
Citation: Tong, Lei, and Chonlavit

Sutunyarak. 2024. The Impact of Food

Delivery Riders’ Perception of

Fairness on Organizational

Identification in the Digital Economy:

Based on the Intermediary Perspective

of Organizational Trust in the Context

of Digital Technology. Journal of Risk

and Financial Management 17: 361.

https://doi.org/10.3390/

jrfm17080361

Academic Editors: Xuefeng Shao,

Rebecca Dong and Chante Jian Ding

Received: 11 July 2024

Revised: 9 August 2024

Accepted: 11 August 2024

Published: 15 August 2024

Copyright: © 2024 by the authors.

Licensee MDPI, Basel, Switzerland.

This article is an open access article

distributed under the terms and

conditions of the Creative Commons

Attribution (CC BY) license (https://

creativecommons.org/licenses/by/

4.0/).

Journal of

Risk and Financial
Management

Article

The Impact of Food Delivery Riders’ Perception of Fairness on
Organizational Identification in the Digital Economy: Based on
the Intermediary Perspective of Organizational Trust in the
Context of Digital Technology
Lei Tong and Chonlavit Sutunyarak *

Chakrabongse Bhuvanarth International Institute for Interdisciplinary Studies (CBIS), Rajamangala University of
Technology Tawan-OK, Bangkok 10400, Thailand; lei.ton@rmutto.ac.th
* Correspondence: chonlavit_su@rmutto.ac.th; Tel.: +66-(668)44338484

Abstract: With the rapid rise in the gig economy driven by advancements in digital technology and
financial technology, this study focuses on the work experiences and psychological perceptions of
food delivery riders in platform-based employment. This study used a sample of food delivery riders
from 19 cities in China (such as Shanghai, Beijing, Guangzhou, etc.) and multiple delivery platforms
(such as Meituan, Ele.me) to collect data through a combination of online and offline questionnaires.
The impact relationship between perceived fairness, organizational trust, and organizational identity
of food delivery riders was examined through factor analysis, structural equation modeling, and
mediation effect modeling. The results of the survey and statistical analysis indicate that fairness
perception and its dimensions (distributive fairness, procedural fairness, and interactional fairness)
significantly influence riders’ organizational identification, with organizational trust serving as
a critical mediating factor. The integration of digital technology has substantially enhanced the
operational efficiency of platform-based employment by enabling real-time tracking, transparent
communication, and data-driven decision-making. Innovations in financial technology, such as
digital payment systems and financial management tools, offer riders safer and more convenient
compensation methods, thereby contributing to their financial stability and fostering trust in the
platform. The establishment of trust alleviates the riders’ concerns regarding compensation stability
and bolsters their optimistic attitudes toward accessing platform resources and meeting their needs.
This study provides significant insights and recommendations for leveraging digital technology
and financial technology to improve the relationship and operational efficiency between riders and
platform enterprises.

Keywords: digital economics; food delivery riders; perception of fairness; organizational identification;
organizational trust; intermediary perspective

1. Introduction

By the late 20th century, with the development of digital technology, the gig economy
of the Internet age began to rise, giving birth to numerous new forms of employment. The
gig economy is regarded as an emerging economic model based on online platforms with
real-time capabilities. It gradually displaces traditional full-time employment models, shift-
ing towards increasingly flexible forms of employment in terms of job type and working
hours (Mulcahy 2017). Additionally, the gig economy is also referred to as the on-demand
model (Lobel 2017), temporary work model, and sharing economy, among others (Horney
2016). Through platform coordination, allocation, or aggregation, the gig economy effec-
tively harnesses various dispersed idle resources in society to meet appropriate demands
for these resources, thereby realizing the value of new resources and promoting overall
social welfare (Rong et al. 2017; Weerawarna et al. 2023; Dong et al. 2021).
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Food delivery riders play a crucial role in the courier industry by connecting customers
with food service providers. They utilize tools, such as thermal bags, smartphones, and
safety equipment, to flexibly arrange their work hours based on personal availability.
This flexibility exemplifies the characteristics of the gig economy, where riders operate
indispensably within the digital economy. This trend has sparked extensive discussions
and research into employment relationships, working conditions, and employee rights in
the gig economy, particularly focusing on fairness perceptions among food delivery riders
in the platform economy and their impact on organizational identification.

Organizational fairness refers to employees’ perceptions and internal judgments of
whether they are treated fairly by their organization (Greenberg 1990; Wang 2009). When
employees perceive higher levels of fairness, they are more inclined to seek organizational
support to accomplish tasks, which in turn reduces feelings of job burnout and decreases
turnover intentions (Campbell et al. 2013; Xie et al. 2018; Tang et al. 2019). Scholars
have investigated the impact of platform management and institutional environment on
fairness perceptions among gig workers, categorizing their perceptions into three aspects:
distributive fairness, procedural fairness, and interactional fairness (Moorman 1991; Fieseler
et al. 2019). When riders perceive fair rewards for their efforts and contributions from the
platform, they exhibit higher job motivation and satisfaction. Fair procedural perceptions
increase trust in the platform, while interactions with the platform influence emotional
attachment and loyalty among food delivery riders. Thus, fairness perceptions not only
affect their work attitudes and behaviors but also their organizational identification with
the platform.

Organizational identification occurs when individuals’ self-concept aligns with their
cognitive perception of the organization. It involves internalizing organizational values into
personal cognition and developing an emotional attachment to the organization (Dutton
et al. 1994; Wei et al. 2008). Simultaneously, organizational trust, a critical factor reflecting
mutual trust among members and trust in the whole organization, influences perceptions
of organizational safety and reliability (Nyhan and Marlowe 1997; Gilbert and Tang 1998;
Dirks and Ferrin 2002). This trust fosters emotional connections and mutual support
among employees, positively impacting organizational commitment, job satisfaction, and
performance (Sun et al. 2018; Yang and Yu 2019). Research indicates that organizational
trust enhances employees’ organizational identification (Li et al. 2021), highlighting its
pivotal role in maintaining organizational stability and enhancing overall efficiency.

This study explores the relationship between fairness perception, organizational trust,
and organizational identification among food delivery riders based on Social Identity The-
ory. Proposed by scholars, like Tajfel in the 1970s, Social Identity Theory has become widely
accepted for explaining group identity, group relationships, and behavior, particularly
in studies of organizational identification in employee contexts (Tajfel 1986; Tajfel 1978).
Turner extended and deepened Social Identity Theory by developing Self-Categorization
Theory, which posits that individuals’ self-categorization processes are driven by two
motivations: the motivation for self-enhancement and the motivation to reduce uncer-
tainty (Brown 2000). In this research, fairness perception denotes the food delivery riders’
perceptions of fairness within the platform organization, reflecting alignment in goals,
values, and beliefs between riders and the platform organization. High fairness perception
enhances riders’ trust in the platform. When riders perceive fairness and trust the platform,
they are more likely to internalize the platform’s values, thereby strengthening their or-
ganizational identification. Therefore, we hypothesize that food delivery riders’ fairness
perception affects their organizational identification through the mediating variable of
organizational trust.

