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ABSTRACT 

 

The master's thesis titled “The Role of Organisational Justice in Managing Workplace Diversity” thoroughly explores 

the role of Organisational Justice on Managing Workplace Diversity. At its heart, the goal of organizational justice is 

based on the ideas of fairness, equity, and equality in the workplace. It is a key part of creating good employee 

experiences, improving organizational success, and encouraging social duty. Organizational justice, centred on fairness 

and equality, is crucial for fostering positive employee experiences and organizational success. With workplaces 

growing increasingly diverse, it's imperative to ensure fairness to reduce discrimination and exclusion. Aligning 

diversity management with principles of justice not only improves workplace dynamics but also addresses broader 

social justice concerns, making it essential for companies to uphold diversity, equality, and inclusion as moral 

imperatives and business necessities. 
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INTRODUCTION 

 

Organizational justice is pivotal in managing workplace diversity, ensuring fair treatment regardless of differences. It 

boosts employee motivation and engagement, enhancing productivity and morale. The study of organizational justice 

in managing workplace diversity is crucial for several reasons. It aligns with the core values of fairness, equity, and 

equality, enhancing employee experiences and organizational success while fulfilling social responsibilities. It 

addresses the pressing need to reduce unfair treatment of diverse workers, combating discrimination and promoting 

inclusion through understanding justice processes. It correlates fairness and equality with company success, highlighting 

the benefits of engaged and loyal employees for productivity and innovation. It reflects broader societal concerns for 

social justice, urging companies to prioritize diversity, equality, and inclusion as both ethical imperatives and business 
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necessities. The role of organizational justice in managing diversity in the workplace might help reduce the unfair 

treatment of diverse workers. Promotion of fairness and justice in all areas of an organization's work, from hiring and 

recruiting to evaluating and praising success, can help them become good corporate citizens and positive change makers 

in the world. The study of research in this area aims to inform evidence-based strategies for creating fair, inclusive, and 

successful workplaces in an increasingly diverse world. 

 

STATEMENT OF THE RESEARCH PROBLEM 

The role of organizational justice plays a critical role in effectively managing workplace diversity. Organizational justice 

refers to the perceived fairness in the workplace, encompassing distributive justice (fairness in outcomes), procedural 

justice (fairness in procedures), interpersonal justice (fairness in interpersonal treatment), and informational justice 

(fairness in communication). 

In the realm of workplace diversity, organizational justice is pivotal for cultivating an inclusive atmosphere where 

individuals from diverse backgrounds feel valued and respected. When employees perceive fairness in organizational 

practices, they are more likely to be motivated and engaged. Diversity management entails creating a culture that 

embraces differences and ensures equal opportunities. Organizational justice addresses biases and inequalities, fostering 

trust, reducing conflicts, and promoting collaboration among employees of different demographics. 

 

REVIEW OF LITERATURE 

Author: Greenberg, J. 

Title: "Organizational Justice: Yesterday, Today, and Tomorrow" 

Year: 2017 

Objective: This review aims to provide an overview of the conceptualization, evolution, and current state of research 

on organizational justice, including its relevance to managing workplace diversity. 

Result: Greenberg discusses the foundational principles of organizational justice and its various dimensions, 

highlighting its importance in addressing diversity-related issues such as discrimination and bias.  

 

Author: Shore, L.M., Chung-Herrera, B.G., Dean, M.A., Ehrhart, K.H., Jung, D.I., Randel, A.E., & Singh, G. 

Title: "Diversity in Organizations: Where Are We Now and Where Are We Going?" 

Year: 2019 

Objective: This literature review aims to examine the current state of research on diversity in organizations, including 

its implications for organizational behavior and outcomes. 

Result: Shore et al. discuss various dimensions of workplace diversity, including demographic, cognitive, and 

relational diversity, and their potential impact on organizational processes and performance. The review highlights the 

role of organizational justice in managing diversity-related challenges and fostering an inclusive work environment. 

 

Author: Konrad, A.M., & Linnehan, F. 

Title: "Diversity and Justice: The Role of Justice in the Relationship between Diversity and Firm Performance" 

Year: 2018 

Objective: This study investigates the interplay between diversity, organizational justice, and firm performance, 
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examining how justice perceptions mediate the relationship between diversity and outcomes. 

Result: Konrad and Linnehan's research suggests that organizational justice acts as a mediator in the relationship 

between diversity and firm performance, with perceptions of fairness moderating the impact of diversity on outcomes 

such as employee engagement and organizational citizenship behavior. The study underscores the importance of justice 

considerations in maximizing the benefits of diversity in organizations. 

