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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 
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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 



IV 

 

ACKNOWLEDGEMENTS 

‘In the Name of Allah, Most Gracious and Most Merciful’ all praise is due to Allah 

the Lord of the world who gave me the strength and courage to complete this 

enormous research work. This PhD thesis is dedicated to my late parents. The 

completion of which scripts a momentous in my life, wouldn’t have been possible 

without the assistance and support from my family members and friends in Pakistan 

and Malaysia. 

First of all, I would like to express my heartfelt thanks to my supervisors, Dr. Mohd 

Nazari Baharom and Dr. Mohd Dino Khairi Bin Sharfuddin, who provided me 

guidance, exceptional expertise and kind supervision throughout the Ph.D journey. I 

am also deeply indebted to Dr. Badariah Hj Din, Associate Professor, Dr. Rozita 

Binti Abdul Mutalib and Dr. Sabarani Ghazalie Senior Lecturers of Ghazli Shafie 

Graduate School of Government, UUM who also have been helpful enough to 

improve my research work as Reviwers.  

My younger brother Dr. Naveed Iqbal Ch who was always really an immense source 

of motivation for me to do Ph. D and he has helped me academically and financially 

to take this unremarkable task. My wife, Mrs. Mussarat Javed has also shown 

immense love, caring, kindness, patience, cooperation and persistent encouragement 

during the whole journey of Ph.D. My lovely daughters Asyhia Javed and Irfa Javed 

and son Hamza Javed who always welcome me with open arms and wide smile 

whenever they saw me at home after completion of each semester from UUM, Musa 

Javed are the most precious gift from almighty Allah to us during journey of my Ph. 

D study. May almighty Allah give all of them live long. 



V 

 

No doubt without the help the following officers and officials of the public 

organization Mr. Muhmmad Zaheer Babar PU, Lahore, MS. Hira Quarshi Lahore 

GCWU, Lahore, Muhammad Jamil, Mr. Muhammad Bilal University of Education, 

Lahore, Tanveer ul Hussaisn BISE, Lahore, Mr. Arfan UHS, Lahore, Malik 

Muhammmad Tariq, Mr. Muhammad Tahir TEVTA, Lahore, Mr. Muhammad Faisal 

Sarwar, PBTE Lahore, Muhammad Ahmad PEEF, Lahore, Mr. Muhammad Tanveer, 

UET, Lahore. Muhammad Mushtaq PEE Centre, Lahore, MS. Izka Munir, Mr. 

Farhan PSDF, Lahore, Mr. Tahir Muhdi-u- Din Lecturer in GC Civil lines, Lahore, 

Mr. Qasim Ali Nisar, Mr. Muhammad Farooq and Syed Ibn-ul- Hassan students of 

PhD in UUM.  

And finallay this theisis is dedicated to my late Parents.  

 

 

 

 



VI 

   

TABLE OF CONTENTS 

PERMISSION TO USE ................................................................................................ I 

ABSTRACT ................................................................................................................ II 

ABSTRAK ................................................................................................................. III 

ACKNOWLEDGEMENTS ....................................................................................... IV 

TABLE OF CONTENTS ........................................................................................... VI 

DECLARATION ASSOCIATED WITH THIS THESIS ......................................... XI 

LIST OF TABLES .................................................................................................... XII 

LIST OF FIGURES ................................................................................................ XIII 

LIST OF APPENDICES ......................................................................................... XIV 

LIST OF ABBREVIATIONS .................................................................................. XV 

CHAPTER ONE INTRODUCTION ....................................................................... 1 

1.1 Introduction......................................................................................................... 1 

