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ABSTRACT
The role of societal cultural practices in workplace deviant behaviours, with the added dynamic
effect of perceived ethical leadership, perceived organisational support, and the three-component
of employee commitment as relational constructs were explored. Mixed methods approach was
employed in this study. Data was gathered from a representative sample of 433 employees of
multinational companies (MNCs) for the quantitative study, and 10 qualitative interviews were
conducted. Both convenience and simple random sampling techniques were employed.
Individualistic, collectivistic, and power distance did not significantly relate with interpersonal

deviance of employees but uncertainty avoidance orientation significantly related positively with

interpersonal deviance ons significantly related

negatively with organis ed significant positive
relationship with orga d not show significant
relationship with orga rating effects received

support whilst others ;

interventions in dealin el deviance  ateges ‘ eving success. Finally,

The findings from the
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INTRODUCTION

1.1.0 Background to the study
There has been a heightening interest in management research across cultures resulting from the
expansion of multinational companies (MNCs). This interest is brought about by rapid
globalization (George, Corbishley, Khayesi, Haas, & Tihanyi, 2016; Roos, Gelfund, Nau, & Lun,
2015; Aktas, Gelfund, & Hanges, 2015; Harrington & Gelfand, 2014; Peltokorpi & Froese, 2014).
The diversity management literature has noted the potential adverse effects on increasing the
profitability of firms if the multicultural workforce is ineffectively managed (Crowley-Henry,

2005; Gelfand, Harrington, & Jackson, 2017). This may result in interpersonal differences and or

conflict, employee abs munication as well as

other undesirable w e and capabilities of

organisations' workfo text in which they are

developed (Ansah, 201 , 2011). One noticeable

challenge facing orga ge a culturally diverse
workforce (Groeschl & ganisations give rise to
a varied set of values, it is perceived including

what constitute approp

Culture is a multi-facete I'his stems from multiple

definitions observ cording to House,

Javidan, Hanges, and DorﬁZDOZ) culture refers to.a-set- rameters of collectives which

" Al PROC OCEDAMUS

are related to "patterned ways of thlnkmg,- g-and reacting that constitute the distinctive way
of life of a group of people" (Kluckhohn, 1951, p. 86). Also, Hofstede, Hofstede and Minkov

(2010, p. 6) submit that culture is "the collective programming of the mind that distinguishes the
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members of one group or category of people from others". These distinctive patterned ways of life
and collective programming of the mind are passed on to younger generations by means of
language and imitations (Adler, 2002; Tian et al., 2018), and this "culture seems to distinguish one
group from another based on a certain set of values, beliefs, behaviours, and attitudes; which is
shared, interpreted, and transmitted over time within a collective; and that makes the collective
unique and distinguishes that collective from other collectives" (Bik, 2010, p. 72). The meaning
that can be inferred from the above definitions of culture is that culture is the complete whole view
and understanding of a person's or group's existence in terms of learned beliefs, values, principles,

habits and practices that shape the behaviours of the person or members in the group in a particular

society and distinguish

Accordingly, individug enced by that cultural

atmosphere in which t itional levels (Al-Jundi,
Shuhaiber, & Al-Ema 9% Tianet al., 2018)" al value orientations are defined as "an
individual's knowledge ment. National culture,
heritage, upbringing, at orientation, and in turn,
individuals can influe a, 2011, p. 3). These
differences in cultural levels of subjectivity in
terms of understanding ay result in differences,
disagreements, str sions, 2

affect company reputatloraﬁg
[

support, perception of workplace%q gF mgerceptmﬁ “of unethlcal leadership, and

!may consequently

ct1v1ty, the development of rceptlonH of organisational

reduced worker commitment (Nielsen, Hetland, Matthiesen, & Einarsen, 2012). Yoo and Donthu

(2005, p. 10) define personal cultural orientation "as an individual's values that can be found across
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countries or cultures". Values are "broad tendencies to prefer a certain state of affairs over others"
(Hofstede, 1980, p. 19). Simard and Blight (2011) considered cultural attachment as one main
aspect of cultural orientation, which they define as a philosophy summarizing how people connect
to their own culture. Cultural orientation, thus, arises from personal learning via interactions with
social environments including family, workplace, community, host country, and the media.
Cultural orientation entails a system of societal norms and standards of the value systems that are
shared by major groups of the population (Yoo & Donthu, 2005; Hofstede, 2001). Despite culture
influencing behaviours of people, there is very limited research that focuses on societal culture in

deviant behaviour research at the workplace (Wang et al., 2020).

Hofstede and colleague ¢ individualism versus

collectivism, power-dis ty vs femininity (which
were first identified b ientation (proposed by
Hofstede and Bond, 19 R4 g ated by Mi ~ V ; tede, & Minkov, 2010);
and indulgence vs rest ede and Minkov (2010)
and Minkov (2007), es and their impact on
workplace behaviours dimensions including
individualistic orientat er distance orientation
(PDO) and uncertainty examine their potential

impact on workpla jance in’ inGha a. They are chosen

most researched, followed by powgﬁﬂtf a%%PMWskl Gut & Gorbaniuk, 2017;

Salemi, Khoshsaligheh, & Hashemi, 2015; Merkin, 2015; Kuo, 2013; Taras, Steel, & Kirkman,

for a number of rpasons i@g ﬁrst 1nd1v1duahsm and co ectivisi dlmeqsmn has been the
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2011b), and they have been key research themes in cross-cultural research (Oyserman, Coon, &

Kemmelmeier, 2002; Triandis, Chen, & Chan, 1998).

There have been recent calls to investigate these dimensions in cross-cultural research to determine
how employees' beliefs and values about uncertainties shape their behavioural outcomes in job
settings (Power et al., 2013; Wang et al., 2020). Second, they have been shown to measure
individual-level value and behaviour differences in organisations (Hon, Lu, & Chan, 2015).
Despite the overwhelming application of this dimension in cross-cultural research, relatively little
or none can be observed in the deviance literature in investigating cross-cultural understanding of

the deviant behaviour construct. Third, individualism and collectivism (IND-COL) orientations

otivation, emotion and
2001; Merkin, 2015;
differential impacts on
enkins & Alfred, 2010).
cultures tend to be
collectivistic; while c ed States portray more
, 1988; Hofstede, 1980;

individualistic (Parker,

Triandis, 1989a, 1989b

Prior research has sugge can impact employees’

Ithat people with a

high collectivistic erentat%ggﬁdyi WV urs tha,d those with a low
' PROC

collectivistic orientation suggesting the impact of cultural orientation on incivility in the

behaviours toward orms of workplac iance. et al., (2009

workplace. The finding implies that collectivistic orientation has a restraining effect on incivility

and people with collectivistic orientation have less tendency to tolerate uncivil workplace

4
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behaviours than persons with individualistic cultural orientation (Liu et al., 2009). This indicates
that what might be considered acceptable behaviour in individualistic cultures is likely to be
viewed as unacceptable in collectivistic cultures. Accordingly, Bond (2004) acknowledges that
different cultures have a divergent definition of aggression which may account for few cross-

culture studies on aggression.

Power distance orientation (PDO), which describes individuals’ beliefs about how status,
authority, and power are exercised in organisations, society or family (Kirkman et al., 2009;
Ugwuzor, 2016), might cause individuals to interpret and react to destructive workplace

behaviours differently across employees. This is so because people with high PDO are less likely

to interpret supervisor | ven question supervisor

actions as they tend t e receptive rather than
006a; Zhang & Begley,
wer positions rarely question
uch employees are less
likely to question supe ed at them unlike those
employees with low ther equally distributed
between less and more | s to reflect participatory,
democratic and consulte likely to question both
supervisors and su ates ac
oyees who V1ew unequal nequal po tibution asa normal fact of

relationship stramu with th(ﬂ@
N Qi DRy Rf““t IS ol
life. This presupposes those employees Hﬂoﬁﬂqﬁg rather-than low PDO are less likely to

engage in workplace deviance and vice versa (Hon et al., 2015). Power distance may likely provide
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a supplementary explanation to the differences in interpreting and reacting to workplace deviance

in work settings (Jiang, Gollan & Brooks, 2015).

Uncertainty avoidance orientation (UAOQO) is defined as the extent to which a person "feels
threatened by uncertain or unknown situations" (Hofstede, 2001, p. 161). This feeling of being
threatened is communicated through anxiety and a need for predictability, explicit rules, or
structured situations. A person with a strong UAO behaves rigidly, whereas one with a weak UAO
behaves flexibly (Hofstede, 2001). The majority of people with high UAO tend to feel
uncomfortable and apprehensive in times of uncertainty and ambiguity while people with low

UAO, tend to thrive in more uncertain and ambiguous situations and environments (Ugwuzor,

2016). People who hay certainty without much

discomfort, take risks nd behaviours different
from their own. Uncert; aversion, the degree to
which individuals feel ;- e W aki | kS, 2 & e of ambiguity, the degree
to which individuals s‘ " (Walczuch 1994, p. 3;

Sharma, 2010).

differences might impact

., 2015). Some have emp oyed

employee attlmdeghvalue%r&nd-
I P FIDGE|

Zoogah & Zoogah, 2020). However, this study attempts to Hetermme not only the direct impact of

cultural orientation, which is the independent variable, on workplace deviance being the dependent

variable, but also how employees of MNCs understand the workplace deviance construct, which

6
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might inform their involvement or commission of undesirable behaviours. Since cultural factors
have been noted to substantially affect individuals’ perceptions of themselves and others, and of
how they ought to be treated by their organisations (Markus & Kitayama, 1991; Hon et al., 2015),
it is imperative to investigate how cultural differences of employees influence their commission
of deviant behaviours due to differential interpretation of workplace events and treatments (Lian,
Ferris & Brown, 2012a; Hon et al., 2015). Also, the dearth of literature observed on the potential
moderators of employee commitment (EC), perceived organisational support (POS), perceived
ethical leadership (PEL) in the relationship between culture and work outcomes such as workplace

deviance, this study attempts to fill this gap by employing these relational constructs, namely; EC,

POS, and PEL as mode he relationship between

employees’ cultural o iance in multinational
environments, as well : s attach to the deviant

behaviour construct.

1.1.1 Culture and eth
Ethical leadership in o er attention due to the
challenges associated k, Hanges, Dickson, &
Mitchelson, 2006). Hi 2004) study on Global

Leadership and Organi ct revealed the influence

of national culture @n_ly be

of leadership by @mployewlck Martin, Keatmg, chks & Perlg, 2011). Brown,

Trevino and Harrison (2005) deﬁEg'm (F 1%&9 l.'t%e’b"demonst;atlon of normatively

appropriate conduct through personal actions and interpersonal relationships, and the promotion

rt also, perception

of such conduct to followers through two-way communication, reinforcement, and decision-
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making" (p. 120). Ethical leaders are noted to display certain attributes including the character of
the leader, integrity of the leader, ethical awareness, a collective orientation that promotes team,
group, or organisational interests over self-serving interests, and a demonstration of civility and
consideration for the rights and needs of others as well as manage accountability (Resick et al.,
2006, 2011; Brown & Trevino, 2006; Brown et al., 2005). Extant studies have shown how ethical
leadership influence both employee and organisational outcomes (Resick et al., 2011) particularly,
lower levels of work unit deviance (Mayer, Kuenzi, Greenbaum, Bardes, & Salvador, 2009; Liu,
Lam & Loi, 2021; Yasir & Rasli, 2018; Mo & Shi, 2015), psychological safety and voice behaviour

(Walumbwa & Schaubroeck, 2009; Brown et al., 2005), intrinsic motivation (Piccolo, Greenbaum,

Den Hartog, & Folger, Den Hartog, 2008). As a

result, scholars have ad s to enable managers to
lead effectively across ; Jackson, 2001) given
that existing studies ha e and ethical leadership
traits (Ahmad, Fazal-e; z, 1999). Accordingly,
Resick and colleague ss-cultural domain that
examines how ethical ultural orientation and

workplace outcomes su ftings.

The degree of emphasi vary significantly across

cultures (Resick e 009; K fting, & Dickson,

2009; Keating, Martin, R : . Dickson, 2007). This variati | impactH the perception of

~—N INTEGRI PROGEDAMUS ' ——
employees about how they view the%%ﬁ!rﬁoﬂgﬁ&g%ientede'specially in the multinational

work setting (Trompenaars & Hampden-Turner, 1998). This implies that an employee's cultural

frame is significant in perceiving ethical or unethical leaders (Beekun & Westerman, 2012; Resick
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et al., 2011). For example, while in some contexts, it is the behaviour that matters in determining
ethical transgression, it is the magnitude of the behaviour that matters in another context
(Trompenaars & Hampden-Turner, 1998). Resick et al., (2011) provide supporting evidence in
their qualitative study of the meaning of ethical and unethical leadership. Other studies provide
strong support by showing the relationship between individualism and power distance dimensions
and managers' ethical attitudes toward certain questionable practices (Christie, Kwon, Stoeberl, &
Baumbhart, 2003). Unfortunately, research has not explored how follower ethical leadership
perception may alter the relationship between cultural factors and employee outcomes such as

workplace deviance (Ozbag, 2016; Walumbwa & Schaubroeck, 2009; Walumbwa & Schaubroeck,

2009; Brown et al., 200 en advocated to examine

the effects of culture on nethical leadership, and
incivility (Resick et al. Itural and ethical value
systems when they are ndard against which to
measure the behaviour i orms of the other culture

(Resick et al., 2011).

Accordingly, it is pla ower distance and low

uncertainty cultural or tly than employees with

collectivistic, high powe 1tations. Therefore, using

perceived ethical 1@;: as

cognitive processes that p@{noral judgments and moral 1

van Knippenberg, -:z-a-r: Di}ke,‘g .]rD-eEgr'ea!eIF ﬁ%%%%?@'

Ceramic, 2009), for which this study argues that employee cultural orientation may constitute one

to investigate the
r (van ?ils, Quaquebeke,

ol

& May, 2011; Reynolds &

of such processes. As noted by Chordiya, Sabharwal, and Goodman (2017), the ethical behaviour
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of peers and managers is found to have a direct influence on the organisational commitment of
individuals. The current study argues that follower perception of ethical leadership can alter the
relationship between cultural orientation and deviance at the workplace and subsequently dictate
the next course of action that can be available to employees who perceive unethical behaviours of
their leaders. Thus, followers whose culture emphasizes moral sensitivity predisposes them to pay
greater attention to moral cues in their leader behaviours which subsequently may affect their
responses to unethical leadership differently than other followers whose beliefs, values and

practices appear insensitive to moral cues.

1.1.2 Culture and employee commitment

Several factors affect )b scope which reflects

freedom, autonomy, an loyee attachment to the
organisation, in so far ployees who aspire to
enriched tasks are more rovide opportunities for
personal career enricht & Asikgil, 2011). Two
streams of research are es studies that show the
effect of cultural orier he workplace (Gelade,
Dobson, & Gilbert, that culture may shape

commitment levels of i eir bases (Chordiya et al.,
2017; Chen, Wan ng,'2 6; Mey ; Wasti & Onder,
2009; Kwantes, 2003; cmﬁﬁ;loweu & Dorfman, 2000; Me; llen, 19?7 Randall, 1993;

EEP abﬁﬂggﬁzg%%ﬁmd Mansell (2009) and Meyer

et al., (2012) document national cultural differences in organisational commitment along cultural

Lincoln & Kalleberg, 1985; Hofste

dimensions, and that the components of organisational commitment are characterized by different

10
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mindsets and hence may have different implications for job behaviours (Meyer & Allen, 1991;
Powell & Meyer, 2004; Elele & Fields, 2010). For example, the normative commitment is based
on the belief that one must or should be responsible to an organisation, and it reflects the perception
of norms that employees in an organisation hold about appropriate and inappropriate behaviours

(Jaros, Jermier, Koehler, & Sincich, 1993; Kwantes, 2003).

The other research stream involves studies that demonstrate the relationship between commitment
and workplace deviance in the workplace (Promsri, 2018; Guay, Choi, Oh, Mitchell, Mount, &

Shin, 2016; Khan, 2018; Meyer, Stanley, Herscovitch, & Topolnytsky, 2002) with the argument

mistreatment. Howevet ficant relationship with

workplace deviance (S in particular, found no
impact of national cul anisational commitment
among retail banks in e relationship between
employee commitment oyee intentions to leave

along with quitting, stre

The above literature s rkplace deviance on the

one hand, and can be 1 Employee commitment

can alter the effects of cult

little is known abo@gmmtmnt cane 7
orientation and déii_agce. %ﬁwaﬁs ﬁ%ﬁ'ﬁf e

that examines commitment as a culturally influenced construct or ascertain the extent to which

ace deviance. Nonetheless,

itigate the rel b between cultural

hat the paucity of research

commitment performs an antecedent role and moderating role in cross-cultural management is

worrying as there are limited studies that attempt to account for national differences in

11
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commitment levels (Gelade et al., 2006), which tend to cloud comprehension regarding
commitment and culture. This study argues that the relationship between cultural orientation of
employees and workplace deviance can be exacerbated or dampened by the degree of commitment
an employee exhibits at the workplace. Committed employees are less likely to engage in
undesirable behaviours in the organisation, even where culture predisposes them to, and the

opposite holds.
1.1.3 Culture and perceived organisational support (POS)

Workplace deviance may communicate to employees that the organisations they work in do not

value and respect the organisational support.

Farh, Hackett, and Lia subordinate dyads from

Mainland China about ality in the relationship
between POS and wor ty altered relationships
between POS and wo ships were stronger for
individuals scoring loy d that PDO relative to
traditionality was a str¢ ore c oLk onship in the POS-work
outcome. This suggests cultusg eS ; 7 ge.CINP POS and work-related
behaviours in organis h iS¢ ver, She sis, Ford, Buffardi, &

Mesdaghinia, 2020). It

affects how its e@g behave (OWN ] 1ieving ‘
described by Daft (2._013) %g&w Wﬂmﬁh s and norms that members
| PROCED |

of an organisation share to achieve the organisational goals. These set of values, norms, beliefs

n organisation profoundly

etc. are expected to guide the behaviour of organisational members (Ugwuzor, 2016).

12
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Nevertheless, a national culture largely influences how individual preferences are aligned with
organisational culture and policies in determining how employees manage their roles in the
organisation (Beauregard, Basile, & Thompson, 2018; Schein, 2006). Consistently, the Global
Leadership and Organisational Behaviour Effectiveness (GLOBE) conceptual model stresses that
societal cultural practices and values tend to affect the practices endorsed, as well as the values
believed in organisations, are embedded within these societies (Brodbeck, Hanges, Dickson,
Gupta, & Dorfman, 2004). Similarly, Schein (2006) contends that cultural beliefs serve as the basis
for assumptions, and people rationalize their behaviour in concert with their cultural beliefs

(Gonzalez & Perez-Floriano, 2015). What people perceive as an organisational supportive

environment largely ste ir societal culture which

affects their behaviours

1.1.4 Culture and wor
Scholars in cross-cultura influence not only how
individuals behave, but z, 1973; Hofstede, 2001;
Triandis, 1998; Petersc hat individuals transfer
their cognitive, affectiy ok & Crawford 2004;
Gunlu, Aksarayli, & S ; Hyland, Lee, & Mills,
2015; Adler, Campion, lakos, 2016). There has

been a shift of attention in the wa

beyond the natiomal level ﬁp\an et al., 200 Hofstede : oogah ('2018) argues that
N TEq "'“M'iJ
ethnic obligations, Wthh are~a-charaC aitF M&Q@t cultures, tend to be extended to the

organisational context to influence the behaviours of members towards each other.

"duals' behaviours

13
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Accordingly, extant studies have shown the role of culture in affecting workplace outcomes in
management, psychology, human resource management and organisational behaviour literature
(Montoro-Rodriguez & Gallagher-Thompson, 2010; Loh, Restubog, & Zagenczyk, 2010; Giorgi,
Leon-Perez, & Arenas, 2015; Welbourne, Gangadharan, & Sariol, 2015; Cho & Payne, 2016;
Patterson, Chris, & Gonzalez-Morales, 2017; Beauregard et al., 2018), and that the cultural context
in which organisations especially subsidiaries of companies are located is essential to
organisation’s success (Hofstede, 2011). This is because management depends largely on culture
in so far as it involves manipulating intangible symbols that are directly reflected in culture

(Hofstede, 2001). More so, culture impacts the work outcomes of employees because culture

provides the context in , and acquires meaning

(Benet-Martinez & Oi

In Africa, cultural ele dividual behaviour (van

den Berghe, 1986; H , 1999), and that some
African cultural values e origin of the business
ary about the lack of
appreciation of Africa Te | lomgt i Africa especia ong multinational firms.
For example, Nwankw hat one otsgens ‘culture as an alternative
but must be seen as fun g 1! fcce “busincss Still, others contend that
ompanies tends to
deny Africa substantial co : ion to develop both social an

Rutashobya, 2002;- 2o ‘H TEGH! E H@ED&W?__

ic management (Iguisi &

ol

There is substantial research evidence about the direct impact of culture on workplace outcomes

(Hofstede, 1980, 2001; House et al., 2004; Fischer & Mansell, 2009; Elele & Fields, 2010; Taras
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etal, 2011; Allen, French, Dumani, & Shockley, 2015; Wiengarten, Gimenez, Fynes, & Ferdrows,
2015; Devinney et al., 2015; Ashraf, Zheng, & Arshad, 2016; Sanda, 2017; Chordiya et al., 2017,
Lin, 2018), and indirect effects of culture in terms of enhancing or inhibiting employee behaviours
on work outcomes (Peretz, Fried, & Levi, 2018; Nazarian, Atkinson, & Foroudi, 2017; Zhong,
Wayne, & Liden, 2016; Hong, Cho, Froese, & Shin, 2016; Kirkman et al., 2010; Gahan &
Abeyesekera, 2009; Liu et al., 2009; Yoo & Donthu, 2005). Other studies have also shown how
workplace deviance is connected with situational characteristics such as shared belief systems,
formalised policies and procedures, and norms governing the workplace (Wiengarten et al., 2015;
Devinney et al., 2015; Ashraf et al., 2016; Grijalva, & Newman, 2015; Kish-Gephardt, Harrison,

& Trevino, 2010).

Despite the theoretical of culture in workplace

outcomes, there are re irect impact of national

culture on workplace devia al work setting (Wang et

al., 2020). Only conc culture and workplace

deviance are suggested Ozkan-Canbolat, 2019;
Narayan & Murphy, 2( i¢ Jelavi¢, 2020; Wang,
Chen & Li, 2018) leavi > of culture in workplace

deviance. Hence, the ne

establish the boun, nd1t10 tween employees’
cultural orlentatldns and ﬁ e dev1ance by drawmg on_el e comn}itment, perceived
iN '

ethical leadership and percelved orgamsﬂ!oﬁ?aﬂg4 EE: E}AEP__“J ?—- o
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1.1.5 Workplace deviant behaviour (WDB)

Workplace deviant behaviours (WDBs) are behaviours that depart from organisational norms
which may or may not be destructive (Griffin & Lopez, 2005). They generally describe willful
behaviours of employees towards violating norms, principles, and expectations of organisations
that harm the organisation itself, or other members of the organisation or both (Robinson &
Bennett, 2000; Ishaq & Shamsher, 2015; Um-e-Laila & Salman, 2019). WDB (or workplace
deviance) have been a topical concern to both academics and practitioners in recent times because
of their deleterious consequences on every organisation (Bashir et al., 2012; Abdullah & Marican,

2017; Low, Sambasivan, & Ho, 2019; Wang et al., 2020). More attention is increasingly being

given to the need to un ed attitudes which have

become an important re n, Ates, & Sezen, 2015)

and emerging phenome

WDB affects individu W oanisati y e larger society financially or
economically, medical ally or psychologically,
socially, culturally, a can be constructive or
destructive (Galperin, ein, 2004; Appelbaum,
Laconi, & Matousek, 2 rin, 2010; Vadera, Pratt,
& Mishra, 2013; Robin

but are not limit@_liber el

unauthorized absence fro 1nsult1ng others, h1tt1ng a_Co:
— NT
loudly on the phone about a persoEﬁn;iJ[tEI mggqng hours™ (Onuoha 2013), ridiculing,

making negative comments, and degrading one's worth (Sulea, Fine, Fischmann, Sava, & Dumitru,

yrkplace deviance include
ized work breaks,

b yellln% at others, talking

2013), vandalism, theft, aggressive behaviour, sexual harassment, embezzlement, insubordination
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and withholding effort, among others. Still, other examples include talking down to others, making
demeaning remarks, and not listening to somebody (Pearson & Porath,2009; Asghar & Ahmad,
2017). Also, there is bullying, absenteeism, lateness, sabotage, and unnecessary breaks. Some
scholars identify shirking or slacking, withdrawal, deliberate calling in sick, using working hours
to undertake personal errands etc. are examples of WDBs (Robinson & Bennett, 2000; Dalal, 2005;
Berry, Ones, & Sackett, 2007; Walsh, 2014; Al-Fayyad, 2015; Schilpzand, De Pater, & Erez, 2016;
Marcus, Taylor, Hastings, Sturm, & Weigelt, 2016; Hussain & Sia 2017; Bennett, Marasi, &

Locklear, 2018).

This study considers destructive deviance because of their deleterious consequences on

organisational existenc Um-e-Laila & Salman,

2019; Bennett et al., bout 75 per cent of all
employees engage in d e in o : Cd L . esearch has shown that
destructive or dysfunctional be .A at pe ¢ 1n organisations, both public
2018; Hayford, 2019;

nisations depend on the

006).
|
Unfortunately, workp -cultural management,

organisational behaviours s, have overwhelmingly

investigated the Va@_behefs in rela rkioutcomes such as| lnent satisfaction,

H e
perceived organisational Ezmd W n. Hofsg:de 2011; Javidan,
" Ii e
Dorfman, de Luque, & House, 2006b; House et al; 2004). They nonetheless have placed little
emphasis on practices such as workplace deviance (Power et al., 2013). This is worrying given

that what constitutes workplace deviance might be impacted by the cultural orientation of
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employees. This is because individuals crave the need to belong, either based on contractual
relationships or personal relationships and are more likely to maintain group values to be accepted
by in-group members. Thus, individuals from similar cultural value orientations are likely to fulfil
group expectations over out-group expectations which may result in interpersonal deviance

between in-group members and out-group members.

Consequently, Gokoglu and Ozturk (2020) argue that cross-cultural differences can play an
important role as an antecedent and/or moderator variable in influencing deviance. Also,
Welbourne et al., (2015) document the paucity of empirical research examining the influence of

cultural orientation on work

lace deviance such as incivility which can help direct research and

practice beyond concep oglu and Ozturk (2020)

express a similar stance >search have overlooked

cross-cultural differenc orkplace deviance via a

|

cultural lens can help to know essors in organisations

(Welbourne & Sariol, odriguez & Gallagher-

Thompson, 2010).

Cultural factors have al suggests that societies

that have more collect and are generally more

future-oriented and tend te

: e — =%
and coworker SOli@'_hich IS eXpress umal ecti \xﬂ“." can influence
| L i :
the perception of workplace devianc tﬂmvich,ué’eHcﬂ 10, .Similarly, weak uncertainty
. NTEGAT PROCEDAMU

cultures tend to demonstrate and accept deviance from accepted norms and standards of behaviour
(Hofstede, 1980, 2001; Parboteeah, Bronson, & Cullen, 2005). In particular, Lian et al., (2012b)

found that subordinates with high PDO are more tolerant of supervisory mistreatment which make
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them become less likely to view abusive supervision as interpersonally unfair. This points to the
observation that differential interpretation of workplace behaviours may impact the conception of

workplace deviant behaviours.

The relationship between cultural orientation and employee workplace deviance is likely to be
altered along with their perception of how leaders behave ethically or unethically, how employees
have committed affectively, normatively and in terms of continuance to the organisation, the way
employees perceive organisational support in terms of whether the organisation values and respect
employees' well-being as well as their contributions towards the attainment of organisational goals.
Given that within-culture differences may account for differences in interpretation of workplace

2016; Hofstede, 2010),

the study employs indi g ' : ” pyee cultural orientation

In this era of intense dvanced technological

developments, organis ce negative workplace
1 cause great damage to
018). Meanwhile, some

an be used to understand

the behaviours of employ

organisational non@gglu Ozturk
|
diversity, ethnocentric fee}¢ gfﬁ%

in terms of how reality and approach are perceived. This may result in increasing differences, and
when it is uncontrolled can degenerate into violent or aggressive reactions from cultures viewed

as inferior.
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1.1.6 Contextualizing the study

According to Rousseau and Fried (2001), the term ‘context' lexicologically denotes 'to knit
together or "to make a connection.! Consequently, contextualizing describes connecting
observations to a set of relevant facts, events, or points of view that enable research and theory to
form part of a larger whole (Rousseau & Fried, 2001). In research, the term can be seen in many
facets of the research process, "from question formulation, site selection, and measurement to data
analysis, interpretation, and reporting "(Rousseau & Fried, 2001, p. 1). On their part, Zahra, Wright
and Abdelgawad (2014, p. 480) opine that "contextualization fosters creative and novel analyses

and explanations by situating phenomena, research questions, theories and findings in their natural

setting”. Contextualiza stated by Rousseau and

Fried (2001), of the int cular, and management
research in general; it odels and frameworks
from one society to an g diversification of the
nature of work and | alization, technological
advancement and tec ers, have substantially

altered the dynamics of

This has led to increasit ficular, and management

research in general, to reporting. For example,
Rousseau and Frle ucted by scholars

in different countrles cultﬂﬂmes of reference can alter th of instpctions regarding

ostensibly the same study treatmenF q‘l‘ﬁ%ﬁsﬁ%ﬁh@ prompted a caution among researchers

to be mindful "when exporting scientific constructs and research methodologies across national

borders" (Rousseau & Fried, 2001, p. 2). So, for them, “contextual differences can be a major
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source of conflicting findings, and teasing out underlying patterns requires us to pay more attention

to research settings” (Rousseau & Fried, 2001, p. 2.).

1.2 Statement of the problem

Workplace deviance has significant costs for expatriates and organisations (Robinson et al., 2012;
Casebier, 2014; Andoh, Quaye, & Akomea-Frimpong, 2018; Bennett et al., 2018; Korletey &
Caesar, 2018). If extant research has shown the impact of culture on organisational life (Gokoglu
& Ozturk, 2020; Wang et al., 2020), and also has shown overwhelming evidence of workplace
deviance in organisations including MNCs (Huang, Wellman, Ashford, Lee, & Wang, 2017,
Hayford, 2019), together with their attendant negative effects on organisational sustenance as the

review above has sho

e understood in light of

cultural analysis?

Given that culture stip ( particular social group,

the big question that ret ace deviance is defined,

and subsequently, ma work setting. Certain

behaviours appeal to icting harm on self and

others, or taking one's /iours find meaning and

sense only in cultural sf Shao, Rupp, Skarlicki, &

Jones, 2013). These behaws

established to achi@_iﬁc purpose in i ne. e considered as a

i J
great disservice in.understanding isational life bo thout _an examination and
: TG PROCEDAMUIS

comprehension of how undesirable behaviours manifest across cultures and their impact on both

1 so far as organisations are

organisational life and members of the organisations. The fact that culture varies both in relational

norms (Durkheim, 1951; Tonnies, 1957) and values (Hofstede, 1980), as well as practices
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(GLOBE Project, 2006), suggests that employees in organisations are likely to expect different
things from their employers and perceive things differently. This, in consequence, makes them
behave differently even under the same organisational norms (Motris, Podolny, & Sullivan, 2008),

thereby resulting in workplace deviance.

Hence, Kitayama (2002) argues that culture enables and structures individual behaviour without
them being aware of it. Similarly, Lu, Rose, and Blodgett (1999) suggest that culture does not only
affect learning, but also can affect what is seen to be right/wrong, correct/incorrect,
appropriate/inappropriate as well as ethical/unethical. This is consistent with the observation of

Ansah (2015), who points out tha anisations function is critical

t, the cultural context in which org

to understanding no hen (2007) echoes that

abstract values are i is, rather actual social
behaviour must be ¢ Itural analysis. Despite
multicultural workforce etitive advantage derived
from a large pool of re s in a broader range of
task-related knowledge ni, Janssens, Benschop,
& Nkomo, 2009, p. a key challenge facing

international organisati 1s, 2016a).

Given the expansion of m

there has been inc@ryarket epa ¢
| ] ity

quality but cheap labour, and they are i m% ing A c
: R e K PROCEDAMOS

distant cultures. International assignments are profic to failure largely due to the differential

sification of globalization,

Jm— e .
ons are also attracting'and retaining high

ser to_the ready market in

cultural backgrounds of the multicultural workforce (Cooper et al., 2007). These differential

cultural orientations can result in differing perceptions of appropriate and or inappropriate
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behaviour in the work setting which might lead to destructive workplace behaviours. This may
adversely impact relationships within organisations especially those with international exposure
(Cooper et al., 2007). This is because what one considers appropriate may be viewed as
inappropriate or deviant behaviour leading to conflict (Sano & Di Martino, 2003; Power et al.,

2013) which can threaten the attainment of organisational goals (Cooper et al., 2007).

Also, some cultures have been observed to avoid criticisms, which often lead to strained
relationships, aggression, bullying etc., whilst other cultures embrace criticisms (Cho & Payne,
2016). Further, Hayford (2019) found from his study of ethics and deviance in a multinational

company that employees of MNCs tend to en

resource wastage at sot

study was carried out ir

ritism even though the
downstream oil and gas
company called the Sah rserved might have been
motivated by differenc‘L ay result from differences

in interpretation of appi

Prior theoretical studies elicit negative reactions

such as aggression, slac , sabotage, unauthorized
taking of company pre antagonisms, conflicts,

shirking of responsibilities

about ways of exe@gks, which tend

u 2
organisational members (Co =l 3l —2007 .-J';-hescgg?_ nces arise frp_m” different cultural
NTEGR] PROCEDAMUS
values, beliefs, norms, and practices which have beeh noted to impact work outcomes (Schwartz,
2006; Javidan et al., 2006; Hofstede, 2011; Cho & Payne, 2016; Mackey et al., 2015; Gokoglu &

Ozturk, 2020; Wang et al., 2020). These diverse cultural differences have been an issue for MNCs,
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particularly, those operating in developing countries (Mba, 2015; Fehrler & Kosfeld, 2013). Also,
other conceptual studies have indicated that differential cultural orientations in MNCs may result
in increased absenteeism, bullying, abusive supervising, reduced commitment,
miscommunication, distrust, psychological well-being and job dissatisfaction, and frustration
(Bergbom & Kinnunen, 2014; Choi, Oh, & Colbert, 2015; Fehrler & Kosfeld, 2013; Hussain &

Sia 2017; Mba, 2015).

Accordingly, Taras et al., (2011) contend that national culture is one of the best predictors of many
workplace outcomes and that cultural values significantly predict emotional display and many

work-related attitudes and behaviours such as satisfaction, organisational

job and co-worker
commitment, interpersc lict resolution style, and
organisational outcome oglu and Osturk (2020)
posit that, organisatio n employee behaviours
are found to be cultur y a sheer coincidence that
cultural orientation has es including leadership,
psychology, anthropo ce management. Also,
theoretical and concep e cultures have strong
norms and little tolerat and a high tolerance for
deviance (Roos et al., 2C ‘ 2014; Geetz, 1973; Pelto,

1968) and this aff ividual'be !is because culture

shapes, orients and reorle\ﬁudual behaviours (de Sardan, 9). |
INTEGRI PROCEDAMUS ' —

Studies have suggested that differential ~cultural bacEgrounds tend to yield destructive
consequences on employee outcomes (Mba, 2015; Cho & Payne, 2016; Gokoglu & Osturk, 2020).

Chua (2013, p. 1547) theorized that “cultural diversity is a seedbed for intercultural anxiety,
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tensions, and conflicts because of differences in world-views, values, and norms”. This
observation requires great attention to ameliorate its undesirable consequences to both employees
and organisations including increased stress levels, reduction in job satisfaction, conflict, and
rising industrial relations challenges (Jung, 2017; Li, 2015; Nguyen, Kass, Mujtaba, & Tran,
2015), reduction in staff morale (Syed, Hazboun, & Murray, 2014, Toh & DeNisi, 2005), and
increased staff turnover in organisations (Gonzalez, 2016). In particular, Cartwright and Cooper
(1993) observed that differential cultural orientations which are incompatible observed in
organisations can lead to increased levels of absenteeism, turnover, and stress among its

employees. Recent works have provided support to this assertion (Bergbom & Kinnunen, 2014;

Mba, 2015). For instang cal support to show that

incompatible cultural ological well-being and

job satisfaction at the

ociated with a number of
atment of individuals in
3. Bennett & Robinson,
pport and the extent to
mitments are threatened,

tentions as well as other

related workplace @eha iou

Mousa and Alas (iQ16b) 1?H?-E% nisational ngx ains employees' misuse of
= IR TEGHT PROGEDAMIOS 1=

power, irresponsibility, inefficiency and carelessness in work. Morcover, it often interprets
employees' modes of behaviour in the face of organisational crises (Chang, 2002). Employees are

more likely to view the organisation as unsupportive and may react to such an unsupportive work
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environment with destructive workplace behaviours (Robinson & Bennett, 2000; Choi et al.,
2015). Hoon (2003) also found that national culture predicts degrees of corruption. Other scholars
share this view (Al-Jundi et al., 2019). Apart from the above, there has been increasing calls to
understand how cultural values relate to workplace outcomes (Kirkman et al. 2006; Taras et al.,
2010) due to rising interest to understand psychological mechanisms and processes between

cultural values and workplace behaviours (Chen et al., 2016).

Although Kirkman and colleagues (2010) suggest the need to employ cultural values as a
moderator rather than as an antecedent in the theoretical model of workplace behaviours, recent

conceptual and theoretical works have shown that cultural values can affect undesirable workplace

behaviours such as abs litchell, Holtom, & Lee,

2001; Chen et al., 2016 0 & Payne, 2016). Also,
such studies lack emp esentation of empirical
studies that employ cu ance in a multinational

context (Power et al.,

Few notable exceptions (2013) investigated the

culture and acceptabili ing findings supporting
the hypothesis that the ¢ place deviant behaviours

towards coworkers rathe hat there are differences in

the acceptability o@g across GLOBEX cluste
| ﬁ =5

influence of cultural dime Kjﬁ wﬁﬁu‘y ing 'Et (0
- LEY =GR PROCE =

acceptance of bullying. Nevertheless, the studyﬂ’rad‘sorﬁe_limitations which call for further

,and this fin -i}’-'._" differences in the

cultural differences in the

research.
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Despite Power et al., (2013) finding that there are cultural differences in the acceptability of
workplace bullying; they failed to show how employees in the various countries react during
instances of bullying. This warrants future research to understand the processes that account for
reactions to workplace deviance such as bullying. Another limitation of the study was that they
stressed bullying, which is considered interpersonal deviance (Robinson & Bennett, 2003) rather
than deviance directed at the organisation in particular such as absenteeism, shirking, slacking and

taking company property without authorization.

Another attempt was also made by Liu et al., (2009) who examined the effects of culture on

uncivil behaviours tha ‘ etivi ation su g the impact of cultural
orientation on incivilit ‘ i t S d by its exclusive focus
on collectivist orientati - i : | 1civility and the fact that
it concentrated on deV ; ! . This limitation has effects
on the generalization

h as Ghana which may

display varying degrees D16).

Given that norms van

behaviour as norm viol ] norm congruence. It is

y embrace a particular

this variation in interpretat al work setting that invites

e

cultural analysis o@_iant behaviou ample% cult t encourage social
u 2
relationships and hgrglonm ¢ in- mem o | tol view covering up for the
1 , fﬁ&ﬁ??HDGED ];E'--
absence of a coworker as helping behaviours rather than as deviating behaviours. Similarly, in
cultures where self-interest is the dominant way of organizing social life, the same behaviour is

likely to be seen as deviating acts. Also, withdrawal behaviours initiated to avert conflict with
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other coworkers are likely to be seen as non-deviating behaviours in so far as it ensures group
harmony but the same behaviour might be seen as transgressive acts by another whose cultural

orientation does not stress group interest over personal achievement.

Anthropologist Pelto (1968) submits that culturally "tight" societies are strictly formal and
disciplined with explicitly defined norms, and impose harsh sanctions on individuals who deviate
from norms. Culturally "loose" societies, on the other hand, lack formality, regimentation and
discipline with norms expressed through a variety of alternative channels, and tend to display high
tolerance for deviant behaviour (Pelto, 1968). The implication is that differences in cultural
orientation significantly affect what is viewed as deviance or not regardless of the organisational

norms and practices. R profoundly affects how

individual preferences to determine how they

manage their roles in 1ce, these variations in
interpretations of wo I coretical and conceptual
knowledge on the con cplace se. Despit y of interpretation and
understanding in beha setting, there is a dearth
of empirical literature s' deviance at the work
setting (Mackey et al., natic for the inability of
scholars to empiricall ensions of culture on

workplace devian

7 relationship in a
multicultural work settingﬁu ) . 7

~——1_INTEGR| PROCEDAMUS
Employing cultural lens into deviant behaviour research may help call attention to the taken-for-

granted assumption of dimensions and manifestations of workplace deviance due to differences in

understanding, interpretation and reaction to perceived acts which fall into the category of
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workplace deviance construct (Welbourne et al., 2015; Patterson et al., 2017). Scholars have noted
that the differences in interpretation of deviant acts may be expressed in withholding or denial of
help (Juvonen, 1991), conflict (DeRidder & Tripathi, 1992), and the rejection of individuals who
behave inappropriately (Maples, Dupey, & Tones-Rivera, 2001). It may also result in in-group
bias, where members within a particular group tend to disparage non-members of that particular
group (out-group members) (Turner, 1999). The in-group bias may also be expressed through how
people react differently to normative and counter-normative behaviours by in-group and out-group

members (Marques, Abrams, Paez, & Hogg, 2001).

Surprisingly, research in workplace deviance has overlooked how employee perceptions and

motives, which may girding their supposed

deviations, account for emplified by Resick et

al., (2011) in their stu ant) behaviours of their

managers at the workpl‘ ultinational companies
(MNCs) are prone to i e absenteeism, lateness,
withdrawal, miscomm omes (Hayford, 2019;
Shaban, 2016; Ayub more likely to exhibit
differences in emotions ents in their lived world

(Lin et al., 2013; Shao e 017). This might account

for differential re@f unfavour may T n v firable workplace

outcomes like interperson 18 (Parillo & Donoghue, 200 ittle is llfnown about how

e INTEAD: oo & b ] -
culture might influence workpﬁc!%ﬁéeﬁa@%gaﬂh sl#tﬁ.igs"

Unfortunately, the limited research as pointed out from the review above can help explain the role

of societal culture in workplace deviance (Vogel et al., 2015; Schilpzand, De Pater, & Erez, 2016;
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Narayanan & Murphy, 2017). Also limited is the knowledge about studies that directly compare
the prevalence and impact of workplace deviance across cultures or ethnic groups (Wasti & Erdas,
2018; Welbourne et al., 2015; Liu et al., 2009). Even more lacking is the understanding of how
employees view certain behaviours as appropriate and others view the same behaviours as
inappropriate behaviours. Consequently, the lack of concern about the role of societal culture in
workplace deviance among cross-cultural researchers evidenced in extant research has been called
to attention (Menard, Brunet, Savoie, Van Daele, & Flament, 2011; Hoon, 2003; Lim & Lee, 2011;
Kabat-Farr & Cortina, 2012; Ghosh, 2017; Wang et al., 2020), even though societal culture has

been found to influence how people interpret and respond to workplace behaviours (Markus &

Kitayama, 1991; Trian stede, 2011; Welbourne

et al., 2015; Patterson ¢ ere is limited empirical
research evidence on pecially in the area of

employing cultural fran

The few research atte proportionately western

centered making it img ntext (Ugwuzor, 2016;
Narayanan & Murphy, eloping countries also
experiencing workplace tas et al., 2015; Vogel et

al., 2017; Mekpor & Dai mpirical research articles

found in a Psych Dby WA b per cc ) !orted research on
workplace deviance occur@\e United States or Canada w' & far few?r research studies
out of those conducted outside Nor&gI &{' g E%E'Q gmss-cu}tural comparisons. This cast a
gloomy impression on employee behaviour-workplace deviance link especially beyond the

western context. Also, Ugwuzor (2016) argues that western cultural practices and global
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management philosophies and theories tend to make local employees confused, frustrated,
disillusioned and even angry when they observe these "strange®™ cultural value differences being
imposed on them (p. 736). Thus, context-specific solutions are more likely to augment measures

in controlling rising challenges facing international organisations in the host country contexts.

Employing cultural lens into workplace deviance research is significant for the following reasons:
Firstly, interpretation of specific actions that constitute workplace deviance construct is likely to
differ across cultural settings due to differences in norms, values, beliefs, and practices that

distinguish one cultural group from the other (Power et al., 2013; Sidle, 2010).

Secondly, research has anisational support, and

perceived ethical leade; ionship with workplace
deviance. This shows that tisi W aee deyi L of reduced employee
commitment, poor pel ; | 2 perception of ethical
leadership. Hence, inve al orientation may help
reveal salient factors ing positive employee
commitment, high perc on of ethical leadership

among employees.

Thirdly, there is a dea interpretation of what

constitutes workplace devia as employee commitment,

perceived organiusa' ort, and perceived ethical lea rcls negative work

EQ — e 1 _J
outcomes (Loh et 3‘1'.,‘201 : ME‘EHH EP(H@@E[}M@_@ d Ghosh (2017) called for

more investigation into workplace deviance cross-culturally given that cultural differences are
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likely to influence antecedents and outcomes of behaviours such as solidarity and workplace

deviance.

Finally, the study on culture and workplace deviance can reveal manifestations of workplace
deviance in a multicultural setting which is lacking in extant research, as evidenced from the
review of the literature above, to aid theoretical development of the construct of workplace
deviance and its attendant dimensions (Lutgen-Sandvik, Tracy, & Alberts, 2007; Itzkovich, &
Heilbrunn, 2016). This can inform proper strategies that take into consideration cultural
backgrounds of employees in dealing with workplace deviance in multicultural work settings

(Escartin, Zapf, Arrieta, & Rodriguez-Carballeira, 2011). Some scholars have averred that "the

conceptualization and hich is an example of

workplace deviance) n ), and "may vary across
nations" (Ghosh, 2017 at differences in shared
norms of respect may ards workplace incivility
(Montgomery, Kane, be accounted for by

dissimilarities in socia

1.3 Research justifica
A review of extant st

organisational behaviour

conceptual issues @A_eagre researchie pt - | yeen undertaken by
extant scholars to investigate. influ -of culturat-orie

= INTEGRAT PROGEDAMK
though there are enormous studies conducted 6t Workplace deviance in general (Vogel et al., 2015;
Wang et al., 2020). Also, a contextual gap was found from the review of current and past research

that most of the studies on workplace deviance were disproportionately western centered (Ménard
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et al., 2011; Wang et al., 2020) leaving developing countries to apply these findings from the
western context to address locally generated problems, which mostly turn out to yield little or no

impact when applied in developing countries like Ghana.

Differential cultural environments generate differential worker attitudes, beliefs, and norms which
must be considered in understanding worker attitudes and behaviours related to workplace
deviance in organisations especially multinational companies. For example, economic
advancements, improvement in medical services, and technological improvements characterizing
western societies may motivate certain types of deviance but may not generate similar outcomes

in developing countries where governments are grappling with necessities of life such as food,

shelter and welfare. Sii ot consider managerial
behaviour that empha ‘ ' ions i iewed as a threat to
7 relations expressed in
collaboration, cooperatio k. nltural orientations have
ch inequality and power
differentials are viewe ‘ ytablg ovet Itural orientation where
high-power distance o ing back or correcting
it may be considered

management in westet

deviation when the same

Based on the ob@_above, wi
|
consideration on the _znealan%ﬁnf . ifestation of
, | PROCE

interpretation of workplace deviance and its impact on employee attitudes, values, and practices

representing methodological gap; the underrepresentation of empirical studies that investigate

cultural influences on workplace deviance in a multinational setting reflecting contextual gap; the
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role of relational constructs such as commitment, organisational support, and perceived ethical
leadership in enhancing or mitigating the impact of culture on workplace outcomes such as
workplace deviance; and the overwhelming representation of western centered knowledge and
findings on workplace deviance literature; it is evident that there are limitations in the extant
literature resulting in the knowledge gap that requires urgent attention. To the best of our
knowledge, there is no empirical investigation in this all-important but neglected area worth
investigating. This, therefore, raises the need to conduct research to explore the effects of cultural
orientation of employees, specifically individualistic, collectivistic, power distance and

uncertainty avoidance orientations, on workplace deviance, and to ascertain exacerbating and

mitigating factors that 1 dustrial environment in

fulfilment of the identi

1.4 Research purpose
The purpose of this res ory, and by implication,
add to the prevailing t literature on workplace
deviance construct in eral given that there is
limited availability o of societal culture on
workplace deviance in lysis despite conceptual

and theoretical proposit

Corollary to this, t@’gh sees to exam
|
organisational support, en‘ﬂ IW

or inhibit this relationship between the cultural orientation and Workplace deviance of employees.
These relational constructs are employed as they can measure aspects of the unique social

exchange relationships binding employees and employers as well as their supervisors (Cropanzano
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& Rupp, 2008). This suggests that when exchange relationships are perceived to be positive or
favourable by employees, they are less likely to engage in negative workplace behaviours even if
their cultural orientation is in sharp contrast with the cultural orientation of their employers, and

the opposite also holds.

1.5.0 Objectives of the study

The objectives of the study are as follows.

1. To assess the relationship between the following employee cultural orientations and
workplace deviance of employees:

1.  Ass stic cultural orientations

and
1.  Ass tic cultural orientations
and
1il. er distance cultural

v. nty avoidance cultural

pport, perceived ethical

leadership and coinmi ‘ e etween employee cultural

1.5.1 Research questions

The following research questions seek to be answered:
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1. What is the relationship between employee cultural orientations and workplace
deviance of employees?

1. What is the relationship between employee individualistic cultural orientation

and workplace deviance of employees?
ii.  What is the relationship between employee collectivistic cultural orientation

and workplace deviance of employees?

iii.  What is the relationship between employee power distance cultural orientation
and workplace deviance of employees?

iv.  What is the relationship between employee uncertainty cultural orientation

2. support and employee
ultural orientation and
workplace ¢
3. How do em 1ce deviance?
1.6.0 Relevance of the

The study provides an tice as outlined below.

First, the study exte carch to  cross-cultural

n an attempt to integrate

Second, it will help in the development of context-specific findings to address local problems such

as the prevalence of destructive workplace deviance in organisations. This is in support of Palich
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et al., (1995) call for validations of cultural influences on workplace outcomes in Third World
subsidiaries as more developed countries' global corporations are increasingly venturing into
Asian, Latin American, and African operations to enter new markets or to capitalize on low wages

(Reich, 1991) to enable them to develop localized solutions to address local problems.

Third, the study draws the attention of the scholarly world especially cross-cultural researchers
and workplace deviance scholars to undertake cultural analysis of workplace deviant behaviour
research given that increasing MNC operations across cultures are plagued with cultural
dissimilarities which can result in workplace deviance directed at both persons and the

organisation.

Finally, the study pro ploys mixed methods

design to examine rela o destructive workplace
deviant behaviour to al ships but also acquiring

in-depth understanding

In terms of practice, the ational human resource

(IHR) managers can u alues differ which can

help to improve collab¢ rowth and profitability.

Second, the study can he isregarc ] ations of both expatriates

and inpatriates as @:escm :

edge in the global market @e increasing empha31s on forei irect 1nves‘qnent as propelling
o < et~

AL iE -
growth and development especially in de\zel;ﬂlﬂlﬁunt[;'i 168w

Thirdly, the study can help direct regulatory frameworks of MNCs with cultural demands to
address WDBs. Also, managers can improve opportunities available to MNCs to enhance
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teamwork which can stimulate innovations to help the organisation sustain its competitive

advantage.

Finally, it can help provide managers with insight to foster harmony and cooperation necessary to
harness individual talents and skills useful towards the attainment of organisational set goals, and
tasks can be tailored to specific employee cultural orientation needs to avoid conflicts and enduring

disagreements which affects productivity and reduced worker morale.

Limitation of the study
The following are some of the likely limitations that the study anticipates including but not limited

to:

First, given that the st yitudinal data, there is a

difficulty in inferring ¢

Second, extant studies on single-source, self-report

methodology as it incre heless, consistent with
Welbourne et al (2015 lace deviant behaviours
are experienced at the i s be observed by others,
it is most appropriate ive workplace deviant

behaviours using self-ref

cstiga

Ion to increase the

0 b_‘gainin‘!g arelatively large

Thirdly, a relativel@gam le size wou
i a' é N =
robustness of the findings a}ﬁ?é&@%ﬁmﬁ

sample size arises from the initial reservations expressed by some multinational organisations.

