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ABSTRACT

This thesis aims to empirically examine the moderating role of transformational
leadership in defining the impact of individual and organizational factors on deviant
workplace behaviour. Deviant workplace behaviour is arguably one of the most vital
areas of research. Previous literatures indicate that there is a connection between the
impact of employee’s behaviour and the performance of public organizations.
Hence, this explanatory research reviews existing literatures on transformational
leadership, individual and organizational factors, and deviant workplace behaviour
from different methodological strands. Through this approach, its findings are
subsequently synthesized to formulate a new theoretical framework which is
supported by other theories, including social exchange theory, social learning theory
and psychological breach contract theory. Hypotheses are developed to test the
relationship among the variables used in this study. For the purpose of data
collection, a self-administered questionnaire is used to collect data from 380
individual employees of 20 public organizations in the Punjab province of Pakistan.
SPSS-21 and Smart PLS.3 packages are employed to analyze the acquired
quantitative data. To test the hypotheses, partial least squares method of structural
equation modeling (PLS-SEM) is adopted. Results from PLS-SEM reveal a
significant relationship of the direct impact of individual and organizational factors
on deviant workplace behaviour in the public organizations in Punjab. Nonetheless,
the findings indicate that the moderated effect of transformational leadership on
deviant workplace behaviour is not fully consistent with the hypothesis. When
compared to the correlation of dark triad personality traits and deviant workplace
behaviour, the findings show a weaker relationship between the individual factor,
notably big five personality traits and the deviant workplace behaviour. In sum, the
analysis of the findings supports the view that transformational leadership can
override predispositions of individuals to engage in deviant workplace behaviour.
This research is significant in enriching the body of knowledge in the existing
literature, particularly transformational leadership, individual and organizational
factors and deviant workplace behaviour. In terms of its practical contribution, this
study could serve as a guideline for leaders and office bearers of Pakistani public
organizations to develop effective mechanism in overcoming the prevalent incidents
of deviant workplace behavior in the country.

Keywords: Deviant Workplace Behaviour, Transformational Leadership, Individual
Factors, Organizational Factors, Demographic Factors, Public Organizations



ABSTRAK

Matlamat tesis ini adalah untuk mengkaji secara empirikal kepimpinan transformasi
sebagai peranan penyederhana dalam mentakrifkan kesan faktor individu dan
organisasi ke atas tingkah laku devian di tempat kerja.Tingkah laku devian di tempat
kerja merupakan salah satu bidang penyelidikan terpenting kerana  Kajian literatur
yang lepas menunjukkan kewujudan hubungan di antara pengaruh tingkah laku
kakitangan dengan prestasi organisasi awam.Berdasarkan penyelidikan explanatory,
kajian ini mengkaji literatur berkenaan kepimpinan transformasi, faktor individu,
faktor organisasi dan tingkah laku devian di tempat kerja dengan menggunakan
berlainan metodologi penyelidikan.Melalui pendekatan ini, hasil dapatan akan
disintesiskan untuk menghasilkan satu kerangka kerja teori yang baru di mana ianya
turut disokong oleh teori-teori yang sedia ada seperti teori pertukaran sosial, teori
pembelajaran sosial dan pelanggaran teori kontrak psikologi. Satu set hipotesis
dibentuk untuk menguji hubungan di antara pemboleh ubah kajian. Untuk tujuan
pengumpulan data kajian, borang soal selidik kendiri telah digunakan bagi
mendapatkan data dari 380 kakitangan kerajaan dari 20 organisasi awam yang
terletak di dalam wilayah Punjab, Pakistan.Data yang diperolehi telah dianalisa
dengan menggunakan Aplikasi SPSS-21 dan Smart PLS 3.Sementara PLS-SEM pula
digunakan untuk menguji hipotesis kajian. Dapatan kajian menunjukkan bahawa
terdapat hubungan signifikan berkenaan kesan langsung faktor individu dan faktor
organisasi terhadap tingkah laku devian di tempat kerja di dalam organisasi awam di
Punjab. Walau bagaimanapun, kesan penyederhana oleh kepimpinan transformasi
tidak menyokong sepenuhnya hipotesis kajian, kecuali hubungan di antara sifat
keperibadian dark triad dan tingkah laku devian di tempat kerja.Jika dibandingkan
dengan sifat keperibadian dark triad, dapatan kajian menunjukkan terdapat hubungan
yang lemah di antara faktor individu, seperti sifat keperibadian big five, dan tingkah
laku devian di tempat kerja. Justeru, dapatan kajian ini menyokong pandangan
bahawa kepimpinan transformasi berupaya menghalang kecenderungan kakitangan
dari terlibat dengan tingkah laku devian di tempat kerja. Signifikan kajian adalah ia
berupaya dalam memperkayakan ilmu pengetahuan di dalam literatur, terutamanya
kepimpinan transformasi, faktor individu, faktor organisasi dan salah laku di tempat
kerja.Kajian ini dapat memberikan panduan kepada pemimpin dan pemegang
jawatan di dalam organisasi awam di Pakistan dalam membangunkan mekanisme
yang efektif bagi mengawal insiden tingkah laku devian di tempat kerja yang
berleluasa di negara tersebut.

Kata kunci: Tingkah Laku Devian di Tempat Kerja, Kepimpinan Transformasi,
Faktor Individual, Faktor Organisasi, Faktor Demografi, Organisasi Awam
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CHAPTER ONE

INTRODUCTION

1.1 Introduction

In present epoch, the study of individual’s behaviour at workplace has become much
more diverse in organizational context (Shirazi & Afrough, 2016) and more
imperatant because of globalization and technological advancement (Appelbaum,
Deguire & Lay, 2005) and key concern for every organization to achieve its aims and
objectives (Kotekar, 2017). Individual with different attitudes, behaviours,
backgrounds and personalities observe and perceive the same event in different ways
and react differently (Rauf & Farooq, 2014). These behaviours have different effects
on the individuals’ performance at workplace (Javed, Amjad, Fageer-Ul-Ummi &

Rabia, 2014).

If employee’s behaviour at workplace is normal, it means up to fairly, the
organization will flourish up to maximum level, will lead to accomplish the goals
and objectives of the organization called organizational citizenship behaviour(OCB)
(Lin, Law & Zhou, 2016). On contrary, if the employee’s behaviour at workplace
deviates from its standard or norms then organization definitely will suffer a damage
or a harm to the organisation and will sustain loss (Igbal, Arif & Badar, 2012;

Sunday, 2014).



Organisations controlled, managed, regulated and operated by governments are
normally ailing with deviant workplace behaviour of the employees (Bashir, Nasir,
Qayyaum & Bashir, 2012). However, progress and development of every
organization whether it is business or an educational institution, mostly depends

upon the positive behaviour of its employees at their workplace (Igbal et al., 2012).

The importance of the study of behaviour can be judged from this fact that
effectiveness regarding performance of every organization is depending upon the
behaviour of their employees reflected at workplace (Appelbaum, laconi &
Matousek, 2007). The outcome of organisational citizenship behaviour is thought to
a benefit to the organization and contributes towards productivity and profitability
(Lin et al., 2016). Whereas, DWB are the intentional acts of employees at workplace
and are harmful (Fox & Spector, 2005) and contributes towards destruction (Sunday,

2014) and defame the organization (Fox & Spector, 2005).

The chapter one contains the background of the study on impact of demographic,
individual and organisational factors. Individual factors are assumed as big five
personality traits and dark triad personality. Organizational factors assumed as
organizational injustice and abusive supervision. These factors aare contributing to
DWB. Moderating effect of transformational leadership on the relationship of
individual and organisational factors and DWB shall be explored. Followed by
problem statement of the study, the research questions and objectives of the study.
After that scope of the study, the significance of the research such as theoretical,
methodological and practical are discussed and the conceptual definitions as well as

operational definitions of key terms are given Chapter one is closed with conclusion.



1.2 Background of the Study

Success of every organization depends upon the behaviour of the employees
(Appelbaum et al., 2007). Employees elicit different behaviours at workplace
towards performance; positive behaviour is called organisational citizenship
behaviour (Lin et al., 2016). Whereas the destruction behaviour considered
counterproductive is called DWB (Robinson & Bennett, 1995), counterproductive
workplace behaviour (Mangione & Quinn, 1975), anti-social behaviour (Jawad,
Tabassum, Raja & Abraiz, 2013) and organizational misbehaviour (Vardi & Wiener,

1996).

DWB refers to intentional negative act of employees at workplace (Shirazi &
Afrough, 2016) and is a pervasive disease in organizations throughout the world
(Sharma & Singh, 2015). Therefore, it is important for an organization to be able to
understand, explain and predict the behaviours of employees at workplace (Szostek,

2017) because the cost of deviant behaviour is deterimental (Chen, Fah & Jin, 2016).

Pakistan is one of the evolving and developing countries that faces the serious issue
of deviant behaviour at workplace (Bashir et al., 2012). Public sector is the largest
sector of employment of Pakistan in which millions of public employees are
employed (Dar, 2017). However, it has become a target of criticism since long
because of deviance behaviour of public employees (Dar, 2017). After passing
almost seventy years of freedom, the system of the country could not incept its
indigenous practices to operate the public sector organisations for management of

resources in proper way (Dar, 2017). Pakistani public sector organisations are rife



with kickback or corruption from top to bottom (Nadeem, Ahmad, Ahmad, Batool &

Shafiq, 2015).

In Pakistan, every cog of machinery of public administration is reflecting deviance
behaviour either ethically deviant or financially corrupt (Nasir & Bashir, 2012). The
whole setup of public administration in Pakistan is locked in red tape that disturbs
the behaviour of employees (Quartulain & Khan, 2013). Favouritism, nepotism and
cronyism are the main reasons of deviant behaviour at workplace in Pakistani public

sector organizations (Dar, 2017; Nadeem et al., 2015; Shaheen et al., 2017).

Moreover, resources which generate and construct the DWB are still guiding new
dimension (Shakir & Siddique, 2014). DWB has been a neglected area in
organizational and occupational researches (Farhadi, Omar, Nasir, Zarnaghash &
Salehi, 2015). A study of Bashir et al. (2012) in Pakistani context, has reported that
the response of public employees showed deviant behaviour such as misuse of
time/resources and withdrawal seems to be the record threatening forms in Pakistani
organizations. Another study of Bashir et al. (2011) in Pakistan context has
concluded that public organizations are generally considered as inefficient and public
employees are financially corrupt. However; the causes of DWB remained

unexamined.

These destructive behaviours accompanied by combination of individual and
organizational factors but not come in isolation towards outcome (Kelloway, Francis,
Prosser & Cameron, 2010). Big five personality traits (Abdullah &Maricane, 2016;

Jone & Srivastava, 1999), dark triad personality (Paulhus & Joness, 2011) and



demographic factors (Fahardi et al., 2012) are assumed as individual factors whereas
organizational injustice and abusive supervision are assumed as organizational

factors which predict DWB (Appelbaum et al., 2007; Rogojan, 2009).

There are several factors that may lead to deviant workplace behaviour of employees
in Pakistan (Ahmed, Kiyani & Hashmi, 2013). However, this study focuses on
situational factors such as individual factors, demographic factors and organizational
factors that might affect the behaviour of the employee at workplace (Appelbaum et
al., 2007). DWB is very rampant and cost oriented (Bashir et al., 2012). So it is a key
apprehension for all the organizations and particularly public organizations because
they sustain the cost of deviant and increasing globally (Abdi et al., 2016; Ahmad et

al., 2015; Bashir et al., 2012; Khan et al., 2015; Nasir & Bashir, 2012).

All organizations either public or private, all professions or business and among all
the employees or employers, families and society in general face and sustain the
deviant workplace cost (Khan et al., 2015). It is pertinent to control this type of
behaviour of the employees otherwise organization facing the problem of poor
performance, underutilization of resources and ultimately remain behind the in the
race of development (Abdi et al., 2016; Bashir et al., 2012; Khan et al., 2015; Nasir
& Bashir, 2012) but the causes of deviance remained unexamined (Bashir et al.,

2012).

Earlier studies reported that in developed countries and even United States of
America have experienced DWB (Penney & Spector, 2002). The organizations

sustained heavy cost to manage workplace violence, employees’ theft and for



different types of fraud (Robinson & Greenberg 1998; Buss, 1993; Camara &
Schneider, 1994; McGurn, 1988). DWB is quite prevalent and costly to organization
(Bolton & Grawitch, 2011), just because of teachnology-facilitated deviance and

estimated very higher cost of deviant behaviour (Lim, 2002).

This behaviour is also concluded as unethical behaviour (Jones, 1990) or anti-social
behaviour (Robinson & Greenberg, 1998) and is linked with huge economic, social,
psychological and organizational costs that need to be control (Bashir et al., 2012).
There is a need to control these negative influences on organizations as well as on the
community (Robinson & Greenberg, 1998). This is essential to recognize the factors

that pay to such negative behaviour (Peterson, 2002a).

It has been the great concern of the public organization to address serious problems
of employee’s deviance facing at workplace (Bennett & Robinson, 2003; Henle,
2005). DWB is expansively growing problem which is costly linked to individuals,
workplaces and organizations (Kelloway, 2006). DWB is continuously snowballing
especially in the public sector organizations (Aquino et al., 2004). Financial pressure
is also one of factor that creating workplace deviance behaviour that may be low
purchasing power, burden of taxes etc. external financial pressure such as payment of
debt, drug habit, gambling etc. (Nasir & Bashir, 2012). Fox, Gentry, Mcniar, Patel,
Urban and James (2001) assert that theft caused of economic need deviant behaviour,

unethical, frustration and stress etc.

DWB takes place when behaviour of employee is changed at workplace and become

deviant because of impact of individual and organizational factors (Mcnaiar et al.,



2001). This study focuses on the apprehension of deviant workplace behaviour by
combining both individual and organisational factors base on the social exchange

theory (Zribi & Souai, 2013).

Individual factors are personality traist and characteristics such as big five traits such
as “extra-version”, “agreeableness”, “‘conscientiousness”, neuroticism, and openness
to experiences (Mount, Ilies & Johnson, 2006; Goldberg & Saucier, 1995). These big
five personality traits have been directly associated to number of DWB (Salgado,
2002; Ones, Viswesvaran & Sehmidt, 2003; Cullen & Scaket, 2003). These big five

personality traits are predictors of deviant workplace behaviour (Abdullah &

Maricane, 2016; Bolton & Grawitch, 2011).

Dark triad personality such as machiavellianism, narcissism and psychopathy are
also predicting the relationship to counterproductive behaviour (O’Boyal, Forsyth,
Banks & Mcdanil, 2012). Hence, other individual factor such as as job satisfactions,
resigned satisfaction, job dissatisfaction, job characteristics (Appelbaum et al., 2005)
and other personality traits such as locus of control, emotional intelligence, trait
anger and negative affectively etc. are also predicting the relationship with deviant
workplace behaviour. However, these individual factors and traits are delimiting in
this study due to time constrain (Abdullah & Maricane, 2016; Intan Nurul, Kozakoa,

Safinb & Rahim, 2013).

Secondly, organizational factors such, organizational task, structure and
involvement (Appelbaum et al., 2005), organizational culture (Golden, Fleet &

Griffin  2006), organizational unethical climate, organizational frustration



(Appelbaum et al., 2007), trust unfair offers and reward, unequal treatment (Everton,
Jolton & Mastrangelo, 2007), organizational support, abusive supervision (Tepper,
2000) and organizational injustice are predictors of DWB (Aliasa & Rasdi, 2015).

These organizational factors lead to DWB (Aliasa & Rasdi, 2015).

Hence, this study only focuses on two determinants of organisational factors such as
organizational injustice and abusive supervision as predicator of DWB and delimits

the other organizational factors due to times and another constraint of the study.

The demographic factors contain information about surface level diversity factors
such as gender, age, marital status, education, experience, level of job/rank and
nature of job are presumed as predictors of DWB (Appelbaum et al., 2007; Fardhi et
al., 2015). Demographic factors have also linked in various ways with DWB

(Appelbaum et al., 2007; Fardhi et al., 2015).

Transformational leadership is one of leadership style which is based on ethical
dimensions and morality (Burns, 1978; Daft, 2011). It is reported that leadership has
a direct link with organizational performance (Daft, 2011;Wihler, Frieder, Blickle,
Oerder & Schitte, 2016). Morevoer, Tr.L has moderating effect between the
relationship of individual and organizational factors with DWB (Avilio

&Yammarino, 2013).

The current study focuses on the moderating effect of transformational leadership
between the individual and organizational factors and DWB. Transformational

leadership can bring significant changes in both followers and organization (Wang et



al., 2016). Transformational leadership moderates the outcome of deviant behaviour
(Bass, 1985). Transformational leadership is designated to examine the moderating

effect of individual and organizational factors with DWB (Wihler et al., 2016).

Transformational leadership may improve the moral and ethical maturity level of
their followers (Avolio & Bass, 2002). Transformational leadership style motivates
the employees towards constructive outcome (Avolio & Bass, 2002). Tr. L able to
express the probable ethical value within the organization and inspires the
subordinate act accordingly (Saidon, Galbreath & Whitely 2013). Tr. L is negatively

associated to deviant acts (Hepworth & Towler, 2004).

As for concern of underpinning theories, the present study focuses on supporting
background of the various theories presented by the various researchers such as
social learning theory (SLT), social exchange theory (SET) and breach of
psychological contract theory (BPCT) that help to explain the causes of occurrence
of DWB (Alias et al., 2013; Aliasa & Rasdi, 2015; Mitchell & Ambrose, 2007). On
the bases of SLT, it suggests that people can learn from their experiences and certain
outcome as result of behaviour in which they had engaged (Griffen & Grew, 1996).
SET also introduces the importance of interaction between individual differences and

organizational factors (Henle, 2005).

In addition, psychological contract theory describes that an employee believes in a
basic nous on which he/she got from his/her employer in return of his/her work and
loyalty (Fazzayi & Aslani, 2105; Rousseau,1990; Rousseau & McLean Parks, 1993).

But, breach of psychological contract at workplace may be varying from character to



character (Thomas, Au & Ravlin, 2003). These theories (e.g. social learning, social
exchange and breach of psychological contract) help to explain the supporting

relationship among the implication of the research.

1.3 Problem Statement

DWB is counterproductive behaviour of employees that is prevalent and cost
oriented (Bashir et al., 2012; Bashir et al., 2011). Thus, DWB of employees are
considered an important problem for every workplace in the world (Zaghini, Fida,
Caruso, Kangasniemi & Sili, 2016). DWB is increasing globally among all the
organizations and have become key problem in organizations and require attention to
address to the problem seriously (Javed, Raashid, Amjad, Mudasra, Fageer-Ul-
Ummi, Usman, Yousaf, Bukhari & Rabia, 2014; Zaghini et al., 2016). DWB is most
prevalent in public sector organizations as compared to private sector (Aquin,

Galperin & Bennett, 2004).

DWB is behavior of employee that violates the norms and standards of organization
(Nirankari & Seth, 2015). Public sector organizations are facing one of the most
serious problems of DWB in Pakistan (Bashir et al., 2017; Shaheen et al., 2017).
DWB has prominent effects on the employees as well as on the organization
(Fagbohungbe, Akinbode & Ayodeji, 2012) and threatening to the well-being of the

other employees and the organization (Edralin, 2015; Fagbohungbe et al., 2012).

In Pakistan the whole system of public administration is generally based on different
types of discrimination (Nadeem et al., 2015; Shaheen et al., 2017). It breads unrest
in the society, favoritism is very usual in public organizations and it exists

everywhere (Nadeem et al., 2015; Yousaf et al., 2014). An evidently distinct working

10



environment prevails on the basis of un-standardized operational procedures,
organizational injustice, partial treatment and political pressure seems enormously

rooted in public sector organizations of Pakistan (Shahid & Ahmad, 2016).

Clashes occur in organizations because of favoritism, nepotism and cronyism
(Shaheen et al., 2017) employees become disappointed (Ozler & Buyukarslan, 2011)
and cause of violence at workplace (Bashir et al., 2012; Nadeem et al., 2014). In
addition, behaviour of the bureaucracy creates a gap between public employees and
organization resultantly lowers the morale and commitment of employees (Jellinek &
Ahearne, 2006) which is very critical towards the organizational performance and
effectiveness of the public organization (Navins-Bennett, 2016). Ultimately, it

encourages deviant workplace behaviour (Jellinek & Ahearne, 2006).

DWB increases when employees perceived injustice and cynicism from the
organization (Ahmed, Kiyani & Hashmi, 2013; Shaheen et al., 2017) and becomes an
increasing problem of organizations (Javed et al., 2014; Zaghini et al., 2016). In
addition, job stress and excessive work-load, family to work conflict give rise to an
intolerant behaviour (Radzali, Ahmad, Zoharah & Omar, 2013). This type of

behaviour is called DWB (Javed et al., 2014).

There are a number of breaking stories reported in Pakistan regarding workplace
deviance like illegal activity, bribery/kickback/corruption (Bashir et al., 2012), abuse
against others/bullying fraud, cyber loafing and sexual harassment etc (Lim, 2002;
Spector et al., 2006). Moreover, misuse of the organization’s internet or cyber
loafing are various types of DWB reported in print and electronic media on every

11



day among the office bearer of public sector organizations in Pakistan (Bashir et al.,

2012; Lim, 2002; Nasir & Bashir, 2012: Shaheen et al., 2017).

The issue of DWB has been highlighted in the print and digital media. However, the
studies on the area of DWB are still limited in Pakistan (Bshir et al., 2012; Shaheen
et al., 2017) and in the Asian context (Smithikrai, 2008). The prevalence of deviant
workplace behaviour in public organisation could be detrimental and harmful to the
government and the public (Birson, 2010; Estes & Wang, 2008; Shaheen et al.,

2017).

DWB is the behavioural problem in varying organization and exists and practiced in
almost in every organisation (Abdullah & Maricane, 2016). DWB be a prodigious
threat to the organizations which can harm the organizational performance (Baig &
Ullah, 2017). The health of Pakistani public sector is declining owing to undesirable
DWB (Bashir et al.,, 2012). In pakistan, all the organizations have major
apprehension to control the prevalent cost of deviant behavior (Bashir et al., 2012).
Step should be taken to control these destructive behaviours otherwise they will eat

away the public organization like “termites” (Nasir & Bashir, 2012).

Pakistani public organizations are facing number of problems (Dar, 2017). However,
DWB is the key problem commonly challenged by almost of all the public
organizations, likes the other under developed and developing countries of the world
(Bashir et al., 2012). DWB is costly phenomenon which picnic basket the

organizational productivity (Shaheen et al., 2017).

12



These public sector organizations have distinct typical style of working, injustice in
organization, favoritism, nepotism and intensifying political interference (Bashir et
al., 2012; Shaheen et al., 2017) and ineffective monitoring, week internal control
systems as well as loose administration of public organizations are the major factors
of DWB. These factors can lead towards poor performance at individual and
organizational level and generate several problems such as job dissatisfaction and
lower work motivation (Yousaf et al, 2014) and financial pressure (Nasir & Bashir,

2012).

The studies of various earlier researchers identify the causes of low motivation of
public employees that leads to DWB (Nasir & Bashir, 2012). The whole machinery
of government of Pakistan is the best example of bad governance and poor
performance (Yousaf et al., 2014). Employees of the public organizations are sally
looting the public organization due to overstaffing and poor performance (Yousaf et
al., 2014). The infrastructure of administration create itself problem of deviant
behaviour in Pakistan (Yousaf et al., 2014). DWB happened in many organizations

due to various reasons (Abdullah & Marican, 2014).

In Pakistan, the problem of DWB is arising due to weak culture of public sector
organizations (Bashir et al., 2012; Erez & Gati, 2004). It is the dire need of every
organization even working in public or private sector of devolving countries like
Pakistan to eliminate the problem of DWB (Nasir & Bashir, 2012). An appropriate
attention is necessary to solve the problem of DWB otherwise, this problem brings
harmful effects on the organizations, economically and socially (Abdullah &

Marican, 2014).
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Tablel.1

Deviant Workplace Behaviour (DWB) at Glance

Source of Information

Cost of Deviance Workplace Behaviour

Alam ( 2015)

Alisas, Rasdi, Ismail & Samah
(2013)

Appellbaum,Semerjian and Mohan
(2012)

Bolton and Grawitch (2011)

Chen (2015)

Chappell and Martino (2006)

Fagbohungbe et al. (2012)

Goh (2009)

Jacobson (2009)

Lim and Chen (2012)

Malisetley and Kumari (2016)

In Pakistan one Public officer is accused of
corruption in the rupees 42 billion equal to
US $420 million (Express tribune 2014).

In Malaysia, 71 percent respondents
reported to workplace incivility.

Almost 1.7 million Americans and 11
percent British employees experienced
different type of bullying at workplace.

33.75 percent of all employees involved in
some type of deviant behaviour.

Estimated U$ 2.9 trillion annual losses as a
result of fraudulent activity.

In Australia, employers sustained estimated
costs between 6 to 13 billion Australian
dollars per year because of theft and
bullying.

In Nageria, 75 percent of employees engaged
in unethical behaviors i.e. theft, damaging
equipments, fraud, aggressive behaviors etc.

In US estimated $300 billion loss sustained
annually because of employees absenteeism,
theft and diminish productivity etc.

In United States suffers nearly $4.2 billion
due to workplace violence and

$200 billion annually due to employees theft
and $5.3 million suffering due to the absuse
of internet.

In United Kingdom employees spent about
40 percent of their time on cyber loafing and
businesses incurred cost of £154 million per
year.

In India 1.7 million experienced rough
exploitation at workplace annualy.
12 percent of employees in IT sector reported
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having been tormented at workplace in the
earlier six months of a year and sustained
loss of estimated $15.1 billion per year.

e U.S retailers lose $15.1 billion annually in
Muafi (2011) internal theft.

e In UK nearly 11precent of British employees
reported having been bullied at workplace in
the prior 6 months and

e In Australia, cost an average of $2.1 million
incurred on account of fraud committed
employees.

Pizzino (2002) ¢ In Canada and U.S., Surveys reported that 69
percent of Public employees experienced
some form of workplace deviance.

e Estimated annual revenue loss due to theft at

Schmidtke (2007) workplace is as $600 billion and growing
upward.

e Over 1,000 customers lost their services due

Settler (2017) cited the report of to employee sabotage and sustain estimated
Verizon April 2016 annual costs of $4.2 to $120 billion because
of sabotage.

e In United States reported that businesses

impacted by employee’s theft lost an average
of $1.13 million in 2016.

Hiscox Embezzlement Study (2017)

Source: Synthesized by the Researcher

1.4 Research Questions
On the basis of problem given in problem statement and gaps identified, the present
study addresses the following research questions and finds out answers of these
questions.
1. What is the level of deviant workplace behaviour in Pakistani public sector
organizations?
2. How do the demographic factors contribute to deviant workplace behaviour

in Pakistani public organizations?
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3. How do individual factors that big five personality traits and dark triad
personality contribute to deviant workplace behaviour in Pakistani public
sector organizations?

4. How do the organizational factors such as organisational injustice and
abusive supervision contribute to deviant workplace behaviour in Pakistani
public sector organizations?

5. What is relationship between the transformational leadership and deviant
workplace behaviour?

6. How does transformational leadership moderate the effects among the
individual and organizational factors with deviant workplace behaviour in

public sector organizations?

1.5 Research Objectives
This research would answer the above questions related to the problem through
following goals and objectives of the current study;

1. To identify the level of deviant behaviour at workplace in Pakistani public
sector organizations.

2. To investigate the relationship between the demographic factors with deviant
workplace behaviour in public sector organizations.

3. To eamine the relationship between the individual factors that is big five
personality trait and dark triad personality with deviant workplace behaviour
in public sector organizations.

4. To investigate the relationship between the organizational factors that
organisational injustice and abusive supervision with deviant workplace

behaviour in public sector organizations.

16



5. To determine the relationship between transformational leadership and
deviant workplace behaviour.

6. To determine the moderate effect of transformational leadership on the
relationship among individual and organizational factors with deviant

workplace behaviour in public sector organizations.

1.6 Significance of the Study

This study has number of significance contributions such as theoretical, practical and
methodological contribution. The present study would also contribute theoretical,
practical and methodological. The outcome of this study is to provide significant
theoretical contribution in literature particularly in the area of impact of individual
and organizational factors on DWB and moderating effect of transformational
leadership between individual and organizational factors and DWB. Practical
contribution will help to guide Pakistani public organizations to develop mechanism
to control high prevalence jeopardy and common risk of deviance in the public sector

organizations.

Despite, a large number and various contributions have been paid in research by the
researcher of management, psychology, industrial psychology, organizational
behaviour, human resource management, human behaviour, public management and
public administration subjects especially in the area of DWB. This might be the first
study in Pakistani context to investigate impact of factors contributing to deviant
workplace behaviour with the support of social learning theory, social exchange

theory and psychological breach contract theory.
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1.6.1 Theoretical Significance

The present study will contribute to new knowledge from application of social
learning theory (SLT), social exchange theory (SET) and breach of psychological
contract theory (BPCT) on DWB and effect of individual factors that big five
personality trait, and dark triad personality (DT) and demographic factors as well as
organizational factors such as organizational injustice and abusive supervision on

deviant workplace behaviour in terms of Pakistani public sector organizations.

This contribution also enhances understanding the concepts of deviant workplace
behaviour of employees and moderating effect of transformational leadership on the
relationship among individual and organisational factors with deviant workplace
behaviour in public sector organizations among the executive, managers, researchers
and practitioners.The present study will also help to explain the causes for happening
and occurrence of deviant workplace behaviour in Pakistani public sector
organizations at broader level. It also guides how to develop mechanism to control
high prevalence jeopardy and common risk of deviance in public organizations. This
study strives for deeper understanding of deviant workplace phenomenon as it also

contributes to the trait literature.

The study will broaden our understanding of employee’s outcome in the proposed
model the moderating effect of transformational leadership relationship between
individual and organisational factors and deviant workplace behaviour. This model
will contribute the moderating effect of transformational leadership between factors

and DWB. This has come in new contribution in knowledge that the concept of
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deviant behaviour has been evolved and developed with contributions from scholars

in a multiplicity of academic disciplines in the social and behavioural sciences.

1.6.2 Practical Significance

It is anticipated that proposed study moderating effect of transformational leadership
on the relationship between individual and organisational factors with deviant
workplace behaviour that will address the negative or de-motivated behaviour of
employees. It addres the issues of deviance such as red tape, negative behaviour and
job dissatisfaction, deviant workplace behaviour and corruption of employees. It also
may lead public sector organizations to enhance the performance of employees as

well as organization outcome.

The outcome of the study will help the public organization to reshape the behaviour
of their workers at workplace to improve the efficiency of employees and
effectiveness of management. Thus it might help the leadership in tumbling the
destructive behaviour of the employees and generate atmosphere that will bolster the

productive behavioural outcomes (Narayanan & Murphy, 2017).

Furthermore, by highlighting the impact of bright and dark sides of workplace
behaviour of employees in public sector organizations on job satisfaction,
organizational commitment and performance. It can help the public sector
organizations in trying to sought out the negative factors of employees that is
corruption and workplace deviance etc. The results can also be helpful for making

new policies to control DWB. In terms of practical contributions and implications on
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deviant workplace behaviour are in a non-western context embrace to the literature

(Mazi & Alias, 2015).

This research can also be practically beneficial for the policy makers, heads,
managers and administrators as well as supervisors in the public sector organization
to develop appropriate performance strategies to make the employees more

productive and efficient to get maximum performance.

It is progressively important to leaders, executives and administrators and to research
scholars to prevent or control deviant workplace behaviour for good reasons
(Robinson & O’Leary-Kelly, 1998). In addition, this will help to control the
consequences of deviant workplace behaviour such as absenteeism, job
dissatisfaction, de-motivation and decrease in organizational commitment of

employees at workplace (Bashir et al., 2012; Nasir & Bashir, 2012).

The present study will also guide to the public organizations how can they
implemented sustainable human resources policies and practices to contribute higher
productivity of public employees and control deviance act of employees. In return
this will enhance the public service delivery system without jeopardizing the
stakeholder’ interest. Secondly, this study is going to serve the practitioners,
manager, recruiters, to enhance their understanding about an employee’s behaviour
and its importance in organizational context. It also helps to develop mechanism to
control deviant workplace behaviour, abusive supervision and organisational
injustice in the organisation. The researchers and practitioners will gain useful

information in this context through the out come of this study.
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1.6.3 Methodological Significance

Results of the study will contribute various methodological suggestions and
implications. Methodological contributions lie in assessing the criterion variables
using situation specific measure, specifically, in attempt to fill a methodological gap
as suggested by Bowling and Gruys (2010). Review of the present study will show
the partial least square structural equation modeling (PLS-SEM) has become an
increasingly contributed applied multivariate analysis technique and methods in

organisational investigation (Hair, Sarstedt, Pieper & Ringle's, 2012).

Secondly, the present study will have assessed workplace deviance constructs based
on the job-relevant behaviours identified by the subject matter experts (SMES) such

as job incumbents or immediate supervisors (Bowling & Gruys, 2010).

Thirdly, according to Bennett and Robinsons (2000) proposed methodology will
analysis to generic workplace deviance measure and added relevant items in order to
really capture the degree to which deviant behaviours occurs in the context of the
study (Bowling & Gruys, 2010; Cook & Campbell, 1979). By adding the relevant

items and removing the irrelevant ones from the original scale.

The fourth, it is also anticipated with the help of methodology uses in this study
refined & purified and tested the measure of deviance workplace behaviour in
Pakistan, which is different for culture from the setting in which this measure was
initially developed. The fifth, another methodological contribution of this study is
related to use Smart PLS path modelling help to measure the psychometric properties

of each latent variable (Hair et al., 2012).
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1.7 Scope of the Study

Scope of the present study is to identify the factors that may cause deviant workplace
behaviour from previous literature as well as through the outcome of responses of
survey questionnaire and to describe their impact on outcome. It will cover the link
between DWB of employees working under the different public organizations culture
and evaluate the moderating effect of transformational leadership to curb the deviant
workplace behaviour in public organisations. The current study covers on the area of
DWB of employees of various public sector organizations of Pakistan before go
ahead to determine the scope of study. It is necessary to build understating of

different sector of the economy such as private and public sector.

In all over the world, there are two sectors of each economy such as private sector
and public sector. Private sector works for personal interest and private organizations
are owned and run by private business men, they invest capital to make money and
profit. Private organizations don’t take risky ventures or those where having a chance
of low margin of profit. The main objective of private sector is to earn maximum
profit. In addition, private sector focuses on the individual performance towards
output contribution and determines their remuneration and benefits according to their

performance/output.

On contrary, it is common understanding that public organizations provide services
to the citizen irrespective of the ability of individual to pay. These public
organizations controlled, managed and operated by civil servants, government

personnel and public employees and only established to provide services to her
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citizen. The main objective and goal of these public sector organizations have to

work for the welfare of the nation and not seeking to earn profit.

But, unfortunately the performance of public sector employees is under question in
developed, developing and under developed countries (Abdi et al., 2016; Bashir et
al., 2012; Khan et al., 2015; Nasir & Bashir, 2012). Whereas in private sector,
employees are more productive as compared to public sector employees. One cause
of poor performance of employees is a deviant workplace behaviour that practically
diminishing the performance of employees of public sector organizations (Abdi et

al., 2016; Bashir et al., 2012; Khan et al., 2015; Nasir & Bashir, 2012).

In Pakistan, public sector organizations are trapped in serious problems at workplace
and deserve to help them to seek out their problem and diagnose the deviant
workplace behaviour (Bashir et al., 2012). This is a basic reason to carry out this
study and focuses on public sector organizations working under the umbrella of
different type of education and training organisations of public sector. However, this
study focuses those public sector organizations that are working in education and
training sector and owned by the Government of the Punjab, Pakistan and their

operational network is spread over throughout the province of Punjab, Pakistan.

The detail of these public sector organizations from the population of this research
got are as University of the Punjab, Lahore, Government College University,
Lahore, University of Education, Lahore, University of Health Sciences, Lahore,
King Edward Medical University Lahore, Fatima Jinnah Medical University, Lahore,

University of Veterinary and Animal Sciences, Lahore, University of Engineering
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and Technology, Lahore, Punjab, Educational Endowment Fund (PEEF) Lahore,
Punjab Education Foundation, Lahore, Punjab Board of Technical Education,
Lahore, Punjab Text Book Board and Curriculum Authority, Lahore, Punjab
Examination Board, Lahore, National Educational Equipment Centre Lahore, Board
of Intermediate and Secondary Education, Lahore, Punjab Skills Development Fund
Lahore, Punjab Technical and Vocational Training authority Lahore, Punjab

Vocational Council, Lahore.

The basic reason to conduct this study in the public organizations of Punjab province
of Pakistan is that these organizations have unique operation and mostly cover
geographical territory of the province the Punjab but their head offices are based in
Lahore provincial capital of Punjab, Pakistan. Moreover, these organizations are
autonomous or independent to develop and implement their own HR practices and
policies such as recruitment and selection, compensation, performance and appraisal
and measurement, training and development, and career growth of employees etc. to

discourage the DWB and may be implemented the recommendations of this study.

In addition, the present study focuses only public sector organizations associated to
education and training of the Government of the Punjab, Pakistan and delimit the
private organizations because the development of any country depends upon the
education and training system of that country. This research focuses on investigate
the deviant behaviour of employees at workplace in education and training sector of
the Government of the Punjab, Pakistan. Because the number of scholars have
investigated the deviance behaviour of teachers working in schools and in

universities.
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However, ignored to investigate the behaviour of employees whose are working in
administration or in establishment as supporting and administrative staff or
employees of public sector education and training organizations. This study also
focuses to analysis the moderating effect of transformational leadership on the
relationship of individual and organisational factors and DWB in public

organisations of Pakistan.

A gquantitative self-administrated questionnaire was used to collect information from
respondents from twenty selected public sector organizations of the Government of
the Punjab, Pakistan. The data collected through questionnaire containing
information of the dimension of DWB and DWB as dependent variable and
demographic, individual and organizational factors as independent variables and
transformational leadership as moderatoring variable would be analysed by using

SPSS-21 and Smart PLS.3 package for structural equation model (SEM) technique.

1.8 Conceptual Definitions of Key Terms
Conceptual definitions are elaborated below on the basis of literature review of the
earlier studies, especially in the area of deviant workplace behaviour cover different

aspect and allied areas.

1.8.1 Deviant Workplace Behaviour

DWB refers to voluntary behaviour of individual that violates significant
organizational norms and in so doing threatens the well beings of an organization, its
members or both (Robinson & Bennett, 1995) and violate the norms and rules and

regulations of organization by individual at workplace (Satpathy et al., 2016).
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DWB refer to abuse/bullying as “harmful behaviours toward co-workers, physically
or psychologically through making threats, nasty comments, ignoring the person or
undermining the person’s ability”, production deviance; “purposeful failure to
perform job tasks effectively”, sabotage; “defacing or destroying physical property
belonging to the employer or others at work place”. Theft: “Stealing or looting from
employer or co-workers”, withdrawal; “restricting working time to less than is
required by the organization” (Spector & Fox, 2005). Kickback/corruption;
“deviating from formal job duties to get unlawfully aiding from person or
manipulating decision in his/her favour who pays bribes/ kickbacks” (McKinney &

Moore, 2008).

1.8.2 Demographic Factors

Demographic factors such as gender, marital status, age, education, experience and
tenure, level of job or rank and nature of employment are relevant to deviant
workplace behaviour and influence the behaviour of individual at workplace (Fardhi

et al., 2015) and significantly related to DWB (Kumi, 2013).

1.8.2.1 Gender

The gender is the differences between male and female that creates deviance but
difference in deviance act at workplace i.e. females are more ethical as compared to
males (O’Fallon & Butterfieled, 2005). In addition, females are less engaged in
aggressive behaviour than the male (Appelbaum et al., 2007). Gender difference also
affects the performance of the organizations. Gender is predictor of DWB (Farhadi et

al., 2012; Fardhi et al., 2015; Kumi, 2013).
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1.8.2.2 Marital Status

The marital status is generating the difference of individual behaviour on the basis
of married and unmarried status (Farhadi et al., 2012). Married employees are more
responsible as compared to unmarried. Married employees are less indulging in
deviance activities at workplace (Kumi, 2013). Marital status of individual can be
used as predictor of deviance behaviour of employee at workplace (Farhadi et al.,

2012; Farhadi et al., 2015; Kumi, 2013).

1.8.2.3 Age

The age of the individual is predicted to passively associate with deviant workplace
behaviour (Appelbaum et al., 2005). Younger employees are less honest as compared
to elders (Appelbaum et al., 2007). Age is most powerful predictor of workplace
deviance (Fardhi et al., 2015). Age of individual is prominent feature of demographic
factors that may affect the behaviour of employee at workplace (Farhadi et al., 2012;

Farhadi et al., 2015; Kumi, 2013).

1.8.2.4 Education

The level of education of an individual plays a vital role in the shaping the behaviour
of employee at workplace (Farhadi et al., 2015). Those who have high level of
education are less likely to indulge in deviance act as compared to individuals who
possess low level of education (Farhadi et al., 2012; Farhadi et al., 2015; Kumi, 2013

Vansandt et al., 2006).
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1.8.2.5 Experience

The experience of an individual also plays a vital role in shaping the behaviour of
employee at workplace. Those who possess good experience level are less likely
indulge in deviance act as compared to individuals who possess less experience.
Experienced individual always try to reflect ethical decision making (Baharom et al.,
2017). Experienced and seasoned employees also source of motivation as compared
to less experienced or inexperienced. The experience of the employee is also the

predictor of DWB (Kumi, 2013).

1.8.2.6 Tenure

The tenure of an individual also plays a main role in shaping the behaviour of
employee at workplace. Those who have longer stay in organization less likely
indulge in deviance act (Baharom et al., 2017). Tenure of the employee also predicts

the deviant workplace behaviour of the employee (Fardhi et al., 2015; Kumi, 2013).

1.8.2.7 Level of Job/Rank /Position

The different level of job or rank of an individual also plays a fundamental role in
shaping the behaviour of employee at workplace. Those who have high level of job
exhibit high ethical decision making as compared to low level job holder or low rank

in organization (Baharom et al., 2017; Farhadi et al., 2015).

1.8.2.8 Nature of Job/Employment

The nature of job/employment such as permanent, on contract or on daily wage bases

plays a vital role in shaping the behaviour of employee at workplace in public
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organizations. Nature of job such as permanent, on contract or on workcharge bases

in public organization is also the predictor of DWB (Baharom et al., 2017).

1.8.3 Individual Factors

Individual factors are personality characteristics and traits consisting of thousands of
personality traits (Goldberg, 1971) but context to this study identified most widely
acceptable big five personality traits “extraversion, agreeableness, conscientiousness,
neuroticism and openness to experience” (Mount et al., 2006) and dark triad
personality (e.g. Machiavellianism, narcissism and psychopathy) (Smith &
Lilienfeld, 2013). These individual factors have direct effect on the behaviour of the

employees at workplace and predictors of DWB (Zhao, Zhang & X U, 2016).

1.8.3.1 Big Five Personality Traits

The five dimensions in big five traits can be explained below to conceptualize the
concepts of each dimension of personality trait such as extraversion, agreeableness,
conscientiousness, neuroticism, openness to experiences are predictor of deviance
workplace behaviour. Extraversion indicates “an energetic and spirited approach
towards the material and social words” (John & Srivastava, 1999). Agreeableness is
described as “a prosaically and communal orientation towards others with
antagonism” (John & Srivastava, 1999). Conscientiousness can be defined as
“socially prescribed impulse control that facilitates task and goal directed behaviour”
(John & Srivastava, 1999). Neuroticism means “emotional stability and even-
temperedness with negative emotionality” (John & Srivastava, 1999). Openness to
experiences may be defined as “the breath, depth, originality, and complexity of

individual’s mental and experience life” (John & Srivastava, 1999).
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1.8.3.2 Dark Triad Personality

Eminent Psychologist Cohen (2015) cited Smith and Lilienfeld, (2013) and indicates
that the dark triad is a “constellation of three theoretically separable, albeit
empirically overlapping, personality constructs that are typically constructed as
interpersonally maladaptive, Machiavellianism, narcissism and psychopathy.”
Paulhus and Williams (2002) named these three traits as dark triad as “individuals
with these traits share a tendency to be callous, selfish, and malevolent in their
interpersonal dealings”. Dark triad personality traits i.e. Machiavellianism,
narcissism and psychopathy may predict deviant misbehaviour of the employee at

workplace (O’Boyle, Jr., Forsyth Bank & McDaniel, 2012).

Dark triad personality focuses on pathologies characterized by motives to elevate the
self and harm others (Paulhus & Williams, 2002). Machiavellianism is the first
component of drak traid of personality (O’Boyle et al., 2012). Furnham, Richards
and Paulhus (2013) describe machiavellianism as “people who score high on this
trait are cynical (in an amoral self-interest sense, not in a doubtful or skeptical sense),
unprincipled, believe in interpersonal manipulation as the key for life success, and

behave accordingly”.

The second component of dark triad of personality is narcissism (O’Boyle et al.,
2012). Corry, Merritt, Mrug, and Pamp (2008) defined narcissism as “Individuals
who score high on narcissism display grandiosity, entitlement, dominance and
superiority”. The third component of dark triad is psychopathy (O’Boyle et al.,
2012). Dark triad personality could guess bribe-offering intention behaviour of

employees at workplace (Zhao, Zhang & X U, 2016).
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1.8.4 Organizational Factors

Organizational deviance caused by various organizational variables (Robbins &
Benett, 1995) such as organizational injustic (Ol) and abusive supervision (AS).
These factors are predictors of DWB. These organizational factors such as

organisational injustice and abusive supervision elaborated in next two sections.

1.8.4.1 Organizational Injustice

Organizational injustice (OI) defines in two ways such as distributive injustic and
procedural injustice (Greenberg, 2006). In distributive injustice people perceive that
they are not treated well with comparison to their work contribution by their
organisations. Moreover, procedural injustic is employee’s belief that measures are
being used to define output unjust (Greenbreg, 2006). These perceptions as well as
belief of employees about organizational injustice influence on employee
performance negatively (Siers, 2007). The perception of Ol directly influence on
employee’s behaviour (Ambrose, Seabright & Schminke, 2002). When employees
perceived that the employer dealt the subordinate with discrimination or on the basis
of liking and disliking; the employee reacts in positive tendency in deviance

(Ambrose et al., 2002).

1.8.4.2 Abusive Supervision

Abusive supervision refers to perception of employees about their supervisor non
physical and unfriendly behaviour towards their subordination (Kennedy, Homant &
Homant, 2004). Abusive supervision influences the behaviour of employee at

workplace (Milam, Spitzmueller & Penney, 2009). Abusive supervision covers
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several behavioural ranges of acts from major to minor behaviour of supervisor at
workplace deviance (Tepper, 2007). Abusive Supervision is a study of behaviors of
dark side of leadership (Martinko, Harvey, Brees & Mackey, 2013) and harmful for
the productivity and effectiveness of the organization (Tepper, Duffy, Henle &

Lambert, 2006).

1.8.5 Transformational Leadership

Transformational leadership is a style of leadership in which leader encourages
ethical act in organizational culture (Daft, 2011). The leader transfers the values to
the led and acts as role model and tries to induce employees to commit themselves
ethical acts in the organization and promotes creativity (Uusi-Kakkuri, 2017).
Leaders usually influence on internal factors of the organization such as culture and
climate, vision and strategy (Daft, 2011). In the words of Burns (1978) “transforming
leadership is a process in which leaders and followers help each other to advance to a
higher level of morale and motivation". Transformational leadership is the
extraordinary form of leadership that raises the morality, ethics and values of both

the leader as well as the followers (Pradhan & Pradhan, 2014).

1.8.6 Public Organizations

Public organizations are autonomous bodies, special institutions and universities
linked with education sector of the province of the Punjab of Pakistan and owned by
the Government of the Punjab, Pakistan and their having operation throughout the

Punjab province and make their policies independently and implement accordingly.
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1.9 Operational Definitions
In order to operationalize the study, the following definitions of variables of the

study have been described below one by one.

1.9.1 Deviant Workplace Behaviour

In this study, the research will focus on the seven dimensions of DWB such as
bullying or abuse against others, sabotage, withdrawal, production deviance, theft,
misuse of resources and times and corruption/ kickback are measured at five Likert
scale by using instrument of Spector et al. (2006) and modified by Nasir and Bashir
(2012) contain the questions i.e. “do you think that employees in your organization,
purposely waste organization material/supplies” (Spector et al., 2006). “Most of the
employees in my organization, come work to late  without permission,
(withdrawal)”, “purposely did your work incorrectly”, production deviance, Spector
et al. (2006) and modified by Nasir and Bashir (2012), “I have seen many employees
in my organization: stealing something belonging organization” (Spector et al.,
2006), “I have observed employees in my organization conducting personal business
during official timings”, misuse of time and resources (Bashir et al., 2012),
employees in this organization; “deviate formal job responsibilities for

Kickbacks”(Spector et al., 2006; Bashir et al., 2012).

1.9.2 Demographic Factors

Demographic factors are considered as independent variable to examine the impact
on deviant workplace behaviour caused by the demographic factors such as gender,
marital status, age, education, tenure, experience, level of job and nature of job. This

is examined with the help of nominal questionnaire containing one to eight questions
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related to demographic difference between gender as male and female, marital status

as married and unmarried and what is the level of education and experience etc.

The first question of demographic factors is gender that contain two options such as
male and female. The second question of demographic factor is related to martial
status of employee that containted two options such as married and umarried. The
third question of demographic information is related to level of formal of education
of employee that containted six options such as “less than Graduation,

Graduation/Degree, Master degree, M. Phil or other (name please”).

The fourth question of demographic information was regarding the age of employee
that was divided in to four options such as less than twenty-five years, twenty-six to
thirty years, thirty-one to thirty-five years, thirty-six to forty years, forty-one to forty-
five and above forty-five years. The fifth question of demographic information was
regarding work experience of employee in total (“How many years’ experience does

you have total? -------------- years”).

The sixth question of demographic factor was working experience current
organisation (“From how many years you are working in the current organisation-----
-years”). The seventh question related to level of the job/rank of the employee in
organisation. Three options were given to respondent such as top level, middle level
and lower level. The last question of demographic factor was related to nature of job
of employee. This question contained three options such as permanent, on contract or

on work charge basis.
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1.9.3 Individual Factors

The study examines the impact of individual factors on deviant workplace behaviour
as independent variables and the individual factor contain two dimensions which are

big five personality traits and dark triad personality. Theses can be explained below:

1.9.3.1 Big Five Personality Traits

The first dimension of individual factor is big five personality traits and the second,
dark triad of personality. The big five personality traits are measured at five Likert
scales such as strongly disagree to strongly agree through the big five inventory
(BF1) scale developed by John and Srivasatava, (1999). The extraversion is measured
as “I see myself as someone who”: is talkative. Agreeableness is measured “Tends
to find fault with others” (R), conscientiousness is measured “does a thorough job”,
neuroticism is measured “Is depressed blue” and openness is measured “Is original

comes with new ideas” (An & Wang, 2016).

1.9.3.2 Dark Triad Personality

The second dimension of individual factor dark triad personality is measured with
three characteristics subscale through instrument developed by Paulhus and Jones
(2011) at five Likert scale strongly disagree to strongly agree. The Machiavellianism
IS measured “It’s not wise to tell your secrets” and “It like to use clever manipulation
to get my way”, Narcissism is measured “people see me as natural leader” and

Psychopathy is measured “I like to get revenge on authorities”.
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1.9.4 Organizational Factors

To judge the impact of organizational factors on DWB, the two-dimension
organizational injustice and abusive supervision are measured at five-point Likert

scale.

1.9.4.1 Organizational Injustice

The first dimension of organizational factors, organizational injustice is measured
with the help of instrument developed by Hodson et al. (1994) that consists of five
subscales with options such as strongly disagree, somewhat disagree, neutral,
somewhat agree and strongly agree. The instrument contains such type of question

“some people receive special treatment because they are friendly with supervisor”.

1.9.4.2 Abusive Supervision

The second dimension of organisational factors is abusive supervision which is
measured with instrument developed by Tepper, (2000) consist of 15 subscales at
five-point Likert scale i.e. strongly disagree to strongly agree and The instrument
contain such type of questions, “Ridicules me”, “Tells me my thoughts or feelings

are stupid,”

1.9.5 Transformational Leadership

Transformational leadership is operationalized to judge the moderating effect of
transformational leadership on relationship of individual and organizational factors
through the instrument leadership version of Multifactor Leadership Questionnaire

(MQL) (Avolio & Bass, 1999; Bass, 1985).
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The instrument is consisting of 20 subscales at five point Likert scale (1-5 strongly
disagree to strongly agree) to investigate the such type of questions such as “My boss
provides me with assistance in exchange for efforts”, “My boss re-examines critical
assumptions to question whether they are appropriate”, and My boss demonstrate

that problems must become chronic before taking action”.

1.10 Public Organizations

Twenty public organizations such as autonomous bodies, special institutions and
attached departments linked with education amd training sector of the province of the
Punjab of Pakistan and owned by the government of the Punjab, Pakistan having

operation throughout Punjab province were selected to examine this study.

1.11 Organization of the Thesis
The present thesis is arranged into five chapters and a brief picture for each chapter

given below as: -

Chapter 1: Introduction

Chapter one of this thesis has explained the research blueprint through the gap
identification from existing body of literature. Introduction of the chapter,
background of the study, problem statement followed by research questions and
objectives of the study have been discussed and enlisted. After exploring the
significance (theoretical, practical and methodological contribution), scope of the
study, the chapter also includes the conceptual and operational definitions of key

terms involved in the study and organization of thesis and summary of the chapter.
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Chapter 2: Literature Review

Chapter two discusses the review of literature regarding dimensions of deviant
workplace behaviour individual and organisational factors and moderating impact of
transformational leadership. The main objective of the chapter is reviewing empirical
research studies that will provide the bases to formulate the framework and research
hypotheses of the study, summary of the hypotheses and finally this chapter closed

with a summary of the chapter.

Chapter 3: Research Methodology

Chapter three is about the research methodology adopted in this study; firstly, it
provides discussion on research philosophy, research design, pilot study, research
approach, research methodology, population, sample size, sampling technique, data
collection methods, questionnaire measurement and instrument, data analysis
techniques, structural equation modelling, hypothesis testing, reliability and validity
of results and ethical considerations. This chapter identifies the overall research plan
for answering the research questions. Finally, the chapter concludes with a summary

at the end.

Chapter 4: Findings

Chapter four has been designed to describe the results and findings obtained through
the instrument of the study, to test the response rate, data screening, descriptive
analysis of demographics factors, descriptive analysis of the latent variable construct,
test of hypotheses of the study, answer the research questions, present and describe
the findings obtained through different statistical techniques. Statistical results of the

research are discussed in this chapter and also help in drawing up summary of testing
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of hypothesis and the summary of the chapter for final conclusions regarding

research questions and objectives of the research.

Chapter 5: Discussion and Conclusion

Chapter five discusses the findings and results in relation to the existing literature on
transformational leadership, demographic, individual, organizational factors and
workplace deviant behaviour in general and with reference to the Pakistani public
organization in specific. The discussion leads to a building of recommendations for
future studies and contributions for theory and practice. Finally, this chapter presents
a summary of findings of the study and its contributions to the body of knowledge.
This chapter also discusses the limitations of the present study and avenues of

research for the upcoming researchers.

1.12 Summary

The first chapter of present study is started with the introduction of the study,
background of the study, problem statement of the study, research questions,
research objectives, and significance of the study, conceptual definitions of key terms
and operational definition of variables involved in study and organisation of thesis

and close with summary.

The next chapter will discuss the literature review of present study.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

In order to examine the impact of individual, demographic and organizational factors
on DWB and moderating effect of transformational leadership between individual
and organizational factors and DWB. There is a dire need to review the literature of
the study focuses on deviant workplace behaviour such as bullying or abuse against
other, withdrawal, production deviance, theft, sabotage, misuse of time and resources
and kickback etc. Impact of individual factors that are five personality trait and dark
triad personality as well as organizational factors that are organizational injustice and

abusive supervision and DWB.

Underpinning theories that can support the research model such as social learning
theory (SLT), social exchange theory (SET), breach of psychological contract theory
(BPCT) and conceptual framework containing the relationship among dependent
variable, independent variable and moderating variable such as relationship among
deviant workplace behaviour, individual, demographic and organizational factors as

well as transformational leadership in the public sector organizations.
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2.2 Deviant Workplace Behaviour

DWB of employee is directly harmful to the organization (O’Boyle et al., 2011) and
to other employees in the organization (Kanten & Ulker, 2013). Individual who enter
in organizations to work have the potential to display this destructive behaviour in
several categories namely minor and major deviance (Griffin & Lopez, 2004). The
first, minor such as production deviance (Robinson & Betnnet, 1995), intentionally
work slow, (Bashir et al., 2012), during official hours indulge in gossiping with co-

workers and day dreaming while on workplace (Nasir & Bashir, 2012).

The second major, deviance towards production as theft from organization, abuse of
official photocopier for personnel purpose, taking office equipment and supplies for
personal use (Anjum & Pervaiz, 2013; Spector & Fox, 2005). Political deviance is
making fun, deal rudely and blaming coworkers for mistakes did on job (Robinson &
Betnnett, 1995). Personal aggression, (major) such as cursing, incivility, humiliating

and bullying and assaulting with injury to peers (Brown, 2008).

DWB has also been considered under various terms such as organizational
misbehaviour (Vardi & Wiener, 1996), individual dysfunctional behaviour (Tahir,
Baloch & Shujaat, 2018) and counterproductive workplace behaviour (Fox, Spector
& Miles, 2001). There is no common definition of DWB (Robinson & Greenberg,
1998). Hence, eminent scholars explain and elborate the construct of DWB through
eight definitions and operationalized and develop key dimension and recognized

boundaries of DWB.
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Firstly, “anti-social behaviour” that is defined as “any behaviour that brings harm or
intended to bring harm to the organization and its employees or its stakeholders”
(Greenberg, 1997). Secondly, “workplace deviance” is defined as “voluntary
behaviour of organizational members that violates significant organizational norms
and in so doing, threatens the well-being of the organization and/its members”
(Robinson & Morrison, 1998). Thirdly, “organizational vice” moral weakness is

defined by Moberg (1997).

Fourthly, “organizational misbehaviour” is defined as “any intentional action by
members of the organization that violates the core organizational or societal norms”
(Vardi & Wiener, 1996). Fifthly, “workplace aggression” is defined as “any form of
behaviour by individual that is intended to harm current or coworkers or their

organization” (Baron & Kenny, 1986; Folger & Baron, 1996).

Sixthly, “organization motivated” that is aggression defined as “attempt injurious or
destructive behaviour initiated by either an organizational insider or outsider that is
instigated by some factor in the organizational context” (O’Leary-Kelly et al., 1996).
Seventhly, “organization retaliation behaviours” is defined as “adverse reaction to
perceived unfairness by disgruntled employees towards their employer” (Skarlicki &
Folger, 1997). Lastly, “non-complaint behaviour” is defined as “non- task behaviours
that have negative organizational implication” (Puffer, 1987). “an act that betrays

the trust of either individuals or the organizational community”.

Rotundo and Xie (2008) list down 66 types of deviant workplace behaviour

described by the Chinese managers in Chinese language and reproduced in English
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version as given in detail in Figure 2.1. However, these above sixty-six dimensions

are concluded by Rotundo and Xie (2008) into eight counterproductive dimensions

on the basis of review of Western literature:

Courire pp rodiecgve Work Befaaviowr

1. Dy et prostect organizational image in public.
. Do neot pay attenton o present the organization

well.
. Destroy organizational interests with others.
. Destroy facility .
. Destroy organizational reputation.
. Mot faithful to the organization.
. Waste organization’'s nesounces.

. Do ot complete task on time.
. Do moit waork hand.
. Do ot take work responsibilicy

serioshy .

. Talk abowt colleagues hehind their back.
. Make amall alliamces.

. Make or distribante runmours.

. Attack colleague by making secretive

£, Frandulently wse organizational dooumsents. e ponts T Spe Ty isn .
9. Fraudulently create receipts. 44, Inentionally helittle oolleaswes.
101, Fraudulently represent statistical figures. 45, Antack others verhally in puhlic.
11. Fraud. 45, Play politics with colleagues.
12, Leak confidential organizational information. 47, Create conflict among colleagues.
13, Ulee organizational name to cheat others 4. Conflict/fight with colleagues.
14, Cormuption. 49, Cannot comtrol emation and argwe with
15, Dizohey organizatonal rules and regulations., onlleagues.
16, Deviate from ocorpational othics. 5. Create obstacles for others" work.
1'7. Take advantage of imperfect organizational 51. Bad attitisde toaand clicntcustomer.
regulations for self. 52, Do ot oooperate with others” waor.
18, Take rehate fior self. 53. Low sense of cooperation with others.
19, Deviate frone comtract. 54, Mo respact for others.
2. Gain personal benefit thoowgh unethical 55. Mistreat subondinates.
THLE LS 56, Inconzistent behaviowr toe ards
21. Openly against organizational leadership. TLEILE S TeCTi.
22, Use public facility to make personal gain. 57. Do nost obse v strpenior s waork
23, Stealing. T T S T
2. Tel lies. 58 Put pemonal interests ahove
25, Sleep during work howrs. organizational interests.
6. Smoke, eat or make noise in public. 59, Complaints that affect work morale
27, Comee to work after drinkimg aleohol. megatively
2R, Deviate from dress code. 6. Inconzistency botwosn what the person
9. Do ot pay attenton o public hygiene. says and does.
). Tandiness, fil. Boast about one’s abilities bt fail
31. Absence or lateness foom waorl. i dem neiraie it
312, Absence withowt prior meport 62, Take credit for self.
33, Leaving work station during work tinme. 63, Deny responsibility.
3. Ulae waork time to do things for self. . Say coarse waords.
315, Chat during work tinme. 5. Sexwal hamssment
Fi5. Do not oomiplete assigned tasks 5. Fondemess.
Figure 2.1

Dimensions of Deviant Workplace Behaviour ( Rotundo and Xie 2008)

The first, Katz and Kahn (1978) “Joining or staying with organization” defined as

“pbehavioural

incident as turnover and absenteeism, destructive or hazardous

behaviours and down time behaviour”. The second, defined behaviour incident by

Oliver, Hall, Hales, Murphy & Watts, (1998) as “Violating security and safety;

destroying equipment, accidents and substance abuse; illegal activities”. The third,
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maintaining personal discipline defined behaviour occurrence by Campbell, (1990)

as “avoid negative or adverse behaviour e.g. substance abuse”.

The fourth, useful personal behaviour defined behavioural event by Borman and
Brush (1993) as “working within the guidelines and boundaries of the organization”.
The fifth, Raelyn (1994) defined as “professional deviant/adaptive work-scale
behaviour incident as unethical practices, absenteeism, work-to-rule, bootlegging.
Self-scale ie flaunting of external offers, rationalization, alienation, apathy. career-

scale e.i. premature external search, external performance emphasis”.

The sixth, Robinson and Bennett (1995) defined a behaviour incident of employee
deviance as “Property deviance i.e. damage property such as violate norms about
quality or quantity of work”. The seventh, Hunt (1996) defined generic workplace
behaviour “adherence to confrontational rules, industriousness thoroughness

schedule flexibility off task behaviour, unruliness, theft and drug misuse etc”.

The eighth, Gruys and Sackett, (2003) defined as behavioural occurrence of
deviance workplace behaviour as “Theft and related destruction of property, misuse
of information, misuse of time and resources, unsafe behaviour, poor attendance,
poor-quality work, alcohol use, drug use, inappropriate verbal actions, inappropriate

physical actions”.

Another relevant study of Gruys (1999) has recognized eighty seven separate DWB

appearing in the literature by category. However, Gruys (1999) summarized into 11
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categorying of workplace deviance from 87 categories after using factor analysis
techniques. These types are as under:-
1. “Theft and related behaviour e.g. theft of cash or property; giving away of
goods or services; misuse of employee discount”.
2. “Destruction of property (defaces, damage, or destroys property; sabotage
production)”.
3. “Misuse of information (reveal confidential information; falsify records)”.
4.  “Misuse of time and resources (waste time, alter time card, conduct personal
business during work time)”.
5. “Unsafe Behaviour (failure to follow safety procedures; failure to learn
safety procedures)”.
6. "Poor attendance (unexcused absence or tardiness; misuse sick leave)”.
7. “Poor quality work such as intentionally slow or sloppy work”.
8.  “Alcohol use for example alcohol use on the job; coming to work under the
influence of alcohol)”
9. “Drug use possess, use, or sell drugs at work”.
10. “Inappropriate argue with customers and verbally harass co-workers).”
11. “Inappropriate physical actions such as physically attack on coworkers;

physical sexual advances and harassment toward coworker.”

