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Abstract
The purpose of this research is to determine whether organizational virtuousness (OV) has a meaningful 
effect on work productivity (WP), to examine whether organizational justice (OJ) has an intermediate 
role on this effect and to determine the statistical difference of WP according to demographic factors. 
Accordingly, data has been obtained from 212 people working in the public and private sectors using 
a survey method. This data has been analyzed using the factor analysis, correlation, regression, Mann-
Whitney U and Kruskal-Wallis H tests using SPSS and AMOS package programs. According to the findings 
obtained from the research; it has been determined that as a result of a multiple regression analysis on the 
mediating effect, OJ is a partial moderator variable on the effect of OV on the WP. As a result of the analysis 
to examine the differences, it has been found that WP did not show a significant difference according to 
monthly income levels and their durations of work experience. On the other hand, within this study, the 
WP has been higher than female employees, men working in the private sector, those working in the public 
sector, and those working in the 21-40 age group demographically, compared to those working in the 41-
60 age group, and those who graduated from being undergraduates, compared to high school graduates.
Keywords: Organizational virtuousness, work productivity, organizational justice
JEL Classification: M1, M12, M19

Öz
Bu araştırmanın amacı; işte üretkenlik üzerinde örgütsel erdemliliğin anlamlı bir etkisi olup olmadığı 
saptamak, eğer işte üretkenlik üzerinde örgütsel erdemliliğin anlamlı bir etkisi var ise bu etki üzerinde 
örgütsel adalet algısının aracılık rolü olup olmadığını incelemek ve işte üretkenliğin demografik faktörlere 
göre istatistikî farklılığını tespit etmektir. Bu amaca yönelik olarak kamu ve özel sektörde çalışan 212 kişiden 
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anket yöntemi kullanılarak veri elde edilmiştir. Bu veriler SPSS ve AMOS paket programları kullanılarak 
faktör analizi, korelasyon, regresyon, Mann-Whitney U ve Kruskal-Wallis H testleri ile analiz edilmiştir. 
Araştırmadan edilen bulgulara göre; aracılık rolüne yönelik çoklu regresyon analizi sonucunda örgütsel 
erdemliliğin işte üretkenliğe etkisi üzerinde örgütsel adaletin kısmi aracılık etkisinin bulunduğu tespit 
edilmiştir. Farklılıkları incelemeye yönelik analizler sonucunda işte üretkenliğin aylık gelir düzeyine ve iş 
deneyimi süresine göre ise anlamlı bir farklılık göstermediği saptanmıştır. Bununla birlikte işte üretkenliğin 
kadın çalışanlarda erkeklere göre, özel sektörde çalışanlarda kamu sektöründe çalışanlara göre, demografik 
olarak 21-40 yaş aralığındaki çalışanlarda 41-60 yaş aralığındaki çalışanlara göre, lisans mezunu çalışanlarda 
lise mezunu çalışanlara göre daha yüksek olduğu belirlenmiştir.
Anahtar Kelimeler: Örgütsel erdemlilik, işte üretkenlik, örgütsel adalet
JEL Sınıflaması: M1, M12, M19

1. Introduction

One of the most important parts of the modern business approach is the production. Although 
the production patterns have changed over time, production has always been important due to the 
competition brought by the market in the private sector and the need for an efficient use of resources 
in the public sector. So much so that the production is not sufficient alone; the production should be 
shaped to achieve a maximum output by using minimum resources within the framework of certain 
criteria. Therefore, WP comes to the forefront in all work areas. Accordingly, the found management 
literature focuses on various factors that can affect, increase, or decrease WP. Managerial factors 
such as the organization’s working environment, leadership style, competition, external motivation, 
rewarding system, and career ladders are known to have a significant impact on productivity. Apart 
from these factors, individual factors such as virtue are also thought to affect it. It is claimed that 
WP exists in human beings, but this feature develops or becomes blunt with socialization. Therefore, 
this feature, which enables individuals to perform positive behaviors, is likely to be affected by many 
factors in their working lives, and as a result, it is likely that employees will increase or decrease their 
virtues. Considering this point of view, an increase in virtue is associated with concepts such as self-
dedication, intrinsic motivation, and success, while a decrease in virtue is associated with destructive 
effects such as low productivity, increased undesired behaviors, and deterioration in corporate 
culture. Consequently, managerial virtue has an important role in an organization. Therefore, it is 
necessary to concentrate on factors, such as OJ, which can increase the virtue of employees employed 
by organizations. The sense of justice that has been inherently demanded since the existence of 
human beings becomes a more important criterion in the atmosphere of organizations. In the event 
of a possible perception of injustice, there are decreasing actions such as employee identification, 
intrinsic motivation, and perseverance, the achievement of the organizations’ goals, productivity, and 
even the continuity of the organization in the long run. Therefore, the effect of OV on WP as well as 
the mediating effect of OJ on this effect has been investigated.
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2. Literature Review

2.1. Work Productivity

As a natural result of consumption, it has become the business policy of modern organizations to 
use resources that are decreasing and not renewed more effectively, because this produces balanced 
and demand-oriented production. Therefore, the organizations want employees to adopt this policy 
and keep their productivity high with the pressure of increasing competition. Today, increasing 
productivity in the workplace has an important place in terms of economic, social, and cultural 
development in all countries (Matin et al., 2014). According to a dictionary definition, productivity 
is defined as “the state of producing output as a result of input” (Voordt, 2004). As a concept, 
productivity can be expressed as a summary of quantity and quality of work performance considering 
resource utilization, but since productivity can be measured at the levels of individuals, groups or 
organizations, it is also seen as a success within the organizational performance, effectiveness and 
efficiency criteria (Olusanya et al., 2012). Considered as the founder of modern management science, 
Frederick Taylor aimed to increase productivity by identifying tasks in organizations and optimizing 
business processes, therefore drawing attention to the importance of productivity (Palvalin, 2019). 
Increasing productivity has become a goal in the 1980s and 1990s, and this continued until the 21st 
century, but attempts to understand the employees’ views and suggestions have been insufficient in 
this action to increase productivity (Savery, 1996). However, in order to increase productivity, it is 
necessary to consider organizational factors as well as individual factors and demands. The reason 
why productivity is regarded as a success is because of its ability to be affected by many factors. 
WP is influenced by other factors such as workers’ education levels, talents, business disciplines, 
ethics, attitudes, management styles, in-house opportunities, motivations, technologies, and working 
environments, as well as the features of their work (Elqadri et al., 2015; Ravianto, 1986). Taiwo 
(2010) has stated that productivity can be affected by the internal and external variables categorized 
below; 1. General Factors: the raw materials, climate, credit facilities, utilities, infrastructure, 2. 
Organizational and Technical Factors: the integration, capacity, organizational size, production 
stability, 3. Human Factors: the working climate, interpersonal communication dynamics, working 
conditions, management, rewards and incentives, physical fatigue, and union practices.

