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Abstract

Fairness and Justice appear to be soft issues, but their value needs to be understood by the
managers of knowledge-based organizations. The software organizations consist of
trained professionals and specialist employees who are knowledge workers. This sort of
talent pool is in a constant state of change. From the characteristics of the software
industry and knowledge workers arise a number of questions that a firm must answer
before designing its recruitment, selection and fetention and its HRM strategy. HR in the
software industry needs to embrace customized strategies to sustain stability, develop
people and improve productivity. Besides the design of systems, what becomes crucial is
to understand what employees perceive as fair or unfair treatment in terms of the — pay,
processes and people related issues. The HR systems like appraisals and reward have got
to be socially valid and acceptable to the people, as the perceptions of employees about

these affect their work related attitudes.

The purpose of this study was to conceptualize and test a model that ascertains the impact
of individual, contextual and organizational factors on justice perceptions and the effects
of these perceptions on work-related attitudes and behavior of the software professionals
in India. It is proposed that the various individual factors- demographic and personality
(Gunas, locus of control, E.motional Quotient, Ethical Frameworks and Justice
Orientations) , contextual factors (voice, quality of interpersonal relationships, leadership
style and organizational factors (climate) in the workplace influence the employees'
Justice perceptions. These, in turn, influence employees' work-related attitudes and

behavior. Specifically, models are developed (for direct, interaction and mediation



relationships) and tested which includes the individual, contextual and organizational
factors as antecedents to the construct of employees' justice perceptions and satisfaction,
organizational commitment, and organization citizenship behavior as consequences of
employees' justice perceptions. A series of FGD’s were conducted with the software

professionals, so as to identify the issues related to them. Based on the FGd results and

literature review, the models were formulated.

310 software professionals (from 30 software organizations) constituted the study
sample. The methodology for the study was questionnaire based, most of the instruments
used were standardized tools. Factor analysis and reliability tests of the tools were
conducted. We also conducted a comparative study of a public and private organization

to assess the justice perceptions vis-a-vis the actual appraisal systems.

The results indicated that there was no significant difference between age groups and
gender for preference for a particular kind of justice. None of the personality factors
predicted distributive justice. Locus of Control and religious (moksha) framework were
the best predictors for procedural Justice. Locus of control was the best predictor for
interactional justice. For the contextual factors voice was the strongest predictor for
distributive justice and voice and perceived justice were the best predictors for procedural
and interactional justice. Also, we explored the mediation of voice for climate —justice
relationship and voice mediated the relationship partially for interactional justice. An

exploration into the person —environment interaction to predict justice was done and
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interestingly, the variables like (Sattwa, Equity, NT Style , Affect dimension) which did

not predict justice independently, predicted it through interactions.

Related to the outcomes, results showed that for Pay Satisfaction distributive justice and
interactional justice were the best predictors . For distal outcomes, procedural justice was
the best predictor for extrinsic satisfaction and distributive and procedural justice for
intrinsic satisfaction. Interactional justice was the best predictor for commitment and
OCB (loyalty). Interactional and distributive justice was the best predictor for OCB
(Participation) and there was positive relationship between Interactional Justice and OCB
(Participation) and inverse relationship between Distributive Justice and OCB
(Participation). Results for the interaction showed that distributive and procedural Jjustice
interacted to predict intrinsic as well as extrinsic satisfaction. Distributive justice
interacted with interactional justice to predict extrinsic satisfaction, intrinsic satisfaction
and OCB (participation). Also procedural and interactional justice interacted to predict
commitment. Also, the three way interactions between distributive, procedural and

interactional Justice predicted extrinsic satisfaction and intrinsic satisfaction.

This study can guide the professional community to understand the dynamics of
organizational justice and organizational outcomes in a better manner. They can focus on
key dimensions and manipulate these variables to cultivate the right kind of climate that
breeds high justice perceptions for their organization. Indirectly, it will be helpful in

improving the performance of the organization.
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The implications of our study highlight the issues of open and supportive climate, the
importance of fair and impartial treatment, good interpersonal behavior and healthy team
relations with the leaders, as crucial factors influencing the perceptions of the employees.
Implications for top management, project managers and HR managers are discussed,
followed by the implications for researchers, that will be helpful for conducting future

research in this area.
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