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Exploring HR Differentiation from Co-Workers’ Perspective  

A Deontic Justice Theory Perspective 

Abstract  

Providing employees with individualized HR practices has become an important 

component of HR strategies. Despite the growing prevalence of individualization of HRM, 

research has overlooked the downside of such practices, in particular from co-workers’ 

perspective. This is an important omission because research to date has built on the 

assumption that the impact of HR differentiation on employees not entitled to such practices 

is either trivial or non-existent. Taking a first step, this research offers a conceptual model that 

explains how and under which conditions co-workers of a focal employee who is entitled to 

HR differentiation are likely to support and withdraw their support from the focal employee. 

Integrating deontic justice theory with research on perceived motivational climate (i.e., 

performance oriented versus mastery oriented unit climate), the proposed conceptual model 

underlines that differentiating HR practices is like a double-edged sword and caution is 

needed when implementing them in a team setting.  

Key Words: HR differentiation, co-worker support, co-worker withdrawal, deontic 

justice, approach behaviors, avoidance behaviors. 
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‘The harsh reality of managing people is that differentiation must occur, with some 

employees more equal than others’ (Ulrich, 2005; 11). 

In rapidly growing, competitive work environments; organizations stress the need for 

differentiation in their human resource practices (i.e., HRM) for managing people 

(Marescaux, Winne & Sels, 2013). Developments such as the transition to an information 

economy, the democratization of workplaces and the declining trend for collective bargaining 

all point to the rise of individualism within and across organizations (Kaufman & Miller, 

2011). Coupled with a changing workforce who (a) are diverse in terms of age, gender and 

ethnicity, resulting in different needs and preferences in the workplace, (b) seek to be treated 

as individuals, and (c) care about their individual needs and preferences (Gubler, Arnold & 

Coombs, 2014), individualizing and differentiating HR practices is becoming a strategic 

priority for organizations (Bal & Dorenbosch, 2015). These developments and trends 

culminate in differentiation in the implementation of certain HR practices, which is referred to 

as HR differentiation (Marescaux et al., 2013) or variation in HR practices (Clinton & Guest, 

2013).  

HR differentiation can be in the form of offering unique training, development 

opportunities (Arthur & Boyles, 2007), or flexibilities regarding where, how and when tasks 

can be carried out (Hornung, Rousseau, & Glaser, 2008). HR differentiation is expected to 

attract and retain talented employees by addressing their unique work needs and preferences 

(Rousseau, 2005). Moreover, a key component of talent management, HR differentiation 

enables organizations to fill the strategic positions with competent employees and 

subsequently creates competitive advantage (Collins & Mellahi, 2009).  

HR differentiation involves the investment of scarce HR related resources of an 

organization for a select group of employees, either before their recruitment (e.g., negotiating 

individualized financial package) or following their recruitment (e.g., working under flexi-
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time work schedules; Becker, Huselid, & Beatty, 2009). Because HR differentiation involves 

the distribution of scarce resources only for a select group of employees and most often go 

beyond standard HR policies, they are likely to raise perceptions of (un) fairness among co-

workers who are not entitled to such practices (Bal & Dorenbosch, 2015). Co-workers are 

likely to react to such discrepancies, for example out of fairness concerns, which, by 

consequence, might hamper relational dynamics in a team. This suggests that the intended 

benefits of HR differentiation might not be sustainable for everyone. Despite its relevance, 

fairness has been neglected in individualized HR research. 

The purpose of this study is to explore whether and when focal employee’s obtained 

individualized HR practices (i.e., HR differentiation) is sustainable. We build on deontic 

theory of justice to explore the sustainability of HR differentiation. The central tenet of this 

theory is that third parties can be motivated to respond to perceived (un) fairness of others out 

of duty to maintain a social order (Folger, 1998; 2001). Accordingly, standards of fair 

treatment should be upheld even if third parties are not directly affected by such treatments 

(Turillo, Folger, Lavelle, Umphress, & Gee, 2002) because it is the right thing to do. Deontic 

theory of justice assumes that third parties show deontic reactions to others’ treatment out of 

widely held norms and beliefs (O’Reilly & Aquino, 2011). An untested question that follows 

from this moral perspective is that whether under certain conditions, widely held moral beliefs 

dictate different types of deontic reactions or not. Folger and colleagues (2013) argued that 

organizational context is likely to be a crucial element shaping third parties’ deontic reactions 

because context defines which norms and behaviors are appropriate and thus can inform third 

parties’ deontic reactions in a given situation. We address this by delineating how perceived 

motivational climate (i.e., performance and mastery climate) influences co-workers’ fairness 

perceptions and their subsequent deontic reactions in response to one’s HR differentiation. 

Perceived motivational climate refers to employees’ shared perceptions regarding of the 
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extant criteria for success and failure defined by norms, policies and practices in a team 

(Nerstad, Roberts, & Richardsen, 2013). 

This research contributes to research on individualized HR practices in certain ways. 

First, this study underlines that HR differentiation might have both negative and positive 

effects on co-workers. By investing scarce HR resources to a certain group of employees, 

organizations might reap intended benefits in terms of positive attitudes and performance but 

the reverse could be true among the rest (Ryan & Wessel, 2015), leading to unfairness 

perceptions and unfavorable reactions among co-coworkers in response to one’s HR 

differentiation. However, co-workers might also react positively, if they believe that 

individualized HR practices are provided to a focal employee in a fair way and that such 

practices comply with the morally held norms and behaviors of their work contexts. By 

integrating and exploring co-workers’ justice perspective, this study underlines that HR 

differentiation could be a double-edge sword as its positive effects could be attenuated or 

outbalanced by co-workers’ reactions under certain conditions. Given a recent growth of 

interest in investigating fairness in relation to HR differentiation (e.g., employees’ fairness 

perception of talent management practices, Gelens et al., 2013; co-workers’ equity 

perceptions regarding employees’ individualized HR practices; Marescaux et al., 2013), this 

research provide a broad and integrated framework of whether and under which conditions 

co-workers perceive and react to one’s entitlement of HR differentiation.  

Second, this research extends the deontic theory of justice by arguing that context, 

conceptualized as perceived motivational climate, shapes how third parties react to others’ 

treatment in the way they do, i.e., the way they restore the social order (Folger et al., 2013). 

This is important because, going beyond personality traits and predispositions that dominated 

deontic justice research to date (i.e., moral identity; O’Reilly, Aquino, & Skarlicki, 2015); 

different forms of deontic reactions to others’ treatment might indeed be morally acceptable to 
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maintain social order in a certain climate. For example, social undermining behaviors towards 

co-workers might be acceptable norms in a work climate driven by competition and 

performance. Our integration of perceived motivational climate as a context variable also 

addresses recent calls to integrate and contrast third parties’ different forms of deontic 

reactions that might move beyond an eye-to-eye punishment or reward reaction (Skarlicki & 

Rupp, 2010). In what follows, we develop our propositions. Figure 1 depicts the conceptual 

model. 

