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The Influence of HRD Practices on Employees’
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An effective system of organizational justice forms the foundation for an organizational culture
which promotes inclusion and diversity, and therefore an important topic for human resources
development (HRD). Organizational justice is an issue for HRD practice, because certain
perceptions of organizational justice or fairness can be related to training and development
opportunities, organizational change/development practices and career planning/development.
HRD decisions may impact the employees on both personal and professional level and hence such
decisions may have an impact on the employees’ perceptions of fairness. Thus, the purpose of this
study was to examine the influence of HRD practices on the employees’ perceptions of justice at
interactive, procedural and outcomes level. The results show that all dimensions of organizational
justice influence the employees’ fairness perception, however it is important to note that procedural
and interactional levels dominated the employee’s perceptions.
Key words: organizational justice, human resource development practices, work relationships.

Introduction
For centuries, authors and thinkers have researched and written about the importance of honesty,
trust, ethics, fairness, justice and their influence on organizations, communities, and nations. In
today’s world, employees spend a major part of their life in organizations or activities connected
to their organizational responsibilities and the day to day events in the workplace (interactions,
processes, policies, outcomes and so on) has profound impact on their personal and professional
lives. Even after developing numerous theories and designing impactful training, there are
still an ample number of scandals (for example, Enron, Livestrong foundation, Tyco, Societe
Generale, Samsung, Satyam) where individual actions were directed towards their personal
enrichment rather than the advancement of the organization or the benefit of the employees.
Such scandals also present questions about fairness within those organizations — whether it
be related to organizational decisions, outcomes or information. Fairness in organizations, is a
subjective and descriptive concept in that it captures what individuals believe to be right, rather
than an objective reality or a prescriptive moral code (Cropanzano, Bowen, & Gilliland, 2007).
The notion of justice or fairness has become an increasingly visible construct in social sciences
(Colquitt, 2001), and social scientists have long recognized the importance of the ideals of
justice as a basic requirement for the effective functioning of organizations and the personal
satisfaction of the individuals they employ (Greenberg, 1990). Studies on organizational justice
emerged from related research in social psychology, particularly from studies on relative
deprivation and in the social psychology of legal phenomena (Byrne & Cropanzano, 2001).
The domain of organizational justice refers to the extent to which employees perceive workplace
procedures, interactions, and outcomes to be fair in nature (Baldwin, 2006). Research has shown
that the concept of organizational justice is a powerful predictor of people’s affective, cognitive,

International Journal of HRD Practice, Policy and Research

49

and behavioural reactions in various work contexts (Folger & Cropanzano, 2001). Similarly,
organizational justice has the potential to create powerful benefits for organizations and employees
alike; it defines the very essence of individual’s relationship to employers (Cropanzano, Bowen,
& Gilliland, 2007). Therefore, organizational justice (Greenberg, 1987) focuses on perceptions
of fairness in organizations by categorizing employees’ views and feelings about their treatment
and that of others within an organization. Researchers found that perceptions of justice in one’s
workplace (organizational justice) are positively associated with self-report of “ideal” behaviours
and negatively associated with self-report of misbehaviour and misconduct (Martinson, Crain,
DeVries, & Anderson, 2010). Thus, most of the outcomes of justice perceptions can have an
economic (positive or negative) impact on the organization. If employees perceive that the
internal justice system does not work, the company will be unable to foster the critical values
of integrity and trust, which in turn will impact the employees’ performance and thereby the
organization’s bottom-line.

