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Abstract

This systematic literature review (SLR) explores the organisational drivers of workplace
deviance, focussing on recent studies to identify key factors influencing deviant behaviours in
organisational settings. Workplace deviance, encompassing both organisational and
interpersonal misconduct, poses significant challenges to organisational effectiveness and
employee well-being. Despite extensive research, understanding the organisational
determinants of such behaviours remains fragmented. The problem is particularly
pronounced in diverse sectors, where varying organisational cultures and leadership styles
influence employee behaviour. This review synthesises findings from 32 peer-reviewed
articles published between 2022 and 2024, using a systematic approach guided by the
PRISMA Statement. The methodology involved an extensive search of scholarly articles from
two reputable databases, which are Scopus and Web of Science, followed by rigorous
screening and analysis of relevant studies. The finding was divided into three themes which is
(1) Organisational Justice and Workplace Deviance, (2) Psychological and Social Dynamics of
Workplace Deviance, and (3) Leadership and Organisational Behaviour on Workplace
Deviance. Results indicate that organisational justice, workplace environment, and leadership
styles are the primary drivers of deviant behaviour. The findings suggest that addressing
organisational drivers through targeted interventions can reduce workplace deviance,
ultimately enhancing organisational performance and employee satisfaction. This review
improves the existing literature by delivering a thorough examination of the organisational
elements influencing workplace deviance and presenting insights for future research and
practical implementations.

Keywords: Workplace Deviant Behaviour, Counterproductive Behaviour, Organisational
Factors, Human Resource Development
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Introduction

Workplace deviance, referring to activities that break organisational standards and endanger
the well-being of the organisation and its personnels, has received major attention in
organisational research. (Appelbaum et al., 2007; Gotz et al., 2020; Rosle et al., 2023). This
phenomenon includes a broad wide array of actions, spanning from minor rule-breaking to
severe violations like theft or sabotage (Baur et al., 2022; Faldetta, 2020; Robinson & Bennett,
1995). While individual traits have often been cited as the primary predictors of deviant
behaviours (Judge et al., 2006; Khattak et al., 2019a), there is a growing recognition that
organisational factors play a important function in determining such conduct (Amin et al.,
2020; Chen et al., 2018; Hashish, 2020). Understanding these organisational drivers is vital, as
they can provide actionable insights for mitigating deviance and fostering a more positive
work environment.

The workplace is a microcosm of broader societal dynamics, where power structures, cultural
norms, and environmental conditions interact to influence behaviour (M. A. Abbasi et al.,
2024; Appelbaum et al., 2007; Bell & Hughes-Jones, 2008). Organisational deviance does not
occur in a vacuum; it is regularly caused by complicated relationships between employees
and their work environments. Factors such as leadership styles, organisational culture, job
design, and policies can either constrain or facilitate deviant behaviour. For instance, a toxic
work culture, characterised by a lack of support and transparency, can exacerbate feelings of
frustration and alienation among employees, leading to increased deviant acts (Cheang &
Appelbaum, 2015; Rizani et al., 2022). Similarly, autocratic leadership may stifle employee
autonomy, potentially prompting retaliatory deviance.

In examining the organisational drivers of workplace deviance, it is important to consider the
function of ethical climate and organisational justice. An organisation's ethical climate, which
encompasses the shared perceptions of what constitutes right and wrong behaviour,
significantly influences employee actions (Al Halbusi et al., 2021; Aryati et al., 2018). A climate
that tolerates or even implicitly encourages unethical behaviour can create an environment
where deviance becomes normalised. Similarly, organisational injustice, whether related to
distributive, procedural, or interactional fairness, can trigger deviant behaviour as employees
seek to redress perceived wrongs (Khattak et al., 2019b, 2021; Khattak & Abukhait, 2024). The
consequences of workplace deviance are extensive, impacting not just the direct victims but
also the overall organisational structure. Productivity losses, increased turnover, damaged
reputations, and a decline in employee morale are just a few of the potential repercussions
(Qietal., 2022; Waseem, 2016). As such, identifying and addressing the organisational drivers
of deviance is not merely a theoretical exercise but an essential requirement for organisations
focused on maintaining a healthy and productive work environment.

Perceived organisational support (POS) is another critical factor that influences workplace
deviance. POS reflects employees' perceptions regarding the degree to which the
organisation appreciates their contributions and prioritises their well-being (Eisenberger et
al., 1986). When workers feel supported and valued by their organisation, they are more
inclined to demonstrate productive behaviours and a lesser likelihood to be involved in
deviant acts. Fostering a strong sense of organizational support can lessen deviance and
promote a more cohesive and motivated workforce by addressing feelings of neglect and
disenfranchisement (Tian & Guo, 2023).
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This article aims to explore the organisational factors that contribute to workplace deviance,
with a focus on understanding how these drivers operate and interact within different
organisational contexts. By drawing on existing literature and empirical evidence, the study
seeks to provide a comprehensive framework for addressing workplace deviance by offering
insights for both scholars and practitioners in fostering ethical and effective organisations.

