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ABSTRACT 

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

and justice with aggression on Tehran townships education sport coaches. The population of this 

study consisted of Tehran townships education all men and women sport coaches that 

participated on Tehran townships education sport competition. The population of this study 

consisted of 360 coaches that 186 coaches selected through simple random sampling and 

according to Morgan table. The result indicates that there is negative significant relationship 

between aggression with organizational culture subscales: consistency, adoptability and mission 

culture. Moreover, there is not significant relationship between participative culture with 

aggression. Also, there was significant negative relationship between organizational culture with 

aggression. Again, there was significant relationship between aggression with organizational 

justice subscales. Among organizational justice subscales only procedural justice has negative 

significant relationship with aggression. Moreover, there was not significant relationship 

between distributive and interactional justice with aggression. Also, demographic variable 

analysis indicates that there is not significant difference between variables in regard to gender. 

But there was significant difference on organizational culture and justice in coaches with 

different experience. 
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INTRODUCTION  

Coaching is central to improving 

performance in sport and delivering social 

participation objectives. These objectives 

include the contribution that coaches make, 

through facilitating skill acquisition, to the 

personal and social development of sport 

participants, as well as the role of coaching 

in delivering world-leading sport 

performances, enabling the UK to create a 

legacy for sport and coaching [1]. Coaches 

are in a position to have both a positive and 

a negative impact on an athlete‟s physical 

and psychological development. Cushion, 

Armour and Jones  suggest that coaching is 

“a complex, interrelated and inter-dependent 

process that is firmly embedded within 

specific social and cultural contexts”. The 

relationship between coaches and athletes is 

also predicated on the context within which 

they interact. Sports have different cultural 

contexts which act differentially on the 

experience of coaches and athletes. As 

Girginov[2] comments: Modern sports are 

highly organized, specialized, bureaucratic, 

competitive and record-oriented enterprises. 

There is no such thing as an independent, 

versatile all powerful athlete. The process of 

becoming an elite athlete involves skillful 

coordination of the work of various 

organizations including: clubs; sport 

governing bodies at national and 

international levels; multi-disciplinary 

research; and technical agencies. It is 

contended that organizational culture acts as 

a system of social control and can influence 

employees‟ attitudes and behavior through 

the values and beliefs operating in a 

company [3]. The delivery of this systematic 

approach in and through sport organizations 

has required academics to look beyond the 

boundaries of sports science to other 

disciplines; these disciplines include 

organizational behavior, human resource 

management and organizational culture. 

Many of the concepts that are in 

organizational culture, starting from the 

beginning of the twentieth century and 

during the works of scientists can be 

investigated. Wrote that during this century 

has been written about the organization and 

management is full of approaches to 

organization that paid to implies the 

formation of organizational culture in the 

form of statements such as the space, 

character, atmosphere, institutionalized, 

informal organization, and ... [4]. 

Approximately the numbers of people who 

have written articles about culture there are 

defining and understanding of it addressing 

all of them is out of the patience of this 

study and only paid to some of them. The 
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organizational culture is a broad concept that 

covers beliefs, ideologies, traditions, norms, 

customs, science and technology. 

Organizational culture is a major factor that 

will affect the behavior of the organization 

and its members. SeyyedAmeri  indicate that 

youth and sport organization have good 

status on adaptation and mission but at 

adoptability and job involvement have more 

attention. Goffman  has said that context 

frames our perceptions of the social world. 

The organizational culture of a sport club is 

one context which must be considered in 

broadening understanding of the coaching 

process. Recently, a good deal of attempts 

has been done in governmental 

organizations to improve the concentrated 

management structure and system, and 

despite a plethora of discussions regarding 

employees' empowerment advantages, it has 

yielded trivial exploitation, and further, the 

number of leaders and groups familiar with 

the ways of creating an empowerment 

culture are inconsiderable. For due reason, 

one of the main obsessions of the 

organizational behavior experts, in the field 

of sports, seems to be unearthing 

prerequisites of the employees' 

empowerment in sports organizations. 

