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Abstract: The present study examines whether there is a relationship between the ethical leadership
(EL), organizational justice perception (OJP), and deviant behaviors (WDB) of customs officers
working at international airports in Turkey, and aims to determine whether OJP has a mediating
effect on the relationship between EL and WDB. For this purpose, the study was conducted on the
487 customs officers working at 28 airports open to international flights in Turkey. In this study,
which was carried out with the quantitative method, the obtained data were analyzed with struc-
tural equation modeling (SEM). The results showed that EL had a direct and significant effect on
OJP. On the other hand, OJP had a negative direct, and significant effect on deviant workplace be-
haviors. Moreover, there was no direct and consequential effect of EL on WDB. In addition, EL in-
directly affected WDB through OJP, and the OJP had a full mediation effect between these two var-
iables. The findings were interpreted by using social exchange theory. This study develops our un-
derstanding of the organization-level antecedents of WDB and mediating role of OJP as the social
mechanism of EL. In the Conclusion section of the study, some theoretical conclusions are dis-
cussed, and recommendations are offered for customs managers.

Keywords: ethical leadership; organizational justice perception; workplace deviant behaviors;
customs officers; mediating effect

1. Introduction

In her book titled “Measuring and Evaluating Sustainability: Ethics in Sustainability
Indexes”, Sarah Fredericks [1] emphasizes the importance of ethics in sustainability and
underlines justice as it is the most general ethical principle in the sustainability literature.
Ethics provides a framework to facilitate a more holistic and integrative view of sustain-
ability [2]. Beyond that, ethics is at the core of true sustainability [3]. The close relationship
of ethics with sustainability also reveals the threat of unethical behaviors to sustainability.
Then, we believe that the variables in the current study are closely related to sustainabil-
ity. Understanding the relationships between ethical leadership, organizational justice
perception, and workplace deviant behaviors may contribute to the sustainability litera-
ture.

Business ethics is a cultural norm that contains moral and positive values for doing
a desirable job appropriately. However, given that people who display unethical behav-
iors focus on their interests rather than the interests of internal and external stakeholders
of the organization, this situation creates concern for governments, researchers, and
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practitioners [4]. An individual who models ethical behaviors that significantly impact
groups or group members and who assists them as they work toward reaching a common
objective is called an ethical leader [5]. Due to their status, the leaders of an organization
are suitable role models for their subordinates to learn from and imitate, and their atti-
tudes toward ethical norms also have a significant impact on the entire ethical structure
of the organization [6].

In addition to being ethical role models, leaders can affect employees’ organizational
justice perception and ethical and/or deviant behaviors [7]. In this regard, the relation-
ships between the current study’s variables can be built on solid ground by depending on
Adams’ equity theory and social exchange theory. In the context of Adams’ equity theory
[8], individuals’ perceived inequality will encourage them to struggle to rebalance equal-
ity, and the magnitude of motivation to struggle will be balanced with perceived dispari-
ties. Social exchange theory [9], which constitutes a basis of organizational justice, deals
with social life as a series of successive transactions between two or more sides. Resources
are exchanged through a reciprocity process in these transactions. The quality of the ex-
change relationship with the organization is determined by the employee’s perception of
justice. Employees will feel obligated to create good behavior in return if they are treated
fairly by the organization and its managers. Employees who feel the organization does
not properly appreciate their efforts may engage in rude and deviant behavior [10]. Brock-
ner and Wiesenfeld [11] state that organizational justice affects the individual’s satisfac-
tion with the results of any decision so that the employee will develop an attitude toward
the work, the organization, and her friends, which will turn into performance results.
Given this, it can be thought that the perception of organizational justice can play an es-
sential mediating role in reducing employees’ deviant behavior through ethical leadership
in organizations.

Some institutions are perceived as unethical in the eyes of citizens in Turkey [12].
One of these institutions is customs. As in other public institutions and organizations, ad-
herence to ethical values is also essential in customs administrations, which significantly
contribute to the public purse, primarily through taxes. However, because the customs
administrations are among the institutions with intense face-to-face relations, it is stated
that unethical behaviors are encountered more frequently here [13]. In this regard, this
study has been conducted in customs administrations, where unethical, corrupt practices
are frequently seen, as they are in many developing countries.

Furthermore, this study fills the gap in the literature by examining the relationships
between ethical leadership, organizational justice perception, and deviant behaviors in
the workplace, in a non-Western country, following the call of some researchers as future
research proposals [14-16]. The effect of ethical leadership on workplace deviant behav-
iors should be given more importance and stated that more studies should be done in this
area [6]. According to Xu et al. [17], more study is needed to scientifically analyze the
relationship between organizational justice perception and ethical leadership. Further-
more, Yesiltas et al., Demirtas, and Al halbusi et al. [15,18,19] suggested that different var-
iables that may have a mediating effect between ethical leadership and workplace deviant
behaviors should be addressed. To respond to these calls, this study will expand the
knowledge in the literature by examining the effect of ethical leadership on workplace
deviant behaviors and the mediating role of organizational justice perception in the rela-
tionship between these two variables in customs administrations in Turkey.

First, the literature review is given, then the research hypotheses are developed, and
the research model is presented. Afterward, information about the scales and the sample
is provided, and the analyses and findings conducted to test the research hypotheses are
given. Finally, the research findings are evaluated, the research limitations are stated, and
suggestions are made for future research and customs managers.
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2. Literature Review

In this section, the variables of the study and the envisaged relationships among them
are discussed. In this regard, the relationships between ethical leadership and organiza-
tional justice, organizational justice and deviant behaviors, and ethical leadership and de-
viant behaviors are discussed. Then, the mediating role of organizational justice percep-
tion on the relationship between ethical leadership and deviant behaviors is explained.

2.1. Ethical Leadership and Organizational Justice

OJP refers to employees’ perceptions of equity within the organization [20]. Justice is
being impartial, admitting faults, treating individuals equally, and not taking advantage
of others’ mistakes or shortcomings [21]. It is argued in the organizational justice literature
that a high perception of justice causes positive attitudes and behaviors in employees [22].

There are different opinions about the dimensions of OJP. Some researchers, such as
Colquitt [23], argued that O] —defined as people’s subjective perception of justice in or-
ganizations—comprises four subdimensions. These dimensions are distributive justice,
procedural justice [24], and interactional justice, which have two subdimensions: informa-
tional justice and interpersonal justice [20]. According to Folger and Cropanzano [25], dis-
tributive justice is employees’ perceptions of whether the gains they make are distributed
equitably. Procedural justice refers to the decision-making process or the policies used to
make allocation decisions [26]. The interpersonal dimension shows the value, courtesy,
and respect shown to employees by supervisors who participate in determining achieve-
ments and the execution of transactions. Informational justice is giving information about
the execution of transactions or the distribution of gains [27].

