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Workplace deviant behavior, as a manifestation of
employee conduct, can exert adverse effects on an organization, posing challenges to its
overall functioning and well-being. Understanding the underlying mechanism is essential in
offering insights to enhance risk mitigation and promote a positive organizational culture for
sustained success. Therefore, the study on workplace deviant behavior is important because
it addresses both practical and theoretical concerns crucial for organizations’ functioning and
success. Additionally, it helps in understanding the dynamics of employee behavior, developing
effective management strategies, and promoting a productive and ethical workplace
environment. The novelty and originality of this research lie in its integration of these three
variables to understand their combined impact on workplace deviant behavior. This approach
provides a more detailed and nuanced understanding of the factors contributing to deviant
behavior, allowing for more effective mitigation strategies.

This study aims to examine the impact of employee personality, organizational
culture, and perceived organizational support on workplace deviant behavior among
370 employees at Human Development Agencies in Indonesia. Data were collected using
questionnaires and analyzed using IBM SPSS version 26.

The results showed a significant negative correlation between employee
personality traits, such as extraversion (t-value =-2.400, p-value = 0.019, p<0.05) and
agreeableness (t-value = -2.170, p-value = 0.034, p<0.05), and organizational culture
(t-value =-2.386, p-value = 0.020, p<0.05). However, perceived organizational support only
moderates organizational culture’s influence on workplace deviant behavior, not employee
personality traits. The study suggests strategies to prevent and mitigate its negative effects
on organizations.

The study recommends the implementation of conducive policies and
practices to efficiently handle these behaviors. Moreover, this study enhances comprehension
of workplace deviant behavior and provides pragmatic suggestions for effectively managing
and averting such conduct within organizations. This highlights the significance of creating
supportive policies and practices that specifically address organizational culture and support
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The primary objective of modern management
is to uphold the organizational culture, business
vision, workplace environment, productivity, and
efficiency by deterring employees from deliberately
contravening the organization’s established norms,
values, relationships, culture, and overall welfare
(Agwa, 2018). As one of many workplace behaviors,
Workplace Deviant Behavior (WDB) refers to any form
of misconduct, rudeness, counterproductive actions,
or wrongdoing that occurs within an organization
(Abdullah and Marican, 2016; Mao, 2022; Rehan et
al., 2021; Sackett, 2002). It is voluntary and might
threaten the organization’s or its members’ well-
being (Kalemci et al., 2019). Research in behavioral
science has identified crucial factors that contribute
to WDB, such as organizational culture (Wang et
al., 2018) and evolving socio-technological factors
(Malik, 2021). WDB has significant implications for
comprehending the intricacies of organizational
dynamics and effectively tackling associated
challenges. Therefore, an anticipatory approach to
understanding and addressing WDB is essential for a
resilient and thriving organization. Critical elements
of WDB in behavioral science encompass adverse
outcomes, proactive measures, interventions, and
their influence on occupational effectiveness (Brice
and Rupp, 2015; Kalemci et al., 2019; Rogojan,
2009). Employee personality and perceptions of
organizational justice significantly influence the
likelihood of engaging in WDB (Berry et al., Sackett,
2007). Certain individual traits, such as immaturity
or instability, a propensity for personal gain, and
impatience, elevate the risk of participating in
WDB (Sackett, 2002). On the other hand, prior
studies found that other than individual personality
differences, the organizational environment is also
the top predictor of WDB (Mitchell and Ambrose,
2007; O’Neill and Hatings, 2011). Multiple studies
have consistently demonstrated that WDB can result
in conflicts within the workplace. These conflicts
are often influenced by individuals’ perceptions
of stress and conflicts between work and family
life (Malisetty, 2016). Furthermore, these negative
perceptions are linked to a lack of fairness and
equity within the organization. WDB may arise as
a consequence of familial dynamics (Dede, 2020),
organizational deviance, and organizational culture
(Wang et al., 2018). Chirasha (2012) emphasized
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the widespread occurrence of WDB and its
detrimental effect on organizational performance.
The author stressed the importance of management
participation and the implementation of ethical
programs. By acknowledging the critical significance
of management involvement and ethical initiatives,
organizations can actively foster an atmosphere that
deters deviant conduct, thereby protecting their
culture, productivity, and overall achievements.
This research emphasizes the critical nature of
addressing WDB as a strategic priority to cultivate a
work environment founded upon integrity, fairness,
and sustainable success, particularly in an era where
organizational resilience is of the utmost importance.
This study examines the influence of WDB on the
Human Development Agency, a local government
agency in charge of public service operations. The
research uncovers that the agency is marred by
WDB, including tardiness, extended breaks, misuse
of organizational email or internet resources for
personal matters, and absenteeism. WDB is displayed
by individuals or groups who are seen as deviant
and violate the organization’s norms, policies, or
regulations, which can put the organization and
its members at risk (Robinson and Bennett, 1995).
Certain employees depart from work ahead of
schedule due to pressing personal affairs. Rushna
(2021) contends that the concept and terminology
surrounding misbehavior in the context of WDB
have yet to be thoroughly studied, and there is a
lack of consensus regarding its scope. To accurately
predict WDB, it is necessary to conduct a thorough
investigation that focuses on personality domains
and considers the impact of personality differences
(Luca et al., 2019). Moreover, Tian and Guo (2023)
propose that previous research on WDB should be
reassessed to align with the present requirements
of business management. Organizations should
understand WDB and try to reduce its occurrence.
This study investigates the correlation between
employee personality and organizational culture
by incorporating Perceived Organizational Support
(POS) to gain extensive comprehension. When
employees feel supported, they are more likely to
engage in positive behaviors and less likely to engage
in deviant behaviors (Abdullah et al., 2021). Kim and
Jung (2022) have shown that organizational culture
plays a crucial role in reducing deviant behavior in
the workplace. However, there is a need to explore



