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Introduction 

eviant workplace behaviour is considered 

a key problem for every organization. The 

understanding of these workplace 

behaviour and work-related attitudes has become 

a significant research area and emerging 

phenomenon (Gomam, Vem & Panshak, 2017; 

Peterson, 2002). Deviant workplace behaviour 

mostly occurred among the employees at 

workplace. Deviant workplace behaviour (DWB) 

has been studied under different terms such as 

retaliation and dysfunctional behaviour, 

organizational misbehavior and 

counterproductive workplace behaviour (Fox, 

Spector & Miles, 2001). The impetus for the 

growing interest in deviant behaviour is the 

increasing prevalence of this type of behaviour in 

the workplace and the enormous costs associated 

with such behaviour (Peterson, 2002). Despite the 

prevalence and costs of workplace deviance, the 

understanding of workplace deviance remains  
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limited, and much 

empirical research has yet 

to be done (Bennett & 

Robinson, 2000; Ravasi & 

Schultz, 2006). The 

financial impact alone of 

workplace deviance on the 

organization is a 

substantial one. This is due 

to the fact that three out of 

every four employees 

engages in deviant work 

behaviour at least once 

(Rana, 2013). It was 

observed that negative 

workplace deviance are 

now soaring out of control, 

with nearly 95 per cent of 

all organizations reporting 

some deviance-related 

experience within their 

respective organizations 

(Henle & Bolton, 2005). 

Harper 1990; Robinson & 

Bennett, 1995 reveals that 

33% to 75% of employees 

have been engaged in 

deviant behaviour such as 

theft, fraud, vandalism, 

sabotage, and voluntary 

absenteeism. 

Specifically, in academics 

institutions lecturers 

collect bribes from 

students for marks, 

as it determines success in the dynamic 

and technology driven environment. The 

proposed model suggests significant 

interaction between organizational 

culture, workplace bullying and deviant 

workplace behaviour. The model will 

contribute to a better understanding of 

an interaction between organizational 

culture and employees' deviant 

workplace behaviour in Nigeria and other 

developing nations. The practical 

implication of the study is that public 

higher institutions administrators, and 

regulatory agencies such as  the National 

Board for Technical Education (NBTE) and 

the National Commission for Colleges of 

Education (NCCE), Faculty and 

department staff stand a chance to 

benefit from the outcome of the study, it 

will also help in understanding the effect 

of organizational culture  in their 

respective institutions in order to 

minimize the deviant workplace 

behaviour among its  employees as well as 

the moderating role of workplace bullying 

on the relationship between 

organizational culture and workplace 

deviant behaviour. It is suggested that an 

empirical investigation should be carried 

out in future. 
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requesting the opposite sex for an affair in order to earn more marks, 

sales of  hand out where it is banned, and so on, in order to curtail these 

problems the 9th National assembly in Nigeria have enacted a law to 

content with the situations, at institutions level university of Abuja have 

taken a bold step to sack two professors and demote two lecturers in 

2018 for committing deviant behaviour at work, Petroleum University 

Delta State have taken the same bold step by sacking a lecturer, demote 

four others over sexual harassment which happen to be one of an act of 

deviant at workplace. Kaduna Polytechnic recently sacks one HOD over 

sexual harassment; Adamawa State Polytechnic Yola sacked 3 lecturers 

for changing student’s grades and awarding fake marks. Lastly, Modibo 

Adama University Yola has sacked two Professors and one Deputy 

Registrar for Deviant behaviour at work (Alhassan, 2020). 