The survey targets food delivery riders from various online platforms in China, in-
cluding Meituan, Ele.me, Dada, UU Run Errands, and Shansong. The concepts of gig work,
short-term positions, and temporary employment have long existed in Chinese society, serv-
ing as significant supplements to full-time employment. China possesses a large blue-collar
workforce, totaling 400 million people, primarily consisting of migrant workers from rural
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areas who constitute a crucial segment of urban employment. As of December 2021, China’s
online food delivery user base reached 645.81 million, with online delivery personnel (food
delivery riders) playing a pivotal role in supporting the rapid growth of internet delivery
companies (China National Information Center for Shared Economy Research Center).
However, despite the advantages of low labor costs and flexibility brought by the gig
economy, platform management processes face several issues. For instance, overly severe
penalties for riders and an emphasis on “customer-first” policies often overlook contextual
nuances in algorithmic decisions (Jabagi et al. 2019; Chen 2020). These issues significantly
impact riders’ fairness perceptions, undermining trust in the platform organization and
thereby threatening the formation of organizational identification. This context provides
a suitable academic backdrop for studying the mediating role of organizational trust in
the relationship between fairness perception and organizational identification among food
delivery riders.

Therefore, this study focuses on food delivery riders, a typical gig economy group.
Through a literature review, questionnaire surveys, and statistical analysis methods, it
investigates and verifies the mediating role of organizational trust in the impact of fairness
perception on organizational identification among food delivery riders. Existing research
has predominantly focused on micro-task crowdsourcing platforms outside China, lacking
a comprehensive exploration of organizational identification among gig workers in the
Chinese context (Tang 2024). This study centers on representative food delivery riders
within China’s gig economy, systematically analyzing the influence of various fairness
perceptions in platform organizational management on food delivery riders’ organizational
identification from an individual perception perspective. This expands the scope of factors
influencing organizational identification among gig workers. Despite extensive research
on organizational identification among gig workers, primarily focusing on job character-
istics, intrinsic motivation, and psychological contracts (Que 2021; Lin et al. 2021; Lang
2021; Li 2022), there has been relatively less attention given to the interaction between
fairness perception and organizational identification, particularly the mediating effects
between these concepts have not been fully elucidated. Through empirical validation of the
mediating impact of organizational trust in the relationship between fairness perception
and organizational identification among food delivery riders, this study not only enhances
explanatory models of how fairness perception influences organizational identification but
also deepens understanding of fairness perception among gig workers.

This study has significant theoretical and practical implications. On a theoretical level,
the study has expanded research on workers’ organizational identity in the gig economy,
validated the impact of perceived fairness on organizational trust and identity, and revealed
the mediating role of organizational trust, providing new insights for social identity theory.
On a practical level, the research results provide valuable references for platform enterprises
and policy makers. Platform enterprises can enhance the trust and recognition of riders
and improve employee loyalty and service quality. Policy makers can use the perceived
issues of income instability and opaque salary distribution faced by riders revealed in this
study to develop policies that protect the rights and interests of riders. In addition, the
research also helps to enhance public awareness of the group of delivery riders, promote
social attention to their working conditions and rights protection, and promote the healthy
development of the industry.

The structure of this article is as follows: The first part is the introduction, which
elaborates on the background information, research objectives, significance, and innovation
of the study. The second part is a literature review, discussing the theoretical foundations of
perceived fairness, organizational trust, and organizational identity, and proposing research
hypotheses and methods. The third part presents empirical results, introduces research
tools, samples, and data collection processes, and tests research hypotheses through factor
analysis, path analysis, and mediation effects. The fourth part is the Section 4, which
analyzes the consistency or differences between the research results and existing literature
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and explores potential reasons. The fifth part summarizes the research results, discusses
the limitations of the study, and proposes future research directions.

2. Materials and Methods
2.1. Theoretical Framework

Social identity refers to an individual’s awareness of belonging to a specific social
group, alongside the emotional and value significance attached to this group membership
(Tajfel 1982). This concept is a core theory in social psychology, emphasizing the impact of
an individual’s group identity on their behavior and attitudes. According to Ellemers et al.
(1999), social identity comprises three components: cognitive, evaluative, and emotional.
In organizational contexts, the cognitive component manifests as individuals forming an
identity as organization members by recognizing and aligning with the organization’s goals,
values, and beliefs. This recognition enhances their sense of belonging to the organization,
thereby influencing their behavior and attitudes. The evaluative component is evident
when individuals perceive their organization as having high prestige and influence in
society, leading to a positive evaluation of their group identity and, consequently, an
increased sense of organizational identification. The emotional component is reflected in
employees’ loyalty and dedication to the organization, with this emotional investment
fostering a strong connection between employees and the organization, thereby enhancing
organizational identification.

Social identity theory provides a framework to understand how food delivery riders’
perceptions of fairness influence their organizational identification through organizational
trust. When riders perceive fairness in the platform, their trust in the platform increases.
This trust reflects the riders’ perception of the platform environment’s safety and reliability
and is built upon their fairness perceptions. Increased trust makes riders more willing
to internalize the platform’s values into their personal cognition and develop an emo-
tional attachment to the platform (Sluss et al. 2012). This sense of trust also encourages
riders to cooperate more with the platform in achieving its goals. Social identity theory
emphasizes the importance of trust in the relationships among group members. By con-
sidering organizational trust as a mediating variable, we can reveal the mechanism by
which riders’ fairness perceptions influence their organizational identification through trust,
contributing to a deeper understanding of riders’ behavior and psychological dynamics in
the platform economy.

2.2. Research Hypotheses

This study references previous research in categorizing perceived fairness into three
aspects: distributive fairness, procedural fairness, and interactional fairness (Moorman
1991; Fieseler et al. 2019). Distributive fairness perception refers to individuals’ perception
of the fairness of resource allocation, rewards, and other outcomes within the organization,
reflecting their evaluation of fairness in the distribution of benefits between themselves
and the organization. Procedural fairness perception reflects delivery riders’ subjective
perception of whether the outcomes or decision-making processes of the platform are fair.
Interactional fairness perception reflects whether the platform respects riders’ dignity in
daily management interactions, provides sufficient information in a timely and accurate
manner, and offers necessary explanations for decision outcomes.

2.2.1. Relationship between Fairness Perception and Organizational Identification

Organizational fairness can enhance employees’ perceived support from the organi-
zation across material, emotional, and psychological dimensions, encouraging them to
actively accept their group identity, view their relationship with the organization positively,
and ultimately strengthen organizational identification. According to social identity the-
ory and the group engagement model, organizational decision-making processes and the
quality of treatment received by members convey important signals about their status and
identity within the group. When employees perceive that the organization grants them
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positive identity and status, it helps strengthen their identification with the organization.
Procedural fairness perception and interactional fairness perception play crucial roles in
this process by providing positive affirmation and support for individuals’ identity, sta-
tus, and self-worth within the organization. Higher procedural fairness perception helps
enhance employees’ sense of control over their work environment, improves job security,
and motivates them to maintain a positive attitude towards the organization over the long
term (Wang et al. 2016). Additionally, Wang et al. (2018) found that, when employees
perceive interactional fairness, they feel respected by the organization, believe they have
status within it, and thereby develop organizational identification.

