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Abstract
In today’s increasingly competitive and risky environment, how to cultivate organizational trust
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among employees and avoid talent loss has become the key to development for enterprises. In this
paper, based on social exchange theory and fair inspiration theory, a questionnaire survey was con-
ducted on 23 technology enterprises in Nanjing, Suzhou, Yangzhou, and Wuxi regions to analyze the
impact of relational electronic human resource management on organizational trust and explore the
mediating effect of procedural fairness and the moderating effect of psychological contract violation.
The results showed that relational electronic human resource management has a positive impact
on organizational trust, which is mediated by procedural fairness. Psychological contract violation
negatively moderates the impact of relational electronic human resource management on procedural
fairness. Therefore, to play a positive role in relational electronic human resource management and
enhance organizational trust, it is necessary to pay attention to employees’ perception of procedural
fairness, maintain good social exchange relationships, and avoid the negative effects of psycholog-
ical contract violation.
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Figure 1. Research model
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PE” BIRTA SO N/ BRI ST, ™ AR E AT B K. S GERI N T BHE B SRR A LE
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WE5, AN (RIHA G DRSS TR Frel, KR e-HRM "] LI 5) T Mk e
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A HE N S5 R FGLREMTVE AR ORI BE . R AEAE 2B, SRR AT A7 B B R Al xt
L - HIEC RN TN KRNI, BUITREHSZISRE RN ATHE, 55 R T
HEZUSE SRR B, RATRERC D R . DEFTIESE, 24 ) B AE PR S e T4 s R L = fg A )
AREFF, HIBWIEE. WA A 2 B R A O3 TR, o 0 TR BI AN IE, Rl R F A TEA B
PEMWI9]. [, KA e-HRM A B it 5 5 i 9 N D BLAE BNE Bl AT 0%, SEom M SEBR P g “ SRR
AR g7, B ARIRE BRGNS ANL SRR TR, R, 5 TEI &%
B SCE E LA IR R TR A BB 5, Oy R TIRAUE 5 ERERKA BUR g E . IXRAE 51 A
AR MK RIFR B R R, RELET I ERS SRR 7 TR A R

NV RRBEIRINN, B TREHSM BRI TAT ARG AT RN T HEHRE BTG, HERAH
SE WO ELRAZ[10], JR 0N b 53 TR BRI 2% B 48 D (AR A S A0 2 IRV I, (B S AL AT I P 4%
T RERZA, BEELZEBAT, PRSI, iR Tz E B T RHS I F
77 BARANIAFIRE 7, BIHR A “ R A0 BRI D7 30, A H B TAERE R h 3RAG I A P HO R 2K
B MG UM 1) 28 IERE FEEAT SRR VPO, IR AR )R S B b Q2B I 2 IR PR . REfy A
ST HL IR R, RS R AN, R T HLSRERN RS, TSRS
SFAHEL, FEFPA-PRE A TN 5 TR AR AR AT R, 24 5 TN SR
Fere AT [, AbAE X AL R IS L [11], B A TR ZA ST, AR AE SIS 58 03 T X2
AMEAEE2]. B, B ARG R TR, AT A AU RN, i A2 DU XS R0
WA, X — AR T ARAAFMEE R, Tk, AR H B RBE:

H2: FEfP A TAER AR 7 N RIRE B USRI E
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AR, AU RERAL I AN BT IR AU M A5 B BRI 2 K A A 5 AN H SO HGZ R H R [ )58
FOBCRIEN, IR P A T G OO NS, AW B SO T S . A AR
B Mk H 3 IR B BB T, ARSEIT . FUE IR I 5C R AN T St 32 31 1 kil AL GUBORGBORE LLEA
AT HX Y TR A 5T, B3 XA RS2 B M [13], AN Aok G bt A o B B2 2435 95 1A AT

OERLIR RN G A T ZRRRNORA N, W78 A BRSO R XA &
AZHF A A A R H R eSS BT PR, TR AP ORI () IR AN 2, PR T SR A S 5T ) 5
PR R 2By —J7, BT, BB INKIRRN[14], BTl RZEw 2 —F WA K. R
At o B, 0 TSRO R SLAE R TR AL EAT R A S R HE 2 b, R
MY BAT AR, OHEBAMBEEES R, OEEABE R 7 0 LA 238 #d 72 B R
Ja 7 AL B R SR R 1 28 S R [15] . EAR R AR R L1 N7 B B LA B3 LARIE AT L BT
KE BATRUR LRSS HAE T, HAELHRASEEHEM T, AT R a ki G A8
CHHIRAEAR S, X DA™ A AN, PREEH & SR AR F 552 7 RENHAIERFMSLE, 25
EES S RIH R R ML f, AL AP B AR AR TN, TR 5 R
e-HRM HUSLANHEST 5, BNZAZR, EARERRRE B AR TR IS 4 Mas B2, dE i pe e A SUd RE ) P4
MRS 2 TR . AR OB R LS H BT, T A T4 e IR A 2 St o R Y
e-HRM SEEHRI A S 5RE SRR, ANLIER A0 R 2 T IS M .
AR OBERA FE T HXS AT FIWT RbRAE, AR 0 BERL JRN 2 T RAN ] B L ZRE P 1 o 3
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3. HAKIEMTENE
3.1. AR

