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ABSTRACT

The success of the organization largely depends on the employees now. Economical change in India
has leaded all organizations to consider humans (its employees) as their most essential resource. The
present study focuses on the two variables Happiness and organisational justice. The objectives of the
study were to explore the correlation between Happiness and two dimensions of Organizational
Justice i.e., Distributive Justice and Procedural Justice. To study the difference in male and female
employees on Happiness and two dimensions of Organizational Justice i.e., Distributive Justice and
Procedural Justice. It was hypothesized that there will be positive significant correlations between the
Happiness and two dimensions of Organisational Justice. The second hypothesis was that there will be
no significant difference among males and females on the above variables. The third hypothesis was
that there will be no significant difference among married and unmarried employees on the above
variables. The tools used for the study was Oxford Happiness Questionnaire and Organizational
Justice Scale which measures Distributive and Procedural justice developed by Price and Mueller
(1986). The data was analyzed by SPSS version 23.00 where method of correlation and t-Tests were
used for finding the results. There is no significant correlation between organisational justice and
happiness. There is no significant difference between male employees and female employees and
married employees and unmarried employees on happiness and organisational justice.
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INTRODUCTION
Work is one of important aspects of
people’s lives. ™M People perform their work

issues have been widely studied in various
fields such as philosophy, religion,
psychology, sociology, and economics.

in exchange for either monetary (e.g. salary
and benefits) or non-monetary rewards (e.?.
psychological fulfillment from work).
The changing work environments (e.g. the
increasing internationalization of business,
new technology, and new organizational
practices) lead to the changing nature of
work. !

Happiness:

Happiness in the form of positive
attitude, wellbeing and life satisfaction has
been studied in psychological researches.
Previous studies ™ have indicated that
happy employees are productive employees.
Conversely, unhappiness at the workplace
reduces productivity. ' The happiness

“Happiness” is related to an individual’s
subjective well-being ™ or life satisfaction.
There is a close relationship between job
and life satisfaction. ' Job satisfaction
affects life  satisfaction  while life
satisfaction also affects job satisfaction. !
Thus, happiness at the workplace refers to
an individual’s work and life satisfaction, or
subjective well-being at the workplace.
Though happiness at the workplace is
important to  both individuals and
organizations, ' the research on employee
happiness in organizations is limited. * It
should be investigated further in order to
provide sufficient knowledge to academics,
practitioners, and those who are interested
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Elno]the notion of happiness at the workplace.
Organisational Justice:

Homans (1961) ™! first proposed the
concept of organizational justice as
distributive  justice. Early studies on
organizational justice were directed towards
two broad issues: employees' perception of
what they receive (outcomes) and the
process which led to these outcomes
(procedures). "2 Distributive justice is a
perception of fairness regarding resource
allocation, based upon input and output
considerations. ™* It is largely based on
work by Adams. ™ Procedural justice
emerged from the seminalwork by.
Procedures adopted should be fair in coming
to any outcome, *®! and employees should
have some ‘'voice' and ‘control' over the
process. 71 Organizational justice research
addresses  perceptions of fairness in
organizational decisions and decision-
making procedures. Organizational justice
can be divided into fairness of outcomes
namely distributive justice and fairness of
processes namely procedural justice.
Distributive Justice:

Distributive justice refers to the
perceived fairness of the outcomes that an
individual receives from organization.
Outcomes may be distributed on the basis of
equality, need or contribution and
individuals determine the fairness of
distribution through comparison with others

It is the impartiality of decision
outcomes, and is compared by a perceived
ratio of the input-output of others to oneself,
(147 or whether resource distribution matches
suitable norms. *°!

Procedural Justice:

Procedural justice is the fairness that
is sensed by the employees in the decision-
making processes. Procedures are seen to be
fair when they encourage fair outcomes.
When the individual faces outcomes that are
not inconsonance to his wishes or wants,
here procedural {ustice can ease the effect of
discontentment. **!

Interactional Justice:

The third type of Justice is
interactional justice, which scholars have
explained as a social aspect of procedural
justice. It is defined as the quality of
interpersonal treatment received during the
enactment of organizational procedures. !
In general, interactional justice reflects
concerns about the fairness of the non-
procedurally dictated aspects of interaction.

Employees’ perception of
organizational justice is the individuals’
evaluation of whether their organization
treats its members fairly or unfairly. These
perceptions are increasingly being viewed
as having both a cognitive and an effective

component. *?%" Organizational justice
perceptions can influence a variety of
workplace  attitude and  behaviors.

