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ABSTRACT 

This paper explores the parallel roles in an organization as it relates to the level of commitment shown by its
employees (citizens of the company) and their workplace deviance. The study goes a step deeper to show how this
relationship is intertwined with the theory of social exchange.  A total of 600 respondents consisted of lecturers and 
employees from the top five Malaysian public research universities, but only 189 were suitable for statistical
analysis. Current research employs a deductive approach and uses nonprobability sampling. SEM-PLS is used to
examine the research model and test the mediating effect of organizational citizenship behaviour on the relationship
between organizational commitment and workplace deviance. The results reveal what is known to be true between
healthy commitment and organizational citizenship as well as the dangers of workplace deviance on that
relationship. Despite this positive relationship, workplace deviance does in fact modify organizational commitment
in a negative manner. The study’s findings have shown empirically that workplace deviance does influence
behaviours and perhaps dampens the relationship between organizational citizenship and its commitment to the
organization itself. The outcome of the research data can help future managers, particularly in tertiary education
settings, in implementing appropriate organizational mechanisms towards improving organizational citizenship 
behaviour. In addition, the findings can also provide insights for other public and private universities alike in
approaching workplace deviance.

Keywords: Workplace deviance; organizational commitment; organizational citizenship behavior; social exchange 
theory 

ABSTRAK 

Kertas kerja ini meneroka peranan selari dalam organisasi kerana ia berkaitan dengan tahap komitmen yang 
ditunjukkan oleh pekerjanya (warga syarikat) dan penyelewengan tempat kerja mereka. Kajian ini melangkah lebih 
mendalam untuk menunjukkan bagaimana hubungan ini saling berkaitan dengan teori pertukaran sosial. Seramai 
600 responden terdiri daripada pensyarah dan pekerja daripada lima universiti penyelidikan awam terbaik 
Malaysia, tetapi hanya 189 yang sesuai untuk analisis statistik. Penyelidikan semasa menggunakan pendekatan 
deduktif dan menggunakan pensampelan bukan kebarangkalian. SEM-PLS digunakan untuk mengkaji model 
penyelidikan dan menguji kesan pengantaraan tingkah laku kewarganegaraan organisasi terhadap hubungan 
antara komitmen organisasi dan penyelewengan tempat kerja. Keputusan mendedahkan perkara yang diketahui 
benar di antara komitmen yang sihat dan kewarganegaraan organisasi serta bahaya penyelewengan di tempat kerja 
terhadap hubungan tersebut. Walaupun hubungan positif ini, penyelewengan di tempat kerja sebenarnya mengubah 
komitmen organisasi secara negatif. Dapatan kajian telah menunjukkan secara empirik bahawa penyelewengan di 
tempat kerja mempengaruhi tingkah laku dan mungkin melembapkan hubungan antara kewarganegaraan 
organisasi dan komitmennya terhadap organisasi itu sendiri. Hasil daripada data penyelidikan boleh membantu 
pengurus masa depan, terutamanya dalam tetapan pendidikan tinggi, dalam melaksanakan mekanisme organisasi 
yang sesuai ke arah meningkatkan tingkah laku kewarganegaraan organisasi. Di samping itu, penemuan ini juga 
boleh memberikan tanggapan kepada universiti awam dan swasta lain dalam mendekati penyelewengan di tempat 
kerja. 
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INTRODUCTION  
 

Today, organizations strive to support and improve their human resources to increase productivity and efficiency. 
This support is important as it promotes employees’ positive work-related outcomes (Aboramadan et al. 2020; Singla 
et al. 2020). Failure to do so will potentially stimulate workplace deviance (Qi et al. 2020). To put it differently; the 
degree of organization prosperity depends on how the employees perform in the workplace. Thus, Alotaibi et al. 
(2020), Alotaibi et al. (2022), Amin et al. (2017), Amin et al. (2014), Jaroenwanit et al. (2022), and Mansoor et al. 
(2021) consider employees as an integral part of any organizations’ mission and values statement, yielding to the 
commitment of the organization. 

Workplace deviance behaviour is considered one of the costliest behaviours working against the organizations’ 
productivity and efficiency. Business practitioners and researchers recognize that recently, workplace deviance has 
increased sharply (Abbasi et al. 2020b) and brings adverse implications to individuals, groups, and organizations. 
Statistics suggest that nearly 2 million American workers were reported as workplace deviance behaviour victims 
per year, and costs businesses as much as $121 billion (Lebron 2020). Besides, such behaviours decrease workplace 
productivity by 50% and increase sick leave significantly (Kuadli 2020). According to the SHRM 2019 report, these 
statistics were up 14% compared with the 2012 report. Therefore, Alias et al. (2013) concluded that specifying 
deviant behaviour predictors in an organization is essential for administrators and human resource managers.  

Workplace deviance is classified into organizational and interpersonal work deviation. The organizational work 
deviation refers to employees’ actions directed against the organization or company’s structure, rules, and politics; 
whereas interpersonal relationships can be a major source of deviant behaviour between individuals within an 
organization adding secondary harm to the company (Ferguson & Barry 2011). The combination of these deviances 
negatively influences employee productivity and efficiency (Robbinson et al. 1995). Because of such significant 
impacts, the concept of workplace deviance has been studied by other experts in the field  (Ahmad et al. 2020; 
Abbasi & Wan Ismail 2018). 

For example, the first line of the study explored the impact of WD and noted that less productivity and 
ineffective performance (Dunlop & Lee 2004), selection evaluation (Whiting & Maynes 2015), and turnover 
intention (Mehar et al. 2018) are among the more egregious negative impacts of workplace deviance. The second 
line of study investigates the antecedents of workplace deviance and found that psychographic (Pletzer et al. 2020), 
demographic, behavioural (Mackey et al. 2021) situational factors (Guay et al. 2016) and organizational factors, 
namely organizational commitment (Wang et al. 2020) are responsible for such deviance. Although these findings 
create a solid foundation for understanding this phenomenon, scholars suggest that these findings are inconclusive 
(Tuzun & Kalemci 2018) and only reveal part of the story (Chappell & Di Martino 2006). Deviant behaviour brings 
adverse implications to individuals, groups, and organizations, and therefore, specifying the predictors of abnormal 
behaviour in an organization is essential for administrators and human resource managers (Abbasi & Ismail 2017). 
Accordingly, underlying factors that generate workplace deviance are still a mystery and require more urgent 
attention (Alias et al. 2013). 

Wang et al.’s (2020) cross-cultural study found that organizational commitment is considered the most stable 
and important one among various antecedents of workplace deviance. Therefore, it attracts scholars to further their 
investigation by exploring the potential mediating variables that affect the power of OC on other constructs. These 
include job engagement (Akoto et al. 2020), self-efficacy (Carlson 2009), locus of control (Lau & Woodman 1994), 
and OCB (Uddin et al. 2019). These models do not examine the mediating effect between OC and WD despite these 
significant findings. According to Tariq et al. (2014), understanding the mediating variable between these 
relationships is important because it affects our understanding of this phenomenon and can reduce such deviances.  

In continues, current research recognized the appropriate factor, OCB, aside from OC, to foster creative 
deviance, offering empirical evidence of the distinctiveness for this specific deviance. OCB distinguishes deviant 
behaviour and expected behaviour. From a researcher’s point of view, and review of OCB literature as a mediator 
indicates that there has not been much work on OCB as mediators, especially for OC and WD. Therefore, due to the 
scant research that underlie these relationships, this study fills the gap by testing OCB as a mediator of OC and WD. 
The research might act as a template for managers and leaders of organizations to use as a base for installing 
processes and procedures in place to mitigate or completely eradicate what seems to be a contagion among domestic 
and global organizations. It provides reasons for deviance and its consequences, which mostly leads to increase 
organizational productivity and efficiency. 