---------------------------------- 

Insert Figure 1 and 2 about here 

---------------------------------- 

Theoretical Background  

The Downside of HR Differentiation  

In contemporary organizational settings, individualization of work conditions is 

becoming increasingly pervasive. In contrast to HR practices that apply to everyone in 

standard ways, individualization of work practices is a trend in which employees seek to 

secure working arrangements that meet their unique work needs and preferences (Call, 

Nyberg & Thatcher, 2015). As such, due to diversity in age, gender and ethnicity, today’s 

employees are characterized by individualized work needs and preferences (Lepak, Takeuchi, 

& Swart, 2011).  These employees are also outspoken about their individualized needs (Bal & 

Lub. 2015). In response to these trends, organizations increasingly adopt and implement 

individualized HR practices (Hill et al., 2008) such as idiosyncratic deals (i-deals) which are 

special work arrangements negotiated between an employee and a manager, differentiated 

from what all other employees have and yet provide mutual benefits to all parties involved in 

this process (Bal & Rousseau, 2015; Rousseau, 2005). 

Inspired by the growth of HR differentiation, a growing body of research has explored 

the concept of HR differentiation which may take the form of providing training, development 
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and career growth opportunities or flexibility regarding when and where work is carried out 

(schedule flexibilities) or personalized financial package deals (Rosen et al., 2013). Studies 

have started demonstrating that individualized HR practices are beneficial, for example in 

terms of driving employees’ career success (Bal, Van Kleef, & Jansen, 2015), or predicting 

greater affective commitment and citizenship behaviors (Allen et al., 2013). However, with 

few exceptions, all of these studies focused on employees benefiting from HR differentiation, 

thus neglecting the potential negative effects that such individualized HR practices might 

have on co-workers. Among the few exceptions, one is the study by Marescaux and 

colleagues (2013) which have revealed that employees, who were not entitled to 

individualized HR practices, were not committed to their organization. Another exception is 

the study by Gelens et al., (2013) showed that employees who were not identified as talents 

(conceptualized as a form of individualized HR practice) were less satisfied and showed less 

work effort compared to employees who were identified as talents. Altogether, a growing 

body of research has started to demonstrate that individualized HR practices could be a 

double-edge sword, as the presumed positive effects might only be confined to employees 

benefiting from such arrangements.  

Proposition Development 

Deontic Justice Theory Perspective 

Individualized HR practices involve allocation of valuable and limited resources 

among a group of employees and are thus likely to evoke perceptions of (un) fairness among 

these who are not entitled to them (Baltes et al., 1999). To investigate how co-workers react to 

one’s entitlement of individualized HR practices and hence sustain the benefits of such 

practices in a team, we build on the deontic theory of justice as an over-arching framework. 

The key tenet of this theory is that third parties often believe that the standards of fair 

treatment should be upheld and justice violators should be punished, even when they are not 



7 
 

the direct victims of the injustice (Folger et al., 2013). Accordingly, third party reactions arise 

mostly out of moral intuitions of how human beings should or ought to be treated. As such, 

third parties seek fairness simply because it is the right thing to do. However, third party 

motivation to others’ (un)fair treatment might also be out of self-interest, above and beyond a 

sense of moral obligation, duty and moral virtue. In a recent conceptual study, Folger and 

colleagues (2013) argued that there is need to delineate contextual conditions under which 

one’s deontic reactions might be driven by self-orientation and other-orientation. They 

proposed that the appropriateness of behaving in certain ways as an obligation is heavily 

shaped by contextual elements in an organization. To explore this untested tenet of deontic 

theory of justice and to relate it to the effects of individualized HR practices, we integrate the 

role of perceived motivational climate in setting the norms and thus shaping co-workers’ 

reactions to focal employee’s HR differentiation. 

The achievement context (i.e., work environment) in which employees conduct their 

usual tasks plays an important role in their relationships with co-workers (Connelly et al., 

2012). The motivational climate represents such a work context in which criteria for success 

and failure are defined by policies, practices and procedures of employees’ proximal work 

contexts (Nerstad et al., 2013). These perceptions relating to employees’ work contexts help 

them understand what is expected of them for goal achievement and team cohesion (Schulte, 

Ostroff, Shmulyian, & Kinicki, 2009). In other words, perceived motivational climate sets the 

grounds for morally right and wrong behaviors in a team.  

Building on prior research, Nerstad et al., (2013) argued and empirically validated that 

the motivational climate consists of two aspects: a mastery climate and a performance 

climate. In a mastery climate, support and collaboration among co-workers are key tenets that 

define goal achievement and team cohesion (Kiefer & Barclay, 2012). For example, co-

workers are expected to share their knowledge, help each other and contribute to team 
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cohesion by engaging in behaviors that are mutually beneficial (Roberts, 2012). Such a 

climate emphasizes learning, skill development and capability enhancement for each 

employee (Cerne et al., 2014). In such a climate, addressing employees’ unique work needs is 

considered priority because it is expected that employees benefiting from individualized HR 

practices are likely to share the benefits of their entitlement to HR practices with their co-

workers (Rofcanin, Kiefer, & Strauss, 2014).  

On the other hand, a performance climate emphasizes normative criteria for success. 

In such a climate, normative ability, intra team competition and social comparison are criteria 

for effective performance (Ames, 1984). For this reason, employees working in these work 

contexts are likely to show maladaptive behaviors such as hiding knowledge and withdrawing 

support to co-workers when needed (Abrahamsen, Roberts, & Pensgaard, 2008; Cerne et al., 

2014). Due to the norm of competition and social comparison, employees in such climates are 

overwhelmed with comparative information. Because performing better than co-workers is 

the key goal, a negative interdependence is likely to develop among co-workers, hampering 

the sense of team cohesion and togetherness. In a recently emerging research, studies have 

started showing that perceived performance climate predicts employees’ mal-adaptive 

behaviors while perceived mastery climate leads to employees’ adaptive behaviors (Cerne et 

al., 2014). In this research, we propose that employees’ perceptions of mastery or 

performance climate are likely to be important contextual conditions influencing co-workers’ 

(un) supportive reactions to focal employee’s obtained individualized HR practices. 

Co-Workers’ Reactions to Focal Employee’s Obtained Individualized HR Practices:  The 

Moderating Role of Perceived Motivational Climate 

Granting someone individualized HR practices is a significant work event. Such 

practices involve the provision of valuable resources to certain employees and they are likely 

to deviate from standard HR practices (Allen et al., 2013). Moreover, due to fears of 
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resistance and reactions of co-workers, managers or HR departments might be reluctant to 

openly communicate these practices to all team members who are not entitled to them 

(Farndale & Kelliher, 2013). Hence, managing co-workers’ perceptions of fairness is a crucial 

component to achieve sustainable and effective individualized HR practices.  

