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in terms of data collection method. The statistical population included all
administrative staff of Kabul University, a total of 393 people. Using simple random
sampling and Morgan table, a sample of 196 people was selected. Standard
questionnaires including the organizational justice questionnaire of Niehoff and
Moorman (1993) and the employee performance questionnaire of Hersey and
Goldsmith (1981) were used to collect data. The reliability of the questionnaires was
Keywords evaluated using Cronbach's alpha and a coefficient of 0.80 was obtained. The
Distributive Justice content validity of both questionnaires was evaluated by several management
experts. The Spearman correlation analysis revealed a positive and statistically
significant relationship between organizational justice and employee performance
(r=0.618, p = 0.000). The initial sub- hypotheses yielded a correlation coefficient of
- Organizational Justice 0.327, with a significance level of 0.000, thereby implying a positive relationship
- Procedural Justice between distributive justice and employee performance. Concerning the second
sub-hypotheses, the correlation coefficient was 0.5350, with a significance level of
0.000, which suggests a moderate positive relationship between procedural justice
and employee performance. Furthermore, the third sub-hypotheses produced a
correlation coefficient of 0.850, accompanied by a significance level of 0.000, thus
indicating a strong positive correlation between interactional justice and employee
performance. Consequently, these results suggest that the effective
implementation of organizational justice cultivates increased employee job
satisfaction and organizational commitment, which subsequently enhances
organizational effectiveness.
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INTRODUCTION

The university is the most important place for learning, research, and social agreement. It is
the most important place for the well-being and intellectual growth of societies (Rabasa,
2021). Universities are complex institutions that not only provide higher education but also
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rely on good communication between academics, students, and administrative personnel to
carry out their tasks (Barnett, 2022). In this structure, administrative personnel are a key asset
for the company, universities and other people-oriented institutions work hard to improve
their performance. Organizational performance is the sum of all the actions of employees
over a certain period of time that help the company reach its important goals (Motowildo,
2003). More specifically, performance is the level to which people or groups meet
expectations by completing tasks according to set standards and goals (Wardana et al., 2023).
Improving performance is necessary for an organization to be successful and competitive
(Riak & Bill, 2022).

Scholarly literature has always stressed that many organizational characteristics affect
employee performance. Organizational fairness, in particular, has been a focus of research in
the social and behavioral sciences. For decades, people have known that justice affects how
well employees do their jobs. This shows that it is both a basic human value and a vital factor
in how well an organization works (Farjad & Hosseini, 2018). Organizational justice is the
sense of fairness in an organization's rules, practices, and how employees are treated by their
coworkers (Farmer et al., 2003).

When workers think and behave according to practices that are fairer to the firm, it helps
the company do better (Lee & Rhee, 2023). People who work for public organizations, where
there are severe regulations and not enough resources, come up with their own opinions on
fairness depending on the manner in which they feel about the organization and their private
sentiments (Wilkin, 2023). Kabul University has a long history and an excellent track record in
the country, but it has to do better and reach international standards. Because of this, it is
necessary for businesses to put money into fair and open human resource processes, such
recruiting, maintaining workers, and helping them develop (Harper et al., 2009). This will help
schools remain ahead of the competition and reach their educational objectives. Not much
study has been done on how equality at work affects how Afghan public workers conduct
their duties. It is really important to fill this gap so that institutions can do better and leaders
may employ evidence-based solutions.

Most people agree that companies that treat their workers fairly do better and are more
productive in today's competitive world (Chou et al., 2013). Organizational justice is how
workers feel about how effectively the activities, choices, and relationships of the company
follow rules of fairness and equality (Wiseman & Stillwell, 2022). It encompasses perceptions
of fairness about procedures, outcomes, and interpersonal interactions (Greenberg, 1990). It
is widely acknowledged that it is a complex concept including distributive, procedural,
interpersonal, and informational justice (Colquitt, 2001). People's own ideas about how
companies function affect these perceptions, which have a huge influence on how workers
feel and how successfully they accomplish their jobs (Cropanzano & Ambrose, 2015).
Researchers discuss four principal forms of organizational justice: distributive justice,
procedural justice, interactional justice, and informational justice (Cropanzano & Ambrose,
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2015). Each component elucidates the influence of individuals' perceptions of justice on their
attitudes, behaviors, and organizational outcomes.

