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A Moderating Role of Network Embeddedness in the
Relationship Between ICT Personnel’s Attitude and Behavior
in the Korean Cultural Context™

This study, using samples of four different ICT Chaebol companies, shows how the
perceptions of organisational justice predict OCB in the ICT context and how such
relationships react with Korean cultural features. Additionally, employees’ interac-
tional justice accounted for significantly more variance in OCB than did procedural
justice or distributive justice. This study found that expanding this relational model,
perceived network embeddedness was taken as a moderating variable which might
influence the relationship between interactional justice dimensions and OCB. The
study extends the dyadic relationship perspective of social exchange theory and the
academic area of organisational justice and OCB outside the Western region. More-
over, since cultural features and management literature indicated that employees
from diverse cultural backgrounds and social values would have diverse expectations
and value systems and have different work atticudes and perceptions, the findings
may contribute to the diffusion of literature which indicate that understanding cul-
tural values and its reflection is crucial in investigating employees’ perceptions and
OCSB intentions in organizational settings.

Keywords: network embeddedness, organisational justice, organisational citizenship be-
haviour, ICT workers, Korean cultural context (JEL-Codes: D23, D91, M12,
M14)

Introduction

Rapidly changing technology and the growth of ICT (Information & Communica-
tion Technology)-related activities in all sectors have led to shortages of highly-qual-
ified ICT professionals. However, working environments of ICT personnel are of-
ten highly stressful and professionally demanding to at times, cause ICT personnel
to adopt an irresponsible and apathetic attitude. Prior research in the information
technology personnel area has focused on attitudes and motivation (Agarwal & Fer-
ratt, 2000), moral behaviour and professional spirit of ICT workers (Murata & Hi-
gashimorto, 2004), required skills (Nelson, 1991), and IT professionals’ ethical acti-
tudes (Jin, Drozdenko, & Basset, 2006). Particularly, this field has received a large
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amount of attention in the relevant literature because many important organisation-
al attitudes and behaviours can be directly linked to personnel’s perceptions of fair-
ness and reciprocal trust (Roch & Shanock, 2006) and discretionary behaviour
(Colquitt et al., 2013; Cohen-Charash & Spector, 2001). One of the most substan-
tial issues to workers organised labour, and management is organisational justice in
the workplace (Greenberg, 1993; Cropanzano, Bowen, & Gilliland, 2007), which
emerges as an impotent determinant of employee attitudes, decisions, and be-
haviour (Konovsky, 2000; Gilliland & Chan, 2001).

According to an employee’s perceptions of fair rewards for work performed (Adams,
1965), employee job performance may either increase or decrease. Specifically, em-
ployees who perceive unfairness at work may be inclined to reduce their organisa-
tional citizenship behaviour (OCB). Finding that the perception of organisational
justice exerted strong effects on OCB, Moorman (1991) demonstrated that employ-
ees’ interaction with managers or supervisors communicated meaningful informa-
tion about this relationship. Organizational fairness perception should increase the
likelihood that highly embedded employees will exhibict OCB. Much of such logic
explicitly has an impact of network embeddedness on voluntary extra-role be-
haviour like OCB that is seen as procedures that help others better perform their
jobs such as training co-workers, thereby enhancing organisational effectiveness

(Van Dyne, Cummings, & Parks, 1995).

As Greenberg (2001) mentioned, the perception of employees’ attitude and fairness
cannot be considered entirely without understanding the difference in national cul-
ture and social structures. Eastern studies demonstrated that employees in Taiwan
(Farh, Earley, & Lin, 1997), Hong Kong (Lam, Schaubroeck, & Aryee, 2002), Chi-
na (Brockner et al., 2001; Tyler, Lind, & Huo, 2000) and Korea (Chung, Lee, &
Jung, 1997) were influenced differently by justice perceptions, depending on their
value orientation of cultural divergence. Particularly, the Korean cultural context is
constructed on traditional cultural legacy embedded primarily by Confucian values,
which support the function and role of collective management in Korean organisa-
tions (Choi, 2004; Chung et al., 1997). In an individualistic society, people tend to
accentuate their own objectives over those of their clan or group (Ramamoorthy &
Carroll, 1998; Ramamoorthy, Gupta, Sardessai, & Flood, 2005) and are more likely
to focus on self-interests, whereas in collectivist cultures, people belong to groups
that look after them in exchange for loyalty (Soares, Farhangmehr, & Shoham,
2007).

This study was motivated by the following considerations. First, the ICT industry
of Korean conglomerates (e. g. Chaebol like Samsung) is one of the main knowl-
edge-intensive industries that Korea has managed to successfully compete with core
nations since the late 1970s. Second, the notion of management of employees’ fair-
ness has been broadly accepted by Korea firms in recent years and has shown some
potential in boosting firms’” bottom line. However, systematic evidence for the rela-
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tionship between personnel’s attitudes and behaviour in a developing economy like
Korea is still needed. Third, recent researchers agree that workers™ attitudes and be-
haviours and network embeddedness have stronger effects than others in improving
firm performance, and the association between such attitudes and cultural elements
further improve firm effectiveness in the Korean context (Choi, 2004), as they do in
the studies using Western samples.

The purpose of this study investigates whether the attitude of workers and work-
place behaviour, i. e. OCB, in ICT industries, can be explained by the degree of
perceived fairness of decision outcomes (distributive justice), decision-making pro-
cesses (procedural justice) and of the interpersonal treatment that one receives (in-
teractional justice). Additionally, the study examines whether the relationship be-
tween ICT employees’ organisational justice perception and OCB would be moder-
ated by social network embeddedness in a Korean context such as in-group collec-
tivism, higher power distance, affiliative relationships, and traditional family values
(Hofstede, 1980; Choi, 2004). Based on the above, the present study extends carlier
research in several ways. First, this study will expand the discussion of organisation-
al justice and OCB, with an emphasis on how it can be brought to the workplace,
and particularly attempts to further understand the nature of the relationship be-
tween justice and work outcomes in the Korean cultural context. Second, from a
theoretical perspective, this is expected to fill the void in the literature concerning
justice perceptions and various work outcomes among employees in some APEC
(Asia Pacific Economic Cooperation) countries, in particular, Korea. Third, the
study will contribute to the expansion of the literature on workplace behaviour and
employees’ attitudes by examining the direct and indirect relationship between em-
ployees’ organisational justice and OCB in the Korean context.

