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: Workers’ perceived fairness in organizational functioning

can at least be classified into two types: distributive
justice and procedural justice. Distributive justice refers
to employees’ perception of the fairness of resource
distribution in the workplace. Procedural justice refers to
employees’ perception of fairness in the decision
processes through which resources are allocated in the
organization. Building on previous research findings, this
research proposes that perceiving unfairness in
organizational functioning and decision making will
decrease an individual’ s work engagement. Moreover, this
research argues that the negative effect of perceived
distributive injustice and procedural injustice on work
engagement will be attenuated when the person’ s need for
achievement is high and when the person’ s leader—member
exchange 1s high. This research is performed through the
questionnaire survey to the subjects of Taiwanese companies
from 388 employees to empirically examine our hypotheses.
Empirical results support the hypotheses of this study.
Theoretical and managerial implications are provided also.

: distributive injustice, procedural justice, need for

achievement, leader-member exchange, work engagement
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The relationship between organizational injustice and
work engagement- The moderating effects of need for
achievement and leader-member exchange

Abstract

Workers’ perceived fairness in organizational functioning can at least be classified into
two types: distributive justice and procedural justice. Distributive justice refers to employees’
perception of the fairness of resource distribution in the workplace. Procedural justice refers to
employees’ perception of fairness in the decision processes through which resources are
allocated in the organization. Building on previous research findings, this research proposes
that perceiving unfairness in organizational functioning and decision making will decrease an
individual’s work engagement. Moreover, this research argues that the negative effect of
perceived distributive injustice and procedural injustice on work engagement will be attenuated
when the person’s need for achievement is high and when the person’s leader-member exchange
is high. This research is performed through the questionnaire survey to the subjects of
Taiwanese companies from 388 employees to empirically examine our hypotheses. Empirical
results support the hypotheses of this study. Theoretical and managerial implications are
provided also.

Keywords: distributive injustice, procedural justice, need for achievement, leader-member
exchange, work engagement



The relationship between organizational injustice and work engagement-
The moderating effects of need for achievement and leader-member
exchange

Introduction

Previous research finds that perceiving organizational distributive justice and procedural
justice may motivate employees’ work engagement. This study contributes to the relevant
literature by examining from a different theoretical viewpoint - the interactionist perspective to
complement scholarly understanding about the boundary conditions in the organizational
justice-work engagement relationship. Based on the interactionist perspective, this study
proposes that workers’ psychological need and their relationship with the supervisor (LMX)
will work with organizational justice perceptions to jointly influence an individual’s work
engagement.

Hypotheses

H1: Perceived distributive injustice will be negatively related to work engagement.
H2: Perceived procedural injustice will be negatively related to work engagement.

H3: The need for achievement will moderate the negative relationship between perceived
distributive injustice and work engagement so that such a relationship will be less negative
when the focal person’s need for achievement is high rather than low.

H4: The need for achievement will moderate the negative relationship between perceived
procedural injustice and work engagement so that such a relationship will be less negative when
the focal person’s need for achievement is high rather than low.

H5: LMX will moderate the negative relationship between perceived distributive injustice
and work engagement so that such a relationship will be less negative when the focal person
maintains a high level of LMX.

H6: LMX will moderate the negative relationship between perceived procedural injustice
and work engagement so that such a relationship will be less negative when the focal person
maintains a high level of LMX.

Results

This research is performed through a questionnaire survey on the subjects of Taiwanese
companies to empirically examine our hypotheses. Finally, 388 responses are collected. This
study adopts hierarchical regression steps to test all hypotheses. Empirical results support the
hypotheses of this study. This study provides empirical evidence to validate that perceiving
distributive injustice and procedural injustice reduce work engagement that may complement
scholarly knowledge about perceived organizational justice and individual work engagement.
The findings from this study can also complement the relevant literature by identifying an
individual’s psychological need and LMX as boundary conditions in the organizational justice-
work engagement relationship.
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