Currently, food delivery platforms generally advocate the principle of fair pay for
hard work, where riders can achieve competitive rewards through diligent labor to meet
personal needs. This principle enhances riders’ self-efficacy and personal value awareness,
reinforcing their perceived support from the platform and promoting organizational iden-
tification. However, platforms also face issues, such as reducing rider profit distribution
ratios, unfair dispatching methods, and imbalanced reward and punishment systems,
which harm rider interests. Such perceptions of unfair distribution often weaken riders’
perception of alignment with the platform organization and discourage them from forming
deep connections, thus negatively affecting organizational identification. In management
practices, platforms adopting performance management systems centered around con-
sumer ratings introduce unfair elements into rider performance evaluations. Furthermore,
emphasizing a customer-first philosophy may diminish riders’ sense of respect and interac-
tional fairness perception towards the platform organization. Perceptions of procedural
unfairness and interactional unfairness make it difficult for riders to feel cared for and
valued by the platform organization, leading to negative perceptions of their own value and
status within the organization. Such perceptions may make riders feel marginalized by the
organization, thereby hindering the development of a sense of belonging and identification
with the platform.

Based on the above analysis, the following hypotheses are proposed:

H1. Fairness perception significantly positively influences organizational identification among food
delivery riders.

H1a. Distributive fairness perception significantly positively influences organizational identifica-
tion among food delivery riders.

H1b. Procedural fairness perception significantly positively influences organizational identification
among food delivery riders.

H1c. Interactional fairness perception significantly positively influences organizational identifica-
tion among food delivery riders.

2.2.2. Relationship between Fairness Perception and Organizational Trust

Hubbell and Chory (2005) confirmed a close relationship between employee fairness
perception and organizational trust. Their findings indicated that distributive fairness
perception, procedural fairness perception, and interactional fairness perception are all sig-
nificant predictors of organizational trust, with procedural fairness perception particularly
notable in its explanatory and predictive capabilities. Specifically, distributive fairness per-
ception, procedural fairness perception, and interactional fairness perception can promote
continuous and stable social exchanges between employees and organizations, thereby
enhancing the quality of their relationship and increasing organizational trust (Hayunintyas
et al. 2018).

Firstly, distributive fairness perception significantly influences trust in the platform
organization among food delivery riders. The platform organization holds significant con-
trol over resource allocation, including aspects crucial to riders, such as profit distribution
ratios, order allocation, and pricing. When distribution outcomes align with riders’ psy-
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chological expectations and adequately compensate for their efforts, successful exchanges
strengthen trust in the platform organization and promote cooperative relationships. Sec-
ondly, procedural fairness perception stems from interactions between riders and platform
management practices, reflecting their understanding and judgment of fairness in platform
decision-making and rule-setting processes. For example, the use of algorithms by platform
organizations in rider work decisions often leads to unjust decisions when these algorithms
lack sufficient consideration of specific contextual information, thereby harming rider inter-
ests. Algorithmic opacity further diminishes transparency in the decision-making process,
exacerbating riders’ sense of unfairness and reducing trust in the platform organization
(Liu et al. 2021). Therefore, measures to promote procedural fairness (such as transparent
salary calculations, incentive mechanisms, and avenues to appeal unreasonable decisions)
can enhance trust and satisfaction with the platform organization. Lastly, interactional fair-
ness perception reflects riders’ perceptions of whether the platform organization respects
them and provides the necessary information in daily management interactions. Effective
management by the platform organization, respecting riders, and promptly communicating
crucial information contributes to increased rider support and trust in the organization.

Based on the above analysis, the following hypotheses are proposed:

H2. Fairness perception significantly positively influences organizational trust among food deliv-
ery riders.

H2a. Distributive fairness perception significantly positively influences organizational trust among
food delivery riders.

H2b. Procedural fairness perception significantly positively influences organizational trust among
food delivery riders.

H2c. Interactional fairness perception significantly positively influences organizational trust
among food delivery riders.

2.2.3. Relationship between Organizational Trust and Organizational Identification

Organizational trust contributes to enhancing organizational identification among
food delivery riders (Stamper and Masterson 2002; Schaubroeck et al. 2013). Firstly, higher
levels of trust prompt organizational members to hold more positive attitudes towards
organizational decisions, tending to view various management practices and policies as rea-
sonable and beneficial to employees. This trust makes riders with higher trust levels more
likely to accept and endorse platform management principles and rules, gradually aligning
personal goals with organizational goals and laying the foundation for organizational
identification. Secondly, from the perspective of social identity theory, trust plays a crucial
role in promoting group identification, primarily by reducing individual uncertainty. Trust
facilitates stable and predictable mutually beneficial cooperation between employees and
the organization, providing a way for employees to reduce perceived risks and enhance
their sense of security. Trust in the platform organization among food delivery riders
implies positive expectations towards organizational behavior and future development,
mitigating concerns about the potential loss of benefits, job risks, and uncertainties, thereby
promoting organizational identification. Lastly, trust is a prerequisite for sustained social
exchange between employees and the organization, enabling employees to view their rela-
tionship with the organization more positively. Studies show that employees with higher
organizational trust generally have higher satisfaction and a stronger sense of support
(Chen et al. 2023), which enhances the quality of their relationship and commitment to the
organization. Additionally, trust in aspects, such as organizational development potential,
management, and systems, increases individuals’ confidence in obtaining resources, pro-
motion, and development within the organization, enhancing its internal attractiveness.
These factors together make employees more likely to establish a psychological connection
with the organization, thereby promoting the formation of organizational identification.
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Based on the above analysis, the following hypothesis is proposed:

H3. Organizational trust significantly and positively influences organizational identification
among food delivery riders.

2.2.4. Mediating Role of Organizational Trust

Research indicates that fairness perception can affect organizational identification
through factors such as psychological needs satisfaction, psychological contracts, and
organizational self-esteem (Wang et al. 2016). Furthermore, organizational trust plays a
mediating role in attitudes and behavioral variables, such as organizational commitment,
job involvement, and knowledge sharing between employee fairness perception and or-
ganizational identification (Chi et al. 2021; Dai 2023). Based on the existing literature
and hypotheses, this study suggests that organizational trust mediates between fairness
perception and organizational identification among food delivery riders. Organizational
identification reflects riders’ willingness to establish close connections with the platform
organization, indicating their unity with the organization. The formation and development
of organizational identification emphasize riders’ perception of the platform’s working
environment. Different interpretations and evaluations of fairness information conveyed
by platform management influence riders’ perceptions of the platform organization’s cred-
ibility and thus their attitudes towards their relationship with the organization. Riders
with higher fairness perception typically perceive more organizational support, higher job
satisfaction, and organizational satisfaction, and believe in positive reciprocity principles.
These factors foster positive expectations towards the platform organization, facilitating
trust-building. Trust reduces riders’ perception of risks and uncertainties in platform work,
making them more willing to accept platform rules and guidance, gradually aligning
with organizational goals and principles. Conversely, riders may feel marginalized by the
organization, hindering the development of a sense of belonging and identification with
the platform.

