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Abstract

The objective of the present study was to investigate the relationship between organizational justice
(procedural, interpersonal & distributive), perceived organizational politics and turnover intentions of
employees at a workplace. Furthermore the research study exposed that organizational justice
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employees. Sample size of 100 was selected via random probability sampling out of 320 employees
from main head office and all branches of bank of Khyber Peshawar, KPK, Pakistan. The conclusion
drawn from the research study is that organizational justice (procedural, interpersonal & distributive)
has significantly relation with perceived organizational politics and turnover intentions of employees
at workplace. So managing organizational politics is a sensitive and critical issue. Therefore the
study will facilitate human resource managers to cope with organizational politics and their negative
outcomes. To manage the negative outcomes of organizational politics, the HR managers should
realize the sensitivity of political environment inside the organization. The future studies may include
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all dimensions of justice and other job outcomes with a bigger sample size in order to increase the

generalizability of results.
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Introduction

Just assume a phenomenon that one of your coworker in other
department has got an important and scarce resource from upper
management in the organization. The coworker made access to this
resource not because of scarcity but just because of connection with
the upper management. So this is favoritism that is if some of the
groups of employee’s are getting more resources which actually they
do not need as compared to other groups which are needy of such
resources (Byrne, 2005). Research studies illustrate that individuals
viewing the sort of behavior portrayed above generally view as
politically charged behavior and they respond negatively ( Kacmar &
Ferris, 1991). For instance, those individuals who perceive politics
inside organization show high level of tension and anxiety have
strong tendency to quit (Cropanzano, 1997). Research Findings
propose that politically charged and aggressive behavior possibly
increase the cost of politics to the workers as well as organization
(Kacmar & Baron, 1999).

Organizational politics can be outlook as the deliberate attempt by
individuals to advance and defend their own self-interest, even when
possible at the cost of organization, and have no concern for the
wellbeing of their fellows and organization. Political behavior can be
distinguished as positive or negative but it depends on the context, the
outcomes of negative political behavior have unfavorable effects on
individuals as well as organization. Studies also suggest that politics
are very important for organization to carry out usual business
functions inside organization. So to minimize the negative effects of
politics becomes very important (Andrews & Kacmar, 2001).
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Organizational justice is considered to be a promising tool for coping
up and as well as mitigating these negative influences of
organizational politics. Specifically justice measures and course of
action expose honesty of management and make sure that employees
are supporting their supervisors (Tyler & Lind, 1992). In addition to
this perceived justice minimizes the uncertainty inside organization
atmosphere and provides an intellect of control to individuals. Those
individuals who do perceive the mind-set of control inside
organization atmosphere would prefers to take politics as opportunity
and don’t consider politics as threat. The perception of justice
supposed to reduce the negative effects of politics (Ferris, 1989).

The previous study investigated the relationship between
organizational justice including two dimensions i.e. procedural and
interactional justice with politics, OCB and employees’ turnover
intentions (Byrne, 2005). But the current study will analyze the
relationship between politics and justice by including third dimension
of justice known as distributive justice, accordingly the relationship
between organizational justice and politics with employee’s turnover
intentions yet to be explored in the context of Bank of Khyber
Peshawar KPK Pakistan.

The prime objective of the current study was to analyze the
relationship among organizational justice (interactional, procedural
and distributive) and organizational politics with employee’s turnover
intentions in the context of Bank of Khyber Peshawar KPK Pakistan
which never been explored.

Copyright © 2018 Authors. This is an open access article distributed under the Creative Commons Attribution License, which permits unrestricted use,
distribution, and reproduction in any medium, provided the original work is properly cited.




Journal of Management Info Vol. 4, No. 1 (2017) 6-11

Literature review

Organizational politics

The politically charged behavior consists of two dimensions either
positive or negative which are not element of the job and are not
formally approved by the organization. We can see politics inside
organization when the rules and regulation are not clear for existing
behavior and decision making process. Politics can also make their
place in case of scarcity of resources (Ferris & Gilmore, 1995).
Political perceptions are understood and just like when someone
personally practiced some behaviors so we can say like this that the
political perception depends upon perceiver’s analysis of others
behaviors. (Ferris & colleagues,1995) have proposed that the
amalgamation of perceived intention and cost of consequential
politically charged behavior upon the perceiver which do affect either
the perceived behavior is assumed positive or negative. Therefore the
nature of political perception (positive or negative) to some extent
depends upon perceiver perception (Andrews & Kacmar, 2001).
Politics may be inspected in both dimensions (positive or negative).
The austerity and occurrence of politics inside organization, the
harshness of negative outcomes are the fruits of negative politics at
individual as well as organizational level. (Kacmar, 1999) .The
research illustrates that the majority of researchers have putted
spotlight on negative outcomes of politics (Byrne, 2005).

