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Counterproductive work behaviour (CWB) is commonplace in organisations. The
consequences of such behaviour have been proven inimical for organisations and their
stakeholders. The police force is considered a vital state institution; but, the presence
of CWB among police employees is very rampant especially in underdeveloped
countries such as Pakistan. Organisational justice (OJ) is regarded as a prime
determinant of CWB. Although numerous researchers have studied the relation of OJ
and CWB, none of them have explored the role of organisational embeddedness (OE)
and psychological ownership (PO) in this regard. This study thus aimed to investigate
the mechanisms through which OJ is translated into CWB among the police in
Pakistan. Such relationship is explained through a moderated mediation model where
organisational embeddedness mediates between OJ and CWB, and PO moderates the
relationship between OE and CWB. The COR theory was used as the underpinning
theory to explain the interrelationships among the constructs.

Data were collected by administering a cross-sectional survey to the employees
working in 33 police stations, chosen one from each circle of the capital city of Lahore.
Three hundred and thirty-one responses were received. The proposed model was tested
using PLS-SEM to address the treatment of higher-order reflective-formative
constructs of OE and CWB. The data supported the claim that OE mediates the
relationship between OJ and CWB. Also, it was found that PO moderated the negative
relation of OE with CWB. Thus, the results supported the proposed conceptual
framework based on the COR theory.



This study will give practitioners new insights into how they can minimise the
occurrence of CWB among police employees. Apart from providing a work
environment based on fair procedures and policies, the intervening role of

embeddedness in the organisation and PO can contribute positively in shaping the
behaviours of police employees.
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Abstrak tesis yang dikemukakan kepada Senat Universiti Putra Malaysia sebagai
memenuhi keperluan untuk ijazah Doktor Falsafah

TINGKAH LAKU KERJA YANG TIDAK PRODUKTIF, KEADILAN
ORGANISASI, KEBENARAN ORGANISASI DAN PEMILIKAN
PSIKOLOGI DI KALANGAN POLIS DI PAKISTAN

Oleh
SULTAN ADAL MEHMOOD
Julai 2019
Pengerusi : Devika Nadarajah, PhD
Fakulti : Putra Business School

Tingkah laku kerja yang tidak produktif merupakan satu fenomena yang biasa di
organisasi. Kesan tingkah laku yang tidak produktif telah memudaratkan keadaan
untuk organisasi dan golongan yang terdekat dengan organisasi. Pihak polis
merupakan golongan yang penting, namun isu tingkah laku kerja yang tdak produktif
semakin menular di kalangan kakitangan polis terutamanya di negara-negara yang
membangun seperti Pakistan. Keadilan Organisasi merupakan factor utama ke atas
tingkah laku kerja yang tidak produktif. Terdapat pelbagai kajian antara keadilan
organisasi dan tingkah laku kerja yang tidak produktif, namun kajian amat kurang
terhadap kebenaran organisasi dan pemilikan psikologi. Fokus utama kajian ini adalah
untuk memahami bagaimana kebenaran organisasi berhubung dengan tingkah laku
kerja yang tiak produktif di kalangan kakitangan polis di Pakistan melalui kebenaran
organisasi dan pemilikan organisasi dengan berpandukan pemeliharaan sumber teori.

Soal selidik diberikan kepada kakitangan polis yang bertugas di 33 balai polis di
bandar Lahore dan sebanyak 331 maklumbalas diterima. Model dikaji menggunakan
PLS-SEM. Analysis data membuktikan bahawa kebenaran organisasi berfungsi
sebagai pengantara di antara keadilan organisasi dan tingkah laku kerja yang tidak
produktif. Didapati juga bahawa pemilikan psikologi menguatkan kesan negatif
kepada kebenaran organisasi ke atas tingkah laku kerja yang tidak produktif .
Keputusan analisa menyokong pemeliharaan sumber teori.

