CITY UNIVERSITY OF HONG KONG
B ABTTAER

A Study on the Mechanism of Interpersonal
and Informational Justice’s effect on
Employee’s Performance

ANEDPRME R ATFH B TS EN
PRI

Submitted to
College of Business

rEERRE
in Partial Fulfillment of the Requirements
for the Degree of Doctor of Business Administration

TrE M2

by

Lin Haichuan

A

January 2016
—ZE—AF—H



W =

BFCERET o dHAR AL B T TAEER > [MfFAE [EAHRE (Colquitt, Conlon,
Wesson, Porter, & Ng, 2001) - & TAF$AHAR AP AET TR, &5 RASREERAY
ISR (R 3O A ) ~ RSRARFPRY A (BT BB A ) ~ AR E i EE
HZ B NSRS (B> ABRASE )~ DU EER & T EARIE S (B
{E8A) (Colquitt » 2001) - 1F HATHIAZE H > APUEAEEEZREF 53 HC A F A
FEFF /2 (Roch & Shanock, 2006 ) » (i 15 B A AT APV E BB GA5
B o ARBHFTAE (T &SRB SR AVAESS N HR I T A FEAIE B8 B T4
SO R HA R R AL A S B A A USRI B T A E B R
% 0

AEw S PTIAZE RN A B | (1) ANBAERIE AT B TEIs 2 (2)
PR E RIS RS (AR PR A RIS B A B T ryh i EA + (3)
AN BUATRETE AR A FAME BAEH B THEENE (T8 P RIHEIE -

AR ER R4t IR ST ho ¥ 1 (Dyad) Uik 251 > RE —R R EEBAFE T
=0T 439 £ B T H 96 HEHE FE a5 - (£ = (8 R[H nyhs R
LT (R A —E ) BsHEE - 455885 (D) EEAFMAREAFES
TEEREEE AR © (2) ABRANESY I & THYZ A RIS B E (R A
B - e S AT R THELAE(EE R AR - BB RUE (AR B
% < (3) BEEAFEZEANSEA AR APE A FERR A E RV IEAER 5 A
PRSP BB RS (R TEARBE A S B A FELE & AV IEAHRR - (4) Z2AEER
5 EVE (5 B T80 EAHRE - (5) SERIEEH 1 TEEAFH B TEMNIE
SR EAr T T A A B TEMNIERE s MBREERSE N T
N B TN - (6) SEENTBUATRE /Y I E R E B A B E T
BRI AS RS RS R EAERE - 3573 A& m s A S A8 8 TS
A AE (LA RS EAYIEAHR] -

RIAFEVEERE AR © (1) B8R T A DZR AP ARG B AT Bl
TTH5E » B0 > (55 A FEERANE (EY EAE B AT ABE A BRI RS Y IEAE



B8 5 10 AR BL5 RE Y IEAH R AN (B B A PER B RS (EHVIEAHRE - (2) 8
ARG B AP B TERHYs2 B E A EIRVBEH] - Bl - S2R0E A
BUE EAE AR PANE B AP B TARTHI R/ ER DUCHENBUERRETE
ERAPE A THHENE TR GES LR ER - M EBUEREEE
ANBEAPELE THHEN S (LR (R P AR & RIHYFEETEA -

AT EERERAR © (1) BEERAES AR PAEE A FEREA
[FEIHA > A6 H. - PSR S B TR OB AR A [EIRY - fEi AT DL s
BB 2 TRV 28 - (2) 2t T B THREERTERAIS RIS RS ERYE =
e Sl H AT DUE A IsREL S THY AR G (5 EUR izt & 8 THEERIEE -

(3) FBHERNERE] > HEE A\BUERREE (R A PEYE (£ R (A R 2k
REERER -
BESRT ¢ AFEAY EEATY BLEW sRAEME BRUEE BUaHHRE



Abstract

Researchers have found that organizational justice was positively correlated
with employee’s performance (Colquitt, Conlon, Wesson, Porter, & Ng, 2001). When
perceiving organizational justice, employees will consider the allocation of
organizational resources (distributive justice), the procedures used in an organization
(procedural justice), the interpersonal treatment (interpersonal justice) and the
adequacy of the information provided to employees (informational justice). Much of
the early justice research focused on distributive and procedural justice, few research
focused on interpersonal and informational justice. Based on the social exchange
theory, the present paper proposed the model of effects of interpersonal and
informational justice on employees’ performance, which can enrich the field of
organizational justice and provide suggestions to improve employees’ performance.

The present research includes three components: (1) the influence of
interpersonal and informational justice on employees’ performance; (2) the mediated
role of employees’ cognitive and affective trust on their supervisor in the influence of
interpersonal and informational justice on employees’ performance; (3) the moderated
role of supervisors’ political skills in the influence of interpersonal and informational
justice on employees’ trust on their supervisors.

Based on longitudinal design and dyadic sampling (439 employees and 96
supervisors), a 3-wave survey was implemented, with one month interval between
every two surveys. Results showed that (1) interpersonal / informational justice was
positively correlated with employees’ performance; (2) interpersonal justice was
positively correlated with employees’ cognitive / affective trust on their supervisor,
while informational justice only correlated with cognitive trust on their supervisor; (3)
the relation between cognitive trust and informational justice is stronger than that
between cognitive trust and interpersonal justice, while the relation between affective
trust and interpersonal justice is stronger than that between affective trust and
informational justice; (4) both cognitive and affective trust are positively correlated
with employees’ performance; (5) cognitive trust completely mediated the effect of

informational justice on employees’ performance and partially mediated the effect of



interpersonal justice on employees’ performance, while affective trust only partially
mediated the effect of interpersonal justice on performance; (6) the relation between
informational justice and cognitive trust/ affective trust was positively moderated by
supervisors’ political skill, while the relation between interpersonal justice and
cognitive trust/ affective trust was negatively moderated by supervisors’ political skill.

The theoretical contributions of the present paper include : (1) it showed the
necessary to differentiate the informational justice and interpersonal justice, for
example, the relationship between cognitive trust and informational justice is stronger
than that between cognitive trust and interpersonal justice, while the relationship
between affective trust and interpersonal justice is stronger than that between affective
trust and informational justice; (2) it explored the different mechanism of how the
informational and interpersonal justice influence employees’ performance. For
example, cognitive trust mediated the effect of informational /interpersonal justice on
employees’ performance, while affective trust only mediated the effect of
interpersonal justice on performance; the relationship between informational justice
and cognitive trust/ affective trust was positively moderated by supervisors’ political
skill, while the relationship between interpersonal justice and cognitive trust/ affective
trust was negatively moderated by supervisors’ political skill.

The practical contributions of the present paper are that it let leaders know that
(1) informational justice is different from interpersonal justice, and they have different
influences on employees’ job performance, so leaders can improve employees’ job
performance by improve informational and interpersonal justice; (2) employees’ trust
on their supervisors plays important role in the effects of informational / interpersonal
justice on employees’ job performance, so leaders can improve employees’ trust by
strengthening the communicational and interpersonal interaction; (3) leaders’ political
skill plays important role in the relationship between organizational justice and
employees’ trust in leader.

Keywords: interpersonal justice, informational justice, employee’s performance,

cognitive trust, affective trust, political skill
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