BCP Business & Management FEMS 2022
Volume 19 (2022)

Study of the Impact of Ethical Leadership on Innovation
Performance: The Mediating Role of Interaction Equity

Yifan Zhang*

School of Economics and Management, Beijing Jiaotong University, Beijing, China
*Corresponding author e-mail: zyf82667193@qq.com

Abstract. Based on equity theory, this study constructs the influence mechanism of ethical
leadership on innovation performance. This study uses questionnaire surveys to investigate more
than 10 enterprises in Hubei, Henan, Hunan, Shanghai, and Beijing, and finally collected 235 valid
samples. Using SPSS26.0 and Mplus7.4, hierarchical regression analysis is used to verify the
hypotheses put forward in this study. Finally, a total of four conclusions are obtained. First, ethical
leadership has a positive effect on employees' innovation performance. Second, interaction equity
mediates the relationship between ethical leadership and employees' innovation performance. Third,
leader-member exchange(LMX) positively moderates the relationship between ethical leadership
and interaction equity. That is, the higher the degree of LMX, the stronger the positive influence of
ethical leadership on interaction equity is. Fourth, LMX moderates the mediating role of interaction
equity between ethical leadership and innovation performance. That is, the higher the degree of LMX,
the stronger this mediating role is. This study not only expands the research on ethical leadership,
but also provides management enlightenment for enterprises to implement appropriate management
methods and improve innovation performance.

Keywords: Ethical Leadership; Interaction Equity; Innovation Performance; Leader-member
exchange.

1. Introduction

In the context of innovation and entrepreneurship, innovation performance as a part of job
performance can positively contribute to employee performance and corporate performance [1], and
therefore has become a focus of researchers' attention. Existing research shows that leadership style
is an important factor influencing employees' innovative performance, and transformational
leadership [2] and authentic leadership [3] can promote employees' innovative performance. Ethical
leadership refers to interpersonal two-way interactive communication that reinforces followers'
ethical values and promotes followers' implementation of ethical behaviors [4]. Current research
related to ethical leadership focuses on the behavioral attitudes of employees, and there is a lack of
aspects closely related to corporate development, such as innovation performance, which makes it
difficult to highlight the positive impact of ethical leadership on corporate dimensions. Therefore, the
study of the mechanism of ethical leadership on innovation performance has strong theoretical and
practical significance.

Ethical leaders not only possess personal traits such as respect and justice, but also work with
concern for the future development of their employees and encourage them to express their ideas and
participate in decision-making [5-6]. The behavior of ethical leaders can influence employees'
perceptions of organizational justice. Organizational justice is an individual's subjective perception
of the organizational climate and is evaluated by the individual's subjective psychological perception
of whether the organization treats them fairly or not [7-8]. Organizational equity is positively
correlated with innovation behavior [9] and positively contributes to employees' cooperative
innovation behavior and innovation performance [11-12] by increasing employees' sense of
responsibility and organizational citizenship behavior [10]. Interaction equity, as one of the structural
dimensions of organizational equity, focuses on the perceived justice of interpersonal treatment of
leaders in decision making [8] and is an important influence on the effectiveness of leadership
behavior, which can motivate positive work behavior. Since organizations in the Chinese context are
more personalized, interaction equity, which reflects the quality of interpersonal relationships
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between leaders and employees, is a better predictor of individual performance and behavior than
other structural dimensions of organizational equity [13]. Therefore, this study selects interaction
equity as a mediating variable to explore the mechanism of ethical leadership's influence on
employees' innovative performance.

Despite the ability of ethical leadership to influence employee values and behaviors, little is known
about "whether different employees respond differently to ethical leadership"[14]. Leader-member
exchange (LMX), an important indicator of the degree of emotional exchange between leaders and
employees in terms of resource sharing and mutual support [15], can play a positive role in the
reciprocal process of ethical leadership influence on employees [16]. Equity theory suggests that in a
high-quality LMX relationship, there is trust and respect between the leader and the member, which
is in line with the qualities of ethical leadership. Leaders provide informational, material, and
interpersonal support to employees, which helps employees gain a higher scope of autonomy and
fewer restrictions [17], thus stimulating a sense of responsibility. Employees are autonomous to
innovate at work, which leads to improved innovation performance. Therefore, this study suggests
that LMX may be a key factor influencing the level of effect between ethical leadership and
interaction equity.