Problem Statement and Purpose of Study
Organizational justice is an issue for human resource development (HRD) practice, because
some perceptions of organization justice or fairness can be related to training and development
opportunities, organizational change/development practices and career planning/ development.
Organizational justice shares many of the philosophical underpinnings of human resource
development and justice plays a signiﬁcant role in many organizational dynamics related to change,
such as leader–follower relationships, organizational citizenship behaviour, and individual response
to change (Foster, 2010). Much of HRD practice is oriented towards achieving organizational goals.
Nonetheless, there are existing philosophical debates concerning the nature and purpose of HRD.
Swanson and Arnold (1996) broadly addressed the philosophical differences from two arguments:
1) should HRD focus on increasing the performance requirements of host organizations and more
directly the productivity of workforce or 2) should HRD focus on developing the individual in a
broad manner without using bottom line results. This study adopted the Mclean and Mclean (2001)
definition of HRD which incorporates the best of both paradigms and is stated as follows:
Human Resource Development is any process or activity that, either initially or over the longer-term,
has the potential to develop adults’ work based knowledge, expertise, productivity, and satisfaction,
whether for personal or group/team gain, or for the benefit of an organization, community, nation,
or, ultimately the whole humanity (p.1067).

Organizational leadership looks for numerous ways to develop available human resources. Like
other organizational assets, employee skills can be classified as a core asset (Quinn, Anderson,
& Finkelstien, 1996), which are vital to the competitive advantage of an organization (Porter,
1985) and often require continual internal development. Training and Development (T& D) and
career development (CD) involve so many organizational processes that can affect professional
and personal development, it should come as no surprise that issues of justice in the workplace
are critical for HRD practices (Wooten & Cobb, 1999). By its very nature, CD involves basic
issues of fairness over the allocation of CD resources, the policies and procedures used to decide
who receives them and the interactions between those who provide and those who not only
receive CD rewards but also experience its losses. Considering that employees spend a major
part of their daily lives with organizations, organizational actions can have substantial effects on
employees’ well-being. Kivimaki et al. (2004) carried out a study where they found that fairness
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in interpersonal treatment, as rated by employees, was found to be a reliable predictor of selfassessed health. To summarize, organizations are social systems and their life and stability are
dependent on the existence of strong bonds between organization’s constituent elements (Lotfi
& Pour, 2013).
Justice and its implementation is one of the basic needs of human instinct, and therefore
organizational justice is a key element in surviving and sustaining the development of the
organization and its employees. Since organizational justice impacts the organization and
HRD practices impact employees’ justice perceptions, it is important for HRD scholars and
practitioners to study the concept and its implications. Thus, the purpose of this study is to
examine the influence of HRD practices on the employees’ perceptions of justice at interactive,
procedural and outcomes level.

Organizational Justice and HRD
For this study, a targeted search for literature was conducted to review two major areas of interest:
(1) Organizational justice; and
(2) Role of HRD practices in developing organizational justice perceptions.