1.2 Background of the Study .................................................................................... 3 

1.3 Problem Statement ............................................................................................ 10 

1.4 Research Questions ........................................................................................... 15 

1.5 Research Objectives.......................................................................................... 16 

1.6 Significance of the Study .................................................................................. 17 

1.6.1 Theoretical Significance .............................................................................. 18 

1.6.2 Practical Significance................................................................................... 19 

1.6.3 Methodological Significance ....................................................................... 21 

1.7 Scope of the Study ............................................................................................ 22 

1.8 Conceptual Definitions of Key Terms .............................................................. 25 

1.8.1 Deviant Workplace Behaviour ..................................................................... 25 

1.8.2 Demographic Factors ................................................................................... 26 

1.8.2.1 Gender ............................................................................................ 26 

1.8.2.2 Marital Status ................................................................................. 27 

1.8.2.3 Age ................................................................................................. 27 

1.8.2.4 Education........................................................................................ 27 

1.8.2.5 Experience ...................................................................................... 28 

1.8.2.6 Tenure ............................................................................................ 28 

1.8.2.7 Level of Job/Rank /Position ........................................................... 28 

1.8.2.8 Nature of Job/Employment ............................................................ 28 

1.8.3 Individual Factors ........................................................................................ 29 

1.8.3.1 Big Five Personality Traits ............................................................ 29 

1.8.3.2 Dark Triad Personality ................................................................... 30 

1.8.4 Organizational Factors ................................................................................. 31 

1.8.4.1 Organizational Injustice ................................................................. 31 

1.8.4.2 Abusive Supervision ...................................................................... 31 

1.8.5 Transformational Leadership ....................................................................... 32 

1.8.6 Public Organizations .................................................................................... 32 



VII 

   

1.9 Operational Definitions .................................................................................... 33 

1.9.1 Deviant Workplace Behaviour ..................................................................... 33 

1.9.2 Demographic Factors ................................................................................... 33 

1.9.3 Individual Factors ........................................................................................ 35 

1.9.3.1 Big Five Personality Traits ............................................................ 35 

1.9.3.2 Dark Triad Personality ................................................................... 35 

1.9.4 Organizational Factors ................................................................................. 36 

1.9.4.1 Organizational Injustice ................................................................. 36 

1.9.4.2 Abusive Supervision ...................................................................... 36 

1.9.5 Transformational Leadership ....................................................................... 36 

1.10 Public Organizations ......................................................................................... 37 

1.11 Organization of the Thesis ................................................................................ 37 

1.12 Summary ........................................................................................................... 39 

CHAPTER TWO LITERATURE REVIEW ........................................................ 40 

2.1 Introduction....................................................................................................... 40 

2.2 Deviant Workplace Behaviour ......................................................................... 41 

2.3 Dimensions of Deviant Workplace Behaviour ................................................. 51 

2.3.1 Abuse against others/Bullying ..................................................................... 52 

2.3.2 Withdrawal ................................................................................................... 54 

2.3.3 Theft ............................................................................................................. 56 

2.3.4 Misuse of Time and Resources .................................................................... 58 

2.3.5 Production Deviance .................................................................................... 59 

2.3.6 Sabotage ....................................................................................................... 60 

2.3.7 Corruption/Kickback.................................................................................... 61 

2.4 Factors Contributing to Deviant Workplace Behaviour ................................... 64 

2.4.1 Demographic Factors ................................................................................... 64 

2.4.1.1 Gender ............................................................................................ 65 

2.4.1.2 Marital Status ................................................................................. 65 

2.4.1.3 Age ................................................................................................. 66 

2.4.1.4 Education........................................................................................ 66 

2.4.1.5 Experience ...................................................................................... 66 

2.4.1.6 Tenure ............................................................................................ 67 

2.4.1.7 Level of Job/Rank of Job ............................................................... 67 

2.4.1.8 Nature of Job/Employment ............................................................ 67 

2.4.2 Individual Factors ........................................................................................ 67 

2.4.2.1 Big Five Personality Traits ............................................................ 69 

2.4.2.2 Dark Triad Personality ................................................................... 72 

2.4.3 Organizational Factors ................................................................................. 75 

2.4.3.1 Organizational Injustice ................................................................. 79 

2.4.3.2 Abusive Supervision ...................................................................... 83 

2.5 Transformational Leadership ............................................................................ 87 

2.6 Underpinning Theories ..................................................................................... 93 

2.6.1 Social Learning Theory................................................................................ 94 

2.6.2 Social Exchange Theory .............................................................................. 97 

2.6.3 Breach of Psychological Contract Theory ................................................... 99 



VIII 

   

2.7 Gaps in Literature ........................................................................................... 104 

2.8 Conceptual Framework ................................................................................... 109 

2.8.1 Relationship between Demographic Factors and Deviant Workplace 

Behaviour ................................................................................................... 111 

2.8.2 Relationship between Individual Factors and Deviant Workplace Behaviour

.................................................................................................................... 114 

