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Studies have shown that corruption may adversely affect the functionality of the law and 
institutions; and may frustrate socio-economic development. Most developing countries focus the 
fight against corruption on the deterrence perspective, which emphasizes the promptness and 
severity of punishment as a way of preventing and discouraging corrupt behaviors. Punishment 
may not adequately deter corruption, especially when employees are less satisfied with life or feel 
unjustly treated and may, therefore, engage in corruption as a justice-restoring act. This study, 
therefore, adopted a justice-focused approach to investigate the extent to which perception of 
organizational injustice and life satisfaction correlated with corrupt tendencies in public sector 
employees. The participants were 285 public sector employees (188 males; 97 females), whose 
ages averaged 39.09 years (SD = 8.40) with a range of 20 to 58 years. They were selected across 
large sections of two public sector organizations in Nigeria. Results of the 3-step hierarchical 
regression showed that perception of organizational injustice was significantly related with 
increased level of corrupt tendencies. As the participants’ level of life satisfaction increased, their 
tendencies of engaging in corruption reduced. Results of the mediation tests showed that, despite 
an increased perception of organizational injustice, life satisfaction was significantly related with 
low tendencies of engaging in corruption among employees. In order to reduce corrupt tendencies, 
organizations should efficiently handle perceived wrongdoing among employees and institute 
programmes that promote employees’ happiness and well-being. 
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Introduction 

 

Studies (e.g. Heidenheimer, 2013; Johnston, 2010; 
Rijckeghem & Weder, 2014) have shown that corruption 
adversely may affect the functionality of the law and 
institutions; and may frustrate socio-economic 
development. For example, the World Bank has identified 
corruption as the single greatest clog to economic and 
social development (World Bank Report, 2012). 
Specifically, strong links have been reported among 
corruption, inequality, poverty and economic growth 
(Adegboyega, 2017; Rabnawaz, 2015; Sunkanmi & Isola, 
2014; Yunan & Andini, 2018). According to Omenka 
(2013), corruption has strong connections with low 
economic development, huge levels of poverty and 
inequality because corruption may affect the formulation 
and implementation of development policies and reduces 

employees’ levels of efficiency, commitment, well-being 
(Rijckeghem & Weder, 2014; Šumah, 2018) and hinders 
organizational performance (Lambsdorff, 2010; 
Saithibvongsa & JinKyo, 2019).    

The concern of this study was to investigate corruption 
from the angle of employees. This is because the human 
elements in every organization are usually charged with the 
responsibility of formulating, driving, and implementing 
development policies of the organization. Are employees 
corrupt because they perceive injustice and are unsatisfied 
with life? Or the other way round? This study focused the 
first question. When employees feel justly treated by the 
organization and are generally satisfied with life, their 
tendencies to engage in corruption may reduce. Since the 
total eradication of corruption may not be possible, it may 
be beneficial to investigate corruption by looking at 
employees’ corrupt tendencies. An understanding of 
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employees’ corrupt tendencies or proclivity toward 
corruption would serve a preventive purpose in the anti-
corruption crusade, which is less expensive compared with 
the investigation, prosecution, and punishment of corrupt 
persons, and recovery of stolen assets as well as undoing 
the damages brought about by corrupt practices.  

Corrupt tendencies refer to the inclination to engage in 
dishonest practices that lacks integrity (Kaufmann, 1997) 
in order to benefit self and relevant others at the expense of 
the organization, other organization members 
(Ogungbamila, 2017), and the society. Employees’ 
tendencies to engage in corruption may be initiated, 
ignited, and sustained by individual and organizational or 
situational factors. In the case of personal variables, 
corrupt tendencies may not be restricted to employees in a 
particular age, gender, job level, or academic qualification. 
This is because there were no strong age, gender, job level, 
academic qualification, and job tenure differences in the 
level of corrupt tendencies among public sector employees 
in Nigeria (Ogungbamila, 2017; Ogungbamila & Udegbe, 
2014; Onifade & Bodunde, 2009). However, studies (e.g. 
Fišar, Kubák, Špalek and Tremewan, 2016; Żemojtel-
Piotrowska, Marganski, Baran, & Piotrowski, 2017) 
showed that women were less susceptible to corruption 
than men.  