how employee personality traits like extraversion and
agreeableness interact with organizational culture to
impact deviant behavior. This gap highlights the need
for studies on the moderating effects of these traits on
the relationship between organizational culture and
deviant behavior. An optimistic organizational culture
canimprove the welfare of employees (Caesens et al.,
2016; Mohammadi, 2020), while a strong perception
of organizational support can decrease WDB
(Chen et al., 2016). Nevertheless, more research is
needed on the role of POS as a moderating variable,
indicating the necessity for further investigation
to comprehend its impact on WDB. The purpose
of this research is to investigate the relationship
between these factors and their influence on deviant
behavior in the workplace. The study provides
insights into how these factors contribute to or
mitigate deviant behavior and whether perceived
organizational support moderates this relationship,
ultimately helping organizations develop strategies
to reduce such behavior and improve workplace
performance like guiding organizations in enhancing
positive behavior and employee well-being, as well
as recommending the implementation of a code
of ethics by the government to ensure compliance
with mandatory regulations by civil servants. The
research also offers insights for developing more
efficient strategies to enhance employee well-being
and guarantee adherence to regulations. Therefore,
this study examines the impact of employee
personality, organizational culture, and POS on WDB
among employees. This study was conducted using
a survey method by distributing questionnaires to
employees of the Human Development Agencies
in Indonesia from June 7 to August 29, 2023. This
research was conducted because it is effective
for the Human Development of Purwokerto
Regency, Indonesia. The agency is marred by WDB,
which includes delays, extended breaks, misuse
of organizational email or internet resources for
personal matters, and absenteeism. Then, a more
detailed understanding of these factors is carried
out to reduce the impact on DWB. Through empirical
analysis and theoretical synthesis, this research aims
to contribute actionable insights for organizational
leaders and human resource professionals seeking
to cultivate a positive organizational climate that
promotes ethical behavior and sustains long-term
organizational success. A review of the information

provided shows that the researcher is intrigued by
a study titled “Investigating the factors contributing
to workplace deviant behavior at the individual and
organizational levels.”

