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Abstract
Deviant workplace behavior has always been an interesting topic to be observed by both academicians and
practitioners. Negative deviant workplace behavior is a very serious problem in servicing companies. The
purpose of this study is to examine the causes and consequence of deviant workplace behavior. Using a sample
of 101 operational staff in Nigeria the results show that:
(a)
Intent to quit, dissatisfaction and companies contempt have positive effect on deviant workplace
behavior,
(b)
Dissatisfaction have positive effect on intent to quit, and
(c)
Deviant workplace behavior have negative effect on individual performance.
This research has important organizational behavior implications to the servicing company, in terms of the
exanimation of deviant workplace behavior. Managers in the servicing company should minimize negative
deviant workplace behavior with the positive deviant workplace behavior in order to increase the strategic role of
servicing companies in supporting economic growth of the country.
Keywords: Intent to quit, dissatisfaction, company contempt, deviant workplace behavior, individual
performance
1. Introduction
Some researchers have identified that deviant workplace behavior is a very serious problem in servicing
companies Akikibofori (2008). Organizational Behavior scientists are interested in reducing deviant
organizational behavior because it can be a very disruptive and costly problem in terms of both the financial toll
it takes in the company and the emotional toll it takes in employees Ogunyemi (2006) Deviance has often been
recognized as a reaction to frustrating organizational stressors, such as financial, social, and working conditions.
Lawrence and Robinson (2007) found that the increasing tension in corporations that has resulted from economic
changes, increasing global competitiveness, and trends toward downsizing and restructuring has led to
significant levels of misconduct. Nigerians experience violent victimizations at work annually. The
organizational costs of such behaviour are staggering.
Deviant workplace behavior has become one of interesting topics to be observed by both academicians and
practitioners.
The sources of deviant workplace behavior include intent to quit, dissatisfaction, company contempt,
absenteeism, substance abuse, privilege abuse, theft, and theft approval; Adeyaju (2003). These sources of
deviant workplace behavior are predicted to have caused deviant workplace behavior and have effect on
individual performance in work groups. The present article focuses on the causes and consequence of deviant
workplace behavior of full time operational employee in servicing company. Intel’s Nigeria Ltd was established
on render logistics services to companies. It is also managed professionally to enhance the efficiency and
productivity. In order to increase individual performance of employees, it is important for the management to
have a commitment to reduce the negative deviant workplace behavior. Ability to manage or reduce negative
deviant workplace behavior will certainty offer positive impacts to all staff and all companies within Intel’s
Nigeria Ltd. Further, negative deviant workplace behavior reduction will increase the strategic role of Intel’s
Nigeria Ltd in supporting economic growth in Nigeria.
2. LITERATURE REVIEW
Deviant workplace behavior is voluntary behavior that violates significant organizational norms and, in doing so,
threatens the well being of the organization or its members. Researchers have given these behaviors many
different names including workplace deviance counterproductive behavior, antisocial behavior Appeibaum and
Matousek (2007)., and workplace incivility Robinson and Judge (2007).
Deviant workplace behavior is divided into two groups. Some researchers focus on negative deviant workplace
namely: positive and negative deviant workplace behaviors such as absenteeism, withdrawal, withholding effort,
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sexual harassment and unethical decision making. Another focus is also given to employee delinquencies such as
not following the manager’s instructions, intentionally slowing down the work cycle, arriving late, vandalism,
rumor spreading and corporate sabotage.
According to Robinson & Bennet (1995), typology workplace deviance, varies along two dimensions, namely
‘interpersonal versus organizational’ and ‘minor versus serious’. The result of Robinson and Bennett’s research
established a two dimensional chart which organizes deviant workplace behavior into four quadrants labeled:
production deviance, property deviance, political deviance and personal aggression, Akikibofori (2008)
Robinson and Judge (2007), Lawrence and Robinson (2007), see Figure 1. Organizational deviance is a grouping
of behaviors between the individual and the organization that involves things such as theft, sabotage, lateness, or
putting little effort into work. On the other hand, interpersonal deviance is a behavior displayed between
individuals in the workplace and involves behaviors such as: belittling others, playing pranks on others, acting
rudely, arguing, and physical aggression, the first dimension typology which is the organizational-interpersonal
dimension, has the axis ranges from deviance directed towards individuals to deviance directed towards the
organization. The second dimension typology shows the severity of workplace deviance ranging from minor to
serious.