Deontic theory of justice argues that third-party reactions are relatively rapid 

processes, meaning that people need not to engage in complex cognitive analyses to conclude 

that a moral violation has occurred (Folger et al., 2005).  The theory suggests that deontic 

reactions can be conceptualized in the form of moral intuitions, which refers to a judgment of 

moral right or wrong, that is formed swiftly. Built on this reasoning, we propose that 

employees’ perceived unit climates engender feeling of what is morally right and wrong, 

guiding appropriate behaviors.  

An element of moral intuition is the perceptions of adherence to (v.s., violation of) 

justice rules as reactions to others’ treatment (Folger et al., 2005).  Justice rule adherence 

refers to the extent to which the decision makers follow key rules of justice (Scott, Colquitt, 

Paddock, & Layne, 2009). For distributive justice, adherence refers to allocating outcomes 

based on one’s input (Adams, 1965). Regarding procedural justice, it means providing 

employees with an opportunity to express their views in a decision making process, using 

procedures consistently for all employees and upholding moral standards in executing 

decisions (Colquitt & Rodell, 2015). Regarding interactional justice, adherence refers to 

providing adequate explanations for decision making outcomes (i.e., informational justice; 

Bies & Moag, 1986) and treating everyone with dignity and respect (i.e., interpersonal justice; 

Greenberg, 1993). On the other hand, the perceptions of violation of justice rules refers to the 

extent to which decision makers do not follow key principles of justice. It should be noted that 

we use the terms justice rule adherence and justice rule violation, instead of fairness or 

unfairness, for three reasons. First, fairness and unfairness are likely to be more descriptive 



10 
 

terms and they are morally charged than many of the words that represent the specific justice 

rule adherence and violation principles (Colquitt & Shaw 2005). For this reason, fairness and 

unfairness are likely to be emotionally contaminated to the targets of perceptions. Second, 

decision makers do not necessarily set out to be fair or unfair. However, the behaviors of 

decision makers might be inconsistent, biased, untruthful or insincere and such behaviors are 

likely to be justified by decision makers on the grounds of their goals. Thus, focusing on the 

way decision makers follow or violate specific rules of justice provides a more accurate and 

consistent way of understanding justice phenomena than focusing on the fairness per se (Scott 

et al., 2014). 

We propose that in a high mastery climate, co-workers will react positively to others’ 

obtainment of individualized HR practices; i.e., they will perceive that decision makers adhere 

to principles of justice. In a mastery climate, decision makers (i.e., managers) are likely to 

invest for the unique work needs of employees (Nerstad et al., 2013). Maintaining 

collaboration and sharing information among co-workers define the criteria for success in 

such climates. Managers are thus likely to avoid favoritism and make decisions based on 

objective criteria because due to knowledge sharing among co-workers, favoritism oriented 

behaviors will be in the spotlights of others and hamper team collaboration instantly. Thus, 

co-workers are likely to perceive that principles of distributive justice have been followed 

regarding others’ obtained individualized HR practices.   

In a climate climate characterized by high mastery orientation, collaboration is an 

emphasized norm (Roberts, 2012). Rules, policies and procedures are not imposed in a top-

down manner by managers but they co-evolve through the input of everyone (Ames, 1992). In 

the context of implementing individualized HR practices, all team members are likely to be 

involved in the process and be encouraged to speak up to prevent possible inconsistencies or 

any unethical conducts, for instance when it comes to deciding who is entitled to specific 
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work arrangements. Thus, co-workers are likely to perceive that the principles of procedural 

justice have been adhered to following others’ obtained individualized HR practices in a high 

master climate. 

In a climate characterized by high mastery orientation, social exchange patterns among 

co-workers are shaped positively (Swift, Balkin, & Matusik, 2010). Since sharing is a 

common norm, co-workers treat each other with respect and dignity (Beersma et al., 2003). 

Trust is also a strongly held norm, preventing negative actions such as hiding information 

from others. Employees in a mastery climate are not likely to consider knowledge hiding a 

beneficial option because such a behavior will not be helpful in developing their capabilities 

and work related knowledge (Swift et al., 2010). In the context of individualized HR 

practices, co-workers are likely to perceive that the principles of interactional justice have 

been adhered to. For instance, think of an example where an employee is given an opportunity 

to participate a specific conference related to his or her current task. If this focal employee 

feels that he or she is superior to co-workers and treats them in disrespectful ways, a negative 

interdependence is likely to develop among co-workers, ultimately influencing team 

performance. Since team goals are prioritized compared to individual goals in a mastery 

climate, such avoidance oriented behaviors by the focal employee are naturally punished, 

leading to eventual exclusion from the team. The first proposition of this study is: 

Proposition 1: In a work climate characterized by high mastery orientation, there is a 

positive association between focal employee’s entitlement to individualized HR practices and 

co-workers’ perceptions of decision makers’ justice rule adherence in the form of distributive, 

procedural justice and co-workers’ perceptions of focal employee’s adherence to 

interactional justice. 

In a climate characterized by high performance orientation, individual success 

necessitates an inherent focus on outperforming others (Pensgaard & Roberts, 2002). 
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Employees are expected to hide knowledge from others, which is a norm defining 

performance climate (Poortvliet & Giebels, 2012). This is most likely due to the fact 

employees’ behaviors are driven by the motive to maximize their self-interests relative to their 

co-workers’ and one way for this is hiding knowledge. Since hiding knowledge is the norm, 

co-workers are likely to perceive that managers have not adhered to principles of distributive 

justice. This might arise either out of employees’ goals or managers’ goals. Since 

individualized HR practices involve valuable economic (e.g., bonues) and social (e.g., skill 

development) opportunities, employees in a high performance climate might misinform 

decision makers regarding their input to the team. For instance, consider a performance driven 

sales team. Motivated to obtain extra bonuses or training, it is possible that some employees 

might hide some information from managers such as complaints from customers. The 

motivation to gain personal benefits to the costs of co-workers might lead to unethical 

behaviors and research in related areas has supported this argument. Managers might also 

decide to reward certain employees more compared to others even if their input do not justify 

for such decisions. Such decisions might be driven out of certain goals of managers or out of 

power conflicts that managers might have with others in this team or across teams (Maxwell 

& Watson, 2006). The main point is that since knowledge hiding and performing better than 

others are key characteristics of performance climates, co-workers are likely to perceive that 

decision makers violated the principles of distributive justice following others’ obtainment of 

individualized HR practices. 

