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Testing the quality of teachers' work life based on justice and organizational 
culture and moral disinterest 
 
 
Abstract 
 
Teachers’ work-life quality is considered a significant element of the educational system, which affects 
the quality of education. Thus, the goal of the present study was to develop a causal model of teachers’ 
work-life quality based on organizational justice and quality mediated by the role of moral 
disengagement. The present study was descriptive-correlative. The statistical population of the study 
consisted of all teachers at the primary schools of Mashhad City in the academic year of 2019-2020. 
The statistical sample included 240 teachers who were selected via cluster sampling and completed the 
questionnaires virtually. To gather data, Walton’s Work-life Quality (1973), Bandura et al.’s Moral 
Disengagement Scale (1996), Niehoff & Moorman’s Organizational Justice Questionnaire (1993), and 
Denison’s Organizational Culture Questionnaire (2000) were used. Data were analyzed using structural 
equation modeling, SPSS 24, and LISREL 8.8 software. Results from model fit indices suggested that 
the structural model of teachers’ work-life quality was fit with data based on organizational justice, 
organizational culture, and moral disengagement. These results indicated that organizational justice, 
organizational culture, and moral disengagement directly affected teachers’ work-life quality; also, 
organizational justice and organizational culture indirectly affected teachers’ work-life quality through 
moral disengagement. It was concluded that organizational justice and organizational culture were 
related to teachers’ work-life quality, and moral disengagement could mediate this relationship.   
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Introduction 
Quality of life refers to the individual’s perception of his 
situation in life within the framework of goals and a system of 
values accepted by him; this system includes subjective and 
objective factors and refers to the individual’s sentiments, 
perceptions, and evaluations of his welfare and security in 
various economic, occupational and relational domains with 
others; it also involves such dimensions as mental status, 
independence, and social interactions (1). In this connection, 
work-life quality refers to creating a working environment 
where employees feel secure and happy, do not experience 
stress, meet their personal and professional needs, are pleased 
with their work, and have uniformity in their lives (2). In other 
words, work-life quality is a multi-dimensional concept that 
includes occupational satisfaction, satisfaction with payment 
and relations with colleagues, and more general factors such as 
satisfaction with life, well-being, and more general feelings 
(3). Also, improved work-life quality in education strengthens 
teachers' mental comfort and progress motives (4). Teachers' 
and employees’ health has a significant role in the production 
and efficiency of organizations, and organizational managers 
must take into account measures to help improve employees’ 
health and well-being (5). Officials can improve the work-life 
quality of employees by improving the status of employees 
through occupational satisfaction and humanizing work. By 
providing meaningful jobs, and opportunities for the 

 

 
 