AR SCH E AR E X IR BN R0 A BN EE S X AN AT ML AU R R Al 23 5%, R
Bl AE Al e F b f £ SRR BE i, 03 T H A A w96 SR L Hl 1 N ) R FL A 3 S R SR B
i, RIUIE PR AR N O LR S ARE AR 8. B IR MBA a5 Al N 7 IR EL
RECR, RAMEE. MiGvA @St E VA A RT3, R A R, AR RL ML T IEE. T
WL LI R, B MG B E PR EREUY, F—KiAERAGE. AR AR,
TERE T RRE R AR EMEARE, HERBAT G TS, SCIERAME, 7B Ries R,
RS IRTRUN A 397 4y, [l 386 1, BIBRTCAIN A 34 1, E AR A &k Bt 352 £ .

32. TENE

AR FAL I RFR KA T EHIAMO AN ER, Jr4 G B NIESOS TR, DURIEE & S
M IERGPE, WS RA Likert 5 SSERMATNE, H “1” RIEFEAFR, “5” RpIEEFHE.

SR T N SR F IR 1gbal £5(2019)TF R IS [16], Hr A KK RZAH T A %EIE
EHIEIE 5 T, i “FRATA M H LTS AL SO R A S R A AN P RIRE L . BEREE
I8 {E M 0.951,

HAUFAE =R KIE T Cook A1 Wall (2011) 7 & (1 105 [17], A RHALUEAEREIA 6 T, 41 “ A
ARG MRY 72 T . B3R EAR{EA 0.989.

TR F 5 2% T 273 X131 25 (2003) 7E. Colquitt 25 (2001) 4 il (745 & T E AL 2 Ak 15 5. g x4
T AR [12] [18], 4k 6 AN, a0 “IRATAH LN S Fd R R KR — R R AT o B
Rt 5 {E 4 0.953.

O HEERZ) T [ E 22 Robinson A1 Morrison (1997)JF A HIER, I (&L RN B 4£(2007) 4
UL R R M SO E[19] [20], (EHFFA A ESC s 5, 3t 4 AN, W “RBEFA FIEE T BATZ E 1K
W7 . EREERE )Y 0.964.

T 01 CAEH L AT AZ BN 2 J7 K R 2, AW 5 0 T AR BRI AT AR B, K
BT ZHEEEM TEERE AR,

4, WESTER
4.1. EnFEF

HRATIRIETER T pr, IR 1R, PR TR ) & UG IR bR i A itE, R
P HARARL

Table 1. Confirmatory factor analysis results
= 1 WIEMEFORER

Y ¥ z°Idf RMR TLI CFI RMSEA
7Y PR A Y A.B.C.D 2.181 0.022 0.962 0.966 0.058
=R T A+B. C. D 6.436 0.118 0.826 0.841 0.124
ZHET R A+B+C. D 9.444 0.121 0.730 0.751 0.155
AR AT A+B+C+D 13.114 0.125 0.612 0.641 0.186

T ARRRART AR EH, B #rHAEE, CRAETFAT, DR OHBEAEY, “+7 BrTELIH.
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4.2. RS

Table 2. Descriptive statistics and correlation analysis results

2. R MR FIER LR

1 2 3 4 5 6 7
P51 1
{RHRAE IR —0.045 1
HERE -0.03 0.005 1
K FH e-HRM -0.041 -0.07 -0.012 1
AR FEAT -0.011 0.003 -0.027 0.286™ 1
B AT 0.016 -0.056 -0.041 0.606™ 0.413" 1
OHRL)EY 0.011 -0.089 0.036 0.300” 0.343" 0.528" 1
HE 0.49 2.49 2.05 2.277 4,593 4,093 3.683
Nl 0.501 1.024 0.726 0.796 0.782 0.860 1.090

W N=352; "#Rp<005 “FERxp<001, FHE.

WyE L 2 LR, RAMET AN RIEH SHAIUEE LR E EMAHK(r=0.286,p<001), KR
ML NI SR B SR 7 A7 2 8 3 B A 5C(r = 0.606, p < 0.01), 2P AFS5ALUEE R B3 R A
(r=0.413,p<0.01). XAHFFMBB MBS G T YPARE, SHESBRARTT, T OOk AR 2 (8] 155 &
i s i v