Perceptions of unfair treatment lead to lower
job performance, 1 lower morale, high
turnover, %2 and greater retaliatory behavior
toward the organization ! than perceptions
of fair treatment. Perceptions of fair
treatment, in contrast, breed higher
satisfaction commitment, reduced intention
to turn over, and increased helping
behaviors in organizations. 3242012 |n the
purview of the existing literature following
objectives were framed for the study:

Objectives:

1. To explore the correlation between
Happiness and two dimensions of
Organizational Justice namely,
Distributive Justice and Procedural
Justice.

2. To study the difference between male
employees and female employees in
terms of Happiness and two dimensions
of Organizational Justice namely,
Distributive Justice and Procedural
Justice.

3. To study the difference in single
employees and married employees in
terms of Happiness, and two dimensions
of Organizational Justice namely,
Distributive Justice and Procedural
Justice.
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Hypotheses:

1. There will be significant positive
correlation among Happiness and two
dimensions of Organizational Justice
namely, Distributive  Justice and
Procedural Justice.

2. There will be no significant difference
between male employees and female
employees in terms of Happiness and
two dimensions of Organizational
Justice namely, Distributive Justice and
Procedural Justice.

3. There will be no significant difference
between married employees and
unmarried employees in terms of
Happiness and two dimensions of
Organizational Justice namely,
Distributive Justice and Procedural
Justice.

METHOD
Sample:

There were 302 participants out of
which 195 were males and 107 were
females. 204 were married and 98 were
unmarried.

The data was collected from different
organizations in and around Baroda, Gujarat
.Different sectors that were included were
Educational Sector 69, Manufacturing 128,
service E  commerce, Information
technology69 and BPO 36.

Tools: The tools used for this study were,
A. Happiness Scale:

The Oxford Happiness Questionnaire 1*°!
was used for the study. The questionnaire
was developed at Oxford University. This
scale is an effective way to get the snapshot
of current level of happiness. It can even be
used to compare to happiness level at some
point in the future by taking the survey
again and it consists of 29 items.

B. Organizational Justice Scale:
Organizational Justice was assessed
using the dimensions Distributive and
Procedural justice.
Distributive justice was measured using
the Distributive justice index developed by
28] Price and Mueller (1986).This scale

consists of 6 items (a=.91) assessing the
extent to which employees feel that rewards
are fairly distributed according to work
inputs and will be reported on a 5-point
Likert scale (1=very unfairly to 5=fairly).
Procedural justice was assessed using the
procedural justice scale. 1 The scale was
developed in 2002. The measure consists of
items that assess both supervisory focused
and organizationally focused perceived
fairness of formal organizational
procedures. The reliability of this test is
0.91.

Procedure: Firstly, the tools were finalized
and the permission was sort from the
respective organisation after explaining the
purpose and benefit of the study. The tools
were in English so the participants who
were who could understand English were
included as a part of research. The data was
collected from in and around Vadodara.
Four sectors of manufacturing, service,
Education and IT were included for the
study. Finally the data was put through
analysis for the results.

RESULTS AND DISCUSSION

The study was designed to explore
the correlation between Happiness and two
dimensions of Organizational  Justice
namely, Distributive Justice and Procedural
Justice. To study the difference between
male employees and female employees,
single employees and married employees in
terms of Happiness and two dimensions of
Organizational Justice namely, Distributive
Justice and Procedural Justice. The data was
analyzed in the light of hypothesis designed
for the study and findings have been
encapsulated further.

Table 1: Shows the correlation between Happiness and
rocedural justice and distributive justice

Happiness | Distributive | Procedural
Justice Justice
Happiness 1
Distributive Justice | -0.060 1
Procedural Justice | -.071 3497 1
Tablel shows the Correlation

between Happiness and two dimensions of
Organizational Justice namely Distributive
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Justice and Procedural Justice. Results
indicate that there is no significant
correlation  between  Happiness and

Distributive Justice and also procedural
Justice. Hypothesis 1 is rejected. This means
that the happiness of the employees is not
determined by their perception of
organisation justice. This also implies that
well designed systems that promote
distributive justice and procedural justice

promote both, the organisation and
employees, as employees feel satisfied for
being treated fairly and the organisation will
maintain  control over the potential
challenges from its employees, are not
correlated. This finding is in contrast to the
finding ' where significant correlation
between happiness and distributive justice
and happiness and procedural justice was
found.