Based on the above analysis, the following hypotheses are proposed:

H4. Organizational trust mediates the relationship between fairness perception and organizational
identification among food delivery riders.

H4a. Organizational trust mediates the relationship between distributive fairness perception and
organizational identification among food delivery riders.

H4b. Organizational trust mediates the relationship between procedural fairness perception and
organizational identification among food delivery riders.

H4c. Organizational trust mediates the relationship between interactional fairness perception and
organizational identification among food delivery riders.

Based on the theoretical framework of this study and the literature review, Figure 1
depicts the comprehensive theoretical model and research hypotheses of this study.
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2.3. Research Methods

This study primarily employs quantitative research methods, including factor analysis,
path analysis, and mediating effect tests, to achieve the research objectives.

Factor analysis is used to identify the underlying structure of a set of observed vari-
ables, revealing their relationship patterns and explaining these patterns through a smaller
number of unobserved variables. This study uses exploratory factor analysis (EFA) to
analyze a large number of observed variables, exploring and identifying potential factors
or dimensional structures of perceived fairness among food delivery riders. EFA effec-
tively determines which observed variables may jointly reflect the same latent construct or
dimension, thus establishing the theoretical framework for perceived fairness.

Path analysis is employed to examine and quantify the direct and indirect relationships
between variables in a theoretical model. It uses graphical representation to illustrate
the influence paths among multiple variables, analyzing complex causal relationships.
Constructing a structural equation model (SEM) allows for a comprehensive evaluation of
direct and indirect effects, aiding in the deeper understanding of causal relationships and
mechanisms among these variables. In this study, the application of SEM not only verifies
the research hypotheses but also quantifies the strength of relationships between different
variables, providing in-depth insights into the internal structure of employee management
and organizational relationships within the food delivery industry. Through path analysis,
we will analyze and validate hypotheses H1a, H1b, H1c, H2a, H2b, H2c, and H3 to reveal
the impact paths between food delivery riders’ perceived fairness, organizational trust, and
organizational identification.

Mediating effect tests involve analyzing the indirect influence of an independent
variable (X) on a dependent variable (Y) by introducing a mediator variable (M) into the
statistical model. By using bootstrapping techniques, researchers can quantify the signifi-
cance of the mediating effect to determine how perceived fairness influences employees’
organizational identification by enhancing or weakening their trust in the organization.
This analysis not only helps to explain the observed relationship patterns but also provides
empirical support for the formulation of organizational management strategies, promoting
continuous improvement and development of organizational and employee relations in
the food delivery industry. In this study, mediating effect analysis will be used to validate
hypotheses H4a, H4b, and H4c.

3. Empirical Results
3.1. Research Tools

This study involves key variables, such as perceived fairness, organizational trust,
and organizational identification. In designing the questionnaire, we first summarized
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the definitions, dimensions, and measurement tools for each research variable based on
a literature review. Considering the characteristics of online delivery platforms and food
delivery riders, we made specific adjustments to the questionnaire items to better align
with the actual situation.

To ensure the reliability and accuracy of the questionnaire content, it mainly includes
three parts: the first part introduces the purpose of the study and instructions for completing
the questionnaire; the second part collects personal information of food delivery riders,
such as gender, age, job nature, and years of experience; the third part includes scales for
perceived fairness, organizational trust, and organizational identification. The selected
scales have been adopted and validated by domestic and international scholars, with high
reliability and validity, suitable for various research contexts. The scale items use a five-
point Likert scale, with numbers indicating the degree of agreement, where “1” means
strongly disagree and “5” means strongly agree.

In terms of scale selection, this study primarily referenced Colquitt (2001)’s organiza-
tional fairness perception scale. This scale consists of 20 items designed to assess employees’
perceptions of distributive fairness, procedural fairness, and interactional fairness. To align
with the characteristics of the food delivery industry, adjustments were made to the word-
ing of the scale items, resulting in the initial perception of a fairness measurement scale.
Specifically, distributive fairness is measured with four items (DJ1–DJ4), procedural fairness
with seven items (PJ1–PJ7), and interactional fairness with nine items (IJ1–IJ9). For detailed
content, please refer to Appendix A.

Additionally, this study also drew from Mael and Tetrick (1992)’s unidimensional
organizational identification scale, which has gained widespread recognition and citation in
both domestic and international academia since its development. Considering the practical
context of the food delivery industry, an initial organizational identification measurement
scale was established, comprising six items (OI1–OI6). For detailed content, please refer
to Appendix A.

This study referenced the revised organizational trust scale by Chen (2006), based on
foreign organizational trust measurement scales. This scale includes 13 items used to assess
individuals’ trust in the organization, leaders, and colleagues. For the specific purposes
and content of this study, four items specifically designed to measure overall trust in the
organization were selected and the wording of individual items was adjusted according to
the specific context. For detailed content, please refer to Appendix A.

3.2. Sample and Data Collection

To enhance the representativeness of the sample, this study adopted various measures
during the data collection process. The sample type is food delivery riders, including
full-time and part-time riders, to fully reflect the diversity of industry practitioners. First,
we selected cities with wide coverage, including eight mega cities and 11 extra-large
cities. These cities are Shanghai, Beijing, Shenzhen, Chongqing, Guangzhou, Chengdu,
Tianjin, Wuhan, Hangzhou, Dongguan, Xi’an, Zhengzhou, Nanjing, Jinan, Hefei, Shenyang,
Qingdao, Changsha, and Harbin. By selecting these cities, we ensured that the sample
could reflect the situation of food delivery riders from different regions, economic levels,
and population sizes.

Secondly, we covered food delivery riders from multiple delivery platforms to ensure
the diversity of the sample. These platforms include Meituan, Ele.me, Dada, UU Express,
and FlashEx. These platforms have a wide user base in different regions, and by including
riders from these platforms, we could obtain more comprehensive data.

Finally, the main method of questionnaire collection was through online survey plat-
forms. This method facilitated the rapid collection of large-scale data and could cover more
rider groups. To compensate for the potential coverage deficiencies of online surveys, we
also distributed offline questionnaires. In some areas where online platforms have less
coverage or network conditions are poor, offline questionnaire distribution could effectively
improve the coverage and representativeness of data collection.
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During the distribution and data collection process, we strictly adhered to ethical
norms to ensure the privacy and data security of participants. All participants were
volunteers and informed of the purpose of the study and confidentiality measures before
starting the questionnaire. We ensured that all collected data were used solely for academic
research and that participants’ personal information would not be disclosed.

Under the condition of simple random sampling, the formula for determining the
survey’s sample size in this dissertation was as follows:

n =
z2σ2

d2

In this formula:
n represents the required sample size.
z represents the z statistic of the confidence level.
σ represents the standard deviation of the population.
d represents 1/2 of the confidence interval, the allowable or the survey error in practical

application.
For a 95% confidence level study, the z-value in the sample size formula is 1.96.