4.3. RigRe

Table 3. Regression analysis results

3. EEANHRER

- TP AF HEUST:
e BRI BUM2 VM3 BUN4  BUMS  RUHE MY
5 0.012 0.039 0.033 -0.015 -0.02 -0.020 -0.017
AEHRAEBR -0.051  —0.005 0.017 0.012 0.034 0.033 0.036
THEILE -0.039  -0.030  -0.051  —0.023 -0.019 -0.007 -0.007
KARH e-HRM 06107 04717 0.290" 0.062
AT 0412 03747
OILFL Y 0.321"
KA e-HRM x LFRLH T -0.176"
AR? 0.007 0.376 0.530 0.007 0.090 0.175 0.178
Adj-R? —0.007 0.365 0.519 -0.007 0.075 0.161 0.162
F1H 0501  34.607" 48393  0.484 5.714"  12.239"  10.633"

Nt BRAE— N 7 — AR BINE R, ALk SPSS 25.0 HEATIRIAZ T, 45 RNk 3
fi. MR 4 AR 5 AT, HAEh R SRR AFAERZEMRCR, FN, KAMET AN
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A SASUSAT R R EIEMHX KRB =0.290, p<0.01), Fith, Bk HLBFHESE, [FE, Hgis 1/
B 2 a5, KRR P AN EIRE ST AT 2 EEIEHIEKLR(B=0.610,p<0.01), fEHBM 6]
&, BRFAFSHLET R REIEMAERR(B=0.412,p<0.01), 7EHIER EAR 7 G3F T At /A &
Jei,  EAREN R AR B B RORAS NS = 0.062, ns), HARRE, o ERRRS KR Bk, &
W H2 A B5GHIE . FBEAL 2 AR 3 Ay %N, (o ERRLY T ) fun R B35 (B = -0.176, p < 0.01), fBiX
H3 A FIIGIUE 9 T 0 A B B2 IR, AN 70X 28 FLON A Simple Slope A58, PA—ANbrifE 2 ik,
2t T BRI AE T RN B, 2 FR .

6.000
- & - RLIERLEY
5.500 [ N
—— L RLAE
5.000 [
%
N i
%4wo '////t:
4.000 | .7
7
I
3.500 .
24
3.000 :

k5% & e-HRM 1F 3% # Hle-HRM
BT E

Figure 2. Moderation effect diagram

B 2. TR

5. &t 5EIN
5.1. R4t

AL LA AR BB AT R R BRSO, IRIT 1 R AR AT N RIRE B LGS AR KR
Hl, BARSRIT: 1) RAME T ANTEEHIERPZRASGE. HHAMAHXERD e-HRM A T2
PN PR Z AT CAUI L4 53 T R B R R AN A 1k (K S AN By, I 03 TR 2 5 4L UK R I — 2
P, SRFHAMALEL S b ¥ 22 2 BRI R R, (R2E 03 T A A IE 1) 1 A, R R (B AR T AE I AL 2R A
Pl K R e-HRM AT LA #E 53 XA ZUNMEAE . 2) R AFAER R 7 N ) BV B A ZH 235 AR ]
EHAER . — T, KA e-HRM Rk 2 413 T A2 ML S A RN MRS PP st A ) BRI s, I HL
NG T - HHR AR BSNMBIINFI W) T, T+ 57 15 A LU B IR AR 10— Bk 5 — 5T
FIU LA IE SRR AL U OIFREG LA IV R IR &, AT IR B R K 0 TAE TAR AT KA
I, R A IS R DMEAR R R —2D Rl . 3) BT fa RO R T AT
WG MR AR R L5, RRENRMXRIELNE H g s ASMEErE, OBy
RIS B PEAN S B, AP B3 X G 2 DO BB LT T (R O o A6 O B B2 200 3 1 Py oK 1AV A1
MmN, D T R 0 AR R HL 3 A B B ORI R AR T = S A, IR TAR T AP
iR, BSEE A AT IR 2, IR RE R A1 A

5.2. EEER

2RI A ERVE ] P SRR AN B 5 (A5 b A I B, A AR e Ak AR A7 5 A SR I e iR
ARE, fem AT - HERERZHR R PREEREN NG RN EAA A EEE L. EXT71H,
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AR NI IRE B SEE KA 1, EERAVEE T, AR ARRR, Ltk RME T
AN BB E R T ARG R AN EERBGE. AT TR AT A REE %08 E, Jf
R 7 R AR T N B BN HLVEAR SR SRR R AR, AT Ak i PR . S AL
LA 1) RE AR R AT A SRR HKT . HAMEEE LB R e-HRM 45T F
JREZ R0, RS R TR, AB R T EEEMS SRR ER. Bril, dE8 3 etk
AN RIVEBE L ARG MNE RN EE . 2) ZRIFREIRTH G THRET AT IR TP AT A
XHGUSAERIE RN, & B AR HE TAE L0553 S WRE i K A T4k, R A5 simiairid
FErbO A TR E . 3) @i LA b A, b 02 0 BERR A E 1 1 i s . 2R G iy T
OERZGET IR, AR ISEE A T, N AT RE A M IS AR AN R AE S s R, M
R HEEAONHSENG W7 AT, B R 5 ARG R IR A fE .
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