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Abstract:

To ensure or increase enterprises’ preference in the increasing competition in the civil aviation sector, they should give importance to customer
satisfaction and, therefore, to personnel behavior. This study aims to investigate the effect of interactional justice on unethical bebavior and
the role of turnover intention in this interaction on personnel who are directly related to the customer and the organization.

In this study, which was designed with quantitative research methods, the data obtained from 409 civil aviation workers in 2022-2023
using the convenience sampling method were analyzed using SPSS and AMOS 22 programs. In the findings obtained, it was seen that the
effect of interactional justice perceptions on unethical behaviors was not significant and the intention to quit job did not have a moderating
role in the relationship between interactional justice perceptions and unethical bebavior. In addition to these results, it was seen that employees’
intention to leave their jobs positively and significantly affects their unethical behaviors, and interactional justice perceptions affect their
intention to leave their jobs negatively and significantly.

Althongh it is possible to mention that the interactional justice perceptions have a negative effect on their unethical behaviors, it is seen that
this effect is not significant.
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1. Introduction

Innovations and developments in business life, the ability of businesses to ensure their continuity, and to be successful
in the race with their competitors make the human resources capability and role even more valuable (Sekmen et al.
2017:197). For organizations to achieve their strategies, goals, and objectives and to adapt to the changes in their
environment, the personnel must be equipped, loyal to the organization, committed to the interests of the organization,
and adopt the organizational culture and goals. The formation or continuation of these structures can be realized by
ensuring the internal justice of the organization, the harmony of the personnel and their approach to each other, the
support of the manager, and a fair interaction with all employees.
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Interactional justice in organizations has become more important over time. It is inevitable that the fair, respectful and
positive communication between supervisors and subordinates or between employees and each other will have an
impact on employee behaviors and these effects will be reflected on organizations.

One of the undesirable negative behaviors within the organization is unethical behavior. Unethical behaviors can be
caused by personality traits as well as organizational factors (Tonus & Orug, 2012:149). Unethical behaviors may be a
kind of response of employees to this situation due to the lack of a fair structure and interaction justice in the
organization. In order to ensure the healthy continuity of organizations, personnel behaviors should be observed very
well. Because unethical behaviors can cause great damage to organizational structures, healthy working environment
within the organization and business ethics.

Otrganizations need qualified and appropriate personnel in order to achieve their goals, realize their strategies and create
a healthy working environment. In addition to the negative effects of turnover on the business, turnover intentions
can also affect personnel behaviors.

In addition to the effect of interactional justice on the unethical behaviors of the employees in the civil aviation sector,
it is thought that investigating the role of the employee's intention to quit due to organizational or personal factors on
the perception of interactional justice and unethical behaviors will contribute to the civil aviation sector and behavioral
sciences. In the light of all these, it is aimed to investigate the effect of interactional justice on unethical behavior and
the role of turnover intention in this interaction.

2. Conceptual Framework

2.1. Interactional Justice

The origins of the field of justice can be traced back, to Adams equity theory in 1965 which focused on how employees
perceive distribution within a workplace (Luo, 2007:644). The concept of justice is used to express employees
perceptions and beliefs about fairness in their work environment. Justice refers to behavior, actions or thoughts that
are considered morally and ethically right (Usmani and Jamal 2013:354). According to Leiter and Maslach (2004:98)
justice is about making decisions that are perceived as fair and treating individuals with respect. It fosters a sense of
community through respect among people.

Justice plays a role in promoting businesses by preventing conflicts in the workplace fostering trust in management
and boosting employee commitment to their jobs. Conversely injustice can lead to unrest within an organization erode
trust, in management increase staff turnover rates and hinder productivity (Biilbiil, 2010:70).

When leaders, in the company fail to communicate and provide information to employees about the actions and
procedures being taken and also hinder employees communication channels, with disrespectful and unacceptable
attitudes it can lead to a sense of unfairness (Koksal, 2016:22).

According to Bies and Moag (19806), interactional justice refers to the quality of behavior, attitude and treatment
towards employees during the implementation or process of procedutes (Beugre, 2002:1095). The quality and / ot
structure of the communication of managers or administrators with the employees in the business also affects the
organizational justice thoughts of the employees towards the business (Oztiirk & Vatansever, 2020:3616). Interactional
justice is related to the respect and care shown by managers in their behavior towards their employees. Informational
justice, on the other hand, focuses on the processes and sharing of information (Tokgdz, 2011:367).

2.2 Unethical Behavior

Deception, dishonest behavior, misuse of opportunities or current situation in the organization, dishonesty, etc. Many
similar behaviors are one of the important problems and challenges in human life (Gino, 2015:107).

"The concept of "ethics", which is detived from the Greek word "ethos" meaning "character", has emerged as a result
of the study of moral rules and values, pointing to the ideal and abstract" (Aydin, 2002 as cited in Pelit & Guger,
2006:97).

According to Lewis (1985), unethical attitudes or behaviors can be defined as behaviors that are outside of the accepted
moral orders, standards (patterns) and accepted behaviors established to prevent certain occurrences and situations
(Turung & Altan, 2021:545). Unethical behaviors can be listed as: exploitation of workers, unsafe working
environments, suppression and exclusion of any organization membet's participation in expression and decision-
making processes, harmful gossip, coercion, dishonest speech, etc. unethical actions in essence, behaviors that harm
others (White, 1999:110). Failure to create awareness, appreciation or approval of ethical behaviors in organizations
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may have an effect on the employees to move away from ethical behavior and increase their tendency towards unethical
behavior (Kaptan, 2011:581).