2.8.3 Relationship between Organizational Factors and Deviant Workplace 

Behaviour ................................................................................................... 118 

2.8.4 Relationship between Transformational Leadership and Deviant Workplace 

Behaviour ................................................................................................... 122 

2.8.5 Moderting Effect of Transformational Leadership on the Relationship of 

Individual Factors and Deviant Workplace Behaviour .............................. 123 

2.8.6 Moderating Effect of Transformational Leadership on the Relationship 

between Organizational Factors and Deviant Workplace Behaviour ........ 125 

2.9 Summary ......................................................................................................... 132 

CHAPTER THREE RESEARCH METHODOLOGY ...................................... 133 

3.1 Introduction..................................................................................................... 133 

3.2 Research Philosophy ....................................................................................... 134 

3.3 Research Design ............................................................................................. 139 

3.4 Pilot Study ...................................................................................................... 140 

3.5 Research Approach ......................................................................................... 141 

3.6 Population, Sample and Sampling Technique ................................................ 142 

3.6.1 Population .................................................................................................. 143 

3.6.2 Sample Size ................................................................................................ 146 

3.6.3 Sampling Techniques ................................................................................. 147 

3.7 Data Collection Process .................................................................................. 150 

3.8 Instrument and Measurement ......................................................................... 151 

3.9 Data Analysis .................................................................................................. 154 

3.9.1 Quantitative Analysis for Data Entry and Screening ................................. 155 

3.9.2 Quantitative Analysis for Demographic Factors........................................ 155 

3.9.3 Hypotheses Testing through Smart PLS .................................................... 155 

3.9.4 Model Fitness ............................................................................................. 160 

3.10 Reliability and Validity................................................................................... 165 

3.10.1 Reliability Analysis .................................................................................... 165 

3.10.2 Validity of Results ..................................................................................... 166 

3.10.3   Construct Validity ........................................................................... 167 

3.10.6   Internal Validity .............................................................................. 169 

3.10.7   External Validity or Generalizability .............................................. 169 

3.11 Ethical Considerations .................................................................................... 170 

3.12 Summary ......................................................................................................... 172 

CHAPTER FOUR FINDINGS ............................................................................. 173 

4.1 Introduction..................................................................................................... 173 



IX 

   

4.2 Responses Rate ............................................................................................... 174 

4.3 Data Screening ................................................................................................ 174 

4.3.1 Missing Values........................................................................................... 175 

4.3.2 Assessment of Outliers .............................................................................. 175 

4.3.3 Normality Test ........................................................................................... 177 

4.3.4 Multi Collinerarity or Collinearity Test ..................................................... 178 

4.3.5 Non-Response Bias .................................................................................... 179 

4.3.6 Common Method Variance Test ................................................................ 179 

4.4 Descriptive Analysis of Demographic Factors ............................................... 181 

4.5 Descriptive Analysis of the Latent Variables and Construct .......................... 185 

4.6 Reliability of Scales ........................................................................................ 185 

4.7 Measurement Model ....................................................................................... 187 

4.8 Model Fitness ................................................................................................. 189 

4.9 Construct Validity ........................................................................................... 190 

4.9.1 Convergent validity .................................................................................... 190 

4.9.2 Discriminant Validity................................................................................. 191 

4.10 Hypotheses Testing ......................................................................................... 192 

4.11 Relationship between Demographic Factors and Deviant Workplace 

Behaviour. ....................................................................................................... 194 

4.12 Relationships between Other Independent Variables and Dependent 

Variable…....................................................................................................... 201 

4.12.1 Relationship Between Dark Trait Personality and   Deviant Workplace 

Behaviour ................................................................................................... 202 

4.12.2 Relationship between Organizational Injustice and Deviant Workplace 

Behaviour ................................................................................................... 203 

4.12.3 Relationship between Abusive Supervision and Deviant Workplace 

Behaviour ................................................................................................... 203 

4.12.4 Relationship between Transformational Leadership and Deviant Workplace 

Behaviour ................................................................................................... 203 

4.13 Moderation Analysis of Hypothesis ............................................................... 206 

4.13.1 Moderating Effect of Transformational Leadership on the Relationship of 

Big Five Personality Traits and Deviant Workplace Behaviour ................ 206 

4.13.2 Moderating Effect of Transformational Leadership on the Relationship of 

Dark Triad Personality and Deviant Workplace Behaviour ...................... 207 

