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Abstract—Organizational justice is an important predicting 
index for the effective functioning of organizations. There are 
many organizational variables affected by organizational justice, 
such as organizational retaliatory behavior (ORB). In this study, 
it performed a test for the moderating role of the personality of 
emotionality in the relationship between organizational justice 
and organizational retaliatory behavior. And it was found that 
emotionality weakened partly the negative relationships between 
organizational justice and organizational retaliatory behavior. 
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I. INTRODUCTION 
As truth is the first virtue of ideology, justice has been 

claimed to be the first virtue of social institutions. Justice has 
been a research attention all the while. However, justice 
involves different fields: social justice focuses on the harmony 
of whole society while organizational justice relates to 
distribution and motivation in organization. And organizational 
justice is an important predicting index for the effective 
functioning of organizations [1]. 

A. Organizational justice 
Organizational justice focuses on the perceived fairness of 

employees on the decision result and decision process. It was 
founded that organizational justice presents different factor 
structure from different angle of view, such as double-factor 
model (including distributive justice and procedural justice), 
three-factor model (including distributive justice, procedural 
justice and interactional justice) and four-factor model 
(including distributive justice, procedural justice, interpersonal 
justice and informational justice). And the dimensions of 
organizational justice influence each other. Why are people 
interested in the problem of organizational justice? Based on 
the content theory of motivation, some researchers explained 
that organizational justice can satisfy the need, for example, 
justice influences people’s benefits while it can present their 

status. Up to the present, there are four types of theories about 
this problem, including the self-interest model, group-value 
model, moral-value model and multiple-demand model. It was 
proved that justice influences employee’s perception and 
behavior, and then influences enterprise performance [2]. 

B. Organizational retaliatory behavior 
Organizational retaliatory behavior (ORB) can be defined 

as a subset of such negative behavior, which used to punish the 
organization and its representatives in response to perceived 
unfairness, and its frequency would increase in response to 
perceived injustice [3]. For the past few years, more and more 
researchers pay attentions to organizational retaliatory behavior 
[4]. ORB can be viewed as somewhat analogous to 
organizational citizenship behavior (OCB). Just as OCB is the 
thing that can be crucial to an organizations survival, ORB may 
detract from effective organizational functioning, while ORB 
may not appear to be as dangerous as an overtly aggressive act.  

C. Emotionality 
With the support of many kinds of literature, researchers 

put forward a personality model of five dimensions, which is 
called as “Big Five” model [5]. The five dimensions of 
personalities are named as neuroticism, extraversion, openness, 
agreeableness, and conscientiousness respectively. “Big Five” 
model was proved in the people whose languages belong to the 
Germanic group, such as English. However, “Big Five” model 
can’t be applied to Chinese. It was founded that the Chinese 
structure of personality is different from occidental’s [6]. It 
includes seven dimensions, which was named as Chinese “Big 
Seven” personalities. Based on this theory, Chinese researchers 
put forward some measuring scales of Chinese personality, 
such as QZPS and QZPAS [7][8]. In view of the differences 
between Chinese personalities and occidental’s personalities, 
this study used QZPS scale to measure Chinese personalities. 
Especially, it used one dimension of Chinese Big Seven 
personalities, emotionality, as a moderator to test its effect on 
the relationship between organizational justice and ORB. 
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D. Hypothesis 
There are many organizational variables affected by 

organizational justice [9][10][11], such as ORB. However, 
Skarlicki et al. found that the personalities of negative 
affectivity and agreeableness would moderate the relationship 
between organizational justice and ORB [12]. As one 
dimension of Chinese Big Seven personalities, emotionality is 
defined as the stability of mood. People with high scores of 
emotionality can control their mood better than people with 
low scores. Thus, the hypothesis was put forward as follow: 

Hypothesis: Emotionality will moderate the relationship 
between organizational justice and organizational retaliatory 
behavior (ORB). The relationship of high-emotionality 
individuals between organizational justice and ORB is different 
from that of low-emotionality individuals. 

II. METHODS 
Base on informed research, this study designed a four-

dimension scale and two-dimension scale to measure 
organizational justice and ORB. In this study, ORB is divided 
into two types: organizational retaliatory behavior to the 
individual (ORBI) and organizational retaliatory behavior to 
organization (ORBO). First, it tested these two scales by 
obtaining an independent random sample of 50 employees to 
make them more available for subsequent research. Second, it 
made a formal survey for three months at Hangzhou, Ningbo, 
Shanghai and Jiujiang cities. Then, this study used some 
analytical methods to process data, such as CITC, single-
dimension analysis, Confirmatory factor analysis, Pearson 
correlation, t-test, ANOVA, etc. 

