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Background and Objectives 

Studies have established that the way human resourc-

es are treated in an organization will affect their be-

liefs, behaviors and attitudes.1 Employees’ productivi-

ty and performance are largely influenced by their at-

titudes toward their organization,2 and organizational 

justice (OJ) is a crucial factor shaping these attitudes.3 

Justice has been an issue of immense importance in 
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Background and Objectives: Motivated employees are probably the most valuable resource of the contemporary 
organizations. Evidence shows the significant impact of perceived organizational justice on the attitudes of 
employees, including their trust. To further investigate the issue in the context of health organizations, this study 
aimed to explore the relationship between perceived organizational justice and employees’ trust among the staff of 
Kerman University of Medical Sciences (KUMS), Iran.

Methods: Overall, 285 employees were selected to participate in the study based on stratified sampling and 
Cochran formula. Organizational justice was measured by Niehoff and Moorman questionnaire in three dimensions 
of distributive, interactional, procedural justice. The trust in managers was measured in the dimensions of 
competence, benevolence and reliability, and institutional trust was quantified based on situational normality, vision, 
strategy, communication, and structural assurance using the corresponding inventories developed by Ellonen et al. 
The reliability of the study tools was confirmed by Cronbach alpha of 89% for organizational justice and 86% for trust 
in managers and institution. Data were summarized using descriptive methods and analyzed by Pearson correlation 
coefficient, t test and multiple regressions analysis.

Findings: A significant positive relationship was identified between the perceived organizational justice and trust 
in managers and institution. Among the three dimensions of organizational justice, procedural justice showed the 
strongest relationship with trust in managers and institution compared with distributive and interactional justice. 
Perceived organizational justice and trust were not significantly different between the sex, age, job tenure, 
employment status, and educational level groups.

Conclusions: The research results provide evidence that organizational justice is a predictor of employees’ trust 
in their managers and institution. Given the importance of employees’ trust in their organizational commitment, 
this study recommends improvement of organizational justice as a pathway towards enhanced human resources 
productivity in the medical education organizations.
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Background and Objectives: Endometrial hyperplasia (EH) is an abnormal overgrowth of endometrium that may 
lead to endometrial cancer, especially when accompanied by atypia. The treatment of EH is challenging, and 
previous studies report conflicting results. Metformin (dimethyl biguanide) is an anti-diabetic and insulin sensitizer 
agent, which is supposed to have antiproliferative and anticancer effects and the potential to decrease cell growth in 
endometrium. While some studies have evaluated the anticancer effect of metformin, studies on its potential effect 
on endometrial hyperplasia are rare. To address this gap, in this comparative trial study, we evaluate the effect of 
additive metformin to progesterone in patients with EH.

Methods: In this clinical trial, 64 women with EH were randomized in two groups. The progesterone-alone group 
received progesterone 20 mg daily (14 days/month, from the 14th menstrual day) based on the type of hyperplasia, 
and the progesterone-metformin group received metformin 1000 mg/day for 3 months in addition to progesterone. 
Duration of bleeding, hyperplasia, body mass index (BMI), and blood sugar (BS) of the patients were then com-
pared between the two groups.

Findings: NA mean age of 44.5 years, mean BMI of 29 kg/m2 and mean duration of bleeding of 8 days were calcu-
lated for the study sample. There was no significant difference in age, BMI, gravidity, bleeding duration, and duration of 
disease at baseline between the two groups. While all patients in the progesterone-metformin group showed bleeding 
and hyperplasia improvement, only 69% of the progesterone-alone patients showed such an improvement, with the 
difference between the two groups being significant (P = 0.001). Although the difference between two groups in the 
post treatment endometrial thickness was not significant (P = 0.55), post treatment BMI in the progesterone-metformin 
group was significantly lower than in the progesterone-alone group (P = 0.01). In addition, the BS reduction in the 
progesterone-metformin group was significantly larger than that in the progesterone-alone group (P = 0.001). 

Conclusions: Our results indicated that administration of progesterone 20 mg/day plus metformin 1000 mg/day 
can significantly decrease bleeding duration, hyperplasia, BMI and BS in women with EH. 
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Background and Objectives
Endometrial hyperplasia (EH) is an abnormal over-
growth of endometrium that may lead to endometrial 
cancer, especially when accompanied by atypia [1]. 
Although the effect appears only in 5% of asymptom-
atic patients, its prevalence in patients with PCOS 

and oligomenorrhea is about 20% [2]. Body mass 
index (BMI) and nulliparity are two main risk factors 
for EH. Other risk factors include chronic anovula-
tion, early menarche, late onset of menopause and 
diabetes [3], which are related to increased circulat-
ing estrogen [4]. The treatment of EH is challenging 
and previous studies report conflicting results [5]. 
Age, fertility, and severity of EH in histology are the 
most important factors determining the treatment op-
tion [5]. Most studies have addressed hysterectomy 
in patients with atypical EH [5], particularly those 
with PCOS, and have led to conflicting results [5-11]. 
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human social life throughout the history. In the context 