So current research study would stay side by side with previous
literature and will make a focus upon the perception of politically
charged behavior (Byrne, 2005) all these perceptions which influence
both employees as well as organization in a negative way (Gandz &
Murray, 1980). Particularly, how to minimize all these influences by
means of organizational justice.

The finding shows that confirmation is questionable either perception
of organizational politics is one-dimensional or multidimensional in
context of measurement (Kacmar & Baron, 1999). Few studies
exposed that perception of organizational politics can be divided into
so many different factors (e.g., Kacmar & Ferris, Byrne, 2005),
although some researcher proposed that division will not work out
(e.g., Nye & Witt, 1993). For instance, perception of organizational
politics (pop) can be divided into two dimensions “general political
behavior” (GPB) and “go along to get ahead” (GATGA; Kacmar &
Ferris, 1991). GPB means that explicit, political behaviors which
assure the progress of individual benefit. Such behaviors are concern
with obvious proceedings. (e.g., making rumors, making criticism on
others) in order to promote their individual or groups self interest. The
(GATGA) part of perception of organizational politics (pop) means
exposing indirect behaviors to take personal benefit (Byrne, 2005).

Adverse effects of organizational politics

Organizational politics have association with unpleasant affects.
Politics are creating stress in the organization atmosphere and also
supporting the negative outcomes of stress. Politics has positive
relationship with job anxiety (Cropanzano, 1997).

Finding also revealed that organizational politics shows significance
in relationship with intent to leave (Ferris, 1993; Byrne, 2005).
Further research exposed that intentions to leave have considerably
related with actual turnover (Tett & Meyer, 1993). Prior research
exposed that organizational politics and “organizational citizenship
behavior” (OCBs) have negative relationship (Randall, 1999). All
those individual who posses negative perception about organizational
politics make less efforts for the betterment of organization and as
result it would influence the performance of employees (Randall&
colleagues, 1999).

Organizational justice

The “Rational model of authority” prescribes the procedure that how
justice can minimizes the adverse effects of politics. Further the
model proposed that justice procedures create good and positive
understanding among workers and supervisor inside organization
(Tyler & Lind, 1992; Byrne, 2005). Research Findings exposed that
organizational justice are positively related with organizational
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commitment, OCB and job satisfaction, while justice has negatively
related with job stress turnover intention (Colquitt, 2001).

In nutshell the element of perceived of justice provides protection to
the employees form politically charged behavior. The negative
perception of individuals about politics can be minimized by boosting
the fair conduct and measurers. Although findings proposed that
politics has hold very critical stance for carrying out normal business
operations (Pinto, 1997). So the presence of justice cannot abolish the
political perception, so here it is assumed that justice should reduce
the negative effects of organizational politics (Byrne, 2005).

Dimensions of organizational justice

Organizational justice can be categorized normally into three
dimensions: interactional, procedural, distributive justice. But the
recently the new dimension has been introduced that is informational
justice. Distributive justice is concerned with the fairness of
consequences (Deutsch, 1985). The prior studies proposed that
distributive justice can predict the satisfaction of employees (Folger &
Konovsky, 1989). Procedural justice emphasizes on the fairness of
procedure and processes that is used to be in making or implementing
decisions and also distributing different outcomes (Thibaut & Walker,
1975).

All those individuals who are taking procedural justice in positive
way, they do perceive better sense of control inside organization
atmosphere. Furthermore individuals are exposing less level of
absenteeism, low level of intention to leave and show high level of
performance and organizational commitment (Masterson, Goldman,
& Taylor, 2000). Some studies proposed that Interactional justice is a
part of procedural justice.

The fairness which is refers to the perception of interpersonal
treatment of other individuals (e.g., respecting some with dignity and
sensitivity respect) during the processes of making and implementing
decisions. Furthermore it also emphasizes on the communicational
and interpersonal sides of the processes (Bies & Moag, 1986).

The dimensions of organizational justice and politics

The research findings proposed that the two dimensions of
organizational justice (procedural & distributive justice) have
negative relationship with the organizational politics. However further
findings exposed that procedural justice is more appropriate in the
context of organizational politics because procedures constitute
outcomes and also give the perception of control inside organization
atmosphere (Andrews & Kacmar, 2001).