Kajian ini memberi pandangan baru bagaimana mengurangkan tngkah laku kerja yang
tidak produktif di kalangan kakitangan polis melalui polisi yang adil,
mempertingkatkan kebenaran dan pemilikan psikologi.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

Chapter one presents introduction of the research which comprise the following main
sections: background of the research, the problem statement, research objectives,
research questions, hypothesis, significance of this research and definitions of the key
terms

1.2 Background of the Study

Counterproductive work behaviours (CWB) at a workplace entails all those voluntary
behaviours which being opposed to organisational values, norms, and legitimate
interests, are detrimental to the organisation itself, its workers or stakeholders (Fox,
Spector, & Miles, 2001; Robinson & Bennett, 1995). The notion of CWB is
conceptually similar to deviant behaviour, antisocial behaviour (Thau, Crossley,
Bennett, & Sczesny, 2007), dysfunctional behaviour, organisational misbehaviour
(Martinson, Anderson, Crain, & De Vries, 2006), workplace incivility (Penney &
Spector, 2005), organisational retaliatory behaviour (Skarlicki & Folger, 1997) and
corrupt behaviour (Marcus & Schuler, 2004). CWB can range from minors (e.g.,
procrastination, bullying) to severe ones (e.g., theft, vandalism, corruption); however,
forms of such behaviours are always positively correlated (Marcus & Schuler, 2004).

CWB are rampant in public and private organisations alike. Consequences of such
behaviour have proven inimical to employees, stakeholders, organisations,
communities and even national interests. Therefore, management experts, social
scientist, psychologist and government bodies are equally interested towards its
determinants. CWB are a complex phenomenon; therefore, it deserves scholarly
attention. The costs associated with these acts have financial, social and psychological
implications.

The organisations where economics plays a major role, occurrences of
counterproductive behaviours have become more deleterious. It continues to be a
severe and pervasive problem globally that leads to billions of dollars costs and lower
levels of organisational effectiveness and performance (Dunlop and Lee, 2004). For
example, it is estimated that 20 percent of business failure and an annual loss of $6—
$200 billion in US organisation results from workplace deviance (Diefendorff and
Mehta 2007). Recently, a report on industry research revealed that inventory shortage
costs approximately $15 billion dollars annually. Whereas employee’s theft is the
main contributing factor of this shortage. Organisational Theft caused inventory
shortage 34.5% in 2015, 35.8% in 2016 and 30% in 2017 (Hollinger & Moraca 2017).
Moreover, the Kroll (2017)’s Intelligence Unit surveyed 545 senior executives



worldwide across multiple industries and geographies from around the world
operating in a wide variety of sectors and reported that 75% of them reported that they
had fallen victim of theft of the physical asset and other fraud incidents within the past
year. They held current and former employees as most common perpetrators of theft
and fraud. The proportion of executives that reported their companies fell victim to
fraud in the past year rose significantly to 82%, from 75% in 2015 and 70% in 2013.
According to a report, Asian countries also have a high percentage of loss amounting
to $20 billion next to USA and Africa (Kroll, 2017).

The National Safe Workplace Institute estimates that lost productivity and legal
expenses cost employers $4.2 billion (Bensimon, 1994). Other costs include insurance
losses, damage, and the waste of property, tarnished reputations, and weakened
employee morale (Filipczak, 1993). Another study estimates that monetary cost of
experiencing incivility is approximately $14,000 per employee annually, due to
project delays and cognitive distraction from work (Pearson & Porath, 2009). These
statistics are alarming as they indicate that incivility affects many employees and has
a substantial financial impact on their organisations.

Apart from economic costs, CWB also entails indirect costs. For example, such
behaviours may affect their stakeholders physically, mentally or both. This is evident
from the fact that between the years 1997-2008, 1,260 people were killed by work
associates in the USA (Bureau of Labor Statistics, 2010). More recently the number
of fatal workplace injury cases due to violence of co-workers were recorded 703 in
2015 and 866 in 2016 (Bureau of Labor Statistics, 2017). Moreover, in another survey
almost two million were physically attacked, nearly 6 million threatened, and about
16 million workers were harassed (Northwestern National Life Insurance Company,
1993). Even a relatively less severe form of negative behaviour may endanger
employee’s wellbeing in manifold ways. For instance, victims of harassment are likely
to experience increase occurrences of depression and anxiety (Bowling, Beehr, &
Lepisto, 2006) and decreased emotional well-being, life satisfaction and job
satisfaction (Duffy, Ganster, & Pagon, 2002). Likewise, victims of workplace bullying
are associated with discrete emotions such as anger, depression, and anxiety (Bauer &
Spector, 2015). Such emotions may diminish job performance, organisational
productivity and contribute to high turnover and work pressure (Spector & Fox, 2005).
Thus, it earns a lousy name for the company and keeps good human resource away.
Moreover, employees subjected to workplace incivility may experience worry,
withdraw from work, try to avoid the instigator and even take their frustration out on
customers (Pearson, C. 2010). At the micro level, CWB affects manager’s perception
of employee’s overall performance (Rotundo & Sackett, 2002). As a result, employee
individual career progression might get affected.