Literature review

Individuals employ a multifaceted amalgamation
of psychological characteristics that constitute their
personality to conform to their surroundings (Larsen
and Buss, 2005). The Big Five Personality Traits Model
proposed by psychologist Goldberg (1982) examines
different types of traits through five dimensions:
openness, conscientiousness, extraversion,
agreeableness, and neuroticism. Another foundational
notion to research on WDB is the self-efficacy theory,
which describes how employees perceive their ability
to control their emotions, thoughts, and actions to
attain their objectives (Zimmerman et al, 1992).
Higher levels of emotional intelligence tend to have
innovative work behavior and higher work quality,
including communication, collaboration, and problem-
solving skills (Tajpour et al., 2018). The effectiveness
of this self-regularity is crucial for regulating behavior
and ensuring adherence to appropriate self-sanctions
(Rehan et al., 2021). Following the Action Theory
(Zohar and Luria, 2004), those who are concerned
that undesirable conduct will sabotage their potential
ought to abstain from such conduct and maintain a
diligent work ethic. Furthermore, group value theory
identifies an individual’s belongingness and how a
negative attitude can promote agreeableness and
WDB (Lind and Lissak, 1985). When an individual’s
values and norms are not aligned with those of
their organization or workgroup, they may engage
in deviant behaviors to assert their identity and
maintain their self-esteem. This can include behaviors
such as sabotage, theft, or harassment (Puspita and
Zakiy, 2020). Personality traits have been found to
significantly predict WDB and incivility, highlighting
the importance of understanding and addressing
these traits in the workplace (Abdullah et al., 2021). In
essence, the intricate interplay between psychological
characteristics, such as those delineated in the Big
Five Personality Traits Model and the self-efficacy
theory, underscores the nuanced dynamics shaping
individual behavior within the workplace (Udin
and Yuniawan, 2020), ultimately emphasizing the
imperative of fostering a conducive environment that
nurtures positive traits while mitigating potential
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triggers for WDB. In the realm of behavioral science,
organizational culture encapsulates shared values,
beliefs, and perceptions among employees, shaping
their attitudes and behavior (Bakhri et al., 2018;
Maryati et al, 2019; Tsai, 2011). The effective
management of organizational culture is underscored
in applied behavioral science, recognizing visible
elements such as dress code and technology used as
influential factors (Chitra et al., 2018; Dharshini et al.,
2023). Organizational cultures prioritizing individual
achievement over teamwork may inadvertently
encourage WDB for personal gain (Kalemci et al.,
2019). The emergence of WDB is linked to internalizing
low organizational culture values, highlighting the
pivotal role of organizational climate in setting the
tone for individual conduct (Braje et al., 2020; Tian
and Guo, 2023). A positive organizational climate can
reduce the negative effects of workplace incivility
on deviant behavior (Zahid and Nauman, 2023).
Conversely, fostering a positive organizational culture
proves instrumental in mitigating occurrences of WDB.
Groundedinthe Person-Organization Fittheoryandthe
Job-Fit concept, the alignment of vision, ideas, values,
and ethics between employees and organizations is
essential for cultivating commitment and engagement
(Cable and DeRue, 2002; Edwards and Cable, 2009).
A culture that supports employee development can
enhance Person-Organization Fit and job performance
(zhang et al., 2021). This alignment not only promotes
a positive organizational culture but also establishes
a foundation for employees to feel connected to
the broader responsibilities of the organization.
Viewing these dynamics through the lens of the
Social Cognitive Theory underscores the influence
of individual personalities on the interpretation and
response to organizational contexts (Bandura, 1978).
In this context, organizational climate, perceived as an
uncontrollable environmental condition, significantly
influences individual behavior (Zohar and Luria, 2004).
Job-related factors such as workload, job hazards, and
interpersonal discrimination can significantly impact
employee engagement and behavior. Employee
engagement is critical in determining the extent to
which employees are motivated and committed to
their work (Oladejo and Kareem, 2019). Recognizing
employee behavior as a reflection of their personality
trait and self-reflection ability reinforces decisions to
avoid involvement in deviant conduct, safeguarding
the organizational integrity. In conclusion, the
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intricate interplay between organizational culture,
individual  values, and behavioral dynamics
necessitates a thoughtful and strategic approach to
management, emphasizing alignment and fostering
a positive culture that discourages WDB while
promoting organizational well-being. In this context,
prioritizing the organization’s role in supporting its
members becomes paramount. POS, defined as an
individual’s perception of the organization’s valuation
of employee contributions and concern for their well-
being, plays a pivotal role in shaping the relationship
between employees and their superiors, influenced
by the social exchange theory (Eisenberger et al.,
1986). The impact of POS extends to its influence on
employees’ WDB, as evidenced by studies that reveal
its role in weakening the negative effect of WDB on
job performance (Fridslan et al., 2023; Tian and Guo,
2023). A crucial facet emerges — when employees
perceive support, their commitment increases and
the likelihood of engaging in WDB in response to stress
or tension diminishes (Eisenberger and Stinglhamber,
2011). Aligned with these insights, the Conservation
Resource Theory suggests that feelings of ignorance,
lack of support, and exclusion within the organization
create dissatisfaction and complexity in employees’
positions. This mental state hampers their efforts
to meet performance requirements and intensifies
the pressure on their tasks due to a perceived need
for more knowledge (Clercq et al., 2019). Further
reinforcing this perspective, a study in the hotel
industry identified organizational factors, including
an unethical climate, high job demand, a lack of
supervisory support, and trust issues, as influencing
WDB among employees (Yekinni, 2019). In conclusion,
recognizing and fostering POS are crucial to mitigating
WDB. Organizations that actively prioritize the well-
being and contributions of their members diminish
the negative impact of WDB on performance and
contribute to a positive work environment. As we
navigate the complexinterplay between organizational
dynamics and employee behavior, focusing on POS is
critical in promoting a harmonious and productive
workplace.