Theoretical Framework

Organisational Justice

Employees take an interest in both the fairness of the outcomes that they receive
and the fairness of their treatment within the organisation, and such fairness influ-
ences their behaviour and attitude. Three forms of justice are often distinguished:
distributive, procedural, and interactional justice (Cropanzano et al., 2007; Cohen-
Charash & Spector, 2001; Fassina, Jones, & Uggerslev, 2008; Lavelle, Rupp, &
Brockner, 2007). Starting with Adams’s (1965) equity theory, eatlier justice research
was conceptually dominated by a distributive justice orientation, which is con-
cerned with whether people perceive distributions of rewards resources as fair, and
their reactions to unfair allocations. After reviewing much equity research, Deutsch
(1975) suggested that equity is only one of a number of possible distributive rules
that can be used to judge distributive justice. Distributive justice is predicted to be

concerned mainly with cognitive (e. g. cognitively distorted input and outcomes of
himself/herself or of the other; Adams, 1965; Walster, Walster, & Berscheid, 1978),
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affective (e. g. experience anger, happiness, pride, or guilt), and behavioral (e. g.
performance or withdrawal) reactions to (un)fair outcomes. Apprehending the po-
tential implications of distributive justice within the organizational context, and
particularly equity theory, Walster et al. (1978) and Lavelle et al. (2007) observed
the perceived fairness of organizational outcomes (e. g. payment system, training
opportunities, and promotion decisions) and the relativeness of these justice percep-
tions to numerous criterion variables, including quality and quantity of work.

Procedural justice refers to the perceived fairness of decision-making procedures and
procedures used to make allocation decisions when allocating resources to organisa-
tional members. Previous research (e. g. De Cremer, 2004; De Cremer, van Dijke,
& Mayer, 2010) has highlighted that employees perceived as more fairly when pro-
cedures are applied consistently over time and people, accurately and regardless of
managers self-interest, and when allowing employees a voice in the decision-mak-
ing process. According to relational models of procedural fairness such as the rela-
tional model of authority (Tyler & Lind, 1992) and the group value model (Lind &
Tyler, 1988), individuals are naturally predisposed to belong to social collectives,
and thus they are very attentive to signals that designate their status in the organisa-
tion. For example, unfairly enacted procedures signal to employees that they are
marginal, low-status organisational members. Contrariwise, fairly enacted proce-
dures signal that the organisation and manager respects and values their associates,
therefore, designating that the employee has high status in the organisation (Lind &
Tyler, 1988; Tyler & Lind, 1992).

As the last element, interactional justice is primarily a function of the relationship
between employees and their supervisors, rather than workplace support (Master-
son, Lewis, Goldman, & Tyler, 2000). Konovsky (2000) suggested that when an
employee perceives interactional injustice, he/she is predicted to negatively react to-
ward his/her supervisor rather than negatively reacting toward the organisation as a
whole, as is predicted by the procedural justice model. According to Greenberg’s
(1993) assertions, the social aspect of justice could be more meaningfully assessed
by considering two distinct types of interactional treatment: interpersonal justice,
which relates to how workers are treated during the enactment of procedures (re-
spect, concern for one’s plight, treatment with dignity), and informational justice
(i. e. accuracy and quality of explanations individuals receive about procedures),
which relates to the use of honest and adequate explanations for decisions. Particu-
larly, early research on equity theory (e. g. Gelfand, Erez, & Aycan, 2007; Green-
berg, 2001) suggested that culture influences how people form their perceptions of
justice. Similar to Rego and Cunha’s (2010) assertions related to cultural features of
Portugal’s employees, high level of collectivism and hierarchism in Korea tend to
lead employees to perceive the manager who interacts fairly with them positively
(Choi, 2004; Greiner, 2012).
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Previous studies argued that Korean collective organisations in high power distance
relationships according to Hofstede’s (1991) framework tend to lead employees to
undervalue important components of procedural justice such as opportunities for
affording input to organisational decisions and policies and a chance to voice their
concerns (Choi, 2004; Greiner, 2012). Korean collective features are also higher af-
filiation oriented (Hofstede, 1991), and this can make personnel more sensitive to
the inequity principle present in most definitions of distributive justice. This ten-
dency is reinforced by cultural features of the Korean context, where emotional in-
group harmony, networking beyond the group, and hierarchical management styles
make employees more sensitive to affiliative and cooperative relationships with
managers, characterized by interactional justice, than impersonal and self-possessed
procedures represented in procedural justice (Greiner, 2012; Choi, 2004).

Organisational Citizenship Behavior

The term ‘organisational citizenship behaviour’ was given to Katz’s (1964) category
of extra-role behaviour (e. g. Bateman & Organ, 1983) and recently OCB has re-
ceived plenty of attention (Feather & Rauter, 2004). OCB, defined as job be-
haviour that is discretionary, is not explicitly recognised by the formal reward sys-
tem, but in the aggregate, will contribute to organisational effectiveness (Organ,
1988; Organ, Podsakoff, & MacKenzie, 2006; Johnson, Holladay, & Quinones,
2009). Particularly, Organ et al. (2006) highlighted that performing OCB is a spe-
cific behaviour, which means that employees are not formally required to engage in
any specific OCB. A number of OCB dimensions have since been proposed in the
literature. Organ (1988) proposed a variety of OCB-dimensions (e. g. altruism,
conscientiousness, sportsmanship, and civic virtue). According to Williams and An-
derson (1991), OCB incorporates two primary areas, altruism, and compliance.
The former is altruistic effort to help others in the organisation without being asked
or directly required, whereas the latter is showing compliance and using time effi-
ciently. However, Moorman and Blakely (1995) identified interpersonal helping, in-
dividual initiative, personal industry, and loyal boosterism as forms of citizenship
behaviour. These behaviours lead to the improvement of organisational efficiency
and effectiveness by contributing to resource transformations, innovativeness, and
adaprability because they help people work together, which results in a more effect-
ive service delivery to organisational standards (Organ, 1988; LePine, Tyler, &
Huo, 2002).

Particularly, in Korea’s collective cultural context, the functional classification of
such OCB facilitates interactions and relationships among employees and between
the organisation and its employees. Due to Confucian values in Korea, certain tra-
ditional family values and concepts in Korean organisations provide, as an ideo-
logical basis, a mode to determine the relationship between employee and employer.
Features of such propensity tend to lead employees to affiliative-promotive dimen-
sions of extra-role behaviours as proposed by Van Dyne et al. (1995). For example,
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being treated well by a supervisor might influence the employee’s perception of jus-
tice in the organisation and result in behaviours that benefit the organisation. Kore-
an employees in higher power distance relationships may keep displaying OCB even
when things are not fair because inequity is accepted.

Network Embeddedness

Individuals do not act in isolation, but have relationships with each other; this de-
scribes ‘network embeddedness’ (Granovetter, 1985). Network embeddedness, or
the number of friends that two individuals in a relationship share in common
(Easley & Kleinberg, 2010), has long been theorised to affect the level of trust, al-
truism, communication, and cooperation in relationships of organisations (Uzzi,
1996). Thus, organisational membership may enhance a member’s efforts to per-
form well, and individual efforts depend, at least partly, on network characteristics
(Sparrowe, Liden, Wayne, & Kraimer, 2001).