In this study, we directly focused on the effect of ethical leadership on the perception
of organizational justice. However, ethical leadership has a multifaceted impact on em-
ployees. Therefore, it is possible that different mediating variables may appear in the ef-
fect of ethical leadership on the perception of organizational justice, which is not included
in the current study but necessarily should be kept in mind to explain the relationship
between ethical leadership and in the perception of organizational justice. For example,
in their study, Xu et al. [17] found that a positive relationship exists between ethical lead-
ership behavior and justice perceptions. They stated that trust mediates both positive re-
lationships between ethical leadership behavior and procedural and distributive justice.
Similarly, there may be different hidden mediating variables that can explain the relation-
ship between ethical leadership and subdimensions of organizational justice perception
that needs further research. Broadly speaking, ethical leadership affects all subdimensions
of organizational justice, including distributive, procedural, interpersonal, and informa-
tional justice [4]. On the other hand, some different leadership types accepted very close
to ethical leadership —such as servant leadership —positively affect the distributive justice
perceptions of employees [28].

Ethical leaders increase the perception of justice in their organizations due to their
moral aspects. Furthermore, although ethical leaders are fair, they also try to prevent and
correct unethical behavior within the organization [15]. Therefore, fairness is considered
an essential attribute of EL, as ethical leaders make qualities such as fairness, trustworthi-
ness, and honesty explicit parts of their leadership. Thus, in this fair environment, em-
ployees will be confident to trust the application of justice and act ethically to eliminate
the uncertainties in their relations with their employers [19].

Various studies in the literature show that EL has a positive and significant effect on
OJP [14,17,19]. Based on this literature and the above discussion, we propose the following
hypothesis:

Hz: Ethical leadership is positively related to organizational justice perception.
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2.2. Organizational Justice and Deviant Behaviors

In modern organizations, competitive advantage is attempted through manpower.
But unfortunately, some employees exhibit deviant behaviors in almost every organiza-
tion, which can affect organizational productivity and pose a significant threat to organi-
zational welfare [29]. As a result, most deviant behaviors arise from the injustice occurring
in an organization’s events that reduces employee satisfaction [30]. Therefore, the concept
of “deviant behavior” has been defined as “voluntary behavior” that violates significant
organizational norms and threatens the well-being of an organization, its members, or
both [31].

According to Blau’s social exchange theory [9], when employees perceive an injus-
tice, they attempt to create a balance to correct it [32]. Such behaviors include reducing
their effort and showing less motivation by developing negative feelings toward the or-
ganization and even acting against it by distrusting the organization and its leader [33].

Alias and Rasdi [34] stated that OJP is one of the most critical determinants of WDB.
From a practical point of view, because WDB covers a wide range of organizational costs,
identifying such behaviors is vital in every organization to increase productivity. Then,
increasing impartiality and fairness in organizations will reduce WDB [35].

Various studies have found a negative relationship between OJP and WDB [32,36,37].
As aresult, based on the reasons and theories above, we propose the following hypothesis:

Hz: Organizational justice perception is negatively related to workplace deviant behaviors.

2.3. Ethical Leadership and Deviant Behaviours

Leaders of an organization are suitable models for their subordinates to learn from
and imitate, and their attitudes toward ethical norms also have a significant impact on the
entire ethical structure of the organization [6]. Moreover, employees assimilate these eth-
ical codes behaviorally and cognitively as long as the leaders act ethically and encourage
their employees to behave ethically [38]. Thus, the quality of two people’s social inter-
change encourages them to act positively or adversely toward one another [39].

Social exchange theory argues that when followers perceive their leaders to be ethical
and fair, they respond by contributing to group or organizational performance, reducing
the occurrence of WDB [6,40].

Robinson and Bennett [31] classified WDB in two ways: interpersonal and organiza-
tional deviance. Interpersonal deviance comprises verbal abuse, assault, spreading gossip
about employees, and physical acts. On the other hand, organizational deviance contains
behaviors against the organization, such as wasting resources, stealing, sabotaging tools
and equipment, and deliberately working slower.

Employees who evaluate their leaders negatively are more likely to participate in
deviant behaviors [41]. Various studies have revealed that EL affects WDB [6]. This leads
us to the following hypothesis:

Ha: Ethical leadership is negatively related to workplace deviant behaviors.

2.4. The Mediating Role of Organizational Justice Perception

Leadership style is of great importance in the development of positive attitudes and
behaviors of employees toward their organization because leaders are the people who
work on strategic decisions and direct the employees [42]. Employees of an organization
are influenced in their behavior by observing the behavior of their leaders, and they take
their leaders as role models [43]. Ethical leaders also encourage employees to participate
by treating them with sincerity and respect. In this way, they play an essential role in
developing and maintaining ethical cultures and behaviors by interacting positively with
their employees [44].
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Ethical behaviors increase the climate of justice within the organization. This encour-
ages all organization members to act ethically for the organization’s and their colleagues’
benefit [45]. The ethical behavior of group members also promotes justice among col-
leagues. The ethical behavior of members encourages civilized and mutually respectful
interactions among group members and increases the likelihood of being treated fairly
and respectfully by their colleagues [40].

Employees develop negative attitudes such as displeasure, distrust, and stress when
they believe their workplace is unfair. These negative attitudes then lead to WDB, affect-
ing both individuals and the organization [37]. Deviant behavior may include employees’
intentional negative actions and behaviors that endanger other organizational members
and violate the organization’s norms and standards [46]. Researchers have presented em-
pirical evidence that perceived injustice in the workplace causes employees to display de-
viant behaviors [47,48].

Chang and Smithikrai [49] found that O] had a moderating effect on the relationship
between personality traits and counterproductive deviant behaviors. Liu and Ding [50]
focused on interactional justice in the workplace and found that the relationship between
those who performed more passively at work and deviant behaviors at work was regu-
lated by their perceptions of interactional justice so that higher levels of perceived inter-
actional justice would cause lower levels of deviant behaviors. Gillet et al. [51] found that
OJP mediated between transformational leadership and nurses’ quality of work life. Al
Halbusi et al. [19] found that OJP had a mediating effect on the relationship between the
EL of managers and the ethical behavior of employees.

Organizational justice perception plays an important role in the occurrence of devi-
ant workplace behavior [27]. An unjust environment is at the forefront of the factors that
are effective in the emergence of deviant behavior. Because the necessary response and
punishment may be given to the deviant behaviors if a justice environment exists. Ethical
leadership can reduce deviant behavior by providing employees with a sense of a just
environment in which what is right will be done to address deviant behavior, including
punishment. However, this reduction can only be possible with the mediating role of or-
ganizational justice because prevention or punishment of deviant behaviors is possible
only by virtue of functioning organizational sanctions and systems beyond the attitudes
and behaviors of the leader. Otherwise, it remains good will that is not implemented.

Based on this, we propose the following hypothesis:

Ha: Organizational justice perception mediates the relationship between ethical leadership and
workplace deviant behaviors.

In conclusion, based on the above literature, discussion, and hypotheses, the concep-
tual model of the research stated is shown in Figure 1.