Employees’ personality characteristics, such as 
extraversion (Agbo & Iwundu, 2016), narcissism, 
psychopathy, Machiavellianism (Zhao, Zhang & Xu, 
2016), and pretentious moral disposition (Abraham, 
Suleeman & Takwin, 2018), were connected with 
increased level of corrupt tendencies. Other personality 
characteristics that are rooted in value orientation such as 
meritocratic and materialist values, have been linked with 
corrupt tendencies (Julián & Bonavia, 2020). For example, 
Tu, Yang and Zheng (2020) reported that Chinese civil 
servants’ value orientation (power distance, collectivism, 
uncertainty avoidance, and masculinity) determined their 
level of corruption tolerance and willingness to participate 
in anti-corruption crusade. They found that employees who 
were high on collectivism or masculinity tended to show 
higher corruption tolerance and lower readiness to partake 
in anti-corruption activities. However employees who 
showed high level of uncertainty avoidance were less 
tolerant of corruption and were more willingness to get 
involved in anti-corruption crusades (Tu et al., 2020).  

Julián and Bonavia (2020) submitted that corrupt 
practices do not take place in a vacuum. Situational factors 
in corrupt tendencies have been investigated. Results of 
situational factors in corruption indicate that employees 
exhibit corrupt tendencies within socio-cultural, 
organizational, economic and political contexts, which may 
either stoke or discourage the inclination to engage in 
corruption (Rabl, 2011; Türedi & Altiner, 2016). For 
example, organizational factors, such as organizational 
ethics and leadership behaviours (Hechanova, Melgar, 
Falguera & Villaverde, 2014), that direct the formulation 
and implementation of ethical standards, are important in 
stemming acts of corruption because when “… these 
corrupt practices are forgiven, authorized, allowed, or 
rewarded, it is more likely that the members of the 
organization will continue in this direction” (Julián & 
Bonavia, 2020, p. 333). Consequently, when employees 
perceive that corruption is widespread in the organization, 
high beneficial, acceptable by peers, and with little or no 
negative social or legal consequences, their tendencies to 
engage in corruption would increase (Dong, Dulleck & 

Torgler, 2012; Dupuy & Neset, 2018; López-López, 
Bocarejo, Peralta, Pineda & Mullet, 2017).  

The assumption that employees run a cost-benefit 
analysis (Cook, 1982; Gibbs, 1975) before engage in 
corruption may be an important situational factor but not in 
all circumstances. For example, in a study involving public 
and business employees, Gorsira, Denkers and Huisman 
(2018) reported that the cost-benefit analysis did not 
strongly predict employees’ corrupt tendencies. They 
suggested that studies should focus on other motives of 
corruption that are beyond the cost-benefit hypothesis of 
corruption.  This implies that employees’ corrupt 
tendencies may be driven by other motives such as using 
corruption as the vehicle to protesting injustice or restoring 
justice, especially when they perceive a negative imbalance 
in the effort-reward ratio (Siegrist, 2000; 2002), especially 
where there is widespread and an increasing incidence of 
effort-reward imbalance with its attendant psychological 
and health effects on the employees (Leineweber, Eib, 
Bernhard-Oettel & Nyberg, 2019).   

Specifically, the effort-reward imbalance assumes that 
employees expend efforts, time, and other resources at 
work based on the tenet of social reciprocity, which 
guarantees that the organization would provide 
commensurate rewards such as money, social recognition, 
career opportunities, and job security (Siegrist, Starke, 
Chandola, Godin, Marmot, Niedhammer & Peter, 2004). In 
reality, most organizations do not provide the rewards that 
are commensurate with the efforts expended by employees. 
In such case, the employees may leave the organization in 
order to escape the negative consequences associated with 
prolonged and recurrent effort-reward imbalance. 
However, high rate of unemployment may either force 
those employees into “overcomitment” (Siegrist et al., 
2004) or engage in lip-service while they remain in the 
organization, despite the high effort-reward imbalance. 
Such employees may feel justified to engage in corruption 
and may see corruption as a justice-restoring behavior 
aimed at taking what belongs to them from the 
organization. Other employees may not feel compelled to 
engage in corruption despite the effort-reward imbalance. 
Their level of life satisfaction may dampen the level at 
which the perception injustice, brought about by the effort-
reward imbalance, lead to corrupt tendencies. This study 
aimed to investigate the level at which perception of 
organizational injustice predicts corrupt tendencies and 
whether life satisfaction moderates such relationship. 

 

Perception of organization injustice and corrupt 

tendencies 

The relationships between perception of organizational 
injustice and corrupt tendencies have been investigated. 
When employees perceive injustice they may form 
retaliatory intentions toward the perpetrators of the 
injustice. Goergen, Pauli, Cerutti and Perin (2018) 
investigated the extent to which perceived justice led to 
retaliatory attitudes among 163 employees in a 
multinational agricultural manufacturing company located 
in the north region of Rio Grande do Sul State, Brazil.  
They also studied how organizational trust affected the 
relationship between perceived justice and retaliatory 
attitudes. Results showed that when employees felt justly 
treated by the organization and its agents they formed less 
retaliatory attitudes towards the organization. Retaliatory 
attitudes increased as perception of organizational injustice 
increased. However, when employees had trust in the 
organization, their level of retaliatory attitudes reduced 
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despite the perception of injustice (Goergen, et al., 2018). 
This implies that trust enabled the employees to exonerate 
the organization from the perceived injustice or gave the 
organization another opportunity to redeem itself and 
restore the balance of justice.  

