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Ethical Values and Workplace Behavior among IT Professionals

Kavita Nikam* Urmi Nanda Biswas**

Abstract

The present study tests the hypothesis that perceived
othical values like organizational justice and
upportunity for combining work and family would
iffect the workplace behavior like Organizational
Citizenship Behavior{OCB) and work-family conflict of
IT professionals, The sample comprised of 154 IT
professionals who worked for various [T companies
ficross Mumbai, Pune, Delhi, and Bangalore,
helonging to different job hierarchies, e, senior-
level, Junior-level, and middle-level managers. The
findings revealed that procedural justice was
positively correlated with conscientiousness,
vourtesy & helping co-worker dimensions of OCB.

Work-family conflict was negatively correlated with

Introduction

According to a recent study by Mational Association of
Software and Services Company (NASSCOM), a non-
profit foundation has seen that the Indian IT-BPO
industry has contributed immensely to India's
progress. India achieved this success by bringing
about constant changes and transformation in itselfin
a very short span of time. The IT sector itself has
contributed immensely than any other sector and has
made a lasting, sustainable, and multi-fold addition to
the country's growing economy (NASSCOM 2014).
Due to growing global demand, this sector brought a
new work environment and changes in the
emplayment trends like adhering to strict behaviors

Al

conscientiousness, courtesy & Helping co-worker,
Further analysis showed that perception of
distributive justice and Interactional justice and
opportunity to balance work and life significantly
negatively predicted work family conflict of IT
professionals. The only dimension of helping co-
workers of OCB was found to be predicted
significantly by distributive justice & opportunity to
balance work and family. The findings suggest that
perception of distributive justice and opportunity for
combining work and family affect the helping
behavior of employee's at the workplace, and reduces
work-family conflict. The results have been discussed
in the context of T sector and how the ethical values
can enhance positive workplace behavior and reduce
work-family conflict,

Keywords: organizational justice, citizenship
behaviour, work- family conflict.

“PhD. Scholar, Department of Psychology, The M5, University of
Baroda, Vadodara

*Professor,Department of Psychology, The 8.5, University of Baroda,
Vadodara

g g completing of d set by their
customers, working in different time zones, team
interdependency, multitasking, increased interaction
with offshore clients and extended work hours.
IT  professionals are constantly under pressure to
deliver the services on time and aiso to remain cast
effective. At the same time, more women
participation especially in the IT sector has enhanced
the social mobility and high work participation of
fernale employees in catching up with the direct
opportunities provided by the sector Ahuja (2002), A
growing number of women are coming to the
forefront. Such changes in the work culture and
environment lead to high stressin the professionals as
well as contribute to the problems of work-life
balance, conflictand work-place behavior,

Organizations have started recognizing high stress as
an area of concern to address growing attrition rate
prevalent in this sector, However, under these
circumstances, the perception of crganizational
ethics and values play a vital role in influencing the
workplace behavior and conflict management in the
personal and work-life of the employee, Thus, this
research explores how the perception of
organizational ethics and values influences
organizational citizenship behaviour as the
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waorkplace behavior and work-family conflict which in
turn affects individual performance. The authors have
selected organizational justice and organizational
support for work life balance as two salient ethical
values which may affect the employees' OCB, and
waork-family conflict.

Work-LifeBalance: According to Frame & Hartog
(2003), work-life balance (WLB) can be defined as a
measure of proper control as to how, when and where
people work. Similarly, Clutter back (2003) defined
WLEB as an awareness of different demands towards
energy and time, ability to allocate the time and
energy among various domains of work and life and
then to apply and make a choice (as cited in Irfan &
Azmi, 2015).

With the advent of technologies, workplaces have
evolved and made life simpler and work manageable
with easy access to emails, computers, cell phones
which have reduced the physical boundaries of the
workplace. It was observed that employees who were
mare career oriented made use of technology to keep
up with the work even after work hours{Boswell and
Olson-Buchanan, 2005). Also, organizations that
provide the opportunity to balance work and life are
perceived as ethical and are preferred workplaces by
employees. This leads to an understanding of the five
commaon work-life balance initiatives like flexible work
time, job sharing, telecommunicating, personal leave
programs and childcare support.