Reviewing previous literature related to 

human resources, organizational behavior, 

and theory shows that organizational justice 

is a valuable construct to establish and keep 

motivation in employees. The most 

important evidence in this regard tends to be 

Equity Theory within new trends regarding 

the motivation. In other words, conducting 

research on the organizational justice was 

commenced by Adams works 

aboutEquityTheory which underlined 

perceiving the fairness of consequences. He 

called the employees' perception of the fair 

distribution of consequences as 

distributional justice. Studying procedural 

justice was initiated following the study of 

the distributional justice. Research findings 

indicated that processes by which rewards 

are determined are as important as the 

process of rewards distributions; the same is 

true regarding their fairness. Ultimately, the 

study of the interactional justice was 

pursued based on the perceived fairness of 

the interpersonal relations with regard to the 

organizational procedures and the quality of 

the interpersonal relations. Masterson et al. 

[5] advocated that interactional justice better 

predicts job performance compared to the 

procedural justice. Aggression is perhaps 

one of the most important problems in sports 

today. Much research has looked at 

aggressive behaviors in sport, trying to 

understand the processes underlying such an 
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unethical behavior [6]. Although the results 

of these and other studies have been of some 

value, it has been argued that the theoretical 

models on which they are based are of 

limited use for studying aggression in sport 

because they fail to take account of the 

special status of aggression within the 

unique context of sport and especially in 

those sports involving antagonistic physical 

interaction [7]. In a similar way, definitions 

of aggression in sport have tended to reflect 

the definitions of aggression used in main 

stream psychology. For example, aggression 

has been defined as: „„an overt verbal or 

physical act that can psychologically or 

physically injure another person or oneself‟‟ 

[8], and „„the infliction of an aversive 

stimulus upon one person by another, an act 

committed with intent to harm, one 

perpetrated against an unwilling victim, and 

done with the expectancy that the behavior 

will be successful‟‟.Syaebani[9] indicate that 

there is significant relationship between 

perceived organizational justices with 

deviant workplace behavior. Norouzi et al 

found that there is negative significant 

relationship between perceived 

organizational justices with aggression on 

sport and youth employees. Mehdad et al  

indicate negative relationship between 

distributive and procedural and relational 

justice with aggression. Therefore, this study 

aims is to investigate the relationship 

between organizational culture and justice 

with aggression on Tehran townships 

education sport coaches.  

MATERIALS AND METHODS  

Participant 

The population of this study consisted of 

Tehran townships education all men and 

women sport coaches that participated on 

Tehran townships education sport 

competition. The population of this study 

consisted of 360 coaches that 186 coaches 

selected through simple random sampling 

and according to Morgan table.  

Measures 

Organizational Culture Questionnaire: This 

questionnaire is developed by Denison [10] 

that has 60 items. Participants were required 

to indicate, on a 5-point Likert scale from 1 

(Very low) to 5 (very high), whether the 

statement was true of them. The subscales 

items were: Empowerment (1-5), Team 

Orientation (9-15), Core Values (16-20), 

Agreement (21-25), Coordination and 

Integration (26-30), Creating Change (31-

35), Customer Focus (36-38), 

Organizational Learning (39-45), Direction 

& Intent (46-50), Goals & Objectives (51-

55), Vision (56-60).  The Alpha Cronbach‟s 

coefficient for Participative culture was 
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0.71, Adaptive culture 0.70, Adoptability 

culture 0.75, Mission culture 0.72 and for 

organizational culture was 0.96.  

Organizational Justice Questionnaire: 

organizational justice questionnaire is 

developed by Niehoff and Moorman [11] 

including 20 question. This is a standard 

questionnaire including 1-5 questions about 

distributive justice and 6-11 questions about 

procedural justice and 12-20 questions about 

interactional justice on the Likert scale of 

five options. In this study the Alpha 

Cronbach‟s coefficient was 0.73 for 

distributive justice, 0.70 for procedural 

justice, and 0.80 for interactional justice.  

Aggression Questionnaire: This 

questionnaire is developed by Buss-Perry. 

This self-report scale has 29 items and 4 

subscale that: 1-9 Physical Aggression; 10-

14 Verbal Aggression; 15-21 Anger; 22-29 

Hostility.  The alpha cronbach coefficient in 

this study was 0.91.  

