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A CLOSER LOOK AT THE RELATIONSHIP BETWEEN JUSTICE
PERCEPTIONS AND FEEDBACK REACTIONS: THE ROLE OF
THE QUALITY OF THE RELATIONSHIP WITH THE SUPERVISOR

Marjolein FEYS, Nele LIBBRECHT, Frederik ANSEEL, & Filip LIEVENS
Ghent University

Two field studies were undertaken to investigate the nature of the relationship
between justice perceptions and feedback reactions. Previous work suggests
that the relationship between procedural justice and feedback reactions is
mediated by the quality of the relationship with the supervisor. However, there
are also good theoretical reasons to hypothesise that the relationship between
justice perceptions and feedback reactions is moderated by relationship quali-
ty. Across two field studies, we found support for both mediated and moder-
ated relationships. Results of the moderator analyses showed that the positive
relationship between justice perceptions and feedback reactions was more pro-
nounced for subordinates in a low-quality relationship with their supervisor.
The present results provide useful suggestions for enhancing feedback reac-
tions in organisations.

Providing feedback to employees (i.e., giving people information about
the outcomes of their achievements with the purpose of stimulating develop-
ment and learning) is believed to be essential for maintaining and increasing
employee motivation and satisfaction (Jawahar, 2006). Although meta-ana-
Iytic results have shown that feedback interventions do not always increase
performance, they suggest that these interventions improve performance on
average (Kluger & DeNisi, 1996). In organisations, the assumption also pre-
vails that giving employees feedback is essential to improve individual and
organisational performance. Traditionally, organisations rely on performance
appraisal and performance reviews as vehicles for giving employees feed-
back, thereby improving their performance (Gregory & Levy, 2008).

Although almost every large organisation uses some type of performance
appraisal method, there seems to be quite some dissatisfaction about perfor-
mance appraisal. Lawler (1994, p. 106) aptly summarised this discontent-
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ment: “The problem — and it is well documented — is that most performance
appraisal systems do not motivate individuals nor guide their development
effectively”. In recent years, there have been calls to conduct more research
about the efforts organisations can undertake to turn performance appraisal
into a more effective feedback intervention (e.g., Levy & Williams, 2004). In
this regard, it seems especially important to improve our understanding of
why and when employees are inclined to accept and use feedback given to
them. Only when employees are prepared to use and accept the feedback they
receive during performance appraisal, it can be expected that performance
appraisal leads to employee development (Anseel, Lievens, & Levy, 2007).
The present paper aims to gain a better insight into the factors that can
enhance feedback reactions in performance appraisal. Recent research sug-
gests that two principles are of key importance. On the one hand it seems
important for employees to establish a good relationship with their supervi-
sor (the provider of feedback). On the other hand it is crucial for employees
to have the feeling they are treated in a fair manner during the performance
appraisal (Elicker, Levy, & Hall, 2006; Leung, Su, & Morris, 2001). In this
study, we will explore both a mediated and moderated model explaining the
relationship between these two principles (relationship quality and procedur-
al justice perceptions) and feedback reactions. While previous research sug-
gested that relationship quality and justice perceptions have (indirect) main
effects on feedback reactions supporting a mediated model, we believe that
theoretical work would also be supportive of other interrelationships. More
specifically, we hypothesise that maybe the influence on feedback reactions
exerted by one factor depends on the influence of the other factor. In other
words, we will not only test mediated main effects, but we will also examine
the interaction effect between relationship quality and procedural justice on
feedback reactions. In order to guarantee the robustness and generalizability
of our findings, we examine the hypotheses in two different field studies with
different types of performance appraisal and different operationalisations of
the variables studied. A better understanding of the role of the two assumed
principles (relationship quality and procedural justice) in determining feed-
back reactions following performance appraisal may enable practitioners to
develop strategies for improving performance appraisal in organisations.

Importance of feedback reactions for development

The way employees react to their supervisor’s feedback has been shown
to be a key determinant of future employee motivation and development
(Cawley, Keeping, & Levy, 1998). Keeping and Levy (2000) concluded that
the reactions of feedback receivers are probably the best criterion to evaluate
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performance appraisal systems. Hence, it is not surprising that feedback reac-
tions have already been examined in numerous organisational contexts (e.g.,
selection, 360°-feedback, assessment centres, etc.) (for an overview, see
Anseel & Lievens, 2006). Theoretical models concerning the feedback
process (e.g., Illgen, Fisher, & Taylor, 1979) suggest that two types of feed-
back reactions are important in determining employee development after
feedback, namely feedback acceptance and perceived feedback utility.
Feedback will result in development and improved performance only if
employees are willing to accept and use feedback for further development
(Ilgen et al., 1979; Kinicki, Prussia, Wu, & McKee-Ryan, 2004).

Determinants of feedback reactions
Previous research

Previous research has identified several factors that determine feedback
reactions. On the one hand, studies revealed that individual differences are
important, indicating that, among others, factors such as emotional stability
(e.g., Fletcher, Taylor, & Glanfield, 1996), self-efficacy (e.g., Atwater &
Brett, 2005), core self-evaluations (e.g., Bono & Colbert, 2005) and goal ori-
entations (e.g., Crown, Slocum, VandeWalle, & Fu, 2005) seem to have an
impact on feedback reactions. On the other hand, many situational factors
have been found to influence reactions following feedback. Credibility of the
feedback source (e.g., Fedor, Davis, Maslyn, & Mathieson, 2001), and the
specificity, consistency and format of the feedback message (e.g., Atwater &
Brett, 2006; Davis, Carson, Ammeter, & Treadway, 2005; Stone & Stone,
1985) are examples of such situational factors.

Although all these factors have been found to influence feedback reac-
tions, probably the most important factor in feedback interventions is the sign
of the feedback message (Anseel & Lievens, 2006). Feedback sign
(favourable or unfavourable) is important because it has a tremendous influ-
ence on how employees respond to performance appraisals (Landy & Farr,
1980). This finding is in line with the assumptions of “self-enhancement”
theory, which asserts that individuals react more favourably to positive
appraisals than they do to negative appraisals (Schrauger, 1975). People are
motivated to elevate the positivity of their self-conceptions and will do any-
thing to protect their self-concepts from negative information. People are
concerned with increasing the positivity of the self as a means for achieving
a high level of self-esteem (Sedikides & Strube, 1997). In organisational
research, this assumption has also been supported: positive feedback leads to
more favourable employee feedback reactions, whereas negative appraisals
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cause dissatisfaction (Anseel & Lievens, 2006; Bannister, 1986; Brett &
Atwater, 2001; Facteau, Facteau, Schoel, Russel, & Poteet, 1998; Halperin,
Snyder, Shenkel, & Houston, 1976; Illies, De Pater, & Judge, 2006; Stone &
Stone, 1985; Tonidandel, Quifiones, & Adams, 2002). Although feedback
sign is an important predictor of employee reactions towards feedback, it
does not offer many developmental strategies for practice. Thus, besides
feedback sign, it is important to look for situational factors that can be con-
trolled by the organisation. Given the great importance of feedback sign as a
predictor of feedback reactions, this factor will be included as a control vari-
able in all analyses.