Business productivity is the rate of utilizing a physical product, equipment, and labor resources 
obtained at the end of the unit production effort, and it is the degree of an industrial management’s 
effectiveness in the use of the production factors (Akçay & Atilla, 2019). All factors have a single 
focus for ensuring productivity in organizations, and that is their workforces. Increasing productivity 
in organizations is possible only by supporting activities that will increase the productivity of each 
employee who plays a role in their workforces (Demir et al., 2017). A workforce is considered to be 
the most important capital of an organization, and if organizations want their workforces to strive to 
achieve the organizational goals and objectives with all of their energy, the needs of the workforces 
must also be considered (Matin et al., 2014). Employees who form the workforce of an organization 
also determine the performance of the organization. Therefore, organizations need reliable 
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and important employees who will increase profitability within the framework of competition. 
Consequently, individuals with personalities that are thought to have a positive effect on productivity 
in recruitment are preferred (Chandel & Shahi, 2017).

It is a central output for organizations and employees, especially when productivity is evaluated in 
terms of working time (Corbiere et al., 2019). Increasing WP is one of the most important goals for 
sustainable economic development. Therefore, there are an increasing amount of studies on the factors 
that determine WP and how this productivity can be increased (Okazaki et al., 2019). In the literature 
on productivity, it is regarded that the issue is approached especially in terms of organizational and 
employee health. There are various factors that positively affect the employees’ productivity, such 
as motivation, the atmosphere of the work environment, project planning, management, and skills 
(Khanzadi et al., 2018). The organizations’ working environments are very important for maintaining 
productivity and providing continuity (Palvalin, 2019). A particularly friendly and positive working 
environment plays an important role in increasing productivity and job satisfaction (Duru & 
Shimawua, 2017). In an organization, there is a general view that, in terms of work design, an open 
structure consisting of transparent partitioned walls promotes more communication and increases 
productivity by facilitating the exchange of knowledge and skills (Voordt, 2004). However, it has 
not been determined that flexible office applications that spread with the modern working world 
have provided an absolute increase in productivity and employee satisfaction (Been & Beijer, 2014). 
However, it has been stated that coordinated regulations, such as part-time work, have a negative 
relationship with productivity (Ierodiakonou & Stavrou, 2015).

In organizations, everyone works with the expectation of some rewards, such as their welfare (Hong 
et al., 1995). However, it is not possible to achieve welfare in every organization’s environment. One 
of the factors that reduce employees’ workforce welfare is work stress. The right level of stress at 
work can motivate individuals more and increase productivity (Bhagat et al., 2018). However, work 
stress above the optimal level affects productivity negatively. In addition, the main stress factors in 
employees’ personal lives, such as difficulties and personality problems, are also important factors 
in productivity. This means that problems in one’s personal life can also affect their working life 
(Chandraratne et al., 2018). It was stated that productivity depends on the ability to cope with 
positive and negative emotions, which have an impact on the individuals’ psychologies (Vveinhardt 
et al., 2019). Emotional intelligence is another concept associated with WP. Employees with 
emotional intelligence develop empathy by focusing on emotional responses in themselves and other 
employees, which creates an important opportunity for increased WP (Bendaravičienė et al., 2019). 
In this sense, emotional intelligence is an important factor. In an organization, the most economical 
way to keep and motivate employees with this talent is to make them feel like they are part of the 
organization, and the employees’ satisfaction is an effective factor for this (Esfandiari et al., 2017). 
In the literature on job satisfaction, there are reviews about work intensity or overworking. Okazaki 
et al. (2019) stated that overworking does not have a significant impact on WP, considering that it 
involves devotion to work.
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To increase productivity, there is a need for not only employees to volunteer for this purpose, but also 
for organizations to coordinate for it (Bendaravičienė et al., 2019). Therefore, actions and behaviors 
that would adversely affect working psychology in the atmosphere of an organization should be 
avoided, because problems, such as burnout, develop in employees and significantly affect the 
working environment and productivity of interconnected groups in their organization (Bhagat et al., 
2018). On the other hand, establishing effective communication with the personnel is regarded as 
an important factor for increasing the productivity and organizational performance of a workforce 
(Nebo et al., 2015).

A large amount of literature supports the relationship between work outcomes such as WP and 
psychiatric symptoms (Corbiere et al., 2019). Depressive disorders are more common in the 
workforce than other mental health problems, and these disorders are an important factor that 
affects the workers’ productivity (Burton et al., 2008). Depression is a general problem for businesses 
in the world in terms of productivity. It has been reported that depressed and anxious employees 
are more limited in terms of productivity than other employees (Burton et al., 2008). Apart from 
psychiatric disorders, health-related diseases also affect WP. Rheumatoid arthritis disease is one of 
them, and the results of the research on workers with this disease indicate that rheumatoid arthritis 
significantly reduces WP due to its symptoms (Xavier et al., 2019). Another health problem is 
sclerosis. The research conducted shows that sclerosis diseases with fatigue and cognitive symptoms 
have a high productivity loss in the affected workers (Chen et al., 2018). In addition, the “dry eye” 
disease, which is observed especially in employees who use computers for their work, significantly 
affects WP by reducing the affected employees’ physical ability to focus on their work (Yamada et 
al., 2012). Consequently, WP may decrease due to absenteeism with health problems and employees’ 
attendance despite being sick (Chen et al., 2018).

