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ABSTRACT. The authors examined justice perceptions of Taiwanese employees in
response to co-workers’ punitive events (punishment by a superior). They developed a
hypothesis based on Chinese indigenous wu-lun principles and the concept of empathy.
Results of the study showed that perceived vert.cal (between superior and subordinate)
and horizontal (between subordinates) relationships jointly affected justice perceptions.
Respondents who perceived low (negative) leader-member exchange with the superior
and high (positive) liking of the punished person showed the lowest justice perceptions.
In conclusion, the authors note that comparativee analysis of organizational justice is a
promising direction for future research.
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PUNISHMENT has been defined as a superior’s imposition of negative conse-
quences or withdrawal of positive consequences for the purpose of decreasing
the likelihood of a repetition of a subordinate’s undesirable behaviors (Arvey
& Ivancevich, 1980). Unlike other management tools, the use of punishment
has been the subject of wide debate and has often been labeled as morally inap-
propriate (Luthans & Kreitner, 1985). It is because of this controversy that
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members of organizations are especially sensitive to punitive events and care
greatly whether a punished co-worker receives the proper level of punishment
in relation to his or her misconduct both in terms of severity and consistency
(Atwater, Waldman, Carey, & Cartier, 2001; Ball, Trevino, & Sims, 1994,
Trevino, 1992).

Our purpose in the present study was to investigate the following question:
When a Taiwanese employee’s co-worker is punished by a superior, are that
employee’s justice perceptions affected by his or her -elationship with the supe-
rior, by a relationship with the punished co-worker, o1 by both? Superior and co-
worker are two important relational categories for any particular employee
because they are hierarchical positions at different levels. Yates and Lee (1996)
proposed that Chinese organizational structure 1s strong vertically but weak hor-
izontally. Chinese decision-making customs are highly sensitive to status differ-
ences (Hofstede, 1980). We expected to find that answers to the question would
reflect a cultural tradition of Confucianism involving the five relationships of
emperor—subject, father-son, husband-wife, elder—younger, and friend—friend
(the wu-lun principles).

We focused our investigation on two particular categories of relationships
within an organization: vertical relationships between superior and subordinate
and horizontal relationships between two subordinates. We drew on literature
in organizational behavior and used the concept of leader-member exchange to
represent the former and interpersonal liking between the focal person and the
punished co-worker to represent the latter. We contend that vertical and hori-
zontal relationships may jointly affect a member’s perceptions toward co-
workers’ punitive events.

Ordering relationships by status is a crucial element in Chinese societies.
The wu-lun principles specify people’s roles and behaviors in relation to one
another and serve as a referent norm of social interactions. Furthermore, Chinese
people use different justice rules depending on the nature of each interpersonal
dyadic relationship (Leung & Bond, 1984). They adopt equality rules for friends
but equity rules for strangers. Hwang (2000, p. 168) stated,

Confucius advocated that procedural justice in social interaction should follow the
principle of respecting the superior. . . . In choosing an appropriate method for dis-
tributive justice, the resource allocator should follow the principle of favoring the
intimate. Furthermore, from the Confucian perspective, it is righteous to make these
decisions in this way.

Such ethical guidelines are dwelt on in the ancient Chinese wu-lun princi-
ples. We believe that such concepts have important implications for Chinese
organizational members’ perceptions and behavior. However, few researchers
have shown the existence and impact of these concepts, either directly or indi-
rectly, by examining Chinese employees’ behaviors or perceptions as indicators
of effects from different dyadic relationships.
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Perspectives of Organizational Justice

Organizational justice has received increased attention from scientists (Fol-
ger & Cropanzano, 1998; Greenberg, 1996). Accumulated evidence supports the
notion that a person’s perception of organizational justice affects his or her job
attitudes (Dailey & Kirk, 1992; Konovsky & Cropanzano, 1991; McFarlin &
Sweeney, 1992) and extra-role behaviors (Farh, Earley, & Lin, 1997; Moorman,
1991; Moorman, Blakely, & Niehoff, 1998).