Procedural justice perceptions

The fairness of performance appraisals has been identified as an important
criterion in judging their effectiveness and utility for organisations (Erdogan,
2002). Research investigating the effects of justice in organisations is typi-
cally grouped under the name organisational justice theory (Greenberg,
1987; 1990). Colquitt, Conlon, Wesson, Porter, and Ng (2001) investigated
the dimensionality of organisational justice and found evidence for four dis-
tinct types of justice. In the organisational justice literature, initially a dis-
tinction was made between distributive justice and procedural justice
(Adams, 1965; Deutsch, 1975; Homans, 1961; Leventhal, 1976). Later on
researchers introduced two other factors of organisational justice, namely
interpersonal and informational justice, that are both grouped under the name
‘interactional justice’, defined as the interpersonal treatment people receive
as procedures are enacted (Bies & Moag, 1986). Distributive justice deals
with the fairness of the distribution of tangible outcomes. Conversely, proce-
dural justice focuses on the fairness of the procedures to achieve those out-
comes (Greenberg, 1987, 1990; see also Bies & Moag, 1986, for other jus-
tice principles). In other words, procedural justice refers to the fairness per-
ception of the means by which outcomes are allocated, but not necessarily to
the outcomes themselves (Cropanzano, Bowen, & Gilliland, 2007). An
important requirement for feedback to be accepted is that the procedures
used during performance appraisal are perceived to be fair and just
(McDowall & Fletcher, 2004). If an employee is treated fairly by a supervi-
sor or an organisation, he or she is more likely to perceive the feedback to be
accurate (Leung et al., 2001; Reis, 2002). Various studies have confirmed
that procedural justice is important in the context of performance appraisals.
In the 1970s, researchers found that many employees perceived their organ-
isation’s performance appraisal to be unfair (Levine, 1975). Furthermore,
employees perceived the appraisal system to be fairer when they got the
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opportunity to express their feelings (‘voice’) (Landy, Barnes, & Murphy,
1978; Landy, Barnes-Farrell, & Cleveland, 1980). Recent studies (Jawahar,
2007; Kavanagh, Benson, & Brown, 2007; Roberson & Stewart, 2006) have
provided further evidence that in a performance appraisal context there is a
positive relationship between procedural justice and the motivation to
improve performance following performance appraisal. From a practical per-
spective, we expect procedural justice to be the type of justice that is most
controllable by the organisation. Organisations can easily control the proce-
dures by which employees receive feedback, or standardise rules as to how
performance appraisals should be conducted. Because of this and the afore-
mentioned evidence concerning procedural justice in shaping reactions to
feedback, in these studies we will focus solely on investigating the relation-
ship between this type of justice, relationship quality and feedback reactions.

Relationship quality

Research suggests that, in addition to fairness, a good relationship
between employees and the supervisor providing feedback is crucial for
feedback acceptance. In this regard, leader-member exchange theory refers
to the quality of the relationship between supervisor and subordinate (Graen
& Scandura, 1987). This theory suggests that supervisors determine what
role employees will fulfil in the organisation (Graen, 1976). These roles
define the quality of the relation between supervisor and subordinate (Lind
& Zmud, 1991; 1995). According to the LMX-model (Dienesch & Liden,
1986; Liden, Sparrowe, & Wayne, 1997), employees who are trusted by the
supervisor are allocated more important roles to fulfil than employees whom
the supervisor has a less favourable relationship with. In one of the first stud-
ies examining this relationship, LMX was found to be an important predic-
tor of employees’ reactions to performance feedback. Employees who
reported a personal and trusting relationship with their supervisors, reported
more positive reactions to feedback, while an impersonal and less trusting
relationship between supervisor and subordinate led more to negative reac-
tions (Snyder, Williams, & Cashman, 1984). Kacmar, Zivnuska, Witt, and
Gully (2003) found in a study of 188 private sector workers that employees
in a high-quality LMX relationship received higher performance appraisals
than employees in a low-quality LMX relationship. In a sample of managers,
Russel and Goode (1988) reported that satisfaction with the supervisor was
related to performance appraisal satisfaction. Giles and Mossholder (1990)
also reported a high correlation (r = .61) between supervisory satisfaction
and performance appraisal satisfaction (see also Jawahar, 2006).
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Mediation hypothesis

Although there seems to be relative consensus that both relationship qual-
ity and justice perceptions play an important role in shaping feedback reac-
tions after performance appraisal, less is known about the specific interplay
of these two factors in determining feedback reactions (e.g., van
Knippenberg, De Cremer, & van Knippenberg, 2007). One group of studies
suggests that high procedural justice is an antecedent of high relationship
quality. Leung and colleagues (2001), for example, examined whether high
interpersonal justice, which is often considered to be an aspect of procedur-
al justice (Bies & Moag, 1986; Tyler & Bies, 1990), has an impact on an
employee’s attitude towards his or her supervisor. In two studies, fair feed-
back led to a more favourable attitude towards the supervisor, and both these
variables were related to feedback acceptance. These findings provide sup-
port for the assumption that procedural justice can improve employees’ rela-
tionship with the supervisor.

Another stream of studies suggests that high-quality relationship may be
associated with honest and just behaviour by the supervisor. Elicker and col-
leagues (2006) found evidence for a relationship in this direction. They
developed a theoretical model of justice perceptions during the feedback
process and found that the relationship between relationship quality and
feedback reactions was mediated by the perception of voice in the appraisal
process and the perception of distributive, interactional and procedural jus-
tice. Thus, favourable feedback reactions following performance appraisal in
a high-quality relationship could be ascribed to how employees were treated
during the performance appraisal and the subsequent justice perceptions.
Because these findings were based on cross-sectional data, we should, of
course, be careful in drawing any conclusions about causal relationships (see
Elicker et al., 2006).

Finally, Sparr and Sonnentag (2008) found that LMX was a mediator in
the relationship between justice perceptions and employee well-being fol-
lowing the feedback process. They found that procedural justice (besides dis-
tributive, interpersonal and informational justice) led to improved LMX,
which, in turn, increased subordinate well-being. As in the study by Elicker
et al. (2006), true causality between fairness and LMX could not be con-
cluded. Drawing on these findings, and as can be seen in Figure 1, we will
explore whether the relationship between procedural justice perceptions and
feedback reactions is mediated by relationship quality. The following
hypothesis is formulated:

Hypothesis 1a: The positive relationship between procedural justice per-
ceptions and feedback acceptance and perceived utility will be mediated by
relationship quality.
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Figure 1
Mediation model of procedural justice, feedback acceptance/utility and
relationship quality

Moderation hypothesis

As discussed above, although studies have shown that relationship quali-
ty and perceived justice are important elements in feedback reactions fol-
lowing performance appraisal, few studies have examined how these factors
are interrelated and exert an influence on feedback reactions. In previous
studies examining the link between relationship quality and procedural jus-
tice, the correlation between both variables ranged from .38 to .50 (Elicker et
al., 2006; Masterson, Lewis, Goldman, & Taylor, 2000; Sparr & Sonnentag,
2008). This correlation suggests that, although these variables are highly
related, the effects of relationship quality and procedural justice on feedback
reactions are by no means identical, and the interaction effect between both
these variables may also be important. So, from an empirical point of view,
apart from a mediated path through relationship quality, we believe that the
effect of procedural justice on feedback reactions might also be moderated
by the level of relationship quality.

This moderated relationship is not only possible from an empirical point
of view, but theoretical work also seems supportive of such a relationship.
Relational theories of procedural fairness for example predict that fair pro-
cedures signal to the employees that they are respected and accepted by
group members (De Cremer & Tyler, 2005; Tyler & Blader, 2000, 2003). In
this manner, procedural fairness is interpreted as a social influence process
and there exists considerable evidence that people are more influenced by
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people that are alike or that are valued by them than by other people
(Goethals & Nelson, 1973). This leads us to expect that procedural fairness
will have more pronounced effects with low levels than with high levels of
relationship quality. If employees do not have an a priori good relationship
with their supervisor, the signalling function of fair procedures may become
more important. Based on these insights from organisational justice theory
we expect that a subordinate who has an unfavourable relationship with the
superior (low relationship quality), but who feels that the performance
appraisal was correctly conducted (high procedural justice), will be satisfied
with the feedback and be more willing to accept and use it. From a practical
perspective, high procedural justice seems to protect the subordinate from
unfair negative feedback ratings from a malicious rater or from any unwant-
ed ‘political’ rating behaviour that would arise during the performance
appraisal process. Conversely, we expect that, in case everything did not go
according to the rules during performance appraisal (low procedural justice),
this can be compensated by a good supervisory relationship (high relation-
ship quality). When procedural justice is low, the amount of relationship
quality the employee has towards the supervisor can provide the employee
with the certainty that the feedback received will not be disproportionately
unfair. Having a good relationship with one’s supervisor may appear to be a
good protection to ‘political games’ in performance appraisal. In short, we
expect feedback acceptance to be especially low when perceived justice is
low and when relationship quality is low. When perceived justice is high or
relationship quality is high, we expect more favourable feedback reactions.
Figure 2 depicts this second hypothesis:

Hypothesis 1b: The positive relationship between performance appraisal
justice perceptions and feedback acceptance and perceived utility will be
moderated by relationship quality. This positive relationship will be more
pronounced for subordinates in a low-quality relationship with their supervi-
sor than for subordinates in a high-quality relationship.

