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Counterproductive Work Behavior Among Government Employees: 

The Role of Basic Psychological Needs, Compensation, and Organizational 

Justice 

 

Abstract— This study examined the mediating role of perceived organizational justice 

(procedural, interpersonal, and distributive justice) dimensions in explaining the 

association between basic psychological needs (need for autonomy, competence, and 

relatedness), compensation, and counterproductive work behavior (CWB). The 

participants in this study were 277 employees from various government institutions 

(local government, ministries, and boards). Data were collected through convenience 

sampling and tested using Hayes’s PROCESS Macro, from which support was found for 

the mediation model in which the association between basic psychological needs and 

CWB was mediated by the perceived organizational justice dimensions. Similar results 

were found for the association between compensation and CWB. The interesting finding 

from this study was that contrary to existing studies, compensation was found to have a 

positive direct effect with CWB-I, and if mediated by distributive justice, the coefficient 

was negative. These findings suggested several opportunities for organizational 

interventions aimed at minimizing the negative impact of CWB in government 

employees.  

 

Keywords: basic psychological needs, compensation, counterproductive work behavior, 

organizational justice, self-determination theory. 

 

Introduction 

Counterproductive work behavior (CWB) has become a problem in many private and public 

organizations; however, the tendency has been observed to be higher in public sector 

organizations (Dick & Rayner, 2012; Novrianti, 2014). CWB is defined as deviant employee 

behavior that harms or is intended to harm the organization or its members (Jacobs, Belschak 

& Den Hartog, 2013; Penney & Spector, 2005; Robinson & Bennett, 1995), and specifically 

includes behaviors that interfere with the organization or members of the organization such as 

theft, sabotage, interpersonal aggression (both physical and verbal), deliberately working 

slowly, wasting time or supplies, and withdrawal such as absence or delays (Penney & 

Spector, 2002; Spector, Fox, Penney, Bruursema, Goh, & Kessler, 2006). Robinson and 

Bennet (1995) distinguished CWB directed at the organization (CWB-O) such as theft, fraud, 

sabotage, deliberately working slowly, and wasting resources, and CWB directed at 

individuals in the organization (CWB-I) such as verbal assault and aggression (Wu, Sun, 

Zhang, & Wang, 2016) 

 

Many Indonesian government employees have been found to engage in disciplinary violations, 

fraud, and poor job performance (Badjuri, 2011); for example, the Indonesian State Personnel 

Agency (Badan Kepegawaian Negara, BKN) reported that in 2017, 1,759 government 

employees were punished for CWB, with the disciplinary punishment varying from severe to 

moderate to mild penalties. Punishment was mostly given for the 570 violations of the 

working hour provisions such as absenteeism or coming late to the office without permission 
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(Humas BKN, 2018). Corruption by government employees has also become a problem, with 

1,115 government employees being suspected of corruption between 2001 and 2015, which 

was 43.40% of all corruption cases in Indonesia (Pradiptyo, Partohap & Pramashavira, 2016). 

Previous research has found that CWB can have a significantly negative impact on an 

organization (Aquino, Lewis, & Bradfield, 2009) such as economic losses and socio-

psychological impacts on the organization and other employees (Christian, & Ellis, 2011; 

Coffin, 2013; Penney & Spector, 2002). Therefore, this study seeks to extend current research 

and explore the variables that may minimize CWB in government employee settings that have 

attracted little research attention. Self-Determination Theory (SDT) and Social Exchange 

Theory (SET) are employed to explain the influence of basic psychological needs, 

compensation, and organizational justice in dealing with CWB. 

 

SDT has been frequently used to explain organizational behavior. SDT theory is based on 

three basic psychological needs; the need for autonomy, the need for competence, and 

relatedness; with autonomy being defined as the individual need to determine one’s own 

actions and behavior by feeling psychologically free, competence being the need to finish 

tasks effectively and master new knowledge and skills, and relatedness being feelings of 

connectedness and having sympathy for others (Deci & Ryan, 2000; Sheldon, Turban, Brown, 

Barrick, & Judge, 2016). 