Buss (1961) presented 8 types of typology or workplace aggression. The typology
was divided on the basis of direct and indirect dimension of workplace aggregation,
active and passive and physical and verbal basis. Various Western schalors
contributed in the research of deviance behaviour of employees. Neuman and Baron

(2005) adopted typology of Buss (1961) and presented research on workplace
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aggression and Neuman and Baron (2005) cited the Buss (1961) typology that

containing the types and taxonomies that served as basis for different studies of

DWB.

Eight type of workplace aggression category physical-verbal dimension, active-

passive dimession and direct- indirect dimession.

Examples of Eight Types of Workplace Aggres§ion Catégorized According to the Buss (1961) Typology

Physical- Active- Direct~indirect dimension

verbal passive

dimension  dimension Direct Indirect

Physical Active Homicide and nonfatal assaults with weapon Thefl
Rape/sexual assault Sabotage
Glared at in hostile manner Defacing property
Obscene/ostile gestures Destruction of resources needed by target
Interference with work activities Hiding needed resources

Passive Excluded from work-related social gatherings Showing up late for meetings held by target

Others “storm" out of room when target enters  Delaying work to make target look bad
Intentional work slowdowns Failing to protect target's wetfare
Refusing to provide needed resources Causing others o delay action on important matters
Prevented from expressing sell Denied raise/promotion without a valid reason

Verbal Active Threats Blamed tor others mistakes
Yeliing/shouting Talking behind target's back
Sexual harassment Spreading rumors
Insults, sarcasm, rude/disrespectful comments  Belittling opinions
Unfairly harsh criticism Attacking protégé
Negative comments about sexual orientation Transmitting damaging info to higher levels
Unwanted terms of endearment Attempls made to turn others against target
Racist remarks Others take credit for target's work

Passive Inentionally failing to return phone calls Failing to transmit information
Giving the target the slent treatment Failing fo deny false rumors about farget
Damning with faint praise Failing to defend target
Refusing the farget's request Failing to wam target of impending danger
Shown litie sympathy during difficult time Failing to provide target with important feedback
Figure 2. 2

Workplace Aggression, (Source Neuman & Baron, 2005)

Spector et al. (2006) have categorized these deviant behaviours into five major

dimensions that may be called dimensionality of deviant workplace behaviour such

as “abuse against others, production deviation, sabotage, theft and withdrawal”.
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However, Robinson and Bennett (1995) have concluded these negative actions into
four category production deviance, political deviance, property deviance and

personal aggregation.

Robinson & Bennett, (1995) presented typology of deviant workplace that is placed

below as figure (2.3).
ORGANIZATIONAL
A
Production Deviance Property Deviance
* Leaving early *Sabotaging equipment
* Taking excessive breaks * Accepting kickbacks
*Intentionally working slow *lying about hours worked
* Wasting resources *Stealing from company
MINOR < > SERIOUS
Political Deviance Personal Aggression
* Showing favoritism *Sexual Harassment
* Gossiping about co-workers *Verbal Abuse
* Blaming co-workers * Stealing from co-workers
* Competing nonbeneficially * Endangering co-workers
v
INTERPERSONAL
Figure 2. 3

Typology of DWB (Robinson and Bennett, 1995)

In addition, Gruys and Sackett (2003) have presented two broad dimensions of

counterproductive behaviour, the first, interpersonal and organizational dimension
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and the second, task relevance demission and the second, task relevance dimensions
(Grauy, 1999; Gruys & Sackett, 2003) that is called two-dimensional interpersonal
deviant workplace behaviours (Brkic & Aleksic, 2016). Maryyan (2006) and Hall
(2007) described the relationship of workplace behaviour and job performance as
“work behaviour as job performance and their intention to quite”. Dar, Akmal,
Naseem and Din (2011) highlighted that stress has adverse affect on performance of

individuals.

Absenteeism, job dissatisfaction, low productivity, demotivation, low organizational
commitment, turnover and defamation are the major consequences of deviant
behaviours at workplace (Shakir & Siddique, 2014). Employees serve as a backbone
of any service organization because they play crucial role to ensure the
implementation of the policies and programs of the organizations efficiently and
effectively to get a better outcome (Cheang & Appelbaum, 2015; Khan et al., 2015;

Shirazi & Afrough, 2016).

DWB has main influence on employees’ motivation and performance and it can be
categories in two ways e.g. constructive behaviour and destructive behaviour (Alias
et al., 2013). Constructive behaviour of employees leads to innovative and
motivational behaviours that can promote the organization performanc; that
behaviour consider as organizational citizenship behaviour (Lin et al., 2016; Organ,

1979).

On the other hand, the destructive behaviour is act in which employee purposely

wants to cause harm to coworkers or to the organization (Robbins & Bennett 1995;
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Spector et al., 2006) in such a way that doing work incorrect way, purposely against
the instructions of working of the organization (Robbins & Bennett, 1995). A study
of Tuclea, Vranceanu and Filip (2015) on DWB evaluated the employees and
manager level in a small and medium sized enterprise in Bucharest was tested and

found the indications of DWB (Tuclea et al., 2015).

Empirical research of Brkic and Aleksic (2016) showed the consequences of DWB
among the employees in organizations in Croatia. It is essential to mention that
earlier studies generally cover the micro level, two causes of workplace deviance
directly related to interpersonal, demographic and organizational, such as study of
Sarwar, Awan, Alam and Anwar (2010) cover the interpersonal and organizational
behaviour among the primary school teachers who are working in rural urban area of
Pakistan. A study of Faheem and Mahmad (2015) in Pakistan context constrained
only on organizational factors i.e. relationship between organizational injustice
(Shaheen et al., 2017) and abusive supervision and deviant workplace behaviour is

under research (Aycan et al., 2000).

DWB is an emerging, widespread and common problem in most of the Pakistani
organizations (Fatima, Atif, sagib & Haider, 2012; Usmani, Kalpina, & Husain,
2013) particullarry in Public sector organisations but remain unexplored (Bashir et
al., 2012). Research of eminent scholars Robinson and Bennett (2000) has shown
that deviant workplace behaviours pose social and economic threats to organizations

(Khan, Mahmood, Kanwal & latif, 2015).
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This study is investigating the destructive deviance behaviour occurs at workplace in
public organizations where the public sector employees intentionally to cause harm
to the organization and take the undue benefit from the organization (Appelbaum et
al., 2007). Contemporary research on DWB often distinguish between interpersonal
targeted behaviour and organizationally targeted behaviour of individual at
organisations (Berry, Ones & Sockett, 2007; Mount, llies & Johsons, 2006;

Robbinson & Bennett, 1995; Robins & Greenberg, 1988).

The study of DWB is considered as essential subject matter of concern for
organization to get competitive advantage of job satisfaction (Tuna, Ghazzawi,
Yesiltas, Tuna, & Arslan, 2016). The studies on destructive workplace behaviours
are receiving more significance in present’s business world (Tuna et al., 2016) and

influence behaviour of employees at workplace (Sharma & Thakur, 2016).

Interpersonal deviance involves in gossip and verbal abuse, black mailing to peers
and bosses by the members of the organization (Igbal et al., 2012; Spector et al.,
2006) such as abuse/bullying whereas organizational deviance involves destructive
act towards the organization (e.g. stealing and absenteeism and property damages)
(Robbins & Bennitt, 1995). A study of Cortina, Magley, Williams and Langhout
(2001) reported incivility, negative behaviour and interpersonal mistreatments among

the employees of public service organizations in United States.

Alias et al. (2014) cited a study of kulshak’s, (2006) in Malaysia context, reported
common type of DWB among the employees that taking more breaks or leaves than

sanction standard, spending longer time daydreaming, hurt to other, creation of fun to
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co-workers at workplaces. Another study of Sivaraja, (2009) in Malaysia context, on
252 employees of three hospitals of public sector reported there was an existence of
several type of deviance at workplace. Similarly, a study of Abdullah, Salleh, Ismail
and Ngah (2010) reported that public employees in the three state agencies in

Terengganu, Malaysia were found to perceive corruption among public employees.

DWB not only sustain a cost of billions dollars to organizations per annum but have
counterproductive consequences such diminishing of job satisfaction, augmented in
stress and intension to quit (Berry et al., 2012) conflict and bullying (Baughman et
al., 2012). Interpersonal deviance is more related to the personal behaviour of the
employee such as effects of big five personality traits such as extraversion,
agreeableness, conscientiousness, neuroticism and openness to experience etc. (Jone
& Srivastava, 1999; Mount et al., 2006) and dark triad of personality traits such as

machiavellianism psychopathy and narcissism etc. (Paulhus & Joness, 2011).

On organizational side, there are countless organizational reasons of destructive
deviance such as organisational injustice, abusive supervision, ethical climate,
working environment, job stress, organizational culture (Kokt & Ramarumo, 2015;
Simon, Tepper & Park, 2015: Tepper, 2007). DWB has enlarged distinction due to its

impact on public organization and on its employees (Tuna et al., 2016).

2.3 Dimensions of Deviant Workplace Behaviour
On basis of the literature reviewed on DWB and in order to operationalize the
concept of dimensions of deviant workplace behaviour, the present study focuses on

the Spector et al. (2006) five dimension of DWB for example bullying, sabotage,
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withdrawal, production deviation and theft. Bashir et al. (2012) added two
independent dimensions such as misuse of time and resources and
kickback/corruption as dimensionality of DWB and recently also defined by Chu,
Chau and So (2015). So the present study focuses on the following seven dimensions
of DWB i.e. abuse against others, withdrawal, production deviance, sabotage, theft,

miss use of time and resources and kickback etc.

2.3.1 Abuse against others/Bullying

Bullying at workplace has emerged as a worldwide badly behaved problem, often
associated with substantial psychological harm for those exposed DWB (Bashir et
al., 2012) and costly implications for both organizations and the society at large
(Rukhsana & Kaleem, 2017). Abuse against others or bullying means violent act of
treating and handling to the co-workers and other members of the organisation
(Kohut, 2007). Moreover, victimization consists of overt harmful behaviours of

an employee at workplace (Izawa, Kodama & Nomura, 2006).

Abuse against others is an act to harm the co-workers (Spector et al., 2006).
Unpleasant comments are the main reason of bullying at workplace (Contin &
Magley, 2003). “Bullying” at workplace leads to abuse (Saunders et al., 2007;
Monks et al., 2009) and verbal aggression is established abuse (Porath & Erez,
2009). In addition, hostile and instrumental aggression is coupled with negative
emotions that are intentional to harm the organization as well as its employees too
(Porath & Erez 2009). Bullying can include being ridiculed, humiliated, threatened
or harassed and affects one’s performance either organization or employee (Hussain

& Aslam, 2015).
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According to Hogh, Carneiro, Giver and Rugulies (2011) employees can be bullied
at workplace by co-workers and managers too. “whenever the goal directed
behaviour of an employee is hampered in an organizational setting, frustration occurs
and it potentiates to direct employee’s behavioural responses toward aggression”
(Rauf & Faroog, 2014). Accourding to Oghojafor, Muo and Olufayo (2012)
“abusive, intimidating or insulting behaviour, abuse of power or unfair punishment
which upsets, threatens, humiliates the recipient, undermining their self-

confidence, reputation and ability to perform”.

Bullying creates tension, frustration and anxiety which lead to interpersonal conflict
at workplace (Paracha & Shahzad, 2017). So remedial arrangements, necessary
measures and actions should be taken to control DWB (Boyle & Wallis, 2016; Bashir
et al., 2012; Bashir et al., 2011). Bullying is an act of dogged others
(Georgakopoulos, Wilkin & Kent, 2011). This type of psychological abuse is carried
out doggedly and persistently over time and has a negative impression on the target’s

performance and wellbeing of the organization (Georgakopoulos et al., 2011).

The organizations have to ultimately sustain the cost of occurrence of DWB in the
form of low productivity and efficiency (Altman & Akdere, 2008; Steffgen, 2008). It
is important to investigate the reasons, forms, and impact of bullying at workplace on
employee performance and organization (Hussain & Aslam, 2015). Appelbaum et al.
(2012) reported that almost 1.7 million Americans and elven percent of British
employess experienced variety of bullying at workplace such as physical assault,
threatening and sabotage etc. Resultanly, decrease productivity, effectiveness and

performance of the organization (Appelbaum et al., 2012).
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Dowden (2016) informed that 63 percent of respondents were harassed by a person
in authority and almost 95 percent of employees have had some experience to
general bullying behaviours in the workplace over a period of five years (Samnani &
Singh, 2012). There are number of causes of bullying at workplace have taken by
researchers in to account such as poor social competencies and having particular
personality traits that will easily become victims of abuse of bullying and most of the
organisations have a serial bully (Giorgi & Mayer, 2008; Field, 2016 Mickkelcsen &

Einarsen, 2002).

2.3.2 Withdrawal

Withdrawal is the unique demission of DWB (Marcus & Schuler, 2004).
Withdrawals are destructive behaviours that diminish deliberate amount of official
working time than the mandatory time by the organization (Spector et al., 2006).
Withdrawal is deviant workplace intentions and behaviour of employees studied
comprehensively in the organizational studies but remained under research (Carraher

& Buckley, 2008).

Withdrawal behaviour is the utmost common type of employees work
disengagement, which manifested as absenteeism, tardiness, employee turnover and
burnout (Timms, Brough & Graham, 2012). Withdrawal behaviour of public
servants’ can influence the performance of organization (Nasir & Bashir, 2012).
Sometime diminishing the morale of employees along with possibly to escalate the
level of turnover intention of employees (Shaw, Gupta & Delery, 2005). Withdrawal

behaviours are basically a state of mind of employees that demonstrate to less
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participative and less productive (Kaplan, Bradley, Luchman & Haynes, 2009;

Smith, Micich & McWilliams, 2016).

In withdrawal sititution the employee takes fake sick leave (Nasir & Bashir, 2012)
and avail the excessive leaves more than the admissible (Bashir et al., 2012). There
are several hours of lost productivity each year due to withdrawal that adversely
affecting health of organization and creating a burden of unproductive cost on
organization (Strom, Sears & Kelly, 2014). There are reasons for absence can occur;
health of employee, culture of the organization, psychological disorder, labour versus
management conflict and individual differences (Chen, Fah & Jin, 2016).
Withdrawal behaviours of employees are possibly overwhelming for organization

(Llies, De Prater, Lim & Binnewies, 2012).

In U.S organizations almost $120 billion dollars cost sustained on sickness and
absenteeism of employees (Biron & Bamberger, 2012). Withdrawal behaviour of
employee declined the overall organizational performance (Spector et al., 2006). In
addition, Withdrawal behaviour globally consumes very nearly fifteen percent of

payroll of oganisation (Faulk & Hicks, 2015).

Withdrawal is a counterproductive behaviour to the effectiveness of organization
(Thornton, Esper & Morris, 2013). Withdrawal behaviours such as absenteeism,
sluggishness, tardiness, disengagement and turnover intention of employees
adversely upset the costing of organizations (Malik, 2013). Employee disengagement
is another type of deviant that leads absenteeism and a loss of productivity at

workplace (Carpenter & Berry, 2014).
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Withdrawal deviance behaviours can lead to unproductive and inefficient operations,
expressive and emotional exhaustion, turnover of employees (Timms et al., 2012)
which adversely influence the wellbeing of colleagues and coworkers (Roche &
Haar, 2013). Employees adopted withdrawal behaviour and miss work for a number
of reasons (Llies et al., 2012). When absenteeism, come late at workplace and leave
early from workplace become routine of employees (Raina & Roebuck, 2014),
resultantly employees’ performance, productivity and organizational values may be

compromised at various levels (Raina & Roebuck, 2014).

2.3.3 Theft

Theft is a stealing of the asset, equipment or physical property from the
organization (Spector et al., 2006). Employees deliberately harm to the organization
for satisfaction of their interior motives (Niehoff & Paul, 2000). Theft as one of the
aspects of deviance behaviour that instigates the employees towards the breach of
the custom and norms of organization (Galperin, 2000; Mishra & Prasad, 2006).
Theft can take different types such as merchandise theft, pilferage, misleading of
records, over charging, fraud in payroll and embezzlement of cash and voiding a sale

etc. (Mishra & Prasad, 2006).

In the words of Greenburg (2002) theft is “the unauthorized taking, control, or
transfer of money or property or time theft of the formal work organization that is
perpetrated by an employee during the course of occupational activity”. Appelbaum,
et al. (2006) defined theft as "unauthorized appropriation of company property by
employees either for one's own use or for sale to another”. Various researchers

argued that anger and other negative emotions are the causes of stealing and theft
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from organization (Mustaine & Tewksbury, 2002; Fox, Kesingland, Gentry, McNiar,

Patel, Urban & James, 2001; Bolin & Heatherly, 2001).

Theft turns the employees behaviour towards greediness (Kennedy & Benson, 2016).
A study of Spector et al. (2006) pointed out that improper control system of
organization is another cause of theft because the employees perceived that they shall
not be held. Theft is a cause of economic need (Fox et al., 2001). It is assumed that

theft has more instrumental than hostile (Spector et al., 2006).

In US, it is reported that billions of dollars are lost due to theft every year (Spector et
al., 2006). Economic need, organizational injustic, abusive and lower job satisfaction
are the major causes of theft (Mustaine & Tewksbury, 2002). Theft is a common type
of employees’ deviance at workplace (Nasir & Bashir, 2012). Almost seventy-five
percent of employees have involved in theft from their respective organization
(McGrun, 1988). Almost $600 billion annual revenue loss sustained due to theft at
workplace and is growing upward (Schmidtke, 2007). It would seem that almost all
the organizations and uncountable individuals will continue to be adversely affected

by employees’ theft (Bashir et al., 2012).

The Shulman Center for Compulsive Theft and Spending (2007) reported that
“employee theft is the fastest growing crime in America. Seventy-five percent of
employees steal from work and most do so repeatedly”. Survey revealed that 43.2
percent of the retail shrinkage was due to customer theft, 35 percent due to employee
theft, 16.2 percent due to internal error and 5.6 percent due to suppliers-vendors’

frauds.
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Another survey carried out by the Centre for Retail Research (2011) about twenty
Malaysian retailers with a combined sale of US$2.155 billion participated in the
Global Retail Theft Barometer (GRTB) survey and revealed shrinkage of $271
million, a percentage of total sales of 1.62 percent, an increase of 5.9 percent
compared to 2009-2010. Within this, customer theft amounts to 51.2% (US $138.75
million) followed by employee theft at 23.3 percent (US $63.14 million)
administrative errors 18.9 percent (US $51.22 million) and supplier or vendor theft at

6.6 percent (US$17.89 million).

Findings of Hiscox embezzlement study (2017) after investigation and examination
of employee’s theft in the United States reported that businesses impacted lost an
average of $1.13 million in 2016 by employee’s theft. Employee’s theft is the second
major component of retail shrinkage (Moorthy, Seetharaman, Jaffar & Foong, 2015).
Employees who expressed both denial of injury and denial of victim have the highest

levels of theft and counter productivity at workplace (Moorthy et al., 2014).

2.3.4 Misuse of Time and Resources

Misuse of official time and resource is another emerging dimension of deviant
workplace behaviour. Number of employees of Pakistani pulic sector organisations
carry out their personal or private business during official timings and taking longer
break (Bashir et al., 2012). It is further pointed out that the use of unauthorized
public organizations resources such as unauthorized use of photo copiers, use official
telephone for long personal calls and playing games on official computer and
involved in cyber loafing i.e. gossiping and chatting at workplace (Gruys & Sackett,

2003; Lim, 2002; Spector et al., 2006).
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In recent epoch, frequent advancement in technology and innovation of information
and other imperative changes due to internet open the door of various type deviance
acts at workplace in organizations (Brkic & Aleksic, 2016; Lim, 2002). It is a
common evil among employees of the public organization to misuse the organization
resources and time (Bashir et al., 2012; Nasir & Bashir, 2012). In Pakistan, the
misuse of motor vehicle is common among public officers and employees too.
“Dawn” news reported on August 2, 2012, that “every federal secretary is keeping
more than one official car for personal use at home while drawing Rs 95000 per

month as transport facility at the same time”.

2.3.5 Production Deviance

Production deviance is another important demission of deviant workplace behaviour
(Spector et al., 2006). In this type of deviant behaviour employees violate and break
organizational norms and custom of the organisation (Lim, 2002; Spector et al.,

2006).

When employee decisively does not perform a task which one is capable of
performing; one is indulged in production deviance. It is also caused by aggression at
workplace but it is more inactive than sabotage, is less visible and can be difficult to
prove (Anjum & Parvez, 2013; Bashir et al., 2012). If employee intentionally
making difficulties and create foot race against accomplishment of the organization,

ultimately it can affect the organizational effectiveness (Nevins-Bennett, 2016).

Production deviance occurs due heavy workload on employees, inadequate

technology, and inappropriate environment, taking excessive breaks, and
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intentionally working slowly (Robinson & Bennett, 1995). Production deviance is an
act brought about by the intentional behaviour of an employee which violates

significant organizational norms and goodwill (Robinson & Bennett, 1995).

Young employees who are new to their job, having low-paying or work on time basis
are mostly involve in production as well as property deviance (Anjum & Parvz,
2013). Dissatisfaction of employees who have low level jobs may cause to indulge in
production deviance (Sims, 1992) because their organization had no right to claim
victim status given the insufficient rewards to its employees (Moortthy et al., 2014).
Production deviances affect the effectiveness of the organization (Nevins-Bennett,

2016).

2.3.6 Sabotage

Sabotage is a serious dimension of deviant workplace behaviour which narrowly
linked to production deviance (Spector et al., 2006). Though, production deviance is
a passive while sabotage is active approach, but in fact, both acts are knotted
theoretically (Ambrose, Seabright & Schmink, 2002). Production deviance and
sabotage are imitating the two types of behaviours. Firstly, it shows that not to do a
work task or do not work task correctly. Secondly, deliberately destructive something
(Gruys & Sackett, 2003). Sabotage has to do with a purposeful destruction of

company’s equipment (Akhigbe & Amamino, 2017).

Sabotage is deviance behaviour intent to damage, disrupt or subvert the
organization’s operations for the personal purposes, destruction of working

relationships and effect the overall performance of the organisation (Waseem, 2016).
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Its literal sense refers to an act of destruction of the physical property of an
organization (Spector et al., 2006; Spector & Fox, 2005). Misuse of official
communication and information means of technology against the organizational
interest and criticizing and defaming organizations is also a type of sabotage (Tucker,

1993; Weatherbee, 2010).

Production deviance is less harmful as compared to sabotage generally occurs due to
anger and frustration and instrumental aggression, boredom and injustice (Ambrose
et al., 2002). Whereas, sabotage can be done in organization in reaction to anger and
unsympathetic feelings or feeling of hostile to attain instrumental motives (Ambrose
et al., 2002). By predicting sabotage, organisations can reduce the cost of such type

of damages (Settler, 2017).

2.3.7 Corruption/Kickback

Kickback is a serious and important dimension of DWB prevalent in Pakistani
organisations (Bashir et al., 2012). Corruption is another key form of workplace
deviance (Robbins & Bennett, 1995). It is a common type of corruption (Bashir et
al., 2012) and exists widely in public organisations (Zhao et al., 2016). Moreover,
corruption has become a common way of living in Pakistan (Islam, 2004) which

consequently made organisation extremely inefficient (Abbasi, 2011).

In developing countries, the corruption has become key public concern (Bernardi &
Vassill, 2004). It is a general impression of public of Pakistan that practice of
kickback has augmented in volume with passage of time and there is less evidence

that public employees feel any guilty about corruption or kickback (Bashir et al.,

61



2012). It is crucial obstacle against their social advancement and development of the
country (Luo, 2005). It destroys opportunities and decreasing resources and hampers

economic development of the country (Blackburn & Forgues-Puccio, 2009).

Corruption is a serious illegal act that is seen in a number of public sector
organizations in Pakistan (Shahid & Ahmad, 2016). A study of Abdullah et al.
(2010) in Malaysia context, reported that public employees were found to perceive
that corruption among public employees was high. Kickbacks are a mutual
prearrangement through which public employee accepts personal financial gain
(Yahya, Yean, Johari & Saad, 2016). Without analyzing kickback or corruption as
dimensionality of DWB in public sector organizations study remains incomplete

(Bashir et al., 2012).

In Pakistan corruption is deeply rooted in public sector organization (Bashir et al.,
2012; Nasir & Bashir, 2012). Corruption is deviating the employees from formal job
duties to get unlawfully aiding from person or manipulating decision in his favor
who pays kickbacks. Corruption is a collective activity of individuals that in sum
make the organizational behaviour (Asorwoe & Klutse, 2016). Gifts and bribery, is
also a kind of kickbacks (Nasir & Bashir, 2012). Pakistani public organizations are
facing the common problem of bribery and kickback since long (Yahya et al., 2016)
like in other developing countries (Shaheen et al., 2017; Nasir & Bashir, 2012).
Corruption is widespread in public organizations from petty transactions to big mega
projects and has countless influence on public organizations of Pakistan (Bashir et

al., 2012; Nasir & Bashir, 2012).
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Shahid and Ahmad (2016) cited that Transparency International Pakistan is an

international coalition partner against corruption since long and regularly reporting

massive amounts being plundered by corrupt civil servants in public organizations of

Pakistan. The study on the dimensionality of DWB in Pakistani context by Bashir et

al. 2012 is given in Table 2.2 that showed the severity and need of further research

on DWB.
Table 2. 1
Deviant Workplace Behaviour in the Pakistani Context
Dimensions Item Percent
Sabotage e Purposely waste organizational material/supplies 72
e Purposely damage the organizational equipment
Iproperty 38
e Purposely litter the work place 48
Withdrawal e Come late at workplace without permission 82
e Stay at home and lie as being sick/ill when actually not
e Take longer breaks than allowed 69
e Leave work earlier than allowed 79
66
Theft e Stealing something belonging to the organization 45
e Taking office supplies/tools home without permission
e Taking money from the organization without 60
permission 16
¢ Stealing something belonging to someone/peer at work a1
Misuse of time e Conduct private/personal business during official 75
and resources hours/timings
e Taking/availed longer lunch/prayer breaks 90
e Using authorized organizational resources which are g3
not
e Making personal long calls from official telephone 94
e Using office computer for games/chatting rather than 49
duty
Kickbacks o Deviant from formal job responsibilities for kickbacks 49
¢ Intentionally delay a job to receive kickbacks
e Ignore merit or rules for kickbacks 39
e Receive huge personal gain through kickbacks 43
o lllegally favor a person who pays bribe 31
38

Source: Study of Bashir et al. (2012) Pakistani public organizations’ context
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2.4 Factors Contributing to Deviant Workplace Behaviour

There are number of causes that explain why employees intentionally want to cause
damage to workplace. Different factors indicate the link to DWB (Robbins &
Greenberg, 1998; Robbins & Benett, 1995). Rogojan (2009) has structured these
factors into interpersonal factors, social factors and organizational factors.
Appelbaum et al. (2007) assert that combination of both individual characteristics
and workplace situations can be the best predicator of DWB (Aleksic & Vukovic,
2018) and these factors effect workplace incivility (Torkelson, Holm, Béckstrom &

Schad, 2016).

DWB canbe divided as inter-personal and organizational deviance workplace
behaviours (Aliasa & Rasdi, 2015; Igbal et al., 2013). Mishra and Pandey (2014)
divided the impact of factors such as personality-related factors, organizational-
related or work-related factors that determined DWB. However, this study focuses on

demographic, individual and organizational factors.

2.4.1 Demographic Factors

The demographic factors such as gender, marital status, age, tenure, experience and
level of job are also important factors/variables to predict the workplace deviance in
Asian context and affect the employee behaviour (Farhadi et al., 2015). Demographic
factors such as gender, marital status, education, age, tenure, experience and
rank/level of job holds and nature of job within the organization have significant
differences on DWB (Farhadi et al., 2015; Robbins & Judge, 2013). Demographic is
also assumed to valid predictors of different types of DWB (Applium et al., 2007

Farhadi et al., 2015; Lau and Sholihin, 2005).
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24.1.1 Gender

Gender is associated to DWB (Henle, 2005). Moreover, gender influences DWB
(Abdullah & Mericane, 2016). It is the general perception that females are more
ethical than males (Douglas & Martinko, 2001). On the other hand males generally
express explicit aggressions as compared to female (Douglas & Martinko, 2001,

Martinko et al., 2002; Martinko & Moss, 1999; Eagly & Steffen, 1986).

Furthermore, different studies documented that males are generally apparent higher
in the levels of self-serving biases as compare to females as well as males relatively
more external in their characteristics as compared to females ( Lau & Sholihin,
2005). Females are more ethical as compare to males and females are more likely to
hold higher values (O’Fallon & Butterfield, 2005). Moreover, usually males engaged
aggressive behaviours but not females (Appelbaum et al., 2007). Female shows
compassion attitude and empathy while male shows dilemmas with fairness and

justice (Valentine & Rittenburg, 2007).

2.4.1.2 Marital Status

Number of studies established relationship between marital status and job
performance (Farhadi et al., 2015). Previous research indicated that married
employees are more responsible and committed to their jobs as compare to
unmarried employees (Lau & Sholihin, 2005). Marital status is a valid predictor to
judge the deviant workplace behaviour (Appelbaum et al., 2007; Lau & Sholihin,

2005).
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24.1.3 Age

Age is significantly associated to ethical decision-making (Appelbaum et al., 2005)
and also related to DWB (Henel, 2005). Moreover, age also influences on DWB
(Abdullah & Mericane, 2016). In fact, young employees are less honest as compare
to elder employees (Appelbaum et al., 2007). Age was the most influential predictor
of deviant behaviour (Farhadi et al., 2015; Lau &Sholihin, 2005). However, the
research of O’Fallon and Butterfield (2005) on age shows mixed results regarding

ethical decision-making.

2.4.1.4 Education

An individual who has a longer length of formal education is “more aware of the
social world and his place in it” (VanSandt, Shepard & Zappe, 2006). Thus education
has positive association with ethical decision-making (Appelbaum, et al., 2005).
Moreover, according to Rogojan (2009) in case of corruption/kickback high educated

person are generally involved in mega corruption scandal.

2.4.1.5 Experience

Experience is dimension of demographic factors having most impact on unethical
behaviours and predict to DWB Farhadi et al., 2013). An individual who has more
experience will behave and engage less unethically (Appelbaum et al., 2005;
Appelbaum & Sapiro, 2006). Experience is the predictor of DWB (Farhadi et al.,

2013).
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2.4.1.6 Tenure

Tenure is a dimension of demographic factors having most impact on unethical
behaviours and predict to DWB (Sims, 2002). Longer tenure of an employee is more
unlikely he will act unethically and engage in deviant acts (Appelbaun et al., 2005).
Short tenure in an organization is more likely to engage in acts of property type
deviance (Appelbaum et al., 2007). Long tenured employees have high commitment

than short tenured employees (Fardhi et al., 2015).

2.4.1.7 Level of Job/Rank of Job

The level of job in organization describes the position/status of employee at
workplace i.e. high level, middle level and low level job also predicts the DWB. Blue

clour employees are more indulge in DWB (Anjum & Pervez, 2013).

2.4.1.8 Nature of Job/Employment

Nature of job is an important dimension of demographic variable to predict the
DWB. Generally, there are three categories of job in public organizations such as
permanent, contract or work charge basis in Pakistan. It is general perception that
employee who are working on temporary basis are more likely engaged in DWB

(Rogan, 2009).

2.4.2 Individual Factors

Number of individual factors such as job dissatisfaction refers to “results from the
comparison of the actual work situation with the individual aspiration level, if a

person feels dissatisfaction with one’s work situation, a decrease in the level of
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aspiration leads to resigned work satisfaction at workplace” (Rossler, 2012).
Resigned attitude of satisfaction among employees of public sector is significantly
relevant to DWB (Giauque, Ritz, Varone & Anderfuhren-Biget, 2012; Bright, 2008;

Kim, 2005).

Job satisfaction is degree which shows perception of employee at workplace
regarding his/her job satisfaction, satisfied form supervisor’s behaviour as well as
from organization (Khan et al., 2016). Lack of motivation enhances dissatisfaction
among the employees that leads DWB (Livingston, Gneezy, List, Qin & Sadoff,

2016; Moynihan & Pandey, 2007; Stazyk, Pandey &Wright, 2011).

According to Appelbaum and Shapiro (2006) job satisfaction is directly associated to
deviant act of employees. If employees who are less satisfy or dissatisfied with
organizations, they likely, engage in deviant workplace behaviour towards abuse of
theft, employment privileges and absenteeism (Appelbaum et al., 2007). Contrary,
highly satisfied employees are less likely to involve in DWB (Appelbaum & Shapiro,

2006).

In addition, satisfaction of employee that his/her skills and efforts put in his/her
work, with progress as well as satisfied with the chance getting ahead in organization
in future (Robbins & Judge, 2013). Level of job satisfaction also predicts the DWB

(Nasir & Bashir, 2012; Quratulain & Khan, 2013).

However, this study focuses on individual factors such as big five personality traits,

(e.g. consciousness, agreeableness, openness to experience conscientiousness,
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neuroticism or emotional intelligence and openness to experiences) (John &
Srivastava, 1999; Everton et al., 2007; McClurg & Butler, 2006) and dark triad of
personality such as psychopathy, narcissism and machiavellianism, etc. (Smith &
Lilienfeld, 2013) may also predicts DWB (O’Boyle, & Forsyth, 2012). Personalty
trait approach make significant contribution to DWB (Aleksic & Vukovic, 2018;
Jensen & Patel, 2011). However, it is unclear whether the personality trait provides
the unique prediction of DWB (Hastuti, Noor, Osman, Lubis, 2017). These

personality traits are explained in next sections.

2.4.2.1 Big Five Personality Traits

Personality is reflection, how an individual reacts, perceive and thinks towards
attitude or behaviour (Fathimath, Baiduri & Zubair, 2015). Big five personality trait
is an arrangement of personality traits that make up the foundation of important
variations in the personality of individual (Aleksic & Vukovic, 2018). The big five
personality traits model is presented by John and Srivastava (1999) such as
“extraversion, agreeableness, conscientiousness, neuroticism and openness to
experiences”. These big five personalities are present in every one that makes them
different in level achieve in every trait (Abdullah & Maricane, 2016). John and
Srivastava (1999) had also developed big five inventory (BFI) to predict personality

traits of the individual. These traits are explained below one by one: -

Extraversion implies to energetic approach towards material world. Extraversion trait

is one of assertive personality, sociable on talkative, energy, tends to quit, sociability,

surgency, confident self-expression and positive (Watson & Clark, 1997). Extroverts
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abused to spent more time on non-work related matters which in turn led to

decreased productivity (Wyatt & Phillips, 2005).

The agreeableness is important trait under interpersonal related to individual factors.
Agreeableness is a social behaviour (Bolton, 2010). Employees who are low in
agreeableness are normally antagonistic, annoying, and mistrustful and have low
self-esteem (Laursen, Pulkkinen & Adams, 2002). Agreeableness is also one of the
most relevant and influential dispositional constructs to predict deviant behaviour
(Laursen et al., 2002). In agreeableness, an individual having this trait does not find
fault with others, not quarrels with others, forgiving nature, trusting on others and

sociable (John & Srivastava, 1999; Laursen et al., 2002).

An agreeableness is individual’s personality trait that is tactful and cooperative
(Bolton, 2010). A low-agreeableness refers to individual tends to be skeptical, selfish
as well as hostile, and vice versa (Cullen & Sackett, 2003). Agreeableness was
negatively associated to various types of DWB (Bolton, 2010; O’Neill et al., 2011)
such as absenteeism, violence, property damage and turnover (Gruys & Sackett,

2003).

Conscientiousness is social impulse has significantly negative linked (John &
Srivastava, 1999) and predicted a variety of deviant workplace behaviours (O’Neill,
Lewis & Carswell, 2011; Lepine, Lepine & Jackson, 2004; Witt, Andrews &
Carlson, 2004). Conscientiousness is defined as “quality of being organized and self-
disciplined whereby an individual who is low in conscientiousness is irresponsible,

untrustworthy, lacks self-discipline and vice versa” (Mount & Barrick, 1995;
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Salgado, 2012; Smithikrai, 2008). Conscientiousness trait complete job or task, care
for others, reliable, organized, active, things done efficiently, make plan and follow

(Salgado, 2012; Smithikrai, 2008).

Neuroticism is emotional stability. Neuroticism trait, having personality depressed,
not relaxed, tense, imagination, unstable, moody and nervous, is relevant to
emotional stability, openness the breadth, depth of life and experiential life (John &
Srivastava, 1999). It reflects the situation of people who are more depressed, anxious
and angry (Major, Turner & Fletcher, 2006). Neuroticism is positively associated
with DWB (Bolton, 2010; O’Neill, Lewis & Carswell, 2011). Neuroticism is a
tendency to show poor emotional adjustment in the form of stress, anxiety and
depression (Judge & lles, 2002) and encompasses traits that include excessive worry,
pessimism, low confidence and tendencies to experience negative emotions

(Bozionelos, 2004).

Openness to experiences, the last to describe human personality in the big five model
(Goldberg, 1993). Openness to experience is one of the domains which are used in
original, comes up with new ideas, curious, deep tinker, generate enthusiasm,
imagination, value artistic and inventive (Guay et al., 2016). It reflects the more
creativity, innovative and imaginative behaviour of employees and has keen interest

in experiences in new things because of curiosity (Kozako, Safin & Rahim, 2013).

Individual having more openness traits are more likely to be emotionally exhausted
and will lead to DWB (Deary, Watson & Hogston, 2003). Moreover, having high

degree of openness to experience of individual is more linked with DWB (Bolton,
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2010). However, according to Bolin and Heatherly (2001) previous research does not
address the association between the personality traits with employees’ deviance at

workplace.

2.4.2.2 Dark Triad Personality

DWB ais probably the single most popular topic for the study of dark personality in
the workplace (Spain, Harms & Lebreton, 2013) which have received attention in
recent years (Cohen, 2016). In light of the growing interest in the dark side of
organizations in research, two concepts such as dark triad personality

(Machiavellianism, narcissism, psychopathy) and DWB (Ying and Cohen 2018).

In the words of Smith and Lilienfeld, (2013) the dark triad personality is “a
constellation of three theoretically separable, albeit empirically overlapping,
personality constructs that are typically construed as interpersonally maladaptive:
psychopathy, narcissism and machiavellianism”. Paulhus and Williams (2002)
named these three traits the dark triad personality (DT), for “individuals with these
traits share a tendency to be callous, selfish, and malevolent in their interpersonal
dealings”. Individuals with high dark triad traits were more likely engage in bribe

deviance behaviour Zhao et al., 2016).

Dark triad personality includes the traits of machiavellianism, pyschopathy and
narcissism was linked with unethical behaviours (Azizli et al., 2016; Egan et al.,
2015; Furtner, Maran & Rauthmann, 2017; Roeser et al., 2016). Meta analysis of
dark triad and workplace behaviour of employees from 1951 to 2011 of 245

independent samples indicated that deviant workplace behaviour was associated with
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increases in all three components of the dark triad personality (O'Boyle, Ernest,

Forsyth, Donelson, Banks, George, McDaniel & Michael, 2012).

Machiavellianism is dark triad personality trait that reflects behaviour state of mind
that more likely to take revenge against others (Nathanson, 2008) and liess more
frequently with their peers and friends (Kashy & DePaulo, 1996). High
machiavellianism is related to antisocial behaviour and is primarily concerned about

extrinsic goals, power, financial and other benefits (Tang & Chen, 2008).

Machiavellianism and ethical decision making had negative association (Tang &
Chen, 2008). Having personality machiavellianism individual can encourage people
to behave aggressive, cunning, hypocritical and manipulative with other to attain
specific targets (Tang & Chen, 2008). People with a high machiavellianism
character are less ethical than those with a low machiavellianism character (O’Fallon
& Butterfield, 2005). Machiavellianism is linked with individual as well as

organizational workplace deviance (Tang & Chen, 2008).

It can be explained that individuals having high machiavellianism character apply
aggressive practices to attain personal motives despite of caring thoughts and
feelings of others, needs and rights of others as well as high machiavellianism
character personality associated to antisocial behaviour and anxious about power
(Tang & Chen, 2008). Machiavellianism trait described as not wise to share secrets,
clever manipulation, get favour from important people, avoid direct conflict, keep the
personal record of others and use against others for blackmailing, hide the thing from

others, only watch personal interest and ignore others (Paulhus & Jones, 2011).
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Psychopathy most of research on area of the dark triad personality is based on model
presented by Schyns (2015). The term psychopathy can be used as an umbrella term
to cover the dark triad personality (Klotz & Neubaum, 2016). It is mostly correct for
the terms corporate psychopathy or successful psychopathy that in fact, it refer to the
dark triad but have become established terms themselves (Klotz & Neubaum, 2016).
Of all the individuals with the dark triad personality are personality disorders
(Boddy, 2010) and linked with several arrangements of criminality i.e. sexual assault

and murder etc. (Megargee, 2009).

Some of the traits of psychopaths can be adaptive in work settings, seems to make
psychopaths “successful” at work is that they are good at creating an illusion of
success at the expense of honest work (Chiaburu, Mufioz & Gardner, 2013) and
might be slightly overrepresented in leadership and top positions (Schyns, 2015).
Psychopathy is an arrangement of volitional acts that damage or expect to mischief

associations and their partners (Jonas, Joeri & Filip, 2016).

Psychopathy trait describe to get revenge on authorities, nasty temper, indulge in
dangerous situation, out of control, means of others and say anything to get any thing
from other (Paulhus & Jones, 2011). The business world serves as a virtual magnet
for psychopaths, suggesting that the base of state of mind the upper ranks of
corporations may in fact be as high as 3%, as compared with 1% in the general

population (Schyns, 2015; Smith & Lilienfeld, 2013).

Narcissism is a type of selfishness and psychopath exists who is not prone to

outbursts of impulsive, violent, criminal behaviour (Boddy, 2010; Smith &
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Lilienfeld, 2013). Narcissism trait praise own self, hate, self-praise, consider
something special, not embarrassed, acquainted with important people and not
average person (Paulhus & Jones, 2011). According to Miller, Widiger and Campbell
(2010) “Narcissists, when their egos are threatened, are often hostile and aggressive
and their romantic relationships tend to be troubled due to their egocentrism and

infidelity”. Narcissism is the strong predictor of DWB (Grijalva & Newman, 2014).

It is concluded that machiavellianism, psychopaths and narcissism the likelihood of
deviant behaviour within individuals and predict the DWB of employee (O’Boyle, Jr.
et al., 2102). In addition, researchers have found relation between the dark triad
personality traits and DWB (O’Boyle, Forsyth, Banks & McDaniel, 2012; Spain et
al., 2013) and pointed out the need of more research is required to understand the
relationship between the dark personality and behaviour and the conditions under
which the dark character can be adaptive (Cohen, 2016; Schyns, 2015: Spain et al.,

2014).

2.4.3 Organizational Factors

DWB is a common dilemma faced by almost all the public sector organisations,
mostly in developing countries where literacy rate is low and poverty is high (Nisar
& Bashir, 2012). There are various reasons of DWB such as organizational and work
related factors. These organisational factors may be further categorized as
organizational climate, organizational injustice, abusive supervision, organizational

frustration, organizational stress and powerlessness etc. (Chirasha & Mahapa, 2012).
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General characteristics and working environment of the organization that directly
influences the behaviour of employees at workplace (Verdi & Wiener, 1996).
Working environment of the organization also causes of DWB (Chen et al., 2016). If
working environment of organization provides opportunity of theft or any unethical
act, everyone takes the benefit of opportunity (Greenberg & Barling, 1996) because
individual might be inherently greedy and take the advantage of chance (Greenberg
& Barling, 1996). Operation or working environment of some organizations is

known for providing opportunity for offence (Chen et al., 2016).

The lack of supervision or loose supervision, employees are more likely involve
to steal in large organizations (Mc Clurg & Butler, 2006). It may contribute to the
emergence of organizational misbehaviour at workplace (Cao, 2015). Furthermore,
organizational goals and policy are closely linked with organizational values and
expectations have influence on the normative motivational component that may

directly instigate disobedience (Stein & Kanter, 1993).

Job characteristics and organizational task structure also associate with aggressions
and violence (Rogojan, 2009; Appelbaum et al., 2007). Work pressure, fatigue,
burnout, debilitation, loss of energy, procedural constraints, work-life imbalance and
work overload, interpersonal conflict are also the causes DWB (Bakker, Emmerik &
Riet, 2008). These factors become the cause of job dissatisfaction of employee at

workplace (D’angelo et al., 2016).

Burnout and emotional exhaustion deemed two crucial causes of turnover of

employees of public sector organizations (Kim, 2005). Job stress has become is one
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of the most imperative challenge for the pubic organization (Khan, Mahmood,
Kanwal & Latif, 2015) because of its massive occurrence upon the job satisfaction of
the employee at the workplace (khan et al., 2015). Emotional exhaustion is a
predictor of deviant workplace behaviour (Samantrai, 1992). Job security, if
management ensure the employees job security with autonomy and feedback, then
employees will be more engaged in progressive performance (Shantz, Alfes, Truss &

Soane, 2013)

Studies have explored the different aspects of organizational political that might
affect the behaviour of employees in the workplace. A study of Khan, Rehman and
Rehman (2016) in public sector organizations context, has exposed that employees
who have dispositional resistance may be unable to deal with organizational change,
lower employees participation in activities of organizational change and feel job
insecurity, resulting in them becoming cynical, inclined to leave their posts that can
increase employees’ withdrawal behaviour and decrease their job satisfaction

(Shahen et al. 2016; Khan et al., 2016).

Organizational cultural plays a key role in common operation of organization. It
helps to determine the organization and performance and effectiveness (Austen &
Zany, 2015). Employees can get a sense of identity and understanding about the
values, beliefs and ideology through the organizational culture that creates sense of
belongingness and they commit their personal interest and imperative values (Kunda,
1992). Organizational cultural has a significant effect on the behaviour of employees

in organization (Robbins & Judge, 2013). Organizational culture implies
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organizational norms and vlaue about the performance and behaviour (Goldman,

Van Fleet & Griffin, 2006).

Variety of people belong to different religions, sects, casts, regions and languages at
workplace bread different type of biasness and interpersonal conflict (Nasir &
Bashir, 2012). These biasness and conflict also a major cause of deviant behaviour of
employees at workplace in Pakistani public organizations (Nasir & Bashir, 2012).
Some job attitudes that have been empirically associated to workplace deviance
comprise job satisfactions, injustice, low organizational commitment and low
organizational support (Bragg, 2015). Moreover, the perception of individual
regarding organization is not implementing of human resource practices is bcome
another cause of employee indulges in DWB (Shamudin, Subramanian & lbrahim,

2011).

However, the current study only focuses on organizational injustice (Manville, El
Akremi, Niezborala & Mignonac, 2016) and abusive supervision (D'angelo et al.,
2016; Schaubroeck, Peng & Hannah, 2016). Abusive supervision creates the sense of
being underestimating or undervalues the subordinate employees (Michel et al.,
2015; Tepper, 2007). Employee satisfied with their working perceives experience in
their organization (Taylor, 2007) and delimit the others organisational factors. These
organizational factors such as organisational injustice and abusive supervision as

predictors of deviant workplace behaviour are explained in given below sections.
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2.4.3.1 Organizational Injustice

Organizational justice refers to employee's perception of fairness within an
organization (Asadullah, Akram, Imran & Arain, 2017). Cropanzana, Bowen and
Gilliland (2007) defined organizational justice as “an employee’s personal evaluation
or perception of the moral and ethical status of the practices of its manager.”
Organizational justice depends upon the policies, strategies, actions and decisions of
the organization (Jordan & Turner, 2008). Organisation justice a vibrant type feature
of an organization (Clay-Warner, Reynolds & Roman, 2005) and possesses the
prospective to produce significant settlement between the employees and an

organization itself (Cropanzana et al., 2007).

Organizational justice is vital for all type of organizations (Safi & Arshi, 2016).
When employees perceive fairness and justice, they became satisfied and work with
dedication and put more effort for organisation (Aguilera, Rupp, Williams &
Ganapathi, 2007). Organizational justice generates organizational commitment
among the employees (Aguilera et al., 2007). Research of Wiesenfeld, Swann,
Brockner and Bartel (2007) showed that organizations who treat their employees

fairly have more committed employees.

According to eminent Pakistani researchers Nasir and Bashir (2012,) there are two
kinds of organizational justice that are distributive justice and procedural justice.
These distributive and procedural justices are concerned with management
maltreatment, discrimination and working relationship of employees (Roberson &

Stevens, 2006). Organizational justice serves as a source of motivation among the
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employees to learn and gain knowledge at workplace (Liao & Tai, 2006) and

motivation is a key element of workplace attitudes (Manville et al., 2016).

While, deviant workplace behaviour usually takes place when an employee perceives
organisational injustice, inequality, unfair treatment within the organization
(Omotayo, Olubusayo, Olalekan & Adenike, 2015). DWB can be viewed as a form
of protest in which organizational members’ express dissatisfaction with or attempt
to resolve injustice within the organization (Kelloway, Francis, Prosser & Cameron,
2010). Therefore, employees may retaliate against their perceived organisational

injustice against the employer in the form of DWB (Dajani & Mohamad 2017).

The cost to U.S. corporations of abusive supervision such as absenteeism, cost of
health care and lost of productivity has been estimated at $23.8 billion annually
(Tepper, Duffy, Henle & Lambert, 2006). Organizational injustice increases deviant
workplace behaviours and organizational cynicism amongst the employees in

organization (Abdi, Delkhah & Kheirgoo, 2016; Shaheen et al., 2016).

The previous studies have recognized the relationships between employees’
perceptions of organisational justice and DWB (Abubakar, 2017). However, the
findings of these studies were inconsistent. Some have shown significant negative

relationship between employees’ perceptions of organizational justice and DWB.

Contrary, many other studies have shown insignificant negative relationship between

employees’ perceptions of organisational justice and DWB (Abubakar, 2017). Some
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of the scholars, have a point of view that an ethical relation at workplace is a base of

organizational justice the most important requirement (Byers & Rhodes, 2007).

Multiplicity of factors can determine justice in the organization (Byers & Rhodes,
2007). Some of researchers believe that personality and behaviour of leadership has a
significant influence on the organizational justice (Mayer, Nishii, Schneider &
Goldstein, 2007). Organizational leadership, structure of the organization, pay
system and behaviour of peers are the factors that contributing to justice at workplace

(Campbell et al., 2007; Mayer et al., 2007).

On the other side, organizational injustice creates stress and can have negative
impact on behaviours of employees (Saleem & Gopinath, 2015). Greenberg (2006)
has defined distributive injustice as the “general perception of employees that they
are not fully rewarded according to their contribution”. Greenberg (2006) also
defines procedural injustice as “employee’s beliefs that the measures being used to

determine output are unjust”.

The behavioural and affective reaction to procedural injustice is targeted the
organization and affecting the organization’s outcome negatively (Siers, 2007).
Therefore, it is suggested that if managers want satisfied and committed employees,
they should practice procedural justice (Clay-Warner, Reynolds & Roman, 2005).
Findings of the study of Rafiee et al. (2015) suggested that there is a negative
association between organizational justice and deviant workplace behaviour.
Personality and commitment also significantly influence the workplace deviance

(Guay et al., 2016).

81



A study of Ahmed et al. (2013) in Pakistani context after investigating the 300
nurses and doctors of the public sector reported that DWB increases when employees
perceive from the organization a sense of injustice and cynicism. Organisational
injustice is dangerous for organization and results in negative impact on employee
(Cropanzano et al., 2007). On experiencing organizational injustice, employees
involved themselves in DWB (Peterson, 2002). Organizational injustice explains the
situation in workplace where some individual receive some special treatment because
they are friendly with manager or supervisor and get more benefits as they deserve

(Fatima et al., 2012).

Job satisfaction declines the perceived organizational injustice while job
dissatisfaction promotes to perceive to organizational injustice which leads to DWB
(Fatima et al., 2012). Several scholars have showed that perceptions and observation
of poor organizational justice led to negative and destructive behaviour at workplace
(Jones, 2009; Kwak, 2006). Although, the reviewed of the above results highlighted
in different studies on the prominence and standing of organizational justice as a
predictor of DWB among support employees in public sector organizations (Mazni &

Rasdi, 2105).

A study of Zribi and Souai (2013) in Tunisia context, reported that the transactional
and relational psychological contract breach mediate the relationship between the
organizational injustice and DWB. A study of Ceylen (2011) was conducted on 700
health sector doctors and nurses in Turkey context shows the relationship between
DWB and procedural injustice, i.e. work alienation, is relatively strong. Results of

study of Danaeefard and Boustani (2016) on 420 employees who were engaged in
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administrative departments of a public organizations in Iran context revealed that
justice perceptions were negatively associated with employee’s workplace

misbehaviour.

2.4.3.2 Abusive Supervision

Abusive supervision is a type of organizational workplace deviance and detrimental
phenomenon in the workplace behavioural and occupational studies (Hu & Liu,
2016; Malisetty and Kumari, 2016). Abusive supervision represents a serious and
expensive problem of the organization (Robinson & Bennet, 2000; Kemper, 2016)
because of its negative consequence on subordinate employees and on the health of

organization (Hamid, Juhdi, Ismail & Abdullah, 2016).

According to Tepper (2000) abusive supervision is defined as “sustained display of
hostile verbal or nonverbal behaviours”. Abusive supervision is closely related to
organizational deviance causes that hamper the performance of organization and
generate workplace conflicts (Malisetty & Kumari, 2016). Abusive supervision is the
substantial area to study because various minor acts of workplace aggression can

eventually lead to workplace violence (Hamid et al., 2016).

In addition, psychological contract violation, psychological resource depletion,
presence of depressive symptoms of anxiety and increased workplace alcohol
consumption are the antecedents of the abusive supervision (Byrne, Dionisi, Barling,
Akers, Robertson, Lys & Dupré, 2014). Some acts of abusive supervision deviance

such as aggression may lead to violence at workplace (Schaubroeck et al., 2016).
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Litzky et al. (2006) defined abusive supervision as “the perceptions of subordinates
to the extent to which supervisors engage in the sustained display of hostile verbal or
non-verbal behaviours at workplace”. Eminent researchers Burke (2006) and
Dotlitch and Cairo (2003) have pointed that dark triad personality leadership in

organizations as a main culprit in the on-going problems of deviance.

Research of Tepper, Duffy, Hoobler & Ensley (2004) shows that American
employees experience between 10% to 16% of abusive supervision at workplace on a
regular basis and incurred in annual organizational costs of $23.8 billion
approximately because of abusive supervision (Tepper et al., 2006). In addition,
75% of incidents of bullying deviance workplace are executed by hierarchically

superior agents (supervisor) against subordinate targets (Hoel & Cooper, 2000).

Abusive behaviour of the supervisor negatively influences the employee’s
organizational commitment and job satisfaction (Tepper, 2000). If abusive
supervision is practiced by the supervisor towards the subordinate in the
organization, sometimes the outcome is retaliation (Vogel et al., 2015). Victims of
abusive supervision are less likely to be committed to the organization, leading to a
greater likelihood for committing acts of DWB (Uzondu, Nwonyi & Ugwumgbor,
2017). On the other hand, if employee who perceives that supervisor is caring and
supportive to him or her, in response to this, subordinate employee hesitates to

involve in DWB (Schaubroeck et al., 2016).

Generally speaking the behaviour of the supervisor or boss may also influence the

behaviour of employees at workplace (Mitchell, Vogel & Folger, 2015). Subordinate

84



employees prefer to quit rather than to argue when his supervisor adopt abusive
supervision (Thau, Bennett, Mitchell & Marrs, 2009). Ethical behaviour of the
supervisors/leaders promotes organization citizenship behaviour (Khan et al., 2016)

while abusive behaviour promotes counterproductive behaviour (Fakhar, 2014).

Employee’s behaviours at the workplace are the main mechanism through which
organization are able to accomplish their strategic goals (Byrne et al., 2014). Thus
supervisors/managers are rightfully concerned regarding ensuring and enact
employee’s behaviour that will be helpful for success of the organization (Jensen &
Raver, 2012). Work process is a source of stress creates uncertainty among the

employees and cause organizational stressors (Appelbaum & Shapiro, 2006).

Inappropriate supervisor’s behaviours towards performance evaluation may also
lead to stress among the employees (Connor & Worley, 1991). Abusive supervision
could become the causes of low job satisfaction and organizational commitment
(Park, Hoobler, Wu & Wilson, 2015). A recent study of Wang (2016) concluded that
in order to prevent the loss of the organization, there is dire need that necessary
measures should be taken to eliminate the negative effect of abusive supervision and
to maintain the efficiency of organization resources. workplace conflict (non-job
factor) seems to giveaway the attention which can trigger deviant workplace

behaviour (Ahmad & Omar, 2013).

In addition, abusive supervision explains the behaviour of supervisor at workplace
such as ridicules others, dealing with others as stupid, silent treatment with other,

puts down others in front of co-workers, invades privacy of others, reminds the
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mistake and failure of others, not give to others a credit of job, express anger and
rude to subordinate and lies with subordinate employees (Tepper et al., 2006; Tepper,

Moss & Duffy, 2011; Tepper, 2000; Park et al., 2015).

Abusive supervision is one of the serious predictors of DWB in public organization
and private organizations too (Park et al., 2015). Abusive supervision, as it represents
serious problem plaguing modern organizations owing to its volatile implications to
subordinates, supervisors and overall work environment. Lower employee
performance (Martinko, Harvey, Brees & Mackey, 2013), higher turnover (Tepper et
al., 2006) workplace deviance (Hershcovis & Barling, 2010) and family conflict
(Hoobler & Brass, 2006) are the major consequence of abusive supervision

(Martinko et al., 2013).

This type of supervision refers to merging field of research such as workplace
mistreatment and destructive leadership or unethical supervision and having
significant effect on DWB (Anwar, 2017: Tepper. Simon & Park, 2017). This leads
to decrease of the efficiency and job satisfaction level of the employees and increases
separation and turnover rate (Anwar, 2017). In some extreme cases, employees
would even take retaliatory action against their organization (An &Wang 2016).
Therefore, studying the relationship among abusive supervision, DWB and
transformational leadership has become necessary and significant in improving
management strategies to promote the working attitude and behavior of employees

(An &Wang, 2016).
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2.5 Transformational Leadership

Generally, the success of every business and organization depends upon the effective
leadership of the organization, without appropriate leadership no one organization
either public or private can survive (Maher & Youssef, 2016). The role of leadership
is vital and indispensable for every organisation (Maher &Youssef, 2016).
Leadership plays a dynamic role to control or minimze employee’s dysfunctional or

counterproductive behaviour (Maher &Y oussef, 2016).

Leadership is the process having influence on subordinate employees (Daft, 2011).
Leadership addresses ethics, power and how to lead employees rather than
controlling them (Daft, 2011). It has been found to be an important factor in
preventing DWB (Zaghini, Fida, Caruso, Kangasniemi & Sili, 2016). Leaders
motivate the employee to achieve specific targeted goals and objective of the
organization (Daft, 2011; Fry, 2003). Leadership maintains coordination and
cooperation for development of the organization (Daft, 2008; Yu kl., 1994) and
enhance the employee’s productivity and creativity (Daft, 2011; Fry, 2003). The
concept of leadership is a complex phenomenon to underterstands it implications

(Zhang, 2016).

Leadership may refer to those who occupy the highest positions in various
organizations like managers or directors or it may refer to those who possess certain
leadership characteristics or qualities (Silva, 2014). Leadership is basically a
circumstantial relationship between a leader and his or her followers (Puni,
Agyemang & Asamoah, 2016). A number of views have been expressed on

leadership style in research by various scholars (Puni et al., 2016). A leader who is
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equitable, sensitive, ethical, and honest will be perceived as more fair (Shaheen et al.,

2017).

Number of leadership styles have been dicussed and evident from literature (Neil &
Chong, 2015). These styles are autocratic leadership style, democratic style of
leadership, laissez fair style of leadership, transactional leadership and
transformational leadership style. The first, autocratic leadership style makes
decision on the basis of power and authority. Autocratic leadership determine the
policies, procedures for achieving goals and objective, believes mainly on
implementation of the rules and regulation and control on rewards and authority

(Mullin, 1999; Punie, ofei & Okoe, 2013).

The second style of leadership in which leader makes decision that involve the
subordinate and helps to develop individual’s skills and promote team work (Mullin,
1999) friendliness, helpfulness and encouragement of participation (Puni et al.,

2016).

The third style of leadership is laissez-fair leadership which is basically “non-
leadership style” because the leader has no influence over the group members (Bass,
1965). Laissez-fair leadership style is an effective style when employees are highly
educated, experienced and skilled (Yukl, 1994) or when employees have pride in
their work and derived to do work successfully on their own (Yukl, 1994). Such
leaders achieve goals and objectives when necessary or required and to avoid

decision making and unnecessary communications (Puni et al., 2016).
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The fourth style of leadership is transactional leadership. Transactional leadership
style focuses on motivating or inspiring their followers through the system of reward
and punishment (Daft, 2011) and generlaly focuses on motivating and increasing the
efficiency of their followers through reward and punishment (Daft, 2011).
Transactional leadership style is management of expectations and allowances or
rewards (Puni et al., 2016). This type of leadership maintains the status quo and more
concerned to follow the existing rules and regulations and procedure of the operation

(Puni et al., 2016; Pradhan & Pradhan, 2014).

Last but not the least, transformational leadership is one of the key style of
leaderships and different from other styles of leadership on the basis of moral
influence on the followers’ especially from transactional leadership (Pradhan &
Pradhan, 2014). Transformational leadership is an expression of ethical guidelines
(Daft, 2011) as well as leaders’ noble intensions (Pradhan & Pradhan, 2014).
Transformational leadership is an ideal style of leadership that advocates for positive
changes in individuals and social system (Zhang, 2016) and raises different level of
morality and values on the leaders as well as on the followers (Pradhan & Pradhan,
2014). Therefore, transformational leadership has a positive relationship with work

performance behaviors (Al Kindy, Shah & Jusoh, 2016).

Some of the researchers explore a style of transformational leadership comprising of
four key components/dimension consist of ‘“charisma” or idealized influence,
individual consideration, intellectual simulation and inspirational motivation
(Bass,1987; Bass, Avolio, Jung & Berson, 2003; Nemanich & Keller, 2007). These

four dimensions of transformational leadership are explained by Bass (1987).
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The first dimension; “charisma” “is a behaviour which produces strong emotions, in
follower as well as leaders’ identification”. The second, “inspiration” “to articulate is
a strong persuasive vision to help out the subordinate’s efforts at workplace”. The
third, “intellectual stimulation”, “is referred to behaviour that enhances the
awareness of problem as well as motivate followers to sight the problem from
narrative perspective”. The fourth, “individualized consideration” “is another
component of transformational leadership to provide lending sport and guideline to

the followers”.

It is important to mention that leadership plays a vital role to manage and control
employee’s deviant behaviour at workplace (Maher & Youssef, 2016). Lack of moral
leadership in organization may also cause of unethical behaviour of employees
(Maher & Youssef, 2016). Hence, the ethics and values characteristics of
transformational leadership are more relevant to control DWB (Puni et al., 2016).
Over the past two decades, the style of transformational leadership has emerged as
one of the most popular tactic to understand leaders’ effectiveness in the organisation

(Youli, Xixi, Wang & Xi, 2014).

This study focuses on how the transformational leadership moderates the effect of
individual and organizational factors contributing to DWB. Owing to ethical
orientation transformational leaders are considered as more ethical and morality
upright. Transformational leaders understand the moral values and norms and refine
the rules and regulation of the organization on the basis of norms and value (Puni et

al., 2016). Transformational leadership style is a role model for their subordinates
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(Bass,1965). Moreover, their philosophy and actions deeply influence the attitude

and behaviour of their followers (Pradhan & Pradhan, 2014).

The study of Maher and Yousaef (2016) suggested that leadership should take a
strong role in managing the DWB. Leaders act as role model, communicate
awareness among the employees regarding core ethical value of the organization,
creating a positive and healthy internal work environment and proper implementation
of HR policies. Furthermore, the type and quality of leadership can play a vital role
in either bolstering or curbing such type of destructive and damaging behaviours of

employees at workplace (Pradhan & Pradhan, 2014).