Study 1

The first study was conducted in a local division of a multinational glob-
al technology company. More specifically, we measured employee percep-
tions of feedback after they went through a performance appraisal discus-
sion. In this first study, we focused on feedback acceptance as the dependent
variable.
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Figure 2
Moderation model of procedural justice, feedback acceptance/utility and
relationship quality

Method
Participants and procedure

In the company we conducted this study, all employees have an annual
performance appraisal review in which they receive feedback by their direct
supervisor on their achievements of the last year. We informed 565 employ-
ees about the study via e-mail. The next week a cover letter discussing the
study and containing an internet link to the actual questionnaire was e-mailed
to the employees. Two weeks later a reminder was e-mailed. Study partici-
pation was voluntary. Two hundred and thirty-five employees completed the
questionnaire, yielding a response rate of 41.60%. Due to a technical prob-
lem with the electronic data collection we had usable data only for 219 par-
ticipants.

Most of the participants were men (82.6%) and the participants’ ages ranged
from 18 to 65 years (M = 30). Participants had an average tenure of 10 years
in the company (SD = 8) and an average experience of 6 years in their cur-
rent position (SD = 6). Most of the participants (62%) had their last perfor-
mance appraisal review 8 months prior to the study and 8% had their last per-
formance appraisal review 20 months prior to the study. The performance
appraisal review for the other 30% of the respondents took place between
21 and 25 months prior to the study.
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Measures

Control variables

Several studies found that the longer people work for an organisation, the
less open they are towards receiving feedback. In other words, these studies
found that organisational tenure is negatively related to feedback seeking
behaviour (Ashford, 1986; Ashford & Cummings, 1985; VandeWalle,
Challagalla, Ganesan, & Brown, 2000). Given these findings, years of tenure
in the company, years of experience in the current position, and the moment
of the last performance appraisal review were included as control variables
in our analyses. These variables were assessed with single item measures that
asked participants how many years of tenure they had in the organisation,
how many years of experience they had in their current position, and when
they had been given their last performance appraisal review. Gender and age
were also included as control variables. In addition, we controlled for feed-
back sign in the first step of the regression as previous research indicated that
negative feedback engenders unfavourable feedback reactions (Anseel &
Lievens, 2006). We used three items to measure positive feedback and three
items to measure negative feedback (Steelman, Levy, & Snell, 2004).
Respondents were asked to response to these items using a 7-point Likert-
type scale ranging from 1 (strongly disagree) to 7 (strongly agree). Sample
items are “When I do a good job at work, my supervisor praises my perfor-
mance” for positive feedback and “In the performance session my supervisor
tells me when my work performance does not meet organisational standards”
for negative feedback. Internal consistency was .83 for positive feedback and
.82 for negative feedback.

Procedural justice

A four-item procedural justice scale developed by Keeping, Makiney,
Levy, Moon, and Gillette (1999; see also Keeping & Levy, 2000) was used.
This procedural justice scale is specific to the performance appraisal context.
Responses were made on a 7-point Likert-type scale, ranging from 1 (strong-
ly disagree) to 7 (strongly agree). A sample item from this scale is “The pro-
cedures used to evaluate my performance were fair”. The internal consisten-
cy of this scale was .96.

Leader-member exchange (LMX)

To measure the quality of exchange between supervisors and subordi-
nates, we used the seven-item Leader-Member Exchange (LMX7) scale
(Scandura & Graen, 1984). The LMX?7 scale focuses on the nature of the
general working relationship between an employee and his/her supervisor
and is by far the most frequently used LMX measure (Gerstner & Day,
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1997). In their meta-analysis, Gerstner and Day (1997) showed that the
LMX7 measure has sound psychometric properties. The LMX measurement
consisted of seven questions with 5-point Likert-type scales, with 1 indicat-
ing a bad relationship with the supervisor and 5 indicating a good relation-
ship with the supervisor. A sample item is “How would you characterise your
working relationship with your supervisor?”. The internal consistency esti-
mate of this scale (.91) was similar to the one of previous studies (i.e., Elicker
et al., 2006; Scandura & Schriesheim, 1994).

Feedback acceptance

Acceptance of feedback refers to employees’ belief that the feedback
given during the performance appraisal review is an accurate portrayal of his
or her performance (Ilgen et al., 1979; Kinicki et al., 2004). We used six
items of Stone, Gueutal, and Mclntosh’s (1984) measure of feedback accu-
racy (Elicker et al., 2006; Keeping & Levy, 2000), which are typical items
for measuring the extent to which employees perceived the evaluation as
accurate. Employees indicated their responses on a 7-point scale, ranging
from 1 (strongly disagree) to 7 (strongly agree). A sample item from this
scale is “The feedback was an accurate evaluation of my performance”. The
internal consistency of this scale in the current sample was .88.

Results

Descriptive statistics, correlations, and internal consistency reliabilities
for all study variables are presented in Table 1. We first conducted confirma-
tory factor analyses to examine the distinctiveness of our constructs (e.g.,
LMX, procedural justice and feedback acceptance). In a first model all three
observed variables (i.e., LMX, procedural justice and feedback acceptance)
were posited to load on a single latent factor. Conceptually, this model does
not distinguish between the three observed variables. The second model
hypothesised two distinct yet intercorrelated latent factors, wherein LMX
and procedural justice were hypothesised to load on the first latent factor, and
feedback acceptance was hypothesised to load on the second factor.
Conceptually, this model distinguished between the two independent vari-
ables and the dependent variable. The third model hypothesised three distinct
yet intercorrelated latent factors, wherein LMX was hypothesised to load on
the first latent factor, procedural justice was hypothesised to load on the sec-
ond latent factor, and feedback acceptance was hypothesised to load on the
third latent factor. Conceptually, this model distinguishes between the three
observed variables and considers them as measures for different constructs.
The results of this analysis can be found in Table 2. The one- and two-factor
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models showed no outstanding fit to the data. Conceptually however, this
could be expected as procedural justice and LMX are measuring different
constructs and were hypothesised to load on one factor. The three-factor
model, however, fitted the data significantly better than the one-factor model
in both studies, so we can conclude that the three constructs measured were
empirically distinct from each other.

To test for the mediating effect of LMX (Hypothesis 1a), we used Baron
and Kenny’s (1986) multi-step regression procedure. We first controlled for
the demographic and control variables and for feedback sign. Then, a 3-step
analysis was conducted by (a) regressing the mediator (LMX) on the inde-
pendent variable (procedural justice), (b) regressing the dependent variable
(feedback acceptance) on the independent variable (procedural justice), and
(c) regressing the dependent variable (feedback acceptance) on both the inde-
pendent (procedural justice) and mediator (LMX) variables. According to
Baron and Kenny (1986), in order for complete mediation to occur: (a) the
independent variable must affect the mediator in the first equation; (b) the
independent variable must be shown to affect the dependent variable in the
second equation; (c) the mediator must affect the dependent variable in the
third equation; and (d) the independent variable must no longer be significant
in the third equation. As can be seen in Table 3, the independent variable
(procedural justice) significantly predicted the mediator (LMX) (8 = .23, p
< .001). Procedural justice also affected feedback acceptance (f = .45, p <
.001), as did LMX when controlling for procedural justice (f = .22, p < .01).
Furthermore, as can be seen in Table 3, the significant positive effect of the
independent variable (procedural justice) did not disappear when the media-
tor (LMX) was taken into account (f§ = .40, p < .001). Thus, the independent
variable (procedural justice) remains significant when including LMX. To
further test the mediation effect, a direct test of the full mediational path
(Procedural justice perceptions -> LMX -> Feedback reactions) was con-
ducted using a Sobel test (Sobel, 1982). Results of the Sobel test showed that
the indirect path from procedural justice to feedback acceptance (z = 2.52, p
< .05) was significantly different from zero, which is indicative of mediation
(Baron & Kenny, 1986). Hence, Hypothesis 1a was partially supported. The
impact of procedural justice on feedback acceptance was partially mediated
by LMX.