Consistent with Granovetter’s (1992) and Gulad’s (1998) study referring to net-
work embeddedness as social actions and outcomes, which are affected by the ac-
tor’s dyadic relations and by the structure of the overall network relations, most re-
searchers do share consensus in several dimensions, such as relational embeddedness
and structural embeddedness (for a detail comparison and discussion, see Guladi,
1998; Inkpen & Tsang, 2005; Nahapiet & Ghoshal, 1998). Additionally, Nahapiet
and Ghoshal (1998) suggested that network embeddedness describes the structure
of a firm’s relationship with other firms - specifically, the extent to which a firm is
connected to other firms and how interconnected those firms are, in turn, to each
other. Consistent with Smith-Doerr and Powell’s (2005) study referring to the de-
gree of network ties, Nelson (1989) highlighted that low levels of network embed-
dedness indicates that a firm belongs to a sparse network in which few of its con-
tacts are not connected to each other, while high levels of network embeddedness
promotes the development of trust (e. g. Nelson, 1989) and represents that a firm
belongs to a dense network of other firms, many of which are tightly connected
with each other. In Hofstede’s (1991) perspective, managers in Korean organisations
underline good relationships with employees, formal communication and network
strength tending to follow vertical hierarchies, a top-down approach (Chung et al.
1997; Cho & Yoon, 2002). For example, superiors give directives and subordinates
carry out those directives (Greiner, 2012). Among an organisation’s employees in
Korea, communication and network embeddedness are more personalised, smooth-
ly synchronised and easier with in-group members.

Korean Culture Context

Several studies have revealed that the effectiveness of organizational practices de-
pends on how well these methods are suitable with the cultural contexts in which
they are implemented, including Hong Kong (Ngo, Turban, Lau, & Lui, 1998),
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Singapore (Barnard & Rodgers, 2000), Korea (Bae, Chen, & Lawler, 1998), US,
Japan and Germany (Pudelko, 2006), China, Japan and South Korea (Rowley, Ben-
son, & Warner, 2004). Generally, the culture characteristic of Korea is opposite to
the Western context, scoring high/low in features in which the Western culture
scores low/high, particularly the US (Hofstede, 1991). The traditional collectivism,
femininity, and assertiveness (House, Hanges, Javidan, Dorfman & Gupta, 2004)
mean that people value nurturance, relationship, and cooperation with the organi-
sation and avoid confrontation and direct/frank communication. This situation is
consistent with the strong affiliative motivational feature identified by McClelland
(1987) and confirmed by Rego (1998). Contrary to what occurs in the Western
context, where the more effective leaders show low affiliation motivation matched
with high power motivation, many Korean employees place greater value on a lead-

er with high power (Choi, 2004; Fukuyama, 1995; Greiner, 2012).

In Hofstede’s model, Korea is collectivist as well as cohesive in-groups, meaning that
organisational employees of the same birth year and region are integrated into
strong, which throughout an individual’s lifetimes continue to protect them in ex-
change for unquestioning loyalty. In this regard, Korean researchers (e. g. Cho &
Yoon, 2002; Chung et al., 1997; Choi, 2004) tacitly agreed that such features of the
Korean culture have been built on traditional cultural legacy embedded mainly by
Confucian values such as emotional in-group harmony, collectivism, high power
distance, hierarchical principle, discrimination against out-groups, networking be-
yond the group, and paternalistic management style. Consistent with Coyner and
Jang’s (2010) assertions, Korean employees tend to have strong loyalty to their fami-
ly or clan (Choi, 2004; Fukuyama, 1995; Greiner, 2012). For instance, the empha-
sis in #nwha, i. e. social harmony (Coyner & Jang, 2010), implies that relationships
are highly regarded. It is expected that, in contrast to what happens in other coun-
tries, Korean personnel places more value on a paternalistic and affiliative relation-
ship with their superiors than fair procedures that shape obvious rules of the game
and chances for voicing opinions. As noted by Greiner’s (2012) study, the high
power distance in Korean organisations is reflected in the centralisation of power
and decision making, and indicates that status and rank is important, but also that
there are relatively high inequalities of power and wealth.

Hypotheses

Organisational Justice Versus OCB

Consistent with Organs (1990) and Moorman’s (1991) assertions, Moorman,
Niehoff, and Organ (1993) suggested a reason why a measure of perceived justice
predicts discretionary behaviour. Based on that line of reasoning, the probability of
OCB may increase as an employee’s perceptions of fairness increase. Most research

has supported such robust relationships between perceptions of organizational jus-
tice and OCB (Colquitt et al., 2013; Farh et al., 1990; Moorman, 1991; Moorman
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et al., 1993; Van Dyne et al., 1995; Cohen-Charash & Spector, 2001; Colquitt,
Conlon, Wesson, Porter, & Ng, 2001; LePine et al., 2002).

For example, based on data collected from 217 employee-supervisor dyads, Karriker
and Williams (2007) extended this research by investigating three types of organisa-
tional justice and their influences on OCB. They suggested that system-referenced
distributive justice concerns may have an effect on citizenship according to predic-
tions derived from equity theory. In their empirical study about employees who are
working in large hotels located in a Malaysian context, Van Dyne et al. (1995) sug-
gested that distributive justice positively and significantly contributes to the predic-
tion of OCB intention. Furthermore, a large number of studies demonstrated that
such rules of procedural fairness promote employee OCB (Cohen-Charash & Spec-
tor, 2001; Colquitt et al., 2001). Particularly, Chang’s (2015) meta-analysis revealed
that procedural justice had a stronger positive relationship with OCB-O than
OCB-I and interactional justice did not have a stronger positive relationship with
OCB-I than OCB-O.

According to Moorman et al.’s (1993) study, perceived procedural unfairness modi-
fies an employee’s relationship with the organization from one of social exchange
such as diffuse obligations based on reciprocal trust, in which OCB is likely, to one
of economic exchange including contractual obligations and precise terms of ex-
change, in which employees do only what is required. For example, organisation
employees respond to higher levels of OCB to fair procedures particularly when
managers are perceived as actually controlling the procedures (Van Dijke, De Cre-
mer, & Mayer, 2010) and are representative of the organisation’s identity (De Cre-
mer et al., 2010).