development of human capacity for good work, guaranteeing 
occupational security, equal payment, bonuses, work safety, 
and well-being (6, 7). Previous studies have referred to such 
issues as indicators constituting teachers’ work-life quality.  
For example, Yang & Lu (2014) concluded that imbalanced 
income and working hours, family care, leisure time, and such 
issues as a poor physical and educational environment, limited 
management and engagement, and low chance of occupational 
promotion could reduce the level of teachers’ work-life quality 
(8). In a study, Hartini et al. (2017) indicated that work-life 
quality could improve employees’ occupational satisfaction 
(9). A review of research conducted on work-life quality 
indicated its relation with employee performance (10), 
employees’ emotional commitment (2), occupational success 
(11), and motivation for work among employees (12).  
Research has suggested that there is a relationship between 
work-life quality and organizational justice, which is a factor 
that predicts peoples’ work-life quality (13). Justice refers to 
an action or decision perceived from moral, fairness, and law 
points of view; organizational justice also refers to employees’ 
perception of fairness (14). When employees feel they are 
working in an organization that does not respect principles of 
justice, they may be exposed to perceptual and emotional 
pressures. As a result, when principles of justice are not 
observed in an organization, employees will, in the long run, 
face occupational dissatisfaction and a lack of commitment and 
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motivation (15). Research also suggests that organizational 
justice helps create fair behavior among employees and their 
attitudes, thus increasing their occupational performance (16). 
According to previous studies, organizational justice is related 
to organizational outcomes (17), occupational success (18), 
and positive organizational behaviors (14). Organizational 
justice is affected by organizational culture, a significant 
element of organizational change management. This element 
must also be aligned with other elements constituting an 
organization (16). As the literature suggests, organizational 
culture is a critical issue that emphasizes functions and helps 
realize goals (19). Past studies have indicated that 
organizational culture affects the individual’s behavior, 
motivation, occupational satisfaction, creativity and 
innovation, decision-making, employee engagement in affairs, 
devotion, commitment, discipline, diligence, level of anxiety, 
etc. (20).  
Haghighi-Nejad et al. (2019) concluded that there is a negative 
correlation between organizational justice and failure to 
observe moral principles (21). Thornton & Rupp (2016) 
demonstrated that the general justice climate in organizations 
and social behaviors affect peoples’ moral deviation (22). 
Azizi-Nejad & Ghalizadeh (2018) concluded that there is a 
positive and significant relationship between organizational 
culture and its components (e.g., engagement in work, 
compatibility, and mission) and organizational justice and its 
components (e.g., distributive, procedural, and 
communicational). Ghahremanu and Khorsandmandi (2015) 
found that organizational culture mediated organizational 
justice and work-life quality (16).  
One of the factors that can disrupt the life quality process in 
the working environment is employees’ moral disengagement. 
Moral disengagement is a cognitive process by which people 
justify behaviors that violate moral standards (24). According 
to theoretical basics, moral disengagement is not a fixed 
attribute; instead, it is a cognitive process and an orientation 
toward the world that grows over time (25). Also, moral 
disengagement is seen as a fundamental and dangerous 
mechanism for anti-social behaviors (26), correlated with 
aggressive conduct (27). Moore (2008) maintains that moral 
disengagement, if raised as an attribute, is a modifying 
variable, and if raised as a process, it is a mediating variable 
(25).  
Work-life quality can also be considered a significant factor for 
encouraging moral behaviors in organizations because work-
life quality and moral culture are two interwoven elements that 
play roles in organizational working environments (28). Some 
researchers have admitted that morality involves personal 
responsibility-taking and is an inseparable part of an 
individual’s assets. The reasons that have made organizations 
focus on morality and moral working climate indicate that a 

good working climate is a critical agent for the survival of 
employees in the organization and that the vital aspect of the 
working climate in each organization is the moral working 
climate. In other words, if one is disengaged from moral 
standards, s/he can easily engage in conduct that is usually 
immoral (29). Research in morality promotion suggests that 
promoting morality positively affects the work-life quality and 
outcomes related to occupations (30). Austin et al. (2017) 
demonstrated that moral issues could considerably affect 
work-life quality and professional standards (31). Research by 
Singh (2017) also indicated the relationship between moral 
functions and peoples’ quality of life (32).  
Research by Karimi (2019) referred to the relationship between 
work-life quality and moral culture (33). Dissatisfaction with 
work-life quality is a problem that can harm almost all 
employees without regard for their positions, as attention to 
general health in all life domains, including individual, social 
and occupational domains, is critical. Since teachers deal with 
sensitive and growing people, and students are affected by the 
existential totality of teachers, any investment in understanding 
teachers’ health will significantly contribute to improving the 
next generation of the education system. For this, the goal of 
the present study was to investigate the mediating role of moral 
disengagement in the relationship between organizational 
justice and organizational culture with teachers’ work-life 
quality.  
Materials and Procedures 
  