In a study that involved 225 police personnel in 
Nigeria, Ojedokun (2010) reported that effort-reward 
imbalance was significantly related with increased 
tendencies to engage in unethical behavior. Therefore, 
corruption may serve a justice-restoring motive, especially 
when rewards do not equate or approximate the expended 
efforts. Other studies have also implicated corruption as a 
possible reaction to perceived injustice. For example, 
Ogungbamila and Udegbe (2014) studied corruption as a 
form of workplace reactivity to perceived organizational 
injustice. The participants were 703 employees sampled 
from six states in southwestern Nigeria. They found that 
employees’ corrupt tendencies increased with their level of 
perception of organizational injustice. They concluded that 
corrupt tendencies were revenge motivated behavior aimed 
at protesting and avenging perceived injustice and aimed at 
restoring the balance of justice in the workplace.  

Perception of organizational injustice has also been 
linked with counterproductive work behavior, which 
covers theft, fraud, withdrawal behavior, and sabotage, 
targeted at thwarting the goals with negative manifestations 
on the organization, other employees, and customers of the 
organization (Spector, Fox, Penney, Bruursema, Goh & 
Kessler, 2006). Like corruption and other forms of 
workplace reactivity, a primary motive of 
counterproductive work behavior could be to make the 
organization and other perceived perpetrators of injustice 
pay for their unjust actions that are connected with effort-
reward imbalance suffered by employees. To test this 
hypothesis, Dajani and Mohamad (2017) investigated the 
connections between perception of organizational injustice 
and counterproductive work behavior in 236 public sector 
employees in Egypt. They reported that perception of 
organizational injustice significantly increased employees’ 
tendencies to engage in counterproductive work behavior. 
This implies that the more employees feel unjustly treated 
the more the likelihood that they would respond with 
injurious behaviors toward the perceived perpetrators of 
the injustice (e.g. corruption and counterproductive work 
behavior), which are revenge-motivated.  

In a study that involved 420 employees, selected from 
a public university in Isfahan, City-Iran, Danaeefard and 
Boustani (2016) found that employees, who perceived 
justice, reported low level of cynicism and behaved in less 
corrupt manner toward their organization than those who 
felt unjustly treated. In other words, perception of 
organizational injustice increased employees’ level of 
callousness and insensitivity to the health and survival of 
the organization. At that stage, the employees’ level of 
misbehavior, which encompasses forms of corruption such 
as fraud, theft, abuse of office, and waste of the 
organization’s resources, increased significantly. This 
implies that perception of organizational injustice ignited 
revenge-motivation and provided rationalization for 
employees’ insensitivity and corruption at work. 

Taking the revenge-motivated hypothesis of corrupt 
tendencies further, Ogungbamila (2017), in two (vignette 
and questionnaire) studies, investigated how perception of 
organizational injustice laden with opportunities to justify 
corruption (workplace neutralization) affected employees’ 
corrupt tendencies (vignette study) and the linear 
connection of perception of organizational injustice and 

workplace neutralization with corrupt tendencies 
(questionnaire study) in Nigerian employees. Results 
showed that perception of organizational injustice 
increased employees’ corrupt tendencies, especially when 
the employees had opportunities to justify their intended 
acts of corruption. In other words, workplace neutralization 
successfully helped the aggrieved employees to turn 
corruption into a revenge-motivated behavior against 
injustice; thereby making corruption an acceptable 
behavior. Therefore, when employees are able to 
cognitively transform corruption into an acceptable 
behavior (Dupuy & Neset, 2018) aimed at restoring justice, 
they may be less bordered by the legal and social 
punishments against corruption, and their tendencies to 
engage in corruption would increase. It was, therefore, 
hypothesized that:  

 
Hypothesis 1: Perception of organizational injustice 

will be significantly related with an increased level of 
corrupt tendencies among employees. 

 

Life satisfaction and corrupt tendencies  

Apart from the adverse effects of corruption on 
national and organizational development, a strong 
connection may exist between corruption and life 
satisfaction. Life satisfaction refers to individuals’ 
subjective evaluation of his or her life in relation to how 
well his or her goals and aspiration have been met (Diener 
Oishi & Lucas, 2003; Pavot & Diener, 2008). Therefore, 
employees’ cognitive and emotional evaluations of how 
satisfied with their present condition in life depend on how 
well the perceived present state of affairs measures up to a 
personal standard set by the individual. The outcome of, 
and reaction to, such evaluations may determine whether or 
not the employees would be happy and satisfied with life 
or unhappy and dissatisfied with life; which may prompt 
those who are unhappy to engage in behaviors (e.g. 
corruption) that are targeted at (a) those who are 
responsible for the current state of affairs and (b) 
improving the state of affairs to approximate the personal 
standard.   