Ethical rules are important for individuals. Encountering situations such as unethical behaviors or disregarding ethical
tules may cause people to worty and upset. When a petrson encounters unjust attitudes and actions, his/her moral
petception affects the impression he/she will form and the reflex he/she will give to the person who performs unjust
attitudes and actions (Koksal, 2018:483). Unethical behaviors in organizations can be considered as organizational and
personal. Unethical behaviors in organizations can be related to the character structures of the employees and can also
be affected by the structure of the enterprises (Tonus and Orug 2012:151).

2.3. Turnover Intention

Employee turnover is an important issue for businesses. While it is desirable for businesses to dismiss unsatisfied
and/or unproductive employees, it is equally undesirable for qualified and well-equipped employees to leave their jobs
(Ar1 et al,, 2010:1406). In order to compete in business life, organizations should ensure that their employees remain in
the organization in an optimal, peaceful, and productive manner. Failure to ensure this situation in the organization
may cause employees to leave their jobs (Yenihan et al., 2014:40).

Turnover intention can be defined as the employees' planned intention to leave their jobs or their desire to leave the
workplace (Tett & Meyer, 1993:262). "Turnover intention is a conscious, planned and usually results in the employee
leaving the job" (Kocak & Yiicel, 2018:686). According to Schaufeli and Bakker (2004), turnover intention can be
defined as the current employee's intention to leave the workplace or job or the formation of such an idea (Aypar
Ozkan, Sékmen, & Ekmekgioglu, 2018:217).

Tto reduce turnover intention, the factors that cause turnover intention should be investigated first. Employees'
turnover intentions can be affected by organizational commitment, self-esteem, manager support and job satisfaction
(Firth, Mellor, Moore, & Loquet, 2004:179-180).

Possible negative consequences of turnover for the organization: Costs (recruitment, orientation, etc.), loss of high
performers, loss of productivity, disruption of social and communication structure, etc. (Mobley, 1982:113).

3. Relationships Between Variables and Hypotheses

In a study conducted by Kaptan (2011:854), it was obsetrved that ethical culture has a significant negative relationship
with the frequency of unethical behaviors. Kavak and Kaygin (2018:49) conducted a study on academics and found
that organizational justice perception positively affects organizational dissent behavior. Koksal et al. (2018:220)
conducted a study on public employees and found that interactional justice has a positive effect on unethical
organizational citizenship behaviors. In addition, it was determined that interactional justice has a regulatory role in
the relationship between trust in the manager and unethical behaviors. In the study conducted by Kavak and Kaygin
(2018:48) on academics, it is seen that the relationship between interactional justice and external and hidden opposition
is positive. In the study investigating the relationship between ethical leadership and organizational justice, a positive
and strong relationship was found especially between the ethical dimension of ethical leadership in decision making
and the interactional justice dimension of organizational justice (Aykanat & Yildirim, 2012:270). In a study conducted
by Polatct and Ozgalik (2015:226) on different sector employees, it was found that interactional justice has a significant
negative effect on counterproductive work behaviors. Erdirencelebi and Filizéz (2016:136) found a negative
relationship between mobbing and ethical climate perception. As a result of the literature review, hypothesis 1 was
formed to be tested.

H1: Employees' perceptions of interactional justice negatively and significantly affect their unethical behaviors

In the study conducted by Yazicioglu and Topaloglu (2021:9) on employees working in accommodation businesses, it
is seen that there is a linear relationship between interactional justice and organizational commitment. In the study
conducted by S6kmen et al. (2017:203) on public institution employees, a positive relationship was observed between
interactional justice and emotional commitment. In the study conducted by Baltact et al. (2014:364) on hotel employees,
it is seen that interactional leadership is a significant predictor of turnover intention. Sahin (2021:2392) found that
organizational justice has a negative, low level and statistically significant effect on turnover intention. Seyrek and Inel
(2017:68) conducted a study on information technology employees and found that organizational commitment has a
negative effect on turnover intention. Bayarcelik and Findikli (2017:24) conducted a study on bank employees and
found that as employees' perception of interactional justice increases, turnover intention decteases. As a result of the
literature review, hypothesis 2 was formed to be tested.
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H2: Turnover intention has a moderating role in the relationship between employees' petceptions of interactional
justice and unethical behavior.

Turnover intention of employees expresses their willingness to leave their jobs within a certain period of time and is
considered as the most prominent precursor of actual turnover (Tett & Meyer, 1993:262). Turnover intention can have
negative effects on employees' job satisfaction, commitment, performance and health (Mobley, Griffeth, Hand, &
Meglino 1979:493). In addition, turnover intention of employees may lead to unethical behaviors in the workplace.
The effect of employees' intention to quit on unethical behavior at the workplace can have both individual and level
effects. Employees with turnover intention may feel less responsibility towards the organization and tend not to comply
with organizational norms (Bennett & Robinson, 2000:349). In this case, employees may engage in unethical behavior
to protect or reward themselves. For example, employees may steal company property, prepare false reports or try to
deceive customers (Greenberg, 1990:561). As a result of the literature review, hypothesis 2 was formed to be tested.
H3: Employees' turnover intention positively and significantly affects their unethical behaviors

Interactional justice refers to the level of respect, courtesy and honesty shown to organizational members in their
relationships with decision makers (Ozdemir, 2017:3). Interactional justice perception can increase positive attitudes
of organizational members such as job commitment, job satisfaction, organizational citizenship behavior,
organizational trust, and decrease negative attitudes such as turnover intention.

It is thought that high interactional justice perceptions of employees may negatively affect their turnover intentions.
When the literature is examined, it is found that studies supporting a decrease in turnover intentions as the perception
of interactional justice improves (Rai, 2013; Choi, 2011; Bayargelik & Findikli, 2017). As a result of the literature review,
hypothesis 2 was formed to be tested.