This paper is structured as follows. The following section discusses the literature review, presenting the 
theoretical aspect and the hypotheses.  Subsequently, the methodology in the study is elaborated, followed by the 
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analysis of data. Finally, a discussion and implications of the results and concluding remarks for future research and 
practice are presented. 
 

LITERATURE REVIEW 
 

SOCIAL EXCHANGE THEORY 
 

The “Social Exchange Theory” attempts to frame personal interaction, communication, and ethical considerations 
in a circular model that functions in a symbiotic construct. In other words, this theory describes the motivation for 
behaviour and attitudes exchanged among organization stakeholders. It includes involvements and exchanges with 
supervisors, colleagues, organizations and teams, interactions, and workplace relationships (Shore et al. 2009). This 
explanation shows that OC degree determines the internal and external organizational relationship (Eisenberger et 
al. 2001). Based on the above, SET outlines an explanation to the relationship between an employee and its 
respective organization  (Pierce & Maurer 2009), and therefore, this theory is considered as one of the most suitable 
theories to explain issues surrounding workplace deviant behaviour and organizational-factors (Aloustani et al. 
2020; Ilyas et al. 2020). 
                                            

WORKPLACE DEVIANCE 
 

Understanding WD's dynamics is a key to businesses’ sustainability (Alias et al. 2013) because such understanding 
will provide an opportunity for businesses to intervene in this issue and help their employees cope with such issues 
(Bullock-Yowell et al. 2011). Initially, one might draw a connection between WD behaviours and company 
vandalism, theft, sabotage, and other organizational mishaps before understanding the source of these aberrations 
(Lawrence & Robinson 2007). Because of this reason, WD behaviour is also known as antisocial behaviour 
(Robinson & Bennett 1995), abusive behaviour (Biron 2010), or ineffective work behaviour (Fox & Spector 1999). 
Operationally, Alias et al. (2013) argue that WD behaviour can be classified into organizational and interpersonal 
deviance behaviours. Organizational WD behaviours are known as employees’ retaliatory behaviours that 
specifically may compromise organizational stability, and interpersonal WD behaviours are recognized as 
employees’ voluntary behaviours that specifically harm other individuals in the organizations (Hershcovis et al. 
2007). According to Alias et al. (2013), both deviances become one of the main issues that managers must urgently 
address.  
  On a deeper level, WD can be viewed as a barometer of employees’ resistance (Lawrence & Robinson 2007) 
and retaliation behaviour (Mitchell & Ambrose 2007). Lawrence and Robinson (2007) explain that such resistance 
is a coping mechanism of employees in facing organizational stressors, namely financial, policy, and/or working 
conditions. During this experience, an employee may experience injustice, and therefore, involve themselves in such 
deviance to voice their objections (Ferris et al. 2012). On a comparable level, Mitchell and Ambrose (2007) view 
deviant behaviour as an employees’ tool to defend and protect themselves from other colleagues’ threats. These 
authors suggest that an employee tends to be involved in retaliation behaviour when they feel physically threatened, 
or their trust was violated. Thus, to stand up for their right, an employee may be involved in such retaliation 
behaviour (Aquino et al. 2006). In sum, when employees misbehave in an organization, these behaviours can have 
harmful effects on the system and prevent them from achieving company objectives (Ahmad et al. 2020).   
   

ORGANIZATIONAL COMMITMENT 
 

Organizational commitment  is shown to be the company adhesion between individual intrinsic values (or identity) 
and the organization. Theoretically, the degree of such commitment is determined by loyalty, involvement, and self-
identification (Mowday et al. 1979). That is, the greater the loyalty, involvement, and self-identification, the higher 
the OC. OC is viewed as the most important issue that modern organizations experience (Soumyaja et al. 2011). 
According to Mowday et al. (1979), OC consists of three levels of constructs namely, affective, continuance, and 
normative commitment. Affective commitment refers to employees’ intrinsic value received from his/her 
organization continuance commitment refers to employees’ fear of losing their position/job, and normative 
commitment refers to employees’ obligation to stay with an organization and perhaps demonstrate the practice of 
the Social Exchange Theory (Fatima & Di Mascio 2020). 

Cropanzano and Mitchell (2005) argue that OC is a principal exchange variable that promotes employees’ 
higher socio-emotional dependency on the organization and its memberships. Accordingly, such employees will 
have a higher engagement with organizations (Aloustani et al. 2020), resulting in stronger employee satisfaction and 
loyalty (Yao et al. 2019). According to Fisher (2000), when an employee feels satisfied, they tend to experience a 
positive or pleasurable emotional state worth maintaining. Herjanto and Gaur (2015) suggest that emotion is one of 
the most important psychological components responsible for future behaviour. When an employee experiences 



GALL
EY P

ROOF

 
 

4 
 

high positive emotional sensation like satisfaction, an employee is inclined to maintain a positive atmosphere and 
harmony by avoiding negative behaviours such as organizational or interpersonal deviance behaviour. For such an 
employee involved in deviance behaviour, not only will it ruin their current status quo but more importantly, it will 
terminate their positive feelings. Based on this consideration it is reasonable for us to assume that: 

 
 H1 There is a direct correlation (negative) observed between organizational commitment and workplace deviance. 
 

ORGANIZATIONAL COMMITMENT AND ORGANIZATIONAL CITIZENSHIP BEHAVIOUR   
 

Organizational citizenship behaviours (OCB) refer to discretionary use of joint employee and organizational actions, 
but not rewarded directly by the organization (Alanazi 2020; Podsakoff et al. 2009). This definition shows that such 
discretionary actions reflect employees’ pro-active attitude and willingness to serve colleagues and organizations 
(Ahmed et al. 2012).  According to Organ (1988), an employee with a high level of OCB embodies several levels 
of different qualities and traits, such as courtesy, collectivism, emotional intelligence, and a connection to human 
thoughts and feelings. These traits allow such employees to genuinely take care of their colleagues and organizations 
by promoting fair collaboration, respect, and “watching each other's back” approach (Ehtiyar et al. 2010). 
Management scholars suggest that the degree of employees’ OCB does not occur overnight, determined by various 
factors, and more importantly, it requires a high level of employee’s OC (Ngunia et al. 2006). According to 
Zeinabadi (2010), individuals who demonstrate engagement at their organization are those same employees who 
typically promote activities or behaviours that support and improve the organization’s values. To such an employee, 
OCB is a good platform that allows them to share and exercise their positive and helpful traits to support their 
organizations and colleagues. Thus, this high degree of readiness to be positively involved in taking their 
organization and colleagues to the next level, allows them to be more involved in OCB. Accordingly, we predict: 
 
H2 There is a direct correlation (positive) observed between organization commitment and organizational 

citizenship behaviour. 
 

ORGANIZATIONAL CITIZENSHIP BEHAVIOUR AND WORKPLACE DEVIANCE  
 

The building blocks of OCB is displayed through an employee’s altruistic or non-egoistical behaviour (Organ 1988). 
To an employee with a high degree of OCB, their organization and colleagues are paramount. Therefore, maintaining 
and improving the organization’s value and facilitating colleagues' success are considered an objective for the 
company (Lee & Allen 2002). As a result, such employee promotes fairness (Organ 1988). According to Isen and 
Baron (1991), when an employee perceives that they are treated fairly, they are inclined to experience good moods. 
Accordingly, a high level of positive mood reduces jealousy and at the same time, enhances their willingness to help 
others (Liang et al. 2016), maintains relationship harmony (Aune & Wong 2002), and more importantly avoid 
negative behaviours (Qin & Liu 2019). Based on this argument, therefore, we predict: 

 
H3 There is a direct correlation (negative) observed between organizational citizenship behaviour and workplace 

deviance. 
 