The present study fell under descriptive-correlation categories, 
and the population comprised all primary school teachers in the 
city of Mashhad from 2019-2020. Since the minimum sample 
volume in the structural equation modeling was proposed to be 
200 people based on the views of researchers (34), this study 
selected 240 people via cluster sampling method. Data 
gathering was carried out via Internet questionnaires due to 
observing quarantine conditions and health guidelines, which 
hampered access to the subjects. To measure the research 
variables, the following four scales were studied.  
Moral Disengagement Scale: 
This scale is a 32-item questionnaire designed by Bandura et 
al. (1996) to evaluate the individual’s talents for moral 
disengagement (35). The moral disengagement scale measures 
eight mechanisms of moral disengagement: moral justification, 
euphemistic labelling, advantageous comparison, 
displacement of responsibility, diffusion of responsibility, 
distortion of consequences, dehumanization, and attribution of 
blame. Four items measure each mechanism. Subjects 
responded to the items of this questionnaire based on the Likert 
scale, which included such options as disagree entirely (1) to 
completely agree (5). Higher scores in each subscale indicate 
a higher mechanism, and Higher scores in all factors indicate 
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higher moral disengagement. This questionnaire shows a 
higher correlation with the moral judgment test, and its 
reliability was reported to be 0.82 (24). The reliability 
coefficient of the scale was reported to be 0.90 
Work-life Quality Questionnaire:  
This scale was developed by Walton (1973) and was 
standardized by Allame in 1999 in Iran (35). This scale has 32 
items measured on a very low, low, moderate, high, and very 
high Likert scale. The subject’s scores were measured by 
aggregating each of the items. This questionnaire measures 
eight components, with items 1-4 measuring the component of 
equal and enough payment, items 5-8 measuring the 
component of safe work environment, items 9-12 measuring 
the component of growth opportunity and constant security, 
items 13-18 measuring the public living space, items 27-31 
measuring integration and social solidarity, and items 32-34 
measuring the component of human capacity development. 
The reliability of this questionnaire in Iran was reported to be 
0.87. Nazem, Shakeri, and Motallebi (2016) reported the 
reliability of this scale to be 0.86 (36).   
Organizational Justice Questionnaire:  
The organizational justice questionnaire was constructed by 
Niehoff and Moorman (1993)  (37) and included 20 items to 
investigate the status and implementation of justice in 
organizations. This scale has three subscales of distributive 
justice (items 1-5), procedural justice (items 6-11), and 
interactive justice (items 12-20) (38). The reliability of this 
questionnaire in the present study is 0.83.  
The Organizational Culture Questionnaire was developed by 
Denison (2000) and included 36 items. Nine items pertain to 
engagement in work, 9 to compatibility, 9 to adaptability, and 
9 to missions (39). Denison (2000) used factorial analysis and 
structural models with a large number of respondents (36452 
people) at an alpha rate of 0.83. The test-retest reliability of the 
scale was 0.72 reported by Lombardo and MacCauley (1994) 
(40). The reliability of this scale in the present study was 0.80. 
Data gathering Method  
After obtaining permission from the University of Mohaghegh 
Ardability of Ardabil, Iran, and visiting the General 
Directorate of Education in Mashhad, the researcher obtained 
a list of all primary schools; then, from among primary schools, 
the number 30 schools were randomly selected. Following this, 
after visiting the representative schools, the phone numbers of 
teachers were obtained from school principals. Next, the whole 
questionnaire and the study goal were designed on an Internet 
website, whose link was sent to all simple members through 
WhatsApp, Telegram, and Instagram. Respondents then 
entered the site and managed to complete the scale. From 8 
November to 5 January, 240 people completed the 
questionnaire. In the descriptive section, the mean and standard 
deviation of the sample people were analyzed by SPSS 

software. Then, in the inferential section, structural equations 
and AMOS software were used to test the hypotheses.  
Findings  
 Two hundred forty teachers participated in the study; 27.9% 
of the participants were in the age range of 25-30 years, 40% 
were 31-40 years, 19.2% were 41-45 years, and 12.9% were 
over 46 years. Regarding gender, 22.5% were male, and 77.5 
were female. Regarding marital status, 33.8% were single, and 
66.3% were married. Regarding education, 6.3% held 
associate’s, 55.4% held B.A. degrees, 35.8% held M.A., and 
6.3% held Doctoral degrees. 37.1% of the subjects had a work 
history of 5 years, 20.4% a work history of 6-10 years, 23.8% 
a work history of 11-20 years, and 18.8% a work history of 21-
30 years. In the descriptive analysis of the study data, 
descriptive statistics indicators, including mean, standard 
deviation, variance, kurtosis, skewness, and Pearson 
correlation, were calculated for the studied variables. 
Table 1 indicates that the mean rates of moral disengagement, 
organizational culture, organizational justice, and work-life 
quality were 60.26, 116.85, 58.56, and 84.49, respectively. 
Since the skewness value of the study variables was between 
2, and -2, the variables were normal and had a symmetrical 
distribution. Also, the kurtosis value was between 2, and -2, 
suggesting the normality of the variable distribution.  
According to correlation matrix results (Table 2), there is a 
reverse relationship (p<0.01; r=-0.36) between organizational 
culture and moral disengagement; a reverse relationship 
(p <0.01; r=-0.39) between organizational justice and 
organizational disengagement; a reverse relationship (p <0.01; 
r=-0.45) between moral disengagement and work-life quality; 
a direct relationship (p <0.01; r=0.54) between organizational 
culture and organizational justice; a direct relationship 
(p <0.01; r=0.55) between work-life quality and organizational 
culture, and a direct relationship (p <0.01; r=0.50) between 
work-life quality and organizational justice.  
Structural Model Fit 
Table 2 indicates that the chi-square-to-freedom degree ratio  )