The study proposed that the perception of interactional justice can
possibly mitigate the negative effects of organizational politics, by
making positive relationship with the supervisor. The findings also
exposed that the perception of interactional justice shows negative
relationship with employee’s turnover intentions (Cohen-Charash &
Spector, 2001). Some research studies proposed that interactional
justice is a part of procedural justice. But recent findings about justice
exposed that both the components treated individually (Colquitt,
2001). Therefore prior studies are proposing that interactional justice
is individually concern to manage negative outcomes of
organizational politics. Furthermore current study would investigate
the relationship of distributive justice with organizational politics.
Prior research studies revealed that when employee feels that the
environment inside organization is politically charged so then the
employee exposed greater amount of anxiety and stress and less
amount of general health. Likewise the long-term investment turns to
be risky when the political environment inside organization becomes
unpredictable. Then employees likely develop intent to leave and
devote less effort for the growth and benefit of organization. On other
hand supportive workplace is more predictable which provides
opportunity to the employees to invest more inputs for the growth and
betterment of organization (Cropanzano 1997).

Theoretical framework
The research study consisted of two theoretical frameworks proposed
that the organizational justice and its components or dimensions
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(international, procedural and distributive) affect the organizational
politics which in turns affects employee’s turnover intentions.
Furthermore the framework revealed that the three dimensions of
justice (international, procedural and distributive) are independent,
while organizational politics and turnover intentions are dependent
variables in the study.

Procedural Justice

Organizational
Politics

Interactional Justice

Distributive Justice

Procedural Justice

Interactional Justice H Turnover intentions
He _—7
/

Distributive Justice
Fig.1. Theoritical Framwrok
Proposed Hypotheses
H1:Procedural justice has relationship with perceived organizational
politics
H2:Interactional  justice has  relationship  with  perceived
organizational politics
H3:Distributive  justice  has  relationship  with  perceived

organizational politics

H4:Procedural justice has relationship with employees’ turnover
intentions

H5:Interactional justice has relationship with employees’ turnover
intentions

Hé:Distributive justice has relationship with employees’ turnover
intentions

Methodology

The primary data was collected from the main head office of Bank of
Khyber and other branches which is located in the premises of
Peshawar city. The selection of employees for data collection was
made by keeping in view the nature of the data. So for this purpose
employees of various hierarchal ranks were selected for data
collection, because the variables of the research study aren’t bound to
any specific level inside organization.

The sample size of 100 was randomly selected out of 320 employees
of different hierarchal levels from bank of Khyber. Forty
questionnaires were distributed in head office and the remaining sixty
questionnaires in different branches of bank of Khyber which are
located in Peshawar city. Multiple regressions were used as statistical
tool. The type of data is primary in nature because no prior research
work has done in Pakistan particularly in banking sector. The data
was gathered just only one time in order to test the research
hypothesis so in this context the data nature is cross-sectional. The
data analysis was done by using excel sheet and SPSS version -16.
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Survey instruments

The existing standard questionnaires are used as survey instrument
tool. The types of questionnaires are closed ended and designed in
Likert scale. The questionnaire administered personally in order to
motivate the respondents.

Perception of organizational politics

The perception of organizational politics was measured with 12-item
scale developed by Kacmar and Ferris in 1991. Previous research
showed this scale to be a good tool of psychometric properties
(Kacmar and Carlson, 1997). A sample item was “Favoritism rather
then merit determines who gets deed around here”. All the questions
were rated in five item scale (1= strongly disagree to 5= strongly).

Organizational justice dimensions

The organizational justice three dimensions including (procedural,
interactional & distributive) were measured with multiple item scale
developed by Colquitt (2001). Procedural justice was measured by 7-
items, interactional justice measured via 4-items and distributive
justice measured with 4-items. A sample item was “Has (he/she)
treated you with dignity”. All the questions were rated in five item
scale (1= strongly disagree to 5= strongly).

Turnover intentions

The Turnover intentions were measured with 3-item scale developed
by Hom, Griffeth and Sellaro (1984). A sample item was “Do you
intent to leave the organization in the next 12 months”. All the
questions were rated in five item scale (1= strongly disagree to 5=
strongly).