In spite of pervasive support for the effzcts of organizational justice, theo-
rists have disagreed on how people reach their justice judgments. Some hold a
self-interest perspective and believe that organizational justice is instrumental for
members’ pursuit of self-interest. Others suggest that a person’s moral conduct
takes into account other people’s well-being rather than operating simply on the
basis of self-interest (Konovsky, 2000).

In relation to the former perspective, Konovsky (2000) identified two models
of procedural justice: Thibaut and Walker’s (1975) process control model and the
social exchange model. Thibaut and Walker suggested that people prefer proce-
dures that maximize their personal outcome and that procedural control is the best
means for ensuring the best personal outcome. Regarding the social exchange
model, Konovsky stated, “Social exchange generates an expectation of some
future return for contributions; . . . social exchange relationships are based on indi-
viduals trusting that the other parties to the exchange will fairly discharge their
obligations in the long run” (p. 493). In sum, people’s main desire is to achieve
favorable outcomes, and social exchange demands positive reciprocation and
results in the stabilizing of relationships. People reach their justice judgments on
the basis of self-interest and a fair amount of reciprocity of social exchange.

Lind and Tyler and associates (Blader & Tyler, 2000; Lind, Kray, & Thomp-
son, 1998; Lind & Tyler, 1988; Tyler & Lind, 1992) proposed a “group-value
model”; they argued that group members are concerned with authority structure
and care for long-term relationships with their superiors and with other co-work-
ers. Justice is thus evaluated in relational terms. People use criteria that provide
them with cues regarding their relationship with the group. Moreover, Lind and
Earley (1992) proposed that such group-oriznted processes are more readily
stimulated in collectivistic cultures than in individualistic ones. There seems to
be a need for non-Western evidence on a relational model of organizational jus-
tice. We attempted to serve this purpose with “his study.

Perceiving Punitive Events Empathetically by Taiwanese Employees

Farh et al. (1997) found that traditional Chinese values play a crucial role in
determining Taiwanese employees’ justice perceptions. We hypothesized that Tai-
wanese employees’ justice perceptions toward co-workers’ punitive events would
be strongly related to their particular dyadic relationships with the superior and
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with the punished co-worker. One major reason that such relationships have an
impact on justice perceptions lies in the person’s empathy with a target person (cf.
Davidson & Friedman, 1998). As Batson (1991) stated, empathy “is a resuit of the
perceiver adopting the perspective of the person in need” (p. 83). To empathize,
someone “imagin(es) how the person is affected by his or her situation” (p. 84).
The higher a person’s attachment to the target, the stronger the empathy.

We expected that Taiwanese employees’ justice perceptions toward co-
workers’ punitive events would be related to their empathy toward the punished
co-worker or toward the superior. On the basis of the prediction of Chinese wu-
Iun principles, third-party employees are likely to show a higher degree of empa-
thy toward a superior while putting blame on the punished, other things being
equal. This prediction is opposed to that normally found in Western cuiture, in
which there is often a general distrust of people in higher ranks.

Approximates of Vertical and Horizontal Relationships

We used leader—member exchange to assess subordinates’ judgment of
superior—subordinate relationships. Graen and Scandura (1987) argued that a
superior tends to treat each subordinate differently. The differences in a dyadic
exchange are shown in the supervisor’s expression of trust in and delegation to
the subordinate and of the subordinate’s loyalty to, commitment to, and trust in
the superior (Yukl, 2000). Subordinates are likely to confirm superiors’ behav-
iors toward them by responding to expectations as self-fulfilling prophecies
(Darley & Fazio, 1980).

The leader—-member exchange between superior and subordinate may affect
a member’s justice perceptions as follows: A subordinate who perceives a high
(or positive) leader-member exchange with a superior is more likely to stand on
the superior’s side, believing that whatever that superior does is just. The pun-
ishment is considered necessary for the company. A subordinate who perceives a
positive leader-member exchange is also more likely to acknowledge the formal
procedures used for punitive decisions and see that these procedures are execut-
ed by the superior. However, if a subordinate perceives a low (or negative)
leader—member exchange, he or she does not consider the superior a trustworthy
person and tends not to acknowledge that the punishment follows a due process.
It is likely that the subordinate will consider the punishment too severe.