In a high performance oriented work climate, a strong emphasis on knowledge hiding 

leads to a form of reciprocity that strengthens low concern for co-workers (Cumming et al., 

2007). Due to seeking competitive advantage via knowledge hiding, the progress of co-

workers and overall team is likely to be hampered (Beersma et al., 2003). In such a climate, 

collaboration is not supported and observed. Managers, alongside the co-workers, are also 
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likely to hold, internalize and engender such norms in their teams. Therefore, in the process of 

granting someone individualized HR practices, co-workers are not likely to be involved in this 

process to voice their opinions. In a related vein, co-workers are likely to perceive that such 

individualized HR practices are provided in a way that violates the standard and transparent 

HR practices. For example, consider a performance driven climate where an employee is 

promoted to a senior position in a team where there were co-workers who held the same 

position and responsibilities. If all of a sudden, this employee is promoted to a new role 

without following the appropriate recruitment procedures (e.g., opening an open 

advertisement for everyone), then co-workers are likely to believe that there was a hidden 

agenda behind the recruitment of this person, leading to perceptions of violation of procedural 

justice.  

In a high performance oriented climate, employees’ goals emphasize interpersonal 

standards of competence (Abrahemsen et al., 2008). That is, people tend to compare their own 

performance with those of others in order to outperform them. Therefore, in a performance 

climate, employees might impair the progress of co-workers by withholding knowledge from 

them and by avoiding social interactions. Because a performance climate strengthens the 

reciprocity norms in response to knowledge hiding, trust and constructive communication 

among co-workers are likely to be damaged (Nerstad et al., 2013).  Therefore, employees who 

are entitled to individualized HR practices will likely keep the benefits of such practices to 

themselves to gain competitive advantage and to ultimately be better than others. Withholding 

information, avoiding justification to others are examples of avoidance oriented behaviors that 

are likely to shape co-workers’ perceptions of violation of interactional justice rules (e.g., 

being treated with respect and dignity).  

Proposition 2: In a work climate characterized by high performance orientation, there 

is a positive association between focal employee’s entitlement to individualized HR practices 
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and co-workers’ perceptions of decision makers’ justice rule violation in the form of 

distributive, procedural justice and co-workers’ perceptions of focal employee’s violation of 

interactional justice. 

A key tenet of deontic justice theory is that people respond to how others are treated in 

order to maintain the social order (Folger, 2001). When there is mistreatment, people respond 

unfavorably because the norms of morality that dictate how others should treat to each other 

are violated (Folger, 1998, 2001). When others are treated fairly, people respond favorably to 

maintain the social order. Deontic justice theory argues that third parties show deontic 

reactions that are primarily focused on retributive justice, redressing the wrong-doing or 

appraising the right-doing. Punishment in return for justice violation or reward for compliance 

with justice serves to restore justice (Darley et al., 2000; Okimoto et al., 2010).   

When an individual fails to abide by the widely held principles of morality, the 

observer responds with moral outrage even though he or she is not directly affected. The 

observer’s moral arousal (i.e., perceptions of justice violation) leads to subsequent deontic 

reactions whereby people experience a sense of tension in response to observed injustices 

(Folger et al., 2013). Third parties are motivated to reduce this discrepancy by restoring 

justice. We propose that in a high performance climate, because one’s obtained individualized 

HR practices will be perceived as violation of justice principles, co-workers will respond 

unfavorably to create a fair work environment for everyone (Greenbaum et al., 2013). Widely 

held principles of morality are value-based systems that might emanate from social 

expectations, norms and beliefs (Folger et al., 2005). In a work context, values are heavily 

shaped by one’s climate. In a high performance climate, one’s success is defined by 

normative criteria. Only those who are best achievers are considered as successful and one 

way and since such behaviors are signaled to be expected, employees are inclined to hide 

knowledge reciprocally (Janssen & Van Yperen, 2004). Since performing better than co-
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workers is the widely held norm, co-workers will be tempted to respond the others’ unfair 

treatment by redressing this injustice. Coworkers are likely to engage in aggressive behaviors 

(negative acts that harm the target of the wrong doing) directed at the focal employee 

(recipient). 

We propose that in a work context characterized by high performance orientation, co-

workers are likely to show social undermining behaviors towards the focal employee who is 

entitled to individualized HR practices. In a high performance climate, since over-performing 

others is a main concern, co-workers are likely to engage in aggressive behaviors that will 

hamper the focal employees’ performance and success at work (Goodstein & Acquino, 2010). 

Social undermining is a relevant behavior as it is defined as ‘‘behavior intended to hinder, 

over time, the ability to establish and maintain positive interpersonal relationships, work-

related success, and favorable reputation’’ (Duffy et al., 2002: p. 332). Perceiving that the 

principles of justice have been violated, co-workers are likely to engage in intentional 

behaviors that will hamper the work related success, relationships and reputation of the focal 

employee (Hershcovis, 2011). Social undermining will send signals that the focal employee is 

not trusted and valued (Vinokur & Van Ryn, 1993). In support of this, research has shown 

that undermining influences one’s self-efficacy (e.g., Chiaburu & Harrison, 2008) and 

performance negatively (Herschcovis & Barling, 2010). Accordingly, co-workers will use 

social undermining as means of justice retribution – punish the focal employee in terms of 

hampering their success, reputation and relationships which are key criteria of success in a 

performance climate. These retributive reactions are morally acceptable in a high performance 

culture. Integrating social undermining also responds to calls for research to study aggressive 

behaviors with focus on relational and social context (Hershcovis & Reich, 2013).  
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Proposition 3: In a work climate characterized by high performance orientation, there 

is a positive association between co-workers’ perceptions of decision makers’ justice rule 

violation and co-workers’ social undermining behaviors directed towards the focal employee.  

Deontic theory of justice suggests that third parties can also be motivated to react 

favorably to others’ fair treatments (Folger et al., 2005). Morally held norms dictate how 

people should treat to each other in order to maintain a social order (Haidt, 2001). In the 

context of work settings, similar to above arguments, perceived climate serves to instill and 

maintain widely accepted norms regarding what behaviors and beliefs are appropriate (e.g., 

Kahneman & Frederick, 2005). Similar norms and behaviors are accepted among members of 

a team with a shared climate. In a high mastery climate, emphasis is on leaning, mastery and 

skill development for each team member (Poortvliet & Giebels, 2012). This means that 

unique needs of employees are valued and addressed. Perceiving focal employees’ obtained 

individualized HR practices fair, co-workers are likely to engage in constructive and approach 

oriented behaviors towards these focal employees. Engaging in social support is in line with 

the norms of a mastery climate. As such, via providing the focal employee with instrumental 

and affective support, functionality of the team is enhanced (Herschcovis & Barling, 2010). 