Organizational
Justice

Perception

H:

Workplace
Ethical

Leadership

Deviant

Behaviours
Ha

Figure 1. Solid lines have direct effects; dashed lines have indirect effect via organizational justice
perception. The conceptual model of the research.



Sustainability 2023, 15, 1342

6 of 16

3. Materials and Methods

In this section, the materials and methods used in the study are explained in detail.
In this content, the demographics of respondents and data collection process, measures,
and analyses of hypotheses are explained, respectively.

3.1. Respondents and Data Collection

We sent the questionnaire to the personnel services of each customs directorate via
e-mail. Personnel services forwarded this questionnaire to the officers in charge of pas-
senger transactions via the corporate intranet network. The research population consisted
of 946 people. Because customs officers work in shifts, the number of female personnel
cannot exceed 20% according to the regulation. Therefore, this situation was also reflected
in our sample. Responses were obtained from 487 of the questionnaires sent. The research
data were analyzed by SPSS 21 and Amos 23 programs. The officers participating in the
research were 82% male and 18% female; 55.7% were in the 25-35 age range; 33.6% were
3645, and 10.7% were 46 years old and over. On the educational level, 80.5% of the par-
ticipants were university graduates and 19.5% of those had earned a master’s degree or
Ph.D. Concerning marital status, 74.9% were married and 25.1% were single. Their work-
ing status was 80.5% officers and 19.5% supervisors. The corporate tenure of the partici-
pants was 1-5 years (22.6%), 6-10 years (40.4%), 11-15 years (22.1%), 16-20 years (4.6%),
and over 20 years (10.3%).

3.2. Measures

We adopted the measure of EL developed by Brown et al. [52]. We used a validity
and reliability study conducted by Tuna et al. [53] in Turkey, which applied a test com-
prising 10 items and a 5-point Likert scale (1: strongly disagree to 5: strongly agree).

To determine OJP, we used Colquitt’s [23] four-dimensional OJP scale. Colquitt’s
scale has four items to measure perceptions of distributive justice (DJ]). There are seven
items to measure the perception of procedural justice (PJ) and four items to measure the
perception of interpersonal justice (Inter PJ) (the fourth item about this dimension is re-
versed). There are five items regarding the dimension of the perception of informational
justice (Infor]). Thus, there are a total of20 items on the OJP scale. A 5-point Likert scale
was used in the questionnaire. We translated the OJP survey questions from English to
Turkish under the rejection method suggested by McGorry [54]. Finally, we asked the
faculty members of the Akdeniz University School of Foreign Languages to translate the
items from Turkish to English.

Factor analysis showed that OJP has three dimensions: distribution, transaction, and
interaction. The interactional justice dimension is not divided into two dimensions, inter-
personal and informational. The OJP scale developed by Colquitt [23] was adapted into
Turkish by Ozmen et al., [55], and it was concluded that the scale had a three-factor struc-
ture in both studies. Based on this, we examined interpersonal justice and informational
justice under the name of interactional justice.

We used the WDB Scale, developed by Bennett and Robinson [46] and adapted by
Demir [21] and translated into Turkish, to measure WDB. The scale is divided into two
dimensions: interpersonal deviant behaviors (IPD) and organizational deviant behaviors
(OD). Of these, the IPD dimension consisted of seven items. OPD dimension consisted of
eight items. Thus, there are 15 items on the WDB scale. We measured the items using a 5-
point Likert scale (1: strongly disagree, 5: strongly agree) (Appendix A).

In Table 1, evaluation of the first-order measurement model, factor loadings of the
items, and Cronbach’s Alpha values of scales were given.
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Table 1. Evaluation of the first-order measurement model.

Codes Skewness Kurtosis ~ Loadings Cronbach’s
Alpha
Ethical leadership 0.930
EL_1 0.022 -1.701 0.665
EL_3 -0.382 -0.405 0.628
EL_4 0.344 -0.709 0.783
EL _5 0.330 -0.906 0.799
EL _6 0.111 -1.082 0.828
EL _7 -0.112 -0.746 0.814
EL _8 -0.134 -0.925 0.833
EL 9 0.218 -1.023 0.789
EL_10 0.072 -1.073 0.804
Distributive justice 0.904
DJ_1 -0.277 -0.861 0.770
D] 2 -0.182 -0.749 0.883
DJ_3 -0.239 -0.876 0.835
DJ_4 -0.126 -1.060 0.867
Procedural justice 0.900
PJ_1 -0.147 -0.642 0.647
PJ_2 -0.123 -0.805 0.580
PJ_3 -0.040 -0.745 0.837
PJ_4 0.319 -0.744 0.820
PJ_5 -0.034 -0.753 0.877
PJ_6 -0.025 -0.893 0.666
P]_7 -0.166 -0.853 0.836
Interactional justice 0.952
InterPJ1 -0.625 -0.088 0.748
InterP]2 -0.486 -0.420 0.808
InterP]3 -0.676 -0.030 0.765
Infor]1 -0.341 -0.695 0.851
Infor]2 -0.050 -0.857 0.872
Infor]3 -0.266 -0.612 0.889
Infor]4 -0.234 -0.710 0.886
Infor]5 -0.449 -0.586 0.813
Interpersonal deviance 0.945
IP_D1 0.794 0.029 0.813
IP_D2 0.931 0.151 0.815
IP_D3 0.751 -0.188 0.915
IP_D4 0.764 -0.267 0.910
IP_D5 0.576 -0.453 0.684
IP_Dé6 0.743 -0.151 0.895
IP_D7 0.658 -0.419 0.876
Organizational deviance 0.935

OD_2 0.359 -0.920 0.848
OD_3 0.421 -0.739 0.870
OD_4 0.791 -0.092 0.851
OD_5 0.009 -1.139 0.680
OD_6 0.509 -0.721 0.835
OD_7 0.517 -0.704 0.815
OD_8 0.497 -0.717 0.848
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3.3. Testing the Structural Model and Hypotheses

To see to what extent the variables included in the model as second-order structures
represent the first-order structures, the path coefficients, and significance among the first-
order structures, which are the subdimensions of the second-order structures, were exam-
ined. Because the effect of the OJP variable, which is a second-order structure, on the sub-
dimensions of distributive justice, procedural justice, and interactional justice variables is
statistically significant and positive, and because the variance they explain is greater than
50% (R? = 0.50), it can be seen that the second-order variables are sufficient to represent
the first-order variables, which are the subdimensions of the second-order variables.

Likewise, because the effect of deviant behaviors, which is the second-order variable,
on the subdimensions of interpersonal deviation and organizational deviation variables
is statistically significant and positive, and the variance they explain is greater than 50%
(R2 = 0.50), it can be seen that the second-order variables are sufficient to represent the
first-order variables, which are the subdimensions of the second-order variables.

Detailed information about the analysis is shown in Table 2.

Table 2. Examination of second-order structures.