H4: Employees' perceptions of interactional justice negatively and significantly affect turnover intentions

4. Method

This study, structured with quantitative research methods, constitutes the main framework for investigating the
regulatory role of Intention to Leave Employment. Variables that enhance, diminish, or alter the strength of the
relationship between a dependent and an independent variable are known as moderator variables (Baron and Kenny,
1986: 1174). When considering any independent variable X, the level of relationship with a dependent variable Y,
influenced and strengthened or altered in direction by a third variable Z, makes Z the moderating (moderating) variable
for X and Y as dependent and independent variables. One of the steps to measure whether a variable has a moderating
effect is as follows (Avci Vardar, 2019: 24):

In cases where at least one of the independent or moderating variables is a continuous variable, data related to variables
believed to have an interactive effect with the independent vatiable are standardized. Subsequently, these standardized
data are preserved, and each is multiplied with one another, thus obtaining the coefficient known as the interaction
term (ITT) or interaction coefficient.

Utilizing the method described above, both inter-variable relationships and the investigation of moderating effects
were conducted. The data were initially processed using the SPSS software package for the purpose of examining both
variable relationships and moderating effects. Following this, validity and reliability analyses were performed on the
scales used in the study. Next, data pertaining to intention to leave employment and interactional justice variables were
standardized. The interaction coefficient was calculated based on the standardized data. Path analysis was then
conducted using the interaction coefficient and standardized data in the AMOS 22 software package, and hypotheses
in the study were tested.
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4.1. Research Model
The hypothetical research model, illustrating the hypotheses intended to be tested within the scope of the study, is
presented in Figure 1.

Intention to
leave

Unethical
behanior

Interactional
justice

Figure 1. Research Model

The hypotheses to be tested in this research, as depicted in Figure 1 and developed based on previous studies, are as
follows:

H1: Employees' perceptions of interactional justice significantly and negatively affect their unethical behaviors.

H2: There is a moderating role of the intention to leave employment in the relationship between employees'
perceptions of interactional justice and unethical behavior.

In addition to the foundational H1 and H2 hypotheses, the following hypotheses, H3 and H4, have been formulated
to be tested with the data obtained from the study:

H3: Employees' intention to leave employment significantly and positively influences their unethical behaviors.

H4: Employees' petceptions of interactional justice significantly and negatively affect their intention to leave
employment.

4.2. Sample and Scales

The population of the study consists of employees in the civil aviation sector in Turkey. The sample of the study is
composed of civil aviation employees selected through simple random sampling method from among civil aviation
employees. The research does not include manual laborers, procurement, accounting, drivers, operators, cleaning,
security personnel, etc. The total number of personnel employed in the sector has reached 253,885 (SHGM, 2022).
Considering a 95% confidence interval and a 5% margin of error, the sample size was calculated, and it was decided
that the sample should consist of 384 individuals (Sekaran, 1992). To achieve this calculated number of participants, a
total of 650 participants were randomly selected, taking into account missing data, incomplete forms, and participants'
withdrawal rights. The survey was conducted with a majority through online applications where communication and
feedback were possible. Approximately 550 individuals were contacted, and 419 individuals participated in the survey.
Ten surveys deemed inappropriate were excluded from the analysis. The remaining 409 surveys were considered
suitable and included in the analysis.
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Survey forms were used to collect data in the field research. Surveys were conducted on an online platform where civil
aviation employees could ask and answer questions and had the opportunity for feedback. The survey form, consisting
of two sections, included a total of twenty-three statements. The first part of the survey form contained six statements
to define the demographic characteristics of the participants. The second part included nine statements for the
"unethical behaviot" scale, six statements for the "interactional justice” scale, and three statements for the "intention
to leave employment" scale.

Interactional Justice: This scale, developed to measure employees' perceptions of organizational justice, was
originally created by Moorman (1991) and validated by Niehoff and Moorman (1993). The 9-item "Interactional
Justice" scale of the 3-dimensional organizational justice scale, which was adapted into Turkish by Polat (2007), has
been utilized for this study. The reliability of the Interactional Justice scale in this study was calculated as Cronbach's
Alpha coefficient, yielding a value of 0.90. A 5-point Likert scale was employed in the survey. The adapted version of
scale is used in this study, as also employed by Celik et al. (2014) in their research.

Unethical Behaviors: This is a 5 items scale developed by Ferrell and Skinner (1988) is used to measure employees'
ethical behavior. Subsequently, this scale has been by Celik et al. (2014) and Baker et al. (2006). In Baker et al.'s (2006)
reliability analysis, the Cronbach's Alpha reliability coefficient was found to be .78, while in the analysis conducted by
Celik et al. (2014), this coefficient was determined to be .80.

Intention to Leave: The three items intention to leave employment scale, developed by Wayne et al. (1997), is used
in this research. In a study conducted in Turkey by Turung and Celik (2010), the reliability coefficient of the scale was
determined to be 0.85.

Confirmatory factor analysis (CFA) is conducted to measure the adequacy of the relationships for the model developed
within the scope of the research (Sargin, Oralhan, and Uveng, 2020:636). The fit values for Interactional Justice,
Unethical Behavior, and Intention to Leave Employment scales are shown in Table 1.

Table 1: Goodness fit index*

X2 df Xe/df GFI CFI RMSEA
Interactional justice (EA) 87,976 25 3,519 0,958 0,982 0,079
Unethical behavior (EDD) 8,474 5 1,695 0,992 0,984 0,041
Intention to leave (IAN) 0 0 0 1 1 0
Standart it index* =3 20,90 20,97 =0,05
Acceptable fit index* <4-5 >0,89-0,85 >0,95 <0,06- 0,08

* Meydan ve Sesen (2015:37)

A confirmatory factor analysis (CFA) was conducted using the AMOS 22 software program to determine whether the
statements in the survey form were structurally valid for the measurement in question. When examining the statistical
data in Table 1, it can be observed that the Interactional Justice (EA) scale is within acceptable ranges for X2/df and
RMSEA parameters (X2/df = 3.519 < 4 and RMSEA = 0.079 < 0.08). Moteovet, the GFI and CFI parametets
calculated for the EA scale from the table indicate a good fit (GFI = 0.958 > 0.90 and CFI = 0.982 > 0.97). For the
Unethical Behavior (EDD) scale, all values ate in a good fit range (X2/df = 1.695 < 3, GFI = 0.992 > 0.90, CFI =
0.984 > 0.97, and RMSEA = 0.041 < 0.05). When examining the fit values for the Intention to Leave (IAN) scale, it
can be said that the fit values are perfect due to the small number of propositions in the scale (X2/df = 0 < 3, GFI =
1>0.90,CFI =1 > 0.97, and RMSEA = 0 < 0.05). The AMOS 22 software program cannot generate good fit values
when the number of propositions is low (Bayrakei, 2022:839).