4.13.3 Moderating Effect of Transformational Leadership on the Relationship of 

Organizational Injustice and Deviant Workplace Behaviour .................... 209 

4.13.4 Moderation Effect of Transformational Leadership on Relationship of                                                                   

Abusive Supervision with Deviant Workplace Behaviour ........................ 210 

4.14 Results of Hypotheses Testing ....................................................................... 211 

4.15 Summary ......................................................................................................... 215 

CHAPTER FIVE CONCLUSION ....................................................................... 217 

5.1 Introduction..................................................................................................... 217 

5.2 Recapitulation of the Study ............................................................................ 217 



X 

   

5.3 Discussion ....................................................................................................... 220 

5.3.1 Level of Deviant Workplace Behaviour in Pakistani Public Organizations

.................................................................................................................... 220 

5.3.2 Impact of Demographic Factors on Deviant Workplace Behaviour in 

Pakistani Public Organizations .................................................................. 222 

5.3.3 Individual Factors Contributing to Deviant Workplace Behaviour in Public 

Organizations of Pakistan .......................................................................... 225 

5.3.4 Organizational factors contributing to Deviant Workplace Behaviour in 

Public Organizations of Pakistan ............................................................... 228 

5.3.5 Impact of Transformational Leadership on Deviant Workplace Behaviour

.................................................................................................................... 232 

5.3.6 Moderating Effect of Transformational Leadership Between Individual and 

Organsational factors and Deviant Workplace Behaviour ......................... 234 

5.3.6.1 Moderating Effect of Transformational Leadership on the Relationship 

between Individual Factors and Deviant Workplace Behaviour ............... 236 

5.3.6.2 Moderating Effect of Transformational Leadership on the Relationship 

between Organisational Factors and Deviant Workplace Behaviour ........ 238 

5.4 Contribution of the Study ............................................................................... 241 

5.4.1 Theoretical Implication .............................................................................. 242 

5.4.1.1 Empirical Evidence in the Domain of Social Learning Theory ... 243 

5.4.1.2 Empirical Evidence in the Domain of Social Exchange Theory...... 244 

5.4.1.3 Empirical Evidence in Domain of Breach of Psychological Contract            

Theory .......................................................................................................... 245 

5.4.1.4 Moderating Effect of Transformational Leadership ........................ 246 

5.4.2 Practical Implication .................................................................................. 247 

5.4.3 Methodological Implication of the Study .................................................. 255 

5.5 Limitations and Future Directions .................................................................. 257 

5.6 Conclusion ...................................................................................................... 261 

REFERENCES ....................................................................................................... 263 

APPENDICES ........................................................................................................ 326 



XI 

   

DECLARATION ASSOCIATED WITH THIS THESIS 

Baharom M.N., Sharfuddin M.D.KB., Iqbal J., (2018). Impact of Individual Factors 

on Deviant Workplace Behavior in Pakistani Public Organizations: Moderating Role 

of Transformational Leadership. Journal on Leadership and Policy (Vol. 3 No. 1) 

July 2018. 

 

Baharom M.N., Sharfuddin M.D.KB., Iqbal J., (2017c). A Systematic Review on the 

Deviant Workplace Behavior. Review Pub Administration Management 5:231.DOI: 

10.4172/2315-7844.1000231. 

 

Iqbal, J. Boharom, M.N., & Khairi, M.D.  (2017b). Impact of Demographic Factors 

on Deviant Workplace Behavior in Pakistani Public Organizations.International 

Journal of Management Sciences and Business Research, Sep-2017 ISSN (2226-

8235) Vol. 6, Issue 9. 

 

Iqbal, J., Boharom, M.N., & Khairi, M.D. (2017a). Impact of Transformational 

Leadership on Deviant Workplace Behavior in Pakistani Public Organizations. 

American Based Research Journal Vol. 6, Issue 8 Aug-2017 ISSN (2304-7151).      

