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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).
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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
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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

336



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.

341




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.
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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,
(2011)

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
Workplace behaviours;
Leadership,justice,
satisfaction,
commitment,
and normlessness

bonding

Literature Review on
organizational and
individual destructive
deviance; deviant role
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,

347

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
theory

Becker’s
framework

NA

Social Cognitive
theory

NA

NA

Transactional
theory of stress
and coping

NA

NA

NA



Chullen et al.,(2010)

Chung and
Moon,(2011)

Christian and
Ellis,(2014)

Colbert et al.,(2004)

Dagher and
Junaid,(2011)

De Lara, Tacoronte and

Ting-Ding,(2007)

Diefndorff and Mehta,

(2007)

Demir,(2011)

Fagbohungbe,Akinbode
and Ayodeji,(2012)

Perceived organizational
support, Trust, Work
stress and power lessness

Empirical  study on
deviant behavior:
Supportive  leadership:

leader member exchange
preserved organizational
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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NA

Collectivistic orientation
(Moderator)

Conscientiousness,

emotional stability

NA

Perceived normative
conflict

NA

NA

Leader Member
Exchange theory,
Social Exchange
theory,
Organization
Support theory,
Self-
determination
theory and
Conservation of
Resource theory

Regularity focus
theory. Social
identity theory
and Stewardship
theory

NA

Social Exchange
theory, Norm of
reciprocity and
organizational
support theory

NA

Equity theory

Achievement
motivation theory

NA

Affective Event
Theory and



Farasat and
Ziaaddini,(2013)

Fatima, Atif, Saqgib and

Haider,(2012)

Farhadi et al.,(2015)

Fida et al., (2015)

Ferris, Brown,Heller,

(2009)

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
behavior:

Work-holism

Empirical  study on
workplace deviance:
Justice
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NA

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)

Javed et al.,(2014)

Judge, Scott and
Ilies,(2006)

Kanten and UlKker,
(2013)

Kotekar,(2017)

Kisamore et al.,(2010)

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

351

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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