Path B P R

OJP — PJ 0.932 0.000 0.869
OJP — DJ 0.671 0.000 0.869
OJP — InterP] 0.755 0.000 0.450
WDB — IP_D 0.828 0.000 0.685

WDB — OD 0.864 0.000 0.746
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We separately tested both first-order and second-order structures of the created
model, and I concluded that the goodness-of-fit values were at an acceptable level. De-
tailed information on the goodness-of-fit values is shown in Table 3.

Table 3. Goodness-of-fit values.

- <
Goodness-of-Fit Criterion - oduare SD P xysD<3 SRMR< - pisggp RMSAS
X2 - p<0.01 0.05 0.08
First-order structures 1,818,818 797 p =0.000 2282 0.039 0.943 0.051
Second-order structures 1,837,955 804 p=0.000 2286 0.047 0.942 0.051

As aresult of the path analysis, because the effect of EL on OJ was statistically signif-
icant and positive (3 = 0.766, p = 0.000) hypothesis H1 was accepted. Hypothesis H2 was
accepted because the direct effect of OJP on WDB was statistically significant and negative
(f=-0.516, p=0.000). Because the direct effect of EL on WDB was statistically insignificant
(= 0.096, p = 0.278), the H3 hypothesis was rejected. Detailed information about these
results is shown in Table 4.

In addition, we examined the mediating effect of EL on WDB through OJP. We used
the bootstrap method via the PROCESS macro to test the mediating effect. Unlike simple
regression tests, bootstrap uses the resampling method expressed as a confidence interval
[56]. In addition, upper (ULCI) and lower (LLCI) values showing the degree of confidence
are presented to determine the significance value. For these values to be considered sig-
nificant, both must be greater than or less than zero There was partial mediation when
both the indirect effect and the direct effect were significant. In cases in which the indirect
effect was significant while the direct effect is insignificant, there is a full mediation effect
[56]. As a result of this analysis, the H4 hypothesis was accepted, because the direct effect
of EL on WDB was insignificant (8 = 0.096, p = 0.278) and the indirect effect on O] was
statistically significant (8 = —0.570, p = 0.013). This means that OJP has a full mediating
effect on the relationship between EL and WDB. Detailed information about the analysis
is shown in Table 4.

Table 4. Results of hypothesis tests.

%95 Confidence Interval

Hypothesis Path B p LLCI ULCI +/-
Direct effect
H: EL— QJP 0.766 0.000 0.702 0.823 Supported
H: OJP — WDB -0.516 0.000 -0.712 -0.343 Supported
Hs EL - WDB 0.096 0.278 -0.061 0.294 Not Supported
Indirect effect
Ha EL — OJP - WDB -0.570 0.013 -0.557 -0.244 Supported

Note: LLCI, lower-level confidence interval; ULCI, upper-level confidence interval.

4. Discussion and Implications
4.1. Discussion

In this study, we analyzed the linkage mechanism between ethical leadership and
workplace deviance in a sample of Turkish public sector employees. Taking in to account
that Turkey is a country with a high power distance and a collectivist culture, the variables
covered in the research were investigated within the scope of social change theory in a
non-Western country. In cultures with high power distances and collectivist cultures, the
role of leaders is prominent in terms of organizational sustainability. Thus, our study of-
fers some implications for the sustainability of organizations in developing countries such
as Turkey.
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Based on social exchange theory, it was concluded that EL has a positive and direct
effect on the OJP. In addition, OJP has a negative impact on WDB. In situations in which
OJP is shared, employees are less likely to engage in deviant behaviors. They develop a
sense of trust that can reduce deviant behaviors toward their organizations. Similarly, the
findings show that WDB significantly depends on employees’ decisions about justice.
That result is compatible with previous studies [32,37,43,47,48,57] and enhances social ex-
change theory that states that when employees do not perceive a sense of OJP, they are
prone to engaging in deviant behavior toward both individuals and the organization.
More importantly, the findings revealed that OJP has a full mediating effect between EL
and WDB. EL does not have a direct effect on WDB, but it does have an indirect effect on
WDB through OJP. This may have something to do with the effects of Turkish culture.
According to the classification of national cultures [58], Turkey shows a collectivist cul-
tural characteristic that values emotional and social commitment. This may have some-
thing to do with the effects of Turkish culture. Collective thinking, collective action and
harmony are the concepts that are given importance in Turkish culture [59]. Therefore, it
is strongly felt in Turkish culture to carry out works by procedures and fair and social
contracts. Therefore, the awareness of justice in the employees” minds is also strong. As a
matter of fact, in the research conducted by Omurgonulsen and Oktem [60] on the values
of public employees in Turkey, it was concluded that the most important values embed-
ded in the Turkish bureaucracy are “collectivism, harmony and solidarity” within
“groups” or a “community”. Organizational justice perception plays a significant role in
the behavior of employees in the Turkish public sector toward establishing harmonious
relations. Considering the background of Turkish culture, it shows that employees’ sense
of organizational value, organizational reputation, goals of success, sense of collective ac-
tion in harmony with organizational ideals, organizational support, and perceptions of
justice have a significant impact on the confirmation of this hypothesis. Another reason
for not finding a direct effect of EL on WDB may be explained by the sample of the study
that consists of a majority of males. This issue can be clarified if a sample of equal repre-
sentation of women and men can be selected in future studies on this subject.

Riskey and Birnbaum [61], in a study of ethical behavior, concluded that human judg-
ments are more strongly influenced by actions that may be morally bad and that, once
established, cannot be easily overcome by good actions: good works have comparatively
less impact. As seen in this example, the enormous power of OJP draws attention to influ-
encing the impressions and reactions of employees regarding EL. Empirical studies show
that employees in organizations with a positive OJ environment are less likely to maintain
organizational deviant behaviors [47]. In other words, the unfair-behavior perceptions of
employees lead to lower job performance, motivation, and job satisfaction, absenteeism,
and higher employee turnover. On the other hand, OJ perceptions lead to higher satisfac-
tion, productivity, a sense of commitment, and a decrease in deviant behavior tendencies
and staff turnover rates [47]. Based on these findings, we concluded that the existence of
OJP is necessary to reduce WDB in the conceptualization of the research. From this, it can
be concluded that only when OJ is available can ethical leaders reduce WDB through their
activities and styles.