 ORGANIZATIONAL CITIZENSHIP BEHAVIOUR AS A MEDIATOR 
 

Previous studies have confirmed the mediating effect behaviour has when placed in the context of OC and job 
engagement (Akoto et al. 2020), self-efficacy (Carlson 2009), locus of control (Lau & Woodman 1994), and OCB 
(Uddin et al. 2019). One of the latest research demonstrates the OCB as a mediator’s impact on WD and ethical 
climate in an organization (Abbasi et al. 2022). As discussed above, a highly committed employee tends to engage 
with positive behaviours (Joseph et al. 2010) within the organization, and view the organization as a suitable place 
for him or her to work. When an employee experiences such a high level of positive engagement and perceived 
suitableness, an employee is more likely to maintain this situation and relationship harmony by controlling and 
exercising positive traits, such as selflessness, courtesy, veracity, fairness, and affability. Such positive traits 
improve positive behaviour (Miller et al. 2006), and mitigate negative behaviour (Murray et al. 1996) thus, we 
assume:  

  
H4 Organizational citizenship behaviour mediates the outcome of organizational commitment and workplace 

deviance. 
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FIGURE1. Theoretical framework 
 

METHODOLOGY 
 

DATA COLLECTION 
 

Data were gathered using non-probability sampling. The sample was limited to employees and lecturers at Malaysian 
public universities. There are five research universities involved in this study with a total of 25,992 employees 
(Ministry of Higher Education 2016). Of the six hundred surveys which were emailed to employees of public 
universities (we collected the email of all five public universities employees from the human resource office of each 
university), 230/600 (38%) were returned. Of the collected questionnaires, 14 remained unanswered, leaving 189 
surveys demonstrating an acceptable conduct SEM analysis (Hair et al. 2016). 
 

MEASUREMENT SCALES 
 

Workplace deviance is divided into organizational and interpersonal deviance and measured with ten items adapted 
(Robinson & Bennett 1995). Organizational commitment was measured with three models of commitment: affective 
continuance, and normative commitment (Meyer & Allen 1991). OCB was measured by organizational and 
interpersonal behaviour (Lee & Allen 2002). Five-point Likert scales were used rating from strongly disagree (1) to 
strongly agree (5).  
 

DATA ANALYSIS AND RESULTS 
 

DEMOGRAPHIC CHARACTERISTICS OF THE RESPONDENTS 
 

Table 1 shows 118 females, and 67 males, 9.7% of respondents were below 25 years of age, 44.3% were between 
25-34 years, 24.9% between 35-44 years, 15.7 % between 45-54 years, and 5.4% fell in 55 and above. The breakout 
of respondents was 93.5% Bumiputra, 1.6% Indian, 1.1% Chinese, and 3.8% other. In terms of the position in the 
organization, 16.8% were academic staff/executive, around 8.1% were lecturers and 75.1% were others. This was 
in part due to the difficulty in reaching academic faculty ─to reach out and ask that they send back questionnaires 
by email. All demographic data are highlighted in table 1.  
 

TABLE 1. Demographic data categories  
Category   Frequency Percent 

Age Below 25  18 9.7 
25-34 82 44.3 
35-44 46 24.9 
45-54 29 15.7 
55 and above 10 5.4 
Total 185 100 

    
Gender Male 67 36.2 

Female 118 63.8 
Total  185 100 

    
Marital Status Single 55 29.7 

Organizational 
Commitment 

Organizational 
Citizenship 
Behaviour 

Workplace 
Deviance 

H1 

H2 
H3 

H4 



GALL
EY P

ROOF

 
 

6 
 

Married 130 70.3 
Total 185 100 

    
Education level Bachelor/below 153 82.7 

Masters 22 11.9 
Doctoral 10 5.4 
Total 185 100 

    
Race  Bumiputra 173 93.5 

Chinese 2 1.1 
Indian 3 1.6 
Other 7 3.8 
Total 185 100 

    
Work Experience 1-3 40 21.1 

4-10 72 38.9 
11-20 54 29.2 
Upper 20 19 10.3 
Total 185 100 

    
Length of service with the current university 1-2 40 21.6 

3-4 40 21.6 
More than 5 105 56.8 
Total 185 100 

    
Position Dean/Deputy Dean - - 

Academic staff/Executive 31 16.8 
Lecturer 15 8.1 
Other 139 75.1 
Total 185 100 

 
MEASUREMENT MODEL 

 
Amin et al. (2020), Amin et al. (2021), Herjanto and Amin (2020), Herjanto et al. (2021) argued that for purposes 
of reliability and validity the calculations of factor loadings, composite reliability (CR), and average variance 
extracted (AVE) must be shown. Table 2 shows the factor loadings for each construct ranged from 0.793 to 0.949, 
composite reliability (CR) ranging from 0.891 to 0.949, and average variance extracted (AVE) ranging from 0.668 
to 0.804. Convergent validity is confirmed from these measurements (Hair et al. 2016). To prove discriminant 
validity, Fornell and Larcker’s criteria was established. Table 3 shows the results of Fornell and Larcker’s 
calculation, indicating that the square root of AVE between each pair of factors does reveal a higher correlation 
estimate between factors, thus indicating acceptable discriminant validity (Amin et al. 2020; Fornell & Larcker 
1981).  

 
TABLE 2. Scales, reliability, and validity 

First-Order 
Construct 

Second-Order Construct Items Loadings α CR AVE 

Affective   
OC1 

 
0.822 

 
0.866 

 
0.909 

 
0.714 

  OC2 0.853    
  OC3 0.838    
  OC4 0.866    
Continuance  OC5 0.895 0.757 0.891 0.804 
  OC6 0.899    
Normative  OC9 0.870 0.874 0.914 0.723 
  OC10 0.881    
  OC11 0.842    
  OC12 0.814    
 Organizational 

Commitment 
Affective 0.840 0.834 0.906 0.741 

 Continuance 0.896    
  Normative 0.844    
Organizational  OCB9 0.867 0.907 0.931 0.729 
  OCB11 0.834    
  OCB12 0.846    
  OCB13 0.859    
  OCB14 0.865    
Interpersonal  OCB2 0.814 0.901 0.924 0.668 
  OCB3 0.828    
  OCB4 0.803    
  OCB5 0.815    
  OCB6 0.843    
  OCB7 0.867    
 Citizenship Behaviour Organizational 0.915 0.904 0.925 0.698 
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  Interpersonal 0.949    
Organizational  WD1 0.899 0.923 0.949 0.730 
  WD2 0.868    
  WD3 0.854    
  WD4 0.857    
Interpersonal  WD5 0.854 0.896 0.923 0.707 

  WD6 0.818    
  WD7 0.882    
  WD8 0.859    
  WD9 0.793    
  WD10 0.849    
 Workplace Deviance Organizational 0.878 0.918 0.936 0.716 
  Interpersonal 0.851    

 
TABLE 3. Discriminant validity 

Construct OC.AF OC. CON OC. NOR OCB. OR OCB. IN 
Organizational Commitment Affective (OC. AF) 0.845 

    

Organizational Commitment Continuance (OC.CON) 0.604 0.897 
   

Organizational Commitment Normative (OC.NOR) 0.728 0.625 0.852 
  

Organizational Citizenship Behaviour Organizational (OCB. OR) 0.494 0.447 0.521 0.854 
 

Organizational Citizenship Behaviour Interpersonal (OCB. IN) 0.446 0.338   0.477 0.756 0.818 
 

STRUCTURAL EQUATION MODELLING 
 

Smart-PLS 3.0 software was performed to validate the structural model and study the hypotheses (Ringle et al. 
2005). A statistical method of bootstrapping was deployed with a re-sampling of 1,000 was conducted to calculate 
data based on the hypothesized relationships (Hair et al. 2016). Table 4 and Figure 1 show the structural model 
analysis. The results show that H1, H2, and H3 were supported.  