The recipients of individualized HR practices may be particularly in need of social support 

because of the anxiety and possible uncertainty that accompanies obtaining individualized HR 

deals. Co-workers are in an ideal position to provide focal employees with assistance in 

adjusting to their new experiences, tasks, roles or new work conditions (Chiaburu & Harrison, 

2008). Support might also help the focal employee utilize his or her obtained HR practices 

more effectively, for instance via adjusting to one’s flexible work or location agreements or 

agreeing to share work due to focal employee’s specific work conditions (Liu, Lee, Hui et al., 

2013).  
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Proposition 4: In a work climate characterized by high mastery orientation, there is a 

positive association between co-workers’ perceptions of decision makers’ justice rule 

adherence and co-workers’ social support behaviors towards the focal employee.  

The above propositions imply a moderated mediation process where perceived 

motivational climates moderate the variance in the proposed associations. 

Proposition 5: Perceived motivational climate moderates the mediation of workers’ 

perceptions of decision makers’ justice rule adherence between focal employee’s obtainment 

of individualized HR practices and co-workers’ deontic reactions towards the focal employee.   

Discussion 

Theoretical Contributions 

This study offers several insights for theory and research on individualized HR 

management and organizational behavior. A first contribution relates to our focus on the 

context in discussing the effects of individualized HR practices. The proposed model can be 

considered an initial step to respond to calls for research to explore contingent factors in the 

effects of HR differentiation on employee outcomes. For example, research to date has 

focused on age (Bal & Dorenbosch, 2015), job level (Clinton & Guest, 2013), climate (Bal et 

al., 2012) and the nature of HR practices, such as economic versus social resources 

(Marescaux et al., 2013), to explore the effects of differentiated HR practices on employee 

outcomes. Focusing on the perspective of co-workers, we discussed that only under certain 

conditions, provision of individualized HR practices relates to support from co-workers. 

Understanding the contextual conditions is important because an increasing number of 

organizations have introduced career customization negotiations with their employees (Bal et 

al., 2012). The focus of strategic HRM has been on team or organizational levels (Datta, 

Guthrie & Wright 2005), and few recent studies have adopted a cross-level approach to 

explore the effects of macro-level (e.g. team or organizational) HR practices on employee 



18 
 

outcomes (e.g. Kehoe & Wright, 2013; Snape & Redman, 2010). Therefore, the essence of 

differentiated HR practices, which is the focal employee, has been overlooked. From this 

angle, the conceptual model proposed in this research contributes to research on HR 

differentiation by highlighting its effects and by exploring the role of co-workers and 

perceived unit climate in understanding the circumstances under which these deals are most 

effective.  

Recent research on HR differentiation has begun to show that differentiated HR 

practices contribute to organizational performance and growth (Bal & Dorenbosch, 2015) and 

drive employees’ affective commitment to organizations (Marescaux et al., 2013). However, 

research is still missing with respect to whether and when co-workers are likely to react 

negatively or positively to a focal employee’s HR differentiation (e.g., Marescaux et al., 

2013). Examining co-worker reactions is significant given that most of today’s work is carried 

out in teams where there is interdependence. More importantly, understanding co-worker 

reactions is crucial as the provision of individualized HR practices puts the recipient in an 

advantageous position and automatically triggers the formation of fairness perceptions among 

co-workers (Greenberg et al., 2004).  

The third contribution of the proposed conceptual model relates to our focus on 

fairness in implementing differentiated HR practices. In a recently growing field of research, 

studies in HR management have started to emphasize the benefits of providing individualized 

work arrangements to employees in the form of training, development opportunities (Anand et 

al., 2010) or in the form of flexible location and work schedules (Allen et al., 2013). A 

common thread in this research has been that the benefits of HR differentiation accrue to the 

recipient, but co-workers who are deprived of such opportunities may perceive such 

treatments unfair and react unfavorably. Thus, fairness is which is part and parcel of HR 

differentiation needs to be integrated into individualized HRM literature (Casper & Harris, 
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2008) to explore whether and when the presumed benefits are likely to sustain. Few recent 

studies have started arguing the importance of fairness, for instance, in the context of 

employee’s perceptions of their managers’ fairness in performance appraisal (Crawshaw et 

al., 2012) or the differences between talents and non-talents with regards to how they perceive 

their managers’ decisions in fairness terms (Gelens et al., 2013). Responding to a recent call 

for research on the challenges of HR practices, this research integrates a deontic justice theory 

perspective to explore when co-workers perceive a focal employee’s individualized HR 

practices as fair or unfair. This perspective thus moves career customization (Hill et al., 2008) 

and strategic HR literature forward by introducing a contingency perspective. 

This research also expands deontic theory of justice. Folger and colleagues (2013) 

proposed that context is a crucial determinant of what is a morally right or wrong behavior in 

a situation. They further proposed that context shapes what is a morally desirable and 

appropriate behavior, beyond moral identity. Responding to this call, we highlighted the role 

of perceived motivational climate shaping how co-workers form their fairness perceptions 

regarding others’ HR differentiation and consequently their deontic reactions in the forms of 

helps and undermining (Cerne et al., 2014). Moreover, deontic justice theory proposes that 

third parties are also motivated to respond to others’ treatment favorably. However no 

research has examined or discussed this proposition. Understanding how and when co-

workers’ form favorable justice judgments and engage in approach oriented behaviors is 

important to breed team cohesion. The conceptual model of this research, therefore, expands 

the propositions of deontic justice theory by discussing the effects of HR differentiation as 

double-edged sword, hence pointing out to how co-workers are likely to form both favorable 

and unfavorable justice judgements and react to focal employees’ entitlement to 

individualized HR practices favorably or unfavorably. 

Practical Implications 
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Organizations are increasingly using differentiated HR practices to attract and retain 

employees (Call, Nyberg & Thatcher, 2015), and employees are becoming more concerned 

about their unique work needs (Michaels, Handfield-Jones & Axelrod, 2001). The findings 

therefore offer important practical guidelines for managers and HR departments. First, this 

study raises the possibility that, despite its presumed benefits, HR differentiation might not 

always be sustainable. By shedding lights on the potential unfavorable reactions of co-

workers, our model guides HR managers in making HR investment decisions carefully, with 

short term and long term costs in mind. The costs of co-worker reactions might outweigh the 

benefits of HR differentiation coming from a select group of employees. An important way to 

tackle this undesirable result is to provide explicit guidelines and conduct open 

communications with employees regarding why they are not entitled to individualized HR 

practices while others in the same workplace are. Related research (Den Hartog et al., 2013) 

has found that managers’ communication is crucial in this process, and procedures, guidelines 

and open communications by managers may help reduce grievances among employees who 

are unentitled to similar individualized HR practices. 