Next, we conducted a hierarchical multiple regression analysis to see
whether the interaction term was significant as proposed by Hypothesis 1b.
We again controlled for the demographic and control variables and for feed-
back sign in the first step. In the second step, the main effects of the two cen-
tred independent variables (i.e., LMX and procedural justice) were entered in
the equation. Finally, in the third step the interactive term computed using the
centred variables of LMX and procedural justice was entered. As shown in
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Table 4, feedback sign explained a significant and substantial amount of vari-
ance of feedback acceptance (AR?= .43, F(8, 203) = 18.74, p < .001). LMX
and procedural justice perception explained a significant additional variance
above these control variables (AR?= .16, F(10, 201) = 28.44, p < .001). As
hypothesised, the interaction between LMX and procedural justice percep-
tion was also significant (f =-.15, p < .05) and explained 1% of the variance
in feedback acceptance above the previous predictors (AR?= .01, F(11, 200)
=26.87, p < .05). Although 1% additional variance explained is rather mod-
est, some authors (e.g., Aguinis, 1995 in Haworth & Levy, 2001; McClelland
& Judd, 1993) noted that an interaction that accounts for as much as 2% of
the variance is impressive for interactions in field studies, and that such
trends, especially at an exploratory stage, should not be ignored. Based on
this information, we believe it is warranted to conclude that even one addi-
tional percent of variance is notable.

Hypothesis 1b predicted that the positive relationship between justice per-
ceptions in performance appraisal and feedback acceptance is moderated by
LMX and that this positive relationship would be more pronounced for
employees in a low-quality LMX relationship. To determine if the pattern of
the interaction was consistent with our hypothesis, we plotted the interaction
in Figure 3 where low LMX was presented as the mean of LMX - 1SD, and
high LMX was presented as the mean of LMX + 15D (see O’Connor, 1998).
In addition, simple slopes analyses were performed through special macros
developed by O’Connor (1998). The standardised regression coefficients of
the simple slopes were 3 = .52 (p < .001) for low LMX and 3 = .38 (p <.001)
for high LMX: they are thus both positive and significantly different from 0.
As can be seen from Figure 3, the low-LMX slope is, as hypothesised, a lit-
tle bit steeper than the high-LMX slope, though it is clear that this difference
is quite small. As predicted by Hypothesis 1b, Figure 3 reveals that the rela-
tionship between procedural justice and acceptance of feedback was slightly
more pronounced for individuals with low LMX. In conclusion, the results
from this first study thus show support for a (partially) mediated as well as a
moderated model as both Hypothesis 1a and 1b were supported.
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Figure 3
Interaction of LMX and procedural justice on feedback acceptance (Study 1)

Study 2

To examine the generalizability and robustness of the results obtained in
Study 1, we tested our hypotheses in a different context. In Study 2, we
examined reactions on received feedback from performance monitoring in a
call centre. In performance monitoring, supervisors monitor how their
employees perform by observing, examining, and/or registering their work
behaviours, with or without technological assistance (Brewer & Ridgway,
1998; Stanton, 2000). In this context, calls were monitored by supervisors
according to fixed procedures and employees received feedback afterwards.
Electronic performance monitoring is making strong inroads in practice. For
instance, more than 65% of companies surveyed by the American
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Management Association used employee monitoring or surveillance
(Orthmann, 1998), and over 75% of large American companies electronical-
ly monitor their employees (Alder, 2001). As shown by Brewer and Ridgway
(1998), monitoring seems to play an important role in the development and
maintenance of effective work performance. For performance monitoring to
be effective, it is crucial that employees are satisfied with the performance
appraisal review system and perceive it as fair (Stanton, 2000).

Research revealed that employees express fear towards performance mon-
itoring if it is unclear how the data will be used (Stanton & Julian, 2002).
These results point to the importance of feedback in a performance monitor-
ing context. In addition, performance monitoring is one of the forms of per-
formance appraisal that leads to the most stress among employees (Hedge &
Borman, 1995). Therefore, perceived feedback utility by employees is cru-
cial in such a context. Thus, conducting this second study allowed us to test
our hypotheses with perceived feedback utility as the dependent variable.

Method
Farticipants and procedure

The study was conducted in a Belgian market research company. The com-
pany has its own call centre where employees call consumers at random to
inquire information about certain products or services. During the data collec-
tion period, 135 employees worked for the call centre of which 30 came to the
centre on a daily basis. The questionnaire was administered with a web-based
(intranet) survey. Questionnaires were completed by 90 employees. Due to a
technical problem with the intranet that was solved within one day, 7 ques-
tionnaires could not be used for further analyses (response rate = 61.48%).

Most of the respondents were female (54.2%) and the respondents age
varied from 18 to 57 years (M = 23, SD = 6). Experience is expressed here
as the number of shifts the employees had worked in the call centre. In this
call centre, employees can work in a morning or evening shift. Employees’
experience varied from 4 to 792 shifts, with an average of 157 (SD = 195).

Measures

Control variables

As in Study 1, we controlled for experience (expressed in number of
shifts) and feedback sign (positive/negative) of the last performance
appraisal review, in addition to demographic variables (gender and age).
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Performance appraisals were gathered on review cards. These cards consist
of 28 items which are scored by the rater with -1 (bad), 0 (average) or +1
(good). The individual item scores were added up and a total evaluation score
was formed, ranging between -28 and +28. The feedback was mainly nega-
tive when the total score was negative and mainly positive when the total
score was positive. Sample items used in the performance appraisal are

9

“marking answers”, “improvisation ability”, and “pronunciation”.

Procedural justice

According to Williams and Levy (1998), the perceived justice of the per-
formance appraisal is determined by the insight one has in the performance
appraisal system. The authors report a correlation of .54 between system
knowledge and perceived justice. This led them to the conclusion that system
knowledge is an important antecedent for procedural justice. In accordance
with Williams and Levy (1992), we also use the Perceived System
Knowledge (PSK) or the knowledge of the performance appraisal system as
an indicator of perceived procedural justice. We used seven items of the scale
developed by Williams and Levy (1992) that were specific to the current con-
text. Respondents rated their agreement with each statement using a 7-point
Likert-type scale, ranging from 1 (strongly disagree) to 7 (strongly agree). A
sample item from this scale is “I understand how the performance appraisal
system works”. The internal consistency of this scale was .71. However, a
confirmatory factor analysis found a better fit of the data when this variable
was measured using six instead of seven items. Therefore, we omitted one
item from this scale and conducted our analysis with the six remaining items.
The internal consistency of the six-item scale was .75.

Supervisory trust

We used four items (Korsgaard & Roberson, 1995) to measure the level of
trust respondents have in their supervisor. This measure allowed us to assess
the quality of exchange between supervisors and subordinates. Employees
responded to the items using a 7-point Likert-type scale ranging from 1
(strongly disagree) to 7 (strongly agree). The internal consistency of this
scale was .84. A sample item is “I trust my manager”.

Feedback utility

Perceived utility was measured with four items developed by Greller
(1978). Each item was rated on a four-point scale: (1) I do not feel this way
at all, not at all, (2) I feel somewhat like this, a little, (3) I feel generally like
this, pretty much and (4) I feel exactly this way, completely. The internal con-
sistency of this scale was .91. A sample item is “The appraisal helped me
learn how I can do my job better”.
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Results

Table 5 presents the descriptive statistics, correlations, and internal con-
sistencies of the Study 2 variables. In this study we conducted the same con-
firmatory factor analyses on the constructs measured as we did in Study 1.
Here as well, a 3-factor model fitted the data significantly better than a 1-fac-
tor model: the assumed independence of the constructs measured was thus
supported in this study as well. Results of these analyses can be found in
Table 2. As was already mentioned, these analyses showed that a better fit
was obtained when ‘procedural justice’ was measured using six instead of
seven items. Thus, one item was omitted from the procedural justice scale.