1.3 Motivation of the Study

In public organisations, the prevalence of corrupt behaviour has severe implications.
The term corrupt behaviour conceptually overlaps with CWB and related terms in
management literature (Ashforth, Gioia, Robinson, & Trevino, 2008; Bennett &



Robinson, 2003; Marcus & Schuler, 2004). However, corruption a relatively stronger
term that represents not just a corrupt behaviour of an individual, but also a process
which can spread like an infection in other individuals (Ashforth et al., 2008). Bashir,
(2012) found that bribery is an essential dimension of CWB in public sector
organisations. As the prime objective of public organisations is to provide services to
the public regardless of earning the profit, corrupt behaviour at the high levels of
government may distort policies and central functioning of the state, where leaders
may get the benefit at the expense of the public good. Also, these behaviours result in
everyday abuse of entrusted powers by public officials in their interaction with
ordinary citizens which can undermine access of their basic services or goods in places
like courts, police stations, hospitals and other departments. Corruption is a key
indicator of performance in public sector organisations. Transparency International,
which presents the corruption barometer in public sector, reported that in many
countries, people are deprived of their most basic needs and go to bed hungry every
night because of corruption (Clark, 2017). The report further points out that Asian
countries are among most of the highly corrupt countries including Pakistan that is
ranked at 116 /176 in most corrupt countries. While 82% of the population perceives
that police in Pakistan is the most corrupt public department (Transparency
International 2018).

Usually, police work for the protection of people, to maintain law and order in society,
to ensure smooth flow of traffic and to safeguard the rights of community members
(Green & Gates, 2014). Therefore, society is regarded as a primary stakeholder for the
poor performance of the police. Correspondingly, the impact of police behaviour is
not only limited to the police department, but it also has strong implications on society
at large. Nature of police work is unique because of some characteristics where they
are lawfully authorized with some powers: police act as state agent of formal social
control, that render them the capacity to influence other people’s life (Walker, 1993).
For example, police may restrict a person’s freedom of movement, use reasonable
force to arrest a suspicious person, take a person’s personal property and search their
body if required. Besides, police profession entails with little supervision from others
that render them freedom in the decision-making process. These characteristics put
police at ethical and moral complexities (MacVean & Neyroud, 2012) where potential
for abuse of these powers is high (Klockars and Kutnjak Ivkovi¢, 2004).

Performance of police is determined by the lawful usage and application of these
entrusted powers. Otherwise, it can harm person’s dignity and human rights. When
police act counterproductively; use their power beyond the law, society at large
becomes at risk. That is, not only the immediate victims who are affected with violence
and abuse of power rather, their families, communities, schools and service providers
assisting them lose faith in police integrity (Hopkins, 2007). Moreover, appropriate
behaviour of police is central to craft their image in community which helps to
maintain perceptions of police legitimacy, building citizen trust, and promoting
voluntary cooperation during police—citizen interactions (Jackson, Asif, Bradford, &
Zakria Zakar, 2014b; Ugelvik, 2016).



When police legitimacy (felt obligation to obey legal authorities) reduces, public
become uncooperative, hesitant to obey laws, does not accept state’ right to
monopolise the use of force in society (Bradford, Huq, Jackson, & Roberts, 2013).
That may lead to lawlessness and related problems. It is evident that people do not
bother to stop at traffic signal because of the perception that if caught by the cop, they
can get rid of them by giving bribe. At another instance, cyber loafing practices among
traffic cop convey a massage to potential law violator that they are not being watched.
Similarly, lack of public cooperation and trust can bring ineffective performance
(Jackson, Asif, Bradford, & Zakar, 2014a).