Workplace bullying constitutes repeated and persistent negative actions 

aimed at one or more individuals, which results in the creation of a hostile 

working environment. Bullying involves a desire to hurt, hurtful action, 

power imbalance, (typically) repetitive aggressor and a sense of being 

oppressed by the victim” (Rigby, 2002). Workplace bullying can be 

defined as repeated hurtful negative act or acts (physical, verbal, or 

psychological intimidation) that involve criticism and humiliation to 

cause fear, distress, or harm the individual. Workplace bullying is 

accompanied by negative consequences such as stress, embarrassment, 

isolation, and even loss of interest in the organization. Reaction of a 

superior who is under pressure to achieve results may be to react with 

either fear or confusion. This reaction, if not controlled, may result in the 

adoption of bullying tactics to achieve the expected outcomes. Certainly 

in a fearful situation, there is a tendency for individuals to adopt either a 

fight or flight behaviour (Peterson, 2002). Management inappropriate 

actions may result in the employee perceiving that they are being bullied 

(Schrodt, 2002).The philosophy, mission and values that governs  a 

particular institutions operations are referred to as organizational 

culture which helps in ensuring that deviant behavior is minimized. Thus, 

the thrust of this study is to examine the effects of organizational culture 

and workplace bulling on deviant workplace behavior in selected higher 

institutions in Adamawa State. 
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Problem Statement 

Deviant workplace behaviour is a phenomenon that affects most 

organizations both private and public (Abdul Rahim & Nasurdin, 2008; 

Gomam et’al., 2017). Its dimensions are multifaceted and 

multidimensional. Practically, its manifestations include; changing 

student’s grades, awarding fake marks, sexual harassment, sales of hand 

out despite been banned and more so. These problems arise mainly from 

administrative weaknesses where policies governing such citadels of 

learning are not properly implemented to the fullest creating chances for 

the employees to commit deviant behaviors (Akanni, Omisile & Oduaran 

2018; Sackket, 2013). Deviant workplace behavior has been reported to 

constitute serious threat to service delivery in both public and private 

sector organizations with a prevalence rate of 35% to 75% among workers 

in Nigeria (Fagbohungbe, Akinbolade & Ayodeji, 2012). To lend more 

credence to the prevailing deviant behavior at work in Nigeria, 

Transparency International’s reported that, the country slipped from 

146th position in 2019 to 149th in 2020. Specifically, the public institutions 

bribery rate tremendously increases from 25 % in 2015 to 32 % in 2019. 

Additionally, Akikibofori (2013) explained that wilful disobedience, 

coming late to work and using or taking company properties without 

authorization have been reported to have prevalence rates of 65%, 40% 

and 80% respectively. Consistently, Fagbohungbe, Akinbode and Ayodeji, 

2012;  stressed that theft, fraud, sabotage, acting rudely and arguing are 

being considered as the fastest growing deviant workplace behaviors 

among Nigerian workgroups in recent times. 

More precisely, in Adamawa State University Mubi a Senior Lecturer was 

sacked for sexual harassment and extortion of money from students, in 

Adamawa State polytechnic three lecturers were caught involved in 

sexual related offences and alteration of student’s record. Additionally, 

in Modibbo Adama University Yola two lecturers and one deputy 

registrar were found involved in workplace deviant behaviour. Adebayo 

(2014) explained that lack of control and discipline in the service had 

given room for deviant work behavior & inefficiency among public 

servants in Nigeria. However, the higher institutions were considered in 
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this study because in 2018, a Survey by the World Bank group women’s, 

business and law revealed that 70 per cent of female graduates from 

Nigerian tertiary institutions have been sexually harassed in school, with 

the main perpetrators being classmates and staff. In 2020 premium times 

newspaper investigated across over 20 Nigerian universities, 

polytechnics and colleges of education and reported that many of the 

higher institutions in the country have either scanty or no policy 

documents on sexual harassment though, in 2019 senator Ovie Omo-

Agege, and 106 other senators sponsored a Bill for an Act to prevent, 

prohibit and redress Sexual Harassment of students in tertiary 

educational institutions and for matters concerned therewith, despite 

this many female students and workers are dying in silence from the 

workplace deviant behaviors. 

Theoretically, previous studies (Abdulrahim & Nasurdin 2008; Agwa 

2018; Akanni, Omisile & Oduaran  2018; Baghini, Pourkiani & Abbasi 2014; 

Farhadi, Fatimah, Nasir & Wan Shahrazad, 2012; Gomam, Vem & Panshak 

2017; Howladar, Rahman, & Uddin 2018; Igbe, Egidi, Okpa, Thompson & 

Aniah, Akomaye 2017; Malik, Bakri, Ajmal, & Malik, 2019; Narayanan, 2017; 

Omar, Halim, Zainab, Farhadi, Nasir & Khairudin 2011; Rubab 2017) on 

workplace deviance behavior have been concentrated in Asian 

(Bagladesh, Iran, Malaysia, Pakistan) and western countries with few 

emphasis on the African continent. Despite the aforementioned studies 

on Deviant workplace behavior the researchers could not come across 

any study on moderating role of workplace bullying on the relationship 

between organizational culture and workplace deviant behaviour even 

with the inconsistence findings. Secondarily, we could not find any study 

on organizational culture, workplace bullying and workplace deviant 

behaviour in Adamawa state higher institutions where such cases of 

deviant behaviour were reported of recent times. 