Literature Review

Workplace deviance can be characterised as “voluntary behaviour that violates significant
organizational norms and in so doing threatens the well-being of an organization, its
members, or both” (Robinson & Bennett, 1995, p. 556). The influence of organisational
culture on workplace deviant behaviours (WDB) has been extensively studied, with findings
consistently indicating that the type of organisational culture plays a vital function in either
curbing or fostering deviant behaviours (Braje et al., 2020; Peterson, 2002; Shao-Ping et al.,
2018). For instance, Di Stefano et al. (2019) explored the influence of various organisational
culture types, as defined by the Competing Values Framework, affect WDB. They found that
cultures characterised by flexibility and innovation, such as clan and adhocracy cultures were
linked to decreased instances of workplace deviances. Conversely, more rigid and competitive
cultures, like market and hierarchy cultures, were linked to higher levels of deviance. This
suggests that fostering a culture that emphasises collaboration, flexibility, and innovation can
be an effective strategy for reducing deviant behaviours within organisations.

In addition to organisational culture, leadership styles significantly impact deviant behaviour
within organisations. Valle et al (2019), found that abusive supervision increases deviant
behaviour, especially when combined with high leader-member exchange (LMX), where
moral disengagement mediates this effect. Employees with close ties to abusive leaders may
rationalise their deviant actions, highlighting how toxic leadership fosters environments
conducive to deviance. Xu et al. (2024), investigated despotic leadership and perceived
organisational politics in sports organisations, revealing that these factors contribute to
workplace incivility, emotional exhaustion, and poor person-organisation fit, leading to health
issues for employees. These studies underscore the role of toxic leadership in exacerbating
deviant behaviours by creating justifications for such actions. Additionally, Gimustas &
Karatas Gimistas (2023) examined how abusive supervision impacts organisational
citizenship behaviour (OCB), finding that burnout mediates this relationship. Their moderated
mediation model showed that a strong organisational identity can worsen the effects of
abusive supervision, making employees more susceptible to burnout and less inclined to
participate in positive behaviours. This highlights the necessity of addressing abusive
supervision and fostering a healthy organisational culture, as even a strong organisational
identity can have adverse effects under toxic leadership.

The connection between corporate social irresponsibility (CSI) and workplace deviance is a
critical area of investigation, particularly in understanding how broader organisational
practices influence employee behaviour. M. A. Abbasi et al. (2024) found that by using anger
as a mediator, both internal and external CSI significantly influence organisational deviance
behaviour (OWDB) among Generation Z and Y employees. Rooted in attribution theory, their
study suggests that when organisations engage in socially irresponsible practices, it leads to
deviant behaviour among employees, with generational differences in how such deviance is
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expressed. These findings imply that ethical lapses at the corporate level can trickle down to
individual behaviours, thereby increasing the likelihood of deviance within the organisation.

On the other hand, interpersonal justice, which concerns fairness and respect in personal
interactions, was found to mitigate organisational deviance. This indicates that although
perceived unfairness in organisational processes can provoke deviance, fostering respectful
interpersonal relationships can help mitigate such behaviours. Building upon this, in the
healthcare sector, organisational justice also plays a pivotal role in influencing deviant
behaviours. Kakemam et al. (2021) conducted research on Iranian nurses, finding a notable
unfavourable correlation between perceived organisational justice and WDB. Nurses who
perceived higher levels of fairness in their organisation had a lower tendency to be involved
with deviant behaviours. This outcome highlights the importance of promoting fairness and
transparency in organisational practices, particularly in high-stress environments like
healthcare, to prevent deviant behaviours that could compromise the quality of care.

The body of research emphasises the intricate relationship between organisational factors in
driving workplace deviance. To effectively mitigate such behaviours, organisations must
adopt an all-rounder approach that addresses these aspects of the work environment. By
promoting fairness, preventing abusive supervision, and fostering a positive organisational
culture, organisations can reduce the incidence of workplace deviance and establish a more
efficient and harmonious workplace atmosphere.

Methodology

This section describes the essential procedures carried out to develop the systematic
literature review (SLR) that is in line with the specified research questions and objectives. A
SLR specifies a methodical framework for performing a comprehensive examination in a
structured, clear, and reproducible way (Higgins et al., 2011). This SLR analysis conforms with
PRISMA (Preferred Reporting Items for Systematic Reviews and Meta-Analyses), which was
introduced by Page et al. (2021). Authors are guided by PRISMA in creating a systematic and
a thorough SLR while ensuring the quality of the selected articles. Guided by PRISMA, this SLR
is structured around four main principal steps: defining the research question, employing
systematic search strategies, evaluating article quality, and extracting and analysing data.