On the basis of research connecting interactional justice with these behaviours di-
rected at other individuals (e. g. Materson et al., 2000), employees who receive fair
interactional treatment from their supervisors reciprocate with behaviours and atti-
tudes that benefit the supervisor. On the contrary, lack of interactional fairness from
the direct supervisor will cause employees to exercise their discretion and withhold
OCB. Similar to Orsingher, Valentini, and de Angelis’ (2010) assertion that pro-
posed employees from cultures high in uncertainty avoidance attach importance to
relationships between interactional justice and satisfaction with complaint handling,
Korean employees tend to respond to a managerial approach characterized by high
levels of interactional justice with greater levels of affiliative trust and discretionary
behavior. This cultural tendency tends to lead employees to adopt a discretionary
role towards organisations and is consistent with Yamaguchi’s (2005) argument that
determined that for Japanese workers factors of interactional justice affected em-
ployee willingness to cooperate and perform extra-role behaviours. Rego and Cun-
ha’s (2010) suggested that interactional justice of individuals from 37 medium-sized
and large organisations operating in Portugal’s cultural features is a predictor of
overall OCB. Recent researchers (e. g. Chiaburu, 2007) have supported that there is
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a significant positive correlation between interactional justice and OCB. Thus, on
the basis of theory and empirical research, the following hypotheses are proposed:

Hypothesis 1:  Distributive justice perception will be positively related to OCB.
Hypothesis 2:  Procedural justice perception will be positively related to OCB.

Hypothesis 3:  Interactional justice perception will be positively related to OCB.

Network Embeddedness as Moderator

It is interesting that research that examines moderating roles of embeddedness has
primarily focused on alleviating negative shocks to employees regarding turnover in-
tention. For instance, Lee, Mitchell, Sablynski, Burton, and Holtom (2004) found
that on-the-job embeddedness moderated the impacts of volitional absences, OCBs
and job performance on turnover. Additionally, recent researchers (e. g. Collins &
Mossholder, 2014) highlighted the importance of job embeddedness as a moderator
variable in examining the relationships between an interactional justice climate and
organisation-directed citizenship behaviour. They highlighted how the salience of
employees’ attachment moderates their response to organisational fairness.

The actions of competitive organisations are characterised by the embedded net-
works of organisations rather than by an atomistic mass of discrete firms (Uzzi,
1996). Even though the processes of employees’ cognitive attachment can influence
the outcomes of perceived fairness, researchers have argued that they can also be
emotionally rooted in their organisations (Colquitt et al., 2013). Therefore, based
on the relational model of authorities (Tyler & Lind, 1992), it is predicted that the
relation of organisational justice to OCB would depend on the network embedded-
ness perceptions as cultural value orientations of individuals in Korea. In collectivist
societies, embedded employees generally tend to have multifarious connections to
other employees or projects (i. e. networks).

It is possible for them to acquire opportunities and resources such as technical and
contextual knowledge and information through the social web within the organisa-
tion, which will help to perform their tasks better and engage in OCBs in timely
and appropriate manners. Thereby, highly embedded employees are less likely to
withdraw from their in-role and extra-role behaviours, which keep their task perfor-
mance and OCBs relatively higher than those less embedded (Lee et al., 2004). Uti-
lizing cognitive facets of employees’ attachment, network embeddedness is con-
cerned with a potentially moderating role in the relationship between the beneficial
effects of organisational fairness and discretionary behaviour. Based on the theory
and empirical research, the following hypotheses are proposed:

Hypothesis 4:  Network embeddedness perception will moderate the relationship be-
tween organisational fairness and OCB.
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Research Method
Research Setting

The ICT industry provides the most interesting example of a proper understanding
of the evolution of Korean industrial systems. According to UNCTAD data, in the
first half of 2011, Korean companies were the world’s largest and second largest
manufacturer of ICT products, including mobile phones, flat panel TVs, memory
chips, and display panels (Jeong, 2012). In an era of rapidly enhancing technologi-
cal capabilities and priority of economic development through large enterprise (e. g.
Chaebol like Samsung), there is a need to understand the attitude and behaviour of
Korean ICT Chaebol industries and their employees. This paper used samples of
four different ICT Chaebol companies: Samsung SDS, LG CNS, SK C&C, and
POSCO ICT. The sample organisations are part of a single ICT industry located in
the Seoul, Gyeonggi, Dacjeon, Jeonnam and Pohang areas in Korea. The data was
collected on ICT manufacturing activities, ICT services activities, and semiconduc-
tor activities from the Korea Telecommunications Technology Association and the Ko-
rea Association for ICT Promotion. In consultation with companies’ HR personnel,
questionnaires were distributed to employees and managers in the respective Korean
ICT companies. Two sets of questionnaires were designed for this research: One
was for managers, and the other was for the staff. The employees received their
questionnaires by internal mail together with a letter from their HR director. The
letter aimed to encourage the employees by stating that the questionnaire was on a
voluntary basis and their responses would be kept confidential. It was communi-
cated that the personal identification number on the surveys could not be traced
back to the employee and would be used exclusively to connect surveys completed
by the same person at different time periods. After completion, the questionnaire
could be sent directly to the authors of the study in a provided return envelope.

Measures

Following Brislin’s (1980) suggestion, to assure equivalence of the measures in the
Korean and English versions, all scales used in this study were translated into Kore-
an and then translated back into English. Whenever it was found that the original
version was not equivalent to the translated version, discussions with the translators
were conducted to find a solution (Brislin, 1993). The research participation popu-
lation rated their responses on a 5-point scale ranging from 1 (strongly disagree) to
5 (strongly agree).

Distributive justice. According to Moorman’s (1991) and Colquitt et al. (2001),
four items were adopted, for example: 7 am fairly rewarded considering my responsi-
bilities.' The Cronbach’s alpha value was 0.893.

Procedural justice. Four items from Moorman’s (1991) and Colquitt et al.’s (2001)
procedural justice scale were adopted, for example: This company has developed pro-
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cedures designed to provide opportunities to appeal or challenge decisions. Three items
were used in this research. The Cronbach’s alpha value was 0.929.

Interactional justice. According to Colquitt et al. (2001) and Shapiro, Buttner,
and Barry (1994), four items were adopted, for example: ‘My supervisor treats me
with respect and consideration.' The Cronbach’s alpha value was 0.889.

Organizational citizenship behaviour (OCB). OCB was measured using the item
scales developed by Williams and Anderson (1991) and Coleman and Bornman
(2000). For OCB a sample item was ‘I belp others who have been absent,” I cooperare
with other organisation members.' Six items were used in this research. The Cron-
bach’s alpha value was 0.945.

Network embeddedness (NE). According to Mitchell, Holtom, Lee, Sablynski,
and Erez (2001), Granovetter (1973) and Uzzi (1996), network embeddedness
measures the frequency, intensity, and stability of interactions between exchange
partners. A sample item was ‘How many coworkers do you interact with regularly?’
Four items were used in this research. The Cronbach’s alpha value was 0.734.

The demographic control variables were gender, education, job tenure, and status as
they were found to affect the dependent variables in previous studies. These person-
al variables were measured using single items.