 

 

IDENTIFICATION OF RESEARCH GAPS 

Identifying research gaps in the study of corporate justice's role in managing workplace diversity reveals several areas 

for further exploration. Firstly, there's a need for a deeper understanding of how various dimensions of diversity intersect 

and influence perceptions of fairness and inclusion. This calls for an intersectional approach to uncover unique 

challenges faced by individuals with overlapping identities. Additionally, underrepresented social groups such as 

LGBTQ+ individuals, people with disabilities, and refugees warrant more attention in organizational justice studies to 

address their specific experiences and needs. Furthermore, research should investigate how organizational justice efforts 

can effectively address systemic biases and structural barriers to diversity and inclusion within organizations, 

particularly in areas like hiring, promotion, and resource allocation. Finally, there's a lack of comprehensive research 

on the effectiveness of different organizational justice interventions in diverse work environments, highlighting the need 

for tailored solutions that address the complexities and challenges of diverse workforces, such as diversity training 

programs and affinity groups. 

 

RESEARCH METHODOLOGY 

This study delves into the significance of organizational justice in navigating workplace diversity. Organizational 

justice, defined by employees' perceptions of fairness in organizational practices, encompasses various dimensions like 

distributive, procedural, interpersonal, and informational justice. Meanwhile, workplace diversity involves the presence 

of individuals from diverse backgrounds, necessitating the creation of an inclusive environment. By examining how 

fairness, transparency, respectful interactions, and communication influence perceptions and outcomes, this research 

aims to elucidate how organizational justice plays a pivotal role in fostering diversity and inclusion within workplaces. 

 

 

RESEARCH OBJECTIVES 

This study investigates the pivotal role of organizational justice in effectively managing workplace diversity. 

Organizational justice, encompassing distributive, procedural, interpersonal, and informational fairness, is crucial in 

recognizing and leveraging employee differences for a more inclusive and productive environment. By exploring how 

perceptions of fairness influence engagement, satisfaction, and performance in diverse settings, the research aims to 

provide insights for developing equitable policies and strategies. Ultimately, it seeks to empower leaders, managers, 

and HR professionals to foster equality, diversity, and inclusion, thereby enhancing organizational performance, culture, 

and employee well-being in diverse work environments. 
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RESEARCH HYPOTHESES 

H0: There is a significant different between " The Role of organisational justice in managing workplace diversity.” 

H1: There is no significant different between " The Role of organisational justice in managing workplace diversity" 

 

RESEARCH METHODS  

Descriptive Analysis 

The data are better described by descriptive statistics such as means, medians, and standard deviations. But in order to 

select the best hypothesis testing strategy, it is critical to comprehend the distribution and variability of the data, which 

is made possible by this study. 

Correlation Analysis 

The degree and direction of the association between two variables can be evaluated with the use of correlation analysis 

(e.g., Pearson's r). Correlation coefficients can be used in hypothesis testing to confirm or deny theories on the 

relationships between variables. 

ANOVA 

An analysis of variance, or ANOVA, is a useful method for evaluating hypotheses when comparing the means of more 

than two groups. These theories are statistically assessed using ANOVA. It computes the p-value and the F-statistic. 

The null hypothesis (H0), which normally states "there is no difference between groups," can be rejected when a low p-

value (usually less than 0.05) indicates the observed variations between group averages are unlikely to be the result of 

chance. This lends credence to your alternative hypothesis (H1), which suggests that the groups differ from one another. 

ANALYSIS AND INTERPRETATION 

 

Descriptive Statistics – Demographics 

 

Gender 

Total Sample size indicates 100 participants, out of which 50 are Male & 50 are Female Participants. 

 

 

 

 

Gender 

Code Group No. of Participants 

0 Male 50 

1 Female 50 
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Interpretation: 

The table shows that the sample has an equal number of females i.e., 50 and males i.e.,50. Females make up half which 

is 50% of the sample, with this one can observe that the data is taken fairly with inclusion of both the genders. 

Age 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Age 

Code Group No. of Participants 

0 20 – 22 26 

1 23 - 25  42 

2 25 -28 32 
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Interpretation: 

The table shows that the age group of 23-25 has the most people i.e., 42 in the sample. The remaining age groups i.e., 

20-22 and 25-28 make up the rest of the sample which is 58. 

It is observed that most of the people fall in age category 23-25, which means they are either freshers or people with 

experience of less than or equal to 5 years in an organisation. 

Descriptive Statistics - Diversity Management  

 

Organizational Justice  

Trust in Management  
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Interpretation: 

The table provides a comprehensive overview of descriptive statistics for variables related to Organizational Justice and 

Diversity Management. It includes demographic data such as age and gender, as well as dimensions of Diversity 

Management, Organizational Justice, and Trust in Management. Key statistics include the number of observations 

(sample size), range of values, measures of central tendency (mean, median), variability (variance, standard deviation), 

and information about distribution shape (skewness and kurtosis coefficients). Skewness indicates the symmetry of the 

distribution, with positive values suggesting right-skewness and negative values indicating left-skewness. Kurtosis 
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measures the peakiness of the distribution, with higher values indicating sharper peaks and lower values suggesting 

flatter distributions.  