In summary, this study explores the impact of ethical leadership on innovation performance , the
mediating role of interactive equity and the moderating role of LMX based on equity theory, in an
attempt to promote the continuous development of research in the field of ethical leadership and to
provide theoretical references and practical references for the search of appropriate leadership
management in organizations.

2. Theoretical Basis and Assumptions

2.1 Ethical Leadership and Employees' Innovation Performance

Innovation performance is the generation of novel and potentially useful ideas by employees at the
individual level [18-19]. Innovative performance cannot be improved without an increase in
employees' willingness to innovate. Only when employees are less worried about the risks of
innovation and increase their innovative behaviors can they improve their innovative performance,
which in turn contributes significantly to the improvement of organizational performance [20].

Combining the existing studies, ethical leadership has significant direct and indirect effects on
employees' innovation performance [21]. High ethical behavior of ethical leaders can significantly
motivate employees' constructive behavior [22], and employees' constructive behavior positively
affects innovation performance. In a stronger organizational innovation climate, ethical leaders have
a stronger contribution to employees' innovation performance [23]. According to the traits of ethical
leadership, ethical employees are easily supported and rewarded by ethical leaders, which affects
employees' perceptions of organizational support. It is an important factor in enhancing innovation
performance [24].

Considering that employees' innovation behavior is influenced by the combination of innovation
environment and perceptions of innovation consequences, in an organizational climate dominated by
ethical leaders, ethical innovation concepts and behaviors are supported by leaders, and employees
are less worried about innovation failure and more willing to take the initiative to innovate and thus
generate innovation performance. In addition, the social exchange between ethical leaders and
employees affects the work output of employees. The attributes of ethical leadership such as caring
for employees, respect, and justice are conducive to building employees' trust in their leaders and
positively motivating them to come up with innovative ideas and generate creative behaviors, thus
enhancing innovation performance [25]. The following hypothesis is therefore proposed.

H1: Ethical leadership has a positive effect on employees' innovation performance.
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2.2 The Mediating Role of Interactive Equity

According to the definition of ethical leadership and interactional equity, ethical leadership
enhances employees' perception of interactional equity. Interaction equity consists of two major
elements: interpersonal equity and information equity [26]. Interpersonal equity refers to leaders
treating employees with courtesy and respect, while information equity refers to leaders sharing
information with employees and proactively informing them [27]. In management practice, ethical
leaders possess traits such as honesty and justice, and are able to demonstrate ethical behavior in
resource allocation and interpersonal processes [28], treat employees equally, and create a fair
organizational environment. In addition, ethical leaders' qualities such as accountability and justice
can promote the fair operation of systems such as performance evaluation and reward distribution
[29-31]. According to the equity theory and due process evaluation system, ethical leaders can make
fair organizational decisions through adequate notice, fair hearing, and evidence-based judgment,
which helps strengthen employees' interactive perception of justice. Finally, ethical leaders attach
importance to two-way communication with employees, which is conducive to the formation of frank
and open interaction with employees and enhances employees' understanding and support [32], thus
consolidating employees' interactive perception of justice.

In recent years, many scholars have conducted empirical studies on the impact of interaction equity
on employees' innovative performance or creativity. Studies have shown that procedural justice,
interactional justice, and leadership justice have significant positive effects on employees' creativity
and innovative behavior at work [34], and interactional justice is significantly and positively related
to individual innovative performance [33]. Equity theory suggests that there is a long-term social
exchange between employees and the organization, and the organization provides a place for
employees to establish and maintain social relationships [38]. Through the information exchange
between the organization and employees, employees are able to judge whether they are treated fairly
by the organization. When employees perceive that the interaction between output and input ratios is
fair, employees are more willing to engage in activities that benefit the organization [35] and reduce
negative behaviors. In addition, interactional justice affects individuals' internal motivation. When
individuals perceive being treated fairly, individuals become more motivated and internally motivated
to work on tasks [36], and internal motivation positively contributes to employees' willingness of
innovative awareness and behavior [37].