Plethora of research indicates that key driver of CWB among police is organisational
injustice (Crawshaw, Cropanzano, Bell, & Nadisic, 2013; Jackson, Asif, Bradford, &
Zakar, 2014a; Van Craen & Skogan, 2016; Wu, Sun, Chang, & Hsu, 2017). It is
perception of internal injustice that converts into external injustice (Van Craen &
Skogan, 2016). External injustice is when police treat public unfairly: For example,
when police marginalise common people against influential one. Also, when they
drive criminal justice system in favour of rich people by taking bribes and by putting
the poor behind the bar. All such behaviours of police cumulatively make the
perception of public negative towards police.

The police in Pakistan is perceived as most corrupt public institution (Transparency
International 2018). Various counterproductive practices endemic among the police
employees cumulatively made their perception negative in public. Police employees
adopt such practices when they follow a well-established organisational culture that is
characterised as oppressive, corrupt and authoritative (Suddle, 2015). This culture is
legacy of old British colonial rule. British ruled in Indian subcontinent for about ninety
years (1857-1947). At the time of independence in 1947, Pakistan inherited the
coercive criminal justice system from Britishers in which police was governed through
the 1861 Police Act. Through this act, police had mostly been used as an oppressive
instrument of the state. Its primary functions were to curb the rebellion, protect the
elites and to manage administrative affairs (e.g., tax collection). In other words, the
purpose of policing was to facilitate British hegemonies regardless of public service
(Vinod Kumar & Verma, 2008). As a consequence, the culture of policing in Pakistan
shaped to make it coercive in style.

After independence from British rule, political elites of Pakistan, which replaced the
old colonial masters, used police to fulfil their vested interest (Abbas, 2016). Apart
from it, research shows that police in Pakistan has lost its trust and legitimacy due to
various corrupt behaviours (Jackson, Asif, Bradford, & Zakria, 2014b). The behaviour
of police employee is product of long-established organisational culture which was
essential to maintain dominant image of police as well as authority of the state.
Unfortunately, very little attention paid to improve the administrative, procedural,
legal and behavioural issues of policing. As a result, the extended legacy of colonial
policing system remained mainly unchanged.



Punjab is the most populated province of Pakistan with highest number of police
strength. Whereas Lahore is the capital city of Punjab. Being a metropolitan city and
having sensitive locations within, Lahore police has special standing for researchers
as well as practitioners (Jackson, Asif, Bradford & Zakria 2014). Hence, this research
is interested to investigate the CWB in the context of Lahore police in Pakistan.
Motivation of current study is the prevalence of CWB in police in Pakistan as shown
in Table 1.1.

Table 1.1 : Reported Counterproductive Acts among police officers in Punjab
Pakistan

Acts 2014 2015 2016 2017
Torture 12 21 8 15
Death in custody 06 07 471 10
Bribe 826 593 609 861
Absence from duty 32499 | 26329 | 26614 | 30791
Negligence 7349 8612 10317 | 9394
Criminal case 497 456 1736 736
Inefficiency 9287 12432 | 11767 | 14372
Poor performance 2168 2052 1855 2276
Lack of supervision/interest in official duty 338 474 1077 520
Misuse of official powers 342 645 589 600
Failed to control crime 73 158 226 84
Disobeying the orders of seniors/Courts 684 755 1115 615
Misbehaviour with colleagues 75 82 109 125
Illegal confinement 103 60 65 36
Delay in registration of FIR 135 183 344 165
Delay in submission of challan/investigation 1995 1449 1298 802
Failed to recover case- property 168 96 123 166
Faulty investigation 1099 1229 1039 1093
Escape of accused 289 99 189 106
Failed to arrest accused 1219 1508 1881 1684
Total 59164 | 57318 | 61422 | 64458

(Source : Official website https://www.punjabpolice.gov.pk/)

14 Problem Statement

Police in Pakistan is perceived as most corrupt organization. Therefore, police reforms
had been a challenge for academics and practitioners alike. For that purpose, in 2002
new police order was introduced. Many other initiatives have been taken to improve
the policing in Pakistan (Ata-Ullah & Ijaz, 2016, Suddle, 2015, Hassan Abbas, 2011),
but till present times, behavioural issues remained largely unresolved. Table 1.1
represents the list of various counterproductive acts which were officially reported in
Punjab police during last four years. It is also evident that counterproductive acts such
as absence from the work, bribe, and poor performance are on the rise. Media news
revealed that since 2000 the Punjab Police had been involved in rampant corruption,
including forging documents, using department money for personal use and
disappearance of police records after exchange of bribes. Further it was found that
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corruption worth Rs 2,020,000,000 had been unearthed in the provincial police
department (Haider, R. 2017). The counterproductive behaviour of police is
observable from day to day media reporting: For example two policemen were
suspended after an inquiry where they were found manhandling and misbehaving with
an elderly couple (Geo News, 2017). In another instance, human right watch reported
that in year 2015 almost 2000 people were extra judicially killed by Pakistan police
(The Guardian, 2017). More recently, 15 police officer in Lahore were punished with
charge of dishonesty, corruption and misbehaving (Express Tribune, 2017). Similarly,
anticorruption has arrested an Assistant Sub Inspector for taking bribe (The Nation,
2018).