Methodologically, previous studies Agwa (2018); Malik, Bakri, Ajmal & 

Malik (2019); Omar, et’al.(2011); Farhadi, et’al., 2012; Baghini, Pourkiani & 

Abbasi (2014) on deviant workplace behavior employed the use of Chi-

squares, independent sample t-test, Pearson correlation, regression 

analysis and Spearman rank-order correlation in analyzing their data 

which are more generic in nature (Lowry & Gaskin (2014). The current 
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study will employ the use of Structural Equation modelling SEM using 

Smart PLS which is more robust than the generic methods above. 

Secondarily, previous studies (Akanni, Omisile, & Oduaran 2018; Omar, 

et‘al., 2011; Farhadi et‘al, 2012; Howladar, et’al., 2018) on deviant 

workplace behavior employed the use of smaller sample size and 

suggested for more larger samples of respondents in future studies. This 

study will come in handy to answer these calls by adopting the use of 

larger sample size as suggested. Thus, the current study will examine the 

effect of organizational culture, workplace bullying on workplace 

deviant behaviour in selected higher institutions of learning in Adamawa 

State. Secondly, it will examine the moderating role of workplace 

bullying between organizational culture and workplace deviant 

behaviour. 

 

Literature Review 

Concept of Workplace Deviance 

Workplace deviance is considered as the deliberate desire to cause harm 

to an organization or workplace. It is termed as a voluntary behaviour 

that violates significant organizational norms and, in so doing, threatens 

the well-being of the organization, its members, or both. DeVore (2016) 

insists that workplace deviance related to any intentional behaviour on 

the part of an organization member as viewed by the organization as 

divergent and contrary to its valid or legitimate interests. Malik, Bakri, 

Ajmal & Malik (2019) explained that deviant workplace behaviors are not 

accidental, but instead voluntary and motivated; deviance is 

conceptualized as a reaction to experiences at work. The employees who 

are abused by their supervisors will be more likely to engage in deviant 

workplace behaviors, but also not all employees retaliate in deviance. 

Deviant behaviour may be acceptable or not from the legal standpoint, 

but, importantly, it contradicts general social norms. Robinson and 

Bennett (2015) identified deviant behaviour among individuals to include 

interpersonal deviant and organizational deviance.  

However, Bennett and Robinson (2018) proposed two types of 

workplace deviance. The first type is organizational deviance (OD) which 

refers to deviant behaviors targeting the organization such as theft, 
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sabotage, coming to work late without permission, or putting little effort 

into work; they see property and production deviances as both targeting 

the organization and labeling this organizational deviance. Conversely, 

the second type is interpersonal deviance (ID) which pertains to deviant 

acts directed toward individuals in the workplace such as co-workers, 

supervisors, subordinates behaviours like making fun of others, playing 

mean pranks, acting rudely, arguing, and physical aggression; it is from 

behaviors targeted against other members of the organization. 

 

Organizational Culture 

Organizational culture includes organization’s expectations, 

experiences, philosophy, as well as the values that guide member 

behaviour, and is expressed in member self-image, inner workings, 

interactions with the outside world, future expectations. Culture is based 

on shared attitudes, beliefs, customs, written and unwritten rules that 

have been developed over time and are considered valid. It also includes 

the organization’s vision, values, norms, systems, symbols, language, 

assumptions, beliefs, and habits (Needle, 2017). Simply put, 

organizational culture is the way things are done around here (Deal & 

Kennedy, 2018). Organizational culture is a set of shared assumptions 

that guide what happens in organizations by defining appropriate 

behaviour for various situations (Ravasi & Schultz, 2016). Organizational 

culture affects the way people and groups interact with each other, with 

clients, and with stakeholders. Also, organizational culture may influence 

how much employees identify with their organization (Schrodt, 2019).In 

business terms, other phrases are often used interchangeably, including 

“corporate culture,” “workplace culture,” and “business culture.” 