Through exploratory factor analysis applied to the scale, it was determined that three propositions were grouped under
a single dimension (IAN1= 0.925, TAN2= 0.908, and IAN3= 0.956). The Kaiser-Meyer-Olkin (KMO) value was found
to be 0.725, Bartlett's test was significant (<0.05), and the scale explained a total variance of 86.50%. Therefore, if a
comprehensive fit emerges in the structural equation model established over all scales in the research, it is possible to
state that the IAN scale has the ability to explain the model created, contrary to the disadvantage created by the
program. Considering the fit values of the other scales, it is possible to conclude that all scales ensure construct validity.
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The factor loadings and Cronbach's Alpha coefficients obtained from the reliability test for all statements in the scales
are provided in the table below.

Table 2: Factor Weights and Reliabilities

e 2
= Item g S
] Q
3 Items Code 5 8
3 4
LL
When decisions are made about my job, the general manager treats me with kindness and
. A EA 1 0,823
consideration -
When decisions are made about my job, the general manager treats me with respect and dignity  EA_2 0,836
When decisions are made about my job, the general manager is sensitive to my personal needs EA 3 0,858
When decisions are made about my job, the general manager deals with me in a truthful manner EA 4 0,817
When decisions are made about my job, the general manager shows concern for my rights as an
_ employee EA 5 0,847
Interactional 0956
justice (EA)  Concerning decisions about my job, the general manager discusses the implications of the '
decisions with me EAG 0,843
The general manager offers adequate justification for decisions made about my job EA_7 0,820
When making decisions about my job, the general manager offers explanations that make sense
to me EA 8 0,864
My general manager explains very clearly any decision made about my job EA 9 0,807
:ﬂ) rir:yjob | sometimes compromise my beliefs to do my job the way the company wants me to EDD_1 0,566
g:ﬁ;t'ig?l Sometimes | report only part of the truth to my boss EDD_2 0,684 0.878
(EDD) Sometimes | have to alter things in order to please the company EDD_3 0,734 ™
Sometimes | say one thing even though | know | must do something else EDD_4 0,704
Sometimes | claim to have done something | have not EDD_5 0,576
| am seriously considering quitting my job IAN 1 0,848
Intention to 1y quit this job as soon as | find a better one.
leave (IAN) q . J . ne IAN_2 0,794 0,920
| often think about leaving this job IAN 3 0,862

As seen in Table 2, the scales used in the research demonstrate reliabilities with Cronbach's Alpha coefficients of 0.956
(EA), 0.878 (EDD), and 0.920 (IAN), respectively. Additionally, it is observed that the factor loadings of the statements
in the scales are greater than 0.5.

4. Findings
Demographic characteristics of the individuals participating in the study were determined through a frequency analysis.
The results of the analysis are presented in Table 3 below.

When examining Table 3, it is observed that almost 2 out of every 3 volunteers participating in the research are male
(64.30%). Regardless of the gender variable, considering participant profiles, a significant portion of all participants
(n= 409) consists of singles (65.28%), and a large majority (83.62%) is not a member of any union (n= 342). The table
reveals that the majority of participants have undergraduate and postgraduate degrees (65.83%). Based on this
information, it can be stated that the participant group mainly consists of individuals with higher education (n= 268).
When participants are classified according to their years of work experience; 67 patticipants have "Less than 1 Yeat"
(16.38%), 89 participants (21.76%) have 1 to 3 years, 98 participants have 3 to 6 years (14.67%), 60 participants
(10.02%) have 6 to 10 years, 41 participants (10.02%) have 10 to 15 years, and 54 participants (13.20%) have more
than 15 years of work experience.
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Table 3: Descriptive statistics

Gender N %
Man 263 64,30
Women 146 35,70
Total 409 100
Marital Status N % Unionization Status N %
Married 142 34,72 | Unionized 67 16,38
Single 267 665,28 [ Non-unionized 342 83,62
Total 409 100 | Totale 409 100
Education N % Tenure N %
High School 36 8,80 | <1 year 67 16,38
Two-year degree 105 25,67 | 1-3 89 21,76
License 220 537946 98 23,96
Postgraduate 48 11,74 | 7-10 60 14,67
11-15 41 10,02
>15 54 13,20
Total 409 100 | Total 409 100

Table 4 displays the mean, standard deviation, and variance values of the statements related to the scales used in the
research. When the statements in the scales applied to the participants are examined in terms of mean values, it is
observed that the statement "When a decision related to my job is made, my supetior shows respect and consideration
to me" has the highest mean value of 3.59. When examining the mean values across the scales, it can be stated that the
scale with the highest mean value is the Interactional Justice Scale with a mean value of 3.44. Looking at the statement
with the lowest mean value based on average values, it is observed that this statement is "I sometimes claim that I have
done something I did not do," with a mean value of 1.75. The scale with the lowest mean value across the scales is the
Unethical Behavior Scale, as seen in Table 4 (2.61). Generally, when reading based on the mean values of the scales, it
can be observed that participants' perceptions of interactional justice are higher compared to the other scales, and the
mean values of the other scales are close to each other. For testing the research model, a structural equation model
was utilized, but before creating the model, a correlation test was conducted to determine the relationships between
variables. The correlations between variables are shown in Table 5.
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Tablo 4: Descriptive Statistics of the Items in the Scales