This is because workplace deviance research is very sensitive (Shilpzand, 2016) given large scale
unethical behaviours observed elsewhere (Like Enron, in the US) have made multinational
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organisations unwilling to grant access for research on deviance. Despite that, sufficient sample
size necessary for robust analysis using multiple regression is guaranteed. The challenge is that
the generalization of the findings beyond the study context must be treated with caution. So long
as such sample size is not insensitive to statistical tools like multiple regression, the sample size is

considered appropriate for this study.

Additionally, cultural orientation will be measured at the individual level rather than the national.
Notwithstanding, it has been shown that measuring cultural variables at the individual level of

analysis augment relationships (Jackson, Meyer, & Wang, 2013; Taras et al., 2011).

Also, the study exa (DWDBs) rather than

constructive workplac ipe for MNCs quest for

global expansion and 003). Nonetheless, the
study investigates D ces which can affect

organisational functioni

Finally, within-count NCs operate in Ghana

rather than between- strength of the study.
Nonetheless, compara 1s it provides research

direction for future inve

1.7.1 Delimitatio@fudy

The study 1nvest1éates emplo ultural value orientation m.e ‘ the individual level rather

el

s G BROCEDAM.
than national country level as proxy and WOL. eylance-amO‘ng employees in multinational

companies operating in Ghana.
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Studies have supported measuring cultural orientation at the individual level (Devinney, &
Hohberger, 2017; Sharma, 2010; Hofstede et al., 2010; Markus & Kitayama, 1991) is as
appropriate as at the national level even though cautions have been made by other scholars
(Hofstede, 2001). Additionally, the study employs four of the six of Hofstede's cultural dimensions
including individualism, collectivism, power distance and uncertainty avoidance orientations.
These are selected as they are readily embedded in the organisational life of members. Also, the
study undertakes as a secondary objective of investigating the moderating roles of perceived
organisational support, perceived ethical leadership and employee commitment in the relationship

between employee cultural value orientation and destructive workplace deviant behaviours.

1.8.1 Organisation of
The thesis is organized > study by providing the
background and contex objectives and research
questions. Chapter Tw ange theory, Perceived
organisational support ‘ lace deviance behaviour
framework. Chapter onstructs of study and
conceptual framework . Chapter Four provides
study context followed | odology detailing mixed

methods approach, resea approaches in the current

study. Chapter Si@ven ST

results respectively. Cha;ﬂ&ht dlscusses the mam ﬁndl o) the stuﬁly from both the

ive and qualitative

quantitative and qualitative phases 0 Pﬂl;ﬁ:@ugr na lﬂy“ Chapter Nine provides the

summary, conclusion, recommendation and directions for future research.
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CHAPTER TWO

REVIEW OF THEORETICAL LITERATURE

2.0 Introduction

This chapter highlights theoretical literature that guides this study on two core aspects: first, an
overview of theories that may explain hypothesized relationships between the main variables of
study; and finally, the moderating effects of perceived organisational support, perceived ethical
leadership and employee commitment in the relationship between the main variables of the study

and provide justifications for the use of the theories in this study.

2.1 Theoretical framey
Management, organisat as well as cross-cultural
researchers have unde 1 ( cS _ 7 ; d and ¢ he life of organisations
domestically and int : b e 1o i i existence and enhance
profitability especially in the modern age busing peration everal theories have been
employed to understa [ 10U ions. Consistently, the
current study draws o erceived organisational
support theory, and ethi and Hofstede’s cultural
ultural orientations and

orientation frameworks

workplace deviance. Als COI'1¢ grspectia the moderating roles of

perceived organis@_pport pet d : I
relationship between the n%pblesm.the S et 1
. i il
— 1 INTEGRI PROCEDAMUS
2.2.0 Social exchange theory (SET) -

SET is one of the most stable and generally used conceptual frameworks (Cropanzano & Rupp,

2008; Cropanzao, Anthony, Daniels & Hall, 2017; Redmon, 2015; Cropanzano & Mitchell, 2005;
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Dijkstra, 2015; Muldoon, Liguori, Bendickson, & Bauman, 2018; Wikhamn & Hall, 2012), which
has been applied in several disciplines including sociology, anthropology, social psychology,
psychology, cross-cultural studies, management, organisational behaviour and HRM research. In
management, organisational behaviour and HRM research, SET have been employed in
understanding organisational justice, psychological contract, leadership, board independence,
counterproductive work behaviour (CWB) and or WDBs (See Cropanzano & Mitchell, 2005;
Cropanzano et al., 2017). SET is a family of conceptual models (Cropanzano & Mitchell, 2005)
because it transcends a single discipline as well as a single theory (Cropanzano et al., 2017;

Muldoon et al., 2018). Additionally, SET has also featured prominently as a theoretical foundation

in explaining organisat pport, intra-organisation

relationships, trust, ot nisational commitment,
job satisfaction, turno This is made possible
because of the theory's g one to easily test and
operationalize construc for researchers to grasp
'the how' and 'the wha organisational context.

(Muldoon et al., 2018;

Members in an organisz ) anticipation of deriving

peculiar benefits over ¢ ‘ ral workforce in various
multinational co their originating
countries. SET is poted toﬁe a theoretical lens in underst e rec1p£ocal relationships
that characterize employees of MN S suFu tﬁlmggre more—h‘kely to rec1procate something
of value such as recognition, approval, respect, dignity, and appreciation that they have received

to the source of that benefit as they consider it as obligatory to sustain the relationship. SET

42



University of Ghana http://ugspace.ug.edu.gh

involves a series of interdependent interactions, contingent on the actions of the other partner(s) in
the social relationship, and generate obligations (Wikhamn & Hall, 2012). Using SET helps in
understanding the development and deepening of intangible resources such as trust, justice,
fairness, commitment, positive affect, gratitude, social approval, and appreciation that emerge
among employees in the organisation (Blau, 1964; Cropanzano et al., 2017). These resources are
key to organisational existence and profitability expansion efforts. When employees believe in
their organisations’ effort towards helping them to enhance their career opportunities, respect and
recognize their uniqueness and dignity, and value their contribution, they tend to remain committed

which translates into increased productivity (Worley, 2006). It is no coincidence that a number of

the most important top sing SET (Cropanzano

etal.,2017; Muldoon e ontinuing investigation
into exchange relati yical beliefs influence

organisational relations

One assumption of SE’] 15 that occur between or

among parties in a rel 2012) such that parties
exchange resources (re ich one party repays or
returns gesture (whet 0). Reciprocity implies
repayment, either in kin not be proportionate, for
activity or action d: .né another. | _ i iprocated may include
‘ mqueness and dlgmty of one no e plng one another to

complete tasks, standmg in for anoE-E'E‘)IF E%E@%M& time of the activity or display

of aggression as payback or revenge for mistreatment. The second assumption of SET stresses the

respecting and repogmzln

quality of the exchange relationship associated with the human nature between the initiator and
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the target (Blau, 1964; Cropanzano & Rupp, 2008) which impacts endurance and sustained

relationship between the parties involved.
Forms of exchange

Both economic exchange and social exchange are emphasized with the former stressing quid pro
quo (that is., giving something out to receive something in return or equal exchange) and it involves
less trust and is more concerned with active monitoring. The latter tends to be open-ended and
yields greater trust and flexibility (Cropanzano & Rupp, 2008; Organ, 1988, 1990). The nature of

the economic exchange is usually an explicit and formal one, where each party fulfils specific

obligations. Social exchange; in contrast, involves unspecified obligations: "favours that create
and diffuse future oblig > of the return cannot be
bargained about but m it” (Blau, 1964, p. 93).

Blau continued, "in co lved in social exchange

|
|

do not have an exact price.i exchange" (1964, p. 94).

Thus, social exchange >xplicitly stated, unlike
economic exchanges wi ypanzano & Rupp, 2008;

Van Knippenberg, Va

Additionally, economic

parties, unlike social exchar
impossible due to@gssnge of intangibl

! e
(Cropanzano & Rupp, 2008) iw_ﬁ}ﬁ

both parties which make the theory useful in cross-cultural research as it can shed more light on

how differential cultural backgrounds of employees subjectively interpret exchanges between and

or among coworkers in the organisational setting. For example, in social exchange, the value of
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trust and helping one completes a task are equally valued, unlike economic exchanges where trust

and helping one completes a task may elicit differential value.

Also, extant research distinguishes reciprocal exchange from negotiated exchange (Cropanzano &
Mitchell, 2005; Cropanzano et al., 2017; Molm, 2003). Reciprocal exchanges can occur when
people experience a cost while providing a reward for their partners without specifying the exact
nature of repayment but usually with an expectation that some form of repayment will happen
sometime in the future. Such exchanges tend to be voluntary and typically occur as a result of
relationships established by prior successful exchanges (Mitchell, et al., 2012). In the case of a

negotiated exchange, parties engage in a discussion and negotiation of the exchange being fully

aware of what is expec
Processes of social ex

The processes in socia ion and the recipient of

the intended action. Tl e or negative reactions
directed at the initiat he action may be the
organisational represe ders of the organisation.
Similarly, the recipient isor, coworker, or other
stakeholders. Consequ and valuing employee

contribution may be view

injustice, abusive%s' u‘diéresp - imination, bullyi
| mﬁ =
T ECH PROCEY WIS

o . ! )
denigration etc. may be v behaviours (Cropanzano

et al., 2017).
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The recipient of the initiating action may return the treatment depending upon how the target
interprets the treatment such that if it is interpreted as good, the target tends to reciprocate in good
fashion to sustain the exchange relationship. However, if the recipient considers the initiating
behaviour as bad, the recipient is likely to return or repay the source of the treatment with bad
treatment as an expression of dislike or disapproval of such treatment. Cropanzano et al., (2017,
p. 2) refer to recipients' available responses to initiator's behaviour as "reciprocating responses".
Therefore, SET presupposes that, individuals respond positively to positive treatment and
negatively to negative treatment. That is, in reacting to positive enacting actions, recipients are

likely to reciprocate in kind by enacting more positive or favourable responses, and or fewer or

more negative reciproc ‘ ‘ : behaviours. The type of

response from the rec ¢ i bs iour tendency and or

attitudinal or relationa
recipients of good treat e relationship by giving
off their best, becom | property and interests,
developing more trust, ours (OCBs) and greater
possibility of avoiding isational deviance) etc.

(e. g. Schyns & Schillir

Central to SET is the no s tendencies of a quid pro

quo nature, wheth ber, 2013; Wang,

Bowling, Tian, Alarcon, ' , 2016). Negative reciprocity | ' es a situﬂation where those
e INTE e [_ﬂ_i. i -
who hurt others are expected t&&gﬁ&igmg%&mmg acts of retribution against

the source of aggression and the opposite holds for positive reciprocity (Cropanzano & Rupp,

2008; Cropanzano & Mitchell, 2005; Gobel et al., 2013; Gouldner 1960). Consequently, both the
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employee and the employer apply the reciprocity norm to their relationship to the extent that
favourable treatment received by either party is reciprocated, leading to beneficial outcomes for
both (Rhodes & Eisenberger, 2002; Gobel et al., 2013). The propositions of SET make it ideal for
this study given that individuals subjectively interpret beneficial outcomes largely based on their
subjective experiences drawn from their contextual factors such as cultural orientation. People may
evaluate the same or similar behaviour differently which leads to differential responses
(Cropanzano & Mitchell, 2005; Cropanzano et al., 2017; Narayanan & Murphy, 2017). SET
suggests that people behave badly because they have been treated badly in the past and behave
well because they have received good behaviour from the target in the past (Cropanzano et al.,

2017).

In organisations, soc ‘ te nat C loyees feel that their
organisation provides eds, career progression,
autonomy etc., they wil organisational goals as an
expression of their app here employees feel or
perceive a sense of mist y to become dissatisfied;
less committed, and bec sation achieves its goals.
They are more likely to ours (Alias et al., 2012;
Gobel et al., 2013). Con:s and positive affect among

employees (Cole, inger, & Ha 018 istrust and negative

effects especially when po een used in several studies

examining leadershlp (Mayer et al Eﬁa)‘ IF Im&g&wasupport (Farasat & Ziaddini,

2013), personality (Yildiz et al., 2015), and justice (Holtz & Harold, 2013). Research has shown

turns are not forthcoming. SE

that workplace deviant behaviours (WDBs) have been used in previous studies as criterion
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variables to test SET (El Akremi, Vandenberghe, & Camerman, 2010). In the current study, SET
is employed to explain both the human nature expressed in cultural orientation and the quality of
the exchange relationships expressed in respect, recognition, approval, fairness, trust, and social
worth or value towards employees with different cultural backgrounds which can lead to
workplace deviance directed at other coworkers and or at the organisation itself as well as help
unearth the deep seated meanings employees attach to workplace deviance and their exchange
relationships. It is therefore warranted to investigate the role of cultural orientation of multicultural
workforce in MNCs in the Ghanaian context in workplace deviance by employing SET similar to

what has been undertaken in western-based studies.

Strengths of SET

SET helps organisatio s well in terms of why

employees behave as t mitted to organisational
goals at one point in time goals at another point in

time.

Additionally, SET is cc yu0, Sun and Dai (2018,

p. 165), “social exchar ycial environment" as it

involves power and res hat workplace deviance

occurrence is intricately co

superior in 5.;:.,;- der

urce allocation, SET is far

p between cultural orientation and workplace

deviance in a multinational cqﬁp'ﬁ F‘H'EGEE} ME N
Furthermore, SET has proven utility not only in studies that focus on the macro-level of a society

but also it can be applied to studies that concern the micro-level of an organisation (Chen & Choi,
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2005). Hence, SET has earned the reputation of being flexible and generalizable (Muldoon et al.,
2018). For this reason, the researcher finds it feasible and appropriate to apply SET in the current

investigation.

Finally, SET has been used in investigating workplace deviance of employees in organisations.
For example, Low et al., (2019) employed SET in examining the impact of abusive supervision on
counterproductive work behaviours of nurses in Malaysia and found that nurses with a high level

of power distance orientation are less likely to perceive abusive supervision as injustice.

Weakness of SET

First, SET has been fi opanzano et al., 2017).

Second, SET has bee al., 2005). Finally, the
problem is that SET fai ishing among different
antecedents and conseq he authors concede that
concepts that provide listinguish theoretically.
This is because such cc SET, as either enacting
actions or reciprocati to provide inadequate

conceptual reasons for

2.3.0 Perceived organi

Eisenberger, Huntin ort as the extent to

oncern for his or her
|

or POS when targeted at an

which one exchanhge

well-being. The construct1 IAMEEQR'VE@;H‘M

organisation (Eisenberger et al., 1986), but when targeted at a supervisor, the construct is labelled

perceived supervisor support, or PSS (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, &
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Rhoades, 2002). Rhoades and Eisenberger (2002) define perceived organisational support (POS)
as “the extent to which employees perceive that their contributions are valued by their organisation
and that the organisation cares about their well-being” (p. 698). Organisational support theory
describes the intricate relationships between employers and employees in producing POS
(Wikhamn & Hall, 2012). This theory suggests that employees develop universal beliefs about the
degree to which their organisations value the contributions and cares about employees’ well-being

(Kurtessis et al., 2015; Rhodes & Eisenberger, 2002).

Perceived organisational support is considered to be the single most common means of capturing

social exchange relationships, with the benefits examined including justice, developmental

experiences, promotior s including citizenship

behaviour, counterprod .g., Colquitt et al., 2014,
El Akremi et al., 2010 /lor, 2005). POST gives
employees a sense of ass provide help when it is
needed to carry out ong | situations (Rhodes &
Eisenberger, 2002). Al S from the organisation
if organisational rewar n, loyalty, appreciation,
approval, fairness, resj nce over organisational
policies result from the ¢ ng from external sources
such as union negoti es & Eisenberger,

2002). Studies on P ' emonstrated a relationship b ; ¢ construct and other

employees as well:sngrga}liséti’!)rﬂﬁaaing ﬂ@%%wgﬁ

Johnson, Sucharski, & Aselage, 2009), and safety at work (Eder & Eisenberger, 2008), workplace

aviour (Chen, Eisenberger,

deviance (Chen, Fah, & Jin, 2016), and affective organisational commitment (Farh et al., 2007).
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Organisational support theory proposes that organisations possess humanlike attributes made up
of agents who work in diverse ways to ensure the functioning and existence of the whole
organisation (Eisenberger et al., 1986; Kurtessis, Eisenberger, Ford, Buffardi, Stewart, & Adis,
2015; Rhoades & Eisenberger, 2002). Generally, organisational support theory suggests that
employees who receive valued resources in the past (e.g., pay raises, developmental training
opportunities) tend to develop positive POS and feel obligated, based on the reciprocity norm to
aspire to reciprocate the organisation by helping it attain its objectives (Neves & Eisenberger,
2014). For example, employees with high POS have been found to reciprocate with increased in-

role and extra-role performance (Eisenberger et al., 2001).

Organisational support principle of the norm of

reciprocity which guide linates at the workplace.
Thus, supervisor socia portive behaviours from
employees to the organisa i and the supervis ularsince supervisors serve as
agents of the organisa . - Fhisss: le because supervisor's
supportive behaviours t and the development of
the belief that supervis hey enjoy in the future.
This endears subordina them by becoming more
engaged employees to t Eisenberger, Malone, &
Presson, 2016; Sa yee performance

towards the organisatlon ' ontrary, the absence of superV1 ortive behaV1ours implies

that employees are lackmg (%ermtm&@%ean be effectlve in reducing

coworker incivilities, bullying, aggression, which may arise from lack of felt obligation that results

in the development of negative feelings with coworkers (Greenberg, 2008).
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Consequently, the actions of organisational agents are interpreted as emanating from the intentions
of the organisation rather than the personal motives of the agents (Rhodes & Eisenberger, 2002).
Employees, therefore, interpret the legal, moral, and financial responsibilities of organisational
agents as a reflection and extension of the organisation’s policies, norms, and culture which
provides continuity and define role behaviours; and also allows organisational agents to exert
power over individual employees (Rhodes & Eisenberger, 2002). In light of the personification of
the organisation, employees tend to view their perceived favourable or unfavourable treatment as
an indication that the organisation supports or disfavours them. Also, employees are more likely

to perceive high POS from the organisation if organisational rewards and favourable job conditions

such as pay, promotio 1| policies emanate from

the organisation’s vol sources such as union

negotiations or governn enberger, 2002; Spector,

Bauer, & Fox, 2010)

Also, Rhodes and Eiser psychological processes

which facilitate POS. 1 employees towards the
organisation based on of the organisation and

commit much effort to ly, given that employees

receive caring, approval s to fulfil socioemotional

needs and desires, ¢ more

social identity (Kqﬂessm e@l (rer n the beliefs of employees

in so far as they are aware of the OMOEMM s associated with increased

performance. POST suggests that employees POS arises from social exchange processes in which

felt obligation on the part of employees drive them to help the organisation achieve its goals and
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objectives and this results in the expectation that increased effort towards the organisation will

elicit greater rewards from the organisation in return (Kurtessis et al., 2015).

Extant research has documented the relationship between POS and organisational as well as
employee outcomes, as shown above, nevertheless, little has shown how POS can influence the
impact of culture on work outcomes such as workplace deviance. When employees hold a positive
perception about their organisation concerning the care, value, respect, and deep concern for their
wellbeing, they are more likely to feel obligated to reciprocate positive treatment in terms of
developing strong attachment, identification and involvement with such organisation to ensure the

success of the organisation even if their cultural orientation suggest otherwise. In light of the

above, employees with ob-related efforts, which

can yield enhanced in hich can be helpful to
the organisation even tation. On the contrary,
employees with diminished 2 i age 1 ore negative organisational
outcomes such as abse S, misa riation‘of ds, deliberately working
slow, and display of agg other workers, tardiness,

withdrawal, and turno

2.4.0 Workplace devia

WDBs receive continuo far-reaching consequences

on an orgamsatlon ce and atta

2012; Fagbohungbe, Aklnm q1,2012 Marcus-et-als
INTEGR PROGEDAM

Yildiz et al., 2015; Low et al., 2019). They affect-deelsmn maklng processes, productivity and

!rasha, & Mabhapa,

obinson & Bennett, 2000;

-

financial costs of the organisation (Liu & Ding, 2012; Mazni & Roziah, 2011; Shoss, Eisenberger,

Restubog, & Zagenczyk, 2013; Low et al., 2019). As a result, both practitioners and academics are
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concerned to understand the phenomenon and its' various drivers or motivators (Bolton, &

Grawitch, 2011; Chiu, Yeh, & Huang, 2015; Ishaq, & Shamsher, 2016)

Deviance generally refers to when one deviates from expected behaviour or standards of behaviour
(Goode & Ben-Yehuda, 2009). Collins Dictionary defines deviance as "the state of being deviant".
It goes on to define a deviant person as "deviating, as from what is considered acceptable
behaviour". Whereas criminality or illegality describes violating laws or criminal codes which
spell out acts in the national laws or government-backed decisions with corresponding sanctions,
deviance is the contravention of social, cultural and or ethical norms which may not necessarily

possess definitive sanctions for their violations (Lugosi,

2019). Thus, sociologically, all
criminality or illegalit 7 Hence, deviance arises
from societal reactions s (E.g., Becker, 1966).
Accordingly, the comi deviance notably from

management and orga ur is willful or volitional

that is geared towards i s of the organisation, or

both (Ishaq & Shamshe

A definitional conundr or example, deviance is

typically defined acco | (1) violates acceptable

standards of conduct and

misbehaviour as "@Ile workplace ttention “Fute a violation of

rules about suchxbeha\ﬁ Also,..according .to-Grays Sacket_u (2003, p. 30),
I NTEGRI PROGEDAM

counterproductive workplace behaviour is ‘any-intentional behaviour on the part of an organisation

). 3) define organisational

member viewed by the organisation as contrary to its legitimate interests.” Robinson and Bennett

(1995, p. 556) define workplace deviance as any “voluntary behaviour of organisational members
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that violate significant organisational norms and, in so doing, threaten the well-being of the
organisation and/or its members or both”. In an attempt to conceptualize the deviance construct as
distinct from norm violation since some organisational cultures seek to normalize destructive
behaviours, Bennett et al., (2005) redefined the deviance construct. Thus, if we define deviance to
include norm violation, then any organisational norm that supports such actions as shareholder
swindling renders the definition invalid (Cropanzano et al., 2017). Bennett, Aquino, Reed, and
Thau (2005, p.111) redefined deviance as "the voluntary behaviour of organisational members that
have the potential to cause harm to the organisation, to those within, and in so doing violates

significant performance-enhancing norms". That is, a behaviour qualifies to be deviant when it

threatens the overall ac ropanzano et al., 2017)

and its members. Gia *haviours as actions or
inactions that bring hat n, its employees and/or

stakeholders. In the nctional behaviour in

organisations as actio individual, group or

organisation. A closer | verse focus, scope, and

targets that each schol

From the foregone, de , intentional or willful,

aimed at violating orga

both the organisat@ts mem : [
Robinson, 1995; Klotz ,2013; Logost, 2019; Low et 2 nthls study, employee

behaviour is dev1ant “when 1t 18 WEﬁB‘eF Mﬁ%wanmnons customs, policies, or

internal regulations which may affect or harm the well-being of the organisation itself or its citizens

npose or inflict harm on

2017; Bennet &

or both either now or in the future (Hussain & Sia, 2017; Robinson & Bennett, 1995). WDBs can
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be subtle and ambiguous like incivility or violent and unambiguous such as aggressive workplace
behaviours. Also, Fagbohungbe et al., (2012) contend that these behaviours can occur

simultaneously, singly, or even sequentially.

These undesirable behaviours have been termed by organisational scholars as destructive
workplace deviance (Bennett & Robinson, 2003), counterproductive workplace behaviours
(Mangione & Quinn, 1975), antisocial behaviours (Giacolone & Greenberg, 1997), workplace
incivility (Andersson & Pearson, 1999; Schilpzand et al., 2016), unethical behaviour (Brown,
Trevino, & Harrison, 2005), organisational misbehaviour (Vardi & Wietz, 2004; Richards, 2008),

‘insidious’ (Greenberg, 2010), maladaptive (Perlow & Latham, 1993), ‘dysfunctional behaviour’

entire terms and others
primarily refer to beha pl fe stability 2 cess of an organisation
as well as the well-being of e | | iverseg emerge differences in the focus
the literature, the most
erproductive workplace
behaviours (CWBs), a

sed interchangeably in

this study.

Research in workplac reaction or retaliatory

mechanism to perceived pa, 2012; Sims, 2010), or

: e ’ =
by a desire for pe@?}n or the'needs ress discrete €

frustration (Robln“son & BﬁQOOO) -or.an adaptation-to-org gat nal stressors which results
‘ [

TEGR| PROCED 3

in dissatisfaction, frustration, anxiety, anger as-a-way-of coping with frustration or as a reflection

such as anger or

of the organisation's culture (Lawrence & Robinson, 2007; Mitchell & Ambrose, 2007). Examples

of (destructive) workplace deviance include but are not limited to purposely doing work
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incorrectly, taking unauthorized work breaks, unauthorized absence from work, insulting others,
hitting a co-worker, yelling at others, talking loudly on the phone about a personal matter during
working hours, not sharing information, gossiping, undermining fellow employees, arriving at
work late, employee withdrawal, verbal attack on customers; keeping customers waiting longer
than necessary; theft of company property; and hoarding work-relevant information from a co-
worker, unnecessary conversation within working hours, lying about hours worked, teasing and
making a mockery of other employees, fighting other workers, unnecessary delaying about work
task, and destroying organisational property (Onuoha, 2013), ridiculing, making negative

comments, and degrading one's worth (Sulea et al., 2013). Forms of workplace deviance can also

include vandalism, the botage, embezzlement,

insubordination and wi intention among others
(Hussain & Sia, 2017 cas from coworkers or

supervisors, and ignori deviant behaviours.

Bowles and Gelfand (2 earch should go beyond

the validation of wo , 2000; Dalal, 2005),
identification of antece 3; Berry et al., 2007), as
well as advocating pre ectivity in the evaluation
of workplace deviance 1 clated with the evaluation

of workplace devi deviance reveal

orce status hierarchies in orga

INTEGR| PROCEDAMUS
2.4.1 Overview of the historical development-of - workplace deviant behaviour

Chen, Fah, and Jin (2016) concur that workplace deviance has been a thorny issue among scholars

of workplace deviance and organisational behaviour researchers in recent times. Mangione and
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Quinn (1975) identified two types of deviance: counterproductive behaviour, characterized by the
intention of destroying the property of the employer, and doing little on the job, referring to
obtaining results in a smaller quantity and lower quality than normal. Historians in organisational
science identified occurrences of workplace deviance preceding the industrial revolution (Bailey,
1998; Klotz & Buckley, 2013) through the industrial revolution (Wren & Bedeian, 2009) up to the
machine-breaking period experienced by foremost management torchbearer Frederick Taylor
when he was conducting his experiments at Midvale Steel Company in Philadelphia from 1878-
1890 (O'Connor, 1996; Wren & Bedeian, 2009). Taylor sought to cut the piece-rate of pay of

employees working on machines in the spirit of encouraging them to increase productivity which

received retaliation fra struction of production

equipment (Taylor, 19 he machines perceived
Taylor’s pay cut meas nse (Klotz & Buckley,

2013).

Hollinger and Clarke employees’ destructive

workplace behaviours rproductive behaviours,
namely: deviance direc ny property, which they
called property deviang d at thwarting/hindering
production efforts of ¢
withdrawal behavi m1

(1983) offered a q}% ;

They defined employee theft as rﬁﬁﬁ&témwé—or transfer of money and/or

property of the formal work organisation perpetrated by an employee during the occupational

tardiness, work delays,

ollinger and Clark

kplace deviance that continues ve a w1despread citation.

activity which is related to his or her employment (Hollinger & Clark, 1983, p. 1). They
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distinguished between the two major forms of employee theft, namely, property deviance and
production deviance. Property deviance refers to situations in which employees illegally acquire
or damage tangible property or organisational assets, whereas production deviance concerns
counterproductive behaviour that violates the formally proscribed expectations of daily work
production. Property deviance includes such acts as financial embezzlement, pilferage, theft of
goods, or sabotage. Thus, production deviance entails 'stealing of time' in which workers get paid
for hours not worked, absenteeism or tardiness, abusing leave granted, or failing to promptly

accomplish tasks (Hollinger & Clark, 1983).

It was not until 1995 that researchers Robinson and Bennett were (and are still) credited to have

popularized deviant wa m destructive workplace

deviant behaviours int ork to provide a focus
for researchers conce sain & Sia, 2017). Their
typology of deviant beha vo dimensions, political
deviance and personal a and Clark (1983). These
quadrants were identi ee of seriousness of the
deviance. With the fo iance such as property
deviance and product ntify employee-directed
deviance including poli ng the seriousness of the
deviance, property i cé and ical and production

deviance which are consﬂ@o be minor in terms of the ¢ seriousness, hence, the

— ] ‘ H“_‘ JL‘_.__i__L_[_a-l-—:—l' i
designation serious vs minor (ﬁ)&%ﬁi&!ﬂe’mgf‘w ?—-
It is reported that Bennett and Robinson (2000) revised their typology of deviant behaviours which

was developed from a multidimensional scaling study with an emphasis on target and degree of
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severity in 1995 as a result of later research based on frequencies of self-report Counterproductive
Work Behaviours (CWBs) (Marcus et al., 2016). They abandoned the severity dimension in their
revision for lack of support but were able to maintain the target dimension which focused on
organisational deviance-interpersonal deviance (OD-ID) distinction using factor analytic methods
(Bennett & Robinson, 2000; Fox, 2008). It must however be noted that Bennett and Robinson's
(2000) two subcategories are probably the most well-established and often-researched dimensions
of CWB (Marcus et al., 2016). As a result, the current study draws on the classification of
workplace deviance advocated by Robinson and Bennett (1995) consistent with prior studies

(Hussain & Sia, 2017).

2.4.2 Classification of
Extant research in w of workplace deviance
according to some ident helping versus harming
workplace deviance. Based , two can be id d. ,interpersonal deviance and
organisational deviance ce involves a volitional
violation of significan other employees in the
organisation with eithe n, violence, fighting, or
mild consequences suc avouritism towards one

against the other. Organ

significant norms v@@ C _ ; luetion deviance including
absenteeism, latelp,ess e | working slowly, with less scriol onsequences and property
deviance such as theft fraud Vanyagﬁﬂﬂ:;rMmepemes etc. which has intense

consequences (Bennett & Robinson, 2000; Robinson & Bennett, 1995; Sulea et al, 2013).

ntentionally disregarding
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Appelbaum et al. (2007) contend that Robinson and Bennett (1995) typology is useful in

classifying workplace deviant behaviours by the organisational climate.

Workplace deviance is also classified according to whether such behaviours are helpful or harmful
to the organisation. On this basis, workplace deviance is categorized in the literature into harmful
behaviours (destructive or negative) and helping (constructive or positive) behaviours (Appelbaum
et al.,, 2007; Yildiz et al., 2015). Research on constructive deviance has generally considered
deviant behaviours as constructive if they are intentionally initiated to violate the norms of a
referent group in an honourable way (Appelbaum et al., 2007; Spreitzer & Sonenshein, 2004;

Warren, 2003). In the words of Spreitzer and Sonenshein (2004), constructive deviance is defined

as "intentional behavig p in honourable ways".

Galperin (2002) also d onal behaviours, which

break significant organi to the well-being of the

|

organisation, its members three defining attributes

in previous definitions om the reference group
norms, (b) such behav and (c) such behaviours
conform to hyper no s of deviant behaviours
because of their uni sation, employees, and

stakeholders.

From the above, @(jenti '

tedtortheindividual (ID),w: i
- Ji % EﬁHJPHDt:EDAH*J

organisation. Deviance dir
and personal aggression. Amongst the two, Robinson-and Bennett (1995) contend that personal

o forms, namely: political

aggression, including sexual harassment, verbal abuse, stealing from coworkers, and endangering

coworkers, is considered more serious than political deviance which consists of behaviours such
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as showing favouritism, gossiping about coworkers, blaming coworkers, and competing non-
beneficially. Hence, their division of such deviance into minor and serious forms of deviance is
directed at the individual at the workplace. Similarly, with the deviance directed towards the
organisation (OD), production deviance, example, leaving early before closing time, taking
frequent breaks and not returning early when break time is over, deliberately working slow and
wasting organisational resources, is considered by the authors as less serious in comparison to the
more serious form of deviance directed towards the organisation as property deviance including

sabotaging, accepting kickbacks, lying about hours worked, theft etc.

It is reported that Bennett and Robinson (2000) maintained the target dimension which focused on

OD-ID distinction utili or an : i e their multidimensional
arlier 1995 study which
showed that OD and I o ‘ ' R ame g (Targ ension), these targets of
CWB are now conceptualized as di tructs (Mareus et al.;2016). The current two-factor
constructs (OD-ID dis n‘ YDOT 2 _ al., 2007; Dalal, 2005)
for the discriminant v. of the two factors with
outside variables are ed deviance in general,
ative deviant behaviours

scholars have criticized

at the workplace.

2.4.3 Antecedent

WDBs is very ptﬂevalent %ﬂ éﬁ ﬁ)ﬁg@ﬁ@tﬁns_(.%;l-l-,
| PROCEDA

Existing research on antecedents of workplace deviance has been categorlzed according to intra-

e, Shin, & Yoon, 2009).

personal, inter-personal, job-related, and organisational factors (Mazni & Roziah, 2011). Bennett

and Robinson (2003) provided three broad distinct research trends in workplace deviant research:
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first, studies where deviance is conceptualized as a reaction to experiences at work; second, studies
that assess deviance as a reflection of employees' personality; and finally, studies that explore

deviance as an adaptation to the social context at work.
Intrapersonal related factors

Intrapersonal factors are those that emanate from an individual's own biological, physiological,
emotional, and cognitive bases of behaviour that ultimately result in deliberate harm to the
organisation or coworkers or both, either sequentially or at one point in time. The research draws
on unique individual qualities, personality, demographics, values, beliefs about rightness or

wrongness, cognitions, al's workplace deviance

alentine & Rittenburg,

2007). Personality attr psition which ultimately

explains workplace bel et al., 2007).

Research that draws on ative cognition (Yunus,

Khalid, & Nordin, 201 ative affectivity (Muafi,

2011), boredom (Bruu Hung et al., 2009; Liu,
Kwan, Wu & Wu, 20 intelligence (Liu et al.,
2010), intention to quit

et al., 2007; Ishaq & Sha

& Ding, 2012), pe@.ﬁgig causing W

|
factors (Onuoha, 2013). pﬁmﬁi’ﬂ@ﬁ

personality and CWB in a study of workpface exclusion an?l personality on CWBs.

Interpersonal related factors
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Interpersonal factors transcend the individual circles to how he/she relate with other people in the
social environment such as coworkers, customers, and supervisors. In the case of interpersonal,
the research draws on situational variables to explain how individuals relate with one another in
the social context they find themselves. Some of the factors identified by scholars include revenge
attitude (Ishaq & Shamsher, 2016; Jones, 2009), alienation (Yildiz & Alpkan, 2015), social support
(Chiu et al., 2015), personality (Bowling & Eschleman, 2010), interactional justice (Liu & Ding,
2012), coworker loafing (Hung et al., 2009), stress (Omar, Halim, Zainah, Farhadi, Nasir, &
Khairudin, 2011). For instance, scholars have shown a relationship between Machiavellianism and

both interpersonal and organisational deviance (Appelbaum et al., 2007). Machiavellianism refers

to the individuals' incli oals. What is lacking is

the contextual role of s hich requires research

attention. This study ris
Job characteristics relc

Job characteristics fact s by employees such

as work alienation, wo onflict, role ambiguity),

powerlessness, excessi ss, and demanding jobs

are noted to predict wo >s (2015) found that role

conflict and role ambigu

deviance even th(@_latte Wa

deviance whilst role overmas_ found. to negatively-correlat
=1 INTEGRI PROCEDAMUS

Similarly, Javed, Amjad, Mfageer-Ul-Ummi-and-Bukhari (2014) found in their study on factors

1sational and interpersonal
= .
}han interpersonal

organisational deviance.

ol

affecting employee workplace deviance that job burnout strongly predicted employee workplace

deviance. Onuoha (2013) provides a similar finding in support of job burnout predicting workplace
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deviance. Omar et al., (2011) find that job stress predicts workplace deviance. Radzali, Ahmad
and Omar (2013) suggest that workers with a heavy workload, high job stress and high intensity
of family-to-work conflict tend to exhibit deviance at the workplace. These studies indicate the

influence of job characteristics on WDBs.
Organisational related factors

Organisational factors are those that emanate from the organisation that can result in employee
deviance such as injustice, abusive supervision, organisational expectations, organisational justice,
code of ethics, organisational climate and organisational culture, and type of leadership,

denigration, and disrespect: Organisations that perpetuate stressful environments and a sense of

injustice are noted to fa  C ' T place d e (Robinson & Bennett,

2000; Cohen-Charash e organisational setting

have been termed "dys they "constrain or limit

|
|

individual and group leve ediocre individual and

group level performa and values imposed by
organisations can ind thical and deviant acts
(Alzola, 2008). Other emming from coworker
behaviours. Recent stud into intra-organisational

and extra-organisational” actors such as customers,

affect employee w@_ procliv e (Wals| : 1‘!
| - — e e . .

Although studies have cﬂeﬂﬁf@'mﬁiﬂaﬁﬁ'ﬁtﬁm&d W.Olrkpﬂ)lace deviance in

organisations including organisationally relevant factors su*ch as leadership styles, organisational

support, ethical climate and commitment, few have examined cultural orientation as a contextual

factor capable of affecting workplace deviance outcomes of employees (Alzola, 2008; Bolton &
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Grawitch, 2011; Bowles & Gelfand, 2010). Notable exceptions must be mentioned here; Lian et
al., (2012b), Hussain and Sia (2017), Wang et al. (2012), and Power et al. (2013). For example,
Power et al. (2013) study on bullying and power distance found that low power distance employees
tend to report a high level of bullying than their high power distance counterparts. These scholars
examined cultural value as moderating factor rather than predictor variable suggesting the
interactive effects of culture with other predictors such as abusive supervision and workplace
deviance (Lian, Ferris & Brown, 2012b), and abusive supervision and perceived interactional
justice (Wang et al., 2012), where the researchers found that power distance moderated the

relationship of abusive supervision with perceived interactional justice. Also, abusive supervision

and workplace deviang distance moderated the

Nevertheless, none exa k culirgd ation did ‘ es leaving an uphill in
terms of appreciating the uniqu S al' cultu infle orkplace deviance. This
study attempts to exa 3 ot empl inationals to determine
whether they can influe ACE 18 ‘ i 2 of the role of culture in
limpses of how cultural
orientation might influe A e de 1ere 15 littl ybserved in the literature

on workplace deviance. >s an individual's unique

beliefs, values an@l p

attitudes and behaviours o loyees

~— ) INTEGRI PROGEDAMUS.

2.4.4 Effects of WDBs

tions, cognitions,

Prior research demonstrates detrimental consequences of workplace deviance including their

negative impacts on employees’ job attitudes (Lim & Cortina, 2008; Pearson & Porath, 2009;
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Welbourne & Sariol, 2016), affect employees’ physical health and psychological well-being (Caza
& Cortina, 2007; Lim, Cortina, & Magley, 2008; Lim & Lee, 2011); lead to reduced satisfaction
with their job (Lim et al., 2008; Pearson & Porath, 2009), with their supervisors and coworkers

(Lim & Lee, 2011).

Exposure to workplace deviance results in reduced physical health (Lim et al., 2008), increased
depression (Lim & Lee, 2011; Miner et al., 2012) and distress (Caza & Cortina, 2007). Victims
tend to report higher burnout about their job at the workplace (Miner-Rubino & Reed, 2010); and
even can extend into the personal lives of employees outside the work setting resulting in increased
work-family conflict (Lim & Lee, 2011). Similarly, current studies have consistently supported

prior findings on how , undermines employee

well-being, damages | stomer experience and

curtails profitability ca rkowski, 2017; Gursoy,

Cai, & Anaya, 2017).

A recent survey found 3.7 trillion U.S. Dollars

worldwide (Associatio and anxiety disorders
linked to toxic employe n U.S. Dollars annually
(Michalak & Ashkanas ered a form of absolute

risk (Lugosi, 2019). Give { A 5,11 1S Sig inderstand how to address

increasing workp@:/_iance among A R rkforce. Further,

individuals who e&ﬂgerienc@ﬁ_lace deviance at work.seport-fower levels of work effort (Burns
— 1 INTEGR| PROGEDAMU n

& Pope, 2007), greater physiological and psychological strains (Nielsen, Matthiesen, & Einarsen,
2008), and organisations tend to suffer disproportionately (Pearson & Porath, 2009). Similarly,

research evidence points out that employees who experienced workplace deviance such as
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incivility, bullying, etc. tend to engage in counterproductive work behaviours directed toward other
employees (Penney & Spector, 2005), report reduced work effort and withdrawal behaviours as
well as reduce commitment to the organisation (Burns & Pope, 2007), while some change their

job because of incivility instigator(s) (Lim et al, 2008; Pearson & Porath, 2009).

Workplace deviance results in uncertainty and disruptions that affect the sustenance of companies
(Hollinger & Davies, 2006). For example, research has shown that approximately 30 per cent of
all small business failures can be attributed to employee theft (Hollinger & Davies, 2006).
Workplace deviance such as employee theft affects employee morale and personal relationships at

work (Hollinger, 1989). Rampant employee dishonesty can create tension about workplace

interactions and conse and honest employees.

Subsequently, emplo d heighten employee

dissatisfaction levels (

The study proposes an vel cultural orientations

of employees and WD has increasingly shown

how culture affects b globalization in recent

times (Javidan, Dorfma One of the reasons that

account for this trend } ture plays a vital role in

g —

interpersonal inter@_mon people 0 stee, 19 , 2011). Research

in this area is do“mmatedﬁss cultural leadership.effeetiv éss Jav1dannet al., 2006) and
TEGR| PROCEDAMUS.

cultural differences of subordinates' perception of leader behaviours ( (Vogel et al., 2015).

Nevertheless, as noted by Vogel and colleagues (2015), empirical research on cross-cultural

differences in negative workplace behaviours in organisations is extremely lacking. Tepper (2007)
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observes that there is limited attempt to study cross-cultural influences on negative workplace
behaviours such as abusive supervision. Culture prescribes interpersonal relationships such that
different cultures may highlight dissimilar norms about interpersonal interactions (Vogel et al.,
2015). As aresult, culture tends to provide innumerable impacts on organisational existence. Some
scholars have noted that (David & Singh, 1994, p. 251) cultural differences represent a source of
"acquisition cultural risk", and remain a potential obstacle to exploiting synergistic benefits in
meagre and acquisition (M&A) (Stahl, & Tung, 2015) whilst others viewed differences in cultural
orientation as a source of friction and conflict which can lead to disruptive "culture clashes"

(Larson & Risberg, 1998, p. 39).

Societal culture and o :

Organisational culture set of behavioural and

cognitive characteristi nnan, 2014, p. 8). These
behavioural and cognitive haped by the larger societal
culture into which indi ational culture to consist
of organisational struc les 5, feelin _ ‘o organisational climate
y s0 1S an organisation
Iture has in shaping the

experiences and behavio ry individual in a unique

way (Schwartz, @us, ind

orientation (Bandhra 200%1%{ that. gultu_m i 5 ‘ a pers_q)n "scans, selects,
- EGR| PROCEDAMUS

interprets and validates the information from the-environment to 1dent1fy, prioritize and categorize

by one's cultural

issues" (Budhwar & Sparrow, 2002, p. 603). Culture can therefore be seen to unconsciously serve
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as a social control to regulate and prescribe the attitudes and actions of members of an organisation

or a community (Chatman & Scha, 2003).

According to Schwartz (2014), the way social institutions are organized, their policies and
everyday practices, explicitly or implicitly communicate expectations that express underlying
cultural value emphases. This suggests that organisational cultures are largely a microcosm of
societal cultures. Thus, culture reflects opportunities available to individuals within its context in
expressing dissent, cooperating with strangers, innovation, and amassing wealth (Schwartz, 2014).
Hofstede (2011) adds that a societal and or national culture which are acquired from infancy and

youthful stage onwards tend to be much deeply rooted in the human mind than occupational

cultures acquired at he job. He continues,

organisational cultures

Societal culture exists i encies to prefer certain

states of affairs over othe oiganisational cultures reside
rather in (visible and what goes on in their
organisational environ al culture describes the
sets of assumptions or on within, and about the
organisation. These set ind relationship patterns

among organisational me CLe distinguis anisation from others. The

organisational cult jexpressed B ] sib imensions with the former

describing espousLd Valuemso hy mission of the-orga ' , and the latter expressing
— N INTEGR] PROGEDA! p—

the hidden set of values that guide actions-and-perceptions of organlsatlonal members in the

organisation (Hoque, Khan, & Mowla, 2013)
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Schwartz (2006) views societal culture as the rich complex of meanings, beliefs, practices,
symbols, norms, and values prevalent among people in a society. National culture and
organisational culture are different constructs (Hofstede, 1990, 2001). Yet some scholars have
averred that, organisational cultures stem in part from the prevailing ideologies that people carry
inside their heads (Scheffknecht, 2011). Gerhart and Fang (2005) posit that country differences in
culture are larger than cultural differences due to other factors such as organisation, and this
explains why some studies in cross-cultural research emphasize national culture over
organisational culture (Gerhart, 2004). Also, organisational culture arises out of beliefs and values

held by organisational members and these values and beliefs are internalized through the

socialization process fi > 1s consistent with the

assertion made several nployee behaviour must
go beyond just the corp orporate contexts. Ouchi

(1981, p. 195) had this | -Hyde personality, half-

machine from nine to llowing".

Leung, Bhagat, Buchar multi-layered construct

which exists at diffe group cultures, which
encompass the indiv rmer (1998) share in

differential levels in whi

or regional society@l erent - amginnal culture, which

describes how attitudes a €xpressed within a specific organiga an pr?fessional culture,
s M wrTpem oemrEmas L~

where people with certain uncﬁo.rrzgﬁmnf 6 Shére Ee% (?ésronal and ethical orientations

(Hoque et al., 2013). In so far as national culture shapes organisational culture, it implies that

levels including national

organisational culture in it and or by itself is insufficient to explain employee behaviours relative
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to work outcomes. Broedbeck and colleagues (2004) study reveal how societal culture influences
organisational culture as they report between 21 percent and 47 percent of the variance (with an
average of 32.7 percent) across nine organisational culture practice dimensions is explained by
societal culture. Also, values which are elements of societal culture underlie and influence
behaviour (Jung et al., 2007; Schein, 2010; Hofstede, 2010). These values represent normative
standards describing "ought to" or "should be" by incorporating moral and ethical codes,
ideologies, and philosophies, and these are embedded in societal culture. These espoused values
when internalized become underlying assumptions that influence individuals' thinking, behaviour,
and feelings not only in the larger society but also in an organisational context (Jung et al., 2007;

Schein, 2010).

1¢ et al., 2007; Zoogah,
ionships and meanings
sustained through the continued processes i act cich, 1983, p. 353). This
‘ hrhart, & Macey, 2013)
Martin's (2002, p. 151)
proposal that "these ca rough which culture is
ional culture influences

viewed". The above rej

individual behaviours 1 n elaborates on cultural

orientation. @’_
2.5.1 Employee c“ultural ﬁhon—(EC.Q)_#_ 1
TEGR| P HGGEDME

The understanding of culture can be broadly seen in two dlfferent approaches according to Martin
(2002). They are ideational and materialistic approaches. The former views culture as embedded

in the minds of people whereas the latter suggest that culture is understood in light of the behaviour
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of people. Hofstede (2001) definition of culture is viewed in ideational terms as he views culture
to be the collective programming of the mind that distinguishes one group from the other. Here,
emphasis is placed on shared beliefs, values, systems, dogma and norms that are expressed in their
everyday actions and behaviours or revealed in their myths, symbols and rituals (Gaus et al., 2017;
Pettigrew, 1979). Schein (2006) shares in the behavioural or materialistic approach which entails
the analysis of those material aspects of a culture that can be directly observed, what Schein (1990)
calls the ‘artefacts’, which represent surface aspects of culture including what we see, hear, and
feel. They are the visible products manifested in language, technology, products, and creations

styles such as clothing, manners of address, myths, and stories. Martin (2002) contends that the

materialistic approach is often neglected is the

ic. An example of this
om materialistic, that is

approach can be seen 1

"practices" and ideatior y (House et al., 2004).

There is no single defi 1 of culture (Gaus et al.,

2019). For that reasc o direct and enhance

understanding of theirt

developed for the stud

dressing the questions
are highlighted to help

appreciate the purpose 0 ds whether culture can be

conceptualized at @ ual, ol levelsand

level (Clugston et al., OOP“& Gati, 2004; Hofstede, 29_0 eetal., H2004; Kirkman &
— M INTE ——-74——""— i L

Shapiro, 2001; Low et al., 20 fg;r(gﬁﬁéﬁﬂmwgé 06; Sharma, 2010; Yoo et

al., 2011). Individual or personal perspective of cultural orientation argues that culture resides in

ntly at the global

people’s internalized values and beliefs, and cultural behaviour is driven by these internalized
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characteristics (Triandis, 1989; Clugston et al., 2000; Kirkman & Shapiro, 2001; Sharma, 2010;
Yoo et al., 201; Kim-Pong, 2015). This perspective is consistent with the normative approach to a
culture which invokes the individual-level contribution to the creation and recreation of cultural
ideas (Chiu et al., 2010; Fischer et al., 2009). Thus, individuals not only always passively
internalize cultural values, norms and practices, they also actively construct and share knowledge
about their culture which could be distinct from their internalized orientations (Fischer et al., 2009;
Tam, Lee, Kim, Li, & Chao, 2012). Accordingly, Steel and Taras (2010) admit that individual
cultural values that are learnt from early childhood tend to remain unchanged throughout one's

course of life. The global culture lends itself to the ecological perspective of culture which states

that contextual factors cross-cultural alliances,

promotes knowledge which results in the

transformation of iden ¢ diverse people.

|

Nevertheless, a manifes s of how much national

cultures have been imp 1(2004) submit that the
effect of the global cult ibited by the particular
characteristics of the s anies are socialized into
the macro level of glok nables them to adapt to

their global work setting C rdingt / 1ey maintain a bi-cultural

integration or immersion on the extent of openness of ures to foreign cultures.
” !

M INTE J_——74——"'_T— i —
This is consistent with other sﬂfdregﬁmvg mwgﬁnisaﬁons are influenced by
multiple factors including organisational and societal culture at different levels and that every

individual tends to be influenced more by certain layers and less by other layers consistent with
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the situation and their values (Hofstede, 1991; Straubet al., 2002; Karahanna, Evaristo, & Srite,
2005). Accordingly, some scholars share this view by stating that organisations are no longer
characterized by single cultures rather contemporary organisations are multicultural as they consist
of multiple cultures, subcultures, and countercultures (Jermier, Slocum, Fry, & Gaines, 1991;

Hofstede, 2011).

Research has identified three major layers in which culture manifests: the outer layer comprising
explicit artefacts and products followed by the values and norms that shape the society constituting
the middle layer, and finally, the implicit assumptions that regulate the behaviour of members in

the society constituting the innermost layer (Hofstede, 2001; Schein, 2010; Vaiman & Brewster,

2014). Apart from the s distinct key attributes

observed in extant stud multi-layered construct,

shared among members yped over a long period,

|

integrative, cumulative

Vaiman & Brewster, 20

ext (Taras et al, 2009;
riety of forces including
language, history, relig Brewster, 2014). In this
respect, one notices tha dividuals and groups in

organisations (Karaha 2018).

The role of culture in und ly a scientific curiosity but

also a strategic o@r_ganiatl g — al work settings

(Dickson, BeShears & GWO4 ~Mooij. & Hofstede,-2016; Wang‘,n 2011). It will be
———1 INTEGR| PROGEDAMUS

unfortunate to think that individuals' cultural erientations are not brought to bear at the workplace

during working hours. Mendonca and Kanungo (1996, p.67) vehemently put it this way, it is

unthinkable to believe that "when employees arrive at work they can or should leave at the point
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of entry their cultural baggage, and pick it up at the end of the workday for use in their non-work

life and non-work activities".

Prior research has identified internal and external factors that influence organisations. Some of the
internal factors include (non)availability of competitors, local, regional, national, and global
economic conditions, as well as the basic nature of the business. Extant studies have indicated that
societal cultural practices and values are one of the external factors that influence the practices that
are enacted in organisations. Also, the values upheld in organisations are embedded within
societies in which these organisations operate (Broedbeck et al., 2004) and largely the beliefs and

value systems upheld by employees. Again, Strandell (2017) argues that culture explains the

differential construals Similarly, other studies

confirm the influence (Dickson et al., 2004;

Kwantes & Dickson, 2 i (2009) contends that

|
1
|
|

individuals belonging to a particular culture usually share certa dsets that cause them to

interpret events and cir bers outside that culture

(that is, persons from them differently. This

suggests that culture 1 | context. Accordingly,

researchers have noted nd influencing both the

cognitions and behaviou z Gati, 2004; Gaus, Tang,

& Akil, 2019). @

According to Beaﬁregard @s s.(.ZOlfiLJisd.dualsm i
— 1 WTEGR| PROCEDAMUS.

that are most consistent with their core values, which-are, inpart, shaped by their national culture.