 

Iqbal, J. Boharom, M.N., & Khairi, M.D. (2017d). Impact of Organisational Factors 

on Deviant Workplace Behavior in Pakistani Public Organizations: the Moderating 

Role of Transformational Leadership. Journal of Business Management and 

Accounting (JBMA) Volume 7 No. 2, July 2017.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



XII 

   

 

LIST OF TABLES 

Table 1. 1 Deviant Workplace Behaviour (DWB) at Glance ..................................... 14 

Table 2. 1 Deviant Workplace Behaviour in the Pakistani Context .......................... 63 

Table 2. 2 Summary of Hypotheses ......................................................................... 131 

Table 3.1 Details Regarding Sample Selection ........................................................ 149 

Table 3. 2 Summary of Items of Insrument ............................................................. 154 

Table 4. 1 Questionnaire Response Rate ................................................................. 174 

Table 4.2 Missing Values, Outliers and Normality Test  ......................................... 177 

Table 4.3 Multi Collinearity Test ............................................................................. 178 

Table 4. 4 Common Method Variance ..................................................................... 180 

Table 4.5 Demographic Factor: Gender ................................................................... 182 

Table 4.6 Demographic Factor: Marital Status ........................................................ 183 

Table 4.7 Demographic Factor: Education .............................................................. 183 

Table 4.8 Demographic Factor: Age ........................................................................ 184 

Table 4.9 Demographic Factor: Nature of Job ......................................................... 185 

Table 4.10 Cronbach Alpha Reliability ................................................................... 186 

Table 4.11 Model Fit Statistics ................................................................................ 189 

Table 4.12 Convergent Validity ............................................................................... 190 

Table 4.13 Discriminant Validity (Fornell and Larcker Criterion) .......................... 191 

Table 4. 14 Gender and Deviant Workplace Behaviour .......................................... 194 

Table 4. 15 Group Statistics ..................................................................................... 195 

Table 4.16 Marital Status and Deviant Workplace Behaviour ................................ 195 

Table 4. 17 Group Statistics ..................................................................................... 196 

Table 4.18 Education and Deviant Workplace Behaviour ANOVA ....................... 196 

Table 4.19 Education and DWB Post Hoc ............................................................... 197 

Table 4.20  Employment Nature and DWB ANOVA.............................................. 198 

Table 4.21 Employment Nature and DWB Post Hoc .............................................. 199 

Table 4.22  Level of Job/ Rank and Deviance ANOVA .......................................... 199 

Table 4.23 Job Level/ Rank and DWB Post Hoc ..................................................... 200 

Table 4.24 Path Analysis Weights and Significance ............................................... 204 

Table 4.25 Summary of Hypothesis Testing ............................................................ 215 



XIII 

   

 

LIST OF FIGURES 

Figure 2. 1  Dimensions of Deviant Workplace Behaviour ................................... 43 

Figure 2. 2  Workplace Aggression, (Source Neuman & Baron, 2005) ................ 46 

Figure 2. 3   Typology of DWB (Robinson and Bennett, 1995) ............................. 47 

Figure 2. 4  Theoretical Framework .................................................................... 109 

Figure 4. 1  Measureremnt Model........................................................................ 188 

Figure 4. 2  Structuaral Model With Moderator .................................................. 202 

Figure 4. 3  Moderating Effect of Transformational Leadership on the relationship 

between Big Five Personality Traits and Deviant workplace behaviour ... 207 

Figure 4. 4  Moderating Effect of Transformational Leadership on the relationship 

between Dark Triad Personality Traits and Deviant workplace 

behaviour .......................................................................................... 208 

Figure 4. 5  Moderating Effect of Transformational Leadership on the relationship 

between Organizational Injustice and Deviant Workplace Behaviour ....... 209 

Figure 4. 6  Moderating Effect of Transformational Leadership relationship 

between Abusive Supervision and Deviant Workplace Behaviour .. 211 

                                                                                                                                                                  

 

 

 

 

 

 

 

 

 

file:///C:/Users/admin/Desktop/Final%20Draft%202018(06.05.2018).docx%23_Toc521454309
file:///C:/Users/admin/Desktop/Final%20Draft%202018(06.05.2018).docx%23_Toc521454312
file:///C:/Users/admin/Desktop/Final%20Draft%20%20(April%202019)%20new.docx%23_Toc6137369
file:///C:/Users/admin/Desktop/Final%20Draft%20%20(April%202019)%20new.docx%23_Toc6137370


XIV 

   