 
TABLE 4. Structural model 

Hypotheses Beta t- Value p- Values Decision 
H1:  Organizational commitment - >   Workplace deviance 0.152 2.369 0.018 Supported 
H2: Organizational commitment - > Organizational citizenship behaviour  0.258 4.211 0.000 Supported 
H3: Organizational citizenship behaviour - > Workplace deviance  0.479 8.361 0.000 supported 

Note(s): Significant at p < 0.05         
 

MEDIATING TESTING 
 

The researchers used the statistical bootstrapping technique to test the mediating effects of direct and indirect causes 
of OCB on the relationships between OC and WD. As suggested by Carrion et al. (2017), Panchapakesan et al. 
(2021), and Preacher and Hayes (2008) it is not required (as a separate test) to administer this technique on paths A 
and B by applying PLS-SEM methods. Table 5 shows the mediating analysis. 

 
TABLE 5. Structural model (mediator) 

Hypotheses Organizational citizenship behaviour > Workplace 
deviance (Mediator)  

 Confidence Interval 
2.5%              97.5% 

H4: Organizational commitment > 
Organizational citizenship 
behaviour > Workplace deviance  

SE Indirect 
Effect T-Value P-Value   

Lower 
 

Upper 

0.033 
 

0.123 
 

 
3.788 

 
0.000 

 
0.193 0.067 

 
DISCUSSION AND IMPLICATION 

 
Prior research has shown the Social Exchange Theory plays out, and that employees do feel a sense of pride when 
they experience the reciprocity of both parties, namely employee and employer. Eventually, employees are more 
inclined to engage in deviant behaviours (Chernyak-Hai & Tziner 2014). These research results provided empirical 
evidence that hypothesis H1 (There is a direct correlation [negative] observed between OC and WD) was supported. 
Consistent with previous literature, there is a direct (negative) correlation between OC and WD (Aguiar-Quintana 
et al. 2020; Eliyana & Ma’arif 2019).  
 Davoudi (2012) provided evidence that organizational coupled with positive citizenship behaviour, is one of 
the core advantages in this competitive work environment (Nielsen et al. 2009). Employees holding positive work 
attitudes tend to radiate this philosophy throughout their organization beyond their obligated duties. This can 
translate into a meaningful core competence within an organization (Preenen et al. 2016). The current research 
results provided empirical evidence that hypothesis H2 (A [positive] correlation between OC and OCB) was evident. 
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Consistent with previous literature, there is a positive and direct correlation between individual commitment and its 
respective organization.  

Workplace deviance and OCB are two critical aspects of employee behaviour, which have a vital role in the 
survival of each organization, business, or industry. OCB consists of acts assumed to help the organization and its 
members, whereas WD comprises behaviours assumed to negatively affect the workplace and its personnel. A recent 
study also found workplace deviance continues to plague companies indiscriminately and can yield serious ongoing 
financial consequences for those organizations (Abbasi et al. 2021).  Several authors have considered the negative 
effects of OCB on WD (Berry et al. 2007; Lee & Allen 2002). Previous studies show that OCB consistently showed 
up in employees’ behaviour at work It (OCB) continues to impact task performance and technical outcomes at the 
organizational level (Hoffman et al. 2007).  

These research results provided empirical evidence that hypothesis H3 (a negative relationship between OCB 
and WD) was supported. It is consistent with previous literature suggesting a negative relationship between OCB 
and WD (Haerani et al. 2020; Rice et al. 2020). The literature has emphasized the importance of OCB and the 
influence of this behaviour on organizational efficiency (Podsakoff et al. 2014). Likewise, the enhanced tendency 
of OCB research has been noted (Podsakoff et al. 2009). At present, limited evidence and research is pointing to the 
role of OCB as a mediating effect. Based on OCB literature reviews, it can be concluded that there is a constant 
relationship between OC and OCB, supporting the constant relationship between OCB and workplace deviant 
behaviour. The study results provided empirical evidence that hypothesis H4 (OCB mediate the relationship between 
OC and WD) was supported. 

 
THEORETICAL IMPLICATION  

 
This research generated some interesting theoretical implications. First, current research on workplace deviance 
initiates the empirical study that directly examines the commonality between OC and workplace deviance in higher 
education. Although this commonality has been theorized, studied, and debated in sociology, criminality, social 
psychology, and several other disciplines for decades, its empirical study and application to higher education is rare. 
Second, the theoretical approaches from the fields of ethics and behaviour in an organization have been explained 
by other researchers (Aloustani et al. 2020; Hernández-López et al. 2020; Ilyas et al. 2020). This research identified 
the appropriate factor – organizational citizenship behaviour, aside from organizational commitment, to foster 
creative deviance, offering empirical evidence of this specific deviance's distinctiveness. OCB distinguishes deviant 
behaviour from normal. Research has cast OCB to play a vital role in enhancing the productivity and efficiency of 
the organization.   

The research community has explored the mediating effect of OCB on workplace deviance and OC, finding it 
to be a significant contributor to this body of knowledge. OCB has been researched under four main categories 
(Podsakoff et al. 2009) and each is essential to drawing connections and understanding OCB. The value of OCB as 
a mediating variable was highlighted because of the limited research employing OCB as a mediator variable in WD. 

 
MANAGERIAL IMPLICATION 

 
The data analysis shows that OC and OCB are considered two organizational factors that are having an impact on 
workplace deviance. This suggests that selecting employees with greater concern and belief in their abilities might 
be a proven model for HR to improve the efficacy of personnel and reduce workplace deviance. Also, the 
performance improvement is not just a function of choosing proactive individuals, but rather an assignment of such 
people to jobs in which they have more freedom to demonstrate their SKA (Skills, Knowledge, and Ability). The 
research might act as a template for managers and leaders of organizations to use as a base for installing processes 
and procedures in place to mitigate or completely eradicate what seems to be a contagion among domestic and global 
organizations. It provides reasons for deviance and its consequences, which mostly leads to increase organizational 
productivity and efficiency. This study's results help the managers monitor employees’ dissatisfaction and alert the 
managers about inequity within their workforce.  The research looks through the lens of OC to see what steps 
management can initiate to strengthen the alignment of individual commitment and the goals of the organization 
while minimizing WD and the ramifications it delivers. 
 

CONCLUSION 
 

This study has examined, the relationship between OC and WD with mediating effect of OCB. Results of the study 
show that OC is considered a vital predictor of WD. Organizational citizenship behaviour presents a significant 
predictor of WD, and a growing body of literature recognises its importance. So, selecting employees with more 
substantial concern and belief in their abilities might be a good starting point for human resources to improve 
personnel efficiency and reduce workplace deviance in higher education. Also, performance improvement is a 
function of choosing proactive individuals and assigning such people to jobs where they have more freedom to show 
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how they can do tasks. As not every individual could be disposed and inclined to participate in job crafting, it is a 
way to increase employee’s awareness of how they can influence their job in terms of their work context.  
 The following limitations and the corresponding future directions are highlighted below. First, this research 
only focused on the OC that leads to creative deviance in the workplace. Some unique factors may be relevant in 
predicting contemporary trends regardless of reducing workplace deviance. Second, although data were collected 
only once and took almost two months, some unequal distribution might be affected during the sixty days. Future 
studies might consider collecting data over a period longer than two months in case the researcher wants to analyze 
the different reactions of employees to managers’ decisions or behaviour. Third, this study focuses on public 
university employees in Malaysia and not only academic staff but high educational level employees as well. Also, 
future research can investigate whether a higher educational level in universities can influence workplace deviance. 
Researchers can separate academic staff and non-academic staff employees and compare the WD between two 
groups.  
 
 

REFERENCES 
 

Abbasi, A., Baradari, F., Sheghariji, H. & Shahreki, J. 2020a. Impact of organizational justice on workplace deviance 
with mediating effect of job satisfaction in SMEs of Malaysia. European Journal of Business and Management 
12(17): 52-63. 

Abbasi, A., Ismail, W.K.W., Baradari, F. & Shahreki, J. 2020b. Trust in management & work satisfaction as 
predictor of workplace deviance in SMEs of Malaysia. European Journal of Business and Management 12(21): 
196-207. 