To test Hypothesis la we conducted the same mediation analysis as in
Study 1. In the first step, we controlled for the demographic variables and
feedback sign (see Study 1). As can be seen from Table 6, justice was sig-
nificantly related to supervisory trust (8 = .38, p < .01) and to feedback util-
ity (B = .31, p < .01). Supervisory trust significantly predicted feedback util-
ity, controlling for justice (8 = .32, p < .01). The addition of the mediator
reduced the size of the direct effect of justice on feedback utility (8= .19, p
> .05) and reduced the effect to non-significance, suggesting full mediation.
We again conducted a Sobel test of the mediational path (Justice ->
Supervisory trust -> Feedback utility). Results showed that the indirect path
from justice to feedback utility (z = 2.22, p < .05) was significantly different
from zero. These results imply that the independent variable (justice) affects
the dependent variable (feedback utility) indirectly, through the mediating
variable (relationship quality). Thus, Hypothesis 1a was supported.

Next, we conducted a hierarchical multiple regression analysis to examine
Hypothesis 1b. As in Study 1, we controlled for the demographic variables
and feedback sign in the first step. As can be seen in Table 7, the interaction
term reached significance (b = -.21, p < .05) and the model with the interac-
tion variable explained significantly more variance than the model with only
the main effects of procedural justice and trust (AR? = .05, F(7,75) =4.28, p
<.05). This means that the level of trust in the supervisor moderated the rela-
tionship between procedural justice and feedback utility.

To determine whether this interaction was consistent with our hypothesis,
as in Study 1 we used the O’Connor (1998) method. Here as well, the stan-
dardised regression coefficients of the simple slopes were calculated using
the special macros developed by O’Connor (1998): only the one for low
supervisory trust appeared to be significantly different from O, namely f =
46 (p < .01). The high-trust coefficient did not reach significance: § = -.03
(p > .05). As can be seen from Figure 4, the low-trust slope is indeed steep-
er than the slope for high supervisory trust as the high-trust slope is not
sig nificantly different from 0. Figure 4 thus reveals that there is a positive
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relationship between feedback utility and justice if there is a low level of trust
in the supervisor. When the employees have little trust in their supervisor, the
perceived justice of the performance appraisal system has to be high to con-
sider the feedback as useful. Thus, feedback is considered as useful if one of
both predictors is high. Hence, Hypothesis 1b is supported in Study 2. In
sum, results of Study 2 were also in support for both a mediated and a mod-
erated model.

Supervisory
7,00 Trust

Low supervisory
trust
High supervisory

6,00 trust

5,00

Feedback utility
g
|

o /

2,00

1,00

I I
4,53 6,20

Procedural justice

Figure 4
Interaction of supervisory trust and procedural justice on feedback utility (Study 2)



FEYS, LIBBRECHT, ANSEEL, & LIEVENS 149

Discussion

The present study’s aim was to examine organisational factors that may
enhance feedback reactions in performance appraisal because feedback reac-
tions are an important condition for employee development. On the basis of
recent feedback literature, we expected two variables to be of main impor-
tance: on the one hand, the quality of the relationship with the supervisor, and
on the other hand the perception of procedural justice. We explored two alter-
native models (a mediation and a moderation model) that may explain the
interplay between procedural justice, relationship quality, and feedback reac-
tions.

Across the two field studies, we found evidence for a (partially) mediated
relationship between procedural justice and feedback reactions through rela-
tionship quality as hypothesised in previous models. Furthermore, the results
of the two studies indicated that a moderated model (i.e., an interactive effect
of procedural justice and relationship quality) explained a significant amount
of variance in the dependent variables. Thus, the interplay between the vari-
ables under study suggests that, in line with our theoretical underpinnings, a
moderated effect might also be a viable mechanism relating procedural jus-
tice to feedback reactions. Interpreting this moderated model shows that in
order for feedback to be considered as useful and acceptable, it is necessary
to have a perception of high procedural justice, especially when the quality
of the relationship with the supervisor is low. That is, high justice can com-
pensate for a low level of relationship quality: when the quality of the rela-
tionship with the supervisor is low, feedback will be more considered as use-
ful when there is high procedural justice. It seems that when employees have
a lower level of relationship quality, they are more influenced by perceptions
of high procedural justice than when relationship quality is high. In this sense
it seems that a high level of procedural justice becomes more important when
there is a low level of relationship quality, supporting our hypothesis. The
fact that these results were found in two different studies examining two dif-
ferent types of performance appraisal systems and using different opera-
tionalisations of the variables, adds to the robustness and generalizability of
our results.

Given that both models were to a large extent supported in both studies,
this leaves us in a difficult position to draw conclusions. Both models might
be viable explanations for the interrelationships under study as our current
results do not allow one to conclude that one model fits the data better than
the other. Therefore, we believe the value of this study lies in its demonstra-
tion of the need for more additional empirical and theoretical work refining
the effects of relationship quality and justice in performance appraisal. Our
findings imply that it might be useful to go beyond the assumed mediated
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relationships between both variables and feedback reactions, and that their
effects may be to some extent interdependent. However, our results clearly
await further replication. Future research should therefore scrutinise possible
interactive effects. Our results may also be a basis for refining current theo-
retical models. In the models of Elicker et al. (2006) and Roberson and
Stewart (2006), for example, justice is depicted as a mediator of the rela-
tionship between relationship quality and feedback reactions, as well as of
the relationship between feedback accuracy and motivation to improve per-
formance. Based on our findings, it seems possible to refine the model of
Elicker et al. (2006) by also considering relationship quality as a moderator
that alters the relationship between justice and feedback reactions. In the
model of Roberson and Stewart (2006), it might be worthwhile to add rela-
tionship quality as a moderator in the postulated relationship between justice
and the motivation to improve performance. Thus, our findings can help
other researchers to explore interaction effects between relationship quality
and justice and to pay more attention to moderated, next to mediated, rela-
tionships when developing new models of feedback reactions.

Our results may also have important implications for organisational prac-
tice. The two variables that influence feedback acceptance, namely relation-
ship quality and procedural justice, are controllable by organisations. Thus,
organisations can plan interventions to improve relationship quality as well
as (perceptions of) justice. Supervisors, for example, can be trained in build-
ing a better relationship with their employees, and companies can stimulate
activities that increase mutual trust (e.g., social activities). Giving employees
the opportunity to express their feelings and giving them voice may help in
creating a procedural justice climate. Furthermore, supervisors can be trained
in the correct use of the procedures and criteria relevant for feedback giving
(e.g., consistently applying transparent appraisals).

Of course, given the limitations of our research design, we have to be care-
ful when drawing conclusions. A first limitation is that both studies were
conducted using a cross-sectional design. Therefore, it is impossible to draw
causal connections between the different variables. As suggested by Elicker
et al. (2006), longitudinal and experimental studies are necessary to extend
the current knowledge regarding procedural justice, relationship quality, and
feedback reactions. A second drawback is our reliance on self-reported mea-
sures. Although subjective perceptions and feelings are important, our results
need to be confirmed by using objective measures of feedback utility and
accuracy, relationship quality, and justice. In addition, we did not use an
actual measurement of the subsequent employee development. Clearly, an
examination of the degree to which employees take the feedback they receive
into account and actually participate in development activities is an impor-
tant issue for future research. Furthermore, we used a global measure of pro-
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cedural justice. Future research might investigate the relationship between
the separate components of procedural justice and feedback reactions.
Finally, we considered only relationship quality as a leadership characteris-
tic. It would be interesting to investigate whether other leadership character-
istics are also related to feedback reactions. One such characteristic for
example could be charismatic leadership. One feature of a charismatic leader
is that he or she communicates high performance expectations to employees,
and expresses the confidence that these employees can attain those expecta-
tions (House, 1977; Shamir, House, & Arthur, 1993). Following this we
expect that employees who work for a charismatic leader feel valued and
respected, and will therefore be inclined to accept the feedback they receive
from their leader. As the leader emphasises his/her expectations, employees
will be confident that the feedback provided will be instrumental in reaching
those expectations. For this reason, we expect that there might be a strong
relationship between charismatic leadership and feedback reactions and that
this variable may also compensate for low procedural justice.