Defining The Research Question

The first step in the SLR involves in formulating the research question (RQ). Defining the RQs
is the primary task during the planning phase and represents the most essential component
of any SLR, as it influences and guides the entire review approach. (Kitchenham, 2007). In a
SLR, RQs play a vital role as they establish the foundation and guide the whole review process.
They define the scope and focus of the SLR, facilitating the criteria for inclusion or exclusion
of the studies, and ensuring that the review remains relevant and closely aligned with the
topic under investigation. For this, the author has utilised the PICo mnemonic. Employing the
PICo framework aids in structuring research questions in a clear and systematic manner by
deconstructing the study's key elements into its three components. This method ensures that
the research remains focused, and the questions are precisely formulated, facilitating the
search for relevant literature or the design of a study. Developed by (Lockwood et al., 2015),
the PICo mnemonic stands for Population (P), Interest (I), and Context (Co). In this SLR, P
corresponds to employees, | corresponds to organisational factors contributing to workplace
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deviance, and Co corresponds to organisational contexts. Following this PICo framework,
consequently, the RQ formulated for this study is: What are the key organisational factors
that drive workplace deviance among employees, and how do these factors interact in
organisational contexts?

Systematic Search Strategies

The next step required for this SLR is systematic search strategies. It comprises of three
primary processes: Identification, Screening, and Eligibility. By using these techniques, the
authors were able to thoroughly identify and synthesise the research, leading to a well-
organised and clear SLR.

Table 1

The Search Strings
TITLE-ABS-KEY ( ( "workplace devian*" OR "organizational devian*" OR
"counterproductive work behaviour*" OR "workplace misbehaviour" )
AND ( "organizational factor*" OR "organizational culture" OR
"organizational climate" OR "work environment" OR "organizational
justice" OR "organizational fairness" OR "organizational support"

Scopus j g g pport" ) )

AND ( LIMIT-TO ( PUBYEAR, 2022 ) OR LIMIT-TO ( PUBYEAR , 2023 ) OR
LIMIT-TO ( PUBYEAR , 2024 ) ) AND ( LIMIT-TO ( DOCTYPE , "ar" ) ) AND
( LIMIT-TO ( LANGUAGE , "English" ) ) AND ( LIMIT-TO ( SRCTYPE, "j")
) AND ( LIMIT-TO ( PUBSTAGE , "final" ) )

Date of Access: August 2024

( ( "workplace devian*" OR '"organizational devian*" OR
"counterproductive work behaviour*" OR "workplace misbehaviour" )
AND ( "organizational factor*" OR "organizational culture" OR
Web of Science  "organizational climate" OR "work environment" OR "organizational
(WoS) justice" OR "organizational fairness" OR "organizational support" ) )
(Topic) and 2024 or 2023 or 2022 (Publication Years) and Article

(Document Types) and English (Languages) Publications

Date of Access: August 2024

Identification

Identification involves identifying appropriate keywords for the search of relevant articles.
Based on the established research questions, the author selected three relevant keywords,
namely workplace deviant behaviour, counterproductive behaviour and organisational
factors. Following this, the author sought synonyms, comparable terms, and variations of the
chosen keywords to increase the likelihood of obtaining more articles for review. This effort
was done through searches in online thesaurus, reviews of databases, references to keywords
from previous studies, and expert opinions. These keyword combinations were utilised with
search functions, including field codes, phrase searching, Boolean operators, truncation, and
wildcards, across two databases: Scopus and Web of Science (WoS).
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Scopus and WoS were chosen as the primary databases due to their numerous advantages,
such as advanced search capabilities, extensive coverage across multidisciplinary fields, and a
broader, more comprehensive range of content (Gusenbauer & Haddaway, 2020). All relevant
terms were identified, leading to the creation of search strings specifically for Scopus and WoS
databases (see Table 1). This preliminary phase of the systematic review resulted in the
retrieval of 651 publications from the two databases, all of which were relevant to the study
topic.

Table 2
The Selection Criterion
Criterion Inclusion Exclusion
Language English Non-English
Timeline 2022 - 2024 <2022
Literature type Journal (Article) Conference, Book,
Review
Publication Stage Final In Press
Screening

The next phase in systematic search strategies is the screening step, wherein several inclusion
criteria was developed by the author. In this screening process, potentially relevant research
items are evaluated to ensure they match the predefined research question. It involves in
selecting studies that concentrate on the organisational factors of workplace deviant
behaviour. Further reviews were made using distinct inclusion and exclusion criteria (See
Table 2). These criteria included the publication year (selecting articles published from 2022
to 2024), the type of publication (choosing only journal articles), and the language (restricting
to English only). Consequently, 513 publications were removed from the screening procedure,
resulting in 138 papers to be examined for duplications. Upon inspection, 35 papers were
discarded resulting in 103 publications to progressed to the eligibility step.