Assuming the overall standard deviation (σ) is 0.5 and the allowable error (d) is 0.05, the
calculated sample size is 384.16. Since the sample size must be an integer, the noninteger
sample size is rounded up to the nearest integer. In this study, 384.16 is rounded up to 385.
However, sometimes in order to increase sample diversity and reduce sampling errors,
researchers may choose a slightly larger sample size. Therefore, this article sets the sample
size at 404.

3.3. Research Results
3.3.1. Descriptive Statistics of the Sample

Based on Table 1, it is observed that for gender, there are 294 males, accounting
for 72.77%, and 110 females, accounting for 27.23%. Regarding age groups, there are
17 individuals aged ≤20 years, 191 aged 21–30 years, 106 aged 31–40 years, and 90 aged
over 40 years, constituting 4.21%, 47.28%, 26.24%, and 22.28%, respectively. In terms of
education, there are 31 individuals with a middle school education or below, comprising
7.67%, 225 with a high school education, comprising 55.69%, and 148 with a college
education or higher, comprising 36.63%. Concerning employment type, 177 individuals
work as part-time delivery riders, representing 43.81%, while 227 work as full-time delivery
riders, representing 56.19%. Regarding marital status, 157 individuals are unmarried,
accounting for 38.86%, and 247 are married, accounting for 61.14%.

Table 1. Description and statistics of the basic situation of the survey respondents.

Variable Category Frequency Percent (%)

Gender
Male 294 72.77

Female 110 27.23

Age

≤20 years old 17 4.21
21–30 years old 191 47.28
31–40 years old 106 26.24

Over 40 years old 90 22.28

Education
Middle school and below 31 7.67

High school 225 55.69
College and above 148 36.63

Employment Type Part-time rider 177 43.81
Full-time rider 227 56.19

Time as Rider

Less than 6 months 12 2.97
6 months–1 year 143 35.40

1–2 years 146 36.14
Over 2 years 103 25.50

Marital Status
Unmarried 157 38.86

Married 247 61.14
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3.3.2. Scale Reliability and Validity Test

Reliability is used to measure the consistency or stability of a scale’s results. Using
internal consistency reliability testing, such as Cronbach’s Alpha, a value equal to or greater
than 0.9 indicates excellent reliability. A Cronbach’s Alpha coefficient between 0.8 and
0.9 indicates good reliability, while between 0.7 and 0.8 suggests acceptable reliability.

The fairness perception scale demonstrates good reliability, with Cronbach’s α co-
efficients of 0.840 for distribution fairness, 0.894 for procedural fairness, and 0.924 for
interaction fairness. All items show corrected item-total correlations exceeding 0.5, and
deleting any item does not improve the α coefficient for its respective dimension, ensuring
retention of all items. The organizational trust scale achieves a Cronbach’s α coefficient
of 0.831, with all four items exhibiting corrected item-total correlations above the rec-
ommended threshold of 0.5, and no need for item deletion to maintain reliability. The
organizational identity scale has an α coefficient of 0.873, with all six items showing cor-
rected item-total correlations surpassing the 0.5 threshold, and retention of all items does
not increase the α coefficient. Detailed data can be found in Table 2.

Table 2. Reliability test.

Variable Item CITC α Value If Item Deleted Cronbach’s α Value

Distribution fairness

DJ1 0.745 0.766

0.840
DJ2 0.656 0.806
DJ3 0.649 0.808
DJ4 0.646 0.810

Procedural fairness

PJ1 0.687 0.879

0.894

PJ2 0.755 0.870
PJ3 0.691 0.878
PJ4 0.731 0.874
PJ5 0.694 0.878
PJ6 0.567 0.892

Interactional
fairness

IJ1 0.676 0.918

0.924

IJ2 0.746 0.914
IJ3 0.740 0.914
IJ4 0.691 0.918
IJ5 0.777 0.912
IJ6 0.752 0.914
IJ7 0.775 0.912

Organizational trust

OT1 0.691 0.772

0.831
OT2 0.670 0.781
OT3 0.559 0.828
OT4 0.719 0.759

Organizational
identification

OI1 0.720 0.843

0.873

OI2 0.685 0.849
OI3 0.648 0.855
OI4 0.655 0.855
OI5 0.621 0.862
OI6 0.728 0.841

When the KMO value is above 0.8, it indicates excellent data validity, making it highly
suitable for factor analysis. KMO values between 0.7 and 0.8 suggest good data validity,
also suitable for factor analysis. KMO values between 0.6 and 0.7 indicate acceptable data
validity, meaning factor analysis can still be conducted. From Table 3, the KMO values are
0.965, with an approximate chi-square of 7231.574 and 351 degrees of freedom. The KMO
value exceeds 0.9, and Bartlett’s test is significant, indicating excellent validity among the
questionnaire variables and suitability for factor analysis.
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Table 3. KMO and Bartlett’s test.

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.950

Bartlett’s Test of Sphericity
Approx. Chi-Square 7231.574

df 351
Sig. 0.000

3.3.3. Exploratory Factor Analysis

Common Method Bias (CMB) may lead to overestimation of the correlation between
variables, thereby affecting the interpretation and theoretical verification of variable rela-
tionships (Dash and Paul 2021; Kock et al. 2021). To detect the presence of CMB, this study
used Harman’s Single Factor Test. The core of Harman’s single-factor test is to evaluate
whether there is a single factor that explains the majority (usually over 50%) of the variance.
According to the results in Table 4, the maximum variance explained by a single factor
(Factor 3) is 28.385%, far below the critical value of 50%. Therefore, based on this result,
it can be considered that the risk of common method bias in the data is relatively low. In
addition, we further analyzed the project load factors in each factor. The results show
that the factor loading coefficients of each project are relatively high, indicating that these
projects are clearly attributed to their respective factors. Meanwhile, there is a significant
distinction between the factors, which further support the validity of the data and the
reliability of the results.

Table 4. Factor rotation matrix results.

Item
Factor Loading Coefficients

Factor 1 Factor 2 Factor 3 Variance Explained Ratio (%)

DJ1 0.805

28.385
DJ2 0.793
DJ3 0.790
DJ4 0.815

PJ1 0.771

24.292

PJ2 0.768
PJ3 0.781
PJ4 0.792
PJ5 0.779
PJ6 0.813

IJ1 0.780

17.350

IJ2 0.786
IJ3 0.812
IJ4 0.817
IJ5 0.802
IJ6 0.774
IJ7 0.801

Principal component analysis using the maximum variance method was employed to
extract orthogonal rotated matrix components of questionnaire measurement indicators,
revealing six common factors with eigenvalues exceeding 1. The cumulative explained
variance reached 70.028%, indicating that these six factors capture 70.028% of the infor-
mation from the measurement items, demonstrating sufficient data extraction. Details
are shown in Table 4. The rotated component matrix validates the segregation of each
observed variable. Typically, indicators measuring the same dimension aggregate together
with higher factor loading values (>0.5, as shown in the table), while showing lower factor
loading values on other dimensions (<0.5, details omitted in the table), indicating clearer
internal structure and higher overall construct validity of the questionnaire variables. All
measurement indicators in the table exhibit factor loading values greater than 0.5 on their
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corresponding dimensions, consistent with expected divisions, affirming the good internal
structural validity of this study’s questionnaire. Based on the content of each variable,
Factor 1 can be named as Distribution Fairness Perception Factor, Factor 2 as Procedural
Fairness Perception Factor, and Factor 3 as Interaction Fairness Perception Factor.