On the other hand, the positive deviant workplace behavior can be defined as ‘intentional behaviors that depart
from the norms of a referent group in honorable Appelbaum and Matousek (2007). Positive deviant behavior
must be praiseworthy and must focus on actions with honorable intentions, irrespective of the outcomes. This
positive deviant workplace behavior can be classified as a pro-social type of behavior: organizational citizenship
behaviors, whistle blowing, corporate social responsibility and creativity/innovation. Further, Spreitzer and
Sonenshien (2004) also identified this positive deviant workplace as non compliance with dysfunctional
directives and criticizing incompetent superiors (see Figure 2). Dimensions of positive deviant workplace
behavior are expected to benefit the organization. Apart from the contributions of positive deviant workplace
behavior, this research however, focuses on the negative deviant workplace behavior. This is because the
negative deviant workplace behavior aspect may be very disadvantageous to organization and further reducing
individual performance.
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The employer-employee relationship is best described by the agency theory. Agency theory holds that both
employee (agents) and employer (principal) are utility maximisers (Godfrey, Hodgson & Holmes, 2000). Both
employer and employee are therefore prone to opportunism (Shapiro, 2005). Employees (agents) will behave
opportunistically (deviance) if given the chance. Nonetheless, employers (principals) can reduce deviant
behaviours if proper monitoring and controlling mechanisms are installed (Kidder, 2005). Since the control
environment has been previously found to influence employee fraud, it is therefore believed that the control
environment may also have significant influence towards counter-productive behaviours.
Tobin (2000) examined the effects of organizational structure on aggression and violence in the workplace. For
organizational aggression and violence, result of the study revealed that organizational factors interact with other
behavioural determinants, such as personality and individual affectivity. Through a literature review, it was
submitted that structural characteristics can lead to deviant behaviour when there is an incongruence of
needs/expectations and environment between the individual and the organization. According to the findings also,
individuals progress along a frustration - violence continuum until intervening action is taken by the individual
or the organization to overcome obstacles to goals or expectations.
In a separate study, Vardi (2001) examined the ethical climate that was prevalent in a metal-products company
that employed 138 individuals, and submitted there was a strong negative relationship between the ethical
climate of the organization and the “organizational misbehaviour” that was observed Organizational
misbehaviour was defined as “any intentional action by members of organizations that defies and violates shared
organizational norms and core societal values” (Vardi, 2001). In addition, regression analysis revealed that
ethical climate has more of an immediate impact on behaviour than overall organizational climate (Vardi, 2001).
Peterson (2010) conducted a study to determine whether deviant workplace behaviour could possibly be
predicted from the ethical climate of an organizatiom Once again, the Ethical Climate Questionnaire (ECQ) was
used to detennine the ethical climate of organizations of the respondents. In order to determine workplace
deviance, a survey was conducted, similar to that used by Robinson and Bennett (1995 b,a), which included three
items from each of the four classifications described above. The results that Peterson (2010) obtained indicated
several correlations between the type of deviance and the climate identified in the organization. The clearest
relationship was between Political Deviance and a Caring climate. The irnphcation is that when employees feel.
Browning (2009) conducted an exploratory study into deviant behaviour among service encounter front-line
employees. The findings of the study indicated that the customer’s attitude and behaviour are key factors that
influence front-line employees to engage in acts of deviance. Muafi (2011) examined the causes and
consequence of deviant workplace behavior. Using a sample of 101 operational staff, the results showed that: (a)
intent to quit, dissatisfaction and company contempt have positive effect on deviant workplace behavior, (b)
dissatisfaction had positive effect on intent to quit, and (c) deviant workplace behavior bad negative effect on
individual performance. Further, the results suggest that deviant workplace behaviour has high implications for
organization even in manufacturing firms.
Anwar, Sarwar, Awan and Arif (2011) investigated gender differences in workplace deviant behaviour among
fifty lecturers of post graduate level were selected randomly for the sample. Of these respondents 26 were male
and 24 were female. The results of this study reveal that the ratio of organization deviance in the university’s
workplace is more dominant as compared to interpersonal deviance and the male teaching staffs is more deviant
at workplace as compared to female teaching staff.
Omar, Halim, Zainah, Farhadi, Nasir & Kainidin (2011) investigated the relationship between workplace deviant
behaviour and other work-related stress and job satisfaction. Data were collected from 162 participants who were
working as civil servants in different sectors. The results showed that both job stress and satisfaction predicted
workplace deviant behaviour. A significant positive relationship between stress and workplace deviant behaviour
was established. However, the study could not find significant relationship between gender, marital status and
workplace deviant behavior.
Few organizations will admit to creating or condoning conditions that encourage and maintain deviant norms.
Managers want to understanding the source of workplace deviance in order to avoid a chaotic work environment,
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and workplace deviance can also have a considerable financial impact. Deviant workplace behavior is an
important concept because it’s a response to dissatisfaction, and employee express this dissatisfaction in many
ways. Controlling one behavior may be ineffective unless one gets to the root cause. The sophisticated manager
will deal with root causes of problems that may result in deviance, rather than solving one surface problem
(excessive absence) only to see another one crop up (increased theft or sabotage) Robinson & Judge (2007).