METHODS 

The method of the study is descriptive 

correlational. The data was collected using 

questionnaires and through field study 

procedure. Descriptive statistics were used 

for describing and categorizing raw data and 

for measuring Mean, frequency, SD and 

table drawing. Stepwise regression and 

Pearson correlation coefficient analysis were 

used. For analyzing data the SPSS software 

was applied and 93% of confidence level 

was considered.  

RESULTS AND DISSCUSION  

As table 1 indicates 30.6 percent of 

participants are men and 69.4 percent are 

women. Also, history of coachingindicates 

that 1-5 years have highest percent. 

Moreover, Academic degree indicates that 

59.1% of coaches have BA/BSc degree. 

Table 1: Demographic information of Coaches 

Characteristics Frequency Percentage 

Gender 
Men 57 30.6 

Women 129 69.4 

Coaching 

history 

1-5 72 38.7 

6-10 53 28.5 

11-15 26 14.00 

Academic 

degree 

Associate 

degree 
16 8.6 

BA/BSc 110 59.1 

MA 60 32.3 

Total  186 100 

As table 2 indicates there is significant 

relationship between organizational culture 

and its subscales with aggression. There is 

negative significant relationship between 

adaptability, adoptability and mission 

culture with aggression. Also, there is not 

significant relationship between participative 

culture with aggression.     As table 3 

indicates there is significant relationship 

between organizational justice and its 

subscales with aggression. There is negative 

significant relationship between procedural 

justice with aggression. Also, there is not 
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significant relationship between distributive and interaction justice with aggression.   

Table2: Pearson correlation coefficient between organizational culture and aggression 

Variables  1 2 3 4 5 

Participative Pearson coefficient 1     

 Sig      

Adaptability Pearson coefficient 0.79** 1    

 Sig 0.00     

Adoptability Pearson coefficient 0.69** 0.76** 1   

 Sig 0.00 0.00    

Mission Pearson coefficient 0.70** 0.77** 0.77** 1  

 Sig 0.00 0.00 0.00   

Aggression Pearson coefficient -0.16 -0.18* -0.26** -o.22* 1 

 Sig 0.07 0.04 0.00 0.01  

 
Table3: Pearson correlation coefficient between organizational justice and aggression 

Variables  1 2 3 4 

Distributive 

justice 

Pearson 

coefficient 

1    

 Sig     

Procedural justice Pearson 

coefficient 

0.43** 1   

 Sig 0.00    

Interactional 

justice 

Pearson 

coefficient 

0.53** 0.60** 1  

 Sig 0.00 0.00   

Aggression Pearson 

coefficient 

-0.08 -0.23* -0.14** 1 

 Sig 0.36 0.01 0.00 0.11 

CONCLUSION  

The main purpose of this study was to 

investigate the relationship between 

organizational culture and justice with 

aggression on Tehran townships education 

sport coaches. Coaches are in a position to 

have both a positive and a negative impact 

on an athlete‟s physical and psychological 

development. Cushion, Armour and Jones 

suggest that coaching is “a complex, 

interrelated and inter-dependent process that 

is firmly embedded within specific social 

and cultural contexts” (p.83). The results of 

this study indicate there is significant 

relationship between organizational culture 

and its subscales with aggression. There is 

negative significant relationship between 

adaptability, adoptability and mission 

culture with aggression. Also, there is not 

significant relationship between participative 

culture with aggression. The results of this 

part of this study haven‟t consistent or 

inconsistent results. Also, the other results of 

this study indicate that there is significant 

relationship between organizational justice 

and its subscales with aggression. There is 

negative significant relationship between 

procedural justice with aggression. Also, 

there is not significant relationship between 

distributive and interaction justice with 

aggression. Norouzi et al  found that there is 

negative significant relationship between 
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perceived organizational justices with 

aggression on sport and youth employees. 

Mehdad et al indicate negative relationship 

between distributive and procedural and 

relational justice with aggression. This 

finding is consistent of the results of this 

study.  
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