Eligibility

This is the third procedure referred to as eligibility. In this process the author carefully re-
evaluates all the 103 articles selected in the screening process. The articles need to be
examined and ensured they fulfilled all the inclusion criteria and must also be consistent with
the research objectives. Based on this process, 71 articles were excluded due to having titles
that were not sufficiently relevant, being outside the field, abstracts that did not align with
the objectives of the study, and no access to the complete content of the articles. As a result,
a total of 32 articles were finalised for the next stage which is the quality assessment (see
Figure 1).
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Identification

Record identify
through Scopus
searching

(n=299)

Record identify through
WoS searching

(n=352)

l

l

Screening

Records after screened

Scopus (n=68), WoS (n=70)

Eligibility

Included

Duplicate record removed

(n=35)

I

Records excluded
Follow the criterion;
Removed Non-English.
<2022
Conference, Book,
Review.

In Press.
(n=513)

Article access for eligibility

(n=103)

Full text excluded.
Due to the out of field.
Title not significantly.

Abstract not related on
the objective of the study.

No Full text access.

(n=71)

Studies included in qualitative

analysis

(n =22)

Figure. 1. Flow Diagram of The Proposed Searching Study (Moher et al., 2009)

Quality Assessment of Articles
The quality assessment of articles was conducted to ensure that the method and evaluation
of the articles chosen were done appropriately. This selection process was done according to
the criteria established by Abouzahra et al. (2020). The criteria outlined by Abouzahra et al.
(2020) consist of six key criteria in the determining the quality of the articles. For each of the
guestions, three response options were provided: Yes (1 mark), Partly (0.5 marks), and No (no
marks). Only articles scoring marks of 3.0 or higher were accepted in the SLR (Abouzahra et
al., 2020). The questions are as follows below:

QA1. Is the purpose of the study clearly stated?

QA2. Is the relevance and usefulness of the work clearly presented?

QA3. Is the study methodology clearly defined?
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QAA4. Are the concepts of the approach well-articulated?
QA?5. Is the work compared and evaluated against similar studies?
QAG6. Are the limitations of the work clearly mentioned?

This assessment required the authors to evaluate the articles based on the questions. All
authors performed the quality assessment separately, first by reviewing all selected
publications and subsequently discussing their quality. From this process, the authors decided
that a total of 32 articles met the minimum required score and were advanced to the data
extraction and analysis stage.

Data Extraction and Analysis

This review examined data from quantitative, qualitative, and mixed method studies. Reviews
that integrate multiple research design offer a wider range of viewpoints, opinions, and
solutions (Hong et al., 2018). Finding important key topics and subtopics was the aim of this
in-depth analysis. This integrative analysis was utilised as part of its assessment
methodologies to look at and combine different research designs. All the articles underwent
thematic analysis due to the suitability and adaptability of thematic synthesis of data derived
from various study designs (Flemming et al., 2019).

At this stage, the authors carefully analysed all the 32 publications focusing on the result and
discussion section by extracting assertions or content relevant to the research question. Once
the extraction data was completed, the authors and the co-authors collaborated in
developing the themes based on the similarities and correlations among the previously
discovered data. If there were any conceptual differences, the authors discussed to achieve
mutual consent. The next step would be validating the themes by experts in the organisational
development and qualitative analysis. In the expert review phase, each theme was assessed
to determine the domain validity. Changes have been executed at the author's discretion in
accordance with the advice of expert’s opinion and input. Based on this process, the author
managed to produce three major themes that relate to the identified research question.

Results and Findings

From the 32 articles selected using the search technique above, the author managed to
develop three major themes through thematic analysis method. The three main themes that
the articles were categorised under are: Organisational Justice and Workplace Deviance (12
articles), Psychological and Social Dynamics of Workplace Deviance (12 articles), and
Leadership and Organisational Behaviour on Workplace Deviance (8 articles). The articles that
were found to address multiple themes, were coded accordingly. Table 3 provides an
overview of the summarised themes.
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Table 3

The Research Article Findings Are Based On The Proposed Search Criterion

2' Authors Title Journal zcopu ‘SNO Remarks
A dark side of land
revenue
management and I

. Organisationa
. counterproductive | Journal of .
1 Sharif et al. work  behaviour: | Public / / | Justice and
(2022) ’ Workplace
does Procurement .
N Deviance
organizational
injustice add fuel
to fire?
Antecedents of Psychological
. Journal of .
. psychological . and Social
Azila-Gbettor ; Family .
2 ownership among . / / Dynamics of
et al. (2023) . Business
family hotel Workplace
Management .
employees Deviance
Workplace deviant
behaviour among
employees of | Journal of Psychological
. . Islamic-based Applied and Social
Pariyanti et al. . . . . .