Earlier researchers have the pointed that transformational leadership style is one of
the more ethical style of leaderships and easily address the problem of DWB
(Hepworth & Towler, 2004; Sajeet & Rabindra, 2014; Saidon et al., 2013).
Transformational leadership is a style of leadership which is generally accepted fact
among the researchers that apart from personal disposition of the employee
behaviour (Pradhan & Pradhan, 2014). Burn (1978) defined as “transforming
leadership is process in which leaders and follower helps each other to advance to

higher level of morale and motivation”.

One of the studies on transformational leadership suggested that “transformational
leadership promote cooperation among the subordinates and motivate them to work
together toward super ordinate goals even if that means to sacrifice some of their
personal goals and aspirations” (Organ, Podsakoff & MacKenzie, 2006).

Transformational leadership always tries to protect their followers against deviant
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behaviours and toxic at workplace (Hepworth & Towler, 2004). In the words of
Pradhan and Pradhan (2014), Tr.L. a type of leadership can play vital role to boost or

diminish negative behaviours at workplace.

Transformational leadership is helpful to modify the association between moral
disengagement (deviant workplace behaviour) in different customs (Hystad, Mearns
& Eid, 2014). Transformational leadership style gives attentions to followers to
resolve their problem (Avolio & Bass 1999; Bass, 1998). This vision factor of
transformational leadership made use of motivating to employees (Hystad et al.,
2014). In this manner and process of transforming, transformatonal leadership listen
to their subordinate employees, and try to figure out values and provision they have

(Bass et al., 2003).

Moreover, a transformational leader enables his subordinate employees to overcome
problems or difficulties that they encounter, and provide them with autonomy for
raising their performance and competence (Bass et al., 2003). Transformational
leadership is a type of leadership that is conscious and aware of individual
differences of employees (Pradhan & Pradhan, 2014). As a result, individuals will
feel that they are working under such type of leadership that recognizes and caring
about theirs well-being and value their contributions at workplace. In return, they

will not commit deviant acts (Sajeet & Rabindra, 2014; Saidon et al., 2013).

It is common understanding of the researchers, psychologists, management
practitioners and consultants that DWB took place because of lack of moral and

ethical leadership in organization (Sajeet & Rabindra, 2014). Subordinate
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employees’ fellow the behaviour of leaders. If leaders, commit deviant acts, induced
the subordinate employee to commit themselves such negative act (Sajeet &
Rabindra, 2014). Supervisor or manager needs to be a role model to their
subordinates through visible actions and instructions (Saidon et al., 2013). Leaders
have to communicate ethics and standards as well as reward systems to sustain

ethical and moral standards in organization (Trevino et al., 2000).

Transformational leadership is a more ethical style of leadership (Burn, 1978). This
type of leadership can create significant change in the life of individual and culture
of the organization (Yean & Jhang, 2017). Transformational leadership easily
influences flowers and motivates the followers to get involved in the organizational
to achieve quality and outstanding performance (Yean & Jhang, 2017). On the basis
of above discussion and support of social exchange theory and social learning theory,
it is posited that transformational leadership moderating effect between individual

and organizational factors between DWB in Pakistani Public sector organisations.

2.6 Underpinning Theories

Generally speaking, every study regarding investigation of construct require relevant
theories of area of study that supporting a research framework. Underpinning
theories are formulated to define, elaborate, predict and to understand the concept
and construct phenomena. In this study, the framework/model examining the effect
of individual and organizational factors on DWB and defining moderating impact of
transformational leadership on the relationsip betwen individual and organisational
factors and DWB. Majority of the researchers of the area agreed that social learning

theory, social exchange theory and breach of psychological contract theory, support
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the arguments to overcome the problem of DWB (Henle, 2005; Johnson & O’Leary-
kelly, 2003 Majeeda, Jamsheda & Mustamila, 2018). The current section of this

chapter discusses the major theories that underpinning the current research.

2.6.1 Social Learning Theory

To understand the deviant workplace behaviour, social learning theory (SLT)
perspective is one type of framework (Bandura, 1977b; O’Leary-Kelly et al., 1996).
In this framework, it has been proposed and suggested that people can learn from
experiencing and certain outcomes as a result of behaviours in which they have
engaged (Bandura, 1977b). SLT reinforces the idea that learning occurs within a
social context (Bandura, 1977b). People learn from observing others’ behaviours and
the outcomes of those behaviours (Astray-Caneda, Busbee & Fanning, 2011). This
theory depends on the possibility that individuals learn from their interaction with

others in a social setting (Majeeda et al., 2018).

Social learning theory has turned into the most intense theory of learning and
improvement (Majeeda et al., 2018). SLT implies people learn what actions are
appropriate from models in their surrounding environment (Uzondu et al., 2017).
Social learning theory postulated that people or individual learn behaviour from their
workplace culture and environment through observation, imitation and modelling of
others (Bandura, 1977b) to understand the acceptable forms of behaviours in a given

context and utilize it as a guide for action (Hsi, 2017).

SLT draws heavily on the concept of modelling, or learning by observing behaviour.

Bandura (1977b) outlined three types of modelling stimuli; A Live model, in which
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an actual person is demonstrating the desired behaviour, secondly, A Verbal model
instruction, in which an individual describes the desired behaviour in detail and
instructs the participant into engaging in the behaviour. Thirdly, A Symbolic model,
in which modelling occurs by means of the media, including movies, television,

internet, literature, and radio. Stimuli can be either real or fictional characters.

Moreover, SLT also suggests that people can learn from the behaviour and the
outcomes of the behaviours of others employees (Astray-Caneda et al., 2011).
Therefore, employees may see or view the other employees engaging in DWB to
gaining some rewards (Sharma & Singh, 2015). If any employee who is engaging in
the deviant behaviour is not punished, other employees who are seeing the situation
will learn that this could also be the case, if they chose to engage in deviant
behaviour (Sharma & Singh, 2015). If this is true, individuals who hadn't previously
engaged in deviant employee behaviour but may choose to engage in DWB (Sharma

& Singh, 2015).

According to Appelaum et al. (2005), SLT proposes that “deviant role model in an
organization or in any group in general, will influence others in the group to commit
acts of deviance as well”. An organization may attempt to eliminate or try to
diminish DWB by making rules that punishment will take place for deviance and
insuring that the punishment is actually carried out to offenders (Sharma & Singh,

2015).

If the organization effectively implement these polices, then social learning theory

pointed out that there will be less occurrence of DWB (Abdullah & Halim, 2016).
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For example, if someone sees a fellow employee steal from the cash register, but
then also sees that the employee is fired as a result, the observer is less likely to steal

from the register there after and reflects OCB (Kura, Shamsudin & Chauhan, 2013c).

Given the relative support for social learning theory across various life situation and
underlying principle of social learning that individual learn behaviour from their
work-based referent others via observation and imitation, social learning theory has
demonstrated predictive capacity in relation to DWB (Baumgartner, Valkenburg &
Peter 2011; Kura et al., 2013c). However, very few researches have focused on its
antecedents and even fewer are the attempts to study the social learning factors that
responsible for dysfunctional behaviour of the employees at workplace (Crane &

Platow, 2010; Frone & Brown, 2010; Sharma & Singh, 2015).

Generally speaking, the previous studies concerning the causes of deviant workplace
behaviour in organizations are focused on the perceived organisational injustice on
part of employees, employee stress and personality traits etc. (Sharma & Singh,
2015) but quite surprisingly not much stress is given on the social learning aspect of
employees (Sharma & Singh, 2015). Through this social learning process,
individuals absorb different techniques, attitudes, behaviours, motives, drives and
rationalizations for committing lead to DWB and react accordingly (Sharma &

Singh, 2015).

This theory also tries to communicate how personality traits factors influences on
individual relationship and how the individual reacts in different situations in an

organization (Abdullha & Halim, 2016). These two factors such as personality and
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organizational factors are very influential on deviant workplace behaviour (Abdullah
& Halim, 2016). Thus, SLT provides a good understanding about deviant behaviour
occurrences at workplace taking into consideration the individual factor that

influences the behaviour at workplace (Abdullah & Halim, 2016).

2.6.2 Social Exchange Theory

Social exchange theory is introduced to help to understand the deviant workplace
behaviour (Henle, 2005). Social exchange theory (SET) treats social life as involve a
series of sequential transactions between two or among the more parties (Mitchell,
Cropanzano & Quisenberry, 2012). SET is one of the most tenacious and commonly
used conceptual frameworks to build on these straight forward ideas (Cropanzano &
Mitchell, 2005). Most important research topics in the area of management,
organizational behaviour, sociology, industrial psychology and social psychology
have been analyzed through the lens of social exchange theory (Appelbaum et al.,

2007).

SET successfully explored the conceptual framework such as organizational
commitment (Bishop, Scott, & Burroughs, 2000), job satisfaction (Appelbaum et al.,
2007), organizational citizenship behaviours (Organ,1990) organizational justice
(Tepper & Taylor, 2003) and organizational support (Ladd & Henry, 2000). This
theory also introduces the importance of interaction between individual differences

factors and organizational factors (Henle, 2005).

Moreover, SET was used to understand the workplace behaviour (Chernyak-Hai &

Tziner, 2014). It also helps to explain the interaction between individuals or
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organizational members who are involved in any transactions with the expectation of
a reward and avoidance of penalties or punishments (Ishak & Bohari, 2016). DWB

may be understood within the framework of SET (Chernyak-Hai & Tziner, 2014).

Social exchange theory explains the associations between organizational factors
DWB and turnover intention (Pradhan & Jena, 2016). SET has been commonly
castoff by different scholars to describe the happening of deviance at workplace
(Alias et al., 2013; Mazni & Rasdi, 2015; Mitchell & Ambrose, 2007). SET is
reliable with norms of exchange which recognizes that an individual will response to
deviance behaviours with the existence of hostile and unfavourable conditions at

workplace (Alias et al., 2013).

Concepts of reciprocal (give & take) deviance have their underpinnings in social
exchange theory (Mazni & Rasdi, 2015), which proposes that social exchange
develops relationships between two parties through a sequence of mutual exchanges
that produce give-and- take reciprocal activities from each party (Blau, 1964). Thus,
motivation of the employees depends upon the fairness and equality of social

exchange within organizations (Anwar, 2017).

On the other hand, if employee perceives unfairness employees tend to minimize
their expectations and involvement from their jobs (Adams, 1965). The social
exchange process begins when organization perpetrator or act usually treat a target
individual in a positive or negative fashion (Peng, Jien, Lien & Tetrick, 2016).
According to De Schrijver, Delbeke, Maesschalck and Pleysier (2010) equity theory

explains the balance of individuals’ contributions towards efforts, job skills, job
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training, working experience, intelligence with the incentive of intrinsic and extrinsic
rewards, seniority and job status which received from the organization that also
supports the social exchange theory. This theory explains the positive relationship
between individual value and organizational value in response of exchange (Fayyaz

& Alasani, 2015).

It is concluded that individual as well as organizational characteristics both match
with each other in organisational studies (Muchinsky & Monahan, 1987; French et
al., 1982; Dawis, 1992; Kristof-Brown, et al., 2005). It means that individual
attitudes and characteristics are the outcome of analogy of the characteristics of

organization resources, values, culture and goals (Ender & Magnusson, 1976).

The apprehension of deviant workplace behaviour is henceforth done by combining
individual and organisational factors based on the social exchange theory and
exploring the relationship between the injustice and the deviance (Zribi & Soual,
2013). On the basis of above discussion, it is assumed that the social exchange theory
supports the model of current study as explain by Chernyak-Hai and Tziner (2014).
SET predicts that in relation to positive initiating actions, target will lend to reply in
kind by enjoying more positive reciprocating response or fewer negative

reciprocating responses (Peng et al., 2016).

2.6.3 Breach of Psychological Contract Theory

Rousseau (1990) defined psychological contract theory as “the beliefs employees
hold regarding the obligation of the exchange agreement between themselves and

their organization”. Furthermore, psychological contract is mutual obligation that
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describes the relationship between employee and organization (Fayyaz & Alsani,
2015). Based on the knowledge of psychological contract individual believe that his
or her organization is obliged its promised (Robinson & Rousseau 1994) and positive
outcome of psychological contract recognized as organizational citizenship
behaviour (Bordia, Restubog & Tang, 2008; Jenssen, Opland & Rayan, 2010;

Kickul, 2001; Trunley & Feldman, 2000).

Breach of psychological contract influence the success of organization by
overlooking of job responsibilities (Bordia et al., 2008) and reduce participation in
positive activities that beneficial for the organization (Trunley & Feldman, 2000). In
addition, when the expectations of employees are not fulfilled or nor met by their
employers, it will result in breach of psychological contract (Robinson & Morisson,
2000). Resultantly, this situation leaving employee feeling frustrated, less dedicated

and demotivated (Shaheen et al., 2017).

The outcome of breach in psychological contract decreases the dedication of
employee towards organization (Lester et al., 2002), lack of integrity (Johnson &
O’Leary-kelly, 2003; Thompson & Hart, 2006), decreases contribution (Robinson,
1996) and deprives organizational performance (Pate, 2006). The perception of
breach of psychological contract induces employees to indulge in DWB (Bordia et

al., 2008; Hussain, 2014).

Engagement of individual in DWB in response to psychological contract breach can
also be explained through the social exchange theory (Fayyazi & Aslani, 2015;

Shaheen et al., 2017). Based on social exchange theory, individual and organization
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form a reciprocal relationship by which they agree to fulfill their obligations of each
other (Fayyazi & Aslani, 2015; Quratulain & Khan, 2013). Bal, Chiaburu and Jansen
(2010) reported a negative relationship between breach of psychological contract and
work performance that was moderated by social exchanges. Such relationship was
stronger for employees with high social exchange relationship, perceived

organizational support and trust (Bal et al., 2010).

Breach of Psychological contract occurs when employees perceive that employer has
failed to fulfil its obligations and affects the behaviours and outcomes of employees
in many ways at workplace (Ishaq & Shamsher, 2016; Shaheen et al., 2017). Breach
of psychological contract of employee exhibits DWB (Shaheen et al., 2017).
Unfavourable working conditions, perceived mistreatment by the organization and

other breach of psychological factors creates DWB (Metofe, 2017).

Psychological contract theory is grounded at norms of social exchange theory, how
the employees reciprocate the treatment received from their employers (Bal et al.,
2010; Fayyazi & Aslani, 2015). These contexts explain to help the dynamics of

employee organization exchange relationship (Quratulain & Khan, 2013).

Breach of psychological contract is executed when employees perceive that
organization has failed to fulfill its responsibilities and obligations towards their
employees (Fayyazi & Aslani, 2015). Psychological contract breach is actually the
termination of employment relationship between employee and organization
(Rousseau, 1989). This breach of contract affects the behaviours and outcomes of

employees in many ways (Ishag & Shamsher, 2016; Fayyazi & Aslani, 2015).
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In addition, BPCT refers to an individual’s perception at workplace that another
party/organization has failed to fulfil the promised obligations (Fayyazi & Aslani,
2015). It is important to mention that if an employee perceived that organization
cannot fulfill its obligations, it can motivate the employees to indulge in DWB that
are harmful to the organization (Robisonn & Bennett, 1995). In order to identify the
cognitive, affective and motivational underpinnings ofDWB, psychological contract
breach, revenge and workplace deviance are brought together as outcome (Restubog,

Bordia & Tang, 2007).

The studies of earlier researchers demonstrated that psychological contract breach
leads to negative perceptive and emotional reactions i.e. job dissatisfaction, anger
and stress (Ishag & Shamsher, 2016: Morrison & Robnison, 1997). These negative
perspectives and emotional reactions may motivate employees to engage in deviance
behaviour at workplace such as absenteeism (Deery, lverson & Walsh, 2006) and
high turnover (Hershcoris, Barling, Arnolod, Dupre, Inness, LeBane & Sivanathan,
2007). Rousseuu (1995) describe that an individual perceived psychological contract

is affected by the personal traits and organizational factors and environment.

Result of breach in psychological contract showed negative outcomes i.e.
withdrawal, distrust, job dissatisfaction and increased in turnover or intention to quit
from organization (Ballou, 2013; Suazo, 2009; Peng et al., 2016), loose
organizational commitment (Agarwal & Bhargava, 2013; Bal, Langer, Jansen &
Veld, 2008) and work engagement (Parzefall & Hakanen, 2010). Breach of
psychological contract has positive relationship with DWB of employees (Restubog

et al., 2008).
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However, a study of Kura et al. (2013) in Negeria context reported that perceived
behaviour control of employees is negatively associated with deviance behaviour i.e.
interpersonal behaviour and organizational behaviour. Various earlier empirical
studies on DWB and psychological breach contract of Pakistani scholars in Pakistani
context contributed empirical, for example a study of Bashir et al. (2011) concluded
that the breach of psychological contract is significantly associated with
organizational deviance such as cynicism. Another study of Malik and Khalid (2016)
reported that if employees perceive psychological contract breach then it leads to low

work engagement and high turnover intention.

A study of Hussain, Gul, Usman and Islam (2016) in Pakistan context found that
psychological contract breach and task performance have negative relationship and
established that employees who found that organization failed to fulfil the
psychological contract; consequently, they lose commitment and loyality towards the
organization and would be exposed deviance. Employees feel inequity between they
provide to them and they expect to obtain from employers, breach of psychological

contract arises (Hussain et al., 2016).

When the breach of psychological contract occurs, employee will become less
satisfied from their job and their performance will be decreased and they will likely
to show DWB (Hussain et al., 2016). Breach of psychological contract occurs
frequently in the organisation and thus, employees exhibit DWB (Shaheen et al.,
2017). Inefficiency and corruption are common deviance in the majority of the public

sector organizations in developing countries like Pakistan (Shaheen et al., 2017).
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2.7 Gaps in Literature

Various scholars have defined DWB and clarified the outcomes of DWB within the
organisation (Appelbaum et al., 2007) but studies about deviant behaviours
workplace are still limited particularly in developing countries like Pakistan (Bashir
et al., 2012; Igbal et al., 2015; Nasir & Bashir, 2012; Yildiz et al., 2015). DWB has

been a ignored area in organizational studies (Farhadi et al., 2015).

Research on counterproductive behaviours is still limited in Pakistan (Abdi et al.,
2016; Bashir et al., 2012; Igbal et al., 2012; Khan et al., 2015; Nasir & Bashir, 2012).
Studies on relationship between employees and organizations have become an area
of key concern for many organizations throughout the world particularly in
developing countireis (Khan et al.,, 2015). DWB got the attention of both
practitioners and researchers even slowly but surely (Membere, Ahmad, Anderson,
Lindesy, Sabat & King 2015). So the study on the behaviour of employees at
workplace is need of time (Mo & Shi, 2015). The incidence costs of deviant
behaviour at the workplace has directed to a vital escalation in this negative

behaviour research area of interest (Appelbaum et al., 2007).

Morover, DWB has been a neglected topic in organizational researches (Fardhi et al.,
2015) which requires for further studies in the area of DWB (Igbal et al., 2013,;
Cohen, 2017). In order to control the consequences of withdrawal behaviour,
leadership of the organization faces challenges to develop aptitudes that limit the
adverse effects of withdrawal behaviour on organizations (Banks, Patel & Moola,

2012).
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Withdrawal behaviours of employees at workplace are challenging for organizational
leadership and coworkers (Johnson, Holley, Morgeson, LaBonar & Stetzer, 2014).
Emninet resarchres Torre, Pelatgatti and Solari, (2014) have asserted that further
research must conduct on non attendance management as executive administrators
seek to comprehend withdrawal behaviours and moderate operative expenses

associated with employee’s absences.

In order to identify the potential gaps in literature, a detailed systematic review of
literature regarding all the variables of the research was performed with the help of
Google search engine. The systematic review of literature has been undertaken on
the basis of six to seven factors such as big five personality trait, dark trait
personality, demographic factors, abusive supervision, organizational injustice and

transformational leadership and DWB.

For the selection of articles or papers to find the gap for present study, four phases as
decribed in the article of Zaghini et al. (2016). Firstly, identification of relevant
articles, secondly screening based on the title and abstract reading. Thirdly,

“eligibility evaluation” through readings of full text of research articles.

Fourthly, this study made inclusion of articles on the base of empirical study or
review on the focus area of DWB. Lastly, the study focuses on articles, papers and
thesis found through Google and Google scholar search engine on the DWB and
allied areas. A summary of systemic review of the literature relevant to aforesaid

variables of the study of since 2000 to 2017 is presented in at appendix “M”.
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From the literature review, several conclusions have been drawn; the said study also
examines the moderating effect of transformational leadership on the relationship
among individual and organizational factors with DWB. A number of predictors of

deviant workplace behaviour have been identified in the literature.

To date, some of predictors of DWBs have been studied which include big five
personality trait (Abdullah & Maricane, 2016), dark triad personality (Cohen 2017),
demographic factors (Boharom, et al., 2017), abusive supervision (Tepper, 2007),
organizational justice (Near & Miceli, 2013), breach of psychological contract
(Tenenhaus, 2008), social exchange theory (Cropanzano & Mitchell, 2005) and

transformational leadership styles (Shamsudin et al., 2012b).

Despite these empirical studies, literature indicate that very few studies have looked
at the moderating effects of transformational leadership among individual and
organisational factors with deviant workplace behaviours in the context of Pakistani
public sector organisations. Even if there are studies on control of deviant workplace
behaviour, the studies were limited to examine the specific types of deviant
workplace behaviours. Hence, in order to better understanding of variety of deviant
behaviours at workplace, this study intends to assess the influence of
transformational leadership on broader construct of deviant workplace behaviour

rather than the specific types.

Secondly, a comprehensive review of literature indicates that there are many earlier
studies on deviant workplace behaviour in western countries which makes individual

factors and organizational factors as predictors DWB (Abdullah & Halim, 2016).
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However, very few studies on DWB were conducted by researchers in Asia context
such as China, Japan. Hong Kong and Malaysia (Alisas, Rasdi, Ismail & Samabh,
2013; Sharkawi, Rahim & Dahalan, 2013) and in Pakistani context (Bashir et

al.2012).

Conversely, the results of previous studies still indicate inconsistent results and
findings regarding the relationship between individual and organisational factors on
deviant workplace behaviours (Abdullah & Halim, 2016; Kura et al., 2013a).
However, in Pakistan research on DWB and allied areas is very scarce and limited
(Bashir et al., 2012; Shaheen et al., 2017). It reflects the thirst of research on DWB

especially in public sector organizations of Pakistan (Bashir et al., 2012).

There is a need of such studies which can explore the possible solutions of ending
this menace from the Pakistani public sector organizations (Shahid & Ahmad, 2016).
This generates the need to investigate the impact of individual and organisational
factors contributing towards DWB. Therefore, further investigation to find more
empirical evidence on the predictors of DWB is needed generally in the Asian
context (Sharkawi et al., 2013) especially in Pakistan (Dar, 2017; Igbal et al., 2013;
Shaheen et al., 2016). This study may give valuable contribution internationally
because it is first kind, to our knowledge that is conducted in Pakistan one of the

developing countries.

In order to better understand the underlying causes of DWBs, this study intends to
assess the individual factors such as big five personality traits and dark trait

personality and organisational factors such as organizational injustice and abusive
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supervision as well as by incorporating transformational leadership as a moderator on
the relationship between individual and organisational factors and DWB. By doing
so, this study aims to better understand and explain the predicting factors of DWB

among employees of the Pakistani public organisations.

As for concern of study gap, Igbal et al. (2012) after conducting comparative study
on DWB of universitiy teachers have suggested more research should be conducted
on the following areas: a) to compare the DWB of university teachers based on
gender i.e. male and female, b) to investigate the different causes of DWB at
university level, ¢) to investigate the effects of DWB of the employees on the
progress and dignity of the university, d) to investigate the behaviour modification
techniques being used by the heads of departments of universities of Punjab,

Pakistan.

Overall, literature review of the study incorporates individual factors i.e big five
personality trait and dark triad personality and organizational factors consisting of
organizational injustice and abusive supervision as the independent variables. DWB
is evaluated in terms of behaviour that violates significant organizational norms as

the dependent variables in the study.

Finally, transformational leadership is included as a moderator to better explain and
understand the influence of each dimension in individual and organizational factors
and DWB. The proposal of present study is also associated with Litzky et al. (2006)
who have a sight that DWB is a role of individual factors and leadership as well as

the norms of the organizations.
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2.8 Conceptual Framework
After review of the literature on the areas of deviant workplace behaviour,
individual, demographic factors and organizational factors and transformational

leadership. the following model is proposed: -.

Demographic Factors

Individual Factors

e Big Five Traits —

o Dark Triad personality Deviant Workplace

Behavioure

Organizational Factors

e Organizational Injustice
e  Abusive Supervision L

Transformational
Leadership

Figure 2. 4
Theoretical Framework

In present study individual factors such as big five personality trait and dark triad
personality traits and organizational factors i.e. organizational injustice, abusive
supervision and demographic factors presumed as independent variables whereas
deviant workplace behaviour as dependent variable and transformational leadership
is presumed as a moderating variable. The conceptual relationship with the support

of underpinning theories among the variable explain below.
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Figure 2.4. shows the theoretical framework. DWB is treated as dependent variable
where as demographic factors, individual (e.g. big five personality trait and dark traid
personality) and organisational factors (e.g. organisational injustice and abusive

supervision are assumed as the independent variables in this study.

Moreover, the said framework suggests transformational leadership as a potential
moderator on the relationship between individual and organisational factors with
DWB. This framework also helps to examine the impact of transformational

leadership on DWB.

As described in the above section that earlier researchers describe the link between
demographic, individual, and organisational factors with DWB as well as reliable
with the norms of exchange which identifies that an individual will response to
deviance behaviours with the existence of unfavourable conditions at workplace
(Aliasa & Rasdi, 2015). Social exchange theory, breach of psychological contract

and social learning theory support the proposed model.

According to Shaheen et al. (2017) a number of studies have demonstrated that
breach of psychological contract is negatively linked to workplace outcomes
(Robinson & Morrison, 2000) such as job satisfaction (Matthijs Bal, Lange, Jansen,
& Velde, 2013), organizational commitment (Zhao et al., 2007) and performance
(Shaheen et al., 2017). Social exchange theory and the norm of negative reciprocity
offer strong theoretical support for establishing a positive relationship with DWB
(Chao, Cheung, & Wu, 2011; Chiu & Peng, 2008) resulting in the two variables not

examined together.
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Thus, the current study aims to fill in this gap by supports of the social exchange
theoretical lens in analysing the theoretical framework. When employees feel that
their organisation have not address their promises, the employees might wish to
involve in deviance by decreasing their productive behaviours (Shaheen et al., 2017)
and showing more destructive behaviours (Ertas, 2015). This situation leaving

employee feel frustrated, less dedicated and demotivated (Shaheen et al., 2017).

Ultimately, as a result the discernment of breach of psychological contract
encourages DWB (Borgia, Restubog & Tang, 2008; Kickul, 2001). Breach of
psychological contract influences the success of organization by overlooking of
responsibilities (Bordia et al., 2008) and reduces participation in positive business
activities and increase the turnover intention (Trunley & Feldman, 2000). To
understand the DWB such as aggression, bullying and violence (O’Leary-Kelly et
al., 1996). SLT perspective is a type of framework which has been proposed and
suggests that people can learn from experiencing certain outcomes as a result of

behaviours in which they have engaged (Bandura, 1977b).

2.8.1 Relationship between Demographic Factors and Deviant Workplace

Behaviour

The present study examines the relationship between demographic factors as
independent variable and deviant workplace behaviour as the dependent varible.
Specifically, the relation among the demographic factors (e.g. gender, marital status,
age, education, and experience) is examined. While, there are other number of
information of demographic determinants (e.g. religion, marginality position, family

background) that may be referred in study to describe the demographic. But focus
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was chosen to be referred to gender, marital status, age, education, experience, tenure

or length of service and nature of job describe in this study.

The first presumed determinant of demographic factor is gender. Gender is classified
into male and female. It is general perception and belief that females are more ethical
then the males (Farhdi et al., 2015). Research supports that males are more likely to
express overt aggression as compared to females (Douglas & Martinko, 2001). It is
documented that males have higher level of manifest of self-serving biases as

compared to females (Dobbins, Pence, orban & Sgro, 1983).

In empirical research there is often no difference discovered between male and
female but when there is a difference, females are more ethical than males (O’Fallon
& Butter field, 2005). Usually, males not females engage in aggressive behaviour
(Appelbaum et al., 2007) However, there are no gender differences in employees’
tendencies at workplace to engage in kickback/corruption and interpersonal revenge

(Ogungbamila & Udegbeb, 2014).

The second presumed determinant of demographic factors is marital status. Different
studies concluded the relationship between marital status and job performance and
indicated that as married individuals take more responsibilities as compare to
unmarried individuals (Farhdi et al., 2015). It is general perception that married
employees are more responsible behaved more ethical, more job satisfaction and

avoid to deviant acts at workplace (Farhdi et al., 2015).
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The third presumed determinant of demographic factors is age. Age is positively
linked to ethical decision (Applbaum et al., 2005). Generally, elder employees are
more honest as compared to young employees (Applbaum et al., 2005). It is an
empirical that younger employees are associated to “epidemic of moral laxity”
because of involvement in theft has been found among younger employees”
(Greenberg & Barling, 1996). But the research of O’ Fallon and Butterfeild (2005)
on age has showed mixed results regarding ethical decision making (O’ Fallon &

Butterfeild, 2005).

The fourth presumed determinant of demographic factor is education. Education is
associated to ethical decision making, more educated employee is less likely to

engage in acts of deviance workplace and act unethically (Applbaum et al., 2005).

The fifth presumed determinant of demographic factors is tenure. Tenure is also
linked to unethically act and engaged in deviant behaviour workplace (Applbaum et
al., 2005). The longer tenure of employees in organization, it is more likely act
deviant than employee with less tenure to involve in the deviance of property

(Applbaum et al., 2007).

The sixth presumed element of demographic factors is experience. Experience of
employee is also linked to unethically act and engagement in deviant workplace
behaviour (Applbaum et al., 2005). Inexperience employees or less experience
employess are more likely to act deviant and involve in the deviance of property

(Applbaum et al., 2007).
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The seventh presumed element of demographic factors is position of job or level of
job such as upper level, middle level or lower level. Level of job is also related to
DWAB. The last, nature of job such as permanent, oncontract and work charge basis is
also assumed as predictor of DWB. On the basis of above arguments, H1

hypothesized as: -

H1: There is a positive relationship between demographic factors and deviant

workplace behaviour.

2.8.2 Relationship between Individual Factors and Deviant Workplace

Behaviour

In this study the individual personality characteristics such as big five personality
and dark triad personality are treated as independent variables as predictor of DWB.
The association between individual factors and deviant workplace behaviour is
presumed as individual independent variable such as big five personality and dark
triad personality. It is presumed to predispose a number of individual factors to

engage in DWB (Hastuti et al., 2017).

Personality traits are emphasis on big five personality traits such as “extraversion,
agreeableness, conscientiousness, neuroticism and openness to experiences” and dark

triad personality (e.g. machiavellianism, narcissism and psychopathy).

The relationship between individual factors and deviant workplace behaviour is
discussed in two sections such as a) Relationship between individual factors that is

big five personality trait and deviant workplace behaviour and b) Relationship
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between individual factors that is dark triad personality and deviant workplace

behaviour. These relationships can be explained as below.

a. Relationship between Big Five Personality Trait and Deviant Workplace
Behaviour

Eminent schalors Penney, David and Witt (2011) argued that big personality traits is

an important factor and determine individual behavior at the workplace. Big five

personality factors are consistent when used for different populations such as the

population of children, students and individual (Aluja et al., 2005) and even can be

used for cross-cultural research (Feldman, 2003).

It is assumed that big five personality traits are valid predictors to DWB. These big
five personality traits are described as; “extraversion” refers to a marked engagement
with the external component, “agreeableness”, refers to level of one sense of social
coordination, coordination and cooperation, “conscientiousness” refers to concern
the way individual control, regulate and direct impulses, “neuroticism” refers to
individual inclination to experience negative feelings (Bolton et al., 2010) and
“openness to experiences” refers to creative innovative and imaginable individual

(Johnson & Osttendorf, 1993).

The literature review of the previous studies shows that there is considerable
evidence on the relationship between big five personality triats and DWB (Abdullah
& Maricane, 2016). Engagement of individual in deviant workplace behaviour in
response to breach of psychological contract can also be explained through the social

exchange theory (Fayyazi & Aslani, 2015; Shaheen et al., 2017).
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Social learning theory postulated that individual learn behaviour from their
workplace culture and environment through observation and imitation (Bandura,
1977b). SLT also suggests that people can learn from the behaviour and the
outcomes of the behaviours of other employees (Astray-Caneda et al., 2011). If any
employee who is engaging in the deviant behaviour is not punished, other employees
who are seeing the situation will learn that this could also be the case if they chose to
engage in deviant behaviour (Sharma & Singh, 2015). If this is true, individuals who
had n't previously engaged in deviant employee behaviour but may choose to engage

in DWB (Sharma & Singh, 2015).

In addition, the outcome of breach in psychological contract is decreases the
dedication of employees towards organization (Lester et al., 2002). BPC create lacks
integrity between organisation employees and organisation and decrease contribution
(Johnson & O’Leary-kelly, 2003; Thompson & Hart, 2006) and deprived
organizational performance (Pate, 2006). The perception of breach of psychological
contract induces negative DWB (Bordia et al., 2008; Hussain, 2014). On the basis of

above discussion, H2a is hypothesized as;

H2a: There is significant positive relationship between individual factors that big five

personality trait and deviant workplace behaviour.

b.  Relationship between Dark Triad Personality and Deviant Workplace
Behaviour
In this study dark triad personality is also presumed as predictor of DWB of

individual factor. In light of the emergent interest in main stream research of dark
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side of organizations, two concepts of deviant workplace behaviours and dark triad
personality traits (e.g. machiavellianism, narcissism, psychopathy) related to
organizational behaviour and literature have received attention in recent years
(Cohen, 2017). Earlier studies have tried to find an association between them;

however, their findings were not impressive (Cohen, 2017).

Despite, there has been increasing interest in dark triad personality in organizational
sciences, these characteristics remain relatively understudied and somewhat
misunderstood as; “machiavellianism” refers to individual construct having desire
linked with inclination to achieve personal goals and objectives to pursue power
regardless of honesty” (Smith & Lilienfeid, 2013); “narcissism” “refers to
personality construct defined by grandiosity, as a lack of empathy and sense of

entitlement” (Smith & Lilienfeid, 2013).

Furthermore, “psychopathy” “is individual personality construct refers to thrill-
seeking and impulsivity and with low empathy and anxiety and lack of guilt” (Spain
et al., 2014; O’Boyle et al., 2012). Psychopathy and machiavellianism share both a
high level in manipulation however, narcissism displays the highest level in
grandiosity, followed by psychopathy, whereas machiavellianism does not tend to be
associated with grandiose imaginations (Furtner, Maran & Rauthmann, 2017).
Breach of Psychological contract is supporting the relationship between individual

factors and DWB (Shaheen et al., 2017).

The main argument for a relationship between the dark triad personality and DWBs

is that deviant workplace behaviours may be best predicted by deviant personality
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traits (Wu & Lebreton, 2011). The interpersonal manipulation of machiavellianism,
the sense of entitlement of narcissism, and the antisocial tendencies of psychopathy
all serve as facilitators of DWBs (O'Boyle et al., 2011). In light of the above

discussion, H2b is hypothesized: -

H2b: There is significant positive relationship between individual factors that is dark

triad personality and deviant workplace behaviour.

2.8.3 Relationship between Organizational Factors and Deviant Workplace

Behaviour

Secondly, the present study looks at the relationship between organizational factors
as independent variable (e.g. organisational injustice and abusive supervision) with
dependent variable (e.g. deviant workplace behaviour). Specifically, the study covers
the relationship among organizational injustice and abusive supervision under the

supports of social learning theory and social exchange theory.

However, in this study, organizational injustice and abusive supervision were chosen
as organisational factors contributing to deviant workplace behaviour. The
relationship between organisational factors and deviant workplace behaviour is
discussed in two sections; a) Relationship between organisational factors that is
organisational injustice and deviant workplace behaviour and b) Relationship
between organisational factor that is abusive supervision and DWB. These

relationships can be explained in next sections: -
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a. Relationship between Organisational Injustice and Deviant Workplace
Behaviour
The first presumed dimension of organizational factors is organizational injustice.
Byrne and Cropanzano, (2001) defined organisational justice as “at its most general
level, organizational justice is an area of psychological inquiry thatfocuses on
perceptions of fairness in the workplace. However, organizational injustice is
classified into three categories that are distributive injustice, procedural injustice and
interactional injustice argued that both injustices have direct and indirect negative

impact on the behaviour of individual (Greenberg, 2006).

It is the psychology of justice applied to organizational settings”. The behavioural
outcome targeted the organization output negatively (Sire, 2007). Organizational
injustice is harmful to the organization as a whole (Cropanzano et al., 2007) and
pressing issue for organization (Henle, 2005). Various studies showed that in order
to fight injustice employee get indulge in deviance acts at workplace (Peterson,

2002).

Drawing pioir literature has ample prove that DWB is a cognition-based response to
perceived organizational injustice at workplace (Dajani & Mohamad, 2017).
Sometime dissatisfaction of personal needs of employee from the organization may
cause an increase in misbehaviour (Analoui & Kakabadse, 1992; Greenberg, 1990).
The culture and environment of Pakistani public organizations is proven to be more

exposed to organizational injustice (Dar, 2017).
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The social exchange theory (SET) and social learning theory (SLT) linked to the
workplace behaviours and explain the relationship between organisational factors
such as organisational injustice and DWB (Chernyn-Hai &Tziner, 2014; Dajani &
Mohamad, 2017). SET has been commonly used by various researchers to explain
the occurrence of deviant workplace behaviour (Alias et al., 2013; Manzi & Rasdi,
2015). Concepts of reciprocal (give and take) deviance have their underpinnings in

SET (Manzi & Rasdi, 2015).

Existing studied display the relartionship between organisational injustice and DWB
based on the social exchange theory (Dajani & Mohamad, 2017). It posits human
relationships are based on the application of subjective cost-benefit analysis and the
weighing of comparative options (Colquitt et al., 2013; Fox, Spector, & Miles,
2001). Therefore, employees may retaliate against their perceived injustice against
the employer in the form of DWB (Dajani & Mohamad, 2017). On the bases of

above discussion, H3a is hypothesised: -

H3a: There is significant positive relationship between organizational factors that is

organizational injustice and deviant workplace behaviour.

b. Relationship between Abusive Supervision and Deviant Workplace
Behaviour

The second presumed dimension of organizational factors is abusive supervision. In

organizations, abusive supervision is closely associated with DWB and significantly

predicted DWB (Etodike, Ezeh, Chukwura, 2017). Abusive supervision is well-

defined as the perception of the subordinate employees to the extent to which

supervisor or immediate boss engages in unfair play (Litzky et al., 2006). Morover,
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AS display of hostile verbal or non-verbal behaviours at workplace bound to

subordinate to retaliate and react to DWB (Sarwar, Alam & Anwar, 2010).

If supervisors produce burden or fatigue, debilitation, work pressure, loss of energy,
burnout and work overload on employee and the prevalence of workplace aggression
employees will react negatively (Schat, Frone & Kelloway, 2006). Resultantly,
dissatisfaction in job of employee and interpersonal conflict contributes to DWB
(Bakker, Van Emmerik & Van Riet, 2008). Social learning theory and social
exchange theory support the presumption that the reaction of abusive supervision

factors enforce to employees to involve in DWB (Litzky et al., 2006).

On the basis of above discussion, it is hypothesized that there is a significant
relationship between organizational factors which is abusive supervision and deviant
workplace behaviour (Faheem & Mahmud, 2015). DWB may be understood within
the framework of social exchange theory (Chernyak-Hai & Tziner, 2014). Social
learning theory proposes and suggests that individual can learn from experiencing
certain outcomes of abusive supervision (Tepper, 2007). Moreover, it reinforces of
idea that learning within social context (Astray-candeda et al., 2011). On the bases

of above discussion H3b is hypothesized,

H2b: There is a significant positive relationship between organizational factor that is

abusive supervision and deviant workplace behaviour.
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2.8.4 Relationship between Transformational Leadership and Deviant

Workplace Behaviour

The present study also examines the direct negative relationship between
transformational leadership as and DWB. Transformational leadership is also
presumed as the moderating variable on the relationship between individual and
organizational factors between DWB. Morover, transformational leadership is also
presumed as an independent variable to predict DWB depedent variable. It is
generally accepted that quality of leadership can play very important role in either
boosting or diminishing such negative behaviour (Kurkand, 1995). However,
transformational leadership style may serve to moderate the relationship between the

individual and organisational factors and DWB (Pradhan & Pradhan, 2014).

This study forecasts that transformational leadership is helpful to modify the
association between moral disengagement (deviant workplace behaviour) in different
customs (Hystad, Mearns, & Eid, 2014). Therefore, transformational leadership is
considered the most positive form of leadership that yields positive organizational

outcomes (Kessler, Bruursema, Rodopman & Spector, 2013).

In addition, transformational leadership gives attentions to followers. This vision
factor of transformational leadership made use of motivates to employees (Pradhan
& Pradhan, 2014). In this manner and process of transforming, transformational
leaders listen to their subordinate employees and try to figure out values and
provision they have (Bass et al., 2003). Transformational leadership promotes
positive culture in the organisation and negatively influence on DWB (Pradhan &

Pradhan, 2014; Daft, 2011).
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Social learning theory and social exchange theory are supporting the relationship
organisational factors (e.g. Organisational injustice and abusive supervisiopn to
predict the DWB. SET explains the positive relationship between personal/individual

value and organizational value in response of exchange (Fayyaz & Alasani, 2015).

Transformational leadership is an inspiring type of leadership, which motivates the
employees to enhance their performance and excel to move forward beyond self-
interest (El Badawy & Bassiouny, 2014). Moreover, in the words of Hsi (2017)
transformational leadership is predicted the DWB at both individual and
organizational level. The study presumed transformational leadership is predictor to

DWAB. On the base of above discussion, it is hypothesized that;

H4: There is a negative relationship between transformational leadership and deviant

workplace behaviour.

2.8.5 Moderting Effect of Transformational Leadership on the Relationship of

Individual Factors and Deviant Workplace Behaviour

It is assumed that there will be moderating effect of transformational leadership on
the relationship between the individual factors with deviant workplace behaviour.
This relationship can be explained in two ways a) moderating effect transformational
leadership on the relationship between big five personality traits with deviant
workplace behaviour and b) moderating effect of transformational leadership on

relationship of between dark triad personality with deviant workplace behaviour.
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a. Moderating Effect of Transformational Leadership on the Relationship of
Big Five Personality Traits and Deviant Workplace Behaviour

It is a common observation of the researchers and practitioners, DWB took place

because of lack of moral and ethical leadership in organization (Pradhan & Jena

2018). Subordinate fellowed the behaviour of their leaders (Daft, 2011). If leader

commits deviant acts this induces the subordinate to commit themselves such

negative acts (Hystad et al., 2014; Pradhan & Pradhan, 2014).

A style of transformational leadership is supportive to modify the behaviour of
employees (Hystad et al., 2014; Trevino et al., 2000). On the basis of above

discussion H5a is hypothesized:

H5a: There is moderating effect of transformational leadership on the relationship
between individual factor that is big five personality traits and deviant workplace

behaviour.

b.  Moderating Effect of Transformational Leadership on relationship
Between Dark Triad Personality and Deviant Workplace Behaviour

It is common observation that subordinates notice the ethical judgment of their

leaders (Daft, 2011) and imitate their action, regardless of the fact and react

unethically (Appelbaum et al., 2007). Supervisors or mangers needs to be role model

to their subordinates through visible actions (Trevino et al., 2000). Leaders have to

communicate ethics and standards as well as reward systems to sustain ethical and

moral standards in organization (An & Wang, 2016).
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Transformational leadership is more ethical style of leadership as compared to other
styles of leadearship (Burn, 1978). Transformational leaders can generate substantial
changes in individual’s life, norms, standard and culture of the organization (Hystad
et al., 2014). Moreover, transformational leadership easily influence the behaviour of
their followers (Pradhan & Pradhan, 2014). Transformational leadership can change
and redesign perceptions, value and aspiration of employees who are working in the

organization (Burn, 1978). On the bases of above discussion, it is hypothesiszed:

H5b: There is moderating effect of transformational leadership on the relationship
between individual factors that is dark triad personality and deviant workplace

behaviour.

2.8.6 Moderating Effect of Transformational Leadership on the Relationship

between Organizational Factors and Deviant Workplace Behaviour

On the basis of previous literature, it is anticipated, that there will be moderate
significance relationship among the transformational leadership; organizational
factors that organizational injustices and abusive supervision with deviant workplace
behaviour. The said relationships can be elaborated in two categories: a) Moderating
effect transformational leadership on relationship between organizational factors that
is organizational injustice with deviant workplace behaviour and b) Moderating
effect transformational leadership on relationship between organizational factors that

is abusive supervision and deviant workplace behaviour.
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a. Moderating effect of Transformationsl Leadership on the Relationship
Between Organisational Factor that is Organisational Injustice and
Deviant Workplace Behaviour

Drawing on prior studies from various areas of organisational studies (Brienza,

2013), it is anticipated that different types of organizational injustice would predict

DWB. It is a common observation of the scholars and organisational practitioners

that DWB took place because of lack of ethical leadership in the organization.

Subordinate employee fellow the behaviour of their leaders (Hystad et al., 2014). If

leaders, commit deviant acts at workplace, induced the subordinate to commit

themselves such negative act (Hystad et al., 2014).

Leaders are expected to create organizational systems that members perceive as fair,
caring and transparent (Tatum, Eberlin, Kottraba & Bradberry, 2003). Social learning
theory and social exchange theory also support this assumption. Various researchers
argued that leaders tend to focus on clear communication, solving immediate
problems and rewarding subordinates (Tatum et al., 2003). The concept of
organisational justice was introduced by J. Greenberg (1987) that refers to the
perceptions of fairness within the organization. Organizational justice is defined as
the just and fair treatment meted out to individuals within an organization

(Cropanzano & Greenberg, 1997).

Previous literature elaborates the concept of organisational justice in three types such
as distributive justice, procedural justice, and interactional justice (Liljegren &
Ekberg, 2009; Dajani & Mohamad, 2017). Distributive justice refers to the how

economic and social goods and services are fairly distributed in the society (Lambert,
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Cluse-Tolar, Pasupuleti, Hall, & Jenkins, 2005). Procedural justice is the seeming
fair process of regulating distributive awards such as monetary or non-monetary

privileges (Thibaut & Walker, 1975).

Therefore, implicitly distributive justice is the end towards the achievement of
equality and procedural justice is its means (Lambert, Hogan, & Griffin, 2007). In
case of procedural injustice employees retaliate by exhibiting deviant behaviors
against their supervisors and organization because processes and procedures are
formulated and implemented by top management and at the organizational level

(Bies & Moag, 1986).

On other side, employee’s perceptions of distributive injustice take place when their
rewards and benefits are not matching with their human investment (Colquitt,
Greenberg, & Zapata-Phelan, 2005) on the ‘why’ a certain procedure was used, or
‘why’ specific outcomes were distributed in that form or pattern. Procedural injustice
is the seeming unfair process of regulating distributive awards such as monetary or

non-monetary privileges.

Interactional justice refers to how employees are being given the appropriate
treatment (with respect and sensitivity) or explanations for decisions that are being
made (Bies & Moag, 1986). Interactional injustice takes place when employees

perceive unequal treatment from supervisor (Dajani & Mohamad, 2017).

Procedural injustice involves the perceived unfairness of the procedures, rules and

regulations used to make outcome decisions. Individual may perceive interactional
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injustice when their supervisors or co-workers ill-treat them or demonstrate abusive
attitudes or behaviors towards them. Organizational justice plays a significant role in

engaging people in a meaningful and constructive way (Dajani & Mohamad, 2017).

But any injustice actual or perceived can break the trust of employees on their leader
and their organization, the consequence of which will be toxic and unproductive
activities by employees (Dajani & Mohamad, 2017). DWB is when the employee
behaviour goes against the goals and interests of his/her employer. (Martinko,
Gundlach & Douglas, 2002). DWB embraces different negative behaviours, such as,

abuse, bullying, sabotage, withdrawal and others.

DWB is when the employee behaviour goes against the goals and interests of his/her
employer. (Martinko, Gundlach, & Douglas, 2002). DWB embraces different
negative behaviours, such as, abuse, bullying, sabotage, withdrawal, and others
(Bashir et al., 2012; Dajani & Mohamad, 2017). These types of nasty behaviours not
only influence the performance of the employees and also affect the work of other
employees. It creates counterproductive environment in the organisation and harmful

consequences. (Robinson & Bennett, 1995; Spector et al., 2006).

In the same manner, employees’ displayed DWB may be explained as an implicit
motivation to inflict punishment on their employer that is perceived to be unjust to
them, in search for the restoration of their farfetched justice (Kaplan, Bradley,
Luchman & Haynes, 2009). Number of studies have proven the significant
association between perceived organisational justice practices and DWBs (Dajani &

Mohamad, 2017; Devonish & Greenidge, 2010; Henle, 2005). On the basis of above
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discussion and in order to explore the moderation relationships between

transformational leadership organisational injustice and DWB, H6a is hypothesized:

H6a: There is moderating effect of transformational leadership on the relationship
between organizational factors that is organizational injustice and deviant workplace

behaviour.

b.  Moderating Effect of Transformational Leadership on the Relationship
Between Organizational Factors That Is Abusive Supervision and Deviant
Workplace Behaviour

Researchers have suggested that organizations are responsible for finding ways to

address or prevent abusive supervision (Tepper et al., 2017). Number of studies

conducted to address the employee’s behaviour at workplace and also emphasized on
the darker side of those in supervisory and managerial positions (Pradhan & Jena

2018). AS is a one of negative managerial construct which leads DWB (Tepper,

2007). Pradhan and Jena (2018) cited Tepper (2000) AS refers to “subordinate’s

perceptions of the extent to which their supervisors engage in the sustained display of

hostile verbal and nonverbal behaviors, excluding physical contact”. Individual who
enter in organizations to work have the potential to display this destructive behaviour

in several categories namely minor and major deviance (Griffin & Lopez, 2004).

Employees serve as a backbone of any service organization because they play crucial

role to ensure the implementation of the policies and programs of the organizations

efficiently and effectively to get a better outcome (Cheang & Appelbaum, 2015;

Khan et al., 2015; Shirazi & Afrough, 2016).
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However, DWB is the major cause of low performance and abusive supervision is
manjor source of DWB (Tepper, 2007). Subordinates at workplace took notice the
ethical judgment of their leaders or supervisors (Daft, 2011) and replicate their
action, regardless of the fact that this imitation employee act unethically (Appelbaum
et al., 2007). Supervisors or mangers needs to be a role model to their subordinates

through visible actions (Pradhan & Pradhan, 2014).

Leaders have to communicate ethics and standards as well as reward systems to
sustain ethical and moral standards in organization (Trevino et al., 2000). Leadership
plays a vital role to manage and control employee’s deviance behaviour (Maher &
Youssef, 2016). Tr. L is more ethical style of leadership among the other styles of
leadership (Daft, 2011) and can create significant change in the live of individual’s
norms, standards and culture of the organization and easily influence the followers

(Hystad et al., 2014; Trevino et al., 2000; Pradhan & Pradhan, 2014).

On contrary, AS has affected subordinates’ intention to quit the organization
(Pradhan, & Jena, 2018). Tr. L may decrease depressiveness among employees
through strengthening the personal resources of employees (Perko, Kinnunen &
Feldt, 2012). Lack of moral leadership in organization may also because of unethical
behaviour of employees (Maher & Youssef, 2016). Tr. L redesigns the perceptions
and value and aspiration of individuals who are working in the organization towords
positgive behaviour (Burn, 1978) and more relevant to control DWB (Puni et al.,
2016). On the basis of above discussion and in order to explore the moderation
relationship, between AS and DWB (Burn, 1978; Spector & Fox, 2002; Tepper,

2007), H6b is hypothesized as: -
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H6b: There is moderating effect of transformational leadership between

organizational factors i.e. abusive supervision with deviant workplace behaviour.

The summary of the hypotheses in given below in Table 2.2.

Table 2. 2
Summary of Hypotheses
Hypotheses
H1 There is positive relationship between demographic factors and deviant
workplace behaviour.
H2a There is significant positive relationship between individual factors i.e. big

five personality trait and deviant workplace behaviour.

H2b There is significant positive relationship between individual factors i.e.dark
triad personality trait and deviant workplace behaviour.

H3a There is significant positive relationship between organizational factor i.e.
organizational injustices and deviant workplace behaviour.

H3b There is significant positive relationship between organizational factor i.e.
abusive supervision and deviant workplace behaviour.

H4 There is negative relationship between transformational leadership and
deviant workplace behaviour in public organizations.

H5a There is moderating effect of transformational leadership between individual
factors such as big five personality traits and deviant workplace behaviour.

H5b There is moderating effect of transformational leadership between individual
factors such as dark triad personality traits and deviant workplace behaviour.

H6a There is moderating effect of transformational leadership between
organizational factors such as organizational injustice and deviant workplace
behaviour.

H6b There is moderating effect of transformational leadership between
organizational factors i.e. abusive supervision and deviant workplace

behaviour.

Source: Synthesized by Researcher
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2.9 Summary

The summary of this chapter derives from the literature reviews that behaviour plays
a major role in an organization because it reflects acts and define individual who acts
deviant at workplace would limit the opportunities for personal career growth and
face serious problems for him as well harmful to organization and other stakeholders.
This literature review has been helped to understand the impacts of different factors
on deviant workplace behaviour such as the impact of individual, demographic
factors as well as organizational factors on deviant workplace behaviour and
moderating effect of transformational leadership between individual and
organizational factors with deviant workplace behaviour and cover up with numerous

underpinning theories, supporting to the study on the purposed area.

The next chapter will discuss the research methodology used in this study.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

The initiative of the present study is to investigate the impact of individual,
demographic and organisational factors on deviant workplace behaviour of
administrative and supporting personnel in public organizations and moderating
effect of transformational leadership on the relationship of individual and

organizational factors and DWB and to test a hypothesized structure model.

In response to achieve these objectives, the proposed model theorized and
hypothesized different relationships between the demographic factors, individual
factors, organizational factors and deviant workplace behaviour. Individual factors
such as big five personality traits “extraversion”, “agreeableness”,
“conscientiousness”, “neuroticism and openness” and dark triad personality such as
machiavellianism, narcissism and psychopathy and demographic factors are expected

to link to DWB.
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Organizational factors such as organizational injustice and abusive supervision are
expected to link to DWB. In addition, a transformational leader is expected to
moderate the relationship between individual and organizational factors and DWB.
Ten hypotheses have been formulated based on the objectives of the present study
and tested. The current proposed model focuses on study of theory testing and

verification rather than building or developing a new theory.

The present chapter firstly, discusses, the nature and research philosophy of the
study, methods employed to collect data for the study to examine the expected
relationship of impact of individual, organizational and demographic factor on DWB
and moderating effect of transformational leadership on the relationship between
individual and organisational factors and DWB. Subsequently, the theoretical
rationale of underlying hypothesized relationship and then followed by the research

techniques and methodology used to conduct the study.

Specifically, the chapter covers the discussion revolve around all pertinent matters
that address the research philosophy, research design, research approach, population
of the study, sampling design, variable, instrument and measurements of variable,
data collection techniques and method, procedures and techniques for data analysis

and conclusion of the chapter.

3.2 Research Philosophy
Every research design followed a research philosophy to explain or explore and to
discuss the framework of the study (Bhattacherjee, 2012). The understanding of

research philosophy about proposed paradigm is required to conduct research
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(Bhattacherjee, 2012). A research philosophy is a research paradigm of basic belief
system of proposed study that guides the ways, in which data about a
phenomenon/study should be investigated, gathered, analyzed and used (Guba &
Lincoln, 1994). In the words of Saunders, Lewis and Thornhill (2007), research
philosophy is “the development of the research background, research knowledge and
its nature” and depends on the particular view of the relationship between knowledge

and the process by which it is developed”.

Research philosophy is also defined with the help of research paradigm (Saunders et
al., 2007). According to Cohen, Manion and Morrison (2000) “research paradigm”
can be defined as “the broad framework, which comprises perception, beliefs and
understanding of several theories and practices that are used to conduct a research”.
In the words of Gliner and Morgan (2000) “paradigm is a way of thinking about and
conducting a research. It is not strictly a methodology but more of a philosophy that

guides how the research is to be conducted”.

Research paradigm and philosophy comprises various factors such as individual’s
mental model, his way of seeing thing, different perceptions, variety of beliefs
towards reality etc. (Gliner & Morgan, 2000). This philosophy concept influences the
beliefs and value of the researcher, so that he can provide valid arguments and
terminology to give reliable results (Bhattacherjee, 2012). It can also be considered
as a precise process and procedure, which contains various steps through which a
researcher builds a relationship between the research objectives and questions

(Cohen et al., 2000).
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According to Easter-by-Smith, M.P.V., Antonacopoulou, Graca and Ferdinand
(2006) there are three different ways to think about research philosophy or three
components of research paradigm i.e. epistemology, ontology and methodology.
According to them epistemology, is defined as a common parameter and assumptions
that are associated with the excellent way to investigate the nature of the real world”.
Ontology defined as “common assumptions that are created to understand the real
nature of the society”. Methodology is defined as “combination of different

techniques that are used by the researcher to investigate different situations”.

In addition, there are three research philosophy i.e. realism, positivist and
interpretive research philosophy (Saunders et al., 2007). However, the proposed
phenomenon is elaborated through positivist and interpretive research philosophy
(Bhattacherjee, 2012; Bryman & Bell, 2007). Saunders et al. (2007) claimed that
“business and management research is often a mixture between interpretivist and
positivist.” The present research could also be defined as “between interpretivist and

positivist” (Saunders et al., 2007).

Positivist research philosophy is also called scientific research philosophy. In
positivist research philosophy, the researcher is concerned with gaining knowledge in
a world which is objective using scientific methods of enquiry (Cooper & Schindler,
2006). Research methods associated with this paradigm consist of experiments,
investigation and surveys where quantitative data is the standard and contributes
philosophical phenomena (Mack, 2010; Moore, 2010), observations, interviews and

experiments to collect data (Bhattacherjee, 2012; Easter-by-Smith et al., 2006) and
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case studies where qualitative data is the standard and contributes philosophical

phenomena.

This research method of inquiry is also applied in social science and related
disciplines (Mack, 2010; Willis, 2007). According to Neuman (2011), the doctrine of
positivism has been the most widely experienced research paradigm in organizational
behaviour and social sciences. Moreover, according to positivist social life can be
explained and represented quantitatively by using statically correlation and
experimentation to determine cause and effect relationship of variables

(Bhattacherjee, 2012; Creswell, 2009).

On the other hand, interpretive research philosophy may refer to interpretivism an
approach to social science that opposes the positivism and called anti positive or
constructivist (Bhattacherjee, 2012). Interpretivism can be referred as the social
constructionism in the field of social sciences research (Bhattacherjee, 2012).
According to interpretivism philosophical approach research gives significance to
their beliefs and value to give adequate justification for a research problem (Easter-

by- Smith et al., 2006).

In this research, philosophical paradigm highlights the real facts and figures the
research problem (Bryman & Bell, 2007). In this kind of philosophical research
approach, the researcher understands the specific business situation and
circumstances (Bryman & Bell, 2007). The researchers use small sample to evaluate

large population in detail to understand their views (Kasi, 2009).
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In view of the above discussion, taken together, positivists employ deductive inquiry
which aims to test hypothesis that reflects causal relationship between variables that
are based on theories and empirical evidence (Tashakkori & Teddlie, 1998; Bryman
& Bell, 2007; Creswell, 2009; Perlesz & Lindy, 2003). Deductive research also helps
to draw conclusion (Bryman & Bell, 2007) that are generalizable and allow a
revision of particular theory (Deshpande, 1983). According to Neuman (2011)
positivists researcher advocated value free science that seek precise quantitative

measure, tests of casual theories and believes in the role of replicating studies.

In the words of Gill and Johnson (2010) deductive research approach permits the
research to assume or establish a hypothesis by using theory and verity data and
information is collected to confirm or reject the hypotheses to resolve research
problem or issue (Tashakkori & Teddlie, 1998; Bryman & Bell, 2007; Creswell,
2009; Perlesz & Lindy, 2003). This deductive approach is based on the general
indication or idea to reach at the particular or specific position or situation and it is
associated with the positivism paradigm (Bhattacherjee, 2012; Gill & Johnson,

2010).

The present study followed and adopted the positivists research philosophy along
deductive research phenomena. The main purpose of this study was proposed to test
hypothesized structure model based on the objectivism as the underlying ontological
and epistemological situations. So, the model theorized that transformational
leadership has significant moderating effect on the relationship between individual
and organizational factors and DWB and focused on theory testing and verification

rather than developing innovative theory.
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3.3 Research Design

This basic research aims to explain the impact on individual, and organizational
factors on deviant workplace behaviour in public sector organizations of Pakistan
and to explain the moderating effect of transformational leadership on the
relationship between individual and organizational factors and DWB. The research
design is a kind of explanatory and descriptive research that helps to examine the
effect of changes in existing phenomena and mainly focuses on specific problem to
clarify the patterns of association among the various variables i.e. dependent,

independent and mediating or moderating variables (Bhattacherjee, 2012).

Online Business Dictionary defined research design as “a detailed outline of an
investigation that will take place. A research design will typically include data that is
to be collected and what instruments will be employed, the instruments will be used
and the intended means for analyzing data collected”. Research design cover the
detail of study regarding data collection, measurement issues and method of analysis

involved (Saunders et al., 2007).

According to Zikmund, Babin, Carr and Griffin (2010) research design is “a master
plan for collecting and analyzing the data”. Further, research design assist the
researcher in allocating the resources by offering good and practical methodology
choices (Bhattacherjee, 2012; Cooper & Schindler, 2008). In the present study the
researcher adopted quantitative research approach to measure the structural
relationship among the individual factors such as big five personality traits and dark
triad personality and organizational factors such as organizational injustice and

abusive supervision, transformational leadership and DWB.
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Partial Least Square Path modelling was used to test several hypotheses based on
various supporting theories such as social learning theory, social exchange theory
and breach of psychological contract theory. The data collection process was
conducted through cross-sectional via survey questionnaire. Cross-sectional research
design was adopted over longitudinal research design because of time and money
resources constraint of the researcher (Sekaran & Bougie, 2010; Zikmund, Babin,

Carr & Griffin, 2009).

Data was collected once during the whole study. Survey research method was used to
collect data through self-administrated questionnaire and focuses on cross-sectional
research compared with observations of the various variables. Quantitative research
approach was employed in this study to collect data and analysis of data because the
findings and outcome of quantitative studies are comparatively independent

(Bhattacherjee, 2012; Sekaran & Bougee, 2010).

3.4 Pilot Study

A pilot study was conducted through online survey survey to check the reliability of
the current study. A link was generated with Google forms and informed the
employees of public sector organisation though emails, messenger and WhatsApp.
They were requested to fill the questionnaire online. A total of 95 employees of
public sector organisations were requested to fill the questionnaires. 78 responses
were collected via online Google form out of which 70 responses were valid and up

to the mark for analysis.
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Reliability was checked with the Cronbach’s Alpha on SPSS 21. Findings of the
analysis reported Cronbach’s Alpha for all variables are more than 0.7. It means that
the scales are reliable for further study and analysis. A Table given at at appendix
“L” showing the results of Cronbach’s Alpha representing the reliability values of all

constructs.

3.5 Research Approach

The study falls under the category of quantitative approach, quantitative research
approach often interprets and explains into the use of statistical analysis to make the
connection between what is known and what can be learned by research (Sekaran &
Bougee, 2010). In this way survey questionnaire tools increased the reliability of the
study and in-depth understanding of the phenomenon (Sekaran & Bougee, 2010). It
helps to those researchers who are interested in collecting data from very large

population that cannot be possible directly through observations (Keeter, 2005).

Accordingly, analyzing data with quantitative strategies requires an understanding of
the relationships among variables by either descriptive or inferential statistics
(Trochim, 2000). Descriptive statistics helps to draw inferences about populations

and to estimate the parameters (Trochim, 2000).

