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Abstract There is a negotiation between management and labors about paying incentive at the every end of the year. This
result causes the conflict between management and labors. The successful operation of incentive system is based on respect
and common benefit between workers and managers. The manager-trust is the power of leading reciprocality.
This research started from the issues of companies with incentive system at this year. This research analysed
the influence of manager-trust by the fairness of incentive system. and how HRM system affects the
manager-trust through the strength of the HRM system. It appeared in a survey that shows the fairness of
incentive system and manager-trust effect positive matter. As a result of the control effect in the strength of
the HRM system, the relationship between distributive justice and manager-trust shows that Distinctiveness,
consistency, and consensus have the control effect. Although the Distinctiveness has control effect, consistency
and consensus didn’t have control effect in the relationship between perceptual justice and manager-trust.
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<Table 1> Category of incentive system

Application level The wage system of piece rate

Wage structure purpose

Performance Salary

Wage system

The match contribution of organization

Profit shaing Stock option

Individual Achievement Salary Wage composition
Personal incentive
. Payment by the result system Wage form
Group

Motivation
External environmental adaption
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Frequency
152
16
9
41
15
79
74
21
76
51
22
16
47
22
10

Four year university graduate
Graduate from graduate school

manufacturing
Distribution
Financial
Service

Two year college graduate
staff

Category

Male

Female

21~30

31~40

41~50

over 50

high school graduate
Assistant manager
Manager

Senior manager
General manager

2 ~bSyears

6~ 10years

11 ~15years
16~20years

21 ~25years

R&D

Manufacturing production
Sales and Marketing
Support and Management
ETC

Gender
Age
Education
Sector
Position
Job

Working years

<Table 3> General feature of sample
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<Table 5> Reliability Analysis
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A etle). Axke= <Table 5>004 1
o] B W7} 0751004 093700 o] 2= H]
A s AL = AR el

gkl 1.00]

Variables Items Flr.St 7 of Flr‘lal # of Cronbach’s a
items items
Justice of Dlstrlputlve 7 7 0.937
. . Justice
incentive Procedural
system ocedurd 8 5 0.751
Justice
Manager Trust 6 6 0.915
HRM |Distinctiveness 10 6 0.836
system Consistency 10 7 0.921
Strength | Consensus 5 4 0.762
4.3 Z03A 4
2 AT ol M *éﬂ%xﬂfi%?é*éﬂ A2
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7
oX?L

ow QAL

<Table 6> Correlation Matrix

DJ PJ T D Cl C2
DJ 1
PJ 0.775% 1
T 0.618#x | 0654 1

D 0407« | 0463+ | 0.285%* 1

Cl | 038L#x | 0507+ | 0307+ | 0.632%x 1

C2 | 0628++ | 0688+ | 0493+ |0.632x |0.569* 1

«DJ: Distributive Justice/ PJ: Procedural Justice/ T: Trust
D: Distinctiveness/ Cl: Consistency/ C2: Consensus

4.4 71AH
TS Gstel AARAL A,

T p< 0.06014 A AT

o
lo

=
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QoA R T 0] & o] FAAFE G} 4lF
T obd Aolghe 7MA1-11-29 ARAR vs3t
Zro] el t) <Table 7>< 2 Hul2A o] A=}

AE el M= Gk tgkol 34322 ek 7H1-1E
A ATk AAbEAd FA] tgke] 5414% 7w1 2%
AXEARAAL A5 EAA &
| ()9 G vA=

Fzke] p=0.0000114] 87.660
4 AXlE EO] e, 3 ?%“01] gk R2=0459°0.%
459%¢°] A &g Ho|il 9t} Durbin-Watsont= 1.769
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<Table 7> Regression analysis results of CEO trust by performance—based pay system justice

D\(;g;r;?jgt méif;ﬁim Std. Error Beta t Sig. Tolerance
Constant 0.177 - 7418 0.000
Distributive justice 0072 0278 3432 0001 0.39%
oo Procedural justice 0.089 0439 5414 0000 0399
i R=0677, R?=0459, Adjusted R*=0453
F=87.660, p=0.000, Durbin-Watson=1.787
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<Table 8> Moderating effect results of distributive justice

Advusted R Std B " Change Statistics
juste . pITor O S .
Model R R Square Square the Estimate R Square F Change dfl df2 Sie. B
Change Change
1 0618 0.382 0.379 0.57801 0.382 128511 1 208 0.000
2 0619 0.383 0.377 0.57879 0.001 0.440 1 207 0.508
3 0.712 0.507 0.500 0.51850 0.124 51.939 1 206 0.000
<Table 9> Moderating effect results of Procedural justice
Ch: Statisti
o N Adusted | Std. Brror of [ — e e <
ode duare R Square the Estimate duare F Change dfl df2 8-
Change Change
1 0.654 0.428 0.425 0.55615 0.428 155.487 1 208 0.000
2 0.654 0.428 0.423 0.55728 0.000 0.155 1 207 0.694
3 0.678 0.460 0.452 0.54292 0.032 12.100 1 206 0.001
<Table 10> Moderating effect results of distributive justice
Ch Statisti
Nodel " R Square | Adiusted | Std Error of [—— g ST S
d R Square the Estimate quare F Change dfl df2 18-
Change Change
1 0618 0.382 0.379 0.57801 0.382 128511 1 208 0.000
2 0.623 0.388 0.382 0.57660 0.006 2019 1 207 0.157
3 0.662 0.439 0.431 0.55338 0.051 18739 1 206 0.000
<Table 11> Moderating effect results of Procedural justice
Advusted Std. " Change Statistics
jus . Error o -
Model R R Square R Square the Estimate R Square F Change dfl df2 Sig. B
Change Change
1 0.654 0.428 0.425 0.55615 0428 155487 1 208 0.000
2 0.655 0.429 0423 0.55710 0.001 0.293 1 207 0.589
3 0.659 0.435 0.426 0.55248 0.006 2.205 1 206 0.139
<Table 12> Moderating effect results of distributive justice
Adiusted Std E " Change Statistics
. jus . Error o -
Model R R Square R Square the Estimate R Square F Change dfl df2 Sig.
Change Change
1 0618 0.382 0.379 0.57801 0.382 128511 1 208 0.000
2 0.632 0.400 0.394 0.57093 0.018 6.192 1 207 0.014
3 0.660 0.435 0427 0.55510 0.036 12974 1 206 0.000
<Table 13> Moderating effect results of Procedural justice
Adiusted Std B " Change Statistics
jus ITOr O .
Model R R Square R Square the Estimate R Square F Change dft df2 Sig.
Change Change
1 0.654 0.428 0.425 0.55615 0.428 155.487 1 208 0.000
2 0.657 0.431 0.426 0.55580 0.003 1.264 1 207 0.262
3 0.658 0.433 0.425 0.55636 0.002 0.584 1 206 0.446
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