Common method bias (CMB) testing

The problem of the CMB may be resolved in different ways, and at three stages,
such as research design, data collection, and statistical processing, when conducting
empirical studies (Podsakoff, Mackenzie, Lee, & Podsakoft, 2003; Richardson, Sim-
mering, & Sturman, 2009). In the research design stage, when the variables are
measured, the CMB problem can be resolved by separating the response source or
measurement environment for each variable. Respondents were assured that the
identification number on the survey was for data matching purposes only and that
neither the researchers nor company management would know their individual re-
sponses.

In the data collection stage, questionnaires were distributed to employees and man-
agers in a Korean firm. The first questionnaires, containing measures of organisa-
tional justice, network embeddedness, were distributed to approximately 500 em-
ployees. The second questionnaire, containing the measure of OCB, was distributed
to 230 managers, who were the immediate supervisors of the 500 employees. This
procedure assured that the measures of job attitudes and OCB were not subject to
CMB. Additionally, the data was collected at different times in order to reduce the
potential for bias. For example, the survey for employees in respect to organisational
justice and network embeddedness variables was conducted between November 10,
2013, and December 15, 2013, and for managers including supervisors concerning
OCB, variables were conducted between January 5, 2014, and February 5, 2014.
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In the statistical processing stage, the application of Harman’s (1967) single-factor
test to all the relevant variables in the model, using an eigenvalue of greater than 1
criterion, revealed five factors, rather than just one, with the first factor explaining
31.38% of the variance in the data. Podsakoff et al. (2003) assembled the advan-
tages and disadvantages associated with methods of assessing and controlling for
CMB. Among the various techniques (e. g. Harman’s single factor test, partial cor-
relation, etc.), those founded upon confirmatory factor analysis (CFA) tend to be
the most rigorous (Podsakoff et al., 2003). This survey applied the single-common-
method-factor approach (also known as the unmeasured latent method construct
Williams, Cote, & Buckley, 1989) in AMOS where the study created a common
latent factor (CLF) which was loaded reflectively onto all items in the CFA (Pod-
sakoff et al. 2003). Particularly, results designated that the variance among items in
the measurement model could be attributed to a single common latent factor. This
outcome comports with Harmon’s test and suggests that method bias did not pose a
significant overall threat. Item loadings were compared with and without the CLF
to determine how method effects were spread (Richardson et al., 2009; Appendix
A). No techniques or remedies to control method bias were required, because both
examinations indicated that method bias appeared to be constrained to only one di-
mension, and method variance was below the threshold. Regarding the overall
model fit, adding the CLF resulted in a slight but statistically significant improve-
ment in the model fit according to the difference in chi-squared (Table 1).

Analysis of Data

This study conducted both exploratory factor analyses (EFA) and confirmatory fac-
tor analysis (CFA) in order to verify the convergent validity and discriminative va-
lidity (Podsakoff et al., 2003). All twenty items for the five variables were subjected
to a principal component factor analysis with varimax rotation. The items with cor-
rected-item total correction of < .5 were deleted, and the factors with eigenvalues
above one were extracted. Ten items remained in the organisational justice scale and
automatically loaded on three factors, namely, distributive, procedural, and interac-
tional justice. The three factors explained for an accumulative total of 48.53, 60.30,
and 69.21 percent of the variance, respectively. Eigenvalue for three factors were
2.354, 1.783, and 3.430 respectively. All six items of the OCB scale were retained
and loaded on one factor, accounting for a total of 31.38 percent variance. Eigen-
value for OCB was 6.277. The remaining four items of network embeddedness
loaded on one factor and explained 74.37 percent of the variance. Eigenvalue for
network embeddedness was 1.031.

Additionally, confirmatory factor analyses (CFA) were used to test how well the
measured variables represent the number of constructs and were conducted to in-
vestigate whether the factor structure was similar across data source (O’Brien &
Allen, 2008). Factor structures of six different models were compared. The model
comparison aimed to remove the risk connected with an existing niche model likely
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to offer a better adjustment to the data than the five-factor model. Therefore, it was
important to compare the five-factor model with competitive models. As recom-
mended by Hu and Bentler (1999), root mean square error of approximation (RM-
SEA), comparative fit index (CFI) and standardised root mean square residual
(SRMR) were used to evaluate the model fit. This study was focused on other fit
indices, including the incremental fic index (IFI), as they are relatively unaffected by
large sample sizes.

As shown in Table 1, the CFA results reveal that the hypothesized measurement
models provided a significantly better fit than the several different factor models
(see Ayx2 in Table 1) and showed that the five-factor model fit the data well
(X2 = 572.557, p < 0.01; df = 160; y* / df = 3.5; GFI = .94; CFI = .95; SRMR = .
03; RMSEA = .05). In summary, this indicates that the convergent validity of the
questionnaire items was within an acceptable range (Bagozzi & Yi, 1988; Vanden-
berg & Lance, 2000) and the results of the CFA demonstrate that the hypothesised

measurement models possess satisfactory discriminant validity.

Table 1: Results of confirmatory factor analysis of study variables (N = 450)

Model » df AR2 GFI CFI SRMR IFI| RMSEA
Delta2

S5-factor model 572.557 160 - 942 952 .035 952 .052
4-factor model 1 813.910 164 241.353 841 .843 .064 844 .094
4-factor model 2 1064.753 164| 492196 790 782 .085 784 an
4-factor model 3 885.218 164 312.661 .828 .826 .078 .827 .099
3-factor model 1418.398 167 845.841 730 .698 .096 .699 129
2-factor model 1934.480 169 1,361.923 672 573 136 .576 153

Note: 5-factor model: distributive, procedural, interactional justice, OCB, and network em-
beddedness

4-factor model 1: (distributive + procedural), interactional justice, OCB, and network embed-
dedness

4-factor model 2: (distributive + interactional), procedural justice, OCB, and network embed-
dedness

4-factor model 3: (procedural + interactional), distributive justice, OCB, and network embed-
dedness

3-factor model: (distributive + interactional + procedural), OCB, and network embeddedness
2-factor model: (distributive + interactional + procedural), OCB, and network embeddedness

Results

Table 2 presents the individual-level means, standard deviations, and zero-order
correlations, where applicable, for all study variables. Organizational tenure, gender,
and schooling years do not correlate significantly with OCB. However, males tend
to perceive network embeddedness, OCB, and interactional justice except for dis-
tributive and procedural justice as more positive than do females. Similar to Kim,
Shin, and Young’s (2009) assertion, it was proposed that employees who relate to
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more years of formal education tend to feel high interactional justice, while individ-
uals with higher tenure tend to feel a sense of lower distributive justice.