CWRB can be the consequence of numerous factors including individual differences,
such as employees’ personal traits and abilities (e.g., Berry, Ones, & Sackett, 2007;
Dalal, 2005; Dilchert, Ones, Davis, & Rostow, 2007; Salgado, 2002). Other factors
include job experiences (e.g., Kulas, Mclnnerney, DeMuth, & Jadwinski, 2010), and
work stressors, such as severe work conditions, harsh supervision, role ambiguity, or
role and interpersonal conflicts (Bruk-Lee & Spector, 2006; Diefendorff & Mehta,
2007; Fox & Spector, 2005; Mitchell & Ambrose, 2007). Besides, unclear job
description, employment insecurity, lack of internal career opportunities and
inappropriate appraisal system (Shamsudin, Subramaniam & Ibrahim, 2011), lack of
motivation (Osezua, Abah, & Daniel, 2009) un-acceptance of the peer group (Fox &
Freeman, 2013), job stress (Penney & Spector, 2005), leader mistreatment (Walter,
Lam, Huang, & Miao, 2015), intent to quit (Lawal, Babalola, & Ordu, 2016), and
injustice (Dajani & Saad, 2017) are some other stimulus of CWB.

Among all the organisational inducement factors, perception of organisational justice
(OJ) has been found to be a consistent and most significant predictor of CWB
(Carpenter & Berry, 2014; Chernyak-Hai & Tziner, 2014; Cohen-Charash & Spector,
2001; Colquitt, 2001). OJ refers to the overall perception of the employees whether or
not the organisation is fair concerning the distribution of rewards, procedures adopted
for that distribution, and the interpersonal treatment (Colquitt, 2001). Perception of
justice is essential to maintain a stable and constructive employee-employer relation.
CWRB in response to organisational injustice is mainly explained with the broad lens
of social exchange theory. Which suggests, an employee always seeks to balance the
exchange relationship with employer. In doing so, employee reciprocates the
perceived unfair treatment with the action or inactions preferably harmful to the
organisation. This is prominently evident in police organisations where
counterproductive acts mostly due to lack of OJ (Crawshaw, Cropanzano, Bell, &
Nadisic, 2013; Jackson, Asif, Bradford, & Zakar, 2014; Van Craen & Skogan, 2016;
Y. Wu, Sun, Chang, & Hsu, 2017). For example, research reveals that in police, it is
the perception of internal injustice that converts into external injustice (Van Craen &
Skogan, 2016). External injustice is when police treat public unfairly which ultimately
leads to the community police trust deficit (Carr & Maxwell 2017). Current evidences
also show that OJ is essential to manage uncertainty among law enforcement
professional (Wolfe, Rojek, Manjarrez, & Rojek, 2018). Moreover, research reveals
that OJ yields numerous beneficial work-related outcomes among police officers
including greater job satisfaction, trust in their agency and less misconduct (Myhill &



Bradford, 2013; Tankebe, Hills, Cole, 2014; Wolfe & Nix, 2016; Wolfe & Piquero,
2011). As the interaction of OJ with different national culture can bring different
behavioural outcomes (Shao, Rupp, Skarlicki, & Jones, 2011), this research is
interested to investigate OJ as prime predictor of CWB in Pakistan police setting.