Substantial departures

Whistle blowing
*Departure from norms of
ethically questionable
behavior
*Benefit society by

Positive Deviance
•
Honorable
•
Voluntary
•
Departure from
norms

Corporate Social Responsibility
* Departures from business
norms in industries in which
CSR is not expected or

Organizational citizenship Behaviors
•
Common departures from job
requirement
•
Benefits organizational

Figure 2. Typology of positive deviant behavior
Insubstantial departures
Job dissatisfaction is an attitudinal that reflects how employee feel about their jobs. If dissatisfied employees
remain in the organization they may engage in counter productive behaviors such as poor service, destructive
rumors, theft and sabotage of equipment, turnover absenteeism and counter productive behavior results in a
financial cost to the organization in terms of lost productivity and replacement costs Knght & Kennedy (2005),
Akikibofori (2008) suggested that the negative correlation between job satisfaction and intention to quit. Scolt,
Bishit and Chen (2003), also assert that job satisfaction has negative effect on intention to quit. Research by
Harrel, Stahl and Mcclellard (2009) found that there is positive significant correlation between job satisfactions
on work performance. Further, four attitude variables (theft approval, company contempt, intent to quit, and
dissatisfaction) have been identified to predict four types of deviant employee behaviors (absenteeism, substance
abuse, privilege abuse and theft) Ogunyemi (2006).
Based on Appelbaum and Matousek (2007) study, victims of interpersonal workplace deviance are more likely to
suffer from stress related problem and show relatively decreased productivity, lost work time and a relatively
high turnover rate, and financial costs This means that deviant workplace behavior has effect on individual
performance. According to Lisden, Wayne and Kreimer (2001); an important issue for organizations with
empowered work group to manage performance problems of members of this group. In other word, it concern on
how should disciplinary decision be made with in empowered work groups? Human resource professionals need
to consider this issue, because it may be that team members are in better position to evaluate the performance of
their peers than are formal managers. Members of empowered teams typically work closely together and thus
have more opportunities to observe each other’s performance. The attribution theory and social distance theory
suggest that managers will be more severe in disciplining poor performers than will either groups making
disciplinary decision through group consensus or individual group members (working alone). Accountability
theory suggests that group will, in turn be more severe in their disciplinary decision than will the individual
group member. However, the empirical evidence is quite limited on this issue. This literature has been used to
develop the conceptual framework for this study as shown in research model (See Figure 3).
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Figure 3. Causes and Consequence Deviant Workplace Behavior

Company
contempt (C0)
Hypothesis
Based on the research model, this study proposes these following hypotheses:
H1.
There is positive effect of intent to quit (Jq) on deviant workplace behavior (DwB).
H2.
There is positive effect of dissatisfaction (Dis) on deviant workplace behavior (DwB).
H3.
There is positive effect of dissatisfaction (Dis) on intent to quit (Iq).
H4.
There is positive effect of company contempt (Co) on deviant workplace behavior (DwB).
H5.
There is negative effect of deviant workplace behavior (DwB) on individual performance (Ip).

3. Research Methodology
There are five variables which are used in this research; intent to quit, dissatisfaction, company contempt,
deviant behavior, and individual performance. Validity and reliability tests indicate that all variables are valid
and reliable. - The populations of this study are all operational employee in Intel’s Nigeria Ltd. The samples in
this study are designed by using purposive sampling technique. 150 samples are taken and based on the result of
the questionnaire distribution, 101 respondents answered the items completely, so this meets the requirement for
Structural Equation Modeling (SEM). The scale arrangement technique applied to asserting intent to quit,
dissatisfaction, company contempt, and deviant behavior is Likert scale by scale 1 (strongly disagree) to 7
(strongly agree). While the scale arrangement technique for individual performance ranged from 1 (at the very
bottom) to 7 (at the very top).
4. Findings
Descriptive Analysis
Having response rate 67% (101 our of 150 sample), follows are the description of the respondents.
Sample Profile
As illustrated in Table 1, the majority of respondent were male (79%), with ages over 34 years old (70%) and
drop out university/diploma (55%).
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Table 1. Profile of Respondents (N=101)
General characteristics
Sex
Age

Education

www.iiste.org

Sub- characteristics
Female
Male
18-25 years
26-33 years
34 – up
University
Dropt out
University Diploma/
School certificate

Percentage
21
79
10
20
70
15
55
30

From the evaluation of proposed model, all the criteria used (RMSEA, GFI, CFI, AUFI and TLI) have indicated
satisfactory result. The model on the whole is appropriate, thus the development of hypotheses conceptually and
theoretically is supported by empirical data. To test the hypotheses, the result of path coefficient could indicate
the causal relationship between those variables being examined. See Table 2 for that relationship.
Table 2. Path Coefficient (Standardized And Unstandardized Regression)
Intervariable
relationship

Estimate
(Unstandardize)