Work-life Balance & IT: The organizations that
provide an opportunity to balance work and life, with
reduced working hours and flexible work patterns and
support their employee’s in their efforts, and also
engage them are perceived as more attractive and
found to help them maintain their health as well as
quality of work (Susi &Jawaharrani, 2011; Swan &
Cooper, 2005; Worrall and Copper, 1999). Studies in IT
sector also have reported that higher perception of
opportunity to balance work and life is negatively
correlated tointention to leave (Noor 201 1; Inaneswar
2016). Women IT professionals reported that odd

working hours, especially the time to travel for work
and the difficulty to balance work and family life has
negatively affected their lives, and their inability to
maintain balance (Bharathi, Mala & Bhattacharya,
2015; Kumnari & Devi 2015; Maran & Usha 2014). These
researches have highlighted the importance of
opportunities given to balance work and family by the
organization as imperative for better performance at
the workplace.

Having a balanced work and family life helps the
employee to focus on both the arenas and in turn
perform efficiently, which will reduce the likelihood of
turnover, and also possibility of work-family conflicts

Work-Family Conflict: With the rise of women
participation in the corporate world, family dynamics
have also seen changes leading to increase in
conflicts, and difficulty in balancing work as well as
the family which is one of the often cited comments in
EAP provided by the various IT organizations (Hindu
Business Line, 2006).A work-family conflictis a form of
inter-role conflict in which the role pressure from the
work and family demains are mutually incompatible
insome respect,

The participation in the work {family) role is made
more difficult by virtue of participation in the family
(wark) role (Greenhaus & Beutell, 1987). Itis a conflict
that arises due to work responsibilities interfering
with family responsibilities as well as family
responsibilities interfering with work responsibilities.
The different types of conflicts as out forth by
Greenhaus & Beutell (1985), i.e. time-based, strain-
based, and behaviour-based was found to affect the
employees’ ability to maintain balance effectively
(Srivastava & Srivastava, 2012). As the nature of work
and job characteristics of IT sector are demanding,
regarding long work hours due to projects that are
time-based, this affects the work-family dynamics
(Valk& Srinivasan 2011; as cited in Padhi & Pattnaik,
2014).
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Organizational Justice: Organizational Justice has
Iwen studied as an important organizational value
since the 1980s and has been researched extensively
I the context of employee's workplace behavior,
‘wilisfaction and commitment,

According to Rousseau(1995), greater organizational
stipport helps to shape an implicit psychological
tontract between the organization and the individual
which aids and enhances their work & non-work
vonflicts and at the same time increases the
Indlividual’s sense of commitment, whereas, Alvesson
(4002} calls this a social exchange, a mutual and fair
vxchange, where a supportive organization is
|rceived as "fair and thus enhancing the desire to
Iwiprocate to one's employer through higher
rommitment (cited in Chawla & Sondhi, 201 1)

Organizational Citize nship Behavior:
Urganizational citizenship behavior {OCB) has been
studied since the late 1970s and has been linked to
wverall organizational effectiveness, also known as
uxtra role behaviour, or behaviour that is discretionary
6N have an important role to play in an employees’
Iifi:. Exhibiting OCB led to greater favourable rating of
the employees by their managers may be due to
uverall assessment of employes as favourable, even at
the time of crisis (Podsak off, Whiting, Podsak off &
Blume (2009); Organ, Podsak off & MacKenzie (2006);
Zhang 2011, as cited in Kark &Waismel-Manor, 2005),

It hass been found that more the organization engages

Journal VolS, No2, July to December 2017+

reflected that the extra-role behavior was me
strongly associated with the organizatlon
commitment among female emplayees, Researchi
on different sectors show a positive relationshl
between OCB and existing culture of th
organization, personality and reduced Job stre
(Mohant, 2012; Sohra bi, Zadeh, Bastan|, & Ravas ngan
2011),

Organizational Justice and OCB: Cropanzang st
(2007), suggested that organizational Justlce shouli
become an integral value of the managaman
practices. McFarlin and Sweeny (1992) found that i
Positive Justice perceptions could be linked to thy
important individual as well as organizations
outcomes (Mathur & Padn i, 2013), R ¢k
also indicates that when employees' percelve thel
organizations as fair, it significantly affected thalr ocl
(Messer & White 2006; Giap, Hackermeler, Jlae
&Wagdarikar2005 as cited inKaur {201 1}. Whan
studied private and public bank employees found ng
dlﬁwgnce in their OCB as well as their perception af
organizational justice. However, the study reveslsd
that female employees had the more positive
perception of organizational citizenship behayigr
than the male employees (Kaur, 2011).