According to equity theory, it is because of the qualities of ethical leaders who respect, share
information, and allow employees to actively voice their opinions and participate in decision making
that ethical leaders can promote a balance between organizational and personal interests, thereby
enhancing employees' perceptions of interactive justice. When employees' perception of interactional
justice is high, employees are more willing to trust their leaders' decisions [28], enhancing the sense
of organizational support [40]. Therefore, employees tend to give back to the organization through
autonomous innovative behaviors, thus improving innovation performance. Therefore, the following
hypothesis is proposed.

H2: Interaction equity mediates the relationship between ethical leadership and employees'
innovation performance.

2.3 The Moderating Role of Leader-Member Exchange (LMX)

According to the definition of LMX and interactive justice, it can be concluded that leaders are the
allocators of organizational resources and employees' work, so LMX is a strong predictor of
employees' job performance evaluation, promotion frequency, etc. [41]. Different employees and
leaders have different quality exchange relationships with each other, and therefore their perceptions
of justice are different. Specifically, trust between leaders and employees is higher in high-quality
LMX relationships. Employees are able to establish good exchange relationships with ethical leaders,
share information and participate in decision-making, and enhance their perceptions of interactional
justice in leadership decisions [42]. Employees have a higher level of identification and emotional
attachment to ethical leaders. Even when deviations from expected behavior occur in practice,
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employees' identification and emotional attachment to the leader make them willing to believe that
the leader's behavior involves interactional justice. At the same time, ethical leadership behaviors
such as respect, empowerment, and caring contribute to deeper employee identification and trust,
which can facilitate the formation of high-quality LMX relationships [43] and further contribute to
employees' perceptions of interactional equity.

In low-quality LMX relationships, employees view information sharing with leaders, participation
in decision-making, and voicing opinions as incidental events. Even if ethical leaders perform ethical
behaviors in the organization, employees do not correctly perceive the true intentions of leaders and
do not easily develop positive evaluations of leaders. The positive effect of ethical leadership is not
easily reflected and employees do not easily perceive the justice of the interaction. Therefore, the
following hypothesis is proposed.

H3: LMX positively moderates the relationship between ethical leadership and interaction equity.
That is, the higher the degree of LMX, the stronger the positive influence of ethical leadership on
interaction equity is.

As a result, this study can be further represented as a mediated model that is moderated.
Specifically, interaction equity mediates the effect of ethical leadership on innovation performance,
and the magnitude of this mediating effect depends on the quality of the LMX. In high-quality LMX
relationships, as employees develop more trust, they are more supported and empowered by ethical
leaders [44], and have more perceptions of their ethical behavior in terms of interactional equity, so
employees are prone to develop a sense of obligation and responsibility to reward their leaders and
the organization [45], and to give back to their leaders through positive innovative behaviors [46],
facilitating innovative performance. When interaction equity differences are low, the moderating
effect through LMX can have an indirect effect on employees' work tasks and innovative performance
[47]. In contrast, in low-quality LMX relationships, the exchange between employees and ethical
leaders is limited to formal communication, employees' perception of interactional equity is reduced
and they are more willing to follow the stereotypical way of working and avoid the risks associated
with innovation, which is not conducive to innovative performance. The following hypothesis is
therefore proposed.

H4: LMX moderates the mediating role of interaction equity between ethical leadership and
innovation performance. That is, the higher the degree of LMX, the stronger this mediating role is,
while the lower the degree of LMX, the weaker this mediating role is.