Abbasi, A. & Ismail, W.K.W. 2017. Organizational  predictors of workplace deviance in public university in 
Malaysia. paper presented at the International Conference on Innovation in Business and Strategy, 4(1):769-
773. 

Abbasi, A. & Wan Ismail, W.K. 2018. Individual predictors of workplace deviance with mediating effect of job 
satisfaction. European Journal of Business and Management 10(14): 1-6. 

Abbasi, A., Ismail, W.K.W., Baradari, F. & Javadinasab, H. 2021. The impact of organizational ethical climate on 
workplace deviance mediated by organizational citizenship behaviour: A study of selected research universities 
in Malaysia. Hong Kong Journal of Social Sciences 56(2): 1-13.  

Abbasi, A., Ismail, W.K.W., Baradari, F., Zureigat, Q. & Abdullah, F.Z. 2022. Can organizational justice and 
organizational citizenship behaviour reduce workplace deviance?. Intangible Capital Journal 18(2): 78-95.  

Aboramadan, M., Albashiti, B., Alharazin, H. &  Dahleez, K.A. 2020, Human resources management practices and 
organizational commitment in higher education: The mediating role of work engagement, International Journal 
of Educational Management 34(1): 154-174.  

Aguiar-Quintana, T., Araujo-Cabrera, Y. & Park, S. 2020. The sequential relationships of hotel employees' 
perceived justice, commitment, and organizational citizenship behaviour in a high unemployment context. 
Tourism Management Perspectives 14: 100676. 

Ahmad, M.S., Iqbal, F., Siddique, R., Abbas, S. & Fakhr, Z. 2020, Responsible leadership and workplace deviant 
behaviour: modeling trust and turnover intention as mediator, Leadership & Organization Development Journal 
41(7): 939-952.   

Ahmed, N., Rasheed, A. & Jehanzeb, K. 2012. An exploration of predictors of organizational citizenship behaviour 
and its significant link to employee engagement. International Journal of Business, Humanities, and 
Technology 2(4): 99-106. 

Akoto, E.O., Akoto, E.V., Campbell, N.S. & Jackson, L.L. 2020. Integrating engagement and interpersonal bond: 
Effect on directed performance. American Journal of Management  20(5): 52-64. 

Alanazi, L., 2020. Does gender matter? Testing the mediating role of public service motivation between gender and 
organizational citizenship behaviour in federal agencies. International Journal of Public Administration 
44(6):1-11. 

Alias, Ismail & Abu Samah, B. 2013. Predictors of workplace deviant behaviour: HRD agenda for Malaysian 
support personnel. European Journal of Training and Development 37(2): 161-182. 

Alotaibi, S.M., Amin, M. & Winterton, J. 2020, Does emotional intelligence and empowering leadership to affect 
psychological empowerment and work engagement? Leadership & Organization Development Journal  41(8): 
971-991.  

Al Otaibi, S.M., Amin, M., Winterton, J., Bolt, E.E.T. & Cafferkey, K. 2022, "The role of empowering leadership 
and psychological empowerment on nurses’ work engagement and affective commitment", International 
Journal of Organizational Analysis Vol. ahead-of-print No. ahead-of-print. 

Aloustani, S., Atashzadeh-Shoorideh, F., Zagheri-Tafreshi, M., Nasiri, M., Barkhordari-Sharifabad, M. & Skerrett, 
V. 2020. Association between ethical leadership, ethical climate and organizational citizenship behaviour from 
nurses’ perspective: a descriptive correlational study. BMC nursing 19(1): 1-8. 

https://www.emerald.com/insight/search?q=Mohammed%20Aboramadan
https://www.emerald.com/insight/search?q=Belal%20Albashiti
https://www.emerald.com/insight/search?q=Hatem%20Alharazin
https://www.emerald.com/insight/search?q=Khalid%20Abed%20Dahleez
https://www.emerald.com/insight/publication/issn/0951-354X
https://www.emerald.com/insight/publication/issn/0951-354X
https://www.emerald.com/insight/search?q=Muhammad%20Shakil%20Ahmad
https://www.emerald.com/insight/search?q=Fatima%20Iqbal
https://www.emerald.com/insight/search?q=Raffia%20Siddique
https://www.emerald.com/insight/search?q=Sohail%20Abbas
https://www.emerald.com/insight/search?q=Zainab%20Fakhr
https://www.emerald.com/insight/publication/issn/0143-7739
https://www.emerald.com/insight/search?q=Saad%20M.%20Alotaibi
https://www.emerald.com/insight/search?q=Muslim%20Amin
https://www.emerald.com/insight/search?q=Jonathan%20Winterton
https://www.emerald.com/insight/publication/issn/0143-7739
https://www.emerald.com/insight/search?q=Saad%20M.%20Al%20Otaibi
https://www.emerald.com/insight/search?q=Muslim%20Amin
https://www.emerald.com/insight/search?q=Jonathan%20Winterton
https://www.emerald.com/insight/search?q=Ester%20Ellen%20Trees%20Bolt
https://www.emerald.com/insight/search?q=Kenneth%20Cafferkey
https://www.emerald.com/insight/publication/issn/1934-8835
https://www.emerald.com/insight/publication/issn/1934-8835


GALL
EY P

ROOF

 
 

10 
 

Amin, M., Aldakhil, A.M., Wu, C., Rezaei, S. & Cobanoglu, C. 2017, The structural relationship between TQM, 
employee satisfaction and hotel performance.  International Journal of Contemporary Hospitality Management 
29(4): 1256-1278. 

Amin, M., Khairuzzaman Wan Ismail, W., Zaleha Abdul Rasid, S. & Daverson Andrew Selemani, R. (2014), The 
impact of human resource management practices on performance: Evidence from a Public University, The TQM 
Journal 26(2): 125-142.    

Amin, M., Ryu, K., Cobanoglu, C. & Nizam, A. 2021. Determinants of online hotel booking intentions: website 
quality, social presence, affective commitment, and e-trust. Journal of Hospitality Marketing & 
Management 30(7): 845-870. 

Amin, S., Adriani, Z. & Habibi, A. 2020. DATASET for validation of the relationship between workplace 
spirituality, organizational commitment, and workplace deviance. Data, in brief 105872. 

Applebaum, S.H., Deguire, K.J. & Lay, M. 2005. The relationship of ethical climate to deviant workplace behaviour. 
Corporate Governance 5(4): 43-55. 

Aquinno, K., Tripp, T.M. & Bies, R.J. 2006. Getting even or moving on? Power, procedural justice, and types of 
offense as predictors of revenge, forgiveness, reconciliation, and avoidance in organizations. Journal of Applied 
Psychology 91: 653-658. 

Aune, K. & Wong, N.C.H. 2002. Antecedents and consequences of adult play in romantic relationships. Personal 
Relationships 9: 279-286. 

Berry, C.M., Ones, D.S. & Sackett, P.R. 2007. Interpersonal deviance, organizational deviance, and their common 
correlates: a review and meta-analysis. Journal of applied psychology, 92(2) :410. 

Blakely, G.L., Srivastava, A. & Moorman, R.H. 2005. The effects of nationality work role centrality, and work locus 
of control on role definitions of OCB. Journal of Leadership & Organizational Studies 12(1): 103-117. 

Bullock-Yowell, E., Peterson, G.W., Reardon, R.C., Leierer, S.J. & Reed, C.A. 2011. Relationships among career 
and life stress, negative career thoughts, and career decision state: A cognitive information processing 
perspective. The Career Development Quarterly 59(4): 302-314. 

Carlson, D.J. 2009. Self-efficacy and employee satisfaction in cross-utilization teams: Predicting organizational 
commitment and turnover intention of cross-utilization employees. Unpublished doctoral dissertation. Capella 
University, USA. 