Studies (e.g. Ngamaba, 2014; Tay, Herian & Diener, 
2014; Wu & Zhu, 2016) have investigated the relationship 
between life satisfaction and corruption. Tay et al. (2014) 
reported that life satisfaction reduced with perception of 
corruption. The concern about corrupt practices might have 
reduced the level of cognitive resources employees in 
corrupt workplace devote to caring about their health and 
subjective well-being, especially if the concerns are 
predicated on effort-reward imbalance (Leineweber et al., 
2019). Perception of corruption may be connected with 
trust in institutions within and outside an organization, 
especially those that involved with the investigation and 
prosecution of corruption-related issues as well as those 
that compensate and distribute rewards for employees’ 
efforts in organizations. Ciziceno and Travaglino (2019), in 
two studies, tested the mediatory roles of institutional trust 
on the extent to which corruption perception affected life 
satisfaction. They found across the two studies that 
perception of corruption indirectly led to low life 
satisfaction by reducing the individuals’ trust in 
institutions. That is when individuals perceived low 
corruption in their environment their trust in institutions 
was high, which increased their level of life satisfaction.  

Perception of corruption and participation in corrupt 
activities may exert different effects on life satisfaction. 
Wu and Zhu (2016) found that participation in corruption 
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led to low life satisfaction, especially among those who 
perceived that the environment was not corrupt. When the 
corruption is wide spread in an environment, individuals 
including workers may feel justified to participate in 
corruption, which may affect how such corrupt acts affect 
life satisfaction. In such case, corruption may serve an 
economic motive rather than justice or revenge motive. 
The focus of the current study was to investigate the extent 
to which life satisfaction affects the connection of 
perception of organizational injustice with corrupt 
tendencies or revenge-motivated angle to corruption.    

Generally, previous studies (e.g. Tay et al., 2014; Wu 
& Zhu, 2016) on corruption and life satisfaction treated 
corruption as the predictor variable while life satisfaction 
was the outcome variable. In the current study, life 
satisfaction was treated as a predictor of employees’ 
corrupt tendencies. This is because even when corruption is 
predicated on revenge motives, employees who are 
satisfied with life may be less willing to engage in 
corruption than those who have low life satisfaction. Apart 
from predicting corrupt tendencies, life satisfaction is 
expected to mediate the relationship between perception of 
organization injustice and corrupt tendencies. The 
following hypotheses were generated: 

 
Hypothesis 2: Life satisfaction will have a significant 

inverse relationship with corrupt tendencies among 
employees. 

Hypothesis 3: Life satisfaction will significantly 
mediate the relationship between perception of 
organizational injustice and corrupt tendencies such that 
life satisfaction will reduce the level at which perception of 
organizational injustice leads to corrupt tendencies. 

 
Figure 1 summarizes the hypothesized relationships 

among the variables. 
 

 

 

Figure 1. Summary of the hypothesized relationships among 
study variables. 
Notes: POI = Perception of organizational injustice. LS = Life 
satisfaction. CT = Corrupt tendencies. 

. 
 

Method 

 

Participants and procedure 

The participants were 285 employees (188 males; 97 
females), whose ages averaged 39.09 years (SD = 8.40) 
with a range of 20 to 58 years. They were selected across 
large sections of two public sector organizations in Nigeria. 
They had spent an average of 11.03 years (SD = 5.99) with 
a minimum of 1 year and a maximum of 34 years on the 
job. Since only 3 (1.0%) of the 288 employees that 
responded to the questionnaire indicated that they were 
widowed, divorced, or separated, the final analysis was 
restricted to the 285 participants who indicated that they 
were either married (219 or 76.8%) or single (66 or 
23.2%). The participants also provided information on their 
job level and academic qualification. There were two 
categories of job level: junior (205 or 72.0%) and senior 
(80 or 28%). In the case of academic qualification, Sixty 

three (22.1%) of the respondents did not go beyond 
Secondary School education, 143 (49.8%) had either 
National Diploma or Nigerian Certificate of Education, 59 
(20.7%) had either Higher National Diploma or first 
degree, and 21 (7.4%) had postgraduate degree.  