 

Correlation 

 

 

Interpretation: 
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Strong positive correlations: There are positive correlations between DM2 (managers hire/promote objectively) and 

several OJ variables. 

● OJ3 (evaluation reflects contribution),  

● OJ7 (procedures applied consistently),  

● OJ8 (procedures free of bias).  

 

This suggests that employees who believe their organization hires and promotes fairly also believe that the organization 

follows fair procedures and evaluates employees accurately. 

There are weaker positive correlations between DM3 (fair feedback/evaluation) and OJ variables, and DM5 (fair 

interpretation of HR policies) and OJ variables. It suggests that employees who perceive fair feedback and evaluations, 

as well as fair application of HR policies, may also perceive some level of organizational justice. 

The data suggests that there is a positive relationship between diversity management and organizational justice. 

Employees who perceive that their organization is committed to diversity management also tend to perceive that the 

organization is just. 

Hence, Alternate Hypothesis is accepted i.e. There is a significant different between " The Role of organisational justice 

in managing. 

 

ANOVA – Single Factor 

  

 

Interpretation: 

From the ANOVA table, it is observed that: 

● The F-statistic in this table is 36.94974 

● p-value of 4.7592E-210.  

 

This is a very small p-value, which means we can reject the null hypothesis. It suggests that there is a statistically 

significant difference in organizational justice scores between the different groups defined by the diversity management 

questions. 

 

Hence, we reject null hypothesis and accept alternate hypothesis i.e. There is a significant different between " The Role 

of organisational justice in managing. 
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RESEARCH OUTCOMES AND FINDINGS 

The research investigated the link between diversity management practices and employee perceptions of organizational 

justice. The findings revealed positive correlations between employees' belief in fair hiring practices (DM2) and their 

perception of fair evaluation (OJ3), consistent application of procedures (OJ7), and unbiased procedures (OJ8). This 

suggests that employees who trust the fairness of promotions and hiring also trust the fairness of evaluation and 

procedural systems within the organization. 

The study also found weaker positive correlations between other diversity management practices and organizational 

justice. Employees who reported receiving fair feedback and evaluations (DM3) and who felt HR policies were applied 

fairly (DM5) also tended to perceive some level of organizational justice. 

The data indicates a positive relationship between diversity management and perceptions of fairness. Employees who 

believe their organization is committed to diversity management practices are more likely to believe the organization 

operates with fairness towards its employees. 

Statistical analysis using ANOVA further supported this conclusion. The p-value, which measures the likelihood of the 

observed results happening by chance, was extremely small (4.7592E-210).  

In conclusion, the statistical result allows the research to reject the null hypothesis, which stated there would be no 

difference in perceived organizational justice based on diversity management practices. In other words, the data 

confirms a significant difference in how employees perceive fairness depending on their perception of the organization's 

commitment to diversity management. 

THEORETICAL IMPLICATIONS 

 

The theoretical implications of research on the role of organizational justice in managing workplace diversity are 

significant, as they contribute to the advancement of several theoretical frameworks within organizational behaviour, 

diversity management, and social justice. Here are some key theoretical implications: 

Social Identity Theory: 

Research findings can enhance our understanding of how organizational justice influences individuals' identification 

with their workgroups and organizations, particularly among diverse employees.  

The theory suggests that perceptions of fairness and inclusion contribute to stronger social identification, fostering a 

sense of belonging and cohesion among employees from different backgrounds. 

Fairness Heuristic Theory: 

The theory posits that individuals use perceptions of fairness as a heuristic to guide their judgments and behaviors within 

organizations. 

Research outcomes can provide empirical support for the fairness heuristic theory by demonstrating how fairness 

perceptions influence diverse employees' attitudes, behaviors, and decision-making processes. 
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Expectancy Theory: 

Expectancy theory proposes that individuals are motivated to exert effort when they believe their efforts will lead to 

desired outcomes. 

Findings on the mediating role of organizational justice in the relationship between diversity initiatives and outcomes 

can enrich expectancy theory by highlighting the importance of perceived fairness in motivating diverse employees to 

engage in diversity-related efforts. 

Social Exchange Theory: 

Social exchange theory posits that individuals engage in reciprocal relationships within organizations, where perceived 

fairness influences their willingness to invest in the organization. 

 RECOMMENDATIONS 

Provide Diversity Training and Education: Develop and implement comprehensive diversity training programs for 

managers and employees at all levels of the organization. Focus on topics such as unconscious bias, cultural competence, 

inclusive leadership, and mitigating microaggressions to promote awareness, understanding, and respectful interactions. 

Promote Fairness in Policies and Practices: Review and revise organizational policies, procedures, and practices to 

ensure they are fair, transparent, and free from bias. Pay particular attention to areas such as recruitment, selection, 

performance evaluation, promotion, and compensation to mitigate the potential for discrimination or unfair treatment. 