Distributive justice, which first appeared in the mid-1960s, is the concept that an
organization need to equitably divide its resources, incentives, and chances (Nikiuluw et al.,
2019). Research indicates that distributive justice significantly influences employee
performance in various settings (Khan et al., 2023). Moreover, studies suggest that it can have
both direct and indirect effects.These effects are influenced by factors like job satisfaction
and commitment within the organization (Tyofyan et al., 2022; & Dalimunthe et al., 2023).
According to theories of interpersonal interaction and social justice in organizations,
employees who feel a greater sense of distributive justice, especially in the public sector, tend
to be more committed. This commitment positively affects their attitudes and behaviors.
Therefore, distributive justice is a key factor that influences employee performance and the
overall results of the organization (Harijanto et al., 2022)

Procedural justice refers to employees' perceptions of the fairness of organizational
decision-making processes, while distributive justice, based on Adams' equity theory, focuses
on the fairness of resource allocation. Employees are more likely to accept unequal outcomes
when procedures are perceived as fair and impartial (Haqiqi et al., 2009). Trust in fair
processes encourages employees to consider long-term consequences and tolerate
unfavorable decisions (Greenberg, 1987; Wiseman & Stillwell, 2022). Conversely, perceptions
of unfairness, prejudice, or unethical practices cultivate sentiments of injustice, thereby
diminishing dedication, confidence, and productivity (Leventhal, 1980; Wiseman & Stillwell,
2022). Empirical investigations corroborate a positive correlation between procedural justice
and employee performance, underscoring its significance in augmenting organizational
efficacy (Kim & Park, 2017).

Interactive justice, represents an important aspect of organizational justice that focuses
on fair interpersonal behavior and transparent information sharing, as distinct from
distributive and procedural justice (Bies, 2015). Empirical evidence shows that fair and
respectful interactions increase acceptance of managerial decisions and tolerance of
unfavorable consequences (Greenberg, 1994), thereby improving employee performance
(Roop and Cropanzano, 2002). Recent studies further confirm the positive relationship
between interpersonal justice and performance, highlighting its important role in promoting
constructive employee behavior and organizational effectiveness (Dos Santos et al., 2023).

Performance is often characterized as the achievement or success of designated activities
and tasks (Haqiqi et al., 2009). People frequently think of it as the outcome of how hard you
work, how well you are at your job, and how you see your position (Trense, 2010).
Organizational performance is the degree to which the outputs of an organization match its
aims and objectives (Kim et al., 2013). It also shows how well people are working together to
reach those goals (Yu, 2023). Performance assessment is necessary for comprehending
organizational processes and facilitating informed management choices and remedial
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measures when required (Jenatabadi, 2015). To improve employee performance, you need
to find the right performance assessment indicators and understand the main things that
affect how well the organization works. These are the most important things to do to make
the company work better overall. The historical history of organizational performance studies
is categorized into six sub-areas, as shown in Table 1, illustrating the progression of theoretical
frameworks regarding organizational performance indicators (Jenatabadi, 2015).

Table 1. Evolution of Theories on Organizational Performance Indicators

No. Organizational Performance Indicator Researchers Period

1 Effectiveness is knowing that reaching objectives is a key part  Etzioni, Chandler, & 1960s
of how well an organization does its job. Thompson

2 Agreement: Putting customer satisfaction first when judging Lawrence & Lorsch 1969s

how well a business is doing
3 Make sure your employees are happy, motivated, and able to Leighton, Katz, & 1970s

reach the company's objectives. Kahn

4 Paying attention to how well resources are used and how well  Giorgopoulos & 1980s
objectives are met Tannenbaum

5 Considering the needs of workers and other stakeholders, such  Adams, Harrison, & 1990s
as shareholders, customers, and employees Freeman

6 Focus on agreement (stakeholder satisfaction), efficacy, and Peterson Early  21st
efficiency. century

Hershey and Goldsmith's study is one of the most important ones on the many aspects of
how well an organization works. According to the ACHIEVE model, they split organizational
performance into seven areas (Hershey & Goldsmith, 1980):

e Ability: This is the knowledge, work experience, and natural talent that lets
someone do their job well.

e Role Clarity (Cognition): This part is all about knowing what your precise objectives
and work plans are, what your priorities are, and how to accept duties, including
when, when, and how to do them.

e Organizational Support: This includes the help that workers need to do their jobs
well and on time. Budget allocations, equipment, tools, and other resources that
are needed to help work get done are some of the most important variables.

e Motivation: This is the internal drive that makes people want to do things outside
of themselves. It may be physical, intellectual, or artistic. Motivation is what drives
people to do things that help the organization reach its objectives.

e Performance Appraisal: This aspect encompasses both official and informal
feedback systems that enable people to assess their daily job outcomes, facilitate
improvement, and acknowledge accomplishments.

e Credibility: Making sure that choices are in line with established laws, norms, and
acknowledged company principles gives actions uniformity and validity.
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e Environmental Compliance: This is the organization's capacity to manage and react
to outside elements that have a direct impact on performance, such as competition,
changes in the market, social and cultural issues, policies, laws, and rules.

