culture is social interaction, the web of communications that constitute a community. 

Here a shared language is particularly important in expressing and signifying a distinctive organizational culture 
[26]. 

However, social scientists began to converge on an operational definition of culture as the attitudes, values, 
beliefs, and behaviors that are shared by a particular group of people [11,22,21] i.e. a definition that uses 
identifiable, measurable, and enduring behavioral components. 

Attempts to define organizational culture have adopted a number of different approaches. Some focus on 
manifestations – the heroes and villains, rites, rituals, myths and legends that populate organizations. Culture is 
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also socially constructed and reflects meanings that are constituted in interaction and that form commonly 
accepted definitions of the situation [26]. 

The major reason for the wider interest in organizational culture stems from the argument that certain 
organizational cultures lead to superior organizational financial performance [25]. Researchers found that 
cultural strength was significantly associated with financial performance both short term [10] and long term4. 
Culture also affects an organization’s competitive position because of benefiting from having highly motivated 
employees dedicated to common goals [20], influencing the organizational performance [22], and developing 
organizational competences and obtaining competitive advantage. Overall, organizational culture can be the 
factor that sends an organization to greatness as its members are inspired to do their utmost to work hard to 
conceive and make goods and services that improve the welfare of their customers and hence develop 
organizational competences and obtain a competitive advantage [19]. This illustrates that organizational culture 
is a determinant of entrepreneurial orientation, which refers to all aspects related to processes, practices and 
decision and decision making activities, which lead to adopt or acquire the new venture creation [24]. There are 
three commonly accepted aspects of organizational culture, namely: bureaucratic; innovative; and supportive 
[30]. Bureaucracy is viewed as hierarchically structured, orderly, procedural, and highly regulated. 
Innovativeness is seen as creative, enterprising, risk-taking, and results-oriented. Supportiveness is characterized 
by equitable, sociable, trusting, and collaborative behaviors. Meanwhile, other researcher has outlined 
dimensions of organizational culture, which covered process-result oriented, open-closed system, tightly-loosely 
controlled, normative-pragmatic, and employee-job oriented [16].  

Justice perceptions have long been explanatory variables in organizational research [2]. Organizational 
justice describes the individuals' (or groups') perception of the fairness of treatment received from an 
organization and their behavioral reaction to such perceptions [18]. A two-dimensional conceptualization of 
justice appears to have been widely adopted in the extant literature. Distributive justice refers to the perceived 
fairness of the outcomes employees receive, while procedural justice describes the perceived fairness of the 
means used to determine those outcomes. The latter is reflected in concerns about employee participation, 
consistency, impartiality, and rationality [7]. Both distributive and procedural justice are consistently found to 
be related to behaviors [14]. In general, findings in the extant justice literature indicate that distributive justice is 
more strongly related to personal outcomes (e.g. job satisfaction), while procedural justice is more strongly 
related to evaluation of institutions and employee contributions [23]. It also appears that when people receive 
unfavorable outcomes, negative affect and behavioral consequences tend to be mitigated when procedural 
justice is practiced [5,27]. 

Research has shown that employees appraise three families of workplace events. They examine the justice 
of outcomes (distributive justice), the justice of the formal allocation processes (procedural justice), and the 
justice of interpersonal transactions they encounter with others (interactional justice). These are shown in Table 
1. 

 
Table1: Components of Organizational Justice 

Distributive Justice: Appropriateness of 
outcomes. 

− Equity: Rewarding employees based on their contributions. 
− Equality: Providing each employee roughly the same compensation. 
− Need: Providing a benefit based on one’s personal requirements. 

Procedural Justice: Appropriateness of the 
allocation process. 

− Consistency: All employees are treated the same. 
− Lack of Bias: No person or group is singled out for discrimination or ill 
treatment. 
− Accuracy: Decisions are based on accurate information. 
− Representation of All Concerned: Appropriate stakeholders have input into a 
decision. 
− Correction: There is an appeals process or other mechanism for fixing 
mistakes. 
− Ethics: Norms of professional conduct are not violated. 