df

2

  (  is 2.13, the RMSEA is 0.069, the CFI is 0.92, the GFI 
is 0.92, and the AGFI is 0.87. As the findings suggest, the study 
model is said to be a significantly fit.  
Test of Conceptual Model and Study Hypothesis  
Using structural equation modeling, the direct and indirect 
effects of organizational justice and organizational culture and 
the work-life quality mediated by moral disengagement were 
investigated. According to Table 4, since the T value between 
organizational culture and moral disengagement, 
organizational justice and moral disengagement, and moral 
disengagement and work-life quality is out of 1.96 and -1.96, 
the direct effect of organizational justice and organizational 
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culture on moral disengagement, and the direct effect of moral 
disengagement on work-life quality were significant; thus, 
according to the path coefficients, the direction of this path 
between organizational justice and organizational culture with 
moral disengagement is negative, while it is positive between 
organizational justice and organizational culture with work-life 
quality; meanwhile, this direction of this path between moral 
disengagement and work-life quality is negative.  
The Sobel Test was used to investigate the indirect effect of 
organizational culture and organizational justice on work-life 
quality mediated by moral disengagement. The Sobel test is 
one of the most practical approaches to confirm or reject 
hypotheses related to the mediating role of a variable. The test 
results are given in Table 5. Also, to determine the intensity of 
the indirect effect, a statistic called VAF was used, which had 
a value ranging between 0 and 1; the closer it is to 1, the 
stronger the mediating variable effect. This value measures the 
indirect-to-total effect.   
Table 5 gives the indirect t value (Sobel T) between the 
variables of organizational culture and organizational justice 
with work-life quality mediated by moral disengagement. This 
value is out of 1.96 and -1.96. Thus, the hypothesis stating the 
indirect effect of organizational culture and organizational 
justice variables on work-life quality is supported. Therefore, 
organizational culture and justice variables do not, directly and 
indirectly, affect work-life quality through moral 
disengagement. According to the VAF value, 31.2% of the 
effect of organizational justice on work-life quality and 37.7% 
of the organizational culture on work-life quality can be 
explained through moral disengagement.  
 
 
Discussion  
The present study aimed to determine the mediating role of 
moral disengagement in the relationship between 
organizational justice and culture and teachers’ work-life 
quality. The findings suggested that organizational justice 
directly affected teachers’ work-life quality. These findings 
were consistent with those of Singh & Singh (2019), Pan et al. 
(2018) (14), Azizi-Nejad & Ghalizadeh (2018) (23), and Arefi 
et al. (2015) (16). When employees feel engaged in an 
organization where principles of justice are not observed, they 
are exposed to perceptual and emotional pressures and 
experience occupational dissatisfaction. They become less 
motivated to do their jobs (15). 
On the other hand, procedural justice denotes the fair processes 
of allocating rewards, punishment, payments, and bonuses and 
is more related to organizational outcomes. This type of justice 
is also based on collective respect and values. In other words, 
justice refers to methods and procedures based on which source 
allocation decisions are adopted; in fact, it refers to the 