Hypotheses development

Relationship between employee personality and
WDB

The intricate landscape of WDB requires a
proactive approach to understanding and addressing



its contributing factors. Enhancing workforce
productivity is contingent upon employees cultivating
arobust personality and actively participating in talent
development. Within this context, two influential
determinants of WDB emerge employee personality
and perceptions of organizational justice. Salgado
(2002) establishes a connection between the Big
Five Personality factors and counterproductive work
behavior, encompassing actions like absenteeism,
premature departure, and errors in the work process.
This research focuses on two dimensions of the Big Five
Personality traits: Extraversion and Agreeableness.
Employees with extraversion personalities tend to
be sociable, attentive, generous, and credulous,
especially toward their superiors. They tend to keep
themselves busy, display enthusiasm, and possess
strong communication skills, creating an impression of
being energetic, friendly, and ambitious. On the other
hand, employees with agreeableness personalities
tend to trust others readily and seldom suspect
hidden motives or intentions in their colleagues.
They are generally pleasant, easy to get along with,
wise, friendly, optimistic, generous, helpful, and
willing to compromise (Rothmann and Coetzer, 2013).
Research has shown that personality traits, including
extraversion,  conscientiousness,  agreeableness,
neuroticism, and openness to experience, are
correlated with counterproductive work behavior,
with agreeableness having a negative correlation
(Magsood et al., 2021). Flowingly, research conducted
by Bolton et al. (2010) and Kozako et al. (2013) suggests
that individuals with lower levels of agreeableness
are more prone to engaging in aggressive behavior
and conflicts, making them more likely to commit
deviant acts. Conversely, those with higher levels of
agreeableness are less inclined to commit deviant
acts or become involved in WDB. Numerous prior
research has studied the implications of employee
personality on WDB. Employee agreeableness was
a significant predictor of workplace deviance, with
higher agreeableness scores associated with lower
levels of deviance (Zhuang et al., 2023). When
employees with high extraversion perceive high
organizational support, they are less likely to engage
in deviant behaviors. This suggests that extroverted
individuals are more likely to channel their energy
into positive behaviors when they feel supported by
their organization (He and Li, 2019). In conclusion,
understanding and addressing the intricate landscape

of WDB is crucial for fostering a resilient and thriving
organizational ecosystem. Given the facts presented
above, the hypothesis proposed for this study is:
Hla: Employees’ extraversion personality hurts
WDB.
H1lb: Employees’
hurts WDB.

agreeableness personality

Organizational culture and WDB

WDB encompasses actions by organizational
members that violate rules and challenge the
established organizational culture, posing risks to
both the organization and its members (Robinson
and Bennett, 1995). Mitigating WDB within the
workplace requires employees to align with
specific organizational cultures. Therefore, cultures
should be grounded in fundamental ethical values
(Sinclair, 1993). Organizational cultures that tolerate
unethical conduct, lack proper supervision, and
lack transparency are more prone to fostering
WDB. Conversely, a well-defined and consistent
organizational culture plays a pivotal role in fostering
a healthy work environment and diminishing the
likelihood of WDB. Organizational culture serves as
a key catalyst for WDB within the workplace. Studies
reveal a noteworthy inverse relationship between
organizational culture and WDB (Alias et al., 2018),
emphasizing the influential role of an innovative
culture in shaping employee conduct (Cohen and
Ehrlich, 2019; Mangahas, 2023). The fluctuations in
organizational culture wield a substantial impact
on the manifestation of WDB among employees
(Noermijanti et al, 2021). Consequently, an
enhancement in organizational culture is intricately
linked to a reduction in instances of WDB. To be
accepted andrecognizedin a particular environment,
people must conform to the dominant culture (Udin,
2023), which shapes personalities. Conforming to
universally accepted standards that guide behavior
is essential to developing positive behavior and
mindsets.