Organizational justice
Various contemporary theorists have argued that organizational justice is anything from a single
dimension to four dimensions. Each of these dimensions and their theoretical foundation are
explained in the following sections.
Distributive justice. Drawing from the work of Homans (1958) on social exchange and Adams
(1965) on equity, distributive justice is considered as the original concept of organizational justice
which deals with the fairness of outcomes including pay, rewards, and promotions (Colquitt,
Greenberg, & Zapata-Phelan, 2005). Researchers call the first component distributive justice
because it has to do with the allocations or outcomes that some get and others do not (Cropanzano,
Bowen, & Gilliland, 2007). Wang, Hinrichs, Prieto and Howell (2013) suggested that perceived
distributive justice might motivate employees to display appropriate work behaviour so as not
to cause any problem for the organization (conscientiousness and sportsmanship), but its effect
might not be strong enough to motivate people to take the extra steps required to bring about
benefits to the organization (civic virtue).
Procedural justice. Drawing from Adams’ (1965) equity theory, Thibaut and Walker (1975)
conducted a series of studies on the fairness of decision-making processes and determined that
the processes used to determine outcomes are equally important. The basic tenet of procedural
justice is that a voice in the development of an outcome enhances the perceived fairness in the
workplace independent of the effects of its implementation (Greenberg, 2002). Thus, procedural
justice developed from the assertion that the participants in the process viewed the procedure as
fair if they perceived that they had process control (and sufficient time to sustain their case), and
process has a fair process effect or voice effect (Vosloban, 2013). Procedural justice explains to a
great extent why employees are concerned about the procedures used to arrive at decisions along
with the fairness and favourability of their outcomes.
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Interactional justice. Grounded in social exchange theory and norm of reciprocity (Cropanzano
& Mitchell, 2005), interactional justice can be seen as an extension of procedural justice, but
itself is significant enough to be considered as a separate dimension of organizational justice
(Baldwin, 2006). Bies and Moag (1986) observed that decision events actually have three
facets: a decision, a procedure, and an interpersonal interaction during which that procedure
is implemented. Bies and Moag argued that that interactional justice was fostered when
relevant authorities communicated procedural details in a respectful and proper manner, and
justified decisions using honest and truthful information. Interactional justice typically has been
operationalized as comprising two broad classes of criteria: (a) clear and adequate explanations,
or justifications, and (b) treatment of recipients with dignity and respect (Cropanzano, Byrne,
Bobocel, & Rupp, 2001).
Informational justice. Informational justice was derived from the domain of interactional
justice and focuses on the explanations provided to people that convey information about why
procedures were used in a certain way or why outcomes are distributed in a certain fashion
(Colquitt, Conlon, Wesson, Porter, & Ng, 2001). Based on Bies and Moag’s (1986) concepts
of interactional justice, informational justice refers to the truthfulness and justification of
information provided to employees. Informational justice is thought to consist of factors that
enhance individual perceptions of efficacy of explanations provided by the organizational agents.
Therefore, informational justice deals with the extent and effort made by the organization to justify
decisions and procedures. From an organizational perspective, informational justice changes the
reaction and receptivity of employees to procedures because information and explanations help
those affected to understand the underlying rationale for the procedures (Greenberg, 1990).

Organizational justice and HRD
People care deeply about how they are treated by others (Demirtas & Akdogan, 2015). Individuals
can fulfil their potential, enjoy healthy and creative lives in an enabling environment, one which
facilitates opportunities, fosters relationships and builds capacity. There is substantial evidence
demonstrating that employees’ perceptions of organizational justice can influence their emotions,
attitudes, and behaviours in the workplace (Wang, Lu, & Siu, 2015). According to Ahmed and
Nawaz (2015), if an organization wants to make employees feel that they are supported they
should offer justice and a supportive culture (support from supervisor and coworkers) at work.
Employees who feel that they are treated fairly are more likely to be engaged at work. The
stronger the employee’s feelings of procedural fairness, the stronger their level of engagement
and the lower their intentions to leave the organization (Malinen, Wright, & Cammock, 2013).
The employees of an organization are influenced by the perceptions of fair treatment in
many ways which includes HRD practices (career development, training and development
opportunities, change management and so on) within the organization. The theoretical
foundations of organizational justice inform HRD practitioners that they should guide
organizations to establish an open organizational culture that allows people to express their
views, to listen to others’ opinions, and to support questioning and feedback in decision-making
processes. Most importantly, the perception of fair treatment enhances employees’ predictability
and controllability for future events, thereby reducing the uncertainties of day to day working
life. The perceptions of fair treatment also indicate the commitment of an organization to high
moral and ethical standards. The equity principle is upheld in organizations to a large extent by
standardized policies, providing equal opportunities for training and development, and avoidance
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of favouritism. Even though such policies exist, many organizations still grapple with complaints
of unfair treatment and favouritism. Therefore, it is important for HRD practitioners and scholars
to understand how the HRD practices influence employees’ justice perceptions. In spite of all
the potential benefits, HRD as a discipline has devoted very little attention to the construct of
organizational justice; and had only done minimal efforts to study the influence of HRD practices
and decisions on employees’ perceptions of organizational justice. Thus, this study is an effort to
address a very important issue which has been overlooked by HRD.