Unlike a superior, subordinates are in the position of being rewarded or pun-
ished. We used interpersonal liking to assess horizontal relationships between
two colleagues. Here, liking the punished co-worker refers to a person’s general
attitude. Research has shown that the more a colleague likes a fellow employee,
the more favorable are the evaluations of that employee (Anderson & Shackle-
ton, 1990; Cardy & Dobbins, 1986; Wayne & Liden, 1995; Wayne, Liden, Graf,
& Ferris, 1997). We expected to find that the degree of liking affects a person’s
justice perceptions of a punitive event. We anticipated that the better the liking
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relationship between a colleague and the punished employee, the less likely that
the colleague would perceive the punishment as just. That is to say, the more a
person likes his or her punished co-worker, the more he or she would empathize
with that co-worker and see the punishment as unjust; if the punished co-worker
was not liked, the punishment would be seen as just.

Justice Perceptions Among Different Relational Types

In considering effects that are a result o either vertical and horizontal rela-
tionships in a Chinese context, what does an organization member perceive when
his or her co-worker is punished by a superior? To simplify the underlying rela-
tionships, we dichotomized each relationship (the superior-subordinate relation-
ship and the subordinate-subordinate relationship) into high versus low. A high
leader-member exchange/liking person refers to someone close to and with high
trust in the focal person. A low leader-member exchange/liking person is some-
one distant from and with little trust in the focal person. Within this construct, we
created the following four types of employees and derived justice perceptions in
terms of each relational type:

Type 1: High leader—-member exchange with the superior and low liking of
the punished co-worker;

Type 2: High leader—member exchange with the superior and high liking of
the punished co-worker;

Type 3: Low leader-member exchange with the superior and high liking of
the punished co-worker; and

Type 4: Low leader-member exchange with the superior and low liking of
the punished co-worker.

Justice Perceptions in Terms of Relational Types

The Type 1 person tends to empathize with the superior’s decisions more
than with the punished co-worker. People close to a superior usually view the
superior’s actions as benevolent and reasonable. At the same time, those who are
not close to the punished co-worker have a formal work relationship with the
punished person. When the co-worker is punished, Type 1 people tend to
attribute the blame to the co-worker, believing that he or she deserves the pun-
ishment and that the decision procedure follows a due process. For the Type 1
person, we predicted a high positive perception of distributive (a perception relat-
ed to the fairness of punishment received) and procedural (a perception related to
the fairness of the decision-making process) justice.

The Type 2 person maintains quality relationships with both the superior and
the punished co-worker. Type 2 members face “social dilemmas,” that is, situations
in which social pressures come from two different sources. Type 2 people are good
friends with the punished co-worker and tend to empathize with him or her.
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Because they are also close to the superior, they are also likely to agree that his or
her actions are reasonable from the standpoint of management. A Type 2 member’s
tavoring of one person may somehow hurt the relationship with the other party.
One possible solution to disentangle the complexity in a Chinese society is to act
according to the wu-[lun principles. Drawing on the wu-{un principles, people often
demand a higher expectation of someone with less power than one with greater
power (Yang, 1993). If Type 2 people abide by such rules, all else being equal, we
predicted that they would perceive moderate distributive and procedural justice.

The Type 3 person is not close to the superior but is close to the punished co-
worker. Of the four types, Type 3 people empathize most with the punished co-
worker and least with the superior. Although Type 3 people may abide by the wu-
lun principles and turn away from their trusted co-worker, it is more probable that
such rules will not dictate their perceptions in such cases. We argue here that the
principle that vertical relationships supersede horizontal relationships may not be a
general rule and tends to be situational. Rather than overriding a person’s attitude
when the issue is related to someone for whom the member has a strong aftinity,
this principle has an impact when no other salient social pressures are present or
when the situation elicits no controversial demands. There are many cases in mod-
ern Chinese socicty, for instance, in which a person identifies with his or her
spouse’s behaviors while going against his or her parents. Today, a superior (as the
Emperor in ancient days) may not elicit such u strong response as to cause aban-
donment of close friends or colleagues.