Therefore,

H2: Organizational culture has a negative
consequence on WDB.

POS, employee extraversion personality, and WDB
POS refers to an individual’s perception of the

organization’s positive or negative attitude towards

them, including recognizing their contributions and
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showing concern for their well-being (Eisenberger et
al., 1986). Employees are more inclined to exhibit
employer loyalty and adherence to workplace
regulations when they perceive that the organization
offers sufficient support (Astuty and Udin, 2020).
Joy and Balu (2016) observed a substantial inverse
correlation between counterproductive  work
behavior and organizational support. Research
has examined the correlation between POS and
personality traits, with extraverted personality,
and POS has been studied in the context of job
satisfaction and organizational citizenship behavior.
Zhou et al. (2023) indicate that extraversion and
other personality traits, such as conscientiousness
and agreeableness, are positively related to POS.
It plays a pivotal role in the effective attainment
of organizational goals (Onuoho, 2013). While
employee personality can impact WDB in the
workplace, the presence of organizational support
can act as a mitigating factor, offsetting the potential
negative effects of a deviant personality. A robust
perception of organizational support correlates with
a decreased likelihood of WDB occurring within the
workplace, and conversely, a weaker perception
is associated with a higher incidence of such
behavior. The anticipated moderation of employee
personality’s influence on WDB is achieved through
theimplementation of transparent policies, including
well-defined ethical and behavioral guidelines.

H3: POS moderates the influence of employee
extraversion personality on WDB.

POS, employee personality agreeableness, and WDB

Following the previous discussion, employees
who possess agreeableness as a personality trait
are inclined to exhibit friendliness and exhibit less
engagement in WDB. This occurs as they perceive
their organization as being supportive and fostering
loyalty. Employees who possess a strong inclination
towards agreeability are more likely to experience
a sense of connection with their organization and
demonstrate adherence to established rules and
norms. In contrast, employees who have lower
agreeableness are more prone to engaging in WDB
(Chang and Smithikrai, 2010). Studies employing the
social exchange theory on employees’ commitment
have demonstrated that the interplay between
POS and employee agreeableness can significantly
impact workplace behavior (Hanif and Siddiqui,
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2020). Thus, it is hypothesized that both personality
traits substantially impact WDB.

H4: POS moderates the influence of employee
agreeableness personality on WDB.

POS, organizational culture, and WDB

The state of organizational culture has a
significant impact on WDB, as it encompasses
the organization’s shared beliefs and values
that contribute to its employees’ well-being
(Rhoades and Eisenberger, 2002). An affirmative
organizational  culture  amplifies  employee
dedication and adherence to standards and
regulations. Conversely, unfavorable or detrimental
organizational cultures can result in employees
breaching norms and regulations. Effective POS
enables employees to fully utilize their abilities and
prevents behaviors that could undermine employee
and organizational performance. A positive
correlation exists between organizational culture
and POS, as a strong organizational culture can
result in improved employee engagement and job
satisfaction (Nurcholis and Budi, 2020). The presence
of a negative organizational climate and workplace
conflict hurts WDB. However, this negative influence
can be mitigated by the perception of organizational
support, which acts as a mediator (Fridslan et al.
(2023).

H5:POS moderates theinfluence of organizational
culture on WDB.

Sample

The sampling technique in this research is
nonprobability sampling with a saturated sampling
type, which means all populations, as many as
370 members, are used as samples to ensure the
researcher obtains reliable and comprehensive
data. This technique was chosen because, given
that the Human Development Agency operates
as a government regulatory entity with standards
that are uniformly applied nationally, this sample
is considered to be representative of the broader
organizational culture, so it is desirable to make
generalizations with very small or substantial errors.