In addition, inferential statistics are based on the descriptive statistics and generalize
the population from a selected sample (Trochim, 2000). Quantitative data needs and
requires statistical analysis to test research hypotheses (Saunders et al., 2007).
Generally, there are two main research approaches: inductive approach and deductive

approach (Saunders et al., 2007). Deductive research approach is commonly used as
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it enables the research to reason from generic to specific. In this approach from
general perspectives leads the researcher to develop a theoretical framework contains

hypothesis and test it and closing a specific conclusion (Saunders et al., 2007).

According to Soiferman (2010) the deductive research approach of analysis
comprises of the following steps: the first step is exploreation of theories, the second
step is the development of theoretical framework or hypotheses, the third step is
make observations through statistical testing of hypotheses, the fourth and last step is

the confirmation of a specific conclusion drawn logically from premises.

Oppositely, in an inductive research approach, the researcher first collected data and
then developed theory in response of the data analysis (Saunders et al., 2007).
Furthermore, the deductive research approach gives the chance to have more

explanation of what is going on (Saunders et al., 2003; Gill & Johnson, 2010).

The present study is shaped by using deductive research design. The researcher
started the research process by exploring and collecting the data from different
sources by using questionnaire. A research carried out through survey that is
considered the most appropriate that is why it is a widely used method by

organizational and social sciences (Sekaran & Bougee, 2010;Saunders et al., 2007).

3.6 Population, Sample and Sampling Technique

This section of chapter explains the population, sample and the sampling techniques.

Specifically, it comprises the population of the study and how the sample was
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selected, and explains in detail the sampling techniques used to select the sample to

represent the population identified.

3.6.1 Population

People, record or an event that may have wanted information and can answer the
research question is stated as population (Cooper & Schindler, 2008). As the main
object of the current study is to examine the impact of individual and organisational
factors on deviant workplace behaviour of public employees and moderating effect
of transformational leadership on the relationship of individual and organisational

factors and DWB.

The targeted population from 20 public sector organizations from three clusters i.e.
autonomous bodies, universities and special institutions of the Government of the
Punjab, Pakistan are carry out activities of teaching and training of the students in

Lahore the provincial capital of the Punjab, Pakistan.

Sample from 21500 of administrative and supporting employees as population is
determined on base of guidelines cited by Collis and Hussy (2013) and initially
presented by Krejcie and Morgan (1970). So this study was conducted in twenty
educational and training public sector organizations of Punjab, Pakistan based
provincial capital, Lahore, Pakistan. A list of selected public sector organisations is

given in Table 3.1,

It is important to explain that these public sector organizations have been selected as

sample from public organizations belonged to Government of the Punjab, Pakistan,
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because, firstly, these organizations are related to education and training sector of
Government of the Punjab; secondly, these organizations have their own distinct
working style, design, arrangement, operation, culture and characteristics. Thirdly,
these organizations head offices based at Lahore, capital city of Punjab Pakistan, but
mostly have operational network as regional offices or campuses separate throughout

province of the Punjab.

Fourthly, the selected organizations are autonomous bodies and special institution of
the government of the Punjab establishment by the Act or Ordinance and operation in
managed and controlled by their own board of management (BoM), board of
directors (BoD), board of governor (BoG), board and syndicate etc. Finallay, these
organizations can easily implement the outcome of this study to improve their
efficiency with the consent of the Govt. of the Punjab. The detail regarding sample

selection is given in Table 3.1.

It is pertinent to address the common question needed to be addressed, why this
study focuses to conduct investigation on public organizations especially education
sector and ignored private sector organizations? There are SO many causes Or reasons.
However, few are given as, the first, while examining decision making public
organizations and private organizations reported noteable differences (Rodeiguez &
Hickson, 1995). Moreover, to follow the suggestions of Pakistani researchers Igbal et
al. (2012) regarding to examine DWB of the head of departments of universities of

public sectors universities of Pakistan.

The second, private organizations work to earn profit and seeking money and have

smooth and prompt decision making as compared to public sector. In public sector
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organization, these organisations only work for the welfare of the public but having
turbulence, interruption and lengthy process for decision making (Rainy & Perry,
1986; Perry, 1990). On contrary, in private sector, if any employee found guilty of
misconduct or deviance act, the employer or owner can take prompt disciplinary
action against him, but in public sector of Pakistan, if any employee found guilty of
misconduct, the employer cannot take prompt or immediate disciplinary against him

because of lengthy process of intiate disciplinary preceedings and decision making.

The third, the researchers attribute these differences to the role that played by private
and public sector organization in society. Private sector sells goods and services to
the public with the objective to earn wealth, money and profit whereas public sector
organizations call for public response because public organizations are run by the tax
money of the public. If public sector organizations face the problem of workplace
deviance, the outcome of deviance have to face and sustain to both public and

organization.

On the other hand, private organizations invest their own capital, if organization face
problem of workplace deviance, they have to sustain the cost of deviance alone, so it

believes that private sector is more vigilant as compared to public sector.

The fourth and last, the public sector organizations have distinct role and to fulfil

certain requirements and expectation of the public or society and accountability to

public that required various decision making practices.
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On the basis of above reasons and arguments, it is presumed that deviant workplace
behaviour become common problem of private and public organizations but more
prevalent and costly to public sectors organizations that needs to diagnosis the
problem of deviance that is why the present study focuses on public sector

organizations.

3.6.2 Sample Size

According to Cooper and Schindler (2008) the process of selecting some element
from the target population that can represent the whole population is known as
sampling. Fink, (2002) defined sample size as the number of element from
population selected in order to get precise findings. Gay and Diehl (1992) argued that
choosing an appropriate sample is crucial because the generalization depends on the

quality of sample.

Moreover, sampling is generally carried out instead of complete data collection
from every item of the population due to financial and time constraint (Sekaran,
2003; Sekaran & Bougee, 2010; Zikmund et al., 2010). However, selecting a sample
will lead to more successful outcome due to reduction of fatigue and errors resulting
in data collected specially when the number of elements involved are huge (Sekaran,

2003).

Keeping in mind the suggestions of earlier scholars, the present study focused on
targeted population to analyse the proposed hypothesis on the basis of statistics
accessible afrom the official website of the Government of the Punjab, Pakistan

(www.punjab.gov.pk). There are 40 provincial departments in province of Punjab,
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in which 108 attached departments, 152 autonomous bodies and 12 special
institutions of the Government of the Punjab are working in the territory of province

of Punjab. Pakistan.

From 152 autonomous bodies and 12 special institutions, 100 are associated to
education and training, from them 20 public sector organizations linked to education
and training sectors were selected in three clusters for present study (e.g. boards.
specials instructions and public universities) because education and training aligned
organizations and institutions that can get the benefits from the outcome of the
present research. The reason behind choosing these public sector organizations is that
all are situated in Lahore provincial headquarter of Government of the Punjab and

their working cover different territory of province of Punjab, Pakistan.

3.6.3 Sampling Techniques

Generally, there are two major sampling techniques used by researchers in order to
collect data from respondents, probability and non-probability techniques of
sampling (Sekaran & Bougee, 2010). These two methods or techniques of sampling
discuss the sampling with equal chances of selection and describe how an element of
the population has an equal chance of selection in a frame or not (Sekaran & Bougee,

2010).

In the current research, multi-stage probability sampling was used to randomly select
and to provide responding organizations with an equal chance of selection from
given total population. The main considerations include the cost, time and effort

required. According to Saunder et al. (2009) a multi-stage sampling is also a type of
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probability sampling and it involves a process of selecting the samples in a research

study at the two or more stages.

Multi-stage sampling can be a complex form of cluster sampling because cluster
sampling involves dividing the population into groups or clusters then one or more
clusters are chosen at random and everyone within the chosen cluster is sampled
(Saunder et al., 2009). Selecting all the sample elements from all the selected clusters
may be expensive and time consuming. However, multistage cluster sampling
becomes useful. Instead of using all the elements contained in the selected clusters,

the researcher randomly selects elements from each cluster (Saunder et al., 2009).

In order to select the sample of this study, at the first stage researcher has divided all
the homogeneous public sector organization having their head office/quarter based in
Lahore into three main clusters i.e. A. public universities, B. autonomous bodies

(boards), C. special training institutes.

Later on, out of these clusters main respondents (administrative/supporting staff)

were randomly selected on the basis of the table developed by Krejicie and Morgan

in 1970 and cited and adopted by Collis and Hussy (2013).

A detailed list of sample size and sampling frame is given above in Table 3.1.
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Table 3.1

Details Regarding Sample Selection

Cluster Sr. Name of Public Organization Total Sample
NO. Employees Size
(N) (n)
A. Public Universities 1 University of the Punjab, 55 96
Lahore.
2 University of Health Sciences 1050 19
Lahore.
3 University of  Education 1200 21
Lahore.
4 University of engineering and 4000 71
Technology, Lahore.
5 Govt. College University 3500 62
Lahore.
6 Lahore College for Women 1300 23
University Lahore.
7 University of Veterinary & 1500 27
Animal Sciences, Lahore.
8 King Edward Medical 750 13
University, Lahore.
B. Autonomous Bodies 9  Punjab Board of Technical 275 05
(Boards) Education, Lahore.
10 Board of Intermediate and 850 15
Secondary Education, Lahore.
11  Punjab Examination Board, 90 02
Lahore.
12 Punjab  Medical Faculty, 40 01
Lahore.
13 Punjab Text Book Board, 275 05
Lahore.
C. Special Training 14  Punjab Directorate of Staff 60 01
Institutes Development, Lahore.
15 Punjab Skills Development 55 01
Fund, Lahore.
16  Punjab Technical and 410 07
Vocational Authority, Lahore.
17  Punjab Vocational Council, 350 06
Lahore.
18  PunjabEducation Endowment 90 02
Fund (PEEF), Lahore.
19  Punjab Education Foundation, 80 02
Lahore.
20  National Educational 40 01
Equipment Centre, Lahore.
Total 21,500 380

Source: Synthesized by Researcher
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3.7 Data Collection Process

In selection of population, public sector organizations such as public sector
universities, autonomous bodies and special institutions of the Government of the
Punjab were selected. These public institutions or organisations have their own head
office at provincial capital of the government of the Punjab in Lahore. However,
their functioning is speared over in different region of the province of Punjab
Pakistan. Questionnaire instrument was used to collect data from respondent i.e.
administrative and supporting employees of public sector organisations particularly
attached with all type of selected sample of education and training in province of

Punjab, Pakistan.

Furthermore, the unit of analysis was individual employee (supporting staff) who is
working in the twenty targeted in Pakistani public sector organizations. The
collection of actual data was completed in three phases. In initial stage of data
collection an official letter was got from Ghazali Shafie Graduate School of
Government UUM, and wrote a cover letter addressed to the Chief Secretary of the
Government of the Punjab, Lahore with questionnaire to get formal approval to
collect data from public sector organizations. After got black and white and verbal
approval regarding collection of data from the competent authorities of each public

sectoer organisation.

In second phase, the total 660 questionnaires were circulated with cover letter to the
nominated official of concerned targeted organizations for further distribution to the
unit of analysis that means individual employee of public sector organization to

answer the questionnaire. It further clarified that the cover letter over questionnaire
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clearly highlights the background and purpose of the study and in order to increase
the willingness of the participant to take part in the survey, their anonymity and
confidentially were confirmed in the cover letter and cover letter also provides
instructions on questionnaire to guide the respondents, how to answer the questions
and return. Hence, the circulation of questionnaire took a period of two months (Nov

& Dec 2016) because of public organizations.

In third and last phase of data collection, after circulation of questionnaire within a
period of three months January to March 2017, 420 questionnaires were received out
of 660 through the nominated officials of 20 public sector organizations. However,
40 questionnaires were not filled properly and unable to use for analysis. It is
pertinent to mention here that a period of approximately six months was consumed
on circulation/distribution of questionnaires among the unit of analysis means
individual employee and return of filled questionnaire from them. It has been
observed that in public organizations generally employees are lethargic and slow

mover and not bother to fill the questionnaire.

3.8 Instrument and Measurement

In order to conduct survey a closed ended type of self-administrated questionnaire
was used as instrument because closed questions can be more easily answered as
compared to open questions (Sekaran & Bougee, 2010). It is important to mention
that closed questions boost and enhance the answerability of the asked questions and
these closed questions help to simplify more what is requisite to be answered by the

respondents (Sekaran & Bougee, 2010).
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Moreover, another benefit of using closed questionnaire is that it diminishes and
almost eliminates the variable amongst the answers and thereby making it easier for

the researcher to analyze the collected data (Sekaran & Bougee, 2010).

In this approach, the respondents were asked to tick only the answer on option of the
particular question given, from 1 to 5. The questionnaire instrument was adopted
from earlier researcher’s work of having acceptable range of reliabilities calculated

by Cronbach s Alpha. The questionnaire is consisting of five sections (1 to 5).

Section 1 demographic factors contains information of such as gender, martial
status, age, education, experience, tenure or length of service, and level of job. The
items of demographic factors randomly distributed in the survey format. Eight
demographic factors such as gender, martial status, age, education, experience,
tenure and employment status or level measured through the same survey on nominal

scale.

Section 2 of questionnaire related to the dimension DWB. In order to measure
dimension of DWB instrument contains 43 sub scales. To measure to “abuse to
others” 18-sub scale (Spector et al., 2006). To measure “Sabotage” 4 sub scale
(Spector et al., 2006); to measure “withdrawal” 4 sub scales (Spector et al., 2016 ); to
measure “theft” 4 sub scales (Spector et al., 2006); to measure to “property deviance”
3 sub scales and 5 sub scales to “ misuse of time and resources” (Bashir et al.,

2012); to measure to kickbacks/corruption” 5 sub scales (Bashir et al., 2012).
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Section 3 of survey questionnaire instrument linked to individual factors such as. big
five personality trait (John & Srivastava, 1999), instrument contained 44 items, in
which for 8 items to measure “extraversion”, 9 items to measure “agreeableness” 9
items to measure ““conscientious”, 8 items to measure “neuroticism and 10 items to

measure openness to experiences.

To measure the dark triad personality trait 27 items instrument was used in which 9
items to measure machiavellianism, 9 items to measure narcissism and 8 items to
measure psychopathy (Paulhus & Jones, 2011). In survey questionnaire, Section 3

was also measured at five Likert-scales (1 to 5).

Section 4 linked to measurement of organizational factors that contained 4 sub scale
to measure organizational injustice (Hodson et al., 1994); 15 sub scale of Tepper
(2000) was used to measure abusive supervision. In survey questionnaire, generally,
five Likert-scales that contain (1 to 5) such as strongly disagree to strongly agree.
Dimensions of organizational injustice measured as strongly disagree, some what

disagree, neutral, somewhat agree and strongly agree.

Section 5 of the questionnaire related to transformational leadership, the 20 items
from the Multifactor Leadership Questionnaire (MLQ) Form 5X; Bass & Avolio,
1995), was used and section 5 also measure five Likert- scales that contain (1 to 5)
such as strongly disagree to strongly agree used. Research instrument were explained

in next section.

However, Table 3.2 contained the summary of the measures adopted in this study.
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Table 3. 2

Summary of Items of Insrument

Sources Variable Dimensions Items
Spector et al. (2006) DWB Abuse/Bullying 18
(Dependent Variable)  Production Deviance 03
Withdrawal 04
Bashir et al. (2012) Theft 04
Sabotage 04
Misuse of time & 05
resources
Kickback/ corruption 05
(Independent
Variable)
Individual Factors
Demographic 08
information
John & Srivastava Big Five Personality 44
(1999) Traits
Paulhus & Jones Dark Triad personality 17
(2011)
Hodson et al. Organisational Factors  Qrganisational Injustice 04
(1994) and
Tepper (2000) Abusive Supervision 15
Bass & Avolio (Moderating Variable) Transformational
(1995) Transformational Leadership 20

Leadership
(Moderating Variable)

Source; the Researcher

3.9 Data Analysis

Generally, in order to analysis data, structural equation model is used in social and
behavioural sciences (Hair et al., 2013). In present study, the quantitative data
analysis was performed in three consecutive phases. Firstly, multi scale items were
refined. Secondly, the scales were examined and confirmed by using confirmatory

factor analysis (CFA). Thirdly, the research hypotheses were tested by using the



partial least squares method based on SEM. So, SEM techniques was used to analysis
the data of this study because it is very general modelling technique contained
combination of path analysis, regression analysis and factor analysis. The focus of

SEM is usually on theoretical construct (Hair et al., 2012; Hair et al., 2013).

3.9.1 Quantitative Analysis for Data Entry and Screening

The quantitative data analysis was performed in SPSS-21 package. The tests of
descriptive statistics, missing data, outliers, normality, multi-collinearity etc. were
accomplished with the help of software statistical package for social sciences (SPSS-
21) in order to screen the data after its entry and proper coding. To test confirmatory
factor analysis, measurement model and path analysis were performed using PLS-
SEM and it has also been referred by many other researchers (Hair et al., 2012;

Wong, 2013).

3.9.2 Quantitative Analysis for Demographic Factors

The quantitative data analysis for demographics information i.e., gender, marital
status, education, experience and tenure of this study are extremely important for the
topic of this study on deviant workplace behaviour and was performed in the SPSS-

21. Descriptive analysis of demographic factor was analyzed and T- test also.

3.9.3 Hypotheses Testing through Smart PLS

In this study, the quantitative analysis was conducted by using SEM because review
study on structural equation modelling (SEM) shows that PLS-SEM has become a

progressively and increasingly applied multivariate analysis method in social
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sciences research (Hair et al., 2012; Wong, 2013). Substantially, increases its
application in International Business research (Richter, Sinkovics, Ringle &
Schlagel, 2016). Generally, structure equation modelling (SEM) is applied in social,

behavioural and management sciences (Hair et al., 2013; Wong, 2013).

SEM is basically an arrangement and blend of the methods of statistics humbers
which allow the analysis of various relationships proposed in the study (Hair et al.,
2013; Henseler, 2010). SEM also referred to as “casual modelling”, and “path
analysis” (Tabachnick & Fidell, 2007). SEM is the finest tool to measure multiple

regressions (Hair et al., 2013).

It is basically consisting of two simple modules such as “the structural model” and
“the measurement model” (Rigdon, 2016). Path model is also acquired from structure
equation modelling which displays the trend and direction of relationship (Hair et al.,
2013; Tabachnick & Fidell, 2007) and enables the researchers to check on spot that
what are the independent variables which predict the dependent variables (Henseler,
2010). It also helps to measure many indicators to measure a single variable analysis

(Rigdon, 2012; Rigdon, 2013; Wong, 2013).

Another important attributes of SEM of concurrent analysis which make SEM is a
multivariate method (second-generation) of data analysis method distinct from other
statistical instrument of the first generation (Wong, 2013) that is correlation, factor
analysis and regression which are limited for analysing only one layer of associations
of independent variables and dependent variables at a time (Hair et al., 2013;

Henseler, 2010). It helps to perform a two-fold action that assesses the causation
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between the independent and dependent variables hypotheses (Wong, 2013) and
measurement loadings on their nominated constructs (Richter et al., 2016; Wong,

2013).

SEM helps to check the strength of factors and hypotheses in a single go (Hair et al.,
2013; Wong, 2013). Results from SEM in a more robust and rigorous analysis of the
proposed model and better methodological assessment (Hair et al., 2013). SEM is
usually suitable to assess the causal modelling of complex and multivariate data sets
in which there are compound measures of proposed constructs (Hair et al., 2013).
SEM is a friendly technique and method for testing of hypotheses (Wong, 2013) and

supports to utilize the covariance-based SEM (Hair et al., 2013; Henseler, 2010).

In addtition, PLS-SEM is a “causal modelling approach” to maximize the explained
variance of the dependent latent constructs (Hair et al., 2013). The main focus of
PLS-SEM is to measure some parameters by maintaining the same theoretical
differences (Hair et al., 2013; Tabachnick & Fidell, 2007). PLS-SEM provides a
good opportunity for statistical modelling, which helps to transport forward without
being restricted by “a large sample size”, “strong underlying theory” and “normally

distributed data” (Hair et al., 2013) while defining the associations of variables in

complex model (Hair et al., 2013; Kline, 2005).

In present study, PLS-SEM has been employed as the main technique of data

analysis and to test the path model (Rigdon et al., 2016). It offers proper and an

appropriate interpretation and inference for a series of separate regressions analysis
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(Hair et al., 2013; Wong, 2013). Reliability has also been confirmed in this technique

through various model techniques (Hair et al., 2013; Henseler, 2010).

PLS-SEM is also capable to make a combined and linked with lateral variables
included in this study (Rigdon, 2012; Wong, 2013). Measured variables through
SEM can backing and support the investigation to analyze those variables which are
unobserved (Tabachnick & Fidell, 2007). PLS-SEM uses “confirmatory modelling”
which confirm the hypothesized relationship between the different variables of the

study (Hair et al., 2013; Wong, 2013).

In addition, in the present study Smart PLS software qwas the major SEM
instrument used for data analysis (Wong, 2013). The main purpose of using SEM is
to show a higher R2 score and significant t-value, which helps in validating the cause
and effect “no effect” of a “null hypothesis™ (Hair et al., 2013; Wong, 2013). Smart
PLS makes the R2 insignificant through having a parallel observation on both factor
and path analyses. Smart PLS initially inspects and examines the correlation and
covariances between latent variables along with determining values for R square as

well as AVE for all constructs (Hair et al., 2006; Henseler, 2010).

It is important to mention here that once the measurement of model and path model
have been examined and estimated. Smart PLS applies a bootstrap application to
approximate the significant t-value of the paths (Hair et al., 2006; Halepota, 2011,
Wong, 2013). Secondly, PLS-SEM was generally employed to validate the pre-

established relationship among the independent, dependent and mediating variables
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by running a simulation based multiple regression analysis (Hair et al., 2006; Hair et

al., 2013; Henseler & Sarstedt, 2013).

In this proposed study a two-step PLS-SEM strategy was adopted to specifying the
specifications of structural models (Hair et al., 2013). Firstly, constructs whose
causal relationships had been authenticated and validated through supporting theory
was used to prove the causal relationships between variables. Secondly, PLS-SEM
was applied to validate the pre-established relationship between the endogenous and
exogenous variables with the help of simulation-based multiple regression analysis

(Hair et al., 2006; Hair et al., 2009; Hair et al., 2013; Henseler & Sarstedt, 2013).

In this study the hypotheses were tested by using PLS-SEM (Wong, 2013) and apply
SEM for the measurement of the impact of independent variables on dependent
variables and to analyse the moderating effect (Rigdon 2012; Rigdon, 2013; Rigdon,
2014). SEM is most the effective means in the field of organizational behaviour,
social sciences, psychology, management, human resource management (Hair et al.,

2013; Wong, 2013).

It is used to evaluate the relationship between independent and dependent variables
(Rigdon, 2014; Wong, 2013). This approach is applicable widely (Rigdon, 2014;
Wong, 2013). SEM is the most suitable tool to -built underlying statistical theory
(Hair et al., 2006; Hair et al., 2013). The research hypotheses were tested through,
following the PLS-SEM assumptions; with the help of standardized B estimate and t-

value. This was followed by an explanation of factor loading so as to identify the
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study variables. Generally, SEM generates more reliable conclusions in terms of the

construct validity of the measurement used (Rahman, Karan & Ferdausy, 2013).

Smart PLS software was applied for the assessment of the measurement model and
structural model of the study on the basis of the data set of 380 cases. Before results
were inferred, reliability and validity tests were conducted to confirm that the
measurement scales were satisfactory. The significance of the parameters PLS-SEM
analysis was done by using Smart PLS software for examining the model and testing
the hypotheses by evaluating important assumptions, then estimated and described

the findings accordingly as advised by Wong, (2013).

The model was drawn on Smart PLS in which independent variables like individual
and organizational factors and transformational leadership were linked with deviant
workplace behaviour along with moderating role indications to check the regression
weights for the entire model. The overall results regarding the testing of hypotheses

is discussed in chapter four.

3.9.4 Model Fitness

Model fitness is one of the key issues confronted by a research study (Sekaran &
Bougee, 2010). It is essential for research using the technique that are more
comfortable with the area since assessing whether a specified model ‘fits’ the data is
one of the most important step in structural equation modelling (Yuan, 2005). Most
of the models which are being tested in this current era are derived from future

research indications of previous studies (Hooper, Coughlan & Mullen, 2008).
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Hence, it is always not necessary that a recommended model stay fit when it
integrates all the relationships and for this purpose the test of model fitness is applied
(Sekaran & Bougee, 2010). Model fitness basically checks at two levels while doing
confirmatory factor analysis (CFA) and while applying SEM and made research on

fit indices for structural equation modelling (Hooper et al., 2008).

A variety of fit indices can be used as guidelines for establishing model good fitness
(Hooper et al., 2008). To clarify matters to the users of SEM, the most widely
reported fit indices are covered and their interpretive value in assessing model fit is
examined by Hooper et al. (2008). Hooper et al. (2008) presented guidelines for a
selection of fit indices for determining Good Model Fit for prospective structural
equation modellers (SEM) to help them to avoid making errors during research study
analysis that are widely regarded as the most informative indices available to
researchers and also provides reporting strategies of these indices (Hoper et al.,

2008).

In addition, Hoper et al. (2008) presented best practices on reporting structural
equation modelling and suggested some ways in which model fit can be improved.
Structural equation modelling (SEM) has become one of the techniques of choice for

researchers across the disciplines especially in social sciences (Hoper et al., 2008).

It is essential that researchers using the techniques that are comfortable with the area
since assessing whether a specified model ‘fits’ the data is one of the most important
steps in structural equation modelling (Yuan, 2005). The guidelines are discussed

below in two parts the first, absolute fit indices and the second, incremental indices
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(Hooper et al., 2008). The first, absolute fit indices determine how well fits the
sample data (McDonald & Ho, 2002) demonstrates which proposed model has the
most superior fit (Hooper et al.,, 2008). These measures provide the most
fundamental indication of how well the proposed theory fits the data included in this
category are the I) Chi-Squared test, I11) RMSEA, 1ll) GFI, 1V) AGFI, V) the RMR

and VI) the SRMR (Hooper et al., 2008).

I) The Chi-Square (x2) value is measured to evaluate overall model fit and assesses
the magnitude of discrepancy between the sample and fitted covariance matrices’
(Hu & Bentler, 1999). A good model fit would provide an insignificant result at a
0.05 threshold (Barrett, 2007), thus the Chi-Square statistic is often referred to as

either a ‘badness of fit’ (Kline, 2005) or a ‘lack of fit’ (Mulaik et al., 1989) measure.

On the other hand, where small samples are used, the Chi-Square statistic lacks
power and because of this may not discriminate between good fitting models and
consider as poor fitting models (Kenny & McCoach, 2003). Due to the
restrictiveness of the Model Chi-Square, researchers have sought alternative indices
to assess model fit such as minimizes the impact of sample size on the Model Chi-
Square is relative/normed chi-square (x2/df) (Oper et al., 2008). Whereas, there is no
consensus about an acceptable ratio for this statistic, recommendations range from as

high as 5.0 (Wheaton et al., 1977) to as low as 2.0 (Tabachnick & Fidell, 2007).

I1). Root mean square error of approximation (RMSEA) is the second fit statistic
reported in the LISREL program and was first developed by Steiger and Lind (1980,

cited in Steiger, 1990). The RMSEA tells us how well the model, with unknown but

162



optimally chosen parameter estimates would fit to the population covariance matrix
(Byrne, 1998). RMSEA in the range of 0.05 to 0.10 was considered an indication of
fair fit and values above 0.10 indicated poor fit (MacCallum, Browne & Sugawara,
1996). It was then thought that an RMSEA range of between (0.08 to 0.10) that

provides a mediocre fit and below 0.08 shows a good fit (MacCallum et al., 1996).

I11). The Goodness-of-Fit (GFI) statistic was created by Joreskog and Sorbom (1993)
as an alternative to the Chi-Square test and calculates the proportion of variance that
is accounted for by the estimated population covariance (Tabachnic k & Fidell,
2007). By looking at the variances and covariances accounted for by the model, it
shows how closely the model comes to replicating the observed covariance matrix
(Diamantopoulos & Siguaw, 2000). This statistic ranges from 0 to 1 with larger
samples increasing its value. When there are a large number of degrees of freedom in
comparison to sample size, the GFI has a downward bias (Sharma et al., 2005). As
with the GFI, values for the AGFI also range between 0 and 1 and it is generally

accepted that values of 0.90 or greater indicate well fitting models.

VI). Root mean square residual (RMR) and standardised root mean square residual
(SRMR) resolves this problem and is therefore much more meaningful to interpret
(Diamantopoulos & Siguaw, 2000; Hoper et al., 2008). Rang values for the SRMR
from zero to 1.0 with well fitting models obtaining values less than .05
(Diamantopoulos & Siguaw, 2000). However, values as high as 0.08 are deemed
acceptable (Hu & Bentler, 1999). An SRMR of 0 indicates perfect model fit but it
must be noted that SRMR will be lower when there is a high number of parameters

in the model and based on large sample sizes (Hoper et al., 2008).
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The second, incremental fit indices are also known as comparative fit indices (Miles
& Shevlin, 2007) or relative fit indices (McDonald & Ho, 2002). These are a group
of indices that do not use the chi-square in its raw form but compare the chi-square
value to a baseline model (Hooper et al., 2008). For these models the null hypothesis
is that all variables are uncorrelated (McDonald and Ho, 2002). Incremental fit
indices are categories as 1) Normed Fit Index (NFI), 11) Non-normed, Factor Index

(NNFI)/ NNFI (TLI) and Il Comparative Fit Index (CFI).

I). Normed fit index (NFI) is the first of these indices of incremental fit to appear in
LISREL output (Bentler & Bonnet, 1980). It assesses the model by comparing the
x2 value of the model to the 2 of the null model (Hu & Bentler, 1999; Hoper et al.,
2008). The null/independence model is the worst case scenario as it specifies that all
measured variables are uncorrelated (Hoper et al., 2008). Values for this statistic
range between 0 and 1 with Bentler and Bonnet (1980) recommending values greater
than 0.90 indicating a good fit. More recently, suggested that the cut-off criteria

should be NFI > .95 (Hu & Bentler, 1999; Hoper et al., 2008).

I1). Non-normed factor index (NNFI) values can fall outside the 0-1 range that
favours parsimony. Performs well in simulation studies (Sharma, Mukherjee, Kumar
& Dillon, 2005; McDonald & Marsh, 1990) and values always greater than 0.95

(Sharma et al., 2005).

I11). Comparative fit index (CFI) (Bentler, 1990) is a revised form of the NFI which
takes into account sample size (Byrne, 1998) when sample size is small that performs

well even (Tabachnick & Fidell, 2007). This index was introduced by Bentler (1990)
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and subsequently included as part of the fit indices in his EQS program (Kline,
2005). Like the NFI, this statistic assumes that all latent variables are uncorrelated

and compares the sample covariance matrix with this null model (Kline, 2005).

As with the NFI, values for this statistic range between 0.0 and 1.0 with values closer
to 1.0 indicating good fit. A cut-off criterion of CFI > 0.90 was initially advanced
however, recent studies have shown that a value greater than 0.90 is needed in order
to ensure that misspecified models are not accepted (Hu & Bentler, 1999). From this,
a value of CFI > 0.95 is presently recognised as indicative of good fit (Hu & Bentler,
1999). Presently, this index is included in all SEM programs and is one of the most
popularly reported fit indices due to being one of the measures least affected by
sample size (Hoper et al., 2008). In this study the Model Good Fitness is presented in

chapter four under section 4.8.

3.10 Reliability and Validity

According to Pallant (2007) without test of reliability and validity of the data the
quality of research work may be weak. In order to ensure the reliability and validity
of the results, the statistical analysis has been carried out in the present study to

guarantee the reliability and validity of the outcome the research.

3.10.1 Reliability Analysis

Reliability is the "consistency™ or "repeatability” of measures which means to what
extent the results is consistent, that is, the degree to which repeated measurements in
the same conditions would yield the same results (Trochim, Donnelly & Arora,

2016). Internal item realibilty was assessed by examining the outer loadings of each
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construct measurs (Trochim et al., 2016). Internal consistency realiability was
measured with the help of CFA. The object of confirming reliability is to minimize

the chance of biasness of results of analysis (Cooper & Schindler, 2007).

An appropriate pilot study was designed and conducted to test the reliability of the
questionnaire before proceeding with the main survey and different statistical tools
have been used and applied to confirm the reliability of the results of the study
(Trochim et al., 2016). Cronbach’s alpha coefficient to assess the reliability of scales

was used for present research.

Internal consistency assesses the consistency of results across items within a test
which means that items comprising higher internal consistency (Trochim et al.,
2016). Cronbach Alpha values are often utilized to indicate the reliability (Cortina,
1993). The alpha value can be ranged between 0 to 1 (Cortina, 1993). The threshold
range in this regard is 0.7 and beyond it, the scale will be considered as reliable at

this threshold value.

3.10.2 Validity of Results

The validity is an equivalent to accuracy which means that the measures are
evaluating what they mean to measure (Brains, Willnat, Manheim & Rich 2016;
Trochim et al., 2016). The ends conclusions drawn from the analysis are rigorous
(Saunders et al., 2009). For validating the results, there are different methods (Brains
et al., 2016) but no consensus on how to differentiate between them (Brains et al.,

2016).
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However, the researcher has applied the following general categories of validity
throughout the current proposed study. Validity is as important indicator as that of
reliability because where reliability talks about responses consistency, validity talks

about the items accuracy (Sekaran & Bougie, 2010).

3.10.3 Construct Validity

Construct validity is "the degree to which a test measures what it claims, or purports,
to be measuring™ (Brown, 1996). Researchers demonstrate that the selected measures
essentially address the concepts and relationships of the proposed model (Hair et al.,
2006). As shown in pilot testing and on SEM, all the constructs have been rigorously

selected.

3.10.4 Convergent validity

Sekaran & Bougie (2010) convergent validity means a “measure of intelligence
presumes, among other things, that the measure is associated with things”. It should
be associated with convergent validity and if the measure is not associated or linked
with things it should not be associated with discriminant validity (Cronbach &
Meehl, 1955). Average variance extracted is its measure which must be or greater

than 0.5 (Bagozzi &Yi, 1988).

In addition, convergent validity is explained as the inter-item correlation like items of
a certain variable must be related with each other up to some extent (Sekaran &
Bougie, 2010). Campbell and Fiske (1959) defined convergent validity as “refers to
the degree to which two measures of constructs that theoretically should be related

are in fact related”.
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3.10.5 Discriminant Validity

In the words of Campell and Fiske (1959) tests whether concepts or measurements
that are supposed to be unrelated or in fact, unrelated next, the variable have been
examined in order to ensure that the items within a construct correlate among
themselves. Discriminant validity is contrast to convergent validity (Duarte &
Raposo, 2010). Convergent validity is measured with the help of Cronbach’s alpha or
by t-values in the PLS path model analysis (Cronbach & Meehl, 1955). Researchers
suggest that the “square root” of AVE of each latent variable should be greater than

the correlations among the latent variables of the study (Fornell & Larcker, 1981).

The concept of discriminant validity is that items of one variable must be strongly
related with each other and should be related with the items of other variables with
lesser strength. Discriminant validity enhanced this concept by putting a restriction
that inter-item correlation must be greater than the correlation between items of one

scale with the items of another scale (Campbell & Fiske, 1959).

In the words of Duarte and Raposo (2010) discriminant validity refers to the extent to
which a particular latent construct is different from other latent constructs”. In order
to achieve acceptable or adequate discriminant validity, all the indicators loadings
should be higher than the cross-loadings (Chin, 1998). Simply, “Does the measure
have low correlation with a variable that is supposed to be unrelated to this

variable?” (Sekaran & Bougie, 2010).
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3.10.6 Internal Validity

According to Brewer, (2000) “Internal validity as the extent to which a causal
conclusion based on a study is warranted, which is determined by the degree to
which a study minimizes systematic error (or 'bias’).” Internal validity occurs when a
researcher controls all extraneous variables (Trochim et al., 2016), with the only one
remaining to influence the results of a study being that manipulated by the researcher
(Saunders et al., 2009). Composite internal reliability should be 0.7 or higher. If it is

an exploratory research, 0.6 or higher is acceptable (Bagozzi & Yi, 1988).

Interrelationships between the key variables of the study are derived through the
existing literature and have been controlled across several variables. They have also
been carefully selected (Sekaran & Bougie, 2010). In this way, the analysis and
measurement has avoided certain biases that can arise from studying the relationships
of the main variables of study. Internal validity concerned about the issue of

authenticity of the cause and effect relationship (Sekaran & Bougie, 2010).

3.10.7 External Validity or Generalizability

Mitchell and Jolley (2001) defined external validity as “the validity of generalized
(causal) inferences in scientific research, usually based on experiments and known
and experimental validity”. In the words of Aronson, Wilson, Akert and Fehr, (2007)
“external validity is the extent to which the results of a study can be generalized to

other situations and to other people”.

External validity is concerned with the generalisability of the findings to the wider
population (Aronson et al., 2007; Saunders et al., 2009). Mathematical and statistical
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analysis of external validity concerns a determination of whether generalization
across heterogeneous populations is feasible to analysis (Pearl, Judea, Bareinboim &
Elias, 2014). It helps to developing statistical and computational methods that
produce valid generalizations (Pearl et al., 2014). It is very hard to make

generalisations because of time constraints (Aronson et al., 2007).

However, the researcher extracted a random sample from the population, so to some
extent the generalizability of the results is supported (Aronson et al., 2007; Pearl et
al., 2014). The sample size was sufficient to draw reliable results (Krejcie & Morgan,
1970; Sekaran, 2003). The best way of ensuring generalizability is by replicating the
study as many times as possible (Pearl et al., 2014). However, due to a lack of
resources and time, this step of external validity or generalizability will be left for

future research.

3.11 Ethical Considerations

The principles of ethical considerations to conduct research were followed during the
whole process of research for seeking surety that the final draft is a true
representation of all the data and relevant results (Sekaran, 2003; Sekaran & Bougie,
2010; Easter-by-Smith et al., 2007). Ethics were kept under consideration during the
research process so that all the stakeholders i.e. the respondents, the researcher and
University Utara Malaysia did not suffer any damage, difficulty, loss of privacy or
embarrassment (Cooper & Schindler, 2006). The ethical requirements were followed
throughout the course of research work for the protection of the best present interests
of the researcher, the university, the organizations under survey and the participants

of the study.

170



Before collection of data, the respondents were informed clearly about the benefits of
the study and delivered questionnaire to the respondents by hand. Moreover, a
consent form was also delivered to the respondents that explained the title and
purpose of study and what was required from the participants. All the questions of
instrument were defined and explained in such a manner that the respondent would

clearly understand the questionnaire, prior to their participation in the study.

The name, email and the contact addresses and cell numbers of the researcher were
given in the cover letter of questionnaire to increase the respondents’ confidence and
to encourage them to respond by answering the questions truthfully. To ensure that
they knew to whom they are giving these responses (Cooper & Schindler, 2006;

Easter-by-Smith et al., 2007).

The demographic information i.e. names and addresses of the respondents were not
required in the questionnaire and data was coded to make sure of the anonymity and
confidentiality during the whole research process. A promise was also made to the
respondents regarding confidentiality of personal information provided for study.
The researcher was bound not to use the facts provided by the respondents other
than research purpose (Zikmund et al., 2010). In order to maintain the confidentiality
and privacy of the respondents and organisations only aggregate results and outcome

are used in the thesis.

In addition, respondents were requested to participate in the questionnaire survey by
informed consent (Sekaran, 2003; Sekaran & Bougie, 2010). The respondents

directly interacted with the researcher, and questionnaires were personally
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administered by the researcher to reduce the data biasness and guided participants

individually regarding how to fill the questionnaire.

It is pertinent t that researcher is responsible to make sure that the inquiry is
conducted by following the ethical consideration as main principle. In order to ensure
the accuracy of the results, the data collection and the process of questionnaire
design were carried out professionally that study was truly representing the data and

relevant conditions.

It is concluded that ethical consideration and keen care were given, during the whole
course of research work. Researcher has made best efforts to minimize all possible
ethical issues at all phase and stages of the research design in this study and follow

the principle of “Honesty is the best Policy”.

3.12 Summary

This chapter covers the methodology which used in this study; the chapter covers the
details about research model and dimensions, theoretical framework, research
hypothesis, research design, pilot study, population, sampling procedure, data
collection process, instrument a measurement and data analysis, structural equation

modelling, external validity or generalizability, ethical consideration.

The next chapter will describe the result analysis and result of data analysis.
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CHAPTER FOUR

FINDINGS

4.1 Introduction

Chapter four describes the results of the study derived on the basis of questionnaire
survey. The chapter begins by reporting the results of initial data screening and
preliminary analysis by using SPSS-21 and PLS Path modelling by using Smart
PLS.3. In the next section, results of the descriptive statistics are reported. Later on,
the main results of the present study are described in two parts. In the first part the
measurement model described in order to determine the individual item reliability,

internal consistency reliability, convergent validity and discriminant validity.

Further, results of structural model are reported in the next section (e.g., significance
of the path coefficients, level of the R-squared values, effect size and predictive
relevance of the model). Finally, results of complementary PLS-SEM analysis, which
examines the moderating effects of transformational leadership on the individual
factors, organizational factors and deviant workplace behaviour, are described at the

end. Finally, the chapter concludes with a summary.
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4.2 Responses Rate

In present study, a total of 660 questionnaires were circulated to the targeted unit of
analysis individual employees working in targeted cluster of 20 public organizations
located in the provincial head quarter of the Punjab Province Lahore, Pakistan. In
order to achieve high response rate, several phone calls and short message service

(SMS) were made to remind the nominated officials of particular organizations.

A methoed of Krejcie and Morgan (1970) adopted by Hence, Collis and Hussy
(2013) for determining sample size from a given population for research activities
was used in ths study. Guidelines of Krejcie and Morgan (1970) adopted by Collis
and Hussy (2013) for targeted population 21500 for 20000 to 30000 population,

sample size is determine 380.

Table 4. 1
Questionnaire Response Rate

Response Frequency Percentage
Number of questionnaire 660

distributed

Returned questionnaire 420

Questionnaires not returned 240

Questionnaires not properly 40

filled

Valid Questionnaires used in 380

Analysis

Response Rate 64%
Valid Response Rate 57%

Source: Synthesized by Researcher

4.3 Data Screening

Data screening is the first step of data analysis and it is often being done on SPSS-
21. It helps to develop better understanding of data collected for further analysis.
The data which has been collected from the respondents probably has some faults in
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it which can disturb the ultimate results, their reliability and validity so it is good to
assess and answer all those issues in advance. In this step, data was screened after its
coding on SPSS 21. Such screening was based on some indicators and following
preliminary data were performed to screen collected data:-

i) Missing Values
i) Assessment of Outliers
iii) Normality Test and

iv) Multi-collinearity

These can be explained in detail in the next sections.

4.3.1 Missing Values

Missing values are referred to blank responses as sometimes respondents miss some
questions and not answer it due to variety of reasons. Due to long questionnaire,
some difficult questions, lack of interest in the question or privacy revealing question
can be some factors due to which the problem of missing value arises. Such problem
can also be witnessed due to flaw at the researcher end as there is possibility that he
or she can miss some values while coding them on SPSS. In order to check this issue,
a test of descriptive statistics has been applied to check whether there is any missing
response. If there is no missing value in data, then the data will be entirely

considered valid for analysis.

4.3.2 Assessment of Outliers

Grubbs (1969) defined outlier as "Procedures for detecting outlying observations in
samples”. An outlying observation, or "outlier,” is one that appears to deviate

markedly from other members of the sample in which it occurs”. According to
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Maddala (1992) an outlier is an observation point that is distant from other
observations. An outlier may be due to variability in the measurement or it may
indicate experimental error; the latter are sometimes excluded from the data set.
Generally speaking, outlier is also an important indicator for screening the data.
Outliers refers to those extra ordinary responses which did not have any logic at their
back or the responses which are significantly out of the range designed by the

researcher.

Eminent researchers Barnett and Lewis (1994) defined outliers as “observation or
subsets of observations which appear to be inconsistent with the reminder of the
data”. According to Veradi and Croux (2008) in regression-based analysis, the
presence of outliers in collected data can seriously distort the estimates of regression
coefficients and lead to defective and unreliable out come and results of collected
data. This can also be done due to the negligence at researcher’s and respondent’s
ends. For an instance, some respondent has mentioned his age 20 -25 years but has
indicated his experience of more than 10 years or researcher himself has coded or

entered mistakenly wrong the data on SPSS.

So, these values can be eradicated by applying a range test on the data which can tell
that either the responses are in the given range or not which has been designed by the
researcher. In order to identify any observation which appears to be outside the SPSS
labels value as a result of wrong data entry, firstly, frequency tables were tabulated
for all variables by using minimum and maximum statistics. On the basis of initial

analysis of frequency statistics, no value found to be outside the anticipated range.
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4.3.3 Normality Test

Normality test is another important technique of screening of collected data,
distribution of data must be normal before one can proceed with analysis. Being
normal refers to a bell type curve when data is plotted on a graph means the data will
not have any sort of skewness. A researcher cannot proceed with analysis unless the
data is normal. There are many ways to identify or measure such normality but one
of the state of the art ways is to check such normality through skewness values.
Researchers have mentioned that if the value of skewness is in between +1 and -1
then data will be considered as normal and in vice versa circumstances, it will not be

considered as normal (Ghasemi, Zahediasl, 2012).

Table 4.2
Missing Values, Outliers and Normality Test (N=380)

Minimum Maximum Mean Skewness

Statistic Statistic Statistic Statistic
Ol 1 5 3.42 -.761
AS 1 5 2.47 132
Tr.L 2 5 3.23 .190
DWB 1 5 2.46 532
DT 2 5 3.00 507
BFT 2 5 3.29 .093

Source: Synthesized by Researcher

Table 4.2 exhibits the results regarding data screening. N is showing the number of
responses against each construct which is referring that there is no missing value in
the data because total sample size was also 380. Minimum and maximum statistics,
all responses are in between 1 and 5 which means that none of the recorded response
has crossed the bar of 5 points Likert scale so there is also no outlier in the data.

Skewness values are also in between -1 and +1 so all variables and their relevant data
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will be considered as normal. Big five personality traits, dark triad personality,
organizational injustice, abusive supervision, transformational leadership and DWB,
all are satisfying the concerns of data screening so this study can proceed with the

further analysis.

4.3.4 Multi Collinerarity or Collinearity Test

Multi-collinearity or Collinerarity is a statistical phenomenon, in which two or more
predictor variables in a multiple regression model are highly correlated. It means that
one can be linearly predicted from the others with a substantial degree of accuracy
(Tabachnick & Fidell, 2007). In the words of Hair et al. (2009) collinearity exits
when independent variables are highly correlated with dependent variable and
variance inflation factors (VIF) are also very useful to identify collinearity. If all

values of VIF are near 1, and less than10 indicates collinearity is not a problem.

Table 4.3

Multi Collinearity Test

Independent Variable VIF
Abusive supervision Mod 2.457
Abusive supervision(AS) 1.865
Big five personality Mod 1.932
Big five Personality(BFT) 1.976
Dark triad personality Mod 2.613
Dark triad personality (DT) 2.291
DWB 2.031
Organization Injustice Mod 1.246
Organization Injustice(Ol) 1.126
Transformational Leadership (Tr.L) 1.442

Source: Synthesized by Researcher
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Table 4.3 contains values of collinearity and mentioning that either multi-collinearity
issue exists there or not. The table has mentioned the values of VIF of each
independent variable. VIF must be lesser than 10 and the above-mentioned table is
showing that all relationships and variables have the values of VIF lesser than 10. So,

there is no threat of multi-collinearity in the data (Tabachnick & Fidell, 2007).

4.3.5 Non-Response Bias

In statistical surveys, non-response bias happens and occurs if the answers of
respondents differ from the potential answers of those who did not answer. It may
occur due to several factors (Deming, 1990). According to Lambert and Harrington
(1990) non-response bias described as “the differences in the answers between non-
respondents and respondents”. Lindner and Wingenbach (2002) recommended that a
minimum response rate of 50% should be achieved. In present case the response rate

is 57% which is acceptable for further analysis of the study.

4.3.6 Common Method Variance Test

Podsakoff, MacKenzie, Lee and Podsakoff (2003) defined common-method variance
(CMV) as “variance that is attributable to the measurement method rather than to the
constructs the measures are assumed to represent”. Or in the words of Richardson,
Simmering and Sturman (2009) equivalently as "systematic error variance shared
among variables measured with and introduced as a function of the same method
and/or source”. CMV is a key concern for researchers using self-report survey
(Podsakoff et al., 2003; Spector et al., 2006) because CMV is mono method bias that
inflates relationship between variable measure by self-reports (Conway & Lance,

2010).
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In the present study, in order to minimize effect of CMV, the researcher took several
remedies and steps as proposed by the earlier researchers (Podsakoff, MacKenzie &
Podsakoff, 2012; Wiswanathan & Kayande, 2012). Firstly, the participants were
given assurance their answers of the questions were intact confidential throughout
the completion of research process. Secondly, the respondents were informed that
there is no right or wrong option to answer the item in the questionnaire. Thirdly, the
scale items were improved to avoid vague concepts in the questionnaire. Fourthly, all
questions in survey were written in simple, specific and concise English language.
Finally, some items were removed from questionnaire to avoid the conflict interest of

employees of public sector of Pakistan and culture issue i.e. sex and religion etc.

Table 4. 4
Common Method Variance

Component Initial Eigenvalues Extraction Sums of Squared
Loadings
Total % of Cumulative | Total % of Cumulative
Variance % Variance %
1 31.044 18.929 18.929| 31.044 18.929 18.929
2 11.285 6.881 25.810
3 7.682 4.684 30.494
4 6.338 3.865 34.359
5 4.928 3.005 37.364
6 4.369 2.664 40.028
7 4.251 2.592 42.620
8 3.835 2.338 44,958
9 3.448 2.103 47.061
10 3.355 2.046 49.106
11 2.876 1.754 50.860
70 .006 .004 100.000

Extraction Method: Principal Component Analysis.
Source: Synthesized by Researcher
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Table 4.4 shows the result of Harman’s single factor test to know the common
method bias in data. This test takes assumption that the error of common method bias
will be there in data if variance of first factor will be greater than 50% but, in this
case, the respective variance is only 18%. It means that error of common method bias

is not there in data.

4.4 Descriptive Analysis of Demographic Factors

Demographics of this study are extremely important for the topic of this study on
deviant workplace behaviour because literature has referred at many places that
personal information can significantly be related with organizational workplace
deviance (Omer et al., 2015). Gender is the first demographic variable in this regard.
It is considered in eastern environment that male participants are dominant at
workplace. Due to that dominance, sometimes they are more engaged in deviant

practices while females are mostly target of such deviance (Fahardi et al., 2013).

There is no consistent evidence about demographic differences in DWB. Some
studies point out that there are differences in DWB between employees with different
demographic factors whereas some other studies could not find any difference
(Farhadi et al., 2012). Males are being more aggressive than females (Hershcovis et
al., 2007). Berry et al. (2007) found that demographic variables had only very weak
correlations with DWB such as age had a small work experience and tenure had

small negative correlations with DWB.

Moreover, gender and age were related to DWB, however, the tenure was not

significantly correlated (Henle, 2005). Marital status is the second demographic
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variable of this study. Marital status has not been referred most of the times as strong
predictor of deviance still a general logic can explain that a married person wants to
avoid deviance practices as he or she is having family to cater and such kind of
issues can be harmful for job and survival while a single person is comparatively
more vulnerable for such malpractices. Somehow, the variation regarding marital

status based deviance is uniform around the globe.

Education is another important demographic variable and the idea regarding it is very
simple that an educated person will be less engaged in deviant activities as he or she
has been groomed in educational institutes where values are the primary motive to be
instilled in minds. Yet, this cannot be said with surety as sometimes deviant
behaviours have also been seen from highly qualified individuals because they have

that thing in their personality.

Experience, tenure and age have also been asked in the questionnaire to analyze that
either young people are engaged in deviant practices or comparatively mature and
older ones. This kind of results can be helpful to devise different strategies for
different age group of workforce. Job levels, employment tenure and other
demographics.

Table 4.5
Demographic factor: Gender

Frequency Percent Cumulative Percent
Male 251 66.1 66.1
Female 129 33.9 100.0
Total 380 100.0

Source: Synthesized by Researcher
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Table 4.5 indicates the gender distribution of the sample selected. The results show
that 66% respondents are male while 33% respondents are female. It is reflecting that

public sector of Pakistan has more male employees that female ones.

Table 4.6
Demographic factor: Marital Status
Frequency Percent Cumulative
Percent
Married 210 55.3 55.3
Unmarried 170 44.7 100.0
Total 380 100.0

Source: Synthesized by Researcher

Table 4.6 is about marital status distribution across the sample and the results show
that majority of respondents 55% are married while 45% are unmarried. Being in
such marriage relationship can be extremely important for determining the DWB
level of such married individual.

Table 4.7
Demographic factor: Education

Frequency Percent Cumulative
Percent

Less than Graduation 27 7.1 7.1
Graduation (Degree) 110 28.9 36.1
Master Degree 131 34.5 70.5
M.Phil. 84 22.1 92.6
Ph.D. 16 4.2 96.8
Other 12 3.2 100.0
Total 380 100.0

Source: Synthesized by Researcher

Table 4.7 contains qualification distribution that did not reveal any surprising facts as
it was expected that most of the employees are Master degree holders (34.5%) while
the least employees are having Ph. D qualification and other hold diplomas who are

4% and 3% respectively. Approximately 22.1% respondents are having M. Phil
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qualification while 28.9% respondents are graduates from university. Only 7%
respondents have qualification lesser than graduation. This education distribution is
not bad at all for public sector employees as a lot of Master and M. Phil employees
who are working in public organization which can ultimately result in lesser chances

of DWB.

Table 4.8
Demographic factor: Age

Cumulative

Age Group Frequency Percent Percent
Less than 25 years 84 22.1 22.1
26-30 years 110 28.9 51.1
31-35 years 68 17.9 68.9
36-40 years 49 12.9 81.8
41-45 years 30 7.9 89.7
above 45 years 39 10.3 100.0
Total 380 100.0

Source: Synthesized by Researcher

Table 4.8 depicts the results regarding age of respondents and the figures are telling
that most of the employees are young and middle age persons while very few
employees are old. The 26-30 years category has the most number of employees as
almost 29% respondents have age in between this category while only 10%

employees have age higher than 45 years.

Surprisingly, 22% of employees also have age lesser than 25 years which is raising a
guestion mark on recruitment practices of public sector organizations.
Accumulatively, 29% employees also belong in the age group between 31- 40 years
which is often considered as the prime age of doing job. Age was the most powerful
predictor of deviant behaviours (Lau et al., 2003) and consistent with past research

findings (Omar et al., 2105).
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Table 4.9
Demographic factor: Nature of Job

Nature of Job Frequency Cumulative
Percent Percent
Permanent 232 61.1 61.1
Contract 120 31.6 92.6
Work charge basis 28 7.4 100.0
Total 380 100.0

Source: Synthesized by Researcher

Table 4.9 exhibits the results regarding distribution of nature of job that mentioned in
three types (e.g. permanent, ccontract and work charge basis) in public sector. The
results are according to the policies of Pakistan’s government who is not in much
favour of having visiting or temporary employees so they are only 7% in this
research. At the same time 61% permanent employees were the part of the sample of

this study. Another 31.6% employees are on contract.

4.5 Descriptive Analysis of the Latent Variables and Construct

The present section is concerned with the descriptive analysis for the latent or
independent variable used in this study. Descriptive analysis was carried out in the
form of means and standard deviation of latent variables. Altogether the latent
variables used in this study were measured by using five Likert scale anchored by 1

strongly disagree to 5 strongly agree.

4.6 Reliability of Scales

In this study reliability of scale checked through individual item reliability and
internal consistency reliability. One of the major challenges of this study was its a bit
lengthy questionnaire which consisted of almost 150 questions of all variables of

interest included in the model. Individual item reliability was evaluated by
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examining the outer loading of each item (Hair et al., 2014) and 20% items were
deleted due to loading below the threshold of 0.40 followed by the rule of thumb for

retaining items with loadings between .40 and .70 (Hair et al., 2014).

Table 4.10

Cronbach Alpha Reliability

Variable Name No. of Items Cronbach Alpha (a)
AS 15 0.938

BFT 44 0.764

DT 27 0.869

DWB 43 0.957

Ol 04 0.789

Tr.L 20 0.755

Source: Synthesized by Researcher

Note: Abusive Supervision (AS), Big Five Personality Traits (BFT), Dark Triad
Traits (DT), Deviance Workplace Behavior (DWB), Organizational Identification

(Ol) and Transformational Leadership (Tr. L)

In order to verify that either, researcher can rely on the data which has been
collected, it is important to check the reliability of data. Reliability comes from
consistency. If the responses of respondents are consistent across an indicator or
variable, then it will be termed as reliable. Reverse questions were also added in
questionnaire to check whether respondents filled the answers of questionnaire.
Composite reliability coefficient was chosen to ascertain the internal consistent

reliability.

The above Table 4.10 shows the values of Cronbach Alpha against the variables of
interest. The threshold range of this value is clear that for a reliable instrument or

scale the value of Alpha must be greater than 0.7. The reliability will be kept on
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increasing as the figure of Alpha will move closer to the 1. Above-mentioned table is
showing that all variables have values of Alpha more than 0.7 and the highest value
is occupied by the deviant workplace behaviour which is showing the value of 0.957
while the least value is portrayed by transformational leadership whose value for
Alpha is 0.755. Still these values are above than threshold ranges. So, data can be

moved forward for further analysis.

4.7 Measurement Model

The current study took on a two-step process to evaluate and report the findings of
PLS-SME path as proposed by Henseler, Ringle and Sinkovices (2009). The two-
step process is made up of the two components suc as the assessment of a
measurement model depicted in Figure 4.1 and the assessment of a structural model

depicted Figure 4.2.

Given below Figure 4.1 depicts measurement model that shows examining

individual item rehabilitee and ascertaining the internal consistency reliability,

convergent validity and discriminant validity (Henseler et al., 2009).
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4.8 Model Fitness

This proposed study model has used Smart PLS for structural equation modelling
(SEM) statistical analysis and this respective software provides the results of model
fitness once as it derives all the results in a single go (Sekaran & Bougee, 2010).
Unlike AMOS model fitness, Smart PLS does not use CFI, GFI and IFI to measure
or check the normality as the indicator which is normally used in Smart PLS is

SRMR and d_G (Hair et al., 2013).

Table 4.11

Model Fit Statistics

Indicators Saturated Model Estimated Model
SRMR 0.08 0.08
D _ULS 11.35 11.35
D G 3.81 3.81
Chi-Square 8,455.81 8,455.73
NFI ~ 0.95 0.95

Source: Synthesized by Researcher

Table 4.11 is shows the results of model fitness for the above given model and
indicated that the model is good fit. As the value of SRMR is 0.08 and the same is its
threshold value 0.08. So SRMR is proving that the model of this research is fit as the
values of SRMR 0.08 or high are deemed acceptable (Hooper et al., 2008; Hu &
Bentler, 1999). The next important indicator in this regard is d_G whose value must
be around 3 and the value in this study is also 3.8 not far distant from 3 so it will also
be considered as a good indicator which is proving this model fit. All other values
given in the table are also in their threshold ranges resulting in a fit model so
hypotheses testing can be done on this model i.e. Normed-fit index (NFI) suggested

NNFI > 0.95 as the threshold (Hu & Bentler, 1999).
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4.9 Construct Validity

Construct validity refer to "the degree to which a test measures what it claims or
purports, to be measured” (Brown, 1996; Cronbach & Meehl, 1955). According to
Cronbach and Meehl (1955), there are various tyes of validity. Among many types of
validity, two are the most important which are named as convergent validity and

discriminant validity which are measured below in next sections.

4.9.1 Convergent validity

In this study convergent validity was measured by examining the average variance
extracted (AVE) of each latent construct, as suggested by Fornell and Larcker
(1981). In order to achieve acceptable convergent validity, AVE of each latent
variable construct should be .50 or more (Chin, 1998) or should be 0.5 or higher
(Bagozzi &Yi, 1988). In addition, the value of CR must be greater than 0.7 as it’s

mentioned the reliability of the entire scale and not of its items individually (Hair et

al., 2011).

Table 4.12

Convergent Validity

Variables Composite Reliability Average Variance Extracted

(AVE)

Abusive supervision 0.946 0.529

Big Five trait 0.844 0.576

Dark Triad Personality 0.897 0.523

DWB 0.966 0.514

Organizational Injustice 0.842 0.574

Tr.Leadership 0.789 0.587

Source: Synthesized by Researcher

Table 4.12 shows the results of convergent validity as it’s the most important

indicator is AVE whose threshold value must be greater than 0.5 and in the model of
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this research; all variables are having the value greater than 0.5 for AVE. It means
that all variables are explaining a significant variation in their desired directions. The
value CR must be greater than 0.7 as it’s mentioned the reliability of the entire scale
and not of its items individually. Table 4.12 also shows the value for CR in this
study is higher than 0.7 for all variables where maximum value is possessed by
DWAB. Thus it has been proved that in this study, there is a significant convergent

validity.

4.9.2 Discriminant Validity

In this study, discriminant validity was determined by using AVE and was done by
comparing the correlations among the latent constructs with square roots of average
variance extracted. All constructs used in this study have appropriate Cronbach’s

alpha values and meet the requirement of uni-dimensionality.

Table 4.13
Discriminant Validity (Fornell and Larcker Criterion)

AS BFT DT DWB Ol Tr.L
AS 0.727
BF 0.532 0.759
DT 0.604 0.675 0.723
DW 0.723 0.554 0.641 0.717
Ol 0.165 0.024 0.043 0.235 0.757
Tr.L -0.286 -0.077 -0.166 -0.380 -0.226 0.911

Source: Synthesized by the researcher

Table 4.13 shows the results of discriminant validity which is based on Fornell and
Larcker Criterion. According to this criterion, the values in diagnols are square root

of AVE which are highest in any column and row. For an instance, in this study, the
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value of correlation of abusive supervision (AS) with (AS) is 0.727 and its
correlation with big five personality traits (BFT), (DT), (Ol), (DWB) and (Tr. L) are
0.532, 0.604, 0.723, 0.165 and -0.286 respectively. Same goes for all the other latent
variables included in above Table 4.12. The bold values in the Table 4.12 are higher
than all the preceding values of that respective column. It indicated that constructs
correlation with theirselves are significantly stronger than all other variables. Kura
(2014) cited Chin (1998) that indicator loadings should be greater than cross loading
adequate discrimintant validity. It has been proved through these above figures given
in Table 4.13 that discriminant validity also prevails in the data and suggesting for

further analysis, so it can move towards hypotheses testing.

4.10 Hypotheses Testing

Following are the hypotheses of this study was tested

H1: There is positive relationship between demographic factors and deviant

workplace behaviour.

H2a: There is significant positive relationship between individual factors that are big
five personality traits and deviant workplace behaviour.

H2b: There is significant positive relationship between individual factors that are
dark triad personality trait and deviant workplace behaviour.

H3a: There is significant positive relationship between organizational factor that is
organizational injustic and deviant workplace behaviour.

H3b: There is significant positive relationship between relationships of
organizational factor that is abusive supervision and deviant workplace

behaviour.
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H4: There is negative relationship between transformational leadership and deviant
workplace behaviour in public organization.
H5a: There is moderating effect of transformational leadership among individual
factors that are big five personality traits and deviant workplace behaviour.
H5b: There is moderating effect of transformational leadership among individual
factor that are dark triad personality traits with deviant workplace behaviour.
H6a: There is moderating effect of transformational leadership between
organizational factor that is organizational injustice with deviant workplace
behaviour.
H6b: There is moderating effect of transformational leadership between

organizational factor that is abusive supervision and deviant workplace behaviour.

Firstly, the first hypothesis (H1) the impact of demographics factors on DWB was
tested with the help of SPSS-21. Tests of t-statistics, ANOVA and PLS- SEM have
been used to test these relationships. while the other hypotheses have checked

through smart PLS.3.

Secondly, these techniques have often been recommended by the literature for
demographic and objective variables respectively. ANOVA and t-statistics is
normally better for demographic variables while SEM is good for the objective
variables. Smart PLS give option to run the moderating relationship in the same
model as well as moderating relationships have also been accommodated in the same
model. SEM also referred to as “casual modelling” and “path analysis” (Tabachnick
& Fidell, 2007). SEM is the finest tool to measure multiple regressions (Hair et al.,

2013). It is basically consisting of two simple modules such as “the structural model”
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and “the measurement model” (Rigdon, 2016). Path model is also acquired from
Structure Equation Modelling which displays the trend and direction of relationship
(Hair et al., 2013) and enables the researcher to check what are the independent
variables which predict the dependent variables (Henseler, 2010; Rigdon, 2012;

Rigdon, 2013; Wong, 2013).