=%

re likely to prioritize roles

In line with this reasoning, societal culture is observed when "... a large number of people are

conditioned by similar background, education, and life experiences" (Donley, Cannon & Mullen,
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1998, p. 607). This implies that the cultural context in which individuals belong shapes the
psychological processes in evaluating actions or inactions as norm conforming or norm-deviating
actions. This is consistent with Kitayama’s (2002) admission that cultural context subtly but
powerfully can shape human behaviour and experience. What may be considered a normal way of
expression in one culture may be viewed as abnormal in another culture. The same acts can be

viewed differently by people according to their cultural orientation (Strandell, 2017).

Due to this ongoing contention regarding what constitutes culture, scholars have cautioned that
researchers must consider the overall property of the concept of culture (e.g., Tsui et al., 2007)

since individuals’ cultural orientations are derived from host countries or specific groups (Vogel

etal., 2015). Thus, cult eptions of its inhabitants
and, therefore, shapes tl ST idudl ' in 2 Itural values (Hofstede,

1980; Triandis, 1994) ‘ . S r ividug organisations within a

Triandis, 1995; Viama ; he at some people may not

share in the dominant v or organisation (Khatri,

2009).
In essence, the underst ots | re rodor "v, Jurkheim (Lukes, 1982)
called the social facts, w _ ined as art al or mau facts and associated online

cognitive respons@n_lake up f

(Hallowell, 1955) 1 in partlcﬁn éﬁ ma,.2002, p. 90).. These-soCi
Rl PROCEDAMUS

practices, interpersonal rituals and discourses, styles-of corrversatlon and social institutions, tend

s involving daily routines,

to make each society and culture different and unique (Kitayama, 2002). They are widely shared

consciously, subconsciously or unconsciously in any given society or culture that engage in them.
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Sometimes, individuals seldom think explicitly about them (Kitayama, 2002) but they implicitly
undergird their actions and inactions in one way or the other. It has been argued that the global
environment tends to create a new collective and impersonal identity leading to the formation of
global consciousness which influences a person's identity (Erez & Gati, 2004). Consequently, a
global identity emerges which suggests that people tend to develop a sense of belongingness to a
global culture, by adopting practices, styles, and information that are part of the worldwide culture
(Arnett, 2002). Nonetheless, it must be noted that people still hold their local identity as well in
the global culture because of their socialization into their local culture, thus holding a bi-cultural

identity (Arnett, 2002). The ability to simultaneously maintain these two types of identity depends

on the similarity betwes the local and the global

cultures strengthens the ati, 2004).

Extant studies have sho connected with features

of the environment, na d'belief systems and norms
that govern the work s dt et al., 2010). Again,
culture can be very i ee reacts or responds to
work processes that ectiveness, and overall
organisational perform: ] to influence workplace

deviance (Miles, Borma 20( s that culture affects the

degree to which @a def hical behavi

behaviours). u — JER—
—J INTEGRI PROCEDAMUS

Some scholars have stated that work ethics-tend-to-be weak in a high power distance culture

workplace deviant

(Nasierowski & Mikula, 1998) and that people from high power distance cultures relative to low

power distance individuals are more likely to view a questionable business practice as more ethical.
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This is because superiors are insulated from justifying their actions and inactions to their
subordinates because of the general belief and acceptance of hierarchical order upheld in that
culture. And this absolves them from any wrongdoings in the organisation (Khatri & Tsang, 2003).
Again, because of their higher status and power, they escape potential challenges that may arise
from employees voicing their discontent, displeasure, or questioning leader misbehaviour
(Hofstede, 2001). As a result, other employees may consider such behaviours as an endorsement
of such misbehaviours by leaders in the workplace. Khatri (2009) avers that, individuals in a high-
power distance culture tend to live with institutionalised injustice and consider hierarchical order

to be normal and even desirable and accept the inequalities of power thereby perpetuating

undesirable workplace hierarchies play part in

corruption (La Porta et

The intensification of g usinesses across distant
localities has made it necesss o | : 'influ al'values on individuals, groups
and organisational life . Hofstede (1991, p. 9)
definition of culture as 1guishes the members of
one group or category level phenomenon, and
values are a defining reguras (2014, p. 1203)

consider values as “br¢ > and undesirable in an

environment and n@nc Nt

national/societal 1?;76 . : . L ;
Sl

Several models have been proposed in understanding cultural differences which help define

organisational, or

patterns of basic problems and consequences as well as the functioning of human groups and

individuals (Myers & Tan, 2002; Shi & Wang, 2011). Few notable ones are the Hofstede Model
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(Hofstede 2001, Hofstede & Hofstede, 2005; Hofstede, 2007), studies by Schwartz and Bilsky
(1987, 1996), Trompenaars (1993), Triandis (1994), Schwartz (2006) theory of cultural value
orientation, GLOBE Model (House et al., 2004) and Sharma’s (2010) personal cultural
orientations, with the Hofstede Model being the most applied and cited in the literature (Mooij &

Hofstede, 2010).

Among these, some have conceptualized cultural values at the societal level such as Hofstede's
(1980) four initial dimensions of the cultural framework which includes individualism-
collectivism, power distance, uncertainty avoidance, and masculinity-femininity, and later added

long-term-short term orientations in 2001, and Schwartz and colleagues' cultural indices. Others

also conceive cultura 1, Gomez, DiStefano,

Noorderhaven, & Wu, conceptualize culture at

both the collective and i from this classification,

other classifications obs d'in extant studies () S an, 2002) take a single-dimensional

view of culture such as High Trust — Low Trust

(Fukuyama, 1995), Idi ochronic — Polychronic

(Lewis, 1992); whilst o ede's five dimensions of

the cultural framewor ividualism-collectivism,

masculinity-femininity, 1980, 2001; Hofstede &

Bond, 1988); Tro rs and of Universalism —

Particularism, Analyzing a@rating, Individualism — Co | Inner-directed —

. N INTECRI PO AL il .
Outer-directed, Time as a sequenceEﬁEJ S on, Achieved Status — Ascribed Status,

and Equality — Hierarchy; and GLOBE Project’s nine dimensions (House et al., 2004).
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It must be noted that Hofstede’s work was not the first systematic study on Cross-Cultural
Research, nonetheless, Hofstede's cultural dimensions succeeded in putting cross-cultural research
at the forefront of international business research (Shi & Wang, 2011). As a result, Hofstede's
influence in the fields of international business and management is indisputable despite several
criticisms levelled against his cultural dimensions. The cultural dimensions developed from the
GLOBE project is considered to be one of the most current studies (Chhokar, Brodbeck & House,
2007) that explore organisational values and cultures (Pramila, 2009). The fact that the GLOBE
study has received less criticism than Hofstede's work can be attributable to it being much more

recent, and therefore researchers have not yet fully analyzed and tested it (Shi & Wang, 2011).

There is therefore no y (Daniels & Greguras,

2014). This study emp d uncertainty avoidance
at the individual level i chaviours of employees.
An overview of the He 1| cultural orientation is

provided in the next sel nder study.

2.5.2 Hofstede’s cultu
Social Psychologist G mework to distinguish
national cultures of cou : employecs tries. Hofstede sought to
understand the impact s of how differences in
cultural orientatio i iV1 als
database of emplq'%

!
than 70 countries and reglonsI| Te%ﬂdgﬁtmgﬁw %e'admlmstered surveys within

subsidiaries of IBM employees across the world by capturing more questions about values. The

survey was undertaken twice around 1968 and around 1972 resulting in a sample size of more than
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116,000 employees of IBM (Shi & Wang, 2011). In the editions of his work since 2001, scores are
listed for 74 countries and regions, partly based on replications and extensions of the IBM study
on different international populations (Shi & Wang, 2011). It is reported that subsequent research
attempts in validating earlier results of Hofstede have drawn on commercial airline pilots and
students in 23 countries, civil service managers in 14 countries, “up-market” consumers in 15

countries and “elites” in 19 countries.

Hofstede developed a model that identifies four primary cultural dimensions to assist in
differentiating cultures, from the initial results and later additions, namely, Power Distance (PD) -

the extent to which the less powerful members of organisations and institutions (like the family)

accept and expect that ality (more versus less)

but is defined from bg s level of inequality is
endorsed by the follow - on the one side versus
its opposite, collectivist e integrated into groups.
The word "collectivis to the group, not to the
state; Masculinity (MA efers to the assignment
of roles among the ge a range of solutions are
found. The assertive p ' pole called "feminine";

and Uncertainty Avoid nce for uncertainty and

ambiguity; it ulti

r@eﬁfe 0 T
programs its memﬁbers 0 @ r uncomfortable or comfortak
INTEGR| PROCEDAMUS

Hofstede (2001) added a fifth dimension after condueting an additional international study with a

survey instrument developed with Chinese employees and managers. This dimension, based on

Confucian dynamism, is termed Long-Term Orientation (LTO) and was applied to 23 countries.
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Long-term orientation (LTO) - versus its variant short-term orientation (STO). It can be said to
deal with Virtue regardless of Truth. Values associated with Long Term Orientation are thrift and
perseverance; values associated with Short Term Orientation are respected for tradition, fulfilling
social obligations, and protecting one's "face". Both the positively and the negatively rated values
of this dimension are found in the teachings of Confucius, the most influential Chinese philosopher
who lived around 500 B.C.; however, the dimension also applies to countries without a Confucian
heritage (http://www.geert-hofstede.com/). These five Hofstede Dimensions are found to correlate
with another country, cultural, and religious paradigms (Shi & Wang, 2011). Hofstede's work was

updated and expanded in 1991, 2001, and 2005 and has continued to receive widespread citation

and application by ma g, 2011) especially in

psychology, sociology, ross-cultural studies as
observed in extant rese management (Devinney
et al., 2016; Schwau"tz,‘L aard, 1994; Steenkamp,

2001; cited in Soares,

One advantage of Hofs he most comprehensive

and reliable in terms of ofstede’s (1980, 2001)
renowned five-dimens ngly dominant metric of
culture (Yoo, Donthu, & s Capra g & Caligiuri, 2015). This

1S because Hofste

culture developed throug ' es of research in cross-cult 1€s. Second Hofstede's

—t] |
dimensions were empirically dgggﬁmnﬂlﬂw&gm*iu@d a survey of about 116,000

IBM employees in 66 countries, excluding then-communist and Third World countries, unlike

other dimensions that were conceptually developed (Yoo et al., 2011). Also, the overwhelming
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adoption of Hofstede's dimensions of culture is attributable to the large number of countries that
were involved and the simplicity of his dimensions, which are considered forthright and attractive
to both academic researchers and business people (Mooij & Hofstede, 2010). Finally, social
sciences and cross-cultural studies have overwhelmingly replicated Hofstede’s typology and found
it to be the most important theory of culture types (Chandy & Williams, 1994; Sendergaard, 1994;
Taras et al., 2011, Taras et al, 2010; Yoo et al., 2011). For instance, according to the Social Science
Citation Index, a total of 2,700 refereed journal articles cited Hofstede's work (Hofstede, 2001).
Finally, scholars have been able to find meaningful relationships between national culture and

relevant economic, political or legal, demographic, and geographic indicators of society upon

employing Hofstede's ¢ h reiterating Fernandez

et al., (1997, p. 43-44 as been considered "a

watershed conceptual f

individualism-collecti ‘L ‘ ‘ i ‘ ention (Triandis, 1995;

earch endeavours”. The

Khatri, 2009; Smith, 2(

current study (Rosa do

Apart from the widely led to its adoption in the
g-Heon, Deng & Srite,
2017), there is also the , was represented in the
ana in its study regions

Ethiopia, Kenya,

i%eria, Sierra Leone

-l"

(West African subreglon) Were 1nEﬁB‘nF tﬂ%ﬁl%rg‘%g?nmes However the GLOBE

project included eight countries from Africa including Egypt, Morocco, Namibia, Nigeria, South

Africa (Black Sample) and South Africa (White Sample), Zambia and Zimbabwe (Shi & Wang,
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2011). From the Hofstede model, Ghana scores 80 on PD, 15 on IND, 40 on MAS, 65 on UAI,
and 4 on LTO (http//: www.geert-hofstede.com, 2019). This implies that Ghana is considered a
high power distance society in which the people accept a hierarchical order in which everybody
has a place and which needs no further justification; a collectivist society where people belong to
'in groups' that provide for them in exchange for loyalty; a relatively feminine society where the
focus is on "working to live", managers try to achieve consensus, people value equality, solidarity
and quality in their working lives; a high-risk averse society where people express a preference for
avoiding uncertainty; and finally, Ghanaian people prefer thinking normatively by showing great

respect for traditions.

Additionally, it has b ces (Aycan, Kanungo,

Mendonca, Yu, Deller, al., (2006) and Dimitrov
(2014) report that 2d in human resource
management research and evel of analysis. It must
however be noted that | s as the main effects in
their application (Dim be simple and intuitive
in its application and re 1ese cultural dimensions
as well as encourages q rkman, Lowe, & Gibson,

2006; Dimitrov, 2014). C

differences as it fowt &

& Xu,2018). £ . ___IE
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The study, therefore, employs four dimensions-of Hofstede's framework including power distance,

apturing national cultural

fSong, Montabon,

individualistic, collectivistic and uncertainty avoidance orientations. These are relied upon for

some reasons: First, individualism (IND) and collectivism (COL) have received wider research
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attention both as a predictor and moderator in management, cross-cultural and sociological
research and has been validated by extant studies (Dimitrov, 2014; Khatri, 2009; Sharma, 2010;
Taras et al., 2010; Yoo et al., 2011) but has not been adequately explored in workplace deviance
research. Hence, IND-COL is employed to ascertain its influence on employees' commission of
destructive workplace deviance. Second, power distance is employed because it stresses
hierarchical arrangement in organisations and that leadership has been noted to be critical to
ameliorating undesirable workplace behaviours. Given that, power distance which described the
degree of acceptance of inequality or equality in the organisation is employed to ascertain its

impacts on workplace deviant behaviours of employees (Dimitrov, 2014; Rosa dos Reis, Ferreira,

Santos & Serra, 2013). onse to recent calls that

it affects workplace bel irkman, & Steel, 2010).

Given that workplace ely to consider the risk

associated with desisti ay affect how employees
of multicultural setti and ultimately inform
employees' tendency to pter describes how each
of the dimensions iden deviance as well as how
different cultural orien ies in influencing work

outcomes such as workp

Criticism of Hofs@timl framewe
“ i, — ——

Despite Hofstede's-(_l_QSO,LgOQﬂ mmaﬁdﬁﬁsﬁm&

values in the context of organisational behaviour, some scholars have criticized Hofstede's scales

on methodological grounds. For instance, it is criticized for its lack of correlation among items

(for example, combining unrelated items under a cultural dimension and connecting unrelated
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items to a composite scale (Prasongsukarn, 2009; Robinson, 1983). Also, the items have been
criticized for possibly capitalizing on statistical chance due to the small sample size (the number

of data points being equal to the number of countries included (Prasongsukarn, 2009).

Again, Hofstede’s model is criticized for laying great emphasis on values rather than beliefs and
behavioural patterns and practices. Thus, it focuses on values which are the middle level on the
continuum between visible and invisible elements of culture to the neglect of the visible and
external elements of culture consisting of behaviours and practices (House et al., 2004; Erez &

Gati, 2004).

Additionally, it does not consider the basic assumptions expressed in beliefs regarding human
ein, 1992). Even though
Hofstede's items that is y different item format,
by addressing both va people who cooperate
well with one anothey our experience, do the
following problems o >r than practices which
distinguish Hofstede's | e C ‘ oject since project focuses largely

on behaviours and prac

Another criticism stem ple even from the same

society. Hofstede model 1s a particular society share in

—

the general values nsensus view. He

bases his theory (u)n-t.his roAelr to distinguish.soc T- g8y al dimensions. However,
NYEGRT PHOCEDAMUS.

theoretical and empirical evidence point; out that there is a within-country or within-society
difference in national cultural values. Given that people have been found to exhibit differences in

value priorities even among people from the same society, it stands to reason that all people do not
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share in the values priorities of the society in which they belong (Leung & Morris, 2015; Fischer
& Schwartz, 2011; Oyserman et al., 2002; Schwartz, 2006). In particular, the rigorous review by
Oyserman and colleagues (2002) found significant differences that people within the same
nationality or country hold about individualism and collectivism cultural dimension proposed by
Hofstede. Fischer and Schwartz (2011) review confirm this finding. Again, despite the general
recognition that values priorities, beliefs and practices tend to be relatively enduring (Taras et al.,

2009), some undergo rapid changes due to rapid social change in society (Leung & Morris, 2015).

Additionally, Hofstede’s theory is criticized for the conceptual basis for its culture dimensions
(Schwartz, 2006), cultural bias (McSweeney, 2002; Hofstede, 2002), and the measurement

properties of his scales at only 13 of 115 alpha

coefficients exceeded e and only 22 of 115

exceeded .60, in 23 nat cerns regarding the uni-
organisational design, “small" samples  represe some  cou s resulting from uneven
distribution of sample ¢ IBM, and the age of the
data which largely im ‘ ' earch (Taras, Steel, &

Kirkman, 2011).
Individual-level cultura

Some research studies have e individ L ( er distance and uncertainty

avoidance orientat [ t the nationa 2I"to the indivi

Moon, 2011; Triandis & b, 2002 Friandis, 1995 Wang etal, 201

of Hofstede’s value dimensions differ sigr-liﬁcanflygﬁe&veen individuals within a specific society

with -thé finding that each

(Clugston et al., 2000; Kirkman & Shapiro, 2001). Taras, Steel, and Kirkman, (2011) contend that

it would be best to directly assess the cultural values of each individual in the group instead of
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relying on any sort of national average. Some researchers employ the concepts ‘idiocentrism’ and
‘allocentrism’ (Wasti, 2003a) or ‘individualistic’ and ‘collectivistic’ values (Ramamoorthy &
Carroll, 1998; Ramamoorthy & Flood, 2004) when measuring Hofstede’s country-level

individualism and collectivism at the individual level (Kalemci et al., 2019).

Similarly, Fischer and Schwartz (2011) demonstrated that values vary much more within countries
than between countries. Also, Kirkman, Lowe and Gibson (2006) found that large number of
studies have examined these values at the micro level than at the macro level. As a result, the
authors argue that individual-level measurement of culture "... is more analytically superior which

can allow researchers to support claims that count

differences are due, in fact, to cultural values"
(Kirkman et al., 2006 ceived some criticisms
(McSweeney, 2002; B Dyserman et al., 2002a;
Sharma, 2010). In pa ; : bi ( ultural framework was
developed to measure n ack rigour when employed
to measure individual s are conceptually and
empirically quite diffe lized and measured by
others because all the ci haracteristics" (Sharma,

2010, p. 787).

Despite these criticisms, inue loy. i dual level of analysis in

understanding the @d ng outcomes of employcc . t al a
| 2
For example, Taras et al.l%'-ﬁﬁgﬁs orted 1 e ole §ghdlar's total citation
N TR PROGEDAMUS

count for various editions of Hofstede's cultural framework was more than twenty thousand. Also,
Yoo et al., (2011) acknowledge that Hofstede's cultural dimensions have gained general wide

application and general acceptance as an individual-level metric of cultural orientations. This line
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of reasoning is shared by other scholars, too (Bearden, Money, & Nevins, 2006; Blodgett, Bakir,
& Rose, 2008; Kirkman et al., 2006) although there is a recognition that individual-level
application of Hofstede's dimension is fraught with insufficient validity and hence unsuitable
(Hofstede, 2011; Hofstede et al., 2008). Also, Hofstede's cultural dimensions have received
widespread applications in research on a wide range of organisational and national issues,
including leadership, teamwork, justice, communication, ethics, satisfaction, commitment, foreign
market entry modes, international trade, and individual, company and national performance at the

individual level of analysis (Taras et al., 2011; Vaiman & Brewster, 2014).

Again, the scores on Hofstede dimensions represent relative positions concerning other countries

rather than an absolu t in a change in these
dimensions (Afrifa & ( ¢ Tt ” ; o that scholars continue
to depend on it for it onvenience and limited
availability of alternativ widespread replication and
validation in several s ptance and applications
(Galego-Alvarez & O and Brewster (2014)
acknowledge the diffic ies as a good proxy for
measuring culture, they d due to convenience in
researching and explai . This study, therefore,

follows extant studi

2003; Triandis, 1995) in emplo’yng%BdelEI lﬁﬁg%e 'COHeCtl.;IStIC power distance

and uncertainty avoidance orientations in this investigation to determine their effects on

2012; Taras et alu, 2011; @ql 2011; Sharma 2010 Ramamo ¥ thy & Flood, 2004; Wasti,

employees’ workplace deviant behaviours at the workplace.
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2.6.0 Sharma’s personal cultural orientation (PCO)

Sharma (2010) views personal cultural orientations to consist of shared cultural values and normes,
as well as personal beliefs based on unique individual experiences, which shows a conceptual link
between national level and individual level cultural values based on theoretical reasons (Oyserman
et al. 2002a). Piyush Sharma (2010) sought to fill a gap observed in both cross-cultural and
consumer behaviour literature expressed in the overwhelming reliance on Hofstede's national

cultural dimensions in measuring personal cultural orientations.

Sharma (2010) proposes a multi-dimensional structure for Hofstede’s five cultural factors, using
the dimensions independence (IND) and interdependence (INT) for INDCOL, power (POW) and

v (GEQ) for MAS, risk

social inequality (IEQ ‘
aversion (RSK) and a on (TRD) and prudence

(PRU) for LTO to re ons. Unfortunately, the

|
|
|
|
)

attempt could be described, at best, as practical similarity with

Hofstede's framework drawn from Hofstede's
national cultural dime op conceptually distinct
and empirically differe sales tha ; ividual-lev , orientations better than

Hofstede's dimensions. c inued increa ‘ n of Hofstede's cultural

dimensions at the indiv

Cultural Orientati()@f;é SCAa 1 S 1S COom “‘_.I,_-_- discriminant,
nomological, and predicti i ity in the study that drew on arsamy ] I44 adult shoppers
o S ‘  e D n——C o & : ——
consisting of both locals and %&LE@E@&H%&Q@%?&H over Hong Kong by a team

of trained undergraduate students.

structure of the personal
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For purposes of the current study, only six of Sharma’s (2010) dimensions of personal cultural
orientation is provided to illustrate Hofstede’s (2001) cultural dimensions of individualism,
collectivism, power distance and uncertainty avoidance orientations. Sharma uses independence-
interdependence to depict Hofstede’s individualism-collectivism scale; power-social inequality to
represent power distance of the cultural framework proposed by Hofstede; risk aversion-ambiguity
intolerance to depict Hofstede’s uncertainty avoidance orientation. Sharma (2010, p. 790) defines
independence “as a personal cultural orientation associated with acting independently, a strong
self-concept, a sense of freedom, autonomy, and personal achievement; and interdependence as a

personal cultural orientation associated with acting as a part of one or more in-groups, a strong

group identity, a sense

own individual goals, 3

Uncertainty avoidance defined as the extent to

which individuals feel ~1997; Keh & Sun 2008);
and intolerance of amb cel uncomfortable when
faced with ambiguity (d es these constructs with
four items each includ outine way of life to an
unpredictable one full -taker, and I do not like

taking too many chance aking amis i sion; and I find it difficult

to function witho@1 ectiol | - o ctions to broad

guidelines, I tend to ge a\'@uasily when I don't know an ou ' feﬂel stressed when I
— | ‘ T - L‘_.__i__L_ :—d-l_“ l B

cannot predict consequences, .'ﬁ!(l)r IEQB!AE aﬂgﬁg Q@%}gﬂb 5--

Sharma (2010) conceives power (POW) as representing the extent to which individuals accept

differences in the power wielded by various members in any organisation; and social inequality
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(IEQ) as representing the degree of inequality among people in a society in which the individual
accepts as normal (Taras et al. 2009). Thus, power describes how people relate to authority,
whereas social inequality is concerned with Schwartz's (2006) hierarchy vs. egalitarianism.
Sharma (2010) measures these constructs with four items each including; I easily conform to the
wishes of someone in a higher position than mine, it is difficult for me to refuse a request if
someone senior asks me, I tend to follow orders without asking any questions, and I find it hard to
disagree with authority figures, for power construct; and a person’s social status reflects his or her
place in the society, it is important for everyone to know their rightful place in the society, It is

difficult to interact with people from different social status than mine, and Unequal treatment for

different people is an ag A ‘ in€ onstruct.

It must be noted that S m prior individual-level

measures of cultural v 988) horizontal-vertical
individualism-collectivis dependent and interdepende se struals (Markus & Kitayama,
1991), and Triandis et entric (based on COL).
Sharma's (2010) categc ent from existing scales
measuring cultural orie edit is given to Sharma
for his explicit goal of s cultural values at the
individual level. Unlike,
or institutional ambition to mes he s
reduce societal ley% he individﬁél level to enable re

—T

theoretical challen;egassmoci‘a!:gdr‘%ﬁﬁ!ng B%ﬁ_g&ws%m

analysis.

cloped with the structural

arma attempts to

s to avc:id conceptual and

ol

at thué individual level of
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One considers Sharma's (2010) personal cultural orientation scale as furthering cross-cultural
research at best by helping to distinguish cultures across space and time. It is given this that there
has been growing application of Hofstede's national culture dimension at the individual level
(Birgelen et al., 2002; Laroche et al., 2004; Sivakumar & Nakata, 2001; Steenkamp, Hofstede &
Wedel, 1999) whilst other scholars tend to adapt few items from Hofstede’s original scales to
measure cultural dimensions at the individual level of analysis (e.g., Donthu & Yoo, 1998; Yoo &

Donthu, 2005; Erdem, Swait & Valenzuela, 2006; Lee & Lim, 2008).

In summary, the review above has shown that the current study measures employee cultural

orientations at the individual level using both Hofstede’s and Sharm’s insights to achieve the

research objectives. Ta current study. The next

chapter discusses empi
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CHAPTER THREE
REVIEW OF RELEVANT EMPIRICAL LITERATURE AND CONCEPTUAL

FRAMEWORK

3.0 Introduction

This chapter highlights the empirical literature on the relationship between employee cultural
orientation and workplace deviance as well as showing, the moderating effects of perceived
organisational support, perceived ethical leadership and employee commitment in the relationship
between employee cultural orientation and workplace deviance. Additionally, a conceptual

framework showing the hypothesized relationships among. the variables of study is presented

together with the state vas developed showing

relationships among c¢ ect to testing from the

empirical data is preser

3.1.0 Individualistic-c
Individualism and cao en widely studied in
organisational researc ndicated earlier. Ofthe
six cultural dimensio d that collectivism and
individualism portray can cultures are more

collectivistic with high pov

_dD
differentiate 1nd1vrdua.ls consi pmflﬁ %Eﬁimﬁl

collectivistic orientations imply 'people takmg care of themselves and their immediate family only’

e more individualistic with

low power distanc

are employed to

01 9)-.-'Iﬂndividualistic and

versus ‘people belonging to in-groups that look after them in exchange for loyalty’ (Parker et al.,

2009). It must be noted that recent research evidence has shown that individualism and
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collectivism are orthogonal dimensions rather than being conceptualized as bipolar dimensions by
earlier studies with the assumption that the values, goals, and self-construal related with the two
constructs were incompatible (Coon & Kemmelmeier, 2001). This suggests that one can be high
(or low) in both individualistic and collectivistic orientations without contradiction (Coon &

Kemmelmeier, 2001). Hence, they are considered separate constructs in the current study.
Individualistic Cultural Orientation and WDBs

Generally, in individualistic cultural orientation, an individual’s identity is located in the person.
People tend to be "I-conscious", and self-actualization is important. Persons who hold

their values are binding

individualistic cultural
ral values with explicit
ations emphasize short-
term relationships, acc 101 , mulation. They are less
willing to view confron o supports conflict with
the out-group. They m¢ praise their ability, but
they make external attr al causes. Hence, people
with individualistic ori sts over the importance

of the group's interests 1ew inte i frast with group interests

since they are preoccupiee

their personal goal@?_ableshem opla cater p
|
and a sense of personal un 20105 gt
. Ii:“m“é%ﬁi“b AGCEOA!

et al., 2012). i &
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Also, such persons stress personal outcomes and value competitiveness, risk-taking, and
achievement (Eisenhardt & Tabrizi, 1995; Li, Griffin, Yue, & Zhao, 2013). Again, they are more
likely to perceive functional heterogeneity as a good feature that improves group effectiveness
(Sosik & Jung, 2002). Kim and Markus (1999) suggested that uniqueness can be seen as a form of
deviance by persons who hold collectivistic orientation beliefs. Also, unlike conformity which is
considered a harmonious living in more collectivistic cultural orientations, conformity to in-group
may be considered deviance by people with individualistic cultural value orientation consistent
with propositions of groupthink by Janis (1991). Because they emphasize short term relationships,

they are less likely to be engrossed in meeting social or collective demands which may drive them

to engage in behaviou heir incessant desire to

stand out, persons wi ) engage in risk-taking
behaviours with the int ion which may result in
organisational deviant support for a positive
relationship between c rporate firm-level risk-
taking behaviours (Grif ) study which draws on
a sample of firms fror vidualism is positively

associated with disclos Josure.

Also, individualistic cul ation unlike collectivistic

values that empha@era 101

Social competition emphﬂ@y 1nd1v1duahstlc Values enc

time in work-related activities (Blllmgt%%vastava‘smn & Brew, 2014) such as

coming to work early, avoiding behaviours such as sabotage although may be aggressive in

in organisations.

employees to spend more

meeting organisational objectives to improve their status. In contrast, individuals with
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collectivistic cultural values are less concerned with competition and unique accomplishment and
may be discouraged in spending more time in work-related activities but spend more time directed
at collective duties in the home. Rather than engaging in citizenship behaviours, they tend to show
a predisposition to using work-related resources in meeting collective obligations outside the work
because of their attachment to maintaining in-group harmony (Syed, Arain, Schalk, & Freese,
2015). Comparing individuals with collectivistic orientation, individuals with individualistic or
independent orientations are less likely to engage in behaviours such as taking time off without
permission, coming to work late, and taking company resources to meet social obligations etc.

Given their self-interest and achievement orientation, such people are more likely to engage in

behaviours that may e st, gain social power or

make management see eing more at heart than
others or thinks abou supervisor praise and

positive recommendati

Concerning questionab own how culture affects

the questionable beha mple, Swaidan (2012)
investigated how the | portrays impacts the
likelihood of the indiv questionable or dubious
activities. The result sha ‘ ctivism dimension reject

dubious choices o 1t1es more" e scale (Swaidan,

2012). This ﬁndlmg suggeﬂ individuals who tend to] be e i 1V1duahﬂst1c or are part of
T

individualist societies tend to be morﬁ*)lﬁ;ﬂgg&lg% gl&atct1v1t1es than those who are

collectivist or hold a collectivistic orientation. A meta-analysis by Grijalva and Newman (2015)

on narcissism and counterproductive work behaviour (CWB) found only narcissism as the dark
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triad trait for which culture moderated the relationship with CWB, such that narcissists executed
less counterproductive behaviour in collectivist relative to individualist cultures.

More so, conception of the self among individuals with individualistic orientation might be
misinterpreted by individuals with collectivistic orientation as egoistic and relishing uniqueness
and self-centeredness making it difficult to work with them. Persistent view of individuals with an
individualistic orientation by others with collectivistic orientation in this light may engender
feelings of withdrawal behaviours especially in task performance relating to teams and workgroups
in the organisation. Similarly, individuals with individualistic orientation might exhibit withdrawal

behaviours when working with people with collectivistic values as employees with individualistic

orientation are more lik

emphasis on relationsh

success capacities and

entation as placing more
undermine individual
vidualistic orientations
(Kalemci et al., 2019).
Individualistic values p threat to accomplishing
personal. Even though | in groups as a means to
increase group efficien ew heterogeneity within
groups as sources of ¢ with task execution, and
subsequently affect pe employees with high
_ nisat_igns because of their

-

Jemonstrate OCBs

i
to-work processes over

relationship-based work activities. Jang, Shen, Ailen, and Zhang (2018) found partial support for

the proposition that individualism-collectivism moderated relationships between job control and
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strain. This implies that relationships were stronger in more individualistic rather than collectivistic
cultures with significant cross-level interaction for turnover intentions but not for job satisfaction.
This, further, suggests that the relationship was higher rather than lower in more individualistic
cultures than collectivistic cultures. Yet the authors failed to find support for individualism-
collectivism moderating the relationship between participation in decision making (PDM) and
strain. It must be pointed out that the study measured cultural orientations at the societal level

rather than adopting individual-level analysis.

Differential cultural orientations may heighten WDBs among individuals in the organisation as

one belonging to individualist or independent orientation may view those in interdependent

orientation as lazy a m their group through

competitive acts of acce 05). Unlike persons with
collectivistic orientatic e group, persons with
individualistic orientatio esult, individualists tend
to engage in both i ore coworkers who share
collectivistic orientatic tions of individualistic
relates to workplace relationship between
individualistic orientat As a result, the current
study hypothesizes that:
Hypothesis la: In . Jistic orienta on (I i 3 : i) ‘lrvith interpersonal
deviant behavzoufp '

Hypothesis 1b: Indlvzduallstlc Eﬁmtﬁrﬁwlatgwgly re‘la-té's negatively with

organisational deviant behaviours
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Collectivistic Cultural Orientation and WDBs

Generally, persons who hold collectivistic cultural orientation values are guided by "we-
consciousness". They derive their identity from the social system to which they belong, and
avoiding loss of face is considered key aspect of their personality (de Mooij & Hofstede, 2011;
Hofstede, 2001; Triandis, 1995). They embrace high-context communication cultural values with
an indirect style of communication (de Mooij & Hofstede, 2011). Persons with collectivistic
cultural values view the self as an interdependent entity that is part of an encompassing social
relationship (Sharma, 2010). Individual behaviour tends to be context-bound, that is, individual
behaviour varies from situation to situation and from time to time (Markus & Kitayama, 1991;

Triandis, 1989). Unlike >rson has to develop an

'identity that enables t groups, in collectivistic

cultural value orientati ent of dependency needs
in complex familial hie g like others, not being
different' (Gotz et al., 2 le's ideal features differ

with social roles, and ¢ 009).

Research has identified entity is connected with

membership to various nbce : ooals to group goals and

usually sacrifice personal c at ent, ofdl ation of group interests if

conflict ensues bet@r_sonal interests's nterests; third members submit to social

u -

norms, duties and obligations, arIEIEV ral-guideline; and fina
. NTEGAT PROGEDAN

on harmonious social relationships within the 1-group sometimes to the detriment of one's task

achievement (Chung & Moon, 2011; Hofstede, 2011; Markus & Kitayama, 1991; Oyserman,

Spike & Lee, 2008; Parsons, 1950). Consistently, individuals with collectivistic orientation tend
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to regard themselves as highly interdependent with the in-group (Oyserman et al., 2002; Sharma,
2010; Triandis, 1995) which enable them undertake more cooperative behaviours toward the
group’s interest (Hofstede, 2010; Kalemci et al., 2019; Oyserman et al., 2008; Taras et al., 2011).
Hence, individuals with collectivistic orientation are oriented towards a strong sense of in-group
solidarity. Consequently, they tend to emphasize long-term relationships, conformity, security, and

tradition (Hofstede, 2011; Matondo, 2012; Ollier-Malaterre & Foucault, 2017).

Also, employees with collectivistic cultural values are socialized into the belief that work brings
honour to the family by demonstrating self-sacrifice for the well-being of the family (Galovan et

al., 2010). Accordingl

oer family ties associated with collectivistic values may be
extended to interrupt ork conflict (Allen et al.,
2015). These interrupt ‘ ] o ! gations using company
hours, taking compan 7 ions, lateness to work,
absenteeism etc. which ; 000). Further, the in-group
harmony emphasized i / atior ‘ he direct expression of
feelings, sentiments, an in-group members even
if such behaviours cont cover up for in-group
members who may sla stic cultural orientation,
individuals can rely on t ‘ home duties whilst away
at work, it makes i pos51

is in a difficult sfupatlon t@
.I

in meeting such obhgatlons even 1F 1tGmaiLF ME}CQMraryto orgamsatlonal expectations.

On the contrary, in individualistic cultures, employees receive less tangible support from their

fs even where one

t pos31b1e Yet, 1nd1v1duals ar likely t(i go the extra mile

smaller nuclear families and for that reason may decline obligations that stem from extended
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family members. They are less likely to experience strain and the pressure of meeting obligations

tied to the extended family.

The findings of Chung and Moon (2011) is worth mentioning. The researchers observed that
individuals with high collectivistic or interdependent orientations tend to engage in behaviours that
will help meet interdependent social obligations such as shirking of responsibilities, attending to
work duties late, taking time off work to attend to social obligations without authorization, or even
taking organisational resources to support social obligations without permission. Collectivistic
orientation emphasizes relationship-based working relationships in the working environment over

task-based and calculative working relationships which are stressed among individualists (Kalemci

et al., 2019). Individuz relationships, stronger
freedom and less supel i [ s inclined rsonal accomplishment
consistent with the ass 7 as separate from others
(Hofstede, 2001, 201 1; VE ewski et al., 2017).
Drawing on work-fam bserved that employees
with collectivistic cul conflict and less work-
to-family conflict than 5; Galovan et al., 2010;
Ng & Feldman, 2014; | the tensions associated
with meeting family or g ‘

the work setting w

Further, collect1v1s.t_10 and%l&

experience at the workplace. For 1nstance Jangetal;; (2018) argue that societal individualism-
collectivism and uncertainty avoidance may affect individual-level job resource—strain

relationships in a culture. The authors continue, "societal individualism-collectivism and
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uncertainty avoidance may either influence the importance of resources generally (i.e., resources
have a stronger impact on reducing strain in more stressful, individualistic cultures and higher
uncertainty avoidance cultures) or may affect the value, use, or effectiveness of specific types of
resources (i.e., individual vs. group preference-oriented, greater impact of uncertainty-reducing
resources) in combating strain within a culture, leading to stronger job resource—strain

relationships for certain job resources in specific cultural contexts" (p. 508).

Since collectivists emphasize a harmonious relationship with a strong attachment to people, they
share in-group membership with, and they do not prefer to stand out in a competitive relationship

with other members for achievement, they are more likely to work in a cooperative relationship

with coworkers and th 1ce of tasks rather than

individualized success al norms and values but

also group norms and ¥ igation to preserve and

protect group norms in’

Where there is a conflic ] values and group goals

and values, collectivist rong attachment, which
ns with individualistic

orientation driven to se ( ' n g ] s are likely to engage in

interpersonal deviance ] v indi entations. It is therefore

expected that coll@g orietatlo la > place deviance, -
relationship between colle Egﬁuml—%en i :
< INTECH PROCEDA

Dimensions). As a result, the current study hypothesizes that: 7

Hypothesis 2a: Collectivistic orientation (COL) significantly relates positively with interpersonal
deviant behaviours

104



University of Ghana http://ugspace.ug.edu.gh

Hypothesis 2b: Collectivistic orientation (COL) significantly relates negatively with
organisational deviant behaviours

3.1.2 Power distance orientation (PDO) and WDBs

Power distance orientation (PDO) is perhaps an important dimension as individualism-
collectivism in terms of how it influences employee behaviours and organisational structures and
processes. Power distance is significant given that power is a cornerstone to all relationships in
organisations and tends to affect varied aspects of organisational processes and outcomes (Daniels
& Greguras, 2014). Yet, it has attracted relatively much less attention (Khatri, 2009). It is given
this that some scholars have submitted that there is a paucity of studies that examine PDO at the

organisational level of analysis (Khatei, 200 essentially depicts individuals' values and

attitudes about power ii osely linked to people's

understanding and inte ssment of whether such

behaviour is stressful o

Also, individuals' intery power distance enables

them to decide whethe gether in organisational
settings or a given so awrence and Robinson
(2007), four dimensio and negotiation), force

the supervisor-subordinate

}
=

discrimination, orral;ise du ’?ﬁ&ﬁﬁtﬁﬂ@ﬁ&ﬂ@%ﬁm 201L7-§.- Power distance,

otherwise referred to as hierarchy versus egalitarianism or equality by Schwartz (2006), varies at

High PDO can “res% 1ﬁof the three dimensions ic ch as manipulation,
Y
)

the individual, group, organisational, and societal levels and relates to various criteria across these
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different levels even though power distance is sometimes treated as a homogeneous national value
(Lin et al., 2012; Taras, Kirkman, & Steel, 2010; Yoo, Donthu, & Lenartowicz, 2011). At the
individual level of analysis, some scholars employ constructs such as power and social inequality
(Sharma, 2010), as the former, represents the extent to which individuals accept differences in the
power wielded by various members in any organisation; and the latter represents the degree of
inequality among people in a society in which the individual accepts as normal consistent with

prior studies (Taras et al., 2009).

Organisations are characterized by an unequal distribution of status and power (Hauf & Richter,

2015), which has implications on employees’

behaviours, attitudes and preferences (Hofstede,
2001, 2011; Porath & P yower distance' from the
research done by a Dut (Khatri, 2009). Mulder
(1977) defined power etween a less powerful
individual and a more - OW ¢ other belong to the same

(loosely or tightly knit

Drawing upon Muldet zed dyadic and social-

psychological concept, concept to refer to it as
“the extent to which the sations within a country

expect and accept that pow buted.uf ‘ 28 DO describes the degree to

which individuals,@_or societies 2 ' ities i
i - 1 :
wealth) as unavoidable, legiti lf,é)gﬁmiena sreguras, 2014). For Javidan et al.,
& | PROCEDAMUS”

(2006), PDO represents the extent to which less powerful employees expect and accept that power,
authority, status and material possessions are unequally distributed. The acceptance of inequalities
in power or power differentials shapes views about how individuals with differing levels of power
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should interact (Javidan & House, 2001). It deals with individuals’ beliefs about status, authority,

and power in organisations (Kirkman et al., 2009).

Given the diversity of the multicultural workforce, prior studies have demonstrated that differences
in individuals' acceptance and endorsement of authority, status privileges and power differentials
may affect employee behaviours such as workplace deviance (Hauf & Richter, 2015). Because
perceptions of status and power vary across cultures, they are more likely to yield differential
outcomes among employees in organisations. Accordingly, people who hold high PDO embrace
centralization, formalization, authoritarian rule, tight control, and formal norms, accepting lack of

autonomy and inequalities in power (Yoo et al., 2011). Individuals with high PDO believe that

authority figures shoul ructions and commands

from power holders in O do not perceive many
distinctions based on so & House, 2001). Hence,
PDO may influence ences in degrees of PDO

of employees.

e less likely to perceive
their superiors as abusi de, uncivi ' 1V tive to i duals from cultures that
embrace status equalit s isjbe d ] zing high PDO socialize

members into submitting

such people, supe@}_streatent may | Ay
|

towards superiors who are per t lﬁ-a'b&swe-éK NCi

oh N TEGH] PROCED?

such individuals are less likely to view anotheras1azy, faking illness, or even reporting lateness,

s in the organisation. For

—
ores cirret: llatory behaviours

; Poweret al., 2013). Also,

or the absence of another coworker since such employees prefer saving face and working

cooperatively. They stress relationship-driven more than task-driven in the execution of
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assignments. Unlike individuals from low PDO cultures who prefer to work independently to attain

personal accomplishments over group goals (Fock et al., 2013).

According to Vogel et al., (2015, p. 725), high PDO cultures "legitimize status differences and
supervisor hostility towards subordinates", and low PDO "emphasizes egalitarianism and
respectful supervisory behaviour" (p. 265). In high PDO cultures, everyone has their rightful place
in the social hierarchy. As noted earlier, PDO tends to have a more direct theoretical relationship
to not only leadership reactions but also follower responses than other cultural values (Vogel et
al., 2015). Followers with high PDO values expect more and are more receptive to, one-way, top-

down direction from their leaders. On the contra

, followers with low PDO expect little from their
superiors in terms of di e a top-down approach
from their leaders (Javi l. \ ) ( less likely to be viewed

as lazy for lack of proa they take initiative and

|

show responsiveness to W ch can affect exchange

relationships between ¢ emselves.

Again, PDO affects opriate behaviours. For

instance, Khatri (2009 dividuals define ethical
and unethical behaviou ause leaders or superiors
are insulated from justifyin as. andir he ates because of the general

e — b=,
belief and accepta@_rarchical orde Wdivi ho Itural orientation

u 3
(Khan, 2014), thereby jus fyﬁ}?fﬁ% ehaviour | o es. This is more likely to
4 VTEGH| PROGEDAMUOS Tt

absolve superiors from any wrongdoings in such organisations (Khatri & Tsang, 2003). Further,
because of superiors' higher status in the organisation, they tend to escape potential challenges that

may arise from employees voicing their discontent, displeasure, or questioning leader
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misbehaviour (Hofstede, 2001). This signals to other employees that leaders endorse such
misbehaviours in the workplace. Khatri (2009) avers those individuals with high PDO tend to live
with institutionalized injustice and consider hierarchical order to be normal and even desirable.
They tend to accept the inequalities of power thereby perpetuating undesirable workplace
behaviours. It has been noted that hierarchies play part in corruption (La Porta et al., 1997;

Lambert, 1999).

Accordingly, individuals with high PDO tend to shun insubordination, disagreements, and

sabotaging as they behave submissively to their bosses, unlike those with low PDO, who are likely

to view their superiors as equal, and may engage in disagreements, defy orders of leaders, and are

less likely to submit to t

and paternalistic power

bordination, sabotaging,
and aggressive reactior ely to accept autocratic
ositions rarely question

|

orders and simply follow uch employees are less

likely to question supe ed at them. In contrast,
employees with low PL buted and expect power

relationships to reflect | ‘ Yy, derr | consult: ) €S.

In light of the above, ¢ on both supervisors and

subordinates’ actions they cely to develop long term
ormal fact of life.

Similarly, researc“h,_has 1n% PR D&ﬁﬁ%@1 ampg;gH coworkers in the

organisational setting (Hauf & Richter, 2015; Madlock, 201 23. In particular, Madlock (2012) has

relationship strain loyees who' v

shown that high PDO is associated with the increasing use of negative forms of communication in
the workplace, which can result in interpersonal deviance (Ugwuzor, 2016). The reason for
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individuals with high PDO avoid questioning their superiors, suppress retaliatory tendencies
towards supervisor mistreatments, and do not argue with their bosses for fear of being perceived
as deviant employees is that they view their bosses or leaders to be superior, elite, and deserving
of respect, and reverence to the extent that their instructions require unquestionable obedience
from employees (Kalemci et al., 2019). This therefore can result in less likelihood of such
individuals engaging in WDBs like retaliation and sabotage in reaction to perceived mistreatment

relative to individuals with low PDO (Hofstede, 2001; Khatri, 2009).

Also, individuals with high PDO usually expect their leaders, superiors or managers to
communicate strong directives with little explanation or clarification because they view their

leaders to provide di s might seem laziness,

slacking, and sabotagin PDO employees expect

that always receiving d ziness, thereby eliciting
interpersonal strains su kers with high PDO. PDO
may even affect team 7) argue that supervisor
PDO influences leader d at employees, which
subsequently decrease nd an indirect effect of

PDO on abusive supersy

Consistent with Kirkman:

essentially receive@i_ons from the

u ol
are less likely to embrace a leader's i ction to ine, their sump_t‘idns about work or
IR TEGHT PROCEDAMUS

rethink how their jobs can be performed. Hernce, 1eaders and coworkers who attempt to challenge

mployees with high PDO

.
rees lower in PDO

O ‘-ul.r.u‘:&:Ag

15,

followers or individuals with high PDO and their attitudes to task execution might be met with
suspicion by such followers (Hofstede, 2001; Javidan et al., 2006). This results in the development
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of negative perceptions about such leaders or coworkers. Accordingly, the negative perception
developed may increase the possibility for interpersonal strains, aggression and withdrawal
behaviours among employees who embrace assumptions of high PDO as a worldview at work
which may consequently affect organisational performance. Employees with low PDO who value
independence, self-achievement and taking on challenging tasks may be less motivated in working
with other coworkers with high PDO (Kirkman et al., 2009) which may elicit undesirable

workplace behaviours.

Further, Tepper, Moss, and Duffy (2011) suggest that high PDO and collectivistic cultural values

can be used to encourage subordinates to perform better because people with high PDO revere

their higher status indi ionably to supervisor's

directives. Hence, supe brdinates to supervisors’

wishes and caprices. C are motivated to seek,

| . .
restore and preserve ha ve supervisors (Fatima &

Bashir, 2017). This ve behaviours towards

subordinates on the o abusive behaviours and

aggressive tendencies ¢ bther hand (Priesemuth,

Schminke, Ambrose, & t subordinates who hold

high PDO places greate ently get more benefits if

they are perceived @_iors 0bem _ pliant to,thei eriors (Fatima &
Bashir, 2017). uﬁ J - _IE

~——1_INTEGR| PROCEDAMUS
In consequence, strain relationships may develop between subordinates with low PDO and
managers with high PDO because the latter expect those subordinates to show respect and

reverence to their leaders rather than exhibiting defiance by the former. Where subordinates lack
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managers' support, they become more likely to display aggression and other retaliatory behaviours
to coworkers rather than to their leaders. Low PDO employees are likely to view such actions as
disparaging to their wellbeing and may elicit negative reactions towards other coworkers who
share different cultural value orientations. Conversely, individuals with low PDO are more likely
to view high PDO counterparts with scepticism which may affect their interpersonal relationship
with them. For managers with high PDO, subordinates with low PDO are more likely to speak
their minds, question leader instructions, and are more likely to act before leader directions, which
may engender perceived feelings of inadequacy on the part of the manager (Mourouzidou-Damtsa,

Milidonis, & Stathopoulos, 2019). This is because high PDO aims at saving face, establishing

status hierarchy, and p e in the status hierarchy

(Khatri, 2009), hence r opinions, discontent,
displeasure and disagre siedu (1993) found that,
in a high PDO organisa most always covered up
as long as they remain i dinates' loyalty (Khatri,

2009).

It has also been noted kely to be in control of

organisational activities ho can give them clear
instructions, clarificatio ['he pressure to conform
under low power di f, drive them into

undesirable workplace be : They ‘may experlence hlgll_e ] f stress Hand hence attempt

to engage in actions or acthltles that caﬂ%ﬁﬁ%ﬁgg 10ra’te such workplace stressors,

some of which may be harmful to the organisation (Lazarus, 1995). Meanwhile, studies have

indicated that employees who go through stressful situations become inefficient in the delivery of
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tasks. Thus, an employee under potential stress cannot carry out his duties skillfully and suitably
(Mourouzidou-Damtsa et al., 2019; Hussain & Sia, 2017). This may invite perceived mistreatment
from bosses in the workplace or employees may perceive supervisor confrontation as

mistreatment.

Until recently, empirical studies, to the best of our knowledge, that provide evidence pointing to
the direct effect of PDO at the individual level on WDBs are lacking (Fatima & Bashir, 2017,
Kalemci et al., 2019; Ugrin, Pearson & Nickle, 2018), even though there has been a modest attempt
by some scholars who investigate indirect effects of culture on WDBs such as incivility and

workplace bullying (Wang et al., 2011 rin et al.,

2018) found that online shopping and social
networking were strong PDO. This suggests that
cyberloafing, which is istracts employees from
focusing on their mai 2), is more likely to be
engaged in work settin e with high PDO values.
Unfortunately, there arg untries including Ghana

(Antwi-Boasiako, 2017

On their part, Power et d incivility behaviours,

a milder form of workp a negative relationship

between power distance al chavil i, the wid Ithough PDO is indirectly

but significantly r@_OCB in a stud >United States of ."E erica (USA) and The

People's Repubhc Q,f Chm%ﬁc Kirkmanetal. * g) t the same time, found that
PROCEDARMJE

PDO had a slightly direct negative relationship with organisational citizenship behaviours (OCB).
Yet, an empirical attempt made to show how PDO might relate to destructive workplace

behaviours directly has been underrepresented. It is therefore argued in favour of the need to
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address the prevalence of workplace deviance in organisations given that leadership is critical to
organisational efforts towards ameliorating undesirable work outcomes (Power et al., 2011;

Kirkman et al., 2009).

Some research attempts have been made on the indirect effect of power distance on undesirable
employee behaviours (see Kirkman et al., 2009). These studies offer the opportunity to examine
how differential cultural background affects employee behavioural outcomes since not all
employees react similarly to similar situations at work. Some might react negatively by engaging
in destructive workplace behaviours, whilst others may choose to overlook certain injustices
lace or other factors

experienced at the work outside contextual influences that shape employee

reactions at the workp g, Mao, Wu, and Liu,

(2012), and Khan (201 ployees' perceptions of
(un)fairness of supervi d interactional injustice

of abused employees, a >quently, affect themrbehaviours intheorganisation.