Organizational justice, which includes distributive, procedural, interactional, and
informational aspects, significantly influences employees' workplace attitudes, motivations,
and actions (Greenberg, 1990; Colquitt, 2001). Employees who perceive fairness in resource
distribution, organizational processes, interpersonal interactions, and information
dissemination are more inclined to experience feelings of value and commitment. In
accordance with social exchange theory, equitable treatment from the organization fosters
employee responses characterized by increased effort, commitment, and performance,
whereas perceived injustice can diminish motivation and work efficiency (Blau, 2017).
Empirical research consistently corroborates these theoretical viewpoints, demonstrating
that elevated perceptions of organizational justice correlate with enhanced job performance,
satisfaction, and organizational commitment (Colquitt et al., 2001; Cropanzano & Ambrose,
2015). Conversely, procedural justice cultivates trust in the impartiality of organizational
processes. Furthermore, interactional justice enhances interpersonal relationships.
Furthermore, information justice, which promotes transparency and openness, contributes
to these effects, ultimately leading to improved performance, the main-hypothesis is:

e There is a significant positive relationship between organizational justice and employee
performance.

Distributive justice, as defined by (Colquitt, 2001), pertains to the perceived equity
inherent in the allocation of outcomes, encompassing aspects like compensation, benefits,
and acknowledgment. Employees who believe their contributions are justly acknowledged
and compensated tend to experience heightened feelings of value, motivation, and
dedication to the attainment of organizational objectives. Research supports the idea that
fairly distributing resources is linked to better job performance, increased commitment, and
higher overall satisfaction (Arumdani, 2022; Colquitt et al., 2001). Employees who believe that
rewards and recognition are commensurate with their efforts are more likely to exhibit higher
levels of performance, the first subsequent sub-hypothesis is;

H1: There is a significant positive relationship between distributive justice and employee
performance.

Procedural justice pertains to the perceived equity inherent in organizational decision-
making processes and procedures (Khtatbeh et al., 2020). Transparent, consistent, and
unbiased procedures foster employee trust in the organization, mitigate stress, and
encourage accountability. Empirical investigations indicate that equitable workplace
procedures correlate with heightened employee motivation, enhanced teamwork, and
improved job performance (Khtatbeh et al., 2020; Arumdani, 2022). Consequently, when
employees perceive organizational procedures as fair, they are more likely to demonstrate
increased engagement and commitment to achieving superior performance. In accordance
with this premise, the second subsequent sub-hypothesis is:
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H2: There is significant positive relationship exists between procedural justice and employee
performance.

Interactional justice involves the fairness and quality of interpersonal treatment that
employees receive from their superiors and colleagues; this includes respect, dignity, and
transparency (Colquitt, 2001; Cropanzano & Ambrose, 2015). Positive interpersonal
interactions improve job satisfaction, organizational commitment, and a sense of belonging,
which in turn enhances employee performance (Khtatbeh et al., 2020; Arumdani, 2022).
Employees who feel respected and valued in their daily interactions are more motivated to
help their organization succeed. The results support a positive connection between
interactional justice and performance, the third subsequent sub-hypothesis is:

H3: There is a significant positive relationship between interactional justice and employee
performance.

The main objective of this study is;

e To investigate the correlation between organizational justice and the performance of
administrative staff, and to delineate the principal elements of organizational justice that
facilitate the improvement of staff performance at Kabul University.

RESEARCH METHOD

This study used a descriptive-correlational method. The research included all administrative
staff at Kabul University, totaling 393 employees. A simple random sampling method was
used, and a sample of 196 people was selected, following Morgan's table. Data analysis
incorporated both descriptive and inferential statistical methods. To assess the study's
hypotheses, Spearman's correlation coefficient was utilized in the inferential analysis.
Furthermore, the content validity of the questionnaires was ascertained through
consultations with multiple management specialists. We assessed reliability using Cronbach’s
alpha, calculated with SPSS software (version 25). Data were collected using standardized,
validated questionnaires administered in person. A high proportion of the distributed
guestionnaires were returned fully completed.