4.11 Relationship between Demographic Factors and Deviant Workplace
Behaviour

In order to analyse this, SPSS was used that either demographic variables have any

impact on deviance and for this purpose, independent sample t-test has been applied.

The given below Table 4.14 highligh the relationship of gender and DWB.

Table 4. 14
Gender and Deviant Workplace Behaviour

t-test for Equality of Means

T df Sig. Mean Std. Error
(2-tailed) Difference Difference
DWB Equal - 474 378 .636 -.03413
variances
.07203
assumed
Equal -512 317.93 .609 -.03413
variances 06669
not
assumed

Source: Synthesized by Researcher

Table 4.14 exhibits the result of t-test to analyse the impact of gender on DWB to

check that either variation in gender can also affect the DWB or not. As significance
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value is not lesser than 0.05 and t-value is also not greater than t-tabulated so these

results can claim that gender has no significant variation for DWB.

Table 4. 15
Group Statistics

Group Statistics

Gender N Mean t-statistic Significance
DwB Male 251 2.4484 -474 636
Female 129 2.4825 -.512 .609

Source: Syenthesized by Researcher

Table 4.15 shows that mean value for DWB is not much different for both male and
female employees. This has also been evident from t value and significance value as

both are insignificant.

Table 4.16
Marital Status and Deviant Workplace Behaviour

t-test for Equality of Means

T df Sig. Mean Std. Error
(2- Difference  Difference
tailed)
DWE Equal - 378 .000 -.28169 .06708
variances  4.200
assumed
Equal - 358.58 .000 -.28169 .06722
variances  4.190
not
assumed

Source: Syenthesized by Researcher

Table 4.16 shows the result of t-test to analyse the impact of marital status on DWB.
As significance value is lesser than 0.05 and t-value is also greater than t-tabulated so

these results can claim that marital status has significant variation for DWB.
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Table 4. 17
Group Statistics

Group Statistics

Maritalstatus N Mean t-statistics Significance
DWB Married 210 2.3340 -4.200 .000
Unmarried 170 2.6156 -4.190 .000

Source: Syenthesized by Researcher

Table 4.17 shows that mean values of DWB of married and unmarried individuals is
significantly linked but different level. The deviant behaviour of unmarried
employees is greater than the married employees and its significance is also evident

from t value and significance value which are also in threshold range.

Table 4.18
Education and Deviant Workplace Behaviour ANOVA

ANOVA
DWB
Sum of Df Mean Square F Sig.
Squares
Between Groups 20.778 5 4,156 10.612 .000
Within Groups 146.453 374 392
Total 167.231 379

Source: Synthesized by Researcher

Table 4.18 shows the results of ANOVA to analyze the impact of education on
DWB. As significance value is lesser than 0.05 and F-value is also greater than F-
tabulated so these results can claim that education has significant variation for

deviance which means that changing of education will bring change in DWB.
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Table 4.19

Education and DWB Post Hoc

Multiple Comparisons

Dependent Variable: Deviance Workplace Behaviour (DWB)

Bonferroni
(1) Education

Less than Graduation

University
Graduation

Master degree

MPhil

PhD

Other

(J) Education Mean Difference (I-
J)

University .24841
Graduation

Master degree -.06388
MPhil .53569"
PhD 22414
Other -.10133
less than graduation -.24841
Master degree -.31229"
MPhil 28727"
PhD -.02427
Other -.34974
less than graduation .06388
university graduation .31229"
MPhil .59957"
PhD .28802
Other -.03745
less than graduation -.53569"
university graduation -.28727"
master degree -.59957"
PhD -.31155
Other -.63702"
less than graduation -.22414
university graduation .02427
master degree -.28802
MPhil .31155
Other -.32547
less than graduation 10133
university graduation .34974
master degree .03745
MPhil .63702"
PhD .32547

*. The mean difference is significant at the 0.05 level.

Std.
Error

.13440

13226
13844
19743
21711
.13440

.08093
.09067
16743
.19024
13226

.08093

.08747
.16572
.18874
.13844

.09067

.08747
.17069
19312
19743

16743

16572
.17069
.23897
21711

19024
.18874

19312
.23897

Sig.

.980

1.000
.002
1.000
1.000
.980

.002
.025
1.000
1.000
1.000

.002

.000
1.000
1.000

.002

.025

.000
1.000
.016
1.000

1.000

1.000
1.000
1.000
1.000

1.000
1.000

.016
1.000

Source: Syenthesized by Researcher
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Table 4.19 exhibits Post hoc test which has been classifying the categories which
have larger deviance in comparison to the other categories. This can be judged by
comparing the significance values mentioned very next to different classes or options
of variables. Table 4.19 also shows that employees who have M. Phil qualification
are marked significant in front of employees who have qualification lesser than the
graduation. And the same sort of pattern can be observed in all other observations as

lesser education that M. Phil resulting into DWB according to the post hoc results.

Table 4.20
Employment Nature and DWB ANOVA

ANOVA
Deviance
Sum of Df Mean F Sig.
Squares Square
Between 3.662 2 1.831 4.220 .015
Groups
Within Groups 163.569 377 434
Total 167.231 379

Source: Syenthesized by Researcher

Table 4.20 shows the results of ANOVA to analyze the impact of employment nature
on DWB. As significance value is lesser than 0.05 and F-value is also greater than F-
tabulated so these results can claim that employment nature has significant variation
for deviance which means that changing of employment nature will bring change in
deviance quantity. Permanent and temporary employees are at the different levels of

workplace deviance according to the results of this study as their responses indicated.
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Table 4.21
Employment Nature and DWB Post Hoc

Multiple Comparisons

Dependent Variable: Deviance

Bonferroni
(1) Employment (J) Employment Mean Difference (I- Std. Sig.
J) Error
Permanent Contract -.21416" .07407 012
work charge -.10966 13178 1.000
basis
Contract permanent 21416" .07407 012
work charge .10449 13824 1.000
basis
Work charge permanent .10966 13178 1.000
basis Contract -.10449 13824 1.000

*, The mean difference is significant at the 0.05 level.

Source: Syenthesized by Researcher

Table 4.21 depicts Post hoc test which has been explained and classifying the
categories which have larger deviance in comparison to the other categories. The
post hoc results in above given table shows that permanent and contract employees

have difference in their deviance because both of them are significant for each other.

Table 4.22
Level of Job/ Rank and Deviance ANOVA

ANOVA
DWB
Sum of Df Mean Square F Sig.
Squares
Between Groups 12.307 2 6.153 14.974 .000
Within Groups 154.924 377 411
Total 167.231 379

Source: Syenthesized by Researcher
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Table 4.22 shows the results of ANOVA to analyze the impact of different level of
job on DWB. As significance value is lesser than 0.05 and F-value is also greater
than F-tabulated so these results can claim that job level has significant variation for
deviance which means that changing of job level will bring change in DWB. Results
of this study as their responses indicated that managerial and non-managerial

employees are at the different levels of DWB.

Table 4.23
Job Level/ Rank and DWB Post Hoc

Multiple Comparisons

Dependent Variable: DWB
Bonferroni
() Joblevel (J) Joblevel Mean Difference (I-J)  Std. Error  Sig.

Top level middle level -.45618" .08544  .000

lower level -.23978 11801 129

Middle level  top level .45618" .08544  .000

lower level .21640 09905 .089

Lower level top level 11801 129
.23978

middle level -.21640 .09905 .089

*. The mean difference is significant at the 0.05 level.
Source: Syenthesized by researcher

Table 4.23 shows that for lower level employees, other two categories are also not
significant which means that they are non-deviant. Howerver, DWB start from
middle level employees and keep on increasing till top level employees as they have
affirmed place in an organization so they often find room to do different sort of

incivilities and many other deviant actions.
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4.12 Relationships between Other Independent Variables and Dependent
Variable
After analysing the association between demographic variables as independent
variable with dependent variable, it is mandatory to analysis the relationship of other
independent variables proposed in this study with dependent varible such as the
relationship of individual and organisational factors with DWB. The SEM run to test
the relationship between all other independent variables individual factors such as
big five personality traits and dark triad personality as well as organizational factors
such as abusive supervision and organizational injustice with dependent variable

(deviant workplace behaviour).

SEM is normally used whenever it is required to have graphically represented
models along with the effect size on the top of the arrows. Such graphical structure is
suitable when we have greater number of variables in our model and those are
difficult to tackle in SPSS. It was using by researchers to facilitate mediating effects
but PLS has given the option of checking moderation too with the same software and

statistical technique (Hair et al., 2012; Wong, 2013).

4.12.1 Relationship Big Five Personality Traits and Deviant Workplace
Behavior

Effect sides of Figure 4.2 shows that big five personality traits have a significant
effect on deviance of 12%. The below mentioned Figure 4.2 is about the Structural
Model with Moderator show the path analysis of a given model. The model is

showing all independent variables on the left side of the model while dependent

201



variable in centre. The green circles at right side are the moderating effects which

also have to be considered by this structured equation modelling.
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Figure 4. 2
Structuaral Model With Moderator

4.12.1 Relationship Between Dark Trait Personality and Deviant Workplace

Behaviour

The above Figure 4.2 shows that dark triad traits are bringing a change of 28% in
deviance at workplace. It means that if three dark traits of personality increases by
1% then they will bring a 28% increase in deviant workplace behaviour. So it is very
important to keep a check on those dark triad traits as if organization becomes

successful in mitigating them ultimately the DWB will be controlled.
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4.12.2 Relationship between Organizational Injustice and Deviant Workplace

Behaviour

Figure 4.2 showed result of study that organizational injustice can increase the
deviance by 17.5% and this is a significant amount of variation and organisational
injustice predicted DWB because the public sector employees often face such
situations and if they have to bar them, there is a real need to incorporate justice

practices at workplace in which rights of everyone must be acknowledged.

4.12.3 Relationship between Abusive Supervision and Deviant Workplace

Behaviour

Coming towards the relationship between organisational factors such as abusive
supervision with DWB, it is the most significant predictor of deviant behaviour at
workplace. Figure 4.2 showed that it brought a positive change of almost 41% in
deviance workplace behaviour. Abusive supervision increases the rebellion emotions
in an employee so he or she takes revenge in the form of deviance either towards

colleagues or co-workers or directed towards the supervisor.

4.12.4 Relationship between Transformational Leadership and Deviant

Workplace Behaviour

The last direct impact is of transformational leadership on DWB which showed a
negative impact on DWB of 16%. There is evidence available in literature of such
kind of association as transformational leadership is an ideal sort of leadership and it
should ultimately reduce deviation through individualized consideration,

inspirational motivation, and intellectual stimulation and idealized influence. The
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results of SEM have shown in Figure 4.2 the same that transformational leadership

decreased DWB by 16%.

Table 4.24
Path Analysis Weights and Significance
Unstandardiz Standardized Standard T Statistics P
ed Coefficient ()  Deviation (JO/STDEV|)  Values
Coefficient (STDEV)

()
AS_Mod -> -0.012 -0.026 0.056 0.222 0.825
DWB
Abu_Supervi 0.407 0.407 0.047 8.638 0.000
sion -> DWB
BF_Mod -> 0.057 0.06 0.05 1.129 0.264
DWB
Big_Five -> 0.126 0.127 0.041 3.081 0.003
DWB
DT_Mod -> -0.095 -0.094 0.045 2.001 0.022
DWB
Dark_Traits - 0.281 0.279 0.04 7.062 0.000
> DWB
Ol_Mod -> -0.005 -0.007 0.045 0.114 0.911
DWB
Org_Injustice 0.14 0.153 0.04 3.482 0.001
-> DWB
Trans_Leade
rship -> -0.168 -0.165 0.039 4.35 0.000
DWB

R- Square= 0.638 Significance 0.000 F-Statistics= 19.03

Table 4.24 shows the standardized regression weights and significance. The above
mentioned Figure 4.2 also shows the path analysis of a given model. Value of R-
square is 0.638 means that all independent variables collectively casting an impact of
63% on deviance which is significant as t value is greater than t-tabulated. Effect
sides are revealing that individual factor such as big five personality traits have a
considerable effect on deviance which is 12%. It means that if big five personality
traits will increase 1% then it will enhance the DWB by 12% with a significant p

value.
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Dark triad personalities are bringing a change of 28% in DWB which has a p value
of 0.000 and t value of 2.57 confirming the significance and acceptance of
hypothesis. It means that if three dark traits of personality increases by 1% then they
will bring a 28% increase in DWB. So it is very important to keep a check on those
dark triad personality traits as if organization becomes successful in mitigating them

ultimately the deviance will be controlled.

Organizational injustice can increase the deviance by 17.5% and this is a significant
amount of variation as p value is 0.000 and t value is 4.18 which are also in threshold
range. Public sector employees often face such type situations and if they have to bar
them, there is a real need to incorporate justice practices at workplace in which rights
of everyone must be acknowledged. The impact of abusive supervision on DWB, it is
the most significant predictor of DWB as it brings a positive change of almost 41%
in deviance and t value for it is 7.91 and p value is 0.0000 so it is also highly

significant.

The last impact is of transformational leadership which is casting a negative impact
on DWB of 16%. There is evidence available in literature of such kind of reverse
association as transformational leadership is a good thing and it should ultimately
reduce deviation through individualized consideration, inspirational motivation, and
intellectual stimulation and idealized influence. The results of SEM have shown that
transformational leadership decreased the deviant workplace behaviour by 16% with

0.001 p value while t value is also greater than 2.
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4.13 Moderation Analysis of Hypothesis

Moderation analysis in the behavioural sciences involves the use of causal modelling
or linear multiple regression analysis (Cohen, Jacob; Cohen, Patricia; Leona S.
Aiken, West & Stephen, 2003). To enumerate the effect of a moderating variable in
multiple regression analyses, regressing random variable Y on X, an additional term
is added to the model. This term is the interaction between X and the proposed
moderating variable (Cohen et al., 2003). The moderation relationship of hypothesis

is explained below:

4.13.1 Moderating Effect of Transformational Leadership on the Relationship

of Big Five Personality Traits and Deviant Workplace Behaviour

Moderation effect of transformational leadership in the relationship between
independent variable such as individual factor such as big five personality traits and
dependent variable (DWB) was measured and analysed. Figure 4.4 is showing the
moderation effect of transformational leadership on the relationship between big five

personality traits and deviant workplace behaviour.

The given Figure 4.3 shows no intersection or significant changes in linear
relationship patterns so it is evident that transformational leadership is not
moderating the understudy relationship significantly. Big five personality traits are
somehow inhibited in the very core of an employee. It is something which employee

possesses from the very start and moves till the end.
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Figure 4.3

Moderating Role of Transformational Leadership on the relationship between Big
Five Personality Traits and Deviant Workplace Behaviour

Transformational Leadership can change the behavioural part of an employee but
changing a personality and its traits is somehow a big deal for any sort of leadership

that’s why transformational leadership has failed to moderate big five personality

traits and DWB in this study.

4.13.2 Moderating Effect of Transformational Leadership on the Relationship

of Dark Triad Personality and Deviant Workplace Behaviour

Secondly, the moderating effect of transformational leadership between individual
factors such as dark triad personality as independent variable and deviance

workplace behaviour as dependent variable was measured and analyzed.
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Figure 4.4 exhibits the significant moderating role of transformational leadership
between dark triad personality traits and DWB because the lines of graph are
intersecting with each other. It means that presence of transformational leadership is
changing the association pattern between dark personality traits and deviant

workplace behaviour. DT personality is such personality characteristics which are

hidden in behaviours and can be located with a lot of effort by a leader.

This is the reason that due to being a part of personality, transformational leadership
has reduced its influence on workplace deviance so they will be allowed to cast
deviance with different intensity. The result has shown that transformational
leadership moderates the relation between dark traits and DWB by -9%. It means the
interaction between IV and DV reduced by 9% in presence of transformational

leadership.
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4.13.3 Moderating Effect of Transformational Leadership on the Relationship

of Organizational Injustice and Deviant Workplace Behaviour

Thirdly, the moderating affects of transformational leadership in the relationship
between organisational factors that organizational injustice as independent variable

and deviance workplace behaviour as dependent variable was measured and

analysed.
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Figure 4.5

Moderating Role of Transformational Leadership on the relationship between
Organizational Injustice and Deviant Workplace Behaviour

Figure 4.5 shows the moderating effect of transformational leadership in the
relationship between organizational injustice and workplace deviance. The graph
structure has been proved that there is no significant moderation in case of the
understudy relationship. Organizational injustice is linked with multiple factors like

organizational culture and policies and working environment.

There are some policies which have been presumed by employees as unfair so they
conclude that organization is doing injustice with them by not providing the fair

opportunities. This thing has a very little connection with leadership as these policies

209



remain same over the time. So a theoretical justification is there to support that it is
not extremely surprising that transformational leadership is not moderating the

relationship between organizational injustice and deviance workplace behaviour.

From theoretical perspective, it is possible because organisational injustice and
transformational leadership can’t go parallel because if transformational leadership is

already there, supervision will never turn intoorganisational injustice.

4.13.4 Moderation Effect of Transformational Leadership on Relationship of

Abusive Supervision with Deviant Workplace Behaviour

Finally, moderation effect transformational leadership between independent variable
such as organisational factor that abusive supervision and DWB (dependent variable)

was measured.

Given below Figure 4.6 at next page is showing that there is no significant
moderation of transformational leadership in the relationship between abusive
supervision and deviant workplace behaviour. As the lines are not intersecting with
each other, this is reflecting that presence of transformational leadership is not
making any difference in the association between abusive supervision and deviant

workplace behaviour.
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Moderating Role of Transformational Leadership relationship between Abusive
Supervision and Deviant Workplace Behaviour

From theoretical perspective, it is possible because abusive supervision and
transformational leadership can not go parallel because if transformational leadership
is already there, supervision will never turn into abusive or deviance. So once
employees are getting encountered with abusive supervision then they will be deviant
in their capacity regardless from the leadership because the actual behaviours of

transformational leaders in Pakistan could not correspond with these findings.

4.14 Results of Hypotheses Testing

The aim of this section to analyse the data and test the hypotheses of the study. It
described results of the statistical analysis that were used to test hypotheses. The
objective behind conducting these statistical analyses was to investigate the
relationships between dependent, independent and moderating variables. SPSS-21

was used to apply different statistical techniques in order to analyze the data and to
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test the hypotheses. In viariate analysis, the Pearson product-moment correlation was

used to test those hypotheses that are based on relationships between variables.

In order to verify the results of the Pearson product-moment correlation coefficient,
multivariate analysis (PLS-SEM) was also applied. Before PLS-SEM was applied,
the data was screened for missing data and outliers. To check the appropriateness of
PLS regression analysis, the data was also examined to validate all the major
assumptions of this test, such as normality, linearity, and homoscedasticity and multi
collinearity. This was followed by an explanation of the factor loading to identify the

variables of study.

Smart PLS software was used to assess the measurement model and structural model
of the study on the basis of the dataset of 380 cases. Prior to inferring results,
reliability and validity tests were conducted to confirm that all measurement scales
were found satisfactory. Hypothesis 1, the impact of demographic factors on deviant
workplace behaviour has been supported and accepted as this study proposed that
demographic factors has significant positive effect on DWB. The value of

standardized regression weights for the relationships was significant.

This hypothesis has been partially supported as only gender has found insignificantly
related with deviance behaviour. All other factors in demographics including marital
status, job nature and job experience are found significantly related with the deviant
workplace behaviour This has been decided after applying t-test and ANOVA test on
the given data. The significance value means that deviance will be changed if marital

status, job nature and experience of an employee will be changed while a variation
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across gender does not cast any effect on deviance. It is because of past research
evidence that male and female are found at the same level of workplace deviance.

H2a is hypothesis the relationship of big five personalities and DWB.

In addition, the standardized regression weight for this relationship was significant
because of the two sides of those big five personality traits in which one represented
negative traits while the other side is of positive traits the impact of big five
personality traits on deviant workplace behaviour has supported. This study has
proposed that big five personality traits have a significant positive effect on deviant
workplace behaviour. The standardized regression weight for this relationship was
significant. Moreover, many of the respondents can fall in the mix stance regarding

their very deep personality.

Whereas H2b, the impact of dark triad personality traits, has been supported and
accepted in which dark triad personality traits on deviant workplace behaviour has
been supported which this study has proposed that dark triad traits have a significant
positive effect on deviant workplace behaviour. The standardized regression weight

for this relationship was significant.

H3a, the impact of organizational injustice on deviant workplace behaviour has been
supported which this study has proposed that abusive supervision have a significant
positive effect on deviant workplace behaviour, the standardized regression weight
for this relationship was significant. H3b, abusive supervision has been linked with

DWB.
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It is concluded that these five hypotheses were significant on the basis of which they
have been declared supportive. Dark triad personalities are quite visible negative
traits that can surely increase deviant workplace behaviour in public organisations

and the same has been said in this research.

Therefore, the individual factors i.e. big five personality traits and dark triad
personality as well as organizational factors i.e. organizational injustice and abusive
supervision, both have been found significantly related in this study. Deviant
workplace behaviour is also an organizational behaviour phenomenon so if there will
be injustice in interaction or supervision will be abusive, it will increase the deviance

in the organization.

H4 is about the impact of transformational leadership on deviant workplace
behaviour and this hypothesis has been accepted significantly. The direction of the
relationship between transformational leadership and DWB was negative which

means an increase in such leadership style will decrease the deviance at workplace.

In addition, four others hypothesis H5a, H5b, H6a and H6b are about the moderating
effects of transformational leadership in the relationships between individual factors
i.e. big five personality traits and dark triad personality traits as well as
organizational factors i.e. organizational injustice, abusive supervision and deviant
workplace behaviour respectively. Only H5b has been accepted among these as
transformational leadership has been proved a strong moderator in case of dark triad

personality and DWB relationship and three other hypothesis H5a, H6a and H6b

214



were not supported. The overall findings and results from the testing of hypotheses

are summarized in 4.25.

Table 4.25
Summary of Hypothesis Testing
Path Standardize Standard T Statistics P Decision
d Deviation  (|O/STDEV| Values
Coefficient (STDEV) )
®B)
H1  Demographic-> Accepted
DWB
H2a Big_Five -> 0.127 0.041 3.081 0.003  Accepted
DWB
H2b Dark_Traits -> 0.279 0.04 7.062 0.000  Accepted
DWB
H3a Org_lInjustice ->  0.153 0.04 3.482 0.001  Accepted
DWB
H3b  Abu Supervision  0.407 0.047 8.638 0.000  Accepted
-> DWB
H4 Tr.L -> DWB -0.165 0.039 4.35 0.000 Accepted
H5a BF_Mod -> 0.06 0.05 1.129 0.264  Rejected
DWB
H5b DT_Mod -> -0.094 0.045 2.001 0.022  Accepted
DWB
H6a Ol Mod->DWB -0.007 0.045 0.114 0.911 Rejected
H6b AS_Mod -> -0.026 0.056 0.222 0.825  Rejected
DWB

Source: Synthesized by Researcher

4.15 Summary

In the present chapter, firstly, Responses Rate, Data Screening, Missing Values,
Assessment of Outlier, Normality Test, Multi Collinerarity Test, Non Response Bias,
Common Variance Method Test, Descriptive Analysis of Demographics, Reliability
of scales, Model fitness, constructs validity, Convergent validity, and Discriminant
validity. Secondly, Hypotheses testing relationship between demographics and

DWB, Descriptive analysis of the latent variable construct, relationships between
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objective variables and DWB were discussed and lastly, Moderation Analysis of
hypothesis, Summary of hypothesis testing, the justification for using PLS path

modelling to test the theoretical model in this study was presented.

Following the assessment of significance of the path coefficients, the key findings of
the study were presented. Generally, quantitative techniques have provided
considerable support for the moderating effects of transformational leadership on the
relationship between abusive supervision on DWB. In particular, the path
coefficients revealed a significant negative relationship between individual,
organisational, demographic factors and transformational leadership, concerning the
moderating effects of transformational leadership on the relationship between the
four predictor variables and seven dimensions of workplace deviance, PLS path
coefficients revealed that of ten hypotheses were formulated, seven were significant

and remaining three were insignificance.

The next chapter five will describe the result, findings and conclusion, followed by

implications, practical, theoretical and methodical contribution, limitations,

recommendations and suggestions for future research directions and conclusion.
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CHAPTER FIVE

DISCUSSION AND CONCLUSION

5.1 Introduction

The fifth chapter discusses the main study finding presented in the previous chapter
four by relating to the theoretical prospective and previous studies related to deviant
workplace behaviour of employees especially in public organizations. The chapter is
organized as follows, Section two of the chapter describe the recapitulation of the
findings of the study. Section three contains the discussion regarding the findings of
the study in the support of underpinning theories and previous studies on focus area.
Section four discusses the theoretical, practical and methodical implications of the
present study. Section five of the chapter contains discussion related to limitations of
the study as well as the suggestion for future research. And lastly, final section of the

chapter drawn conclusion of the the study.

5.2 Recapitulation of the Study
The main purpose of the study is to examine the impact of transformational
leadership on the relationship of individual and organisational factors and deviant

workplace behaviour in Pakistani public sectror organization.

217



Individual factors focus on big five personality trait and dark triad personality where

organisational factors are abusive supervision and organizational injustice

contributing to deviant workplace behaviour in Pakistani public sector organisations.

In addition, this study also investigates the direct impact of demographic factors on

DWB as well as the direct impact of transformational leadership on DWB.

This outcome of the study has flourished in advancing the key determinants,

antecedents of deviant workplace behaviour of employees by providing the answer

the following research questions.

1.

What is the level of deviant workplace behaviour in Pakistani public
organizations?

How the demographic factors contribute to deviant workplace behaviour in
public organizations, Pakistan?

How individual factors such as big five personality traits and dark triad
personality contribute to deviant workplace behaviour in public
organizations, Pakistan?

How the organizational factors such as organizational injustice and abusive
supervision contribute to deviant workplace behaviour in public
organizations Pakistan.

What is relationship between the transformational leadership and deviant
workplace behaviour?

How transformational leadership moderating effect of individual and
organizational factors on deviant workplace behaviour in public

organizations?
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The previous chapter of the thesis covered the objectives and provided address to the
following research objectives:

1. To identify the level of deviant behaviour workplace in Pakistani public
sector organizations.

2. To investigate relationship between the demographic factors and deviant
workplace behaviour in public organizations.

3. To investigate relationship between the individual factors that are big five
personality traits and dark triad personality and deviant workplace behaviour
in public organizations.

4. To investigate relationship between the organizational factors that are
organisational injustice and abusive supervision and deviant workplace
behaviour in public organizations.

5. To determine the relationship between transformational leadership and
deviant workplace behaviour.

6. To determine the moderating effect of transformational leadership on the
relationship between individual and organizational with deviant workplace

behaviour in public organizations

It has presented the processes, findings and results and discussion derived from the
quantitative analysis data. Next section of this chapter presents the discussion on the
findings, results and also provides the conclusion of the whole research process
adopted by the researcher in this study while making conceptual and theoretical

framework.
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5.3 Discussion

This section discusses the study’s finding in the light of relevant supporting theories
of conceptual model (e.g. social learning theory, social exchange theory and breach
of psychological contract theory and findings of the previous studies. Discussion on

the research questions is structured in subsections as follow.

5.3.1 Level of Deviant Workplace Behaviour in Pakistani Public Organizations

The first question of study was the level of deviant workplace behaviour in Pakistani
public organizations. In line with this question, the first objective of the study was to
examine and pinpoint the high level severity of deviant behaviour at workplace in

Pakistani public organizations.

Findings of the present study extent and support the version of various previous
studies in Pakistan context of eminent researchers (Bashir et al., 2012; Nasir & Basir,
2012). They have exposed the DWB such as theft, fraud, sabotage, acting rudely and
arguing, keep on some of the fastest emergent behaviour among the workgroups at
workplace in the country in the recent years in spite of huge amounts being spent by

Pakistani government to control DWB (Igbal et al., 2017; Javed et., 2014).

Number of social scientist, executives, administrators and researchers see this
behaviour “as a cancer working on the fabric of society in too many of today’s
organizations” (Bashir et al., 2012; Sims, 1992). This reflects high level of severity
of DWB and supports the findings of the present study. Moreover, DWB is
deteriorating the health of public sector organisations; these behaviours will eat away

the public sector organizations like “termites” (Nasir & Bashir, 2012).
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The outcomes of the present study extent the version of studies of Coffin (2003) and
Koslowsky (2000) that organizations sustain loss of estimated $50 billion annually
and responsible for about 20 percent of failure of businesses due to withdrawal
behaviour of employees. 33 to 75 percent of all employees at workplace have
engaged in different type of behaviours such as abuse, withdrawal, theft, sabotage
and production deviance. According to Appelbaum et al., (2007) results of deviant
workplace behaviour are serious as employees can affect to the organizations at

levels such as decision-making, productivity and financial costs.

DWB is an occupational crime (Peterson, 2002) and may vary along a range of
severity, from minor acts such as leaving early and humiliating co-workers to serious
acts, such as sabotage and stealing from organization and threaten to the well-being
of the organization (Bennett & Robinson, 2000; Spector & Fox, 2002). As a result of
deviant workplace behaviour such as bullying, absenteeism, withdrawal, sabotage,
production deviance, vandalism; embezzlement, theft, fraud and kickback etc., the
researchers have empirically established that the substantial cost to be incurred to an

organisation (Bennett & Robinson, 2000; Henle, 2005).

Approximately an amount of $50 billion dollars have been reported to be allied with
deviant workplace behaviour (Henle, 2005) and yields almost $23.8 billion costs to
the organizations in lieu of abusive supervision e.g. health issues, turnovers and
lower productivity (Tepper et al., 2006). The level of severity of deviance in Pakistan
can be judged from the statement of Alam (2015) in Pakistan as one Public officer is
accused of corruption of the rupees 42 billion equal to US $420 million (Express

tribune, 2014).
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5.3.2 Impact of Demographic Factors on Deviant Workplace Behaviour in

Pakistani Public Organizations

The second question of the study, how the demographic factors contribute to deviant
workplace behaviour in public organizations, Pakistan. In line with this research
question, the second objective of the study, to investigate relationship between the
demographic factors such as gender, marital status, age, tenure, experience and level
of job or rank and nature of job and deviance workplace behaviour in public

organizations.

On the bases of fourth research question, H1; hypothesis was formulated that there
was significant relationship between demographic factors and deviant workplace
behaviour. This hypothesis was tested by using SPSS findings and results of the
study showed a significant relationship between demographic and deviant workplace

behaviour.

The finding of the study of Uche, George and Abiola (2017) reveals that
demographic factors such as gender, age, marital status, employee cadre, and
income, are significantly related to DWB support the finding of present study while

employees’ level of educational attainment is not significantly related to DWB.

The first variable of demographic factors was assumed gender of the individual. The
result of the study showed that gender is predictor of DWB. According to the result
of the study male and female are at the same level of deviance. However, finding of
meta-analytic of data collected from 395 samples, by Thomas, Ng, Simon. Lam and

Feldma (2015) established several weak gender differences in deviance workplace
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behaviour. Roles of females as being supportive would lead to the prediction that

males engage in more DWB and less in OCB than females (Thomas et al., 2015).

The second variable of demographic factors was assumed marital status. The result
of the study showed that the material status of individual is significant related to the
DWB but level of deviance is different. The entire individual at workplace involved
in deviance but the level is different. Single and married persons are at the different
levels of workplace deviance according to the results of this study as their responses

indicated.

Literature review of the previous studies have also proved the same thing that
deviance can be varied for single and married employees as married employees are
more careful regarding this sort of behaviour while single employees is more
engaged in this sort of deviant practices. Rogojan, 2009; Bashir et al., 2012: Fahardi

etal., 2012: Fahardi et al., 2015).

The third variable of demographic factors was assumed education of the individual.
The result of the study showed that education is also the predictor of DWB.
According to the result of the study education is significantly related to DWB but the
level of severity of deviance is different. It means the changing in education level
bring change in the quantity of deviance. Highly educated and less educated
individual are at the different level of deviance. The outcome of correlation between
education and DWB is in line with the findings of the previous researchers such as
Appelbaum et al. (2007), Van Sandt et al. (2006) and Kumi (2013) who reported that

educational level of individual is related to DWB.
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The fourth element of demographic in this study is assumed tenure. Tenure is
significantly related to DWB. This is supported to the findings of Kumi, 2013 but
contrary to previous studies of scholarships Appelbaum et al. (2007) and Van Sandt
et al. (2006), according to them, it is indicated that the longer an employee stays in

an organisation the more she/he learns about moral principles of an organisation.

The fifth, variable of demographic factors was assumed the nature of employment
such as permanent, contract or work charge basis of the employee in Public
organisation. The result of the study shows that employees are involved in the same
level of deviance. Permanent and temporary employees are at the different levels of
workplace deviance according to the results of this study as their responses indicated.
Literature has proved the same thing that deviance can be varied for temporary
employees as educated employees are tried not to engage in these sorts of deviant

practices.

The sixth variable of demographic factors was assumed level of job/ rank such as
upper level, middle level and lower level. The result of the study showed off that the
employees have different rank of the job have the different level of deviance.
Literature review of the previous studies has also proved the same thing that
deviance at workplace can majority is coming from the higher rank employees as

they sometimes do it in rage of their power to lower level (Kumi, 2013).

Results of study of Kumi (2013) is showed positive relationship between
demographic variables such as age, gender, education and tenure with DWB (e.g.

abuse, theft from companies and co-workers, withdrawal, intentionally work slowly,
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harming co-workers, leaving work early; wasting time and resources of organisation,
gossiping, blaming co-workers for a problem and stealing from co-workers and

accepting kickbacks etc.) and supports the finding of the present study.

5.3.3 Individual Factors Contributing to Deviant Workplace Behaviour in

Public Organizations of Pakistan

The third question of the study was whether individual factors i.e. big five
personality trait and dark triad personality contribute to DWB. In line with this
question, the third objective of the study was to investigate relationship between the
individual factors and deviant workplace behaviour in public organizations. And two
hypothesis of the study were formulated such as H2a and H2b. The first, H2a, as
there was significant relationship between individual factors i.e. big five personality
traits and deviant workplace behaviour. The result of the study endorsed the findings
of Baragg, (2015). The second, H2b, as there was significant relationship between

individual factor i.e. Dark triad personality and deviant workplace behaviour found.

The presumed dimension of individual factor of big five personality are predictors to
deviance behaviour as; extraversion refer to a marked engagement with the external
component; agreeableness, refer to level of one sense of social coordination,
cooperation and; conscientiousness concern the way individual control, regulate and
direct impulses, neuroticism refer to individual inclination to experience negative
feelings (Bolton et al., 2010) and openness to experiences refer to creative

innovative, creative and imaginable individual (Johnson & Osttendorf, 1993).
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The findings of the present study on big five personality trait and DWB are in
support of the findings of previous studies of researchers such as Farhadi et al.
(2012), Kumi (2013), Yunu et al. (2012), Mount et al. (2006) and Salgado (2002).
Kumi (2013) cited according to Farhadi et al. (2012) individuals with conscientious
personality type are good employees and they spend their maximum resources on the

betterment of the organisations.

Findings of the study of Berry, Ones and Sackett (2007) indicated that the big five
personalities may be predictive of some aspects of DWB and reported negative
correlations between agreeableness and interpersonal deviance as well as between

conscientiousness and organizational deviance (Berry et al., 2007).

A study of Bolton et al. (2010) also found that agreeableness, conscientiousness and
extraversion were effective predictors of DWB whereas agreeableness was effective
predictor of interpersonal deviance and conscientiousness of predictors of the
organizational deviance support the findings of this study that big five personality
associated with DWB. The finding of the present study corroborates the finding of
study through descriptive data and hierarchical regression analyses of Abdullah &
Maricane (2016) that big five personality traits are highly evident and significantly

associated with organizational and interpersonal deviance.

The findings of the study of Hastuti et al. (2017) by analyzed data by using PLS-
SEM testing measurement model shown that there was a significant effect of big five
personality trait to DWB. However, the extraversion and conscientiousness have

negative significant to DWB and neuroticism and openness to experience have
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positive significant to DWB but not significantly linked to agreeableness (Hastuti et
al., 2017). Results of most recent study of Aleksic and Vukovic (2018) indicate that
the personality traits of agreeableness and conscientiousness are negatively

connected with both forms of individual or organizational DWB.

The second variable of individual factors was presumed that dark triad personality
(e.g. machiavellianism, narcissism, psychopathy) is the predictors of deviant
behaviour. Machiavellianism is refered to individual construct having desire
associated with inclination to achieve personal goals pursue power regardless of
honesty (Smith & Lilienfeid, 2013); narcissism refers to personality construct
defined by grandiosity, as a lack of empathy and sense of entitlement (Smith &
Lilienfeid, 2013); psychopathy is individual personality construct refers to thrill-
seeking and impulsivity and with low empathy and anxiety and lack of guilt (Spain et

al., 2014; O’Boyle et al., 2012).

The importance of focusing attention on aberrant traits dark triad in relation to
deviant workplace behaviours is highlighted through a review of machiavellianism,
narcissism and psychopathy (WU & Lebreton, 2011) followed by a variety of
research hypotheses desgined to spur future research in these and related areas (Spain

et al., 2014; O’Boyle et al., 2012; WU & Lebreton, 2011).

Study of Zhao, Zhang and Xu (2016) indicated that DT was positively predicted
deviance such as bribe-taking intention and bribe- offering intention support. It is
found that individuals who score high in the dark triad personality are less likely to

engage in some types of DWB (Palmer, Komarraju, Carter & Karau, 2017). The
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relationship between the dark triad personality and DWBSs is not still clear due to a
substantial number of positive, negative, and insignificant findings. Findings of the
study of Ying and Cohen (2018) show a strong relationship between DT and DWBSs.
Of the three traits of the DT, machiavellianism was significantly associated to both

type of organizational and interpersonal DWB.

However, a mutual consensus is still lacking concerning the relationship between the
dark triad personality and DWB (Baloch, Meng, Xu, Cepeda-Carrion, Danish, &
Bari, 2017). It is concluded that overall result of the present study corroborates the
study of O’Boyle et al., (2012) that the individual factors such as big five personality

traits and dark triad are significantly associated with DWB.

5.3.4 Organizational factors contributing to Deviant Workplace Behaviour in

Public Organizations of Pakistan

The third question of the study, how the organizational factors i.e. organizational
injustice and abusive supervision contribute to deviant workplace behaviour in
Pakistani public organizations. In line with this research question, the third objective
of the study was to investigate the relationship between the organizational factors

and deviant workplace behaviour in public organizations in Pakistan.

On the basis of third research question of this proposed study, two research
hypotheses were formulated, H3a and H3b. The first, H3a as there is significant
relationship between organizational factors such as organizational injustice and
deviant workplace behaviour. The second, H3b as there is significant relationship

between organizational factors such as abusive supervision and DWB. It means that
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the employees perceived more unfair treatment in their workplace and they are more

likely to engage in DWB (Nyarko et al., 2014)

The first, discussion about the H3a that there was significant relationship between
organizational factors i.e. organizational injustice and DWB. The outcome of this
study supports the studies of Cropanzano et al., (2007), Greenberg, (2006) and Sier,
(2007) on organizational injustice. Injustice in organization is a pressing issue for
whole organization (Henle, 2005). Experiences showed that in order to find justice
individual get involved in deviant acts (Analoui & Kakabadse, 1992; Greenberg,

1990; Hollinger, 1986; Peterson, 2002).

Results of study of Danaeefard and Boustani (2016) on DWB showed that
employees who were working in administrative department of a public organizations
in Iran context revealed that justice perceptions were negatively associated with
employee’s workplace misbehaviour support the finding of the present research.
Results of another study of Ceylen (2011) shows the relationship between DWB and
procedural injustice, i.e. work alienation, is relatively strong. The study was
conducted on doctors and nurses who were working in public and private hospitals in

Istanbul Turkey and findings support the findings of present research.

In addition, the employees who perceive unfair treatment may indulge in deviance
such as complaining and protesting against the organisational injustice of public
sector (Aslam, llyas, Imran, & Rahman, 2016). Resultantly, organisational injustice
has a negative impact on individual performance (Bilal, Rafi & Khalid, 2017). These

employees may become dissatisfied with their jobs, call in sick, show lower levels of
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commitment, and ultimately, they may seek to leave the Public sector organizations

(Aslam et al., 2016; Mugadas, Rehman & Aslam, 2017).

Organisational injustice such as procedural, distributive and interactional injustice all
provoke DWB (Flaherty & Moss, 2007) and positively associated to deviance
workplace behaviour and turnover intention (Rizvi, Friedman & Azam, 2017).
Findings of the study of Rauf (2015) reveals that all dimensions of organisational
injustice, such as distributive injustice, procedural injustice and interactional injustice

have found to be linked with DWB and supports the outcome of present study.

Findings of the study of Dajani and Mohamad (2017) Egyptian public sector
revealed the significant relationship of organisational injustice (in its four types) and
DWB in such a way that procedural and informational injustice had stronger effects
on DWB while distributive and interpersonal injustice showed a weaker effect.
Findings of another empirical study of Alias and Rasdi (2015) in Malaysia context
pointed out that the weakness and shortcoming of deviant workplace behaviour of

public sector employees and supports the findings of present study.

The study of Mingzheng, Xiaoling, Xubo and Youshan, (2014) in Chinese context
found that Chinese public servants tended to engage in deviant workplace behaviour
in response to organizational injustice and also support the finding of the present

study.

In addition, the findings of the present study corroborate the previous empirical

studies of Demir (2011), Jones (2009) and Nyarko, Michael & Sempah, (2014) that
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organisational injustice is significantly associated with DWB. Findings of this study
also corroborates to the findings of study of Ahmed et al. (2013), Asghar and ahmad
(2017), Bashir et al. (2012) and Nasir and Bashir (2012) public sector Pakistani

context that DWB positively associated with organisational injustice.

The second hypothesis, H3b, there was significant relationship between
organizational factor i.e. abusive supervision and deviant workplace behaviour.
Abusive supervision is a serious and growing badly-behaved problem troubling the
organizations (Martinko et al., 2013) and negatively affecting up to sixteen percent
of employees at workplace (Kemper, 2016; Schat et al., 2006). It was presumed in
this that organizational factors i.e abusive supervision is significantly associated with

DWB.

The outcome of the study supported the hypothesis. Abusive supervision is closely
linked to deviant workplace behaviour (Tepper, 2007). It defined as the perception of
the subordinate employees to the extent to which supervisor or boss engage in unfair
play and display of hostile verbal or non-verbal behaviours at workplace bound to
subordinate to retaliate and act deviant workplace behaviour (Litzky et al., 2006:
Sarwar, Alam & Anwar, 2010; Bakker, Van Emmerik & Van Riet, 2008; Tepper,

2007).

The findings of the present study corroborate the results of many other previous
empirical studies of Wang (2016) and Martinko et al. (2013) that abusive supervision
and deviant workplace behaviour of employees has a significant positive association.

AS is associated with a variety of negative outcomes and affecting the individual and
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organisational outcome (Martinko et al., 2013; Tepper, 2007). On Contary, findings
of the study of Javed, Fatima, Yasin, Jahanzeb, Rawwas (2018) showed weaker
relationship of abusive supervision and DWB while effect of moderating effect of

Islamic work ethic.

AS s resistance behaviour (Bamberger & Bacharach, 2006), aggressive and DBW
(Duffy et al., 2002; Dupre et al., 2006; Thau & Mitchell, 2006) and resultantly
become root cause of decline in organizational productivity (Anwar, 2017). AS on
subordinates promotes intention to quit the organization (Pradhan & Jena, 2016) and

occurred because of psychological breach contract (De Hauw & De Vos, 2010).

5.3.5 Impact of Transformational Leadership on Deviant Workplace Behaviour

The fifth question of the present study contains what is the direct relationship
between the transformational leadership and DWB. In line with this research
question, the fifth objective of the study was to determine the relationship between
transformational leadership and DWB. On the bases of fifth research question H4
was formulated as there was significant negative relationship between

transformational leadership and deviant workplace behaviour in public organisations.

This hypothesis was tested by using PLS modelling and findings and results of the
study showed a significant negative relationship between transformational leadership
and deviant workplace behaviour. The present study presumed that transformational
leadership is predictor to DWB (Pradhan & Pradhan, 2014). It was hypothesized that
there is negative association between DWB of employees and transformational

leadership. Social learning theory and social exchange theory supporting the
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relationship to predict the deviant workplace behaviour (Sheen et al., 2017). SET
explains the positive relationship between personal or individual value and

organizational value in response of social exchange (Fayyaz & Alasani, 2015).

The outcome of the study supports that the transformational leadership promotes
positive culture in the organisation (Pradhan & Pradhan, 2014). However, the low
percentage is due to the fact that in public sector of Pakistan has not witnessed such a
positive style of leadership so its presence will definitely reduce the deviant practices

due to proper attention towards employees (Nasir & Bashir, 2012).

Previous studies on transformational leadership have implied that transformational
leadership is significantly related to employee’s productive deviance and just
behaviour (Pradhan & Pradhan, 2014). Transformational leadership promotes
cooperation among the subordinates and motivate them to work together (Organ,
Podsakoff & MacKenzie, 2006). Transformational leaders guard their employees

against toxic and unproductive behaviours at workplace (Hepworth & Towler, 2004).

There is significant and considerable evidence that transformational leadership style
is effective to promote positive follower and organizational results (Bruursema,
2004). Fidings of the study of Simic and Ristic (2017) showed that there is a
significant relationship between big five personality traits and transformational
leadership style such as extraversion in a positive sense and neuroticism in a negative

sense. This also supports the finding of the present research.
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A survey study using Multifactor Leadership Questionnaire (MLQ) conducted by
Wofford, Whittington and Goodwin (2001) found that transformational leadership
relates confidently and positively with subordinate job satisfaction, motivation and
performance. Another study of Sparks and Shenk (2001) also found positive
relationships between transformational leadership and follower belief in this higher
purpose and job satisfaction, group cohesion and subordinate effort that did really

transform followers by encouraging and boosting them.

In addition, McColl and Anderson (2002) found through structural equation
modelling (SEM) that transformational leadership has a significant direct influence

on frustration. These studies strongly support the findings of the current study.

5.3.6 Moderating Effect of Transformational Leadership Between Individual

and Organsational factors and Deviant Workplace Behaviour

The sixth researcher question of the study, how does transformational leadership
moderate relationship among individual and organizational factors and deviant
workplace behaviour in public sector organizations? This research question helps, to
make hypotheses of moderating effect of transformational leadership on the
relationship of individual and organizational factors with deviant workplace
behaviour in Pakistani public organizations. In line with this research question, the
sixth objective of the study was to determine the impact of transformational
leadership on the relationship between individual factors such as big five personality
traits and dark triad personality and organizational factors i.e. organizational injustice

and abusive supervision with deviant workplace behaviour in Public organizations.
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In order to answer the sixth research question of the study, four research hypotheses
were formulated H5a, H5b, H6a and H6b. These hypotheses were tested by using
PLS modelling and findings are elaborated in two separate sections given below

individually.

A study of Saidon, Galbreath and Whitely (2010) in Malaysiaian context established
that transformational leadership moderate the relationship between moral
disengagement and interpersonal deviance behaviour, employees may not want
deactivate their regularity when they perceive that their leaders are inspiring,
challenging and individually consider is likely better way to controlling deviant

workplace act.

Leaders who commit deviant acts provides opportunity and encourages followers to
commit themselves in such deviant acts (Appelbaum et al., 2007). In order to
preventing or discourage the deviant behaviour at workplace, the role of leadership in
organization is very vital (Perdhan & Perdhan, 2014). A leadership based on ethical
and moral dimensions can play essential moderating role between individual and

organizational factors and deviant workplace (Saidon et al., 2010).

In this scenario, transformational leadership is an effective moderator tool that can be
used to solve the problem of deviance workplace behaviour (Saidon et al., 2010).
Resultantly, deviant workplace behaviour has become a common issue and challenge
to almost all organizations of less developed as well as unindustrialized countries
(Abdi, Delkhah & keigoos, 2016; Pradhan & Pradhan 2014). In number of previous

studies transformational leadership has been associated with positive organizational
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outcomes (Tipu, Ryan & Fantazy, 2012). However, the outcomes of transformational

leadership in Pakistan context are still unexplored (Tipu et al., 2012).

5.3.6.1 Moderating Effect of Transformational Leadership on the Relationship

between Individual Factors and Deviant Workplace Behaviour

In order to answer the sixth research question, two research hypothesis such as H5a
and H5b ot check the moderating effect of transformational leadership between
individual factors i.e. big five personality traits and dark triad personality and DWB

and tested by using PLS Path modelling.

H5a: Moderating effect of transformational leadership on the relationship between
individual factors that are big five personality traits with deviant workplace
behaviour.

H5b: Moderating effect of transformational leadership on the relationship between

individual factors that are dark riad personality with deviant workplace behaviour.

Findings of the study has supported the significant relationship for H5b where it has
been evident that transformational leadership is a significant moderator between dark
triad personality and DWB. The literature review of the previous studies indicates
that supervisor or manger needs to be role model to their subordinate through visible
actions and leaders have to communicate ethics and standards as well as reward
systems to sustain ethical and moral standards in the organization (An & Wang,

2016; Hystad et al., 2014; Trevino et al., 2000).
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Results of the meta analytic carried out by Salgado (2002) showed big personality
traits were valid predictor such as conscientiousness predicted deviant workplace
behaviours and turnover and extroversion, openness, agreeableness and emotional
stability predicted the turnover criterion. However, none of the big five personality
measures were found to be predictors of absenteeism or accidents. Moreover, the
findings the study of Lim, Teh, and Benjamin (2016) seem to contrary with past
results and revealed that big five personality traits such as agreeableness,
conscientiousness and openness to experience has no significant relationship with

deviance workplace behaviour.

A meta-analysis of Mackey, Frieder, Brees and Martinko (2015) on abusive
supervision estimates for the relationships between perceptions of abusive
supervision and numerous demographic, justice, individual difference, leadership and
outcome of variables supports the outcome of hypothsis of H5b moderating effect of

transformational leadership between dark triad personality traits and DWB.

The study of Cohen (2017) resists that the reason for the weak relationship found
between the dark triad personality and DWBs is perhaps that studies have ignored
some important mediators and moderators in this relationship. Moreover, The
findings of the study of Cohen (2017) support the need to explore the relationship
between the dark triad personalities and DWBs. However, in the words of Cohen
2017 the studies that have examined this relationship found moderate correlations,

including some meta-analyses.
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Findings of the current study has supported the significant relationship for H5b
where it has been evident that transformational leadership is a significant moderator
between dark triad personality and DWB (Lehmann-Willenbrock, Meinecke, Rowold
& Kauffeld, 2015). The role of leaders in this is ever as important to control deviance

and promotes creativity (Amablie, et al., 2004; Brandt, 2011; Daft, 2011).

5.3.6.2 Moderating Effect of Transformational Leadership on the Relationship

between Organisational Factors and Deviant Workplace Behaviour

In order to answer the sixth research question, two research hypothesis i.e., H6a
(moderating effect of transformational leadership between organizational factors i.e.
organizational injustice and DWB) and H6b (moderating effect of transformational
leadership between organizational factors i.e. abusive supervision and DWB) were

formulated and tested by using PLS Path modelling.

H6a: Moderating effect of transformational leadership on the relationship between
organisational factors that is organisational injustice with deviant workplace
behaviour.

H6b: Moderating effect of transformational leadership on the relationship between

organisational factors that is abusive supervision with deviant workplace behaviour.

Findings of the current study have not supported the significant moderating

relationship between organisational factors i.e. organisational injustice and abusive

supervision, if leaders commit deviant acts, this induced the subordinate employees
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to commit themselves such negative act (Hystad et al., 2014; Pradhan & Pradhan,

2014). The actual behaviors of leaders in Pakistan corresponds with these findings.

According to Lee and Barrett (2011) the findings of prior studies suggest that
employees are likely to engage in DWB when they perceive organizational injustice.
Given that if employees perceived organizational injustice that leads to deviant
workplace behaviour. In these circumstances leadership has significant effects to

reduce DWB (Lee & Barrett, 2011).

Transformational leadership has been considered the process of influencing
employee to change their attitudes, behaviours and beliefs towards productivity.
Prior studies have also suggested that it is reasonable to assume that transformational
leadership is related to issues of organizational injustice (Lee & Barret, 2011) and
did not support the findings of this study because the actual behaviours of

transformational leaders in Pakistan does not correspond with these findings.

It is obvious that the performance of the public sector organizations in Pakistan has
been very poor (Mohammed, 2007). There is “lack of transparency, undue political
influences, lack of resources, delayed projects, large and unskilled work force”.
Weak leadership is also one of the factors that can be held responsible for the

deterioration of public sector organizations in Pakistan (Khan, 2002).

Public organisations are managed by strict bureaucratic leadership (Khan, 2002) that
is one of the main reason for the inefficiency of public sector organizations in

Pakistan (Khan, 2002; Zeb, Saeed, Rehman, Habibullah & Rabi, 2012). The public
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sector organisations of Pakistan are more allied to the transactional style of
leadership (Mahmood, 2015). Moreover, these organisations are trapped in abusive

supervision (Anwar, 2017).

In Pakistan public sector burden is glossary deficient and scare of required level of
integrity of leadership and their subordinate employees also (Anwar, 2017). The
leaders in public sectors are not able to motivate their subordinate for ethical conduct
because of perceived social exchange and social learning (Anwar, 2017) and findings
support the theory (Anwar, 2017). Moreover, a lack of transformational leadership
style and ethical reasoning is the main hindrance in the performance of public

organizations (Bashir et al., 2012, Javed et al., 2014; Nasir & Bashir, 2012).

Findings of the study have not supported the significant relationship for H6b where it
has been evident that transformational leadership is a significant moderator between
abusive supervision and DWB. Literally number of studies have discovered that how
the supervisor interacts with their subordinates (Lehmann-Willenbrock et al., 2015)
and discussed the consequences associated with various supervisor behaviours in
organization (Aryee, Chen, Sun, & Debrah, 2007; Bass, 1990; Tepper, 2007; Yukl,

1998).

Qualitative study of Tepper, (2007) on literature review found that leadership
moderate the relationship between abusive supervision and DWB. Number of
researchers have empirically tested how abusive supervisor affects individual and
organizational performance (Duffy et al., 2002; Martinko et al., 2013; Tepper, 2007).

According to these studies, subordinates’ perception of abusive supervision is
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positively related to DWB and negatively linked with OCB (Duffy et al., 2002;

Martinko et al., 2013; Tepper, 2007: Tepper, 2000).

Abusive supervision produces highly adverse effects generally at organizational
level and particularly at subordinate-supervisor level (Tepper, 2007). Abusive
supervision impacts employees along with damage to organizational ambiance
(Anwar, 2017; Martinko et al., 2013; Tepper, 2007; Tepper, 2000). The
transformational leadership can change the behaviour of individual at organisational

level (Uusi-Kakkuri, 2017).

But the actual behaviours of leaders in Pakistan don’t correspond with these findings.
In public sectors of Pakistan, there is more hierarchy and employee are bound to
obey their superiors even if they are not happy with them and on the same side
leaders treat subordinates as low in the hierarchy and do not allow them to interfere

and participate in big decisions of the organisation (Mahmood, 2015).

The reason for rejection of moderation hypothesis can be recognized to population of
the present study of public sector organisation of Pakistan. Every employee
possesses an insight of his/her future position in the organization and indulges in
deviance such as abusive supervision (Anwar, 2017). Moreover, these organisations

are trapped in abusive supervision (Anwar, 2017).

5.4 Contribution of the Study
Findings of the present study have given an understanding into the foundation and

rationale behind advocating for impact of transformational leadership on DWB and
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taking the impact of individual factor i.e. big five personality and dark triad
personality on DWB and impact of organizational factors i.e. organizational injustice
and abusive supervision on DWB with the supporting theories of social learning

theory, social exchange theory and breach of psychological contract theory.

In addition, the present research accentuated the importance of transformational
leadership in the Pakistani public organizations for effective and real public
administration. It highlighted that ethically measure of the behaviour of employee,
transformational leadership is the key follower’s moral development. Hence, the
present study has contributed to theory, practices and methods in the area of
organizational studies. The next three sections of this chapter will explain the

contribution of the present study.

5.4.1 Theoretical Implication

The conceptual framework of this study was erected on the foundations of the earlier
empirical evidences and theoretical gaps recognized in the literature. It was also
supported and explained from three theoretical perspectives i.e. social learning
theory, social exchange theory and breach of psychological contract theory. This
study incorporated transformational leadership as moderating effect to well explain
and understand the relationship between individual factors i.e. big five personality
trait as well as dark triad personality traits. Organizational factors i.e. organizational
injustice and abusive supervision and deviant workplace behaviour in public

organizations.

242



The present study has made numerous contributions in research on the roots of
findings and discussion of this study especially in the area of individual and
organisational factors contributing to deviant workplace behaviour and
transformational leadership and deviant workplace behaviour with supporting
theories of social learning theory, social exchange theory and breach of

psychological contract theory.

5.4.1.1 Empirical Evidence in the Domain of Social Learning Theory

The present study has provided a theoretical implication by providing additional
empirical evidence in the domain of social learning theory. This theory hypothesizes
that individuals learn behaviour from their workplace environment through
observation, imitation and modelling. Individual observe their work-based referent

others provides example of certain behaviours to observe and imitate.

This study has extended the social learning theory (SLT) by assessing individual
behaviour and organizational norms on broader forms of deviant workplace
behaviour. In addition, findings of the study while testing social learning theory
demonstrated that individual factors i.e. big five personality traits and dark triad
personality trait predicted both interpersonal and organizational deviant workplace

behaviour that is why empirical evidence in support of the said theory.

It can be summed up that individual factors i.e. dark triad personality and
organizational factors i.e. organizational injustice and abusive supervision were
significant predictor of DWB among the employees of public organizations in

Pakistan. Social learning theory supports the theoretical framework of this study.
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5.4.1.2 Empirical Evidence in the Domain of Social Exchange Theory

The present study has provided a theoretical implication by giving additional
empirical evidence in the domain of social exchange theory. The theory postulates
that social exchange instituted by an organization should theoretically be able to
regulate individual’s behaviour at workplace through positive directing and reward
system (Anwar, 2017). Instead of focusing on the relationship between individual
and organizational factors and deviant workplace behaviour, this study has extended
the theory by broad range of deviant workplace behaviour of employees in public

organizations.

Furthermore, the present study also tested the moderating effect of transformational
leadership on the relationship between individual and organizational factors and
DWAB. This study has attended the gap by incorporating transformational leadership
as moderating variable to enhance the understanding on the impact of factors
contributing deviant workplace behaviour of the employees who are working in
public organization of situated in Lahore the capital of province of Punjab Pakistan

with the support of social exchange theory.

In testing social exchange theory, the outcome of the research demonstrated that the
individual factors, demographic factors and organizational factors had significant
influence on both interpersonal and organizational deviance among the employees of
public organizations, lending empirical evidence in support of the said theory

(Anwar, 2017).
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It can be concluded on the basis of result of the study that interpersonal factors i.e.
individual, demographic and organizational factors and transformational leadership
played a significant role in explaining deviant workplace behaviour. It is evident that
factors such as individual, demographic factors and organizational factors and
transformational leadership are very important factors while explaining deviant

workplace behaviour among the employees (Kuni, 2013; Faharadi et al., 2015).

5.4.1.3 Empirical Evidence in Domain of Breach of Psychological Contract

Theory

The present study has provided a theoretical implication by giving additional
empirical evidence in the domain of psychological breach contract theory. The
theory postulates that breach of psychological contract theory established that by an
organization should theoretically be able to regulate individual s behaviour at
workplace through to fulfill the positive requirements of the individual (Bashir et al.,

2011).

When an individual experience a breach of psychological contract, he/she can
experience different reactions, ranging from attitudinal to behavioural reactions
toward the organization (Kickul & Lester, 2001). Instead of focusing on the
relationship between individual and organizational factors and deviant workplace
behaviour this study has extended the theory by broad range of deviant workplace
behaviour of employees in public organizations (De Hauw & De Vos, 2010).

In addition, Hussain et al. (2016) established that when an employee found that
organization failed to fulfil the psychological contract, consequently, they lose

commitment towards the organization loyalty and expose deviance (Hussain et al.,
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2016). When employees feel discrimination and inequity between what they provide
to them and what they obtain from employer, breach of psychological contract arises
at workplace (Hussain et al., 2016). When the breach of psychological contract
occurs employee will become less satisfied from their job and their performance will
be decreased and they will likely to show deviant workplace behaviour (Hussain et

al., 2016) and intention to quit (Alcover et al., 2012).

It is concluded in light of the findings of the study that proposed theory breach of
psychological contract has been supported the model and showed that the individual
and organizational factors both become a cause of breach of psychological contract
of individual at workplace and individual indulge in deviance workplace behaviour
based on this research model developed on the supporting theory testing and
verification rather than an emerging afresh theory. Therefore, employing a deductive
approach to carried research. Moreover, drawing on the philosophical assumptions
described above, the present study contributed on the basis of positivist, objectivism,
ontological and epistemological positions and situations to address the research

phenomena and support to establish the relationship between factors and DWB.

5.4.1.4 Moderating Effect of Transformational Leadership

The current study has also provided empirical evidence on the significant impact of
transformational leadership as moderator on the relationship between individual and
organizational factor and DWB. Whereas number of studies have mainly focuses on
examining the direct relationship between individual and organisational factors and

DWBs.
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Hence, this study incorporated transformational leadership as moderator between the
relationships for the following reasons. Firstly, transformational leadership promotes
ethical act culture and tries to induce employees to commit ethical acts at workplace
and transformational leadership may be able to provide guidance to override
individual’s self-tendency towards DWB. Because transformational leadership has

the quality to think positively and has the ability to control DWB.

Secondly, transformational leadership is expected to moderate the relationship
between individual and organizational factors and deviance workplace behaviour
because transformational leadership has direct influence on subordinate employees
and motivate to them to achieve specific objectives and goals and to avoid indulging
in deviance acts at workplace. Resultantly this study supports the moderating
relationship of transformational leadership between dark triad personality traits and

DWB.

5.4.2 Practical Implication

On the basis of the findings and results of present study and literature review from
previous studies carried out by the various researcher on the area of deviant
workplace behaviour, proposed various steps to prevent or control the DWB
(Rogojan, 2009). This study has also contributed a number of practical implications
and suggestions in terms of management of the behaviour of employees at workplace
to get the better results of human resources practices such as personnel selection,
induction, recruitment, training and development of individual and deterrence-based

control (Rogojan, 2009).
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These steps can be helpful to the leaders, executives or managers of the
organisations by effective management. These steps also suggested by various
researchers that are also aligning with finding of the present study. The details of the

steps are given as under: -

The first, the result suggests that organizational factors are important consideration to
control or managing the deviant workplace behaviour of the employees in public
organisations. The second, the findings of the present study contributed that the
public organizations can make efforts and struggles in minimizing the occurrence of
workplace deviance by enhancing employee’s perception of organizational injustice

and abusive supervision.

The third, the administration of the public organisations can minimize the tendency
of employees to indulge in deviant workplace behaviour by creating fair and equity

controlled base environment of the organization.

The fourth, the findings of the present study, also suggest that individual factors i.e.
big five personality traits and dark triad personality traits were positively related to
deviant workplace behaviour in the entire sample. Thus the administration of the
public organizations could minimize the likehood of the employees from engaging in

deviant workplace behaviour by adopting the psychological test in HR practices.

The fifth, the findings of the study suggests that beside the organizational factors i.e.
organizational injustice and abusive supervision, individual factors i.e. big five

personality traits as well as dark triad personality traits should be given serious
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consideration in the recruitment and selection process of the employees in Pakistani
public sector organizations. This study is also advantageous for organisations to

know which personality traits may be composite with DWB.

The sixth, findings of the study also showed that the moderating role of
transformational leadership were not significant in relationship among the individual
and organizational factors except dark triad personality. However, the
transformational leadership style directly influences to minimize the deviant
workplace behaviour of employees. So the government and other related agencies i.e.
federal public service commission and provincial public services commissions while
appointing the administration, head or the human resource manager in the public
organization should consider the leadership style of the leader or head of the

organization as recruitment and selection criterion.

The seventh, in order to avoid and control deviant workplace behaviour such as mega
scandals, number of organizations has installed whistle blowing policies (Kidwell,
2005). In the words of Appelbaum et al., (2007) “Whistle blowing is a disclosure of
illegal, immoral or illegitimate practices under the control of their employers, to a
person or organizations that may be able to effect action”. So whistle blowing polices

should be adopted to control DWB.