2.2. Organizational Virtuousness

Within the modern management approach, all organizations want to work with individuals who have 
adapted to the working environment, are focused on solving problems, are in line with the objectives 
of the organization, and will realize them without external motivation. However, it is not possible 
for every employee to meet this demand of the organization. Employees who can meet this type 
of expectation should have the feature of “virtuousness”. The origin of virtue comes from the word 
“virtus”, which means “power or” virtue “in Latin. In ancient times, Plato and Aristotle defined virtue 
as desires and actions that provided personal and social benefits (Bright et al., 2006). Virtuousness is 
a strengthening effect that allows employees to be more connected to their roles and develop extra-
role behaviors (Shahid & Muchiri, 2019). Virtue represents preserving ethical values and leaving a 
good legacy to future generations by applying these values (Karakas et al., 2015). Virtue is a specific 
symptom of a special type of virtuous character, while virtuousness refers to the ideal virtue of human 
or organizational character (Bright et al., 2006). Virtuousness, which is also examined as a feature in 
the literature, is known as the best personal feature, dignified behavior, human virtue, and human 
passion (Abedi et al., 2014).
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The fact that individuals working in the organization are virtuous in organizational terms increases 
the benevolent tendency by emphasizing the values and is embedded in the social life fabric of this 
organization (Karakas et al., 2015). Organizational virtue, which is tried to be explained with qualities 
such as organizational goodness, social development, tolerance, honesty, and moral integrity is 
an organizational behavior subject that needs more research because it is a concept that can add 
value to the business in terms of the improvement and development of organizational culture and 
organizational communication and make the organization successful (Erkmen & Esen, 2012). To 
be able to call an organization virtuous, it is necessary to support and support virtuous activities for 
the members of the organization. Therefore, virtuousness in organizations refers to the increasing 
virtuous behavior of employees (Cameron, 2004). In this context, Cameron (2003: 50) defined OV 
as “is intimately tied to what is good to and for human beings”. It can be said that OV is a concept 
that includes the collective actions, cultural characteristics or processes of individuals that ensure 
the promotion and maintenance of virtuous behavior (Çöp & Doğanay, 2019). According to Pires 
& Nunes (2018: 381), “OV is based on a set of assumptions about human and organizational nature 
encompassing honesty, compassion, loyalty, respect, and forgiveness, a phenomenon studied through 
theories on extraordinary performance, positive deviance, and the positive spiral of flourishing”. In 
other words, OV can be considered as a culture based on virtue and emerging through shared beliefs 
and common behaviors (Williams et al., 2015).

If the main purpose of an organization is to avoid legally problematic behaviors, it does not need 
virtuous behaviors or proactive behaviors that can increase organizational performance (Barclay et 
al., 2012). However, being virtuous encourages employees to perform the tasks assigned to them, by 
putting forward self-efficacy, helps them not to repeat mistakes in their previous duties, and thus easily 
overcomes the problems and problems that will prevent the task from being performed successfully 
(Hur et al., 2017). Therefore, apart from the legal requirement, virtuousness is a required feature 
especially in terms of communication and effectiveness among employees. Virtuousness has many 
effects on organizational functioning. In a company with a high number of employees with virtuous 
behavior, the probability of encountering qualities such as goodness, tolerance, social development, 
moral goodness, and honesty will increase. Thus, the incidence of undesirable behaviors such as 
bribery and scandal will also decrease (Çöp & Doğanay, 2019). However, the sense of OV and the 
reputation, feelings of pride and commitment resulting from being part of the organization cause 
emotional and motivational responses at work such as dedication to work, motivation for more jobs, 
and proactive task skills (Hur et al., 2017). The culture of virtuousness enhances the communication 
between employees and the organization, making it better quality and ensuring that employees are 
happier in the business environment (Williams et al., 2015). Employees with the higher perception 
of virtuousness in organizations have a higher perception of job satisfaction and organizational 
support. However, the perception of OV reduces the negative impact of financial problems on job 
satisfaction and turnover intention (Nikandrou & Tsachouridi, 2015). Organizational virtuousness 
also has a direct relationship with the dimensions of organizational citizenship, civil virtue, 
altruism, and courtesy (Abedikooshki & Zeinabadi, 2016). OV is also very important for the future 
of organizations. OV has become an important issue for leaders and managers in order to achieve 
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sustainable development by increasing competitiveness in organizations (Bright et al., 2006). Because 
it is stated that OV is a precursor for success by creating upward spiral feelings among the members of 
the organization (Shahid & Muchiri, 2019). In addition, OV has a significant impact on performance 
among high-welfare employees. However, the righteousness of the employees for the performance 
targeted by the organizations is not a sufficient criterion alone. Therefore, in order to obtain the 
performance expected from virtuous employees, welfare must be provided within the organization 
(Magnier-Watanabe et al., 2017).

Employees have the power to harm or benefit the organization by preventing or enhancing its success. 
At the same time, employees who understand and perceive OV are more resistant to difficulties, and 
these individuals exhibit positive behaviors in the long term in helping the organization to recover 
from crisis-like factors (Nikandrou & Tsachouridi, 2015). In addition, these employees think that 
the organization they work with is different from others because of their honest and empathetic 
approach to people and society, and they are not motivated by the realization of their own interests 
(Tsachouridi & Nikandrou, 2016). Therefore, OV differs from organizational support in terms of 
positivity and lack of personal interests. Cameron (2004) stated that there is no certainty about 
virtuousness because both individuals and organizations cannot always be completely virtuous. 
Therefore, it is expected to be as virtuous as possible rather than an absolute virtuousness. OV 
(Yücel & Taşcı, 2008), which indicates volunteerism for his institution, indicates that s/he is not 
obliged to take on additional duties and think more about organizational issues (Cameron, 2004). 
Consequently, positive emotions arising from being virtuous lead to more realization of social capital 
and pro-social behavior (Barclay et al., 2012).

2.3. Organizational Justice

The individuals who interact with each other perceive all of the conditions and actions in the 
environment and pass them through a mental filter. In this process, one of the main evaluation criteria 
is justice. In the literature, the concept of justice is generally used by referring to the individual’s 
perceptions and evaluations that are subjective about an outcome or process (Randeree & Malik, 
2008). In terms of an organizational sense, the concept of justice has been first used in 1987 by Jerald 
Greenberg within his literature on organizational behavior and organizational psychology (Greenberg, 
2011). OJ aims to put the effect of the concept of justice on the functionality of an organization 
(Tolukan & Akyel, 2019). The concept of OJ, which plays a key role in achieving organizational 
integrity, is defined by Cropanzano et al. (2007: 34) as “the members’ sense of the moral propriety 
of how they are treated—it’s the ‘glue’ that allows people to work together effectively,” Stamenkovic 
et al. (2018:427) defined it as “managing activities that shape the climate in an organization, the 
behavior of people in the process of work and commitment to the organization.” Abekah-Nkrumah & 
Atinga (2013:189) defined OJ as “an employee’s perception of fairness and equal treatment within an 
organization” and Tolukan & Akyel (2019:181) defined it as “the positive perception of the employees 
on the decisions and practices of the managers about the organization and employees.” As seen in 
these definitions, “justice” is an indispensable value of organizational work systems. Fair decisions 
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are very important in terms of organizational behavior and employees’ well-being, so it is necessary 
to examine concrete events that create a perception of injustice in organizational lives (Wiili-Peltola 
et al., 2007). The principle of equality adopted in organizations with standardized human resources 
management is also shaped by the laws, regulations, and laws that regulate it (Stamenkovic et al., 
2018). However, in different situations, practices and behaviors that can be described as unfair 
by managers or employees with different personalities can be observed. Individuals’ perceptions 
of OJ and fairness strongly affect their organizational behaviors. In organizations, individuals are 
concerned with equality in economic earnings as well as justice and fairness (Stamenkovic et al., 
2018). Therefore, the perception of justice needs to be analyzed in a very broad framework in 
organizations.