Theoretical basis
The theoretical framework which can provide support for hypothesizing a relationship
between HRD and organizational justice is social exchange theory. Homans (1958) argued
that, when individuals are in exchange relationships with others, they expect fair exchanges.
Social exchange theory is one of the most important paradigms for comprehending employees’
attitudes. When thinking about social exchange in an employment relationship, the employees
expect a fair exchange for their effort, and the nature of exchange can be economic (salary) or
social (recognition). Social exchange theory (Blau, 1964) posits that when individuals receive
favourable noneconomic transactions from organizational agents, there is a natural drive, i.e.,
the norm of reciprocity (Gouldner, 1960) to respond by providing something comparable back to
the organization. Researchers adopting the social exchange approach have focused more on the
norm of reciprocity and found that followers are willing to reciprocate when treated fairly and
with concern by their leaders (Mayer, Kuenzi, Greenbaum, Bardes, & Salvador, 2009). Thus,
fair treatment will enhance the social exchange relationship and will increase the level of trust
between the two parties. According to Blau (1964), positive exchange behaviour comes to rely
on mutual trust, which forms the foundation of an ongoing relationship of exchange between one
person or entity and the other. Social exchange theory affirms that a realistic social relationship is
likely to lead to gestures of goodwill being reciprocated, even to the extent of each side willingly
going above and beyond the call of duty (Konovsky & Pugh, 1994).

Methodology
To explore the role of HRD practices in formulating employees’ organizational justice perceptions,
an interpretive qualitative study was undertaken to examine the employees’ experiences indepth. The participants for this study were the staff employees (non-managerial) working in
the business operations of a very large public university in the United States. Employees were
contacted in person or by e-mail to ascertain their willingness to take part in a study about their
perceptions about the development opportunities they received in the organization. A total of 24
employees were contacted, out of which eight employees informed their willingness to take part
in the study. However, one of them could not take part in the study due to scheduling conflicts
which limited the sample size to seven. Five of the participants were male and two female. All
the participants were minorities and six of them were in the age group of 20-30 years. Six of the
participants had less than 10 years of service with the organization.
Semi-structured interviews were used as the method for primary data collection, working from
a predetermined list of questions to ensure consistent information for comparative purposes but
allowing flexibility for participants to elaborate their unique meanings and experiences and to
raise issues not anticipated. Qualitative interviewing is a flexible and powerful tool to capture the
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voices and the ways people make meaning of their experience (Rabionet, 2011). The participants
were encouraged to describe their feelings about the opportunities received, organizational
decisions and the impact on their careers, and their general feelings about the organization. If
there was ambiguity in the responses, the participants were asked follow up questions to clarify
their feelings and get a better understanding of their point of view towards the issues.
All interviews were conducted in person, and extensive handwritten notes were taken during the
interview, which were transcribed at the earliest possible time after the interviews. The transcripts
were read through multiple times, and headings were written to describe all the major aspects
on the content which became the basis for coding. The data analysis process included steps
and methods commonly recommended in qualitative research including coding and categorizing
of data through the constant comparative method, refining the categories, and establishing
validity and trustworthiness (Miles & Huberman, 1994). The research findings were informally
presented to the participants without seeking any feedback as a token of appreciation. Three
participants shared their feelings about the results, however no major revisions were done due
to the feedback. The feedback was also undertaken as a form of member checking, and it also
enhance the trustworthiness and verifiability of the study.
During the process of data collection and data analysis, major themes were developed which
were refined and modified throughout the process. Secondary data, available from organizations
publicly available resources, observations and personal experiences, were also used to analyse
the emergent themes.

Findings
The themes derived from the literature review provided a guiding framework and five broad
themes emerged from the analysis.