The review above has s ployee outcomes at the

workplace (Kirkman e ster & Ciarocco, 2005),
and the corresponding ¢ ) on workplace deviance
(Barnes, Lucianetti, B & Mackey 2013) invites

empirical attempt to show > deviance. Therefore, this

study tests the hy@}hat power dis enta
deviance (OD), bu,t.,pos1t1ﬁl3ﬁ ﬁ TE&:ﬁUﬂ
IP FIE.'IGE :

Hypothesis 3a: Power distance orientation szgnlf cantly relates positively to interpersonal deviant
behaviours.

tivels | to organisational
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Hypothesis 3b: Power distance orientation significantly relates negatively with organisational
deviant behaviours

3.1.3 Uncertainty avoidance orientation (UAO) and WDBs

Despite research evidence that points out that societies vary in terms of how they are concerned
with certainty and predictability, and the practical consequence of this concern in terms of social
manifestations (Debus, Probst, Konig, & Kleinmann, 2012), UAO has received less research
attention relative to individualistic, collectivistic and power distance orientations in cross-cultural
research, especially, in understanding negative behaviours of employees (Giebels, Oostinga,
Taylor, & Curtis, 2017). Cultural differences can affect mutual understanding and cooperation

negatively because the expectations and norms, that help in sense making become incompatible

and misleading (Giebel y avoidance is noted to

impact individual intere rrett, Butner, & Gornik-

Durose, 1999).

Uncertainty avoidance: on “feels threatened by

uncertain or unknown » of being threatened is
communicated throug , or structured situations
(Kalemci et al., 2019; olerance for uncertainty
which enables them to mbiguities embedded in
everyday life (Hofstede, 2( >S ﬁrmly, whereas one with

Lsure for reduction

weak UAO behav eX stede g
of ambiguity and rl-s]; wit a,| ﬁﬁ&gﬁﬁmﬁn les, strlﬂlctured situations,
whereas low UAO values are associated with a tolerance for ambiguity and propensity to engage

in risk-taking behaviours (Hofstede, 2001). Ambiguous or unpredictable circumstances prompt

anxiety in high UAO employees resulting in increased stress. These rising stress levels can lead
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them to engage in practices or behaviours, of which some might be contrary to organisational

norms, unlike individuals with low UAO values (Hofstede, 1980; Weaver, 2001).

People with high UAO values are less open to change and innovation, and therefore, more likely
to resist change by defying organisational expectations than people with low UAO values. For
example, the introduction of technology that allows employees to cut down time spent on
packaging a product might be interpreted as a measure to downsize employees and may trigger
high uncertainties and, subsequently, result in non-compliant behaviours (Puffer, 1987) towards
the use of the technology. Extant studies have shown that managerial perception of risk and

predisposition to taking risk varies between individuals and societies (Delerue & Simon, 2009; Li

et al., 2013). This imp ce risk preferences and

attitude towards risk ( 2019). People with high
UAO tend to submit wh ent with the anticipation
that they will not incur ow UAO values embrace
equality to power and s tsa et al., 2019; Peretz

et al., 2018).

Also, individuals with ualistic and low power

distance orientations, s who embrace stability
and security. High UAO in o ccsist changeib y display collectivistic and
high-power distan@s_ (Hofstde,' 0( goests that high

lLﬂ;?WrE&mcﬁH&wEhﬁT A A0 alues are embraced in high

high collectivistic and hig

individualistic and low PDO societies. Because employees with low UAO values are risk-takers,
their attempt to achieve personal achievement may result in feelings of increased tensions,
frustrations, and aggression especially when they find it incapable of meeting such personal
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accomplishments that result from uncertainties about expected performance and responsibilities.
This constraint may be interpreted as threats to the achievement of personal goals which they value
in high esteem. This further exacerbates their feelings of frustration, aggression, anger, and
annoyance which may predispose them to high levels of engaging in workplace deviance by
defying orders and instructions of superiors and coworkers. Similarly, people with weak UAO tend
to accept uncertainty with little or none discomfort, easily take risks, and embrace divergent
opinions and behaviours different from their own. They do not need precise and explicit details
including job descriptions, product descriptions, and product use instructions. In contrast, people
with strong UAO need to control the environment, events, and situations, and consistent with

extant research tend orkplace. Uncertainty

avoidance consists of which individuals feel

uncomfortable with tak o which individuals feel

uncomfortable when ca

Triandis (1989, 1990 uncertainty avoidance

through his discussio ose cultures encourage
freedom and deviation promoted and deviation
from those norms is s prefer “predictability,
creativity and diversity
fl avoidance is the

(Triandis, 1989, p.@_sua .

level of risks accepted by ¢, which can be gleaned f;_(_) V phasis ?n rule obedience,
e

MUS
ritual behaviour, and labour moblhgglﬁ)J ﬁﬂ%&% posus that, individuals with high UAO

-l"

values tend to be active, emotional, and embrace security-seeking traits; they also tend to accept

uncertainty without much discomfort and show greater tolerance for opinions and behaviours
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different from their own. In contrast, individuals with lower UAO are contemplative, less
emotional, and risk-takers; and they have a greater need to control the environment, events, and

situations in their personal lives (Sharma, 2010).

Empirical studies have reported the impact of cultural orientation on risk-taking behaviours of
individuals and groups as well as financial decision-making in banks (Li et al., 2013;
Kanagaretnam, Chee Yeow, & Lobo, 2014; Mourouzidou-Damtsa et al., 2019). In particular,
Mourouzidou-Damtsa et al., (2019) found the causal effect of national culture on bank risk taking
using a sample of banks from 70 nations covering all continents. Similarly, Li et al., (2013) found

that culture is related to corporate risk using a sample of manufacturing firms. Mourouzidou-

Damtsa et al., (2019)

‘ es are important and

economically significa d a strong positive (and

. .. |
negative) association bg

individuals with risk-tak

sk-taking. Accordingly,
risk-averse to undertake
risk which may not be ¢ nay bring destructive or
constructive conseque of UAO on workplace

deviance is underexplo

.. |
In addition, extant stud

accept illegal activities igh.i Du(Swiai Consistently, Ugrin and
colleagues (2018) Y sizedrt‘at individuals wi oh UAO will be more ikely to engage in
u b

cyberloafing than i.n_dglidumﬁ.l%- ; 0 a7
N INTEGAI PROCEDAMUE

and social networking (clements of cyberloafing which is defined as the use of Internet
technologies for personal purposes at work) at the workplace. The finding suggests that online
shopping and social networking were strongest among individuals with high UAO values relative
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to individuals with low UAO values. This finding provides evidence that cyberloafing activities
vary across cultures. In this study, culture indirectly influenced cyberloafing. The direct impact of

culture was not explored.

Barry et al., (1957) observe that socialization practices about gender vary across cultures.
Successive scholars share in this assertion. For instance, scholars have noted that UAO has
implications on socialization which differs according to how a society emphasizes risk-taking and
risk-averse behaviours, which, in turn, has implications on predisposition to workplace deviance
(Hofstede, 2001). Young ones in high UAO cultures are socialized into conformity to norms, avoid

developing self-reliance, foster a strong sense of dependence, and greater unwillingness to take

risks. This makes themn ke socialization in low

UAO values (Kawanis ernalize a low penchant
for risky behaviours rel hich are translated into

the work environment."

Tightness-looseness is ¢ (Gelfand et al., 2011;

Giebels et al., 2017). C ions have strong norms
and a low tolerance for terized by the opposite.
This is because tight law and regulations in

organisations, institutions oose or low UAO values

R

(Hofstede, 2001). ¢h and egalitariat posed by Schwartz are conceptually

related to unceﬂafm_avoi%%.%ﬁﬁgm

of, for example, what is going to happen next of why did soﬁlgthing happened the way it did in the

En rtainty avoidance in terms

past etc., may generate differences in how individuals respond to uncertain and ambiguous

situations at the workplace. Some individuals may respond to uncertainties legitimately or
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illegitimately (Giebels et al., 2017; Merkin, 2006). In particular, Merkin (2006) found that people
with high UAO scores endorse more ritualistic behaviour, including speaking the proper words,
dressing decently, and performing the appropriate acts in certain situations compared to individuals

with low UAQ scores.

Since individuals with high UAO values may experience more strain in ambiguous and uncertain
situations than do people with low UAO values (Hofstede, 2001; Jang et al., 2018), they may
exhibit a strong inclination to taking time out without permission to calm themselves from the
strain they experience from job demands. They may also choose to stay out beyond break time or

show withdrawal behaviours targeting the org

anisation or may show hostility towards members in
the organisation unlik & F : 3 1 u ence less strain. These
outcomes constitute w. i bi ” ang et al., (2018) found
compared to low UAO
cultures. This implies tha viduals'w d hie AO te experience low strain resulting
from job control compa O values tend to tolerate
deviant behaviours in mportant than principle
(Hofstede, 1984; Afrifz redispose individuals to
alien practices (Chan &

be conservative, prese

Cheung, 2012).

Other studies prov@gry eVdenc Al -demand lati
indicating that md_Vldua t ﬂmﬁm mpa_]r[isdn to collectivists
FINTER ATPROCEDARUS

counterparts resulting from _]Ob demands (Spectoretal;, 2007, Yang etal., 2012). This implies that
job demands relate strongly to strain among employees with individualistic values which

correspond with low uncertainty avoidance cultural values than collectivistic individuals who
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demonstrate high UAO (Yang et al., 2012). Also, extant research has shown that cultural
dimensions such as uncertainty avoidance affect the association between leaders' emotional
intelligence and leadership practices (Butler, Kwantes, & Boglarsky, 2014; Tang, Yin, & Nelson,
2010). This implies that employees' UAO values may influence how they perceive their leaders
and subsequently react to their perceived desirable and undesirable behaviours at the workplace.
Where they view their leaders to provide unambiguous tasks with minimal uncertainties,
individuals high in UAO are less likely to experience strain which may result in a less likelihood
to engage in WDBs and vice versa. Based on the literature reviewed above, the study tests the

hypothesis that individual-level uncertainty avoidance relates to WDBs towards the organisation

(OD) and coworkers (I

Hypothesis 4a: Unc
interpersonal deviant

elates  positively with

Hypothesis 4b: Unc
organisational deviant behaviours

elates  positively with

3.2.0 Moderation Anz
Moderation analysis is and or direction of the
causal relationship ob “umbo, 2007). That is,
nodifies the relationship
v for a deeper and

moderation analysis al
ra orienltations and WDBs

between predictor r10
more refined undégrstan inﬁ
.11-_4 : J‘ T ‘¥'u______.-ﬂ'l— ‘ R
(Wu & Zumbo, 2007; Hauff,%iclﬁg@!ﬁmwf) y, the moderation analysis

seeks to determine at what point the cultural orientation of employees most strongly affect

fausal relationship between the

workplace deviance of employees (Baron & Kenny, 1986; Wu & Zumbo, 2007; Andersson,
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Cuervo-Cazurra, & Nielsen, 2014). This study seeks to ascertain whether the strength or direction
of the effects of the causal models is due to the degree of involvement and identification of an
employee with the organisation, how employees perceive their leaders to be ethical, and finally

how they perceive their organisations to be supportive or otherwise.

3.2.1 Perceived ethical leadership (PEL) moderating the relationship between employee
cultural orientations and WDBs

Generally, ethics constitute the standards of appropriate behaviour or conduct that an individual
uses to guide and shape decisions in both work and non-work environments (Ralston et al., 2009).

Ethics is the code of values and moral

orinciples that guides individual or group behaviour for
what is right or wrong dership is when a leader
respects the rights and strate ethical leadership.
Sims (1992) defined et ed as "good" and "right"
as opposed to "bad" of ethical behaviour is both
legally and morally ac ship is defined as “the
demonstration of no tions and interpersonal
relationships, and the 0-way communication,

reinforcement and deci

From this definition, four ' et jeadenic: fified: first, the conduct of

ethical leaders ser@l_e-modehn be

| J
appropriate; second, ethic lf f%ﬁfﬂmcate_an R lsa
= LTV EGH| PROC it

make ethics salient in their social environment) (Bass & Sfei&lmeier, 1999); third, ethical leaders

ons to_followers (i.e. they

want to continually behave according to ethics, therefore, they set ethical standards in the company

and reward ethical conduct (Minkes, Small, & Chatterjee, 1999) on the part of employees as well
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as punish unethical behaviour; finally, ethical leaders incorporate ethical dimension in the
decision-making process by considering the ethical consequences of their actions and or inactions

and aspire towards making fair choices.

Ethical behaviour in organisational context comprises an array of behaviour expectations that
occur in organisational settings, such as, how organisations achieve their goals, how leaders and
followers behave in organisations whether they are legally and morally right or otherwise (Trevino
et al., 2006). It also entails playing fair, thinking about the welfare of others and thinking about
the consequences of one's actions (Brown, 2007; Mihelic et al., 2010). Additionally, some scholars

identify individual values, conscious intentions, freedom of choice, stage of moral development,

types of influence usec > of e S c ical bet r as relevant criteria for
Others include humility,
responsibility, showing
respect for others, enc Iraging eve c eTv ers, and showing courage to

pursue what is right (

Extant scholars have u organisations, in terms

of, how it provides dire and mission as well as
accomplish its stated rs contend that ethical

leadership is crucial in hely 1 the external environment,

and also enriches i@gelative to comp eX ny;
i )
2006). Despite recent resgrm fElEEm—undefst i Ei)' WI 5ul re impacts ethics and its
T | PROCEDANS

attendant decision making (Kish-Gephart et al., 2010), there has been an overemphasis on

—
rown & Trevino,

normative aspects of ethical beliefs to the neglect of individual-level influences on attitudes of

management and what is considered ethical (Forsyth et al., 2008; Ralston et al., 2014). In the same
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vein, organisational scholars have demonstrated that contextual factors such as ethical leadership
(Brown & Trevino, 2006), ethical climate (Mayer et al., 2009), and codes of conduct (Weaver &

Trevino, 1999) drive unethical or WDBs.

Similarly, extant scholars have noted the lack of attention on how ethical inclinations moderate
relationships between employee behaviour and job outcomes (Husted & Allen, 2008). It has been
acknowledged that ethically questionable behaviour by employees and organisations tend to vary
across cultures (Ralston et al., 2014). This implies that behaviour may be seen as ethically incorrect
in one society but will be seen as ethically approved in another society, and these differences in

the conception of ethics impact individual behaviours in the workplace. Ralston et al., (2014)

finding supported the Jualistic cultural value

orientations (respective ) predict perceptions of

ethical behaviour than

Chen et al., (2002) exa n ethical behaviours by

drawing on the concept d as "opportunism refers
to the incomplete or dis 1lated efforts to mislead,
distort, disguise, obfu 47), used to perpetuate
unethical or deviant be e that collectivistic and

individualistic societies h y resulting from the group

: o _— =
membership of the@i_hus, collectivis s'tend to be more ﬁistic in out-group

relationships and fc@s _gpp%élgﬁ?apﬁeléﬁ&rﬁlﬁmi

implies that individuals with collectivistic orientations are more likely to conceal, misrepresent,

ividualistic societies. This

and keep information from people who are considered out-group to them. This finding also
suggests the role culture plays in influencing employee deviance at the workplace.
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People with collectivistic cultural values are more likely to hold negative view about business
practices that are not consistent with the wellbeing of the collective (Erez & Earley, 1993), unlike
people with individualistic cultural values, who tend to regard themselves as autonomous and place
a higher value on their self-interests (Husted & Allen, 2008). This suggests that individuals with
collectivistic orientations are more likely to perceive superiors who place great emphasis on
welfare, relationship-driven and a focus on group harmony as more ethically correct than another
superior who stresses autonomous, task-driven and self-accomplishment as unethically correct or
ethically incorrect. Employees with individualistic cultural values are more likely to view

decisions and actions that embrace autonomy, self-serving, and a focus on personal achievement

as business decisions rz 1armony as may be seen

by employees who hol

This is consistent with g ‘ " g : : ing of people who hold
collectivistic cultural v oral reasoning of people
with more individualis Husted & Allen, 2008).
Husted and Allen (20 should moderate the
relationship between al beliefs are prioritized
in decision making o cultural values whilst
people with collectivist differ significantly from

the group norm b ill. behave yron : an et al., 2002;

Triandis, 1995). From the @is study seeks to test the hy_p Sithat employees perceptions
EG

ati Hiﬂa%gg%alnnentatlon of employees and

workplace deviance at the workplace. In particular, it is hypothesized that:

of ethical leadershlp moderate the r
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Hypothesis 5a: Employee's perceived ethical leadership moderates the positive relationship
between individualistic orientation and interpersonal deviance such that the relationship is
stronger for those with a negative perception of ethical leadership than those with a positive
perception of ethical leadership

Hypothesis 5b: Employee’s perceived ethical leadership moderates the negative relationship
between individualistic orientation and organisational deviance such that the relationship is
stronger for those with a negative perception of ethical leadership than those with a positive
perception of ethical leadership

Hypothesis 5c: Employee’s perceived ethical leadership moderates the positive relationship
between collectivistic orientation and interpersonal deviance such that the relationship is stronger
for those with a negative perception of ethical leadership than those with a positive perception of
ethical leadership

Hypothesis 5d: Employee s percezved ethlcal leadershlp moderates the negative relationship
between collectivistic orientation ai anis l leviance such that the relationship is

n those with a positive

stronger for those witl
perception of ethical le

Hypothesis 5e: Empla
between power distanc

e positive relationship
that the relationship is
stronger for those witl j - ‘ n those with a positive

Hypothesis 5f: Emplo
between power distan

e negative relationship
that the relationship is
stronger for those witl n those with a positive

perception of ethical le

Hypothesis 5g: Emplo he positive relationship

between uncertainty av ch that the relationship
is stronger for those w 1an those with a positive

perception of ethical leade

itive relationship
that the relationship
than_those with a positive

percelved e §hip moderates

Hypothesis 5h: E%'f
between uncertainty avol ge-aricntation and organisational d

is stronger for those with Eﬁeﬁfpﬁﬁ%@@z{%ﬂg

perception of ethical leadersth
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3.2.2 Perceived organisational support (POS) moderating the relationship between employee

cultural orientations and WDBs

Organisational behaviour researchers, as well as human resource scholars, have generally agreed
that the way employees perceive the nature of a supportive environment that they operate regarding
how management values and cares about their wellbeing, is incrementally significant to the life of
the organisation (Allen, 2003). This is because when employees hold a positive perception about
their organisations regarding how caring and strong value their organisations place on employees'
contribution, they are more likely to return such beneficial outcomes to the organisation in terms

of increased commitment, trust, lo extra-role activities, as well as prosocial behaviours that

sis et al., 2015; Rhoades,
ve perception that their
ikely to have low self-
ent in negative behaviours
such as retaliation, ab , slacking, unnecessary
breaks, lack of punc are detrimental to the
attainment of organisa organisational support

cannot be understated eSte . addresssen esirable work outcomes

(Kalemci et al., 2019;

Perceived organi@_support : 5 the i Yo ployer-employee

| J
relationship in terms of a eiﬁl?né&ﬁv extent-to-which ¢n ‘E(e hold the belief that their
. Ji YTEGRI PROCEDAMUS T'—

employers tend to value their contributions and care about their wellbeing (Shoss et al., 2013).
Nair and Bhatnagar (2011) suggest that perceived organisational support will have a negative
relationship with workplace deviance. Similarly, other studies have shown how POS contributes
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immensely to both employee and organisational success in terms of reducing stress (Shaw et al.,
2013) and positively relates to performance (Kurtessis et al., 2015). A meta-analysis by Chiaburu
and Harrison (2008) which drew on social exchange theory (SET) found that coworker social
support correlates positively to employee organisational commitment, and negatively to job
involvement and effort reduction work behaviours, whilst coworker antagonism (e.g., incivility)
correlates positively to counterproductive workplace behaviours and negatively to employee
organisational affective commitment and job involvement. When superiors demonstrate
supportive behaviours towards their subordinates, they essentially communicate to subordinates

that they value their contribution and care for their well-being, on the one hand, the employees, on

the other hand, becom nity, respect, and value

their continuing pres dispel perceptions of
'supervisor don't wa erceive non-supportive

behaviours from their ‘

Organisational support principle of the norm of

reciprocity which guide linates at the workplace.
Thus, supervisor socia portive behaviours from
employees to the orga ince SUPErvisors serve as
agents of the organisat ‘ L &ilex; 2012) 4 is ive behaviours towards
employees engend ings of' t supervisors will

continue to sustain the pos@neﬁts they enjoy in the future ears suliordmates to repay
T

supervisors kind gestures with posﬁwﬁeﬁ%@a‘? %} 'thereby increasing employee

performance towards the organisation. In contrast, the absence of supervisor supportive behaviours

implies that employees are lacking other socioemotional needs which can be effective in reducing
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coworker incivilities, bullying, and aggression, which may arise from lack of felt obligation that
results in the development of negative feelings with coworkers. Thus, supervisor supportive
behaviours can be a good recipe in inhibiting or enhancing employee retaliatory or destructive
workplace behaviours (Kim et al., 2018; Choi et al., 2018). When employees perceive high levels
of supervisor supportive behaviours towards them, they are less likely to engage in workplace
deviance such as withdrawal, effort reduction, and using working hours to attend to personal
errands to the detriment of the organisation even where their core beliefs seem incompatible with

organisational policies and managerial decisions.

Also, POS has been linked to theories of organisational commitment (Panaccio & Vandenberghe,

2009) given that com er employees recognize

that their organisatio rceived support of the
organisation by the ss commitment towards
the organisation becat fluence organisational
commitment (Mowda tion that organisational
support to the employe ‘ yee com i organisation (Meyer &

Allen, 1997) implyin; al S re ( ~ ProCEss ' ed with organisational

Studies have shown ho ices irrespective of their

location whether @’gg countrieS ore es (Hofstede, o, where diverse

employees from c{if_fe_rentm%&' mﬂgimi)su
- - F PROCE o

increasing the profitability and competitiveness of firms, ?héy are more likely to encounter

ue a common objective of

differences resulting from cultural clashes about ways of doing things in the organisation. If such
clashes emerge, employees are likely to perceive organisational support differently, and this
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difference in perception of organisational support may yield differential work outcomes. Thus,
where employees whose cultural orientation values encourage independence in the execution of
assignments and tasks, are more likely to support organisations that stress task-oriented
relationships by fostering self-achievement, competition, and personal accomplishment as more
supportive than other employees with collectivistic values which emphasize collectivism,

relationships, cooperation and collaboration in the execution of tasks.

Consequently, employees with individualistic cultural orientation are likely to view employees
with collectivistic orientations as unassertive, lazy, or delay activities which may result in

gossiping, ethnocentric inclinations, acting ru

towards coworkers, tensions and frictions

leading to the develo

behaviours. In essence

cly defined as deviant
Jiffer among employees
with different cultural mes. Hence, employees
whose cultural backg ot K-otientt : i ices are likely to have
positive organisational d supports relationship-
oriented practices in

lowing hypotheses are

developed for testing:

Hypothesis 6a: Percei e relationship between

individualistic orientatic tionship is strong among

employees with negative PC

: T _— .
Hypothesis 6b: P@gr anisational st oderates the Ltionship between
individualistic orientationﬁamsanonal deviance such t. lations}!ip is weak among
employees with positive POS tha Eﬂnfepﬁmwﬁ -

Hypothesis 6c: Perceived orgamsatlonal support moderates the positive relationship between
collectivistic orientation and interpersonal deviance such that the relationship is strong among
employees with negative POS than those with positive POS
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Hypothesis 6d: Perceived organisational support moderates the negative relationship between
collectivistic orientation and organisational deviance such that the relationship is strong among
employees with negative POS than those with positive POS

Hypothesis 6e: Perceived organisational support moderates the relationship between power
distance orientation and interpersonal deviance such that the relationship is weak rather than
strong among employees with positive POS

Hypothesis 6f: Perceived organisational support moderates the negative relationship between
power distance orientation and organisational deviance such that the relationship is weak rather
than strong among employees with positive POS

Hypothesis 6g: Perceived organisational support moderates the positive relationship between
uncertainty avoidance orientation and interpersonal deviance of employees such that the
relationship is strong among employees with negative POS than employees with positive POS.

Hypothesis 6h: Perceived organisational support moderates the positive relationship between

uncertainty avoidanc ployees such that the

relationship is strong s with positive POS.

3.2.3 Employee com ‘ ) i employee cultural

Extant studies have shc itional mitmentis nost extensively studied
constructs in terms of equences (Dartey-Baah,
2014; Eslami & Gharal as identified three types
of commitment, namel; Allen & Gellatly, 1990)
with each having its foc | ent as multidimensional.

At least two of the t pes of'ce

with continuance pommlt@ng 51m11ar to an economlc C €
NT
commitment being similar to a socﬁ‘ gﬂQQ E‘Q &)nshlp ‘(‘Cropanzano et al., 2017).

nge theory terms,

relatlonnshlp and affective

Organisational commitment, according to Porter and colleagues (1974), refers to “the relative

strength of an individual’s identification with and involvement in a particular organisation” (Porter
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et al., 1974, p.604). Thus, commitment describes an individual’s strong belief in and acceptance
of the organisational goals and values, disposition to exert substantial effort on behalf of the
organisation and a strong desire to maintain organisational membership (Porter et al., 1974). The
concept of organisational commitment has therefore received enormous research interest resulting
in it being treated as a variable of interest in its own right (Resmi, Gemini, Silvian, & Kannan,

2014).

Meyer and Allen (1991) defined the three categories of commitment as affective (wanting to stay
with an organisation due to the “emotional attachment to, identification with and involvement in
; normative (developing

the organisation” (p. 11 a sense of moral obligation to stay with the

organisation); and cont ganisation because it is

too costly to leave). practices are perceived

(Eslami & Gharakhan e degree to which the

individual identifies W ‘ oanisation c % volvement, and emotional
attachment); Normati nployee believes he/she
should be or ought to ly determined by social

norms; and continua ative need to continue

working for the organ associated with leaving

(Allen & Meyer, 1990; yer (2009) review of the

range of conceptualizations of comm

—

model dominates in curren h. Commitment seeks to e>_<_pl‘ AT

INTEG

beliefs and behav1our and these-three Qm nMqu;" t&nt-can Be experienced in varying

degrees simultaneously (Meyer & Allen, 1997).
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Normative commitment concerns itself with one's feeling of (moral) obligation to remain in the
organisation. This stems from the way the individual thinks if it is the right thing to do by staying
with the organisation that has provided him/her with certain resources in exchange for his/her
obligation to work to achieve organisational goals. Continuance commitment describes the
commitment employees experience towards the organisation due to the investments they have
made from working with the organisation which could not or might not have been able to mobilize
from elsewhere or because the costs associated with leaving the organisation outweighs the
benefits (Dipboye, Smith, & Howell, 1994). Continuance commitment arises when employees

realize that they have accumulated sufficient investments they would lose if they left the

organisation or because 1 & Gharakhani, 2012).

The difference betwes itment is that unlike
employees high in aff because they want to,
employees high in cont \lculative decisions they
undertake make them h
Differences in individ predictive capacities of
these commitment cor als will behave in the
nmitment is a subjective
eir organisations’ core
on to exert more effort than

-

Js been noted to be
n
which is developed from

values individuals hold. These values vary from society to society (Kwantes, 2003; Meyer & Allen,
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1991). As a result, it has received much research attention compared to the other components
(Kwantes, 2003).

According to Eslami and Gharakhani (2012), organisational commitment describes employees'
attitude of attachment to the organisation which leads to particular job-related behaviours such as
work absenteeism, job satisfaction, turnover intentions, organisational citizenship behaviours,
work motivation and work performance. The low commitment of employees can result in
undesirable employee behaviours such as intention to leave and turnover whilst high commitment
yields positive employee behaviours like OCBs, prosocial behaviours, and staying longer with the

organisation (Dartey-Baah, 2014; Resmi et al., 2014). Organisational commitment arises out of the

exchanges emerging fr s a result, most studies

employ social exchan clates and outcomes of
employee commitmen
Employees with affecti entify with and involve
themselves in the orga ses out of the favourable
treatment these emplo ial exchange principles.
Consequently, emplo ocating the favourable
treatment they have r ., 2017). In contrast,

employees who receive

consequently, may
|
organisational devianee,

organisational commitment (Chang, 1999). Commitment is found to be negatively associated with

turnover intention and turnover (Meyer et al., 2002; Resmi et al., 2014). Some scholars have
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indicated that organisational commitment is a useful recipe not only for enhancing performance
but also for controlling, regulating and correcting employee behaviour at the workplace (Resmi et

al., 2014).

Given that individuals differentially participate in social exchanges (Brockner, Chen, Mannix,
Leung, & Skarlicki, 2000) because of differences in employees' evaluation of what constitutes
fairness, well-being, support, and treatment from organisational agents and coworkers (Kim et al.,
2010), it is expected that individuals will evaluate and exhibit commitment differently in the
organisational setting. Individuals who value autonomy, equality, personal accomplishment,
which are characteristics of individualistic orientations, are likely to respond favourably, and

ent for them to flourish

consequently, identify

compared to individua because such people are

less likely to be commi n task-oriented working

|

relationships. Continua itment are expected to

moderate the cultural o » examined in this study.

Employees’ continua ated with leaving the

organisation. They wil 21 or think that they will
be deprived of certain t organisation (Dartey-

Baah, 2014; Meyer et al’;

organisational Val@i_ssugsts a . ,
| ]

superimpose emp],gzjees’ﬂcg”?b&ﬁv —eﬁen%ationqmgle

, | PROCEDAMUS

organisational goals or supervisor mistreatments. Eniployees are less likely to retaliate negatively

ons are incompatible with

e
: =
lance commi f employees will

are _incompatible with

with supervisor or coworker mistreatments in the work setting. On the other hand, those with low

continuance commitment are more likely to engage in undesirable workplace behaviours when
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they perceive negative support or mistreatment from organisational agents like withdrawal
behaviours, intention to leave, absenteeism, deliberately working slow, pilfering or taking
properties belonging to the organisation without authorization etc. This is because they would not
like to risk losing the material gains from the current organisation especially when there will not
be any viable alternative elsewhere leading them to endure negative experiences which arise out
of the clash of cultural values at the workplace. Thus, continuance commitment is more likely to
buffer the relationship between employees' individual level power distance, individualism,
collectivism and uncertainty avoidance orientations and workplace deviance in the organisation.

The logic above is consistent with extant studies that find that continuance commitment (CCT)

moderate relationships nd practices and work

outcomes across cultu ointe & Vandenberghe,

2018; Masud & Daud,

Although individuals h in-group harmony,

interdependence, and ss likely to engage in
undesirable behaviours iral orientations such as
innovation, daring, self >mphasis on task-driven
working relationships. ire by adopting coping

mechanisms that can alle ain financial rewards that

can be channele ~meeting s of sociability,

subordination of personal ﬁto collective interest, malnte n- grou? harmony, and an
INTEG AWE

obligation of mutual assistance-i erer@‘irFI cam al~value orlentatlon may create

pressure on individuals to remain with the organisation rather than quitting or doing something

that calls for discontinuance of job (De Sardan, 1999). Hence, for the sake of collective interest,
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the individual is more likely to overlook any perceived mistreatment or negative support from the

organisation and desist from engaging in workplace deviant behaviours.

On the other hand, individuals guided by individualistic cultural value orientation are more likely
to discontinue their obligation with the organisation where they are getting financial resources and
look to getting it elsewhere. Because they may not embrace subordination of personal goals to
collective goals, and may not have an obligation beyond their immediate family, and contractual
obligations binding them with the organisation. Therefore, they are less likely to consider group
interests in their decisions and more likely to look elsewhere when they perceive that they can rely
on the little to provide for their immediate family at least for the meantime before the next job is

obtained. They may a Ipervisory mistreatment

and negative support fi orientations, individuals

are extricated from ext more likely to consider

|

their interest in decisia e organisation even if their

options for alternative ontinuance commitment
has the potential to b behaviour relationship

examined in this study

Also, normative commi : - bligation to remain with

an organisation because 0 iliti nal g yanisational goals and they

tend to feel respor@@ enthusiasti th 11 isa
| J
of commitment makes e lowa%tﬁat -should or ought, ain with the organisation
y ‘ﬂ NTEGH! PROGEDAR .

(Dartey-Baah, 2014) irrespective of any perceived mistreatment from organisational agents.
Employees are more likely to overlook any mistreatment insofar as their (cultural) beliefs, values

and goals are congruent with organisational goals, and may interpret any mistreatment of negative
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support from supervisors and coworkers as negligible to warrant negative retaliation. They remain
in the organisation to ensure that their personal goals are met, and show less tendency to quit or
slack. On the contrary, employees whose goals remain incongruent with organisational goals are
less likely to be committed to the organisation and are more likely to react negatively to any
perceived mistreatment from supervisors and coworkers alike, which may inflict significant harm
to the organisation. Thus, employees’ normative commitment is likely to inhibit or enhance
employee involvement in workplace deviance in retaliation or response to incompatibility of

cultural value orientations.

The affective commitment may affect individual-level cultural orientation-workplace deviant

behaviour link exami

1991), employees gain
enhanced feelings of ds heir decisions to remain
with the organisation. stability have cultural
underpinnings, in whic 0 the other. For instance,
feelings of belongingn ility, relationship-based
work settings, in-grou ch are guided more by

collectivistic cultural v

Individuals with ind . ¢ feelings of devotion,

egalitarianism, ri@@g_,

emphasizes inter(i‘epellde e,

personal accomplishment,
ork culture that
icrarchy, and relationship-
based work relationships. Thus, there is the absence of networks of sociability, the obligation of
mutual assistance, solidarity, interdependence, collective attainment of goals, and group
centeredness in individualistic values (De Sardan, 1999). This tends to discourage members with
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individualistic value orientation from remaining with an organisation that stress collectivistic work
culture than individualistic work culture. This affects decisions associated with workplace deviant
behaviours of individuals in terms of retaliation to perceived mistreatment or incompatibility of
cultural values. Given the differences in cultural orientations, employees' affective commitment is
likely to moderate the relationship between employees' cultural orientation and workplace deviant
behaviours. Consistently, differences in the evaluation of organisational practices, norms, and
values might explain differences in commitment levels of individuals and ultimately make
employees more likely to evaluate commitment differently. This therefore can serve as a buffer in

the relationship between cultural orientations of employees and workplace deviant behaviours in

the work setting. Hencg

Hypothesis 7a: Affecti between individualistic

orientation and interpe ger for employees with

orientation and organis ger for employees with

high rather than low a

Hypothesis 7c: Aﬁ”ecti p between collectivistic

orientation and interpe

low rather than high a

Hypothesis 7d: Aﬁ”ecti
orientation and organi a7 <7 i onger for employees with
low rather than high affec

Hypothesis 7e: Aff ¢ mmitmet

orientation and interpers iance such that the relationsh
low rather than high affe qm%ﬁ_ﬁ E h&Eﬂwﬁ

Hypothesis 7f: Affective commitment moderates the negative relationship between power distance
orientation and organisational deviance such that the relationship is stronger for employees with
low rather than high affective commitment
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Hypothesis 7g: Affective commitment moderates the positive relationship between uncertainty
avoidance orientation and interpersonal deviance such that the relationship is stronger for
employees with low rather than high affective commitment

Hypothesis 7h: Affective commitment moderates the positive relationship between uncertainty
avoidance orientation and organisational deviance such that the relationship is stronger for
employees with low rather than high affective commitment

Hypothesis 8a: Normative commitment moderates the positive relationship between individualistic
orientation and interpersonal deviance such that the relationship is stronger for individuals with
low normative commitment rather than those with high normative commitment

Hypothesis 8b: Normative commitment moderates the negative relationship between
individualistic orientation and organisational deviance such that the relationship is stronger for
individuals with low normative commitment rather than those with high normative commitment

Hypothesis 8c: Normat ip between collectivistic
oer for individuals with

low normative commiin 71 ith hj / ment

orientation and interpe

Hypothesis 8d: Norma p between collectivistic

orientation and organis ger for individuals with

low normative commit ’ A itment

Hypothesis 8e: Norm onship between power

distance orientation a

individuals with low no ormative commitment

onship is stronger for

Hypothesis 8f: Norma
distance orientation a

onship between power
ionship is stronger for

individuals with low no ormative commitment

Hypothesis 8g: Normativ 1ship between uncertainty

avoidance orientati nd interpe aisthe relai ip is stronger for
individuals with lo@w_tive commit ‘ pseWith high norm mitment

Hypothesis 8h: ]\f(){;_mativi 7 derata—t%}ﬁuﬁnﬂvshlp ‘between uncertainty

avoidance orientation and organ Eeﬂ% relationship is stronger for
individuals with low normative commitment than those with high normative commitment
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Hypothesis 9a: Continuance commitment moderates the positive relationship between
individualistic orientation and interpersonal deviance such that the relationship is stronger for
individuals with low continuance commitment rather than those with high continuance
commitment

Hypothesis 9b: Continuance commitment moderates the negative relationship between
individualistic orientation and organisational deviance such that the relationship is stronger for
individuals with low continuance commitment rather than those with high continuance
commitment

Hypothesis 9c: Continuance commitment moderates the positive relationship between
collectivistic orientation and interpersonal deviance such that the relationship is stronger for
individuals with low continuance commitment rather than those with high continuance
commitment

Hypothesis 9d: Continuance commitment moderates the negative relationship between
collectivistic orientation and orga
individuals with low
commitment

elationship is stronger for
ith high continuance

Hypothesis 9e: Contin jonship between power
onship is stronger for

ith high continuance

distance orientation a
individuals with [ow
commitment

Hypothesis 9f: Contin
distance orientation a
individuals with low
commitment

ionship between power
jonship is stronger for
ith high continuance

Hypothesis 9g: Contint hip between uncertainty

avoidance orientation ionship is stronger for
individuals with low

commitment

ith high continuance

Hypothesis 9h: Com etween uncertainty
avoidance orientation-an 0. shlp is stronger for

individuals with low c tmmﬁéﬁrzmm—ﬂﬁlﬁiﬁﬂso wi{h..--izigh continuance

commitment

In sum, SET entails both the kind and quality action and reaction of the relationship between two

or more people in a social exchange relationship. If the action is conceived to be good, a good
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reaction is invoked as a reciprocating response. Similarly, if the action is conceived to be bad or
undesirable, an undesirable reaction is invoked as a reciprocating response. Hence, SET explains
how treatment of employers in organisations engender similar treatment in return from employees
which, when it is positive results in higher POS, higher commitment, and higher PEL and
subsequently leading to low WDBs of employees even when cultural orientation stipulates

otherwise, and the opposite holds.

3.3 Conceptual framework showing relationships among study variables
The online Encarta World English Dictionary (1999) defines a framework as "a set of ideas,

principles, agreements, or rules that

nrovides the basis or the outline for something that is more
fully developed at a lat ary views framework as
"a hypothetical descrip g structure of an entity
or process". Lester (2( ted to make it possible
for repairs to be made o enables workers to reach
otherwise inaccessible ggest a basic structure
embedded in an idea th. amework expresses both
the abstractions and ass e phenomenon of study

(Osanloo & Grant, 201

Lester (2005, p. 458) ide

research, which in@folloing; TSt 16
| -
designing researchﬁgdiesmm\ ﬁctefmﬂw-t-h ature
= RTEGR] PROCEDAMUE

in which questions are formulated; b) the way the cf)ncélpt!s,rconstructs, and processes of the

e of framework in a given

=%
refor conceptualizing and

Sstions asked; a) the manner

research are defined; and c) the principles of discovery and justification allowed for creating new
"knowledge" about the topic under study (this refers to acceptable research methods); second;
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frameworks help to make sense of the set of data gathered (or to be gathered); third, good
frameworks allow (readers or scholars) to transcend common sense which help to build a carefully
conceptualized structure to guide the study; and finally, frameworks enhances deep understanding
about the phenomenon under study in terms of the insights the structure provides relating to the
designing of research studies, interpreting data resulting from those studies, and drawing

conclusions.

Accordingly, the conceptual framework guiding the study is developed from the review of extant
studies from the empirical and theoretical lens. In doing so, the conceptual framework helps the

researcher to structure and streamline subsequent presentations as well as facilitate the researcher's

effort towards making r e conceptual framework

proposed in this stud dy as it describes the

constructs, relationship e study.

Hence, individual-leve listic, collectivistic, and

uncertainty avoidance iant behaviours. At the
same time, this relatior 7ees' commitment to the
organisation from all t continuance, perceived
organisational suppo employees about their

supervisors. The theoretical 11ps between the constructs

is illustrated empi@low. :

)
1 INTEGRI PROCEDAMUS |
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Employee Cultural Orientations (ECOs) (Human Nature)

NB: IND — Individ
orientation,UAO —
ORGDEV — Orga;
Variables, Grey — P

"

Source: Author's conceptualization g HSP_E‘EH! P HGEEDJ_:I‘_,- —
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From the model above, it is hypothesized that individual-level cultural orientations of
individualistic, collectivistic, power distance, and uncertainty avoidance significantly relate
positively and negative with Interpersonal deviance (HIa, H2a, H3a and H4a) and organisational
deviance (H1b, H2b, H3b, and H4b) respectively. Hypotheses 1 through 4 illustrates the main
effects of employee cultural orientation on workplace deviant behaviours. This cultural
orientation-workplace deviant behaviour relationship is either inhibited or enhanced by
employees’ perceived ethical leadership (H5a, H5b, H5c, H5d, H5e, H5f, H5g, and H5h),
perceived organisational support (H6a, H6b, H6c, H6d, Hb6e, H6f, H6g, and H6h), affective

commitment (H7a, H7b, H7c, H7d, H7e, H7f, H7g, H7h), normative commitment (H8a, H8b,

H8c, H8d, H8e, HEf, b, H9¢, H9d, H9e, HOf,

HO9g, H9h) such that t onstrate weak affective,
normative and continuz al support, and negative
perceived ethical lead organisational support,
positive perceived ethic normative commitment,
and strong continuanc yed from the review of

extant studies. The ne the current study.

TEGRI PROCEDAMUS |
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CHAPTER FOUR

STUDY CONTEXT

4.0 Introduction

This chapter provides an overview of the operations of multinational companies in the Ghanaian
economy to help readers appreciate the context of the study. This chapter begins with the definition
of MNCs and is followed by the forms and objectives of MNCs. The highlight of the operation of
MNCs in Sub-Sahara Africa (SSA) is offered next, and MNC staffing decisions are briefly
described, and the chapter concludes with Ghana's score in the four dimensions by Hofstede

selected in the current study.

4.1.0 Definition of M

Despite the non-existe ch consequently results
\

. .. \

in the application of ¢

‘ by employing various
|

characteristics, such as foreign sales or foreign

assets, the size of the aries (Agarwal, Berrill,

Hutson & Kearney, 20 3) define MNC as "an

enterprise that engages 15 or, to a certain extent,

controls value-added 5 usually occur within

subsidiaries which can tak bsidiaries where the MNC

* . 7 1 2 . I o .
owns the majority@?_ﬁre share capital , ; panies where the

MNC holds a mlnog;_ty equqy PWTE’EII Ri P Hﬂﬂw | .

with another company) (Mayrhofer, & Prange, 2013). Contractor and Lorange (1988) note,

the MNC shares its capital

'traditionally, multinational corporations can be viewed as a transnational force of nature, the

enterprises' internal control chain, but in today's complicated, competitive world, it should be seen
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as quasi-market transactions inter-dependent on each other. According to Perlmutter (1969),
MNCs can be identified according to their values and modes of behaviour. This involves three
stages: orientation of the home country, the orientation of the host country and orientation of the
world. When a firm enters the last stage, then the firm is truly an MNC, according to Perlmutter
(1969). MNCs portray the following attributes: (1) they share the title as a link to connect; (2) they
rely on the resources in common, such as currency and credit, information systems, trademarks,

patents, and technology, etc.; and (3) they are controlled by a common strategy (Zhao, 1996).

Hennart (2009) contends that MNCs are characterized by multiple networks which evolve based

on the local environments they operate. As a

result, the operations of MNCs traverse national
borders through export ed or finished products,
employ foreign capita es, and by organizing,
coordinating and monit 0). Other terms are used
interchangeably with Es) and transnational
corporations (TNCs) iness research (Agarwal
et al., 2010). MNCs operations, visions, and
strategies as a result o s and transport through
the internationalizatio 1 et al., 2010; Zhang &

Daly, 2012).

In the current stu(@_s refer to enterg 3 7
originating or parent cou ¢ ﬁnriéalﬁ-a-f-fﬂ}ates Wgﬁ%s in one or multiple countries
=T INTEGR] PROCEDAMUS T—

through direct investments, second, such enterprises have an operational strategy that extends

.
rs in one country,

globally to maximize overall benefits integrative and synergistic efforts on the one hand and
maintain a global strategic system that is geared towards the pursuit of multiple interests in
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multiple countries, on the other hand, finally, employee talents from a pool of global workforce
including parent country nationals, host country nationals and third party nationals in the parent

company or in the subsidiary to achieve specific organisational goals of the parent company.
Forms of MNCs

There are various forms or types of MNCs which range from smaller companies that invest abroad
to large groups that manage subsidiaries in an important number of countries. MNCs can be
classified according to their focus, reach and level of operation in the international business
literature. Consistently, Mayrhofer (2012) submits that the boundaries between an MNC and its

environment have bec ration between foreign

subsidiaries and local ent of host countries

including suppliers, d & Prange, 2013). Few

categorizations observ

Multinationals can also Is of market entry. They

include licensing and s wned subsidiary, merger
or acquisition, internati ip (Briscoe, Schuler, &
Claus, 2009). Bartlett a f internationalization of

a company including do 11 _ ¢ ansnational.

MNCs can also orlze ely; ethnocentric

ry standard as a reference

-

orientation - where manag@cadguarters tend to use a hor

in managing international activities ; Sﬁas d1§1g‘pr[ycentnc orientation — where host country
standards and practices are increasingly used as a point of reference for managing subsidiaries

abroad; regiocentric orientation — where international managers create and implement strategies
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that focus on specific region or sub-region; and geocentric orientation - international orientation
focuses on producing a world chain and preference for adopting an international strategy that is
integrative and interdependent among various elements of the global organisation (Broscoe et al.,
2009; Perlmutter, 1969). This categorization focuses on the degree of domination of the
headquarters of MNCs over subsidiary management and HR practices, as well as determining the
level of autonomy that subsidiaries can take advantage of in their management and HR practices

(Briscoe et al., 2009).

Further, MNCs can be categorized according to their pattern of internationalization operations.

Based on this, several MNCs can be identified including;

1) companies that have firm-specific
advantages with a reg bal scope; (2) regional
companies whose fi onal reach; (3) global
companies who can bei ational advantages; (4)
bi-regional companies vv each, but whose locational
advantages are regiona gman, 2005; Mayhofer
& Prange, 2013). Th ological or marketing
competencies) are fact It can be directed at the
regional level or the gla n-specific advantage can

be linked to a Europea tent. At the global level,

the firm-specific a@ seek'to m: | standa . !eglobal products,

or they may focus on g@g global 1ntegrat1on beneﬁts‘ can al]low enjoyment of

economies of scalé and deepenlngE@ %ﬁﬂ@ﬁﬁg w’igeographlc reach of locational

advantages targets exogenous factors that determine the regional or global locus of the company’s

competitive advantage. Here, considerations are given to natural resources, the legal system,
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infrastructure, workforce qualification or local demand to drive market strategies. For instance, at
the regional level, one can link locational advantages to national or regional government
regulation; at the global level, they can emerge from the legal context determined by international

organisations like the World Trade Organisation (WTO) (Mayrhofer, & Prange, 2013).

Finally, Birkinshaw and Morrison (1995) categorize MNCs according to the roles their subsidiaries
undertake. The authors offer a three-fold typology of subsidiary roles including world mandate,
specialized contributor, and local implementer to categorize subsidiary roles of MNCs. Local
implementers largely place emphasis on the local market and have high operational autonomy to
implement the strategy in the host market; specialised contributors are largely interdependent

business units within th ‘ ‘ htonom i ‘ : sidiaries are both locally

responsive and globall autonomy (Birkinshaw

& Morrison, 1995). Ot MNCs can be observed

in the literature include: Bartlett & Ghoshal, 1986),

local innovator, globa upta & Govindarajan,

1991), etc.
Some Objectives of M|

MNCs undertake invest >s according to Behrman

(1972), namely; resource y—seeki_n_g, and strategic,

asset/capabilities use aximize output in

i — ——— ‘ )
distant localities. Eﬁt; th A@JJ Eﬁﬂi chmW : @3 s such as minerals, raw

— —T

materials, cheap labour costs, and abundant labour encourage MNCs who are already beset with

an insufficient capital base to develop a vast stock of resources or when there is a shortage of
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skilled labour and professional knowledge (UNCTAD, 1998), to invest in distant localities with
such abundance of natural resources availability. This is done to exploit these resources with the
intention of re-exporting the products or services to the parent country or for the consumption of

the host country (Yeboah & Antwi, 2019).

Another reason for MNCs investment in distant localities is proximity to markets in terms of
population size, income levels, purchasing power, taste and preferences to cut down costs

associated with transporting products and services to consumers.

Also, the search for increased productivity drives MNCs investment decisions as this allows

investors to achieve a economic activities of

companies. As a result, ence in factor price and

product variation risk & Antwi, 2019). Thus,
MNCs work to tak cultures, institutional
arrangements, economi oncentrating production
in a limited number of hrman, 1972; Dunning,

1993).

MNCs are largely vic engaging in strategic

operations to acquire ex uperiority to enable them

advance their international ¢ > such acquisitions in some key

domestic establisPe R&D, knowledge an

knowledge and algch;'p_re'em t&@I{EﬁH_ﬁW@@E

oah & Atitwi, 2019).

4.1.1 MNCs in Sub-Sahara Africa (SSA)
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Multinational companies (MNCs) play dominant roles towards enhancing sustainable
development of countries in developing countries in SSA (OECD, 2002; UNCTAD, 2019). MNCs
have become a pivot in global economic development, increasing the transfer of advanced
technologies to distant localities, and strengthening global ties among countries of the world
(Owusu-Antwi, Antwi, & Poku, 2013; Williams, Frempong, Akuffobea, & Onumah, 2017;
Abugre, 2018). They undertake wide-ranging business activities from manufacturing to extraction,
agricultural production, chemical processing, service provision, and finance among others
(Williams et al., 2017), resulting in the massive transformation of developing countries of the

world. UNCTAD in 2012 reported that Africa is one of the developing economies that enjoyed an

increase in the global f has consistently grown

since 2012 in terms of 0 billion in 2012 to $54

billion in 2015 althoug]

The inflow of FDI into recent years (Yakubu &

Mikhail, 2019). These 1tributed significantly to
Ghana's socio-econom structural development,
education and agricult scape of Ghana mainly
from the West (Abug limate the country has
consistently shown in re ents with over 47 percent
being western _]011’1 es Wi

(2019) aver that fqrelgn dl@

year as Ghana overtook ngerla in E@ﬁﬁi ﬁeﬂ% ﬁ%lem of FDI. The authors conclude that

the investment motives achieved by foreign investors should be a major concern by the host

“T eboah and Antwi

estment inflows in Ghana haV V d signiﬁﬂcant growth every

countries on the African continent as there might be a hidden agenda beyond the normal investment
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motives (Yeboah & Antwi, 2019). Similar observations are reported elsewhere (Harvey & Abor,

2009; Justice & Gloria, 2012; Osei, 2014; Owusu-Antwi et al., 2013)

Ghana remained the largest MNCs and other FDI recipient in West Africa (UNCTAD, 2019; Otoo-
Essien, 2020) due to the favourable socio-politico-economic environment. Accordingly, Ghana
has increasingly become a source of attraction to a lot of foreign companies in sectors such as
agriculture, industry and services (UNCTAD, 2019; Williams et al., 2017), with most of these
MNCs concentrated in the mining sector and the banking and telecommunication sectors have all
received their fair share of foreign companies (Fosu et al., 2014). Also, the tourism and hospitality

services sector continue to enjoy a significant boost in the attraction of investments with notable

internationally acclai arriott International and

Radisson Hotel Group frica in general in recent
years. Africa is conside he industrial powers are

moving in to do busine:

In Ghana, for instance, eir efforts to attract huge

MNCs into the count ng basic amenities and
enhancing the livelihoc sequent exploration and
exploitation of Oil fiel us of Ghana in terms of
attracting MNCs into the'g ading &ropeiatis ge numbers of oil and gas

companies and th@g providers such® ow O1l, Kosmos E a-:.v‘-rb.' ¢. in Ghana. More

| ﬁ =
so, the political landscap al}ﬁ g&aﬁv seal-incentive mechanisms haye largely helped in
= INTEGRI PROCEDA =

making already existing MNCs operate, and attract fiew onEs_(.Williams etal., 2017).
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Foreign investors largely consider not only their technological and marketing competencies but
also the political climate, regulatory and institutional frameworks of the host country in
undertaking their investment decisions. Where MNCs find these factors mentioned above as
inhibitive and prohibitory to safeguarding their business interests, they will not hesitate to
discontinue their operations in the host countries if they already exist, or will not even extend their
investments into such hostile host country altogether. On the other hand, where MNCs find host
country's legal, political and institutional landscape viable to meeting business interests, they tend
to invest in such country (Christiansen & Ogutcu, 2002; Fosu et al., 2014; Williams et al., 2017).