Indicating gender differences Farrell, Sarah, and
Finkelstein (2007) suggests that WOmen are marg
likely o participate in the helping dimension of
organizational citizenship behavior (OCB) wheres
n'lnen. on the other hand, participate in the civic virtus

their employee’s they will tend to show citi lip
Iuthaviour as it focuses on em ployee involvement and
fommitment that is beyond the given parameters of
the organization (Ahmed, Rasheed & Jeha fizeb, 2012).
l'eterson (2004) found that the relationship between
|urpufate citizenship and also organizational
commitment was stronger among employees who
helieved in the importance of the social responsibility
of businesses. Also the ethical measure of corporate
titizenship was a stronger predictor of organization
commitment than the economic, legal, and
discretionary measures. The results of the study

d ion. The existing values of the organization
Iwere also found to determine the employesy’
intention to leave. Even though it's a discretionary
behavior employee do exhibit them, as a result of
satisfaction, commitment, the perception of ethical
behavior.

Considering the various studies that were reviewsd
have brought to light few areas that needed to be
studied further,
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Objective

On the backdrop of the review done, the present

study tries to understand how perception of

organizational values predict OCB, Work family
conflictamong the IT Professionals

Hypotheses:

1. Percelved organizational justice will significantly
predict increased employees’ citizenship
behavior,

2. Higher work-family conflicts will be negatively
related to organizational citizenship behavior.

3. There will be no significant relationship in the
employees'perception of opportunity to combine
work and family and their arganizational
citizenship behavior.

4. The opportunity to combine work and family will

significantly negatively predict employees’ work-

family conflict.

There will be a significant positive relationship

between the employees’perception of combining

work and family with their perception of
organizational justice.

. There will be no difference in males and females

and theirorganizational citizenship behavior,

. There will be a significant difference between
males and females and their perception of
opportunity to combine work and family.

Method

The sample comprised of one hundred and fifty-four

(154) IT professionals from various IT companies

across Mumbai, Delhi, Pune, and Bangalore and

Hyderabad. Out of the total sample, hundred and five

were male participants, whereas forty-nine were

fernales, Thirty-four participants were designated as

Senior Managers, sixty-four were Middle-level

managers, and twenty-nine were junior-level

managers, around eighteen participants were
assistant director, team leaders or assistant vice
president. Eighty-seven participants completed their

‘post-graduation, seventy-four were graduates

whereas; two people have finished their higher

secondary education. The participants belonged to a

vast range of work experience ranging from one to

w

o

-

twenty-four. Qut of all the participants, majority of
them had a male supervisor whereas only one
participant had a female supervisor, Survey Method
was used to collect information from the [T
Professionals.

Tools:

Organizational Values and Attractive Leadership
Questionnaire (2014): The scale measures the four
dimensions in 60 items. The tool is useful in
understanding and identifying the four values of CSR,
Gender Equality, Opportunity to combine work and
Family, and Organizational Justice as well as work-
family conflict. The items are scored ona 5 point scale,
however, few items are scored on a 4 point scale too,
Forthee current study the values

Opportunity to combine work and personal life:
Four items from Work-Family Culture by Thompson,
Beauvis & Lyness (1999) are taken, Their scale
comprises of 19 items out of which four items
highlights the opportunity the employees get to
combine their work & personal lives, The items are
scored on a 5 point scale (0 being strongly disagree to
4being strongly agree).

Organizational Justice: The scale comprises of 13
jtems. The items in this scale are taken from three
different scales of Organizational Justice, Four itemns
on Distributive justice climate was taken from
Colcuitt’s (2001) Dimensionality of Organizational
Justice. Five items on Procedural Justice were taken
from Maumann & Bennett (2000, 2002) scale on
Procedural Justice Climate. Four items for
Interactional Justice was taken from Simons &
Roberson (2003), Bees & Moag (1986); Colcuitt (2001},

| C hin Behaui

O izati Scale: The
scale was developed by Dr. Arti Bakshi & Kuldeep
Kumar (2009), The scale measures five dimensions of
the employees’ citizenship behavior. The scale is
comprised of 30 items and assesses the five
dimensions namely Conscientiousness, Courtesy,
Sportsmanship, Helping Co-worker & ClvicVirtue. The

q

ltems were scored on a 5-point rating scale, ranging
fism Never, Rarely, Sometimes, Frequently & Always.
Ihere are positive as well as negative statements, The
hegative items ( 3,6,24,27,29,30) are to. be scored
tiversely e, 4,3,2,1,0. The positive items are scored 0,
14,34, Higher the scores higher is his'er level of
organizational citizenship behavior. The Cronbach
wipha reliability of the whole scale was found ta be
(182,

Procedure

Alist of IT companies was short-listed and necessary
jwrmission was obtained from the appropriate
sutharity. The research sample was selected based on
the inclusion criteria. The above tools on
(rganizational Values and Organizational Citizenship
Hehavior were given individually and if any
thirifications needed were cleared.