 

Workplace Bullying 

The term workplace bullying has been conceptualize by various scholars 

based on their understanding and owing to the fact that human beings 

differ in their perception of things, there is however, centrality in the 

definitions given  by most scholars on the term or concept of work place 

bullying. According to Davenport, Schwartz and Elliott, (2015); Davidson 

and Dougherty (2015) the workplace bullying is defined as the emotional 
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abuse, harassment, psychological terror and victimization. The bullying 

can be done through verbal and nonverbal actions. No organization is 

free of bullying (Dougherty, 2015). However, many organizations control 

the bullying actions, which make the environment quite feasible for the 

employees to work productively. The harmful and insidious bullies are 

present in every organization; if they are not controlled, then they may 

be the cause of company's fiasco. Workplace bullying can be done 

through hostile email messages, physical aggression and even with 

gossips. These types of bullying agitate the workers, which make them 

unable to concentrate on the work. The elements of bullying include; 

aggressive and negative behaviour which aims to harass people, the 

repeated behavioural act and the behaviour which originates from the 

power imbalance between the parties involved. The possible reasons of 

workplace bullying include the absence of leadership, absence of work 

design and low morale standards at the departments. The literal 

meaning of bullying includes, when a person is exposed to the negative 

actions repeatedly over time by one or more oppressors (Judge et al., 

2019; Lazarus & Folkman, 2015; Lee, 2017; Lee & Brotheridge, 2016).  

It is suggested in different studies that the bullying behaviour must be 

examined and studied because it is directly linked up with the long-term 

costs of organizations, as well as, employees. Heavy costs have been 

associated with the bully behaviour because such behaviour augments 

numerous issues within the organizations. Schwepker, (2017) explained 

that employees and organizations face legal, health and productivity 

issues because of aggressive behavior at the workplace. It is the 

responsibility of the employers to emphasize on this sensitive issue and 

provide full safeguards to the employees from any bullying behavior at 

the workplace. This can be done not just by creating the roles, 

responsibilities, safety and behavioural expectations within the business 

environment but also maintaining them to reduce the occurrence of any 

bullying behaviour at the workplace. In comparison to the sexual 

harassment, the prevalence of bullying at the workplace is three times 

more (Vartia 2016, Judge & Klinger, 2017; Lambert, Hogan & Barton, 2016; 

Tepper, 2015). 
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Organizational Culture and Deviant Workplace Behaviour 

Stefans, and parry (2017) investigated on 954 sample employees working 

in a manufacturing company and have found a positive effect on deviant 

workplace behaviour. Giovanni and Emma (2017) investigated on the 

effect of organizational culture on deviant workplace behaviour in a 

manufacturing company and found a negative impact on deviant 

workplace behaviour. Additionally, Egle (2015) investigated on the effect 

of organizational culture and deviant workplace behaviour and found a 

positive effect. Igbal, and Shariffudin (2017) investigated on 380 sample 

employees working in Pakistan public organization and found that 

organizational culture positively affect deviant workplace behaviour 

among employees, Rogojan (2009) investigated on the effect of 

organizational culture and deviant workplace behaviour and found a 

positive effect on deviant workplace behaviour, Kalemci & Tuzun (2019) 

investigated on the effect of organizational culture and deviant 

workplace behaviour and found  a negative effect on deviant workplace 

behaviour. Murphy (2017) investigated on the effect of organizational 

culture and deviant workplace behaviour and found a positive effect.  

H1:  There is no significant relationship between organizational culture 

and deviant workplace behaviour. 