Instruments
Before distributing the questionnaire,
the instrument’s author tested its validity by
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Fig. 1: Research framework

administering it to 10 respondents. The average
value and Cronbach alpha were valid, indicating
the instrument’s reliability and effectiveness in
measuring the intended construct. This suggests
that the instrument is a robust tool for assessing the
construct of interest, and its results can be trusted
to provide accurate information. The data were
gathered by directly distributing a questionnaire
sheet containing closed-ended questions to the
participants. The ordinal measurements of the
personal personality questionnaires were utilized
to determine the relative order or ranking of the
research variables’ items. The participants were
requested to indicate their level of agreement or
disagreement with specific statements using a Likert
scale from 1 to 5, consisting of the following options:
“strongly disagree,” “strongly agree,” “undecided,”
and “strongly agree.”

” o«

The procedure of data analysis

Before the statistical analysis, classical
assumption testing was performed to ensure that
the regression model obtained was accurately
estimated, consistent, and unbiased. To evaluate the
H1a, H1b, and H2 hypotheses, the author employed
basic linear regression analysis to quantify the
degree of association between the independent

and dependent variables. The objective was to
forecast the dependent variable’s value based
on the independent variable’s value. To examine
hypotheses H3, H4, and H5, the author employed
a moderated linear regression analysis to assess
whether the moderator influenced the magnitude
of the association between the independent and
dependent variables.

Table 1 presents a descriptive analysis of
key variables in the study, encompassing 370
respondents. The mean extraversion score of
3.539 indicates a relatively high level, suggesting
respondents’ overall outgoing and sociable
tendencies. In contrast, the mean agreeableness
score of 3.194 suggests a moderate level, reflecting a
balanced degree of empathy and cooperation within
the sample. This analysis highlights the diverse
interplay of personality traits, with atilt toward higher
extraversion and a moderate level of agreeableness
among the studied group. Furthermore, with a mean
of 4.327, the organizational culture is classified as
very high. This indicates a generally positive and
strong organizational culture within the studied
context.
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Table 2 presents the outcomes of the validity tests
for key study variables. All variables demonstrate
validity (significance value £ 0.05). This indicates that
the measurement instruments employed effectively
capture and assess the intended constructs for each
variable, reinforcing the reliability and accuracy of
the data collected.

Table 3 outlines the reliability test outcomes
where all key variables exhibit acceptable reliability
with Cronbach’s Alpha scores ranging from 0.635
to 0.875. These values surpass the threshold
acceptance value of 0.600, affirming the internal
consistency and dependability of the measurement
instruments used for each variable. The results
underscore the robustness and reliability of the data
collected in the study.

Based on the simple linear regression test (see
Table 4), the t-values, ranging from -2.170 to -2.400,
and the associated significant values (p < 0.05)
indicate that these variables exert a statistically
significant influence on the response variable. The
negative t-values suggest an inverse relationship,

while the significance underscores the influential
impact of these predictors on the studied outcome,
contributing valuable insights to the understanding
of the observed relationships.

Table 5 outlines the results of moderated
regression analysis, in Equation |, Employee
Extraversion Personality initially demonstrates
a significant negative impact (p = 0.017), which
becomes non-significant in Equation Il (p = 0.982),
suggesting no substantial moderation effect.
Similarly, Employee Agreeableness Personality
exhibits an initially significant negative effect (p =
0.009), but this effect decreases as the interaction
term is added (p = 0.630). It is worth mentioning
that Organizational Culture exhibits a marginally
significant negative effect in Equation | (p = 0.077),
but subsequently transforms into a substantially
positive impact in Equation Il (p = 0.039), suggesting
the presence of a moderating influence. The results
of this study highlight the intricate interplay between
POS and the associations between personality traits
and WDB. As a result, these findings significantly

Table 1: Descriptive analysis of respondents

Variabl N Grand Total
ariable Mean Criteria Std. Dev
Employee extraversion personality 370 3.539 High 1.090
Employee agreeableness personality 370 3.194 Moderate 1.734
Organizational culture 370 4.327 Very high 0.817
POS 370 3.918 High 1.015
WDB 370 1322 Very low 0.527
Table 2: Validity test results
Variable N Description

Employee extraversion personality 370 Valid

Employee agreeableness personality 370 Valid
Organizational culture 370 Valid

POS 370 Valid

WDB 370 Valid

Table 3: Reliability test results
Variable Cronbach’s Alpha Acceptance Value Description