At last, this study handed out questionnaires to 1340 
randomly selected employees, and received responses from 
1139 employees. It deleted some questionnaires according to 
three rules: 1. subject hadn’t a formal job; 2. there existed one 
whole page not been filled in a questionnaire; 3. there were 
many default values in a questionnaire. After deleting invalid 
questionnaires, this study obtained 1044 valid questionnaires. 
And the recovery rate of questionnaires was 77.9%, which 
comes up to the analysis criterion. Meanwhile, it used QZPS 
scales to measure emotionality. 

III. RESULTS 
The scales’ alpha reliabilities were all greater than 0.7, 

which comes up to the analysis criterion. 

A. Confirmatory factor analyses of organizational justice and 
ORB 
This study used confirmatory factor analysis (CFA) to 

confirm the factor structure of organizational justice scale. It 
compared single-factor model (assuming that all the items were 
used to measure one factor), double-factor model (assuming 
that items of procedural justice, interpersonal justice and 
informational justice were used to measure one factor), three-
factor model (assuming that items of interpersonal justice and 
informational justice were used to measure one factor) and 
four-factor model. It was shown as table Ⅰ and the indexes of 
four-factor model match best. It was indicated that distributive 

justice, procedural justice, interpersonal justice and 
informational justice were four different dimensions. 

CFA was also used to confirm the factor structure of ORB 
scale. It compared single-factor model (assuming that all the 
items are used to measure one factor), double-factor model. It 
was shown as table Ⅱ and the indexes of double-factor model 
match better. It was indicated that ORBI and ORBO were two 
different dimensions. 

TABLE I.  CFAS OF ORGANIZATIONAL JUSTICE 

 χ2 df GFI NFI TLI CFI RMSEA 
single-factor model 12696.930 405 0.333 0.551 0.526 0.559 0.171 
double-factor model 5988.026 404 0.622 0.788 0.784 0.799 0.115 
three-factor model 3790.776 402 0.753 0.866 0.868 0.878 0.090 
four-factor model 2415.506 399 0.862 0.915 0.921 0.928 0.070 

TABLE II.  CFAS OF ORB 

 χ2 df GFI NFI TLI CFI RMSEA 
single-factor model 995.534 54 0.833 0.793 0.757 0.801 0.129 
double-factor model 629.128 53 0.900 0.869 0.848 0.878 0.102 

B. Moderating effect of emotionality 
This study used hierarchical regression analysis to test the 

moderating effect of emotionality on the relationship between 
organizational justice and ORB. In the first step, it regressed 
ORBI and ORBO separately, on seven demographic and 
control variables. In step 2, it entered justice predictor and 
emotionality variable. In step 3, it entered two-way interaction 
between justice and emotionality. It tested the significance of 
the moderating effect on the relationship between 
organizational justice and ORB by examining the change in R2. 

The results were presented in Table III. It was indicated that 
the interaction between procedural justice and emotionality 
made a new contribution to ORBI after controlling 
demographic and control variables and main independent 
variables. And the change in R2 added 0.5% (β= 0.391, 
P<0.05). It was indicated that the interaction between 
interpersonal justice and emotionality made a new contribution 
to ORBI after controlling demographic and control variables 
and main independent variables. And the change in R2 added 
0.3% (β= 0.332, P<0.05). It was indicated that the interaction 
between distributive justice and emotionality made a new 
contribution to ORBO after controlling demographic and 
control variables and main independent variables. And the 
change in R2 added 0.7% (β= 0.496, P<0.01). It was indicated 
that the interaction between procedural justice and emotionality 
made new contribution to ORBO after controlling demographic 
and control variables and main independent variables. And the 
change in R2 added 2% (β= 0.759, P<0.001). It was indicated 
that the interaction between interpersonal justice and 
emotionality made new contribution to ORBO after controlling 
demographic and control variables and main independent 
variables. And the change in R2 added 0.8% (β= 0.505, 
P<0.01). It was also indicated that the interaction between 
informational justice and emotionality made new contribution 
to ORBO after controlling demographic and control variables 
and main independent variables. And the change in R2 added 
0.7% (β=0.468, P<0.01). Hence, the hypothesis was partly 
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supported. It meant that emotionality would weaken partly the 
negative relationships between organizational justice and 
ORBs. 