Consequently, we expected that Type 3 people would empathize with the
punished co-worker, not with the superior. In addition, Type 3 people would be
likely to have little chance to participate in the superior’s decision processes and
to have no knowledge ot how the punishment decision was made. We expected
that they would have low distributive and procedural justice perceptions.

The Type 4 person should be the most objective category because these peo-
ple do not have close relationships with either the superior or the punished co-
worker. Relative to Type 1 and Type 2 people, Type 4 people tend to empathize
little with the superior and have low justice perceptions. Relative to Type 3 peo-
ple, Type 4 people tend to have high justice perceptions because they empathize
less with the punished co-worker.

On the basis of the preceding arguments, using the concept of the
leader-member exchange to asscss subordinates’ judgment of superior—
subordinate relationships and liking to assess horizontal relationships between
two colleagues, we proposed the tollowing hypothesis: There exist interaction
effects on justice perceptions toward a co-worker’s punitive event from (a) the
leader-member exchange quality between a superior and a group member and
(b) the liking between a group member and a punished co-worker.

In addition, although we expected to find that Type 3 individuals had the
lowest justice perceptions, our arguments for predicting the specific differences
among the four types are far from substantiated. This is especially the case
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because most Chinese indigenous concepts have not yet been tested empirically.
To match the exploratory nature of the current literature, we did not specify our
predictions on the differences among the four types. Consequently, we conduct-
ed post hoc tests in place of a priori tests in the analysis.

Finally, related literature suggests that an individual’s view of the motive of
justice (Lerner, 1977) may also affect justice perceptions (Ball et al., 1994).
According to Lerner, justice is a basic need of human nature, and, consequently,
organization members expect to see good behaviors rewarded and bad ones pun-
ished. Although the concept has been construed in a Western context, we expected
to find that Chinese co-workers would also vary in their tendency to believe that
the world is a just place. Hence, we needed to control such individual effects in our
analysis. To test our hypothesis, we measured justice perceptions for the specific
punitive events, leader-member exchange, liking, and the belief in a just world.

Method

Procedure

In Taiwan, members of businesses are usually of Chinese descent and are
greatly affected by Confucian philosophy and beliefs. We used a convenience
sampling technique to collect data: We first contacted the personnel or manage-
ment office to get permission to do the survey. We asked whether the company
had had a disciplinary incident within the past 6 months. We provided those com-
panies that agreed to participate in the research with questionnaires and return
envelopes. We asked the contact person in the company to write the name of the
punished person and that of the supervisor in the designated blanks of the ques-
tionnaire. (We made sure that the punished person shared the same supervisor
with the respondents.)

Although these procedures do not pose legal and privacy problems in Tai-
wan, they may create such issues in the United States. An alternative to this
method would be to ask permission from the punished person and the supervisor.
By doing so, however, one might have difficulty in acquiring enough participants
for the survey or encounter potential sampling biases (e.g., we might have
obtained highly inconsequential cases or ones of which everyone in the compa-
ny was aware). We assured the respondents of confidentiality by saying that no
scores would be disclosed to anyone other than the researchers. During the sam-
pling process, however, most companies avcided telling the focal punished per-
son and his or her supervisor about the survey.

Farticipants

We obtained a total of 104 usable responses that contained 19 punitive cases
in 15 companies. Cases included fist fighting, getting drunk during work hours,



34 The Journal of Social Psychology

causing casualties at a construction site after disobeying safety rules, being
extremely inefficient, and having bad work attitudes. The respondents were 40
women (38.5%) and 64 men (61.5%). Their work experience ranged from 1 to
33 years (M = 13 years), and their management experience ranged from 0 to 24
years (M = 6.6 years).