Interactional Justice: Appropriateness of 
the treatment one receives from authority 
figures. 

Interpersonal Justice: Treating an employee with dignity, courtesy, and respect. 
Informational Justice: Sharing relevant information with employees. 

 
Distributive, procedural, and interactional justice tend to be correlated. They can be meaningfully treated as 

three components of overall fairness [3,4], and the three components can work together. However, if one’s goal 
is to promote workplace justice, it is useful to consider them separately and in detail. This is because each 
component is engendered in distinct ways, arising from different managerial actions. 

The main purpose of this study is evaluating the Relative importance of organizational culture constructs in 
the development of organizational justice at Social security employee in Ardabil province. To achieve this aims 
we try to find answer to this questions: Is there relationship between organizational culture and organizational 
justice? What is the relative importance/weight of each constructs of organizational culture influencing 
organizational justice? 
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Methodology: 
There were two components to our research design. First, we updated the Organizational Culture Diana , C. 

Physey (2004) and used it to identify specific dimensions of organizational culture (task-oriented culture, 
support-oriented culture, achievement-oriented culture, power-oriented culture). Second, based on these results 
we focused on organizational justice dimension according to Colquitt et al [6]. We used informants from Social 
security employee in Ardabil province explore dimensions of organizational culture, organizational justice and 
test our hypothesis.  

The data has collected from 172  employees of Social security employee in Ardabil province by a 
questionnaire with 29 items by study of variables and we can gather 150 questionnaire. All the reliability and 
validity of measures has examined. Questionnaire reliability was estimated by calculating Cronbach’s Alpha via 
SPSS software that is  

 
Table 2: Results of questionnaires reliability  

Variables Cronbach's Alpha 
organizational culture  0.716 
organizational justice 0.894 

 
We used Relative Importance method and Spearman Correlation to analyze the research hypothesis.  
Regression analyses are typically conducted to capture people’s decision policy. However, when inter-

correlation among predictors exists (as is the case in this study), regression coefficients have long been judged 
inadequate to indicate the relative importance of a predictor because the impact of one predictor cannot be 
considered when holding the other predictors constant. Currently, there are two preferred methods for 
determining a predictor’s relative importance: Budescu’s dominance analysis and Johnson’s (2000, 2001) 
relative weights. According to Johnson and LeBreton, both indices take a predictor’s direct effect and its effect 
when combined with other predictors into account, and both yield importance weights that represent the 
proportionate contribution each predictor makes to R2. When they are used for analyzing the same data, both 
indices produce virtually the same results. Here, we computed Johnson’s relative weights per rater (expressed as 
proportions of R2) because they are easier to compute than Budescu’s dominance analysis. 

 
Analysis and Results: 
Descriptive Results: 

The data gathered from questionnaires shows that, 70 percent are male and 30 are female. 43 percent are 
married and 57 are single. The responder’s degree is 10 percent M.A, 57 percent BA, and 33 percent DA or 
under DA have degree. It means that the all of the employees have university degree. (Table 3) 

 
Table3: Responders degree 

Valid Degree Frequency Percent 
 PhD 0 0 
 MA 50 10 
 BA 85 57 

DA or Under DA 15 33 
Total 150 100 

 
Table 4 shows customers’ age of the responders, from the precedence point of view about 20 percent of 

responders have less than 30 years’ old, and 40 percent have between 31-40,  30 percent 41-50 and finally 10 
percent have more than 51 years of managing experience.  

 
Table 4: customers’ age of the responders 

Valid  Frequency Percent 
 Under 30 30 20 

31-40 60 40 
41-50 45 30 
More than 51 15 10 

 Total 150 100.0 
 
Hypothetical Results: 

In this paper we have four main hypothesis. The statistical way of analysis of hypotheses is two ways, H1 is 
acceptance of hypothesis and H0 is rejecting of hypothesis. In other words, it means that H1 has positive 
meaning and H0 has negative meaning.  