In essence, the profitability of MNCs projects; relative ease associated with how subsidiaries'

operations can be inte all quality of the host

country's enabling en MNCs (Christiansen &
Ogutcu, 2002; Williams and Abor (2009) support
the argument by statin 0 si gi | irement, and labour cost

are the significant moti

4.1.2 MNC:s and Staff]
Staffing in MNCs can force is key to sustained
competitive advantage NCs like domestic firms,
rely on staffing which e ‘

to help meet organ@l_goa S.

they have a wide pool of ﬁto choose from. This pool 17‘
|

to perform specific tasks
ried and broad as

ocals, t?ird party country

.

nationals and parent country nationals. f nmg\g&fs to-take advantage of diverse inputs

of talented individuals and teams with diverse cultural backgrounds, values, attitudes, and

behaviours, and varied perspectives on products, services, organisational and management
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practices, markets, and international needs. This enables MNCs to increase their ability to learn,
innovate, and adapt skills which are critical to success in the global competition. These diverse
perspectives, multiple viewpoints, and varied experiences rooted in cultural orientations help
parent companies, foreign subsidiaries and partnerships to deepen their competitive advantage in

the global market space.

There are several approaches to staffing for MNCs. Notable among them, the ethnocentric,
polycentric, geocentric, or regiocentric staffing options. The ethnocentric staffing approach allows
MNC:s to recruit employees from the country of the parent company and send them on international

assignment to the subsidiaries.

In the case of polycentric staffing, MNCs tend to recruit locals from
the subsidiary count Cs to search, deploy,
develop and retain tale ic approach encourages

the use of people from

Staffing of MNEs can

citizens of the country 1a€ INBlafid. c1 e firm in the country of

Is (PCNs) - defined as

its headquarters. Expa of the parent company

(PCNs) who are transfe ated to work or engage
in another type of forei hen they return home,

they are referred to as repa ined as citizens of the host

e

country of the 1d1ary who are < L th

relocated to the ﬂ@dquatﬁlﬁd t firm, erall referr_pd to as inpatriates
AT P ROCECRIS!

(although they are viewed by themsclves and their relatives as expatriates from their home

countries). Third-country nationals (TCNs) - referred to nationals from countries other than neither

the country of the parent company nor the host country who are employed in the subsidiary or
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parent company. TNC describes nationals hired by MNE from another country other than the
parent country or the country of the subsidiary to work in one of its foreign subsidiaries. This

person is neither a citizen of the parent country nor the country hosting the foreign subsidiary.

Despite MNCs having an edge to recruit, deploy and develop talents from multiple locations and
cultures, there are attendant challenges of tensions, strains, miscommunication, and
misunderstanding regarding appropriate and inappropriate behaviours in the organisation due to
multicultural backgrounds. Extant studies have documented a major challenge associated with the
parent-subsidiary relationship resulting from ethnocentric attitudes among parent managers in

subsidiaries (Birkingshaw, 1997;

Perlmutter, 1969; Michailova, Piekkari, Storgaard, & Tienari,
s can sever workplace
relationships, especiall mense cultural distance
between locals and e 0 associate with people
similar to themselves ace, gender, and other
defining attributes. Ho ral background tend to
foster solidarity, whic rorkplace (Prashantham,
Dhanaraj, & Kumar, al contexts may form
homophilous or heterop workplace relationships
(Thomas, 1996). This ¢ ‘ It is given this that an
examination of th 1 orie al context cannot
be underestlmated This cﬁ shed 1n51ght on the role that ; T orienta}ion of employees
[

can impact employee workplace dev1ance ‘lrF mghh b f-its'MNCs and their subsidiaries

provide to their localities of operation.

4.1.3 MINCs contributions to host countries
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MNC:s play significant roles in the development of host countries in the areas of socio-economic
development, sociopolitical development and stability (Williams et al., 2017) through revenue
generation. MNCs provide several benefits including employment provision, revenue generation,
resource mobilisation and utilisation, technology transfer and development, livelihood
empowerment, provision of basic social amenities, bridging income inequality gap, information
dissemination, cultural transfer, provision of employment opportunities, facilitating global
integration of markets etc. (Mayhofer & Prange, 2013). MNCs may contribute to the achievement
of global development targets through their operations especially in developing countries

(Williams et al., 2017).

Moreover, MNCs tend ) through providing and

expanding access to ba 5 etc. to communities in
which they operate as w labour rights of citizens
(Williams et al., 2017). entoring to local firms to
improve productivity ( yrofitability of the local
firms as they strive to i on the readiness of the

local firms to embrace liams et al., 2017).

Although the operation SR contribute positively

to socio-economic develogp

in developing eco@llave been me n on
i J
several concerns have bee hmhpggﬁm&t—t = msat ns of MNCs which can be
= VG PRAGCEDAMUS 1

detrimental to both the host country governments and citizens. For example, the operations of
MNC:s in especially developing countries result in crowding out of local firms, use of technologies

that local firms cannot absorb, widening income inequality, increased tax exemptions, reduction
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in domestic capital stock and tax revenues through unfavourable technology transfer arrangements
as well as high capital flights through profit repatriations which impact negatively on economies

of developing countries (De Backer & Sleuwagen, 2003).

4.2.0 Profile of Ghana

The Republic of Ghana is a country on the West Coast of the Continent of Africa and is considered
as one of the most thriving democracies on the continent (Ayee, 2017; Sithole, 2012; Boafo-
Arthur, 2008; Asante, 2013). Ghana has earned the reputation of being considered one of the
world's fastest-growing economies, if not the fastest growing economy in Africa in 2018, and is

among the most stable African countries, marked with relatively low corruption and high political

stability (Appiedu, 201 020), Ghana's economy

has continued to enjo gross domestic product

(GDP) growth, which 1e year 2018 during the

|

same period. Non-oil grow orowth driven by a strong

recovery in the services n 2018. The population
of Ghana is comprised made up of majority of

children and a small n e. Social transformation

dictates the structure of he proportion of persons

under 15 years of age

proportion over 65@f_age 0ta
The share of the pop_ulatlorw Lﬁban-areas-h
INTEGAT PROCEDA

with 23 per cent in 1960 but Jumped to 51 percentin 2010, Wthh has placed enormous demand

er cent in 2015, while the

*1 per cent in 2015.

Ids in the last five decades,

on urban public amenities such as transportation, housing, sanitation, education, and public health
(UNECA, 2017). The country has more than one hundred ethnic groups each of which has its
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unique language but the main ethnic groups include Akan, Ewe, Ga, Moshi-Dagomba. Akan
(which includes Asante Twi, Akwapim Twi, Akyem, and Fanti) 49%, Mole-Dagbani 16%, Ewe
13%, Ga-Adangbe 8%, Guan 4%, others 10%, however, English is the official language owing to
the legacy of the British Rule (ghanaweb.com, 2014), and the basic currency unit is the 'Ghana
Cedi'. About 69% are Christians, Muslims constituting 15.6%, and traditional and indigenous

beliefs constituting 8.5% (GSS, 2016).

Ghana is well endowed with natural resources with roughly twice the per capita output of the
poorest countries in West Africa including gold, oil, timber, diamonds, bauxite, manganese, and

fish. Crops such as cocoa, coconuts, coffee, tea, cork and wood manufactures, pineapples, cashews,

spices, other food crop country. The Ghanaian

economy with a worth e to its abundant natural
resources. Ghana expo on in the largest export
economy in the world." oest cocoa exporter in the
world (https://atlas.me tinued as the Ghanaian
economy is noted to bg s domestic product was

the 84th highest in the

Ghana is the world's sec second-largest producer

of gold in Africa. Ghana'si ent of oil, the country's

main export prod@g cocoa and“go A 17). Gha Q-
economic performapce du_mi-g&ﬁwﬁ&aaeﬂ-e
| PROCE

average real growth rate of 9.6 per cent per anfum (GIPC, 7014).
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The oil industry became the highest average growth rate from 2014 to 2017, followed by the
services sector and the agriculture sector (GSGDA 11, 2014-2017). The services sector has taken
over from agriculture sector as the composition of outputs. The services sector earned the highest
growth (5.2 per cent), followed by agriculture (2.5 per cent) and the industry sector (1.0 per cent)
(UNECA, 2017). Agriculture, Industry and Services are the 3 main sectors that account for Ghana's
economy (bbc.com, in 2014). The agriculture sector is the leading sector in the economy
accounting for about 40% of the country's GDP with 50% of the population employed in the sector
(Aryeetey & Kanbur, 2005; UNCTAD, 2019). The service sector remains a rising dominant sector

in the economy of Ghana. The GDP of the service sector rose from 52 per cent in 2014 to 53.3 per

cent in 2015 but its gre 6 per cent in 2014. The

information and com | work (11.5 per cent)

subsectors earned imp

The industry sector in A ase .8 percent i | .0 periee 2015 (UNECA, 2017).
Growth in the agricult | ne nt 112 yer cent in 2014 together
with its attendant share : ; d from 2 in 2014 to 20.2 per cent
in 2015. Crops remaine . of nominal GDP (GSS,
2015; UNECA, 2017). re of about 41.0 per cent

of total employment, ab vholesale and retail trade

subsectors. The in@cto ac cen yment (UNECA,
2017). The service sectorﬁ constitute 50. 2per cent of t : my, foll|owed by industry
and agriculture at 28.4 per cent and%ﬂjr F Iﬁ' Qs;'gtge _y,contmue to be the drivers of growth.
In particular, a reliable energy supply will enhance the proper functioning of both the industry

sector and the service sector (UNECA, 2017).
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Ghana actively participates in regional integration arrangements in West Africa and on the
continent, including the African Union and ECOWAS. Ghana prioritizes a relatively open trade
opportunities with the rest of the world by upholding high standards of good relations with its
traditional trading partners and donors, especially the United Kingdom of Great Britain and
Northern Ireland and the United States of America, both of which have a large Ghanaian diaspora,
on the one hand, and with many emerging countries, backed by funding for various projects on the
other hand (UNECA, 2017; UNCTAD, 2019). Ghana continues to earn high FDI inflows from the
past few years, driven mainly by the hydrocarbon sector to reach 8.7 per cent of GDP in 2014

despite increasing reservations plaguing the Ghanaian economy (IMF, 2016).

4.2.1.0 Ghana and H
Culture, as defined to the human mind which
distinguishes one gro to influence distinctive
forms of thinking whi n to various aspects of
life. Nonetheless, thert een individuals which
may oppose the domi he law of big numbers
enables one to use suc e strongly influenced by

social control.
Power Distance Dimens

The power distancﬁe

— it expresses the .gﬁiﬁrdez l'iﬁJlEﬁﬁ ,

defined as the extent to which the less powerful members of institutions and organisations within

a country expect and accept that power is distributed unequally. Ghana scores high on this
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dimension (score of 80) which means that people accept a hierarchical order in which everybody
has a place and which needs no further justification (geerthofstede.com, 2019). Ansah (2015) study
of cultural dimensions in marketing manager’s decision-making using Hofstede’s cultural index
found that there is a strong power distance among marketing managers in the indigenous
organisations in Ghana as illustrated in 70 per cent of respondents indicating "No" and 30 per cent

indicating "Yes" to whether the managers were consulted by their superiors in marketing decisions.
Individualism-Collectivism Dimension

The fundamental issue addressed by this dimension is the degree of interdependence a society

maintains among its me oe 1s defined in terms of

“I” or “We”. In Indiv er themselves and their

direct family only. In C 1at takes care of them in
exchange for loyalty. ( tivistic society. This is
manifest in a close lon -:l‘ amily, extended family,
or extended relationshij A . e, is'] nd overrides most other
societal rules and reg shame and loss of face,
employer/employee rel amily link), hiring and

of groups (geerthofstede:

manager's decisior@_usmg Hofstede's

in Ghana were coh@ctlve mﬁné&

with Hofstede (2001).

Uncertainty Avoidance Dimension
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The dimension of Uncertainty Avoidance has to do with the way that a society deals with the fact
that the future can never be known: should we try to control the future or just let it happen? The
extent to which the members of a culture feel threatened by ambiguous or unknown situations and
have created beliefs and institutions that try to avoid these is reflected in the score on Uncertainty
Avoidance. Ghana scores 65 on this dimension. This score expresses a preference for avoiding
uncertainty. Countries exhibiting high Uncertainty avoidance maintain rigid codes of belief and
behaviour and are intolerant of unorthodox behaviour and ideas. In these cultures, there is an
emotional need for rules (even if the rules never seem to work) time is money, people have an

inner urge to be busy and work hard, precision and punctuality are the norms, innovation may be

resisted, security is a rthofstede.com, 2019).

Ansah (2015) study decision-making using
Hofstede's cultural ind; avoidance index in the
Ghanaian marketing ¢ ked whether marketing

managers in Ghana like

In conclusion, the chap ies and their operations

in Ghana as well as alongside her scores in

Hofstede's cultural ind
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CHAPTER FIVE

RESEARCH METHODOLOGY

5.0 Introduction
The chapter reports on the research methodology employed in the current study. It involves the
decisions and activities which guided the conduct of the study during data collection and data

analysis.

5.1 Mixed methods approach
In management and organisational behaviour research in particular and social sciences in general,

the mixed methods ¢ pplication in research

investigations because -alone research design.

The mixed-methods ar researchers to integrate
both quantitative and q , report the findings and
draw inferences in a s' epth understanding of a
given phenomenon (B ,2019). Also, the mixed
methods research coulc e and qualitative data in
a single study where t quentially, and are both
given priority in the a man, & Hanson, 2003).

This is done “to obtain diff uplementary data on ic” (Morse, 1991, p. 22)

that can best unde@g problem °r 1 ; . : 1
H =5

by directly comparing and conirasti itati atistical findings with qualitative findings to
S IR TEEHI PROCEDAMUS T

corroborate and validate the findings of the research problem under investigation, and finally, to

combine complementary research methods findings to develop a more complete understanding of
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the phenomenon under study such as workplace deviance and cultural orientation among

employees of MNCs.

The pragmatist paradigm undergirds the mixed methods research approach which upholds the
principle of methodological pluralism indicating that it is concerned with what works, is doable,
and legitimate to employ multiple methodologies and paradigms in a single research investigation.
This study, therefore, follows the pragmatist paradigm which allows the use of both quantitative
and qualitative designs in varying degrees to answer the research questions driving the study. The
benefits and uses of this approach are that it can offset the weaknesses associated with adopting
only one approach in a particular study. Unlike the multi which involves using
methods with a part methods research is

conceptually distinct a

a study.

The mixed methods re: early-twentieth-century

USA in the work of p 1975) and John Dewey

(1988), Putnam (1995 2017) in response to

=b]

seemingly unattainabl d epistemology which

constrained the develc ining popularity as an

alternative to the two mati _

and has since been@the third path'(€

v Vil
(Tashakkori & Teddlie, 2! 3} ggtﬁrd- esearch paradig (Johnson & Onwuegbuzie, 2004).
T Rl PROCEDA

‘ ards (Tashakkori, 2010)

Hence, it has increasingly been adopted in management and ofganisational behaviour research

(Alavi & Habek, 2016; Tsang, 2017; Saunders et al., 2019).
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The pragmatist philosophy governs mixed methods research as it espouses the belief of reconciling
objectivism and subjectivism, facts and values, accurate and rigorous knowledge, and different
contextualized experiences to enhance understanding and explanation of social problems and
theory building (Jogulu & Pansiri, 2011; Tashakkori & Teddlie, 1998). The key attribute of
pragmatism is its exclusive focus on "... the practical solutions of human beings in their social
world" (Tsang, 2017, p. 7). Hence, using the pragmatic philosophy can allow reliable, well-
founded, consistent, and relevant data to be collected that can enhance the research, and contributes
to theoretical knowledge (Saunders et al., 2019; Tsang, 2017). Management scholars advance two

main reasons for increasing adoption of pragmatism or mixed methods research in management

research; first, its theor ic disciplines including
human resources, st ‘ _ enging sociology, education,
organisational behaviag ond, it can ensure the

reliability and validity ¢ stions that it can answer

(Alavi & Habek, 2016)

The pragmatic paradigt omposed of both static

and dynamic social rea | rules require members
in an organisation to uf cve ional geals' rary, the dynamic social
realities which are bro efs, interpretations, and

meanings allow o isational” sout o 1S und them in the

organisational setting whiﬁyesult in conflicting interests, ations, aﬂnd needs (Crotty,

oy, ) INTEGR] PROCEDAMUS

More so, culture is a multidimensional construct that means differently to different people at

different times and from society to society (Hofstede, 2011). In the same vein, workplace deviant
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behaviour also assumes a multidimensional outlook given that what is acceptable or unacceptable,
and or significant or non-significant, values vary across people, organisations, and larger social
systems (Robinson & Bennett, 1995). Employing this research approach allows the researcher the
opportunity to explore and adopt multiple lenses in understanding how employee cultural
orientations can predispose them to workplace deviant behaviours. Further, organisational
members' views about what is considered significant organisational norms may be at odds with
management's views of such organisational norms, and this may ultimately affect how
organisational members relate with one another in the achievement of organisational goals.

Unfortunately, organisational researchers have paid little attention to how the cultural values of

individuals may affect 3 is undertaken to fill that

methodological void i er considered that both
etic and emic perspec each strand generates
knowledge that could b dibility and the utility of
the study's findings. stances of values to the

forefront of analysis a the research process.

5.1.2 Rationale for Mi
The methodological rig seek answers to certain

complex research quest ither of the approaches is

employed singly or.i endently. quar i qualitative could

ions, hypothesis revisions,

z-l'i

either be validated or diverﬁe contradlctory Wthh ich can sp ‘
~ SEDAMUS
and further research (Burrell & Morganﬂ‘) F)HDGED
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5.3.2.1 Sampling technique

Both simple random sampling techniques, a probability sampling method, and convenience
sampling which is a non-random sampling technique, were employed to select organisations and
employees to participate in the study. To begin with, letters were sent to multinational companies
operating in Greater Accra Region to request their participation in the current study. These
companies ranged from manufacturing, banking and finance, transportation, construction,
hospitality, telecommunications, mining and energy, and insurance. Among these companies, a
simple random sampling was undertaken to select 25 multinational companies from a list of
multinational companies gathered from the Association of Ghana Industries, Ghana Investment

Promotion Center, anc - ‘ f w ultinational companies

expressed interest to a ction of employees and

interview some supervi tions. These companies
spanned from banking energy, hospitality, and

telecommunications op

Given that multinatio nt, most MNCs do not

allow their organisatio Some of the companies

expressed reservations ing th e C 2 estionnaire even though

the investigator detailed of th . oents of the MNCs. After

gaining permissio@g randm samplii th
representatives of] the conmipa ﬁﬁchfeeﬁeﬁ-of-ﬂmm esQlirce En_adager so that I can
o WYEGRI PROCEDAMUS

return later for the pickup of the completed questiofinaires in order not to interrupt their work. In

some organisations, I was allowed to personally send the questionnaires to departments and units.

168



University of Ghana http://ugspace.ug.edu.gh

In such situations, convenience sampling was adopted which allowed me to administer

questionnaires to those who were easily accessible to fill the questionnaires.

Although convenience sampling is less desirable because it is a nonprobability sampling technique
and may affect generalizability capability, it allows the researcher to rely on respondents who find
it convenient and are available for the study. This sampling technique has also been used in
organisational and management research (Fatima & Bashir, 2017). Random sampling allows
participants to have a non-zero chance of selection to participate in the study to avoid any biases.
This seeks to augment the credibility, validity, and reliability of the results. Random sampling is

undertaken where the target ation i genous suggesting that any element or unit sampled

can provide similar re participate. The target

population is conside n from multinational
organisations operating 5, convenience sampling
is relied upon to sele ': er than those, although
qualifies to participate e conduct of the study.
Both the random and ction of respondents to
participate in the study 1 objectives one through
to objective three. Incl ed for at least five years
in the multinational spac exceeded five years since
their operation we i r were included in

the study and all dmploye elong to other prlvate establi  other thlan a multinational

company were excluded together wﬁﬁﬁglga%ﬁﬁwﬂgmsm&ls—
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5.2.0 Research Design

The researcher followed the recommendation of Creswell and Plano Clark (2011) in applying the
mixed methods research design to assess the quality of the design by ensuring that; first, both
quantitative and qualitative data were collected simultaneously; second, apply rigorous procedures
during data collection and subsequent data analysis; third, specifying the type of mixed methods
design considered appropriate for the current study which is concurrent triangulation mixed
methods research design; fourth, using a theoretical lens; and finally, strictly applying the
terminologies associated with the mixed methods such as triangulation, quantitative research
approaches, validity, reliability, dependability, confirmability, transferability, and credibility in the

current study.

The concurrent triang ixedd S on i in this study because it
seeks to examine the rela ip between the individual-leve al orientation of employees
and workplace devian ons operating in Ghana
using quantitative me nd react to workplace
deviance using qualita lark, 2011). As a result,
the quantitative and qu he integration of results
but also for the qualita ywards a more complete
understanding of t h proble ¢ justifications for

the selection of cohcunen‘fmatlon mlxed methods research  which elmbraces the blend
i

of quantitative and qualitative demgns ﬁﬂa‘ SF&%E‘Q end-rx"

5.3.0 Quantitative research procedure

170



University of Ghana http://ugspace.ug.edu.gh

This aspect discusses the procedure adopted for the quantitative approach of the research design
in achieving the quantitative research objectives. It sheds light on the quantitative strategies and
decisions associated with the method and choice in using the quantitative approach. It provides an
overview of using the quantitative approach, the philosophical stance of the investigator, the
research design concerning the population, sample, and sample size determination; sampling
techniques; instrumentation, data collection method and procedure, exclusion and inclusion

criteria, reliability and validity analysis; and data analysis tools.

5.3.1 Research design

Cross-sectional descriptive surve

The descriptive cross-s > study to collect data to
address the quantitative ectives i j utient sit IS arch design allowed the
opportunity to quantit: iours, and views of a
representative sample . is ideal for studies that
focus on prevalence, pulation of interest at a
specific point in time numerical data from a
representative sample e, viewed as taking a
"snapshot" of a group ¢ e current study used the

descriptive cross-sectio eSCa g esearcher to administer

questionnaires acr@fesentatlve amp mployc
point in time to gat.hpr quaa%\ \ﬁ'ﬂﬁh—
INTEGH PROGE

to generalize across the populatlon using the representative s‘arhple (Bryman & Bell, 2011). The
elements inherent in the descriptive cross-sectional survey makes it ideal for the current study
including collecting views, opinions, and behaviours from a representative sample of employees
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from MNCs, carried out at a single point in time, quantifiable or numerical data, and patterns of
association or relationships (Bryman & Bell, 2011) between employee cultural orientations and
workplace deviant behaviours in the current study. This design allows for stronger external validity
(Bryman & Bell, 2011), which helps to extend inferences from the research context to another

context of similar attributes.

5.3.2.0 Population, sample, and sample size determination
The target population of the study includes all employees of multinational organisations operating
in Accra, the capital city of Ghana. They include manufacturing, telecommunications, financial

and insurance, and hospitality industries. Given that the study focuses on individual-level cultural

orientation, selecting | o understand how an

individual's belief sys is/her experiences and
behaviours at work al goals. Multinational
companies (MNCs) are ulticultural workforce
which is considered id within the boundary of
profit maximization a stantly aspire to meet
organisational targets. joy a competitive edge
makes such organisatic ence, management and

subordinates of the pa unit of analysis for this

study. The accessi@‘latlo o “with accessible at the

time of the conduct of the ﬂﬁl , i ion'was drawn upon in the current
T is T — : ¥
|

study.

Given resource constraints including time, money, and other resources, a representative sample of
625 employees was obtained from the accessible population to respond to the surveys
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administered. A representative sample can adequately represent the population from which it is
drawn so that true inferences about the population can be made from the results obtained. Vogel
etal., (2015) submit that some trade-offs are important to be undertaken when conducting a within-
country data collection effort. As a result, data is collected from a sufficiently large sample of
multinational organisations operating in the capital city of Ghana, Accra so that our arguments and
findings can be generalized within the boundary of the cultural context as suggested by previous
research (Vogel et al., 2015), and also allow proper use of statistical tools to conduct the analysis.
Consideration was given to factors such as ethical concerns, availability of participants,

researcher's time constraints, research objectives, contextual situations, and acceptance from

participating companie

The population of the | terest that a researcher

considers as pertinent t 1, 2014; Saunders et al.,

2019). The sampling te epresentation of the whole
population. Consistent fair and 300 is good for
robust analysis and g¢ ; Prajapabi, Dunne, &
Armstrong, 2010; Tab s to common statistical
estimates and generate the study is six hundred
and twenty-five (625) re ‘

as appropriate for @taﬁistlc ;

survey administration and @n L o 7
~——1INTEGR| PROCEDAMUS

5.3.2.2 Response rate

an the sample considered

inst return rate after

Survey instruments were administered among employees of multinational companies operating in

Accra, Ghana. Out of the 625 respondents, 510 questionnaires representing approximately 82
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percent were returned but only 433 questionnaires were considered useful for analysis in the
current study which represented about 85 percent response rate. The results show an adequate
response rate for rigorous statistical analysis given that the questionnaire administration has often
received not only a relatively low response rate but also a low return rate. Hence, scholars suggest
that anything beyond 50 percent is considered a relatively large sample (Leedy & Omrod, 2016;

Nardi, 2018).

5.3.0 Instruments
Survey instruments are relied upon to gather responses from respondents participating in the study.

Survey questions are relatively convenient, easy, and simple to use, as well as inexpensive in their

administration. They a nobservable constructs,

such as population at s, and opinions about

particular issues (How. onsequently, self-report

questionnaires were use d organisational science

research (Kim & Kim, onal behaviour research

make use of survey me assess some or all of the

variables of interest. [ ng the following:

Bennett and Robinson'. vorkplace deviance. This

measure employed 21 itet 1l deviance (having eleven

SCT btion against each

items) and (i) org nal deviance (he ¢ desc

item is obtained on,_a ﬁve%‘tﬁv o
| PRC

(5). Respondents are asked to rate how often they‘traVe engaged in these behaviours as recently as

hever (1) to almost always

since the last six months. The reliability of this scale was 0.817 for interpersonal deviance and

0.826 for organisational deviance.
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Perceived ethical leadership was assessed using Brown et al., (2005) ten-item measure with
sample items including my supervisor 'Listens to what employees have to say' and 'Disciplines
employees who violate ethical standards' on a five-point Likert type scales ranging from 1-strongly
disagree, 2-disagree, 3-neutral, 4-agree, and 5-strongly agree. The reliability of this scale was

0.887.

Perceived Organisational Support Scale (Eisenberger & Rhoades, 2002) was used to assess the
extent to which the participants feel and believe that the organisation value and care about them.

The 6-item scale is rated on a 5-point scale (Strongly disagree = 1; strongly agree = 5) with scale

1

items such as 'This organisation values my contributions to its well-being', and 'My organisation

shows very little conce

Employee cultural val orientation index which

contains 24 item sca listic (IND- 4 items),
collectivistic (COL- 4 i i P 8 1 ainty avoidance (UAO-
8 items). All were me
neutral, 4-agree, and 5 ).722 for individualistic
orientation, 0.745 for c rientation, and 0.806 for

uncertainty avoidance ¢

Employee commitment is mea 7 mmitment Questionnaire (OCQ)

created by Meyer “rm - measuring affective
!

. — .
-items subscale measuring

'-.-

. . S
commitment, 6-items subs

aléﬁ

continuance commitment. All were measured on 7-point Likert scales ranging from 1-strongly

disagree, 2-moderately disagree, 3-disagree, 4-neutral, 5-agree, 6-moderately agree, and 7-
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strongly agree. The scale reliabilities were 0.892 for affective commitment, 0.872 for normative

commitment, and 0.872 for continuance commitment.

5.4.0 Data collection instruments

The data collection instruments used in the current study included structured questionnaires or
surveys to gather the quantitative data from the sample respondents. A five-page survey
questionnaire instrument was developed beginning with section one which sought to elicit
responses from respondents about the prevalence of ‘undesirable’ workplace behaviours on a scale
of 1=Almost never, 2=Seldom, 3= occasionally, 4=usually, and 5=Almost always. Section two

sought to obtain the individual level cultural orientation of employees at the workplace; section

three elicited informa ble behaviours at the

workplace for the last eldom, 3=occasionally,

4=usually, and 5=freq moderators including

perceived organisationa ective, normative, and

continuance on a 7-po oderately disagree, 3 =

disagree, 4 =neutral, 5 ce, and perceived ethical

leadership, section five dents including gender,

tenure (both organisat religion, general work

experience, position, le dence, and ethnicity. The

variables were o nahze - in management,

s-cultural research (Caprar et 5; Hofstiede, 2001; Yoo &

organisational beﬁawour ]
ji INTEGR| FFIDGEE}AHJE —

Donthu, 2005).

5.4.1 Reliability and validity of quantitative data
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According to Creswell (2014), the validity and reliability of scores on instruments lead to
meaningful interpretations of data. As a result, internal validity, external validity, and reliability
helped in ensuring statistical rigor as recommended in quantitative research (Neuman, 2014;
Bryman & Bell, 2011). Reliability refers to the degree to which the data collection techniques and
analysis procedures yield reliable and reproducible findings (Leung, 2015). Reliability and validity
of the survey scale items were undertaken using internal consistency reliability indexes based on
Cronbach's (1951) alpha values, inter-item correlations, and factor analysis, and the results of the
Cronbach's alpha values are shown in Table 5.3. According to Nunnally (1978), a Cronbach’s

alpha value of 0.6 and above is considered reliable. Other scholars contend that a threshold of at

least 0.7 Cronbach alp ychogios, 2007). From

Table 5.3, the Cronba ing the achievement of

sufficient reliabilities.

Also, both supervisors ‘L | management research

helped to establish the primacy of validity and
reliability in a quantita in achieving validity in
this study: the instrumsg rs all the content that it
deems to measure in th 0 seek expert opinion on
whether the instruments ‘ ace validity); Again, the
effort was made to ‘hét mn 7 related | 1 being studied can
be made (construct validit 7 lly, the research 1nstrumentsr | ainst a flmllar instrument
that measures the-:':me Var:zﬂ)‘lg meeﬁ‘reﬁ H%EQ(#‘ lé%‘gerron Vahdlty) before the data

collection (Bryman, 2012; Creswell, 2014; Leedy & Ormrod, 2010). After data collection, the

results from the reliability and validity testing corroborated the results obtained before the data
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collection. The testing included the Cronbach's alpha used in testing the internal consistency,
composite reliability (CR), maximum shared value (MSV), and average variance extracted (AVE),
according to Hair, Hult, Tomas, Ringle, and Sarstedt, (2014), were assessed. Composite reliability
measured the overall reliability of a collection of related but heterogeneous items (Hair et al.,
2014). Both convergent and discriminant validity were used to assess construct validity. The
standardized factor loadings provided by the confirmatory factor analysis (CFA) was used to assess
convergent validity. Hair et al., (2014) define convergent validity as the degree to which a high
proportion of variance that is shared in common with indicators of a specific construct. Also,

Fornell and Larcker's (1981)'s recommended procedure was employed to assess discriminant

validity. Discriminant s are dissimilar to other

constructs in terms of structs and how unique
variables represent on 2014). The Fornell and
Larcker (1981) proced d be greater than all the
corresponding correlat bility is provided in the

quantitative empirical

TEGRI PROCEDAMUS |
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Table 5.3: Scale reliability analysis of constructs

Variable Items/Indicators C.R. Cronbach’s Alpha
Interpersonal Deviance 1. Neglecting to follow the boss's instructions 0.831 0.817
(ID) 2. Acting rudely towards someone at work
Organisational 1. Coming in late to work without permission 0.840 0.826
Deviance (OD) 2. Leaving work before closing without permission
Individualistic 1. My personal identity, independent of others, is important to 0.889 0.722
Orientation (IND) me

2.
Collectivistic 1. 0.796 0.745
Orientation (COL)

2.
Power Distance 1. 0.869 0.858
Orientation (PDO)

2.
Uncertainty Avoidance 1. 0.828 0.806
Orientation (UAO) 2.
Perceived Ethical 1. 0.897 0.887

Leadership (PEL)
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2. [My supervisor] when making decisions, asks ‘what is the

right thing to do?”

Perceived 1. This organisation strongly considers my goals and values 0.843 0.757
Organisational 2. The organisation is willing to help me when I need a special
Support (POS) favour
Affective Commitment 1. Tdo not feel like “part of the family” at my organisation * 0.923 0.892
(ACT) 2. Tdo not feel “emotionally attached” to my organisation *
Normative 1. Iwould not leave my organisation right now because [ have a  0.894 0.872
Commitment (NCT)

2.
Continuance 1. 0.882 0.872
Commitment (CCT)

(Source; Fieldwork, 2020) * Reverse coded

INTEGRI PROCEDAMUS
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5.5.0 Quantitative data mode of analysis

The data were subjected to both univariate, bivariate, and multivariate statistical procedures in
analyzing both the metric and nonmetric data that answers the three main objectives of the study.
The univariate statistical techniques allowed the analysis of single-variable distributions such as
means, standard deviations, frequency counts, and percentages. Also, the bivariate analysis
allowed analysis on two variables such as correlation. Further, multivariate statistical techniques,
which allowed analysis of multiple measurements on individuals or objects under investigation
simultaneously (Hair et al., 2014) were undertaken. Also, multiple regression, moderation analysis,

and factor analysis, which detects the factor structure underlying a set of variables, were

undertaken using AMO factor analysis (CFA)

was useful as it helped numbers in the case of

the factor analysis, at ween independent and

dependent variables we e suggestion of Hair et

al., (2003). Multiple reg

discriminant factor ana

ndertaken to determine
sm, collectivism, power

distance and uncertai or variables, perceived

organisational suppor ommitment, normative

commitment, and conf; ace deviant behaviours
directed at coworkers (ID)
5.5.1 Multivariate analysi

variables.
A

|
i
Extant studies catégorize ce and interdependence

miliple- variat- teghnioyes im0, dapend
techniques (Hair, Anderson, Tatham, & Black; 2010). Dependence techniques involve those

techniques that allow one or more other independent variables to predict one or more criterion
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variables (Hair et al., 2014). These techniques, including multiple regression, structural equation
modeling, and multivariate analysis of variance, are useful for causal or experimental studies (Hair
et al., 2010; Hair et al., 2014; Keith, 2015). In contrast, interdependent techniques such as factor
analysis, allow all variables to be analyzed collectively and simultaneously. Here, the variables are
categorized as either criterion or predictor variables (Hair et al., 2006).

Analytical techniques used in the current study

Confirmatory factor analysis, correlation analysis, multiple regression analysis, and moderated
multiple regression analysis were employed in the current study. Fulfilling research objectives two

(2) and three (3) in the current study informed this decision as the study involved two dependent

variables, four indepe t with extant studies

(Malhotra, 2007). The ance and organisational

deviance together wit ic, collectivistic, power
distance, and uncertal Itiple linear regression
analysis (MMRA) was 7 ‘ the main relationships
between predictor varia |
Multiple regression fo

from multiple or more

than one independent sion analysis (MRA) is

researcher can expl:
|

for both experimental a

multiple independent variables in explaining variations in one dependent variable (Keith, 2015).
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For the current study, MMRA was considered appropriate because the study contains continuous
predictors including individualistic, collectivistic, power distance, and uncertainty avoidance
orientations which are hypothesized to explain variations in criterion variables, namely;
interpersonal deviance and organisational deviance of employees, and also testing five moderators
including perceived organisational support, perceived ethical leadership, affective commitment,
normative commitment, and continuance commitment in the relationships between predictor and
outcome variables. Again, the current study is not an experimental study where neither there is no
active manipulation of the independent variables nor random assignment of subjects to treatment

groups. Finally, the MRA can incorporate all the predictors in explaining variations in the criterion

variables. In effect, ME rrelationships that exist

between the predictor 3

To run multiple regre 1cluding the absence of

missing values, norm 1lticollinearity. Missing

values occur from potet ssing. Failure to address

missing values may aff >sult, missing data were

analyzed using expecta d an effective technique

that is often used in d ang-Yu, Sun, Yousef, &

Hurst, 2014; Tabachni e there are no significant

differences among the avera 1 across samples is normal
- L a _Eu

|
sample is drawn is

|
onmay lead to the use of

(Garson, 2016). N

normally dlstrlbuteﬁ and-that! H}T Eﬂﬁppﬁmm&

suboptimal estimators, invalid inferential statements and inaccurate predictions" (Das & Imon,

2016, p. 6). Independence suggests that observations must be unaffected by other variables. They
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exert substantial effect on the extent of significance and the power of the test when violated (Hair
et al., 2014). Outliers simply refer to extreme data points that "split off" or are different from the
rest of the points which have an enormous impact on the interpretation of results (Pituch & Stevens,
2016). Finally, multicollinearity occurs when there are high correlations among independent
variables to suspect the relative contributions of each predictor in terms of the effects it exerts on
the dependent variable. For example, Pituch and Stevens (2016) identify three key problems posed
by multicollinearity: first, multicollinearity limits the size of the R severely because the predictors
tend to explain very little variance on the outcome variable; second, multicollinearity affects the

weight of each predictor on the outcome variable because the effects of the predictors are

confounded due to th nally, multicollinearity

increases the variances
Factor analysis

Factor analysis refers | reduce and summarize

variables of study into | ). Factor analysis helps

to identify the factors t orrelations among them

and those that measure ong them. It also helps

to establish the under oe number of variables

(Pallant, 2010). This he nobserved variables or
factors that explain the %

o =
indicators (Brown, 2015). There

— 1 y ;
i

fd‘ﬂ)mﬁ_f ﬁﬁﬁa—m 01 S)T'TEZXploratory factor

analysis (EFA) is regarded as a data-driven procedure as it entails no specifications involving the

set of observed variables or
OD:
=

exploratory factor

analysis and confirmato

number of factors or the pattern of relationships between the common factors and the indicators.
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Hence, it is employed as a descriptive technique to ascertain the proper number of common factors
as well as reveal the measured variables that are reasonable indicators of the various unobserved
dimensions (Brown, 2015). It is mostly used during the initial process of scale development and
construct validation (Brown, 2015). In contrast, the confirmatory factor analysis (CFA) allows
researchers to "specify the number of factors and the pattern of indicators factor loadings in
advance, as well as other parameters such as those bearing on the independence or covariance of
the factors and indicator unique variances. The prespecified factor solution is evaluated in terms
of how well it reproduces the sample correlation (covariance) matrix of the measured variables”

(Brown, 2015, p. 12). Because of its typical features of specification of the number of variables in

advance, CFA require guide a researcher in

determining the speci 2015; Hair et al., 2016;

Keith, 2015). In the cur s influencing workplace

deviant behaviours of S 1 ong ‘ employing confirmatory

factor analysis to reduc eir underlying structure

and interrelationships 4 e manageable measures
was key to this study.

Consistent with Tabacl inimum of 300 cases as

adequate for factor anal ( C at least 10 observations

to 1 item under investigal A or analysis, the sample size of
g, : _— i

433 respondents fo the at-study was constdered sufficiently.i (lr analysis. Again,

|
the current study investiga

“ ‘“_ e T — [_a-l-—“'—" i _H
edMFE@mnF mEE‘jﬂﬂ&‘l} anslates into more than 5
cases per item consistent with Tabachnick and Fidell's (2007) recommendation. Scale reliability

test was also relevant in determining the internal consistency of the items that constituted each of
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the components of both the predictor and criterion factors. According to Hair et al., (2006), an item
should have a minimum factor loading threshold of 0.5 for such an item to be retained in the scale.
The item should also be able to register an item-total-correlation greater than 0.3 (Blankson &
Stokes, 2002). Additionally, the variables that make up a factor must have a reliability (Cronbach
Alpha) score of at least 0.7 (Pallant, 2010) with at least two items measuring the factor (Kenny,
2016).

In the current study, CFA was used because it can identify different factors of the dependent
variable. That is, CFA helped to confirm the underlining structure of the items used in measuring

the various constructs. It also added the benefit of testing construct validity of the measurement

scales or model to alloy n the response variable.

According to Mueller a process that begins from

model conceptualizatio nodel fit assessment and

potential modification n extant studies (Fornell

& Lacker, 1981; Croft,

Some reasons informec ral equation modeling

(SEM) in the current s First, SEM is a process

approach derived from on is undertaken. Hence,

results from multiple re 0, Unlike MRA that can

allow multiple moderators fo . : L : nultiple independent variables
Sy ' _— =

iLg more than four

" H JL___i__L_[_a-l-—“—"H |
moderators in SEM may dﬂfﬁﬁﬂflﬁﬂmmmﬁ‘q model misspecification

(Awang, 2012). There are five moderator variables in the conceptual model developed for the

current study, together with four independent variables. However, SEM analysis may be more
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useful when examining one or two moderator variables that permit the use of product-indicator,
two-stage, and orthogonalizing approaches in PLS-SEM (Memon, Cheah, Ramayah, Ting, Chuah,
& Cham, 2019). There is also multigroup analysis in SEM which is only suitable for categorical
moderator variables (Tarhini, Hone, & Liu, 2014; Ramayah, Cheah, Chuah, Ting, & Memon,
2018). Even with these approaches, several weaknesses have been raised involving moderator
analysis (Fassott, Henseler, & Coelho, 2016). Finally, SEM is a complete model that allows one
to test the processes by which relationships and interrelationships occur between independent and
dependent variables simultaneously. As a result, all variables in the process must be included in

the model to test how they fit the empirical data or the measurement model, and subsequently the

structural model. Unlik ct terms of independent

and moderator variable o all variables including

the interaction terms i t or near impracticable

consistent with extant s
Validation test of the m

The following fit indice cluding the name of the

index used, cut-off crit tudy. They include chi-

square (y2) statistic, sta 2skog & Sorbom, 1988),

root mean square errot cker-Lewis Index (TLI,

Tucker & Lewis, 1973), and ). These fit indices are the
—

common indices re
| —

" i g T B |
with extant research (Ad ejiﬂﬁﬁﬁ .SPWEWAWE‘_ im, 2016; Hu & Bentler,

1999; Maat, Zakaria, & Rosli, 2017). Additionaliy, these indices are most often reported in CFA

studies (Alumran et al., 2014; Prudon, 2015; Tang et al., 2013; Schreiber, Nora, Stage, Barlow, &
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King, 2006) even though there is endless controversy about their usage (Hayduk, Cummings,
Boadu, Pazderka-Robinson, & Boulianne, 2007). It is recommended that chi-square values closer
to zero show a better fit, i.e., a smaller difference between expected and observed covariance
matrices but a larger chi-squared test with a corresponding small p-value shows a poor fit of the
data (Suhr, 2006). Standardized Root Mean Square Residual (SRMR; Joreskog & Sorbom, 1988),
Root Mean Square Error of Approximation (RMSEA, Steiger, 1990), Tucker-Lewis Index (TLI;
Tucker & Lewis, 1973), and Comparative fit index (CFI) were used to assess the model by
acceptable threshold (Hu & Bentler, 1999; Gaskin & Lim, 2016; Awang, 2012).

5.6.0 Moderation Analysis

Moderation analysis de and direction do

individualistic, collect dance constituting the
independent variable ¢ | deviance constituting
dependent variable. organisational support,
perceived ethical leads ment, and continuance
commitment constitut effects of independent
variables on the depen elevance of moderation
analysis to business a zurra, & Nielsen, 2014;
Cohen, Cohen, West, &
In particular, Pedhazur anc r ltiplz iffects of constructs

should be studied" a!‘iables. A simple

|

}
moderation effect is-ass n-model to help explain
whether the moderator alters the magnitude and/or direction of the relationship between an

antecedent and criterion variable (Andersson et al., 2014; Baron & Kenny, 1986). Mean centering
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was done to try to reduce the effect of multicollinearity brought about by the correlation between
the product term of the moderating variable (Z) and its independent variable (X) and the moderator
(M). Finally, mean centering was also favoured to facilitate the interpretation of coefficients on
direct effects of the independent variable on the dependent variable (or otherwise, lower-order
terms) in the presence of interactions (Aiken & West, 1991; Memon et al., 2019).

The moderated multiple regression (Aiken et al., 1991; Aiken & West, 1991; Cohen, 1978), was
performed by "creating a regression model that predicts the outcome based on a predictor, X, a
second predictor, Z hypothesized to be a moderator, and the product term between X and Z, which

carries information on the moderating effect of Z on the X-Y relation. The regression coefficient

for the XZ product tert fers information on the

presence as well as the wards, & Bradley, 2017,

p. 666). This implies t outcome, Y, is different

for different values of 018). The independent

variable, moderator va eously into a regression

model.

The MMRA was selec e when moderators are

continuous over multig )6; Helm & Mark, 2012;

Stone-Romero & Ande sion analysis relative to

subgroup analysis can dete 3 (Aguinis, 2004; Helm &
=%

Mark, 2012). Fina e identification of

! " i JL___i__L_[_a-l-—“—"H |
moderator effects (Daws mmﬂﬁﬂ}%mgﬂm_ﬁﬁ‘l_ »Dawson, 2014). Jeremy

Dawson interaction plots specifically two-way unstandardized plots were relied upon to plot the

graph of the significant interactions from the moderated regression analysis (Dawson, 2014).
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Analytic instruments in the current study

The study relied on IBM Statistical Package for Social Science (SPSS) version 21 and IBM’s
Analysis of Moments of Structures (AMOS) version 22 software packages. Both these software
have been extensively used by researchers in management and organisational research (Hinson et
al., 2019). The data was coded, screened, and cleaned using SPSS for further analysis including
correlation, multiple regression, and moderated multiple regression analysis. The clean data was
transferred to Amos for the CFA to determine the measurement variables for the subsequent
analysis involving multiple regression and moderated multiple regression.

Quantitative Data Management Procedure

Quantitative data proce missing values, outliers,

collinearity diagnostics eet the assumptions for
further analysis such as on. They are highlighted

below:

a) Analysis of mis
Missing data were ) because expectation
maximization is consic data analysis to manage
missing data (Alumra is because expectation-

maximization overcome as mean substitution or

regression substituti Alumran™e Tov e means, variances, and

covariances to be Hestimatﬂhe individuals whose data is_COf¥ pléte. Also, the EM was used

.11-_4 : J‘ ‘¥'u______.-ﬂ'l— ‘ I
to strengthen the conduct of (%X %ﬁ!aﬁ 5@%%%0%111% were therefore used to

estimate the missing values.

b) Independence and normality test
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In the current study, quantile-quantile (Q-Q) plots were used to check normality assumptions to
provide graphical checking of the observations (Das & Imon, 2016). The results showed that the
data is normally distributed. Again, coefficients of skewness and kurtosis were used in confirming
the normality test. The values of kurtosis and skewness are between +/-1, or +/-7.0 and +/- 2.0
respectively, are considered very good for most psychometric uses, but also between -2 and +2 to
be considered acceptable for normally distributed data (Gravetter, & Wallnau, 2014; Hahs-
Vaughn, 2017). From the test conducted, the result meets the assumption of normality given that

the values of skewness and kurtosis are within the acceptable ranges of +/- 2.

¢) Examination of outliers

The examination of the ), and the Mahalanobis’

(1936) distance results ariables consistent with
extant studies (Dennis orad, 2020). The result
indicated that there wa extant studies for Cook’s
Distance and the Maha dicating that there were

no influential data poi

d) Multicollineari
Variance inflation facto e, , inte _ 10 e variables were used to

check multicollinearity iss 2019: Pituch & Stevens,

2016). The tolera@_vanance inflat v she
multicollinearity mblemﬁﬁ&ﬁ:&@b@&m% VIF are within acceptable
w ROCED *

thresholds of +/- 1.5 to +/-2.5 and +/-1.0 to +/- 3‘0‘rESpectlvely There was no value above 1.0 in

at there were no

the case of the tolerance and with the VIF, all values showed no evidence of multicollinearity with

values ranging from 1.3 to 1.4. Finally, the small to moderate correlations observed provided
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further evidence of the absence of multicollinearity issues (Hahs-Vaughn, 2017). The data,
therefore, was found to meet all the necessary statistical assumptions to undertake, CFA, multiple

regression, and moderated multiple regression. Hence, the analysis proceeded.

5.6.1. Qualitative research procedure

Background

This section discusses the aspect of the qualitative approach of the research design that was
followed in ensuring the trustworthiness of the qualitative aspect of the current study. The
qualitative study embodies a naturalistic setting where multiple meanings, experiences, and

opinions, in their natur ey make sense of their

daily activities as well ). The qualitative study

employed in the curre ng, understanding, and
interpreting deep—seat icipants attach to their
existence and realities b such behaviours in the
workplace through the oncern about statistical
analysis (Shaugnessy e arch study exploring the

meanings and experie nt behaviours.

Philosophical assumpt

The constmctivist@gretlv i “qualitati oach which arises

from idealism (ﬁluye & 2014). Hence, the findi ﬁnd1 the qualitative study are

-

INTEG
contextualized, Wthh helps investigators to ! Elﬂegg‘[%soaa}-pheﬁomena better. The ontological
foundation of this paradigm is subjectivism, nominalism, or conventionalism (Saunders et al.,

2019) which argues that the order and structures of social phenomena studied by researchers are
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created by the researchers and by other social actors through the use of language, conceptual
categories, perceptions and consequent actions (Bryman & Bell, 2011). Researchers must be
concerned with uncovering and interpreting these varied meanings based on an actor's subjective
frame of reference (Tsang, 2017). Epistemologically, the researcher must emphasize
understanding the social world through an assessment of the interpretations that individuals assign
or attach to their realities rather than seeking to generalize (Bryman & Bell, 2011). Rather than
being concerned with generalization, the qualitative researcher is increasingly concerned with
being able to transfer described experiences of the particular phenomenon in-depth and vividness

to descriptions of another context. Though the values of the researcher may influence findings,

qualitative researchers

5.6.2 Sample and sa
A sample of 10 researc s and subordinates were
purposely selected fo and circumstantial factors
informed the total nun s. Also, scholars have
suggested that participa iews using interpretivist
phenomenological an 009; Alase, 2017). The
researcher considered on from them including
human resource manage ‘ who were engaged in an
in-depth interview ces, they o 7 ! fervi participants were
from both HR d@partme other departmental units i1 " 3 gamsatl?ns A purposive
sampling technlqu:v;ls adop‘tyd TES-eq'ecaiLf MQO partlcipa’te in the interview regarding

what they think to constitute destructive workplace deviance and how they responded to such

behaviours in their day-to-day working lives based on their willingness and availability. This
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helped to provide in-depth understanding and emerging views about workplace deviance in
multinational organisations. It also provided an added advantage of probing further to unearth the
deep-seated rationale of participants' responses which are unlikely to be obtained in the survey

administration.

5.6.3 Sample size for qualitative data

The sample size of the employees to participate in the interviews was informed by several reasons
including, first, employee's willingness to freely share his/her experiences, opinions, and views
about behaviours considered as workplace deviant behaviours and how they think cultural factors

such as socialization, family networks, and social relationships can provoke behaviours that might

attract the deviant labe ondent to participate in

the study at his/her co art-time employee, and
finally, the employee clarification. In all, 10
employees including supery -depth interviews which

helped to gather rich,
Inclusion and exclusia

Only employees of yees with prior working

history in multinationa ere not currently working

in MNC:s at the time of the d

' L study baring the
3

ed ﬂ'i'fency in the English

have operated forh

unwillingness and unavaila 1iﬁ mnt@ww ac

language were not considered since the Engllsh Language was the official language of

('D

communication in Ghana.
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5.6.4 Qualitative data collection instruments

The interview was employed in this study as it is the most important technique in terms of how it
lends itself to exploring and capturing people's attitudes, beliefs, and norms (Gaus et al., 2017).
The interview guide had four sections with each section seeking detailed information about how
participants construct their meanings concerning what constitutes workplace deviant behaviours
and how they think about ways by which cultural orientation influences an individual's behaviour
at the workplace about workplace deviant behaviours. The interview guide elicited information
about participants' meanings, prevalence, causes, and consequences of workplace deviant

behaviours; cultural influences on workplace deviant behaviours of employees; other factors that

can help an individual le workplace behaviour

resulting from cultura s about how to control

workplace deviant beha it useful to unearth rich,

nuanced, varied info and workplace deviant

behaviours among emp to provide richness and

depth about the relatio haviours (Stake, 1995).