The research instruments included the Employee Performance Questionnaire developed
by Hersey and Goldsmith (1981) and the Organizational Justice Questionnaire designed by
Niehoff and Moorman (1993), both of which are described in detail in the following section.

Employee Performance Questionnaire

Employee performance was assessed using the standardized Employee Performance
Questionnaire, which Hersey and Goldsmith developed in 1981. This questionnaire contains
42 questions divided into seven components: Ability (1-5 items), role clarity (5-11 items),
organizational support (12-16 items), motivation (17-22 items), performance appraisal (23-31
items), credibility (32-37 items), and environmental (38-42 items). The questionnaire was
scored using a five-point Likert scale, where 1 meant "Strongly Disagree" and 5 meant
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"Strongly Agree." Cronbach’s alpha was used to check the questionnaire's reliability, and it
was found to be 0.80.

Organizational Justice Questionnaire

The Organizational Justice Questionnaire was developed by Niehoff & Moorman (1993). This
questionnaire consists of three components: distributive justice (43-48 items), procedural
justice (49-55 items), and interactional justice (56-62 items). It includes 20 items in total. To
score the questionnaire, a five-point Likert scale was used, ranging from 1 (Strongly Disagree)
to 5 (Strongly Agree). The questionnaire's reliability was evaluated using Cronbach’s alpha,
yielding a coefficient of 0.80.

FINDINGS
Table 3: Results of Kolmogorov-Smirnov
Variables Statistic Sig.
Distributive Justice 0.110 .000
Procedural Justice 0.086 .003
Interactional Justice 0.070 .034
Employee's Performance 0.57 200

Based on Table 3, the dependent variable (employee performance) exhibited a normal
distribution. In contrast, the components of organizational justice did not. Therefore,
Spearman’s correlation coefficient was employed to test the hypotheses, as it is more
appropriate for variables that do not meet the assumption of normality. This method allows
for a precise evaluation of the connections between different aspects of organizational justice
and how well employees perform.

Descriptive Statistics Analysis

Table 4. Demographic Characteristics

Variable Category Frequency Percentage
Age 20-25 72 40.9%
26-30 68 38.6%
31-35 20 11.4%
Above 35 16 9.1%
Total 176 100%
Education High School 32 18.2%
Bachelor's 93 52.8%
Master's 43 24.4%
Doctorate 8 4.5%
Total 176 100%
Work Experience Less than 5 years 49 27.8%
6-10 years 53 30.1%
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11-15 years 49 27.8%
More than 15 years 25 14.2%
Total 176 100%

Table 4 presents the demographic profile of the study's participants. Regarding age, the
largest group, comprising 40.9% of the sample, falls within the 20-25 age bracket. This is
succeeded by the 26-30 age group, which accounts for 38.6% of the participants.
Furthermore, 11.4% of the participants are aged 31-35, while those over 35 years old
represent 9.1% of the sample. This shows that the sample consists mainly of young
employees.

In terms of educational background, most participants have a bachelor's degree (52.8%),
while 24.4% have a master's degree, 18.2% have completed high school education, and 4.5%
have a doctorate. These findings show that the majority of participants are well-educated and
that higher education levels are common in the sample.

In terms of work experience, 30.1% of the participants have 6-10 years of experience,
27.8% have less than 5 years, and 27.8% have 11-15 years of experience. Only 14.2% of
participants had more than 15 years of experience. While this distribution shows a balanced
mix of employees with varying levels of professional experience, the largest group had
moderate experience. Overall, the demographic profile indicates that the study sample
consisted mostly of young, educated employees with moderate work experience.

Hypotheses Testing

Table 5. Spearman's Correlation Results for Examining the Relationship between Organizational Justice
and Employee Performance

Variables Correlation coefficient Significance

Organizational Justice
, 0.618** 0.000
Employee's Performance

Table 5 shows a significant positive, relationship between organizational justice and
employee performance. The Spearman correlation coefficient, which was computed as 0.618
(Sig = 0.000), indicates a statistically significant positive correlation between organizational
justice and employee performance. As a result, the null is rejected, and the main- is validated
at the 95% confidence level. This main- proposes a significant positive relationship between
organizational justice and employee performance within Kabul University.