LIST OF APPENDICES 

Appendix A  Letter for Data Collection from Universiti Utara Malaysia ............. 326 

Appendix  B   Letter for Data Collection ................................................................. 327 

Appendix C  Research Survey Consent Form ....................................................... 328 

Appendix D   Letter from Secretary HEC, Govt. of the Punjab Pakistan ............... 329 

Appendix E  Letter from Registrar University of Veterinary and Animal Sciences 

Lahore, Pakistan ............................................................................... 330 

Appendix F   Letter from Registrar University of the Punjab Lahore, Pakistan .... 331 

Appendix G   Letter from Registrar University of Education Lahore, Pakistan ..... 332 

Appendix H  Letter from Registrar University of Health Sciences, Lahore .......... 333 

Appendix I  Letter from Registrar of King Edward Medical University Lahore, 

Pakistan............................................................................................. 334 

Appendix J  Cover Letter of Questionnaire Used for the Survey ......................... 335 

Appendix K   Main Questionnaire Used for the Survey ......................................... 336 

Appendix L  Results of Pilot Study ....................................................................... 345 

Appendix M Summary of Systematic Review in the Area of Deviance Workplace 

Behaviour ......................................................................................... 346 



XV 

   

LIST OF ABBREVIATIONS 

AS 

AVC 

Abusive Supervision 

Average Variance Explained  

BPCT   Beach of Physchlogical Contract Theory 

BFT Big Five Triats 

CVM   Common Variance Method 

CR  Composite Reliability  

DT Dark Triad Personality 

DWB Deviant Workplace Behaviour 

OI 

OB 

Organisational Injustice 

Organisational Behaviour 

OCB Organisational Citizenship Behaviour 

PBTE Punjab Board of Technical Education, Lahore 

PU University of the Punjab, Lahore 

NFI Normed-fit Index  

PLS Partial Least Square 

KEMU King Edward Medical University 

PO Public Organisations 

Tr. L Transformational Leadership 

LCWU 

SCV 

Lahore College for Women University, Lahore 

Statistical Conclusion Validity  

SEM 

SLT 

SET 

Structural Equation Modelling 

Social Learning Theory 

Social Exchange Theory  

SRMR 

UET 

Standardised Root Mean Square Residual  

University of Engineering and Technology, Lahore 

UVAS 

UHS 

VIF 

University of Veterinary and Animal Sciences, Lahore 

University of Health Sciences, Lahore. 

Variance Inflation Factor 

 

  



 

1 

 

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, Faqeer-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 (Iqbal, Arif & Badar, 2012; 

Sunday, 2014). 
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Appendix  B  Letter for Data Collection  
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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 Iqbal, 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) 

I have read the above information and I 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 
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Appendix E Letter from Registrar University of Veterinary and Animal 

Sciences Lahore  

 

 

 

 



 

331 

 

 

Appendix F  Letter from Registrar University of the Punjab Lahore, Pakistan  
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Appendix G  Letter from Registrar University of Education Lahore, Pakistan  
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Appendix H Letter from Registrar University of Health Sciences, Lahore, 

Pakistan  
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Appendix I Letter from Registrar of King Edward Medical University 

Lahore, Pakistan  
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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). I 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, I 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: I 

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? 

 Less than graduation  

 University graduation  

 Master degree  

 MPhil  

 PhD  

 Other (name please______________) 

 

4. What is your age? 

 Less than 25 years  

 26 to 30 years  

 31 to 35 years  

 36 to 40 years  

 41 to 45 years  

 Above 45 years  

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? 

 Top Level  Middle Level        Lower level  

 

 

8. Nature of Job/employment 

 

 Permanent                   Contract                               Work charge basis 

 

 

                                                              

___________years 

___________years 
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                                                          Section: 2       

                                           Deviant Workplace Behavior 

I)Sabotage  

Sr. Items 

S
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n

g
ly
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ree 

D
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g
ree 

N
eith

er 
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g

ree 

S
tr

o
n

g
ly
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g

ree 

1 2 3 4 5 

1 

Do you think that employees in your 

organization: Purposely waste organizational 

material/office supplies 

     

2 

Do you think that employees in your 

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 
     

2 
Most of employees in my organization:  Stay at 

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 

1 
 Do you think that employees in your 

organization: Purposely did work incorrectly 
     

2 

 Do you think that employees in your 

organization; Purposely worked slowly when 

things needed to get urgently 

     