The findings described above contribute to the literature in several ways. First, social
exchange theory explains employee reciprocity as employees respond to their perceptions
of justice within the organization by reducing their deviant behavior in the workplace.
The first contribution is understanding the importance of social relations in reducing
WDB. Secondly, it contributes to our knowledge of how the OJP of employees can be in-
creased in reducing the effect of deviant behaviors, which means a significant loss of time
and cost for organizations. This is of great importance in today’s globalizing world be-
cause employees with a perception of organizational justice in the workplace are valuable
corporate assets that can increase an organization’s success and improve, develop, and
maintain corporate sustainability [62]. Workplace deviance has generally been addressed
by research on social psychological factors (i.e., justice and social exchange perceptions)
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aimed at explaining why employees engage in such acts. Despite the recent proliferation
of such research, we have yet to learn much about the process behind such behavior [63].
Therefore, the present study has expanded this literature by integrating such factors with
contextual determinants to better understand why workplace deviance occurs. Thirdly,
this study fills the gap in the literature as it is one of the rare studies conducted on customs
personnel on deviant behavior at work, especially in Turkey. In organizational theory and
behavior, EL, OJP, and WDB have been essential concepts and research topics. Deviant
behaviors are more common in organizations operating in developing countries such as
Turkey, which is located in the triangle of Europe, Asia, and the Middle East [64]. For this
reason, our study contributes to the literature by revealing the interaction between OJPs
of customs officers, EL, and WDB, which may have significant effects on the air transport,
tourism sector, and therefore the country’s economy to which they are assigned.

4.2. Implications

The findings of this study demonstrate the value of strengthening OJP in practical
applications. In this context, the customs officers of a country are the first persons who
directly communicate with those who will travel abroad and who form an opinion about
the country they are visiting. For this reason, the EL approach of superiors and the OJP of
the employees will have an important place in the behavior of the customs officers in rep-
resenting their country. Therefore, managers should take care in creating an organiza-
tional culture based on O], ensuring its continuity, exhibiting EL behavior, and being role
models for employees [43].

It can be productive for organizations to select and train ethical leaders who can build
employee trust and improve their justice perception toward the organization. To do this,
organizations must strictly adhere to ethical rules and recruit leaders with a strong moral
compass [44]. Such leaders should be fair in the personnel selection process and choose
talented candidates who can be helpful to the organization. Because managers will know
which jobs will be more suitable for which employees to achieve the best results for the
organization, they must adopt a balanced attitude when deciding on the work and work-
loads of the employees. To increase the EL perception of employees, managers should be
guided in their relations with employees by ethical values and standards. For these rea-
sons, enterprises could consider forming ethics committees. To improve the EL under-
standing of managers, training on contemporary leadership in business can be given to
managers. Employees’ perceptions of their leaders as being ethical and fair and including
them in the decision-making mechanisms leads them to more significant commitment to
the organization. Therefore, leaders should involve their employees in the decision pro-
cess and encourage them to contribute to the ‘organization’s goals [17]. As reflected in the
results, the positive and robust relationship between EL and OJP supports this idea. In
this sense, giving importance to employees’ ideas, employing a participatory manage-
ment approach and acting fairly will effectively prevent many undesirable behaviors
within the organization.

The results of the present study show that OJP has a negative and significant effect
on WDB. However, considering the findings of the study, it can be concluded that because
of OJP, customs personnel is respected and valued, and they see themselves as valuable
members of the organization.

Otherwise, when employees feel they are not treated fairly and respectfully and are
not seen as valuable to the organization, their attitude will affect their colleagues, the in-
stitution they work for, and at least 60 various sectors, which make up approximately 13%
of Turkey’s $754 billion economy. It will also likely create physical and psychological costs
for the tourism sector [65]. In addition, because such negative behaviors may cause in-
coming visitors to have negative thoughts about the country in which the customs officers
are working, such behaviors will likely adversely affect the country’s tourism.

It should also be noted that as a result of employees’ general OJP, they will react
constructively or destructively to an unfair event they encounter. Conversely, in a
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situation of injustice, people who perceive their organizations to be generally just will
display constructive responses and avoid defensive responses [32]. Considering all this,
customs managers must focus on creating an OJ environment in the workplace.

In the study, we found no significant direct effect of EL on WDB. This result may be
due to the general perception of customs officers in Turkey that they are frequently em-
ployed on temporary assignments by their superiors, that they are exposed to a promotion
system that is not based on merit, and that they are unfairly treated in relocation (appoint-
ment) procedures. It is known that their supervisors’ provision of career opportunities
and promotion opportunities plays a critical role in employees [66]. Therefore, customs
managers must provide promotion opportunities to customs officers to motivate their
high-performing employees and retain skilled and experienced human capital. This leads
to the conclusion that their superiors should improve the working conditions and per-
sonal rights of customs employees in Turkey.

Another result of the study is that OJP has a full mediation effect between EL and
WDB. This result emphasizes the importance of the relationship between the perception
of justice between the employees and the institution they work for. Accordingly, OJP acts
as an organizational intermediary mechanism for EL to prevent WDB. Furthermore, the
results show that EL behavior significantly affects employees” OJP. This result was con-
firmed by Bedi et al. [39] and Xu et al. [17].

Organizations that focus on reducing the frequency of WDB should provide a work-
ing environment that supports the OJP through EL practice. In addition, the findings of
this study show that the OJP will reduce the incidence of WDB, and this will increase
managerial concerns in finding ways to improve the OJP. For instance, through a less for-
mal relationship model, customs officers and managers can come together and negotiate
their employees’ current concerns and find ways to deal with them. Such informal meet-
ing sessions will enhance customs officers” OJP. Regarding the frequency of WDB in de-
veloping and underdeveloped countries [67-69], we should provide public managers in
such countries with a holistic program of education on the nature and significant negative
impacts of WDB.

Researchers who want to study the subject can apply the current study’s variables to
different countries and sectors. In addition, researchers may conduct further studies that
will test the relationships between different leadership styles, OJP, and WDB.

5. Conclusions

To conclude, ethical leadership reinforced by justice is needed to reduce deviant
workplace behavior, which significantly threatens sustainability. Sustainability in organ-
izations depends on not only doing the right things that should not be done but also avoid-
ing and preventing the mistakes that generally occur as unethical behaviors. In this con-
text, it is essential to prevent deviant behaviors that occur in organizations. In this study,
a framework that is crucial for organizations’ sustainability is drawn by drawing attention
to the ethical leadership and perception of justice, which are effective in preventing and
reducing deviant behaviors.

Author Contributions: Conceptualization, M.K.N. and B.A.; data curation, M.K.N. and Y.Y.; formal
analysis, 1.5.M.; investigation, C.T. and Y.Y.; methodology, C.T. and 1.5.M.; resources, Y.Y.; supervi-
sion, B.A. and 1.5.M.; visualization, C.T.; writing—original draft, M.K.N. and B.A.; writing —review
& editing, C.T. All authors have read and agreed to the published version of the manuscript.

Funding: This research received no external funding.

Institutional Review Board Statement: The study was conducted in accordance with the declara-
tion of Helsinki and approved by the social and human sciences scientific research and publication
ethics committee of Akdeniz University (protocol code: 242; date of approval on 1 July 2021).

Informed Consent Statement: Informed consent was obtained from all subjects involved in the
study.



Sustainability 2023, 15, 1342

13 of 16

Data Availability Statement: Not applicable.

Conflicts of Interest: The authors declare no conflict of interest.

Appendix A. The Items of the Scales (Turkish & English)

Etik liderlik /Ethical leadership
Bu kurumda yoneticiler, is gorenlerin onerilerini dikkate alirlar/In this institution, managers listen to what
employees have to.