In conclusion, in two studies we found that the effect of justice on feed-
back reactions in performance appraisal might not only be (partially) medi-
ated by relationship quality, but that a moderated relationship is a viable
explanation as well. Results from the moderated relationship, show that for
feedback reactions to be favourable it is important to have a high procedural
justice especially when relationship quality is low. On the one hand these
findings show that further refinement of the current theoretical framework is
necessary. On the other hand they offer organisations useful strategies for
improving performance appraisal in practice.

References

Adams, J.S. (1965). Inequity in social exchange. In L. Berkowitz (Ed.), Advances in
experimental social psychology (Vol. 2, pp. 267-299). New York: Academic
Press.

Aguinis, H. (1995). Statistical power problems with moderated multiple-regression in
management research. Journal of Management, 21, 1141-1158.

Alder, G.S. (2001). Employee reactions to electronic performance monitoring: A con-
sequence of organizational culture. Journal of High Technology Management
Research, 12, 323-342.

Anseel, F., & Lievens, F. (2006). Certainty as a moderator of feedback reactions? A
test of the strength of the self-verification motive. Journal of Occupational and
Organizational Psychology, 79, 533-551.

Anseel, F., Lievens, F., & Levy, P.E. (2007). A self-motives perspective on feedback-
seeking behavior: Linking organizational behavior and social psychology
research. International Journal of Management Reviews, 9, 211-236.



http://www.ingentaconnect.com/content/external-references?article=1460-8545()9L.211[aid=8618771]
http://www.ingentaconnect.com/content/external-references?article=0963-1798()79L.533[aid=8618772]
http://www.ingentaconnect.com/content/external-references?article=0963-1798()79L.533[aid=8618772]
http://www.ingentaconnect.com/content/external-references?article=1047-8310()12L.323[aid=8618773]
http://www.ingentaconnect.com/content/external-references?article=1047-8310()12L.323[aid=8618773]
http://www.ingentaconnect.com/content/external-references?article=0149-2063()21L.1141[aid=694922]

152 JUSTICE PERCEPTIONS AND FEEDBACK REACTIONS

Ashford, S.J. (1986). Feedback-seeking in individual adaptation: A resource perspec-
tive. Academy of Management Journal, 29, 465-487.

Ashford, S.J., & Cummings, L.L. (1985). Proactive feedback seeking: The instru-
mental use of the information environment. Journal of Occupational
Psychology, 58, 67-79.

Atwater, L.E., & Brett, J.F. (2005). Antecedents and consequences of reactions to
developmental 360° feedback. Journal of Vocational Behavior, 66, 532-548.

Atwater, L.E., & Brett, J.LE. (2006). Feedback format: Does it influence manager’s
reactions to feedback? Journal of Occupational and Organizational Psychology,
79, 517-532.

Bannister, B.D. (1986). Performance outcome feedback and attributional feedback:
Interactive effects on recipient responses. Journal of Applied Psychology, 71,
203-210.

Baron, R.M., & Kenny, D.A. (1986). The moderator-mediator variable distinction in
social psychological research: Conceptual, strategic and statistical considera-
tions. Journal of Personality and Social Psychology, 51, 1173-1182.

Bies, R.J., & Moag, J.S. (1986). Interactional justice: Communication criteria of fair-
ness. Research on Negotiation in Organizations, 1, 43-55.

Bono, J.E., & Colbert, A.E. (2005). Understanding response to multi-source feed-
back: The role of core self-evaluations. Personnel Psychology, 58, 171-203.

Brett, J.F., Atwater, L.E. (2001). 360° feedback: Accuracy, reactions, and perceptions
of usefulness. Journal of Applied Psychology, 86, 930-942.

Brewer, N., & Ridgway, T. (1998). Effects of supervisory monitoring on productivi-
ty and quality of performance. Journal of Experimental Psychology: Applied, 4,
211-227.

Cawley, B.D., Keeping, L.M., & Levy, P.E. (1998). Participation in the performance
appraisal process and employee reactions: A meta-analytic review of field inves-
tigations. Journal of Applied Psychology, 83, 615-633.

Colquitt, J.A., Conlon, D.E., Wesson, M.J., Porter, C.O.L.H., & Ng, K.Y. (2001).
Justice at the millennium: A meta-analytic review of 25 years of organizational
justice research. Journal of Applied Psychology, 86, 425-445.

Cropanzano, R., Bowen, D.E., & Gilliland, S.W. (2007). The Management of organi-
zational justice. Academy of Management Perspectives, 21, 34-48.

Crown, W.L., Slocum, J.W., VandeWalle, D., & Fu, Q.B. (2005). The role of goal ori-
entation on negative emotions and goal setting when initial performance falls
short of one’s performance goal. Human Performance, 18, 55-80.

Davis, W.D., Carson C.M., Ammeter A.P., & Treadway, D.C. (2005). The interactive
effects of goal orientation and feedback specificity on task performance. Human
Performance, 18, 409-426.

De Cremer, D., & Tyler, T.R. (2005). Managing group behavior: The interplay
between procedural justice, sense of self, and cooperation. Advances in
Experimental Social Psychology, 37, 151-218.

Deutsch, M. (1975). Equity, equality, and need: What determines which value will be
used as the basis of distributive justice? Journal of Social Issues, 31, 137-150.

Dienesch, R.M., & Liden, R.C. (1986). Leader-member exchange model of leader-
ship: A critique and further development. Academy of Management Review, 11,
618-634.



http://www.ingentaconnect.com/content/external-references?article=0363-7425()11L.618[aid=23792]
http://www.ingentaconnect.com/content/external-references?article=0363-7425()11L.618[aid=23792]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()86L.425[aid=3334257]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()83L.615[aid=1918147]
http://www.ingentaconnect.com/content/external-references?article=1076-898x()4L.211[aid=8618777]
http://www.ingentaconnect.com/content/external-references?article=1076-898x()4L.211[aid=8618777]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()86L.930[aid=3334230]
http://www.ingentaconnect.com/content/external-references?article=0022-3514()51L.1173[aid=16073]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()71L.203[aid=4765302]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()71L.203[aid=4765302]
http://www.ingentaconnect.com/content/external-references?article=0963-1798()79L.517[aid=8618779]
http://www.ingentaconnect.com/content/external-references?article=0963-1798()79L.517[aid=8618779]
http://www.ingentaconnect.com/content/external-references?article=0001-4273()29L.465[aid=762881]

FEYS, LIBBRECHT, ANSEEL, & LIEVENS 153

Elicker, J.D., Levy, PE., & Hall, R.J. (2006). The role of leader-member exchange in
the performance appraisal process. Journal of Management, 32, 531-551.
Erdogan, B. (2002). Antecedents and consequences of justice perceptions in perfor-

mance appraisals. Human Resource Management Review, 12, 555-578.

Facteau, C.L., Facteau, J.D., Schoel, L.C., Russel, J.E.A., & Poteet, M.L. (1998).
Reactions of leaders to 360-degree feedback from subordinates and peers.
Leadership Quarterly, 9, 427-448.

Fedor, D.B., Davis, W.D., Maslyn, J.M., & Mathieson, K. (2001). Performance
improvement efforts in response to negative feedback: The roles of power and
recipient self-esteem. Journal of Management, 27, 79-97.

Fletcher, C., Taylor, P., & Glanfield, K. (1996). Acceptance of personality question-
naire feedback: The role of individual difference variables and source of inter-
pretation. Personality and Individual Difference, 20, 151-156.

Gerstner, C.R., & Day, D.V. (1997). Meta-analytic review of leader-member
exchange theory: Correlates and construct issues. Journal of Applied
Psychology, 82, 827-844.

Giles, W.E., Mossholder, K.W. (1990). Employee reactions to contextual and session
components of performance-appraisal. Journal of Applied Psychology, 75, 371-
3717.

Goethals, G.R., & Nelson, R.E. (1973). Similarity in influence process — belief-value
distinction. Journal of Personality and Social Psychology, 25, 117-122.

Graen, G.B. (1976). Role-making processes within complex organizations. In M.D.
Dunnette (Ed.), Handbook of industrial and organizational psychology (pp.
1201-1245). Chicago: Rand McNally.