The correlations between each variable should be less than .75 in order to avoid
multicollinearity problems. On average, perceptions of interactional justice and
OCB are high, while perceptions of distributive and procedural justice are low/
modest. Discriminant validity is established if the average variance extracted (AVE)
for each item accounts for .50 or more of the total variance (Fornell & Lacker,
1981). The AVE for the factors were: .71 for OCB, .63 for distributive justice, .62
for interactional justice, .75 for procedural justice, and .69 for network embedded-
ness. The highest factor correlation obtained with the oblique rotation in this study
was between ICT employees’s OCB and distributive justice (r = .35, p < .01). Em-
ployees’ network embeddedness is positively associated with interactional justice
(r=.21, p <.01), indicating a reasonable direct association between these variables,
whereas their OCB was correlated with a form of interactional justice (r = .09, p <.

05).

Table 2: Means, standard deviations and correlations

M SD 1 2 3 4 5 6 7 8
Gender 1.380 325 1
Educa- 3390 1189 -.031 1
tion
Tenure 2520 .803| -072"| 103" 1
Status 2190 955 -m”[ 1087 108" 1
1) 3605 .820| 2017 -.038 047| -1257| (0.62)
P) 2729 815 .092°[ -085| 1237 -me"| 436 | (075)
DJ 3560 .690| -085| 124 017| 084 .042| -052| (0.63)
NE 3.353 853| -012| -081| -1427| -3477| 2157 1387 .049| (0.69)
Overall 3717 702 041 -046| 37| -095| 3527 1427 3547 3137 (071)
ocB

Note 1: significant at *p < .05; **p < .01

Note 2: N=450; gender: T=male, 2=female; education: 1=high school, 2=college, 3=university,
4=graduate school; tenure: 1=under 3 year, 2=3-6 year, 3=7-10 year, 4=over 10 year; status:
1=entry level, 2=assistant section chief, 3=section manager, 4=department head, DJ: distribu-
tive justice; I): interactive justice; PJ: procedural justice; NE: network embeddedness.

() is the average variance extracted (AVE).

Hypotheses Testing

The study conducted a hierarchical regression analysis to test the effect of organisa-
tional justice on OCB. As presented in Table 3, the results showed that ICT em-
ployees’ distributive justice (H1) had a positive impact on their OCB at the signifi-
cant level of p < .01 (B = .46). Recently, previous findings (e. g. Cohen-Charash &
Spector, 2001) stating that distributive justice enhanced the discretionary act re-
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flecting propensities of goodwill contributors feel toward recipients (Organ et al.,
2006) have supported this result.

Hypothesis 2 predicted that procedural justice perception is positively related to
OCB. The beta coefficient for the relationships between procedural justice and
OCB was insignificant (§ = .03, p > .05). Recent research (e. g. Hemdi & Nasur-
din, 2008) has supported this finding as regarding a negative relationship between
procedural justice and forms of OCB. However, Cohen-Charash and Spector
(2001) found that levels of OCB were predicted by measures of procedural and dis-
tributive justice perception (weighted mean r = .23, .25 respectively). The fact that
procedural justice was not related to OCB obviously needs to be verified, but this
finding makes it clear that OCB theories should not be automatically assumed to be
valid in different societies like the Korean. Hypothesis 3 predicted that interactional
justice is positively related to OCB. There is a significant positive correlation be-
tween interactional justice and OCB toward ICT employees, providing support for
this hypothesis (B = .36, p < .01). This result supported previous researchers (e. g.
Chiaburu, 2007). However, contrary to most studies (e. g. Cohen-Charash & Spec-
tor, 2001) which reported that distributive justice is strongly related to OCB, the
current study found that the perception of interactional justice was more strongly
related to OCB than distributive and procedural justice. This means that Korean
employees are potentially more reactive to the interactional dimension than that of
distributive and procedural justice. In line with this reasoning, Kim et al. (2009)
were supported by this result.

To investigate predicted moderation effects (H4), moderated hierarchical regression
analysis was used to test the hypothesised interactions between network embedded-
ness and organisational fairness. The analyses consisted of four steps. Age, gender,
tenure, and education were included in the first step to control for the effects of de-
mographic variables. The three dimensions of organisational fairness were entered in
the second step, and the moderator term was entered in the third step. In the fourth
step, interaction effects were added to investigate the moderating effects of network
embeddedness on the relationships of organisational fairness with OCB. At step 2,
the main effects of independent variables explained an additional 25% of the vari-
ance in OCB (R? = .25; F = 61.22, 2 < .01). This result confirmed that distributive
justice tended to increase OCB. The model in step 3 indicated that the moderator
term explained 28% of the variance in OCB (R* = .28; F = 63.77, 2 < .01). The
main effects of network embeddedness explained an additional 5% of the variance
in OCB. Network embeddedness was significantly related to OCB. At step 4, addi-
tionally, model 4 explains 33% of variance in OCB which, compared to model 3,
was a small increase in the explained variance (3%) of OCB at a 90% significance
level (R = .33; AR? = .03). F-value indicates 67.56 (p < .01) in this regression ta-
ble. The results indicated that the interaction effect between independent variables
(e. g. distributive, procedural and interactional justice) and network embeddedness
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is positively related to OCB. This finding has supported Hypothesis 4. Prior re-
search (e. g. Cohen-Charash, 2001) was identified in this result.

Table 3: Hierarchical regression result for the interaction between organisational justice and
network embeddedness

Model 1 Model 2 Model 3 Model 4
B SE 3 B SE 3 B SE 3 B SE S

Constant 4134 172 2.625 167 1.416 189 .842 715
Gender 183 .092| 153* 217 .091| 182* 217 .052 121 102 .061 .093
Age -335 012 -m8*| -.257 021 -123* =173 .028| -104| -.061 .021| -.078
Tenure 256 n9|  129* 193 .031 .056 159 62 123 .052 .053| 141
Education -146| .058| -192*| -216| .032| -134**| .083| .053| .043 on 041 .023
DJ .385 .029|.458* 451 .315(.459** 227 .041| 219
PJ .022| .030| .025| .022| .076| .035 071 .069 04
1 313 .035| .361"*| .406 .093].634* 144 .031| .573**
NE 215 032 313*** 166 .031| 185
DJ x NE 185 .032| 277
PJ x NE an 034 231"
1) x NE 152 .019| 192*
F—value 5.227* 61.216"** 63.774*** 67.561"*
R? 2N .251 284 326
Adjusted .018 242 .281 325
R2
AR? .013 238 .046 .028

Note: significant at *p <.T; *p < .05; ***p < .01

According to Aikin and West (1991), the procedures require the introduction of a
multicative interaction term into the regression equation:

Yi = b() + b11X1 + bi2X2 + bi3X1X2 + ¢ fori= 1, 2, and 3, where X1 is organisa—
tional fairness, X, is a moderator variable, and XX, is the multiplicative interac-
tion term. Following such procedures, Figures 1, 2, and 3 were shown.