LMX

Ethical leadership 2 Interactive justice Innovation performance

h

Figure 1. Theoretical Model

3. Study Design

3.1 Collection Process of Research Sample and Data

The subjects of this study came from more than 10 enterprises in Hubei, Henan, Hunan, Shanghai,
and Beijing. Before the formal research, this study discussed the content of the questionnaire through
some employees of the enterprises, on the basis of which some questions were adjusted to ensure the
validity of the questionnaire. A total of 300 questionnaires were distributed in this study, 235 valid
questionnaires were collected, with a valid return rate of 78.33%. Among the final valid sample, 23.85%
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were male and 76.15% were female. 0.77% were aged 18-25, 4.23% were aged 26-35, 23.85% were
aged 36-45, and 71.15% were aged 46 and above. 16.92% had high school education or less, 28.08%
had college education, 48.08% had university Bachelor's degree, and 6.92% had postgraduate degree
or above. 3.08% have served for 1 year or less, 6.92% for 2-5 years, 8.46% for 6-10 years, and 81.54%
for 11 years or above.

3.2 Variable Measurement

In this study, all English scales were translated and back-translated to ensure the accuracy of
translation. All scales were on a seven-point Likert scale, with 1 to 7 indicating "strongly disagree"
to "strongly agree".

Ethical leadership. The scale adapted from Brown (2005) by Tian et al. (2015) [48] includes 10
questions such as "Leaders will regulate employees' behavior that violates ethical standards". The
Cronbach's a value for this scale was 0.956.

Interaction justice. A scale developed by Colquitt (2001) [27] was used, including nine questions
such as "The leader treats me politely". The Cronbach's a value for this scale was 0.963.

Leader-member exchange. The scale developed by Zhao Kehan et al. (2013) [49] was used and
included seven items such as "I have a good working relationship with my leader". The Cronbach's a
value for this scale was 0.893.

Innovation performance. A scale developed by Han Yi (2006) [50] was used, including eight
questions such as "I will provide new ideas to improve the existing situation". The Cronbach's a value
for this scale was 0.950.

Control variables. Individual characteristics that may have an impact on interaction equity, LMX,
and innovation performance were controlled for in this study's analysis, including employee gender,
age, education level, and years of service in their current job [51-52].

4. Data Analysis and Results
4.1 Validated Factor Analysis with Common Method Bias Test

The discriminant validity of the four variables of ethical leadership, interaction equity, LMX, and
innovation performance is examined by Mplus 7.4 software. The results of the analysis show (see
Table 1) that the four-factor model has the best fit compared to the one-factor, two-factor, and three-
factor models ( x 2/df=2.651, RMSEA=0.084, CFI=0.977, TLI=0.969, SRMR=0.023), indicating that
the core variables involved in this study has good discriminant validity and are representative of
different constructs.

In addition, this study uses SPSS 26.0 software to test for common method bias by Harman's one-
factor test. The results of Harman's one-factor test find that the first principal component without
rotated factors accounted for 39.668%, which is below the critical criterion of 50%. Therefore, there
is no serious common method bias in the sample data.

Table 1. Verification Factor Analysis and Comparison

Models Contained v2/df | RMSEA | CFI TLI | SRMR
factors

Four-factor model EL;1J;LMX;IP 2.651 0.084 0.977 0.969 0.023

Three-factor model EL+1J;LMX;IP 10.329 0.199 0.864 0.824 0.070

Two-factor model ELA+1J+IP;LMX 19.775 0.283 0.716 0.646 0.088

One-factor model ELHJ+LMX+IP 20.517 0.288 0.699 0.632 0.086

Note: EL indicates ethical leadership; 1J indicates interaction equity; LMX indicates leader-
member exchange; IP indicates innovation performance; + indicates two factors combined into one
factor.
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4.2 Descriptive Statistics and Correlation Analysis

As shown in Table 2 means, standard deviations, and correlation coefficients, ethical leadership is
significantly and positively correlated with interaction equity (r=0.723, p<0.001), LMX (1=0.764,
p<0.001), and innovation performance (r=0.650, p<0.001) respectively. Interaction equity is
significantly and positively correlated with LMX (r=0.821, p< 0.001), and innovation performance
(r=0.652, p<0.001). LMX is significantly positively correlated with innovation performance (=0.670,
p<0.001). The correlation analysis among the variables provides the necessary support for the
subsequent hypothesis testing.