 

SDT states that as people have an innate tendency to be pro-social and engage in positive and 

productive behaviors, satisfaction with their basic psychological needs provides the necessary 

energy for the emergence of positive and productive behaviors. On the other hand, however, 

the lack of the satisfaction of these needs can lead to negative outcomes (Sheldon, Turban, 

Brown, Barrick, & Judge, 2016). Satisfaction with basic psychological needs has also been 

found to be associated with increased psychological well-being and work performances (Deci 

& Ryan, 2000; Deci, Ryan, Gagne, Leone, Usunov & Kornazheva, 2001; Gagne, & Deci, 

2001). Kuvaas and Dysvik (2009) found that satisfying these three basic psychological needs 

led to a better quality of work, and Huang, et.al. (2017) found that satisfaction with the need 

for autonomy was positively related to the fulfillment of the need for competence and 

relatedness; therefore, satisfaction with the need for competence and relatedness was seen to 

be negatively related to CWB-O and CWB-I. However, feeling frustration with the lack of 

basic psychological needs can lead to negative organizational outcomes such as low welfare, 

commitment and performance (Van den Broeck, Vansteenkiste, De Witte, & Lens, 2008), low 

self-control, and aggression (Vansteenkiste & Ryan, 2013). 

 

Another variable that has been observed to have some influence on CWB is compensation or 

the rewards employees receive for performing their job or task (Martocchio, 2001) such as 

basic salary, pay adjustments, other incentives, and all other forms of financial returns and 

tangible services and benefits that employees receive as part of the employment relationship 

(Milkovich, Newman, & Gerhart, 2014). Compensation, therefore, is a very important 

component of human resources management and can significantly affect working behaviors. 

Economic agency theory states that as compensation promotes motivation and performance, if 

an organization provides employees with greater compensation to behave in a way to achieve 
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the organization’s goals, employees would be motivated to behave in those ways (Jensen & 

Meckling, 1967). 

 

Mediation of Organizational Justice 

Although SDT argues that these three basic psychological needs are the most important and 

influential motivations for work behaviors, there are other organizational factors that have 

been seen as antecedents for both deviant and effective behaviors that are not specifically 

addressed in SDT, one of which is perceived organizational justice (Talaepashiri, 2016). 

Greenberg (1990) defined organizational justice as employee perceptions of the extent to 

which they think they are being treated fairly by the organization; that is, organizational justice 

reflects how fairly an individual feel that they are being treated in the workplace (Kreitner & 

Kinicki, 2014). Colquitt (2001) divided organizational justice into three distinct dimensions: 

procedural justice (the perceived fairness of organizational decision-making processes), 

interactional justice (the perceived fairness of the interpersonal relationships within the 

organization), and distributive justice (the perceived fairness of the outcomes). In other words, 

procedural justice occurs when there is fairness in the processes used to determine outcomes 

(Thibaut & Walker, 1975), distributive justice occurs when there is an equal distribution of 

outcomes and resources (Adams, 1965), and interactional justice is the perceived compatibility 

between the employee and another organizational members (Boulding, 1963) 

 

The association between CWB and the three basic SDT psychological needs variables (need 

for autonomy, competence, and relatedness), compensation, and the mediating role of the 

perceived organizational justice dimensions can be explained by social exchange theory 

(SET). SET, which has been used for many years to understand workplace behavior, posits 

that employees reciprocate unfair and unjust treatment by an organization through CWB 

(Andrews & Kacmar, 2001). When employees perceive that organizational procedures are 

unfair, they punish those responsible for the inequity to restore justice (Aquino, Tripp & Bies, 

2006). Conversely, a social exchange takes place if an organization is willing to take actions 

that are of value to the employees, ensuring that there is justice at work (Cropanzano & Rupp, 

2003). In the context of SDT, social exchange occurs when an organization is able to satisfy 

the three basic needs. The link between the satisfaction of these three basic needs and the level 

of organizational justice will direct employees to increase their work performance (Mayer, 

Bardes, & Piccolo, 2008). 

 

Cohen-Charsh and Spector (2001) suggested that CWB was a reaction to a perception of 

organizational injustice. From a procedural justice perspective, these perceptions of injustice 

give rise to negative perceptions of the organization and lead to CWB that can be detrimental 

to the organization (Hershcovis, Turner, Barling, Arnold, Dupre, Innes, LeBlanc & 

Sivanathan, 2007; Liu, Bowling, Huang & Kent, 2013). Fox, Spector, and Miles (2001) found 

that procedural injustice was related to organizational CWB (CWB-O), while interpersonal 

conflict or interactional justice was related to individual CWB (CWB-I). However, when there 

is percieved distributive injustice, people may react by counterproductively reducing inputs, or 

by acting aggressively toward the person who appears to be the cause of the injustice (Cohen-

Charsh & Spector, 2001). As procedural justice is related to the organizational level (Aquino, 
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Lewis & Bradfield, 2009), it is more likely to be related to CWB directed toward the 

organization (Skarlicki & Folger, 1997).  