 
Hypothesis 1: The relative importance/weight of each constructs of organizational culture in influencing to 

procedural justice is not the same. 



3873                                                                        Ahmad Behrou, 2013 
Advances in Environmental Biology, 7(13) November 2013, Pages: 3870-3878 

Table 5, shows that the correlation coefficients between the independent (organizational culture) and 
dependent variable (Procedural justice). 
 
Table 5: correlation coefficients between the independent and dependent variables 

support-
oriented 
culture 

achievement-
oriented 
culture 

power-
oriented 
culture 

 

task-oriented 
culture 

Procedural 
justice 

Research Variables 

    1.000 Spearman 
Correlation  

Procedural justice 

    . Sig 
    150 N 
   1.000 .38** Spearman 

Correlation  
task-oriented 
culture 

    . .000 Sig 
   150 150 N 
  1.000 .73** .18** Spearman 

Correlation  
power-oriented 
culture 

   . .000 .000 Sig 
  150 150 150 N 
 1.000 .312** .323** .58** Spearman 

Correlation  
achievement-
oriented culture 

  . .000 .000 .000 Sig 
 150 150 150 150 N 

1.000 .760** .267** .435** .68** Spearman 
Correlation  

support-oriented 
culture 

 .000 .000 .000 .000 .000 Sig 
150 150 150 150 150 N 

 
The results of above table shows, that there is a correlation between the independent variables and also they 

have significant correlation dependent variable. Therefore, in such cases, using a method such as regression to 
find the organizational culture dimensions on the procedural justice is not suitable.  

Given the correlation between the independent variables, we have calculated the combined effects and 
weighted share of organizational culture with four dimensions in influencing to procedural justice with used of 
relative importance technique.  

 
Table6: Organizational culture dimensions relative importance / weight to influence procedural justice with using Johnson model 

Organizational culture 
dimensions 

Net weight of each variable relative weight of each variable with 100% 

(R2 Net weight of each variable) 

N 

task-oriented culture 
 

0.070 14% 150 

power-oriented culture 
 

0.015 3% 150 

achievement-oriented culture 
 

0.161 33% 150 

support-oriented culture 
 

0.251 50% 150 

Total R2 = 0.497 100% 150 
 
The results show that four dimensions of organizational culture explained 55.1 present of procedural justice 

users changes. Support -oriented culture dimension has the highest priority and the power -oriented culture 
dimension has the lowest priority. Task-oriented culture have 14 present, power-oriented culture have 3 present, 
achievement-oriented culture have 33 present and support-oriented culture have 50 present relative weights. 

 
Hypothesis 2: The relative importance/weight of each constructs of organizational culture in influencing to 

interactional justice is not the same. 
 
Table 7, shows that the correlation coefficients between the independent (organizational culture) and 

dependent variable (interactional justice). 
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Table 7: correlation coefficients between the independent and dependent variables 
support-
oriented 
culture 

achievement-
oriented 
culture 

power-
oriented 
culture 

 

task-oriented 
culture 

interactional 
justice 

Research Variables 

    1.000 Spearman 
Correlation  

interactional justice 

    . Sig 
    150 N 
   1.000 .22** Spearman 

Correlation  
task-oriented culture 

 
   . .000 Sig 
   150 150 N 
  1.000 .73** .21** Spearman 

Correlation  
power-oriented 
culture 

   . .000 .000 Sig 
  150 150 150 N 
 1.000 .312** .323** .54** Spearman 

Correlation  
achievement-oriented 
culture 

  . .000 .000 .000 Sig 
 150 150 150 150 N 

1.000 .760** .267** .435** .56** Spearman 
Correlation  

support-oriented 
culture 

 .000 .000 .000 .000 .000 Sig 
150 150 150 150 150 N 

 
The results of above table shows, that there is a correlation between the independent variables and also they 

have significant correlation dependent variable. Therefore, in such cases, using a method such as regression to 
find the organizational culture dimensions on the interactional justice is not suitable.  