of organization science, justice is discussed in terms 

of how employees’ perceptions towards the fairness of 

organizational outcome distributions, procedures, and 

relationship with superiors impact their job satisfac-

tion, quality of work life and commitment.4,5 According 

to Shockley-Zalabak,6 OJ is defined as “the organiza-

tion’s willingness, based upon its culture and commu-

nication behaviors in relationships and transactions, 

to be appropriately vulnerable based on the belief that 

another individual, group, or organization is compe-
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tent, open and honest, concerned, reliable, and identi-

fied with common goals, norms, and values.”6 OJ has 

three distinct dimensions, including distributive justice, 

procedural justice, and interactional justice. These as-

pects, while related, affect the employees’ work-related 

attitudes and behaviors, differentially.6 

Employees’ perceptions towards OJ significantly im-

pact their job performance, job satisfaction, evaluation 

of supervisor, citizenship behavior, commitment, con-

flict solving, disharmony, counterproductive behav-

iors, tension-stress, turn over intention and burnout.8-10 

Studies have shown that lack of OJ, as perceived by 

the employees, leads to negative organizational out-

comes. These include tendency to leave the jobs, 

low level of commitment, dissatisfaction with job, low 

performance, and low cooperation with the coworkers 

among the employees.9 Without a positive perception 

of employees towards justice, organizations will have 

great problems in motivating and leading their employ-

ees. These facts render the perceived OJ a fundamen-

tal issue to the organization performance.1-4 

Yet another construct affecting employees’ attitude 

towards their organization is trust. Trust has become 

a crucial issue of investigation in various disciplines 

such as ethics, sociology, psychology, economics, 

and management.11 Emerged as a central research 

issue in 1980s,12 the concept has gained renewed in-

terest in recent years.13

Trust is the essence of leadership, playing an im-

portant role in organizational effectiveness.14,15 Re-

searches have documented the crucial impact of trust 

on various organizational processes, its influence on 

employees’ behaviors and work performance as well 

as organizational-level outcomes such as organiza-

tional commitment, confidence in decisions made by 

the managers, organizational citizenship behaviors, 

innovation, problem solving, long term stability, orga-

nizational health and productivity.11,14-19 There are evi-

dence showing that trust has been decreasing in some 

private and public organizations in recent decades.15,19 

Given the negative impact of such phenomenon on the 

organizations’ performance, the leaders have to ex-

plore its causative factors, and find solutions to main-

tain a high level of trust in their organization.

As medical universities are human–dense organiza-

tions, the attitudes of their employees have large impact 

on the goals of these universities, most important of 

which being quality medical education. It could be urged 

that promotion of organizational trust (OT) in medical ed-

ucation organizations is crucial to develop efficient health 

human resources. The aim of the present study is thus 

to investigate the extent to which OJ can predict OT in a 

medical university.

Methods

Setting and Sample

Among the total staff of KUMS, 285 employees were se-

lected to participate in the study based on stratified sam-

pling and Cochran formula.

 

Study Instruments and Data Collection

OJ was measured by Niehoff and Moorman’s ques-

tionnaire in three dimensions of distributive, interac-

tional, procedural justice. The trust in managers was 

measured in the dimensions of competence, benevo-

lence and reliability, and institutional trust was quan-

tified based on situational normality, vision, strategy, 

communication, and structural assurance using the 

corresponding inventories developed by Ellonen et 

al.20-22 The reliability of the study tools was confirmed 

by Cronbach alpha of 89% for OJ and 86% for trust in 

managers and institution.

Ethical Issues

The approval for conducting this study was obtained from 

the Ethical Committee of KUMS. The participants were 

assured of the confidentiality of their responses.

Data Analysis 

Data were summarized using descriptive statistical 

methods. Pearson coefficient and multiple regressions 

analysis were used to quantify the relationship between 

variables. Student’s t test was employed to compare 

the mean values. P < .05 was defined as the statistical 

significance. All analyses were carried out using the 

SPSS version 19 software package.

Results

Of the total sample, 69.8% were female, 42.8% had 31-

40 years of age, 54% held a BS degree, 24.9% had 11-

15 years of job tenure, and 51.6% were officially em-

ployed (Table 1). The mean perceived score of OJ was 

found to be 2.79 (Table 2). The mean perceived score 

of OT and its two components (trust in managers and 

institutional trust) was found to be 2.82, 2.79, and 2.85, 

respectively. Competence and structural assurance 

gained the highest score among the other dimensions 

of trust-in-managers and institutional trust, respectively 

(Table 2). Strong positive correlations were identified 

between OJ and its dimensions with trust to managers 

and institutional trust (P < .05) (Table 3). 