 Employees in the selected organizations were 
intimated with the purpose of the study. They were made to 
understand that the study, which was designed to examine 
how employees respond to perceived injustice in the 
workplace, would not pose any adverse physical or 
psychological effects on them. They were free to 
participate in the study or not. Those who chose to 
participate in the study completed the informed consent 
form. The participants completed the questionnaire, which 
had the measures of perception of organizational injustice, 
life satisfaction, and corrupt tendencies as well as some 
socio-demographic variables, during office hours. Since 
permission was gotten from the head of personnel in the 
organizations, it was easy for participants to take some few 
minutes off their schedule to complete the questionnaire. 
Out of the 291 questionnaires distributed, 288 were 
returned but analyses were based on the responses of 285 
employees. This was because 3 of the respondents were 
excluded from the final analyses (as stated earlier) for 
reasons relating to their marital status.  

 

Measures 

Perception of organizational injustice was assessed 
using a 13-item scale, pulled together from 3 measures of 
the three major dimensions of organizational injustice 
identified in literature: distributive injustice (Rup & 
Cropanzano, 2002), interpersonal injustice (Colquitt, 
Conlon, Wesson, Porter & Ng, 2001), and procedural 
injustice (Price & Mueller, 1986). Items that measured 
distributive injustice focused the perceived fairness in the 
reward system. Interpersonal injustice measured the 
perceived quality of interpersonal relationship. Finally, the 
items that assessed procedural injustice were concerned 
with the perceived fairness in procedures of the 
organization. All the items were rated on a 5-oint scale 
(Never = 1; Always = 5). Sample items are: “Are you 
treated with dignity in your workplace?”, “Are you fairly 
rewarded in your workplace taking into account the 
amount of education and training that you have had?” and 
“Are the procedures your organization uses to make 
decisions fair?”  

Since this study was concerned about the overall 
effects of perception of organizational injustice on life 
satisfaction and corrupt tendencies, the aggregate, rather 
than the segregated, scores on the measure were used in the 
analysis. The 13-item inventory had been used and found 
reliable in Nigerian samples. For example, Ogungbamila 
and Udegbe (2014) reported that the overall scale had a 
0.77 Cronbach alpha. Ogungbamila (2017) reported a 
Cronbach’s alpha of 0.81. In the present study, the scale 
had a Cronbach’s alpha of 0.87. Scores on or above the 
mean were interpreted as high level of organizational 
injustice and scores that were below the mean showed that 
the respondent perceived low level of organizational 
injustice.  

Life satisfaction was measured using Diener, Emmons, 
Larsen and Griffin’s (1985) Satisfaction with Life Scale 
(SWLS). SWLS was a 5-item instrument designed to 
measure individuals’ subjective evaluation of how satisfied 
they are with their present state of affairs as compared with 
their personal standard. It was rated on a 7-point scale (1 = 
strongly disagree; strongly agree = 7). Sample items are: “I 
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am satisfied with life” and “If I could live my life over, I 
would change almost nothing” Diener et al. (1985) 
reported a 2-month test re-test coefficient of 0.82 and a 
coefficient alpha of 0.87 reliability values for the scale. 
The scale recorded a Cronbach’s alpha of 0.89 with the 
present sample. Scores on SWLS were interpreted in such 
a way that the respondents’ level of life satisfaction 
increased as their scores on the scale increased.  

Corrupt tendencies of the participants were measured 
using a 9-item Corrupt Tendencies Scale (Ogungbamila & 
Udegbe, 2014).  It was designed to measure employees’ 
feelings toward corruption. The participants rated their 
responses to each item on a 4-point scale (1 = strongly 
disagree; 4 = strongly agree). Sample item are: 
“Demanding for over reimbursement from the 
organization” and “Helped another person to take a 
property or an item that belonged to the organization”.  

According to previous studies that used Nigerian 
samples, the scale had 0.92 (Ogungbamila & Udegbe, 
2014) and 0.96 (Ogungbamila, 2017) Cronbach’s alpha 
coefficients. With the present sample, the scale had a 0.95 
Cronbach’s alpha. The Corrupt Tendencies Scale was 
scored in such a way that score that were below the mean 
showed that low corrupt tendencies and scores that were up 

to or higher than the mean indicated that the employees 
had high tendencies to engage in corruption. 

 
 

Results 

 

The mean and standard deviation scores as well as the 
relationships among the variables in the study were 
calculated. The results are presented in Table 1. 

As Table 1 indicates, employees’ corrupt tendencies 
increased as their level of perception of organizational 
injustice increased [r (283) .33, p < .001]. This implied that 
when employees felt that how inputs were rewarded and 
the procedure of distributing workplace outcomes as well 
as the quality of interpersonal relationship enjoyed in the 
workplace did not meet some acceptable levels of justice 
and fairness, they were more likely to engage in acts of 
corruption than when they felt otherwise.. Life satisfaction 
was, however, related with low level of corrupt tendencies 
[r (283) -.28, p < .01]. This showed that employees, who 
felt comfortable with life, because the current state of 
affairs met their personal standard and expectations, were 
less likely to engage in corruption than those who had low 
life satisfaction.  