Table 2. Means, standard deviations, and correlation coefficients of variables

Variables M SD 1 2 3 4 5 6 7 8
1.Gender 1.760 | 0.430
2.Age 3.710 | 0.542 | -0.014

3.Education level 2.480 | 0.839 | -0.126 | -0.045
4.Years of service 3.740 | 0.658 | -0.012 | 0.337"" | 0.212"

5.Ethical leadership | 4.583 | 1.409 | 0.066 | -0.095 | -0.060

0.112 0.956

6.Interaction justice | 4.672 | 1.242 | 0.008 | -0.092 | 0.027 0.723 | 0.963

0.042

7-Leader-member | 4 350 | 1 130 | 0,013 | -0.068 | 0.007 0.764"" | 0.821" | 0.893

0.076

exchange
8.Innovation 5.009 | 1.094 | -0.059 | -0.117 | -0.003 | .~ | 0.650*** | 0.652"** | 0.670"** | 0.950
performance 0.046

Note: n=235; * indicates significant correlation at the 0.05 level (two-sided), ** indicates
significant correlation at the 0.01 level (two-sided), *** indicates significant correlation at the 0.001
level (two-sided), same below; bolded data are Cronbach’s coefficients of the variables a.

4.3 Hypothesis Testing

1. A main effect test of ethical leadership to innovation performance. Hierarchical regression
analysis is used to test the main effect of ethical leadership on innovation performance. Controlling
for demographic variables such as employee gender, age, years of service, and education level, the
results of the regression analysis of model 6 in Table 3 show that ethical leadership has a significant
positive effect on innovation performance (B=0.656, p<0.01). Therefore, H1 is supported.

2. The test of mediating role of interaction equity. From the results of the regression analysis of
model 2 in Table 3, it can be seen that ethical leadership has a significant positive effect on interaction
equity ($=0.730, p<0.01). And from model 7, it can be seen that interaction equity has a significant
positive effect on innovation performance (f=0.648, p<0.01). When both ethical leadership and
interaction equity predict innovation performance, as shown by model 8, the predictive effect of
interaction equity diminishes but remains significant ($=0.370, p<0.01). Therefore, H2 is supported
and interaction equity plays a partially mediating role in the effects of ethical leadership on innovation
performance.

3. Tests for moderating effects of LMX. Hierarchical regression is used to conduct the test for
moderating effects, and after controlling for demographic variables, the independent variables,
moderating variables, and interaction terms are sequentially entered into the equation to predict the
outcome variable. To avoid multicollinearity, the independent and moderating variables are
separately centered before conducting the regression. The results of the analysis are presented in
Table 3. From Table 3 model 4, it is clear that the interaction term between ethical leadership and
LMX has a significant positive effect on interaction equity (f=0.094, p<0.05). In addition, this study
plots the moderating effect with one standard deviation above and one standard deviation below the
LMX mean respectively, and as shown in Figure 2, the positive effect of ethical leadership on
interaction equity is enhanced when LMX quality is high and weakened when LMX quality is low.
Therefore, H3 is supported.
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Table 3. Results of Hierarchical Regression Analysis

Interactive justice Innovation performance
Variable type Modell | Model2 | Model3 | Model4 | Model5 | Model6 | Model7 | Model8
Control variable
Gender 0.010 | -0.034 0.004 0.001 -0.062 | -0.102" | -0.069 | -0.089
Age -0.084 | -0.034 | -0.039 | -0.028 | -0.117 | -0.072 | -0.062 | -0.059
Educational level 0.028 0.057 0.026 0.024 | -0.015 | 0.010 | -0.034 | -0.011
Years of service -0.019 | 0.039 0.041 0.034 | -0.005 | 0.048 0.008 0.034
Independent variable
Ethical leadership | 1 0.730"° [ 0.235™ | 0.237™ | 0.656™ | 0.386™
Intermediate variable
Interactive Justice | | | | | | | 0.648"" | 0.370°"
Adjustment variable
Leadership
Membership 0.642"" | 0.655™"
Exchange
Moderating effects
Ethical
Leadership*Leader- .
Member 0.094
Exchange
R2 -0.008 | 0.520 0.692 0.699 0.001 0.427 0.422 0.490
F 0.547 | 51.752 | 88.437 | 78.588 | 1.032 | 35.823 | 35.114 | 38.479
10 =
8 6 w —+— LowLMX
g; --@-- HighIMX
£
g 4
£
2 4 /
0 .
Low ethical leadership High ethical leadership