 

Based on the above theories and research, this study first developed a framework representing 

the association between the basic psychological needs (need for autonomy, competence, and 

relatedness), compensation, and CWB that includes the mediating role of the perceived 

organizational justice dimensions, and then developed four research hypotheses, as follows: 

H1: The association between satisfaction with the need for autonomy and CWB-O is 

mediated by procedural justice.  

H2: The association between satisfaction with the need for competence and CWB-O is 

mediated by procedural justice. 

H3: The association between satisfaction with the need for relatedness and CWB-I is 

mediated by interactional justice. 

H4: The association between compensation and CWB-I is mediated by distributive justice. 

 

Method 

Participants 

The study participants were 277 employees from various Indonesian government institutions 

(local government, ministries, and boards), who were selected using convenience sampling. 

These employees participated voluntarily and anonymously. Most participants were male 

(56.3%) and aged 18–37 years from the millennial generation (74.4%), had 5–10 years tenure 

(56%) and received a salary of between 7–10 million rupiah a month (42%). 

 

Measures 

CWB  

CWB was measured using a short version of the Counterproductive Work Behavior Checklist 

(CWB-C) (Spector, Bauer & Fox, 2010). The CWB-C categorizes CWB into CWB directed 

toward the organization (CWB-O) and CWB directed toward individuals (CWB-I), with the 

responses being given on six-point Likert scale ranging from 1 (never) to 6 (always). 

Reliability tests found the CWB-C questionnaire to be reliable, with the CWB-O dimension 

having an alpha coefficient of (α) =.75 and the CWB-I dimension having an alpha coefficient 

of (α) =.80, and the overall CWB-C having an alpha coefficient of (α) =.80. 

 

Basic Psychological Needs 

Basic psychological needs were measured using the Work Related-Basic Need Satisfaction 

(W-BNS) (Van den Broeck, Vansteenkiste, De Witte, Soenens, & Lens, 2010), which had 18 

items to measure satisfaction, dissatisfaction, or frustration with the three basic psychological 

needs dimensions; autonomy, competence, and relatedness; with responses given on six-point 

Likert scale ranging from 1 (strongly disagree) to 6 (strongly agree). Reliability tests found 

that the W-BNS questionnaire was reliable, with the autonomy dimension having an alpha 

coefficient of (α) =.80, the competence dimension having an alpha coefficient of (α) =.86, the 

relatedness dimension having an alpha coefficient of (α) =.77, and the overall W-BNS 

measurement having an alpha coefficient of (α) =.85. 
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Organizational Justice 

Organizational Justice was measured using a short version of Colquitt’s Organizational Justice 

Scale (Elovainio, Heponiemi, Hannamaria, Sinervo, Hintsa, & Aalto, 2010), which has eight 

items that measure the perception of organizational justice or fairness across the three 

procedural, distributive, and interactional justice dimensions, with the responses being 

indicated on a six-point Likert scale ranging from 1 (strongly disagree) to 6 (strongly agree). 

Reliability tests found the OJS questionnaire to be reliable, with the procedural justice 

dimensions having an alpha coefficient of (α) =.83, interactional justice having an alpha 

coefficient of (α) =.90, distributive justice having an alpha coefficient of (α) =.92, and the 

overall OJS having an alpha coefficient of (α) =.80. 

  

Compensation. 

The compensation variable was determined from the salary and incentives received by the 

employees in the month the study was conducted. The compensation data were collected 

from the demographic participant data on the questionnaire and grouped into five categories; 

3 to 5 million rupiah, 5 to 7 million rupiah, 7 to 10 million rupiah, 10 to 15 million rupiah, 

and over 15 million rupiah a month. 

 

Analysis 

The mediation model used in this study was tested using model 4 of Hayes’s PROCESS 

Macro version 2.16.3 in SPSS 24. This study used a 95% confidence interval and 10,000 

bootstraps. 