 

Workplace Bullying and Deviant Workplace Behaviour 

Empirically the construct of Workplace Bulling and Deviant Workplace 

Behaviour was examined by different scholars specifically, Samiullah 

(2019) investigated on 167 sample employees working in public sector 

organization of Pakistan and found that workplace bulling positively and 

significantly affect deviant workplace behaviour among employees,  

Nauman, Malik, and Jalil (2015) examined the effect of workplace bulling 

on deviant workplace behaviour among doctors in various hospital in 

Pakistan and have found a negative relationship. Additionally, Ahmad 

(2016) examined the effect of workplace bulling on deviant workplace 

behaviour among institute of social science studies university Putra 

Malaysia and have found a negative impact. Mubaral & Mumtaz (2018) 

investigated on 254 sample employees working in organization in 

Pakistan and found that workplace bulling significantly affect deviant 
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workplace behaviour.  Organizational co-worker incivility turns into a 

noteworthy source of social worry by depleting a focused employee's 

emotional energy and intellectual assets (Kern & Grandey, 2019; 

Laschinger et al., 2019). At the point when employees damage work 

standards, for example, regarding and helping different employees, and 

rather submit  uncivil practices toward workers by acting impolitely and 

inconsiderately, the impact is to deplete as opposed to encourage and 

give the enthusiastic assets to their co-workers (Andersson & Pearson, 

2018). Co-worker rudeness depicts deviant behaviors with the 

ambiguous purpose to hurt the victim, for example, fail to state "please" 

or "thank you", overlooking others or raising one's voice (Pearson & 

Maslach 2015), which are associated to negative results (Laschinger, 2019 

& Sliter, 2016) and diminished psychological well-being (Lim & Cortina, 

2015). Grandey (2018) inferred from the research that employees who 

have frequent interaction with the uncivil clients experience emotional 

exhaustion because of the higher work stress they face. Kern and 

Grandey (2019) and Sliter et al. (2019) proposed that frequent 

occurrences of customer rudeness enhance work stress, hence 

increasing emotional exhaustion. Various studies have shown that 

customer rudeness gives rise to emotional exhaustion that in return 

results in negative organizational and employee outcomes (Ferguson, 

2016; Sliter 2017). Colleague and client incivility increases service 

employees' emotional exhaustion, which, in return diminishes their 

natural inspiration at work and at last decrease their creativity. (Hur, 

2016). Workplace Bullying is essentially and emphatically rather 

positively related to employee emotional exhaustion which is altogether 

related to loss of psychological wellbeing (Neto, 2017). This study will 

propose that: 

H2: There is no significant relationship between work place bullying and 

deviant workplace behaviour 

 

Organizational Culture, Workplace Bullying and Deviant Workplace 

Behaviour 

Yuseon & Jiyeon Kang (2016) provided an empirical tested a general 

frame work of organizational culture, workplace bulling and deviant 
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workplace behaviour among Korean nurses and found a negative effect 

on deviant workplace behaviour, Elewa, & Elbanna (2019) investigated 

on 179 employees working in public and private hospital and found a 

negative effect on deviant workplace behaviour. Finally, Upton (2015) 

investigated on the effect of organizational culture, workplace bulying 

and deviant workplace behaviour and found a positive impact on deviant 

workplace behaviour; Mubarak & Mumtaz (2018) investigated on the 

effect of organizational culture, workplace bullying and deviant 

workplace behaviour and found a positive effect on deviant workplace 

behaviour.    

H3: There is no combine significant relationship between workplace 

bullying and organizational culture on deviant workplace 

behaviour. 

 

Theoretical Underpinning   

For the purpose of this Paper organizational control theory by Flamholtz 

et al., (1985) would be adopted. Organizational control theory provides 

some theoretical underpinnings to support the relationship between 

organizational culture, workplace bullying and DWBs. Organizational 

control theory suggests that formal control designed and implemented 

by an organization should theoretically be able to regulate individual’s 

behavior in the workplace through monitoring, directing and rewarding 

system. In other words, the theory postulates that deviant workplace 

behaviors can be minimize by formal control instituted by an 

organization through a series of policies and rules that promote 

compliance which may be embedded in their organisational culture. 

Regarding the relationship between organisational culture and DWBs, 

organizational culture literature indicates that there is a general 

consensus among the researchers that organisational culture plays an 

important role in minimizing deviant behaviours in the organization. 