3 (2022) universities in | Research in|/ Dynamics of
Lampung: the | Higher Workplace
moderating role of | Education Deviance
Islamic workplace
spirituality

li fh
Quality o . uman Leadership
resources in waqf nd
institution: li - .
4 Sobhan et al. ?SEI:\[’:;Lor;oductiv gscae;t! to |/ / Organisationa
(2022) P | Behaviour on
e study on | Success
. Workplace
Muhammadiyah .
. . Deviance
charity business
“Does a good firm
diminish the bad
behaviour of its
I ?”: Th
emp oye_es © . Leadership
sequential International
. and
. mediation effect | Journal of .
Kim et al . . Organisationa
5 of organizational | Environmenta |/

(2022)

trust and
organizational

commitment, and

the moderation
effect of work
overload

| Research and
Public Health

| Behaviour on
Workplace
Deviance
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Examining the
socio-
psychological
dynamics of
int I d
n erp.ersc.)na an Leadership Psychological
organizational .
. and and Social
Abas et al. | deviances: the . .
6 ; Organization |/ Dynamics of
(2024) moderating
. Development Workplace
influence of .
. Journal Deviance
interpersonal
justice and
perceived
organizational
support
The influence of
perceived
organizational
exploitation on | International N
. Organisationa
frontline Journal of .
7 Huang et al. hospitalit Contemporary | / | Justice and
(2023) P y, ) p y Workplace
employees Hospitality .
Deviance
workplace Management
deviance: an
organizational
justice perspective
Servant leadership
in  relation to .
organizational Leadership in Organisationa
3 Yasir & Jan Ustice and | Health / | Justice and
(2023) J , Workplace
workplace Services .
. . . Deviance
deviance in public
hospitals
Effects of equity,
percel.ved. Leadership
organizational
support and job and
9 To & Huang satisfaction on Management / Organisationa
(2022) . Decision | Behaviour on
organizational
. . Workplace
commitment  in .
. . Deviance
Macao's gaming
industry
Predicting job Leadership
satisfaction  and £ 3 M: and
10 Nemteanu et | work engagement Ekonomie a- / Organisationa
al. (2022) behaviour in the Management | Behaviour on
COVID-19 g Workplace
pandemic: A Deviance
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conservation of
resources theory
approach

A moderated
mediation model
of

counterproductive
work  behaviour,

Organisationa

11 Mehmood et oreanisational Personnel | Justice and
al. (2023) . g_ Review Workplace
justice, .
S Deviance
organisational
embeddedness
and psychological
ownership
The effect of
authentic
leadership .on African Leadership
counterproductive Journal of and
12 Al-Romeedy & | work behaviours Hospitalit Organisationa
Ozbek (2022) |in Egyptian and p v | Behaviour on
. Tourism and
Turkish travel Leisure Workplace
agents: Workplace Deviance
incivility as a
mediator
A multigroup SEM
lysi f th
anaysis 9 © Leadership
antecedents and
. and
moderating Cross Cultural .
13 Narayanan & influence of | and Strategic Organisationa
Moon (2023) g | Behaviour on
culture on | Management
Workplace
workplace .
. Deviance
deviance
behaviour
Work ethics and
its relationship
with workplace Psychological
Elliethev et al ostracism and and Social
14 (2024)y " | counterproductive | BMC Nursing Dynamics of
work behaviours Workplace
among nurses: A Deviance
structural
equation model
Does  workplace Psychological
Zahid & | incivility spur and Social
. Personnel .
15 | Nauman deviant Review Dynamics of
(2024) behaviours: Roles Workplace
of interpersonal Deviance
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conflict and
organizational
climate
Impact of
organizational .
g Leadership
culture on
and

individual work

leadership and
workplace deviant
behaviours

Hung et al. . Sustainability Organisationa
1 f h
6 (2022) per.ormance wit (Switzerland) / | Behaviour on
national culture of
. Workplace
cross-strait .
. Deviance
enterprises as a
moderator
The mediating
effect of
i ational
17 Tufan et al. Jontherzlatior?shi Sustainability / | Justice and
(2023) . P (Switzerland) Workplace
between ethical .
Deviance

Perceptions of
ethical climate and
organizational

perceived
organisational
support as a

justice as .
Psychological
antecedents to .
Fein et al. | employee European and Social
1 ' M D i f
8 (2023) performance: The anagement | / ynamices 0
L Journal Workplace
mediating role of .
, Deviance
employees
attributions of
leader
effectiveness
Organisational
justice and
workplace
deviance N
. Organisationa
. behaviour among | Journal of .
Ifeanyichukw . . | Justice and
19 bank workers in | Psychology in |/
u et al. (2022) L . Workplace
Nigeria: The role of | Africa .
Deviance

moderator
Relationship Psychological
20 Moez et al between BMC Nursing | / and Social
(2024) .
workplace Dynamics of
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spirituality  with
organization-
based self-esteem
and workplace
deviant
behaviours among
Iranian nurses