Code Items N Mean SS Variance
Interactional justice 409 3,44
EA 1 When decisions are maqe about my job, the general manager treats me with 409 3,58 1,077 1,161
= kindness and consideration
EA 2 When deC|S|o_ns are made about my job, the general manager treats me with 409 3,59 1,065 1135
= respect and dignity
EA 3 When decisions are made about my job, the general manager is sensitive to 409 3,32 1,156 1,337
my personal needs
EA 4 When decisions are made about my job, the general manager deals with me 409 3,52 1,094 1,196
- in a truthful manner
When decisions are made about my job, the general manager shows concern
EAS for my rights as an employee 409 3,52 1,098 1,206
EA 6 Concerning decisions a_b_out my_job, the general manager discusses the 409 343 1,142 1,304
implications of the decisions with me
EA 7 ;r;/ejgineral manager offers adequate justification for decisions made about 409 3.39 1,068 1,140
When making decisions about my job, the general manager offers
EA 8 explanations that make sense to me 409 3,33 1,075 1155
EA 9 My general manager explains very clearly any decision made about my job 409 333 1,098 1,206
Unethical behaviors 409 2,61
In my job | sometimes compromise my beliefs to do my job the way the
EDD_1 company wants me to do it 409 354 0,952 0,906
EDD 2 Sometimes | report only part of the truth to my boss 409 2.77 1,204 1,451
EDD 3 Sometimes | have to alter things in order to please the company 409 251 1176 1,383
EDD 4 Sometimes | say one thing even though | know | must do something else 409 246 1137 1,293
EDD 5 Sometimes | claim to have done something | have not 409 175 0,956 0,913
Intention to leave 409 2,65
IAN_1 I am seriously considering quitting my job 409 231 1275 1,625
IAN_2 I'll quit this job as soon as | find a better one. 409 3,02 1,436 2,063
IAN_3 | often think about leaving this job 409 261 1,350 1,822

Table 5: Corelations

. 1.Interactional 1.Interactional 1.Interactional
Variables

Justice Justice Justice
1.Interactional  Pearson 1
Justice Correlation
2.Unethical Pearson - 149%% 1
Behavior Correlation '
3. Intention to Pearson' - 57g% 351%* 1
leave Correlation
**p<0,01
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When examining Table 5, it is observed that the relationship between interactional justice and unethical behavior is
significant and negative. Additionally, there is a significant and negative relationship between interactional justice and
intention to leave employment. As for the relationship between unethical behavior and intention to leave employment,
it is positive and significant.

To measure the explanatory power of the scales together, the Structural Equation Model (SEM) below has been
established and is shown in Figure 2.

EA 1
EA 2]
1 1
[EA_3 |
= .
L EA 4

<

OOOEOOOHE
D@

1

r

[Eoo_1ob_z|Epb_3|EDD NEDD_5]

Figure 2: Structural Equation Model (SEM)

According to the Structural Equation Model (SEM) seen in Figure 2, the fit indices representing the explanatory power
of the scales for each other are shown in Table 0.

Tablo 6: Goodness fit index

X2 df X/ df GFI CFl RMSEA
SEM 223,096 114 1,957 0,942 0,978 0,048
Standart goodness fit index <3 20,90 20,97 =0,05
Acceptable values <4-5 >0,89-0,85 >0,95 <0,06-0,08

*Meydan ve Sesen (2015:37)

As a result of the fit indices measurement, it is observed that, according to Meydan and Sesen (2015:37), all the crucial
critetia for the ability of the scales to explain a model, namely X2/df (1.957), GFI (0.942), CFI (0.978), and RMSEA
(0.048), have good fit values. Both separately and together, the scales can achieve good fit values with minor
modifications as suggested by AMOS 22. Based on these values, a new model has been developed to measure the
regulatory role of the intention to leave employment on dependent and independent variables, and it is shown in Figure
3.
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Zscore(lAN)
0;
1
Zscore(EA) - EDD

Interaction Term

Interaction Term= Zscore(IAN)*ZScore(EA)
Figure 3: The moderating model

Through the analyses conducted with the AMOS 22 package program, the hypotheses developed within the scope of
the research have been tested. The results of the tests related to the developed hypotheses are provided in Table 7.

Table 7: Hypothesis test results

Hypotheses B S.H. C.R. P Results

The perceptions of employees regarding interactional justice

H significantly and negatively affect their unethical behaviors.

-0,142 0,35 -2,907 0,004 Notaccepted.

There is a moderating role of the intention to leave employment in the
H, relationship between employees' perceptions of interactional justice and 0,079 0,29 2,683 0,007 Not accepted.
unethical behavior.

The intention to leave employment significantly and positively

Hs influences the unethical behaviors of employees.

0,273 0,38 7,242 ***  Accepted.

Employees' perceptions of interactional justice significantly and

Ha negatively impact their intention to leave employment.

-0,772 0,054 -14,31 ***  Accepted.

5. Discussion and Conclusion

The data obtained from the research indicates that while it is possible to mention that the perception of interactional
justice among participating employees has a negative impact on unethical behaviors, this impact is not statistically
significant. The reasons for this include the high education level of the participating employees, the relatively low
number of businesses in the sector, easy access to information about the status of personnel in the sector, the
widespread implementation of quality management systems in almost all businesses, effective execution of job tracking
processes, the application of a repetitive control system as patt of the job structure, and the reluctance of employees
in the sector to experience reputational or trust loss, which is believed to reduce the impact of interactional justice on
unethical behavior.