The eighth, by stimulating pro-social types of behaviour of employee such as
organizational citizenship behaviour (OCB), corporate social responsibility,
creativity and innovation of employees is less likely to occur and control deviance at

workplace (Appelbaum et al., (2007). Organisational citizenship behaviour (OCB)
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improves the organizational performance (Lin et al., 2016; Organ, 1997) and

influenced by the perceived ethical work climate in the organizations (Leung, 2008).

In order to control DWB, pro-social type behaviour of employees should be
promoted in organisations (Rogojan, 2009). Organizations develop and maintain a
strong culture of social responsibility; it will be made difficult for dark triad
personality (psychopaths) to apply DWBs to achieve their motives (Cohen, 2016).
Higher levels of transparency and accountability are the best tools for organizations

to limit the activities of psychopaths (Frink & Klimoski, 2004).

The ninth, in order to control to theft deviance and to identify mismanagement and
mishandling of accurate records of accounts and funds and supply should be kept in
key and lock (Greenberg & Barling, 1996). Surveillance techniques and methods as
well as undercover security personnel are applied at workplace to control employees
stealing or theft and shoplifting (Greenberg & Barling, 1996). An organization
should have a good pre-employment surveillance technique to evaluate candidate

background (Uche et al., 2017).

The tenth, during the recruitment processes of employees, personality traits should
taking into consideration for appropriate selection (Hastuti et al., 2017).
Psychometric tests should be applied in personnel or employee’s recruitment and
selection and for their personal development (Rogojan, 2009). Psychometric tests can
be written, oral or practical (Rogojan, 2009). These tests are helpful to quantify
various types of human behaviours at workplace, both normal and deviant (Rogojan,

2009).
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These types of psychometric tests i.e. aptitude tests, personality questionnaires test,
integrity test, 360-degree questionnaires feedback (Dent & Curd, 2004), honesty test
(Greenberg & Barling, 1996) and integrity test i.e. personality inventory test (Kura,
2013, Kura et al., 2012) should be adopted for personnel or employees’ recruitment

and selection (kura, 2013) and for their personal development (kurra et al., 2012).

The eleventh, another main serious problem is seeming to be the fact that
interviewers do not know what type of behaviours can be allied with theft and other
deviant acts (Greenberg & Barling, 1996). So it is proposed that at the time of
induction of individual, the employment interview should be conducted carefully and

asks personality related questions (Greenberg & Barling, 1996).

The twelveth, in phase of recruitment and selection, organizations should also gain
an understanding demographic character (Hsieh, Liang & Hsieh, 2004) and
background i.e. previous job history and family background of new induction of
individual employee should be clearly investigated through different agencies before
interview of employee (Greenberg & Barling, 1996) and final selection of the
candidate. It is generally assumed that someone who has been anti-social or
delinquent in the past will act the same manner in the future (Greenberg & Barling,

1996).

The thirteenth, the managers or leaders or heads of the organizations should
communicate the moral values that are important to them and the organization too
(Trevino et al., 2000). Moreover, the managers and leaders have to understand and

realize which words and actions will be noticed and the way they will be interpreted
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and noticed by subordinates (Trevino et al., 2000). Role modelling through visible
action of the leader has the ability to send powerful messages to the subordinate to
control deviance at workplace (Trevino et al., 2000). Leaders should have empathy to

their subordinate’s employees (Sunday, 2014).

The fourteenth, in order to make and ensure ethical decisions, manager or leader
should use or adopt ethical decision-making and policies based on justice
(Appelbaum et al., 2005; Trevino et al., 2000). Managers should behave ethically,
their habits and behaviour send clear message and signals about the ethical conduct
(kreitner&Kinicki, 2004). Ethical leaders or manager treat everyone with respect,
dignity and honesty, everyone ranging from top level management to lowest level

employees or workers (Appelbaum et al., 2005).

In order to discourage the DWB, the managers or leaders have to be approachable
and friendly and also good listeners towards their subordinates (Trevino et al., 2000).
In the words of Trevino et al. (2000) as “to be a leader you have a greater standard, a
greater responsibility than the average person would have to live up to”. “An ethical
leader does not sugar coat things he tells it like it is” (Trevino et al., 2000).
Moreover, through reinforcement of ethical behaviour by means of ethics trainings
employees through such as seminars and wokshops etc. (kreitner & Kinicki, 2004).
So there is a need to promote ethical and moral leader culture at workplace to control
abusive supervision (Tepper, 2007) and other devint behaviours (Robbins & Judge,

2013).
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The fifteenth, “there is creating a unitary and cohesive organizational culture around
core ethical values of the organisation” (Appelbaum et al., 2005). The employees
receive hints and clues about the behaviour that is expected from them at workplace
(Appelbaum et al., 2005). The employees must share with peers and value this
culture which has to possess the ability to affect their behaviour at workplace
(Appelbaum et al., 2005). Top level management has to transfer the values down to

the operational level ranks (Appelbaum & Shapiro, 2006).

Hence, in order to establish and promote an ethical culture to control the deviance at
workplace, Appelbaum et al. (2005) elaborated and proposed two key points to
control deviance at workplace i.e. “formulate a clear philosophy or mission
statement” ii) “actions of top managers must reflect the moral climate that is
desired”. Establishing a proper ethical culture and providing an ethical and moral
leadership to guarantee that employees are satisfied with their organizations

(Anonymous, 2005).

The sixteenth, training programs are the best source for learning of ethical
expectations at workplace. So in order to improve their employees’ personal ethical
behaviour context, organizations took the opportunity to offer training on ethics at
workplace (Sims 1992) on regular basis. Recently, Hsi (2017) suggests that in order
to diminish DWBSs, the organizations should implement transformational leadership
training programs rather than rely on personality-based selection methodologies.
There is a need to train more leaders in Pakistan public organisations to get benefit

from the transformational leadership style (Masood, 2006).
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The seventeenth, in order to prevent any harm to the employee with insulting words
and attitudes (Wang, 2016), codes of ethics are undoubtedly the most common
approach to influence ethical behaviour in organizations and ethical culture of the
organisation and the most effective technique to foster ethical behaviour at
workplace (Rogojan, 2009). These days, manager needs to create an ethically healthy
climate for his or her employees, where they can perform their duties efficiently and
effectively (Robbins &Judge, 2013). Moreover, managers should understand the

source of deviant workplace behaviour (Robbins & Judge, 2013).

The eighteenth, organisations should maintain harmonious and pleasant working
environment (Wang, 2016). Take care of mental health of employee and should be
look care the employees on daily basis. Psychological counselling service should be
provided in the organizations and take care about the emotional feelings of
employees at organization level. Organization should establish department where
employees can report and lodge complaints, feedback against supervisor or senior

(Wang, 2016).

The nineteenth, the severity of DWB is very high in every organisation especially in
public organisation in Pakistan because of mismanagement and ineffective control
policies (Bashir et al., 2012: Javed et al., 2014; Yousaf et al., 2015). Public sector
administrators need to focus on creating an organisational justice climate in the
workplace by exerting sincere efforts and resources (Dajani & Mohamad, 2017).

It is dire need to make careful policies and established merit-based practices to
control DWB in public organisations of Pakistan (Nasir & Bashir, 2012; Shaheen et

al.,, 2017) and also establish department where employee can report and lodge
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complaints, feedback against supervisior and make rules that help the employees

(Wang, 2016).

It is concluded as whole that the present study contributed guides to the policy
makers of the Government of the Punjab, Pakistan for making policies to control or
minimize DWB. DWB can be controlled or managed by conducting personality
inventory test during recruitment and selection process. Therefore, that the outcomes
of such type of personality test helps to Government as well as leaders and head of
the public organizations to select right person for right job and their personal norms
and values are compatible with organizational norms. The public sector
leaders/managers must be appraised and trained to diminish DWB (Shaheen et al.,

2017).

5.4.3 Methodological Implication of the Study

The findings of the present study contributed a number of methodological

suggestions and implications given below.

The first, methodological contributions lie in assessing the criterion variables using
situation specific measure in an attempt to fill a methodological gap suggested by
Bowling and Gruys (2010). According to Hair et al. (2012) that (PLS-SEM) has
become an increasingly contributed in research and applied multivariate analysis
technique in management research (Hair et al., 2012).

The second, the present study assessed deviance workplace constructs based on the
job-relevant behaviours identified by the subject matter experts (SMEs) such as job

incumbents or immediate supervisors (Bowling & Gruys, 2010).
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The third, according to Bennett and Robinsons (2000) generic DWB measure and
added relevant items in order to really capture the degree to which deviant
behaviours occurs in the context of the study (Bowling & Gruys, 2010). By adding
the relevant items and removing the irrelevant ones from the original scale (Bowling

& Gruys, 2010; kura, 2013).

The fourth, another methodological contribution of this study by appliying to use
PLS path modelling to assess the psychometric properties of each latent variable
(Kura, 2013). This study used SPSS to see the impact of demographic factors on

deviant workplace behaviour.

The fifth, the present study has succeeded in assessing psychometric properties of
each latent variable in terms of convergent validity, as well as discriminant validity
(Cronbach & Meehl, 1955). Psychometric properties examined were individual item
reliability, average variance explained (AVE) and composite reliability of each latent
variable (Kura, 2013). Convergent validity was assessed by examining the value of

AVE for each latent variable (Hair et al., 2006).

The sixth, the discriminant validity was determined by comparing the correlations
among the latent variables with the square roots of AVE. The results of the cross
loadings matrix were also examined to find support for discriminant validity in the
model. Thus, this study has managed to use one of the more robust approaches (PLS
path modelling) to assess the psychometric properties of each latent variable (kura,
2013) illustrated in the conceptual model of Kura, (2013) which also helps to this

study.
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The seventh, methodological contribution is that in the form of a consistent sampling
frame as only public sector organizations have been considered in this study, so the
methodical implications of the results on the entire public sector is valid. This factor
is keeping this study enough generalized within the spectrum of its scope. In case of
multiple sectors, study can be more generalized but can easily lose its focused nature
(Kura, 2013). The eight, this study refined & purified and tested the measure of
deviant workplace behaviour in Pakistan, which is different for culture from the

setting in which this measure was initially developed.

The last but not least, methodological implication in this regard is the ethical
requirements which have been fulfilled by this study. This study has taken proper
permission from gate keepers of the concerned orgnaisation before accessing the
actual respondents for data collection. This has been done to keep the research
process ethical and it was further consolidated by taking informed consent of

respondents.

5.5 Limitations and Future Directions

Although the present study has provided support for a number of the hypothesized
relationship among the exogenous, endogenous and intervening variables, the results
have to be interpreted under consideration of some limitations of the study are given

below: -

The first, this study assumes and adopted a cross- sectional research design which
does not allow casual inferences to be made from the population. Therefore, a

longitudinal research design in future needs to be considered to measure the
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theoretical constructs at different points in time to confirm the findings of the present

study.

The second, the present study adopts a probability sampling technique i.e. multi stage
cluster sampling technique, in which all elements of the target population were not
captured, as such the extent to which sample size represents the entire population
cannot be known. The use of quota sampling has limited the extent to which the
findings of the study can be generalized to the population. That is why in future
probability sampling also be considered other techniques of sampling to generalize

the findings.

The third, in this study, it is possible that the respondents belong to public sector
organizations might have under reported their deviant workplace behaviour on closed
ended survey questionnaire. Therefore, in future, researchers may wish to employ
other strategies of qualitative study such as interviews, direct observations, case

study etc. to assess the deviant workplace behaviour of public sector organizations.

The fourth, in this study, it is pertinent to mention that the deviant workplace
behaviour reported was subjective. The outcome of the present research demonstrates
subjective data is valid and reliable for assessing deviant workplace behaviour.
Therefore, in future the outcome of the present research may be replicated by using

objective measures of DWB.

The fifth, the outcome of this study offers relatively limited generalizability because

it especially focused on the behaviour of employees who are working only in public
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sector organizations of Pakistan. Therefore, in future, in order to generalize the

findings, it is necessary to include the employees of the private sector of Pakistan.

The sixth, the outcome of this study offers relatively limited generalizability because
it especially focused on the behaviour of employees who are working only in
selected twenty education and training organizations or departments of public sector
of Pakistan such as universities, boards and special institutions etc. Therefore, in
future, in order to generalize the findings, it is necessary to include the employees
who are working in other government departments/ organizations other than
education and training sector such as Health department, Excise department,
Accounts and Audit department, Finance department, Pakistan International Airline,
Police department, Fedral Investigation Agency, and other law enforce agencies etc.

should also be studies.

The seventh, it is important to note that there was no significant moderating effect of
transformational leadership between Individual factors and deviant workplace
behaviours found. Hence, partial moderation relationship of transformational
leadership between dark triad personality trait and DWB was found. Moreover,
transformational leadership was not found to moderate effect on the relationship
between organizational factors and deviant workplace behaviour. Therefore, in
future, further research is desirable to investigate such type of moderating effects
with other moderating variables such as public service motivation, political skill and

organisational culture etc. and also examine the mediator effect with DWB.
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The, eighth, in this study the contribution of the impact of individual and
organizational factors towards the deviant workplace behaviour was simultaneously
examined which made the questionnaire complicated and lengthy. It created
difficulties for the respondents to perfectly responses of the questions. Therefore, in
future, the research should be carried out to examine the impact of individual and
organizational factor on interpersonal deviant workplace behaviour and

organisational deviant workplace behaviour separately to generalize the findings.

The nighth, the mono technique i.e. quantitative research method was used to carry
out to present study due to shortage of time and resources. Therefore, in future in
order to conduct research on deviance workplace behaviour, the qualitative research
method should also be used simultaneously along with quantitative research. It
means mix methods of research should be used in future to generalize the findings

under the longitudinal parameter.

The teneth, in this study seven dimensions of DWB such as abuse against others or
bullying, withdrawal, production deviance, sabotage, theft, misuse of time and
resources and kickback were examined at glance. However, in order to get better and
generalize results and to get rid of DWB, in future, the deviant workplace behaviour
of employees should be examined theoretically dimension wise in length as well as
organisation or department wise as a case study. Moreover, other dimension of DWB
such as cronyism, workplace aggression, cyber loafing, workplace incivility and

sexual harassment should also be examined to control the DWB.
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The elventh, the study was conducted to examine the behaviour of the employees at
workplace at micro level or internal or interpersonal factors such as individual and
organisational factors and delimits the macro or external or environmental such as
social and culture factors, political and administrative factors and economic factors
etc. because these factors have key influence on the behaviour of employees at
workplace. So in future, in order to control or minimize the deviant workplace
behaviour there is also needed to investigate the impact of environmental or macro

factors on deviant workplace behaviour in Pakistani pubic organisations.

Finally, this research is concerned with a national sample thus there is an issue of its
generalizability in other countries because the culture and context of different
countries vary with each other. So this research should be extended to different
cultures and countries in order to replicate the results and findings of this study in

future.

5.6 Conclusion

The present study has provided additional indication and evidence to the growing
body of knowledge regarding the moderating effect of transformational leadership on
the relationship between individual and organizational factors with deviant
workplace behaviour. Despite some limitations of the study, the findings from the
study lent support to the theoretical propositions, key objectives of the study and
answered research questions. In spite of this, there have been a number of studies
carried out to examine the underlying antecedents and reasons of DWB. This

research addressed the theoretical gap by incorporating transformational leadership
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as moderating variable between individual and organizational factors that are

contributing DWB.

The current study also lends support to theoretical and empirical framework for the
moderating effect of transformational leadership on the relationship among
individual and organizational factors and DWB. This study has also managed to
evaluate how transformational leadership theoretically moderates the relationships
between the independent variables (e.g individual and organisational factors and

dependent variable (e.g. deviant workplace behaviour).

In addition, the theoretical framework of this study has also added to the domain of
social learning theory, social exchange theory and breach of psychological contract
theory by examining the impact of individual and organizational factors on deviant
workplace behaviour. The outcome of this study also provides important practical
implications to the leaders, head of the institutions, managers and organizations how
to control DWB. The present study also contributed theortical, practicaly and
methodology of research. In spite of some limitations of the study, several
recommendations, directions and guidelines for future research has been drawn in
this study. Finally, it is concluded here that the present study has added valuable
theoretical, practical and methodological ramification to the emerging body of

knowledge in the field of social sciences, behavioural and organisational studies.

262



REFERENCES

Abbasi, A. (2011). “Public Sector Governance in Pakistan: Board of Investment
(BOI)”..International Journal of Politics and Good Governance 2(2).

Abdullah, I. H. T., Salleh, A., Ismail, R., & Ngah, N. E. (2010). Perception of Civil
Servants on the Knowledge of Integrity and Corruction Level in Three State
Agencies in Terengganu, Malaysia/LA Perception Des Fonctionnaires De La
Connaissance De L’integrite Et Du Niveau De Corruption Dans Trois
Organismes D’état A Terengganu, Malaisie. Canadian Social Science, 6(3),
199.

Abdullah, A. & Halim, F.w., (2016). The Influence of Work Ethic and
Counterproductive Work Behaviour of Civil Servants. Journal of
Technology Management and Business Vol 03, No 01, 2016.

Abdullah, A & Marican, S. (2016). The effects of Big Five personality trait on
deviant behavior. Procedia-Social and behavioral sciences 219,19-25.

Abdullah, A. & Marican, H.S. (2014). Can Control and Flexible Leadership
Influence Deviannt Behaviour? International Journal of Technical Research
and Applications e-ISSN: 2320-8163, www.ijtra.com Special Issue 10 (Nov-
Dec 2014), PP. 11-18

Abdi, P., Delkhah, J., & Kheirgoo, M. (2016). Counterproductive Behaviours in State
Hospitals: A Review of the Role of Organizational Cynicism and Injustice.
Mediterranean Journal of Social Sciences, 7(4 S1), 196.

Abubakar, S. (2017). Theorizing the Role of Exchange Ideology in Moderating the
Link between Organisational Justice and Counterproductive Work
Behaviour Proceedings of the Global Conference on Business and
Economics Research (GCBER) 2017 14-15 August 2017, Universiti Putra
Malaysia, Malaysia

Adams, J. S. (1965). Inequity in social exchange. Advances in Experimental Social
Psychology, 2(267-299).

Adejoh, M. A., & Adejoh, L. L., (2013). Handling negative deviant behavior of
front-line employees in service organizations. International Journal of
Current Research and Review, 5(4), 23-30

Agarwal, U. A. and S. Bhargava (2013). Effects of psychological contract breach on
organizational outcomes: Moderating role of tenure and educational
levels.VIKALPA, Volume 38(1), pp. 13-26..

263



Agboola, A. A., & Salawu, R. O. (2011). Managing deviant behavior and resistance
to change. International Journal of Business and Management, 6(1), 235—
242,

Aguilera, R. V., Rupp, D. E., Williams, C. A., & Ganapathi, J. (2007). Putting the S
back in corporate social responsibility: A multilevel theory of social change
in organizations. Academy of Management Review, 32(3), 836-863.

Ahmed W, Kiyani A A, Hashmi SH (2013). Study on organizational cynicism,
organizational injustice & breach of psychological contract as the
determinants of deviant work behaviour. 2: 145-154.

Ahmad, A., & Omar, Z. (2013). Abusive Supervision and Deviant Workplace
Behaviour: The Mediating Role of Work-Family Conflict. The Journal of
Human Resource and Adult Learning, 9(2), 124.

Akhigbe, O.J. & Amamino, S.L. (2017).Supervisor Trust and Counterproductive
Work Behaviour of Oil Firms in Port Harcourt - Nigeria IOSR Journal of
Business and Management (IOSR-JBM) e-ISSN: 2278-487X, p-ISSN: 2319-
7668. Volume 19, Issue 6. Ver. IV (June 2017), PP 52-61

Alcover, C., Martinez-lfiigo, D., & Chambel, M. J. (2012).Perceptions of
employment relations and permanence in the organization: Mediating effects
of affective commitment in relations of psychological contract and intention
to quit. Psychological Reports, 110, 839-853.

Al Kindy, A. M. Z. Shah, I. M. & Jusoh, A.(2016).The Impact of Transformational
Leadership Behaviors on Work Performance of Omani Civil Service
Agenciey. Asian Social Science; Vol. 12, No. 3; 2016 ISSN 1911-2017 E-
ISSN 1911-2025

Aleksic, A., and Vukovic, M. ,(2018). CONNECTING PERSONALITY TRAITS
WITH DEVIANT WORKPLACE BEHAVIOUR Journal of Media Critiques
[JMC] P-ISSN: 2056-9785.

Alias, M., Mohd Rasdi, R., & Abu Said, A. M. (2012). The impact of negative
affectivity, job satisfaction and interpersonal justice on workplace deviance in
the private organizations. Pertanika Journal of Social Sciences &
Humanities, 20(3), 829-846.

Alias, M., Mohd Rasdi, R., Ismail, M., & Abu Samah, B. (2013). Predictors of
workplace deviant behavior: HRD agenda for Malaysian support personnel.
European Journal of Training and Development, 37(2), 161-182

264



Altman, B. A., & Akdere, M. (2008). Toward a Theoretical Model of Performance
Inhibiting Workplace Dynamics. Human Resource Development Review
Retrieved from
http://hrd.sagepub.com/content/early/2008/10/07/1534484308324306.short

Ali, N. and M. Zia-ur-Rehman (2014). "Impact Of Job Design On Employee
Performance, Mediating Role Of Job Satisfaction: A Study Of Fmcg's Sector
In Pakistan.” International Journal of Business and Management 9(2): 70.

Ambrose, M. L., Seabright, M. A., & Schminke, M. (2002). Sabotage in the
workplace: The role of organizational injustice. Organizational Behaviour
and Human Decision Processes, 89(1), 947-965.

Ambrose, M. L., Schminke, M., & Mayer, D. M. (2013). Trickle-down effects of
supervisor perceptions of interactional justice: A moderated mediation
approach. Journal of Applied Psychology, 98(4), 678-689

Amin, M., ullah Shah, R., Ayaz, M., & Atta, M. A. (2013). Teachers’job
Performance At Secondary Level In Khyber Pakhyunkhwa, Pakistan. Gomal
University Journal of Research, 29(2).

Amjad, R. J. (2014). ivestigating factors affecting employee workplace deviant
behaviour. International Journal of Innovation and Applied Studies, 1073-
1078.

An, F., & Wang, B. (2016). Abusive Supervision and Counterproductive Work
Behaviour: Moderating Effect of Negative Affectivity. Journal of Service
Science and Management, 9(01), 66.

Anonymous (2005).“Embezzlement/Employee Theft”, Business Credit, Feb 2005,
pp. 41-42.

Analoui, F., & Kakabadse, A. (1992). Unconventional practices at work: Insight and
analysis through participant observation. Journal of Managerial Psychology,
7(5), 2-31.

Andersson, L. M., & Pearson, C. M. (1999). Tit for tat? The spiraling effect of
incivility in the workplace. Academy of Management Review, 24(3), 452—471.

An, F. and B. Wang (2016). "Abusive Supervision and Counterproductive Work
Behaviour: Moderating Effect of Negative Affectivity.” Journal of Service
Science and Management 9(01): 66.

Anjum, M. A., & Parvez, A. (2013). Counterproductive Behaviour at Work: A
Comparison of Blue Collar and White Collar Workers. Pakistan Journal of
Commerce and Social Sciences, 7(3), 417-434.

265



Anonymous (2005), “Embezzlement/Employee Theft”, Business Credit, Feb 2005,
pp. 41-42.

Anwar, M.K. (2017). Abusive Supervision and Turnover Intention: Examining the
Mediating Role of Self-ldentity and Moderating Role of Future Work Self
Salience. A Research Thesis submitted to the Department of Management
Sciences, Capital University of Science & Technology, Islamabad

Appelbaum, S. H., Deguire, K. J., & Lay, M. (2005). The relationship of ethical
climate to deviant workplace behaviour. Corporate Governance: The
International Journal of Business in Society, 5(4), 43-55.

Appelbaum, S. H., laconi, G. D., & Matousek, A. (2007). Positive and negative
deviant workplace Behaviours: causes, impacts, and solutions. Corporate
Governance: The International Journal of Business in Society, 7(5), 586-598.

Appelbaum H., Steven, Girard R, D,. (2007). Toxins in the Workplace: affect on
organizations and employees. Emerald Group Publishing Limited, Vol.7
no.l, 17-28.

Appelbaum, S.H.& Shaprio, B.T. (2006). Diagnosis and remedies for Deviant
workplace behaviour, Journal of American Academy of Business, Vol 9(2)
pp.14-20

Appelbaum, S. H., Semerjian, G., & Mohan, K. (2012). Workplace bullying:
consequences, causes and controls (part one). Industrial and Commercial
Training, 44(4), 203-210.

Aquino, K., Grover, S. L., Bradfield, M., & Allen, D. G. (1999). The effects of
negative affectivity, hierarchical status, and self-determination on workplace
victimization. Academy of management journal, 42(3), 260-272.

Aquino, K., Galperin, B., & Bennett, R. (2004). Dispositional aggressiveness and
ethnic identity as moderators of the relationship between perceived injustice
and workplace deviance. Journal of Applied Social Psychology, 34, 1001-
1029.

Aragon-Correa, J.A., V.J. Garcia-Morales and E. Cordon-Pozo, (2007). Leadership
and organizational learning's role on innovation and performance: Lessons
from Spain. Industrial Marketing Management, 36(3): 349-359.

Armstrong, J.S.; Overton, T. (1977)."Estimating Nonresponse Bias in Mail
Surveys". Journal of Marketing Research. 14 (3): 396-402.

266



Aryee, S., Chen, Z. X., Sun, L., Debrah, Y. A. (2007). Antecedents and outcomes of
abusive supervision: Test of a trickle-down model. Journal of Applied
Psychology, 92: 191-201.

Asadullah, M. A., Akram, A., Imran, H., and Arain, G. A. (2017).When and which
employees feel obliged: a personality perspective of how organizational
identification develops. Rev. Psicol. del Trabajo y de las Organ. 33, 125-135

Asghar & Ahmad,(2017).Impact of Abusive Supervision on Workplace Deviance
Behavior; Role of Interactional Justice.Curr. Eco. Man. Res., 3(1)1-11,

Ashforth, B. E., & Mael, F. (1989). Social identity theory and the organization.
Academy of Management Review, 14(1), 20—39.

Askew, K. L. (2012). The relationship between cyberloafing and task performance
and an examination of the theory of planned Behaviour as a model of
cyberloafing. Retrieved from http://scholarcommons.usf.edu/etd/3957/

Askew, K., J.E. Buckner, M.U. Taing, A. llie, J.A. Bauer and M.D. Coovert, (2014).
Explaining Cyber loafing: The role of the theory of planned workplace
deviant Behaviour: (Evidence from banking Behaviour. Computers in Human
Behaviour.

Aslam, U., llyas, M., Imran, M. K., Rahman, U., Magala, S., & Magala, S. (2016).
Detrimental effects of cynicism on organizational change: an interactive
model of organizational cynicism (a study of employees in public sector
organizations). Journal of Organizational Change Management, 29(4).

Astray-Caneda, V., Busbee, M., & Fanning, M. (2011). Social learning theory and
prison work release programs. In M. S. Plakhotnik, S. M. Nielsen, & D. M.
Pane (Eds.), Proceedings of the Tenth Annual College of Education & GSN
Research Conference (pp. 2-8)

Astor, S. D. (1972). Twenty steps to preventing theft in business. Management
Review, 61(3), 34-35.

Asorwoe, E. &. Klutse, C.M. (2016). Corruption and Unethical Behaviour in Public
Sector Organizations: A Specific Test of Social Learning Theory.
International journal of management and economics invention,VVolume, No.2
Issue,1,Pages-504-516.

Austen, A. & Zacny, B., (2015). The role of Public Service Motivation and
Organizational Culture for Organizational Commitment. Management.
Retrieved from http://www.degruyter.com/view/j/manment.ahead-of-
print/manment-2015-0012/manment-2015-0012.xml

267



Avolio, B.J. & B.M. Bass, (1999). Re-examining the components of transformational
and transactional leadership using the Multifactor Leadership Questionnaire.
Journal of Occupational and Organizational Psychology, 72: 441-463.

Avolio, B. & B. Bass, (2002). Developing potential across a full range of leadership:
Cases on transactional and transformational leadership. Mahwah,NJ:
Erlbaum.

Avolio, B. J., & Yammarino, F. J. (2013). Introduction to, and overview of,
transformational and charismatic leadership. Transformational and
charismatic leadership: the road ahead. London: Emerald Group Publishing
Limited.

Aycan, Z., Kanungo, R. N., Mendonca, M., Yu, K., Deller,J. et al. (2000). Impact of
culture on human resource management practices: A ten country comparison.
Appl. Psychol. Int. Rev. 49, 192-220.

Azizli, N., Atkinson, B. E., Baughman, H. M., Chin, K., Vernon, P. A., Harris, E., et
al. (2016). Lies and crimes: Dark Triad, misconduct, and high-stakes
deception. Pers. Individ. Dif. 89, 34-39. doi: 10.1016/j.paid.2015.09.034

Aznira, A. A. (2006). Emational Intelligence and Workplace Deviant Behaviour.
Universiti Utara Malaysia. Retrieved from http://etd.uum.edu.my/104/

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation models.
Journal of the Academy of Marketing Science, 16(1), 74-94.

Bagchi, A., & Bandyopadhyay, S., (2016). Workplace deviance and recession. The
BE Journal of Theoretical Economics, 16(1), 47-81

Bahri, M. R. Z., Langrudi, M. S., & Hosseinian, S. (2013). Relationship of work
environment variables and job satisfaction of employees with
counterproductive work behaviors: A study of non-governmental non-benefit
Islamic Azad University employees in West Mazandaran. World Applied
Sciences Journal, 21(12), 1812-1815.

Bakker,A. B., Van Emmerik, H., & Van Riet, P. (2008). How job demands,
resources, and burnout predict objective performance: A constructive
replication. Anxiety, Stress, & Coping, 21(3), 309-324.

Baig, F. & Ullah, Z.(2017).Curing Workplace Deviance Through Organizational

Justice in The Mediating Role Of Job Satsifaction. The Case of NGOS in
PAKISTAN. Sarhad Journal of Management Sciences Vol 3, No 01 (2017).

268



Bal,P.M., Chiaburu, D.S., Jansen,P.G.W., (2010) "Psychological contract breach and
work performance: Is social exchange a buffer or an intensifier?", Journal of
Managerial Psychology, Vol. 25 Iss: 3, pp.252 - 273.

Baldwin, P. (1990). The politics of social solidarity: class bases of the European
welfare state, 1875-1975. Cambridge University Press. Retrieved from
https://books.google.com.pk/books?hl=en&Ir=&id=KjVSnllyurlC&oi=fnd&
pg=PR9&dqg=The+politics+of+social+solidarity:+Class+bases+of+the+Euro
pean.+&ots=20GF76DMuS&sig=sgWIxSn8EMyallil_WCcIFAIrRII

Ballou, N. S. (2013), The Effects of Psychological Contract Breach on Job
Outcomes.Master’s thesis, San Jose State University, California.

Baloch,M. A., Meng, F., Xu, Z., Cepeda-Carrion, I., Danish, & Bari, M. W. (2017).
Dark Triad, Perceptions of Organizational Politics and Counterproductive
Work Behaviors: The Moderating Effect of Political Skills.Frontiers in
Psychology, 8, 1972. http://doi.org/10.3389/fpsyg.2017.01972

Bamberger, P. A., & Bacharach, S. B. ( 2006). Abusive supervision and subordinate
problem drinking: Taking resistance, stress, and subordinate personality into
account. Human Relations, 59: 1-30.

Barnett, T., & Vaicys, C. (2000). The moderating effect of individuals’ perceptions
of ethical work climate on ethical judgments and Behavioural intentions.
Journal of Business Ethics, 27(4), 351-362.

Barton, C. (2005).Workplace bullying, the silent epidemic.The New Zealand Herald.
Retrieved from
http://www.nzherald.co.nz/nz/news/article.cfm?c_id=1&objectid=10114849

Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable distinction
in social psychological research: Conceptual, strategic, and statistical
considerations. Journal of Personality and Social Psychology, 51(6), 1173.

Barling, J., Dupré, K. E., & Kelloway, E. K., (2009). Predicting workplace
aggression and violence. Annual Review of Psychology, 60, 671-692.

Bashir, U., & Ramay, MI (2010). Impact Of Stress On Employees Job Performance
A Study On Banking Sector Of Pakistan. International Journal of Marketing
Studies 2(1): 122-126.

Bass, B. M. (1985). Leadership and performance beyond expectations. New York:
Free Press.

Bass, B.M., (1998). Transformational leadership: Industry, military and educational
impact. Mahwah, NJ:Erlbaum.

269



Bass, B. M., & Avolio, B. J. (1995). MLQ Multifactor Lead ership Questionnaire for
research. Redwood City, CA: Mind Garden.

Bass, B.M., B.J. Avolio, D.I. Jung and Y. Berson, 2003. Predicting unit performance
by assessing transformational and transactional leadership. Journal of Applied
Psychology, 88: 207-218.

Bashir, S., Nasir, M., Qayyum, S., & Bashir, A. (2012). Dimensionality of
Counterproductive Work Behaviours in Public Sector Organizations of
Pakistan. Public Organization Review, 12(4), 357—366.

Bashir, S., Nasir, Z. M., Saeed, S., & Ahmed, M. (2011). Breach of psychological
contract, perception of politics and organizational cynicism: Evidence from
Pakistan. African Journal of Business Management, 5(3), 884-888

Baucus, M. S., & Near, J. P. (1991). Can illegal corporate Behaviour be predicted?
An event history analysis. Academy of Management Journal, 34(1), 9-36.

Baughman, H. M., Dearing, S., Giammarco, E., & Vernon, P. A. (2012).
Relationships between bullying behaviours and the Dark Triad: A study with
adults. Personality and Individual Differences, 52(5), 571-575.

Bennett, R. J., & Robinson, S. L. (2000). Development of a measure of workplace
deviance. Journal of Applied Psychology, 85(3), 349.

Bennett, R. J., & Robinson, S. L. (2003). The past, present, and future of workplace
deviance research. Retrieved from http://psycnet.apa.org/psycinfo/2003-
02890-007

Berkowitz, L. (1998). Affective aggression: The role of stress, pain, and negative
affect. Retrieved from http://psycnet.apa.org/psycinfo/1998-06391-002.

Berry CM, Ones DS, Sackett PR. (2007). Interpersonal deviance, organizational
deviance, and their common correlates: A review and meta-analysis. Journal
of Applied Psychology, 92, 410-424.

Bernardi, R. A., & Vassill, K. M. (2004). The association among bribery and
unethical corporate actions: an international comparison. Business Ethics: A
European Review, 13(4), 342-353.

Berry, C. M., Ones, D. S. & Sackett, P. R., (2007). Interpersonal deviance,

organizational deviance, and their common correlates: A review and meta-
analysis. Journal of Applied Psychology 92 (2): 410-424.

270



Berry, C. M., Carpenter, N. C., & Barratt, C. L. (2012). Do other-reports of
counterproductive work Behaviour provide an incremental contribution over
self-reports? A meta-analytic comparison. Journal of Applied Psychology,
97(3), 613.

Bensimon, H. F. (1994). Crisis and disaster management: Violations in the
workplace. Training and Development, 28, 27-32.

Beugré, C. D., & Liverpool, P. (2006). Perceptions of organizational politics: A
justice perspective. Handbook of Organizational Politics, 122—-135.

Bies, R. J., & Tripp, T. M. (2005). The Study of Revenge in the Workplace:
Conceptual, Ideological, and Empirical Issues. Retrieved from
http://psycnet.apa.org/books/10893/003

Bies, R. J., Tripp, T. M., Kramer, R. M., Giacalone, R., & Greenberg, J. (1997).
Antisocial Behaviour in organizations. At the Breaking Point: Cognitive and
Social Dynamics of Revenge in Organizations, 18—36.

Bilal, A.R., Rafi, N. & Khalid.S.,(2017). Detrimental Causes and Consequences of
ORGANIZATIONAL INJUSTICE IN THE WORKPLACE: EVIDENCE
FROM PUBLIC SECTOR ORGANIZATIONS. Pakistan Business Review.

Biron,M. (2010).Negative Reciprocity and Association between Perceived
organisational  Ethical values an organisational Deviance. Human
Relation,63(6,875-897)

Biron, M., & Bambeger, P. (2012). Aversive workplace conditions and
absenteeism:Taking referent group norms and supervisor support into
account. Journal of Applied Psychology, 97(4), 901-912.

Bishop, J. W., & Scott, K. D. (2000). An examination of organizational and team
commitment in a self-directed team environment. Journal of Applied
Psychology, 85: 439-450

Blackburn, K., & Forgues-Puccio, G. F. (2009). Why is corruption less harmful in
some countries than in others? Journal of Economic Behaviour &
Organization, 72(3), 797-810.

Blanchard, A. L., & Henle, C. A. (2008). Correlates of different forms of
cyberloafing: The role of norms and external locus of control. Computers in
Human Behaviour, 24(3), 1067-1084.

Blau, P. M. 1964. Exchange and power in social life. New York: Wiley.

271



Boddy, C. R., (2010).Corporate psychopaths and organizational type. Journal of
Public Affairs, 10(4), 300-312.

Bodankin, M., & Tziner, A. (2009).Constructive deviance, destructive deviance and
personality: How do they interrelate. Amfiteatru Economic Journal, 11(26),
549-564.

Bolin, A., & Heatherly, L. (2001). Predictors of employee deviance: The relationship
between bad attitudes and bad Behaviour. Journal of Business and
Psychology, 15(3), 405-418.

Bolton, R., Becker, K., & Barber, K. (2010), Big Five trait predictors of differential
counterproductive work behavior dimensions, Journal of Personality and
Individual Differences,49(5), 537-541.

Bolton, L., & Grawitch, M. J. (2011). When good employees go bad: How
organizations may be facilitating workplace deviance. Good Company, 5(2),
1-2.

Bordia, Prashant; Restubog, Simon Lloyd D.; Tang, Robert L.(2008). Journal of
Applied Psychology, Vol 93(5), Sep, 1104-1117.

Borman, W. C., & Brush, D. H. (1993). More progress toward a taxonomy of
managerial performance requirements. Human Performance, 6(1), 1-21.

Boyle, M. J., & Wallis, J.(2016).Working towards a definition for workplace
violence actions in the health sector. Safety in Health, 2(1), 1.

Bozionelos, N. (2004). “The Big-Five of Personality and Work Involvement,”
Journal of Managerial Psychology (19), pp. 69-81.

Bragg, C. B. (2015), Not all Forms of MisBehaviour are Created Equal: Perpetrator
Personality and Differential Relationships With CWBs,
https://etd.ohiolink.edu/ (31.01.2016)

Brains, Willnat, Manheim &Rich (2011). Empirical Political Analysis 8th edition.
Boston, MA: Longman p. 105

Brees, J., Martinko, M., & Harvey, P. (2016). Abusive supervision: subordinate
personality or supervisor Behaviour? Journal of Managerial Psychology,
31(2), 405-4109.

Brewer, M. (2000). Research Design and Issues of Validity. In Reis, H. and Judd, C.
(eds.) Handbook of Research Methods in Social and Personality Psychology.
Cambridge:Cambridge University Press.

272



Brienza, J. P. (2013). Workplace Injustice and Counterproductive Work Behaviour:
The Moderating Role of Employee. A thesis presented to University of
Waterloo

Bright, L. (2008). Does public service motivation really make a difference on the job
satisfaction and turnover intentions of public employees? The American
Review of Public Administration, 38(2), 149-166.

Brkic, H., & Aleksic, A. (2016). Interpersonal deviant work behaviour-exploratory
study among employees in croatia. Paper presented at the enterprise odyssey.
International conference proceedings.

Brown, J. D. (1996). Testing in language programs. Upper Saddle River, NJ:
Prentice Hall Regents.

Brown, P. (2008). The body and society: Men, women, and sexual renunciation in
early Christianity: Columbia University Press.

Burns, J. M. (1978). Leadership.New York: Harper & Row.
Buss, D. (1993). Ways to curtail employee theft. Nation’s Business, 81(4), 36-37.

Burke, R. (2006). Why leaders fail: Exploring the dark side. International Journal of
Manpower, 27, 91-100.

Bruursema, K., (2004). "Leadership style and the link with counterproductive work
behavior (cwb): An investigation using the job-stress/cwb model”. Graduate
Theses and Dissertations.

Byers, D., & Rhodes, C. (2007).Ethics, alterity, and organizational justice.Business
Ethics: A European Review, 16(3), 239-250.

Byrne, A., Dionisi, A. M., Barling, J., Akers, A., Robertson, J., Lys, R., Dupré, K.
(2014). The depleted leader: The influence of leaders’ diminished
psychological resources on leadership Behaviours. The Leadership Quarterly,
25(2), 344-357

Camara, W. J., & Schneider, D. L. (1994). Integrity tests: Facts and unresolved
issues. American Psychologist, 49(2), 112.

. Campbell, D. T., & Fiske, D. W. (1959). Convergent and discriminant validation by
the multitrait-multimethod matrix. Psychological Bulletin, 56, 81-105

273



Campbell, K. S., White, C. D., & Durant, R. (2007). Necessary evils,(in) justice, and
rapport management. Journal of Business Communication, 44(2), 161-185.

Campbell, J.P. (1990). “Modeling the Performance Prediction Problem in Industrial
and Organizational Psychology,” in Handbook of Industrial and
Organizational Psychology (Vol. 1), eds. M.D. Dunnette and L.M. Hough,
Palo Alto, CA: Consulting Psychologists Press, pp. 687-732.

Campbell,M., Stylianou, A. C. & Shropshire, J. (2006). The impact of attitudinal
factors on intention to report workplace Internet abuse. Journal of
Information Privacy and Securitypp.1-17.

Campbell, W. K., Hoffman, B. J., Campbell, S. M., & Marchiso, G. (2011).
Narcissism in organizational contexts. Human Resource Management
Review, 21, 268-284.

Cao, X. (2015). Organizational MisBehaviour and Management Control in China’s
Public Hospitals: Doctors’ Red Packets. Frontiers of Business Research in
China, 9(1), 110-134.

Carpenter, N. C., & Berry, C. M. (2014). Are counterproductive work Behaviour and
withdrawal empirically distinct? A meta analytic investigation. Journal of
Management, 1-30.

Carraher, S. M., & Buckley, M. R. (2008). Attitudes towards benefits and
Behavioural intentions and their relationship to Absenteeism, Performance,
and Turnover among nurses. Academy of Health Care Management Journal,
4(2), 89.

Cash, T. F., Gillen, B., & Burns, D. S. (1977). Sexism and beautyism in personnel
consultant decision making. Journal of Applied Psychology, 62(3), 301.

Ceylan A, Sulu S (2011) Organizational injustice and work alienation. Ekon Manage
2: 65-78.

Chappell, D. & Di Martino, V. (2006). Violence at work (2nd ed.). Geneva:
International Labour Organisation.

Chatman, J. A. (1989). Improving interactional organizational research: A model of
person-organization fit. Academy of Management Review, 14(3), 333-349.

Chang, K., & Smithikrai, C. (2010). Counterproductive behaviour at work: an
investigation into reduction strategies. The International Journal of Human
Resource Management, 21(8), 1272-1288.

274



Chen, L. L., Fah, B. C. Y., & Jin, T. C. (2016). Perceived Organizational Support
and Workplace Deviance in the Voluntary Sector. Procedia Economics and
Finance, 35, 468-475.

Cheang, H. S. & Appelbaum, S. H. (2015). Corporate psychopathy: deviant
workplace behaviour and toxic leaders (part two). Industrial and Commercial
Training, 47(5), 236-243.

Chen, P. Y., & Spector, P. E. (1992). Relationships of work stressors with
aggression, withdrawal, theft and substance use: An exploratory study.
Journal of Occupational and Organizational Psychology, 65(3), 177-184.

Cheung, M. F., & Law, M. C. (2008). Relationships of organizational justice and
organizational identification: The mediating effects of perceived
organizational support in Hong Kong. Asia Pacific Business Review, 14(2),
213-231.

Chullen, C. L., Dunford, B. B., Angermeier, 1., Boss, R. W., & Boss, A. D. (2010).
Minimizing deviant behavior in healthcare organizations: The effects of
supportive leadership and job design/practitioner application. Journal of
Healthcare Management, 55(6), 381-398.

Cheang, H. S., & Appelbaum, S. H. (2015). Corporate psychopathy: deviant
workplace behaviour and toxic leaders (part two). Industrial and Commercial
Training, 47(5), 236-243.

Chen, L. L., Fah, B. C. Y., & Jin, T. C. (2016). Perceived Organizational Support
and Workplace Deviance in the Voluntary Sector. Procedia Economics and
Finance, 35, 468-475.

Chen, C. C., Chen, M. Y. C., & Liu, Y. C. (2013). Negative affectivity and
workplace deviance: The moderating role of ethical climate. The
International Journal of Human Resource Management, 24(15), 2894-2910.

Chernyak-Hai. L & Tziner. A. (2014).Relationships between counterproductive work
Behaviour, perceived justice and climate, occupational status, and leader-
member exchange Journal of Work and Organizational Psychology 30 (2014)
1-12.

Chiaburu, D. S., Mufioz, G. J., & Gardner, R. G. (2013). How to spot a careerist
early on: Psychopathy and exchange ideology as predictors of careerism.
Journal of Business Ethics, 118(3), 473-486.

Chirasha, V., & Mahapa, M. (2012). An analysis of the causes and impact of deviant
behaviour in the workplace. The case of secretaries in state universities.

275



Journal of Emerging Trends in Economics and Management Sciences, 3(5),
415.

Christopher E. Whelpley Michael A. McDaniel, (2016), "Self-esteem and
counterproductive work behaviors: a systematicreview™, Journal of
Managerial Psychology, Vol. 31 Iss 4 pp.

Chu, A. M., Chau, P. Y., & So, M. K. (2015). Developing a Typological Theory
Using a Quantitative Approach: A Case of Information Security Deviant
Behaviour. Communications of the Association for Information Systems,
37(1), 25.

Chung, Y. W., & Moon, H. K. (2011). The moderating effects of collectivistic
orientation on psychological ownership and constructive deviant behavior.
International Journal of Business and Management, 6(12), 65-77.

Clay-Warner, J., Reynolds, J., & Roman, P. (2005). Organizational justice and job
satisfaction: A test of three competing models. Social Justice Research,
18(4), 391-4009.

Coccia, C. (1998). Avoiding a“ toxic” organization. Nursing Management, 29(5),
40B.

Coffin, B. (2003). Breaking the silence on white collar crime. Risk Management,
50(9), 8-9.

Cohen, L. Manion, L. and Morrison, K.R.B. (2007) Research methods in education,
6th Edition. Routledge.

Cohen, Jacob; Cohen, Patricia; Leona S. Aiken; West, Stephen H. (2003). Applied
multiple regression/correlation analysis for the Behavioural sciences.
Hillsdale, N.J: L. Erlbaum Associates. ISBN 0-8058-2223-2.

Colbert, A. E., Mount, M. K., Harter, J. K., Witt, L. A., & Barrick, M. R. (2004).
Interactive effects of personality and perceptions of the work situation on
workplace deviance. Journal of Applied Psychology, 89(4), 599-609.

Collis.J. & Hussey,R.,(2013).Business Research A Pritical Guide for undergraduate
and Post graduate Students. Macmillan education Uk

Connor, P. E., & Worley, C. H. (1991). Managing organizational stress. Business
Quarterly, 56(1), 61-67.

Cooper, D.R.&Schindler, P.S. (2006). Business Research Method, 9th Edition.
Boston: McGraw-Hill Irwin.

276



Cooper, D. R., & Schindler, P. S. (2008). International Edition: Business Research
Methods. New Delhi.

Cortina, L. M., Magley, V. J., Williams, J. H., & Langhout, R. D. (2001). Incivility
in the workplace: incidence and impact. Journal of Occupational Health
Psychology, 6(1), 64.

Corry, N., Merritt, R. D., Mrug, S., & Pamp, B. (2008). The factor structure of the
Narcissistic Personality Inventory. Journal of personality assessment, 90(6),
593-600.

Creswell, J. W. (2009). Research design: Qualitative, quantitative, and mixed
methods approaches. London: Sage Publications, Inc.

Crino, M. D. (1994). Employee sabotage: A random or preventable phenomenon?
Journal of Managerial Issues, 311-330.

Cortina, J.M., (1993). What Is Coefficient Alpha? An Examination of Theory and
Applications. Journal of Applied Psychology, 78(1), 98-104.

Conway, J., & Lance, C. (2010). What reviewers should expect from authors
regarding common method bias in organizational research. Journal of
Business and Psychology, 25, 325-334.

Cozby, Paul C (2009) Methods in behavioral research. 10th ed. Boston: McGraw-
Hill Higher Education, 2009. Print.

Cronbach, L. J.& Meehl, P.E. (1955). "Construct Validity in Psychological Tests".
Psychological Bulletin,52 (4): 281-302.

Cropanzano, R., & Mitchell, M. S. 2005. Social exchange theory: An
interdisciplinary review.Journal of Management, 31: 874-900.

Cropanzana, R., Bowen, D. E., & Gilliland, S. W. (2007). The management of

organizational justice. The Academy of Management Perspectives, 34-48.

Cullen, J. B., Parboteeah, K. P., & Victor, B. (2003). The effects of ethical climates
on organizational commitment: A two-study analysis. Journal of Business
Ethics, 46(2), 127-141.

Cullen, M. J., & Sackett, P. R. (2003). Personality and counterproductive workplace
Behaviour. Personality and Work: Reconsidering the Role of Personality in
Organizations, 14(2), 150-182.

277



D’Arcy, J., Gupta, A., Tarafdar, M., & Turel, O. (2014). Reflecting on the “Dark
Side” of information technology use. Communications of the Association for
Information Systems, 35(2), 5.

Daft, R.L., (2008). The leadership experience. 4th ed. Mason, OH: South-Western
Cengage Learning.

Daft, R.L., (2011). Management. Mason, OH: South-Western.

Dagher, G., & Junaid, N. (2011). 24-employee engagement and constructive deviant
behavior at the workplace: An empirical investigation (p. 166). Paper
presented at the 2011 Annual Conference IBAM 19, 13-15 October,Orlando,
Florida.

Dajani, M. A. Z. & Mohamad, M. S. (2017). Perceived Organisational Injustice and
Counterproductive Behaviour: The Mediating Role of Work Alienation
Evidence from the Egyptian Public Sector. International Journal of Business
and Management; VVol. 12, No. 5; 2017

D'angelo, S., Coggon, D., Harris, E. C., Linaker, C., Sayer, A. A., Gale, C. R, . ..
Walker-Bone, K. (2016). Job dissatisfaction and the older worker: baseline
findings from the Health and Employment After Fifty study. Occupational
and environmental medicine, oemed-2016-103591.

Danaeefard, H.& . Boustani H.R., (2016). Injustice perceptions and employees
misbehaviour in the public organization: Exploration of mediating role of
employee’s cynicism to organization Int. J. Hum. Capital Urban Manage.,
1(1): 9-18.

Dar, L., Akmal, A., Naseem, M. A., & din Khan, K. U. (2011). Impact of stress on
employees job performance in business sector of Pakistan.Global journal of
management and business research, 11(6).

Dar N (2017). The Impact of Distributive (In) Justice on Deviance at Workplace in
Public Sector Organizations of Pakistan with the Mediation of Perceived
Organizational Support. Arabian Journal of Busniess and Management
Review 7: 309. doi: 10.4172/2223-5833.1000309

Deery, S. J., Iverson, R. D. and Walsh, J. T. (2006), “Toward a better understanding
of psychological contract breach: A study of customer service employees”,
Journal of Applied Psychology, Vol. 91 No.1, pp. 166-175.

De Hauw, S. & De Vos, A. (2010). Millenials’ career perspective and psychological
contract expectations: Does the recession lead to lowered expectations?
Journal of Business and Psychology, 25, 293-302.

278



De Schrijver, A., Delbeke, K., Maesschalck, J., & Pleysier, S. (2010). Fairness
perceptions and organizational misBehaviour: an empirical study.The
American  Review of Public  Administration. Retrieved from
http://arp.sagepub.com/content/early/2010/02/14/0275074010363742.abstract

De Jonge, J., & Peeters, M. C. (2009). Convergence of self-reports and coworker
reports of counterproductive work Behaviour: A cross-sectional multi-source
survey among health care workers. International Journal of Nursing Studies,
46(5), 699-707.

Dent, F. and Curd, J. (2004), “Psychometric tests: and overview of an increasingly
complex world”, Training Journal, Feb 2004, pp. 14-18.

De Lara, P. Z. M., Tacoronte, D. V., & Ting-Ding, J. M. (2007). Procedural justice
and workplace deviance: The mediating role of perceived normative conflict
in work groups. Decisions based on the knowledge and the social role of the
company. Annual congress of Spanish Association of Management and
Economy of the Company (AEDEM), pp. 381-393.

Deming, W. Edwards.(1990). Sample design in business research. Vol. 23. John
Wiley & Sons, 1990.

Demir, M. (2011). Effects of organizational justice, trust and commitment on
employees’ deviant behavior. Anatolia,22(2), 204-221.

Derina,N.& GoOkgeb.S.G(2016) Are cyberloafers also innovators?: A study on the
relationship between cyberloafing and innovative work Behaviour Procedia -
Social and Behavioural Sciences 235 ( 2016 ) 694 — 700.

Deshpande, S. P., Joseph, J., & Shu, X. (2005). The impact of emotional intelligence
on counterproductive behaviour in China. Management Research News,
28(5), 75-85.

Diefendorff, J. M., & Mehta, K. (2007). The relations of motivational traits with
workplace deviance. Journal of Applied Psychology, 92(4), 967-977.

Dobbins, G. H., Pence, E. C., Orban, J. A., & Sgro, J. A. (1983). The effects of sex
of the leader and sex of the subordinate on the use of organizational control
policy. Organizational Behaviour and Human Performance, 32(3), 325-343.

Douglas, S. C., & Martinko, M. J. (2001). Exploring the role of individual
differences in the prediction of workplace aggression. Journal of Applied
Psychology, 86(4), 547.

279



Dowden, C. (2016). Civility Matters! An evidence-based review on how to cultivate
a respectful federal public service. Retrieved from Association of
Professional Executives of the Public Service of Canada (APEX):
http://www.apex.gc.ca/uploads/key%20priorities/white%20papers/civility%2
Oreport%20-%20eng.pdf.

Dr. Rashid Saeed, M. N. (2014). Impact of Human Resource Practices on Deviant
Workplace Behaviour. Journal of Basic and Applied psychology.

Drory, A., & Vigoda-Gadot, E. (2010). Organizational politics and human resource
management: A typology and the Israeli experience. Human Resource
Management Review, 20(3), 194-202.

Duarte, P., & Raposo, M. (2010). A PLS model to study brand preference: An
application to the mobile phone market. In V. Esposito Vinzi, W. W. Chin, J.

Duffy, M. K., Ganster, D., & Pagon, M. (2002). Social undermining in the
workplace. Academy of Management Journal, 45: 331-351.

Dupre, K. E., Inness, M., Connelly, C. E., Barling, J., & Hoption, C. (2006).
Workplace aggression in teenage parttime employees.Journal of
AppliedPsychology, 91: 987-997.

Henseler & H. Wang (Eds.), Handbook of Partial Least Squares (pp. 449-485):
Springer Berlin Heidelberg

Eagly, A. H., & Steffen, V. J. (1986). Gender and aggressive Behaviour: a meta-
analytic review of the social psychological literature. Psychological Bulletin,
100(3), 309.

Easterby-Smith, M.P.V., Antonacopoulou, E., Graca, M., Ferdinand, J. (2007). In:
The Evolution of Business Knowledge. Oxford : Oxford University Press p.
chapter 4. ISBN: 0199229600.

Edralin,D.M.(2015).Why Do Workers Misbahave in The Workplace? DLSL Journal
of Management VVolume 2 Issue 1

Etodike Chukwuemeka E, Ezeh Leonard N, Chukwura Emmanuel (2017). Abusive
Supervision: A Predictor of Employee Cynicism and Counterproductive
Workplace Behaviour among Industrial Workers. Scholars Journal of Arts,
Humanities and Social Sciences 5(9C):1276-1283.

Egan, V., Hughes, N., and Palmer, E. J. (2015). Moral disengagement, the darktriad,
and unethical consumer attitudes. Pers. Individ. Dif. 76, 123-128. doi:
10.1016/j.paid.2014.11.054

280



El Badawy, T. A., & Bassiouny, M. (2014).Employee engagement as a
mediatorbetween transformational leadership and intention to quit.
International  Journal of Contemporary Management/Wspolczesne
Zarzadzanie, 12(1), 152-160

Erez, M., & Gati, E. (2004). A dynamic, multi-level model of culture: from the micro
level of the individual to the macro level of a global culture. Applied
Psychology, 53(4), 583-598.

Endler, N. S., & Magnusson, D. (Eds.). (1976). Interactional psychology and
personality. Washington, DC: Hemisphere.

Estes,B.,&Wang,J.(2008). Integrative Literature Review; Workplace Incivility;
Impacts on Individual and Organisational Performance. Human resource
Development Review,7(2,281-240.

Everton, W. J., Jolton, J. A., & Mastrangelo, P. M. (2007). Be nice and fair or else:
understanding reasons for employees’ deviant Behaviours. Journal of
Management Development, 26(2), 117-131.

Fagbohungbe, B.O., Akinbode, G.A., & Ayodeji .F. (2012). Organizational
determinants of workplace deviant behaviours: An empirical analysis in
Nigeria. International Journal of Business and Management, 7(5), 207-221.

Fakhar, F. B. (2014). Impact of Abusive supervision on Organizational Citizenship
Behaviour: Mediating role of Job Tension, Emotional Exhaustion and
Turnover Intention. 10SR. Journal of Business and Management (IOSR-
JBM), 70-74.

Faheem, M. A. and N. Mahmud (2015). "The Effects of Organizational Justice on
Workplace Deviance and Job Satisfaction of Employees: Evidence from a
Public Sector Hospital of Pakistan." Mediterranean Journal of Social
Sciences 6(5): 342.

Fatima,A., Atif ,.Q.M, Saqib,A., and Haider,A.(2012). A Path Model Examining the
Relations among Organizational Injustice, Counterproductive Work
Behaviour and Job Satisfaction International Journal of Innovation,
Management and Technology, Vol. 3, No. 696-701.

Fathimath, M, Baiduri Y, & Zubair, H. (2015). The Effect of Employees Personality
on Organizational Performances: Study on Prudential Assurance Malaysia
Berhad (PAMB). International Journal of Accounting, Business and
Management, 1(1).

281



Farhadi,H., Fatimah, O., Nasir, R. & Wan Shahrazad, W.S.,(2012). Agreeableness
and Conscientiousness as entecedents od deviant behavior in workplace.
Asian Social Science journal. Special issue.8 (9):2-7.

Farhadi,H.,Omar,F.,Nasir,R.,Zarnaghash,M., & Salehi.,M. (2015),The role of
Demographic Factors on Workplace Deviant Behaviour. Journal of Social
Science and Hummanities Special Issue 2 .032-039.

Farasat, E., & Ziaaddini, M. (2013). Perceived organizational support and deviant
behavior. Journal of Basic and Applied Scientific Research, 3(5), 517-528.

Faulk, D., & Hicks, M. J. (2015). The impact of bus transit on employee
turnover:Evidence from quasi-experimental samples. Urban Studies, 1-17.
Field, T.(2016,0321).RetrievedfromBullyOnLine:http://bullyonline.org/old/w
orkbully/quotes.html.

Faheem, M. A. and N. Mahmud (2015). "The Effects of Organizational Justice on
Workplace Deviance and Job Satisfaction of Employees: Evidence from a
Public Sector Hospital of Pakistan." Mediterranean Journal of Social
Sciences 6(5): 342.

Fida R, Tramontano C, Paciello M, Kangasniemi M, Sili A, et al. (2015). Nurse
moral disengagement. Nurs ethics.

Fink,A.(2002).How to sample in survey( 2nd ed). London: Sage publication, Inc.

Flaherty, S., & Moss, S. A. (2007). The impact of personality and team context on
the relationship between workplace injustice and counterproductive work
behavior. Journal of Applied Social Psychology, 37(11), 2549-2575.

Folger, R., & Baron, R. A. (1996). Violence and hostility at work: A model of
reactions to perceived injustice. Retrieved from
http://psycnet.apa.org/books/10215/002.

Ford, R. C., & Richardson, W. D. (1994). Ethical decision making: A review of the
empirical literature. Journal of Business Ethics, 13(3), 205-221.

Fornell, C., & Larcker, D.F., (1981). Evaluating structural equation models with
unobservable variables and measurement error. Journal of Marketing
Research, 18 (1), 39-50.

Fox, A., Kesingland, A., Gentry, C., McNair, K., Patel, S., Urban, L., & James, I.
(2001). The role of central and peripheral cannabinoid 1 receptors in the

282



antihyperalgesic activity of cannabinoids in a model of neuropathic pain.
Pain, 92(1), 91-100.

Fox, S., & Spector, P. E. (1999). A model of work frustration—aggression. Journal of
Organizational Behaviour, 20(6), 915-931.

Fox, S., Spector, P. E., & Miles, D. (2001). Counterproductive work Behaviour
(CWB) in response to job stressors and organizational justice: Some mediator
and moderator tests for autonomy and emotions. Journal of Vocational
Behaviour, 59(3), 291-309.

Freund, A. (2015). Do Multiple Commitments Predict Job Satisfaction in Third
Sector Organizations? A Longitudinal Analysis. A Longitudinal Analysis
(May 30, 2015). Humanistic Management Network, Research Paper
Series(26/15).

Furtner M.R., Maran T., & Rauthmann J.F. (2017). Dark Leadership: The Role of
Leaders” Dark Triad Personality Traits. In: Clark M., Gruber C. (eds) Leader
Development Deconstructed. Annals of Theoretical Psychology, vol 15.
Springer, Cham

Fry, L. W. (2003). Toward a theory of spiritual leadership. The leadership quarterly,
14 (6), pp. 693-727.

Gabbidon, S. L., Patrick, P. A., & Peterson, S. A. (2006). An empirical assessment of
employee theft lawsuits involving allegations of employer misconduct.
Journal of Criminal Justice, 34(2), 175-183.

Galperin, B. L. (2002). Determinants of deviance in the workplace: An empirical
examination in Canada and Mexico. Concordia University. Retrieved from
http://spectrum.library.concordia.ca/2433/.

Galperin, B. L., & Burke, R. J. (2006). Uncovering the relationship between
workaholism and workplace destructive and constructive deviance: An
exploratory study. The International Journal of Human Resource
Management, 17(2), 331-347.

Garcia-Morales, V. J., Jiménez-Barrionuevo, M. M., & Gutiérrez-Gutiérrez, L.
(2012). Transformational leadership influence on organizational performance
through organizational learning and innovation. Journal of Business
Research, 65(7), 1040-1050.

Gay, L. R., & Diehl, P. L. (1992). Research methods for business and management.
Macmillan Coll Division.

283



Gelfand, M. J., Fitzgerald, L. F., & Drasgow, F. (1995). The structure of sexual
harassment: A confirmatory analysis across cultures and settings. Journal of
Vocational Behaviour, 47(2), 164-177.

Georgakopoulos, A., Wilkin, L., &Kent, B. (2011). Workplace bullying: A complex
problem in contemporary organizations. International Journal of Business
and Social Science, 2(3), 1-20.

Giauque, D., Ritz, A., Varone, F., & ANDERFUHREN-BIGET, S. (2012). Resigned
but satisfied: The negative impact of public service motivation and red tape
on work satisfaction. Public Administration, 90(1), 175-193.

Gill John and Phil Johnson (2010) Research Methods for Managers, Fourth
edition, London: Sage.

Giorgi, G., & Majer, V. (2008). 1l mobbing in Italia. Uno studio condottopresso 21
organizzazioni (Mobbing in Italy. A study in 21 ltalian organizations),
RisorsaUomo, 14(3), 171-88.

Goh, A. (2006). An attributional analysis of counterproductive work Behaviour
(CWB) in response to occupational stress. Retrieved from
http://scholarcommons.usf.edu/etd/2535/.

Gliner, J. A., & Morgan, G. A. (2000). Research Methods in Applied Settings: An
Integrated Approach to Design and Analysis. Mahwah, N.J: Lawrence
Erlbaum.