individual’s judgments about fairness in source allocation (41). 
When rewards and sources are assigned proportionally to the 
employees’ contribution, justice is said to be met in the 
organization. In this connection, once teachers compare the 
relative values of inputs and feedback on their conduct with the 
relative values of inputs and activities of other employees, their 
perception of organizational justice will be positive. In 
contrast, once employees face inequality in making 
calculations, organizational injustice will prevail in the 
organization; on the other hand, when employees feel they are 
working in an organization where principles of justice are 
observed, they have positive perceptions and emotions, 
experience relative comfort, better function at school and 
classrooms, and thus have increased occupational satisfaction. 
This will, in turn, improve teachers’’ work-life quality.  
This study concluded that organizational culture could affect 
teachers’ work-life quality. These findings are consistent with 
those of Sunarsi (2020) (42), Azizi-Nejad and Ghalizadeh 
(2018) (23), and Arefi et al. (2015) (16). According to 
Sunarsi’s study (2020), organizational culture significantly 
affects teachers' satisfaction with work (42). The effect of 
organizational culture on teachers’ performance could lead to 
particular values that are underly compatible with attitudes and 
commitment in the working environment (3). Byrne & 
Cropanzano (2001) maintain that the roots of failure and 
success should be sought in the organizational culture (44). 
O’Connor & Paunonen (2007) describe employees with 
conscientiousness and a work culture under “ideal employees.” 
These people are characterized by personality characters such 
as responsibility take, reliability, resistance, and success (45). 
Employees with conscientiousness tend to have more 
ambitious thoughts than those with less conscientiousness; 
people with greater levels of conscientiousness and work 
culture are more likely to have positive performance in the 
workplace. Organizational culture shapes peoples’ behaviors, 
and because it significantly affects teachers’ behaviors of all 
levels, it can strongly affect a school's ability to change 
strategic directions. Generally, failure to pay attention to 
organizational culture, beliefs, and values will cause many 
developmental problems and cannot help realize 
organizational goals (4). To explain the findings, one would 
say that the individual’s occupational success depends on the 
working environment, quality of communications, and social 
issues, because if teachers are not well acquainted with the 
working environment culture, they may experience 
incompatibility in the working place. In the meantime, when 
teachers improve their values, expectations, and attitudes in 
their working environment culture, their work-life quality will 
be strengthened, and they will feel responsible for engaging in 
activities.    
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Other findings revealed that moral disengagement could 
directly affect teachers’ work-life quality. These findings are 
in line with those of Austin et al. (2017) (31), Singh (2017) 
(32), and Karimi (2019) (33). Morality involves personal 
responsibility and is an inseparable personal asset. 
Organizations have increasingly paid attention to morality and 
moral work principles because a good working climate is a 
critical factor for the survival of employees in an organization, 
as the vital aspect of the working climate in an organization is 
the moral working climate (29). Researchers maintain that 
moral climate is used like a magnifier for detecting, 
diagnosing, and resolving moral problem-making situations 
(46). Teachers with moral disengagement experience problems 
and may blame others for their mistakes; under some 
situations, they reveal their immoral conduct and may cause 
problems with colleagues, managers, and students by 
inattention or distortion of outcomes (minimizing, ignoring, 
and the wrong perception of behavior conducts). According to 
the findings, moral issues and non-compliance with morality 
in educational organizations are associated with such concepts 
as communication with colleagues. Teachers can perceive 
these concepts and use managerial methods to create a moral 
space and focus on others, social characters, and moral 
motivations. This will thus provide worthy services, increase 
work-life quality, and help reduce the tendency to quit services.  
The results also suggested that the indirect effects of 
organizational culture on teachers’ work-life quality mediated 
by moral disengagement were significant. Thus, moral 
disengagement is a mediating variable in the relationship 
between organizational culture and teachers’ work-life quality. 
It was noted that 37.7% of the effect of organizational culture 
on teachers’ work-life quality could be explained by moral 
disengagement. This can be explained by the fact that if 
employees perceive the director’s conduct to be moral, they 
will experience increased occupational security and 
organizational culture (47).  
Morality and occupational satisfaction are positively 
correlated. Part of this satisfaction comes from clear guidelines 
and standards offered by an organization to its employees when 
moral issues arise. In other words, the institutionalized 
organizational culture helps clarify tasks and reduce moral 
issues among employees. In this situation, they evaluate the 
organizational culture to be morally oriented. In other words, 
moral values in an organization have a cultural dimension, as 
a morally-oriented human force abides by a set of values, 
norms, and beliefs that help provide a reliable environment. 
These issues can, in the end, help increase teachers’ work-life 
quality.  