Graen, G.B., & Scandura, T.A. (1987). Toward a psychology of dyadic organization.
Research in Organizational Behavior, 9, 175-208.

Greenberg, J. (1987). A taxonomy of organizational justice theories. Academy of
Management Review, 12, 9-22.

Greenberg, J. (1990). Organizational justice: Yesterday, today, and tomorrow. Journal
of Management, 16, 399-432.

Gregory, J.B., & Levy, P.E. (2008). Integrating performance appraisal and develop-
ment: A model for the future. Paper presented at the 23th Conference of the
Society of Industrial and Organizational Psychology, San Francisco, CA.

Greller, M.M. (1978). The nature of subordinate participation in the appraisal inter-
view. Academy of Management Journal, 21, 646-658.

Halperin, K., Snyder, C.R., Shenkel, R.J., & Houston, B.K. (1976). Effects of source
status and message favorability on acceptance of personality feedback. Journal
of Applied Psychology, 61, 85-88.

Haworth, C.L., & Levy, P.E. (2001). The importance of instrumentality beliefs in the
prediction of organizational citizenship behaviors. Journal of Vocational
Behavior, 59, 64-75.

Hedge, J.W., & Borman, W.C. (1995). Changing conceptions and practices in perfor-
mance appraisal. In A. Howard (Ed.), The changing nature of work (pp. 451-
481). San Francisco: Jossey-Bass.

Homans, G. (1961). Social behaviour: Its elementary forms. London: Routledge &
Kegan Paul.

House, R.J. (1977). A 1976 theory of charismatic leadership. In J.G. Hunt & L.L.



http://www.ingentaconnect.com/content/external-references?article=0001-8791()59L.64[aid=8618781]
http://www.ingentaconnect.com/content/external-references?article=0001-8791()59L.64[aid=8618781]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()61L.85[aid=5510389]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()61L.85[aid=5510389]
http://www.ingentaconnect.com/content/external-references?article=0149-2063()16L.399[aid=23907]
http://www.ingentaconnect.com/content/external-references?article=0149-2063()16L.399[aid=23907]
http://www.ingentaconnect.com/content/external-references?article=0363-7425()12L.9[aid=1960911]
http://www.ingentaconnect.com/content/external-references?article=0363-7425()12L.9[aid=1960911]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()75L.371[aid=341445]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()82L.827[aid=1268580]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()82L.827[aid=1268580]
http://www.ingentaconnect.com/content/external-references?article=0191-8869()20L.151[aid=24276]
http://www.ingentaconnect.com/content/external-references?article=0149-2063()27L.79[aid=8618783]
http://www.ingentaconnect.com/content/external-references?article=1048-9843()9L.427[aid=4832258]
http://www.ingentaconnect.com/content/external-references?article=1053-4822()12L.555[aid=6404175]

154 JUSTICE PERCEPTIONS AND FEEDBACK REACTIONS

Larson (Eds.), Leadership: The cutting edge (pp. 189-207). Carbondale, IL:
Southern Illinois University Press.

Ilgen, D.R., Fisher, C.D., & Taylor, M.S. (1979). Consequences of individual feed-
back on behavior in organizations. Journal of Applied Psychology, 64, 349-371.

Illies, R., De Pater, L.E., & Judge, T.A. (2006). Emotional reactions to performance
feedback: The effect on goal-regulation. Journal of Managerial Psychology, 22,
590-609.

Jawahar, I.M. (2006). Correlates of satisfaction with performance appraisal feedback.
Journal of Labor Research, 27, 213-236.

Jawahar, .M. (2007). The influence of perceptions of fairness on performance
appraisal reactions. Journal of Labor Research, 28, 735-754.

Kacmar, K.M., Zivnuska, S., Witt, L.A., & Gully, S.M. (2003). The interactive effect
of leader-member exchange and communication frequency on performance rat-
ings. Journal of Applied Psychology, 88, 764-772.

Kavanagh, P., Benson, J., & Brown, M. (2007). Understanding performance appraisal
fairness. Asia Pacific Journal of Human Resources, 45, 132-150.

Keeping, L.M., & Levy, P.E. (2000). Performance appraisal reactions: Measurement,
modeling, and method bias. Journal of Applied Psychology, 85, 708-723.
Keeping, L.M., Makiney, J.D., Levy, P.E., Moon, M., & Gillette, L.M. (1999). Self-
ratings and reactions to feedback: It’s not how you finish but where you start. In
R.A. Noe (Chair), New approaches to understanding employees’ affective and
behavioral responses to multi-rater feedback systems. Symposium conducted at

the annual meeting of the Academy of Management, Chicago, IL.

Kinicki, A.J., Prussia, G.E., Wu, B.J., & McKee-Ryan, EM. (2004). A covariance
structure analysis of employee’s response to performance feedback. Journal of
Applied Psychology, 89, 1057-1069.

Kluger, A.N., & DeNisi, A. (1996). The effect of feedback interventions on perfor-
mance: A historical review, a meta-analysis, and a preliminary feedback inter-
vention theory. Psychological Bulletin, 119, 254-284.

Korsgaard, M.A., & Roberson, L. (1995). Procedural justice in performance evalua-
tion: The role of instrumental and non-instrumental voice in performance
appraisal discussions. Journal of Management, 21, 657-669.

Landy, F.J., Barnes, J.L., & Murphy, K.R. (1978). Correlates of perceived fairness and
accuracy of performance evaluation. Journal of Applied Psychology, 63, 751-754.

Landy, FJ., Barnes-Farrell, J., & Cleveland, J.N. (1980). Perceived fairness and accu-
racy of performance evaluation. Journal of Applied Psychology, 65, 355-356.

Landy, F.J., & Farr, J.L. (1980). Performance rating. Psychological Bulletin, 87, 72-107.

Lawler, E.E.IIl (1994). Performance management: the next generation.
Compensation and Benefits Review, 26, 16-19.

Leung, K., Su, S., & Morris, M.W. (2001). When is criticism not constructive? The
role of fairness perceptions and dispositional attributions in employee accep-
tance of critical supervisory feedback. Human Relations, 54, 1155-1187.

Leventhal, G.S. (1976). The distribution of rewards and resources in groups and orga-
nizations. In L. Berkowitz & W. Walster (Eds.), Advances in experimental social
psychology (Vol. 9, pp. 91-131). New York: Academic Press.

Levine, M.J. (1975). Comparative labor relations law. Morristown, NJ: General
Learning Press.



http://www.ingentaconnect.com/content/external-references?article=0018-7267()54L.1155[aid=5486643]
http://www.ingentaconnect.com/content/external-references?article=0886-3687()26L.16[aid=8618785]
http://www.ingentaconnect.com/content/external-references?article=0033-2909()87L.72[aid=23807]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()65L.355[aid=341449]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()63L.751[aid=341448]
http://www.ingentaconnect.com/content/external-references?article=0149-2063()21L.657[aid=24903]
http://www.ingentaconnect.com/content/external-references?article=0033-2909()119L.254[aid=24077]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()89L.1057[aid=8618786]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()89L.1057[aid=8618786]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()85L.708[aid=8618787]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()88L.764[aid=7024910]
http://www.ingentaconnect.com/content/external-references?article=0268-3946()22L.590[aid=8618791]
http://www.ingentaconnect.com/content/external-references?article=0268-3946()22L.590[aid=8618791]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()64L.349[aid=24280]

FEYS, LIBBRECHT, ANSEEL, & LIEVENS 155

Levy, PE., & Williams, J.R. (2004). The social context of performance appraisal: A
review and framework for the future. Journal of Management, 30, 881-905.

Liden, R.C., Sparrowe, R.T., & Wayne, S.J. (1997). Leade-member exchange theory:
The past and potential for the future. Research in Personnel and Human
Resources Management, 15, 47-119.

Lind, M.R., & Zmud, R.W. (1991). The influence of a convergence in understanding
between technology providers and users on information technology innovative-
ness. Organization Science, 2, 195-217.

Lind, M.R., & Zmud, R.W. (1995). Improving interorganizational effectiveness
through voice mail facilitation of peer-to-peer relationships. Organization
Science, 6, 445-461.