OJ has three dimensions: name-based, procedural, distributory, and interactional (Cropanzano et al., 
2007). When the OJ literary studies are examined, it has been believed that the level of distributory, 
procedural, and interactive justice should be similar between all employees, but more attention has 
been paid to procedural justice. It has been also stated that these types of justice affect all behaviors 
and attitudes in an organization (Zhang et al., 2009).

The first justice dimension is procedural justice. Procedural justice refers to the employees’ perceptions 
of the processes for determining rewards within the organization. Procedural justice (Randeree & 
Malik, 2008: 67) has five factors – “fairness, two-way communication, trust in a supervisor, clarity 
of expectations and an understanding of the performance appraisal process.” For the employees, it 
evokes the feeling of being proud and dignified to be members of their organization. (Bergami & 
Morandin, 2019). Most employees believe that the selection processes regarding rewards or interests 
are fair in an organization, but they do not have a bias that increases satisfaction and loyalty based on 
this belief (Khalid et al., 2014). Therefore, the continuity of the justice process is required. If there is 
a belief that the decision-making process is carried out in accordance with OJ principles, procedural 
justice is more important than distributory justice (Stamenkovic et al., 2018). Procedural justice is 
an effective factor in terms of employees’ attitudes and behavioral outputs in their organizations, job 
satisfaction, commitment to the organizations, and the intention to quit (Hassan & Hashim, 2011). 
Providing employees the ability to be more vocal in their organization increases the perception of 
justice, not only in terms of affecting the fairness of the awards, but also in expressing the sense of 
being valued by expressing their own opinions and feelings (Muhammad, 2004). The increase in 
bad behaviors in organizations, including insults and swearing, causes systematic inefficiencies to 
develop low procedural justice perceptions in their employees (Ramdeo & Singh, 2019).

After procedural justice, scholars have added two OJ structures to the literature on how people are 
treated and whether there is control in their decision processes (Myhill & Bradford, 2013). Due 
to the intense relationship between employees in organizations and the interaction with superiors, 
the dimensions of interactions and distributory justice added to the justice dimensions also draw 
attention. “Interactional justice refers to an employee’s perception of the degree to which they are 
treated with dignity, concern, and respect at the workplace” (Rai, 2015: 70). Interactional justice 
involves the extent to which employees’ requests are taken into account in making business decisions, 
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and when these decisions are put into practice, it is about making satisfactory disclosures to employees 
(Bergami & Morandin, 2019). Managers’ respect, courtesy, and appreciation of their employees are 
the requirements of interactional justice (Hao et al., 2016).

Distributive justice, on the other hand, states that within the framework of the expectation that 
the awards should be distributed fairly, the rights of individuals are respected, and these rights are 
protected (Haybatollahi & Gyekye, 2015). Basically, this justice dimension is based on the fact that not 
all employees are treated the same in organizations, and the obtained outcomes differ (Cropanzano et 
al., 2007). It may be tempting to take administrative decisions that may be in favor of certain employees 
regarding the distribution of organizational outputs within the framework of powers (Abekah-
Nkrumah & Atinga, 2013). However, the distributive justice perception becomes valid only when the 
“win-win” situation occurs (Ismail & Baki, 2017). Therefore, in a business life, all employees compare 
the benefits they provide to the organization with the salary they receive, and in some cases, it improves 
the perception of injustice, and this affects the employees’ perceptions of justice (Hao et al., 2016).

The instantaneous sense of justice that employees develop in the face of events and actions involving 
their organizations is important for the continuity of justice in the organization in the long run 
and for justice to become a part of the organizational culture (Haddad et al., 2019). Employees in 
organizations expect to be taken into consideration by their managers, their concerns and needs, and 
that the managers will be empathetic by showing empathy. For this, a free information flow should 
be provided in the organization, and interaction justice should be demonstrated (Abekah-Nkrumah 
& Atinga, 2013). Other situations such as unfair policies, decisions, and activities performed by the 
organizations cause perceptions of injustice to spread rapidly among the employees, and this causes 
disastrous results in the relations between the employees and their organization (Shamma, 2018). In 
order to prevent organizations from meeting these results, particular attention should be paid to their 
administrative practices. Organizations cannot achieve their goals without a binding commitment 
of management to be fair in the workplace (Abekah-Nkrumah & Atinga, 2013). According to the 
referenced managers, justice is regarded as getting the results that employees want, but the managers 
confuse fair outputs with appropriate ones. However, moral compatibility and fitness are different in 
terms of personal values (Cropanzano et al., 2007).

Enabling employees to express their views and feelings about management in their organizational 
climates is essential for the perception of justice (Muhammad, 2004). Equity and equality treatments 
have an important place in human resources management in terms of organizational management 
(Abekah-Nkrumah & Atinga, 2013). Accordingly, it is stated that the perceptions about the manager 
direct the perception of harmony and job satisfaction in the work environment (Tolukan & Akyel, 
2019). The effect of justice is great due to its ability to affect the individual feelings of employees 
working in organizations and, accordingly, the success of the organization (Zhang et al., 2009). OJ, 
which is directly related to the working environment, expresses the role of equity (Hassan & Hashim, 
2011). Problems related to OJ include multiple processes, such as ethical and moral thinking and 
equality assessment, that cause complex relationships on individuals (Jiang et al., 2015). It has been 
stated that as the perception of OJ increases in employees, commitment to the organization and job 



35

The Mediation Role of Organizational Justice in the Effect of Organizational Virtuousness on Work Productivity

satisfaction increase (Hassan & Hashim, 2011). OJ can affect the quality of social exchanges, which 
can trigger task relationships and attitudes and behaviors that can lead to successful or violated 
psychological contracts (Zhang et al., 2009). As a position, low-level employees in organizations 
develop stronger responses to the perception of injustice. However, when the levels of trust in mutual 
relations increase, the effect of this perception on business outputs, such as commitment, may 
change. When the level of trust increases, the level of loyalty may increase in employees (Jiang et al., 
2015). Moreover, treating employees fairly within the organization makes it easier to adopt various 
organizational practices (Randeree & Malik, 2008).