Additionally, support for the organisational control theory has been 

found across a variety of life situations, deviant behaviours at work (de 

Lara et al., 2006; Hollinger & Clark, 1982; Kwok et al., 2005), and 

asymmetric information problem in corporate governance (O'Sullivan, 

2000). Jaworski and MacInnis’ (1989) empirical finding revealed that an 



 

TIMBOU-AFRICA ACADEMIC PUBLICATIONS 
AUG., 2021 EDITIONS, INTERNATIONAL JOURNAL OF: 

 

TIJFRMS 348 

FINANCIAL RESEARCH & MGT. SCIENCE VOL.6 

ISSN: 2773-1040 

increase in outcome control reduces the likelihood of an individual to 

engage in deviant workplace behaviour. De Lara, Tacoronte, and Ding 

(2006) examined the extent to which behavior controls receive research 

support in minimizing deviant workplace among university lecturers in 

Spain. They found that deviant behaviour at work was explained by the 

individual’s perception regarding behaviour control. In line with the 

underlying proposition of organizational control theory that formal 

control designed and implemented by an organization should 

theoretically be able to regulate individual’s behaviour in the workplace, 

it is predicted that this theory would provide a support for the 

relationship between organizational culture, work bullying and 

workplace deviance in the current context. 

 

Organizational Culture, Workplace Bullying and Deviant Workplace 

Behaviour Based Model  

 

Proposed Model of the Study 

 

 H1 

 

 

                                       H3  

 

                                                                                          H2      

                                                                                   

 

 

 

  Dependent Variable                                 Independent/Moderating Variables  

 
The model above shows the relationship or effects of workplace bullying 
on employees deviant workplace behaviour in selected higher 
institutions in Adamawa State. Specifically, the paper will examine effect 
of organizational culture and workplace bullying on employees deviant 
workplace behaviour among employees of Modibbo Adama University 
Yola, Adamawa State University Mubi and State Polytechnic Yola.  

Organizational Culture  

Work Place Bullying 

Deviant Work 

Place Behaviour  
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METHODOLOGY 
This study adopted a survey research design because the study aimed at 
evaluating the effect of organizational culture & workplace bullying on 
deviant workplace behaviour in selected higher institutions in Adamawa 
State. Therefore; the study shall be a quantitative research. The 
population of this study is 3121 comprising both teaching and non-
teaching staff. The sample size for this study is 355 which were 
determined using Yamane (1967) scientific method of determining 
sample size adequacy. Data will be obtains through distribution of 
questionnaires designed for this purpose. Questionnaire will be the 
major instrument for collecting information for this study. Specifically 
organizational culture will be measure using a scale that will be adopted 
from (Xenikou & Furnham, 1999). Workplace bullying will be measured 
using scale that will be adopted from Galanaki and Papalexandris, (2013) 
and Deviant workplace behaviour will be measure using questionnaire 
that will be adopted from the 19 items scale developed by Benett and 
Robinon,(2000).The Data collected through the questionnaire, will be 
analyze   Structural equation modeling with the help of Smart PLS 
software. 
 
Conclusion  
Studies have suggested that organizational culture and workplace 
bullying influences employee deviance behaviour positively or negatively 
depending on the organization. The employee deviance behaviour is 
considered the serious problem in any organization as it leads to low 
profitability and sustainability. Organization's success depends on 
employees' behaviour and deviance workplace behaviour is detrimental 
to the organization's success. This paper is an attempt to contribute to 
theory building of organizational culture, workplace bullying and 
employee's workplace deviance behaviour as well as making meaningful 
contribution to management strategic decisions. The paper therefore, 
proposes to empirically assess the direct effects of organizational 
culture, workplace bullying and employee's workplace deviance 
behaviour by using selected higher institutions in Adamawa State. This 
paper will therefore bridge the literature gap by providing first-hand 
information regarding the relationship between organizational culture, 
workplace bullying and employee's deviance workplace behaviour 
within a new research context (Adamawa State, Nigeria). However, this 
study would practically provide bases for improving effective 
functioning of the higher institutions, particularly in Adamawa State. The 
model of this study would guide stakeholders within the education 
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sector to understand the organizational culture that help to minimize 
employee deviance workplace behaviour as well as the moderating role 
of workplace bullying. Therefore, it is suggested that an empirical 
investigation on organizational culture, workplace bullying and 
employee's deviance workplace behaviour be carried in future. 
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