Masterson, S.S., Lewis, K., Goldman, B.M., & Taylor, M.S. (2000). Integrating jus-
tice and social exchange: The differing effects of fair procedures and treatment
on work relationships. Academy of Management Journal, 43, 738-748.

McClelland, G.H., & Judd, C.M. (1993). Statistical difficulties of detecting interac-
tions and moderator effects. Psychological Bulletin, 114, 376-390.

McDowall, A., & Fletcher, C. (2004). Employee development: An organizational jus-
tice perspective. Personnel Review, 33, 8-29.

O’Connor, B.P. (1998). SIMPLE: all-in-one programs for exploring interactions in
moderated multiple regression. Educational and Psychological Measurement,
58, 836-840.

Orthmann, R. (1998). Workplace computer monitoring rose in 1998. Employment
Testing — Law & Policy Reporter;, 7, 182.

Reis, M.J. (2002). The effects of supervisor feedback behavior on employee organi-
zational citizenship behaviors: The role of perceived supervisor fairness in the
social exchange process. Dissertation Abstracts International, 63, 2635.

Roberson, Q.M., & Stewart M.M. (2006). Understanding the motivational effects of
procedural and informational justice in feedback processes. British Journal of
Psychology, 97, 281-298.

Russell, J.S., & Goode, D.L. (1988). An analysis of managers reactions to their own
performance-appraisal feedback. Journal of Applied Psychology, 73, 63-67.

Scandura, T.A., & Graen, G.B. (1984). Moderating effects of initial leader-member
exchange status on the effects of a leadership intervention. Journal of Applied
Psychology, 69, 428-436.

Scandura, T.A., & Schriesheim, C.A. (1994). Leader-member exchange and supervi-
sor career mentoring as complementary constructs in leadership research.
Academy of Management Journal, 37, 1588-1602.

Schrauger, S.J. (1975). Responses to evaluation as a function of initial self-percep-
tions. Psychological Bulletin, 82, 581-596.

Sedikides, C., & Strube, M.J. (1997). Self-evaluation: To thine own self be good, to
thine own self be sure, to thine own self be true, and to thine own self be better.
In L. Berkowitz (Ed.), Advances in Experimental Social Psychology (Vol. 29,
pp- 209-269). New York: Academic Press.

Shamir, B., House, R.J., & Arthur, M.B. (1993). The motivational effects of charis-
matic leadership: A self-concept theory. Organization Science, 4, 1-17.

Snyder, R.R., Williams, R.R., & Cashman, J.F. (1984). Age, tenure, and work per-
ceptions as predictors of reactions to performance feedback. Journal of



http://www.ingentaconnect.com/content/external-references?article=1047-7039()4L.1[aid=315466]
http://www.ingentaconnect.com/content/external-references?article=0033-2909()82L.581[aid=280705]
http://www.ingentaconnect.com/content/external-references?article=0001-4273()37L.1588[aid=2747598]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()69L.428[aid=343394]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()69L.428[aid=343394]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()73L.63[aid=1185795]
http://www.ingentaconnect.com/content/external-references?article=0007-1269()97L.281[aid=8618792]
http://www.ingentaconnect.com/content/external-references?article=0007-1269()97L.281[aid=8618792]
http://www.ingentaconnect.com/content/external-references?article=0048-3486()33L.8[aid=8618795]
http://www.ingentaconnect.com/content/external-references?article=0033-2909()114L.376[aid=24085]
http://www.ingentaconnect.com/content/external-references?article=0001-4273()43L.738[aid=3334264]
http://www.ingentaconnect.com/content/external-references?article=1047-7039()6L.445[aid=1291424]
http://www.ingentaconnect.com/content/external-references?article=1047-7039()6L.445[aid=1291424]
http://www.ingentaconnect.com/content/external-references?article=1047-7039()2L.195[aid=664653]

156 JUSTICE PERCEPTIONS AND FEEDBACK REACTIONS

Psychology, 116, 11-21.

Sobel, M.E. (1982). Asymptotic confidence intervals for indirect effects in structural
equation models. In S. Leinhardt (Ed.), Sociological methodology 1982
(pp- 290-312). Washington, DC: American Sociological Association.

Sparr, J.L., & Sonnentag, S. (2008). Fairness perceptions of supervisor feedback,
LMX and employee well-being at work. European Journal of Work and
Organizational Psychology, 17, 198-225.

Stanton, J.M. (2000). Reactions to employee performance monitoring: Framework,
review, and research directions. Human Performance, 13, 85-113.

Stanton, J.M., & Julian, A.L. (2002). The impact of electronic monitoring on quality
and quantity of performance. Computers in Human Behaviour, 18, 85-101.
Steelman, L., Levy, P, & Snell, A. (2004). The feedback environment scale:
Construct definition, measurement, and validation. Educational and

Psychological Measurement, 64, 165-184.

Stone, D.L., Gueutal, H.G., & MclIntosh, B. (1984). The effects of feedback sequence
and expertise of the rater on perceived feedback accuracy. Personnel
Psychology, 37, 487-506.

Stone, D., & Stone, E.F. (1985). The effects of feedback consistency and feedback
favorability on self-perceived task competence and perceived feedback accura-
cy. Organizational Behavior and Human Decision Processes, 36, 167-185.

Tonidandel, S., Quifones, M.A., & Adams, A.A. (2002). Computer-adaptive testing:
The impact of test characteristics on perceived performance and test takers’
reactions. Journal of Applied Psychology, 87, 320-332.

Tyler, T.R., & Bies, R.J. (1990). Interpersonal aspects of procedural justice. In J.S.
Carroll (Ed.), Applied social psychology and organizational settings (pp. 77-
98). Hillsdale, NJ: Erlbaum.

Tyler, T.R., & Blader, S. (2000). Cooperation in groups: Procedural justice, social
identity, and behavioral engagement. Philadelphia: Taylor & Francis.

Tyler, T.R., & Blader, S. (2003). Procedural justice, social identity, and cooperative
behavior. Personality and Social Psychology Review, 7, 349-361.

VandeWalle, D., Challagalla, G.N., Ganesan, S., & Brown, S.P. (2000). An integrat-
ed model of feedback-seeking behavior: Disposition, context, and cognition.
Journal of Applied Psychology, 85, 996-1003.

van Knippenberg, D., De Cremer, D., van Knippenberg, B. (2007). Leadership and
fairness: The state of the art. European Journal of Work and Organizational
Psychology, 16, 113-140.

Williams, J.R., & Levy, PE. (1992). The effects of perceived system knowledge on
the agreement between self-ratings and supervisor ratings. Personnel
Psychology, 45, 835-847.

Williams, J.R., & Levy, P.E. (1998). The role of perceived system knowledge in pre-
dicting appraisal reactions, job satisfaction and organizational commitment.
Journal of Organizational Behaviour, 19, 53-65.

Received May 30, 2008
Revision received November 3, 2008
Accepted November 3, 2008


http://www.ingentaconnect.com/content/external-references?article=0894-3796()19L.53[aid=8618798]
http://www.ingentaconnect.com/content/external-references?article=0031-5826()45L.835[aid=292198]
http://www.ingentaconnect.com/content/external-references?article=0031-5826()45L.835[aid=292198]
http://www.ingentaconnect.com/content/external-references?article=1359-432x()16L.113[aid=8618799]
http://www.ingentaconnect.com/content/external-references?article=1359-432x()16L.113[aid=8618799]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()85L.996[aid=6333708]
http://www.ingentaconnect.com/content/external-references?article=1088-8683()7L.349[aid=8618800]
http://www.ingentaconnect.com/content/external-references?article=0021-9010()87L.320[aid=8618801]
http://www.ingentaconnect.com/content/external-references?article=0031-5826()37L.487[aid=6972415]
http://www.ingentaconnect.com/content/external-references?article=0031-5826()37L.487[aid=6972415]
http://www.ingentaconnect.com/content/external-references?article=0895-9285()13L.85[aid=1918060]
http://www.ingentaconnect.com/content/external-references?article=1359-432x()17L.198[aid=8618804]
http://www.ingentaconnect.com/content/external-references?article=1359-432x()17L.198[aid=8618804]