Workplace
Deviance

The effect of
perceived
organizational
justice on

Organisationa

work behaviours

Organization

Meng et al. | workplace deviant . | Justice and
21 (2024) behaviour of new BMC Nursing | / Workplace
nurses: the role of Deviance
emotional labor
and psychological
capital
Can organisational
justice and .
organisational Organisationa
A.Abbasietal. | - . Intangible | Justice and
22 citizenship . /
(2022) ) Capital Workplace
behaviour reduce .
Deviance
workplace
deviance?
Predicting positive
and negative .
Psychol I
behaviours at the | Global Sye ooglcaT
Abdullah & workplace: Business and and Social
23 | AL-Abrrow ) place: L / Dynamics of
Insights from | Organizational
(2023) . Workplace
multi-faceted Excellence .
. Deviance
perceptions and
attitudes
The increase of
counterproductive
work  behaviour
from . Psychological
. International .
organizational and and Social
Deng et al.|. = . Journal of .
24 individual level . / Dynamics of
(2023) Conflict
due to workplace Workplace
. Management .
conflict: A Deviance
sequential
moderated
mediation model
Abusi ;
. usIve supervisor Leadership Psychological
25 Magqgbool et al. | triggers and / and Social
(2024) counterproductive

Dynamics of
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in nursing staff:

role of
psychological
contract breach

and Islamic work
ethics

Development
Journal

Workplace
Deviance

The relation
between
organizational
Justice and Organisationa
counter- Journal of .
Adugna et al. . | Justice and
26 productive work | Healthcare
(2022) ) . Workplace
behaviour among | Leadership )
Deviance
health care
professionals in
Jimma zone public
health institutions
Effect of
organisational Oreanisationa
Obalade & | justice on & .
Acta | Justice and
27 | Mtembu workplace .
. .| Commercii Workplace
(2023) deviance in .
L . Deviance
Nigerian public
universities
D ial d
oes . SO.CIa an Leadership
organizational
and
Opatha & | support moderate . N
. . Behavioural Organisationa
28 | Takahashi emotional . .
. . Sciences | Behaviour on
(2024) intelligence
.. Workplace
training .
. Deviance
effectiveness?
Dark Tetrad and
workplace
. deviance: Organisationa
Fernandez- . . . .
, Investigating the | Frontiers in | Justice and
29 | del-Rio et al. .
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Organisational Justice and Workplace Deviance

The connection involving organisational justice and workplace deviance has garnered
considerable attention in recent research, particularly in the public sector organisations
settings. Organisational justice, encompassing procedural, distributive, and interactional
dimensions, plays a pivotal role in shaping employee behaviours, including deviant actions.
Multiple studies suggest that perceptions of fairness within the workplace can either mitigate
or exacerbate deviant behaviours, depending on the prevailing organisational environment
and individual characteristics. Research by Sharif et al (2022), highlights that dark personality
traits (DPT) in top management significantly contribute to WDB’s among employees,
particularly when organisational justice is perceived as lacking. The study found that while
DPT such as Machiavellianism and narcissism negatively impact organisational justice
(procedural, interactional, and distributive), the absence of fair treatment further intensifies
deviant behaviours among employees. This suggests a critical need for top management to
foster an environment of fairness to counteract the negative influences of DPT on workplace
behaviour.

Similarly, Huang et al (2023), studied the influence of perceived organisational exploitation
on workplace deviance among frontline hospitality personnel. Their findings indicate that
perceptions of distributive and procedural injustice mediate the association between
perceived exploitation and both organisational and interpersonal deviance. The study also
introduced justice sensitivity as a moderating factor, revealing that employees with higher
justice sensitivity are more inclined to be involved in deviant behaviours when they perceive
injustice. This underscores the importance of maintaining fair and transparent practices in
organisational settings to minimise the risk of deviance. Yasir & Jan (2023) investigated the
influence of servant leadership in enhancing organisational justice and reducing workplace
deviance in public healthcare facilities. Their study demonstrated that servant leadership
positively influences organisational justice, which in turn reduces deviant behaviours among
nurses. The mediation effect of organisational justice between servant leadership and
workplace deviance suggests that leadership styles that promote fairness and support can be
instrumental in curbing negative workplace behaviours. This is particularly relevant in high-
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stress environments like healthcare, where the well-being of both staff and patients can be
significantly impacted by workplace dynamics.

Further supporting these findings, Mehmood et al. (2023), proposed that organisational
embeddedness serves as a mediator between organisational justice and WDB, while
psychological ownership functions as a moderating factor in this relationship. Their study in a
law enforcement context disclosed that workers who feel embedded within their organisation
and perceive a sense of ownership are less common to be involved with deviant behaviours,
particularly when they also perceive organisational justice. This highlights the intricate
interaction between individual perceptions and organisational factors in shaping workplace
behaviour. In a different context, Tufan et al. (2023), examined the role of organisational
justice as a mediator between ethical leadership and workplace deviance relation among
customs officers. The study found that ethical leadership indirectly reduces workplace
deviance by enhancing perceptions of organisational justice. This suggests that leadership
practices that emphasise ethics and fairness can effectively diminish deviant behaviours,
reinforcing the critical role of organisational justice as a mediating factor. Adugna et al. (2022)
and Obalade & Mtembu (2023), provided further evidence on the importance of distributive
and interpersonal justice in reducing deviant behaviours in healthcare and educational
settings, respectively. Both studies found that perceptions of fairness in resource distribution
and interpersonal interactions are significant predictors of reduced workplace deviance,
emphasising the need for organisational policies that promote equity and fairness.