3. Material and Method

Consistently high productivity is a desired and targeted result, regardless of the type of production 
and the nature of the substance produced. Therefore, it is necessary to investigate the factors that will 
increase productivity in organizations or cause productivity to decrease. From this point of view, the 
OV factor, which is thought to have an impact on WP, has also been addressed. When the literature 
on productivity is examined, Cameron et al. (2004) determined a significant relationship between 
performance and OV, and determined that virtuousness is positively reflected on performance 
with its protective feature of the organization. Lesiuk (2005) has found that playing music at work 
increases work quality and WP. Petreanu et al. (2013) have revealed that work stress negatively affects 
WP as a result of their research in Romania. Elqadri et al. (2015) have found that discipline in the 
office environment increased WP. Polatçı & Özçalık (2015) have found that interactional justice with 
procedural justice reduces anti-productivity behaviors at work. Sumiyati et al. (2016) have stated 
that a social work environment should be created in order to increase WP. Salem et al. (2017) have 
determined that diabetes and hypertensive diseases cause decreased WP. Velciu (2017) has stated 
that business conflicts with a colleague may decrease WP. Fernando et al. (2017) have found that 
presenteeism and absenteeism factors directly affect WP and increase costs. Atmaja (2018) has 
found that the work environment and job satisfaction increased WP. Similarly, Anggitaningsih & 
Handriyono (2019) have found that the working environment and leadership style significantly 
affect WP. Budiyono (2019) has determined that motivation and organizational commitment have 
an impact on WP, but organizational culture does not significantly affect WP. When the results of this 
research are examined, it is regarded that various factors have an effect on WP. However, in the literary 
review, no studies have been encountered which examine OV, WP, and OJ as a mediator variable. 
Therefore, the research carried out is important in terms of the fact that it contains the findings 
needed to increase productivity in workplaces, which is required for organizational performance. 
The research reveals the importance of OJ, contributes to the issues of OV and WP in the literature, 
and emphasizes the integrated effect of multiple factors in the field of organizational behavior.

3.1. Purpose of the Research

The aim of the research is to determine whether OV has a significant effect on WP, to examine 
whether OJ has an inter-role role on productivity, and to determine the statistical difference of WP 
according to demographic factors.
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3.2. Population and Sample of the Research

This research applies to all employees; however, the sample of this study consists of the private 
sector employees in Karabük and Zonguldak, and some participant employees who work in the 
public sector. In this research, convenience-based sampling has been used from non-probabilistic 
sampling methods, and data has been obtained from 212 employees, but after the faulty/missing 
questionnaires were excluded, a sample volume of 197 people was achieved. Although the WP in the 
private sector was more intense, the sector selection was not incorporated in the sample selection 
since the productivity in the public sector is demanded by organizations, and OJ is an important 
factor for the optimal organizational climate in all organizations.

3.3. Data Collection Method of the Research

The data used in this study has been obtained by applying the face-to-face survey method. The 
survey used to obtain data consists of 3 scales in a 5-point Likert structure, namely OV, WP, and OJ. A 
15-item scale developed by Cameron et al. (2004) and adapted to Turkish by Erkmen & Esen (2012) 
has been used to measure OV. To measure productivity, the Endicott WP Scale of 25 statements 
developed by Endicott & Nee (1997) and adapted to Turkish by Uguz et al. (2004) have been used. 
In order to measure OJ, a 20-item scale developed by Niehoff & Moorman (1993) and adapted to 
Turkish by Yıldırım (2002) has been used.

3.4. Model and Hypotheses of the Research

The scanning model has been used in this research. The dependent variable of the research is WP, the 
independent variable is OV, and the mediator variable is OJ.

Figure 1: Conceptual Model
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This Research Study’s Hypotheses:

H1a: There is a significant relationship between OV and WP.

H1b: There is a significant relationship between OV and OJ.

H1c: OJ has a mediating effect on the relationship between OV and WP.

H1d: WP varies significantly between the sectors.

H1e: WP varies significantly by employees’ ages.

H1f: WP varies significantly by employees’ educational levels.

H1g: WP varies significantly by employees’ monthly income levels.

H1h: WP varies significantly by employees’ work experience.

H1k: WP varies significantly by employees’ genders.

3.5. The Analysis of the Research Data

The data required to test the hypotheses proposed within the scope of the research has been evaluated 
using the SPSS 20.0 (Statistical Package for Social Sciences) and AMOS 24.0 (Analysis of Moment 
Structures) programs. A Confirmatory Factor Analysis (CFA) has been utilized in determining the 
structural validity of the scales used in the research, reliability analysis in determining their internal 
consistency, simple and multiple regression analysis in order to determine the direction and severity 
of the relationship between the variables, and the Mann-Whitney U Test and Kruskal-Wallis H Tests 
in determining their differences.

4. Results

Descriptive statistics of the participant employees are given in Table 1. According to this table, 49.4% 
of the sample are male, and 50.6% are female. When the age distribution is examined, the sample 
includes a majority of 77.6%, mostly in the 21-40 age range. It has been determined that 55.1% of the 
employees participating in the research are university graduates. When the monthly income level of 
private-sector employees is examined, it is observed that the majority, 55.5%, have a monthly income 
at the minimum wage level. Considering the working time in the table, it has been determined that 
90.1% of the sample had more than one year of work experience.