As illustrated in Figure 1, employees with high network embeddedness who are
highly disposed to distributive justice appear to have more OCB, whereas those
with low network embeddedness and high distributive justice display less OCB. A
strong relationship between distributive fairness and OCB was found when per-
ceived network embeddedness was high. This means that network embeddedness
moderates the relationship between distributive justice and OCB such that the rela-
tionships become stronger as network embeddedness decreases.
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Figure 1: Interaction between network embeddedness and distributive justice on OCB
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The test result regarding the interaction effect between perceived procedural justice
and social network embeddedness on OCB is statistically significant when the inter-
action variable (B = .23, p < .01) was used as the criterion. As Figure 2 illustrates,
employees who are highly disposed to procedural justice, yet have high network em-
beddedness appear to have higher OCB.

Figure 2: Interaction between network embeddedness and procedural justice on OCB
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Lastly, results of the moderated multiple regression analysis found that employees’
interaction effect (interaction of fairness x network embeddedness) being a strong
predictor of OCB, was supported (f = .19, p < .01). These results confirmed that
the coefficients of both the network embeddedness variable and the multiplicative
interaction term are statistically significant. As shown in Figure 3, a strong relation-
ship between OCB and interactional fairness was found when perceived network
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embeddedness was low. This means that employees who are highly disposed to in-
teractional justice, yet have low network embeddedness, appear to have lower OCB.

Figure 3: Interaction between network embeddedness and interactional justice on OCB
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These results confirm the moderating effect of network embeddedness on the rela-
tionship between OCB and organisational fairness. Relative to the impact of those
who have high network embeddedness, findings showed that those who perceive
themselves to be highly embedded would engage in more OCB when network em-
beddedness is high. So despite the feeling of connectedness or attachment, individ-
uals in this sample who have self-reportedly high network embeddedness were
judged by their managers to more often engage in behaviours that are profitable to
the organisation.

Conclusion and Discussion

Conclusion

Although many of the studies in justice and OCB areas were carried out and given
the desired results in Western contexts (e. g. Colquitt et al., 2001; Rego & Cunbha,
2010), an interesting question of this study is whether similar results are to be
found in the Korean cultural context. In relation to these issues, this study shows
how the perceptions of organisational justice predict OCB in an ICT industry con-
text and how such relationships react with some features of Korean culture includ-
ing a high power distance, collectivistic, and affiliative relationships (Hofstede,
1991; GLOBE project of House et al., 2004). In rapidly enhancing technological
capabilities and a developing economy, the Korean ICT industrial system offers the
most appropriate sample for a better understanding of the evolution of the Korean
economy. Therefore, there is a need to understand the Korean cultural context, par-
ticularly, the attitude and behaviour of ICT employees. Recent research (e. g. Hofst-
ede et al. 20105 Greiner, 2012; Coyner & Jang, 2010) has examined that Korean
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organisations usually have hierarchical and collective organisational structures and
have a resemblance to traditional Korean families, where leader and manager of or-
ganisation tend to have a strong authoritarian style.

In the Korean collective context, this study (H1) shows that ICT employees’ dis-
tributive and interactional justice had a positive impact on their OCB at a signifi-
cant level. Therefore, it seems that Korea employees value affiliative behaviour and
interpersonal relationships and want to be treated with dignity and respect by their
manager and see their manager as a representative of the organisation. These em-
ployees are likely to respond to the organisation according to the degree to which
they feel fairly treated by the manager (Moorman, 1991).

The finding (H2) found that, under some features of Korean culture, the relation-
ship between procedural justice and OCB in the ICT industry was not significant.
This means that Korean employees tend to naturally accept that their manager may
not explain decisions to them, not discuss with them procedural processes such as
the objectives and plans concerning their performance, and decide about their work
without explanation. Yamaguchi (2005) determined that for Japanese workers, fac-
tors of procedural justice affected employee willingness to cooperate and perform
extra-role behaviours. Contrary to this assertion, findings are consistent with that of
McFarlin and Sweeney (2001) who stated that formal procedures might be less im-
portant for employees in collectivist and high power distance cultures.

The findings (H3) indicated that in the Korean context organisational members
who tend to show positive feelings towards interactional justice are likely to report
higher levels of OCB. Confucian values, traditional family values, and concepts in
Korean organisations provide an ideological basis as a mode to determine the rela-
tionship between employee and employer. The relative perception strength of inter-
actional justice in predicting OCB with more a personal character of Korean culture
such as affiliative relationships and interpersonal harmony is meaningfully greater
than that of other justice types. Rego and Cunha’s (2010) study confirmed this
finding.

Integrating the embeddedness literature and considering the suggestion of cultural
values-organizational practices and attitudes relationships (e. g. Collins & Mossh-
older, 2014; Begley, Lee, Gang, & Li, 2002), hierarchical regression analysis re-
vealed that individuals who belong to organizations with high network embedded-
ness are more likely to increase OCB than those in less dense groups. This result
(H4) described that network embeddedness not only has an independent effect on
OCB but may also function as a contextual catalyst for the effect of individual net-
work characteristics on OCB, possibly indicating that the influence of an individu-
al’s network relationship is more important. Findings are consistent with Collins
and Mossholder’s (2014) conclusion that embeddedness in the workplace moder-
ates the relationships between interactional justice and OCB.
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Theoretical and Practical Discussions

The finding provides for the possibility of several theoretical and practical discus-
sions concerning causality between OCB, organisational justice, and network em-
beddedness. Above all, this supplies a more culturally nuanced concept to organiza-
tional justice by testing the effects of cultural characteristics on the relationships be-
tween OCB and other variables (Rego & Cunha, 2010) because culture affects how
employees form their perceptions of justice and moderates the impact of justice on
employees’ attitudes and behaviors (Gelfand et al., 2007; Greenberg, 2001; Lind,
Tyler, & Huo, 1997; Morris, Leung, Ames, & Lickel, 1999).

This study will extend Blaus (1964) social relationship perspective on promoting
confidence and trust through the social exchange and Adams’s (1965) equity theory,
and Granovetter’s (1985, 1992) social network theory in explaining ways to pro-
mote benevolence between exchange partners by adopting Echols and Tsai’s (2005)
and Uzzi (1996)s view on network embeddedness. In a social exchange relation
(Blau, 1964), the findings discovered that treatment and advocacy given by the fair
conduct of organisational dimension on formal procedures and reward systems
would stimulate employees to reciprocate by showing a willingness to remain longer
in the organisation. According to equity perspectives (Adams, 1965), this study in-
dicates that employees who perceived fair payment and reward for their work-relat-
ed input may be more likely to step beyond formal job requirements and to show
discretionary behaviours (Hemdi & Nasurdin, 2008). Therefore, this finding al-
lowed additional empirical support to Ajzen and Fishbein’s (1977) Theory of Rea-
soned Action that offered that a person’s appraisal and estimation of an object
would inspire one’s behaviour and attitude towards the object (Hemdi & Nasurdin,
2008).