Psychological and Social Dynamics of Workplace Deviance

Psychological and social dynamics have been identified as amongst factors that may
contribute to WDB. Several studies have identified key organisational and individual factors
contributing to such behaviours, with a focus on psychological ownership, workplace
spirituality, and perceived organisational justice. The role of workplace ostracism and
interpersonal justice in influencing deviant behaviours is significant. For instance, Elliethey et
al. (2024) highlight that workplace ostracism negatively correlates with work ethics among
nurses, leading to an increase in WDB. Similarly, Abas et al (2024), found that abusive
supervision and workplace ostracism contribute to interpersonal and organisational
deviation. Emotional exhaustion and work-family conflict further intensify these effects.
These findings suggest that creating an inclusive work environment that discourages
ostracism and promotes interpersonal justice can mitigate deviant behaviours. Both studies
emphasise that ostracism and perceived injustice within an organisation can foster a toxic
working environment, thereby increasing the probability of deviant behaviours among
workers.

The relationship between workplace spirituality and deviant behaviours has also been
studied, particularly in religious contexts. Pariyanti et al (2022), found that Islamic Workplace
Spirituality (IWS that Islamic Workplace Spirituality (IWS) moderates the link between
organisational justice, job satisfaction, and WDB. This moderation suggests that fostering a
spiritually enriched work environment can reduce deviant behaviours by enhancing
employees' ethical conduct and job satisfaction. Moez et al (2024), further support this notion
by demonstrating that workplace spirituality positively correlates with organisation-based
self-esteem, which in turn inversely relates to deviant behaviours. Another significant theme
is the effect of organisational climate and perceived organisational support (POS) on deviant

1079



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 10, 2024, E-ISSN: 2222-6990 © 2024

behaviours. Zahid & Nauman (2024), found that a positive organisational climate can
attenuate the negative effect of workplace incivility on deviant behaviours by reducing
interpersonal conflicts. Deng et al (2023), support this by demonstrating that a supportive
organisational climate can mitigate the impact of workplace conflict on WDB. These studies
suggest that organisations should focus on improving their climate and support systems to
reduce the incidence of WDB.

Furthermore, the mediating effects of work-family conflict and emotional exhaustion on the
connection between abusive supervision and deviant behaviours have been explored. As an
example, research by Alagarsamy et al (2024), demonstrates that the threat of COVID-19
exacerbates workplace phobia and deviance, but POS can mitigate these effects. This
emphasises the importance of offering organisational support during crises to prevent
deviant behaviours. Additionally, Magbool et al (2024), found that psychological contract
breach mediated the association between abusive supervision and WDBs, with Islamic work
ethics serving as a buffer. This suggests that addressing psychological contracts and ethical
considerations in the workplace can mitigate the effects of abusive supervision on deviant
behaviours.

Leadership and Organisational Behaviour on Workplace Deviance

Leadership can be considered one of the main factors amongst the organisational factors that
contribute to the prevalence of WDB within organisations. One key factor is the influence of
leadership and organisational climate in influencing worker behaviour. Sobhan et al (2022),
explored the influence of organisational climate on WDB, highlighting that low
comprehension levels of regulatory material within the Muhammadiyah Wagf Institution. It
led to limited productivity and deviant behaviour, driven by dispositional and situational
factors, with emotional intelligence and climate playing crucial roles. Similarly, Al-Romeedy &
Ozbek (2022) demonstrated that authentic leadership plays a critical role in mitigating
workplace incivility, which in turn reduces WDBs. The study demonstrated that workplace
incivility acts as a mediator, suggesting that leadership styles directly influence the prevalence
of negative workplace behaviours through the organisational climate.

Kim et al (2022), investigated the link between Corporate Social Responsibility (CSR) and
WDB, proposing that CSR initiatives decrease WDB by enhancing organisational trust and
commitment. This relationship was negatively moderated by work overload, suggesting that
while CSR initiatives can reduce WDB, excessive workload can undermine this effect. To &
Huang (2022) further investigated this by focusing on equity and perceived organisational
support within Macao's gaming industry. They found that perceived organisational support
and job satisfaction were significant predictors of organisational commitment, which
negatively influenced WDB. These studies collectively underscore the importance of
perceived organisational support and fairness in reducing WDB, highlighting the need for
organisations to foster a supportive environment to minimise deviant behaviours.