Measures

Justice perception. We adopted the Ball et al. (1994) justice perception question-
naire with a 5-point Likert-type scale to assess respondents’ perceptions of puni-
tive events. Because the original questionnaire was used to assess the punished
person’s justice perceptions, we changed the subject terms from “I” to “he” or
“she.” The Ball et al. factorial results showed four dimensions for procedural jus-
tice (constructiveness, subordinate control., privacy, and negative supervisor
demeanor) and one dimension for distributive justice (harshness). We reversed
the scores for harshness as the respondents” distributive justice scores, and we
summed the scores for four subdimensions of procedural justice scores into the
total scores.

Leader-member exchange. We asked the respondents to rate their perceived
exchange relationships with their supervisors. We used Bauer and Green'’s
(1996) 8-item quality of leader-member exchange questionnaire with a 7-
point Likert-type scale. The questionnaire was originally designed by Scan-
dura and Graen (1984). Examples of items are “I usually know where I stand
with my manager”; “I usually know how satisfied my manager is with me”;
“My manager recognizes my potential well”; and “I would characterize the
relationship I have with my manager as extremely effective.” Bauer and Green
(1996) reported Cronbach alphas at different points in time as .92 and .94,
respectively.

Belief in a just world. Rubin and Peplau (1973) used a 6-point Likert scale to
develop the Belief in a Just World Questionnaire. The authors reported Cronbach
alphas for two ditferent samples as .80 and .81, respectively.

We translated the three questionnaires into Mandarin, after which another
bilingual colleague back-translated the Chinese version into English. The final
Chinese version was based on extensive consultation with several Taiwanese pro-
fessors in organizational behavior. In addition, after we finished our study, we
came across a concurrent study by Gu (1999), who examined employees’ orga-
nizational citizenship behavior in the Taiwanese information industry. Gu used
Scandura and Graen's (1984) 7-item questionnaire with a back-translation tech-
nique. We compared Gu’s version and our leader—-member exchange question-
naire and found the two to contain similar expressions, providing additional
external validity to our version.
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Liking. We designed two items to assess each respondent’s liking of the punished
person: (a) I like this person very much as a person and (b) I think the person
would make a good friend (both items were in Mandarin Chinese). We asked for
responses on a 7-point Likert-type scale.

High Versus Low Dichotomy

To create a 2 x 2 factorial design (Leader~Member Exchange x Liking), we
dichotomized the respondents into high and low categories. We used the scores
of a middle point (4) in the 7-point Likert-type scale. We then re-coded
leader-member exchange and liking scores that were greater than four as high
and scores of less than or equal to 4 as low. The resulting four cells were Type 1
(Leader-Member Exchange > 4 and Liking < 4), 29 respondents; Type 2
(Leader-Member Exchange > 4 and Liking > 4), 39 respondents; Type 3
(Leader-Member Exchange < 4 and Liking > 4), 10 respondents; Type 4
(Leader~Member Exchange < 4 and Liking < 4), 26 respondents.

Results

Table 1 shows means, standard deviations, and correlation coefficients for
the overall sample (N = 104). The findings incicated two significant relationships
between these variables. Specifically, leader-member exchange was correlated
with perceived procedural justice (r = .38), and distributive justice was highly
correlated with procedural justice (r = .56); toth ps < .001. The measure of lik-
ing responses was not strongly correlated with any of the variables. These results
suggest that the respondents who perceived themselves as close to a superior
reported more procedural justice toward the punitive event. All the alpha coeffi-
cients for the scales were above the minimum acceptable value of .70 suggested
by Nunnally (1978).