Furthermore, according to the analyses conducted within the scope of the research, it is observed that there is no
regulatory role of intention to leave employment in the relationship between employees' perception of interactional
justice and unethical behavior.

As a result of the research, it is shown that employees' perceptions of interactional justice level significantly and
negatively affect their intention to leave. This result is consistent with several studies in the literature (S6kmen and
Kenek, 2017:203; Yazicioglu and Topaloglu, 2021:9; Baltact et al., 2014:364; Sahin, 2021:2392; Bayarcelik and Findikl,
2017:24 Ahmet et al., 2021:458;Pettijohn et al., 2008:548). The perception of inadequate interactional justice in the
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workplace increases the intention to leave employment. As the intention This situation may lead to negative internal
consequences for the business, such as a decline in service quality, slowdown in business processes, and an increase in
personnel costs and turnover rates.

The results show that the intention to leave is significantly and positively influenced by unethical behaviors in the
workplace. The affect of the intention to leave on unethical behavior in the workplace has been relatively
underexplored internationally and quite rare at the national level, making this study among the main research in the
relevant field. Moreover, the finding that the intention to leave employment positively influences unethical behavior is
considered a significant insight that businesses should take into account. If employees intending to leave exhibit
unethical behaviors, it can lead to organizational disturbances, lack of trust, stress, and other negative impacts on the
organization. On the other hand, businesses may face unwanted situations such as financial loss and damage to
reputation in various ways.

The concepts of interactional justice, unethical behavior, and intention to leave employment have been addressed by
many researchers before, but the interrelationship between these variables has not been previously investigated among
civil aviation sector employees. Considering this gap, it is anticipated that this research can make pioneering
contributions to the literature on civil aviation management and organizational behavior disciplines. Furthermore,
conducting a groundbreaking study for the civil aviation sector, which can enrich the literature and save time for
researchers in future studies, is considered a significant contribution to the sector.

The study has some limitations. The most significant constraint is that most civil aviation businesses, due to company
policies, cannot support survey studies or do not allow employees to participate in research. It is believed that similar
studies in this field with increased participation numbers and different scales can contribute to the civil aviation sector
and the literature.
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Ethics Committee of Antalya Science University, with the decision dated 10.05.2023 and protocol number 2023/30.

References

Ahmed, M. N., Umrani, A. L., Mahar, F. ve Shaikh, S. (2021),”The Effects of Ethical Marketing on Job Satisfaction,
Organizational Commitment and Intention to Quit of Marketers in Fast-Food Industry” , PalArch's Journal of
Archaeology of Egy pt/Egyptology, 18(08), 452-465.

Altan, S.Turung, O. (2021),”Algilanan Orgiitsel Destek ile Is Yasaminda Mutluluk Tliskisinde Yas ve Is Yasam
Dengesinin Rolii”, Isletme Arastirmalart Dergisi, 13 (3), 2552-2570

Ar, G. S., Bal. (2010), “Ise Baglligin Tiikenmislik ve Isten Ayrilma Niyeti Iliskisindeki Aracthk Etkisi: Yatirim
Uzmanlart Uzerinde Bir Arastirma” , Siileyman Demirel Universitesi Tktisadi ve Idari Bilimler Fakiiltesi Dergisi,
15(3), 143-166.

Avct Vardar, E. (2019). Aract ve Diizenleyici Etkilerin Modellenmesi. (Yayimlanmamis ytiksek lisans tezi). Hacettepe
Universitesi Saglik Bilimleri Enstitiisii, Ankara.

Aydin, 1. P. (2002). Yonetsel Mesleki ve Orgiitsel Etik. (3.bs.). Ankara: Pegem Yayincilik.

Aykanat, Z. ve Yildirim, A. (2012), ”Etik liderlik ve Orgiitsel Adalet Tliskisi: Teorik ve Uygulamali Bir Arastirma” , Firat
Universitesi Sosyal Bilimler Dergisi, 22 (2), 260-274.

Aypar Ozkan, S., S6kmen, A. ve Ekmekcioglu, E. B. (2018),”Is Tatmini ve Isten Ayrilma Niyeti Iligkisi: Orgiitsel
Ozdeslesmenin Aracilik Roli” , Gazi Universitesi Sosyal Bilimler Dergisi, 5 (13), 116-124.

Baltact, A. G. F., Gigcld, A ve Celiker, A. (2014),”Liderlik Davranisinin Orgﬁtsel Adalet Algtst ve i§ten Ayrilma Niyeti
Uzerine Etkileri: Konaklama Tsletmelerinde Bir Uygulama” , Silleyman Demirel Universitesi Tktisadi ve Idari
Bilimler Fakiltesi Dergisi, 19 (3), 353-370.

Baron, R. M. ve Kenny, D. A. (1986),”The Moderator—Mediator Variable Distinction in Social Psychological Research:
Conceptual, Strategic, And Statistical Considerations” , Journal of Personality and Social Psychology, (1), 1173—
1182.

149



Omer TURUNC, Burak ULUSOY, Abdullah CALISKAN, Yasin O.OZMENEKSE

Bayargelik, E. B. Ve Afacan Findikl, M. M. (2017),”[s Tatminin, Orgiitsel Adaletin Isten Ayrilma Niyeti Tliskisindeki
Aracilik Rolii” , Beykent Universitesi Sosyal Bilimler Dergisi, 10 (1), 16-31.

Bayrakgt, E. (2022),”Hemsirelerde Tsten Ayrilma Niyeti ve Performans Tliskisi: Covid-19 Tikenmisliginin Diizenleyici
Rolii” , Isletme Arastirmalart Dergisi, 14(1), 835-845.

Bennett R. J. ve Robinson S. L. (2000),”Development of a Measure of Workplace Deviance”, Journal of Applied
Psychology, 85(3), 349-360.