Bu kurumda ydneticiler, etik standartlar1 ihlal eden is gorenlere yaptirim uygularlar. In this institution,
managers discipline employees who violate ethical standards

Bu kurumda yoneticiler, 6zel hayatini etik tarzda yiirtitiirler/. In this institution, managers conduct his/her
personal life in an ethical manner

Bu kurumda yoneticiler, calisanlarin fikirleriyle yakindan ilgilenir/In this institution, managers have the
best interests of employees in mind.

Bu kurumda yoneticiler, adil ve dengeli kararlar verirler/In this institution, managers make fair and bal-
anced decisions

Bu kurumda yoneticiler, giivenilir kisilerdir/In this institution, managers can be trusted

Bu kurumda yoneticiler, ¢alisanlarla is etigi veya degerlerini tartigirlar/In this institution, managers discuss
business ethics or values with employees

Bu kurumda yoneticiler, islerin etik bakimdan dogru bigimde nasil yapilacagina iliskin 6rnekler ortaya ko-
yarlar/In this institution, managers set an example of how to do things the right way in terms of ethics

Bu kurumda yoneticiler, basariy1 sadece sonuclarla degil, ayn1 zamanda basariya giden yolla da deger-
lendirirler/In this institution, managers define success not just by results but also the way that they are
obtained.

Bu kurumda yoneticiler, karar verirken “yapilacak dogru sey nedir?” diye sorarlar/In this institution, man-
agers when making decisions, ask “what is the right thing to do?”

Orgiitsel adalet/Organizational justice

Bakis acinizi ve duygularimizi bu siiregler esnasinda ifade edebiliyor musunuz?/Have you been able to ex-
press your views and feelings during those procedures?

Bu siiregler neticesinde elde edilen sonuglar {izerinde etkiniz var midir?/Have you had influence over the
(outcome) arrived at by those procedures?

Bu siiregler tutarl bir sekilde uygulaniyor mu?/Have those procedures been applied consistently?

Bu siirecler dnyargilardan uzak uygulaniyor mu?/Have those procedures been free of bias?

Bu siirecler dogru ve tutarl bilgilere mi dayandirilmistir?/Have those procedures been based on accurate
information?

Stiregler neticesinde sonuglarin diizeltilmesini talep edebilir misiniz?/Have you been able to appeal the (out-
come) arrived at by those procedures?

Bu stiregler etik ve ahlaki standartlara uygun mudur? Have those procedures upheld ethical and moral
standards?

Is yerinde elde ettiginiz sonuglar gosterdiginiz cabay1 yansitir mi1?/Does your (outcome) reflect the effort
you have put into your work

Elde ettiginiz sonuglar ile tamamladiginiz isler birbiriyle uyumlu mudur?/Is your (outcome) appropriate
for the work you have completed?

Elde ettiginiz sonuclar isyerine yaptiginiz katkilarla dogru orantili midir?/Does your (outcome) reflect what
you have contributed to the organization?

Performansiniz goz oniine alindiginda elde ettiginiz sonuglar makul miidiir?/Is your (outcome) justified,
given your performance?

Yoneticiniz size nazik davranir mi1? /Has (he/she) treated you in a polite manner?

Yoneticiniz onurunuzu kiracak davraniglardan kaginir mi?/Has (he/she) treated you with dignity?
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Yoneticiniz size saygili davranir mi?/Has (he/she) treated you with respect?

Yoneticiniz size kars1 uygunsuz yorum ve elestirilerden kacinir mi1?/Has (he/she) refrained from improper
remarks or comments?

YoOneticiniz sizinle olan iletisiminde samimi midir?/ Has (he/she) been candid in (his/her) communications
with you?

Yoneticiniz siiregleri biitiiniiyle agiklar mi1?/Has (he/she) explained the procedures thoroughly?
Yoneticiniz siireglere yonelik acgiklamalart mantikli midir?/Were (his/her) explanations regarding the pro-
cedures reasonable?

Yoneticiniz siireglere yonelik ayrintilar1 zamaninda aktarir mi1?/Has (he/she) communicated details in a
timely manner?

Yoneticiniz iletisim kurarken bireylerin ihtiyaclarini dikkate alir mi?/Has (he/she) seemed to tailor (his/her)
communications to individuals’ specific needs

Orgiitsel Sapma /Workplace Deviance

is arkadaslarim arkadaslarim kiigiik diisiiriir/My colleagues played a mean prank on someone at work

Is arkadaslarim arkadaslarina kiifiir eder/My colleagues cursed at someone at work

Is arkadaslarim arkadaslarini utandirir/My colleagues publicly embarrassed someone at work

Is arkadaslarim arkadaslarina kaba davranir/My colleagues acted rudely toward someone at work

Is arkadaslarim dini sdylemlerde bulunur/My colleagues made an ethnic, religious, or racial remark or joke
at work

Is arkadaslarim arkadaslariyla kirici konusur/My colleagues said something hurtful to someone at work

Is arkadaslarim is arkadaglariyla dalga gecer/My colleagues made fun of someone at work

Is arkadaslarim isyeri kurallarina uymazlar/My colleagues neglected to follow your boss’s instructions

Is arkadaslarim gorevi kaytarirlar/My colleagues spent too much time fantasizing or daydreaming instead
of working

Is arkadaglarim mola siirelerini uzun tutarlar/My colleagues taken an additional or a longer break than is
acceptable at your workplace

Is arkadaslarim kasith olarak yavas calisir/My colleagues intentionally worked slower than you could have
worked

Is arkadaslarim dedikodu yapar/My colleagues repeated a rumor or gossip about your boss or coworkers
Is arkadaglarim gorev yerini erken terk eder/My colleagues left work early without permission

Is arkadaslarim gorev yerine geg gelir/My colleagues come in late to work without permission

Is arkadaslarim calisirken az caba gosterir/My colleagues put little effort into your work

References
1. Fredericks, S. Measuring and Evaluating Sustainability: Ethics in Sustainability Indexes, 1st ed.; Routledge: London, UK, 2013.

2. Jordan, K,; Kristjansson, K. Sustainability, virtue ethics, and the virtue of harmony with nature. Environ. Educ. Res. 2016, 23,

1205-1229.
3. O’Hara, S.U. Economics, ethics and sustainability: Redefining connections. Int. ]. Soc. Econ. 1998, 25, 43-62.

4. Al Halbusi, H.; Ruiz-Palomino, P.; Jimenez-Estevez, P.; Gutiérrez-Broncano, S. How Upper/Middle Managers’ Ethical Leader-
ship Activates Employee Ethical Behavior? The Role of Organizational Justice Perceptions among Employees. Front Psychol.
2021, 12, 652471.

5. Nguyen, N.T.T.; Nguyen, N.P.; Thanh Hoai, T. Ethical leadership, corporate social responsibility, firm reputation, and firm
performance: A serial mediation model. Heliyon 2021, 7, e06809.