We performed a multivariate analysis of variance (MANOVA) to compare the

TABLE 1
Descriptive Statistics and Correlations (N = 104)

Variable M SD 1 2 3 4

1. Leader-member exchange 4.43 0.93 92

2. Liking 4.29 1.33 .07 95
3. Distributive justice 3.17 0.75 15 —-.11 70
4. Procedural justice 3.05 0.54 38wk .01 S56x** .86

Note. Cronbach alphas (in bold) are on the diagonal.
¥Ep < .001.
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FIGURE 1. Interaction effects between leader—-member exchange and liking
on distributive and procedural justice toward co-workers’ punitive events. For
leader—member exchange/liking, 1 = high, 0 = low.
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perceptions of distributive justice and of procedural justice simultaneously across
two levels (high vs. low) of leader-member exchange and of liking and controlled
the effects with belief in a just world. As Table 1 shows, the scores of perceptions
of distributive justice were highly correlated with those of procedural justice. The
use of a MANOVA accounts for correlations within the dependent variables. Also,
the MANOVA offered us means to examine the effect of two independent variables
on two dependent variables without inflating the possibility of a Type I error and
gave us the potential to gain a better picture of the data (Maxwell, 1992).

We used a MANOVA test on the interaction effect before conducting multi-
ple comparisons of means. If a MANOVA shows significant differences, then
each of the dependent variables can be examined to assess where the differences
among types exist. Because of the exploratory nature of this study, we chose a
relatively lenient (p < .10) level of significance to test the hypothesis. The
MANOVA revealed a significant multivariate Leader-Member Exchange x Lik-
ing interaction, Wilks’s lambda = .95, F(2, 98} = 2.56, p < .10. Univariate F tests
also revealed a significant Leader-Member Exchange x Liking interaction on
perceptions of distributive justice, F(1, 99) = 2.91, p < .10, and a significant
Leader-Member Exchange x Liking interaction on perceptions of procedural

TABLE 2
Mean Scores for Distributive and Procedural Justice Toward
Co-Worker’s Punitive Events, by Leader-IMember Exchange and Liking

Liking
Low High Total
Exchange/liking M SD M SD M SD

Distributive justice

Leader—-member exchange

High 325! 077 3200 0.80 325 078
Low 3205 0.60 258 072 3.03 068
Total 323 069 311 082 317 075

Procedural justize

Leader-member exchange

High NI 0.59 3212 0.49 3.17 053
Low 2.95% 043 2.54; 0.59 284 051
Total 3.03 0.52 3.08 0.57 305 0.54

Note. N = 104. Superscripts indicate type number. Subscripts indicate results of Scheffé post hoc
comparison of means. Means with no subscripts in common differ significantly, as indicated by a
least significant difference test for multiple comparisons bztween means.

For distributive justice, p < .10; for procedural justice, p < .05.
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justice, F(1,99) =4.77, p < .05, thus supporting our proposed hypothesis. A plot
of the mean scores for each type is shown in Figure 1.

To identify the source of the interaction effects, we then conducted a Schef-
fé post hoc comparison of means. Results of the Scheffé tests (Table 2) showed
that respondents with high liking relationships with the punished and low
exchange relationships with the superior (Type 3 respondents) perceived punitive
events as significantly lower in distributive justice than did Type 1 and Type 2
respondents (ps < .10). Furthermore, results of the Scheffé tests revealed that
Type 3 respondents also perceived punitive events as lower in procedural justice
than did Type 1 and Type 2 respondents (ps < .05).

Finally, a higher belief in a just world, the covariate, led to more positive per-
ceptions of distributive justice, F(1, 99) = 436, p < .05; however, a higher belief
in a just world did not lead to more positive perceptions of procedural justice,
F(1,99) = .13, p > .10.

Discussion

Recent studies have shown that managers acknowledge the existence of
social effects resulting from discipline (Atwater et al., 2001; Butterfield, Trevi-
no, & Ball, 1996). Atwater et al. (2001) found significant differences between the
perceptions of third-party observers and those of managers and the recipients of
the punishment. Yet, the underlying cause for such potential social effects has
been largely unexplored. To explore these effects, we adopted a relational per-
spective and studied organization members’ justice perceptions toward a co-
worker’s punitive event in terms of vertical and horizontal relationships simulta-
neously. This research adds to the literature on organizational justice in general
and specifically to literature on Chinese organizational behavior.