TABLE III.  EMOTIONALITY IS A MODERATOR IN THE HIERARCHICAL 
REGRESSIONS 

  ORBI ORBO 
Step1 AGE -.071 -.147** 

 GENDER1 -.118*** -.054 
 MARRIED1 .031 .022 
 E1 .039 .076 
 E2 -.018 .088 
 E3 -.043 .086 
 T1 .026 .076* 
 T2 .079 .133** 
 T3 -.017 .055 
 T4 -.012 .088 
 P1 .046 -.026 
 P2 .058 .021 
 O1 -.044 -.001 
 O2 -.056 -.005 
 O3 -.065 -.079* 
 O4 -.049 -.085 
 △R2 .034** .035** 

Step2 Distributive justice -.091** -.187*** 
 Emotionality .305*** .239*** 
 △R2 .100*** .093*** 
 Procedural justice -.094** -.235*** 
 Emotionality .304*** .233*** 
 △R2 .101*** .112*** 
 Interpersonal justice -.106** -.230*** 
 Emotionality .295*** .215*** 
 △R2 .103*** .108*** 
 Informational justice -.096** -.245*** 
 Emotionality .300*** .223*** 
 △R2 .101*** .116*** 

Step3 Distributive justice×Emotionality .167 .496** 
 △R2 .001 .007** 
 Procedural justice×Emotionality .391* .759*** 
 △R2 .005* .020*** 
 Interpersonal justice×Emotionality .332* .505** 
 △R2 .003* .008** 
 Informational justice×Emotionality .314 .468** 
 △R2 .003 .007** 

Note: * P＜0.05, ** P＜0.01, *** P＜0.001. 

The plot was constructed to illustrate the nature of the 
significant interaction between procedural justice and 
emotionality (Fig.1). High and low level of emotionality were 
calculated by subtracting one standard deviation above the 
mean of emotionality and one standard deviation below the 
mean of emotionality. It was indicated that emotionality 
weakened the negative relationship between procedural justice 
and ORBI. 
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Fig. 1. The interaction effect of emotionality on procedural justice and ORBI 

Similarly, Plot was constructed to illustrate the nature of the 
significant interaction between interpersonal justice and 
emotionality (Fig. 2). It was indicated that emotionality 
weakened the negative relationship between interpersonal 
justice and ORBI. 
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Fig. 2. The interaction effect of emotionality on interpersonal justice and 
ORBI 

Similarly, Plot was constructed to illustrate the nature of the 
significant interaction between distributive justice and 
emotionality (Fig. 3). It was indicated that emotionality 
weakened the negative relationship between distributive justice 
and ORBO. 
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Fig. 3. The interaction effect of emotionality on distributive justice and 
ORBO 

Similarly, Plot was constructed to illustrate the nature of the 
significant interaction between procedural justice and 
emotionality (Fig. 4). It was indicated that emotionality 
weakened the negative relationship between procedural justice 
and ORBO. 
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Fig. 4. The interaction effect of emotionality on procedural justice and 
ORBO 

Similarly, Plot was constructed to illustrate the nature of the 
significant interaction between interpersonal justice and 
emotionality (Fig. 5). It was indicated that emotionality 
weakened the negative relationship between interpersonal 
justice and ORBO. 
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Fig. 5. The interaction effect of emotionality on interpersonal justice and 
ORBO 

Similarly, Plot was constructed to illustrate the nature of the 
significant interaction between informational justice and 
emotionality (Fig. 6). It was also indicated that emotionality 
weakened the negative relationship between informational 
justice and ORBO. 
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Fig. 6. The interaction effect of emotionality on informational justice and 
ORBO 

IV. CONCLUSION 
It was found that emotionality would moderate the 

relationship between organizational justice and ORB. In fact, 
emotionality weakened the negative relationship between 
procedural justice/interpersonal justice and ORBI and the 
negative relationship between all the dimensions of 
organizational justice and ORBO. Given the same perceived 
procedural/interpersonal injustice, low-emotionality individuals 
are more inclined to take ORBIs than high-emotionality 
individuals. In the meanwhile, given the same perceived 
organizational injustice, low-emotionality individuals are more 

inclined to take ORBOs than high-emotionality individuals. As 
has been stated, emotionality is defined as the stability of mood. 
People with high scores of emotionality can control their mood 
better than people with low scores. Therefore, low-emotionality 
individuals are more easily affected by their perceived justice 
than high-emotionality individuals. 

In the subsequent studies, some mediating variables may be 
considered entering into the research about the relationship 
between organizational justice and ORB, including trust, 
leader-member exchange (LMX) [13] and organizational 
support, etc. In the meanwhile, this study only made a test for 
the moderating effect of one dimension of Chinese Big Seven 
personalities, such as emotionality. As a new theory about 
Chinese structure of personality, there are many problems that 
have not been explained. It is important to do more tests for 
Chinese structure of Big Seven personalities in the future. 
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