 

Results 

Descriptive Statistics 

The mean and standard deviations for all variables for all compensation categories are shown 

in Table 1, from which the following compensation overview was determined: (1) the mean 

CWB-O was low in all compensation categories, with the highest mean being for employees 

paid 7–10 million (M=2.08, SD=.52) rupiah a month; (2) the mean CWB-I was also low in all 

compensation categories, with the highest mean being for employees paid 7–10 million 

(M=1.64, SD=.56); (3) employees paid >15 million had the highest satisfaction with the need 

for autonomy compared to the other compensation categories (M=5.08, SD=1.00); (4) 

employees paid 3–5 million had the highest satisfaction with the need for competence 

(M=4.90, SD=.84) and relatedness (M=4.77, SD=.85); (5) the highest perception of procedural 

justice was felt by employees paid >5–7 million (M=3.57, SD=1.10); and (6) employees paid 

>15 million a month felt the highest perception of interactional (M=4.54, SD=1.07) and 

distributive justice (M=4.71, SD=1.13). 

Table I. Mean and Standard Deviation 

Variables 

Compensation 

3–5 >5–7 >7–10 >15 

M SD M SD M SD M SD 

AUTO 4.81 1.03 4.92 .98 4.80 1.03 5.08 1.00 

COMP 4.90 .84 4.79 .72 4.53 .73 4.82 .75 
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RELA 4.77 .85 4.62 .81 4.50 .87 4.75 .91 

PROJ 3.25 1.07 3.57 1.10 3.51 1.04 3.42 1.12 

INTJ 4.27 1.24 4.48 .86 4.25 1.00 4.54 1.07 

DISJ 3.62 1.44 4.26 1.15 4.02 1.09 4.71 1.13 

CWB-O 2.03 .63 1.99 .54 2.08 .52 1.70 .47 

CWB-I 1.43 .49 1.53 .50 1.64 .56 1.62 .86 

Note, AUTO= need for autonomy, COMP=need for competence, RELA=need for relatedness, 

PROJ=procedural justice, INTJ=interactional justice, DISJ=distributive justice, CWB-O= 

organizational counterproductive work behavior, CWB-I= individual counterproductive work behavior. 

 

Bivariate Correlations 

Based on the correlations, it was observed that CWB-O had significant correlations with the 

three basic psychological need dimensions and the three organizational justice dimensions. 

Similarly, CWB-I was found in have significant correlations with the basic psychological need 

dimensions with the exception of the need for competence as well as the the perceived 

organizational justice dimensions. 

 

An interesting finding was that compensation had no significant correlation to either CWB-O 

or CWB-I. However, the data indicated that compensation was positively correlated with 

CWB-I, which means that as the compensation increased, the tendency to be involved in 

CWB-I also increased. The means, standard deviations, and correlations for all variables are 

shown in Table 3. 

 

Hypothesis Testing 

It was found that satisfaction with the need for autonomy was associated with CWB-O 

indirectly through procedural justice (Effect = −.0610, SE =.0201, LLCI = −.1054, ULCI = 

−.0253), which supported hypothesis 1. 

 

 

 
 

 

 

 

Satisfaction with the need for competence was found to be associated with CWB-O indirectly 

through procedural justice (Effect = −.0435, SE =.0181, LLCI = −.0863, ULCI = −.0140), 

which supported hypothesis 2. 

 

 

 

 

 

 

 

PROJ 

a=.2268 b= -.2688 

AUTO CWB-O 
c’= -.1438 
c = -.2047 

COMP 

PROJ 

CWB-O 

a=.1225 b= -.3549 

c’= -.1171 

c = -.1606 
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Satisfaction with the need for relatedness was found to be associated CWB-I indirectly 

through interactional justice (Effect = −.0468, SE =.0164, LLCI = −.0893, ULCI = −.0228), 

which supported hypothesis 3. 

 

 

 

 

 

 

 
 

 

 Compensation was associated with CWB-I indirectly through distributive justice (Effect = 

−.0650, SE =.0420, LLCI = -.1760, ULCI = −.0030), which supported hypothesis 4. 

 

 

 

 

 

 

 

Discussion 

This research sought to determine the relationships with CWB as one type of deviant behavior. 

Specifically, this study analyzed the mediating roles of perceived procedural, interactional, 

and distributive justice in explaining the associations between basic psychological needs, 

compensation, and CWB, from which there were the following findings. 