Table 2: Shows mean shows the Mean, Standard Deviations and t scores of Happiness and organisational justice of male and female

employees.

Variables Male Employees Female Employees Df T Sig.
Mean (SD) Mean (SD) (2 tailed)

Happiness 117.866 175.682 300 1.954** | 0.000
(17.85) (11.70)

Distributive Justice 20.165 19.55 300 1.271 0.481
(3.886) (4.22)

Procedural Justice 13.513 13.664 300 .303 0.688
(4.51) (3.31)

Table 2 displays the mean, standard
Deviation and the t-scores of male
employees and female employees. Here
Hypothesis is rejected. There is significant
difference between male employees and
female employees on the Dimension of
Happiness. (t (300)= 1.954,p<0.01). Female
employees reflect more Happiness than
male employees in the organisation. Here
null hypothesis is rejected and alternate
hypothesis is accepted. The studies also
have similar results. Studies 1*°! found that
Women under 45 tend to be happier than

men; but older women are less happy as
compared to men. A study found that
women are happier than men in general. 2%

There is no significant difference

between male employees and female
employees on the dimension of the
perceived  Distributive  justice  and

procedural justice. This finding is similar to
the studies %% where it was found that
there is no significant relationship between
gender and  their  perceptions  of
organizational justice.

Table 3: Shows mean shows the Mean, Standard Deviations and t scores of Happiness and organisational justice of married and single

employees.

Variables Married Employees Single Employees Df t Sig.
Mean (SD) Mean (SD) (2 tailed)

Happiness 122.039 192.307 300 2.094" 0.037
(16.26) (123.07)

Distributive Justice | 20.098 19.625 300 0.952 0.342
(4.039) (3.961)

Procedural Justice 14.009 12.611 300 2.767** | 0.01
(4.43) (3.14)

Table 3 displays the mean, standard
Deviation and the t-scores of married
employees and single employees. Here
Hypothesis 3 is partially accepted and
partially rejected. There is significant
difference between married employees and
single employees on the Dimension of
Happiness. (t (300) = 2.094, p<0.05). Single
employees reflect more Happiness than

married employees in the organisation. This
is in contrast to the results found across the
world. B3 Married people are happier than
non-married people.

There is no significant difference
between married employees and single
employees on the Dimension of Distributive
justice which refers to the perceived fairness
of the outcomes that an individual receives
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from organization. Here employees do not
differ on perception with respect to married
or single status.

There is significant difference
between married employees and single
employees on the Dimension of procedural
Justice. (t (300) = 2.767, p<0.01). Married
employees reflect more procedural justice
than single employees in the organisation.
This indicates that married employees give
more importance to Procedural justice
which refers to participants' perceptions
about the fairness of the rules and
procedures that regulate a process 2%,
Procedural justice suggests that satisfaction
is a function of process. Among the
traditional principles of procedural justice
are impartiality, voice or opportunity to be
heard, and grounds for decisions. [
Procedural issues such as neutrality of the
process, (3¢ treatment of the participants,
17181 and the trustworthiness of the decision
making authority B are important to
enhancing perceptions of procedural justice.

CONCLUSION

In conclusion, it can be said that in
spite of lot of researches on the significant
positive relationship between happiness and
organisational justice, the present study
found contradictory results. It did not show
significant correlation between happiness
and two dimensions of organisational justice
namely distributive justice and procedural
justice. The study also vyielded other
significant findings which was contradictory

to the literature review that single
employees are happier than married
employees. There was no significant

difference in male employees and female
employees on the dimensions of distributive
justice and procedural justice.

Limitations and recommendations:

An organization's real asset is its
employees; they are the reason for
competitive advantage in any industry.
Satisfaction, commitment, performance and
wellbeing of employees are the core concern
for any organization.

Outlining limitations helps in understanding
the study, in its entirety. The research had
few limitations namely it was restricted to
sample in Vadodara. Organizational justice
studies have increased over the years. Its
relationship with other variables has been
studied extensively but this study managed
to bring out its relationship with only a
handful of variables with its limited time
frame.

Scope for further research in justice
studies has exciting prospects. Organization
justice has wide contours and therefore,
many directions are open for scholars.
Specific organizations could be studied with
different variables like job satisfaction and
commitment to name a few.
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