Carrion, G.C., Nitzl, C. & Rold_an, J.L. 2017, Mediation analyses in partial least squares structural equation 
modeling: guidelines and empirical examples, in Partial Least Squares Path Modeling, Springer, Cham 41:173-
195. 

Chappel, D. & Di Martino, V. (2006). Violence at work. Geneva, Switzerland: International Labour Office 3(1): 24-
29.  

Chen, C.-T. & King, B. 2018. Shaping the organizational citizenship behaviour or workplace deviance: Key 
determining factors in the hospitality workforce. Journal of Hospitality and Tourism Management 35: 1-8. 

Chernyak-Hai, L. & Tziner, A. 2014. There are relationships between counterproductive work behaviour, perceived 
justice and climate, occupational status, and leader-member exchange. Revista de Psicología del Trabajo y de 
las Organizaciones 30(1): 1-13. 

Cropanzano, R. & Mitchell, M.S. 2005. Social exchange theory: An interdisciplinary review. Journal of 
Management 31(6): 874-900. 

Dalal, N. & Triggs, B. 2005. Paper presented at the Computer Vision and Pattern Recognition, CVPR 2005. IEEE 
Computer Society Conference on, Histograms of oriented gradients for human detection 886-893. 

Davoudi, S.M.M. 2012. A comprehensive study of organizational citizenship behaviour (OCB): Introducing the 
term, clarifying its consequences, and identifying its antecedents. Journal of Economics and Management 1(2): 
73-85. 

Dirican, H. & Erdil, O. 2016. An Exploration of Academic Staff’s Organizational Citizenship Behaviour and 
Counterproductive Work Behaviour in Relation to Demographic Characteristics  Procedia - Social and 
Behavioural Sciences  235( 2 ):  351-360.   

Dunlop, P.D. & Lee, K. 2004. Workplace deviance, organizational citizenship behaviour, and business unit 
performance: The bad apples do spoil the whole barrel. Journal of Organizational Behaviour 25(1): 67-80. 

Ehtiyar, R., Aktas, A. & Omuris, E. 2010. The role of organizational citizenship behaviour on university student's 
academic success. Tourism and Hospitality Management 16(1): 47-61. 

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P.D., and Rhoades, L. 2001. Reciprocation of perceived 
organizational support. Journal of Applied Psychology 86(1): 42-57. 

Eliyana, A. & Ma’arif, S. 2019. Job satisfaction and organizational commitment affect transformational leadership 
towards employee performance. European Research on Management and Business Economics 25(3): 144-150. 

Faldetta, G. 2020, Abusive supervision and workplace deviance: the role of negative reciprocity, International 
Journal of Organizational Analysis 29(4): 935-949.  

Farndale, E., Van Ruitn, J., Kelliher, C. & Hope-Hailey, V. 2011. The influence of perceived employee voice on 
organizational commitment: An exchange perspective. Human Resource Management 50(1), 113-129. 

https://www.emerald.com/insight/search?q=Muslim%20Amin
https://www.emerald.com/insight/search?q=Abdullah%20Mohamed%20Aldakhil
https://www.emerald.com/insight/search?q=Chengzhong%20Wu
https://www.emerald.com/insight/search?q=Sajad%20Rezaei
https://www.emerald.com/insight/search?q=Cihan%20Cobanoglu
https://www.emerald.com/insight/publication/issn/0959-6119
https://www.emerald.com/insight/search?q=Muslim%20Amin
https://www.emerald.com/insight/search?q=Wan%20Khairuzzaman%20Wan%20Ismail
https://www.emerald.com/insight/search?q=Siti%20Zaleha%20Abdul%20Rasid
https://www.emerald.com/insight/search?q=Richard%20Daverson%20Andrew%20Selemani
https://www.emerald.com/insight/publication/issn/1754-2731
https://www.emerald.com/insight/publication/issn/1754-2731
https://sci-hub.se/https:/www.emerald.com/insight/search?q=Guglielmo%20Faldetta
https://sci-hub.se/https:/www.emerald.com/insight/publication/issn/1934-8835
https://sci-hub.se/https:/www.emerald.com/insight/publication/issn/1934-8835


GALL
EY P

ROOF

 
 

11 
 

Fatima, J.K. & Di Mascio, R. 2020. The dynamic role of rapport on a satisfaction-commitment relationship. 
International Journal of Bank Marketing 38(4): 917-932. 

Ferguson, M. & Barry, B. 2011. I know what you did: The effects of interpersonal deviance on bystanders. Journal 
of Occupational Health Psychology 16(1): 80-94. 

Ferris, D.L., Spence, J.R., Brown, D.J. & Heller, D. 2012. Interpersonal injustice and workplace deviance: The role 
of esteem threat. Journal of Management 38(6): 1788-1811. 

Fisher, C.D. 2000. Mood and emotions while working: Missing pieces of job satisfaction? Journal of Organizational 
Behaviour 21(1): 185-202. 

Fornell, C. & Larcker, D.F. 1981. Evaluating structural equation models with unobservable variables and 
measurement error. Journal of Marketing Research 18(1): 39–50.  

Fox, S. & SPector, P.E. 1999. A model of work frustration-aggression. Journal of Organizational Behaviour 20(6): 
915-931. 

Gilbert, S., Laschinger, H.K. & Leiter, M. 2010. The mediating effect of burnout on the relationship between 
structural empowerment and organizational citizenship behaviours. Journal of Nursing Management 18(3): 
339-348. 

Guay, R.P., Choi, D., Oh, I.-S., Mitchell, M.S., Mount, M.K. & Shin, K.-H. 2016. Why people harm the organization 
and its members: Relationships among personality, organizational commitment, and workplace deviance. 
Human Performance 29(1): 1-15. 

Guay, R.P., Choi, D., Oh, I. S., Mitchell, M.S., Mount, M. & Shin, K.-H. 2015. Why People Harm the Organization 
and Its Members: Relationships Among Personality, Organizational Commitment, and Workplace Deviance. 
Human Performance, Forthcoming 18(2): 135-151. 

Haerani, S., HakimM, W. & PUTRA, A.H.P.K. 2020. Structural model of developing human resources performance: 
Empirical Study of Indonesia States Owned Enterprises. The Journal of Asian Finance, Economics, and 
Business (JAFEB) 7(3): 211-221. 

Hair , J., Hult, G.T.M., Ringle, C. & Sarstedt, M. 2016. A primer on partial least squares structural equation 
modeling (PLS-SEM): Sage Publications, Thousand Oaks, CA. 

Hakim, W. & Fernandes, A. 2017. Moderation effect of organizational citizenship behaviour on the performance of 
lecturers. Journal of Organizational Change Management 30(7): 1136-1148. 

Herjanto, H. & Amin, M. 2020. Repurchase intention: The effect of similarity and client knowledge. International 
Journal of Bank Marketing 38(6): 1351-1371. 

Herjanto, H., Amin, M. & Purinton, E.F. (2021). Panic buying: The effect of thinking style and situational ambiguity. 
Journal of Retailing and Consumer Services 60(1): 1012455. 

Herjanto, H. & Gaur, S.S. 2015. Research on emotions by marketing scholars in the last 10 years. In C. Campbell., 
& J. Ma. (eds). Looking forward, looking back: Drawing on the past to shape the future of marketing, Academy 
of the Marketing Science 24(1). 27-31. 

Hernández-López, L.E., Álamo-Vera, F.R., Ballesteros-Rodríguez, J. L. & De Saá-Pérez, P. 2020. Socialization of 
business students in ethical issues: The role of individuals’ attitude and institutional factors. The International 
Journal of Management Education 18(1): 100363. 

Hershcovis, M.S., Turner, N., Barling, J.J., Arnold, K.A., Dupre, K.E., Inness, M., LeBlanc, M. & Sivanathan, N. 
2007. Predicting workplace aggression: A meta-analysis. Journal of Applied Psychology 92(1): 228-238. 