Table 1: Descriptive Statistics
Frequency Percentage

Gender
Male 121 %61,4
Female 76 %38,6
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Age
Younger than 21 15 %7,6
21-40 130 %66,0
41-60 48 %24,4
Older than 60 4 %2,0
Education Status
Primary School 22 %11,2
High School 61 %31,0
Associate 39 %19,8
Undergraduate 57 %28,9
Post-Graduate 18 %9,1
Monthly Income Level
Less than TRY 1000 8 %4,1
Between TRY 1001 – 2000 33 %16,8
Between TRY 2001 – 4000 108 %54,8
Between TRY 4001 – 6000 38 %19,3
TRY 6001 or more 10 %5,1
Work Experience
Less than 1 year 22 %11,2
1-3 years 39 %19,8
4-6 years 47 %23,9
7-9 years 41 %20,8
10 years and above 48 %24,4
Sector
Private 125 %63,5
Public 72 %36,5

As presented in Table 2, a Confirmatory Factor Analysis (CFA) has been applied to determine the 

structural validity of the scales used in the study, and the compliance values obtained as a result of the 

factor analysis conducted for the OV scale which consists of 3 dimensions and 15 items.

Table 2: OV Scale / Fit Values

Compliance Criteria χ2 p χ 2 / df RMSEA CFI SRMR NFI GFI
Fit Values 70.375 0.000 2.346 0.08 0.963 0.04 0.938 0.936

When the compliance values in Table 2 are examined, it has been determined that the chi-square 

value is 70.375 units; p-value is 0.000 units; RMSEA value is 0.08 units; GFI value is 0.936 units; chi-

square / degree of freedom is 2.346 units; SRMR value is 0.04 units; CFI value is 0.963 units, and the 

NFI value is 0.938 units. The standardized solution values for the OV scale tested in Figure 2 are 

specified.
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Figure 2: OV Scale / Standardized Analysis Values

During the Confirmatory Factor Analysis, five items were removed from the scale, and the reliability 
analysis results for the revised OV scale and scale dimensions are presented in Table 3.

Table 3: OV Scale – Reliability Analysis

Cronbach’s Alpha N of Items
 Entirety of Scale 0.811 10
Distributive Justice 0.894 3
Procedural Justice 0.854 5
Interactional Justice 0.744 2

As a result of the analyses carried out, the Cronbach’s Alpha coefficient is 0.811 units for the optimism 
dimension, 0.854 units for the trust and compassion dimension, and 0.744 units for the integrity and 
forgiveness dimension. For the entirety of the scale, the Cronbach’s Alpha coefficient is 0.811 units. 
According to these values obtained, it has been determined that all of the dimensions and scales have 
internal consistency.

Table 4 presents the second scale used in the research, which is the productivity scale. The compliance 
values obtained as a result of the Confirmatory Factor Analysis was applied to this scale and consisted 
of 25 items.
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Table 4: WP Scale / Fit Values
Compliance Criteria χ2 p χ 2 / df RMSEA CFI SRMR NFI GFI
Fit Values 111.680 0.000 2.234 0.07 0.951 0.04 0.916 0.909

When the compliance values in Table 2 are examined, it has been determined that the chi-square 
value is 111.680 units; p-value is 0.000 units; RMSEA value is 0.07 units; GFI value is 0.908 units; 
chi-square / degree of freedom is 2.234 units; SRMR value is 0.04 units; CFI value is 0.951 units, and 
the NFI value is 0.916 units. In Figure 3, the standardized solution values for the productivity scale 
in the work tested are specified.

Figure 3: WP Scale / Standardized Analysis Values

During the Confirmatory Factor Analysis, 13 items were removed from the scale, and the results of 
the reliability analysis for the revised job productivity scale are presented in Table 5. As a result of the 
analysis performed, Cronbach’s Alpha coefficient was determined to be 0.921 units, and it has been 
determined that the scale has internal consistency.

Table 5: WP Scale – Reliability Analysis
Cronbach’s Alpha N of Items

 Entirety of Scale 0.921 12

The last scale used in the research is the OJ scale. Table 6 presents the fit values obtained by applying 
the Confirmatory Factor Analysis to this scale, which consists of 3 dimensions and 20 items.
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Table 6: OJ Scale / Adaptation Values
Compliance Criteria χ2 p χ 2 / df RMSEA CFI SRMR NFI GFI
Fit Values 152.009 0.000 2.235 0.07 0.954 0.07 0.921 0.902

When the compliance values in Table 2 are examined, it has been determined that the chi-square 
value is 152.009 units; p-value is 0.000 units; RMSEA value is 0.07 units; GFI value is 0.902 units; 
chi-square / degree of freedom is 2.235 units; SRMR value is 0.07 units; CFI value is 0.954 units, and 
the NFI value is 0.921 units. The standardized solution values for the OJ scale tested are presented 
in Figure 4.

Figure 4: OJ Scale / Standardized Analysis Values

During the Confirmatory Factor Analysis, six items were removed from the scale, and the reliability 
analysis results for the dimensions of the revised scale are presented in Table 7.

Table 7: OJ Scale – Reliability Analysis
Cronbach’s Alpha N of Items

 Entirety of Scale 0.915 14
Distributive Justice 0.839 4
Procedural Justice 0.800 3
Interactional Justice 0.920 7

As a result of the analyses carried out, the Cronbach’s Alpha coefficient has been 0.839 units for 
the distributive justice dimension, 0.800 units for the procedural justice dimension, 0.920 units for 
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the interactional justice dimension, and 0.915 units for the entire scale. According to these values 
obtained, it has been determined that all of the dimensions and scales have internal consistency. It 
has been determined that the fit values of the OV scale expressed in Table 2, the compliance values of 
the WP scale expressed in Table 4, and the compliance values of the OJ scale in Table 6 are compliant 
with the reliability statistics published by Schermelleh-Engel et al. (2003) and the construct validity 
of these scales is at an acceptable level.

The Kolmogorov-Smirnov and Shapiro-Wilk values that were determined as a result of the normality 
test conducted for this study’s data are presented in Table 8. When the Kolmogorov-Smirnov values 
are interpreted considering the sample size (n=197), it is regarded that the data obtained from all 
of the scales used in the research do not show a normal distribution. Therefore, the skewness and 
kurtosis (kurtosis) values of the related scales are detailed.

Table 8: Normality Test Results
Kolmogorov-Smirnov Shapiro-Wilk

Statistics df Sig. Statistics df Sig.
OV 0.132 197 0.000 0.916 197 0.000
WP 0.194 197 0.000 0.780 197 0.000
OJ 0.141 197 0.000 0.948 197 0.000

The skewness and kurtosis values of the data obtained from the scales used in the study are detailed 
in Table 9. When this table is examined, it has been determined that the skewness and kurtosis values 
for the OJ data set, which does not indicate a normal distribution based on the Kolmogorov-Smirnov 
value, are between – 2 and +2. This data set shows a normal distribution based on the classification of 
George & Mallery (2003); the skewness and kurtosis values for OV and WP data sets are not between 
– 2 and +2, and these data sets do not indicate a normal distribution.