The COVID-19 pandemic has also introduced an additional dynamic in understanding the
drivers of WDB. Nemteanu et al (2022), studied the effect of job insecurity and stress induced
by the pandemic on WDB. Their findings suggest that job satisfaction and engagement, driven
by effective internal communication, reward systems, and the capitalisation of employee
skills, can mitigate the negative effects of the pandemic on workers behaviour. This aligns
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with Hung et al (2022), who found that organisational culture significantly impacts individual
work performance and WDB. Specifically, a clan culture, which emphasises collaboration and
support, was found to reduce WDB, while an adhocracy culture, which fosters innovation and
flexibility, had the opposite effect. Cultural orientation and national culture further influence
the relationship between organisational factors and WDB. Narayanan & Moon (2023),
conducted cross-cultural research comparing the USA and India, finding that collectivist
cultures, like that of India, tend to exhibit lower levels of WDB when employees perceive a
positive organisational climate. Conversely, in individualistic cultures like the United States,
organisational climate had a less significant impact on reducing WDB. This study emphasises
strategies used in reducing WDB must be tailored to the cultural context.

Discussion and Conclusion

The study emphasises the crucial function of organizational justice in influencing workplace
deviance. This justice, covering distributive, procedural, and interactional dimensions, is
impacted by the organizational setting and individual traits, and can either reduce or amplify
deviant behaviours. Negative traits in leadership, such as Machiavellianism and narcissism,
can worsen perceptions of fairness, increasing deviance, thus underscoring the need for a fair
work environment. Furthermore, perceptions of exploitation, particularly among frontline
workers, correlate with higher deviance, with both distributive and procedural justice as
central mediators. Leadership styles, including servant and ethical leadership, are pivotal in
fostering organizational justice and curbing deviance, particularly in demanding environments
like healthcare. Employees’ strong attachment and sense of ownership within the
organization also help lessen deviant behaviours, indicating that deep organizational ties and
perceived fairness are key. These insights affirm the necessity for organizational policies that
emphasize equity, supported by effective leadership, to maintain a just and minimal-deviance
workplace.

Psychological and social factors critically influence deviant behaviours in organizations. Key
contributors include workplace ostracism, interpersonal injustice, emotional exhaustion,
abusive supervision, and work-family conflict. An inclusive and fair work environment is
crucial for mitigating these negative behaviours. Workplace spirituality, particularly in
religious contexts, moderated the association between organizational justice, job satisfaction,
and deviance, promoting ethical conduct and reducing deviance. Similarly, a positive
organizational climate and robust organizational support play vital roles in diminishing the
effects of workplace incivility and conflicts and can buffer the impacts of crises such as the
COVID-19 pandemic. Addressing psychological contract breaches and incorporating ethical
considerations are also effective in lessening the impact of abusive supervision. A
comprehensive approach that includes both psychological and organizational elements is
essential for effectively managing and reducing deviant behaviours. Promoting an
environment characterized by inclusivity, spirituality, justice, and support is fundamental to
enhancing both the ethical standards and productivity of the workplace.

Leadership style and organizational climate significantly influence employee conduct and
productivity, with emotional intelligence and understanding of regulations playing key roles.
Authentic leadership is crucial for mitigating workplace incivility, a mediator of WDB, by
positively impacting organizational climate. Both organizational support and perceived
fairness are vital in reducing WDB, with Corporate Social Responsibility (CSR) initiatives
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boosting trust and commitment, although their effectiveness can be compromised by
excessive workloads. Additionally, strong organizational support and job satisfaction promote
commitment, further diminishing WDB and underscoring the significance of a supportive and
equitable work environment. The COVID-19 pandemic has introduced additional challenges
like increased job insecurity and stress, which can be alleviated through effective
communication, robust reward systems, and optimal utilization of skills. Organizational
culture also influences WDB; supportive and collaborative cultures tend to lower WDB, while
those focusing on innovation may inadvertently increase it. Cultural orientation plays a crucial
role, with collectivist cultures generally exhibiting lower WDB levels compared to
individualistic ones. Hence, WDB reduction strategies must be culturally contextualized to be
effective.

In conclusion, this review has successfully synthesized three main organisational factors
related to WDB from recent articles, which are organisational justice, work environment, and
leadership style. Therefore, a comprehensive approach integrating psychological, social, and
organisational elements is necessary for addressing WDB effectively. One of the many
approaches can be done is through Human Resource Development (HRD) initiatives by
implementing strategies such as leadership development, fair appraisal systems, and
employee engagement initiatives, which directly target and reduce deviant behaviours
caused by organizational factors (Malik & Malik, 2024). Practically, organizations should focus
on fairness, supportive leadership, and a positive climate to reduce deviance. Future research
should explore how these factors interact across different cultural contexts and how cultural
predispositions influence the effectiveness of interventions aimed at reducing WDB.
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