Research indicates that OJ is not always directly linked to CWB (Chernyak-Hai and
Tziner 2014). Therefore, organisational researchers are now more interested in
investigating the intervening mechanism that can explain this psychological pathway
more comprehensively. For example, this relationship can be intervened by burnout
(Shkoler & Tziner, 2017), psychological contract breach (Cohen, 2017), work
alienation (Dajani, 2017), moral identity (Wu, Sun Zhang & Wang, 2016), leader-
member exchange (Akremi, Vandenberghe, & Camerman, 2010), moral courage
(Crawshaw et al., 2013), moral disengagement (Hystad, Mearns, & Eid, 2014) and
feeling of identification (Martinson, Anderson, Crain, & De Vries, 2016).
Alternatively, COR theory posits that organisational embeddedness (OE) may also
mediate in this relationship (Kiazad, Holtom, Hom, & Newman, 2015). Overall
embeddedness consists of two distinct parts: organisational (on-the-job)
embeddedness and community (off the job) embeddedness (Mitchell, Holtom, Lee,
Sablynski & Erez, 2001). OE refers to the accumulated affective and non-affective
job-related constraints (links, fit, and sacrifice) which enmesh employees in a specific
job within a specific organisation (Harris, Wheeler, & Kacmar, 2011).

Mediation of OE may exist between OJ and CWB on the basis of COR theory: COR
theory argues that individuals are motivated to gain, accumulate and protect resources
and those who lose resources at work, are more likely to experience strain in the form
of burnout, depression (Chen, Powell & Cui, 2014), and other negative psychological
outcomes (Hobfoll, Johnson, Ennis, & Jackson, 2003; Shin, Taylor, & Seo, 2012).
Moreover, COR theory posits that deep embeddedness in organisation/job means the
employee is in the state of resource abundance (Wheeler, Harris, & Sablynski, 2012);
because embeddedness consists of diverse factors (fit, links, sacrifices) that may keep
motivating a person to stay in a particular job or organisation. Embeddedness factors
contribute to the staying intention of an employee more than job satisfaction and job
commitment (Lee, Mitchell, Sablynski, Burton, & Holtom, 2004). Therefore,
employees regard embeddedness factors as valuable resources. However, in situations
of organisational injustice, individuals who experience reduced resources (manifested
via higher strain) are more likely to engage in CWB. Whereas, deeply embedded
employees are immune to resource depletion because they can gain extra resources by
reinvesting abundant resources (Wheeler & Halbesleben, 2009). Therefore, such
employees are likely to experience less stress or strain that lead to CWB. In other
words, OJ provides employees favourable conditions for resource accumulation,
making them deeply embedded and the threat of resource loss will bar them from
CWB. CWB potentially put these resources at risk. For instance, interpersonal
deviance in the form of abusive supervision or sexual harassment, resulting in bad
fame may hinder in making links in an organisation and even outside of work.
Similarly, production deviance in the form of absenteeism or procrastination resulting
in low performance may hamper career growth.



Thus, conceptually OE provides a psychological pathway to explain the relationship
between OJ and CWB. But, empirical evidence for this relationship is barely traceable
in literature. Therefore, this study intends to unfold the role of OE as a mediator to
explain the CWB in response to organisational injustice.

Research shows that the effects of OE on employee’s deviance are inconsistent and
equivocal: One stream of researcher argues on the basis of COR theory and held that
OE provides rich resources which prevents employee from CWB (Avey, Wu, &
Holley, 2015; Crossley, Bennett, Jex, & Burnfield, 2007; Holtom, Burton, & Crossley,
2012; Kiazad et al, 2015). On the other hand, few studies posit that high
embeddedness in an organisation is not always beneficial (see Appendix 1). They
argue that OE may cause immovability whereby employee tend to show reactance in
the form of CWB (Allen et al., 2016; Lee et al., 2017; Marasi, Cox, & Bennett, 2016).
Thus, inconsistent and immature and uneven relationship between OE and CWB arises
the interest of current scholarships to discover the conditions under which OE can be
productive (Darrat, Amyx, & Bennett, 2016).

Previous research has shown that OE represents the state of resource abundance
(Sender, Rutishauser, & Staffelbach, 2018; Singh, Shaffer, & Selvarajan, 2018;
Wheeler, Harris, & Sablynski, 2012). The perceived value of such resources is
important and it should be sufficient to deter the employees engaging in CWB. This
study takes stand on COR theory and argues that PO help to increase the value of
resources. In other words, when highly embedded employees will own the
organisation psychologically, they are less likely to engage in CWB. Therefore, this
research takes PO as potential moderator for this relationship of OE and CWB. PO is
a “state of mind” wherein an individual believes that he owns a tangible or intangible
target of ownership, such as his job or the organisation, or its part even without any
legal status of doing so (Pierce, Kostova, & Dirks, 2001). Although PO is an emergent
construct in management research, there is a surprising paucity of empirical research
focusing specifically its effects on CWB (Dawkins, Tian, Newman, & Martin, 2017).