Table 9: Normality Tests – Kurtosis and Skewness Values
Statistics Std. Error

OV Scale
Skewness -1.248 0.173
Kurtosis 2.974 0.345

WP Scale
Skewness 2.043 0.173
Kurtosis 4.847 0.345

OJ Scale
Skewness -0.847 0.173
Kurtosis 0.657 0.345

Table 10 shows the results of the correlation analysis between the study’s dependent variable and the 
independent variable, and between the mediator variable and the independent variable. According 
to this table, a low level and positive significant relationship have been found between the dependent 
variable, productivity, and independent variable, OV. A moderate and positive significant relation 
has been found between the mediator variable of the research and OJ and the independent variable, 
OV.



43

The Mediation Role of Organizational Justice in the Effect of Organizational Virtuousness on Work Productivity

Table 10: Correlation Analysis Results
Spearman’s rho OV

 WP
 Correlation 0.285

 Sig. (2-tailed) 0.000

 OJ (mediator)
 Correlation 0.418

 Sig. (2-tailed) 0.000

Table 11 shows the simple linear regression analysis for the relationship between OV and WP. When 
the regression analysis result was examined, it was found that the regression model to be established 
expresses a statistical significance, because the statistical significance value is less than 0.05 units.

Table 11: The Relationship between OV and WP – ANOVA

Sum of squares Mean square F Sig.

Model
1 WP

Regression 2313.128 2313.128
37.687 0.000Residual 11968.557 61.377

Total 14281.685

The results of the performed regression analysis are presented in Table 12. According to these 
results, it was determined that 15.8% of the change in productivity is explained by the change in OV. 
Accordingly, the value of WP can be formulated as:

“WP = (0.600 x OV)”

Table 12: OV and Productivity at Work – Model Summary
β t Sig. r2 Adjusted r2

Model
1 WP

 Constant -3.462 -0.921 0.358
0.162 0.158

 OV 0.600 6.139 0.000

According to the model, an increase of 1 unit in OV seems to lead to a 0.600 unit increase in 
productivity. These findings confirm the H1a hypothesis of the study. However, in order to test the 
assumption put forward in the H1b hypothesis, it is necessary to examine the mediating role of OJ. For 
this, the mediator model designed by Baron & Kenny (1986) will be applied. In order to be able to 
talk about the mediating effect of a variable according to this model, the independent variable should 
have an effect on the dependent variable, the independent variable should effect the mediating 
variable, and when the intermediary variable is included in the regression analysis, the independent 
variable should have a significant effect on the dependent variable while the regression coefficient 
decreases the dependent variable. Accordingly, the performed regression analyses are stated below.

Table 13: OV and OJ (Mediator) – ANOVA

Sum of squares Mean square F Sig.

Model
2 OJ

Regression 5879.681 5879.681
85.794 0.000Residual 13363.873 68.533

Total 19243.553
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Table 13 shows a simple linear regression analysis for the relationship between OV and OJ. When 
the regression analysis result has been examined, it has been has found that the regression model to 
be established expresses a statistical significance, because the statistical significance value is less than 
0.05 units.

Table 14: OV and OJ (Mediator) – Model Summary
β t Sig. r2 Adjusted r2

Model
2 OJ

 Constant 12.935 3.256 0.001
0.306 0.302

 OV 0.956 9.262 0.000

The results of the performed regression analysis are expressed in Table 14. Accordingly, it has been 
determined that 30.2% of the change in OJ explained the change in OV. The regression analysis 
performed for the last step required a measurement of the mediation effect, which is given below.

Table 15: OV, WP and OJ – ANOVA

Sum of squares Mean square F Sig.

Model
3 WP

Regression 3370.105 1685.052
29.959 0.000Residual 10911.581 56.245

Total 14281.685

Table 15 shows a multiple regression analysis for the relationship between the WP and OV and OJ. 
When the performed regression analysis was examined, it was found that the regression model to be 
established expresses statistical significance.

Table 16: OV, The Relationship between WP and OJ – Model Summary
β t Sig. R2 Adjusted R2

Model
3 WP

 Constant -7.100 -1.921 0.056
0.236 0.228 OV 0.331 2.948 0.004

 OJ 0.281 4.335 0.000

The results of the multiple regression analysis are expressed in Table 16. According to these results, it 
is determined that 22.8% of the change in productivity is explained by OV and the mediator variable 
OJ. When the 3 developed models are examined, it is determined that the regression coefficient 
is 0.600 units in the measurement of the relationship between OV and WP, and the regression 
coefficient related to OV decreased to 0.331 units in Model 3 and the OJ has shown a statistically 
significant effect. According to these results, OJ has been found to have a partial mediating effect on 
the relationship between OV and WP.

Table 17 explores the relationship between WP and the employees’ genders. When the results in the 
table are examined, it was determined that the significance value has been less than 0.05 units, and 
the WP showed a significant difference according to the workers’ genders. According to this, it is 
determined that the productivity level at work is higher in female employees than in male employees.
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Table 17: WP and Gender / Mann-Whitney U Test

 Gender N Mean Sum of Ranks Mann-
Whitney U Wilcoxon W Z Asymp. Sig. 

(2-tailed)

WP
Male 121 91.80 11107.50

3726.500 11107.500 -2.246 0.025
Female 76 110.47 8395.50

Table 18 explores the relationship between WP and the industry. When the analysis results are 
examined, it was determined that the significance value is less than 0.05 units, and the WP has 
shown a significant difference compared to the sector studied. When examined in detail, it has been 
determined that the level of WP is higher among those working in the private sector compared to 
those working in the public sector.

Table 18: WP and Sector / Mann-Whitney U Test

 Sector N Mean Sum of 
Ranks

Mann-
Whitney U Wilcoxon W Z Asymp. Sig. 

(2-tailed)

WP
Private 125 110.98 13873.00

3002.000 5630.000 -3.903 0.000
Public 72 78.19 5630.00

Table 19 explores the relationship between WP and the employees’ ages. When the results in the 
table are examined, i is observed that the significance value is less than 0.05 units. Accordingly, it has 
been determined that the level of WP shows a significant difference according to the workers’ ages. 
However, a Post-Hoc analysis was performed to determine which age groups differ significantly. 
When examined in detail, it was determined that the WP for the employees under the age of 21 was 
higher compared to the 21-40 age group and the 41-60 age group, and at the same time, the WP for 
the age group 21-40 is higher than that of the 41-60 age group.