Figure 2. The moderating role of leader-member exchange between ethical leadership and
interactive justice

4. Moderated mediating effect test. H4 is a moderated mediating effect and is analyzed in this
study by using the SPSS 26.0 software macro program PROCESS, and the results after a sample of
5000 runs are shown in Table 4. The indirect effect of ethical leadership via interaction equity on
innovation performance is significant when LMX quality is one standard deviation above the mean
(0.092, 95% confidence interval [0.044, 0.164], excluding 0), while the indirect effect of ethical
leadership via interaction equity on innovation performance is not significant when LMX quality is
one standard deviation below the mean (0.044, 95% (confidence interval [-0.007, 0.110], including
0). In addition, the indirect effect value of the mediated model with moderation is significant (0.021,
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95% confidence interval [0.002, 0.046], excluding 0). This suggests that LMX moderates the
mediating role of interaction equity between ethical leadership and innovation performance. It is
proved that the higher the quality of LMX, the stronger the mediating role of interaction equity in the
relationship between ethical leadership and innovation performance is, and conversely, the lower the
quality of LMX, the weaker the mediating role of interaction equity in the relationship between ethical
leadership and innovation performance is. Therefore, H4 is supported.

Table 4. Results of the analysis of the mediating role of justice in leader-member exchange
regulation interaction

95%confidence interval

Degree of influence | Effect | Standard error Lower limit | Upper limit
Low quality 0.044 0.029 -0.007 0.110
Leader-member exchange High quality 0.092 0.029 0.044 0.164
ind 0.021 0.011 0.002 0.046

5. Conclusion and Outlook

5.1 Research Findings

This study explores the mechanisms of the influence of ethical leadership on innovation
performance based on equity theory. The study found that:

First of all, ethical leadership has a positive impact on employees' innovation performance.
According to equity theory, the respect and justice traits of ethical leadership help to establish a social
exchange relationship of trust and recognition with employees, which will stimulate a rewarding
mentality toward leadership and manifest as positive intrinsic motivation and positive extrinsic
behavior, thus stimulating innovation willingness and innovation behavior and promoting innovation
performance.

Secondly, ethical leadership positively influences innovation performance through interactive
justice, which is an important path to stimulate employees' innovative behavior and enhance
innovation performance. According to equity theory, ethical leaders possess ethical traits such as
justice and respect for employees, and create a fair and interactive climate through ethical behaviors
such as proper decision-making and two-way communication [53], thus enhancing employees'
perception of interactive justice. Employees with high perceptions of interactive justice have
increased trust and support for their leaders and are more willing to give back to the organization
through their own innovative behaviors, thus improving innovation performance.

Thirdly, in the path of ethical leadership influencing innovation performance through interaction
equity, LMX is the key factor that reinforces the positive influence of ethical leadership on interaction
equity. The higher the quality of LMX, the stronger the positive influence of ethical leadership on
interaction equity, and the stronger the mediating role of interaction equity between ethical leadership
and innovation performance is. As LMX quality increases, ethical leaders tend to build trusting,
shared exchange relationships with employees, thereby increasing employees' perceptions of
interactional justice in leadership behavior and ignoring leaders' deviations from expected behavior
in management practices. In high-quality LM tionships, employees have reduced perceptions of
interactional justice and are reluctant to exchange with ethical leaders through information exchange,
voicing opinions, and proactive innovation. Employees' preoccupation with stereotypical ways of
working and elevated concerns about innovation risk are detrimental to innovation performance.