Hoffman, B.J., Blair, C.A., Meriac, J.P. & Woehr, D.J. 2007. Expanding the criterion domain? A quantitative review 
of the OCB literature. Journal of Applied psychology 92(2): 555. 

Hsiao, C.-H. & Wang, F.-J. 2020. Proactive personality and job performance of athletic coaches: organizational 
citizenship behaviour as mediator. Palgrave Communications 6(1): 1-8. 

Ilyas, S., Abid, G. & Ashfaq, F. 2020. Ethical leadership in sustainable organizations: The moderating role of general 
self-efficacy and the mediating role of organizational trust. Sustainable Production and Consumption 22, 195-
204. 

Jafari, P. & Bidarian, S. 2012. The relationship between organizational justice and organizational citizenship 
behaviour. Procedia-Social and Behavioural Sciences 47(1): 1815-1820. 

Jaroenwanit, P., Abbasi, A. & Hongthong, P. 2022. Determinants of customers’ intention to use online food delivery 
platforms in Thailand. Uncertain Supply Chain Management 10(3): 747-758. 

Joseph, D.L., Newman, D.A. & Hulin, C.L. 2010. Job attitudes and employee engagement: A meta-analysis of 
construct redundancy. In S. Albrecht (Ed.). The handbook of employee engagement: Perspectives, issues, 
research and practice, cheltenham, UK: Edward Elgar,. 43-61. 

Kelloway, E.K., Loughlin, C., Barling, J. & Nault, A. 2002. Self‐Reported Counterproductive Behaviours and 
Organizational Citizenship Behaviours: Separate but Related Constructs. International Journal of Selection and 
Assessment 10(1‐2): 143-151. 

Khunsoonthornkit, A. & Panjakajornsak, V. 2018. Structural equation model to assess the impact of learning 
organization and commitment on the performance of research organizations. Kasetsart Journal of Social 
Sciences 39(3): 457-462. 



GALL
EY P

ROOF

 
 

12 
 

Kloutsiniotis, P.V. & Mihail, D.M. 2020. The effects of high-performance work systems in employees’ service-
oriented OCB. International Journal of Hospitality Management 90: 102610. 

Kuadli, J. 2020. 27+ alarming workplace violence statistics. Available at: https://legaljobsite.net/workplace-
violence-statistics/ 10(6): 187-201. 

Lau, C.M. & Woodman, R.W. 1995. Understanding organizational change: A schematic perspective. The Academy 
of Management Journal 38(2): 537-554. 

Lawrence, T.B. & Robinson, S.L. 2007. Ain't Misbehavin Workplace deviance as organizational resistance. Journal 
of Management 33(3): 378-394. 

Lebron, A. 2020. The latest on workplace violence statistics. Available at https://www.ravemobilesafety. 
com/blog/latest-workplace-violence-statistics  

Lee, K. & Allen, N.J. 2002. Organizational citizenship behaviour and workplace deviance: The role of effect and 
cognitions. Journal of Applied Psychology 87(1): 131-149. 

Liang, Y.-W. 2012. The relationships among work values, burnout, and organizational citizenship behaviours: A 
study from hotel front-line service employees in Taiwan. International Journal of Contemporary Hospitality 
Management 24(2): 251-268. 

Liao, Joshi & Chuang. 2004. Sticking Out Like a Sore Thumb: Employee Dissimilarity and Deviance at Work*. 
Personnel Psychology 57(4): 969-1000. 

Liang, J., Chen, Z. & Lei, J. 2016. Inspire me to donate: The use of strong emotion in donation appeals. Journal of 
Consumer Psychology 26(2): 283-288. 

López-Cabarcos, M.Á., Vázquez-Rodríguez, P., Piñeiro-Chousa, J. & Caby, J. 2019. The role of bullying in the 
development of organizational citizenship behaviours. Journal of Business Research 18(30) 381-401. 

Mackey, J.D., McAllister, C.P., Ellen III, B.P. & Carson, J.E. 2021. A meta-analysis of interpersonal and 
organizational workplace deviance research, Journal of Management 47(3), 597-622. 

Mansoor, S., Tran, P.A. & Ali, M.  2021, Employee outcomes of supporting and valuing diversity: the mediating 
role of diversity climate,  18(1): 19-35.   

Mehar, M.R., Asif, M. & Hassan, A. 2018. Impact of workplace deviance behaviours on turnover intention of 
employees in Pakistan. Edelweiss Psychiatry 1(1): 14-20. 

Meyer, J.P. & Allen, N.J. 1991. A three-component conceptualization of organizational commitment. Human 
resource management review 1(1): 61-89. 

Miller, P.J., Niehuis, S. & Huston, T.L. 2006. Positive illusions in marital relationships: A 13-year longitudinal 
study. Personality and Social Psychology Bulletin 31(3): 1579-1594. 

Mitchell, M.S. & Ambrose, M.L. 2007. Abusive supervision and workplace deviance and the moderating effects of 
negative reciprocity beliefs. Journal of Applied Psychology 92(4): 1159-1168. 

Mowday, R.T., Steers, R.M. & Porter, L.W. 1979. The measurement of organizational commitment. Journal of 
vocational behaviour 14(2): 224-247. 

Murray, S.L., Holmes, J.G. & Griffin, D.W. 1996. The self-fulfilling nature of positive illusions in romantic 
relationships: Love is not blind, but the president. Journal of Personality and Social Psychology 71(1), 1155-
1180. 

Nielsen, T.M., Hrivnak, G.A. & Shaw, M. 2009. Organizational citizenship behaviour and performance: A meta-
analysis of group-level research. Group Research 38(3): 189-205. 

Ngunia, S., Sleegers, P. & Denessen, E. 2006. Transformational and transactional leadership effects on teachers' job 
satisfaction, organizational commitment, and organizational citizenship behaviour in primary schools: The 
Tanzanian case. School Effectiveness and School Improvement 17(2): 145-177. 

Panchapakesan, P., Amin, M. & Herjanto, H.  2021, How luxury restaurants will enhance the concept of guest 
delight, Journal of Hospitality and Tourism Insights 14(7): 43-59.  

Pierce, H.R. & Maurer, T. J. (2009). Linking employee development activity, social exchange, and organizational 
citizenship behaviour. International Journal of Training and Development 13(3): 139-147. 

Plelzer, J.L., Oostrom, J.K., Bentvelzen, M. & de Vries, R. E. 2020. Comparing domain and facet level relations of 
the HEXACO personality model with workplace deviance: A meta-analysis. Personality and Individual 
Differences 152: 109539 

Podsakoff, Podsakoff, P., MacKenzie, S., Maynes, T. & Spoelma, T. 2014. Consequences of unit‐level 
organizational citizenship behaviours: A review and recommendations for future research. Journal of 
Organizational Behaviour 35(1): 87-119. 

Podsakoff, Whiting, Podsakoff & Blume. 2009. Individual-and organizational-level consequences of organizational 
citizenship behaviours: Journal of Applied Psychology  94(1): 122. 

Preacher, K.J. & Hayes, A.F. 2008. Asymptotic and resampling strategies for assessing and comparing indirect 
effects in multiple mediator models. Behaviour research methods 40(3): 879-891. 

Preenen, P.T., Oeij, P.R., Dhondt, S., Kraan, K.O. & Jansen, E. (2016). Why job autonomy matters for young 
companies' performance: company maturity as a moderator between job autonomy and company performance. 
World Review of Entrepreneurship, Management, and Sustainable Development 12(1): 74-100. 

https://www.emerald.com/insight/search?q=Sadia%20Mansoor
https://www.emerald.com/insight/search?q=Phuong%20Anh%20Tran
https://www.emerald.com/insight/search?q=Muhammad%20Ali
https://www.emerald.com/insight/search?q=Padma%20Panchapakesan
https://www.emerald.com/insight/search?q=Muslim%20Amin
https://www.emerald.com/insight/search?q=Halimin%20Herjanto
https://www.emerald.com/insight/publication/issn/2514-9792


GALL
EY P

ROOF

 
 

13 
 

Qi, L., Liu, B. & Mao, K. 2020. Spare the rod and spoil the child? A study on employee workplace deviant behaviour. 
Nankai Business Review International 14(2): 312-331. 