Both face-to-face inte he telephone interviews

were used due to natio nt of Ghana in response

to control the transmissi ew was conducted in the
English language and it laste
-b:-,In e exten 1

less than 60 minut
|

from participants during the 1TM@E§;EED hw‘ .

5.6.5 Qualitative data analysis technique
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Qualitative data analysis technique, particularly, thematic analysis was employed to make sense

out of the interviews organized on participants of the study (Braun & Clarke, 2006). About the

qualitative data analysis which sought to answer one main objective of the study, each of the

interviews was audiotaped after permission was granted by participants and transcribed verbatim

(Creswell 2005, 2014). The data collected from the in-depth interviews were manually analyzed

through the following steps (TRAFICOGER) recommended by Miles and Huberman (1994):

ii.

iil.

Transcription: This marked the beginning of the analysis where the information gathered
during the interviews was played repeatedly, listened to and transcribed verbatim. Four of

the interviews were transcribed by four different people for Three hundred Ghana cedis.

But I transcribe transcribed, a minimum
of 30 pages and
Familiarization
verbatim transct ‘ > interviews w € main g0a dentifying vital ideas that
emerged from t ne by highlighting with
different colou at ran across all the ten
transcripts. Th these new ideas were
captured. This es that helped to answer

the research ques
identify the actual

Isolation or@i:n of data |

data that ib neede ana1y51s and 1solat1ng them | e entire primary data that

were gathered from the ﬁelcﬁgl H@ 5@%@%&@1&& 1-1;1-ng different colours

were separated from the entire transcripts for further rereading and analysis.
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Coding: The research questions guided the coding after familiarization with the data and
identifying the ideas that emerged from the data. The coding was manually done using both
highlights and abbreviation in terms of meaning, prevalence, causes, consequences,
cultural influences on undesirable behaviours, and remedies were particularly noted. After
generating the codes, they were supported by colleagues who were allowed to help check
the authenticity of the codes generated. The patterns of codes were aggregated and
compared with dissimilar patterns to synthesize seemingly divergent patterns observed in
the analysis.

Generating themes from the codes: After the coding and its subsequent checking for

authenticity, the the data were generated

for the codes a ta. Attempts were made

to note the nu 1

number of parti

theme emerged and the
ranscripts. The findings
from the theme nd discussions entailed
comparisons a ints are reported in the
generated helped me to

om respondents' lived

External check of the : : e reading and rereading of
the transcripts-and-codes. T'soug ‘ Ls supervisors and

- e s _J
friends to independ nlﬂcﬁegm&iumw&g des. Also, the transcripts
and themes generated were sent to participants of the interview for their review and

response to allow the participants of the interview to study their transcripts to ensure
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fairness and accuracy. Some of the participants replied in the affirmative which helped the
researcher in interpreting the findings. This helped to provide clarity by serving as an
important check on the potential of selective perception and blind interpretive biases noted
in a qualitative study (Laverty, 2003).

vii.  Reporting of findings: The categories developed helped to answer the research question
using descriptive analysis and explanations. After all the themes related to the categories
were developed, the information relating to the research question was evaluated and

reviewed to compile the results.

The interpretative phenomenological analysis (IPA) constituted the philosophical and analytical

methods underpinning he IPA was considered

appropriate for this stuc bjective knowledge and

experiences an individ & Osborn, 2015; Smith,

Flowers, & Larkin, 2009 explore how individuals

make sense of their pe h to a phenomenon they

face in their daily li ical grounds, namely:

phenomenology, he . Laverty, 2003). The

phenomenology explot 2003; Smith & Osborn,

2015); hermeneutics all ces of the other person

through intemreta@ih ctal)’

particularistic context rath e universalistic context to ontext to gar ailed an(il in-depth analysis

or2ooi Y TEGR] PROCEDAMUS '—

of an event (Smith et al., 2009)

tor to commit to

In reporting the findings and conclusions drawn, the textual and verbatim or quotes from

respondents are presented using pseudonyms to reflect actual comments and assertions which
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seeks to shed a deeper understanding of the constructs, destructive workplace deviant behaviour,
and cultural orientation of individuals (Sekaran & Bougie, 2016; Bryman & Bell, 2011). Some
verification procedures such as triangulating different sources of information like gestures,
exclamations, and other nonverbal cues, member checking, intercoder agreement, rich and thick

descriptions of the cases, reviewing and resolving disconfirming evidence were undertaken.

5.6.6 Ensuring trustworthiness and authenticity
The validity of qualitative research is considered to be the 'appropriateness' of the tools, processes,
and data (Creswell, 2014; Leedy & Ormrod, 2010; Leung, 2015). Hence, qualitative researchers

dependability, confirmability,

are concerned with the trustworthiness, credibility, transferabilit

and transparency assoc reswell, 2014; Lincoln,

Lynham, & Guba, 201 d representativeness in

reporting cases as well esearcher's propositions

consistent with extant earcher ensured fairness

through the presentatic ts' views, perspectives,

claims, concerns, and 3). Also, consistency of

thoughts and clarity, as ease the trustworthiness

of the results (Sekaran debriefing, and also by

supervisors to assist th or assumptions, repeated

revisiting of the d. heck em true icipants' accounts of their

—

lived experiencesq Also, t rich and th1ck Verbatlm quot fro

INTEGRI PRCH
of comments from experts on-the é@egﬂx‘wg ﬂ%ﬁg generated"‘from the transcriptions, and

discussion of themes with peers, supervisors, and other experts were done to ensure that the

'| the part1|c1pants invitation
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researcher's neutrality is maintained. This helped to ensure the dependability of results (Tracey,

2013). This was done to enhance category and inter-judge reliability (Sekaran & Bougie, 2016).

5.7 Sources of data

The study makes use of both secondary sources of data including journal articles, books, editorials,
online articles, reports, company records, and other research materials, and primary sources
including administration of surveys and conduct of interviews from respondents who expressed

willingness to participate in the study

5.8. Ethical Considerations

The study seeks to o athering, analysis, and

reporting of the resear and results. All ethical

concerns involving fre ty, privacy, anonymity,
right to voluntary parti ime participant wish to
do so, and integrity wi ned by the Institutional
Review Board and sup ions of the instruments
for fieldwork. Reliabili and after data collection

using quantitative and

According to Saunders ‘ ‘well-though ) stent set of assumptions

constitute a credible resear ' 0ice, research strategy, and data

collection techniqlh
described the mixed et
research approaches in detail. The next chapter presents the results of the quantitative data

followed by qualitative data results in the following chapter.
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CHAPTER SIX

PRESENTATION OF QUANTITATIVE EMPIRICAL RESULTS

6.0 Introduction

The chapter analyzes quantitative result which answered research questions two (2) and three (3)
in the current study. The statistical results reported here include demographic characteristics,
multivariate normality, confirmatory factor analysis (CFA), correlational analysis, multiple
regression analysis and the results of the moderation analysis.

6.1.0 Respondents’ Demographic Profile

Table 6.0 shows the profile of respondents’ demographic characteristics. With regard to gender,

more than half of the ; ent) and the remaining

being females (43 perc ng 49 percent had their
e study being only one
person’s age which wa he level of education of
respondents, 242 (56% ith only six respondents
(1.4%) reported having work experience, about
211 (49%) respondent ence with the least being
eight respondents (1.89 rther, 259 respondents
(60%) have been with
reported having w ontinuou
majority of the res%

general employees with 185

five respondents (1.2%)
1 years. More so,

, ‘. an 38 respondents (9%)
constituted senior level managersrﬁﬁﬂaﬁﬂm&w :8%) were from the hospitality,
catering and restaurants sectors whilst 29 employees (6.7 percent) were from insurance and

marketing companies.
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6.2.0 Multivariate normality of constructs

Multivariate normality including mean, standard deviations, minimum, maximum, kurtosis, and
skewness was reported consistent with extant research (Odoom, 2015; Pallant, 2013). Table 6.1
illustrates the results of mean values ranging from 1.59 to 4.43 and standard deviation ranging
from 0.86 to 1.64. The highest mean score was represented by continuance commitment M=4.43,
SD=1.54; followed by normative commitment M=3.80, SD=1.63; collectivistic orientation
M=3.63, SD=0.98; uncertainty avoidance orientation M=3.05, SD=1.01; affective commitment
M=3.05, SD=1.48; perceived organisational support M=3.03, SD=0.86; individualistic orientation

M=2.95, SD=1.03; perceived ethical leadership M=2.71, SD=1.25; organisational deviance

M=2.16, SD=1.13; po interpersonal deviance

recording the lowest ative and continuance
commitment which we eans strongly disagree
and 7 means strongly aj -point Likert type scale

where 1 means strongly

Construct

Interpersonal deviance 1.75 2.72
Organisational deviance 0.88 -0.32
Individualistic orientati 0.28 -0.83
Collectivistic orientatio -0.25 -0.86
Power distance orientatio 0.75 -0.49

Uncertainty avoidance orientation ' =y, 0.13 -1.11
Perceived organisa@port - o = 5.00 ] o). |~0.04 -0.11

Perceived ethical leadershi 1.00 5.00 2.7 . ! 0.19 -1.20
Continuance commifment JH TEGHI (F HDE(EDME : =053 -0.77
Afffective commitment YO =—"1 0> 1.48 0.39 -0.69
Normative commitment 1.00 7.00 3.80 1.63 -0.03 -1.23

(Source: Fieldwork, 2020), Min-Minimum, Max-Maximum, M-Mean, SD-Standard deviation, Skew -Skewness,
Kurt -Kurtosis.
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Skewness and kurtosis were used to check normality of distribution in the current study. Consistent
with extant studies, the current study maintained the skewness and kurtosis thresholds where
values greater than plus or minus 2 for skewness and values greater than plus or minus 7 for
kurtosis signaled violation of normality assumption. In the current study, the values of both
skewness and kurtosis were within the thresholds in absolute figures, hence, met the assumption
of normality of distribution of the data. Interpersonal deviance-1.75, organisational deviance-0.88,
individualistic orientation-0.28, collectivistic orientation-0.25, power distance orientation-0.75,
uncertainty avoidance orientation-0.13, perceived organisational support-0.04, perceived ethical

leadership-0.19, continuance commitment-0.53, affective commitment-0.39, and normative

commitment-0.03 for s interpersonal deviance-

2.72, organisational de 1vistic orientation-0.86,
power distance orienta erceived organisational
support-0.11, perceivy itment-0.77, affective
commitment-0.69, and|
6.3.0 Confirmatory Fz:
The current study cor e factor structure and
uniqueness of the con emp ‘ tudy. An leasurement model was
achieved for all the late as estimated to load on
to the respective latent cons ‘ ind rdize_gl gegression weights
provided estimate% oadings 0 !

stﬂiﬁijﬂﬁsﬁhﬁﬁ?ﬁ_ﬂ:ﬁ_ﬁiﬁg 30 'm‘d'ii:ates a significant

contribution of the latent variable to the explanation of the variability in the indicator (Hoyle, 2004)

e 1tems to t constructs in the

measurement model.“Som

whilst others indicate that the standardized factor loadings should not be lower than 0.5 (Hair et
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al., 2014; Fornell & Larcker, 1981). All items had regression weights between 0.5 and 1.0 except
one constrained item which showed low effect consistent with the observation that standard
regression weights above 0.8 can be considered to reflect significant effect of the underlying
variable (Ullman & Bentler, 2012). This is supported by the fit indices which showed adequate
fitting of the measurement model discussed below. Additionally, the results from the CFA showed
that each construct achieved higher convergent validity at a 5% statistically significant level
thereby confirming construct validity of the items employed in the current study. Table 6.2A
presents the results of regression weights of the latent variables.

Table 6.2A: Standardized regression weights of the measurement model
Subscales i .R. (t-values) P
OD3 <« Organisat i ; ‘ 8.018 kkx
OD7 <« Organisat \ | 4
ID6 <« Interpersc

ID7 <« Interpersc eviancel - I . 4.581 otk
IND1 <« Individua i i 212 : 1.460 okok
IND4 « Individua enta :

COL3 « Collectivistic orientation ; : 1.701 kK
COL4 « Collectivis

PDOY <« Power dis ) " 7.205 koK
PDO10 « Power dis : 9 ‘ 7

UAO7 < Uncertaint : ) 4.687 *ERE
orientation : ‘

UAOS8 « Uncertain
orientation* | i ™ i
NCS <« Normative ! E ) 16.688 kot

NC6 <« Normative

ACS <« Affective comi

AC6 <« Affecti ymitment koK
CC1 « Conti mmitment :

CC2 <« Continuance ment .828 0.04 ok
POS2 < Perceived-organisational™ 1y 4036~ s pdi 15

support* ' EEH'.I P EEELD%W‘-'

POS3 « Perceived organisational .589 0.163 3.727 kokk
support

PEL9 <« Perceived ethical leadership*  .835

PEL10<« Perceived ethical leadership 955 0.064 20.360 otk
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(Source: Fieldwork, 2020) *= Constrained items, *** = Significant p — values

6.3.1 Results of confirmatory factor analysis (CFA)

6.3.1.1 Assessment of the measurement model

Table 6.2B: Measurement model fit indices

Model Measurement Model Threshold* Interpretation
Fit Index Value

CMIN/DF 333.383/154

Chi-square 2.165 Between | and 3 Excellent

P 0.000 Excellent

TLI 0.945 >0.95 Excellent

CFI 0.963 >0.95 Excellent
SRMR 0.047 <0.08 Excellent
RMSEA Excellent
PCLOSE Excellent

(Source: Fieldwork, 2019)

The results of the con le 6.2B. Established fit

indices were employed el as illustrated in Table
6.2B where Chi-square =0.052; SRMR=0.047;
and PCLOSE=0.329, f measurement model fit
the data well consisten ad, 2020). See appendix
A for initial measureme del in Figure 6.2.
6.3.1.2 Construct Validity |
Both discriminant ‘.
consistency of the constru M Em %Wo e-pel-l-&ﬁlhty (CR), average
variance extracted (AVE), maximum shared variance (MSV) and Max R(H) were calculated in

validating the reliability of the measurement model in addition to the Cronbach’s alpha consistent

with extant studies (Awang, 2012; Cohen, Manion, & Morrison, 2007; Hair et al., 2014; Trochim,
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Donnelly, & Arora, 2015). The AVE and CR scores were from 0.686 to 0.852 and 0.770 to 0.918

respectively in Table 6.3.
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VAR. CR AVE MSV Max oD IND COL CCT PDO PEL UAO POS ACT NCT ID
RH

oD 0.827  0.706 0.370 (0.5234 0.840

IND 0.851 0.791 0.227 1.499 0.342 0.889

COL 0.770  0.634 0.270 0.870  -0.052 0.402 0.796

CCT 0.875  0.778 0.199 0.899 0.130  -0.119  -0.190 0.882

PDO 0.860  0.755 0.282 0.876  -0.252 0.197 0.189 -0.398 0.869

PEL 0.891 0.805 0.282 0.927 -0.371 0.181 0.520 -0.404 0.531 0.897

UAO 0.812  0.686 0.227 0.848 0.382 0.476 0.453 -0.035 0.294 0.123 0.828

POS 0.820  0.710 0.036 1.076  -0.009 0.051 0.189 0.019  -0.075 0.100 0.043 0.843

ACT 0918  0.852 0.175 ] 0.322 0.226 0.352  -0.025 0.923

NCT 0.887  0.799 0.199 -0.180  -0.125  -0.379 0.064 -0.418 0.894

ID 0.817  0.691 0.370 0.085 0.014 0.187  -0.020 0.334  -0.338  0.831

(Source: Fieldwork, 2020) The figures in the diagona
Collectivistic orientation, CCT — Continuance comm
avoidance orientation, POS — Perceived organisationa

- Organisational deviance
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7.3.2.0 Common method variance (CMV)

The current study addressed CMV before, during and after data collection by employing the
Harman's single-factor test (1960) and correlation matrix procedure to control CMV consistent
with extant scholars (Gefen, Straub & Rigdon, 2011; Tehseen, Ramayah, & Sajilan, 2017).
Harman's single factor test (1960) stipulates that common method bias (CMB) or CMV is present
when the majority of the variance, say, more than 50%, can be explained by a single factor,
indicating that there is a systematic source of measurement error (Podsakoff, Mackenzie & Lee,
2003). In the current study, the result from the test indicated that the variance of a single factor

was 21.77%. The principal component analysis output generated revealed 22 distinct factors

accounting for 86.83 pe r explained only 21.768
g
>rged to explain most of

al common method bias

ults from the zero-order

correlation showed tha bund to be less than 0.9

indicating further evide current study consistent

with extant studies (Po et al., 2017). The result

1s shown in Table 6.4 1
7.4.0 Correlational A

The correlational analysis v
relationships between. cmployee t behaviours, both
|
i

interpersonal and organi tMTM(FﬂE}EMQ atrix shows the linear

relationship among the variables of study as illustrated in Table 6.4

1estion two about significant
3 _"
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Interpersonal deviance (ID) was positively and significantly related with uncertainty avoidance
(UAO) (r = 0.161, p < 0.01) but not statistically and significantly related with individualistic
orientation (IND) (» = 0.071, p > 0.05), collectivistic orientation (COL) (» = 0.086, p > 0.05), and
power distance orientation (PDO) (r = 0.077, p > 0.05) although they were all positively related.
The correlation between interpersonal deviance and uncertainty avoidance is weak but statistically
significant unlike the correlations between interpersonal deviance and collectivistic, individualistic
and power distance orientations which were equally weak but not statistically significant. In

contrast, organisational deviance (OD) had a statistically significant negative correlation with

individualistic orientation (IND) (» = -0.216, p < 0.01) and power distance orientation (PDO) (

=-0.204, p < 0.01) b uncertainty avoidance

orientation (UAO) (» = )D) was not statistically

significant with collec 1gh the correlation was
negatively weak. The dividualistic orientation
and power distance ori ately positive statistical
significant correlation ere was a statistically
positive significant cor = 0.505, p < 0.01) and
interpersonal deviance OS) (r = -0.054), and

perceived ethical leade ificant correlation with

Tifi@ﬁ_q Fﬁ@i&?&;‘ﬂiﬁg ly sig'fﬁﬂﬁcant moderately

negative correlation with normative commitmenti(NCT) (r =-0.307, p < 0.01) and negatively but

i
affective commitment (A

weak correlation with continuance commitment (CCT) (r = -0.112, p < 0.05). With respect to
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organisational deviance (OD), perceived ethical leadership (PEL) (r = -0.364, p < 0.01) and
normative commitment (NCT) (» = -0.337, p < 0.01) had a statistically significant negative
correlation with organisational deviance but there was a statistically significantly positive
correlation between affective commitment (ACT) (r = 0.179, p < 0.0]) and organisational
deviance. The correlation between organisational deviance and both perceived ethical leadership
and normative commitment was fairly and moderately negative but organisational deviance
correlated positively, although weak, with affective commitment. Similarly, continuance
commitment (CCT) (» = 0.103, p < 0.05) had a significantly weak positive correlation with

organisational deviance. Again, it was observed that there was no statistically significant

correlation between p

organisational deviance

0.014, p > 0.05) and
Individualistic orienta sitive  correlation  with
collectivistic orientatiol ation (PDO) (r=0.471,
p <0.01),and perceive : ‘ a statistically significant
negative correlation wi 0.05). The correlation
between individualisti eak but individualistic
orientation moderatel and perceived ethical
dividualistic orientation

leadership. There was 1

N percei\/ed Organisational
s
By

018, p > 0.05).
n
ignificant weak positive

correlation between employee’s collectivistic orientation and power distance orientation (PDO) (»

=0.170, p < 0.01), moderate correlation with uncertainty avoidance orientation (UAO) (» = 0.382,
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p < 0.01), weak correlation with perceived organisational support (POS) (r = 0.128, p < 0.01) and
moderate relationship with perceived ethical leadership (PEL) (r = 0.432, p < 0.01). However,
normative commitment (NCT) (» = -0.162, p < 0.0]) had a statistically significant but weak
negative correlation with collectivistic orientation.

With respect to power distance orientation of employees, there was a statistically significant
positive correlation with uncertainty avoidance orientation (UAO) (r = 0.274, p < 0.01) and
perceived ethical leadership (PEL) (r = 0.480, p < 0.01) whilst a negative but statistically
significant correlation was observed between power distance orientation and perceived

organisational support (POS) (» = -0.128, p < 0.01). The correlation between power distance and

uncertainty avoidance ¢ er, a fairly and positive

moderate correlation wi ethical leadership whilst

a negatively weak corre verceived organisational

support.
Uncertainty avoidance ‘ ignificantly related with
perceived organisatio eived ethical leadership
(PEL) (r = 0.094, p rt is insignificantly but
positively related with ) > ().05). There was no
statistically significan entation and perceived

organisational support and mervein, no statistically

-

between pereetved organisati é perceived ethical

s JL___i__L_[_a-l-—“—"H }
MWTP“MWQ tpositive correlation with

normative commitment (NCT) (r = 0.386, p7< 0.01) but statistically significant negative

significant correlati
i

leadership. Continuanee ¢

correlation exists with affective commitment (ACT) (r = -0.278, p < 0.01), collectivistic
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orientation (COL) (»r =-0.132, p < 0.01), power distance orientation (PDO) (» = -0. 338, p < 0.01),
and perceived ethical leadership (PEL) (r = -0.325, p < 0.01). The correlation is moderate with
normative commitment but weak with affective commitment, collectivistic orientation, power
distance orientation and perceived ethical leadership. There was no significant correlation
observed between continuance commitment and uncertainty avoidance orientation (UAO) (r = -
.049, p > 0.05) and perceived organisational support (POS) (r = .061, p > 0.05) although the
former was a negative correlation whilst the latter was a positive correlation.

With regard to affective commitment (ACT), there was a statistically significant positive

correlation with collectivistic orientation (COL) (r = 0.252, p < 0.01), power distance orientation

(PDO) (r = 0.253, p < =0.337,p < 0.01) and

perceived ethical lead statistically significant
negative correlation w 0.01). The correlation

between affective com ertainty avoidance were

fairly positively weak itment and normative

commitment was fairl very weak negative but

insignificant correlatia organisational support

(POS) (r = -0.029, p >

Normative commitmen correlation with power

distance orientation (PD
= '0.321, p < 0,0] el

|

" H“ JL___i__L_[_a-l-—“—"H |
power distance and uncertainty Eme Pmmﬁw&’ eak. However, perceived

organisational support (POS) (r = 0.054, p > 0. 03) and perceived ethical leadership (PEL) (» = -

0 ancc orientation (UAO) (r
=%

al orientations of

0.032, p > 0.05) showed positive and negative insignificant correlation with normative
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commitment respectively. In sum, the correlational analysis illustrated in Table 6.4 has provided
information about the significant relationships that are observed between employees’ cultural
orientations of individualistic, collectivistic, power distance and uncertainty avoidance as
independent variables and workplace deviant behaviours of employees directed at the organisation

and other employees at the workplace as dependent variables.
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Table 6.4 Intercorrelation matrix of constructs

VARIABLE 1 2 3 4 5 6 7 8 9 10 11
1. ID 1

2. OD 505 1

3. IND .071 -216™ 1

4. CCT -112° 103" -.112° 1

5. ACT 2917 1797

6. COL .086 -.054

7. NCT -307" -337" 1

8. PDO .077 -.204™ -.129* 1

9. UAO 161" 298" -321™ 274 1
10. POS -.054 -.014 .054 -.128™ .012 1
11. PEL -.028 -364" -.032 480" .094 .066 1

(Source: Fieldwork, 2020) **. Correlation is s1gn1ﬁcan
deviance, 2. OD-Organisational deviance, 3. -
Collectivistic orientation, 7. NCT-Normative c
organisational support, 11. PEL-Perceived ethi

S mﬁcant at the 0.05 level (2 tailed). 1. ID-Interpersonal
itment, 5. ACT-Affective commitment, 6. COL-
mty avoidance orientation, 10. POS-Perceived

1l<
e
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6.4.1 Tests of Hypotheses

Hla: Individualistic orientation significantly relate positively with interpersonal deviance

As shown in Table 6.4 above, individualistic orientation did not have any significant positive
relationship with interpersonal deviance although the direction was supported (r=0.071, p>0.05).
Hence, H1a did not receive support from the empirical data.

H1b: Individualistic orientation significantly relate negatively with organisational deviance

As shown in Table 6.4 above, individualistic orientation significantly and negatively related with
organisational deviance (r = -0.216, p < 0.05). Hence, H1b received support from the empirical

data.

H2a: Collectivistic orie sonal deviance

As shown in Table 6 any significant positive
relationship with interp ed (r=0.086,p>0.05).
Hence, H2a did not recy

H2b: Collectivistic oric sational deviance

As shown in Table onificantly relate with
organisational devianc supported. Hence, H2b
did not receive support
H3a: Power distance o ‘ personal deviance

ave any significant positive

As shown in Table 6.4 abo
: .

relationship with 1hn L 0.077,p>0.05).

Hence, H3a did not receiv sﬂﬁmpw_‘ -

H3b: Power distance orientation significantly relate negatively with organisational deviance
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As shown in Table 6.4 above, power distance orientation significantly and negatively related with
organisational deviance (r = -0.204, p < 0.05). Hence, H3b received support from the empirical
data.

H4a: Uncertainty avoidance orientation significantly relate positively with interpersonal deviance
As shown in Table 6.4 above, uncertainty avoidance orientation significantly and positively related
with organisational deviance (r=0.161, p <0.05). Hence, H4a received support from the empirical
data.

H4b: Uncertainty avoidance orientation significantly relate negatively with organisational

deviance

As shown in Table 6.4 ly and positively related

with organisational de port from the empirical
data.

7.5.0 Moderation (T
Moderation analysis w determining moderating
effects of perceived et affective commitment,
normative commitmen ions-workplace deviant
behaviours relationshir ¢ a moderated multiple
regression model to exy e and/or direction of the

(Andersson et al.,u 014
centered score of (lie-indepe
studies (Aguinis et al., 2017, Memon et al., 2019). I regressed each independent variable with each

moderator variable together with its interactive (or product) term (independent variable X
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moderator variable) on each of the two dependent variables. That is, taken individualistic
orientation (IND) as independent variable and perceived ethical leadership (PEL) as moderator on
organisational deviance (OD) as dependent variable for instance, the centered scores were entered
as IND, PEL AND INDXPEL in the first block of the regression model on the dependent variable,
OD. This was followed for all the independent variables, moderators and their product terms in
the regression model. The following algebraic model expressed the interactive effects which was
tested in the regression equation: £(¥) = o+ f1X + /oM + [ XM (Equation 1)

Where ‘Y’ is the dependent variable, ‘X’, the independent variable, and ‘M’, the moderating

variable, E(Y) is the expected value of Y for given values of X and M. fSo, B1, 2, and S5 are the

coefficients of the moc , the moderating effect

from the moderated reg ent 3 of the interaction

term or product term i 2006; Dawson, 2014).
The plots of the signific . Thus, the significance
of the interaction term differs significantly at
different levels of the 1 whether the formulated
hypothesis was suppor alidity and convergent
validity were establis - ranged from small to
moderate consistent wit
The results from the mq 3 ndi,ca_tqe_‘fi that some of the
moderators showe“

|

deviance. The resultsof

and interpersonal
i
irst and then followed by

the results of MMR on organisational deviance. The tables showing result of MMR are presented
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in Appendix 4. We begin with the moderating effects of perceived ethical leadership in the

relationship between employees’ ECO and interpersonal deviant behaviours of employees.

What is the moderating role of perceived ethical leadership (PEL) in the relationship
between employee cultural orientations (individualistic (IND), collectivistic (COL), power
distance (PDO) and uncertainty avoidance (UAO)) and interpersonal deviance (ID)?

Table 6.6.1 which illustrates significant interactions are presented in Appendix 4, and the plots are
displayed in Appendix B.

Hypotheses Testing

The results in Table 6.¢ c, H5e, H5g but did not
show support for H5a.
H5a: PEL moderates that the relationship is
stronger for those Wi an those with positive
perception of ethical le
Results from Table 6.6 port from the empirical
data result because th ynificance in predicting
interpersonal deviance
H5c¢: PEL moderates 1/ that the relationship is
stronger for thosei with ne p than_those with positive
perception of ethif .
From Table 6.6.1, collecti deif«E@m (FH%EWEW' 0105, SE = 0.047, Beta

=0.115,t= 2225 p < 0.05) 51gn1ﬁcantly predlcted 1nterpersonal deviance but perceived ethical

leadership (M = 2.71, SD = 1.25, Coef. =-0.028, SE = 0.038, Beta =-0.039, t =-0.737, p = 0.462)
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did not predict interpersonal deviance. However, the interaction term was significant (M = 0.53,
SD = 1.12, Coef. = -0.184, SE = 0.038, Beta = -0.230, t = -4.856, p < 0.05). Hence, hypothesis
H5c was supported. Taken together, the variables explained 6.4 percent of the variance in
interpersonal deviant behaviour, R = 0.253, R’ =0.064, Adjusted R = 0.058, F (3,429) = 9.792, p
<0.001.

H5e: PEL moderate the positive relationship between PDO and ID such that the relationship is
stronger for those with negative perception of ethical leadership than those with positive
perception of ethical leadership.

As shown in Table 6.6.1, power distance orientation (M = 1.97, SD = 1.06, Coef. = 0.161, SE =

0.046, Beta = 0.191, ersonal deviance, and

perceived ethical lead 0.040, Beta = -0.164, t

=-2.954, p < 0.05) al imilarly, the interaction
term was significant (; ta =-0.249, t = -5.076,
p < 0.05). Thus, hypa variables explained 6.8
percent of the change Adjusted R = 0.061, F
(3,429) = 10.351, p < (
H5g: PEL moderate th that the relationship is
stronger for those wit han those with positive
perception of ethic_al leaders
: -%-"' . SD = 1.01, Coef.

= 0.120, SE = 0.042,B #ﬂTmmzpmg@m&a

deviance but perceived ethical leadership (M 2 71 SD = 1.25, Coef. =-0.019, SE = 0.034, Beta

Results from Tablh

y‘pre'fﬁcted interpersonal

=-0.027,t=-.573, p> 0.05) did not predict interpersonal deviance. However, the interaction term
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was statistically significant (M = 0.12, SD = 1.42, Coef. = -0.124, SE = 0.030, Beta = -0.197, t =
-4.158, p < 0.05). Thus, hypothesis H5g was supported. Taken together, the variables explained
6.8 percent of the changes in interpersonal deviance, R = 0.256, R’ = 0.065, Adjusted R = 0.059,
F (3,429) = 9.997, p < 0.001. All the significant moderators showed a quasi-moderation or partial
moderation effect as all the moderators showed direct effects on the criterion variables except the
moderating effect of PEL on COL-ID and UAO-ID relationships which appeared pure or full
moderation because the moderator variables did not have any direct effects on the criterion

(Aguinis, 2004; Helm & Mark, 2012).

What is the moderat ) in the relationship

between employee ¢ tivistic (COL), power

distance (PDO) and u I deviance (OD)?

The results show suppa support for H5f.
Hypotheses Testing

H5b: PEL moderates t that the relationship is
stronger for those with than those with positive
or high perception of e
From the results, indivi -.130, SE = .056, Beta

=-119,t=-2.338 p<0.05 viance, grid perceived ethical

Rl aLsS 3
TEEW‘T'HW dividualistic orientation and

perceived ethical leadership was also 51gn1ﬁcant (M 0.56, SD = 1.32, Coef- = 0.142, SE = 0.039,

u . e i
leadership (M = 2.% C = T 00L——6 (;08, p < 0.05) also
| 00
iahé

predicted organisational

t = 3.647, p < 0.05). Thus, hypothesis, H5b, was supported. Taken together, the variables
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explained 16.3 percent of the variation in organisational deviance, R = .403, R’ = 0.163, Adjusted
R=.157,F (3,429) = 27.804, p < 0.001.

H5d: PEL moderates the negative relationship between COL and OD such that the relationship is
stronger for those with negative perception of ethical leadership than those with positive
perception of ethical leadership.

From the results in Table 6.6.2, collectivistic orientation (M = 3.63, SD = 0.98, Coef. = .140, SE
= .054, Beta = .122, t = 2.529, p < 0.05) significantly predicted organisational deviance and
perceived ethical leadership (M = 2.71, SD = 1.25, Coef. = -.341, SE=.044, Beta = -.380, t = -

7.781, p < 0.05) also predicted organisational deviance. The interaction term was also significant

(M =053, 8D = 1.1 955, p < 0.05). Thus,

hypothesis, H5d, was ed 19.2 percent of the

variation in organisati ted R =.186, F (3,429)

=33.992, p <0.001.

H5h: PEL moderates t that the relationship is

stronger for those wi an those with positive

perception of ethical le

Results from Table 6.6 (M = 3.05, SD = 1.01,

Coef. =0.325, SE = 0.0 predicted organisational
©=-0.333, SE = 0.036, Beta
TN

co--Thor tLraction term was

1
eta=-0.296,t =-7.397, p <

0.05). Thus, hypothesis, H5h was also suppofted. Taken together, the variables explained 33
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percent of the variation in organisational deviance, R = .574, R’ = .330, Adjusted R = .325, F
(3,429) = 70.357, p < 0.001.

H5f: PEL moderates the negative relationship between PDO and OD such that the relationship is
stronger for those with negative perception of ethical leadership than those with positive
perception of ethical leadership

Results from Table 6.6.2 showed that the interaction term was not significant. Hence, this
hypothesis did not receive support from empirical data. All the significant moderators showed a
quasi-moderation or partial moderation effect as the all the moderators showed direct effects on

the criterion variables (Aguinis, 2004; Helm & Mark, 2012). Table 6.6.2 which illustrates

significant interactions 1 layed in Appendix B.
What is the moderati S) in the relationship
between employee ¢ tivistic (COL), power
distance (PDO) and u onal deviance (ID) and
organisational devia
Hypothesis Testing

Hé6a: POS moderates 1 that the relationship is
strong among employee € PO.
This hypothesis di_d not ree pecause the interaction term

(INDXPOS) was F odel. Hence, Hb6a

was not supported - JH TEi:'.JH_I & HDGEE}M_“J_,

H6b: POS moderates the negative relationship between IND and OD such that the relationship is

strong among employees with negative POS than employees with positive POS.
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As shown in Table 6.6.3.2, individualistic orientation (M = 2.95, SD = 1.03, Coef. = -0.239, SE =
0.051, Beta = -0.218, t = -4.643, p < 0.05) significantly predicted organisational deviance but
perceived organisational support (M = 3.03, SD = 0.86, Coef. =-0.036, SE = 0.062, Beta =-0.027,

= -0.578, p > 0.05) did not predict organisational deviance. But, the interaction between
individualistic orientation and perceived organisational support (M = -0.004, SD = 0.818, Coef. =
0.123, SE = 0.065, Beta = 0.089, t = 1.889, p = 0.06) did predict organisational deviance.
Hypothesis, H6b, was supported at 10 percent alpha level. Taken together, the variables explained
5.5 percent of the change in organisational deviance, R = 0.234, R’ = 0.055, Adjusted R = 0.048,

F (3,429) =8.276, p < 0.001. This is shown in Table 6.6.3.2 presented in Appendix 4, and the plot

is displayed in Appen

Hé6c: POS moderates ¢ that the relationship is

strong among employ received support only

at 10 percent significa

Results from Table 6.6 63, SD = 0.98, Coef. =

0.092, SE = 0.044, B predicted interpersonal

deviance, and perceive of. = -0.085, SE = 0.051,

Beta = -0.081, t = - eviance. Similarly, the

interaction term was sig s = 0.049, Beta = -0.089,

=-1.837, p = 0.067). Thi 2] ha. Taken together,
the variables expﬁa Pgﬁft of the varia 1n interpersonalsd eviance, R = 0.139, R? =

| e - _|
0.019, Adjusted R =-0.012, F'([429), 82 8245 p\= 0-03 B 1&sult s shown in Table 6.6.3.1

presented in Appendix 4, and the plot is also disblayed in Appendix B.
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Hé6d: POS moderates the negative relationship between COL and OD such that the relationship is
strong among employees with negative POS than those with positive POS

The result showed that the interaction term (COLXPOS) was not found to be significant when
entered into the regression model. Hence, H6d failed to receive support from the empirical data.
Hypothesis 6e: POS moderates the positive relationship between PDO and ID such that the
relationship is weak rather than strong among employees with positive POS

The result showed that the interaction term (PDOXPOS) was not found to be significant when
entered into the regression model. Hence, Hée failed to receive support from the empirical data.
Hypothesis 6f: POS moderates the negative relationship between PDO and OD such that the

relationship is weak ra

The result showed tha to be significant when

entered into the regress om the empirical data.
Hypothesis 6g: POS ; ) and ID such that the
relationship is strong a os with positive POS.
The result showed tha to be significant when
entered into the regress om the empirical data.
Hypothesis 6h: POS and OD such that the
relationship is strong ai ees with positive POS.
The result showed_ that the™

entered into the rT

The plots are displayed in ﬂmﬁﬂ_l & HDGE':}
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What is the moderating role of affective commitment (ACT) in the relationship between
employee cultural orientations (individualistic (IND), collectivistic (COL), power distance
(PDO) and uncertainty avoidance (UAQO)) and interpersonal deviance (ID)?

Hypotheses Testing

The results are illustrated in Table 6.4.0 in Appendix 4, and the plots shown in Appendix B.
H7a: ACT moderates the positive relationship between IND and ID such that the relationship is
stronger for employees with low rather than high ACT

As shown in Table 6.6.4.0, the interactive term (INDXACT) did not show significance when
entered into the regression model. This indicates that H7a did not receive support from the

empirical data.

H7c: ACT moderates t that the relationship is

stronger for employee.
From Table 6.6.4.0, ¢ . =-0.001, SE = 0.044,
Beta = -0.002, t = deviance but affective
commitment (M = 3.05 75,t=15.785,p < 0.001)
significantly predicted was also statistically
significant (M = (.36, § 7,t=-2.498, p < 0.035).
Thus, hypothesis 7¢c we ‘ ained 9.8 percent of the
variance in interpersonal dev =0. 092, F (3,429) =15.515,
p <0.001. ‘

H7e: ACT modem??s-the JESJH @ﬂnffpmwdﬁ)

stronger for employees with low rather than hlgk ACT

1
ch that the relationship is
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As shown in Table 6.6.4.0, power distance orientation (M = 1.97, SD = 1.06; Coef. = 0.004, SE =
0.040, Beta = 0.005, t = 1.110, p > 0.05) did not significantly predict interpersonal deviance but
affective commitment (M = 3.05, SD = 1.48. Coef. = 0.187, SE = 0.029, Beta = 0.309, t = 6.484,
p < 0.05) significantly predicted interpersonal deviance and the interaction term was also
statistically significant (M = 0.40, SD = 1.63, Coef. = -0.079, SE = 0.025, Beta = -0.143, t = -
3.111, p < 0.05). Thus, hypothesis 7e was supported. The variables explained 10.5 percent of the
variation in interpersonal deviance when taken together, R = 0.324, R* = 0.105, Adjusted R =
0.099, F (3,429) = 16.739, p < 0.001.

H7g: ACT moderates the positive relationship between UAO and ID such that the relationship is

stronger for employee.
As shown in Table 6.6 how significance when
entered into the regres eceive support from the
empirical data. All the n or partial moderation
effect as all the modera s (Aguinis, 2004; Helm

& Mark, 2012)
What is the moderat relationship between
employee cultural ori | OL), power distance
(PDO) and uncertainty ave ) ‘ I deviance (OD)?

Hypotheses T estiT ] ‘ : : ! ,.

The results are diéﬁrayed ‘.g Tbﬂa' EQTBH_PWM@E isplayed in Appendix B.
H7b: ACT moderates the negative rela;iOI;shlp é%eﬁllNl_) and OD such that the relationship is

stronger for employees with low rather than high ACT
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As shown in Table 6.6.4.1, the interactive term (INDXACT) was not found to be significant when
entered into the regression model. Hence, H7b was not supported by the empirical data.

H7d: ACT moderates the negative relationship between COL and OD such that the relationship is
stronger for employees with low rather than high ACT

As shown in Table 6.6.4.1, the interactive term (COLXACT) was not found to be significant when
entered into the regression model. Hence, H7d was not supported by the empirical data.

H7f: ACT moderates the negative relationship between PDO and OD such that the relationship is
stronger for employees with low rather than high ACT

As shown in Table 6.6.4.1, power distance orientation (M = 1.97, SD = 1.06; Coef- = -0.281, SE

= (0.050, Beta = -0.265 nisational deviance and

affective commitment Beta = 0.266, t = 5.627,

p < 0.05) also predicte as also significant (M =
0.40, SD = 1.63, Coef. 0.05). Thus, hypothesis

7f was also supported ange in organisational

deviance when taken tc ,F(3,429) = 19.304, p
<0.001.

H7h: ACT moderates t. that the relationship is
stronger for employees

As shown in Table 6.6.4.1, v 05, SD = 1.01, Coef. = 0.283,

SE = 0.055, Beta

| — e e = __|
affective commitment (M= 3,05 D= 1345, Coef, = 0.094 SE\=10.039, Betd = 0.266, t = 2.360),
p < 0.05) also predicted organisational deviance. The interaction term was also significant (M =

0.50, SD = 1.40, Coef- = 0.078, SE = 0.038, Beta = 0.097, t = 2.032, p < 0.05). Thus, hypothesis
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7f was also supported. Put together, the variables explained 10.5 percent of the change in
organisational deviance, R = 0.323, R’ =0.105, Adjusted R = 0.098, F (3,429) = 16.701, p <
0.001. All the significant moderators showed a quasi-moderation or partial moderation effect as
all the moderators showed direct effects on the criterion variables (Aguinis, 2004; Helm & Mark,

2012).

What is the moderating role of normative commitment (NCT) in the relationship between
employee cultural orientations (individualistic (IND), collectivistic (COL), power distance
(PDO) and uncertainty avoidance (UAQO)) and interpersonal deviance (ID)?

Hypotheses Testing
H8a: NCT moderates that the relationship is
se with high normative

stronger for individua

commitment.

As shown in Table 6.6 03, Coef- = 0.097, SE =

0.042, Beta = 0.111, personal deviance, and

normative commitmen 5, Beta = -0.309, t = -

6.806, p < 0.05) also si arly, the interaction term
was also statistically sig 5 =0.025, Beta = 0.131,
t=2.741, p < 0.05). Thus, ' sether, the variables explained

|
- Alijusted R=0.109,
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H8c: NCT moderates the positive relationship between COL and ID such that the relationship is
stronger for individuals with low normative commitment rather than those with high normative
commitment.

The result in Table 6.6.5.0 indicates that collectivistic orientation (M = 3.63, SD = 0.98, Coef. =
0.011, SE = 0.043, Beta = 0.012, t = 0.325, p > 0.05) did not significantly predict interpersonal
deviance but normative commitment (M = 3.80, SD = 1.63, Coef- = -0.168, SE = 0.025, Beta = -
0.307,t=-6.622, p < 0.05) significantly predicted interpersonal deviance, and the interaction term
was also found to be statistically significant (M = -0.26, SD = 1.56, Coef. = 0.061, SE = 0.027,
Beta = 0.107, t = 2.272, p < 0.05). Thus, hypothesis 8c was supported. The variables explained

10.7 percent of the va R =10.326, R> =0.107,

Adjusted R = 0.100, F
H8e: NCT moderates t 1 that the relationship is
stronger for individual )se with high normative
commitment.
From Table 6.6.5.0, po ef. = 0.045, SE = 0.038,
Beta = 0.054, t = 1. rpersonal deviance but
normative commitmen 5, Beta = -0.296, t = -
6.544, p < 0.05) signifi teraction term was also

found to be statistically signi: 0.105, SE = 0.023, Beta =

g!e in interpersonal

DS A] PATIAORR D155 F3129) - 302 p -

0.208, t = 4.627,F
deviance when put‘l‘oget RS

0.001.
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H8g: NCT moderates the positive relationship between UAO and ID such that the relationship is
stronger for individuals with low normative commitment than those with high normative
commitment.

As shown in Table 6.6.5.0, uncertainty avoidance orientation (M = 3.05, SD = 1.01, Coef. = 0.070,
SE = 0.043, Beta = 0.079, t = 1.626, p > 0.05) did not significantly predict interpersonal deviance
but normative commitment (M = 3.80, SD = 1.63, Coef. =-0.151, SE = 0.026, Beta = -0.276, t =
-5.716, p < 0.05) significantly predicted interpersonal deviance and the interaction term was also
found to be statistically significant (M = -0.53, SD = 1.64, Coef. = 0.053, SE = 0.025, Beta =
0.097, t = 2.103, p < 0.05). Thus, hypothesis 8g was supported. The variables were able to explain

10.8 percent of the va R =10.328, R = 0.108,

Adjusted R = 0.102, F
All the significant moc leration effect as the all
the moderators showe 5, 2004; Helm & Mark,
2012). The plots are als
What is the moderat e relationship between
employee cultural or OL), power distance
(PDO) and uncertainty
Hypotheses T esting

Table 6.6.5.1 sho‘YV

H8b: NCT moderates the gWTE@ﬁMﬂﬁE@’

stronger for individuals with low NCT rather than those with high NCT
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From Table 6.6.5.1, individualistic orientation (M = 2.95, SD = 1.03, Coef. =-0.175, SE = 0.050,
Beta =-0.160, t =-3.519, p < 0.05) significantly predicted organisational deviance and normative
commitment (M = 3.80, SD = 1.63, Coef. = -0.233, SE = 0.030, Beta = -0.339, t =-7.789, p <
0.05) also significantly predicted organisational deviance. The interaction term was also significant
(M = 0.01, SD = 1.68, Coef- = 0.121, SE = 0.031, Beta = 0.181, t = 3.976, p < 0.05). Thus,
hypothesis 8b was also supported. Taken together, the variables explained 19 percent of the
variance in organisational deviance, R = 0.435, R’ = 0.190, Adjusted R = 0.184, F (3,429) =
33.451, p < 0.001.

H8d: NCT moderates the negative relationship between COL and OD such that the relationship

is stronger for individu
As shown in Table 6.6 th intele ; _ \ ‘ significant in predicting
organisational deviancg
HS8f: NCT moderates t ! that the relationship is
stronger for individual.
As illustrated in Table = 1.06; Coef- = -0.252,
SE = 0.046, Beta = -0 organisational deviance
and normative commit ).030, Beta = -0.364, t =
-8.391, p < 0.05) also similarly, the interaction

term was also significant (7

H
20.7 percent of the Varianc

4.118, p < 0.05).

F (3,429) = 37.405, p < 0.001.
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HS8h: NCT moderates the positive relationship between UAO and OD such that the relationship is
stronger for individuals with low NCT than those with high NCT

From Table 6.6.5.1, uncertainty avoidance orientation (M = 3.05, SD = 1.01, Coef- = 0.213, SE =
0.051, Beta = 0.192, t = 4.175, p < 0.05) significantly predicted organisational deviance and
normative commitment (M = 3.80, SD = 1.63, Coef. = -0.198, SE = 0.032, Beta = -0.288, t = -
6.265, p < 0.05) also significantly predicted organisational deviance. Similarly, the interaction
term was also significant (M = -0.53, SD = 1.64, Coef. = -0.140, SE = 0.030, Beta = -0.204, t = -
4.679, p < 0.05). Thus, hypothesis 8h was also supported. Taken together, the variables explained

19.5 percent of the change in organisational deviance, R = 0.441, R* = 0.195, Adjusted R = 0.189,

F (3,429) =34.622, p
All the significant mo eration effect as all the

moderators showed di ; Helm & Mark, 2012).

What is the moderating e relationship between

employee cultural o OL, power distance,
PDO, and uncertainty ID)?
Hypothesis Testing

The results are shown in Appendix B.

H9a: CCT moderates the

stronger for indivi@f< :
As shown in Table 6.6.6._@«1
1 NTEG

model did not show significance in impacting 1nte;persenal'deV1ance Hence, H9a did not receive

°h that the relationship is

support from the empirical data.
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HY9c: CCT moderates the positive relationship between COL and ID such that the relationship is
stronger for individuals with low CCT rather than those with high CCT

As shown in Table 6.6.6.0, collectivistic orientation (M = 3.63, SD = 0.98, Coef. = 0.056, SE =
0.043, Beta = 0.061, t = 1.282, p > 0.05) did not significantly predict interpersonal deviance but
continuance commitment (M = 4.43, SD = 1.54, Coef. = -0.075, SE = 0.028, Beta = -0.129, t = -
2.695, p < 0.05) significantly predicted interpersonal deviance and the interaction term was also
found to be statistically significant (M = -0.20, SD = 1.53, Coef. = 0.106, SE = 0.028, Beta =
0.182, t = 3.818, p < 0.05). Thus, hypothesis, H9¢ was supported. The variables explained 5

percent of the variance in interpersonal deviance when put together, R = 0.223, R’ = 0.050,

Adjusted R = 0.043, F
HY9e: CCT moderates t that the relationship is
stronger for individual.

As illustrated in Table = 1.06, Coef. = 0.041,

SE = 0.043, Beta = (.0 interpersonal deviance

but continuance comm 0.030, Beta = -0.114, ¢t

=-2212, p < 0.05) si e interaction term was

also found to be statist 0.053, SE = 0.027, Beta

=0.096,t=1.973, p < n together, the variables

explained 2.3 percent of the 0.152, R = 0.023, Adjusted

H9g: CCT moderates-the p sh‘dél" FEEWIPHWWED

stronger for individuals with low CCT rather than those with high CCT

1
ch that the relationship is

233



University of Ghana http://ugspace.ug.edu.gh

Table 6.6.6.0 shows that uncertainty avoidance orientation (M = 3.05, SD = 1.01, Coef. = 0.114,
SE = 0.042, Beta = 0.128, t = 2.682, p < 0.05) significantly predicted interpersonal deviance and
continuance commitment (M = 4.43, SD = 1.54, Coef. = -0.060, SE = 0.027, Beta = -0.103, t = -
2.197, p < 0.05) also significantly predicted interpersonal deviance. Similarly, the interaction term
was also found to be statistically significant (M = -0.08, SD = 1.60, Coef. = 0.080, SE = 0.027,
Beta = 0.143, t = 2.985, p < 0.05). Thus, hypothesis H9g was supported. Taken together, the
variables explained 5.6 percent of the change in interpersonal deviance, R = 0.237, R? = 0.056,
Adjusted R = 0.050, F (3,429) = 8.520, p < 0.001.

All the significant moderators showed a quasi-moderation or partial moderation effect as all the

{; Helm & Mark, 2012).

What is the moderati le , 1ce 1 \ e relationship between
employee cultural ori sti | OL), power distance
(PDO), and uncertain e (OD)?
Hypotheses Testing

The results are shown in Appendix B.
H9b: CCT moderates t that the relationship is
stronger for individuals
From Table 6.6.6.1. indin i Coef-. :0.210, SE =0.052
< 0.05) signficantly prdict ‘ Lal deviance and

Jﬁlm?ﬁmﬁM@ 0:035, Beta = 0.107, 1 =

2.231, p < 0.05) also significantly predicted organisational deviance. Similarly, the interaction

Beta = -0.192, t
|

continuance commitment

term was also significant (M = -0.18, SD = 1.65, Coef. = -0.092, SE = 0.033, Beta = -0.135, t = -
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2.821, p < 0.05). Thus, hypothesis H9b was supported. Taken together, the variables accounted
for 7 percent of the variance in organisational deviant behaviour, R = 0.265, R?>=10.070, Adjusted
R =0.064, F (3,429) = 10.784, p < 0.001.

H9d: CCT moderates the negative relationship between COL and OD such that the relationship
is stronger for individuals with low CCT rather than those with high CCT

As shown in Table 6.6.6.1, collectivistic orientation (M = 3.63, SD = 0.98, Coef. = -0.059, SE =
0.055 Beta = -0.051, t = -1.069, p > 0.05) did not significantly predict organisational deviance
and continuance commitment (M = 4.43, SD = 1.54, Coef. = 0.054, SE = 0.035, Beta = 0.074, t

= 1.535, p > 0.05) did not also significantly predict organisational deviance. However, the

interaction term was st T =0.115 SE = 0.035,

Beta = 0.157,t = 3.26¢ The variables explained

3.6 percent of the cha R = 0.190, R’ = 0.036,

Adjusted R = 0.030 F (.

HYf: CCT moderates t that the relationship is

stronger for individual.