Employee extraversion personality 0.635 0.600 Reliable
Employee agreeableness personality 0.649 0.600 Reliable
Organizational culture 0.875 0.600 Reliable
POS 0.866 0.600 Reliable
WDB 0.719 0.600 Reliable
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Table 4: Simple linear

regression analysis

Variable t-value Significant value Description
Employee extraversion personality -2.400 0.019 Influential
Employee agreeableness personality -2.170 0.034 Influential
Organizational culture -2.386 0.020 Influential
Table 5: Moderated regression analysis
Equation | Equation Il
Variable Description
t-value Significant value t-value Significant value
Employee extraversion personality -2.463 0.017 -0.023 0.982 No effect
POS -1.080 0.284 0.158 0.875
Employee agreeableness personality -2.223 0.009 0.484 0.630
No effect
POS -1.043 0.549 0.624 0.535
Organizational culture -1.802 0.077 2.109 0.039
Influential
POS -0.445 0.658 2.455 0.017

contribute to the body of knowledge regarding
these complex relationships.

The study reveals a noteworthy correlation
between employees’ extraversion personalities
and a significant negative impact on WDB. This
suggests that individuals with higher extraversion
levels are less prone to engaging in deviant conduct
within the workplace. Research indicates that
extroverts leverage social support networks to
boost their energy levels during stress, employing
effective coping mechanisms to navigate stress
and exhaustion (Bakker et al., 2006; Roesch et al.,
2006; Darr and Johns, 2008). Notably, earlier studies
by Hastuti et al., (2017) have also established a
significant inverse correlation between employee
extraversion and WDB, aligning with and reinforcing
the current findings. The impact of an employee’s
agreeableness personality on WDB is also significant,
revealing a negative correlation. Individuals with
a higher degree of agreeableness are less likely to
engage in WDB. This finding resonates with Kozako et
al., (2013), who similarly identified agreeableness as
a deterrent to WDB. Notably, individuals exhibiting
self-reported agreeableness, characterized by
kindness, care, friendliness, and courtesy, tend to
avoid harmful actions at work, aligning with the
concept of prosocial behavior, as highlighted by
Bennett and Robinson (2000). This inclination is
rooted in their agreeable identity, as going against it

would contradict their inherently benevolent nature.
Furthermore, a recent meta-analysis emphasizing
agreeableness as the highest predictor of workplace
deviance and future job performance (Luca et
al., 2019) corroborates the study’s findings. The
research supports the group value theory, affirming
that individuals with agreeableness characteristics
exhibit empathy, patience, trustworthiness, and
a strong sense of belonging to the group, thereby
constraining deviant attitudes. Another study
grounded in the Big Five personality traits theory
asserts that while neuroticism poses a risk factor
for deviant actions in the context of emotional
tiredness, agreeableness, and extroversion serve
as protective qualities (Golparvar et al., 2017). WDB
is significantly influenced by organizational culture,
demonstrating a notable negative correlation. A
positive organizational culture appears to act as a
mitigating factor, reducing the occurrence of WDB.
Aligning with the results reported by Mabruroh
(2021), our findings reveal a negative correlation
between organizational culture and WDB.
However, this contradicts the conclusions drawn
by Nainggolan (2019) and Rizal et al., (2019), which
suggested a positive influence of organizational
culture on WDB. Additionally, Mohammed et al.,
(2023) conclude that a high-commitment human
resource management approach can enhance
organizational engagement, thereby lowering WDB
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directed at the organization. Careful communication
and implementation are crucial for organizations to
secure employee support for such practices. A cross-
cultural study in India and the USA by Narayanan and
Moon (2022), grounded in social cognitive theory,
suggests that a highly collectivist organizational
culture reduces employee engagement in WDB.
Moreover, Wimbush and Shepard (1994) propose
the predictive value of an organization’s ethical
climate in anticipating unethical and unproductive
behavior, a concept reinforced by Peterson’s (2002)
research utilizing the ethical climate questionnaire,
which documented multiple correlations between
organizational climate and various forms of WDB.
The relationship between WDB and organizational
culture was found to be moderated by POS.
Prior research has consistently shown a positive
correlation between organizational citizenship
behaviors and POS (Dalal, 2005; Gruys and Sackett,
2003). The conventional interpretation suggests
that individuals who believe their contributions are
valued and perceive organizational concern for their
well-being are more inclined to anticipate favorable
treatment from the organization. Contrarily, WDB
demonstrates a negative correlation with POS,
as observed by Nair and Bhatnagar (2011). Igbal
et al., (2015) present an alternative perspective
that emphasizes the critical role of oversight and
organizational support in fostering a positive
workplace atmosphere. Employees who feel a
sense of belonging within the organization tend to
prioritize organizational objectives and core values,
displaying a genuine concern for their professional
growth. Furthermore, recognizing supervisors as
representatives of the organization underscores
the significance of their supportive behavior in
shaping a positive organizational perception among
subordinates. The main findings of this research
highlight the role of individual factors such as
personality traits, emotions, and situational factors
in contributing to deviant behavior in the workplace,
such as employee agreeableness and extraversion.
When employees perceive their organization
as supportive, they are more likely to engage
in cooperative behavior and maintain positive
relationships, reducing the likelihood of deviant
behavior. The positive effects of friendly attitudes
and extraversion in reducing deviant behavior will
be even more significant in such an environment.
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Not only that, but a positive organizational culture
can also reduce deviant behavior in the workplace
by fostering a sense of belonging, trust, and shared
values among employees. This leads to increased
job satisfaction, organizational commitment, and
reduced turnover. The POS role can help reduce the
negative impact of deviant behavior by supporting
a supportive work environment. This can be
achieved by fostering a culture of collectivism,
power distance, and paternalism, reducing levels
of deviant behavior. This research can potentially
advance our understanding of workplace deviant
behavior significantly and contribute to developing
more effective strategies to reduce it. This research’s
methodological and practical contributions can also
enhance the statistical community’s knowledge
and tools for analyzing and addressing workplace
problems by developing more effective models
and interventions to address these critical issues,
ultimately improving organizational performance
and employee well-being.