Table 19: WP & Age / Kruskal-Wallis H Test

Age N Mean Rank Chi-Square df Asymp. Sig.

WP

Younger than 21 15 135.70

17.903 3 0.000
21-40 130 102.74
41-60 48 74.16
Older than 60 4 138.00

Table 20 explores the relationship between the educational attainment of the employees and the WP. 
When the results in the table are examined, it is observed that the significance value is less than 0.05 
units. Accordingly, it has been determined that the productivity level at work showed a significant 
difference according to the workers’ educational levels. However, a Post-Hoc analysis was performed 
in order to determine which education levels differ significantly. As a result of this analysis, it has 
been determined that the productivity level at work for undergraduate graduates is higher than that 
of the high school and primary school graduates.
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Table 20: WP & Education Status / Kruskal-Wallis H Test
Educational Status N Mean Rank Chi-Square df Asymp. Sig.

WP

Primary School 22 81.55

13.202 4 0.010
High School 61 87.26
Associate 39 99.76
Undergraduate 57 120.43
Post-Graduate 18 90.61

Table 21 explores the relationship between the employees’ monthly income level and WP. When 
the results in the table are examined, it was determined that the significance value has been greater 
than 0.05 units, and accordingly, WP did not differ significantly from the monthly income level of 
employees.

Table 21: WP & Monthly Income / Kruskal-Wallis H Test
Monthly Income Level N Mean Rank Chi-Square df Asymp. Sig.

WP

Less than TRY 1000 8 116.75

15.901 4 0.063
Between TRY 1001 – 2000 33 120.36
Between TRY 2001 – 4000 108 99.21
Between TRY 4001 – 6000 38 90.80
TRY 6001 or more 10 43.20

Table 22 explores the relationship between the duration of work experience and WP. When the 
values in the table are analyzed, it is regarded that the significance value is greater than 0.05 units. 
Accordingly, it has been has found that the level of WP did not differ significantly from the work 
experience levels.

Table 22: WP & Work Experience / Kruskal-Wallis H Test
Work Experience N Mean Rank Chi-Square df Asymp. Sig.

WP

Less than 1 year 22 107.82

6.152 4 0.188
1-3 years 39 116.26
4-6 years 47 93.73
7-9 years 41 95.48
10 years and above 48 89.10

5. Discussion and Conclusion

With the research conducted, the productivity of work, which is very important for the continuity of 
the organizations, and the OV, which is thought to have an impact on this output, have been examined. 
The mediation effects of the perception of OJ on the relationship between these two factors have 
been tested. For this purpose, data have been obtained from a face-to-face sampling method from 
212 employees, and these data have been evaluated with statistical package programs. As a result 
of this process, the H1a hypothesis has been accepted by finding a significant relationship between 
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OV and WP. In addition, the H1b hypothesis has been accepted by finding a significant relationship 
between OV and OJ. To test the mediation effect, simple and linear regression analyses were carried 
out to test the proposed H1c hypothesis. As a result of the analysis based on Model 1, the effect of OV 
on WP has been determined as β = 0.600 units. In Model 2, which was created in accordance with 
the mediator model, the effect of OV on OJ has been determined as β = 0.956 units. In Model 3, the 
effect of OV on WP has been found to be β = 0.331 units, and the effect of OJ is β = 0.281 units. When 
the findings of this analysis are examined, it is observed that while the effect of the organizational 
virtue on WP is 0.600 units, this effect decreases at 0.331 units with the inclusion of OJ as a variable. 
Therefore, the mediating role of the OJ proposed in the hypothesis H1c has been accepted, but the 
mediation role of the variable has been determined as the “partial agent.” As a result of the analyses 
conducted on other hypotheses, the hypothesis H1d has been accepted due to a determination of 
high WP in private sector employees compared to the public sector employees, the hypothesis H1e 
has been accepted due to determining that the employees in the age range of 21-40 have more WP 
compared to the employees in the age range of 41-60. The hypothesis H1f has been accepted due to 
the fact that the WP is higher in undergraduate employees compared to high school and primary 
school graduates, and the hypothesis H1k has been accepted due to the determination that WP is 
higher in female employees compared to male employees. The H1g hypothesis and H1h hypothesis 
have been rejected because the monthly income level and work experience were determined not to be 
a statistically impressive factor on WP. Thus, OV is an important predictor for productivity in work, 
which is vital for organizations, but this moderation is limited with the mediator model, while OV 
increases work productivity indirectly, but when examined in detail, the perception of OJ increases 
as an organization’s virtuousness increases, and therefore, it has been concluded that it positively 
affects WP.

With the research conducted, OV has been added to the literature as a new factor that affects WP. 
As seen in the research results, virtuousness affects justice in employees, and as a result, productivity 
increases in employees who develop a sense of equality and justice. Therefore, it is very important 
for organizations that the employees are virtuous. According to Cameron (2004:3), “OV includes 
individuals actions, collective activities, cultural attributes, or processes that enable dissemination 
and perpetuation of virtuousness in an organization.” Positive organizational behaviors, such as 
virtuousness and individual optimism, are the most important factors organizations need to survive 
in a bad environment (Ugwu, 2012). Prosocial movements are expected in individuals with a high 
perception of virtuousness and the desire to act positively without considering the consequences. 
Positive and supportive behaviors and a sincere desire are observed in these employees (Tsachouridi 
& Nikandrou, 2019). Behaviors which involve fairness, prudence, honesty, the management of 
emotional reactions, and the performance of ethical actions are characteristic of virtuous people 
(Fernando & Chowdhury, 2015). Virtuousness protects an organization and its employees from 
negative behaviors by strengthening positive ties, attitudes and behaviors, increasing flexibility, 
solidarity, and efficiency (Rego et al., 2010). In addition, since virtuous organizations have an upward 
spiral model that strengthens itself, thanks to this strengthening mechanism, individuals are directed 
to act virtuously in the spiral with the contributions of others (Meyer, 2018). Therefore, it is requested 
that the workforce that chooses to exhibit these behaviors will dominate the organization. However, 
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in order for individuals to perceive OV in the workplace, the positive human impact, moral well-
being, and social well-being procedures in the organization and its processes, their organizational 
management must meet these expectations (Tsachouridi & Nikandrou, 2019).
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