3 

 Do you think that employees in your 

organization: Purposely failed to follow 

instructions   

     

IV) Theft       

1 

I have seen many employees in my 

organization:  Stealing something belonging to 

the organization 

     

2 

I have seen many employees in my 

organization:  Taking office supplies/tools 

home without permission 

     

3 

I have seen many employees in my 

organization:  Taking money from the 

organization without permission 

     

4 

I have seen many employees in my 

organization: Stealing something belonging to 

someone at work. 
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V) Abuse against others/Bullying 

1 
 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 

     

2 
I have observed employees in my organization: 

Taking longer lunch/prayer breaks 
     

3 

I have observed employees in my organization:  

Using organizational resources i.e. vehicles   

which are not authorized 

     

4 

I have observed employees in my organization:  

Making personal long calls from official 

telephone 

     

5 

I have observed employees in my organization:  

Using computer for games/chatting rather than 

duty 
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vii) Kickbacks/Corruption  

1 
Employees in this organization:  Deviate from 

formal job responsibilities for kickbacks.  
     

2 
 Employees in this organization: Intentionally 

delay a job to receive kickbacks.  
     

3 
I have observed employees in my organization:  

Ignore merit or rules for kickbacks. 
     

4 

I have observed employees in my organization:  

Receive huge personal gains through 

kickbacks. 

     

5 
I have observed employees in my organization:  

Illegally favor a person who pays bribe. 
     

 

 

Section: 3 

 Individual Factors 

(I)  Personality Trait  

I see myself as someone Who... 

Sr. Items 

S
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n

g
ly

 

d
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g
ree 
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ree 
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A
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ree 
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o
n

g
ly

 

A
g
ree 

1 2 3 4 5 

1. Is talkative      

2 Tends to find fault with others____ (R)      

3 Does a thorough job      

4 Is depressed, blue      

5 Is original, comes up with new ideas____      

6 Is reserved ____(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 a reliable 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 Is inventive      

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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(II) Dark triad personality  

a)Machiavellianism  

1 It's not wise to tell your secrets.       

2 
I like to use clever manipulation to get my 

way.  
     

3 
Whatever it takes, you must get the important 

people on your side.  
     

4 
Avoid direct conflict with others because they 

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 that I am special because everyone 

keeps telling me so.  
     

5 
I 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 I insist on getting the respect I deserve      

(c) Psychopathy      

1 I like to get revenge on authorities.      

2 Payback needs to be quick and nasty.       

3 I avoid dangerous situations. (R)      

4 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   

Sr. Items 
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 d
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g
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1 
Some people at my workplace receive special 

treatment because they are friendly with 

supervisors. 
     

2 

People at my workplace sometimes get 

credit for doing more than they actually 

do. 

     

3 
People at my workplace sometimes put off 

finishing tasks so that they do not get assigned 

additional work. 
     

4 

The work in my department is often more 

difficult than it needs to be because people in 

other departments do not do their jobs the best 

they could. 

     

i) 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      

7 
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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10 
Expresses anger at me when he/she is mad for 

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 Lies to me      

16 
Provides me with assistance in exchange for my 

efforts 
     

                                                                 

                                                                     Section:5  

Transformational Leadership 

My supervisor or  boss is 

Sr. Items 
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D
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N
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S
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n
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A
g
ree

 

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 

a group  
     

20 
Demonstrates that problems must become chronic before 

taking action 
     

 

 Note: (“R”) denotes reverse-scored items. 
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 Appendix L Results of Pilot Study 

 

  

Sr.No     Constructs Items Alpha 

Value 

1 Sabotage 3 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 

Antecedents  

Moderator/ Mediator Theoretical 

Framework 

Adejoh and 

Adejoh,(2013) 

Empirical study on 

organizational and 

individual destructive 

deviance  

NA NA 

Agboola and 

Salawu,(2011) 

Case study on 

organizational  and 

individual destructive 

deviance  

NA Field Theory  

Ahmad and Omer, 

(2013) 

Literature review on 

organizational and 

individual destructive 

deviance 

Work family conflict  Conservation of 

resource theory 

and  Reactance 

theory   
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