Regression analysis revealed that OJ is a significant 
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predictor of both trust-in-managers and institution-

al trust. OJ explained approximately 66% of the total 

Table 1. Demographic Characteristics of the Respondents

Variables No. Percent

Gender (n = 281)

Female 196 69.8

Male 85 30.2

Age (n = 285)

20-30 years 79 27.7

31-40 years 122 42.8

41-50 years 74 26.0

> 51 years 10 3.5

Education (n = 285)

Diploma 56 19.6

Associates degree 41 14.4

Bachelor 154 54.0

Master 28 9.8

PhD 6 2.2

Job tenure (n = 285)

< 5 years 64 22.5

6-10 years 54 18.9

11-15 years 71 24.9

16-20 years 42 14.7

21-25 years 33 11.6

26-30 years 21 7.4

Employment status (n = 285)

Officially employed 160 56.1

Contractual employed 125 43.9

variance of trust-in-managers and institutional trust. 

Procedural justice was found to be the strongest pre-

dictor of both trust-in-managers and institutional trust 

(Table 4). 

The perceived OJ and trust were not significantly dif-

ferent between the sex, age, job tenure, employment 

status, and educational level groups.

Discussion

Based on the obtained results, OJ is a significant pre-

dictor of employees’ trust in managers. This finding 

is in line with the results from several previous stud-

ies.23,24 It has been shown that top managers have im-

portant role in organizational performance.25 Manag-

ers’ honesty can promote confidence in subordinates.26 

Therefore, the behaviors of top managers would be the 

essential basis for trust.27 Through faire designing and 

allocating of the rewards, top managers can promote 

positive organizational climate, and thereby, influence 

the employees’ trust.13.28 

The procedural justice showed the strongest relation-

ship with trust-in-managers compared with distributive 

Table 2.  Descriptive Statistics of OJ and OT Constructs

Variables Mean SD

OJ 2.79 0.76

Distributive justice 2.6 0.78

Procedural justice 2.73 0.88

Interactional justice 3.02 0.92

OT 2.82 0.76

Trust in managers 2.79 0.8

Reliability 2.81 0.83

 Competence 2.97 0.91

Benevolence 2.54 1

Institutional trust 2.85 0.75

Structural assurance 2.98 0.8

Vision, strategy, communication 2.84 0.79

Situational normality 2.85 0.84

Abbreviations: OJ, organizational justice; OT, organizational 
trust.
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and interactional justice. Evidence shows that proce-

dural justice affects the way subordinates perceive or-

ganization leadership and assess the supervisors. The 

procedures based on which the managers allot the or-

ganizational achievement between the subordinates in-

fluence the employees’ perceived trust.10,17,29-32 There-

fore, supervisor’s commitment to fair decision-making 

procedures plays a crucial role in building trust in em-

ployees.31 Procedural justice also has strong effect em-

ployees’ attitudes towards their organization. Fair pro-

cedures are an indicator of an organization’s respect 

for the employees’ rights and dignity.33,34 Therefore, 

employees’ positive perceptions towards procedures 

that influence their benefits would deepen their trust in 

the organization.30 The finding that employees’ percep-

tion towards distributive, procedural, and interactional 

justice strongly influences their trust in organization is 

consistent with the results of previous studies.23,24 Or-

ganizational structure, strategy, and resource alloca-

tion influence the employees’ perceived trust.35 In ad-

dition, the elegant behavior of top managers can help 

alleviate the risk of innate opportunism, promoting the 

employees’ perceived safety, and their confidence in 

both of managers and organization.35 

Table 3. Correlations Between OJ and OT

Variables Institutional Trust Trust in Manager

OJ .79a .76a

Distributive justice .62a .59a

Procedural justice .77a .79a

Interactional justice .73a .73a

Abbreviations: OJ, organizational justice; OT, organizational trust.
a P < .05 (2-sided).

Table 4. Multiple Regressions Analysis of the Relationship 
Between the Perceived OJ and OT

β

Variables
OJ

Distributive 
Justice

Procedural 
Justice

Interactional 
Justice

Trust in manager .193 .486 .222

Institutional trust .254 .404 .260

Abbreviations: OJ, organizational justice; OT, organizational trust.

* P < .05 (2-sided).

Conclusions

Our results provide evidence that OJ is a predictor of 

employees’ trust in their managers and institution in 

health organizations. Given the importance of employ-

ees’ trust in their organizational commitment, the pres-

ent study recommends improvement of OJ as a path-

way towards enhanced organizational commitment and 

human resources’ productivity in the medical education 

organizations.

Abbreviations

(OJ): organizational justice; (OT): organizational trust.
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