Theme 1: HRD practices and perceptions of fairness
HRD is considered as part of the human resources organization and performed an administrative
role in the organization. Organization wide HRD initiatives include the annual mandatory training
for all employees and free access to skills development websites such as ‘Skillport’ (owned by
Skillsoft) which provide a wide array of content. However, there is specialized professional
development for middle management and upwards. The individual colleges provided/supported
development opportunities but it was more directed towards faculty and roles with student
contact. All the participants found HRD practices as an important aspect of their professional
development and some of them directly attributed HRD practices to their personal success. One
of the participants commented on the HRD practices being fair; “Organization is fair, there are
plenty of trainings available and also opportunities for personal development. Everybody has to do
the mandatory training (Participant #1). Supporting this view, another participant stated, “Some
mandatory training is good, and everybody needs to do them” (Participant #2). These references
confirm findings from the previous studies that when individuals perceive inequity, comparison
with others plays a more important role than objective criteria (Folger & Cropanzano, 1998).
Folger and Cropanzano also stated that distributive justice is related to two different types of
comparisons — one is the intrapersonal comparison of one’s own outcomes, and the other is the
interpersonal comparison between their and others’ outcomes. This finding supports the comment
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by another participant, who stated “They provide opportunities and professional development
funds to faculty and not for staff. I think that is unfair” (Participant #5). To summarize, the
participants in this study demonstrated higher perceptions of justice when they feel they are
treated similarly to other employees in the organization. Individual attainment or personally
favourable decisions had lesser impact on justice perceptions. That is, the more people perceive
that the organizational resources and outcomes are fairly distributed, the more they are satisfied
with their organization. It is also prudent to state that existence of HRD practices influence the
organizational justice perceptions, because employees perceive that the organization is fairer
because of its interest in employees’ development.

Theme 2: Outcomes and justice perceptions
Studies have shown that employees determine whether they have been treated fairly by first
examining the ratio of their inputs e.g. effort, time, cognitive resources relevant to their outcomes
(pay, promotions, opportunities for professional development etc.), and then comparing this ratio
to the input-to-outcome ratio of a referent other (Cropanzano, Byrne, Bobocel, & Rupp, 2001;
Crawshaw, 2006). This view was visible in the comment made by one of the participants, who
stated:
I received staff scholarship to obtain an MBA degree. I worked hard and completed the degree using
my personal time, so I don’t think the organization made any special exceptions. I understand that
some of my colleagues think differently, but that is the truth. (Participant #1).

This statement also reaffirms the previous studies that when individuals perceive inequity,
comparison with others plays a more important role than objective criteria (Folger & Cropanzano,
1998). Therefore, employees also look at what their peers receive from the organization for
reaffirming their beliefs about fairness in decisions. One of the participants commented as
follows:
One of my performance goals was to complete training related to the job. I did some excel courses
and was very helpful. It is actually good that now everybody’s performance is tied to achieving
some goals (Participant #6).

This statement confirms the previous studies that when the employees perceive the outcomes
to be fair, the organizational justice perceptions tend to be higher (Rupp, Shao, Jones, & Liao,
2014).

Theme 3: Processes and justice perceptions
It is known among scholars and among managers that individual perceptions of process fairness
are important when it comes to employee reactions to organizational procedures (Pichler, Varma,
Michel, Levy, Budhwar, & Sharma, 2016). Even though some employees attributed process
fairness to the legal landscape, the more the participants perceived the organizational decisionmaking process to be fair, the more they are satisfied with the outcomes. One other finding is
that some employees attribute process fairness as an outcome of the legal landscape, and not
particularly an organization mission. This is evident from the reaction of the participant who
stated; “I understand that they cannot discriminate, everything goes through a process and are
reviewed by multiple people, but you know that it is the leadership which makes recommendations
on who gets to attend the leadership institute” (Participant #4).
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This finding is in line with studies conducted by several justice scholars who have suggested
that leaders may have the greatest impact on overall fairness perceptions, but leaders are more
likely to have lesser direct control over the fairness in rewards (distributive justice) or procedures
(procedural justice), which are often at least partially governed by larger organizational or even
industry-wide regulations. To summarize, the participants in this study attributed higher levels of
procedural justice to legal and regulatory environment than organizational initiatives. The study
also found that irrespective of the outcomes, employees’ justice perceptions can be influenced by
the knowledge of process which were used to determine the outcome.