Beugre, C. D. (2002),”Understanding Organizational Justice and its Impact on Managing Employees: An African
Perspective”, The International Journal of Human Resource Management, 13 (7), 1091-1104.

Bies, R. J. ve Moag, J. S. (1986),”Interactional justice: Communication criteria of fairness” , Icinde R. J. Lewicki, B. H.
Sheppard ve M. H. Bazerman (Ed.), Research on Negotiation in Organizations (1. bs, ss. 43-51). Greenwich: JAI
Press.

Bies, R.J. (2001), Interactional justice: The sacred and the profane. Iginde J. Greenberg ve R. Crapanzano (Ed.).
Advances in Organizational Justice (ss. 89-118). California: Stanford University Press.

Bulbil, T. (2010),”Yenilik Yonetimi”’, Memduhoglu, H. B. ve Yilmaz, K. (Ed.), Yonetimde yeni yaklasimlar icinde (.31-
51). Ankara: Pegem.

Celik, M., Turunc, O., & Bilgin, N. (2014),”The Impact of Percieved Justice of Employees on Psychological
Capital:Moderating Effect of Employee Well-Being” , DEU Journal of GSSS, 16(4), 559-585.

Ferrell and Skinner (1988).”Ethical Behaviour and Becaurtic Structure in Marketing Research Organizations”, Journal
of Marketing Research, 25, 103-9

Firth, L., Mellor, DJ, Moore, K.A. ve Loquet, C. (2004),”Y6neticiler Calisanlarin Isten Ayrilma Niyetini Nasil
Azaltabilir?”, Yonetim psikolojisi Dergisi, 19 (2), 170-187.

Gino, F. (2015),”Stradan Etik Olmayan Davranist Anlamak: Ahlaka Deger Veren Insanlar Neden Ahlaksiz Davranir?”,
Davrants Bilimlerinde Guincel Gérds, 3, 107-111.

Greenberg J. (1990),”Employee Theft as A Reaction to Underpayment inequity: The Hidden Cost of Pay Cuts” ,
Journal of Applied Psychology, 75(5), 561-568.

Kaptan, M. (2011),”Etik Kiiltiirii Cézerek Etik Olmayan Davranislart Anlamak” , Insan Tliskileri, 64 (6), 843-869.

Kavak, O. ve Kaygin, E. (2018), “Orgiitsel Adalet Algisinin Orgiitsel Muhalefet Davranist Uzerindeki Etkis”, Balkan
ve Yakin Dogu Sosyal Bilimler Dergisi, 4(1), 33-51.

Kogak, D. ve Yiicel, I. (2018),”Algilanan Orgiitsel Destek Tle Tsten Ayrilma Niyeti Arasindaki Tliskide Duygusal
Bagliligin Aract Etkisinin Incelenmesi”, Atatiirk Universitesi Tktisadi ve Idari Bilimler Dergisi, 32 (3), 683-704.
Koksal, K. (2016). Orgiit Kiiltiranin Orgiitsel Adalet Algisina Etkisinde Etik Tlkelere Tliskin Algilarin Aracilik Rol.

(Yayimlanmamis doktora tezi). Celal Bayar Universitesi, Sosyal Bilimler Enstitiisti, Manisa.

Kéksal, K. (2018),”Orgiit Kiiltiriniin Orgiitsel Adalet Algisina Etkisinde Etik Ilkelere Iliskin Algilarin Aracilik Rolii”
, Uluslararast Yonetim Tktisat ve Isletme Dergisi, 14(2), 479-504.

Kéksal, K., Giirsoy, A. ve Topcu, M. K. (2018),”EtiK Olmayan Orgiitsel Vatandasltk Davranisinin Belirleyiciler:
Etkilesim Adaleti, Yoneticiye Duyulan Giiven ve Sosyal Baglarin Roli” , Uluslararast Tktisadi ve Idari Incelemeler
Dergisi, 17. UTK Ozel Sayisi, 215-228.

Leiter, M. P., & Maslach, C. (2004),”Areas of Worklife: A Structured Approach to Organizational Predictors of Job
Burnout” , In P. L. Perrewé & D. C. Ganster (Eds.), Emotional and physiological processes and positive
intervention strategies, 91-134.

Luo, Y. (2007),”The Independent And Interactive Roles of Procedural, Distributive, And Interactional Justice in
Strategic Alliances” , Academy of Management Journal, 50(3), 644—664.

Meydan, C.H. ve Sesen, H. (2015). Yapisal Esitlik Modellemesi Amos Uygulamalari (2. Bs), Ankara: Detay Yayincilik.

Mobley W.H., Griffeth R.W., Hand H.H. ve Meglino B.M. (1979),”Review and Conceptual Analysis of The Employee
Turnover Process”, Psychological Bulletin, 86(3), 493-522.

Mobley, W.H. (1982),”Some Unanswered Questions in Turnover and Withdrawal Research” , The Academy of
Management Review, 7(1), 111-116.

Moorman, R. H. (1991),”Relationship Between Organizational Justice and Organizational Citizenship Behaviors: Do
Fairness Perceptions influence Employee Citizenship?”, Journal of Applied Psychology, 76, 845-855.

Nichoff, B P. ve Moorman, R. H. (1993),”Justice as a Mediator of The Relationship Between Methods of Monitoring
and Organizational Citizenship Behavior”, Academy of Management Journal, 36, 527-556.

150



The Role of Intention to Leave in the Effect of Interactional Justice on Ethical Behavior: A Study in the
Civil Aviation Sector

Ozdemir, Y. (2017),”Etkilesimsel Adalet Algisinin Isten Ayrilma Niyeti Uzerindeki Etkisi: Lider-Uye Etkilesiminin
Aracilik Roli” , Yonetim ve Ekonomi Arastirmalart Dergisi, 15(3), 1-22.