Table 6. Spearman's Correlation Results for Examining the Relationship between Distributive Justice and
Employee Performance

Variables Correlation coefficient Significance

Distributive Justice
Employee's 0.327** 0.000
Performance
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Table 6 shows a weak but positive relationship between distributive justice and employee
performance. The Spearman correlation coefficient, which was computed as 0.327 (Sig =
0.000), indicates a statistically significant positive correlation between distributive justice and
employee performance. As a result, the null is rejected, and the initial sub- is validated at the
95% confidence level. This sub- proposes a significant positive relationship between
perceptions of distributive justice and employee performance within Kabul University.

Table7. Spearman's Correlation Results for Examining the Relationship between Procedural Justice and Employee
Performance

Variables Correlation coefficient Significance

Procedural Justice

\ **5350. 0.000
Employee's Performance

Table 7 shows a significant positive, relationship between procedural justice and employee
performance. The Spearman correlation coefficient, which was computed as 0.5350 (Sig =
0.000), indicates a statistically significant positive correlation between procedural justice and
employee performance. As a result, the null is rejected, and the initial sub- is validated at the
95% confidence level. This sub- proposes a significant positive relationship between
procedural justice and employee performance within Kabul University.

Table 8. Spearman's Correlation Results for Examining the Relationship between Interactional Justice and
Employee Performance

Variables Correlation coefficient Significance

Interactional Justice

, 0.850%** 0.000
Employee's Performance

Table 8 shows significant positive, relationship between interactional justice and employee
performance. The Spearman correlation coefficient, which was computed as 0.850 (Sig =
0.000), indicates a statistically significant positive correlation between interactional justice
and employee performance. As a result, the null is rejected, and the initial sub- is supported
at the 95% confidence level. This sub- proposes a significant, strong positive relationship
between interactional justice and employee performance within Kabul University.

Table 9. Summary of Spearman's Correlation Test on the Relationship between Organizational Justice
Components and Employee Performance

Variables Distributive Procedural Interactional Employee's Organizational
Justice Justice Justice Performance Justice
Distributive Justice 1.000
Procedural Justice .620** 1.000
Interactional Justice A40%* .618%* 1.000
Employee Performance 327%* .535** .645** 1.000
Organizational Justice 782%* .869%* .850%* .618%* 1.000

Correlation is significant at the 0.01 level (2-tailed).**
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Table 10: Summary of Hypotheses and Findings

Hypotheses No Type of Correlation Significance Nature of Summary Interpretation of Findings
P ’ Justice Coefficient (r) Level (p) Relationship ¥ P g
Positive A positive relationship exists between
Main Hypotheses 0.618 0.000 Moderate organizational justice and employee
performance
Distributive Positive Distributive justice has a weak but
Sub-Hypotheses 1 . 0.327 0.000 ! significant positive relationship with
Justice Weak
employee performance.
Procedural Positive Procedural justice has a moderate,
Sub-Hypotheses 2 . 0.535 0.000 ! significant positive relationship with
Justice Moderate
employee performance.
Interactional Positive Interactional justice has a strong,
Sub-Hypotheses 3 Justice 0.850 0.000 Strongl significant positive relationship with

employee performance.

DISCUSSION

This investigation seeks to explore the correlation between the performance of
administrative personnel at Kabul University and their perceptions of organizational fairness.
Employing Spearman correlation analysis, a positive association was identified between these
two variables, thus supporting the assertion that an enhanced perception of fairness within
the organization is linked to superior employee performance.

Therefore, the main of the study, which indicates the existence of a positive and strong
relationship between employee performance and their perception of organizational justice,
was confirmed. The results obtained are consistent with the research conducted by (Colquitt
et al., 2001; Nix & Wolf, 2016; Mehmud & Ahmad, 2016; & Shrestha et al., 2024). When
fairness and justice are established in the organizational structure, the result positively affects
the performance of employees of the educational institution. Employees who feel that they
work in a fair organizational environment are usually more motivated, more satisfied with
their work, and more committed to the organization. This situation ultimately leads to
improved performance outcomes.