Theme 4: Relationships and justice perceptions
Another common theme which surfaced frequently is the role of organizational relationships
(professional and personal) which tend to influence the justice perceptions of the employees.
This aspect of organizational justice is beyond individual level of analysis and researchers
have examined the role of justice perceptions at the group level, which has been termed
justice climate (Colquitt, Noe, & Jackson, 2002). Colquitt, Noe and Jackson considered justice
climate as the shared perception of a group of employees about the organization in terms of its
policies, practices, procedures and rewards. Most participants found organizational relationships
(personal) as a determining factor in their perception of justice, but hierarchical relationship
(supervisor–subordinate) were not mentioned impactful. As one of the participants stated;
We have a great working relationship between the staff employees and we help each other. We
always help the new employees even without any instruction from supervisors. It is important that
we share the department culture with new employees and they would be a great fit, but they need
to know our culture. But the managers have better opportunities, because they look for each other
(Participant #5).

This observation corroborates the proposition within the group engagement model and replicates
previous findings that fair procedures and interpersonal treatment are the key sources of socialidentity-relevant information (Blader & Tyler, 2003).

Theme 5: Communication and justice perceptions
Making employees aware of opportunities was another finding of the study. The participants
cared about the procedures and outcomes, but at the same time they were also concerned about
communication strategies utilized to disburse information about opportunities. Another finding was
the importance of communication between the manager and the employee. One participant stated:
Our supervisor meets with us on a one on one basis, and that helps us to have less number of
unanswered questions regarding decisions. It is helpful that we know what is happening and thereby
reduces uncertainty. During the last round of budget cuts, he used to reassure us on a constant basis
which was very helpful. However, the organization does not do a good job in communication, they
send an email from a generic address which always gets overlooked (Participant #5).

We can make an inference that as employees interact, share in important experiences and events
at work, and discuss important information with other members of the organization they develop
consensus in their interpretation of these events and experiences which eventually lead to the
development of organizational justice perceptions (Schminke, Arnaud, & Taylor, 2015). The
justice climate spreads through the organization by way of employee exchanges, communication,
and the sharing of justice-related information.
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Discussion and Implications
A perpetual challenge faced by working people is to make judgments of fairness and ethics,
both to understand the behaviour of others but also to decide how to act themselves (Trevino,
1986). There is substantial evidence demonstrating that employees’ perceptions of organizational
justice can influence their emotions/affects, attitudes, and behaviours in the workplace (Wang,
Lu & Siu, 2015). The prominent dimensions of organizational justice are distributive and
procedural justice. However , researchers vary on the importance of those dimensions with some
insisting procedural justice more important than distributive justice (Valsoban, 2013), while
some others favouring distributive justice followed by procedural justice (Bebenroth, Ismail,
& Sekiguchi, 2016). This study supports the prior findings that each dimension of justice have
varying levels of impact on employees. It was found that from an HRD perspective, interactional
and procedural justice hold more weightage than distributive justice. As employees interact,
share in important experiences and events at work, and discuss important information with other
members of the organization they develop consensus in their interpretation of these events and
experiences. And as employees collectively engage in sense making processes, they develop
these justice judgments which in turn are readily accessible, interpreted, and applied by the
group as a cognitive shortcut in determining fair and unfair treatment of self and others (Li
& Cropanzano 2009).The study also supports previous findings that when procedures are fair
or when a clear and adequate explanation for unfair outcomes is given, employees will find it
more difficult to imagine outcomes that are better than their current outcomes, making them less
inclined to perceive distributive injustice (Gelens, Dries, Hofmans, & Pepermans, 2013).