Ihe participants were assured of the confidentiality of
heir responses. Due to the unavailability of the
jrticipant, the questionnaire was also sent via email
1 their request. From the total participants, ninety-
llve of them filled the guestionnaire individually
whereas the remaining was collected through the
mail.

Results and Discussion

lable 1: Correlation between Work-life balance,
work-family conflict, organizational justice & OCB

M|
|m fo e [
T T T
" " |
| |

!ﬂ |-0.|l'

*Correfation is significant at the 0.01 leved (2-tailed),
*Correlation is significant at the 0.05 level (2-tailed).
CWF =Combine work & family,
CON=Consclentiousness

COU =Courtesy, SP5=Sportsmanship

HCW = Helping Co-worker, CV=Civic Virtue Pearson
product moment correlation was computed to assess
the relationship between the five dimensions of OCB,
organizational justice, work-life balance and work-
family conflict. A significant negative relationship was
found between work-life balance, organizational
justice and four dimensions of OCB namely
consclentiousness, courtesy, helping a co-worker and
civic virtue; however, there was no relationship
between work-life balance and sportsmanship, The
results did indicate an inverse relationship between
work-life balance and work-family conflict, The three
dimensions of justice namely distributive justice,
procedural justice, and interactional Jjustice wera
found to be negatively correlated with work-family
conflict. Work-family conflict was found to have no
significant relationship with conscientiousness,
courtesy, sportsmanship, helping co-worker, and civic
virtue, Distributive justice was found to be
significantly correlated with conscientiousness,
courtesy, helping a co-worker and civic virtue;
however, there was a negative relationship between
distributive justice and sportsmanship. Procedural
Justice was positively related to conscientiousness,
courtesy and helping a co-worker, whereas there was
no significant relationship between justice and
sportsmanship and civic virtue. No significant
relationship was found between interactional justice
andthe five dimensions of OCB.
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Table 2: Or Values and Organi: al

Citizenship Behavior

Thet"values were statistically significant at .05 levels,
From the above table, it can be seen that there was a
significant difference between males and females and
their perception of distributive justice as well as wr:frk—
family conflict. Men and women differed in showing
courtesy, as well as their sense of civic virtue. However,
there was a significant difference between males and
femalesin theiroverall OCB.

Asignificant regression equation was found between
conscientiousness and procedural justice and
interactional justice. Whereas work family conflict did
not predict conscientiousness,

Distributive justice significantly predicted courtesy
whereas procedural and interactional justice was
found to be significant predictors of helping co-
worker as well as overall OCB, However organizational
justice did not predict sportsmanship and civic virtue,
Opportunity to combine work and family were found
tobe high predictors of work family conflict.

Table 3: Mean, SD and t values of organizational justice

3

From the above results, it was seen that there was a
negative relationship between work-life balance and
organi | justice, With empl believing that
they are given the opportunity to combine their work
and family life which somewhere influences their

5 Wk
Cotacien z:""' |ome | Tom |
- a 2
ik oo | |2 E0vime o |
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- perception of their orgaiization being just. Work-life

balance was alse negatively related to
conscientiousness, courtesy, helping behavior and
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Hegression analysis indicates that pr | and

Interactional justice strongly predicted
tonsclentiousness, helping the co-worker, as well as
overall erganizational OCE. Distributive justice also
|rodicted courtesy, employees with the perception of
fuirmess were greater in performing citizenship
hehaviour as compared to employees with the
Iireeption of unfaimess (Messer & White, 2008), This
nhitcorne validates the H1 which states that perceived
Hjusticewilllead to g OCB.

112 which states that greater wark-fa mily conflict will
It negatively related to OCE, from tablel, it can be
sien that work-family conflict was negatively related
1ty all the five dimensions of OCE, Lambert (2012),
ltnind that family on work and strain based conflicts
wire negatively related to OCB. There were factors of
work-family conflicts that praduced strain among the

civie virtue, It is observed that when the employ
are not able to balance their work and their family life
itaffects their work performance, alsothe same s seen
to transfer its effects on their interpersonal relations
with significant others at theirworkplace.

Employees percelving greater opportunity to balar!ce
work and family as well as their organizational justice
were found to have reduced work-family conflict, itis
assumed that greater employee feels that the
C ization is fair less the work-family conflicts.