From Table 6.6.6.1, significant effect on

organisational devian e, HOf did not receive

support from the empir

H9h: CCT moderates the pos ) such that the relationship is

stronger for indivi'
}

From Table 6.6.6. 1 uncertaintyal idanice orientation/(V# 3,05/ D =101, Coef. = 0.311, SE =

0.051, Beta = 0.280, t = 6.052, p < 0.05) significantly predicted organisational deviance and

continuance commitment (M = 4.43, SD = 1.54, Coef. = 0.087, SE = 0.033, Beta = 0.119, t =

235



University of Ghana http://ugspace.ug.edu.gh

2.620, p < 0.05) did not also significantly predict organisational deviance. In the same vein, the
interaction term was also statistically significant (M = -0.08, SD = 1.60, Coef. = 0.090, SE =
0.033, Beta = 0.128, t = 2.770, p < 0.05). Thus, hypothesis HOh was supported. Put together, the
variables explained 11.6 percent of the change in organisational deviance, R = 0.433, R°=0.119,
Adjusted R = 0.112, F (3,429) = 19.241, p < 0.001. All the significant moderators showed a quasi-
moderation or partial moderation effect as the all the moderators showed direct effects on the
criterion variables except the moderating effect of CCT on COL-OD relationship which appeared
to have pure or full moderation because the moderator variable did not have any direct effect on

the criterion (Aguinis, 2004; Helm & Mark, 2012).

On effect sizes, the cur y extant studies (Aiken

& West, 1991; Helm & ovides thresholds which

have become conventig e in moderation analysis

which are expressed by edium; and 0.35 = high.

In the current study, tl 2 consistent with extant

studies (Aguinis, Beat , 2003; Dawson. 2014).
These small effect sizes of the interaction terms
which are affected by fa by extant studies (Cohen
et al. 2003; Jaccard & T

The chapter sought to pr Vi . : : A lich pothesized that employee
e - =%

aLd organisational

}
I companies operating in

relafed WDBs both i

e O

Accra, the capital city of Ghana, both rnultipleﬁ regression and moderated multiple regression

cultural orientatior
|

dimensions. Using data

analysis were conducted to assess the data. The main results of the current study are illustrated in
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Table 6.7.1.0 and Table 6.7.1.1 in Appendix 4. Based on the results from the empirical study, the
next chapter presents the qualitative findings to enrich the quantitative results presented by

comparing and contrasting to ensure corroboration and validation of results.
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CHAPTER SEVEN

PRESENTATION OF QUALITATIVE RESULTS

7.0 Introduction

This chapter presents the results of the qualitative interviews gathered from ten (10) participants
of the study to enrich and provide deep insights and illustrate the quantitative findings in order to
develop a complete understanding of the role of cultural orientation in workplace deviance which

constituted research question three (3) in the current study.

7.1.0 Background of Participants

MOL: A Ghanaian fern Star international Hotel

(Movenpick Ambassad She has worked in three

international hotels bot as been with the current
international hotel for and rose to become the
Executive Manager of ; occupied this position for
four years. The Hote e to both domestic and
international visitors & in the central business
district of Accra where inancial Centre, World
Trade Centre, Internat ies and Departments. It

has recently been acqu

conference rooms @goms apoolj'g oe, S ottt
a bank, a beauty sLlon a s_% cﬁ-au_ﬂm s-sh .,7: . many ¢ others.
EGRI P FIDGEE} A *

LM: She is a supervisor at the food and beverage department of Movenpick Ambassador hotel.

She has worked for six (6) years. The food and Beverage Department is a part of the hotel that
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manages foods and beverages and is also responsible for providing food and beverage services

necessary to guests both in-house guests and those who walk in.

MG: She is a local cabin crew manager at Africa World Airline (AWA). AWA is a privately
owned airline incorporated on the 15th of November 2010. It commenced its first revenue flight
on the 21st of September 2012. The airline has consistently seen growth in both frequencies of
flights and route networks making it profitable. Africa World Airlines is a full member of IATA
since the year 2017 and is also IOSA certified. The company has signed partnerships with various
International Airlines such as South African Airways, Emirates, Brussels Airlines, ASKY Airlines

and Ethiopian Airlines. By doing this our aim of connecting more passengers will be achieved.

She teaches trainees a aft cabins. They teach,

depending on the type ¢ , the pre- and post-flight

checks, the safety proce cedures and formalities.

imited, a subsidiary of a

Leading French airline d in Accra, near Airport

Clinic, Kotoka Interna operates in Ghana. The

company provides cate It targets both domestic

and international comp: >rvair, the leading airline

catering and logistics pro e and. and a me >group. Its 115 employees

produce 2,500 m@fven air

services. The conﬁz&ny alsﬂpﬁﬁes fOQd_S.(Lutl(_)J to VIP-Jounges,
TEGR! PROCEDAMUS |

and other non-airline clients. She has worked with-the firm for elght (8) years. She started as a

ools or company canteens

el

kitchen clerk and rose to become a manager.
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JJP: An Indian Chef is a restaurant manager at Movenpick Ambassador Hotel. He is in charge of
the Chef department at Movenpick international Ambassador Hotel. He has worked with the
organisation for six (7) years and has been the manager for three years now. Before working in the
current organisation, He had worked in international Hotels in Rwanda, Ethiopia, Seychelles,
India, and Dubai. A chef manager works at a restaurant, cafeteria, catering company, hotel, or any
other establishment that serves food. The Chef Manager is responsible for coming up with menus

that offer quality meals to customers.

JAB: A Ghanaian Local branch manager at AirtelTigo, a telecommunication firm operating in
Ghana. She has worked with the firm for ten (10) years. She has worked from the headquarters for

four years and currentl

HYM: An Ethiopian artment at Movenpick

Ambassador Hotel, Ac has worked at Radisson

International Hotel loc s ondon, and South Africa.

ABE: She is the Huma 1] Hotel, Accra, a Four-

Star International Hote It was built in 1991 and
it is owned by the Ghan g Company which owns
60% of the shares while as a total room capacity

of 234 rooms, including che >d with the organisation for

=%

five years at the ti

! - JL___i__L_[_a-l-—“—"H .
DL: He is a gener?ﬁ empl yéﬂr Eﬁﬂblﬁ’mw‘ d at Spintex Road, Accra.
Equatorial Coca-Cola Bottling Company (ECCBC) was created in 1997 to combine the operations

of all these countries and serve as a platform for future growth. Last two decades we have expanded
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our operations to new territories in Africa, such as Ghana, Morocco and Algeria, and today
Equatorial Coca-Cola Bottling Company (ECCBC) operates the Coca-Cola Company portfolio in
13 Africa countries, reaching over 100 million consumers and serving more than 200,000 points

of sales. He has worked for six years.

DG: A male bar manager at Kempinsky Hotel Gold Coast City, Accra. Kempinski Hotel Gold
Coast City Accra is a five-star luxury hotel in the city, offering the largest meeting facilities, with
2,500sqm of event and meeting space. Conveniently located in the downtown business district and

proximity to Accra International Conference Centre and the National Theatre. Kempinski Hotels

is Europe's oldest luxury hotel group which was established in 1897. Kempinski's rich heritage of

impeccable personal by the exclusivity and

individuality of its pr. 76 five-star hotels and

residences in 34 count he Middle East, Africa,

Asia and the Americas. ued to provide enviable
quality service deliver S rnations atures 269 luxury guest
rooms and 24 elegantly erings inspired by local

and international flavo

I interviewed ten (10) companies operating in

Accra, Ghana who worke industry, manufacturing

industry, and airli@iry as provid

selected, consideration wa%ﬁvenm availability and willingt
TEGR| PROGEDAM

Out of the ten interviews conducted, only two-were done via telephone due to the COVID-19

outbreak and its attendant lockdowns which left the researcher with the choice of resorting to

telephone interview. Though the study had from the outset settled on interviewing fifteen (15)
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participants to supplement the quantitative study, the outbreak of the COVID-19 resulted in
obtaining eight interviews before the lockdown strategy imposed by the national government. The
telephone interview was therefore undertaken for the subsequent participants who had agreed to
respond to the questions during the face-to-face interview. Since the two subsequent telephone
interviews did not provide any new insights which were different from those already undertaken,

the researcher settled on the ten (10) participants for the analysis.

Eight of those participants occupied supervisory and or managerial roles including human resource
managers, departmental or line managers, and branch managers whilst the remaining were not

supervisors. Four of the participants were males and the rest were females. Among the four males,

three were drawn fro turing industry. The six

females who participat rms, airline companies,

telecommunication con varticipants had worked

|

with their current respee one participant who had

just been transferred fr ablishment for one year
at the time of the inte or one year, he was still
interviewed because, e was working with an
affiliated establishment years of working with
that brand of internation: 02 countries globally. For

this reason, he wa iates of the current

establishment he was wor igswith at the time of the interviey pa 1cipﬂants’ ages ranged

e M BTE~m “" | o
from 30 years to 52 years. Taﬁg EE%F tﬂ%&g&%r?e{erisﬁcs of the participants in

the interview. The next section provides the results from the analysis of the transcripts.
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Table 7.1 Background characteristics of participants

(Source: Fieldwork, 20

=

243

Pseu. Age  Gender Org. Position Local/Foreigner  Industry
in ten. staff
years (Years)
MOL 42 Female 11 Departmental ~ Local Hospitality
Manager
LM 30 Female 6 Supervisor Local Hospitality
MG 43 Female 5 Cabin  Crew Local Airline
Instructor
CO 35 Female 10 Outdoor Local Hospitality/Airline
Delivery
manager
JJP 39 Male 6 Restaurant Foreigner Hospitality
Manager (Indian)
JAB 36 Female Branch Local Telecommunication
HYM 52 Hospitality
ABE 44 Hospitality
DL 35 Manufacturing
DG 34 Hospitality

onal tenure
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7.2.0 Results from the interviews

The emphasis in this part of the study was more on highlighting participants' voices to make sense
out of the meanings and interpretations inductively from the data, as well as enrich the quantitative
findings with the deep insights and illustrations from the qualitative results in order to provide a
more complete understanding of the role of cultural orientation in workplace deviance. This
section is therefore organized into the major themes and subthemes that emerged from the
responses of participants which illustrate employees’ perspectives on how cultural orientation can
cause employee deviance as observed from the quantitative findings. The main themes were

meanings of workplace deviance, prevalence and manifestations, forms, causes and consequences,

and measures in addr nerged were presented

accordingly under the 1 layed in a thematic map

Suggested )

Figure 7.1 Diagrammatical representation of themes and,
sub-themes

Oval — Major theme, Rectangular— Subthemes
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7.2.1 Meaning and interpretation of WDBs
The participants interviewed shared their understanding of workplace deviance as behaviours that
employees engage in which are not sanctioned by the organisation. In particular, some indicated
that when employees fail to abide by the rules and regulations of the company as spelt out by the
policies and procedures, then they are engaging in deviance. Others also averred that deviance
occurs when employees deviate or fail to do what the policies are requiring of them to do. HYM
had this to say:

For me, workplace deviant behaviours are unacceptable behaviours that go contrary to

organisational norms, practices, and policies. That is, they are the improper ways of
behaviour that are against organisational expectations

The interviews revealec isations, contrary to the

quantitative finding fro kplace deviance seldom

occurs. The participant recurring problem that

MNC:s consider as chall oductivity. MOL states:

These behaviou
go contrary (ot
protocols. I me
are done by th

ation. These behaviours
found in the company’s
isation whereby things

Other participants expr
and regulations, but als

industry under which the

only those behavi@ontraene d or

behaviours were squn to b%mﬂlm
—n Ri PROCED#

conduct. M@ elaborated as follows:
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Deviance is when employees do what is not expected of them in the organisation. For
instance, as a cabin crew manager, 1 have regulations from the International Air
Transportation Association (IATA), the international regulatory body that bind me in
addition to my company’s rules. I will be deviant if I fail to abide by these rules and
regulations. The policies and regulations are definite and are circulated to everybody’s
mail including uniform policy, make up policy, your physical appearance, your hair colour
and all that. So, if you behave differently from what is written down then you are deviant.

The observation seems to contradict the quantitative finding from the descriptive statistics showing
that workplace deviance seldom occurs among employees of MNCs. Though both findings
indicate that deviance occurs in MNCs, the qualitative finding seems to provide more insight about
the extent of deviance that employees of MNCs are involved with in their daily lived experiences

in multinational work ¢ considered seriously by

management of MNCs ts it bluntly:
1 think deviant |
of the organisa
deviants. So,
organisation.

e by to the expectations
ation. Such people are
12 the policies of the

Another striking disco pants were divided on

behaviours that qualif ts indicated that some
behaviours were geners pants diverged on other
behaviours which coul¢ s). These differences in
perspectives about beha have been influenced by
the cultural orientatior} Q en ultic_:_uﬁltural work setting,
| . It was found that
the deviant label m‘ﬁy not be éﬂ)ﬁ'&@ﬁ] MWII mes. ‘Wlth the convergent

view, participants intimated that some deV1at10ns hke stealing, fighting, insulting, destroying

company equipment or property, failing to record complete receipts, inflated invoices and so on,
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are seen everywhere as bad. These behaviours were generally agreed to qualify as workplace
deviance. However, other behaviours could not be seen to qualify as deviance because the person
who is behaving may not know that what they are doing is tantamount to negative behaviours.
They may seem to express how they may have been brought up in a particular way of life which
makes it difficult for them to view such behaviour as norm-violating. For example, not exposing
your coworker or stepping in for an absent coworker to complete a task is more of helpful
behaviour than harming behaviour especially where we have to be there for one another. Though
the quantitative data gave a broad snapshot that workplace deviance rarely occurs among

employees of MNCs, they did not reveal how different employees were divided on how they

perceive different beh 1ce, which subsequently
can explain their involy
Participants pointed o our emotions or being

reticent do not constit by individuals who are

not brought up in that : how cultural orientation

can influence workplac or instance, employees

who are socialized intg ertainty avoidance may

view failing to observe rt everything they see to

management as devia y to that person or the

organisation. But, to anof ave the face of members
e "

-

eLtainty avoidance

n
erefore not surprising that

depicting collecti traits; hig

|

chbehdviours as s norn

a quantitative study revealed an association between cultural orientations and workplace deviance.

orientation may not view

Deviance may be subject to the peculiar surroundings one is nurtured. HYM narrated below:
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Culture is just a norm that has been accepted by a community and the way you grow up,
you take this culture from the community. It does influence our behaviour even in the
workplace. Let me give you an example, in my country, Ethiopia, we are not that outspoken.
We normally do not express ourselves and are more reserved. That means we may not
be speaking out about everything we see in our workplaces even if it is wrong unless we
are asked to. So, we may be seen as supporting wrongdoing by others especially among
the whites, and being seen as deviants. Imagine, how the reserved person will see the
outspoken person, and going forward how these two will relate? So, you see, here it will
be difficult to accept that all are deviants.

Based on the narrations above, the understanding of deviance among participants suggested how
their socialization in particular, and cultural orientation in general, influence their perception and
lived experience of workplace deviance, which subsequently affect how they respond to
organisational events associated with workplace deviance. It becomes more obvious in workplaces

ther. This observation

where there are diffe

confirms the quantitati tic, power distance and

uncertainty avoidance ements above show the

varied meanings empl eviance', which in turn,

can influence how the extant studies (Resick

etal., 2011).

7.2.2 Prevalence and r

From the study, almost ance happens or occurs

at their respective work deviant behaviours a lot

in their workplaces wherea ours mostly occur daily. This

dOl’Il occurs among
}

finding contradicte

]

employees of MNCs. HY

2 -

Y 0y g oAU

Though I relate with them nicely [ wonder why they keep coming late or sometimes being
absent without any tangible reason. So, I sit them down in my office for them to help me
understand it so that I will not refer the person to higher authority for strict punishment...
and still, it happens sometimes twice or thrice in the organisation.
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A sub-theme that emerged from the interviews involved serious versus trivial deviations.
Participants shared that those two categories of deviations occur in their organisations. First,
serious deviations included those deviations that their organisations described as serious because
their organisations do not take them lightly when it comes to the sanctions proffered to such
deviations. Such offences included fighting, sexual abuse, property destruction, and theft. These
sanctions usually involve outright dismissal. The second category of deviance, termed trivial
deviations involved those deviations that organisations consider as minor infractions, and only
warrant ordinary sanctions like a warning and receiving the query. They included lateness, abusive

language, slacking, using guest items. witho SLMiSsSion orting items given by guests,

before keeping them. e in them, they received

harsh sanctions like a d

Some deviation itions and can be easily
forgiven like ea ighest sanction involves
a query or War‘ / ¢ ] y keep doing that, there are serious
consequences | i agement considers them
as a non-negolic ichieqt outkighte ‘why’ you did it doesn’t
matter to us. Wi 1S ke sure 1essage across for other

employees to le

7.2.3 Forms of WDBs
Further, the interviews 1at participants indicated
occur in their respective org are consigt_int with prevailing

forms of deviance 45 j ll‘he result showed

| J

B — e p—— -.__H
that employees of multina 10@ F&ﬁﬂ#sﬁﬂ%ﬁwﬂ eviance such as lateness,
withdrawal behaviours, slacking, absenteeism, sharing of passwords with coworkers, disobeying

simple instructions, covering up the mistakes of others, and calling in sick when not sick, stealing
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money and items, eating at unauthorized places, using guest items without permission, failing to
report items given by guests to authorities before keeping them, failing to report missing items,
failing to account for monies received. Property-related deviance received harsh sanctions such as
dismissal or termination of appointment and even resort to legal proceedings in courts for further

sanctions. MG had this to say:

lateness is one big deal, especially when it comes to the airline. For us, in the airline
industry, when you are late, you are delaying about 50 passengers. So, the lateness is a big
deal when it comes to us, yet it happens.

DL passionately added:

ce it is theft, even when
ut we want to know who
oint, we only sack you.

Theft is a non-ne ; otiate it. On
we are asking ye s
is involved, wh

Additionally, participa 1 interpersonal deviance

such as gossiping, org favouritism, demeaning
behaviours towards ot coworkers or negative
remarks, fighting, te rs in their respective

organisations etc. MG

1e workplace. There will
s, or when people think
e behaviours happen a

Gossip, ... as |
be, and are gos
others are bein;
lot in the workpl

MOL narrated an incidene A din het' She had this to say:

ce. The recent one
ith blood all over place.

ol

Fighting? Ve-don - -
involved two casual workers who fought and h e

Both of thent are out. MSEE@HJ P HD{:EDAWE_

Interestingly, some participants indicated that sexual abuse happens in their organisation even
though it is one of the non-negotiable offences especially when an investigation reveals that the
perpetrator misbehaved sexually with a coworker or customer. MG had this to say:
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Sexual abuse happens because men and women are working in an enclosed confined area
so it does happen. But mostly, it is once in a while that it becomes sexual abuse. The rest
are consensual because they are adults working in an environment.

From the above, the study has revealed the two dimensions of deviance as established by extant
studies including interpersonal deviance and organisational. This finding confirms the quantitative
result of the descriptive statistics indicating that these dimensions occur among employees of

MNCs.

7.2.4 Causes and consequences of WDBs
The researcher sought to find out the reasons why participants engage in workplace deviance as

well as ascertaining how participants think cultural orientation can influence deviance in their

respective organisation quantitative data in the

current study. The par tegorized into personal

factors, family demand: portunity-based factors,

organisational factors, ¢

Firstly, participants att or reason for workplace

deviance. These perso yught up and the general

value systems accord

predisposition to self-

e employees have a
be supported by their
sometimes drive them to

meagre salaries. They te

engage in deviant mployees want to get

quick money or what one Wgnt terms “fast hfe 1nc11nat1o % e B admitted that sometimes

S e

family networks and meetmg famlﬁglﬁ!nﬁsaggﬁ'g drive-t rn to engage in deviance. This

ultimately jeopardizes their careers when apprehended. Some also placed the blame on personal
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choices that employees undertake which results in deviance. DL shared his opinion about

employee choice resulting in workplace deviance:

1 think people engage in deviant behaviours because of personal choice. I say this because
we make choices at every point in life. People choose to do things without regard to how
such things can affect people around them or the organisation they work. We can choose
right just as we can choose wrong. So, I can best describe it as a personal choice to deviate
but not anything else.

Secondly, some participants noted that family demands also cause people to engage in deviance in
the organisation. The participants mentioned that family pressures or excessive family demands

including picking their kids from school, taking care of their larger family, helping extended family

members etc. may res o time or not coming to

work early or even tak family needs or even

covering up certain mis 10se cultural orientation

revolves around kinshi obligations, even where

they are less capable, c Is regardless of whether

it will flout organisatic there are discouraging

workplace conditions ft d effort to meet family

obligations. MOL sha ared at the disciplinary

committee for engaging

Some people, afier they'e ere are countless family demands
upon them which . / '
that the uncle
in time anc“z',ﬁo he g

Similarly, HYM added:

w&ﬁaﬁ? ﬁ"‘ﬁ“ﬁcﬁiﬂuﬁ

They may have some financial or family problems they are facing that we may not know.
For instance, some of the family members may be sick. I have encountered those things
where my mum was in the hospital there, and I went to the office to work. Anytime I got
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instruction from my boss and my response was harsh or abnormal, I tried to explain the
situation I found myself to the boss. Some bosses understood whilst others disagreed. Some
people might not be able to disclose their internal problems but may be burdened with
family problems that make them engage in deviance.

A third reason according to participants was how one is socialized which can make employees
engage in deviance. The participants noted that how people are brought up can make them
predisposed to committing deviance. They mentioned that some people are brought up to be
discreet whilst others are brought up to be outspoken which may find expression in the larger
cultural values. They may be seen to have bad habits and poor child upbringing for being reticent.
Sometimes, by their socialization, no matter what, they will always have the penchant to deviate

at the workplace. Others also mentioned that sometimes they behave in response to denigration or

ethnocentric remarks especially when they

portray those locals as petent to take decisions

for the company and d to say:

may be socialized into
vou get to a different
of upbringing, and they
| : 5 vears and is fond of
behaving defia ONS Jen the person started from

that from thel
envzronment Va

I mean naturall rupbii 1d nent you are brought up.
It is common see. ¥s or put up ethnocentric
remarks regar probably within you

— ‘HTEﬁHJFFIDEEDAHUE =

Another participant had this to say about how the way locals are socialized make them endorse

deviance at the workplace. JJP had this to say:

253



University of Ghana http://ugspace.ug.edu.gh

I have been here for a little over five years now, and have worked in two international
hospitality companies in Ghana, and my previous workplaces at Dubai, Djibouti, and
Seychelles, I am tempted to say that the locals particularly in the African countries have
certain beliefs and attitudes that are very hard to cope with. They are generally lazy,
untrustworthy, and they find covering up of their coworkers’ wrongs as normal. I see
this in most of the locals I work with. I can say that it is the culture that makes them that
way.

Another cause of employee deviance emanates from discriminatory-based factors. Participants
pointed out that sometimes employees engage in deviant behaviours out of the discrimination,
mistreatment, and denigration they experience at the workplace especially when it comes from
expatriate managers and expatriate employees. The participants noted that some local staff and
managers are discriminated against by expatriate managers to the extent that expatriate managers

express misgivings ab on. The local managers

have often been seen ings by their expatriate

counterparts such that about their competency
in delivering certain ta ompetent because they
always want directions e culture of local people
as making them amena noted to have difficulty
in rising through the rz e up of more expatriate

managers even in the I¢

Since expatriates are | managers, and hence

denigrate the credibility of loe aoCrs most often remain silent

or put-up withdraw i even where their intervention d have-averted the harm that
ED s e P 7 ‘.F‘

might be caused. Thisis w exéfﬂll‘ﬁﬁﬁqwmﬁmm&% local staff for incompetency,

slacking, withdrawal, or destruction of company properties. Meanwhile, the expatriates

deliberately or inadvertently look down upon local managers' ability to do the right thing when
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they are not around. They usually tend to impose their decisions and deny local managers the
opportunity to express their opinion on certain matters during decision making. Expatriates mostly
communicate rudely to local staff by making them feel less important at the workplace or even at
the task assigned to them. The participants explained that when working with expatriates especially
Europeans and Chinese expatriates, a local manager has to do more than expected to earn their
trust, otherwise, they are always going to look down upon your ability and credibility as well as
doubt your chances of success. They are more likely to make you feel helpless, and sometimes,
verbally abuse you even in the presence of your subordinates. HYM shared his experience as a

local manager in his organisation:

panies and even here, |
time, they think that we
our culture programs us

. [ have worked for four
, yes, no one wants to

to be that waj
multinational

accept you be They cannot trust your
ability.

MOL added:
They (expats an take this but (for you,

‘e used not to search our
ut authorization, but for

the local emp
expats and h
a local staff

She recounted her supervisor to the

INTEGR; P Emm.bﬁ

I have been here from the beginning, from Land T have seen quite a lot. We have passed
through a lot of management. It is an international hotel and our level one positions are
expats. So, the tendency for us to be looked down upon is high and the tendency to speak

us as we are black is kind of normal. We are seen as being dumb or we just can't do
anything. They feel that they are here to take care of you and stuff like that. When you start
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seeing that top management doesn’t have belittles you, it becomes worrisome and difficult,
which sometimes compel us to retaliate in other ways we can.

From the above, it is obvious that employees tend to engage in deviance in response to perceived
mistreatment which may end up affecting not only the employees but also the organisation. This
finding provide insight into the participants’ involvement in workplace deviance. This is important
because it extends understanding beyond what the quantitative finding indicated to why they
engage in workplace deviance. This explains the quantitative finding about the relationship

between cultural orientation and workplace deviance among employees of MNCs.

More so, participants also mentioned cultural perspective as causing workplace deviance. The

culture of the person rs like use of abusive

languages, discreet, iours to management,
one does wrong. This is
because people are broug ere ; C d that, what you are not
accustomed to from yo ely to see it as deviating
from appropriate norm ely to it. HYM had this

to say drawing on his | ultures:

our emotions unless we

are asked by so 1 ill | our work output in the
workplace. Our ct 2 id retie we are going through a lot
of challenges, i different cultures
might see to the workplace.

But when yo ~So, when an outspoken
person meels a reticen 0 arise tensions and strains

n |
affecting their wor. ré’% m&awﬂz ronn on }5 ture you are grown up in

will be reflected in your working environment.

JIP also stated:
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I have observed, for some time now, that the local staff mostly accept everything their
supervisors and other coworkers tell them. They find it hard to question supervisors about
proper ways of doing things even when they know best ways or ideas than their supervisors.
You only get to know this after the harm is caused. I wonder why whether they are afraid
or fear their leaders.

From the above submissions, additional insight is provided in explaining how cultural orientation
can cause workplace deviance. Thus, people from cultures where they are not extroverts are likely
to be seen by introverted people from different cultures as hiding information or keeping
information away from them or even covering up thereby attracting the deviant label. This deviant
label may engender deviance expressed in withdrawal behaviours, abusive language, acting rude

etc.

Fourthly, apart from t as reasons in explaining

how cultural orientatio drifted to other factors
beyond cultural orient such as organisational
support, good (ethical) ave major influence on
workplace deviance. T ing provide insight into
how relational const nhibitive influence on
workplace deviance oted that management
mistreatment of empl employees become less
committed which make harm the source of the

mistreatment. Participants s plays a_qc_:gitical role. Where

there is an unsupp i environment expressed in m ¢ a&uing, caring and
u 3
i e, SERSIE e _H
respecting the contribution dﬂfﬁm M@@Eﬂﬂ“ﬂ;ﬁg nd become discouraged to
put in more effort. Also, they feel that they cannot sacrifice for the organisation since there are no

opportunities for personal growth. As a result, they may try to find ways to pursue such
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opportunities to upgrade and develop themselves such as taking time off work to attend to further
studies, feigning sickness, lateness, absenteeism or even using company resources to meet personal

goals without authorization.

Unsupportive work conditions make employees susceptible to theft or aggressiveness, which may
result in behaving in ways that physically harm or abuse others. Also, some participants thought
that when management fails to appreciate and recognize the contributions of hard work of
employees as well as improperly communicate with one another, it can result in deviance. Despite
this finding which appears to me cited frequently by participants in the interview, the quantitative

finding only showed modest support of organisational support altering the impact of cultural

orientation on workp traits like dishonesty,

untrustworthiness, inab ing the will to discipline

subordinates who viol of undignified language,

at the workplace as we ting its and rs can make employees

Maybe, they mij
will be reflecte
whether you tre
rather belittles t
it worthy to wor.
a whole lot of things st

ing from the hotel. That
the way you treat them,
j vou don't do that and

Additionally, MG xgcfunt@iy_agﬁ 5 FlEG EE}FJ—';;“'J ?'_-

1t mostly depends on how your boss or company relates to you. If the organisation treats
you well or provides opportunities to develop yourself or educate yourself, you feel that
the company cares about you and wants you to become better than you are, you become
more committed to the organisation. Also, when leaders respect your rights and dignity,
you try to put more effort to make the organisation achieve its target. Again, when
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leaders are approachable, you can share problems or difficulties with them. But when
leaders appear high and mighty and unapproachable, then it’s difficult. Then people
look for other ways to solve the problem and mostly it might lead to deviance.

The quantitative findings which showed how perceived ethical leadership, organisational support
and employee commitment have enhancing or inhibitive influence on workplace deviance seems
to be reflected in the qualitative finding presented here by explaining how these relational
constructs play crucial role cultural orientation play in understanding workplace deviance. From
the qualitative finding, if employees are treated well and they find the organisational setting as
supportive, as well as leaders demonstrating moral, empathetic leadership, they are less likely to
behave in ways that violate organisational norms even where their cultural orientation stipulates

otherwise, and the oppo

. or make them see that
o their views about how
lifferent from what the
he company even at the

1 believe thaj
managemen

they see thi
organisation
expense of ha

Finally, participants mg¢ mployee deviance. This

is closely related with t 5, where the opportunity

presents itself, emplc potential ramifications.

Opportunistic employe ywledge, for example on

financial technology, to personally rather than

the organisation or coworke

things and then the%g_ xploit it to the ; :
! e 3
People try to ciit co né”? IyEﬁH‘nE HWM% to their gain at the expense

of the company. For example, some of ouremployees sell air tickets to themselves at rebait
prices and subsequently sell to customers at high prices. They exploit the lapses to their
benefit by having fictitious travel and tours companies. These people see a gap and decide
to exploit it. Even though it is a dismissible act when apprehended, some people still try to
take that opportunity.

B anisations’ way of doing

5u
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From these submissions, it is obvious that some employees take the slightest opportunity they get

to engage in deviances that affect the organisation adversely.

It must be noted that these factors were cited throughout the interviews with the participants of the
study. Based on the factors that emerged as reasons for employee deviance in multicultural setting,
the qualitative finding has shown that cultural factors together with organisational factors are
critical to understanding deviance among employees of MNCs. These factors lend support to the
quantitative findings by illustrating the association between cultural orientation expressed by
socialization, personality, families’ ties, homophilous relationship, discrimination, values, and

practices, and workplace deviance both interpersonal and organisational, with organisational

factors such as organis mmitment enhancing or

inhibiting the relations

010anIsA
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* Figure 7.2 Diagrammatical representa El
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7.2.5 Some remedies to address WDBs

The theme above addressed what management of MNCs have been employing to deal with the
menace of deviance at their respective organisations. The interviews revealed some ways that
multinational companies can adopt in addressing the recurrent deviant behaviours according to
participants of the study. The following sub-themes emerged: reactionary strategies and proactive

Strategies
Reactionary Strategies

It was confirmed that organisations overwhelmingly stress reactionary strategies which are defined

in this study as those s ing action or inaction has

already occurred, resul ey. MNCs then proffer

sanctions such as verl nissals, and even court

litigations. HYM had t
I think the org

happening in t/
will save the o

enting deviations from
doers or deviants. This
from having to sit at
disciplinary co

Proactive strategies

Proactive strategies are al deviations before they

occur. Management of ctive strategies that target

employees even b@x get.the 1 incentive il s
believed that when,_organ a1jl ngﬁmest—ef—&- - ec
. I PROGE ﬁm

employees from engaging in Workplace deviance, it mostly helps organisations as they spend little

- instance, the participants

pisrp}..-t'hat disincentivize

effort, time and resources to tackle the deviations. Participants pointed out that, multinational
companies can emphasize the following: first, regularly organizing cultural sensitivity programs
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and cross-cultural communication training programs and promote workplace diversity programs
directed at orienting employees to inter-cultural interactions in addition to the orientation programs

they organize for recruits.

Secondly, participants indicated that organisations can support their employees by showing and
treating them with respect and dignity. Organisations must show determination and commitment
in valuing employees and providing opportunities for career growth, which makes employees feel
appreciated. Organisations can frequently engage their employees to find out about their needs and
challenges, which, in turn, communicates to employees that their organisations care about them.

Also, MNCs can engage employees even beyond work duties to understand and know more about

the challenges and stret ee and the organisation

at the workplace. ABE

You need to | ‘ ‘ This makes it better in
‘ | the person has already
: and my opinions are not
respected, how ey also shun deviating

behaviours, if th

Thirdly, participants i >s where employees feel

welcomed to express | aging employees from
engaging in norm-devia ead by example so that
employees can emul the behaviour of

shared that ethical
|

leadership is very 1mporta zﬂswe!.m ﬁﬂmﬁwﬁs ves by doing or aspiring to

do what is right, communicates to employees that their leader is a role model worthy of emulating.

employees than JHU.S

JAB had this to say:
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But what I have also learnt from my time being here is that as a manager, you need to lead
the way. Leaders can always try to ask them; how do they think we should do it? The
leadership skills create an impact by discouraging deviating behaviours from employees.
If you let people bring out their opinions, and they see that their opinion counts or the
manager value them, employees tend to feel that they should be at the forefront of behaving
acceptably.

Fourthly, effective background checks on employees should be a priority before recruitment which
can help pick the right people for the right job. Also, MNCs can undertake employee profiling,
which is very important, through proper recruitment channels, proper retention channels, proper

recruitment management process, especially person-organisation fit. DA stated that:

1 think it should always start from the beginning where the new person enters the company,

the right recruitment management processes must be strlctly looked at although sometimes,

it is not easy to getithe Derso e vosition at theright time. That will help
us from the ent, ion to deviate based on
their history. So ill be best.

Finally, employee parti an see employees as part

of not only the proble ; n. Thisy embrace decisions that
stem from the bottom-up ‘ e . Ag istening to the ideas, insights, and

views of employees ab ment of organisational

goals. This helps makJ ons and goals which are

jointly made with man 1c 7 ' - 7 inte of the organisation. DL

had this to say:

way, helping them to take
not 0w you how they can
pith 1 satiof. They tend to see
11f ave bad intentions, you
will not kﬁgw or u-didn Lseek_the-m that you can know what they
think about a parii u/{ﬁjﬁéﬁﬂj cﬁﬂm&ﬁrm gﬁ certain important things in
the company which could have been preventedif his/her opinion was requested.

themselves a

From the narrations above, it is obvious that efficient ways of tackling deviant behaviours must

take all-inclusive strategies, including before a recruit enters the organisation through to
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developing strict but clear rules for sanctioning deviant behaviours and more importantly,
emphasizing relational dimensions of workplace behaviours between the organisation and its
employees in terms of caring and appreciating employees, good management styles and role
modelling or mentoring worthy of emulating. Also, fostering employee participation, discouraging
discrimination and favouritism, respecting and valuing diverse employee cultural orientations and
finally, organizing regular cross-cultural communication training and other cross-cultural
sensitivity programs are vital to promoting inter-cultural interactions in a multinational work

setting.

Key findings of the qualitative study

a. Employees of erpretations of what is

considered 'wo derstanding workplace
behaviours ass
b. Both serious and le as production, property,

political and pe e Aance v occur in MNCs.

c. Cultural orient tolbe ¢ f'the of workplace deviant

d. The qualitative ) : iance i | g employees of MNCs

which contradicte at deviance rarely occurs.

Also, the c@i:e finding did srucial perceived organisational

support 1nhuencm the ‘ tionship. betweer - R
e mﬁﬁﬂl PROCEDAMUS.

but with the qualitative data, organisational-support seemed to play crucial role in

understanding employee deviance regardless of their cultural orientation.
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e. Local managers were viewed with scepticism in the execution of tasks by their expatriate
managers. As a result, local managers were considered to lack exposure as well as limited
knowledge in performing their assigned tasks and duties.

f. Relational attributes such as good (ethical) leadership, organisational support, recognition,
appreciation and acknowledgement of unique cultural orientation were found to be critical
in understanding workplace deviance.

g. Participants were divided on some behaviours as constituting workplace deviance
(convergent view) but could not agree on other behaviours as constituting workplace

deviant because of cultural or socialization reasons (divergent view).

h. Seven main fa engaging in workplace

deviant behav in a diagrammatical
representation ntation and workplace

deviance togeth: yanisational factors such

as organisations /ee commitment.

1. MNCs embark lace deviant behaviours
rather than proa lace deviant behaviours

to cut down cos

The results from the qu and contrasting views

with the quantitatis Oro TR an he role of cultural
orientation in woi‘kp ace ¢e. The discussion of the qua > an qulalitative results is

f"'TEGHl FFIDGEE}AHJE P

el

presented in chapter elght
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CHAPTER EIGHT

DISCUSSION OF MAIN FINDINGS

8.0 Introduction

This chapter presents a discussion of the main results of the study in relation to prior studies. A
summary of the quantitative and qualitative data results is presented followed by the discussion of
the main findings in terms of showing convergence and or divergence of findings from the
qualitative and quantitative data to provide a rich and comprehensive understanding of the role of

cultural orientation in workplace deviance.

8.1.0 Summary of Qu:

The patterns from the ¢ ales than females who

participated in the stuc icipation of the current
study. This may be ex disparity (World Bank,
2014; van der Straater les and beliefs about a
woman's role in society dividual labour market
entrant competitive fo d to reject international

assignments relative to, in MNC:s staffing.

rs among employees of

to the qualitative findings

[ ——

e Lesearch in WDBs
i

ployees have committed

deviance consistent with extant studies (Stewart, Bing, Davison, Woehr, & McIntyre, 2009; Johns,

& Miraglia, 2015) but are more likely to open up in an interview. Lee (1993) observed that people
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tend to underreport or provide incomplete information on sensitive topics in surveys because of
fear of reprisal, fear of being identified for punishment, or negative label attached to their identity
in the organisation. It was not surprising that the qualitative finding provided a contrasting view
that WDBs is pervasive and it almost occurs daily as was the case in the current study. More so,
the quantitative finding indicated that the youth were found to rarely engage in WDBs in a
multinational setting. This may be explained by the fact that WDBs are more likely to be
committed by young people than other age brackets (Farhadi et al., 2015; Pletzer, Oostrom, &

Voelpel, 2017; Peng, Ma, Zhang, & Jex, 2021).

Again, the quantitative study showed that respondents displayed attributes of low PDO (M = 1.97,

SD = 1.06) but showed | SD = 0.98). However,

respondents were indi D = 1.03) and UAO (M
s have largely suggested
ertainty avoidance, low
s (Hofstede, 2001), the
multicultural setting o eement or otherwise of
the statements measu the quantitative study
suggests that there are ral orientations among
people within the same ¢ the study, within-country

differences were o d from nden . The quantitative

finding suggests that res placed more empha51s on , ‘ionship? in the group by

embracing 1nterdependence aflfiit.l’ll%aﬂaf n@%gﬁwegroup above that of individual

members (Wilczewski, et al., 2017) and that respondents could thrive in uncertain and ambiguous
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situations on the one hand, and feel uncomfortable and apprehensive in uncertain and ambiguous

situations on the other hand as revealed by the results

More so, the quantitative data showed that respondents were indifferent on scores of perceived
ethical leadership (M = 2.71, SD = 1.25), perceived organisational support (M = 3.03, SD = 0.86),
continuance commitment (M = 4.43, SD = 1.54), affective commitment (M = 3.05, SD = 1.48),
and normative commitment (M = 3.80, SD = 1.63). This might be due to cultural and individual
differences because respondents perceived differently what they consider as ethical leadership
traits as noted by extant studies (Kimura & Nishikawa, 2018; Ozbag, 2016) given that respondents

showed indifference about what they considered as ethically oriented behaviours from their

supervisors, and how th ons to the sustenance of

\
organisational life.
The quantitative data ¢ and the results showed
adequate fit and favoura validity met the adequate
and acceptable threshol axX 11 w as found to be less than
the Average Variance ating the attainment of
discriminant validity ¢ e all greater than 0.05
indicating the adequacy eliability test had all the
values above 0.70. The

maximum, minim@ness 2]

Further, the quauntitative

ean, standard deviation,
Iant, 2011).

presented to answer swer_rese Jestion ?ne showed that

INTEGRI PR
individualistic orlentatlon d1d not s%g%inﬁ)ﬂgg g'g erpersorra"l' dev1ance of employees (r =

0.071, p > 0.05) although there was a positive relationship, there was a significant negative

association between individualistic orientation and organisational deviance (r = -0.216, p < 0.05)
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implying that highly individualistic employees are less likely to engage in organisational deviance
and vice versa. Also, there was no significant association between collectivistic and both
interpersonal (r = 0.086, p > 0.05) and organisational (r = -0.054, p > 0.05) deviance. Similarly,
there was no significant relationship between PDO and interpersonal deviance (r=0.077, p > 0.05)
but PDO significantly and negatively related with organisational deviance (r = -0.204, p < 0.05).
This means that employees who believe that power relationships should reflect vertical
relationships were less likely to engage in organisational deviance such as lateness, absenteeism,
withdrawal behaviours, or engage in property-related deviations at the workplace.

Finally, UAO significantly and positively related with both interpersonal deviance (r = 0.161, p <

0.05) and organisationa is that people who have

high uncertainty belief lace deviant directed at
the organisation and ding showed that only
uncertainty avoidance’ sely with interpersonal
deviance although the een the other cultural
orientations and interpe
Organisational devianc dividualistic orientation
(IND) (r = -0.216, p < -0.204, p < 0.01) but
(UAO) (r=10.298,p <
c ienpaggn (r=-0.054, p >
showed that only

|
e(B=-0.281,t=-5407,

p < 0.05), and uncertainty avoidance (B = 0.435’, t =8.794, p < 0.05) explained organisational
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deviance but only uncertainty avoidance orientation (B = 0.162, t = 2.944, p < 0.05) explained
interpersonal deviance.

The quantitative data also showed patterns of correlations between the dependent and independent
variables. From the result, perceived ethical leadership significantly correlated negatively with
organisational deviance (r = -0.364, p < 0.05) implying that employees who hold a positive
perception of ethical leadership were less likely to engage in organisational deviance. Similarly,
perceived ethical leadership correlated significantly and positively with individualistic (r = 0.434,

p <0.05), positively with collectivistic (r = 0.432, p < 0.05), and positively with power distance (r

=0.480, p <0.05). POS only correlated strongly with collectivistic (r = 0.128, p <0.05) and power

distance (r = -0.128, 1ad significant positive

correlation with interpe onal deviance (r=0.179,

p < 0.05). The impl yals were in line with

organisational goals she ance unlike those whose

goals and values are i

Normative commitmen

espective organisations.
ersonal deviance (r = -

0.307, p <0.05), orga ctivistic orientation (r =

-0.162, p <0.05). The mmitment are less likely

to engage in workplace tive behaviours towards

the organisation and othei ight thing to do. Finally,
—

continuance comm !ll deviance (r = -

u 2
B e ——] —— ]
0.112, p <0.05) but positively Withiorganisational devianog!(#£0.103, p<0.05). This implies that

employees high in continuance commitment showed little tendency to engage in interpersonal
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deviance but become more likely to engage in organisational deviance. Continuance commitment
also correlated significantly and negatively with individualistic orientation (r =-0.112, p <0.05).
The quantitative finding presented to answer research question two showed some interaction
effects in the relationship between cultural orientation and workplace deviance. Perceived ethical
leadership interacted with collectivistic (B = -0.184, p < 0.05), power distance (B = -0.191, p <
0.05), and uncertainty avoidance orientation (B = -0.124, p < 0.05) to influence workplace
deviance on the one hand, and interacted with individualistic (B = 0.142, p < 0.05), collectivistic
(B =-0.219, p < 0.05), and uncertainty avoidance orientation (B = -0.235, p < 0.05) to influence

organisational deviance on the other hand. Perceived organisational support also interacted with

only collectivistic orie ersonal deviance on the

one hand, but it inter = 0.060) to influence
organisational devian showed that affective
commitment interacted (B=-0.079, p <0.05)
to influence interperso PDO (B =-0.099, p <
0.05) and UAO (B = ance on the other hand.
Further, the quantita indigited b3 : ment interacted with
individualistic (B = 0.( 5), power distance (B =
0.105, p < 0.05) and nal deviance on the one

hand, but it interacted Wi h

Ance. Finally, the

0.05), and UAO @v’w 0.05) to uenceorga i
< INTEGRF PROCEDMMIS:

0.106, p < 0.05), power distance (B = 0.053, p <0. 05), and uncertainty avoidance (B = 0.080, p

}
quantitative finding sho with collectivistic (B =

< 0.05) to influence interpersonal deviance on the one hand, but it interacted with individualistic
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(B=-0.092, p < 0.05), collectivistic (B = 0.115, p < 0.05), and uncertainty avoidance orientations
(B = 0.090, p < 0.05) to influence organisational deviance on the other hand. Finally, the

significant interaction plots observed from the quantitative analysis are displayed in Appendix B.

8.1.1 Exploration of significant interactive plots

For cultural orientation and interpersonal deviance relationship, Figure 6.3.0 in Appendix B shows
a substantial difference in organisational deviance between employees with high PEL and low PEL
at both low and high collectivistic orientation. This implies that the relationship between

collectivistic orientation and interpersonal deviance is more pronounced among employees with

low rather than high PE istic orientation did not

significantly relate witl of PEL. This pattern of
finding provides supp oles of culture on the
relationship between e nisations (Mayer et al.,
2009). Second, Figure ‘ is low, the difference in
interpersonal deviance ship and low perceived
ethical leadership is sukt interpersonal deviance
between employees wi lowever, at high power
distance orientation, th d ethical leadership and

those with low perceive < 'his also implies that the
2 —

!
" e JL___i__L_[_a-l-—“—"H |
rdﬂlﬁm PmEWWQ asillustrated in Appendix

B. This suggests that ethical leadership can guide employees by shaping their behaviours regarding

relationship betwee more pronounced

|

among employees with lo

interpersonal deviant behaviour consistent with extant studies (Mayer et al., 2009; Liu et al., 2012;
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Presbitero & Langford, 2013). Lastly, the quantitative finding showed that at high UAO, high
perceived ethical leadership falls below low perceived ethical leadership suggesting that
employees with high perceived ethical leadership reduce their likelihood to commit interpersonal
deviance as compared to low perceived ethical leadership counterparts. Similarly, at low UAO,
low perceived ethical leadership falls below high perceived ethical leadership indicating that low
perceived ethical leadership employees are less likely to commit interpersonal deviance compared
to high perceived ethical leadership employees. This is shown in Figure 6.3.2 in Appendix B.
People who hold strong ethical leadership perceptions can regulate and control their high

uncertainties to shun behaviours that are inconsistent with organisational expectations or the

expectation of the soci extant studies (Brown

& Mitchell, 2010; Ma

Regarding cultural ori gure 6.3.3 shows that as

one’s individualistic creases from 1 to 5,
organisational deviance al leadership (negative
slope) but it slightly 1 lership (positive slope).
The relationship is ma cived ethical leadership
employees. Thus, per lence of individualistic
orientation on organisat ‘ CTS isalluse 4 i . Second, the effect of

collectivistic orien@_org

ethical leadership (negati ; than for those with low per: V thical leﬂadership (positive

~N INTEGR] PROCEDAMUS '——
slope). This is illustrated in Figur%%54 Eﬂ%&% People high in ethically orientated
behaviours tend to possess full awareness about the negative actions on organisational success and

hence, are less likely to commit behaviours that endanger organisational well-being compared to
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low ethically oriented employees. Finally, the impact of UAO on organisational deviance rises
faster among people with low perceived ethical leadership than for those with high perceived
ethical leadership at high uncertainty avoidance orientation. Perceived ethical leadership tends to
strengthen the positive relationship between UAO and organisational deviance. This is shown in
Figure 6.3.5 in Appendix B. This finding is also expected because positive perceptions of ethical
leadership expose employees to the dangers of their actions and inactions on organisational
sustenance and well-being. The more ethically oriented they are, the less they will engage in
behaviours that affect the organisation detrimentally even where their cultural values are

compromised.

For cultural orientatic 1c plots of significant

interactions of the effe viance are displayed in
Appendix B. From Fig 1 interpersonal deviance
increases among peo C positive slope) whilst it
flattens for those with tivistic orientation. This
is because employees vort are likely to harbour
bad feelings and sentit heir fullest potential in
carrying out organisati clf-esteem because they
feel their organisations d ‘ eir contributions a c y to be supported to reach

their fullest poten

displace their anger and fnﬂ\

where there are no acce551b1e mean Es @o anF m&gon fo-t 'organlsatlon Hence, they are

more likely to engage in interpersonal deviance even where they are high in collectivistic cultural

to their coworkers rather tha anlsatloﬂn itself, especially

values. From Figure 6.3.7, it can be observed that at low individualistic orientation, low perceived
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organisational support employees commit more organisational deviance relative to their high
perceived organisational support counterparts but at high individualistic orientation, it remains
constant for those with high perceived organisational support but decreases for those with low
perceived organisational support employees. This is shown in Appendix B. This finding could be
expected because employees who hold positive perceptions of organisational support feel valued
by their organisations and tend to give off their best to the organisation than those who hold
negative perceptions consistent with social exchange principles (Eisenberger & Rhodes, 2002).
This is even more so when such employees hold high individualistic orientations where they are

preoccupied with the need for personal achievement, self-enhancement and to be praised more

alone than being in a gt in employees with high

perceived organisations ive employer-employee

relationship, they may ¢ organisational demands

(Eisenberger et al., 200

Concerning cultural or Figure 6.3.8 shows that

the effect of collectivi among people with low
affective commitment commitment (negative
slope) at high collectiv fference in interpersonal

deviance between empl 1 atfeltive e i hose with low affective

commitment. ThlS Wn n A

beliefs, values and goals anﬁ]c with the1r organlsa‘uons are
NT
that harm the organ1sat10n and-the oppﬁieﬁ(ﬂpgeﬁtg hig ffe‘c‘tlve commitment employees

!employees whose

ly to en%age in behaviours

-

tend to avoid any behaviour that the organisation considers as norm-violating. Finally, Figure 6.3.9

shows that the effect of PDO on interpersonal deviance increases among people with low affective

275



University of Ghana http://ugspace.ug.edu.gh

commitment (positive slope) whilst it decreases for those with high affective commitment
(negative slope) at high collectivistic orientation. This suggests that the impact of power distance
on interpersonal deviance is more pronounced among low affective rather than high affective

committed employees. This is illustrated in Appendix B.

But with employee cultural orientation and organisational deviance relationship, Figure 6.4.0
shows that employees who hold high affective commitment relative to their low affective
commitment counterparts are less likely to commit organisational deviance when they hold low
power distance values than when they score high in power distance. This is illustrated in Appendix

B. This finding is expected given that hi

hly affective committed employees find their values,
goals, and beliefs to be otionally attached and
more involved with are low in affective
commitment. Even whe al attachment with their
organisations will repr sational norms such as
lateness, absenteeism, rds the organisation or
management even whe ent tends to regulate the
behaviour of employees ond, from Figure 6.4.1,
it can be seen that at ship between UAO and

organisational deviance of affective commitment

where UAO had a @Ijt effe
finding can be expected glﬂ@
NT

always driven to do more for their organajtlenm% stare a similarity in terms of values,

Appendix B. This

people who are emotional ___y to thelﬂ organisations are

beliefs and goals. In their quest to do more for the organisation especially when there are high

uncertainties, they may end up behaving in ways that the organisational norms frown upon such
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as committing mistakes during the execution of tasks, overreporting or underreporting figures
which might cost the organisation adversely. For low affective committed employees, they are less
likely to rush through during the execution of tasks, underreporting or overreporting of figures
which might harm the organisation. Consequently, their involvement in organisational deviance is

lowered compared to high affective committed employees.