Goldberg, L. R. (1971). A historical survey of personality scales and inventories. In
P. McReynolds (Ed.), Advances in psychological assessment (pp. 293-336).
Palo Alto, CA: Science and Behaviour Books.

Goldberg, L. R. (1993)."The structure of phenotypic personality traits"..American
Psychologist. 48 (1): 26-34. d0i:10.1037/0003-066X.48.1.26. PMID 8427480

Goldman, A., Van Fleet, D. D., & Griffin, R. W. (2006). Dysfunctional organization
culture: The role of leadership in motivating dysfunctional work Behaviours.
Journal of Managerial Psychology, 21(8), 698-708.

Goldberg, L. R., & Saucier, G. (1995). So what do you propose we use instead?
Psychological Bulletin, 117, 221-225.

Goldman, A., Van Fleet, D. D., & Griffin, R. W. (2006). Dysfunctional organization
culture: The role of leadership in motivating dysfunctional work Behaviours.
Journal of Managerial Psychology, 21(8), 698-708.

284



Greenberg, J. (1990). Employee theft as a reaction to underpayment inequity: The
hidden cost of pay cuts. Journal of Applied Psychology, 75(5), 561.

Greenberg, J. (1997). Antisocial Behaviour in organizations. Sage Publication.

Greenberg, J. (2002). Who stole the money, and when? Individual and situational
determinants of employee theft. Organizational Behaviour & Human
Decision Processes , 89 (1), 985 -1004.

Greenberg, J. (2006). Losing sleep over organizational injustice: attenuating
insomniac reactions to underpayment inequity with supervisory training in
interactional justice. Journal of Applied Psychology, 91(1), 58.

Greenberg, L., & Barling, J. (1996). Employee theft. Journal of Organizational
Behaviour (1986-1998), 49.

Griffin, RW. & Lopez.Y.P. (2005). “Bad Behavior” in Organizations: A Review and
Typology for Future Research, Journal of Management Vol 31, Issue 6, 2005
First Published December 1, 2005.

Grijalva, E., & Newman, D. A. (2014). Narcissism and Counterproductive Work
Behavior (CWB): meta-analysis and consideration of collectivist culture, big
five personality, and narcissism’s facet structure. Applied Psychology: An
International Review

Guba, E. G., & Lincoln, Y. S.,(1994).Competing paradigms in qualitative
research.In N. K. Denzin & Y. S. Lincoln (Eds.), Handbook of qualitative
research (pp.105-117). Thousand Oaks, CA: Sage.

Gruber, J. E. (1989). How women handle sexual harassment: A literature review.
Sociology and Social Research, 74(1), 3-9.

Grubbs, F. E. (1969). "Procedures for detecting outlying observations in
samples". Technometrics.11(1):1-2doi:10.1080/00401706.1969.10490657.

Gruys, M. L. (1999). The dimensionality of deviant employee performance in the
workplace. Unpublished Doctoral Dissertation, University of Minnesota.

Gruys, M. L., & Sackett, P. R. (2003). Investigating the dimensionality of
counterproductive work Behaviour. International Journal of Selection and
Assessment, 11(1), 30-42.

Guay, R. P., Choi, D., Oh, L.-S., Mitchell, M. S., Mount, M. K., & Shin, K.-H.
(2016). Why people harm the organization and its members: Relationships

285



among personality, organizational commitment, and workplace deviance.
Human Performance, 29(1), 1-15.

Hackman, M. Z. & Johnson, C. E. (1996). Leadership: A communication perspective
(2nded.). Prospect Heights, IL: Waveland Press. Incivility. Human Relations,
54, 1387-1419. Iran: Islamic Azad University Branches.

Hair, J. F., Sarstedt, M., Pieper, T. M., & Ringle, C. M. (2012). The use of partial
least squares structural equation modeling in strategic management research:
A review of past practices and recommendations for future applications. Long
Range Planning, 45, 320e340.

Hair, J. F., Hult, G. T. M., Ringle, C. M. & Sarstedt, M. (2013). A Primer on Partial
Least Squares Structural Equa-tion Modeling (PLS-SEM), Thousand Oaks:
Sage.

Harris, L. C., & Ogbonna, E. (2002). Exploring service sabotage the antecedents,
types and consequences of frontline, deviant, antiservice behaviors. Journal
of Service Research, 4(3), 163-183.

Halepota, J.A. (2011). ‘Determinants of Work Attributes and Personality Aspects
towards Employees’ Job Satisfaction, PhD thesis, Brunel Business School,
Brunel University, London, UK.

Hastuti, D., Noor. I. M., Osman.A, Lubis, Z. (2017).EXPLORING THE
RELATIONSHIP BETWEEN PERSONALITY FACTORS AND
WORKPLACE DEVIANT BEHAVIOR AMONG PEKANBARU CITY
CIVIL SERVANTS. Performance — Vol.24 No.1 Maret 2017

Hogan,R. Johnson, J and Briggs. S (eds.), Psychology,New York: Academic Press,
pp. 767-794. Psychology, Psychology, Psychology

Hall, D. T., & Schneider, B. (1972). Correlates of organizational identification as a
function of career pattern and organizational type. In Academy of
Management Proceedings (Vol. 1972, pp. 159-161). Academy of
Management:Retrievedfromhttp://proceedings.aom.org/content/1972/1/159.s
hort

Hall, D. S. (2007). "The relationship between supervisor support and registered nurse
outcomes in nursing care units.". Nursing Administration Quarterly, 31(1):
68-80.

Hamid,R.A., Juhdi,N.H., Ismail,M.D., Abdullah,N.A. Abusive supervision and
workplace deviance as moderated by spiritual intelligence: An empirical
study of Selangor employees. Malaysian Journal of Society and Space 12
issue 2 (191 - 202).

286



Harper, D.(1990). Spotlight abuse-save profits. Industrial Distribution, 79(3), 47-51.

Harris, L. C., & Ogbonna, E. (2002). Exploring service sabotage the antecedents,
types and consequences of frontline, deviant, antiservice Behaviours. Journal
of Service Research, 4(3), 163-183.

Hare, R. D. (1999). Without conscience: The disturbing world of the psychopaths
among us: Guilford Press.

Hatch, M. J. (1993). The dynamics of organizational culture. Academy of
Management Review, 18(4), 657—693.

Hepworth W. & Towler, A. (2004). The effects of individual differences and
charismatic leadership on workplace aggression. Journal of Occupation,
Health & Psychology. 9:176-85.

His, E. (2017). An Examination OF Predictors Of Counterproductive Work
Behaviour: Personality Traits and  Transformational Leadership by
APPROVED FOR THE DEPARTMENT OF PSYCHOLOGY SAN JOSE
STATE UNIVERSITY August 2017

HISCOX (2017). Embezzlement Study. A report on white collar crime in America.

Henle, C. A. (2005). Predicting workplace deviance from the interaction between
organizational justice and personality. Journal of Managerial Issues, 247—
263.

Henseler, J. (2010). On the convergence of the partial least squares path modeling
algorithm. Computational Statistics, 25(1), 107-120.

Henseler. J. and Sarstedt, M. (2013).Goodness-of-fit indices for partial least squares
path modeling. Computational Statistics. 28 (2), 565-580.

Hershcovis, M. S., Turner, N., Barling, J., Arnold, K. A., Dupré, K. E., Inness, M.,
LeBlanc, M.M. and Sivanathan, N. (2007), “Predicting workplace aggression:
A meta-analysis”, Journal of Applied Psychology, Vol. 92 No.1, pp. 228-238.

Hodson, R., Creighton, S., Jamison, C.S., Rieble, S. and Welsh, S. (1994), “Loyalty
to whom? Workplace participation and the development of consent”, Human
Relations, Vol. 47 No. 8, pp. 895-909.

287



Hogh, A., Gomes Carneiro, I., Giver, H., & Rugulies, R. (2011). Are immigrant
health care workers subject to increased .risk of bullying at work? A one-year
prospective study. Scandinavian Journal of Psychology 52, 49-56.

Hollinger, R. C. (1986). Acts against the workplace: Social bonding and employee
deviance. Deviant Behaviour, 7(1), 53-75.

Hollinger, R. C., & Clark, J. P. (1982). Formal and Informal Social Controls of
Employee Deviance. The Sociological Quarterly, 23(3), 333-343.

Hollinger, R. C., & Clark, J. P. (1983). Theft by employees (Vol. 126). Lexington
Books Lexington, MA. Retrieved from
http://www.ncjrs.gov/App/abstractdb/AbstractDBDetails.aspx?id=89084 .

Holtz, B. C., & Harold, C. M. (2013). Interpersonal justice and deviance the
moderating effects of interpersonal justice values and justice orientation.
Journal of Management, 39(2), 339-365.

Hoel, H., Rayner, C., & Cooper, C. L. (1999). Workplace bullying. International
Review of Industrial and Organizational Psychology, 14, 195-230.

Hoel, H., & Cooper, C. L.(2000).Destructive Conflict and Bullying at Work.
Unpublishedreport, Manchester School of Management, University of
Manchester Institute of Science and Technology, UK

Hooper, D., Coughlan, J. and Mullen, M. R.(2008). “Structural Equation Modelling:
Guidelines for Determining Model Fit.” The Electronic Journal of Business
Research Methods VVolume 6 Issue 1 2008, pp. 53 - 60,

Hsieh, An-Tien, Liang, Su-Chiun & Hsieh Ting-Hua,(2004). Workplace Deviant
Behavior and Its Demographic Relationship Among Taiwan's Flight
Attendants, Journal of Human Resources in Hospitality & Tourism, 3:1, 19-
32, DOI: 10.1300/J171v03n01_03

Hu, L., & Liu, Y. (2016).Abuse for status: A social dominance perspective of
abusivesupervision.Human  Resource  Management Review (2016),
http://dx.doi.org/10.1016/j.hrmr.2016.06.002

Hu, L.T. and Bentler, P.M. (1999), "Cutoff Criteria for Fit Indexes in Covariance

Structure Analysis: Conventional Criteria Versus New Alternatives,"
Structural Equation Modeling, 6 (1), 1-55.

Hunt, S. T. (1996). Generic work Behaviour: An investigation into the dimensions of
entry-level, hourly job performance. Personnel Psychology, 49(1), 51-83.

288



Hussain, M. A. (2013). Effect of breach of psychological contract on workplace
deviant behavior. Retrieved from
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=2208642.

Hussain, A. (2014). "The Relationship between Breach of Psychological Contract
and Workplace Deviant Behaviour.” 1UP Journal of Organizational
Behaviour 13(2): 25.

Hussain, H., & Aslam, Q. (2015). Workplace Bullying and Employee Performance
Among Bank Personnel in Pakistan. Retrieved from
http://121.52.153.178:8080/xmlui/handle/123456789/13966.

Hussain, S., Gul, H., Usman, M., & Islam, Z. U. (2016).Breach of Psychological
Contract, Task Performance, Workplace Deviance: Evidence from Academia
in Khyber Pukhtunkhwa, Pakistan. International Business and Management,
13 (2), 12-20.

Huang Youli, LU Xixi, WANG Xi (2014). The Effects of Transformational
Leadership on Employee’s Pro-social Rule Breaking. Canadian Social
Science, 10(1), 128-134.

Hulland, J. (1999). Use of partial least squares (PLS) in strategic management
research: a review of four recent studies. Strategic Management Journal,
20(2), 195-204.

Hystad, S. W., Mearns, K. J., & Eid, J. (2014).Moral disengagement as a mechanism
between perceptions of organisational injustice and deviant work behaviours.
Safety Science, 68, 138-145.

Imtiaz, S. & Ahmad, S. (2009). Impact of stress on employee productivity,
performance and turnover; an important managerial issue.International
Review of Business Research Papers 5(4): 468-477.

Intan Marzita Saidon, J. G. (2013). Moderating Role of Transformational Leadership
on the Relationship between Moral. Australian Journal of Basic and Applied
Sciences, 706-7109.

Intan Marzita Saidon, Jeremy Galbreath, Alma Whiteley (2013). Moderating Role of
Transformational Leadership on the Relationship between Moral
Disengagement and Workplace Deviance. Australian Journal of Basic and
Applied Sciences, 7(8): 706-719.

Ishag, H.M. and Shamsher, Q. (2016). Effect of Breach of Psychological Contracts
on Workplace Deviant Behaviours with the Moderating Role of Revenge

289



Attitude and Self-Control Pakistan Journal of Commerce and Social Sciences
Vol. 10 (1), 69-83.

Ishak, K. A. & Bohari, A.M., (2016). Relationship value, relationship quality and
loyalty among Malaysian franchises International Journal of Organisational
& Business Excellence (1JOBE) Volume 1 Issue. 1.

Islam, N (2004). Sifarish, Sychophats, power and collectivism: administrative culture
in Pakistan. International Review of Administrative Sciences 70(2).

Igbal, Z., et al. (2012). "A Comparative Study of Deviant Workplace Behaviour of
Teaching Staff of Public and Private Universities of Punjab-Pakistan."”
International Journal of Asian Social Science 2(12): 2128-2137.

Izawa, S., Kodama, M., & Nomura, S. (2006). Dimensions of hostility in Japanese
undergraduate students. International Journal of Behavioural Medicine,
13(2), 147-152.

Janis, 1. (1982). Victims of groupthink (rev. ed.). Boston: Houghton-Mifflin.

Jiang, H., & Tsohou, A. Y. (2014). Expressive or instrumental: A dual-perspective
model of personal web usage at workplace. Proceedings of the European
Conference on Information Systems (ECIS) 2014, Tel Aviv, Israel, June 9-
11, 2014.

Javed, R., Amjad, M., Fageer-Ul-Ummi, U. Y., & Bukhari, R. (2014). Investigating
Factors Affecting Employee Workplace Deviant Behaviour. International
Journal of Innovation and Applied Studies, 9(3), 1073.

Jawad, M., Tabassum, T. M., Raja, S., & Abraiz, A. (2013). Study on work place
behaviour: Role of person-organization fit, person-job fit & empowerment,
evidence from Pakistan. Journal of Business and Management Sciences, 1(4),
47-54,

Jelinek,R.,&Ahearne, M.(2006).‘The enemy within: examining sales person deviance
and its determinants’. Journal of Personaln Selling and Sales
Management,26,327-344.

Jensen,J.M.,&Raver,J.L.(2012).WhenSelfPManagementandSurveillanceCollideCons
equencesforEmployees'Organizational CitizenshipandCounterproductiveWork
Behaviours. Group&OrganizationManagement,37,308.

Johnson, J. A., & Ostendorf, F. (1993). Clarification of the five factor model with
the Abridged Big Five dimensional circumplex. Journal of Personality and
Social Psychology, 65, 563-576.

290



Johns, G. (1997). Contemporary research on absence from work: Correlates, causes
and consequences. International Review of Industrial and Organizational
Psychology, 12, 115-174.

John, O. P., & Srivastava, S. (1999). The Big-Five trait taxonomy: History,
measurement, and theoretical perspectives. In L. A. Pervin & O. P. John
(Eds.), Handbook of personality: Theory and research (Vol. 2, pp. 102-138).
New York: Guilford Press.

Jonas, D., Joeri, H., & Filip, D, F. (2016). The effect of state core self-evaluations on
task performance, organizational citizenship behavior, and counterproductive
work behavior, European Journal of Work and Organizational Psychology

Jonason, P. K., et al. (2012). "The Dark Triad at work: How toxic employees get
their way." Personality and Individual Differences 52(3): 449-453.

Jones Jr, W. A. (1990). Student views of “ethical” issues: A situational analysis.
Journal of Business Ethics, 9(3), 201-205.

Jones, D.A. (2009). Getting even with one’s supervisor and one’s organization:
Relationships among types of injustice, desires for revenge, and
counterproductive work behaviours. Journal of Organizational Behaviour,
30(4). 525-542.

Jordan, J. S., & Turner, B. A. (2008). The feasibility of single-item measures for
organizational justice. Measurement in Physical Education and Exercise
Science, 12(4), 237-257.

Judge, T.A., & Ilies, R. (2002), “Relationship of Personality to Performance
Motivation: A Meta-Analytic Review”, Journal of Applied Psychology, pp.
797-807.

Judge, T. A, Scott, B. A., & llies, R. (2006). Hostility, job attitudes, and workplace
deviance: Test of a multilevel model. Journal of Applied Psychology, 91(1),
126-138.

Kabasakal, H., Dastmalchian, A., & Imer, P. (2011). Organizational citizenship
behaviour: a study of young executives in Canada, Iran, and Turkey. The
International Journal of Human Resource Management, 22(13), 2703-2729.
Type of publication

Kalia, S. (2013). Bureaucratic policy making in Pakistan. The Dialogue, 8(2), 156—
170.

291



Kaplan, S., Bradley, J. C., Luchman, J. N., & Haynes, D. (2009). On the role of
positive and negative affectivity in job performance: a meta-analytic
investigation. Journal of Applied Psychology, 94(1), 162.

Kashy, D. A., & DePaulo, B. M. (1996). Who lies? Journal of Personality and
Social Psychology, 70, 1037-1051.

Kasi, P. (2009). Research: What, Why and How? A Treatise from Researchers to
Researchers, 1st Edition. Bloomington: AuthorHouse

Kanten, P. & Er Ulker.F (2013). The Effect of Organizational Climate on
Counterproductive Behaviours: An Empirical Study on the Employees of
Manufacturing Enterprises.The Macrotheme Review 2(4), 144-161.

Karriker, J. (2007). Justice as strategy: The role of procedural justice in an
organizational realignment. Journal of Change Management, 7(3-4), 329-
342.

Katz, D., & Kahn, R. L. (1978). The social psychology of organizations. Retrieved
from http://sites.idc.ac.il/dice/files/activity2.pdf

Keashly, L. (1997). Emotional abuse in the workplace: Conceptual and empirical
issues. Journal of Emotional Abuse, 1(1), 85-117.

Kelloway, E. K., Barling, J., & Hurrell Jr, J. J. (2006). Handbook of workplace
violence. Sage Publications.

Kemper, S. (2016). "Abusive Supervision in the Workplace: An Examination of
Current Research and a Proposal for Preventive Measures” (2016). University
Honors Theses. Paper 303

Kennedy, J. P., & Benson, M. L. (2016). Emotional Reactions to Employee Theft
and the Managerial Dilemmas Small Business Owners Face. Criminal Justice
Review, 0734016816638899.

Kelloway, E. K., Francis, L., Prosser, M., & Cameron, J. E. (2010).
Counterproductive work Behaviour as protest. Human Resource Management
Review, 20(1), 18-25.

Kessler, S. R., Bruursema,K. Rodopman, B. & Paul E. Spector,P.E.(2013).
Leadership, Interpersonal Conflict, and Counterproductive Work Behavior:
An Examination of the Stressor—Strain Process Negotiation and Conflict
Management Research Volume 6, Number 3, Pages 180-190

292



Khalid, M. M., Rehman, C. A., & llyas, D. (2014).HRM Practices and Employee
Performance in Public Sector Organizations in Pakistan: An Empirical study.
International Journal of Management Sciences and Business Research, 3(2).

Khalid, F. (2016). Work Family Conflict, Stress and Workplace Deviance. Journal of
Psychology and Clinical Psychiatry.

Khan, S. (2002).Personal administration with special reference to Pakistan. Lahore:
Alameen Publication Press.

Khan, A., Rehman, H., & Rehman, D. S.-u. (2016). An empirical analysis of
correlation between technostress and job satisfaction: A case of KPK,
Pakistan. Pakistan. Journal of Information Management & Libraries
(PJIM&L), 14.

Khatri, N., & Tsang, E. W. (2003). Antecedents and consequences of cronyism in
organizations. Journal of Business Ethics, 43(4), 289-303.

Khan, S. I, Mahmood, A., Kanwal, S., & Latif, Y. (2015). How Perceived
Supervisor Support Effects Workplace Deviance? Mediating Role of
Perceived Organizational Support. Pakistan Journal of Commerce and Social
Sciences, 9(3), 940-967.

Khalid, F. (2016). Work Family Conflict, Stress and Workplace Deviance. Journal of
Psychology and Clinical Psychiatry.

Kidwell, R.E. and Kochanowski, S.M. (2005), “The Morality of Employee Theft:
Teaching about Ethics and Deviant Behavior in the Workplace”, Journal of
Management Education, Vol. 29, No. 1, pp. 135-152.

Kidwell, R.E., (2010). Loafing in the 21st century: Enhanced opportunities—and
remdies- for,withholding job effort in the new workplace.Business Horizons,
53(6): 543-552.

Kim, S. (2005). Factors affecting state government information technology employee
turnover intentions. The American Review of Public Administration, 35(2),
137-156.

Kisamore L.Jennifer, Jawahar M.I, Ligouri W.Eric,Mharapara L.Tagonei and Stone
Thomas (2010). Conflict and Abusive Workplace Behaviours .The
moderating effects of social competencies, Published in Career Development
International Vol: 15 No0.6,2010 ,pp-583-600, Emrald Group Publishing
Limited,(ISSN:1362:0436).

Kline, R. B. (2005). Principles and Practice of Structural Equation Modelling, 2nd
edition, New York: The Guilford Press.

293



Klotz, A. C., & Neubaum, D. O. (2016). Research on the Dark Side of Personality
Traits in Entrepreneurship: Observations from an Organizational Behaviour
Perspective. Entrepreneurship Theory and Practice, 40(1), 7-17.

Kohlberg, L. (1976). Moral stages and moralization: The cognitive-developmental
approach. Moral Development and Behaviour: Theory, Research, and Social
Issues, 31-53.

Kohut, M. R. (2007). The complete guide to understanding, controlling, and stopping
bullies and bullying at work. Ocala, FL: Atlantic Publishing.

Koslowsky, M. (2000). A new perspective on employee lateness. Applied
Psychology, 49(3), 390-407.

Kotekara .V.,(2017). Study of deviant workplace behavior and withdrawal intentions
in education sector. Arts & education international research journal : volume
4 issue 1.

Kozakoa N.°A. F. Safinb S. Z.& Rahim A. R. A. (2013.) The Relationship of Big
Five Personality Traits on Counterproductive Work Behaviour among Hotel
Employees: An Exploratory Study Procedia Economics and Finance 7(2013
)181 — 187.

Kreitner,R.&Kinicki.A.(2004).Organizational Behaviour, 6" edition, McGraw-
Hill/lrwin,

Kristof, A.L. (1996). Person—organization fit: An integrative review of its
conceptualizations, measurement, and implications. Personnel Psychology,
49, 1-49.

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of
individuals’fit at work: A meta-analysis of person-job, person-organization,
person-group, and person-supervisor fit. Personnel Psychology, 58, 281-320.

Kohut, M. R. (2007).The complete guide to understanding, controlling, and stopping
bullies and bullying at work. Ocala, FL: Atlantic Publishing.

Kunda, G. (1992). Engeneering Culture. Philadelphia: Temple University Press.

Kurland, N., 1995. Ethics, incentives, and conflicts of interest : A practical solution.
Journal of Business Ethics, 14(6): 465-475.

294



Ku Ishak, A. (2006). The relationship Between Deviance Behaviour Among Mara
Emlpoyees in Nothern Malaysia and its Predictors. Universiti Sains
Malaysia.

Kura, K. M., Shamsudin, F. M., & Chauhan, A. (2013a). Moderating effect of self-
regulatory efficacy on the relationship between organizational formal controls
and workplace deviance: A proposed framework. International Journal of
Academic Research in Business and Social Sciences, 3(1), 15-26.

Kura, K. M., Shamsudin, F. M., & Chauhan, A. (2013b). Modeling the influence of
group norms and self-regulatory efficacy on workplace deviant behaviour.
Asian Social Science, 9(4), 113.

Kura, k. M.,(2014). Organisational Formal Controls, Group Norms and Workplace
Deviance: the Moderating Role of Self-regulatory Efficacy PhD Destination
Othman Yeop Abdullah Graduate School of Business, Universiti Utara
Malaysia.

Ku Ishak,A ,(2006). "The relationship Between Deviance Behaviour Among Mara
Employees in Northern Malaysia and Its Predictors". Master diss., universiti
of Sains Malaysia.

Kumi, E.(2013). Are Demographic Variables Predictors of Work Deviant Behavior?
International Journal of Management Sciences Vol. 1, No. 1, 2013, 1-10

Kwak, A. (2006). The relationships of organizational injustice with employeeburnout
and counterproductive work behaviours: Equity sensitivity as a moderator:
Central Michigan University.

Ladd, D., & Henry, R. A.(2000). Helping coworkers and helping the
organization:The role of support perceptions, exchange ideology, and
conscientiousness. Journal of Applied Social Psychology, 30: 2028-2049.

Laursen, B., Pulkkinen, L., & Adams, R. (2002). The antecedents and correlates of
agreeableness in adulthood. Developmental Psychology, 38(4), 591.

Lara de Manrique-Zoghbi Pablo and Tacoronte Verano Domingo (2007).
Investigating the effects of procedural justice on workplace deviance. Do
employees’ perceptions of conflicting guidance call the tune?), Published in
International Journal of Manpower, Vol.28, No.8, 2007, pp-715-729.

Lau, C. M., & Sholihin, M. (2005). Financial and nonfinancial performance

measurement: How do they affect job satisfaction. The British Accounting
Review, 37(4), 389-413.

295



Lee, K., & Allen, N. J. (2002). Organizational citizenship Behaviour and workplace
deviance: the role of affect and cognitions. Journal of Applied Psychology,
87(1), 131.

Lee, K., Ashton, M. C., & Shin, K.-H. (2005). Personality Correlates of Workplace
Anti-Social Behaviour. Applied Psychology, 54(1), 81-98.

Lehman, W. E. K., Holcom, M. L., & Simpson, D. D. (1990). Employee health and
performance in the workplace: A survey of municipal employees of a large
southwest city. Unpublished Manuscript, Institute of Behavioural Research,
Texas Christian University, Fort Worth.

Lehmann-Willenbrock, N., Meinecke, A. L., Rowold, J., & Kauffeld, S. (2015).
How transformational leadership works during team interactions: A
behavioral process analysis. The Leadership Quarterly, 26, 1017-1033.

Leung, A.S.M. (2008), “Matching Ethical Work Climate to In-role and Extra-role
Behaviors in a Collectivist Work Setting”, Journal of Business Ethics, Vol.
79| pp- 43'55.

Liao, W.-C., & Tai, W.-T. (2006). Organizational justice, motivation to learn, and
training outcomes. Social Behaviour and Personality: An International
Journal, 34(5), 545-556.

Liberman, B., G. Seidman, K.Y.A. McKenna and L.E. Buffardi, (2011). Employee
job attitudes and organizational characteristics as predictors of cyberloafing.
Computers in Human Behaviour, Behaviour at work. Managing 27(6): 2192-
2199.

Lim, V. K. (2002). The IT way of loafing on the job: Cyber loafing, neutralizing and
organizational justice. Journal of Organizational Behaviour, 23(5), 675-694.

Lim, V. K.G. & Chen, D. J.Q. (2012). Cyber loafing at the workplace: gain or drain
on work?, Behaviour & Information Technology, 31:4, 343-353

Lin, B., Law, K., & Zhou, J. (2016). Why Is Underemployment Related to Creativity
and OCB? A Task Crafting Explanation of the Curvilinear Moderated
Relations. Academy of management journal, amj. 2014.0470.

Lindner, J. R., & Wingenbach, G. J. (2002). Communicating the handling of

nonresponse error in Journal of Extension Research in Brief articles. Journal
of Extension, 40(6), 1-5.

Livingston, J. A., Gneezy, U, List, J. A., Qin, X., & Sadoff, S. (2016). Measuring
Success in Education: The Role of Intrinsic Motivation.

296



Litzky, B. E., Eddleston, K. A., & Kidder, D. L. (2006). The good, the bad, and the
misguided: How managers inadvertently encourage deviant Behaviours. The
Academy of Management Perspectives, 20(1), 91-103.

Llies, R., De Prater, I. E., Lim, S., & Binnewies, C. (2012). Attributed causes for
work—family conflict: Emotional and Behavioural outcomes. Organizational
Psychology Review, 2, 293-310.

Lobnikar, B., Pagon, M., & Ovsenik, M. (2004). The frequency and the causes of
violence and aggressive Behaviour at the workplace: The case of Slovenian
police.

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette
(Ed.),Handbook of industrial and organizational psychology (pp. 901-969).
Chicago, IL: Rand McNally.

Loo, R. (2003). Are women more ethical than men? Findings from three independent
studies. Women in Management Review, 18(4), 169-181.

Luthans, F. (2002). "The need for and meaning of positive organizational
Behaviour". Journal of organizational Behaviour 23(6): 695-706.

Luthar, H. K. (1996). Gender differences in evaluation of performance and
leadership ability. Autocratic vs. democratic managers. Sex Roles, 35 (5-6),
337-361.

Mahmood, A. (2015).Effects of Leadership styles on Organizational commitment in
Public and Private sectors of Pakistan. Master’s thesis the University of
Agder

Martinko, M. J., Harvey, P., Brees, J. R., & Mackey, J. (2013). A review of abusive
supervision research. Journal of Organizational Behaviour, 34(S1), S120-
S137.

Marcus B & Schuler .H., ( 2004)Antecedents of Counterproductive Behavior at
Work:A General Perspective. Journal of Applied Psychology Copyright 2004
by the American Psychological Association2004, Vol. 89, No. 4, 647—-660.

Mangione, T. W., & Quinn, R. P. (1975). Job satisfaction, counterproductive
behavior, and drug use at work. Journal of Applied Psychology, 60(1), 114.

Mayer, D. M., Thau, S., Workman, K. M., Van Dijke, M., & De Cremer, D. (2012).
Leader mistreatment, employee hostility, and deviant behaviors: Integrating
self-uncertainty and thwarted needs perspectives on deviance. Organizational
Behavior and Human Decision Processes, 117(1), 24-40.

297



Mitchell, M. S., Vogel, R. M., & Folger, R. (2015). Third parties’ reactions to the
abusive supervision of coworkers. Journal of applied psychology, 100(4),
1040.

Miller, J. D., Widiger, T. A., & Campbell, W. K. (2010). Narcissistic personality
disorder and the DSM-V. Journal of Abnormal Psychology,119, 640 — .

Mo, S., & Shi, J. (2015). Linking Ethical Leadership to Employee Burnout,
Workplace Deviance and Performance: Testing the Mediating Roles of Trust
in Leader and Surface Acting. Journal of Business Ethics, 1-11.

Mount, M., llies, R., & Johnson, E. (2006). Relationship of personality traits and
counterproductive work Behaviours: The mediating effects of job satisfaction.
Personnel Psychology, 59, 591-622.

Muafi, J. (2011). Causes and consequences of deviant workplace behavior.
International Journal of Innovation,Management and Technology, 2(2), 123
126.

Mugadas, F., Rehman, C. A., & Aslam, U. (2017). Organizational justiceand
employee’s job dissatisfaction: a moderating role ofpsychological
empowerment. Pakistan Business Review, 18(4), 848-864

Mack, L. (2010).The philosophical underpinnings of educational research.
Polyglossia, 19, 5-11.

Mackey, J D., Frieder, R.E., Brees & Martinko, M.J. (2015). Abusive Supervision. A
Meta-analysis and emperical review. Journal of Management (Volume: 43
issue: 6, page(s): 1940-1965

Maher, A., & Youssef, P. (2016). Role of Leaders in Managing Employees'
Dysfunctional Behaviour at Workplace. World Academy of Science,
Engineering and Technology, International Journal of Social, Behavioural,
Educational, Economic, Business and Industrial Engineering, 10(3), 981-986.

Maddala, G. S. (1992). "Outliers". Introduction to Econometrics (2nd ed.). New
York: MacMillan. pp. 88-96 [p. 89]. ISBN 0-02-374545-2

Majeeda, N, Jamsheda, S. & Mustamila,N.M.(2018). Striving To Restrain Employee
Turnover Intention Through Ethical Leadership and Pro-social Rule
Breaking. International Online Journal of Educational Leadership, 2018 Vol.
2, No. 1, 39-53 39

298



Major, V. S., et al. (2002). "Work time, work interference with family, and
psychological distress.” Journal of applied psychology 87(3): 427.

Marcus, B., & Schuler, H. (2004). Antecedents of counterproductive Behaviour at
work: A general perspective. Journal of Applied Psychology, 89 (4), 647—
660.

Malachowski, D. (2005). Wasted time at work costing companies billions. San
Francisco Chronicle, 11. Retrieved from
http://www.systemsdynamics.net/aeprod/articles/05092.pdf.

Malik, T. (2013). Positive effects of opinion-count on job satisfaction of team
members in business enterprises. Journal of Communication Management,
17(1), 56-74.

Malik,S.Z., & Khalid D,.N(2016). PSYCHOLOGICAL CONTRACT BREACH,
WORK ENGAGEMENT AND TURNOVER INTENTION Evidence from
Banking Industry in Pakistan, Pakistan Economic and Social Review Volume
54, No. 1, pp. 37-54.

Malisetty. S and Kumari K. V. (2016) An Investigation on Relationship of Deviance
Workplace Behaviour with Organisational Justice, Abusive Supervision and
Work-Family Conflict. Indian Journal of Science and Technology, Vol 9(39),

Mangione, T. W., & Quinn, R. P. (1975). Job satisfaction, counterproductive
Behaviour, and drug use at work. Journal of Applied Psychology, 60(1), 114.

Manville, C., EI Akremi, A., Niezborala, M., & Mignonac, K. (2016). Injustice hurts,
literally: The role of sleep and emotional exhaustion in the relationship
between organizational justice and musculoskeletal disorders. Human
relations, 69(6), 1315-1339.

Mark Griffiths, (2010). Internet abuse and internet satisfaction, counterproductive
Behaviour and drug addiction in the workplace. Journal of Workplace use at
work. Journal of Applied Psychology,Learning, 22(7): 463 - 472.

Martin, K. D., & Cullen, J. B. (2006). Continuities and extensions of ethical climate
theory: A meta-analytic review. Journal of Business Ethics, 69(2), 175-194.

Martinko, M. J., Gundlach, M. J., & Douglas, S. C. (2002). Toward an integrative
theory of counterproductive workplace Behaviour: A causal reasoning
perspective. International Journal of Selection and Assessment, 10(1-2), 36—
50.

299



Martinko, M. J., & Moss, S. E. (1999). An exploratory study of workplace violence
and aggression. SH Barr (Ed.), 7999, 86-88.

Masood, S. A. (2006). Behavioural aspects of transformational leadership in
manufacturing organisations.ADoctoral Thesis. Submitted in partial
fulfillment of the requirements for the award of Doctor of Philosophy of
LoughboroughUniversity.MetadataRecord:https://dspace.lboro.ac.uk/2134/81
4 Publisher: ¢

Mayer, D., Nishii, L., Schneider, B., & Goldstein, H. (2007). The precursors and
products of justice climates: Group leader antecedents and employee
attitudinal consequences. Personnel Psychology, 60(4), 929-963.

Mayer, J. D., Caruso, D. R., & Salovey, P. (2000). Selecting a measure of emotional
intelligence:  The case for ability scales. Retrieved from
http://psycnet.apa.org/psycinfo/2001-00355-015

Mayer, J. D., & Geher, G. (1996). Emotional intelligence and the identification of
emotion. Intelligence, 22(2), 89-113.

McClure, L., & Werther, W. B. (1995). Leadership and developmental interventions
for dysfunctional workers. Leadership & Organization Development Journal,
16(1), 17-22.

McClurg, L. A., & Butler, D. S. (2006). Workplace theft: A proposed model and
research agenda. Southern Business Review, 31(2), 25.

McColl-Kennedy, J.R. & Anderson, R.D. (2002). Impact of leadership style and
emotions on subordinate performance. Leadership Quarterly, 13, 545-559

McGurn, M. (1988). Spotting the thieves who work among us. Wall Street Journal,
7(March), A16.

McGuire, E. and S.M. Kennerly, 2006. Nurse managers as transformational and
transactional leaders. Nurs Economics, 24(4): 179-185.

McKinney, J. A., & Moore, C. W. (2008). International bribery: Does a written code
of ethics make a difference in perceptions of business professionals. Journal
of Business Ethics, 79(1-2), 103-111.

Megargee, E. 1. (2009). Understanding and assessing aggression and violence.In J.
N. Butcher (Ed.), Oxford handbook of personality assessment (pp. 542-566).
New York, NY: Oxford University Press.

300



Membere, A. A., Ahmad, A. S., Anderson, A. J., Lindsey, A. P., Sabat, I. E., & King,
E. B. (2015). Individual, Interpersonal, and Organizational Outcomes of
Workplace Bullying. Bullies in the Workplace and Employees: Seeing and
Stopping Adults Who Abuse Their Co-Workers and Employees, 175.

Merton, R. K. (1938). Social structure and anomie. American Sociological Review,
3(5), 672-682.

Metofe, P.A. (2017). Antecedents of Deviant Work Behavior: A Review of Research.
Acta Psychopathol. Vol. 3 No. 5: 59

Moberg, D. J. (1997). On employee vice. Business Ethics Quarter ly, 41-60.

Mohd Shamsudin, F., et al. (2012). "The effect of HR practices, leadership style on
cyberdeviance: The mediating role of organizational commitment." Journal
of Marketing and Management.

Motowidlo, S. J., & Van Scotter, J. R. (1994). Evidence that task performance should
be distinguished from contextual performance. Journal of Applied
Psychology, 79(4), 475.

Morrison, E. W. and Robinson, S. L. (1997), “When employees feel betrayed: A
model of how psychological contract violation develops”, Academy of
management Review, Vol. 22 No.1,pp. 226-256.

Moorthy,M.K.Seetharaman, A., Jaffar,N.& Foong,Y.P.(2014) Employee Perceptions
of Workplace Theft Behaviour: A Study Among Supermarket Retail
Employees in Malaysia. ETHICS & BEHAVIOUR, 25(1), 61-85

Mount, M. K., & Barrick, M. R. (1995). The Big Five personality dimensions:
Implications for research and practice in human resources management.
Research in Personnel and Human Resources Management, 13(3), 153-200.

Mount, M., llies, R., & Johnson, E. (2006). Relationship of personality traits and
counterproductive work Behaviours: The mediating effects of job
satisfaction. Personnel Psychology, 59, 591-622.

Mikkelsen, E. G., & Einarsen, S. (2002). Relationships between exposure to bullying
at work and psychological and psychosomatic health complaints: The role of
state negative affectivity and generalized self-efficacy. Scandinavian Journal
of Psychology, 43, 397-405.

Mitchell, M. S., Cropanzano, R., & Quisenberry, D. 2012. Social exchange theory,
exchange resources and interpersonal relationships: A modest resolution of
theoretical difficulties.In K. Tornblom & A. Kazemi (Eds.), Handbook of

301



social resource theory: Theoretical extensions, empirical insights, and social
applications: 99-118. New York, NY: Springer.

Mishra, M., & Pandey, S. (2014). A theoretical model on the determinants of
workplace deviance among employees in the public service organizations of
India. International Journal of Business Behavior, 2(3), 1321-1337.

Mingzheng, W., Xiaoling, S., Xubo, F. & Youshan, L. (2014).Moral Identity as a
Moderator of the Effects of Organizational Injustice on Counterproductive
Work Behavior Among Chinese Public Servants. Public Personnel
Management Vol. 43(3) 314-324.

Mrayyan, M. (2006). "Jordanian nurses’ job satisfaction, patients’ satisfaction and
quality of nursing care.” International nursing review 53(3): 224-230.

Muchinsky, P. M., & Monahan, C. J. (1987). What is person-environment
congruence? Supplementary versus complementary models of fit. Journal of
Vocational behaviour, 31, 268-277.

Muafi. (2011). Causes and Consequence Deviant Workplace Behaviour,
International Journal of Innovation, Management and Technology, Vol.2(2).

Murphy, K.R. (1989), “Dimensions of Job Performance,” in Testing: Applied and
Theoretical Perspectives, eds. R. Dillon and J. Pellingrino, New York:
Praeger, pp. 218 —247

Mustaine, E. E., & Tewksbury, R. (2002).Workplace theft: An analysis of student-
employee offenders and job attributes. American Journal of Criminal Justice,
27(1), 111-127.

Narayanan, K. & Murphy, S. E. (2017).Conceptual Framework on Workplace
Deviance Behaviour: A Review Journal of Human Values 23(3) 1-16.

Nadeem, M., Ahmad, R., Ahmad, N., Batool, S. R., & Shafique, N., (2015).
Favoritism, nepotism and cronyism as predictors of job satisfaction:
Evidences from Pakistan. Journal of Business and Management Research, 8,
224-228.

Nasir, M., & Bashir, A. (2012). Examining workplace deviance in public sector
organizations of Pakistan. International Journal of Social Economics, 39(4),
240-253.

Nasurdin, A. M., Ahmad, N. H.,Razalli, A. A. (2014). Politics, Justice, Stress, and
Deviant Behaviour in Organizations: International Journal of Business and
Society, 15(2), 235-254.

302



Nathanson, C., (2008).Exploring the dynamics of revenge (Unpublished doctoral
dissertation).University of British Columbia, Vancouver, British Columbia,
Canada.

Nemanich, L.A. and R.T. Keller, 2007. Transformational leadership in an
acquisition: A field study of employees. The Leadership Quarterly, 18(1): 49-
68.

Neuman, J. H., & Baron, R. A. (1997). Aggression in the workplace. Antisocial
Behaviour in Organizations, 37, 67.

Neuman, J. H., & Baron, R. A. (2005). Aggression in the workplace: A social-
psychological perspective. Counterproductive work Behaviour:
Investigations of actors and targets, 7, 13-40.

Nguyen, L. (2013).Canadian economy loses $16.6B annually due to absenteeism:
Conference Board, The Star. Retrieved from
http://www.thestar.com/business/economy/2013/09/23/absenteeism_cost_can
ada_lost_166_billion_study.html

Neil, B. and S.C. Chong (2015). Leadership Styles and Organisational
Innovativeness: A Study of Estate Managers in the Sri Lankan Plantation
Sector. Aust. J. Basic & Appl. Sci., 9(23): 648-658,

Nevins-Bennett, C. (2016) Counterproductive Work Behaviour among Academic'
and Administrative Staff' and Its effective on the Organizational
Effectiveness. Advances in  Social Sciences Research) Journal,
3(2)29B41.URL:)http://dx.doi.org/10.14738/assrj.32.1561. 30.

Niaei, M., Peidaei, M. M., & Nasiripour, A. A. (2014). The Relation Between Staff
Cyberloafing And Organizational Commitment In Organization Of
Environmental Protection. Kuwait Chapter Of The Arabian Journal of
Business and Management Review, 3(7), 59.

Niehoff, B. P., & Paul, R. J. (2000). Causes of employee theft and strategies that HR
managers can use for prevention. Human Resource Management, 39(1), 51—
64.

Nirankari, S., & Seth, N. (2015). Work Deviance Effects on Job Performance and
Health. International Journal of Advanced Nutritional and Health Science,
3(1), pp. 132-136.

Noblet, A., Maharee-Lawler, S., & Rodwell, J. (2012). Using job strain and
organizational justice models to predict multiple forms of employee
performance behaviours among Australian policing personnel. The
International Journal of Human Resource Management, 23(14), 3009-3026.

303



Norsilan, I.N, Omar,Z. and Ahmad.A Workplace Deviant behaviour: A Review of
Typology of Workplace Deviant behaviour Middle-East Journal of Scientific
Research 19 (Innovation Challenges in Multidiciplinary Research &
Practice): 34-38, 2014.

Novalien C. L.,(2017).The antecedents of deviant workplace behaviorson the
employees of regional apparatus organization (odp) in maluku province,
indonesia rjoas, 6(66

Nurul.l,Kozakoa,AM.F.,Safinb,S.Z.,and Rahimc,A.R.A The Relationship of Big Five
Personality Traits on Counterproductive Work Behaviour among Hotel
Employees: An Exploratory Study Procedia Economics and Finance 7 ( 2013
) 181 —187.

Nyarko, K., Michael, A. N. & Sempah, D.B. (2014).Organizational Injustice and
Interpersonal Conflict on Counterproductive Work Behaviour.European
Journal of Business and Management VVol.6, No.21.

O’Boyle, E. H., Jr., Forsyth, D. R., & O’Boyle (2012) A Meta-Analysis of the Dark
Triad and Work Behaviour:A Social Exchange Perspective, Journal of
Applied Psychology Vol. 97, No. 3, 557-579

O'Boyle, E.H., Jr., Forsyth, D.R., Banks, G.C., & McDaniel, M.A. (2012). A meta-
analysis of the dark triad and work Behaviour: A social exchange perspective.
Journal of Applied Psychology, 97(3), 557-579.

O'Boyle, E. H., Forsyth, D. R., & O'Boyle, A. S. (2011). Bad apples or bad barrels:
An examination of group-and organizational-level effects in the study of
counterproductive work Behaviour. Group & Organization Management,
36(1), 39-69.

O’Fallon, M. J., & Butterfield, K. D. (2005). A review of the empirical ethical
decision-making literature: 1996-2003. Journal of Business Ethics, 59(4),
375-413.

Ogungbamila,B. & Udegbeb, B. (2014). Gender Differences in the Effects of
Perception of Organizational Injustice on Workplace Reactivity. Europe's
Journal of Psychology, , Vol. 10(1), 150-167, doi:10.5964/ejop.v10i1.575

Oliver, C., Hall, S., Hales, J., Murphy, G., & Watts, D. (1998). The treatment of
severe self-injurious Behaviour by the systematic fading of restraints: Effects
on self-injury, self-restraint, adaptive Behaviour, and Behavioural correlates
of affect. Research in Developmental Disabilities, 19(2), 143-165.

Omar F,Halim F.W,Zainah A.Z,Farhadi, H,Nasir R and Khairudin R. (2011). Stress
and Job Satisfaction as Antecedents of Workplace Deviant Behaviour, World
Applied Sciences Journal Sciences For Human 46-51.

304



Omotayo,0.A., Olubusayo,F,H., Olalekan.A.J. and Adenike,A.A. An Assessment of
Workplace Deviant Behaviours and Its Implication on Organisational
Performance in a Growing Economy. Journal of Organizational Psychology
Vol. 15(1)90-100.

Ones, D. S., Viswesvaran, C., & Schmidt, F. L. (2003). Personality and absenteeism:
A meta-analysis of integrity tests. European Journal of Personality, 17, S19-
S38.

Oghojafor, B. E., Muo, F. I, & Olufayo, T. O. (2012). Perspective of bullying
problems at workplace in Nigeria: The experience of workers. International
Journal of Arts and Commerce, 1(3), 1-18.

Ogunyemi, K., Ogunyemi, K., Laguda, E., & Laguda, E. (2016). Ethics, workforce
practices and sustainability by multinationals in Nigeria. Worldwide
Hospitality and Tourism Themes, 8(2), 158-181.

O’Leary-Kelly, A. M., Griffin, R. W., & Glew, D. J. (1996). Organization-motivated
aggression: A research framework. Academy of Management Review, 21(1),
225-253.

Oliver, C., Hall, S., Hales, J., Murphy, G., & Watts, D. (1998).The treatment of
severe self-injurious Behaviour by the systematic fading of restraints: Effects
on self-injury, self-restraint, adaptive Behaviour, and Behavioural correlates
of affect. Research in Developmental Disabilities, 19(2), 143-165.

O’Reilly, C. A., Chatman, J., & Caldwell, D. F. (1991).People and organizational
culture: A profile comparisons approach to assessing person-organization fit.
Academy of Management Journal, 34, 487-516.

Organ, D. W., & Ryan, K. (1995). A meta-analytic review of attitudinal and
dispositional predictors of organizational citizenship Behaviour. Personnel
Psychology, 48(4), 775-802.

Organ, D. W., Podsakoff, P. M., and MacKenzie, S. B. (2006).Organizational
Citizenship Behaviour: Its Nature, Antecedents, and Consequences.Thousand
Oaks, Calif.: Sage.

Organ, D. W. (1988).Organizational citizenship Behaviour: The good soldier
syndrome. Lexington, MA: Lexington Press.

Organ, D. W.(1990).The motivational basis of organizational citizenship Behaviour.

In B. M. Staw & L. L. Cummings (Eds.), Research in organizational
Behaviour, vol. 12: 43-72.Greenwich, CT: JAI Press.

305



Organ, D. W. (1997). Organizational citizenship behaviour: It's construct clean-up
time. Human Performance,10(2), 85-97.

Omar, F.,Halim F.W,Zainah A.Z,Farhadi, H,Nasir R & Khairudin R.,(2011) Stress
and Job Satisfaction as Antecedents of Workplace Deviant Behaviour
,Published in World Applied Sciences Journal 12 (Special Issue Of Social
and Psychological Sciences For Human Development): 46-51,2011,IDOSI
Publications,2011 (ISSN:1818-4952).

Onuoha, J. ., & Ezeribe, S. N. (2011).Managerial attitudes and workplace deviance:
A psycho-sociological perspective. ABSU Journal of Arts, Management,
Education, Law and Social Sciences, 1(1), 149-161.

Ozler, D. E., & Buyukarslan, A. (2011). The overall outlook of favoritism in
organizations: A literature review. International Journal of Business and
Management Studies, 3(1), 275-285.

Ozler, D. E., & Polat, G. (2012). Cyberloafing phenomenon in organizations:
Determinants and impacts.International Journal of eBusiness and
eGovernment Studies, 4(2), 1-15.

Palmer, J. C., Komarraju, M., Carter, M. Z., and Karau, S. J. (2017).Angel on one
shoulder: can perceived organizational support moderate the relationship
between the Dark Triad traits and counterproductive work behavior? Pers.
Individ. Dif. 110, 31-37. doi: 10.1016/j.paid.2017.01.018

Park, H. S., Hoobler, J. M., Wu, J., & Wilson, M. (2015).Abusive Supervision,
Justice, Power Distance, and Employee Deviance: A Meta-Analysis. Paper
presented at the Academy of Management Proceedings.

Paracha, M.U. & Shahzad, K.(2017).Workplace Bullying on Deviant Work
Behaviour AMONG NURSES IN PAKISTAN: MEDIATING ROLE OF
INTERPERSONAL CONFLICT.PAKISTAN BUSINESS REVIEW JAN 2017

Pallant, J. (2007). SPSS Survival Manual, Berkshire: Open University Press.

Parisa, A., Jalil, D. Mansour,K.,(2016) Counterproductive Behaviours in State
Hospitals: A Review of the Role of Organizational Cynicism and Injustice
Mediterranean Journal of Social Sciences MCSER Publishing, Rome-Italy
Vol 7 No 4 S1,196-207.

Parker, D. F., & DeCotiis, T. A. (1983). Organizational determinants of job stress.
Organizational Behaviour and Human Performance, 32(2), 160-177.

Parveen, R. (2010). Violence against women in Pakistan. Islamabad, Aurat
Foundation. The Protection against Harassment of Women at the Workplace
Act.

306



Paulhus, D. L., & Williams, K. M. (2002). The Dark Triad of personality:Narcissism,
Machiavellianism, and psychopathy. Journal of Research in Personality, 36,
556 —563.

Paulhus, D. L., & Jones, D. N. (2011, January). Introducing a short measure of the
Dark Triad. Poster presented at the meeting of the Society for Personality and
Social Psychology, San Antonio

Penney, L. M., & Spector, P. E. (2002). Narcissism and counterproductive work
Behaviour: Do bigger egos mean bigger problems? International Journal of
Selection and Assessment, 10(1-2), 126-134.

Penney, L.M, David, E. & Witt, L.M.(2011). A review of personality and
performance: ldentifying boundaries, contingencies, and future research
directions. Human Resource Management Review, 21, 297-310

Perlow, R., & Latham, L. L. (1993). Relationship of client abuse with locus of
control and gender: a longitudinal study in mental retardation facilities.
Journal of Applied Psychology, 78(5), 831.

Peterson, D. K. (2002). Deviant workplace Behaviour and the organization’s ethical
climate. Journal of Business and Psychology, 17(1), 47-61.

Petrides, K. V., Frederickson, N., & Furnham, A. (2004). The role of trait emotional
intelligence in academic performance and deviant Behaviour at school.
Personality and Individual Differences, 36(2), 277-293.

Perry, J. L. & L. W. Porter (1982)"Factors affecting the context for motivation in
public organizationsl." Academy of management review 7(1): 89-98.

Peng, J.C, Tseng MM, & Lee Y.J, (2011).Relationships among supervisor feedback
environment,work-related stressorsand employee deviance. J Nurs Res 19:
13-24.

Peng, J.C, Jien, J.J, Lin,.J & Tetrick LE , (2016)"Antecedents and consequences of
psychological contract breach”, Journal of Managerial Psychology, Vol. 31
Iss 8 pp.

Podsakoff, P.M.; MacKenzie, S.B.; Lee, J.-Y.; Podsakoff, N.P. (2003). "Common
method biases in Behavioural research: A critical review of the literature and
recommended remedies” (PDF). Journal of Applied Psychology. 88 (5): 879—
903.

Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2012). Sources of method
bias in social science research and recommendations on how to control it.
Annual review of psychology, 63, 539-569

307



Ponzo, M., & Scoppa, V. (2010). The use of informal networks in Italy: Efficiency or
favoritism? The Journal of Socio-Economics, 39(1), 89-99.

Porath, C. L., & Erez, A. (2009). Overlooked but not untouched: How rudeness
reduces onlookers’ performance on routine and creative tasks. Organizational
Behaviour and Human Decision Processes, 109(1), 29-44.

Pradhan.S,&Pradhan.R.K,(2014).Transformational ~ Leadership and  Deviant
Workplace Behaviors: The Moderating Role of Organizational
JusticeProceedings of the First Asia-Pacific Conference on Global Business,
Economics, Finance and Social Sciences (AP14Singapore Conference) ISBN:
978-1-941505-15-1.

Pradhan, S., & Jena, L. K. (2016).The Moderating Role of Neutralizers on the
Relationship between Abusive Supervision and Intention to Quit: A Proposed
Model. Journal of Human Values, 22(3), 238-248

Puffer, S. M. (1987). Prosocial Behaviour, noncompliant Behaviour, and work
performance among commission salespeople. Journal of Applied Psychology,
72(4), 615.

Puni, A., Ofel, B. and Okoe, F. A. (2013), The effect of Leadership Styles on Firm
Performance in Ghana. International Journal of Marketing Studies, Vol. 6(1).

Punia, B.K. & Rana, H. (2013).“Correlates, Antecedents and Implications of Deviant
Workplace Behaviour: A Review”,GNA Journal of Management &
Technology, Vol.8, No.1, pp.98-104.

Puni, A., Agyemang, C. B., & Asamoah, E. S. (2016).Leadership Styles, Employee
Turnover Intentions and Counterproductive Work Behaviours.International
Journal of Innovative Research and Development, 2278-0211, 5(1).

Peterson, D. K. (2002). Deviant workplace behavior and the organization’s ethical
climate. Journal of Business and Psychology, 17(1), 47-56.

Pradhan.S.&Pradhan.R.K.(2014).Transformational =~ Leadership and  Deviant
Workplace Behaviors: The Moderating Role of Organizational Justice
Proceedings of the First Asia-Pacific Conference on Global Business,
Economics, Finance and Social Sciences (AP14Singapore Conference) ISBN:
978-1-941505-15-1Singapore, 1-3 August 2014 Paper ID: S437.

Quratulain, S., & Khan, A. K. (2015). Red Tape, Resigned Satisfaction, Public
Service Motivation, and Negative Employee Attitudes and Behaviours
Testing a Model of Moderated Mediation. Review of Public Personnel
Administration, 35(4), 307-332.

308



Radzali. M. F., Ahmad. A. & Omar Z., (2013). Workload, Job Stress, Family-to-
work conflict and Deviant Workplace Behaviour. International Journal of
Academic Research in Business and Social Sciences, December2013,Vol.3
No0.12 (ISSN:2222-6990).

Rahim.A.R.,, Alwi Shabudin, &Aizzat Mohd Nasurdin, (2012) Effects of Job
Characteristics on Counterproductive Work Behavior Among Production
Employees: Malaysian Experience International Journal of Business and
Development Studies Vol. 4, No. 1, pp.123-145.

Radzali M., Farah, Ahmad A., Omar Z.. (2013). Workload, JobStress, Family-to-
work conflict and Deviant Workplace Behaviour, International Journal of
Academic Research in Business and Social Sciences, VVol.3 (12).

Raelin, J.A. (1994), “Three Scales of Professional Deviance within Organizations,”
Journal of Organizational Behaviour, 15, 483 —501.

Rafiee, M., Hoveida, R., & Rajaeipoor, S. (2015). The Relationship of the Deviant
Workplace Behaviour with the Organizational Justice and Staff Development
in the Universities of Tehran. International Journal of Human Resource
Studies, 5(1), 126.

Rashid Saeed, M. N. (2014). Impact of Human Resource Practices on Deviant
Workplace Behaviour. Journal of Basic and Applied.

Raina, R., & Roebuck, D. B. (2014). Exploring cultural influence on managerial
communication in relationship to job satisfaction, organizational
commitmentand the employees’ propensity to leave in the insurance sector of
India.International Journal of Business Communication, 1-34.

Rainey, H. G., et al. (1986). "Reward expectancies and other work-related attitudes
in public and private organizations: A review and extension." Review of
Public Personnel Administration 6(3): 50-72.

Rauf, K. & Farooq.A.(2014). Adaptation and Validation of Counterproductive Work
Behaviour Checklist (45 And 32) International Journal of Novel Research in
Humanity and Social Sciences Vol. 1, Issue 1, pp: (39-49).

Rahman,M.S., Karan, R.& Ferdausy,S.(2013) Relationship between Deviant
Workplace Behavior and Job Performance:An Empirical Study. NIDA
Development Journal Vol. 53 No. 2/2013

Rauf, F.H.A, (2015). Behind Emotion: Organizational Injustice Practices As A Key

Ancedents of counterproductive. 5th International Symposium 2015 — IntSym
2015, SEUSL

309



Restubog, S. L. D., Bordia, P., & Tang, R. L. (2007). Behavioural outcomes of
psychological contract breach in a non-western culture: The moderating role
of equity sensitivity. British Journal of Management, 18, 376-386.

Restubog, S. L., Hornsey, M. J., Bordia, P., & Esposo, S. R.(2008). Effects of
psychological contract breach on organizational citizenship behaviour:
Insights from the group value model. Journal of Management Studies, 45(8),
1377-1400.

Richardson, H.A.; Simmering, M.J.; Sturman, M.C. (October 2009). "A tale of three
perspectives: Examining post hoc statistical techniques for detection and
correction of common method variance". Organizational Research Methods.
12 (4): 762-800.

Richter, N. F., Sinkovics, R. R., Ringle, C. M., & Schl€agel, C. (2016). A critical
look at the use of SEM in international business research. International
Marketing Review,33, 376e404.

Rigdon, E. E. (2012). Rethinking partial least squares path modeling: In praise of
simple methods. Long Range Planning, 45, 341e358.

Rigdon, E. E. (2013). Partial least squares path modeling. In G. R. Hancock, &R. O.
Mueller (Eds.), Structural equation modeling. A second course (second
ed.,pp. 81e116). Charlotte NC: Information Age Publishing.

Rigdon, E. E. (2014). Rethinking partial least squares path modeling: Breaking
chains and forging ahead. Long Range Planning, 47, 161e167.

Rigdon, E. E. (2016).Choosing PLS path modeling as analytical method in European
management research: A realist perspective.European Management Journal
(in this issue).

Rizvi, S.T., Friedman, B.A. & Azam, R.1. (2017).Workplace Deviance and Turnover
Intention Among Educators and Supporters. The BRC Academy Journal of
Business Vol. 7, No. 1

Roberson, Q. M., & Stevens, C. K. (2006). Making sense of diversity in the
workplace: organizational justice and language abstraction in employees’
accounts of diversity-related incidents. Journal of Applied Psychology, 91(2),
379.

Robinson, S. L., & Bennett, R. J. (1995). A typology of deviant workplace
Behaviours: A multidimensional scaling study. Academy of Management
Journal, 38(2), 555-572.

310



Robinson, S. L., & Greenberg, J. (1998). Employees behaving badly: Dimensions,
determinants and dilemmas in the study of workplace deviance.Journal of
Organizational Behaviour (1986-1998), 1.

Robinson, S. L., & Morrison, E. W. (1995). Psychological contracts and OCB: The
effect of unfulfilled obligations on civic virtue Behaviour. Journal of
Organizational Behaviour, 16(3), 289-298.

Robinson, S. L., & O’Leary-Kelly, A. M. (1998). Monkey see, monkey do: The
influence of work groups on the antisocial Behaviour of employees. Academy
of Management Journal, 41(6), 658—672.

Robbins, P. S, & Judge. T.A (2013) Organizational behavior — 15th ed. Pearson
Education, Inc., publishing as Prentice Hall .

Rogojan, P.T., (2009).Deviant workplace behavior in organizations (Doctoral
dissertation). Austria: University of Vienna.

Roeser, K., McGregor, V. E., Stegmaier, S., Mathew, J., Kubler, A., and Meule, A.,
(2016). The Dark Triad of personality and unethical behavior at different
times of day. Pers. Individ. Dif. 88, 73-77. doi: 10.1016/j.

Rossler, W. (2012). Stress, burnout, and job dissatisfaction in mental health workers.
European archives of psychiatry and clinical neuroscience, 262(2), 65-69.

Rotundo, M., & Xie, J. L. (2008). Understanding the domain of counterproductive
work behaviour in China. The International Journal of Human Resource
Management,19(5), 856-877.

Roueche, J. E., Baker Ill, G. A, & Rose, R. R. (2014). Shared vision:
Transformational leadership in American community colleges: Rowman &
Littlefield.

Rousseau, D. M. (1995).Psychological contracts in organizations: Understanding
written and unwritten agreements, Sage Publications, Thousand Oaks, CA

Rousseau, D. M. (1989).“Psychological and implied contracts in organizations”,
Employee Responsibilities and Rights Journal, Vol. 2 No.2, pp. 121-139.

Rousseau, D. M. (1990). New hire perceptions of their own and their employer’s
obligations: A study of psychological contracts. Journal of Organizational
Behaviour, 11(5), 389-400.

Rousseau, D. M., & McLean Parks, J. (1993). The contracts of individuals and
organizations. Research in Organizational Behaviour, 15, 1-1. Sarwar, M.,
Alam, M., & Anwar, M. N. (2010).Location and gender differences in

311



deviant Behaviour among primary school teachers.International Journal of
Business and Management, 5(12), 97.

Rukhsana, S. A. & Kaleem, K. A. (2017).Academics' Perceptions of Bullying at
Work: Insights from Pakistan”,International Journal of Educational
Management , Vol. 31 Iss 2 pp.

Sackett, P. R. (2002). The structure of counterproductive work Behaviours:
Dimensionality and relationships with facets of job performance.
International Journal of Selection and Assessment, 10(1-2), 5-11.

Saeed, R., Lodhi, R. N., Hayee, H. M. A., Shakeel, M., Mahmood, Z., & Ahmad, M.
(2013). The Effect of Extrinsic Motivational Instruments on Job Satisfaction:
A Case of Pakistani Financial Services Companies. World Applied Sciences
Journal, 26(12), 1657-1661.

Saidon, I., Galbreath, J., & Whiteley, A. (2010). Antecedents of moral
disengagement: Preliminary empirical study in Malaysia.In 24th Annual
Australian and New Zealand Academy of Management Conference, Adelaide,
Australia.

Sarwar, M., Alam, M., & Anwar, M. N. (2010). Location and gender differences in
deviant Behaviour among primary school teachers. International Journal of
Business and Management, 5(12), 97.

Sajeet P, Rabindra K P,(2014) Transformational Leadership and Deviant Workplace
Behaviours: The Moderating Role of Organizational Justice Proceedings of
the First Asia-Pacific Conference on Global Business, Economics, Finance
and Social Sciences (AP14Singapore Conference)

Safi, M. H., & Arshi, S. (2016). The Relationship between Perceived Organizational
Justice and Organizational Commitment with Job Satisfaction in Employees
of Northern Tehran Health Care Center. Community Health, 2(3), 172-181

Sagie, A.,Stashevsky, S., & Koslowsky, M. (2003).Mis-Behaviour and dysfunctional
attitudes in organizations.Palgrave Macmillan.

Salgado, J. F. (2002). The Big Five personality dimensions and counterproductive
Behaviours. International Journal of Selection and Assessment, 10(1-2), 117—
125.

Salleh, F., Dzulkifli, Z., Abdullah, W. A. W., & Yaakob, N. H. M. (2011). The effect
of motivation on job performance of state government employees in
Malaysia. International Journal of Humanities and Social Science, 1(4), 147-
154.