Pelit, E. ve Giicer, E. (2006), ”Ogretmen Adaylariin Ogretmenlik Meslegiyle Tlgili Etik Olmayan Davranislara ve
Ogretmenleri Etik Dist Davranisa Yonelten Faktorlere Mliskin Algilamalari”, Gazi Universitesi Ticaret ve Turizm
Egitim Fakdltesi Dergisi, (2), 95-119.

Pettijohn, C., Pettijohn, L. ve Taylor, A. J. (2008), Salesperson Perceptions of Ethical Behaviors: Their Influence on
Job Satisfaction and Turnover Intentions” , Journal of Business Ethics, 78, 547-557.

Polat, S. (2007). Ortadgretim Ogretmenlerinin Orgiitsel Adalet Algilari, Orgiitsel Giiven Diizeyleri Ile Orgiitsel
Vatandagltk Davranislart Arasindaki Tliski. (Yayimlanmamis doktora tezi). Kocaeli Universitesi Sosyal Bilimler
Enstitist, Kocaeli.

Polatci, S. ve Ozcalik, F. (2015), “Calisanlarin Orgiitsel Adalet Algilari Tle Uretkenlik Karsitt s Davranislari
Etkilesiminde Pozitif ve Negatif Duygusalligin Aracilik Etkisi” , Dokuz Eyliil Universitesi Sosyal Bilimler Enstitiisii
Dergisi, 17(2), 215-234.

Rai, G. S. (2013),” Impact of Organizational Justice on Satisfaction, Commitment And Turnover Intention: Can Fair
Treatment by Organizations Make a Difference in Their Workers” Attitudes And Behaviors?” , Journal of Human
Sciences, 10(2), 260-284.

Sargin, S., Oralhan, B. ve Uveng, A. S. (2020), ”Sosyal Medya Reklametliginin Tiketici Satin Alma Davranist Uzerine
Etkisinin Yapisal Esitlik Modellemesi Tle Incelenmesi” , Avrupa Bilim ve Teknoloji Dergisi, (20), 632-639.

Schaufeli, W. B. ve Bakker, A. B. (2004). Job demands, job resources, and their relationship with burnout and
engagement: A multi-sample study. Journal of Organizational Behavior, 25(3), 293-315.

Seyrek, 1. ve Inel, O. (2017), Isten Ayrilma Niyeti Ile Tliskili Faktorler: Bilgi Teknolojisi Calisanlart Uzerine Bir
Aragtirma” , Dogu Anadolu Sosyal Bilimlerde Egilimler Dergisi, 1(1), 43-62.

Sivil Havacilik Genel Midurliga (2022). Yillik Faaliyet Raporu 2022.

Sokmen, A., Kenek, G. ve Ekmekcioglu, E. B. (2021),”Etkilesimsel Adalet ve Duygusal Bagliik Tliskisi: Algilanan
Orgiitsel Destegin Diizenleyici Rolii” , Isletme Arastirmalart Dergisi, 9(4), 196-21

Sahin, M. (2021), ”Algilanan Orgiitsel Adalet ve Tsten Ayrilma Niyeti Arasindaki fliskinin Incelenmesine Yonelik Bir
Meta Analiz” , International Journal of Soctal Humanities Sciences Research, 8(74), 2386-2395.

Tett, R.P. ve Meyer, J.P. (1993),”Job Satisfaction, Organizational Commitment, Turnover Intention and Turnover:
Path Analyses Based on Metaanalytic Findings” , Personnel Psychology, 46, 259-293.

Tokgoz, N. (2011), ”Orgiitsel Sinisizm, Orgiitsel Destek ve Orgiitsel Adalet Iligkisi: Elektrik Dagitim Isletmesi
Calisanlart Ornegi” , Eskisehir Osmangazi Universitesi Iktisadi ve Idari Bilimler Dergisi, 6 (2), 363-387.

Tonus, H. Z. ve Orug, 1. (2012),”Insan Kaynaklar1 Yonetiminde Etik Dist Davranislar ve Yénetimi: Bir Isletmenin
Personel Yonetmeligi Igerik Analizi” , Is Ahlaki Dergisi, 5(10), 149-181.

Turung, O. and Celik, M. (2010), ”Algilanan Orgiitsel Destegin Calisanlarin {s-Aile, Aile-Is Catismasi, Orgiitsel
Ozdeslesme ve Isten Ayrilma Niyetine Etkisi: Savunma Sektoriinde Bir Arastirma”, Atatiirk  Universitesi Sosyal
Bilimler Enstitiist Dergisi,14(1):209-232

Usmani, S. ve Jamal, S. (2013), "Impact of Distributive Justice, Procedural Justice, Interactional Justice, Temporal
Justice, Spatial Justice Oon Job Satisfaction of Banking Employees” , Review of Integrative Business and
Economics Research, 2(1), 351-383.

Wayne, S. J., Shore, L. M. & Liden, R. C. (1997), ”Perceived Organizational Support And Leader-Member Exchange:
A Social Exchange Perspective” , Academy of Management Journal, 40(1), 82-111.

White, J. (1999),”Ethical Comportment in Organization: A Synthesis of The Feminist Ethics of Care and Buddhist
Ethics of Compassion” , International Journal of Value-Based Management, 12, 109-128.

Yazicioglu, I. veTopaloglu, I. G. (2021),”Orgiitsel Adalet ve Baglilik Tliskisi: Konaklama Tsletmelerinde Bir Uygulama”
, Isletme Aragtirmalar Dergisi, 1(1), 3— 16.

Mert Oner & Kemal Ciftyildiz Yenihan, B., Oner, M ve Ciftyildiz K. (2014),”s Stresi ve Isten Ayriima Niyeti
Arasindaki Tligki: Otomotiv Isletmesinde Bir Arastirma”, Calisma Tliskileri Dergisi, 5(1), 38-49.

151