 

First, hypotheses 1, 2, and 3 were supported. The association between the three basic 

psychological needs and a decreased CWB was mediated by increased organizational justice, 

which was consistent with previous research that found that when basic psychological needs 

are satisfied, people have positive outcomes such as better performances, more positive 

emotions, and more fulfilling relationships (Chirkov, Ryan, & Sheldon, 2011; Deci & Ryan, 

2002) 

 

The experience of being satisfied with the need for autonomy, competence, and relatedness 

gives employees some certainty regarding the organization’s commitment to employee 

fairness. In contrast, the experience of being frustrated with the need for autonomy, 

competence, and relatedness increases the possibility for employees to perceive injustice. As 

found in previous research, organizational justice is related to need satisfaction (Cohen-Charsh 

& Spector, 2001) and unfair treatment at work such as abusive supervision has been found to 

negatively relate to need satisfaction (Lian, Ferris, & Brown, 2012). 

 

Based on SET, it was proposed that perceived organizational justice could serve as a 

mediating mechanism in the association between basic psychological needs and CWB. Low 

organizational justice can lead to hostile work environments and reduce the perceived capacity 

RELA 

INTJ 

CWB-I 

a=.2578 b= -.1887 

c’= -.0673 
c = -.1160 

Compensation 

DISJ 

CWB-I 

a=.2921 b= -.2225 

c’= 3659 
c = 3009 
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to work. If employees work in this type of environment for a long time, they tend to engage in 

CWB to make up for the unfairness in the organization (Lian, Ferris, & Brown, 2012). 

Employees that perceive injustice are more likely to engage in CWB. Flaherty and Moss 

(2007) claimed that “Organizational justice is a mediator of CWB, as it suggests that 

individuals who perceived their own workgroup to receive more justice than other units, 

engaged in less counterproductive work behavior” (Flaherty & Moss, 2007). 

 

Needs satisfaction provides the nutrients that enable employees to perceive organizational 

justice, which in turn makes them internalize the self-regulatory processes that engender goal-

directed behavior (Bolton, Harvey, Grawitch, & Barber, 2012) and reduce the tendency to 

engage in CWB. Following the needs model of justice (Aryee, Budhwar, & Chen, 2002; 

Colquitt, Greenberg & Scott, 2005), it was argued that satisfaction with the need for autonomy, 

competence, and relatedness provides the nutrients that foster organizational justice, which is 

negatively related to CWB through increased motivation, which is an antecedent to CWB, and 

provides a further extension of SDT into organizational settings. 

 

Second, even though hypothesis 4 was supported; that is, the mean compensation was found to 

be associated with CWB-I through the mediating role of distributive justice; it was also found 

that compensation was positively correlated to CWB-I, indicating that the higher the 

compensation, the greater the tendency to be engaged in CWB-I. This finding differed from 

previous studies that have generally reported a positive compensation effect on employee 

performance, and was also different from traditional economic agency theory (Gerhart & 

Rynes, 2003) that claims that if an organization provides employees with increased 

compensation when their behaviors help the organization meet its goals, the employees are 

motivated to behave in “productive” ways. 

 

However, if distributive justice is employed as a mediator in the relationship between 

compensation and CWB-I, the coefficient becomes negative, which indicates that to reduce 

CWB-I, compensation distribution is more important for the employees need to feel justice 

rather than the compensation alone. This finding was supported by previous studies in which it 

was found that compensation was a predictor of distributive justice, and that distributive 

justice decreases CWB tendencies. Gagne and Forest (2008) concluded that as distributive 

justice is related to how people feel about the compensation they are receiving, it is logical to 

surmise that when employees receive increased compensation, they experience greater 

distributive justice and are more likely to demonstrate the behaviors expected by the 

organization. 
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**. Correlation is significant at the 0.01 level (2 tailed) 

*. Correlation is significant at the 0.05 level (2 tailed) 

 

Nonetheless, the common belief that reasonable compensation promotes motivation and 

performance and reduced the tendency for CWB was not confirmed in the present research, as 

compensation was not found to have any significant correlation to either CWB-O or CWB-I, 

which seems to indicate that compensation is not a factor when employees decide to engage in 

CWB. This finding may have been because the Indonesian government compensation 

management is generally not based on contribution or performance as all employees receive 

the same periodic pay adjustments and incentives are associated with specific job levels, 

which means that employees that feel they give maximum contribution and performance could 

feel a sense of injustice. Equity Theory states that employees perceive fairness when they 

think that their work and output is similar to others, which then increases their motivation and 

performance. On the other hand, if the compensation is perceived to be inequitable, employees 

may be demotivated (Adams, 1965), which could lead to CWB-I toward other individuals in 

the organization such as coworkers and supervisors (Penney & Spector, 2006). 