3.3.4. Structural Equation Model Analysis

According to Table 5, the overall distribution of the sample data appears relatively
even, with average scores for each item ranging from 3.30 to 3.50, indicating responses
between moderate agreement and agreement. The data distribution is concentrated around
a moderate level, with standard deviations for each item ranging from 1.10 to 1.30, sug-
gesting a low level of data dispersion. Skewness and kurtosis values for all items are less
than three and five in absolute terms, respectively, indicating that the sample data approxi-
mates a normal distribution. Therefore, structural equation modeling can be employed for
empirical analysis in this study.

Table 5. Item-descriptive statistics and normality test.

Item Min Max Mean Standard Deviation Skewness Kurtosis

DJ1 1.000 5.000 3.360 1.133 −0.122 −0.926
DJ2 1.000 5.000 3.363 1.148 −0.066 −1.036
DJ3 1.000 5.000 3.363 1.200 −0.126 −1.136
DJ4 1.000 5.000 3.462 1.173 −0.138 −1.22
PJ1 1.000 5.000 3.355 1.162 −0.031 −1.112
PJ2 1.000 5.000 3.363 1.139 −0.099 −1.018
PJ3 1.000 5.000 3.391 1.172 −0.156 −1.036
PJ4 1.000 5.000 3.402 1.137 −0.104 −1.11
PJ5 1.000 5.000 3.385 1.190 −0.136 −1.106
PJ6 1.000 5.000 3.363 1.159 −0.077 −1.114
IJ1 1.000 5.000 3.376 1.159 −0.085 −1.079
IJ2 1.000 5.000 3.474 1.128 −0.237 −0.966
IJ3 1.000 5.000 3.458 1.202 −0.203 −1.115
IJ4 1.000 5.000 3.484 1.175 −0.272 −1.004
IJ5 1.000 5.000 3.483 1.186 −0.166 −1.186
IJ6 1.000 5.000 3.443 1.157 −0.164 −1.087
IJ7 1.000 5.000 3.452 1.173 −0.169 −1.13
OI1 1.000 5.000 3.424 1.132 −0.107 −1.110
OI2 1.000 5.000 3.383 1.153 −0.138 −1.093
OI3 1.000 5.000 3.375 1.155 −0.137 −1.088
OI4 1.000 5.000 3.423 1.183 −0.197 −1.115
OI5 1.000 5.000 3.372 1.160 −0.145 −1.036
OI6 1.000 5.000 3.339 1.185 −0.121 −1.128
OT1 1.000 5.000 3.362 1.246 −0.122 −1.233
OT2 1.000 5.000 3.316 1.198 −0.029 −1.130
OT3 1.000 5.000 3.383 1.213 −0.130 −1.100
OT4 1.000 5.000 3.338 1.172 −0.018 −1.128

In structural equation modeling (SEM), fit indices are statistical measures used to
evaluate the degree of match between a model and the observed data. CMIN/DF (Chi
Square Minimum to Degrees of Freedom Ratio) compares the ratio of the model’s chi square
statistic to its degrees of freedom, and values less than three are considered acceptable.
The Goodness of Fit Index (GFI) reflects the proportion of variability that a model can
explain. The value range of GFI is from zero to one, and the closer it is to one, the better
the model fit. Generally, a GFI greater than 0.90 is considered a good standard for model
fitting. AGFI (Adjusted Goodness of Fit Index) is an adjusted goodness of fit index that
takes into account the degrees of freedom of the model and the number of observed data
and adjusts GFI accordingly. Generally, an AGFI greater than 0.85 is considered a good
standard for model fitting. RMSEA (Root Mean Square Error of Approximation) is an
absolute measure of model fit that takes into account the complexity of the model and
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sample size. Generally, RMSEA less than 0.08 is considered a good model fitting criterion,
while RMSEA less than 0.05 is considered an excellent fit. NFI (Normed Fit Index) compares
the fit between a model and a zero model (i.e., a model with no relationship between all
variables), TLI (Tucker Lewis Index) measures the fit between a model and a saturated
model (i.e., a model that fully fits data), and CFI (Comparative Fit Index) is an incremental
fit index that considers the comparison between a model and a zero model. The closer
the values of NFI and TLI CFI are to 1, the better the model fit, and a value greater than
0.90 is usually considered the standard for good model fit. PGFI (Parity Goodness of Fit
Index) is a measure of the goodness of fit index that considers the simplicity of a model. It
attempts to find a balance between model fit and model complexity. PNFI (Parity Normed
Fit Index) is a standardized version of PGFI, which further considers the degrees of freedom
of the model and the number of observed data. Values of PGFI and PNFI greater than
0.5 are generally considered acceptable, and higher values indicate that the model has
achieved a better balance between simplicity and fit. These indicators collectively provide a
comprehensive evaluation of the model’s fit, but it should be noted that no single indicator
can fully determine the applicability of the model, and it is usually necessary to consider
the results of multiple indicators comprehensively.

From Table 6, CMIN/DF = 1.506, meeting the criterion of less than 3.
RMSEA = 0.035, below 0.08. GFI = 0.912, AGFI = 0.894, NFI = 0.936, TLI = 0.975, and
CFI = 0.977, all exceeding 0.9. PGFI = 0.757 and PNFI = 0.838. The model fit results for this
study meet all evaluation criteria, indicating a good fit where the empirical data align well
with the conceptual model.

Table 6. Model fit results for SEM.

Fit Index Fit Standard Model Fit Value

CMIN/DF <3 1.506
GFI >0.90 0.912

AGFI >0.85 0.894
RMSEA <0.08 0.035

NFI >0.9 0.936
TLI >0.9 0.975
CFI >0.9 0.977

PGFI >0.5 0.757
PNFI >0.5 0.838

The maximum likelihood method was used to calculate the estimated values of the
model path coefficients, as shown in Figure 2. From Table 7, it can be seen that for the
impact of distributive justice perception on organizational trust, the unstandardized path
coefficient is 0.321, and the standardized path coefficient is 0.304, indicating a significant
positive impact of distributive justice perception on organizational trust. For the impact of
procedural justice perception on organizational trust, the unstandardized path coefficient is
0.235, and the standardized path coefficient is 0.232, indicating a significant positive impact
of procedural justice perception on organizational trust. For the impact of interactional
justice perception on organizational trust, the unstandardized path coefficient is 0.286,
and the standardized path coefficient is 0.303, indicating a significant positive impact of
interactional justice perception on organizational trust.