The research findings also shows a positive relationship between distributive justice and
employee performance, which is consistent with research conducted by (Mehmood &
Ahmad, 2016; Shrestha et al., & 2024; & O’Callaghan et al., 2024) and research conducted by
(Pakpahan et al., 2020). According to exchange theory, individuals expect the organization to
compensate them for what they bring to the organization, including educational credentials,
expertise, skills, abilities, and anything else, and this compensation for services is mostly
through rewards and job benefits. Therefore, meeting employees' expectations in terms of
distributive justice can be an important step toward greater employee satisfaction and, as a
result, greater motivation in their behavior and performance on the job. The study's findings
also show a positive relationship between procedural justice and employee performance. This
is consistent with the work of (Mehmood & Ahmad, 2016; Shrestha et al., 2024; & O’Callaghan
et al., 2024). However, these results differ from those of (Pakpahan et al., 2020).
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When employees perceive procedures and work practices as equitable and transparent,
their motivation and dedication are substantially heightened, thereby mitigating stress and
anxiety. These positive circumstances foster greater collaboration and teamwork, while
simultaneously diminishing the probability of conflict. Furthermore, administrative staff
operating within a fair environment, governed by established procedures, are more
predisposed to accountability and responsibility, which, in turn, contributes to improved work
quality and performance outcomes.

Another dimension of organizational justice, namely interactional or transactional justice,
is also the subject of the third of this study, which, considering the findings, shows a positive
and significant relationship with employee performance. The results align with the work of
(Colquitt et al., 2001; Nix & Wolf, 2016; Mehmood & Ahmad, 2016; & Shrestha et al., 2024).
Respectful and fair treatment increases employees' job satisfaction and commitment to the
organization. Also, interactional justice can help strengthen positive relationships between
colleagues and improve the atmosphere of cooperation. Therefore, a fair and respectful work
environment naturally enhances the performance of office workers. Therefore, paying
attention to interactional justice is equally important and, along with procedural justice, can
lead to better results in the performance of Kabul University's administrative staff.

CONCLUSION

Today, employees are always interacting with the organization they work in, and a sense of
organizational justice, as one of the basic needs, provides a suitable platform for their
development and promotion, their better performance, and thereby improving the quality of
services and improving the standard of living in society. In this regard, the present study
examined the effect of organizational justice on the performance of administrative staff at
Kabul University, and its results indicate the existence of a positive and strong relationship
between the components of organizational justice and employee performance. As a result,
the main of the study was confirmed, and the importance of employees' perception of
organizational justice and its effect on their job satisfaction and motivation was emphasized.

Since the research findings indicate the existence of a significant positive relationship
between distributive justice and employee performance, it can be said that employees who
feel that their compensation for services is fair and proportionate to their efforts and
capabilities are usually more satisfied with their work and are more committed to the
university. Therefore, by establishing and implementing transparent and fair policies on the
distribution of rewards and holding regular consultative meetings with employees, university
leadership can listen to their opinions and take them into account in improving the fairness
and justice policy at the university level, thereby improving employee performance and
increasing the efficiency of the administration. It should also be remembered that periodic
assessments of the sense of distributive justice can also contribute to continuous
improvement in this area.
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Of course, it should be noted that procedural justice also plays a key role in improving the
performance of administrative staff. When employees feel that organizational procedures
and practices are fair and transparent, this feeling leads to increased motivation and reduced
stress and anxiety. Therefore, it is essential that procedures and bills are continuously
reviewed, documented, and clarified in order to achieve justice, and training courses are held
to familiarize employees with these procedures. Rather, it is necessary to create effective
mechanisms to collect opinions from employees about these documents to help them
continuously improve them and thereby help improve the feelings and performance of
employees. The completion of the justice triangle requires not only the observation of justice
in resource distribution and procedures, but also the reflection of justice in interactions and
behavior. Research indicates that both interactional justice and transactional justice
significantly impact the performance of administrative staff at Kabul University. Other
research conducted in the field also shows that an environment that encourages respectful
and fair interactions can strengthen the feeling of value and respect in employees. To create
such an environment, it is recommended that the university can develop a culture of positive
interaction and organize team-building programs and activities to promote a sense of
cooperation and solidarity among employees and promote a sense of fair treatment, which
can help improve interactions and reduce tensions in the workplace by paying attention to
the cultural and personality diversity of employees.

Finally, it can be concluded that the results of this study indicate that organizational
justice improves employee performance, increases job satisfaction, creates and improves
motivation, and ultimately reduces the rate of leaving the organization. This justice also
increases organizational interest and commitment and can ultimately improve the overall
productivity of organizations. Therefore, paying attention to the principles and dimensions of
organizational justice as a key factor in improving the performance and efficiency of
organizations is essential.

The present study's findings are subject to certain limitations that should be
acknowledged when interpreting and extrapolating the results. Specifically, Kabul University's
administrative personnel exclusively provided the data, and temporal and financial
constraints limited the research. While the response rate was roughly 95%, the non-
participation of certain key stakeholders is noteworthy.
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