Particularly, in a mastery climate, providing individualized deals pays off for everyone 

because in such a climate; facilitating one’s career progress via HR differentiation is a priority 

and co-workers are likely to show supportive behaviors to those who receive individualized 

HR practices. On the contrary, in a performance climate, providing HR differentiation is a 

risky attempt as co-workers are likely to voice and resist to such practices. It is therefore 

crucial in such climates that HR managers provide general principles for the use of 

individualized HR practices which is especially important in cases where information to 

others cannot be provided. Our model emphasizes that fairness perceptions of co-workers is 

crucial in sustaining the effectiveness of HR differentiation in a team. Accordingly, HR 

managers need to be trained on how to describe and communicate HR differentiation practices 



21 
 

not only to its recipients but also to co-workers to emphasize the ways in which they are just 

or unjust. Explaining why others are not entitled to such practices might diminish co-workers’ 

potentially negative consequences. 

Future Agenda 

Sample: By definition, HR differentiation is not likely to be observed at a large scale 

within an organization. Indeed, research from talent management supports this argument and 

reveals that at most 10 % of all employees are subject to preferential treatments in the forms 

of high potentials or talents (Gelens et al., 2013). To increase the chances of observing a wide 

range of HR differentiation practices, recruiting employees from across industries is a 

suggested procedure and used in related research such as job crafting (Bakker & Petrou, 2015) 

and I-deals (Ng & Lucianetti, 2016).  

Full-time employees across organizations constitute appropriate participants for 

research aiming to explore the effects of HR differentiation. To form dyads, employees who 

decide to participate in the study might be requested to ask a co-worker to participate in the 

same study. Participants need to be informed of the confidentiality of their responses and 

specific coding procedures need to be carried out to match dyad members.  

Analyses strategy: The proposed conceptual model includes two members of a dyad 

(focal employee and co-worker) whose tasks are interdependent and therefore analysis of this 

model requires nesting of data. The actor-partner interdependence model (i.e., APIM) is an 

appropriate strategy of analysis as it deals with the violations of statistical independence and 

investigates the dyadic effects. Specifically, APIM allows examining how an individual’s 

predictor variable simultaneously and independently relates to his or her own criterion 

variable (actor effect), and to his or her partner’s criterion variable (partner effect). In APIM 

models, the partner effect allows to test the mutual (i.e., reciprocal) influence between the 

members of the dyad (Kenny et al., 2006).  
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Conclusion 

This study has proposed a conceptual model to explore the effects of HR 

differentiation from non-recipients’ perspectives. In terms of unique theoretical contributions, 

the concept of HR differentiation and how they unfold in a social context have been discussed 

and supported. A finer-grained understanding of the role of co-workers fairness perceptions 

and perceived unit climate are is emphasized. With regard to the effects of HR differentiation 

on non-recipients, the role of overall fairness perceptions and the unit climate – whether the 

work context is perceived to be high on performance orientation or mastery orientation- have 

been introduced and discussed, which constitute unique theoretical contributions to the 

literature on the downside of HR differentiation. Caution is needed in differentiating these 

practices for certain employees, as perceptions of overall fairness among non-entitled 

employees and the degree of differentiation of such practices in the workplace may negatively 

influence employees’ reactions to co-workers and thus might hamper the potential benefits 

that emanate from implementing such practices for a select group of employees. 

 

 

 

 

 

 

 

 

 

 

 



23 
 

REFERENCES 

Adams, J. S. (1965). Inequity in social exchange. In L. Berkowitz (ed.), Advances in 

Experimental Social Psychology, Vol. 2. New York: Academic Press, pp.267-99. 

Allen, T. D., Johnson, R. C., Kiburz, K. M. & Shockley, K. M. (2013). Work–family conflict 

and flexible work arrangements: Deconstructing flexibility. Personnel Psychology, 

66(2), 345-76. 

Ambrose, M. L. & Schminke, M. (2009). The role of overall justice judgments in 

organizational justice research: A test of mediation. Journal of Applied Psychology, 

94(2), 491-500. 

Anand, S., Vidyarthi, P. R., Liden, R. C. & Rousseau, D. M. (2010). Good citizens in poor-

quality relationships: Idiosyncratic deals as a substitute for relationship quality. 

Academy of Management Journal, 53(5), 970-88. 

Arthur, J. B. & Boyles, T. (2007). Validating the human resource system structure: A levels-

based strategic HRM approach. Human Resource Management Review, 17(1), 77-92. 

Bal, P. M., de Jong, S. B., Jansen, P. G. W. & Bakker, A. B. (2012). Motivating employees to 

work beyond retirement: A multi-level study of the role of i-deals and unit climate. 

Journal of Management Studies, 49(2), 306-31. 

Bal, P. M. & de Lange, A. H. (2015). From flexibility human resource management to 

employee engagement and perceived job performance across the lifespan: A 

multisample study. Journal of Occupational and Organizational Psychology, 88(1), 

126-54. 

Bal, P. M. & Dorenbosch, L. (2015). Age-related differences in the relations between 

individualized HRM and organizational performance: A large-scale employer survey. 

Human Resource Management Journal, 25, 41-61. 



24 
 

Bal, P. M. & Kooij. D. (2011). The relations between work centrality, psychological 

contracts, and job attitudes: The influence of age. European Journal of Work and 

Organizational Psychology, 20(4), 497-523. 

Bal, P.M., Kooij, D. T. A. M. & De Jong, S. B. (2013). How do developmental and 

accommodative HRM enhance employee engagement and commitment? The role of 

psychological contract and SOC-strategies. Journal of Management Studies, 50(4), 

545-72. 

Bal, P. M. & Lub, X. D. (2015). Individualization of work arrangements: A contextualized 

perspective on the rise and use of i-deals. In P. M. Bal & D. M. Rousseau (eds), 

Idiosyncratic Deals between Employees and Organizations: Conceptual Issues, 

Applications and the Role of Co-workers. Oxford: Taylor & Francis Group, pp.52-65. 

Bal, P. M. & Rousseau, D. M. (2015). Idiosyncratic Deals between Employees and 

Organizations: Conceptual Issues, Applications and the Role of Co-workers. Oxford: 

Taylor & Francis Group. 

Bal, P. M., van Kleef, M. V. & Jansen, P. G. (2015). The impact of career customization on 

work outcomes: Boundary conditions of manager support and employee age. Journal 

of Organizational Behavior, 36(3), 421-40. 

Baltes, B. B., Briggs, T. E., Huff, J. W., Wright, J. A. & Neuman, G. A. (1999). Flexible and 

compressed workweek schedules: A meta-analysis of their effects on work-related 

criteria. Journal of Applied Psychology, 84(4), 496-513. 