For the impact of distributive justice perception on organizational identification, the
unstandardized path coefficient is 0.223, and the standardized path coefficient is 0.212,
indicating a significant positive impact of distributive justice perception on organizational
identification. For the impact of procedural justice perception on organizational identifica-
tion, the unstandardized path coefficient is 0.178, and the standardized path coefficient is
0.176, indicating a significant positive impact of procedural justice perception on organiza-
tional identification. For the impact of interactional justice perception on organizational
identification, the unstandardized path coefficient is 0.183, and the standardized path coef-
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ficient is 0.195, indicating a significant positive impact of interactional justice perception on
organizational identification. For the impact of organizational trust on organizational iden-
tification, the unstandardized path coefficient is 0.279, and the standardized path coefficient
is 0.281, indicating a significant positive impact of organizational trust on organizational
identification.
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Table 7. Significance test of latent variable path coefficient.

Path Estimate Standardized
Estimate S.E. C.R. p

Organizational trust← Distribution fairness perception 0.321 0.304 0.064 5.040 ***
Organizational trust←Procedural fairness perception 0.235 0.232 0.061 5.873 ***
Organizational trust← Interaction fairness perception 0.286 0.303 0.054 5.319 ***

Organizational identification← Distribution fairness perception 0.223 0.212 0.063 3.532 ***
Organizational identification← Procedural fairness perception 0.178 0.176 0.059 3.023 0.003 **
Organizational identification← Interaction fairness perception 0.183 0.195 0.053 3.459 ***

Organizational identification← Organizational trust 0.279 0.281 0.064 4.344 ***

Note: *** indicates p < 0.001, ** indicates p < 0.05.

3.3.5. Mediation Effect Analysis

When a predictor variable X affects the outcome variable Y through a mediator variable
M, M acts as a mediator. Common methods for analyzing mediation effects include causal
analysis, coefficient multiplication method, and Bootstrapping. In this study, Bootstrapping
method was employed using AMOS 23.0 to test mediation effects, with 5000 bootstrap
samples. Confidence intervals and bias-corrected confidence intervals were set at a 95%
level. Non-standardized indirect effects were examined through lower bounds and upper
bounds of the effect of the predictor variable on the outcome variable, determining whether
a mediation effect exists between X and Y. Typically, a mediation effect is considered to
exist if the 95% confidence interval of the non-standardized indirect effect does not include
zero between the lower and upper bounds. Conversely, if the interval includes zero, no
mediation effect is assumed to exist.
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From Table 8, the standardized mediation effect values of distribution fairness percep-
tion, procedural fairness perception, and interaction fairness perception on organizational
identification through organizational trust are 0.090, 0.066, and 0.080, respectively. Their
95% confidence intervals are [0.040, 0.153], [0.025, 0.128], and [0.041, 0.153], respectively,
all excluding zero. This indicates that organizational trust mediates the relationships be-
tween distribution fairness perception, procedural fairness perception, interaction fairness
perception, and organizational identification.

Table 8. Bootstrap tests of organizational trust mediation effects.

Path Effect Estimate Standardized
Estimate

p
Bias-Corrected 95% CI

BootLLCI BootULCI

Distribution fairness perception→
Organizational trust→

Organizational identification

Mediation
effect 0.090 0.085 0.000 0.040 0.153

Distribution fairness perception→
Organizational identification Direct effect 0.223 0.212 0.000 0.078 0.338

Distribution fairness perception→
Organizational identification Total effect 0.313 0.297 0.000 0.172 0.410

Procedural fairness perception→
Organizational trust→

Organizational identification

Mediation
effect 0.066 0.065 0.000 0.025 0.128

Procedural fairness perception→
Organizational identification Direct effect 0.178 0.176 0.000 0.042 0.304

Procedural fairness perception→
Organizational identification Total effect 0.244 0.241 0.000 0.114 0.367

Interaction fairness perception→
Organizational trust→

Organizational identification

Mediation
effect 0.080 0.085 0.000 0.041 0.153

Interaction fairness perception→
Organizational identification Direct effect 0.183 0.195 0.000 0.075 0.304

Interaction fairness perception→
Organizational identification Total effect 0.263 0.280 0.000 0.163 0.384

4. Discussion

All hypotheses of this study have been supported, indicating that perceived fairness
(including distributive fairness, procedural fairness, and interactive fairness) not only
directly and positively affects the organizational identity and trust of food delivery riders,
but also plays a significant mediating role in the relationship between perceived fairness
and organizational identity. These results indicate that delivery riders’ perception of
fairness significantly enhances their trust and identification with the organization, and
organizational trust further strengthens this sense of identification. Therefore, enhancing
the perception of fairness and organizational trust is of great significance for improving the
organizational identity of food delivery riders, providing empirical support for improving
the relationship between platforms and riders.

Based on the research findings, food delivery riders’ perception of fairness and its
dimensions (distributive fairness, procedural fairness, interactional fairness) positively
influence organizational identification. When riders perceive higher levels of fairness, they
are more likely to identify with the platform organization and actively engage with it.
Particularly significant is the impact of distributive fairness perception on rider identifica-
tion, reflecting the fulfillment of psychological contracts (Restubog et al. 2008; Qi and Liu
2012). Given that riders are predominantly male, from rural areas, with lower education
levels, and carrying significant family economic burdens, they commonly pursue the goal
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of earning money through diligent work. Perception of income fairness plays a crucial
role in their satisfaction and willingness to identify with the organization. Within the
ambiguous organizational boundaries of platform work, procedural fairness perception
significantly affects rider satisfaction and organizational identification, highlighting the
importance of platform management practices in shaping rider psychological experiences
and organizational relationships (Restubog et al. 2009; Shen 2020). Although interactional
fairness perception significantly explains employee attitudes and behaviors in traditional
organizational environments, its explanatory power regarding organizational identification
is relatively weaker in platform management. This may partly stem from the need for
further improvements in management practices to meet riders’ needs and respect their
personal dignity.

Regression analysis results demonstrate that food delivery riders’ positive evalua-
tions of fairness perception and its dimensions (distributive fairness, procedural fairness,
interactional fairness) significantly enhance their trust in the platform organization. The
level of trust is directly linked to the riders’ enhanced cognitive perception of fairness.
Moreover, on the basis of fair practices within the platform, such as fair compensation,
transparent wage settlement, consistent rule enforcement, detailed rule explanations, and
effective channels for rectifying erroneous decisions, typically evoke positive evaluations
and high satisfaction among riders regarding the platform organization (Song 2021). These
practices play a crucial role in maintaining the psychological contract between riders and
the platform, thereby strengthening trust in the platform organization. It is particularly
noteworthy that consumer ratings significantly influence riders’ status elevation and re-
ward distribution on the platform. Arbitrary handling of malicious consumer ratings and
complaints by the platform, coupled with failure to promptly address rider appeals to
correct system errors, resulting in unjust punitive measures against riders, directly impairs
their perception of personal interests (Hu 2022; Sun 2019). Such situations diminish riders’
perception of organizational support and foster a perception that the platform organization
fails to effectively protect labor interests, ultimately decreasing riders’ trust in the food
delivery platform.