Data analysis

This research looks into the relationship of three dimensions of
organizational justice (procedural justice, interactional justice and
distributive justice) with politics and turnover intentions, Based on
random sampling a sample of 100 numbers of employees from bank
of Khyber. The instrument had items about organizational politics,
three types of organizational justice (procedural, interactional and
distributive justice) and turnover intentions. The analysis included,
finding the descriptive statistics, and then causality was tested through
multiple regression analysis.

Table 2.1: Correlations analysis

OoP T PJ IJ DJ

OP Pearson Correlation 1 A418** -.672% - 477** -.254*
Sig. (2-tailed) .000 .000 .000 .011
N 100 100 100 100 100

Tl Pearson Correlation .418** 1 =237 -142 -.012
Sig. (2-tailed) .000 .018 .158 .902
N 100 100 100 100 100

**, Correlation is significant at the 0.01 level (2-tailed)

*. Correlation is significant at the 0.05 level (2-tailed)

OP=0rganizational Politics, TI=Turnover Intentions,

PJ=Procedural Justice, IJ=Interactional Justice, DJ=

Distributive Justice

Hypothesis 1: The analysis supports the supposed hypothesis where
there is a negative relationship among procedural justice and
organizational politics. The value co-efficient of correlation (r=-.672).
Hypothesis 2: The analysis table also shows supportive stance for
hypothesis 2 that both interactional justice and organizational politics
are negatively related with each other the value co-efficient of
correlation is about (r=-.477).
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Hypothesis 3: The results are supporting the hypothesis there
relationship between distributive justice and organizational politics is
negative. The value co-efficient of correlation (r=-.254).

Hypothesis 4: The data from the analysis table depicts that
hypothesis supported the relationship among procedural justice and
turnover intentions is negative. The value of correlation coefficient
(r=-.237).

Hypothesis 5: The analysis table revealed that hypothesis supported
the relationship between interactional justice and turnover intentions
which is negative. The value of correlation coefficient is (r=-.142)
Hypothesis 6: The analysis table suggests that hypothesis is not
supported because the value of correlation coefficient is almost equal
to zero, which shows there is no relationship existing between
distributive justice and turnover intentions. The value of correlation
coefficient is (r=-.012).

Regression analysis

The regression analysis tables expose the scores of co-efficient of
determination, mean square, and the significance level among the
study variables. The simple regression analysis shows the individual
significance of all the three variables individually with organizational
politics.

Table 1: Simple regression analysis of procedural justice and
politics

Model Sum of Df Mean F Sig.
Squares Square
1 Regression 15.323 1 15.323 80.77 .000a
3
Residual  18.590 98 .190
Total 33.913 99

a. Predictors: (Constant), procedural justice
b. Dependent Variable: organizational politics

Hypothesis 1 The simple linear regression analysis exposed that
individually the procedural justice is significantly related with
organizational politics. So the regression analysis is supporting the
hypothesis because significance level is F (80.773) = 80.77, p < 0.05)
with an R2 of 0.446 means 46% organizational justice explained by
procedural justice.

Table 2: Simple regression analysis of interactional justice and

politics
Model Sum of Df Mean F Sig.
Squares Square
1 Regression 7.713 1 7.713 28.84 .0002
8
Residual  26.200 98 .267
Total 33.913 99

a. Predictors: (Constant), interactional justice
b. Dependent Variable: organizational politics

Hypothesis 2 The regression analysis table also shows supportive
stance for hypothesis 2 that interactional justice is significantly
predicting the politics. There is significant level is F (28.848) = 28.84,
p < 0.05) with an R2 of 0.227) means 28% organizational politics
explained by the interactional justice.

Table 3: Simple regression analysis of distributive justice and
politics

Model Sum of Df Mean F Sig.
Squares Square
1 Regression 2.195 1 2195 6.782 .0112
Residual  31.718 98 .324
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Total 33.913 99

a. Predictors: (Constant), distributive justice
b. Dependent Variable: organizational politics

Hypothesis 3 The regression results supported the hypothesis
partially that the distributive justice is significantly predicting the
organizational politics. The significance level is F (6.782) = 6.00, p <
0.05) with an R2 of .065) organizational politics explained by the
distributive justice. The value of significance in table is .01 which is
considered to be significant at 95% level of significance.

The multiple regression analysis shows the overall significance of all
the three variables collectively with organizational politics.

The multiple regression analysis shows that the three dimensions of
organizational justice (procedural, interactional and distributive
justice) together significantly predicted the organizational politics.
The level of significance F (27.547) = 27.55, p < 0.05) with an R2 of
.463) means almost 46% organizational politics explained by the all
the dimensions of organizational justice collectively.