312



Saleem, F. & Gopinath, C. (2015).Injustice,Counterproductive Work Behavior and
mediating role of Work Stress. Pakistan Journal of Commerce and Social
Sciences Vol. 9 (3), 683-699

Samantrai, K. (1992). Factors in the decision to leave: Retaining social workers with
MSWs in public child welfare. Social Work, 37(5), 454-458.

Samnani, A.K., & Singh, P. (2012). 20 Years of workplace bulyying research: A
review of the antecedents and consequences of bullying in the workplace.
Aggression and Violent Behaviour, 581-589

Satpathy, D. B., Patnaik, B., C., & Mohanty, S. (2016). Dynamics of Deviant
Workplace Behaviour: A Literature Review. The International Journal of
Humanities & Social Studies.Vol 4(5.)

Sarwar, M., Alam, M., & Anwar, M. N. (2010). Location and gender differences in
deviant Behaviour among primary school teachers. International Journal of
Business and Management, 5(12), 97.

Saunders, M., Lewis, P., Thornhill, A.,(2007). Research methods for business
students. 4. ed. Harlow: Financial Times/Prentice Hall.

Schyns, B. (2015). Dark personality in the workplace: Introduction to the special
issue. Applied Psychology, 64(1), 1-14.

Schaubroeck, J. M., Peng, A. C., & Hannah, S. T. (2016). The role of peer respect in
linking abusive supervision to follower outcomes: Dual moderation of group
potency.Journal of applied psychology, 101(2), 267.

Schat, A. C. H., Frone, M., & Kelloway, E. K. (2006). The prevalence of workplace
aggression in the U.S. workforce: Findings from a national study. In E. K.
Kelloway, J. Barling, & J. J. Hurrell Jr. (Eds.), Handbook of workplace
violence (pp. 579-606). Thousand Oaks, CA:Sage.

Sekaran, U. (n.d.).(2003) Research Methods for Business: A Skill Building
Approach. 2003. John Willey and Sons, New York.

Sekaran, U. & Bougie, R. (2010). Research Methods for Business: A Skill Building
Approach, 5th edition, Chichester, West Sussex, UK: John Wiley & Sons Ltd

Settler, K. jr, (2017). "I'm bad & mad!Predicting interpersonal sabotage in the

workplace".Scholars Week. 2.
http://digitalcommons.murraystate.edu/scholarsweek/Spring2017/Psychology
/2

313



Shakir, K. and S. J. Siddiqui (2014). "The Impact of Work-Life Balance Policies on
Deviant Workplace Behaviour in Pakistan." International Journal of
Economics, Commerce and Management 2(6).

Sharkawi,S., Rahim.A.RA.& Dahalan,N.A.,(2013). Relationship between Person
Organization Fit, Psychological Contract Violation on Counterproductive
Work Behaviour.International Journal of Business and Social Science Vol. 4
No. 4

Sharma,N.,& Singh, V.K. (2015). "Differential Association and Imitation as
Moderators of Workplace Deviance" Twelfth AIMS International Conference
on Management.

Shirazi, A., & Afrough, A. (2016).Investigate the Relationship between
Organizational Justice and Organizational Misbehaviour: An Empirical Study
of a software Company in Tehran City. International Journal of Humanities
and Cultural Studies (IJHCS) ISSN 2356-5926, 150-162.

Spain, S. M.; Harms, P. D. & Lebreton, J. M., (2013). "The dark side of personality
at work" Journal of Organizational Behaviour Management Department
Faculty Publications. Paper 99. Silva, A. (2014). What do we really know
about leadership? Journal of Business Studies Quarterly, 5(4), 1-4.

Spector, P. E., & Fox, S. (2005).The Stressor-Emotion Model of Counterproductive
Work Behavior. Retrieved from http://doi.apa.org/psycinfo/2004-19514-007

Sharma, A., & Kalpna Thakur, D. (2016). Display of Counter Productive Work
Behaviour in Relation to Person-Organization Fit. Global Journal of Human-
Social Science Research, 16(1). Retrieved from
http://socialscienceresearch.org/index.php/GJHSS/article/view/1660.

Shaheen, S., Bashir, S., & Khan, A. K. (2017).Examining Organizational Cronyism
as an Antecedent of Workplace Deviance in Public Sector Organizations.
Public Personnel Management 1-16.

Shahid, B. & Ahmad, | (2016). The Impact of Organizational Learning on
Organizational Corruption and the Deviant Workplace Behavior: The Case
Study of Public Sector Organizations in Pakistan. NUML International
Journal of Business & Management Vol. 11, No: 2. December, 2016 ISSN
2410-5392.

Shahzad, A. & R. Malik (2014).Workplace Violence: An Extensive Issue for
Nurses in Pakistan.A Qualitative Investigation. Journal of interpersonal violence:.

314



Shahzad, A., & Mahmood, Z. (2012).The mediating-moderating model of
organizational cynicism and workplace deviant behavior: Evidence from banking
sector in Pakistan. Middle-East Journal of Scientific Research, 12(5),580-588.

Shakir, K., & Siddiqui, S. J. (2014). The Impact of Work-Life Balance Policies on
Deviant Workplace Behaviour in Pakistan. International Journal of
Economics, Commerce and Management, 2(6).

Shirazi, A., & Afrough, A. (2016). Investigate the Relationship between
Organizational Justice and Organizational MisBehaviour: An Empirical
Study of a software Company in Tehran City. International Journal of
Humanities and Cultural Studies (IJHCS) ISSN 2356-5926, 150-162.

Shamsudin Mohd. Faridahwati, Subramanian Chandrakantan and Ibrahim Hadziroh
(2011).HR practices and Deviant Behaviour at Work: An Exploratory Study.
International Conference on Business and Economics Research,IPEDR
\Vol.16.

Shavit, H., & Shouval, R. (1977). Repression—-sensitization and processing of
favorable and adverse information. Journal of Clinical Psychology. Retrieved
from http://psycnet.apa.org/psycinfo/1978-29411-001

Shaw, J. D., Gupta, N., & Delery, J. E. (2005). Alternative conceptualizations of the
relationship between voluntary turnover and organizational performance.
Academy of Management Journal, 48(1), 50-68.

Siers, B. (2007). Relationships among Organisational Justice Perceptions,
Adjustment, and Turnover of United States-Based Expatriates.Applied
Psychology, 56(3), 437-459.

Sili A, Fida R, Zaghini F, Tramontano C, Paciello M (2014) Counterproductive
behaviors and moral disengagement of nurses as potential consequences of
stress-related work: validity and reliability of measurement scales. Med Lav
105: 382-394.

Silva, H. Michelle S. V. & Ranasinghe, R. M. I. D. (2013).The Impact of Job Stress
on Deviant Workplace Behaviour: A Study of Operational Level Employees
of Comfort Apparel Solutions Company in Sri Lanka. International Journal
of Human Resource Studies ISSN 2162-3058 2017, Vol. 7, No.

Sims, R. R. (1992). The challenge of ethical Behaviour in organizations. Journal of
Business Ethics, 11(7), 505-513.

Simic, J. & Ristic, M.R. (2017).The Relationship between Personality Traits and

Managers™ Leadership Styles. European Journal of Social Sciences
Education and Research VVol.11 Nr. 2

315



Simon, L., Tepper, B. J., & Park, H. M. (2015).Abusive Supervision.Annual Review
of Organizational Psychology and Organizational Behaviour, 4(1).

Sivaraja, Y. (2009). Relationship Between Organization Ethical Climate and
Workplace Deviant Behaviour.Master diss., Business College Universiti
Utara Malaysia.

Shulman, T. (2007).Employee Theft Solutions.Retrieved April 5, 2010, from The
Shulman Center: http://www.employeetheftsolutions.co

Skarlicki, D. P., & Folger, R. (1997). Retaliation in the workplace: The roles of
distributive, procedural, and interactional justice. Journal of Applied
Psychology, 82(3), 434

Smithikrai, C. (2008). Moderating effect of situational strength on the relationship
between personality traits and counterproductive work behaviour. Asian
Journal of Social Psychology, 11(4), 253-263.

Smith, S. F., & Lilienfeld, S. O. (2013). Psychopathy in the workplace: The knowns
and unknowns. Aggression and Violent Behaviour, 18(2), 204-218.

Smith, J., Micich, L. A., & McWilliams, D. L. (2016). Organization Citizenship and
Employee Withdrawal Behaviour in the Workplace. International Journal of
Human Resource Studies, 6(3), 43-62.

Spain, S.M., Harms, P., & LeBreton, J.M. (2014). The dark side of personality at
work.Journal of Organizational Behaviour, 35(S1), S41-S60.

Sparks, J.R. & Schenk, J.A. (2001). Explaining the effects of transformational
leadership: An investigation of the effects of higher-order motives in multi-
level marketing organizations. Journal of Organizational Behavior, 22, 849-
869

Spector, P. E. (1978). Organizational frustration: A model and review of the
literature. Personnel Psychology, 31(4), 815-829.

Spector, P. E. (1997). Job satisfaction: application, assessment, cause, and
consequences. Thousand Oaks, Calif: Sage Publications.

Spector, P. E. (2011). The relationship of personality to counterproductive work
Behaviour (CWB): An integration of perspectives. Human Resource
Management Review, 21(4), 342—-352.

316



Spector, P. E., & Fox, S. (2005). The Stressor-Emotion Model of Counterproductive
Work Behaviour. Retrieved from http://doi.apa.org/psycinfo/2004-19514-
007.

Spector, P. E., Fox, S., & Domagalski, T. (2006). Emotions, violence and
counterproductive work Behaviour. Handbook of Workplace Violence, 29—
46.

Spector, P. E., Fox, S., Penney, L. M., Bruursema, K., Goh, A., & Kessler, S. (2006).
The dimensionality of counterproductivity: Are all counterproductive
Behaviours created equal? Journal of Vocational Behaviour, 68(3), 446—460.

Stazyk, E. C., Pandey, S. K., & Wright, B. E. (2011). Understanding affective
organizational commitment the importance of institutional context. The
American Review of Public Administration, 41(6), 603-624.

Steffgen, G. (2008). Physical violence at the workplace: Consequences on health and
measures  of  prevention. Revue Européenne de  Psychologie
Appliquée/European Review of Applied Psychology, 58(4), 285-295.

Stein, B. A., & Kanter, R. M. (1993). Why good people do bad things: A
retrospective on the Hubble fiasco. The Academy of Management Executive
(1993-2005), 7(4), 58-62.

Stewart, F. (2000). Internet Acceptable Use Policies: Navigating the Management,
Legal, and Technical Issues. Information Systems Security, 9(3), 1-7.

Storms, P. L., & Spector, P. E. (1987). Relationships of organizational frustration
with reported behavioural reactions: The moderating effect of locus of
control. Journal of Occupational Psychology, 60(3), 227-234.

Strom, D. L., Sears, K. L., & Kelly, K. M. (2014). Work engagement: the roles of
organizational justice and leadership style in predicting engagement among
employees. Journal of Leadership & Organizational Studies, 21(1), 71-82.

Soiferman, K.L., (2010). Compare and Contract Inductive and Deductive Research
Approaches.University of Manitoba.

Sudha, K. S., & Khan, W. (2013). Personality and motivational traits as correlates of
workplace deviance among public and private sector employees. Journal of
Psychology, 4(1), 25-32.

Sunday, A. J. (2014).The causes and impart of deviant behavior in the work place.
American Journal of Social Sciences, Arts and Literature, 1(2), 1-11.

317



Szostek, D. (2017). Counterproductive Work Behaviours in an Organization and
Their Measurement upon the Example of Research Conductedamong
Employees in the Public Administration Sector in Poland HANDEL
WEWNETRZNY 2017;4(369):169-179 (tom I) 169 Uniwersytet Mikotaja
Kopernika w Toruniu

Tahir, 1., Baloch, A. and Shujaat. S. (2018). Factor Influencing Counterproductive
Work Behaviour in Pakistani Organisations.ISSRA Papers 2018

Tatum, B. C., Eberlin, R., Kottraba, C., & Bradberry, T. (2003). Leadership, decision
making, and organizational justice. Management Decision, 41, 1006

Tang, T. L.-P., & Chen, Y.-J. (2008). Intelligence vs. wisdom: The love of money,
Machiavellianism, and unethical Behaviour across college major and gender.
Journal of Business Ethics, 82(1), 1-26.

Taylor, J.C. and Browers, D.G. (1974). Survey of Organizations (Institute for Social
Research, University of Michigan), Ann Arbor Taylor, J. (2007). The Impact
Of Public Service Motives On Work Outcomes In Australia: A Comparative
Multi-Dimensional Analysis. Public Administration, 85(4), 931-959.
Sources.

Tabachnick, B. G. & Fidell, L. S. (2007) Using Multivariate Statistics, 5th edition,
Boston, MA: Pearson Education, Inc.

Taylor, A. (2007, January 4). Gambling at work ‘costs employers £300M a year.
Financial Times. Retrieved from http://www.ft.com/home/us

Thau, S., Bennett, R. J., Mitchell, M. S., & Marrs, M. B. (2009). How management
style moderates the relationship between abusive supervision and workplace
deviance: An uncertainty management theory perspective. Organizational
Behaviour and Human Decision Processes, 108(1), 79-92.

The Centre for Retail Research. (2011). The Global Retail Theft Barometer.
Nottinghamshire, UK: Author.

Tepper, B.J. (2007) Abusive Supervision in Work Organizations: Review, Synthesis,
and Research Agenda. Journal of Management, 33, 261-289.

Tepper, B. J., Duffy, M. K., Henle, C. A., & Lambert, L. S. (2006). Procedural
injustice, victim precipitation, and abusive supervision. Personnel
Psychology, 59(1), 101-123.

Tepper, B. J., Duffy, M. K., Hoobler, J., & Ensley, M. D. (2004). Moderators of the
relationships between coworkers' organizational citizenship Behaviour and
fellow employees' attitudes.Journal of Applied Psychology, 89(3), 455-465.

318



Tepper, B. J., Moss, S. E., & Duffy, M. K. (2011). Predictors of abusive supervision:
Supervisor perceptions of deep-level dissimilarity, relationship conflict, and
subordinate performance. Academy of Management Journal, 54(2), 279-294.

Tepper, B. J. (2000).Consequences of Abusive Supervision. The Academy of
Management Journal, 43, 178-190.

Tepper, B. J., & Taylor, E. C. (2003). Relationships among supervisors’ and
subordinates’procedural justice perceptions and organizational citizenship
Behaviours. Academy of Management Journal, 46: 97-105

Tepper. B.J., Simon, S.L. & Park, H.M. (2017). Abusive Supervision, The Annual
Review of Organizational Psychology and Organizational Behavior is online
at orgpsych.annualreviews.org Page 123-153

Thau, S., Bennett, R. J., Mitchell, M. S., & Marrs, M. B. (2009).How management
style moderates the relationship between abusive supervision and workplace
deviance: An uncertainty management theory perspective. Organizational
Behaviour and Human Decision Processes, 108(1), 79-92.

Thau, S., & Mitchell, M. S.(2010).Self-gain or self-regulation impairment?Tests of
competing explanations of the supervisor abuse and employee deviance
relationship through perceptions of distributive justice. Journal of Applied
Psychology, 95(6), 1009-1031.

Thomas, D., Au, K., & Ravlin, E.(2003).Cultural variation and the psychological
contract. Journal of Organizational Behaviour, 24, 451-471.

Thomas, W.H. Ng, Simon S.K. Lam, Daniel C. Feldman (2015).Organizational
citizenship behavior and counterproductive work behavior: Domales and
females differ? Journal of Vocational Behavior .

Tipu, S., Ryan, J., & Fantazy, K.(2012).Transformational leadership in Pakistan: An
examination of the relationship of transformational leadership to
organizational culture and innovation propensity. Journal of Management &
Organization, 18(4), 461-480

Trevino, L. K. (1986). Ethical decision making in organizations: A person-situation
interactionist model. Academy of Management Review, 11(3), 601-617.

Trevino, L.K., Hartman, L.P and Brown, M. (2000), “Moral person and moral
manager: How executives develop a reputation for ethical leadership”,
California Management Review, Vol. 42, No. 4, pp. 128-142.

Trochim, W.M.K., (2000). Introduction to Validity. Social Research Methods 2nd
ed., Cincinnati, Ohio: Atomic Dog Publishing

319



Trochim, W., Donnelly, J.P., and Arora, K. (2016). Research Methods: The Essential
Knowledge Base. Cengage, Boston.

Timms, C., Brough, P., & Graham, D. (2012). Burnt-out but engaged: The co-
existence of psychological burnout and engagement. Journal of Educational
Administration, 50, 327-345.

Torkelson, E., Holm, K., Backstrom, M., & Schad, E.(2016).Factors contributing to
the perpetration of workplace incivility: the importance of organizational
aspects and experiencing incivility from others. Work & Stress, 30(2), 115-
131.

Turnley, W. H., & Feldman, D. C. (1999). The impact of psychological contract
violations on exit, voice, loyalty, and neglect. Human Relations, 52(7), 895—
922.

Tuclea, E.,C., Vranceanu, M., D., Filip A. (2015). Dimensions of Deviant Workplace
Behaviour in Small and Medium Sized Enterprises. Review of International
Comparative Management, volume 16,Issue 1.

Tuna, M., Ghazzawi, |., Yesiltas, M., Tuna, A. A., & Arslan, S. (2016). The effects
of the perceived external prestige of the organization on employee deviant
workplace Behaviour: The mediating role of job satisfaction. International
Journal of Contemporary Hospitality Management, 28(2), 366-396.

Tziner, A., Fein, E. C., Sharoni, G., Bar-Hen, P., & Nord, T. (2010). Constructive
deviance, leader-member exchange, and confidence in appraisal: How do
they interrelate, if at all? Revista de Psicologia del Trabajo y de las
Organizaciones, 26(2), 95-100.

Uche,l.l, Georg, O & Abiola W.(2017).Counterproductive Work Behaviors: a
Socio-Demographic Characteristic-Based Study among Employees in the
Nigerian Maritime Sector ACTA UNIV. SAPIENTIAE, ECONOMICS AND
BUSINESS, 5, (2017) 117-138

Unal, A. (2012). "Deviant Teacher Behaviours and Their Influence on School Rules
and Interpersonal Relationships at School.” Eurasian Journal of Educational
Research 49: 1-20.

Uusi-Kakkuri. P.(2017).Transformational Leadership and Leading Creativty

Doctoral thesis by publication University of Vaasa Faculty of Business
Studies Department of Management P.O. Box 70FI-65101 Vaasa Finland

Usmani, S., Kalpina, K., & Husain, J. Sleep Deprivation and workplace deviance: a
mediation approach.

320



Uzondu, C.N., Nwonyi, S. K. & Ugwumgbor, E.T. (2017). Abusive Supervision,
Work Tension and Overload as Predictors of Counterproductive Work
Behavior. International Journal of Health and Psychology Research Vol.5,
No.3, pp.37-48, October 2017

Vadera, A. K., Pratt, M. G., & Mishra, P. (2013). Constructive deviance in
organizations: Integrating and moving forward. Journal of Management,
39(5), 1221-1276..

Valentine, S. R., & Rittenburg, T. L. (2007). The ethical decision making of men and
women executives in international business situations. Journal of Business
Ethics, 71(2), 125-134.

Van den Broeck, A., Vansteenkiste, M., De Witte, H., & Lens, W. (2008).
Explaining the relationships between job characteristics, burnout, and
engagement: The role of basic psychological need satisfaction. Work &
Stress, 22(3), 277-294.

Van Rooy, D. L., & Viswesvaran, C. (2004). Emotional intelligence: A meta-analytic
investigation of predictive validity and nomological net. Journal of
Vocational Behaviour, 65(1), 71-95.

VanSandt, C. V., Shepard, J. M., & Zappe, S. M. (2006). An examination of the
relationship between ethical work climate and moral awareness. Journal of
Business Ethics, 68(4), 409-432.

Vardi, Y., & Wiener, Y. (1996). MisBehaviour in organizations: A motivational
framework. Organization Science, 7(2), 151-165.

Verton, D. (2000). Employers ok with e-surfing. Computerworld, 34(1), 16.

Vigoda-Gadot, E., & Kapun, D. (2005). Perceptions of politics and perceived
performance in public and private organisations: a test of one model across
two sectors. Policy & Politics, 33(2), 251-276.

Viswanathan, M., & Kayande, U. (2012). Commentary on “common method bias in
marketing: Causes, mechanisms, and procedural remedies”. Journal of
Retailing, 88, 556-562.

Vogel, R. M., Mitchell, M. S., Tepper, B. J., Restubog, S. L., Hu, C., Hua, W., &
Huang, J. C. (2015). A cross-cultural examination of subordinates'
perceptions of and reactions to abusive supervision. Journal of organizational
Behaviour, 36(5), 720-745.

321



Walumbwa, F. O., Avolio, B. J., & Zhu, W. (2008).How transformational leadership
weaves its influence on individual job performance: The role of identification
and efficacy beliefs. Personnel Psychology, 61(4), 793-825.

Walumbwa, F.O. & Lawler, JJ. (2003).Building effective organizations:
Transformational leadership, collectivist orientation, work-related attitudes
and withdrawal behaviours in three emerging economies. International
Journal of Human Resource Management, 14(7): 1083-1101.

Wang, B., Qian, J., Ou, R., Huang, C., Xu, B., & Xia, Y. (2016).Transformational
leadership and employees' feedback seeking: The mediating role of trust in
leader. Social Behaviour and Personality: an international journal, 44(7),
1201-1208

Wanek, J. E., Sackett, P. R., & Ones, D. S. (2003). Towards An Understanding Of
Integrity Test Similarities And Differences: An Item-Level Analysis Of
Seven Tests. Personnel Psychology, 56(4), 873-894.

Watson,D., & Clark, L. A. (1997).Extraversion and its Positive Emotional Core in
Handbook of Personality.

Watson, D., & Clark, L. A. (1984). Negative Affectivity: The disposition to
experience aversive emotional states. Psychological Bulletin, 96(3), 465.

Watson, D., & Pennebaker, J. W. (1989). Health complaints, stress, and distress:
exploring the central role of negative affectivity. Psychological Review,
96(2), 234.

Waseem, M. (2016). Deviant Workplace Behaviours in Organizations in Pakistan.

Weatherbee, T. G. (2010). Counterproductive use of technology at work: Information
& communications technologies and cyberdeviancy. Human Resource
Management Review, 20(1), 35-44.

Wilson, J. M., George, J., Wellins, R. S., & Byham, W. C. (1994). Leadership
trapeze: Strategies for leadership in team based organizations. Jossey-Bass
Publishers.

Willis, J. W. (2007). History and Foundations of Interpretivist Research Foundations

of qualitative research: Interpretive and critical approaches (pp. 95-147).
Thousand Oaks, CA: SAGE Publications, Inc.

Wiener, Y. (1982). Commitment in organizations: A normative view. Academy of
Management Review, 7(3), 418-428.

322



Wihler, A., Frieder, R., Blickle, G., Oerder, K., & Schitte, N. (2016). Political skill,
leadership and performance: the role of vision identification and articulation.
Handbook of Organizational Politics: Looking Back and to the Future, 59.

Wiener, Y. (1988). Forms of value systems: Focus on organizational effectiveness
and cultural change and maintenance. Academy of Management Review,
13(4), 534-545.

Wiesenfeld, B. M., Swann, W. B., Brockner, J., Bartel, C. A., & others. (2007). Is
more fairness always preferred? Self-esteem moderates reactions to
procedural justice. Academy of Management Journal, 50(5), 1235-1253.

Wofford, J.C., Whittington, J.L. & Goodwin, V.L. (2001). Follower motive patterns
as situational moderators for transformational leadership effectiveness.
Journal of Managerial Issues, 13, 196-211.

Wong, K. K. K. (2013). Partial least squares structural equation modeling (PLS-
SEM) techniques using SmartPLS. Marketing Bulletin, 24(1), 1-32

WU, J. & Lebreton, J. M. (2011).Reconsidering the dispositional basis of
Counterproductive Work Behaviour, The Role of Abearrant Personality.
Personnel Psycholgy. 64, 593-626.

Wyatt, K. & Phillips, J.G. (2005).“Internet Use and Misuse in the Workplace,” in
Proceedings of the 17" Australian Conference on Computer-Human
Interaction, Canberra, Australia. Yahya, K. K., Yean, T. F., Johari, J.,, &
Saad, N. A. (2016). Corruption Censure among Gen Y Public Servants: Do
Organizational Culture, Work Values and Religiosity Matter? International
Business Management, 10(16), 3567-3574.

Yahya, K. K., Yean, T. F., Johari, J., & Saad, N. A. (2016). Corruption Censure
among Gen Y Public Servants: Do Organizational Culture, Work Values and
Religiosity Matter? International Business Management, 10(16), 3567-3574.

Yen, C. H., & Teng, H. Y. (2013). The effect of centralization on organizational
citizenship behavior and deviant workplace behavior in the hospitality
industry. Tourism Management, 36(1), 401-410.

Yean, C. T., & Kheng, Y. K., (2017). Organisational Excellence among Malaysian
Public Universities. International Journal of Organization & Business
Execellence , Vol.2, Issue. 1.

Yildiz, B., Alpkan, L., Ates, H., & Sezen, B. (2015). Determinants of constructive
deviance: the mediator role of psychological ownership.International
Business Research, 8(4), 107.

323



Yildiz, B.& Alpkan, L. (2015). A Theoretical Model on the Proposed Predictors of
Destructive Deviant Workplace Behaviors and the Mediator Role of
Alienation Procedia - Social and Behavioral Sciences 210 ( 2015 ) 330 — 338.

Ying,L.&Cohen,A.(,2018).Dark triad personalities and counterproductivework
behaviors among physicians in China.International Journal of Health
Planning and Management - July 2018.

Yousaf, M., Zafar, S., & Abi Ellahi, A. (2014). Do public service motivation, red
tape and resigned work satisfaction triangulate together? International
Journal of Productivity and Performance Management, 63(7), 923-945.

Yuan, K.H. (2005), "Fit Indices Versus Test Statistics,” Multivariate Behavioral
Research, 40 (1), 115-48.

Yunus, O. M., Khalid, K., & Nordin, M. (2012). A personality trait and workplace
deviant behaviors. Human Resource Management, 47(1), 8678-8683.

Yukl, G. A. (1994; 2005). Leadership in organizations (6th ed.). Upper Saddle River,
NJ: Prentice- Hall.

Zaghini, F., Fida, R., Caruso, R., Kangasniemi, M., & Sili, A. (2016). What is
Behind Counterproductive Work Behaviours in the Nursing Profession?A
Systematic Review J Clin Res Bioeth, 7(1000277), 2.

Zapf, D., Knorz, C., and Kulla, M., (1996) On the relationship between mobbing
factors, the job content, social work environment and health outcomes,
European Journal of work and Organization Psychology, 5(2):215-237.

Zapf, D., & Einarsen, S. (2005). Mobbing at Work: Escalated Conflicts in
Organizations. Retrieved from http://psycnet.apa.org/psycinfo/2004-19514-
010

Zeb, Saeed, Rehman, Habibullah & Rabi,( 2012).Transformational and Transactional

Leadership Styles and itsimpact on the Performance of the Public Sector
Organizations in Pakistan Abasyn Journal of Social Sciences. Vol: 8 Issue: 1.

Zhang S. X. (2016).A Study of Followers under Transformational Leadership PhD
Dissertation, Walden University.

Zhao, H. Zhang, H.& XU,Y., (2016). Does the Dark Triad of Personality Predict
Corrupt Intention?The Mediating Role of Belief in Good Luck.

Zikmund, W. G., Babin, B. J., Carr, J. C., & Griffin, M. (2010).Business Research
Methods Canada: South-Western. Cengage Learning.

324



Zribi, H. & Souai, S. (2013). Deviant Behaviors in Response to Organizational
Injustice: Mediator Test for Psychological Contract Breach.The Case of
Tunisia.Journal of Business Studies Quarterly 2013, VVolume 4, Number 4.

325



APPENDICES

Appendix A Letter for Data Collection from Universiti Utara

Malaysia

GHAZALI SHAFIE GRADUATE SCHOOL OF GOVERNMENT
UUM Kolej Undang-Undang, Kerajaan dan Pengajian Antarabangsa
Universiti Utara Malaysia

06010 UUM SINTOK

KEDAH DARUL AMAN

MALAYSIA

5>’ Universiti Utara Malaysia

Tel: 604-928 7751/7752
Faks (Fax): 604-928 7799
Laman Web (Web): www.gsgsg.uum.edu.my

“MUAFAKAT KEDAH"

Reference No. : UUM/COLGIS/GSGSG/900853
Date : October 26, 2016

TO WHOM IT MAY CONCERN

Sir/Madam
DATA COLLECTION FOR PH.D THESIS

This is to certify that Javed Igbal (Matric Number : 900853) is a Full Time Doctoral student
at Universiti Utara Malaysia, Sintok, Kedah.

He needs to collect data for his research in order to fulfil the requirements of his
programme.

We duly hope that your organization will be able to assist him in getting the necessary
information for his research.

Thank you.

“KNOWLEDGE, VIRTUE, SERVICE"

Yours faithfully,

(HAJI ABU BAKAR BIN MAT S
Principal Assistant Registrar
On behalf of Dean
Ghazali Shafie Graduate School of Government
Tel : 04-9287752 Fax: 04-9287799

Email : abakar@uum.edu.my

Universiti Pengurusan Terkemuka
The Eminent Management University

<GAVBR @) Jinoa & cipa® B @ vy

326



Appendix B Letter for Data Collection

G ) '//’)7 7
Y ) fopy
NO. SO(Univ.)Misc.-2/2015
GOVERNMENT OF THE PUNJAB
HIGHER EDUCATION DEPARTMENT

Dated Lahore, the 7t December, 2016

1. The Registrars,

i University of Education, Lahore.
ii.  University of the Punjab, Lahore.
iii.  Government College University, Lahore.
iv.  University of Engineering and T echnology, Lahore.
3 v.  Lahore College Women University, Lahore.

2. The Chairman,

Board of Inlermediate and Secondary Ed:ication, Lahore.

Subject: REQUEST FOR DATA COLLECTION FOR PH.D THESIS

[am directed to enclose herewith a copy of application addressed to Chief
Secretary, Panjab by Mr. Javed Igbal, Doctoral student at University Utara Malaysia
(UUM),  Sintok,  Malaysia alongwith  its  enclosure, email  address

Javediatif2016@gmail.com, on the subject cited above,

T [ am further directed to request you to facilitate the appligant under
intimation to this Department, please. §
b d (ISHTIAQ|AHMAD)
A SECTION OFFICER (UNIV.)

§

S /7///(), :

l.“'

L 1. Section Officer (1&C), S&GA Department (Implementation & Coordination
Wing), Government of the Punjab, Lahore with reference to letter NO.
SO(1&C)5-86/2016(Misc.) dated 16.11.2016.

2. PS. to Secretary, Higher Education Department.
3. PS. to Additional Secretary (Academics), Higher Education Department.
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Appendix C Research Survey Consent Form

Title of Research: IMPACT OF TRANSFORMATIONAL LEADERSHIP ON
THE RELATIONSHIP BETWEEN INDIVIDUAL AND ORGANIZATIONAL
FACTORS AND DEVIANT WORKPLACE BEHAVIOUR

Researcher: Javed Igbal, PhD Student, University of UTARA Malaysia,
Contact Information: Javedlatif2016@gmial.com

Purpose of the Research: This thesis aims to empirically examine the impact of
individual and organisational factors on deviant workplace behaviour in Pakistani
public organistaion

What is involved in participating?
I will ask you to participate in questionnaire survey. If you are agree then please

complete this consent form and send it back to us.

Your participation is voluntary and you can choose to decline to answer any question
or even to withdraw at any point form the project. Anything you say will only be
attributed to you with your permission: if not, the information will be reported in

such a way as to make direct association with yourself impossible.

Confidentiality also means that the questionnaire will be coded and stored in such a
way as to make it impossible to identify them directly with any individual (e.g. they
will be organised by number rather than by name)

Consent: (Please tick on appropriate box)

| have read the above information and | am agree to participate in this study []

Participant’s signature:

Date:
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Appendix D Letter from Secretary HEC, Govt. of the Punjab Pakistan

£ = ‘ ) S ‘/’ ) 9
% ) e
NO. SO(Univ.)Misc.-2/2015
GOVERNMENT OF THE PUNJAB
HIGHER EDUCATION DEPARTMENT

Dated Lahore, the 7t December, 2016

1. The Registrars,

i University of Education, Lahore.
ii.  University of the Punjab, Lahore.
iii.  Government College University, Lahore.
iv.  University of Engineering and T echnology, Lahore.
> v.  Lahore College Women University, Lahore.

2. The Chairman,

Board of Inlermediate and Secondary Ed:ication, Lahore.

Subject: REQUEST FOR DATA COLLECTiON FOR PH.D THESIS

I'am girected to enclose herewith a copy of application addressed to Chief
Secretary, Punjab by Mr. Javed Igbal, Doctoral student at University Utara Malaysia
(UUM),  Sintok,  Malaysia alongwith  its  enclosure, email  address

javediatif20i6@gmail.com,-on-the subject cited above.

2 I am further directed to request you to facilitate the appligant under
intimation to this Department, please. \
VO d (ISHTIAQ/AHMAD)
A SECTION OFFICER (UNIV.)

4 18 ,/"__"z
W

L 1. Section Officer (1&C), S&GA Department (Implementation & Coordination
Wing), Government of the Punjab, Lahore with reference to letter NO.
SO(1&C)5-86/2016(Misc.) dated 16.11.2016.

2. PS.to Secretary, Higher Education Department.
3. PS. to Additional Secretary (Academics), Higher Education Department.

l(‘f
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Appendix E Letter from Registrar University of Veterinary and Animal

Sciences Lahore

UNIVERSITY OF VETERINARY AND ANIMAL SCIENCES
LAHORE, PAKISTAN

Tel: (Direct)042-99212868, (PBX) 042-99211449-99211374 Ext.128 Fax: 042-99211461
E-mail: registrar@uvas.edu.pk

OFFICE OF THE REGISTRAR
No: Rearisr/ /0796

il Dated:__/ 3~ 12--/4.
0,

Mr. Javed |gbal,
Student of PhD,
University Utara,
06010 UM Sintok,
Kedah Darul Aman
Malaysia.

Subject: REQUEST FOR DATA COLLECTION FOR PHD THESIS

| am directed to refer to your application and to inform that the competent
authority has been pleased to allow you to collect data / information from UVAS, Lahore
employees through questionnaires for your research entitled “the Impact of Transformational
Leadership on the Relationship Between Factors and Deviant Workplace Behavior in Pakistan

Public Organizations”.

(AMJAD MEHMOOD)
Deputy Registrar (Gen)
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Appendix F Letter from Registrar University of the Punjab Lahore, Pakistan

The Registrar )
University of the Punjab

Laiiore.

Subject: REQUEST FOR DATA COLLECTION FOR PH.D THESIS

Respected Sir

It is submitted that the undersigned is a full time Doctoral Student at University Utara
Malaysia (UUM), Sintok and took initiated to do research on the “The Impact of
Transformational Leadership on the Relationship Between Factors and Deviant Workplace
Behaviour in Pakistani Public Organizations™. (University request letter is attached as

annexure).

| have needed to collect data through questionnaire of your organization employees

for my research in order to fulfill the requirement of my PhD Programme.

In this regard, it is therefore, requested that may please be allowed to get data of your

organization through your employees.

Thanks with best regard

m# 70

JAVED IQBAL

Pho(Public Administration)

Javedlatif2016@gmail.com

033262 /025
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Appendix G Letter from Registrar University of Education Lahore, Pakistan

12/17/2016 Gmail - Request for Data Collection for PhD Thesis

M Gmail Javed Igbal <javedlatif2016@gmail.com>

Request for Data Collection for PhD Thesis

1 message

Muhammad Uzair Khaleeq/ Assistant Director/ Administration
<uzair.khaleeq@ue.edu.pk>

Reply-To: uzair.khaleeq@ue.edu.pk

To: javediatif2016@gmail.com

Cc: registrar@ue.edu.pk, director.research@ue.edu.pk

Thu, Nov 24, 2016 at 7:04 PM

Dear Mr. Javed Igbal,

Please refer to your application submitted to Registrar regarding the subject cited above.

| have been directed to requested you to please contact Dr. Shahzada Qaisar, Director, Directorate of Research
regarding the subject matter.

He can be contacted through
Email: director.research@ue.edu.pk

Tel: 042-99262217

Regards,

Muhammad Uzair Khaleeq | Assistant Director Administration
GSM$92-321-4495213 | Tel +92-42-99262227

Lmrail: uzair.khaleeg@ue.edu. pk

URL: www. ue.edu.pk

Address: Universit

of Education, College Road Township, Lahore

https://mail.google.com/mail/w0/?ui=28ik=a3202fb33b&view=pt&search=inbox&th=15896023bbc0%a3edsim|=15896023bbc0%a3e 7”
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Appendix H Letter from Registrar University of Health Sciences, Lahore,

Pakistan

NIVERSITY OF iHEALLT LAHORI

All Departments
University of Health Sciences

I.ahore

Subject: REQUEST FOR DATA COLLECTION FOR PH.D THESIS

I Igbal Ph.D o) ISty tara, Malaysia has
Myl [qbal 0) Ll . He ¢ | Mededd 1S
\ e emp €S e reg to lacilitate \l for dat:

o
\ / (/

Y
cctor (Amiy & Coord)
F

y
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Appendix | Letter from Registrar of King Edward Medical University

Lahore, Pakistan

Medicg

The Regist ) ! Upy
e Registrar Q,b\sg@g\smr Officg /7%

King Edward Medical Unversity

€ 19 0EC W6
* Nolo(l .

Lahore.

Lahore.

Subject: REQUEST FOR DATA COLLECTION FOR PH.D THESIS

Respected Sir.

It is submitted that the undersigned is a full time Doctoral Student at University Utara Malaysia
(UUM), Sintok. Malaysia and took initiated to do research on the “The Impact of
Transformational Leadership on the Relationship Between Factors and Deviant Workplace
Behaviour in Pakistani Public Organizations”. (University request letter is attached as

annexure).

I'have needed to collect data through questionnaire of your organization employees for my

research in order to fulfill the requirement of my PhD Programme.

In this regard, it is therefore requested that may please be allowed to get data of your
organization through your employees.
I'hanks with best regards.
Y oty 7

Yours Sincerely

1 b 14 Y |
/} e ( L : \l,
N ‘r\./% {\ \'\/
JAVED IQBAL N U /\

PhD (Public Administration) % /\

Javedlatif2016@gmail.com

Cell No. 03312621025
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Appendix J Cover Letter of Questionnaire Used for the Survey

UNIVERSITI UTARA MALAYSIA 06010 SINTOK, KEDAH
Date:
Dear Sir/Madam

Subject: A QUESTIONNAIRE ON IMPACT OF TRANSFORMATIONAL
LEADERSHIP ON THE RELATIONSHIP BETWEEN FACTORS AND
DEVIANT WORKPLACE BEHAVIOUR IN PAKISTANI PUBLIC
ORGANISATIONS.

I am a doctoral student at University Utara Malaysia (UUM). | am conducting a

survey to investigate your experiences as a public employee working in public
organizations Punjab, Pakistan. This study is to fulfill requirements for the degree of
doctoral of philosophy in Public Administration at the university.

I am seeking your assistance in completing the attached questionnaire. Your
participation in this study is completely voluntary and may decline from participating
whenever you wish to do so.

However, as this study is important for me and for the public organization
administration in improving your experiences, | would like you to spend a little time
to answer the questions. Your answers are very important to the accuracy of my
study. Information gathered from you will be kept strictly confidential, and your
identity will remain anonymous.

Once you have completed the questionnaire, Please return it by using the
preaddressed envelope attached here with.

If you wish to know more about my study under investigation, please don’t hesitate
to contact me at this email address; javedlatif2016@gmail.com or alternatively, you
can speak me directly at this cell number: 006 014 9331260 (Malaysia) or 0092
3312621025 (Pakistan).

Thank you again for your kind help and assistance.

Regards

JAVED IQBAL
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Appendix K Main Questionnaire Used for the Survey

QUESTIONNAIRE

Please tick the appropriate answer in the box provided.

Section: |
Demographic Information

1. What is your Gender?
] Male | Female

2. What is your marital status?
| Married "] Unmarried

3. What is your highest level of formal education?

[

(0 I I I B

]

Less than graduation

University graduation

Master degree

MPhil

PhD

Other (name please )

4. What is your age?

[

[ I I A

[]

5. How many years of work experience do you have in total?
6. For how many years you are working in the current organization

7. What is the level of your job in this organization?

[

Less than 25 years
26 to 30 years
31 to 35 years
36 to 40 years
41 to 45 years

Above 45 years years

years

Top Level [ Middle Level [J Lower level

8. Nature of Job/employment

] Permanent ] Contract ] Work charge basis
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Section: 2

Deviant Workplace Behavior

I)Sabotage
wn
&
oL |9 z S
w = [ @D > «
L O D = Q =
It 523 |3 |8 | >
Sr. ems ° = @ @ P
g
1 2 3 4 5
Do you think that employees in your
1 | organization: Purposely waste organizational
material/office supplies
Do you think that employees in your
2 | organization: Purposely damage organizational
equipment/property
3 Do you think that employees in your
organization: Purposely litter the place of work
ii) Withdrawal
1 Most of employees in my organization: Come
to work late without permission
Most of employees in my organization: Stay at
2 ] WY
home and lie as being sick when actually not
3 Most of employees in my organization: Taken
longer break than were allowed to take.
4 Most of employees in my organization: Leave
work earlier than allowed

iii) Production Deviance

Do you think that employees in your

1 organization: Purposely did work incorrectly
Do you think that employees in your
2 | organization; Purposely worked slowly when
things needed to get urgently
Do you think that employees in your
3 | organization: Purposely failed to follow
instructions
1V) Theft
| have seen many employees in my
1 | organization: Stealing something belonging to
the organization
| have seen many employees in my
2 | organization:  Taking office supplies/tools
home without permission
I have seen many employees in my
3 | organization: Taking money from the
organization without permission
I have seen many employees in my
4 | organization: Stealing something belonging to

someone at work.
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V) Abuse against others/Bullying

Told people outside the job what a lousy place

! you work for

2 Started or continued a damaging or harmful
rumor at work Abuse

3 | Been nasty or rude to a client or customer

4 | Insulted someone about their job performance

5 | Made fun of someone’s personal life Abuse

6 | Ignored someone at workplace

7 Blamed someone at work for error you made

8 Started an argument with someone at
workplace

9 | Verbally abused someone at workplace

10 Made an obscene gesture (the Winger) to
someone at work

11 | Threatened someone at work with violence

12 Threatened someone at work, but not
physically

13 Said something obscene to someone at work to
make them feel bad Abuse

14 Did something to make someone at work look
bad

15 Played a mean prank to embarrass someone at
work

16 Looked at someone at work’s private
mail/property without permission

17 | Hit or pushed someone at workplace.

18 | Insulted or made fun of someone at workplace

vi) Misuse of Time and Resources

1

I have observed employees in my organization:
Conducting personal business during official
timings

| have observed employees in my organization:
Taking longer lunch/prayer breaks

I have observed employees in my organization:
Using organizational resources i.e. vehicles
which are not authorized

I have observed employees in my organization:
Making personal long calls from official
telephone

| have observed employees in my organization:
Using computer for games/chatting rather than
duty
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vii) Kickbacks/Corruption

Employees in this organization: Deviate from

! formal job responsibilities for kickbacks.
5 Employees in this organization: Intentionally
delay a job to receive kickbacks.
| have observed employees in my organization:
3 . .
Ignore merit or rules for kickbacks.
| have observed employees in my organization:
4 | Receive huge personal gains through
kickbacks.
5 | have observed employees in my organization:

lllegally favor a person who pays bribe.

Section: 3

Individual Factors

(1) Personality Trait
I see myself as someone Who...

Sr. Items 22| g S & |8g
1 2 3 4 5

1. | Is talkative

2 | Tends to find fault with others_ (R)

3 | Does athorough job

4 | Is depressed, blue

5 | Isoriginal, comes up with new ideas

6 |Isreserved __ (R)

7 | Is helpful and unselfish with others

8 | Can be somewhat careless (R)

9 | Is relaxed, handles stress well(R)

10 | Is curious about many different things

11 | Is full of energy

12 | Starts quarrels with others (R)

13 | Is areliable worker

14 | Can be tense
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15

Is ingenious, a deep thinker

16

Generates a lot of enthusiasm

17

Has a forgiving nature

18 | Tends to be disorganized(R)
19 | Worries a lot
20 | Has an active imagination

21 | Tends to be quiet (R)

22 | Is generally trusting

23 | Tends to be lazy (R)

24 | Is emotionally stable, not easily upset (R)
25 | Isinventive

26 | Has an assertive personality

27 | Can be cold and aloof (R)

28 | Perseveres until the task is finished
29 | Can be moody

30 | Values artistic, aesthetic experiences
31 | Is sometimes shy, inhibited (R)

32 | Is considerate and kind to almost

33 | Does things efficiently

34

Remains calm in tense situations(R)

35 | Prefers work that is routine(R)

36 | Is outgoing, sociable

37 | Is sometimes rude to others (R)

38 | Makes plans and follows through with them
39 | Gets nervous easily

40 | Likes to reflect, play with ideas

41 | Has few artistic interests (R)

42 | Likes to cooperate with others

43 | Is easily distracted (R)

44 | Is sophisticated in art, music, or literature
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(I1) Dark triad personality
a)Machiavellianism

1 | It's not wise to tell your secrets.

5 | like to use clever manipulation to get my
way.

3 Whatever it takes, you must get the important
people on your side.
Avoid direct conflict with others because they

4 )
may be useful in the future.

5 It’s wise to keep track of information that you
can use against people later

6 You should wait for the right time to get back
at people.

7 There are things you should hide from other
people because they don’t need to know.

8 | Make sure your plans benefit you, not others.

9 | Most people can be manipulated.

b) Narcissism

1 | People see me as a natural leader.

2 | I hate being the center of attention (R)

3 Many group activities tend to be dull without
me.

4 I know t_hat I am special because everyone
keeps telling me so.

5 | feel embarrassed if someone compliments
me. (R)

6 | I like to get acquainted with important people.

7 | I have been compared to famous people.

8 | I'am an average person. (R)

9 | linsist on getting the respect I deserve

(c) Psychopathy

1 | Ilike to get revenge on authorities.

2 | Payback needs to be quick and nasty.
I avoid dangerous situations. (R)
People often say I’'m out of control.

5 | It’s true that I can be mean to others.
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6 | People who mess with me always regret it.
7 I have never gotten into trouble with the law.
(R)
8 | I’ll say anything to get what I want.
Section: 4
Organizational factors
I)  Organizational Injustice
o L
— w w pm
) o
> S|lz3 | Z S| 3
Sr. Items FQe & 2|5 |32 | <
9] = = 9
P<|g > | o ® > >
| D QD - QD «
(7)' —~+ ~+ 8
@D
Some people at my workplace receive special
1 | treatment because they are friendly with
SUpervisors.
People at my workplace sometimes get
2 | credit for doing more than they actually
do.
People at my workplace sometimes put off
3 | finishing tasks so that they do not get assigned
additional work.
The work in my department is often more
4 difficult than it needs to be because people in
other departments do not do their jobs the best
they could.
) Abusive Supervision
My supervisor is
1 | Ridicules me
2 | Tells me my thoughts or feelings are stupid
3 | Gives me the silent treatment
4 | Puts me down in front of others
5 | Invades my privacy
6 | Reminds me of my past mistakes and failures
v Doesn't give me credit for jobs requiring a lot of
effort
8 Blames me to save  himself/herself
embarrassment
9 | Breaks promises he/she makes
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Expresses anger at me when he/she is mad for

10 an-other reason

11 | Makes negative comments about me to others

12 | Is rude to me

13 Does not allow me to interact with my co-
workers

14 | Tells me I'm incompetent

15 | Liesto me

16 Provides me with assistance in exchange for my

efforts

Section:5
Transformational Leadership

My supervisor or boss is

D20 =z @
h'=|on | o g g 3
Sr. Items 2Sl1& |5 |5 B3
~NQ |3 (]
RS|8 |2 |°P<
1 | Provide me with assistance in exchange for my efforts
2 Re-examines critical assumptions to question whether
they are appropriate
3 | Fails to interfere until problems become serious
4 Focuses attention on irregularities, mistakes, exceptions,
and deviations from standards
5 | Avoids getting involved when important issues arise
6 | Talks about his/her most important values and beliefs
7 | Is absent when needed
8 | Seeks differing perspectives when solving problems
9 | Talks optimistically about the future
10 | Instills pride in me for being associated with him/her
11 Discusses in specific terms who is responsible for

achieving performance targets
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12

Waits for things to go wrong before taking action

13

Talks enthusiastically about what needs to be
accomplished

14

Specifies the importance of having a strong sense of
purpose

15

Spends time teaching and coaching

16

Makes clear what one can expect to receive when
performance goals are achieved

17

Shows that he/she is a firm believer in “If it a is n’t broke,
don’t fix it.”

18

Goes beyond self-interest for the good of the group

19

Treats me as an individual rather than just as a member of
agroup

20

Demonstrates that problems must become chronic before
taking action

Note: (“R”) denotes reverse-scored items.

344




Appendix L Results of Pilot Study

Sr.No | Constructs Items | Alpha
Value
1 Sabotage 0.84
2 Withdrawal 4 0.87
3 Production deviance 3 0.71
4 Theft 4 0.89
5 Abuse against others 18 0.96
6 Miss-use of time & resources 5 0.83
7 Kickback 5 0.70
9 Personality traits 44 0.94
10 Machiavellianism 9 0.72
11 Narcissism 9 0.705
12 Perceived organizational injustice 9 0.702
13 Abusive supervision 16 0.93
15 Transformational leadership 20 0.91
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Appendix M Summary of Systematic Review in the Area of Deviance

Workplace Behaviour

Source of Article Study Constructs and Moderator/ Mediator Theoretical
Antecedents Framework
Adejoh and Empirical  study on NA NA
Adejoh,(2013) organizational and
individual destructive
deviance
Agboola and Case study on NA Field Theory
Salawu,(2011) organizational and
individual destructive
deviance
Ahmad and Omer, Literature review on Work family conflict Conservation of
(2013) organizational and resource theory
individual destructive and Reactance
deviance theory
Ahmad, Kiyani and Empirical  study on Work alienation Breach of
Hashmi, (2013) workplace deviance; Psychological
Organisational Cynicism, Contract
organizational injustice
Abdul and Empirical  study on Trust Social
Nasurdin,(2008) organizational and inorganisation(Mediadtor) information
individual destructive and Locus of control( processing theory,
deviance Moderator ) Social exchange
theory and equity
theory
Alias,Rasdi,said,and Literature  review on Job satisfaction Social Exchange
Samah, (2013) organizational and (Mediator) theory and
individual destructive General Strain
deviance theory
Alias, Rasdi and said Empirical  study on NA NA
(2012) organizational and
individual destructive
deviance: individual,

Ambrose, Schminke
and Mayer,(2013)

Appelbaum,Deguire
and Lay,(2005)

situational factors.

Empirical  study on
organizational and
individual destructive
deviance: Interactional

justice, Group structure.

Literature Review on
both positive and
negative deviant
Workplace behaviours;
Ethical climate
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Justice climate (Mediator)
and Work group
structure(Moderator)

NA

Social Learning
theory, Structural
Contingency
theory, Justice
theory and
Uncertainty
management
theory

Social Learning
theory



Appelaum and Shapiro,

(2006)

Appelbaum,laconi and
Matousek,(2007)

Bagchi and
Bandyopadhyay,
(2016)

Bahri, Langrudi and
Hosseinian,(2013)

Bodankin and
Tziner,(2009)

Bolin and
Heartherly,(2001)

Bolton and Grawitch,
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Bowling and
Eschlemaman,(2010)

Chen, Chen, and Liu,
(2013)

Chen, Fahb and
Jina( 2015)

Chirasha and
Mahappa,(2012)

Literature Review on
both positive and
negative deviant
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Leadership,justice,
satisfaction,
commitment,
and normlessness

bonding

Literature Review on
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individual destructive
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models, operational
environment , individual
personality ,justice and
psychological

empowerment

Model testing on
workplace
deviance:Recession
Empirical ~ study on
workplace
deviance:Organizational
justice, Interpersonal

conflict and job
satisfaction

Empirical  study on
constructive and
destructive deviance
behaviour

Empirical ~ study  on
workplace deviance:
Theft approval,
Company contempt,

intent to quit and
dissatisfaction

Literature review on
workplace deviance:
Recommendation for
practitioners to address
DWB

Empirical  study on
workplace deviance:
Work stressor

Empirical ~ study on
workplace deviance:
Negative affectivity
Emperical  studty on
workplace deviance:

perceived organizational
support

Case study on deviant
behavior in workplace:
Organizational climate,
Organizational  justice,
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NA

NA

NA

NA

NA

NA

NA

Employee personality
Ethical climate
(Moderator )

NA

NA

Social Learning
theory, Social
Bonding theory,
and Equity theory

Social Learning
Theory, Social
Bonding theory,
Equity theory and
Cognitive Social
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Becker’s
framework

NA

Social Cognitive
theory

NA

NA

Transactional
theory of stress
and coping

NA

NA
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Chullen et al.,(2010)

Chung and
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Colbert et al.,(2004)

Dagher and
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Diefndorff and Mehta,

(2007)

Demir,(2011)

Fagbohungbe,Akinbode
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Perceived organizational
support, Trust, Work
stress and power lessness

Empirical  study on
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Supportive  leadership:

leader member exchange
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supports. Job  design:
Intrinsic motivation and
depersonalization

Empirical  study on
constructive deviance
behavior: Psychological
ownership

Empirical  study on
workplace deviance;
Moral disengagement

and turnover intension

Empirical ~ study on
workplace deviance;
personality and work

situations(perception  of
developmental
environment)

Empirical ~ study  on
constructive deviance
behavior: Employs
engagement vigor,
dedication and
absorption

Empirical  study  on
deviance behavior:
Procedural justice
Empirical ~ study on
workplace deviance
behavior: Avoidance
motivation, personal
mastery, competitive
excellence, general
approach motivation
Empirical  study on
deviance behavior:
Organizational  justice,
Organizational trust,
affective  commitment,
continues commitment,
nutritive commitment
Empirical  study on
workplace deviance:
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Collectivistic orientation
(Moderator)

Conscientiousness,

emotional stability
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Perceived normative
conflict
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NA
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Exchange theory,
Social Exchange
theory,
Organization
Support theory,
Self-
determination
theory and
Conservation of
Resource theory

Regularity focus
theory. Social
identity theory
and Stewardship
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NA

Social Exchange
theory, Norm of
reciprocity and
organizational
support theory

NA

Equity theory

Achievement
motivation theory
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Affective Event
Theory and



Farasat and
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Fatima, Atif, Saqgib and

Haider,(2012)

Farhadi et al.,(2015)

Fida et al., (2015)

Ferris, Brown,Heller,
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Ferris, Brown, Lian and

keeping,(2009)

Ferris, Spense, Brown

and Heller,(2012)

Flaherty and Mass,
(2007)

Galperine and
Burke,(2006)

Henle,(2005)

Employees
organizational reaction

Review on deviance
behavior:  Farness of
treatment, Supervisor
support,  organizational
rewards and job
condition

Empirical ~ study on
workplace deviance;
impact of organizational
injustice on job

satisfaction  and, to
impact of job satisfaction
on Deviance workplace
behaviors.

Empirical  study on
Deviant workplace
behavior: Demographic
Factors

Empirical ~ study on
Counterproductive
behaviour; Moral

disengagement

Empirical  study on
organizational deviance:
Organizational support

Empirical  study  on
deviance behavior: Level
(high and low) and type
(contingent/ non-
contingent ) of self-steam

Empirical ~ study on
workplace deviance:
Within personal relation
of interpersonal justice

Empirical  study on
workplace deviance
behavior; personality.

workplace injustice and
team context

Empirical ~ study on
destructive and
constructive deviance
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Work-holism

Empirical  study on
workplace deviance:
Justice
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Job satisfaction
(Mediator)

NA

NA

Organization based self-
esteem (Mediator)

Contingent self esteem
(Moderator)

Self-esteem (Moderator)

NA

NA

Socialization impulsive

Agency Theory

Social exchange
theory

NA

NA

NA

Belongingness
theory

Self Consistency/

Behavioural
plasticity theory

Behavior
plasticity theory,
conservation of
resources theory

Social exchange
theory and Equity
theory

Social Exchange
theory, Need for
achievement
theory, Locus of
control theory and
social bonding
theory

NA



Holtz and
Harold,(2013)

Hussain, (2013)

Ishag, and Shamsher,
(2016)

Igbal, Baharom, and
Khairi(2017)

Igbal, Baharom, and
Khairi(2017)
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Judge, Scott and
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Kura, Shamsudin, and

Chauhan,(2013a)

Kura, et al.,(2013b)

Empirical  study on
workplace deviance:
Interpersonal justice

Empirical  study on
workplace deviance:
Psychological contract

Empirical ~ study on
workplace deviance
behaviour: Psychological
contract breach

Empirical  study on
deviance workplace
behavior:
Transformational
leadership

Empirical ~ study on
deviant workplace
behavior: Demographic
Factors

Empirical  study on
workplace deviance:

Personality factor and

organizational factors

Empirical  study on
workplace deviance:
Emotions and  work
attitude

Empirical ~ study on
workplace deviance;
Empirical ~ study on
deviant workplace
behavior: withdrawal
intention

Empirical  study on
workplace deviance:
conflict and  abusive
workplace

Empirical ~ study on
workplace deviance:
Organizational ~ formal
control

Empirical  study on
workplace deviance:
Precived injunctive,
descriptive and  self-

regulatory efficacy affect
and cognitions
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Interpersonal justice
values and justice
orientation (Moderator )

NA

Revenge attitude and
Self-Control
(Moderating)

NA

NA

Trait hostility
(Moderator)

NA

NA

Social
competencies(political
skill, self-monitoring, and
emotional intelligence)

Self-regulatory efficacy
(Moderator)

Self-regulatory efficacy
(Moderator)

Social exchange
theory, social
learning theory
and extant theory,
influential theory
and effective
events theory

NA

Psychological
contract breach

NA

Social exchange
theory, Social
learning theory,
psychological
breach contract
theory

NA

Affective events
theory

NA

NA

NA

Stimulus response
theory and social
cognitive theory

Social learning
theory and social
efficacy theory



Lara et al.,(2007)

Lee and Allen, (2002)

Mayer et al.,(2012)

Marcus and
Schuler(2004)

Mount, Ilies and
Johnson, (2006)

Muafi,(2011)

Nasir and Bashir
,(2012)

Narayanan and
Murphy, (2017)

Nirankari and
Seth,(2015)

Novalien, (2017)

Omer et al.,(2011)

Peterson,(2002)

Peng, Tseng and Lee,
(2011)

Empirical ~ study on
workplace deviance:
effect of procedural
justice

Empirical ~ study on
workplace deviance:
Affect(positive and
negative  Affect) and
cognitions

Empirical ~ study on
workplace deviance:

Leader Mistreatment

Empirical  study on
counterproductive
workplace behaviour: 24
predictors of GCB

Empirical  study on
workplace deviance:
personality traits
Empirical ~ study on
workplace deviance:
Intent to quit,
dissatisfaction and
company contempt
Empirical  study on
workplace deviance: Job
satisfaction and

organizational justice

Review on workplace
deviance behavior

Framework on deviant
workplace
behavior:conflict,justic
perception,control,mental
stress

Conceptual  framework
on deviant workplace
behavior: Ethical Climate
and National Cultue

Empirical  study on
deviance workplace
behavior: Job stress and
Job satisfaction

Empirical ~ study on
workplace deviance:
organization’s ethical
climate

Empirical  study on
deviance behavior:
supervisor feedback

environment and work
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Perceived normative
conflict( mediating
variable)

NA

Hostility

(Mediator)and
Competence uncertainty
((Moderator)

NA

Job satisfaction

(Mediator)

NA

NA

Culture (Moderator)

NA

Workplace Spirituality
and Organizational

Commitment( Mdiators )

NA

NA

NA

NA

Social Exchange
theory and
Uncertainty
Management
Theory

Self-control
theory. The
General theory of
crime,

Social Exchange
Theory

Attribution
theory,
accountability
theory and social
distance theory

NA

Social Cognitive
theory

NA

NA

NA

Ethical Theory

NA



Pradhan,(2013)

Pradhan and Pradhan
(2014)

Radzali, Ahmad and
Omar, (2013)

Raheem et al.(2012)

Rogojan, (2009)

Rotundo
and Xie (2008

Satpathy, Patnaik and
Mohanty, (2016)

Silva and Ranasinghe,
(2017)

Shazad and
Mehmood,(2012)

Shaheen, Bashir, and
Khan ,(2017)

related stressor

Empirical  study on
workplace deviance:
Leadership

(transformational and
transactional)

Empirical  study on
deviance workplace
behavior:  Impact of
transformational
leadership

Empirical ~ study on
deviant workplace

behavior; workload, job
stress and family to work
conflict

Empirical  study on
deviance workplace
behavior: Impact of Job
Characteristics

Literature review on
workplace deviance;
Individual,
organizational and
situational factors
Empirical studies on
counterproductive work
Behavior: study 1
investigates whether
CWB in China is

described by similar or
different behaviours as in
the Western literature.

Study 2 examines the
importance that Chinese
managers place on task
performance, OCB, and
CWB.

Review deviant
workplace behavior

Empirical  study on
deviant workplace
behavior: impact job
stress, workload, Role

conflict and
role ambiguity

Empirical ~ study on
workplace deviance:
Organizational cynicism

Empirical study on
Organizational cronyism
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NA

Organizational Justice
(Moderator)

NA

NA

NA

NA

NA

Burnout(mediator) and
Negative affectivity

Psychological breach of

contract

NA

NA

NA

NA

NA

NA

NA

Social exchange
theory, Effort
reward in balance
theory and equity
theory



Shahid.& Ahmad,
(2016)

Sudha and Khan,(2013)

Sili et al., (2014)

Sunday,(2014)

Thau and
Mitchell,(2010)

Tziner et al.,(2010)

Tuclea et al.,2015

Vadera, Pratt
andMishra, (2013)

WU and Lebreton,
(2011)

Waseem,( 2016)

as an antecedent of
workplace deviance

The empirical study of
Impact of and the

Deviant Workplace
behavior: Organizational
Learning on
Organizational
Corruption.

Empirical  study on
workplace deviance:
Personality and

motivational traits

Empirical  study on
Counterproductive
Behaviour and moral
disengagement

Empirical  study on
workplace deviance;
Organisational Climate.,

Organisational ~ justice
Perceived organization
support ,  Trust in

organization, work stress
and powerlessness

Empirical  study on
workplace deviance:
Abusive supervision

Empirical ~ study on
constructive, innovative,

Challenging and
interpersonal  deviance
behavior

Empirical  study on
deviant workplace
behavior:  investigation
of Demission of DWB

Model on constructive
workplace deviance:
Intrinsic motivation, felt
obligation and Psycho-
logical empowerment

Empirical study on
Reconsidering the
Dispositional Basis

Of  Counterproductive
work behavior:The Role
of Aberrant Personality

Empirical  study on
organizational and
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(' Mediator )

Moral disengagement
(Mediator)

NA

NA

NA

Self-regulation
impairment

NA

NA

NA

Dark Triad Narcissism,

Machiavellianism,
Psychopathy

Job satisfaction
(Mediator)

N/A

NA

NA

NA

Social exchange
theory, self-
regulation
impairment
theory and
dissonance theory

Leader — member
exchange theory

NA

NA

NA

NA



Yen and Teng, (2013)

Yunus, Khalid and
Nordin,(2012)

Yildiz, Alpkan, Ates
and Sezen,(2015)

Yildiz and Alpkan,
(2015)

Zaghini et al.,(2016)

interpersonal  deviance
workplace behaviors

Empirical  study on
workplace deviance;
Centralization

Empirical  study on
workplace deviance:

Personality Trait

Review on constructive
deviance :Psychological
ownership ,Participative
decision making,

Theoretical model on the
destructive deviant
workplace behavior

A systemic review on
counterproductive  work
behaviour of Nursing
profession

Procedural Justice(
Moderator )

NA

Psychological ownership(
(Mediator)

Alienation (Mediator)

NA

Social Exchange
theory

Gough’s role-
taking theory

Social exchange
theory and
Equity theory

NA

NA
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