6.  Bian, Y. Can ethical leadership reduce workplace deviant behaviour? An analysis based on localization scale, advances in social
science. Educ. Humanit. Res. 2021, 543, 391-400.

7. Shoaib, S.; Baruch, Y. Deviant Behavior in a Moderated-Mediation Framework of Incentives, Organizational Justice Perception,
and Reward Expectancy. |. Bus. Ethics 2017, 157, 617-633.

8.  Adams, ].S. Inequity in social exchange. Adv. Exp. Soc. Psychol. 1965, 2, 267-299.

9.  Blau, P.M. Justice in Social Exchange. Sociol. Inq. 1964, 34, 193-206.

10. Loi, T.I; Kuhn, K.M.; Sahaym, A.; Butterfield, K.D.; Tripp, T.M. From helping hands to harmful acts: When and how employee
volunteering promotes workplace deviance. . Apl. Psychol. 2020, 105, 94.

11.  Brockner, J.; Wiesenfeld, B.M. An integrative framework for explaining reactions to decisions: Interactive effects of outcomes

and procedures. Psychol. Bull. 1996, 120, 189-208.



Sustainability 2023, 15, 1342 15 of 16

12.

13.

14.

15.

16.

17.

18.

19.

20.
21.

22.
23.

24.

25.
26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.
39.

40.

41.

42.

Sain, H.; Bozyigit, S. Giimriik [daresinden Hizmet Alan Firmalarin Karsilastigi Etik Dist Davraniglar: Mersin Ili Ornegi, Manisa.
Celal Bayar Univ. ]. Soc. Sci. 2020, 18, 1-20.

Pustu, Y. Kamu Yonetiminde etik Bir Sorun Olarak Riigvet (Bribery as a Problem of Ethics in Public Administration). Doctoral
Thesis, Gazi University, Ankara, Turkey, 2011.

Bayer, N.; Sahin, I. The relationship between perceived ethical leadership, organizational justice, and turnover intention among
general hospital nurses. Int. |. Health Manag. Tour. 5 2020, 2, 123-144.

Demirtas, O. Ethical leadership influence at organizations: Evidence from the field. ]. Bus. Ethics 2015, 126, 273-284.
Poursadegh, N.; Faridpour, B. The explanation of the effect of ethical leadership on the employee’s deviant behavior with the
moderating role of organizational envy: A case study of Petro Sina Arya Oil and Gas Company, Tehran. Int. |. Bus. Manag. 2018,
3, 6-16.

Xu, AJ.; Loi, R;; Hang-yue, N. Ethical behavior and employee justice perceptions: The mediating role of trust in organization.
J. Bus. Ethics 2016, 134, 493-504.

Yesiltas, M.; Ceken, H.; Sormaz, U. Etik liderlik ve orgiitsel adaletin 6rgiitsel sapma davranislar: tizerindeki etkisi (ethical lead-
ership and organizational justice on the effect of organizational workplace deviation). Mugla Univ. . Soc. Sci. Inst. 2012, 28, 18—
39.

Al Halbusi, H.; Williams, K.A.; Mansoor, H.O.; Hassan, M.S.; Hamid, F.A.H. Examining the impact of ethical leadership and
organizational justice on employees’ ethical behavior: Does person—organization fit play a role? Ethics Behav. 2019, 30, 514-532.
Greenberg, J. A taxonomy of organizational justice theories. Acad. Manag. Rev. 1987, 12, 9-22.

Demir, N. Liderlik tarzinin orgiitsel adalet ile iliskisi ve lidere olan giivenin bu iligskideki rolii (The relationship between lead-
ership style and organizational justice and the role of trust toward managers). Oneri 2008, 8, 195-205.

Choi, S. Organizational justice and employee work attitudes: The federal case. Am. Rev. Public Adm. 2011, 41, 185-204.
Colquitt, J. On the dimensionality of organizational justice: A construct validation of a measure. J. Appl. Psychol. 2001, 86, 386—
400.

Folger, R.; Konovsky, M.A. Effects of procedural and distributive justice on reactions to pay raise decision. Acad. Manag. ]. 1989,
32, 115-130.

Folger, R.; Cropanzano, R. Organizational Justice and Human Resource Management; Sage: Thousand Oaks, CA, USA, 1998.
Cropanzano, R.; Molina, A. Organizational justice. In Wright, International Encyclopedia of the Social and Behavioral Sciences, 2nd
ed.; James, D., Ed.; Elsevier: Amsterdam, The Netherlands, 2015; Volume 17, pp. 379-384.

Colquitt, J.A.; Conlon, D.E.; Wesson, M.].; Porter, C.O.L.H.; Ng, K\Y. Justice at the millennium: A meta-analytic review of 25
years of organizational justice research. J. Appl. Psychol. 2001, 86, 425-445.

Schwepker, C.H., Jr. Servant leadership, distributive justice and commitment to customer value in the salesforce. J. Bus. Ind.
Mark. 2016, 31, 70-82.

Syaebani, M.L; Sobri, R.R. Relationship between organizational justice performance and engagement in deviant workplace be-
havior. South East Asian |. Manag. 2011, 5, 37-49.

Hany, S.H.; Hassan, R.M.; Badran, F.M. Relation between Organizational Justice and Workplace Deviance Behavior among Staff
Nurses. Egypt. ]. Health Care 2020, 11, 248-259.

Robinson, S.L.; Bennet, R.J. A Typology of Deviant Workplace Behaviors: A Multidimensional Scaling study. Acad. Manag. ].
1995, 38, 555-572.

Wu, M;; Sun, X,; Zhang, D.; Wang, C. Moderated mediation model of relationship between perceived organizational justice and
counterproductive work behavior. J. Chin. Hum. Resour. Manag. 2016, 7, 64-81.

Skarlicki, D.P.; Folger, R. Retaliation in the workplace: The roles of distributive, procedural, and interactional justice. J. Appl.
Psychol. 1997, 82, 434—443.

Alias, M.; Rasdi, R. Organizational predictors of workplace deviance among support staff. Procedia. Soc. Behav. Sci. 2015, 172,
126-133.

Kim, S.J.; Chung, E.K. The effect of organizational justice as perceived by occupational drivers on traffic accidents: Mediating
effects of job satisfaction. J. Saf. Res. 2019, 68, 27-32.

Jacobs, G.; Belschak, F.D.; Den Hartog, D.N. (Un) ethical behavior and performance appraisal: The role of affect, support, and
organizational justice. |. Bus. Ethics 2013, 121, 63-76.

Haldorai, K.; Kim, W.G.; Chang, H.; Li, ]. Workplace spirituality as a mediator between ethical climate and workplace deviant
behavior. Int. . Hosp. Manag. 2020, 86, 102372.

Bandura, A. Social Foundations of Thought and Action; Prentice Hall: Englewood Cliffs, NJ, USA, 1986.