Foster Inclusive Leadership: Train and empower leaders at all levels to demonstrate inclusive leadership behaviors, 

such as active listening, empathy, collaboration, and advocacy for diversity and inclusion. Hold leaders accountable for 

promoting fairness, equity, and respect within their teams and across the organization. 

Encourage Employee Participation and Voice: Create opportunities for employees to participate in decision-making 

processes. Establish employee resource groups, diversity councils, or advisory boards to facilitate dialogue, 

collaboration, and shared ownership of diversity initiatives. 

Address Bias and Discrimination Proactively: Implement robust processes for addressing and resolving complaints 

of bias, discrimination, harassment, or unfair treatment. Provide support resources and channels for employees to report 

concerns confidentially and ensure that investigations are conducted promptly, impartially, and transparently. 

Celebrate Diversity and Promote Representation: Recognize and celebrate the diversity of employees' backgrounds, 

experiences, and perspectives through events, communications, and initiatives that highlight the value of diversity. 

Promote diverse representation in leadership, decision-making bodies, and public-facing materials to signal the 

organization's commitment to inclusivity. 

Continuously Learn and Adapt: Foster a culture of continuous learning, reflection, and improvement where 

organizations are open to feedback, experimentation, and innovation in their approach to diversity and inclusion. 

Encourage collaboration with external partners, experts, and stakeholders to stay informed of emerging trends and best 

practices in diversity management. 
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SCOPE FOR FUTURE RESEARCH 

 

Longitudinal Studies: Conduct longitudinal studies to track changes in perceptions of organizational justice and 

diversity outcomes over time. This approach can provide insights into the dynamic nature of these constructs and how 

they evolve in response to organizational changes, interventions, and external factors. 

 

Multilevel Analysis: Explore the multilevel dynamics of organizational justice and diversity management by examining 

how these constructs operate at individual, group, and organizational levels. Investigate how contextual factors, such as 

leadership styles, organizational culture, and industry norms, influence the relationship between justice perceptions and 

diversity outcomes. 

 

Comparative Studies: Conduct comparative studies across different industries, organizational sizes, and cultural 

contexts to explore variations in the relationship between organizational justice and managing workplace diversity. 

Compare practices, policies, and outcomes across organizations to identify best practices and contextual factors that 

influence effectiveness. 

 

Global Perspectives: Adopt a global perspective to examine how cultural differences, legal frameworks, and societal 

norms influence perceptions of organizational justice and diversity management practices. Compare practices and 

outcomes across different countries and regions to identify cross-cultural variations and universal principles. 

 

Emerging Issues: Investigate emerging issues and challenges related to organizational justice and managing diversity, 

such as the gig economy, artificial intelligence, and the future of work. Explore how these trends impact fairness, equity, 

and inclusion within organizations and identify strategies to address emerging challenges. 

LIMITATIONS OF THE STUDY 

Sampling Bias: Studies may suffer from sampling bias if the sample is not representative of the broader population or 

if certain demographic groups are underrepresented. This could limit the generalizability of findings to different 

industries, organizational sizes, or cultural contexts. 

Cross-Sectional Design: Many studies employ a cross-sectional design, which captures data at a single point in time. 

This limits the ability to establish causality or assess changes over time, making it difficult to determine the long-term 

effects of organizational justice on managing workplace diversity. 

Contextual Factors: Research may overlook contextual factors, such as organizational culture, industry norms, or 

regional differences, that could influence the relationship between organizational justice and workplace diversity. 

Failure to account for these factors may limit the applicability of findings across different settings. 

External Validity: Findings from studies conducted in specific organizational contexts or cultural settings may not 

generalize to other contexts or populations. Researchers should exercise caution when extrapolating findings beyond 

the scope of the study's sample and context. 
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CONCLUSION 

 

In conclusion, Organisational justice plays a crucial role in managing workplace diversity by ensuring that all 

individuals are treated fairly and equitably regardless of their background, demographics, or characteristics. When 

employees perceive that they are being treated justly within an organisation, they are more likely to be motivated, 

engaged, and satisfied in their roles, leading to increased productivity and morale. 

Organizational justice is pivotal in managing workplace diversity, ensuring fair treatment regardless of differences. It 

boosts employee motivation and engagement, enhancing productivity and morale. Distributive justice ensures equitable 

outcomes, promoting inclusivity in resource allocation and recognition. Procedural justice emphasizes transparent 

decision-making, fostering trust and respect. Interactional justice focuses on respectful communication and empathetic 

interactions, valuing individual differences. By prioritizing these aspects, organizations create an inclusive culture 

where all employees feel valued and empowered to contribute, leading to improved satisfaction, retention, and 

performance in managing workplace diversity. 
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