 
 
Table 1. Mean, SD, and Relationships among the Variable 

Variables M  SD 1 2 3 4 5 6 7 8 

1. Age  39.30 8.34 -        
2. Gender - - -.09 -       
3. Marital status - - .20* -.06 -      
4. Academic qualification  - - .25** .14 .12 -     
5. Job level - - .21* -.12 .14 .12 -    
6. Job tenure 11.03 5.99 .13 -.06 .18* .14 .18* -   
7. Perception of organizational injustice 28.44 6.12 -.10 .02 .09 -.03 -.19* -.07 -  
8. Life satisfaction 21.56 3.41 .13* .04 .03 -.08 .06 .03 -.37*** - 
9. Corrupt tendencies 23.13 2,62 -.02 -.04 -.01 -.06 .03 -.07 .33*** -.28** 

Notes: * p < .05. ** p < .01. *** p < .001. N = 285. Gender was coded male 0; female 1. Marital status was coded Single 0; Married 1. 
Academic qualification was coded “Did Not Go beyond Secondary School Education” 0; ND or NCE 1; HND or first degree 2; postgraduate 
degree 3. Job level was coded junior level 0; senior level 1. 
 
 
Table 2. Summary of Hierarchical Multiple Regression on Corrupt Tendencies 

Models β t R R
2 

∆R
2 

F 

Model 1(socio-demographic variables) - - .21 .04 .04 2.28* 

Age  -.07 -.74     
Gender -.06 -.89     
Marital status .10 1.36     
Academic qualification  -.09 -1.21     
Job level -.06 -.90     
Job tenure .-.11 -1.40     

 
Model 2 (Predictor variables) - - .35 .12 .08 3.84*** 

Age  -.08 -.77     
Gender -.04 -.76     
Marital status .09 1.21     
Academic qualification  -.07 -.72     
Job level -.05 -.87     
Job tenure -.10 -.1.34     
Perception of organizational injustice .29** 3.03**     
Life satisfaction -.22** 2.30*     

 Notes: * p < .05. ** p < .01. ***p < .001. N = 285. Gender was coded male 0; female 1. Marital status was coded Single 0; Married 1. 
Academic qualification was coded “Did Not Go beyond Secondary School Education” 0; ND or NCE 1; HND or first degree 2; postgraduate 
degree 3. Job level was coded junior level 0; senior level 1. 
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Table 3. Summary of Baron and Kenny’s Mediation Test on Corrupt Tendencies 

Predictor Direct and Indirect Paths β t R
2 

∆R
2 

POI to LS -.21* -2.23*   
LS to CT -.25** -2.56**   
POI to CT (without LS) .37** 4.02** .14  

Perception of organizational injustice 

POI to CT (with LS) -.17* -2.09* .03 .11 
Notes:  * p < .05. *** p < .01. N = 285. POI = Perception of organizational injustice. LS = Life satisfaction. CT = Corrupt tendencies 
 

 
 
Table 2 indicates that none of socio-demographic 

variables influenced employees’ corrupt tendencies. This 
implied that employees’ corrupt tendencies were not 
restricted to age, gender, marital status, academic 
qualification, job level, and job tenure. All categories of 
employees were inclined to engage in corrupt. In terms of 
joint contribution, all the socio-demographic variables 
accounted for 4% of employees’ corrupt tendencies (R = 
.21, R2 = .04, F = 2.28, p < .05). Since none of the socio-
demographic variable significantly predicted corrupt 
tendencies, there was no need to run multi-colinearity test 
on the data.  

The addition of perception of organizational injustice 
and life satisfaction to the model, in step 2 of the analysis, 
changed the R value from .21 to .45. This showed that the 
two predictor variables jointly contributed 38% to 
employees’ level of corrupt tendencies (R = .35, R2 = .12, 
∆R2 = .08, F = 3.84, p < .001).  

At the individual level, perception of organizational 
injustice was related with increased level of corrupt 
tendencies such that employees, who felt unjustly treated 
by the organization and other organization members, were 
more likely to engage in corruption than those who felt 
otherwise (β = .29, t = 3.03, p < .01). This result confirmed 
hypothesis 1. 

 However, employees’ level of corrupt tendencies 
reduced significantly as their level of life satisfaction 
increased (β = -.22, t = 2.30, p < .05). This showed that life 
satisfaction reduced the urge to behave dishonestly in the 
workplace because the employees’ current state of affairs 
met some personal standard they set. Hypothesis 2 was, 
therefore, supported by the results in Table 2.    