5.2 Theoretical Significance

First, this study responds to PILLAIR's (1999) claim that interactional equity can serve as a
mediating variable for the effectiveness of leadership behavior [54] by focusing on interactional
equity and developing a model for influencing innovation performance through interactional equity
based on employees' psychological perceptions. Previous studies have mostly explained the
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mechanism of ethical leadership on innovation performance from the perspective of employees'
psychological activities [55-56]. This study proposes that ethical leadership, as a positive and
effective leadership style, can enhance employees' innovation performance by promoting employees'
perceptions of interactional equity, thus opening the "black box" of ethical leadership on employees'
innovation performance in the Chinese cultural context.

Second, this study proposes and tests the moderating effect of LMX on the relationship between
ethical leadership and interaction equity influence and the mediating mechanism. Compared with the
current studies that use leadership style as the entry point and mostly use LM X as a mediating variable,
this study investigates LMX as a moderating variable, strengthens its organizational climate attribute,
deepens the existing theory of LMX [57] , expands the nature of ethical leadership as a moderating
variable at the social exchange level, and advances the existing research on the influence of ethical
leadership on employees' innovation performance and the mediating mechanism.

5.3 Practice Inspiration

First, organizations should pay attention to the ethical performance of existing leaders and set high
ethical standards to promote the transformation of existing leaders into ethical leaders. Existing
leaders should not only enhance their own ethics, but also influence employees' ethical and moral
concepts through their own ethical behaviors, and take measures such as institutional supervision and
resource allocation to promote the formation of an ethical climate in the organization [13]. Ethical
leaders should also provide appropriate support to employees who trust their leaders and take the
initiative to propose innovative ideas, so as to enhance employees' initiative to innovate and promote
innovative performance.

Secondly, organizations should pay attention to cultivating employees' perception of interactive
justice. For employees with low perception of interactive justice, they can understand employees'
problems or grievances through heart-to-heart talks, conduct timely and efficient two-way
communication based on understanding employees' personalities and respecting employees' wishes
to solve problems and improve employees' perception of interactive justice [58]. In addition, leaders
can also provide innovation skills training for employees, so that employees have the ability to
implement innovative ideas and improve innovation performance.

Third, leaders in the organization can take appropriate actions to build high-quality LMX
relationships. Actions such as giving more job autonomy, sharing key information, and encouraging
participation in organizational decision-making enhance LMX quality [32], and improve employees'
perceptions of interactional justice by leading by example, treating employees fairly, and caring for
them to promote innovative performance improvement.

5.4 Research Limitations and Perspectives

Due to the constraints of subjective and objective conditions, this study still has some shortcomings
that can be further improved in the future. First, in terms of research methodology, the concept of
innovation performance emphasizes the continuous change of innovation behavior, and this study
only investigates innovation performance at a single point in time, which is cross-sectional data, and
does not pay enough attention to the dynamic changes of innovation performance. Future research
should be conducted in longitudinal tracking studies to measure innovation performance multiple
times in order to better reveal the relationship between variables and dynamic change trends. Second,
this study only explores individual-level variables, but does not address organizational-level variables
related to innovative behavior, such as organizational innovation climate and high-performing work
systems. Future research is supposed to include organizational situational level variables to explore
the effects of organizational characteristics on innovation performance. Third, the positive effect of
interaction equity on innovation performance is not directly reached, and there are still potential
influence variables in this influence mechanism. This study only explores the positive impact of
interaction equity on innovation performance without examining its impact mechanism. Future
research can further explore the impact of employees' perceived interaction equity on innovation
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performance in terms of personality traits such as due diligence and openness. Fourth, although this
study confirms the mediating role of interactional equity, there may be multiple pathways of action
for the impact of ethical leadership on innovation performance. Distributive justice and procedural
justice as two other dimensions of organizational justice may also play a mediating role in this
influence mechanism, and future research should consider the role of distributive justice and
procedural justice in the influence of ethical leadership on innovation performance.
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