Based on COR parlance, employees value the tangible and intangible resources, which
they possess. A sense of possession (feeling as though an object, entity, or idea is
‘MINE’ or ‘OURS’) is the core of PO (Furby, 1978). Psychology of possession is
important because it reinforces the value of possessions in several ways. First, because
it creates a positive attitude whereby employee evaluates the target of ownership
favourably (Beggan, 1992). Second, people view tangible and intangible possessions
as part of the extended self (Dittmar, 1992). Third, feelings of ownership trigger a
sense of responsibility for the entity and causes individuals to protect and defend their
ownership. Hence in the presence of PO embedded employee feels himself more
resourceful. While in absence of PO, state of embeddedness (fit, links, sacrifice) may
void psychological possession of the resources and are likely be devalued by the
employees. Such employees may feel stuck in organisation and become reluctant
stayer. They would have no concerns to protect the valueless resources, they possess.
Consequently, behaving deviantly would have no stake for them.



To address the issue of CWB in Pakistan police context and to address the various
literature gaps, this study presents a moderated mediation model. In this model, CWB
will be examined in response of OJ whereas OE mediates this relationship. Moreover,
PO moderates the relationship of OE and CWB.

1.5 Research Questions

The general research question is “What is the role of OE and PO in explaining the
relationship of OJ and CWB among police officers in Pakistan?”

Following are the specific research questions:

Does OJ influence police officer’s OE?

Does OE influence police officer’s CWB in organisation?
Does OE mediate between the relationship of OJ and CWB?
Does police officer’s PO influences CWB?

Does PO moderate the relationship of OE and CWB?

Nk W=

1.6 Research Objectives

To explore how OE and PO influence OJ and CWB among police officers in Pakistan.
Specific objectives are:

To examine the influence of OJ on police officer’s OE.

. To determine the influence of OE on police officer's CWB.

3. To investigate the mediating effect of OE between the relationship of OJ
and CWB.

4. To investigate influence of PO on CWB.

To investigate the moderating effects of PO on relationship of OE and

CWB.

N =

e

1.7 Significance of the Study
1.7.1 Theoretical

Previously the relationship of OJ and CWB was based on social exchange theory. This
study will provide a new way of looking this relationship with the lens of COR theory.
This study is expected to contribute in body of literature in two ways. First, this study
contributes in explaining the mechanism of how perception of OJ translates to CWB.
This study will evaluate the role of OE in the light of COR theory to explain this



mechanism. This study expects that resources (in the form of OE) gained through OJ
can play a central role in mitigating CWB: That is, OJ helps a person in accumulating
resources, making him deeply embedded in organisation. Then, the fear of resource
loss keeps that person away from CWB.

Second, this study is expected to explain the moderating role of PO in the relationship
of OE and CWB. In this way, this study will explain under what condition more
embeddedness in organisation is better. As COR theory posits that if resources are
owned psychologically, they become more valuable and increased fear of their loss
will keep a person from engaging in CWB. Conversely, if resources are not owned
psychologically, becoming valueless those may lead to CWB; because losing those
resources would have no stake for the owner.

This study is also expected to contribute empirically in the following ways. First, this
study will investigate behavioural prediction of OE which is relatively less examined
in literature (Lee, Hom, Eberly, & Li, 2017; Lee, Mitchell, Sablynski, Burton, &
Holtom, 2004). Second, this study will contribute in less known antecedents of OE by
investigating OJ thus address the call for future research (Ghosh, Sekiguchi, &
Gurunathan, 2017). Third, in most of the research OE has been used a single reflective
measure regardless of its dimensions. This study will examine OE as a formative
construct at dimensions (fit, links, sacrifice) level (William, Burch, & Mitchell, 2014).
Fourthly, this research will address the call for future research by exploring the
relationship of PO on CWB (Dawkins et al, 2017).

1.7.2 Managerial

This study will give practitioners a new insight regarding how they can minimise
occurrences of CWB in employees: Apart from providing a work environment based
on fair procedure and policies, they should take care of employee’s embeddedness in
organisation; helping them making links, making them fit in organisation and
increasing their perceived cost of leaving would minimise their chances of engaging
in CWB.