This study provides evidence for a relational model of social justice in the
context of Chinese culture. In Figure 1, we see that those with the lowest justice
perceptions were the ones with high liking scores and low leader-member
exchange scores. Hence, as expected from our hypothesis, the magnitude and type
of relationship with superior and colleague jointly determined a person’s justice
evaluations.

We may also use Lind and Tyler’s (1988) group-value model to interpret our
results. Group members construct their identities on the basis of the groups to
which they belong, what they think of the groups, and how their groups function.
They form justice perceptions through the influences of those around them (cf.
Lind et al., 1998). Our data provide evidence that the respondents’ justice per-
ceptions were strongly correlated with their relationships with superiors. Mem-
bers value their group’s decisions, and they generally are willing to act accord-
ingly. This interpretation parallels the Atwater et al. (2001) findings that,
compared with the punished co-worker, the third-party observers reported more
vicarious learning from the discipline event.
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In addition, our study supplemented a group-value model by adding a dif-
ferential effect for group members in terms of justice perceptions. That is to say,
viewing the group as a whole to be the source of a member’s identity oversim-
plifies the phenomenon. Group members hold multiple relationships with supe-
riors and colleagues. The overall, interrelated relationships determine their final
justice evaluations.

This study does have several limitations. First, we used leader-member
exchange and liking as approximations of vertical and horizontal relationships.
There may exist multiple dimensions of vertical relationships and horizontal rela-
tionships. Leader-member exchange and liking represent only limited assess-
ments of a complicated social phenomenon. We must be very careful in inter-
preting the data,

Furthermore, there is a potential social dzsirability bias for the liking scale.
We used two positive items to measure liking that might have encouraged our
respondents to respond favorably toward the target co-worker. The results for the
privacy dimension of procedural justice in our study might contain biases. If per-
fect privacy did exist, it would have been impossible for us to conduct research,
for in order to respond to our questionnaires, the organization members had to
have at least minimum knowledge about the punitive events. Those who knew
nothing about the events had been excluded, so our sample contained only a par-
tial list of all potential respondents.

Finally, a number of companies declined our request and did not participate
in our survey. We would have no way of knowing how the particular companies
who agreed to participate might be similar to or different from other companies
in Taiwan, so we cannot generalize our study results beyond the particular con-
venience sample.

By performing this study, we hoped to draw attention to a non-Western exam-
ination of issues of organizational justice. Our data provide a preliminary answer
to our proposed question. We believe that comparative studies on organizational
Justice will definitely be a promising direction “or future research. For instance, in
a recent article, Mueller, Iverson, and Jo (1999) reported the societal and cultural
differences of middle school and high school teachers’ distributive justice evalua-
tions. It is likely that indigenous ethical principles in each culture may be used as
Justifications or excuses in resolving social and organizational conflicts.

When these ethical or ideological accounts will be used and when they will not
be used is a starting point for a more general framework of organizational justice
(cf. Schminke, Ambrose, & Noel, 1997). We found evidence within an indigenous
postulation of organizational justice in Taiwan, and we will surely see promising
research outcomes in relation to justice in communist China (cf. Meindl, Hunt, &
Cheng, 1994). Nevertheless, we wonder, can corporate employees in more tradi-
tional societies such as China reconcile social dilemmas simply by abiding by an
ancient philosophy, or should they pursue other means to achieve justice? These
questions remain unanswered and require further exploration in future studies.
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Finally, people’s justice perceptions may also be affected by their beliefs
about justice in the world around them. Lerner (1977) has successfully found evi-
dence for a just world motive theory in North American culture (Tanaka, 1999),
but this theory has not been tested widely in Eastern cultures. Our MANOVA
results did show a significant effect of belief in a just world on respondents’ dis-
tributive justice perceptions. Thus, it is likely that Taiwanese employees’ justice
perceptions regarding the severity of co-workers’ punishment are determined
more in terms of their just world motives and beliefs than in relational terms. The
existence of justice motives and their effects on organizational behavior is a
promising subject for future studies across cultures.
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