The findings showed that the indirect effects of organizational 
justice on teachers’ work-life quality mediated by moral 
disengagement were significant. Thus, moral disengagement 
was a mediating variable in the relationship between 
organizational justice and teachers’ work-life quality. It was 
also noted that 31.2% of the effect of organizational justice on 
teachers’ work-life quality could be explained by moral 
disengagement. Moral disengagement is a cognitive 
mechanism that allows the individual to engage in behaviors 
that violate moral standards; in other words, if one is 
disengaged in moral standards, they will engage in behaviors 
that violate their own and others’ rights; for this, these people 
experience lower realistic vision, cannot perceive good and 
evil, have lower moral conscientiousness and ignore moral 
commitment. This will eliminate their occupational 
satisfaction and have their work-life quality reduced. 
Conclusion  
In sum, the findings revealed that organizational justice and 
culture have a direct and positive effect on teachers’ work-life 
quality; it was also noted that organizational culture and justice 
indirectly affected teachers’ work-life quality through moral 
disengagement. Because this study used self-report forms, it is 
possible to see social desirability in the results. Thus, it is 
recommended to investigate the role of organizational justice 
and culture and moral disengagement in the work-life quality 
of teachers using interviews. Failure to control interfering 
variables such as the history of employment, salaries, 
government or non-government status of schools, employment 
place, psychological issues, etc., were limitations of this study. 
For this, strengthening organizational justice and measures to 
improve the organizational culture can improve teachers’ 
work-life quality. However, training teachers involves using 
moral disengagement mechanisms when organizational 
injustice and cultural poverty prevail. This factor also reduces 
the quality of life. Thus, training teachers and informing them 
of these mechanisms can reduce their work-life quality.   
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Table 1: Descriptive statistics of study variables  
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Variables  Mean  SD Variance  Skewness  Kurtosis  

Work-life quality  84.49 19.38 375.58 0.32 -0.74 

Organizational culture  116.85 25.24 637.06 -0.07 0.51 

Organizational justice  58.56 15.05 226.50 -0.25 -0.03 

Moral disengagement  60.26 11.19 125.22 0.62 
0.94 
 

 
 
 
 
 
Table 2: Correlation matrix of study variables  

Variables  1 2 3 4 

Moral disengagement 1    

Organizational culture -0.36** 1   

Organizational justice -0.39** 0.54** 1  

Work-life quality  -0.45** 0.55** 0.50** 
1 
 

 **: Significance at 0.01 

 
Table 3: Model fit indices  

 
Table 4: direct path analysis results between study variables  

Predictive variables  Criterion variables 
Path 
coefficients 

T value  Standard error Sig. 

Organizational justice  Work-life quality 0.35 5.22 0.083 Significant 

Organizational justice  Moral disengagement -0.44 -6.48 0.074 Significant 

Organizational culture  Work-life quality 0.25 3.82 0.093 Significant 

Organizational culture  Moral disengagement -0.42 -6.20 0.076 Significant 

Moral disengagement  Work-life quality -0.36 -5.36 0.082 Significant 

 
Table 5: The results of the indirect effects analysis of organizational culture and organizational justice on the work-life quality 
mediated by moral disengagement 

Exogenous 
variables 

 
Mediating 
variables 

 
Endogenous 
variables 

T-Sobel 
Standard 
path 
coefficient 

VAF statistic Test result 

Indices Value Acceptable interval Result 

Chi-square-t-standard deviation ratio 2.13 Less than 3 Good 

RMSEA 0.069 

 
Less than 0.05 (very good) 
Between 0.05 and 0.08 (good) 
 

Very good 

CFI 0.92 Over 0.90 Acceptable 

GFI 0.92 Over 0.90 Acceptable 

AGFI 0.87 Over 0.80 Acceptable 
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Organizational 
justice 

 
Moral 
disengagement 

 
Work-life 
quality 

3.57 0.158 0.312 Confirmed 

Organizational 
culture 

 
Moral 
disengagement 

 
Work-life 
quality 

3.44 0.151 0.377 Confirmed 

 
 
 

 
Diagram 1: Hypothesized study model test (standard state)  
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Diagram 2: Hypothesized study model test (T value)  
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