 
Test of hypothesis 3 

Baron and Kenny’s (1986) and Sobel’s (1982) 
mediation tests were performed to test hypothesis 3. In 
performing the Baron and Kenny’ (1986) mediation test, 
(a) life satisfaction was regressed on perception of 
organizational injustice, (b) the extent to which life 
satisfaction predicted corrupt tendencies was assessed, (c) 
the level at which perception of organizational injustice 
predicted corrupt tendencies, when the effects of life 
satisfaction were excluded from the model, was tested, and 
(d) the extent to which perception of organizational 
injustice predicted corrupt tendencies, when the effects of 
life satisfaction were included, was also determined. The 
results are presented in Table 3.  

Results in Table 3 show that life satisfaction reduced as 
employees reported increasing level of perceived 
organizational injustice (β = -.21, t = -2.23, p < .05). 
Similarly, Life satisfaction significantly led to reduced 
level of corrupt tendencies (β = -.25, t = -2.36, p < .01). 
When the effects of life satisfaction were removed from the 
model connecting perception of organizational injustice 
with corrupt tendencies, perception of organizational 
injustice significantly increased employees’ tendencies of 
engaging in corruption (β = .37, t = .4.02, p < .001). 

However, the inclusion of life satisfaction, in the model 
connecting perception of organizational injustice and 
corrupt tendencies, did not only reduce the powers of 
perception of organizational injustice to predict corrupt 
tendencies from 14% to 3%, it also changed the direction 
of the relationship from positive to negative (β = -.17, t = -
2.9, R2 = .03, ∆R2 = .11 p < .05). This implied that when 
employees had favourable evaluation of their life, their 
level of corrupt tendencies reduced despite the being 
unjustly treated and rewarded in the workplace. The results 
in Table 3, therefore, indicate that life satisfaction 
mediated the relationship between perception of 
organizational injustice and corrupt tendencies. The results 
of the mediation test are graphically presented in Figure 2. 

 

 

 

Figure 2. Summary of the hypothesized relationships among 
study variables. 
Notes: * p < .05. ** p < .01. N = 285. POI = Perception of 
organizational injustice. LS = Life satisfaction. CT = Corrupt 
tendencies. 

. 
Sobel’s (1982) test, which involved the division of the 

mediated path (ab = -.21 x -.25) by its standard error (abSE 
= .023 x .017), was further performed on the data to 
determine the strength of mediation. Results indicate that 
life satisfaction significantly mediated the relationship 
between perception of organizational injustice and corrupt 
tendencies by undermining the level at which perception of 
organizational injustice prompted employees to behave in a 
dishonest manner Sobel z = 8.75, p < .001). This showed 
that when employees were satisfied with life, the 
tendencies to engage in dishonest behavior even when they 
felt unjustly rewarded and treated in the workplace was 
low. Therefore, life satisfaction successfully attenuated the 
effects of perception of organizational injustice on corrupt 
tendencies. Hypothesis 3 was supported. 

 
 

Discussion 

 
The major aim of this study was to investigate how 

perception of organizational injustice might be related with 
corrupt tendencies in employees. Another aim of the study 
was to determine whether life satisfaction would reduce 
corrupt tendencies despite the unfair treatment in the 
workplace. 

In consonance with the results of previous studies (e.g. 
Ogungbamila & Udegbe, 2014; Ogungbamila, 2017), a 
strong positive connection existed between perception of 
organizational injustice and employees’ tendencies to 
engage in corruption. This supported the notion that 
employees react with revenge-motivated behavior in 
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response to perceived organizational injustice, especially if 
the organization or its agents could not be exonerated from 
the perceive effort-reward imbalance suffered by the 
aggrieved employees (Ojedokun, 2010; Siegrist et al., 
2004). At that point, the employees investigated in this 
study might have felt justified to engage in corruption to 
redress the perceived imbalance in the effort-reward 
equation.  

When employees felt justified to engage in corruption, 
the justification might provide a basis for diffusing the fear 
of punishment that would have discouraged them from 
engaging in corruption. This may be because the 
employees now see themselves more as individual or 
collective victims of injustice and less as corrupt 
employees (Ogungbamila, 2017). This may explain why 
corrupt tendencies cut across all the participants, 
irrespective of their age, gender, marital status, academic 
qualification, job level, and job tenure. The high rate of 
unemployment in Nigeria, which could have made the 
employees “overcommitted” to the organization and less 
involved in dishonest activities for fear of being thrown out 
of employment (Siegrist et al., 2004), did not really 
discourage them from using corruption as a retaliatory 
behavior against perceived injustice. This study has shown 
that corruption is one of the revenge-motivated reactions of 
employees to perceived injustice that was targeted at 
balancing the effort-reward imbalance.  