Policy makers and business leaders usually concern with the employees who are
enthusiastic stayers (who want to stay and can stay), and enthusiastic leavers (who
want to leave and can leave). However, little is known of reluctant stayers (who want
to leave but must stay) and reluctant leavers (who want to stay but must leave) (Lee et
al., 2017). This research will give insight of reluctant stayers. Knowing about reluctant
stayers is important because such employees may endanger the employer and
organisation. Psychological withdraw state theory warns that over-embedding the
misfit employees may result as reluctant stayers. These people prefer to leave but feel
little control over leaving. Out of embeddedness dimensions (fit, link, sacrifice), they
are week in ‘fit” however they have many ‘sacrifices’. That is, they want to leave, but
they feel “I have to stay.” With COR perspective, they may regard 'fit' factors as
valueless resources. Being dissatisfied with their job they stay because they don’t have
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better employment alternatives. Such employees are likely to incur costly sacrifices
(to themselves or families) upon leaving (e.g., lose health care coverage). They might
be motivated by end job benefits as in the case of public employees. They stay but
don’t perform. Reluctant stayers may find themselves stuck and thus disgruntled with
their employment may engage in various types of counterproductive work behaviour.

1.8 Scope of the Study

Most studies on the issue of OJ, CWB (Cohen & Diamant, 2017) and OE (Ramesh &
Gelfand, 2010) are based on western context, whereas eastern context remained
largely unexplored. Pakistan can be a one example among eastern countries where
issue of CWB is rampant especially in police which is considered as the most corrupt
public sector organisation (Clark, 2017). What is unique characteristic of Pakistan
regarding its cultural values is collectivism, high power distance (Hofstede, 2017).

In collectivist culture people are more prone to make formal and informal bonds.
Collectivists perceive themselves as interdependent with their social groups and
prioritize group interests over self-interests. Hence investigating the OE in collectivist
context may reveal interesting results (Collins & Mossholder, 2014; Fiske, 2002;
William Lee et al., 2014). Recently, there is call for future research to investigate the
role of OE among different culture (Ghosh et al., 2017).

Research suggests that fairness when interact with different national culture produces
different behavioural outcomes (Shao, Rupp, Skarlicki, & Jones, 2011). Therefore, it
is important to examine the effects of OJ on CWB in Pakistani setting. Organizations
such as Police where there is high power distance are characterized as submissive,
tolerant and less sensitive to unfair treatment and direct questioning of authority is not
a common and accepted practice (Shao et al., 2011).

1.9 Definitions of Terms

Counterproductive work behaviours
Counterproductive work behaviours (CWB) can be defined as any volitional acts by

employees that potentially violate the legitimate interests of, or do harm to, an
organisation or its stakeholders (e.g., Sackett & DeVore, 2001).

Organisational embeddedness
Organisational embeddedness (OE) refers to the accumulated affective and non-

affective job-related constraints (links, fit, and sacrifice) which enmesh employees in
a specific job within a specific organisation (Harris, Wheeler, & Kacmar, 2011).
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In line with previous research (e.g., Allen, Peltokorpi, & Rubenstein, 2016; Ng &
Feldman, 2010; Peltokorpi, Allen, & Froese, 2015), the terms job embeddedness and
organisational embeddedness are conceptualised synonymously in this research,
because most employees who are embedded in their jobs are also embedded in their
organisations (Ng & Feldman, 2010).

Psychological ownership

Psychological ownership (PO) is defined as a state of mind in which individuals feel
as though the target of ownership or a piece of that target is “theirs” (Pierce, Kostova,
& Dirks, 2001).

Organisational justice

Organisational justice (OJ) refers to an individual’s perceptions of overall fairness in
an organisation in terms of the outcomes received (distributive justice), the decision-
making processes followed to reach those outcomes (procedural justice), and the
interpersonal treatment received and the explanations given (interpersonal and
informational justice) (Colquitt, 2001).

1.10 Chapter Summary

This chapter begins with overview of the sections, followed by background of the
problem. Then motivation of the study is discussed with respect to prevalence of CWB
in police. After that problem statement, research questions and research objectives are
discussed. This is followed by scope of the study. Last section defines important
constructs used in this study.
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