Distributive justice was found to be significantly
1ess, courtesy, helping
the co-worker and civic virtue, The feeling of fairmess
in the distribution of resources and outcomes fairly
among the employees the more the employees would
reciprocate those positive feelings by showing extra
ded their help to their co-

waorkers. The scores also show a negative relationship
between distributive justice and sportsmanship.
Procedural justice was significantly related to
conscientiousness, courtesy, and helping co-worker,
whereas there was no relationship with

work life balance, work family  conflict & OCB
MALES FEMALES tomhee | Sig
MEAN [0 [ meaw  [so

Bl 526 (s |13m 462 | 280 |oom comrelated with consci
Justics
Procedural lustios | 7168 [ 452 208 |54 |15 |oam
o 152 |3z 1o |a13 |oez fass
lustice
workifebatines | 1447 (483 [1504  |aaz |am |ase i
riridonity 126 |43 1606 |42z |.23s |com

Canflict

Conscientiousness | 3oa | 637 |31z ss2 |uel |eon

Courtesy 1985|443 |18 3m |24 |om?

Sportsmanshi 74 |o4s

wobip | 1591 (455 (1648 |41 | :
sportsmanship and civic virtue,

relbing ) e |am o |1em |aes |19 |oose

werkar

Chlc Virtue 1mse |as2 |12m [z [ |amE

Tensl 0GB wnes | 1505 | s |was )2 | oo

tmploy dhence found lower levels of OCE,

113 states that there will be no significant relationship
lwtween employees' opportunity to combine work
«nd family and their OCB. It was seen from table 1, that
there was the negative relationship between their
worlelife balance as well the four dimension of
tltizenship behavior i.e, conscientiousness, courtesy,
hilping co-werker & civic virtue,

114 states that there will be the significant negative
ilationship between employees’ work-life balance
and their work-family conflict, It was found that
i'l11pl0)ﬂeesthosewhopenceivediesserapporlunltym
timbine their work and family were found to have
ireater conflicts, also when job creates a work and
1= waork conflict for an individual to juggle between
two roles it creates difficulty in maintaining balance in
them {Alvesson, 2002, as cited in Chawia & Sondhi,
A011).

115 states that there will be no significant relationship
bitween employees’ perception to combining work
and family with their perception of organizational
justice. Opportunity to combine work & family was
negatively related to all the three types of

justice i.e. distributive, procedural, &
interactional justice (Tab1), The more the employees
had an opportunity to balance their work and family
the more they perceived the organization as just,
When the employee feels that they have the
autenomy and freedom to carry out their job
&believes that the organization is fair in
compensating, their work-life balance would be
hlgher(chawla&Scmdhi, 2011).

H6 states that there will be the significant difference in
males and females and their organizational
citizenship behaviour, There was ne significant
difference between males and females and in their
perception of work-life balance (Table 3). However,
researches find that women tend to show difficulty in
balancing work and family; however, there was a
significant difference between males and females and
their extra role behaviors (Bharathi, Mala &
Bhattacharya 2015; Farrell, Sarah, and Finkelstein
2007) which suggest that women are mare likely to
participate in the helping behavior whereas men are
mare likely to participate in the civic virtue dimension,
The differences in males and fernales on courtesy
could also be seen. The qualities of helping a co-
worker, courtesy are more often associated with
females as compared to males. Scores on civic virtue
also showed that men tend to practice this more than
women,

H7 states that there will be a significant difference
between males and females and their perception of
opportunity to combine work and family, The scores
did not Indicate any significant difference in males
and females on their perception of an opportunity to
combine work and family. Other studies also show
similar results where no significant difference
between men and women as well as work experience

were found indicating that females showed more ack

of opportunity to combine wark and family as well as

not able to spend more time with their families dueto

work related activities as compared to men(Goswam|
2014;Tewathia2014].Morewomenwerepreoccup‘red
F hts even after they leave their

ri-related

workplace,

ik
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Limitations

The present study also has its limitations, Even though
the sample was large, it was not sufficient enough to
cover the perceptions of the overall population of IT
professionals, Alse, an uneven sample of male and
female participants make the outcome less
generalizable. This would have led to discrepanciesin
the outcomes.

Implications

The present study has addressed the concern
regarding how ethical values like organizational
justice, opportunity to combine work and family &
work-family conflicts can affect an employees
citizenship behavior. Only when one understands the
importance and relevance of incorporating ethical
values do we bring about changes in the perception,
intentions, and attitudes of the employee that in turn
canaffect the organization’s outcome.

Conclusion

Foran organization to prosper, it needs to bring about
changes at various level. When the employees feel
they care and their needs are met with, they will be
maoti i to exhibit behaviors that are above and
beyond their expected roles, The present study does
fiocus on the importance of having ethical values well
established in the organization.
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