As expected in hypothesis 2, life satisfaction was 
related with reduced tendencies to engage in corruption. 
This implied that an increase in the level of life satisfaction 
was related with a reduced urge to behave dishonestly in 
the workplace probably because the employees’ current 
state of affairs approximated the personal standard they set 
(Pavot & Diener, 2008). Therefore, employees, who felt 
satisfied with their current circumstance, were less inclined 
to engage in corruption as a revenge-motivated behavior 
targeted at the organization and those responsible for the 
discrepancies. However, employees, who were not satisfied 
with their current state of affairs, might have felt justified 
to engage in corruption to avenge their unsatisfactory 
condition. They also might have seen corruption as an 
avenue to garner workplace resources to balance out the 
perceived discrepancies in their personal standard and the 
reality provided in the organization.  

Previous studies (e.g. Tay et al., 2014; Wu & Zhu, 
2016) reported a strong inverse relationship between 
corruption and life satisfaction. They found that corruption 
brought down people’s level of life satisfaction. As pointed 
out earlier, previous researchers treated corruption as an 
independent variable because they were interested in 
proving that low life satisfaction was one of the adverse 
effects of corruption. However, the current study, which 
treated life satisfaction as an independent variable, showed 
that life satisfaction could explain why poor individuals 
may not engage in corruption; contrary to the propositions 
of cost-benefit analysis of corruption. That is, irrespective 
of social and economic status, employees may be corrupt if 
their current state of life affairs do not meet up to or 
approximate the personal standard they set for themselves. 
Such personal standard may also include the ability to help 
others.  

Though corruption has been linked with high rate of 
poverty and inequality (Adegboyega, 2017; Rabnawaz, 
2015; Yunan & Andini, 2018), the present study has shown 
that low socio-economic status may not initiate, prompt or 
drive corrupt tendencies in employees. Therefore, the 
results of the present study added to literature on the 

relationship between life satisfaction and corrupt 
tendencies, especially among employees in developing 
countries where majority of the citizens are poor and the 
poor do not have equal access to resources compared to 
those who are rich and influential. In addition to that, the 
present study has shown that employees with high socio-
economic status were also prone to corrupt if they perceive 
themselves as an individual or a collective victim of 
injustice and are less satisfied with life. Therefore, high 
perception of organizational injustice and low life 
satisfaction strongly explain why employees, who are 
highly placed economically and socially, may engage in 
corruption as a revenge-motivated behavior. Such public 
sector employees may also see corruption as a veritable 
opportunity for avenging the perceived injustice suffered 
by important others or groups.     

Finally, life satisfaction mediated the relationship 
between perception of organizational injustice and corrupt 
tendencies in such a way that when employees were 
satisfied with the outcome of their subjective evaluation of 
their current state of affairs, their level of corrupt 
tendencies reduced despite being unjustly treated in the 
workplace. This may be because the employees trusted 
and, therefore, gave the organization an opportunity to 
redress the injustice, which might have reduced their level 
of retaliatory behavior and corrupt tendencies (Goergen et 

al., 2018). 
The results of the present study generally showed that 

employees could be driven by other motives apart from the 
economic benefits of corruption (Cook, 1982; Gibbs, 
1975). The present study, therefore, strengthened the 
position of Gorsira et al. (2018) that economic explanation 
for employee corruption may not hold across situations. 
The revenge-motivation and justice-restoring hypotheses 
(Goergen et al., 2018; Ogungbamila & Udegbe, 2014; 
Ogungbamila, 2017) of workplace corruption has been 
given a boost by the results of the present study. This 
implied that when employees perceive injustice, they may 
be motivated to engage in corruption in order to protest the 
unfair treatment and restore the balance of justice. This 
motivation may be attenuated by the life satisfaction and 
perceived institutional or organizational trust with the 
expectations that the organization would engage in 
purposeful efforts that would redress the injustice and 
restore fairness. 

On the practical side, the present study has shown the 
promising effects of life satisfaction in reducing corrupt 
tendencies even in the midst of perception of 
organizational injustice. This implies that when 
organizations provide employees with fair and equitable 
opportunities of meeting their personal goals and 
aspirations, which may lead to a favorable subjective 
evaluation of their current state of affairs, their tendencies 
of engaging in corruption may reduce.  

The present study has implicated institutional trust in 
the relationships among perception of organizational 
injustice, life satisfaction, and corrupt tendencies. It may, 
therefore, be beneficial if future studies, which involve the 
use of vignettes, investigate the mediator and moderator 
roles of institutional or organizational trust on the 
relationships of perception of organizational injustice and 
life satisfaction with corrupt tendencies. Since the present 
study relied solely on self-report measures, which is often 
prone to common method variance, adopting a critical 
incidence technique that involves the use of vignettes may 
enhance the internal validity of future studies. 
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