This should provide a stepping-stone to a broader debate, whether, in Asian soci-
eties of collectivist family arrangements and high power distance, employees’ per-
ception of network embeddedness within organisations such as interpersonal ex-
changes between manager and subordinates can create close ties and promote at-
tachment. This study found that, through the social relational model, perceived net-
work embeddedness was taken as a moderating variable which might influence the
relationship between interactional justice dimensions and OCB. By adopting net-
work embeddedness as a contextual factor in promoting Korean employee’s benevo-
lence and discretionary behaviour among exchange partners, the study will expand
the possibility of implications of emotional regulation literature (Gross, 1998)
which illustrated that employees regulate their justice perceptions cognitively and
this lead to affective employees’ performance in their workplace. The findings are
consistent with Brockner et al.’s (2001) study which found that cultural features
were significantly related to procedural justice, and such justice perceptions had a
significant influence on reactions to employees’ voices as they had lower procedural
justice when they had lower levels of voice in management in higher power distance


https://doi.org/10.5771/0935-9915-2017-4-412

432 Sugin Chang

and collective cultures (Rego & Cunha, 2010). In addition, these results will wide
the inferences of Basabe and Ros (2005) who have revealed the correlates of cultural
dimensions and social behaviours in organisations.

Particularly, the ICT industry is undergoing downsizing, restructuring, change of
missions, and higher operations tempo. Many researchers have argued that when
employee behaviour goes above and beyond what is expected, this result related to
employees’ justice and OCB is increased organisational effectiveness (Katz, 1964;
Organ, 1988). ICT employees’ interactional justice was related to OCB in the Ko-
rean cultural context. That is, an industrial society characterised by a collectivist na-
tional culture may enhance employees’ perceptions of interactional justice by foster-
ing communication and trust between employees and supervisors and among em-
ployees. Managers who work within the most competitive and technological ICT
industry usually take employees OCB into account when evaluating their perfor-
mances, so it is reasonable to assume that engineers and technical staff in the ICT
industry have stronger motives to display OCBs than do employees in certain other
jobs. The findings have important implications for managers of an organisation who
are attempting to plan for future staffing levels and need to retain employees.

Particularly, ICT organisations should train managers to convey information re-
garding organisational justice to employees in a clear, complete and timely manner.
Employees who reported to trained managers exhibited more helpful OCB than
employees who reported to un-trained managers. These managers were taught to
provide explanations and apologies (e. g. informational justice) and to treat their re-
ports with courtesy and respect (e. g. interpersonal justice). In addition, high-skilled
ICT employees may have to acquire new qualifications in order to avoid skill obso-
lescence. This study’s results provide insights into academics studying organisational
justice and managers attempting to promote positive employee outcomes in the
ICT context. On the basis of these results, it appears that organisations who wish to
promote better relationships between employee and manager may be well served to
start with the fair treatment of their employees.

To summarise, organisations can encourage and reward employees for pursuing fur-
ther training on existing skills and to develop new competencies as shown in ICT
industries. These kinds of activities strengthen the network embeddedness at the or-
ganisational level. However, when ICT organisations are striving to adapt quickly in
volatile industries or to compete on the basis of technological innovation, it is im-
portant for managers to remember that a network embeddedness strategy of organi-
sational human resources (Mitchell et al., 2001) may not always be appropriate. As
implied by Begley et al. (2002), from a relational perspective, higher network em-
beddedness enables employees to build closer relations with managers, leading to
the exchange of favours and obligations. It means that individuals working in a
higher network embeddedness environment find it more comfortable to develop a
close relationship with their managers. Without this close relationship they cannot
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take fairness for granted, thus, organisational justice more influences their discre-
tionary behaviour outcomes.

Limitations and Future Research

Although this study makes some useful contributions to organisational justice and
OCSB, it is not without limitations to the present research, and this should be noted
and be considered by future researchers. Potential limitations to the generalizability
of this study should be acknowledged. The sample organisation of the present study
is part of a single ICT industry located in both the Gyeonggi and Seoul areas in
Korea. Therefore, not only may the results not be generally applicable to all organi-
sations, but also this setting may be unique enough to limit the external validity of
the present findings. Future studies may consider a random national sample rather
than a local sample.

Though the type of self-reported data incorporated into a single-source design is of-
ten used in organisational behaviour research (e. g. Krings & Facchin, 2009), a lim-
itation of this study refers to the fact that this study relied on cross-sectional data. It
is suggested that future research not only use longitudinal analyses with inclusion of
the same variables on repeated occasions, but also to use other additional behavioral
outcomes of employees’ attitudes such as work motivation (Vroom, 1964), job ef-
fort and performance (Kidwell & Bennett, 1993) and deviant workplace behavior
(Robinson & Bennet, 1995). This is needed to allow stronger inference concerning
causality among the variables included in this study. Additionally, although the
findings make sense in light of some Korean cultural features, they show that the
existing models (e. g. Colquitt et al., 2001) are not satisfactory frameworks for
making sense of all pathways that lead people to adopt OCB when forming their
perceptions of justice. Future research needs to assemble similar samples in different
cultural contexts (Lynn, Allik, & Irwing, 2004) and examine whether the pattern of

relationships exposed in the present research is replicated in other contexts (Rego &
Cunha, 2010).
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Appendix A: Difference in Standardized Regression Weights after

Adding CLF
i

Latent Variance indicator Without CLF With CLF Difference

Distributive Justice |DJ1 0.882 0.564 0.318*
DJ2 0.782 0.615 0.167
DJ3 0.766 0.65 0.116

Procedual Justice PN 0.811 0713 0.098
PJ2 0.976 0.753 0.223
PI3 0.773 0.661 0112

Interactional Justice | )1 0.836 0.543 0.293
12 0.891 0.765 0126
113 0792 0.703 0.089
114 0.739 0.654 0.085

0CB OCBI 0.864 0.729 0.135
0CB2 0713 0.631 0.082
0OCB3 0.774 0.664 011
OCB4 0.768 0.619 0149
OCB5 0.798 0.672 0126
OCB6 077 0.503 0.268

2‘:;‘::’:5’5“ Embed- | NET 0.829 0726 0103
NE2 0.881 0.703 0178
NE3 0.813 0.692 0121
NE4 0.895 0.641 0.254

Note. (N = 450). B = standardized regression weights, *substantive method effect (i. e. B re-

duced by > .20 after adding CLF)
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