Bedi, A.; Alpaslan, C.M.; Green, S. A meta-analytic review of ethical leadership outcomes and moderators. J. Bus. Ethics 2016,
139, 517-536.

Walumbwa, F.O.; Morrison, E.W.; Christiensen, A.L. Ethical leadership and group in- role performance: The mediating roles of
group conscientiousness and group voice. Leadersh. Q. 2012, 23, 953-964.

Tufan, C.; Ugurlu, O.Y. Otantik liderlik ve orgiitsel sapma davranis: arasindaki iliskide rgiitsel 6grenme kiiltiiriiniin aracilik
etkisi: Tiirkiye ilag sektoriinde bir aragtirma (the mediating effect of organizational learning culture on the relationship between
authentic leadership and organizational deviation behavior: A research in turkey pharmaceutical sector). BMIJ 2019, 7, 467-495.
Walumbwa, F.O.; Luthans, F.; Avey, ].B.; Oke, A. Authentically leading groups: The mediating role of collective psychological
capital and trust. J. Organ. Behav. 2011, 32, 4-24.



Sustainability 2023, 15, 1342 16 of 16

43.

44.
45.

46.
47.

48.

49.

50.

51.

52.

53.

54.
55.

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

Songur, C.; Ozer, O.; Sahin, D.S. Etik liderligin 6rgiitsel adalet iizerine etkisi: Bir kamu hastanesinde uygulama (Effect of Ethical
Leadership on Organizational Justice: A Study in a Public Hospital). Hacet. Saglik Idaresi Derg. 2017, 20, 445-456.

Brown, M.E.; Trevino, L.K. Ethical leadership: A review and future directions. Leadersh. Q. 2006, 17, 595-616.

Sholker, O.; Tziner, A. The mediating and moderating role of burnout and emotional intelligence in the relationship between
organizational justice and work misbehavior. J. Organ. Psycholgy 2017, 33, 157-164.

Bennett, R.J.; Robinson, S.L. Development of a measure of workplace deviance. ]. Appl. Psychol. 2000, 85, 349-360.

Demir, M. Effects of organizational justice, trust and commitment on employees’ deviant behavior. Anatolia Int. ]. Tour. Hosp.
Res. 2011, 22, 204-221.

Li, X.; Zeng, Y. How to reduce hospitality employees” deviant behavior: An organizational justice perspective. In Proceedings
of the 5th International Conference on Economics, Management and Humanities Science, Bangkok, Thailand, 16-17 March 2019;
pp- 929-937.

Chang, K.; Smithikrai, C. Counterproductive behavior at work: An investigation into reduction strategies. Int. ]. Hum. Resour.
Manag. 2010, 21, 1272-1288.

Liu, N.-T.; Ding, C.G. General ethical judgments, perceived organizational support, interactional justice, and workplace devi-
ance. Int. ]. Hum. Resour. Manag. 2012, 23, 2712-2735.

Gillet, N.; Fouquereau, E.; Bonnaud-Antignac, A.; Mokounkolo, R.; Colombat, P. The mediating role of organizational justice in
the relationship between transformational leadership and nurses” quality of work life: A cross-sectional questionnaire survey.
Int. J. Nurs. Stud. 2013, 50, 1359-1367.

Brown, M.E.; Trevino, L.K.; Harrison, D.A. Ethical leadership: A social learning perspective for construct development and
testing. Organ. Behav. Hum. Decis. Process. 2005, 97, 117-134.

Tuna, M,; Bircan, H.; Yesiltas, M. Etik liderlik 6lceginin gegerlilik ve giivenilirlik calismasi: Antalya 6rnegi (reliability and va-
lidity of ethical leadership scale: Case of Antalya). Atatiirk Universitesi Iktisadi Ve Idari Bilim. Derg. 2012, 26, 143-155.

McGorry, S.Y. Measurement in a cross-cultural environment: Survey translation issues. Qual. Mark. Res. Int. ]. 2012, 3, 74-81.
Ozmen, O.N.T.; Arbak, Y.; Ozer, P.S. Adalete verilen degerin adalet algilar1 {izerindeki etkisinin sorgulanmasina iliskin bir
arastirma (an inquiry about the effect of justice value on justice perception). Ege Akad. Bakis 2007, 7, 17-33.

Hayes, A.F. Introduction to Mediation, Moderation, and Conditional Process Analysis: A Regression-Based Approach, 2nd ed.; The Guil-
ford Press: New York, NY, USA, 2018.

Sabokro, M.; Tavakoli, M.; Malmiri, M.M. Organizational justice effect on deviant workplace behaviors: Moderating role of
moral disengagement. Humanit. Soc. Sci. Rev. 2020, 8, 29-38.

Hofstede, G. Culture’s Consequences: International Differences in Work-Related Values; Sage: Beverley Hills, CA, USA, 1984.
Hofstede, G. Motivation, Leadership and Organizations: Do American Theories Apply Abroad? Organ. Dyn. 1980, 9, 42—-63.
Omurgonulsen, U.; Oktem, M.K. A preliminary discussion on the link between normative and empirical research in public
administration: The case of public service ethics. Hacet. Universitesi Iktisadi Ve Idari Bilim. Fakiiltesi Derg. 2009, 27, 217-243.
Riskey, D.R.; Birnbaum, M.H. Compensatory effects in moral judgment: Two rights don’t make up for a wrong. J. Exp. Psychol.
1974, 103, 171-173.

Bakoti’c, D.; Bulog, I. Organizational justice and leadership behavior orientation as predictors of employees job satisfaction:
Evidence from Croatia. Sustainability 2021, 13, 10569.

Michel, J.S.; Hargis, M.B. What motivates deviant behavior in the workplace? An examination of the mechanisms by which
procedural injustice affects deviance. Motiv. Emot. 2017, 41, 51-68.

Smithikrai, C. Moderating effect of situational strength on the relationship between personality traits and counterproductive
work behavior. Asian |. Soc. Psychol. 2008, 11, 253-263.

A&T Bank. Available online: https://www.atbank.com.tr/Documents/outsource/ATB_2020EN_EBOOK/4/index.html (accessed
on 20 May 2020).

Karatepe, O.M.; Vatankhah, S. The effects of high-performance work practices and job embeddedness on flight attendants’
performance outcomes. J. Transp. Manag. 2014, 37, 27-35.

Vatankh, S.; Javid, E.; Raoofi, A. Perceived organizational support as the mediator of the relationships between high-perfor-
mance work practices and counter-productive work behavior: Evidence from airline industry. J. Air Transp. Manag. 2017, 59,
107-115.

Al-Zyoud, M.F.; Mert, 1.S. Does employees’ psychological capital buffer the negative effects of incivility? Euromed ]. Bus. 2019,
14, 239-250.

Sen, C.; Mert, 1.S.; Abubakar, A.M. The nexus among perceived organizational support, organizational justice and cynicism. Int.
J. Organ. Anal. 2021, 30, 1379.

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual au-
thor(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.