Estima
(standardize)

C.R

P

Note

DwB

←

Iq

0.278

0.287

2.416

0.016*

Significant
(H1 supported)

DwB

←

Dis

0.586

0.588

3.894

0.000*

Significant
(H2 supported)

Iq

←

Dis

0.713

0.694

4.617

0.000*

Significant
(H3 supported)

DwB

←

Co

0.250

0.191

2.245

0.025*

Significant
(H4 supported)

Iq

←

Dwb

-1.105

-0.801

-4.329

0,000*

Significant
(H5 supported)

•

Significant at alpha 5%

Based on Table 2, it can be concluded that: (1) intent to quit is positively effect on deviant workplace behavior
(Hi is supported), (2) dissatisfaction is positively effect on deviant workplace behavior (H2 is supported), (3)
dissatisfaction is positively effect on intent to quit (H3 is supported), (4) company contempt is positively effect
on deviant workplace behavior (H4 is supported), and (5) deviant workplace behavior is negatively effect on
individual performance (H5 is supported).
5. Discussion
The results of this study provide relatively strong support for the existence of a positive effect on deviant
workplace behavior, dissatisfaction positive effect to deviant workplace behavior, dissatisfaction positive effect
to intent to quit, company contempt positive effect to deviant workplace behavior and deviant workplace
behavior negative effect to individual performance of operational staff in Intels Nigeria Ltd.
At a general level, this result is largely consistent with the results obtained from studies of causes and
consequence of deviant workplace, behavior. Negative deviant workplace behavior is a behavior intended to
‘damage, disrupt or subvert the organization’s operations for the personal purpose of the saboteur by creating
unfavorable publicity, embarrassment, delays in production, damage to property, the destruction of working
relationship, or the harming of employees and customers Ambrose, Seabright and Schminke (2003). This study
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thus supports the research findings carried out by Bollin and Heatherly (2003), Tett and Meyer, (1993) and Occia
(1998). There is a positive significant correlation between job satisfaction toward work performance. Company
contempt, intent to quit, and dissatisfaction were used to predict four types of deviant employee behavior. In
addition, victims of interpersonal workplace deviance are more likely to suffer from stress related problem and
show relatively decreased productivity, lost work time and a relatively high turnover rate, financial costs.
Furthermore, job dissatisfaction is an attitudinal that reflects how employees feel about their jobs. If dissatisfied
employees remain in the organization they may engage in counter productive behaviors such as poor service,
destructive rumors, theft and sabotage of equipment, turnover absenteeism and counter productive behavior
results in a financial cost to the organization in terms of lost productivity and replacement costs Night and
Kennedy (2005).
Base on the findings it is necessary for the mangers in the servicing companies to give concern on deviant
workplace behavior in Intels Nigeria Ltd. The chosen and implemented strategy should be consistent and
appropriate with minimizing variable of negative deviant workplace behavior in to becoming positive deviant
workplace behavior. The management of Intels should have a vested interest in increasing some types of positive
deviant workplace behaviors within their organization such as organizational citizenship behaviors, whistle
blowing, corporate social responsibility and creativity/innovation. This can be done by empowering their
employees as the key to maintaining the competitive advantage of the firms. Empowerment can recognize and
release in the organization the power that people already have in their wealth of useful knowledge, experience
and internal motivation Kreitner and Kinicki (2007).
6. Conclusion
These findings provide insight that deviant workplace behavior is a very serious problem in servicing companies.
In particular, we focused on organisational climate as well as group member’s affectivity. The results suggested
that the strength of interpersonal affectivity moderated the relationship between organisational reactions and
deviant behaviours. Also, high level negative reactions exacerbated workplace fraudulent behaviours for group
members. We consider this result to be of great importance for managers who seek to understand management
implications of industrial workplace sabotage and deviant behaviours in organisations.
In order to reduce or eliminate workplace deviance to enhance business security, managers need to consider the
employee reactions to organizational policies and practice, as well as the views members hold and what attract
them most to the organization. If the member’s reaction to organizational practices is positive, they will be likely
attracted by the harmonious relationships maintained in the workgroup. Consequently, group members may
engage in deviant behaviour as a way to ventilate their dissatisfaction with the organization or simply to retaliate
upon their peers. In order to avoid this situation, managers need to build a trusting environment. When group
members show high positive reactions to their organizations they tend to perform their jobs better with little or
no supervision, as suggested by our findings.
Therefore, servicing companies should minimize the effects of negative workplace behavior and foster positive
deviance in their employees. Deviant workplace behavior has effect on individual performance. It should be
emphasized that this study suffers from certain limitations. First, one of its limitations is its single servicing
company focus. Second, a reliance on subjective measures, due to an inability to source objective data. Third, the
performance indicators used in the present study are based on subjective response to each person to judge his/her
own work performance.
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