The simple linear regression analysis shows the individual
significance of all the three dimensions of organizational justice
individually with turnover intentions.

Table 4: Multiple regression of justice and politics analysis

summary
Model R R Adjusted R Std. Error of the
Square Square Estimate
446 43571

1 .680 .463
a

a. Predictors: (Constant), distributive justice , interactional
justice , procedural justice

Table 5: Multiple regression analysis of three dimensions of
justice and politics

Model Sum of df Mean F Sig.
Squares Square
1 Regression 15.688 3 5.229 27.54 .0002
7
Residual  18.225 96 .190
Total 33.913 99

a. Predictors: (Constant), distributive justice , interactional
justice , procedural justice
b. Dependent Variable: organizational politics

Table 6: Simple regression analysis of procedural justice and
turnover intentions

Model Sum of Df Mean F Sig.
Squares Square
1 Regression 5.495 1 5495 5.806 .0182
Residual  92.743 98 .946
Total 98.238 99

a. Predictors: (Constant), procedural justice
b. Dependent Variable: turnover intentions

Hypothesis 4 The data from the simple linear regression analysis
table depicts that hypothesis is supported the procedural justice is
significantly related with turnover intentions. The level of
significance F (5.806) = 5.80, p < 0.05) with an R2 of .056) explained
by procedural justice. The value of significance is .018 which is
significant at 95% level of significance.

Table 7: Simple regression analysis of interactional justice and

turnover intentions

Model Sum
Squares

of Df Mean F
Square

Sig.
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1 Regression 1.987 1 1.987 2.02 .1582
3
Residual  96.251 98 .982
Total 98.238 99

a. Predictors: (Constant), interactional justice
b. Dependent Variable: turnover intentions

Hypothesis 5 The simple linear regression analysis table revealed that
hypothesis is not supported because the relationship between
interactional justice and turnover intentions is insignificant. The level
of significance is almost nil F (2.023) = 2.02, p <0.05) with an R2 of
.020) means only 2% turnover intentions explained by interactional
justice. The value of significance is .158 which is insignificant at 95%
significance level.

Table 8: Simple regression analysis of distributive justice and
turnover intentions

Model Sum of Df Mean F Sig.
Squares Square
1 Regression .015 1 .015 .015 .9022
Residual  98.223 98 1.002
Total 98.238 99

a. Predictors: (Constant), distributive justice
b. Dependent Variable: turnover intentions

Hypothesis 6 The simple linear regression analysis table suggests that
hypothesis is not supported because the relationship between
distributive justice and turnover intentions is highly insignificant. The
level of significance is almost zero F (.015) = .01, p < 0.05) with an
R2 of .000) explained by distributive justice. The value of
significance is .902 which is insignificant at 95% significance level.
The multiple regression analysis shows the overall significance or
insignificance of all the three variables collectively with turnover
intentions.

Table 9: Multiple regression analysis of justice and turnover
summary

Mode R R Square Adjusted R Std. Error of the
| Square Estimate
.036 .97823

1 .255 .065
a

a. Predictors: (Constant), distributive justice , intractional justice
, procedural justice

Table 10: Multiple regression analysis of three dimensions of
justice and turnover

Model Sum of Squares Df Mean Square
1 Regression 6.373 3 2124
Residual 91.865 96 .957
Total 98.238 99

a. Predictors: (Constant), distributive justice , interactional
justice , procedural justice
b. Dependent Variable: turnover intentions

The multiple regression analysis tables revealed that the three
dimensions of organizational justice (procedural, interactional and
distributive justice) together are insignificant with turnover intentions.
The level of significance is too low F (2.220) = 2.22, p < 0.05) with
an R2 of .056) means only 3% turnover intentions explained by the all
the dimensions of organizational justice collectively. The value of
significance is .091 which is insignificant at 95% significance level.

Discussion and key findings

(@10

The rationale of this research study was to explore and test the
relationship of the three dimensions of organizational justice
(procedural, interactional and distributive justice) with organizational
politics and employees turnover intentions. The findings supported
the first part of the research model whereas the later part of the model
wasn’t supported by the results.

The procedural justice and organizational politics have a significantly
negative relationship, whereas interactional justice and distributive
justice are negatively related with organizational politics. Similar to
the prior findings that politics and; procedural justice, distributive and
interactional justice are negatively correlated (Andrews & Kacmar,
2001; Byrne, 2005).