Qin, P. & Liu, Y. 2019. The empirical research on the influence of leadership positive emotion on counterproductive 
work behaviour. Psychology 10(6): 877-902. 

Raza, M.A., Ul-Hadi, N., Khan, M. & Mujtaba, B.G.  2020 Empirical evidence of organizational justice and 
incivility in the tourism industry: Assessing the moderating role of Islamic work ethics and trust in 
leader, Journal of Transnational Management 25(4): 274-299. 

Rice, D.B., Taylor, R. & Forrester, J.K. 2020. The unwelcoming experience of abusive supervision and the impact 
of leader characteristics: turning employees into poor organizational citizens and future quitters. European 
Journal of Work and Organizational Psychology 61(1): 1-18. 

Ringle, C.M., Wende, S. & Will, S. 2005. SmartPLS 2.0 (M3) Beta. Hamburg: University of Hamburg 37(3): 61-
78. 

Robinson, S.L. & Bennett, R.J. 1995. A typology of deviant workplace behaviours: A multidimensional scaling 
study. Academy of management journal 38(2): 555-572. 

Rouhi, G., Asayesh, H., Rahmani, H. & Abbasi, A. 2011. Job Satisfaction and Organizational Commitment  Among  
Nursing Staff: PAYESH 10(2): 7-14. 

Shim, H.S., Jo, Y. & Hoover, L.T. 2015. Police transformational leadership and organizational commitment: 
Mediating role of organizational culture. Policing: An International Journal 38(4): 754-774. 

Shore, L.M., Chung-Herrera, B.G., Dean, M.A., Ehrhart, K.H., Jung, D.I. & Randel, A.E.,. 2009. Diversity in 
organizations: Where are we now and where are we going? Human Resource Management Review 19(2): 117-
133. 

SHRM 2019. Workplace violence. Available at https://www.shrm.org/hr-today/trends-and-forecasting/research-
and-surveys/pages/workplace-violence.aspx 

Singla, H., Singh, A. & Mehta, P. 2020. Retiring early for being emotionally exhausted or staying committed at the 
workplace: A mediation analysis 12(2): 63-79.  

Soumyaja, D., Kamalanabhan, T.J. & Bhattacharyya, S 2011 Employee commitment to organizational change: Test 
of the three-component model in Indian. Context, Journal of Transnational Management 16(4): 239-251. 

Tariq, S., Jan, F.A. & Ahmad, M.S. 2016. Green employee empowerment: A systematic literature review on state-
of-art in green human resource management. Quality & Quantity 50(2): 237-269. 

Tepper, B.J., Henle, C.A., Lambert, L.S., Giacalone, R.A. & Duffy, M.K. 2008. Abusive supervision and 
subordinates' organization deviance. Journal of Applied Psychology 93(4): 721-738.  

Tuzun, I.K. & Kalemci, R.A. 2018. Workplace deviance and human resource management relations: A case study 
of Turkish hotel employees. Journal of Human Resource in Hospitality & Tourism 17(2): 137-153. 

Uddin, M.A., Mahood, M. & Fan, L. 2019. Why individual employee engagement matters for team performance. 
Team Performance Management: An International Journal 25(12): 47-68. 

Umphress, E.E., Bingham, J.B. & Mitchell, M.S. 2010. Unethical behaviour in the name of the company: the 
moderating effect of organizational identification and positive reciprocity beliefs on unethical pro-
organizational behaviour. Journal of Applied Psychology 95(4): 769-782. 

Wang, Q., Weng, Q. & Jiang, Y. 2020. When Does Affective Organizational Commitment Lead to Job 
Performance?: Integration of Resource Perspective. Journal of Career Development 47(4): 380-393. 

Wang, Q., Lin, M.H., Narayan, A., Burns, G.N. & Bowling, N.A. 2020. A cross-cultural examination of the 
relationships between job attitudes and workplace deviance. Asia Pacific Journal of Management 28(2): 48-62.  

Whiting, S.W. & Maynes, T.D. 2015. Selecting team players: Considering the impact of contextual performance 
and workplace deviance on selection decisions in the national football league. Journal of Applied Psychology 
101(4), 484-497. 

Williams, L.J. & Anderson, S.E. 1991. Job satisfaction and organizational commitment as predictors of 
organizational citizenship and in-role behaviours. Journal of Management 17(3): 601-617. 

Yam, K.C., Klotz, A.C., He, W. & Reynolds, S.J. 2017. From good soldiers to psychologically entitled: Examining 
when and why citizenship behaviour leads to deviance. Academy of Management Journal 60(1): 373-396. 

Yang, D., He, Q., Cui, Q. & Hsu, S.-C. 2020. Non-economic motivations for organizational citizenship behaviour 
in construction megaprojects. International Journal of Project Management 38(1): 64-74. 

Yao, T., Qiu, Q. & Wei, Y. 2019. Retaining hotel employees as internal customers: Effect of organizational 
commitment on attitudinal and behavioural loyalty of employees. International Journal of Hospitality 
Management 76(1): 1-8. 

Zhao, P., Xu, X., Peng, Y. & Matthews, R.A. 2020. Justice, support, commitment, and time are intertwined: A social 
exchange perspective. Journal of Vocational Behaviour 28(1): 103432. 

 

https://www.emerald.com/insight/search?q=Himanshu%20Singla
https://www.emerald.com/insight/search?q=Amandeep%20Singh
https://www.emerald.com/insight/search?q=Pooja%20Mehta


GALL
EY P

ROOF

 
 

14 
 

Ali Abbasi 
Faculty of Business Administration and Accountancy 
Khon Kaen University 
123 Mittraphap Rd. Muang KhonKaen 40002, THAILAND. 
E-Mail: aliabbasi5555@gmail.com 
 
John C. Cary 
School of Management 
Marist College 
3399 North Road, Poughkeepsie, NY 12601, U.S.A. 
E-Mail: John.Cary@marist.edu 
 
Halimin Herjanto 
H-E-B School of Business and Administration 
University of the Incarnate Word 
4301 Broadway, San Antonio, Texas 78209, U.S.A 
E-Mail: herjanto@uiwtx.edu 
 
Fatemeh Baradari 
Faculty of Engineering and Built Environment 
Universiti Kebangsaan Malaysia 
43600 UKM Bangi, Selangor, MALAYSIA. 
E-Mail: termeh.brd@gmail.com 
 
Muslim Amin (corresponding author) 
Department of Marketing Strategy and Innovation 
Sunway University Business School 
Sunway University 
47500 Petaling Jaya, MALAYSIA. 
E-Mail: tengkumuslim@yahoo.com 
 
 
 
 
 

mailto:aliabbasi5555@gmail.com
mailto:John.Cary@marist.edu
mailto:herjanto@uiwtx.edu
mailto:termeh.brd@gmail.com
mailto:tengkumuslim@yahoo.com

	How do Organizations Respond to Workplace Deviance under the Influence of Organizational Citizenship in Public Universities?
	(Bagaimanakah Organisasi Membalas Penyimpangan Tempat Kerja di bawah pengaruh Kewarganegaraan Organisasi di Universiti Awam?)
	Ali Abbasi
	(Faculty of Business Administration and Accountancy, Khon Kaen University)
	Muslim Amin
	Ali Abbasi
	Faculty of Business Administration and Accountancy
	Khon Kaen University
	123 Mittraphap Rd. Muang KhonKaen 40002, THAILAND.
	E-Mail: aliabbasi5555@gmail.com
	Muslim Amin (corresponding author)