The research findings indicate that organizational trust significantly and positively
influences food delivery riders’ organizational identification. This discovery reaffirms the
critical role of trust in fostering social exchanges, enhancing relationship quality, and pro-
moting harmonious labor dynamics between individuals and organizations. Riders with
higher organizational trust hold more optimistic expectations regarding the management
and future development of the platform’s organization (Gharib et al. 2021). They actively
engage in accessing internal resources and securing welfare benefits within the organiza-
tion, fostering a more positive perception of their role and contributions, thereby deepening
their organizational identification. Conversely, when trust is compromised, riders perceive
increased risks and uncertainties in their social exchanges with the platform organization,
making these relationships unsustainable (Liu 2023). This situation may lead to negative in-
terpretations of the platform’s mission and management policies, triggering dissatisfaction,
complaint behaviors, intentions to withdraw, and other detrimental sentiments toward the
platform organization, hindering the establishment of rider organizational identification.

Hierarchical regression analysis and Bootstrap methods were employed to examine
the mediating role of organizational trust in the relationship between fairness perception
and organizational identification among food delivery riders. The study confirms the
pivotal role of organizational trust in this relationship, highlighting that when riders
perceive fairness within the platform, it enhances their trust in the organization, thereby
promoting organizational identification. Fairness perception, as a subjective assessment of
organizational fairness, influences riders’ perceptions of the reliability and trustworthiness
of the platform organization, shaping their overall relationship with it (Tang et al. 2019).
Trust establishment relies on fair and reciprocal social exchanges, with fairness perception
reflecting riders’ recognition of these reciprocal relationships, thereby strengthening their
sense of trust in the platform. Building trust has dual effects: on one hand, it alleviates



J. Risk Financial Manag. 2024, 17, 361 18 of 22

riders’ concerns about compensation stability and continuity, encouraging them to actively
identify with the platform organization; on the other hand, it promotes an optimistic
perception of accessing internal resources and meeting needs within the platform (Guzzo
et al. 1994; Chen et al. 2001). Therefore, trust motivates food delivery riders to accept
and internalize their organizational member identity, thereby enhancing organizational
identification.

5. Conclusions

With the rapid expansion of platform-based gig economies, this study focuses on
the work experiences and psychological perceptions of food delivery riders on these
platforms. Through a review of the relevant literature and theories, we constructed a
mediation model examining the role of organizational trust in the relationship between
fairness perception and organizational identification among food delivery riders. Empirical
validation was conducted using established measurement tools adapted to the specific
context of food delivery work. The study confirmed the differential impacts of fairness
perception and its dimensions on organizational identification among food delivery riders
in the context of China’s gig economy, highlighting the mediating role of organizational
trust in this relationship.

Firstly, this study validates the three-dimensional structure of fairness perception
among food delivery riders, including distributive fairness, procedural fairness, and in-
teractional fairness, and examines their distinct impacts on organizational identification.
Despite the blurred labor relations and evolving organizational forms in platform-based
gig economies, riders continue to harbor expectations and demands for fair allocation of
resources and benefits. Meeting fairness expectations contributes to shaping a positive
work experience for riders, fostering proactive engagement with the organization and work,
thereby enhancing organizational identification.

Secondly, fairness perception plays a crucial role in the formation of organizational
trust among food delivery riders towards platform organizations. It not only reflects
the management principles and values of platform enterprises but also directly impacts
riders’ trust in these organizations. By demonstrating respect and recognition for labor
values, fairness perception significantly alters the riders’ cognitive trust toward platform
organizations. When riders perceive fairness in resource allocation and benefit distribution
by the platform, their trust in the organization increases, reducing evaluations of uncertainty
and risk in their work, and fostering positive expectations for career development within
the organization.

Lastly, fairness perception significantly influences food delivery riders’ organizational
identification with platform enterprises, primarily mediated through organizational trust.
Fairness perception is regarded as riders’ subjective assessment of fairness and justice
within the platform, while trust plays a critical role in facilitating the relationship between
fairness perception and organizational identification. Platform enterprises can enhance
trust and organizational identification among riders by establishing fair work environments
and transparent management practices.

At present, research is mostly limited to cross-sectional design and can only provide in-
stantaneous data, ignoring the long-term insights of food delivery passengers into fairness,
organizational identity, and dynamic changes in work behavior. Future research should
shift towards longitudinal design, combining time series analysis and panel data techniques
to comprehensively reveal the evolutionary mechanisms and individual differences in rider
attitudes and behaviors. Meanwhile, in-depth qualitative research, such as interviews and
case studies, are indispensable to supplement the shortcomings of quantitative research
and gain a deeper understanding of the work experience and psychological state of riders.
In addition, cross-cultural comparative research is also crucial. By comparing riders from
different cultural backgrounds, we explore the impact of cultural differences in work at-
titudes and behaviors, provide more accurate management recommendations for global
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platform companies, and promote the globalization and sustainable development of the
platform economy.
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Appendix A

The following are the specific contents of each variable measurement scale:
Perceived fairness measurement scale
DJ1. My income reflects the effort I put into my work.
DJ2. My income reflects my contribution to the platform.
DJ3. My income is fair and reasonable given my workload and job responsibilities.
DJ4. My income is fair and reasonable based on my job performance.
PJ1. I can express my opinions and feelings when the platform makes decisions related

to me.
PJ2. I can question and appeal the decisions made by the platform.
PJ3. The information on which the platform bases its decisions or rules is accurate.
PJ4. The platform’s policies or rules adhere to ethical standards.
PJ5. The rules and policies on the platform are applied equally to everyone, without

discrimination.
PJ6. The implementation of rules and policies on the platform remains consistent

over time.
IJ1. I am treated politely by the platform while carrying out my work.
IJ2. The way the platform interacts with me makes me feel dignified.
IJ3. I am treated with respect by the platform while conducting my work.
IJ4. The platform avoids making inappropriate comments about me.
IJ5. Platform managers can communicate with me openly.
IJ6. The platform can provide detailed explanations of all rules and policies.
IJ7. The platform’s explanations of various rules and policies are reasonable.
Organizational identity measurement scale
OI1. When others criticize the platform I belong to, I feel ashamed.
OI2. I care a lot about others’ opinions of the platform I belong to.
OI3. When talking about the platform I belong to, I usually use “we” instead of “they.”
OI4. The success of the platform I belong to is my own success.
OI5. When someone praises the platform I belong to, I feel like they are praising myself.
OI6. When the platform I belong to is criticized by the media for something, I feel

embarrassed and uneasy.
Organizational trust measurement scale
OT1. I believe that the platform company is capable of providing benefits to food

delivery riders and looking after their interests.
OT2. Although the future situation is uncertain, I still believe that the platform

company will not do anything harmful to the riders.
OT3. I think the platform company is trustworthy, and I have confidence in

its development.
OT4. I believe that the platform company can adhere to and implement regulations

and management policies.
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