Given the correlation between the independent variables, we have calculated the combined effects and 
weighted share of organizational culture with four dimensions in influencing to interactional justice with used of 
relative importance technique.  

 
Table8: Organizational culture dimensions relative importance / weight to influence interactional justice with using Johnson model 

Organizational culture 
dimensions 

Net weight of each variable relative weight of each variable with 100% 

(R2 Net weight of each variable) 

N 

task-oriented culture 
 

0.014 3.9% 150 

power-oriented culture 
 

0.015 4.4% 150 

achievement-oriented culture 
 

0.148 42.3% 150 

support-oriented culture 
 

0.173 49.3% 150 

Total R2 = 0.35 100% 150 
 
The results show that four dimensions of organizational culture explained 35 present of interactional justice 

users changes. Support -oriented culture dimension has the highest priority and the task-oriented culture 
dimension has the lowest priority. Task-oriented culture have 3.9 present, power-oriented culture have 4.4 
present, achievement-oriented culture have 42.3 present and support-oriented culture have 79.3 present relative 
weights. 

 
Hypothesis 3: The relative importance/weight of each constructs of organizational culture in influencing to 

distributive justice is not the same. 
Table 9, shows that the correlation coefficients between the independent (organizational culture) and 

dependent variable (Procedural justice). 
The results of above table shows, that there is a correlation between the independent variables and also they 

have significant correlation dependent variable. Therefore, in such cases, using a method such as regression to 
find the organizational culture dimensions on the distributive justice is not suitable.  

Given the correlation between the independent variables, we have calculated the combined effects and 
weighted share of organizational culture with four dimensions in influencing to distributive justice with used of 
relative importance technique.  
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Table 9: correlation coefficients between the independent and dependent variables 
support-
oriented 
culture 

achievement-
oriented 
culture 

power-
oriented 
culture 

 

task-oriented 
culture 

distributive 
justice 

Research Variables 

    1.000 Spearman 
Correlation  

distributive justice 

    . Sig 
    150 N 
   1.000 .17** Spearman 

Correlation  
task-oriented 
culture 

    . .000 Sig 
   150 150 N 
  1.000 .73** .07** Spearman 

Correlation  
power-oriented 
culture 

   . .000 .000 Sig 
  150 150 150 N 
 1.000 .312** .323** .48** Spearman 

Correlation  
achievement-
oriented culture 

  . .000 .000 .000 Sig 
 150 150 150 150 N 

1.000 .760** .267** .435** .77** Spearman 
Correlation  

support-oriented 
culture 

 .000 .000 .000 .000 .000 Sig 
150 150 150 150 150 N 

 
Table10: Organizational culture dimensions relative importance / weight to influence distributive justice with using Johnson model 

Organizational culture 
dimensions 

Net weight of each variable relative weight of each variable with 100% 

(R2 Net weight of each variable) 

N 

task-oriented culture 
 

0.026 4% 150 

power-oriented culture 
 

0.004 0.6% 150 

achievement-oriented culture 
 

0.129 19.8% 150 

support-oriented culture 
 

0.494 75.6 % 150 

Total R2 = 0.654 100% 150 
 

The results show that four dimensions of organizational culture explained 65.4 present of distributive 
justice users changes. Support -oriented culture dimension has the highest priority and the power -oriented 
culture dimension has the lowest priority. Task-oriented culture have 4 present, power-oriented culture have 0.6 
present, achievement-oriented culture have 19.8  present and support-oriented culture have 75.6 present relative 
weights. 

 
Hypothesis 4: The relative importance/weight of each constructs of organizational culture in influencing to 

informational justice is not the same. 
 
Table 11, shows that the correlation coefficients between the independent (organizational culture) and 

dependent variable (informational justice). 
The results of above table shows, that there is a correlation between the independent variables and also they 

have significant correlation dependent variable. Therefore, in such cases, using a method such as regression to 
find the organizational culture dimensions on the informational justice is not suitable.  