Becker, B. E. & Huselid, M. A. (2006). Strategic human resource management: Where do we 

go from here? Journal of Management, 32(6), 898-925. 

Becker, B. E. & Huselid, M. A. (2011). Bridging micro and macro domains: Workforce 

differentiation and strategic human resource management. Journal of Management, 

37(2), 421-28. 



25 
 

Becker, B. E., Huselid, M. A. & Beatty, R. W. (2009). The Differentiated Workforce. Boston, 

MA: Harvard Business Press. 

Benko, C. & Weisberg, A. (2007). Mass Career Customization: Aligning the Workplace with 

Today’s Nontraditional Workforce. Boston, MA: Harvard Business School Press. 

Bies, R. J. & Moag, J. F. (1986). Interactional justice: Communication criteria of fairness. In 

R. J. Lweicki, B. H. Sheppard & M. H. Bazerman (eds), Research on Negotiations in 

Organizations, Vol. 1. Greenwich, CT: JAI Press, pp.43-45. 

Blau, P. M. (1964). Exchange and Power in Social Life. New York: John Wiley & Sons. 

Bowen, D. E. & Ostroff, C. (2004). Understanding HRM-firm performance linkages: The role 

of “strength” of the HRM system. The Academy of Management Review, 29(2), 203-

21. 

Boxall, P. & Purcell, J. (2008). Strategy and Human Resource Management. Basingstoke: 

Palgrave Macmillan. 

Boxall, P. & Purcell, J. (2011). Strategy and Human Resource Management, 3rd ed., 

Basingstoke: Palgrave Macmillan. 

Call, M. L., Nyberg, A. J. & Thatcher, S. M. B. (2015). Stargazing: An integrative conceptual 

review, theoretical reconciliation, and extension for star employee research. Journal of 

Applied Psychology, 100(3), 623-40. 

Cerne, M., Nerstad, C.G.L., Dysvik, A., & Skerlavaj, M. (2014).  What does around comes 

around: Knowledge hiding, perceived motivational climate and creativity. Academy of 

Management Journal, 57, 172-192. 

Chiaburu D. S., & Harrison, D. A. (2008). Do peers make the place? Conceptual synthesis 

and meta-analysis of coworker effects on perceptions, attitudes, OCBs, and 

performance. Journal of Applied Psychology. 93, 1082-1103.  

 



26 
 

Clinton, M. & Guest, D. E. (2013). Testing universalistic and contingency HRM assumptions 

across job levels. Personnel Review, 42(5), 529-51. 

Collings, D. G. & Mellahi, K. (2009). Strategic talent management: A review and research 

agenda. Human Resource Management Review, 19(4), 304-13. 

Colquitt, J. A., & Shaw, J. C. (2005). How should organiza- tional justice be measured? In J. 

Greenberg & J. A. Colquitt (Eds.), e handbook of organizational justice (pp. 113–152). 

Mahwah, NJ: Erlbaum.  

Colquitt, J. A. & Rodell, J. B. (2015). Measuring justice and fairness. In R. S. Cropanzano & 

J. B. Rodell (eds), Oxford Handbook of Justice in the Workplace, Vol. 1. Oxford: 

Oxford University Press, pp.187-202. 

Combs, J., Liu, Y., Hall, A. & Ketchen, D. (2006). How much do high-performance work 

practices matter? A meta-analysis of their effects on organizational performance. 

Personnel Psychology, 59(3), 501-28. 

Delery, J. E. (1998). Issues of fit in strategic human resource management: Implications for 

research. Human Resource Management Review, 8(3), 289-310. 

Delery, J. E. & Shaw, J. D. (2001). The strategic management of people in work 

organizations: Review, synthesis, and extension. In M. R. Buckley, J. R. B. 

Halbesleben & A. R. Wheeler (eds), Research in Personnel and Human Resources 

Management, Vol. 20. Bingley: Emerald Group Publishing, pp.165-97. 

Den Hartog, D. N., Boon, C., Verburg, R. M. & Croon, M. A. (2013). HRM, communication, 

satisfaction, and perceived performance: A cross-level test. Journal of Management, 

39(6), 1637-65. 

Farndale, E. & Kelliher, C. (2013). Implementing performance appraisals: Exploring the 

employee experience. Human Resource Management, 52(6), 879-97. 

http://h


27 
 

Folger, R. & Cropanzano, R. (1998). Organizational Justice and Human Resource 

Management. Thousand Oaks, CA: Sage. 

Folger, R. & Cropanzano, R. (2001). Fairness theory: Justice as accountability. In J. 

Greenberg & R. Cropanzano (eds), Advances in Organizational Justice. Stanford, CA: 

Stanford University Press, pp.1-55. 

Folger, R., Ganegoda, D.B., Rice, D.B., Taylor, R., & Wo, D.X.H. (2013). Bounded 

autonomy and behavioral ethics: Deonance and reactance as competing motives. 

Human Relations, 66, 905-924. 

Gelens, J., Dries, N., Hofmans, J. & Pepermans, R. (2013). The role of perceived 

organizational justice in shaping outcomes of talent management: A research study. 

Human Resource Management Review, 23(4), 341-53. 

Goodstein, J., & Aquino, K. 2010. And restorative justice for all: Redemption, forgiveness, 

and reintegration in orga- nizations. Journal of Organizational Behavior, 31, 624– 

628.  

Greenberg, J. (1986). Determinants of perceived fairness of performance evaluations. Journal 

of Applied Psychology, 71, 340–342.   

Greenberg, J., Roberge, M. E., Ho, V. T. & Rousseau, D. (2004). Fairness as an “i-deal”: 

Justice in under-the-table employment arrangements. In J. J. Martochio (ed.), 

Research in Personnel and Human Resources Management. Oxford: JAI 

Press/Elsevier Science, pp.1-34. 

Guest, D. E. (2011). Human resource management and performance: Still searching for some 

answers. Human Resource Management Journal, 21(1), 3-13. 

Haidt, J. (2001). The emotional dog and its rational tail: A social intuitionist approach to 

moral judgment. Psychological Review, 108, 814–834. 



28 
 

Hershcovis, M. S., & Barling, J. (2010). Towards a multi-foci approach to workplace ag- 

gression: A meta-analytic review of outcomes from different perpetrators. Journal of 

Organizational Behavior, 31, 24–44.  

Hershcovis, M. S. (2011). Incivility, social undermining, bullying...Oh my! A call to recon- 

cile constructs within workplace aggression research. Journal of Organizational 

Behavior, 32, 499–519.  

 

Hershcovis, M.S. & Reich, T.C. (2013). Integrating workplace aggression research: Rela- 

tional, contextual, and method considerations. Journal of Organizational Behavior, 

S1, 26–42.  

