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These organizations need comprehensive decision-making processes for the well-being and
productivity of their employees. In this regard, the group value model states that fair
procedures in organizations will help these processes. This research seeks to investigate the
effect of perceived diversity, organizational universality, and procedural and distributive
justice on the well-being of employees in private and public companies under the Ministry of
Industry, Mine, and Trade in the fields of information technology, banking, automobiles, and
chemical industries. Study method: The statistical population of the research includes the
employees of the private and public sectors under the Ministry of Industry, Mine, and Trade
in the mentioned areas, whose statistical sample was selected through Cochran's formula in
the number of 384 people using simple probability sampling. Structural equation modeling,
variance analysis, multiple linear regression, and SPSS V23 and Smartpls V4 software were
used for data analysis. To check the validity and reliability of the research items, convergent
validity, combined reliability, and Cronbach's alpha were used, and each was confirmed.
Findings: Perceived surface diversity has a positive effect on employees' well-being directly
as well as partially mediated by organizational inclusion. Also, organizational inclusion
positively affects employees' well-being directly and partially through procedural and
distributive justice mediation. Conclusion: Adopting inclusive policies and paying attention to
perceived surface diversity such as gender, age, education, and other things in the organization
may sometimes discourage employees from biased, negative, and even discriminatory
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Keywords: prejudices towards women, disabled, and ethnic minorities and cause improvement in
Perceived surface diversity, organizations. Employees' sense of participation in the workplace plays a fundamental role in
organizational inclusion, explaining the relationship between organizational justice and employee well-being and job

procedural justice, distributive | satisfaction. Therefore, it is an effective process for employee participation, especially for
justice, employee well-being | minority groups.

Extended abstract Today's workforce is composed of ethnicities,

generations, and people with diverse job
1. Introduction functions, and in line with this diversity,
Today's organizations, especially private and unprecedented challenges have been created for
government organizations in Iran, have a diverse managers and leaders of organizations
workforce, considering the issue of globalization (Guillaume et al., 2013, 123-141). Diversity is
and the age of communication and information. introduced in most references as a complex

phenomenon and requires comprehensive
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investigation because it brings many overlapping
negative and positive consequences to an
organization; for this reason, it can be considered
a double-edged sword that includes various
cognitive and emotional consequences. Most
previous research focuses on its cognitive
consequences, such as performance and
creativity, and not much information is available
on emotional consequences, such as job
satisfaction and employee well-being. Also, one
of the biggest challenges for human resource
managers of organizations is how the variations
above improve the productivity and well-being of
the organization's employees (Jaiswal et al.,
2019, 1121-1139); however, this issue has been
less considered in previous studies (Jaiswal,
Dyaram, and Khatri, 2022, 195-207). Since the
well-being of employees is not only one of the
main interests of employees, but it will cause the
organization’s overall productivity, it requires
maximum attention and more research.

Inclusion at the organizational level, which is
called organizational inclusion, often adopts a
working perspective and is defined as the
inclusion of all members of the organization in all
activities and a focus on increasing participation
with the clear goal of using the positive impact of
diversity as a competitive business advantage of
the organization (Mor Barak et al., 2022, 840-
871). As a result, organizational inclusiveness
means accepting diverse employees, creating a
sense of acceptance in them, and their
participation in the organization's work
environment (Jaiswal, Dyaram & Khatri, 2022,
195-207). Faylander et al. (2007) stated that
inclusion in the workplace causes the desire to
increase the well-being of employees. However,
they focused on general well-being (depression
and pressure) and stress (role conflict, role
ambiguity, etc.) and said that it combines the
mental aspect with physical health. There is little
empirical evidence regarding the study of
organizational inclusiveness on emotional well-
being, which all agreed that organizational
inclusiveness reduces negative work attitudes,
such as dissatisfaction and intention to leave the
job, and prevents negative behaviors, such as
employee absenteeism and poor performance
(Abbasi et al., 2020, 52-63).

On the other hand, the view of organizational
inclusion is well aligned with organizational
justice, especially distributive justice and
procedural justice. Suppose the employees
understand that the organizational and behavioral
procedures of the organization are fair to them
and their views are respected. In that case, they
will feel that they are part of that organization’s
work group, which will increase their job
satisfaction and well-being. This issue has been
seen in organizations and companies with various
workforces. One of these organizations is the
state-owned company under the Ministry of
Industry, Mine, and Trade with a diverse and
varied workforce, which requires more attention
due to the wide range of duties and the great
importance of the activities of this ministry in the
country's economic growth (Shahsund, Baghdadi
and Nasiri, 2016). In the present study, this has
been studied as a statistical population.

2. Results

Perceived surface diversity and organizational
inclusion have a path coefficient of 0.840, which
indicates a strong causal relationship between the
two. On the other hand, perceived surface
diversity and employees' well-being have a causal
relationship with a path coefficient of 0.139,
which is a weak positive effect. Organizational
acceptability and procedural and distributive
justice have path coefficients of 0.829 and 0.800,
which have a strong causal relationship.
Procedural and distributive justice is also related
to the well-being of employees with path
coefficients of 0.322 and 0.199, which shows a
weak positive causal relationship. Finally,
organizational acceptability and employee well-
being have a path coefficient of 0.267, which
expresses a somewhat weak positive causal
relationship. In this research, the direct path
coefficient in the first model is 0.298, and the
total indirect coefficient is 0.4704. Its VAF is also
equal to 0.612, which shows the partial mediating
effect of organizational inclusion. The second
model’s direct path coefficient for organizational
inclusion and employee well-being is 0.348. The
indirect path of procedural justice is 0.295, and
distributive justice is 0.167. VAF for procedural
justice is 0.46, and distributive justice is 0.324.
As a result, these two types of justice also have
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partial mediation, and the hypotheses are
confirmed.

3. Conclusion

Perceived surface diversity has a positive effect
on organizational inclusiveness. On the other
hand, organizational inclusion also has a small
positive effect on the well-being of employees.
Meanwhile, organizational inclusion plays a
partial mediating  role. Organizational
inclusiveness is seen as an overall strategy of the
organization and is continuously the result of
cooperation between senior management, human
resources, and organizational personnel. The
cooperation of these three sides of the triangle
creates the process of inclusiveness in the
organization (Masoud et al., 2021).

Another part of the organizational inclusion
model is that it has a positive effect on the well-
being of employees, and procedural and
distributive justice play a mediating role in this.
Research conducted by Ali et al. in 2023
regarding the effect of organizational justice and
organizational inclusion revealed  that
organizational justice and inclusion have strong

positive effects on employee well-being. This
result is in line with Judge and Colquitt's (2004),
who asserted that procedural justice has a strong
positive effect on employee well-being.
Employees' sense of participation in the
workplace plays a fundamental role in explaining
the relationship between organizational justice
and employee well-being and job satisfaction.
Therefore, it is an effective process for employee
participation, especially for minority groups.
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