Given the correlation between the independent variables, we have calculated the combined effects and 
weighted share of organizational culture with four dimensions in influencing to informational justice with used 
of relative importance technique.  
 
 
 
 
 
 
 



3876                                                                        Ahmad Behrou, 2013 
Advances in Environmental Biology, 7(13) November 2013, Pages: 3870-3878 

Table 11: correlation coefficients between the independent and dependent variables 
support-
oriented 
culture 

achievement-
oriented 
culture 

power-
oriented 
culture 

 

task-oriented 
culture 

informational 
justice 

Research Variables 

    1.000 Spearman 
Correlation  

informational 
justice 

    . Sig 
    150 N 
   1.000 .48** Spearman 

Correlation  
task-oriented 
culture 

    . .000 Sig 
   150 150 N 
  1.000 .73** .38** Spearman 

Correlation  
power-oriented 
culture 

   . .000 .000 Sig 
  150 150 150 N 
 1.000 .312** .323** .66** Spearman 

Correlation  
achievement-
oriented culture 

  . .000 .000 .000 Sig 
 150 150 150 150 N 

1.000 .760** .267** .435** .51** Spearman 
Correlation  

support-oriented 
culture 

 .000 .000 .000 .000 .000 Sig 
150 150 150 150 150 N 

 
Table12: Organizational culture dimensions relative importance / weight to influence informational justice with using Johnson model 

Organizational culture 
dimensions 

Net weight of each variable relative weight of each variable with 100% 

(R2 Net weight of each variable) 

N 

task-oriented culture 
 

0.106 20.3% 150 

power-oriented culture 
 

0.048 9.1% 150 

achievement-oriented culture 
 

0.272 52% 150 

support-oriented culture 
 

0.097 18.5% 150 

Total R2 = 0.523 100% 150 
 
The results show that four dimensions of organizational culture explained 52.3 present of procedural justice 

users changes. Achievement-oriented culture dimension has the highest priority and the power-oriented culture 
dimension has the lowest priority. Task-oriented culture have 20.3 present, power-oriented culture have 9.1 
present, achievement-oriented culture have 62 present and support-oriented culture have 18.5 present relative 
weights. 

 
Conclusion: 

The main purpose of this study is evaluating the Relative Importance of Organizational Culture and 
Organizational Justice at Social security employee in Ardabil province. We designed two components to our 
research; first, we updated the organizational culture Diana, C. Physey and used it to identify specific 
dimensions of organizational culture (task-oriented culture, support-oriented culture, achievement-oriented 
culture, power-oriented culture). Second, based on these results we focused on organizational justice dimension 
according to Colquitt et al [6]. We used informants from Social security employee in Ardabil province explore 
dimensions of organizational culture, organizational justice and test our hypothesis.  

The findings of research show that there is a relationship between organizational culture dimensions (task-
oriented culture, power-oriented culture, achievement-oriented culture, support-oriented culture) and 
organizational justice dimensions (distributive justice, procedural justice, interactional justice, informational 
justice). And, also these dimensions have the most relative weight influence on organizational justice in 
comparison other organizational culture dimensions. 

− The relative importance/weight of each constructs of organizational culture in influencing to procedural 
justice is not the same and four dimensions of organizational culture explained 55.1 present of procedural justice 
users changes. 

− Hypothesis 2: The relative importance/weight of each constructs of organizational culture in 
influencing to interactional justice is not the same and four dimensions of organizational culture explained 35 
present of interactional justice users changes. 
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− The relative importance/weight of each constructs of organizational culture in influencing to 
distributive justice is not the same and four dimensions of organizational culture explained 65.4 present of 
distributive justice users changes. 

− The relative importance/weight of each constructs of organizational culture in influencing to 
informational justice is not the same four dimensions of organizational culture explained 52.3 present of 
procedural justice users changes. 
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