Hill, J., Grzywacz, J., Allen, S., Blanchard, V., Matz-Costa, C., Shulkin, S. & Pitt-

Catsouphes, M. (2008). Defining and conceptualizing workplace flexibility. 

Community, Work and Family, 11(2), 149-63. 

Hornung, S., Rousseau, D. M. & Glaser, J. (2009). Why supervisors make idiosyncratic deals. 

Journal of Managerial Psychology, 24(8), 738-64. 

Hornung, S., Rousseau, D. M., Glaser, J., Angerer, P. & Weigl, M. (2010). Beyond top-down 

and bottom-up work redesign: Customizing job content through idiosyncratic deals. 

Journal of Organizational Behavior, 31(2-3), 187-215. 

Janssen, O. & Van Yperen, N.W. (2004). Employees’ goal orientations, the quality of leader- 

member exchange, and the outcomes of job performance and job satisfaction. 

Academy  of Management Journal, 45, 368 – 384. 

Kiefer, T. & Barclay, L. (2012). Understanding the mediating role of toxic emotional 

experiences in the relationship between negative emotions and adverse outcomes. 

Journal of Occupational and Organizational Psychology, 85(4), 600-25. 

http://h
http://h


29 
 

Lepak, D. P., Liao, H., Chung, Y. & Harden, E. E. (2006). A conceptual review of human 

resource management systems in strategic human resource management research. In J. 

J. Martocchio (ed.), Research in Personnel and Human Resource Management. 

Greenwich, CT: JAI Press, pp.217-71. 

Lepak, D. P., Takeuchi, R. & Swart, J. (2011). How organizations evaluate and maintain fit of 

human capital with their needs. In A. Burton-Jones & J.-C. Spender (eds), Oxford 

Handbook of Human Capital. Oxford: Oxford University Press, Ch.12. 

Liu, J., Lee, C., Hui, C., Kwan, H. K. & Wu, L. Z. (2013). Idiosyncratic deals and employee 

outcomes: The mediating roles of social exchange and self-enhancement and the 

moderating role of individualism. Journal of Applied Psychology, 98(5), 832-40. 

Marescaux, E., De Winne, S. & Sels, L. (2013). HR practices and affective organizational 

commitment: (When) does HR differentiation pay off? Human Resource Management 

Journal, 23(4), 329-45. 

Marescaux E., De Winne S., Sels L., (2015). Co-worker reactions to i-deals: A distributive 

justice perspective. Annual Academy of Management Meeting, Buena Vista, USA. 

Maxwell, G. A., & Watson, S. (2006). Perspectives on line managers in human resource 

management: Hilton International’s UK hotels. International Journal of Human 

Resource Management, 17, 1152–1170. 

Nerstad, C. G. L., Roberts, G. C., & Richardsen, A. M. (2013). Achieving success at work: 

The development and validation of the motivational climate at work questionnaire 

(MCWQ). Journal of Applied Social Psychology, 43, 2231-2250. 

Nishii, L. H., Lepak, D. P. & Schneider, B. (2008). Employee attributions of the “why” of HR 

practices: Their effects on employee attitudes and behaviors, and customer 

satisfaction. Personnel Psychology, 61(3), 503-45. 



30 
 

Nishii, L. H. & Wright, P. M. (2008). Variability within organizations: Implications for 

strategic human resource management. In D. B. Smith (ed.), The People Make the 

Place: Dynamic Linkages between Individuals and Organizations. New York, NY: 

Taylor and Francis Group, pp. 225-248. 

Ng., T. W. H. & Lucianetti, L. (2016). Goal striving, idiosyncratic deals and job behaviour. 

Journal of Organizational Behavior, 37(1), 41-60. 

Okimoto, T. G., Wenzel, M., & Feather, N. T. 2009. Beyond retribution: Conceptualizing 

restorative justice and ex- ploring its determinants. Social Justice Research, 22, 156 –

180.  

O’Reilly, J., & Aquino, K. (2011). How moral identity, power, and belief in the 

organizational justice system influence third party reactions to harm-doing. The 

Academy of Management Review, 36, 526–543. 

Pensgaard, A. M., & Roberts, G. C. (2002). Elite athletes' experiences of the motivational  

climate: The coach matters. Scandinavian Journal of Medicine & Science in Sports, 

12, 54-59. 

Poortvliet, M. & Giebels, E. (2012). Self-improvement and cooperation: how exchange 

relationships promote mastery driven individuals’ job outcomes. European Journal of 

Work and Organizational Psychology, 21, 392-425. 

Rousseau, D. M. (2005). I-Deals: Idiosyncratic Deals Employees Bargain for Themselves. 

New York: M. E. Sharpe. 

Scott, B. A., Colquitt, J. A., & Paddock, E. L. (2009). An actor-focused model of justice rule 

adherence and violation: The role of managerial motives and discretion. Journal of 

Applied Psychology, 94, 756-769. 



31 
 

Skarlicki, D. P., Ellard, J. H., & Kelln, B. R. C. (1998). Third-party perceptions of a layoff: 

Procedural, derogation, and retributive aspects of justice. Journal of Applied 

Psychology, 83, 119–127.  

Skarlicki, D. P., & Kulik, C. T. (2005). Third-party reactions to employee (mis)treatment: A 

justice perspective. In B. M. Staw & R. M. Kramer (Eds.), Research in organizational 

behavior: An annual series of analytical essays and critical reviews (Vol. 26, pp. 183–

229). San Diego, CA: Elsevier Science/JAI Press. 

Skarlicki, D. P., & Rupp, D. E. (2010). Dual processing and organizational justice: The role of 

rational versus experiential processing in third-party reactions to workplace 

mistreatment. Journal of Applied Psychology, 95, 944–952.  

Swift, M., Balkin, D. B., Matusik, S. F. (2010). Goal orientations and the motivation to share 

knowledge. Journal of Knowledge Management, 14, 378–393.  

Turillo, C. J., Folger, R., Lavelle, J. J., Umphress, E. E., & Gee, J. O. (2002). Is virtue its own 

reward? Self-sacrificial decisions for the sake of fairness. Organizational Behavior 

and Human Decision Processes, 89, 839–865.  

Ulrich, D. (2005). 'Foreword', in M.A. Huselid, B.E. Becker and R.W. Beatty (eds). The 

Workforce Scorecard. Managing Human Capital to Execute Strategy, Boston, MA: 

Harvard Business School Publishing Corporation. 

 

 

 

 

 

 

 



32 
 

Figure 1. A Model Depicting When and How Co-Workers Show Supporting Behaviours to Focal 

Employee’s HR Differentiation 

 

 

 

 

Figure 2. A Model Depicting When and How Co-Workers Show Undermining Behaviours to 

Focal Employee’s HR Differentiation 

 

 

 

 