Implications for research
A major theme/finding which has not gained much attention is the influence of personal
relationships or effects of one’s colleagues and relationships with one’s colleagues in creating
justice perceptions. There have been periodical studies focusing on supervisors’ procedural
justice perceptions and mentoring behaviour leading to subordinates’ justice perceptions
(Tepper & Taylor, 2003); helping behaviour of group members and justice perceptions (Shin,
Du, & Choi, 2015); and impact of networking in creating justice perceptions (Dutton & Ragins,
2017). However, there is no major study exploring informal relationships and informal teams in
workplace and their influence in creating justice perceptions. Organizations create the need for
proximity and dependence of people on each other. Peer relationships at work are considered to be
one of the primary means by which organizational socialization takes place and therefore a major
contributor to individual’s organizational justice perceptions. Hence, “when coworkers convey
expectations for or model biased behaviour, an employee is more likely to follow suit” (Cortina,
2008, pp. 62‑63). Therefore, it is important for organization justice/HRD researchers to study the
impact of peer relationships and informal teams in creating justice perceptions of employees.

Implications for practice
The theoretical foundations of organizational justice inform HRD practitioners that they should
guide organizations to establish an open organizational culture that allows people to express
their views, to listen to others’ opinions, and to support questioning and feedback in decisionmaking processes. This study found that employees focus on the procedures utilized when they
evaluate the outcomes/decisions providing some empirical support for practitioners to focus
on procedures that are fair which would lead to fairer outcomes. In reviewing the growth of
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HRD from an organizational context, we can definitely say that most HRD practices are strongly
grounded in the principle of ‘learning for performance’. As a profession, HRD is now visible
and maturing, it is now time for practitioners to focus on the injustices in their organization
which ultimately impacts learning and performance outcomes. Acts of social injustice in an
organization can interfere with work relationships, decrease job satisfaction and performance,
create stressful conditions, and prevent an overall sense of well-being (Byrd, 2018). By providing
fair organizational policies and practices regarding HRD opportunities could enhance distributive
justice not only within the organizational HR policies for a diverse workforce but also within a
wider social justice framework (Crawshaw, 2006).
Creating a climate of fairness requires employees to be communicating between themselves
without fear of repercussions. Providing learning opportunities in informal settings where
employees have the opportunity to learn from each other and encouraging peer to peer learning
networks should be an area of increased focus for HRD. Finally, focus on communicating the
opportunities in a consistent and strategic manner would influence the employees’ perceptions
of fairness. Informational justice should be considered with similar importance to procedural
justice when it comes to HRD practices and interventions.

Limitations
All studies have limitations and this one is no exception. First, although the data were collected
from real employees in real organizational settings, the author of the study was the member of
the same organization. All the participants in this research were minorities and therefore the
sample may not be considered as a representative sample. All the participants were from the
same organization and from same geographic area. Finally, the systems in a public educational
entity is different from a for profit business.

Conclusion
In all, the study and its results speak to an issue that deserves additional attention in HRD
research. The relationship between HRD practices and organizational justice perceptions
represents an interesting and important area of inquiry. For human resources in organizations to
contribute productively and even passionately to the success of their organizations is an outcome
that every HRD practitioner and scholar has concern for (Shuck & Wollard, 2010). Similarly,
organizational justice is an issue for human resource development (HRD) practice, because
some perceptions of organization justice or fairness can be related to training and development
opportunities, organizational change/development practices and career planning/development.
HRD as a profession has significant role in employees’ opportunities in workplace — whether
it is training and development, career development or managing change. Therefore, it is safe to
assume that most HRD practices have justice perceptions tied to them. If an organization wants
to have satisfied, committed, and engaged employees, they should offer justice at the workplace
along with supportive culture. Organizational justice is a matured area of research in other fields
in United States. More recent scholarship is coming from Asia, which may be a result of the
growing middle class and the access to information through advancement in technology. This
study is a small but important step to begin to address this critical area of organizational life
with a view to providing the HRD professional with insight, understanding and to support and
influence HRD practice.
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