The research emphasizes the importance of
considering multiple factors, including personality
traits, organizational culture, and perceived
organizational support, to understand and mitigate
deviant workplace behavior. This study has
revealed significant correlations between individual
personality traits, organizational culture, and WDB.
The demonstrated negative influence of extraversion
and agreeableness on subjective well-being (WDB)
is consistent with prior studies, underscoring
the crucial significance of these characteristics
in cultivating a favorable and cohesive work
environment. Theoretically, this study highlights
the importance of personality traits, particularly
compassion and extroversion, in understanding
deviant behavior in the workplace, which supports
the idea that individual differences play an
important role in shaping behavior. Moreover,
our research adds to the increasing amount of
evidence supporting organizational culture’s impact
on counterproductive work behavior (WDB),
highlighting the intricate dynamics involved. The
moderation effect of POS highlights the significance
of cultivating a workplace atmosphere that
promotes employees’ sense of worth, assistance,
and alignment with organizational objectives,



thereby reducing the likelihood of WDB. This study
enhances our comprehension of the complex
interaction among personal attributes, company
elements, and job-related conduct, offering
valuable perspectives for organizations aiming to
foster a salubrious and efficient work atmosphere.
Organizations should focus on creating a positive
organizational culture that encourages a supportive
environment and fosters positive relationships
among employees. They should consider the role
of personality traits in shaping employee behavior
and develop strategies to promote positive
characteristics. Performance management systems
should be designed to recognize and reward positive
behavior rather than just focusing on productivity
metrics. Organizations must also prioritize providing
perceived organizational support to employees
to reduce deviant behavior. Nevertheless, it is
crucial to recognize the limitations of this study.
The significance of the research may be restricted
to the particular context of the regional personnel
and human development, but it is generalizable to
a similar type of organization. Therefore, differences
in organizational structures or cultural settings
could produce divergent outcomes. Moreover,
the study relies on self-reported data, which can
the dependence on data provided by respondents
themselves introduces the possibility of response
bias, and the study’s cross-sectional design
restricts the ability to establish a cause-and-effect
relationship, which does not allow for examining
temporal relationships between variables. Although
therearelimitations, the acquired insights contribute
to the broader knowledge base on organizational
behavior and establish a basis for future research
efforts in this dynamic field. Future research can
conductalongitudinal study to examine the temporal
relationships between variables and the dynamics of
deviant behavior over time. First, control for other
factors influencing deviant behavior, such as job
satisfaction, work-life balance, and leadership style.
Lastly, studies in diverse organizational settings
and populations should be conducted to enhance
generalizability and ensure that the findings are
not limited to specific contexts. These future
research directions can further our understanding
of the complex relationships between employee
personality, organizational culture, and deviant
behavior, ultimately informing the development of
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effective interventions to reduce deviant behavior
and improve organizational performance.
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