 

Practical Implications 

This study found that basic psychological needs and organizational justice need to be 

considered when seeking to minimize CWB in Indonesian government employees. These 

findings could assist government institutions create workplace environments that support the 

employees’ basic psychological needs and formulate adequate and fair compensation so that 

all employees perceive fairness, which would minimize the possibility of CWB. 

 

Based on the results of this study, the following organizational interventions are suggested to 

minimize CWB in government employees. 

 

First, organizations need to promote basic psychological needs satisfaction. To enhance 

satisfaction with the need for autonomy, organizations could develop job designs that allow 

employees to determine their own actions and behavior. Organizations also have to encourage 

managers to practice transformational leadership (managers who are charismatic, inspirational, 

and considerate toward subordinates) (Bono & Judge, 2003). To deal with the need for 

competence, organizations should attract and retain employees and provide periodic training to 
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improve employee competencies. The need for relatedness can be satisfied by fostering social 

support and trust among employees. 

 

Second, organizations need to focus on a ensuring a sound organizational justice climate in the 

workplace as the employees’ perceived organizational justice influences whether they react 

constructively or destructively to an apparent unfair event (Bobocel, 2013). Further, when 

employees are treated unfairly, the organization must have organizational policies that can 

restore their employees’ perceptions of organizational justice (Reb, Goldman, Kray, & 

Cropanzano, 2006). One suggestion would be to implement succession planning based on 

merit or applying a job bidding mechanism to increase career management transparency. 

Allowing employees to participate in decision making and providing meaningful information 

to make decisions could also assist employees to better understand the organizational process 

and would increase employee perceptions of procedural and interactional justice (Nazrudin, 

Ahmad, & Razalli, 2014). 

 

Third, annual organizational surveys could be conducted to monitor employee satisfaction 

with their needs for autonomy, competence, and relatedness, and perceptions of procedural, 

interactional, and distributive justice to assess employee CWB tendencies. The survey results 

could then be used to determine the interventions and policies required to reduce CWB. 

Employees also need to be made aware of their CWB offenses such as leaving early, coming late to 

work without permission or making fun of someone at work, as they may not be aware that 

these are CWB. When employees are made aware of their CWB and informed that it is 

undesirable, their guilty feelings could motivate them to display more positive and 

productive organizational citizenship behavior (Ilies, Scott, & Judge, 2006). 

 

Finally, government compensation policies need to be related to employee performance 

appraisals so that employee compensation is based on productivity and performance. 

However, the performance appraisals must be fair and equally applied to all if they are to be 

used as the basis for determining compensation (Gagne, M, and Forest, 2008). 

 

Limitations and Directions for Future Research 

There were some limitations in this study. First, because the participants were selected using 

convenience sampling, the participant’s characteristics were less diverse. The sample was 

dominated by millennials (74.4%) who worked in staff level positions (97%). To enhance the 

generalizability of study findings, future studies should consider stratified random sampling to 

obtain more diverse participants. 

 

Second, even though the sample was moderately large, most participants worked for central 

government agencies or ministries (86.3%) and only a few worked for local government 

(13.7%); therefore, future research should seek data from a balance of central and local 

government employees. 

 

A third limitation was that the present study used a cross-sectional and self-report design. 

Although the study was (1) anonymous, (2) stressed that there were no wrong or right 
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answers, and (3) used a Likert scale that measured the frequency of being involved in certain 

behaviors rather than using a CWB measurement, there was still a possibility that a variance 

common method was present. Therefore, future studies need to consider the use of 

experimental and longitudinal studies to reveal the relative roles of between-individual and 

within-individual variations in the variable associations. It also suggested that co-worker or 

supervisor report questionnaires be employed to measure CWB to provide a possible 

theoretical framework for analyzing the delayed effect of the level of perceived organizational 

justice on CWB and shed light on the processes through which employee justice perceptions are 

linked to CWB and other work-related outcomes. 

 

Conclusions 

This study found support for a mediation model in which the association between three basic 

psychological needs; the need for autonomy, competence, and relatedness; and CWB was 

mediated through the organizational justice dimensions. Similar results were found for the 

associations between compensation and CWB. In addition, our study provided new insights into 

the role of perceived distributive justice in the associations between compensation and CWB. 

These findings also suggested several opportunities for organizational interventions aimed at 

minimizing the negative impact of CWB in government employees by promoting basic 

psychological needs satisfaction, compensation management, and organizational justice. 
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