In nutshell the first part of the model is significant, the results exposed
that the three dimensions of organizational justice predicting the
politics to greater extent. The findings of this research have
significant implications especially for managers to adopt fair
treatment and procedures thus treat the employees in a fair manner. In
turn the managers will be able to manage the negative effects of
organizational politics. The findings related to the later part of the
model were tentatively supportive; only one hypothesis is supported
by the results. The findings of this research further revealed that
procedural justice is the only variable which shows significance
through the model.

Further results of my research show that there is significant negative
relationship among procedural justice and turnover intentions. the
prior research exposed that procedural justice can mitigate the
negative effects of politics on turnover intentions means that
procedural justice can play a significant role in this context . Further
the prior study showed that procedural justice and turnover intentions
have significant negative relationship with each other (Byrne, 2005).
Politics make the environment ambiguous which becomes less
predictable. Likewise the long-term investment by employees turns to
be risky when the due to politics the environment inside organization
becomes unpredictable. Procedural justice brings stability and the
element of control which reduces the level of unpredictability in the
organization. The prior research studies proposed that fairness may
possibly be the antithesis of organizational politics (Ferris & Gilmore,
1995).

The findings of this research revealed that the relationship among
interactional justice and turnover intentions is negative but it is
considerably weak. Because the value of co-efficient of correlation (r)
is almost close to zero which revealed that very weak negative
relationship exists among the variables, which is contrary to the prior
researches that support significant negative relationship between
interactional justice and turnover intentions (Cohen-Charash &
Spector, 2001). The last findings of the research is that distributive
justice has no relationship with turnover intentions the prior research
measure only two dimensions of justice (procedural and interactional
justice) with turnover. The hypothesis stated that there is significant
negative relationship between distributive justice and turnover
intentions but the results were not supportive.

The later part of the model is tests the relationship of the three
dimensions of justice (procedural, interactional and distributive
justice). The last part of the research model is collectively
insignificant. The only one dimension of justice (procedural justice) is
significant. The other two dimensions are not significant which make
the overall model insignificant. There are a lot of reasons to answer
the question why the results are not supporting later part of model.
The context where research has been conducted has so many different
problems. The economy of the country is experiencing the hard phase
of recession. So many economic factors like high level of
unemployment and inflation exist in the region. The massive gap
between demand and supply for the jobs in market for business
graduates is one of vital factor. Furthermore the lack of job
opportunities in the market affects the intention of employees to leave
the job. On the other hand social and cultural factors also affect
employee’s intent to leave the organization. The worsening law and
order situation has made the businesses environment very
unpredictable for entrepreneurs—Thus the unpredictability and volatile
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job market makes it worth staying with the organization, rather than
thinking or actually quitting.

Limitations and future research

The first limitation of the study was examined only three dimensions
of justice while the recent dimension (informational justice) not
included in the study. For further research the researcher should
measure all the four dimensions of justice by including the
informational justice. Future research is needed to measure the
interaction of four dimensions with other key organizational
outcomes. Bigger samples could improve generalizability.

Conclusion

In the recent times organizational politics is gaining more importance.
Research studies proposed that Politics is necessary for the normal
functions of any organization. But politics creates negative outcomes
like conflicts, stress and intention to leave. In brief the research study
provides a comprehensive insight that how organizational justice
dimensions affects politics and key organizational outcome like
turnover intentions. The findings of this research investigated the
relationship of three dimensions of organizational justice with politics
and turnover intentions.

Politics create uncertainty inside the organization atmosphere, which
eventually becomes less predictable. Likewise the long-term
investment by employees turns to be risky when the political
environment inside organization becomes unpredictable. So managing
organizational politics is a very sensitive and critical issue, therefore
the study will facilitate human resource managers to cope up with
organizational politics and their negative outcomes. To manage the
negative outcomes of organizational politics the HR managers should
realize the sensitivity of political environment inside organization.
Organizational justice is considered to be a promising tool for coping
with as well as mitigating these negative influences of organizational
politics. The prior research studies proposed that fairness may
possibly the antithesis of organizational politics.

Findings revealed that organizational justice brings stability and the
element of control which reduces the level of unpredictability in the
organization atmosphere. The findings of this research have
significant implication especially for managers to adopt fairness in
distribution of rewards, process and interaction with employees.
Likewise the managers would be able to manage the negative effects
of organizational politics. Finally it will create a better and
competitive environment inside organization, which will bring
efficiency and effectiveness in performance of employees. More
research is necessary to help clarify the fairness and politics
constructs and their relationship with one another.
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