Regarding cultural orientation and interpersonal deviance relationship, Figure 6.4.2 shows that the
effect of individualistic orientation on interpersonal deviance increases among people with high
normative commitment (positive slope) but those with low normative commitment remains fairly

above it. The implication is that employees who feel an obligation to remain with the organisation

because of the actual o tful choice to give back

to the organisation rat likely to engage in the

workplace deviance u Figure 6.4.3 shows that

|

when collectivistic orie eviance between those with
high normative commi ormat mmitmen 1ly large indicating that
at low individualistic @ s reduce their likelihood
of committing interper mitment counterparts.
However, at high colle 1 interpersonal deviance
between high and low pendix B. This finding is
also expected bec leét1v1 C inc ] ) , "-irterests over self-

interest, and that qollectiviﬂ@n
!‘ -

to self-interest which might result n 1nﬁ£eﬁa%mcg especlaﬂy when the target is outside

ore hkely to resist any attem, ordinateﬂcollective interest

that collectivity. Also, Figure 6.4.4 shows that the effect of PDO on interpersonal deviance

increases among people with high normative commitment (positive slope) whilst it decreases for
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those with low normative commitment (negative slope) at high collectivistic orientation. This is
illustrated in Appendix B. This finding is expected given that employees with high normative
commitment are more likely to remain with an organisation because of compatibilities of personal
goals with organisational goals and they tend to feel responsible and enthusiastic in staying with
the organisation (Jaros, 2017) compared with their counterparts with low normative commitment
irrespective of any perceived mistreatment arising out of power differentials in the organisation.
Finally, Figure 6.4.5 shows that the impact of UAO on interpersonal deviance increases among
people with high normative commitment (positive slope) but those with low normative

commitment remains fairly flat. This is shown in Figure 6.4.5 in Appendix B. This relationship is

expected since high no aviour pattern that will
jeopardize the relation 1 i thei 7 g on when they commit
interpersonal deviance ger their status in the
organisation than low nconcerned about what
might happen or unce ‘ ith their employers by

behaving in ways that 3

But with cultural orient re 6.4.6 shows that the

effect of individualistic s sharply among people

with low normative co mitment. The finding is

expected because rmatl e Cl / 1 - d with preserving
their reputation wlth their @ptlons by behaving by organl xpectatiﬂons. They are less
likely to risk the relatlonshlp they ha Eﬁmaﬁmye%ployer even more so when they

have high individualistic values. They are more likely to engage in norm conforming behaviours

to enhance their reputation than to behave in ways that will jeopardize their relationship with the
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employer. For low normative committed employees, they may have nothing to lose when they
engage in behaviours that harm the organisation, especially where they have strong individualistic
values. Second, Figure 6.4.7, shows that the effect of PDO on organisational deviance decreases
more among people with high normative commitment than it decreases for those with low
normative commitment at high PDO. This is shown in Appendix B. This finding is expected in
that the more normatively committed employees are, the less they are to deviate from
organisational norms even where they accept that power should be unequally distributed in the
organisation. They will always want to submit to the dictates of authority figures because of their

strong dependence on their supervisors for direction, guidance and rewards (Hofstede, 2001; Lian

et al., 2012; Khan, 2 es with low normative

commitment are more is high than their high

normative commitme substantial difference

between high and low 1 mmitting organisational

deviance. This is showr use employees with low

normative commitmen nto their organisational

activities since their va th organisational goals.

This makes them feel uently may not feel it as

obligatory to remain ] to commit less to their
organisations by exhibiti g
they find themselv. cs-ithig

|

organisation especially when
=%

e to work, spending

}
working time to pursue may exhibit withdrawal

b e s R

behaviours that can affect the organisation badly.
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Concerning cultural orientation and interpersonal deviance relationship, Figure 6.4.9 shows that
the effect of collectivistic orientation on interpersonal deviance increases among people with high
continuance commitment (positive slope) whilst it decreases among those with low continuance
commitment (negative slope) where the slopes cross at high collectivistic orientation. This finding
can be expected because persons with high continuance commitment tend to behave by
organisational expectations so that they will continue to enjoy the benefit of staying with their
current organisation to continue enjoying the benefits they derive. Even if it were to their
advantage, they will subordinate collective interest over personal interest by behaving by

organisational expectations so that they will continue to meet the needs of their dependents. Unlike

employees with low ¢ | alternatives for their

services and higher re ions that can degenerate
into aggression, viole ven if they hold high

collectivistic values (Ct 5.0 shows that the effect

of PDO on interperso yntinuance commitment

(positive slope) whilst ommitment as shown in

Appendix B. The implic tive job placement apart

from their current orga eviance as that may cost

\
them dearly especially 6.5.1 shows that at high

values of UAO, the influene stronger for people with high

continuance comm

]

I
dix B. This finding

T |
can be expected because &Mﬂ‘(ﬁﬁﬁfs‘;bﬁmEﬁmﬂdﬁg_ injob tasks and activities

which may drive some people to behave in contravention to organisational norms, continuance

committed employees tend to repress their predispositions to deviating behaviours against their

280



University of Ghana http://ugspace.ug.edu.gh

coworkers because they may lose greatly if such misbehaviours might result in termination of their
appointment with the current organisation. As a result, continuance commitment employees,
regardless of whether high or low, are less likely to engage in interpersonal deviance at high UAO

(de Sardan, 1999).

For employee cultural orientation and organisational deviance relationship, Figure 6.5.2 shows
that high continuance committed persons are more likely than their low continuance committed
counterparts to engage in organisational deviance when individualistic orientation is high. This is
shown in Appendix B. The implication is that the lack of a readily alternative job to absorb

employees in the event of discontinuance of job places great pressure on employees' decisions to

behave in ways that shere they hold varying

individualistic cultural oh levels of continuance

commitment, the relati sational deviance is less

|

pronounced compared to 3

had a statistically signif

ollectivistic orientation
wn in Appendix B. This
finding is unexpected n that one would have
thought that the lack o m to remain with their
current organisation )ave in ways that flout
significant organisationa ‘ , 1t is possible that at high
collectivistic orien hlgh co !to risk losing their
relationships with coworkﬁ; share collective senth'_qgntsr ) - 3 rting th?ir misbehaviours,
such as withholding effort or laten %ﬁmaﬁamg&?apmgte sanct;0:1s as this may result

in the loss of job of that coworker. It is given this that high continuance committed employees

might engage in organisational deviance at high collectivistic orientation (Jang et al., 2018).
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Finally, Figure 6.5.4 shows that employees with high continuance commitment are more likely to
commit organisational deviance when UAO is high than their low continuance commitment
counterparts. That is, employees high in continuance commitment are more likely than their low
continuance commitment counterparts to engage in organisational deviance. This is shown in
Appendix B. This finding supports the finding above given that high collectivistic orientation is
associated with high UAO (Hofstede, 2001). Hence, high continuance committed employees are
more likely to engage in organisational deviant behaviours such as covering up, overlooking
shirking responsibilities of other coworkers, lateness, withholding efforts and failure to report

misbehaviours of other employees to management for appropriate sanctions especially where such

sanction will result in

8.1.2. Summary of Q
This phase of the stud provide complementary
insight to the quantitati C o 0f the phenomenon under

investigation. Below ar

First, the qualitative fi nt workplace behaviour.

This is very crucial s yretations of workplace
deviance which might i e the quantitative finding

which could not provide

that shape the liv@ence§ of em

H
interviews, it became appa nf e icipants viewe med
e e i PROCEDAMLUE

as acts of deviance whilst others showed contrary opinions on such behaviours.

and deep-seated reasons

viance. From the
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Second, the qualitative data also provided deeper insight into the extent or prevalence of workplace
deviance among the employees of MNCs, and that deviance almost always occurs on daily basis,
unlike the quantitative finding where the descriptive statistics showed that deviance seldom occurs
among employees of MNCs. Apart from the prevalence, the qualitative data also showed the two
dimensions of deviance investigated in the quantitative study, interpersonal deviance and

organisational deviance given the views shared by participants to support the quantitative finding.

Third, the qualitative data showed how the management of MNCs categorize workplace deviance
into serious and trivial forms of deviant behaviours such that some deviations were considered

non-negotiable because they were considered ve

|

serious deviations like theft, sexual harassment,

and fighting or physic ermination of contract,

retribution or resorting red trivial like lateness,

absenteeism, denigratio . These behaviours were
considered trifling because
More so, the qualitative ees which are expressed

in how people interpri yrkplace was crucial in

understanding employe ors. This was observed

. \ . .
when participants wer le to engage in deviance

of employees can
ive teasons for employee
involvement in workplace deviance at their respective workplaces. Most of the reasons they gave

reflected cultural factors like socialization, personality, mindset, homophilous relationships which
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describe the tendency for employees to associate and bond with people they share similar cultural
orientation, kinship ties, discrimination, value orientation, and practices; and organisational factors
like organisational support, employee commitment, and good (ethical) leadership style of
managers thereby providing in-depth insight on how cultural orientation influence workplace
deviance as well as understanding the role perceived organisational support, perceived ethical

leadership and employee commitment can play in this relationship.

Further, local managers were viewed with scepticism in the execution of tasks by their expatriate
managers. As a result, local managers were considered to lack exposure as well as limited

knowledge in performing their assigned tasks and duties. This finding is insightful as it helps to

understand the intricate ork settings which can

explain certain negative e findings on the role of

cultural orientation in v

Moreover, most of thei the qualitative data on

how organisational f: iround these relational
attributes such as goo employee commitment
beyond an appreciatior tation to be critical in
understanding workplac titative findings on how

these constructs can alter

e T - i
the multicultural @gg. ' ' — !

|

Ii T I — JL‘___i__L_[_a-l-—“—"H -.__H
In addition, the qu!é'Ii’c?itiVé dwmiepm Eﬁﬁw;ﬁ_‘q ¢ from cultural orientation

and organisation as reasons for employees engaging in workplace deviance, which were

and workplace deviance in

subsequently put in a diagrammatical representation depicting the association between cultural
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orientation and workplace deviance together with the inhibitive or enhancing influence of

organisational support, perceived ethical leadership and employee commitment.

Finally, the qualitative data showed how management of MNCs embarks upon reactionary
strategies in dealing with workplace deviance rather than proactive strategies recommended in

addressing such menace to cut down cost, time, and other organisational resources.

8.2.1 Convergence of Quantitative and Qualitative Findings
First, both the quantitative and qualitative data indicated that employees of MNCs engage in
workplace deviance in varying degrees ranging from interpersonal deviance to organisational

deviance. The qualitat yees’ understanding of

workplace deviance 1 e. This finding support

other empirical studie in deviant behaviours
(Hayford, 2019; Korlet r, Hayford (2019) found

acking, and withdrawal

Second, both the quant e and q itati ata provi d ow cultural orientation
es who are more or less
concerned about self-in [0 persona 2 than collective interest or
whose values and attitud ab S, ere,ng‘gh more likely or less
values about risk or

}
more likely to engage in

likely to engage in h deviance at the
| - JL___i__L_[_a-l-—“—"H
uncertainties triggered by uﬂﬂﬁﬁﬂ]aw&@hm@

interpersonal deviance. The more uncertain and risk-taking behaviours an employee demonstrates

the more they are likely to engage in interpersonal deviance and the opposite holds. This is
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expressed by the significant positive relationship between UAO and interpersonal deviance from
the statistical findings. This finds support in the study by Power and colleagues (2013) that power

distance negatively correlated with incivility behaviours at the workplace.

Higher uncertainties may increase stress levels leading employees to become apprehensive and
subsequently behave rigidly in ways that may result in interpersonal strains, conflict, aggression,
or use abusive language on coworkers or superiors (Kobayashi et al., 2008; Giebels et al., 2017).
The qualitative data showed the underlying motivations and experiences to explain how cultural
orientation might make people engage in interpersonal deviance beyond the broad statistical

snapshot given by the quantitative data. It was apparent that employees who were more self-

centered and prioritize 1ent were less likely to

engage in organisations viours that might affect

the attainment of persc ng organisational goals

consistent with extant appear in the eyes of

management as peop )sitive appraisals from

management. They ex

(Wilczewski e al., 2017

by shunning deviance

Also, higher PDO emp ected at the organisation

and vice versa. High PDO' ity, but more likely to stay

-

obedient and disp@gissivenss as perat . Organ ,ﬂ-‘,ﬁ bl expectati()ns in
| _ — :
exchange for favourable treatmenis, tﬁhtﬁnsm-an% atds, hence avoid behaviours
: NTEGAT PROGEDAMUS”
that tend to volitionally harm the organisation. In contrast to high PDO employees, low PDO
employees show more inclination to engage in organisational deviance because they are more

likely to respond to psychological contract breaches with exit behaviours (Zagenczyk et al., 2015).
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Again, the more employees’ tolerance for uncertainties and ambiguities, the more they are likely
to engage in organisational deviance and vice versa. This is because feelings of uncertainties and
ambiguities result in anxieties which can translate into increasing stress levels thereby eliciting
deviant behavioural tendencies directed at the organisation. This is consistent with the finding that
high uncertainty avoidance people are likely to feel uncomfortable in uncertain and ambiguous
situations while low uncertainty avoidance people are likely to thrive in more uncertain and
ambiguous situations and environments (Ugwuzor, 2016). Additionally, high uncertainty
avoidance employees might display aggressive tendencies at the workplace because of their high

levels of intolerance to opposing views, they are more likely to be viewed as difficult to work with

and consequently, the result in interpersonal

deviance with other em nce such as withdrawal
behaviours on the ot elings and experiences
emanating from cultura d their responses to such

stressful situations cou

Finally, both the quant oyees’ experiences and

perceptions about com ship play a crucial role
in understanding the qualitative data did not
directly explore interac

cultural orientatio@l_ace dev: ployees. ) fces and feelings

shared by participants in tﬁi}aﬁve data seem to be reflec e quantiﬂtative findings on

) INTEGR pROCEDAMUS I —

I ethical leadership in the

interactions.

These findings are significant as they show that people rationalize their behaviour in organisations

in concert with their cultural beliefs which ultimately influence how they relate with organisational
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events (Gonzalez & Perez-Floriano, 2015; Cho & Payne, 2016), implying that cultural orientation

matters in understanding workplace deviance.

Although the quantitative data demonstrated in broad statistical terms regarding the extent to which
low and high perceptions of organisational support and ethical leadership as well as levels of
commitment can facilitate or inhibit the impact of culture on workplace deviance, they do not tell
the underlying motives, experiences, and feelings associated with the numerical findings. These
motivations, experiences, and feelings shared by participants seem to explain why and how
employees experience organisational realities and subsequently show the different ways that

employees respond to events and situations at the workplace. In this regard, both the quantitative

and the qualitative fi tions of organisational

support, ethical leaders ral orientation-deviance

association which see rouzidou-Damtsa et al.,

Though there were no g both the quantitative and

qualitative data, this ing findings from the
quantitative and qualita or the qualitative data in
eliciting deep-seated moti

statistical analysis in-this-Studys This helps to offer a holistic

| J
T —— appm——— -.__H
workplace deviance amon; eﬁfﬂlg‘mwgw iﬂf ences are provided below.

First, unlike the quantitative findings that discovered that workplace deviance rarely occurs among

employees of MNCs as shown by the descriptive statistics, the qualitative findings expanded
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further as participants recounted the frequency of deviance they encounter in their respective
workplaces. The qualitative data provided insight into specific deviant behaviours that were
prevalent as well as the processes involved in the manifestation of such deviance. For example,
participants mentioned that theft was the most occurring deviance, which manifested in an
organized fashion where it involved two or more syndicate conniving to steal or take a company
property. Also, it can be argued that people are more likely to open up on sensitive issues like
workplace deviance in an interview than in survey administration (Stewart et al., 2009). But for
the qualitative data, the quantitative findings provided the pattern and relationships without details

involving which specific behaviours are most occurring and how these deviations manifest to

inform inclusive approa d insightful as it invokes

group dynamics in wo analysis.

Second, the quantitativ ons of ethical leadership

|

and organisational suppo cultural orientation and

workplace deviance re red using standardized
scales. But the qualita om participants’ views,
experiences, and feeling s. Participants felt good
opening up about their , discriminated against,

denigrated, disrespected

Another area of @g robsee'
qualitative data wa_s ableﬁoII W%ﬁv;ﬂx

motivated deviance as well as how these experiences and feehngs affected their daily routines at
the multinational workspace. Some shared that differences in cultural orientation provoke

maltreatment from those who feel that their ways of life superimpose the ways of life of others
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thereby adding further demands of having to do more to prove one's competency and ability at the
workplace. It became apparent that being looked down upon because you are local staff made one
feel inadequate and subsequently affected their decisions to remain committed to the organisation.
Again, the qualitative data showed that participants felt overburdened by ethnocentric remarks
which attacked their dignity as well as the constant doubts and scepticisms from expatriate

employees towards the local staff about their competency and abilities.

In addition to the above, the qualitative data explained in detail the reasons employees assign to
their deviations beyond the statistical analysis which only showed a pattern of correlations. The

qualitative data revealed personal factors, family demands, socialization, cultural perspective,

opportunity-based dev based factors which are

broadly categorized int ployee deviations at the

workplace consistent s of workplace deviance

(Bennett et al., 2018; ‘L ow these relationships

observed in the quantit

Further, a striking fi s not captured by the

quantitative data has at people consider as

deviations or otherwise I bout certain behaviours

which might be defined”

mistakes of others@i_ng up a Wro

u h
remarks were seen to be m e of the v

wrongdoing, covering up

in itself. Some people may define shirklng or avoiding one anothef as deviant behaviour because
such behaviours may threaten collegial relationships among employees at the workplace and

subsequently, affect organisational output. However, other people may not define such acts as
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deviations since being outspoken may equally be defined as deviations by people whose cultural
orientations stress reservedness. Hence, people from cultures that stress reservedness or rigidity
are likely to be viewed as deviants by people whose cultural orientations emphasize outspokenness
and flexibility at the workplace consistent with extant studies (Peterson & Barreto, 2014). This
observation supports studies that indicate that people respond to certain workplace behaviours
based on their interpretations of what is considered negative workplace behaviours (Beauregard et

al., 2018; Patterson et al., 2017).

Further, the qualitative data showed beyond the patterns and relationships demonstrated by the

quantitative data to include how the mana with the recurring menace

ocement of MNCs are dealing
in their respective work 0 < an ishare perspectives about how
the management of thei 1 / D using re 1ary interventions rather
than proactive interve W hi i f ny harm is caused. The
insight from the quali C gani ave more to gain from
respecting the dignity 4 ; yecs than ces to be provoked by
mistreatment to engag NCs must place more
emphasis on the recrui tion to the background
information of recruits . Management of MNCs
must stress more on

leadership, listeni@njp oye

discouraging dlscnmlnatoﬁnmes Wthh were found to m

deviant behaviours.

Finally, it emerged that employees’ perceptions, interpretations, and experiences of organisational

interventions are very cardinal to achieving success otherwise they tend to display little concern
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to helping such interventions achieve their desired objectives at the workplace. This finding could
not be discovered by the statistical analysis from the quantitative data. This finding is crucial in
that it enables an appreciation of how employees' experiences of deviance and culturally motivated

discrimination can affect employee negative behaviours.

8.3.0 Integration of Qualitative and Quantitative results

This study sought to explore the role of cultural orientation in workplace deviance among
employees of MNCs. The study has synthesized and interpreted both the quantitative and
qualitative data obtained in this mixed-methods study. The quantitative data was employed to

provide a broad snapshot by discovering

patterns and correlations between cultural orientation

and workplace devia ps can be inhibited or

enhanced by employee organisational support.

The qualitative data wa ences and feelings from

|

the broad snapshots to he

This study has provide t of cultural orientation

on workplace deviance 1alitative data show that
workplace deviance is ¢ ‘ he mainschall ingl » 1 ect both employees and
the organisation detri always been adopting

ved that MNCs have been

e

strategies to address them

recording workpl@_ance among s
) J

interpersonal deviance a ﬁﬁ@f&éﬁ@ﬁ?ﬂ ~deviance.~The qualitati

< ¥YTEGAI PROGEDAMUS

behaviours occur as expressed in the experiences, feelings, and opinions of participants. In this

~as shown 'mean results of

data_showed how these

light, the qualitative results corroborated the results of the quantitative data in showing that

workplace deviance among employees of MNCs is more of a reality than a myth.
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Also, whilst extant literature has underexplored how cultural orientation might explain workplace
deviance of employees of MNCs, the findings of this mixed-methods study has shown the
relevance of understanding cultural orientation in workplace deviance. In the current study, there
was evidence of individualistic orientation explaining interpersonal deviance whilst collectivistic,
power distance and uncertainty avoidance orientations explaining organisational deviance of
employees. A pattern of correlations was observed around cultural orientations of uncertainty
avoidance and interpersonal deviance on the one hand, and individualistic, power distance and
uncertainty avoidance orientations and organisational deviance on the other hand. The current

study has shown a negative correlation between individualistic, collectivistic and power distance

orientations and organi n uncertainty avoidance

and deviance both direc stent with extant studies

(Power et al., 2013). Ir e relationship between

power distance and in 015), observed that the
cultural context in whic g norm-conforming and

norm-deviating behavi ubmission that culture

enables and structures i

Additionally, there was
collectivistic, power dis

stronger for empl who hole 7 _ ] ‘Tnd organisational

support than those with pﬁ_perceptlons The relationship,
[

.

workplace deV1an(;e -\;as Wealtgrrtgéﬁerrm(ﬁea%grt% Eg&il%e comm;tment than their low

counterparts to engage in workplace deviance. The researcher relied on the narratives to unearth

n cultural orientation and

the experiences, feelings, and motivations behind the range of the relationships observed. The
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responses reflected the nuanced and varied motivations as well as the processes that help explain
the association between cultural orientation and workplace deviance among employees of MNCs.
In several cases, participants indicated that values and socialization practices embraced in one
culture has a corresponding influence on a person's behaviour even at the workplace which might
explain deviance at the workplace (Zoogah, 2018). The stories and experiences shared by
participants provided additional insight into how these relationships may occur consistent with

extant studies (De Sardan, 1999; Ralston et al., 2014; Kim et al., 2018).

Again, the quantitative results compared relationships and verified the hypotheses that were

formulated in demonstrating the influence of differential cultural orientation on workplace

deviance of employee er, 0 ‘ @ story’ reciate the nuanced and
complex ways cultural i ) | kg In the qualitative study,
participants shared ex] b " t : cultural orientation of
employees can elicit a - ere C ! and subsequently leading to
workplace deviance. B otiva nd ¢ i ent study has provided
a rich and complex se | € iency ' help to corroborate the
quantitative results. T discuss their day-to-day
lived experiences at tl : g was: CC ucial to unravelling the

influence of cultural orie orkplace. i g the numbers to unearth

the stories for com anderstand

Also, participantsu ,ipg_jicatl$ I]ﬁtf%lﬁan eﬁa&rejntt: téc Aﬁﬂﬁlp yees in terms of valuing

employees, caring for their needs, respecting theirdignity and opinions regarding work processes

is vital to reducing WDBs among employees. They reasoned that when employees feel that

management respects, values, and trusts them, they tend to do best to help the organisation achieve
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its goals. Similarly, the results from the quantitative data showed that organisational support,
ethical leadership and commitment are relevant factors that can affect employee involvement in
WDBs in the work setting. Therefore, the qualitative phase of the current study adds more meaning
to the role of the moderating variables in the relationship between cultural orientation and WDBs
by showing how employees' experiences and feelings resulting from expatriates' mistreatment and
ethnocentric as well as undignified remarks can provoke negative retaliation among employees at

the workplace consistent with extant studies (Power et al., 2013).

Despite the burgeoning role of culture in work outcomes, there is limited discussion in the role of

cultural orientation in explaining workplace deviance among employees of MNCs in particular,

and organisations in g re. This modest attempt

at employing a mixed standing of the need to

invite societal cultural cultural literature.

|
|

This chapter discussed and quantitative results.

Some of the findings could not support the
findings from extant s extant studies further
provided evidence of consistent suggested a
new piece of informatia ¢place deviant behaviour

in particular and cross-cul

amplified the qua@fmdings by b

| J
observed relationships. Thu nﬁﬁ flﬁ%ﬁﬁarevides-ﬂl ary gh hesis, contributions of the
- LT EGH| PFlDEEﬁm' ‘]"-Q'L_- ‘

thesis to knowledge and implications for theoty, practice and policy, limitations of the study and
suggestions for future research, and conclusions. Finally, recommendations based on the findings

were considered.

295



University of Ghana http://ugspace.ug.edu.gh

CHAPTER NINE

SUMMARY, CONCLUSION AND FUTURE RESEARCH

9.0 Introduction

This is the last chapter of the thesis which provides a summary of the thesis, contributions of the
study to knowledge in areas including theoretical, conceptual and methodology, and policy
implications for MNCs and researchers. Further, the limitations of the study and interesting
findings that invite research interest for further studies, conclusions and recommendations have

been provided.

9.1 Summary of the s

This study was abou ultinational companies

operating in Accra, G f cultural orientation in

WDBs in multination tudy, namely:

1. To assess the re orientations and WDBs
of employees:
1. Asse t nship b em ) : d stic cultural orientations
and

il. stic cultural orientations

distance cultural

iv. Assess the relationship between employee’s uncertainty avoidance cultural

orientations and WDBs
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2. To ascertain the moderating roles of perceived organisational support, perceived ethical
leadership and employee commitment in the relationship between employee cultural

orientation and WDBs.

3. To explore how MNCs employees interpret and understand workplace deviant behaviours

Social exchange theory, workplace deviant behaviour framework and Hofstede’s cultural theory
from literature review guided the current study. The literature review resulted in the design of the
conceptual framework which guided the empirical quantitative aspect, which is the first part of the

current research. A mixed-method research approach with a focus on concurrent triangulation

ntitative and qualitative
both the numerical and
world outlook of the pi ing survey instruments
and interview guides, ysis and data reporting
procedures consistent The investigation was
piloted and conducted sity of Ghana Business
School graduate progre ana. Also, experts and
faculty members were t thet ain the ¢ ‘ e instruments developed
for the actual study fro interviews were used as

strategies in gathe

rdministered with
510 returned remesentln@per cent. Four hundred _an

/-three q433) out of 510
questionnaires returned were conmc%feaﬁ!eﬁlagﬁg'cgf M aning fepresentlng 85% were used for
the analysis in the current study. Confirmatory factor analysis, and moderated multiple regression

analysis using SPSS, version 22 and AMOS version 21, were used for the quantitative study. The
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fit indices suggest that there is a good fit between the measurement model and the data: (3> =2.165,
df=154,p<0.05; SRMR =0.047; TLI = 0.945; CFI=0.963; RMSEA = 0.052, PCLOSE = 0.329).
Both convergent validity and discriminant validity were achieved. Ten (10) participants were
purposely selected to participate in the qualitative interviews. Thematic analytical framework and
Interpretive Phenomenological Analysis was relied upon for the qualitative study.

Based on the data presented and analyzed, the main findings established from the study are

organized under the research objectives as follows:

9.1.2.1 Relationship between employee’s cultural orientations and WDBs

a. Individualistic orientation (M = 2.95, SD = 1.02; r = 0.071, p > 0.05) related positively

with interpers significant, however,

individualistic ¢ y and significantly with
organisational supported but Hlb was
entation did not explain

al deviance (B =-0.032,

erpersonal deviance (r =
0.086, p > 0.05 ). Hence, H2a and H2b
were not suppo supported. Accordingly,
collectwlst ati : s i al deviance (B =

0.010, p >uo 05) Hﬂ»ﬂ,

<0.05) from the result ef the muﬂﬁ)glagggﬁﬁwqws

c. Power distance orientation did not significantly relate with interpersonal deviance (H3a) (r

it did explaln employee orgai nal devia]nce (p=-0.167,p

= 0.077, p > 0.05) even though it was positively correlated, but there was a negative
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significant relationship with organisational deviance (H3b) (r = -0.204, p < 0.05). Hence,
H3a was not supported but H3b received support. As a result, power distance orientation
did not explain interpersonal deviance of employees (B = -0.005, p > 0.05) but it did
significantly impact employee organisational deviance (B = -0.281, p <0.05).

d. Uncertainty avoidance orientation was significantly related to both interpersonal (r=0.161,
p <0.05) and organisational deviance (r = 0.298, p < 0.05) of employees at the workplace.
Hence, H4a and H4b received support. Consequently, uncertainty avoidance orientation
explained both interpersonal deviance ( = 0.162, p < 0.05) and organisational deviance (8

=0.487, p <0.05) of employees.

9.1.2.2 The moderatin

1. Perceived ethic: tation and interpersonal

deviance relatio mployees with negative

PEL than empl¢

=-0.032, p>0.05).
2. Perceived ethic ation and organisational
deviance relatia mployees with negative
PEL than emplc ).142, p <0.05).
3. Perceived ethic ation and interpersonal

deviance relation

PEL than @ with positive PEESHS <
|
4. Perceived ethical leade ITEEEFHU&M oll:
“ ﬁ‘m PREC

deviance relationship such that the relationship is s'tlrong among employees with negative

o employees with negative

PEL than employees with positive PEL. H5d was supported. (B =-0.219, p < 0.05).

299



University of Ghana http://ugspace.ug.edu.gh

5. Perceived ethical leadership (PEL) moderates power distance orientation and interpersonal
deviance relationships such that the relationship is strong among employees with negative
PEL than employees with positive PEL. H5e was supported (§ =-0.191, p <0.05).

6. Perceived ethical leadership (PEL) moderates power distance orientation and
organisational deviance relationship such that the relationship is strong among employees
with negative PEL than those with positive PEL. H5f was not supported ( = -0.027, p >
0.05).

7. Perceived ethical leadership (PEL) moderates uncertainty avoidance orientation and

interpersonal deviance relationship such that the relationship is strong among employees

ported (B =-0.124,p <
8. Perceived ethi idance orientation and
organisational

rong among employees

pported (B =-0.235,p <

a. Perceived orgar ation and interpersonal

deviance relation

than those@ijive POS. H6a'We ] : '
| ‘ ,
b. Perceived'ﬂrganiii?ml’-g@ﬁ’rﬁe& n%ﬂi ugli_sﬁ-e' orientation and
N ‘ ROCED o

organisational deviance relatioilsh-ip such that the Relationship is stronger for those with

r those with negative POS

negative POS than those with positive POS. H6b was supported ( = 0.123, p < 0.05).
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c. Perceived organisational support (POS) moderates collectivistic orientation and
interpersonal deviance relationships such that the relationship is stronger for those with
negative POS than those with positive POS. Héc received support (B =-0.090, p < 0.05)

d. Perceived organisational support (POS) moderating collectivistic orientation and
organisational deviance relationship such that the relationship is stronger for those with
negative POS than those with positive POS. H6d did not receive support.

e. Perceived organisational support (POS) moderating power distance orientation and
interpersonal deviance relationship such that the relationship is stronger for those with

negative POS than those with positive POS. Hé6e was not supported.

f. Perceived orga stance orientation and

organisational ¢ stronger for those with

negative POS F

g. Perceived organ /oidance orientation and

interpersonal d¢ stronger for those with

negative POS tl d.

h. Perceived orga ;

organisational c

soidance orientation and
stronger for those with

negative POS t

9.1.2.2 The mode@es of e litment ‘ ‘*ml
Imil}mgﬁﬁ?igmn D&Eﬁ_m;ﬁi interpersonal deviance

relationships such that the relationship is stronger for employees with low rather than high

|
i.  Affective eommit
affective commitment. H7a was not supported (B = -0.030, p > 0.05).
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vi.
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Affective commitment moderating individualistic orientation and organisational deviance
relationship such that the relationship is stronger for employees with low rather than high
affective commitment. H7b was not supported ( =-0.058, p > 0.05).

Affective commitment moderates collectivistic orientation and interpersonal deviance
relationships such that the relationship is stronger for employees with low rather than high
affective commitment. H7c was supported (B =-0.073, p <0.05).

Affective commitment moderating collectivistic orientation and organisational deviance
relationship such that the relationship is stronger for employees with low rather than high

affective commitment. H7d was not supported ( = -0.049, p > 0.05).

Affective com interpersonal deviance

ith low rather than high

Affective com organisational deviance
relationship suc ith low rather than high
affective com
Affective comi ation and interpersonal
deviance relatic ployees with low rather

8, p > 0.05).
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9.1.2.3 The moderating roles of employee normative commitment

i.

i

iil.

iv.

vi.

Normative commitment moderates individualistic orientation and interpersonal deviance
relationships such that the relationship is stronger for individuals with low normative
commitment than those with high normative commitment. H8a was supported (§ = 0.070,
p <0.05).

Normative commitment moderating individualistic orientation and organisational deviance
relationship such that the relationship is stronger for individuals with low normative
commitment than those with high normative commitment. H8b was supported (f = 0.121,

p <0.05).

interpersonal deviance
als with low normative

as supported (p = 0.061,

Normative co >Tat v organisational deviance
relationship su 1ls with low normative

commitment th as not supported (p = -

relationshi@l:at the' ‘
commitm&_nt than ﬁ@gh high normative commitme =]
1 INTEGR| PROCEDAMUS

p <0.05).
Normative commitment moderates power distance orientation and organisational deviance

relationship such that the relationship is stronger for individuals with low normative
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commitment than those with high normative commitment. H8f was supported (p = 0.113,
p <0.05).

vii. Normative commitment moderates uncertainty avoidance orientation and interpersonal
deviance relationship such that the relationship is stronger for individuals with low
normative commitment than those with high normative commitment. H8g was supported
(B=0.053, p <0.05).

viii. Normative commitment moderates uncertainty avoidance orientation and
organisational deviance relationship such that the relationship is stronger for individuals
with low normative commitment than those with high normative commitment. H8h was

supported (p =

interpersonal deviance

relationship suc s with low continuance

commitment ra H9a was not supported

(B=-0.018, p
b. Continuance on and organisational
deviance relatic individuals with low

continuance com

supported |
H

92.-p-< 0.05). . -
c¢. Continuanece c_o4m\1ﬂ tWT@EW— t@“ nd imerbersonal deviance
NTEGRI PROCEDRIMIST

relationships such that the relaiioﬁship 18 stroﬁlger_for individuals with low continuance
commitment rather than those with high continuance commitment. H9¢ was supported (
=0.106, p <0.05).
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. Continuance commitment moderates collectivistic orientation and organisational deviance
relationship such that the relationship is stronger for individuals with low continuance
commitment rather than those with high continuance commitment. H9d was supported (8
=0.115, p<0.05).

Continuance commitment moderates power distance orientation and interpersonal
deviance relationship such that the relationship is stronger for individuals with low
continuance commitment rather than those with high continuance commitment. H9e was
supported (B = 0.053, p <0.05).

Continuance commitment moderates power distance orientation and organisational

deviance relati individuals with low

continuance co commitment. H9f was
ation and interpersonal
deviance relati individuals with low
continuance co commitment. H9g was
supported (p =
ation and organisational
or individuals with low

deviance relatic

continuance comm

1ance commitment. HOh was
o Iy i

supportedr IJI the current study

is representéd-in Tablé /9l TﬁémHME ﬂw___ l
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9.2.2.0 Exploring how MNCs employees interpret and understand WDBs

L

11

1il.

1v.

Employees of multinational companies held varied interpretations of workplace deviance
by noting that workplace deviance refers to those behaviours that violate organisational
rules, expectations, policies, and procedures designed by management to achieve
organisational goals.

Participants provided deeper insight into the extent or prevalence of workplace deviance
among the employees of MNCs, and that deviance almost always occurs on daily basis
contrary to the findings from statistical analysis which reported that deviance seldom

occurs among employees of MNCs.

stealing, lateness, and
ing efforts, withdrawal
behaviours, sh pposed wrongdoing of
coworkers, sil on you even if you are
assigned tasks t
Participants sha h are expressed in how
people interpre rkplace was crucial in
understanding ¢ onal factors confirming
the cultural orie ‘ stical findings.

>es can inﬂuence workplace
-

Participants explaine
" g Jn
nployees including personal

deviance ti
| 1
factors, organisati Actors, opportunity-related

factors, discriminatory-based factors and family demands. These factors broadly reflected
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cultural orientations and organisational factors which can lead to deviance supporting the
statistical findings.

vi. Local managers were viewed by their expatriate managers with scepticism in the execution
of tasks. As a result, local managers were considered to lack exposure as well as limited
knowledge in performing their assigned tasks and duties which sometimes resulted in
retaliation.

vii. Participants shared perspectives on how organisational factors such as good (ethical)
leadership, organisational support, and employee commitment influence workplace

deviance beyond an appreciation and acknowledgement of unique cultural orientation,

viil. ch as theft, fighting and

sexual abuse W ANCs'take a. strong 1 against such deviations which elicit
ix. Management o directed at recalcitrant
employees afte f C itted th c kes fighting workplace
attention to proactive

strategies to rep

9.2.1 Contributions to

The study adds t in particular, and

management scielilce ing deviant b?haviour research.

N R

From the point of view 6f erﬁ‘;l;’ll Elqinﬁ‘ng ngl? %Jhe-t‘ollowmg contributions: The

study has:
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provided evidence of the positive relationship between uncertainty avoidance orientation
and both interpersonal deviance and organisational deviance, and a negative relationship
between cultural orientations of individualistic and power distance and organisational
deviance.

evidenced that there were no significant relationships between cultural orientations of
individualistic, collectivistic, and power distance and interpersonal deviance.

shown that perceived ethical leadership moderated the relationships between collectivistic,

power distance and uncertainty avoidance orientations and employee interpersonal

deviance.

demonstrated relationships between
individualistic, tations and employee
organisational

shown evidenc e relationship between

collectivistic or and, and individualistic
orientation and
established that s between collectivistic
and power dist 1 and i crsona ' 1e one hand, and power

distance and un 10 rieh S ) al deviance on the other

shown thT \oTTia 1ye-commi derate : i 1 eLn individualistic,
i

collectivis-ﬁb,-pe MIEE.EHII WMW __ tatior’s and interpersonal

deviance of employees.
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h) shown the moderating role of normative commitment in the relationships between
individualistic, power distance and uncertainty avoidance orientations and organisational
deviance.

1) established the moderating role of continuance commitment in the relationships between
collectivistic, power distance and uncertainty avoidance orientations and interpersonal
deviance.

j) established the moderating role of continuance commitment in the relationships between
individualistic, collectivistic, and uncertainty avoidance orientations and organisational

deviance.

k) explored multip nultinational companies
perceive workp

1) provided deepe ces and feelings shared
toaid a comple n workplace deviance.
m) added to the lite ntecedents of workplace
deviance. Some findings in the existing
literature, whic ilst other findings of the
current study, w existing literature. This
is an exceptiona

9.2.2 Contributim_ls to The

€ current study

From a general pﬁi

N

INTEG e
a. The findings provide novel 1n51gﬁ'f£ Mﬁoga_nd_exteﬁslon of knowledge on societal

cultural-workplace deviance nexus in cross-cultural research which is lacking, as it extends

workplace deviance to international business research. It is therefore imperative that
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research focus is directed at how differences in norms affect workplace deviance of which
this study has attempted to fill the knowledge gap.

The findings also invoke the significance of considering societal cultural analysis in
workplace deviance research as one of the contextual antecedents of workplace deviance.
For multicultural work settings to efficiently and effectively address workplace deviance,
the significance of the cultural orientation of employees cannot be underestimated. This is
because having the mindfulness of the unique and differential cultural backgrounds can
foster positive work attitudes and strengthen multicultural work teams towards the

attainment of organisational goals.

The findings fri into the direct role of

societal culture er-researched in extant
studies. The Id not only consider
employees, particularly
for future research to

ontexts to ascertain the

earcher to consider not
only the quantit: hich provide nificant ps between the predictor
and criteriqn variab , ' also the _cziperiences, VieEWS,
opinions, .-1 d cs of VD qLalitative phase to
provide a “monut eﬂrmﬁﬁﬁﬁﬂmm 12 tG"éilhance complete
understanding of the problem under investigation. It has therefore contributed to the

methodological aspect by employing pragmatic methodologies which are lacking in
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workplace deviance research in particular, human resource management in general, to offer
a holistic view of the role of the cultural orientation of employees in workplace deviance
in multicultural work settings. This view was motivated by Miles, Huberman and Saldana
(2014) submission that both numbers and words will largely help us understand better the
complex world in which we live and make sense of.

The findings from the current study have also shown the boundary conditions of the ‘when’
and ‘how’ cultural orientations of employees can explain workplace deviance by
employing perceived ethical leadership, perceived organisational support, affective

commitment, normative commitment, and continuance commitment, which can be used to

|

effectively addr he findings indicate that
these relational 1 ] ! S rk| c e in multicultural work
settings as supp ¢ 4 T ‘ tative data.

tical background of the
le's cultural dimensions
theory to show yeg . ate eal organisations and other

that if the treatment is

ate with good deeds and

. Finally, the contextu : i s in recent times continued to
attract FDI forhic -stable soci itic: v ide: l!’lCiVe and enabling

. e : il
environment to- M ‘ I;ng nt-to understanding global
strategies and proffering remedies to addressing organisational challenges such as

workplace deviance within and across borders, then it cannot be gainsaying that the study
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contributes to providing insights from under-researched settings such as Ghana in the SSA
context. It is with no doubt that the current study contributes immensely to multinational

business operations in the area of international human resource management.

9.2.3 Contributions to Practice

This research has implications for human resource managers of multinational companies in

particular, and HR managers of organisations in general as well as policymakers concerned with

attracting foreign direct investment.

a)

b)

Firstly, MNCs can develop regular socialization and community gatherings programs

where membe eorient and resocialize

employees to an foster positive and

harmonious in in the attainment of
organisational
Second, human articular, and managers
in general, co ours of employees by
leveraging on culturally fit tasks and
activities to red >ment, and subsequently
increase the pro phasize cultural synergy
by combining cu cient execution of tasks,
activities a. ms in multicultu set

Thirdly, thls_ study% HCH!:E
such as cultural diversity and 1ncIu51orrTra‘1Tnng p?ogr.alins which can be very useful to
cross-cultural interactions. This may include, first, personal training to help them realize

and recognize as well as manage their values at the workplace about others; second, social
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training that enables them to perceive the values and beliefs of other employees as attractive
and advantageous to leverage on these differences to achieve task performance; and finally,
cultural training to understand, manage, and assess cultural differences consistent with the
suggestion of Rosen (2000). In doing so, employees of MNCs can learn and relearn from
one another's values and beliefs which can be integrated to achieve the common goals of
the company.

The findings suggest a greater need for MNCs and their subsidiaries to develop, sustain
and monitor cross-cultural awareness programs that aim at equipping local staff and

expatriates the knowledge, skills and an understanding so that they will be able to deal with

potential difficu Is of employees.

Also, the findi nderstand and develop
awareness abo eloped by management
have failed to interpretation of these
interventions ar here people find such
interventions i display little concern to
help such int h Ve C '7 1 _ place

gement in general about

the need to deey [ r i ‘ hich can enable them to

coordinated efforts to work towards achieving organisational goals.
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g) In addition, the study provides practical insight into how the management of MNCs can
improve their relational constructs to elicit a committed workforce. From the study,
employee commitment was found to matter significantly in controlling workplace deviance
since committed employees are less likely to engage in deviance.

h) Further, demonstrating strong moral principles and ethical values in terms of how they
relate and interact with their employees can inspire their followers to emulate them in their
day-to-day activities at the workplace. These standards can discourage employee
involvement in workplace deviant behaviours.

1) Finally, it provides awareness to potential investors in the Ghanaian business landscape

with informatic leveraged to enhance

profitability cay on of quality goods and

services to bot

9.3.0 Limitations of the
Despite the contributio re worth noting to direct

future research.

First, the study was co ra, Ghana, and may not

apply to other organisat ated in the current study.
This is because MNCs or 2 y make the finding from
the current study 1@& universal gene ons of the 'ﬁdin S dheth! ‘ ique and distinct
Itural context. jFlgnce m l must one with great
. T PACEBRROS om e
circumspect. Consequently, future research COlﬂd_ITTVeStlgate cultural orientation and workplace
deviance relationships in another context including another African society, Western, Asia, or

Europe.
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Second, the study mainly focused on employees of multinational companies operating in Accra,
Ghana and hence, the findings may not be able to extend to MNCs that are operating beyond the
context of this study. Dynamisms associated with a unique cultural base in which MNC
subsidiaries operate in another local context might display different adaptation strategies to offset
the challenge of multicultural workforce integration. Future research can correct this limitation by
adopting broader data collection instrumentation to focus on MNCs operating in multiple
countries. This could enable the findings to be applied to a broader context in ascertaining how

societal culture explains workplace deviant behaviours in general.

Thirdly, the study also focused on societal culture rather than organisational culture, and as a result,

the findings must be se of employees and these

backgrounds may expl jours in their respective
multicultural work sett of societal culture and
osanisations particularly in

a multinational context

Also, the study used a e to social desirability

effects especially in cul to present their cultural

|
ok stead of giving an actual

or real answer to the ques fforts were made to check

such limitations I@_several measy luding mpl
questionnaires coul,c_l not bﬁ ﬁh—aa rrcsﬁ)im n hecgip.g common method
NP SR ERRRS"

bias to gauge against potential effects which could-affect the ﬁndmgs. Also, combining interviews

and questionnaire administration helped offset the weaknesses associated with each of the methods
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if adopted singly. Future research can consider other behavioural rating scales to minimize the

potential of social desirability.

Additionally, the study measured cultural orientation of individualistic, collectivistic, power
distance and uncertainty avoidance at the individual level of analysis although Hofstede cautions
against using societal level measures at the individual level. Nonetheless, extant studies have
employed these measures at the individual level of analysis which inspired the current study to
adopt these societal level measures at the individual level of analysis (Sharma, 2010). Future
research can consider the societal level analysis of employee cultural orientation and its impact on

workplace deviant behaviours.

Another limitation wo pon simultaneous entry

multiple regression ang rather than multivariate
multiple regression ana n analysis which might
have provided differit ybustness checks using
hierarchical regression findings from what was
achieved using univaric an consider multivariate

multiple regression an

Finally, this study e div i ) Stic stance and uncertainty

avoidance orientations from g their i_rgpact on workplace

deviant behaviourus. otl Hofstede cultural

EQ — e s _J
framework such as masculi e‘ﬂ?&ﬁﬂmp HWE@M?Q termine the extent to which
masculine and feminine traits in culture predispose employees to commit workplace deviance.

This is because workplace deviance research has demonstrated that males are predominantly
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represented in workplace deviant behaviour commission, hence, employing masculine and
feminine dimensions of Hofstede's cultural theory could provide insight to explaining the
overrepresentation of males in workplace deviant behaviours. In furtherance to the above, the study
considered cultural orientations of employees in a multinational context but future research could
be undertaken to investigate how workplace deviance behaviour may be motivated by Ghanaian
cultural values in public organisations given that the Ghanaian society is comprised of diverse

ethnicities and ethnicities to strengthen the role of societal culture in workplace deviance.

9.4.0 Conclusion of the study

This section concludes this thesis which was motivated by theoretical, conceptual, methodological,

contextual and empiri of extant research. In

particular, the qualitat ss varied meanings and
interpretations of work ome behaviours qualify
to be described as wo 1 chaviours may not be seen as
workplace deviant be iours etc. Again, the
quantitative study has e ntation of employees on
both interpersonal de shown the effect of
individualistic and 1entations Onggert deviance. It has also
demonstrated that in ‘ : Stivistic, 2 PO e orientations did not

significantly relat@erp

distance and uncertamty a ¢ orientations related 51gn1ﬁcr h organ%sational deviance.

NTEGRI PROCEDAMUS '—

In addition, the study has prov1ded eviderice 6f the moderating roles of perceived ethical
leadership, perceived organisational support, affective commitment, normative commitment, and

continuance commitment in the relationship between employee cultural orientations of
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individualistic, collectivistic, power distance and uncertainty avoidance, as predictors, and
interpersonal and organisational dimensions of workplace deviance as criterion variables. In sum,
findings from both the qualitative and quantitative study have shown that societal cultural
orientation of employees matters in discussions of workplace deviance especially as one major
antecedent of workplace deviance. These findings stimulate critical focus on the role of the cultural
orientation of employees in addressing such undesirable workplace behaviours which can stifle

organisational profits and limit competitive advantage efforts.
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APPENDIX A

Figure 6.1. Initial Measurement Model Standardized estimates
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Figure 6.2. Final Measurement Model Standardized Estimates
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APPENDIX 4
Table 2.1: Study constructs and theoretical frameworks employed.
Construct Theoretical Framework Purpose Justification Reference
Workplace deviant | Robinson and Bennett typology | Expressed as interpersonal Robinson and Bennett’s ID- Robinson, S. L., & Bennett, R.
behaviour of workplace deviant deviance and organisational OD typology is widely cited J. (1995). A typology of

behaviours

deviance is employed as effect
variable in the study.

and used in understanding
undesirable workplace
behaviours of employees in
organisations

deviant workplace behaviours:
A multidimensional scaling
study. Academy of
Management Journal, 38, 555-
572.

Cultural orientation

Hofstede cultural dimension
(Hofstede, 1980, 2001), Sharma
(2010) personal cultural
orientation

Perceived Perceived Organisational
Organisational support theory (Eisenberger
Support al., 2001)

Employee The Three-Component theory
Commitment of commitment Meyer and

Allen (1991)

{sliow. employees perceive
avourable or unfavourable ..

Employee cultural orientation
consisting of individualistic,
collectivistic, power distance and

o

behaviours's

| supporiive éayironmentsin the'y A Lfi1)

392

Societal culture influences

every aspect of individual in a
_unique and distinctive way

( 2014).

Hofstede, G. (2001). Cultured
consequences (2nd ed.).
Thousand Oaks, C.A: Sage.
Sharma, P. (2010). Measuring
personal cultural orientations:
scale development

and validation. Journal of the
Academy of Marketing
Sciences (2010) 38, 787 — 806

P ot ﬁ

loyees perceive

> behaviours from
ent, supervisors and
, they are less likely
n undesirable

even if

nal practices are

1t with cultural

ds, the opposite
t0o.

Eisenberger, R., Huntington,
R., Hutchison, S., & Sowa, D.
(1986). Perceived
organisational support. Journal
of Applied Psychology, 71,
500-507.

e committed
es are to an

K ions they are to

Meyer, J., & Allen, N. (1991).
A three-component
conceptualization of
organisational commitment.
Human Resource Management
Review, 1(1), 61-89.
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organisation such that favourable
support perception of employee
will inhibit workplace deviant
behaviour commission and vice
versa due to the employees’
perceived positive commitment
they hold towards their
organisations.

engage themselves in and vice
versa.

Perceived ethical
leadership

Ethical leadership Theory
Brown et al., (2005)

Source: Author’s review of theoretical frameworks,

It is proposed that the extent of
the influence of employee cultural
orientation on workplace deviant
behaviours is dependent upon
how employees perceive their
leadership to be ethically correct

393

Ethically-endorsing
behaviours of management
and coworkers are more likely
to inhibit undesirable
behaviour tendencies of
employees as employees pick
cthica es from their
supervisors and

to ensure that they

wviours enhance
ynally unsanctioned
of employees.

Brown, M. E., Trevino, L. K.,
& Harrison, D. A. (2005).
Ethical Leadership: A Social
Learning Perspective for
Construct Development and
Testing. Organisational
Behaviour and Human
Decision Processes, 97, 117-
134.
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Table 5.1 Some justifications for the selection of mixed methods research design

Qualitative design

Quantitative research design

Mixed methods research design

Emphasizes words, textual
information

Stresses numbers to understand
patterns and cause-effect analysis

Employed both in this study because
of the research objectives and
research questions by providing
multiple views and perspectives of
respondents’ views

Stresses the participant’s
interpretations of their lived
experiences

Emphasizes researcher’s
interpretation and discussion of
findings from the numerical data

Allowed the investigator to combine
both participant’s and researcher’s
interpretations to enhance
understanding of the observed
relationships from the numerical data

Close connection between the
researcher and the participant

Investigator remains separate from
respondents by reporting patterns
and relationships

The qualitative data further
understanding of the patterns and
relationships from the numerical data

Affords the investigator contextual
understanding of lived
experiences, values, beliefs, and
norms that people employ in
making sense of their world in the
workplace [
Allowed the investigator f
uncover deep-seated, rich
meanings employees assig
organisational norms whi
subsequently influenced |;
attitudes, perceptions and |
behaviour towards these
significant organisational norm

Source: Bryman & Bell, 2

T

Embraces generalizations from
representative sample across
population but fails to account for
how differences in context,
socialization, beliefs might affect

4

) aallowe
ge attern:
devia iours and
empl G ral erien
predi to dey
con aviot
isa

394

Allowed the researcher to provide
multiple views in terms of
quantitative results about patterns
and cause-effect inferences and the
contextual understanding that give

1ce to the observed numerical

o or integrating the results
parate approaches in this
elp provide broader

es on the role of cultural

1s of employees in

deviant behaviours as
earthing underlying

reasons for their commission and or
1ission of these undesirable

al, 2019; Creswell, 2011
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Table 6.0 Demographic attributes of respondents (N = 433)

Details Frequency Percentage (%)
Gender

Male 246 56.8
Female 187 43.2
Total 433 100.0
Age

21-30yrs 210 48.5
31-40yrs 168 38.8
41-50yrs 48 11.1
51-60yrs 6 14
61+yrs 1 0.2

Total

Level of education
SSS

BA

Masters
Professional
Ph.D

Total

General work experience
1-Syrs
6-10yrs
11-15yrs
16-20yrs

21+yrs

Total

Organisational tenure
1-Syrs 259 59.8

6-10yrs 154 35.6

395



University of Ghana http://ugspace.ug.edu.gh

11-15yrs 12 2.8
16-20yrs 3 i
21+yrs 5 1.2
Total 433 100.0

Level of management

Senior level managers 38 8.8
Middle level managers 90 20.8
Lower-level managers 103 23.8
General employees 185 42.7
Others 17 39
Total 433 100.0

Sector of Organisation

Manufacturing 21.5
Hotel, restaurant, hospi 26.8
Banking and finance 8.1
Insurance and marketi 6.7
Telecommunications 22.6
Energy, oil and gas 11.3
Others 3.0
Total 100.0

(Source: Fieldwork, 2021)

Table 6.4: Harman’s single
Extraction method: Principa

Total Variance Explaine

Component Initial E Sums of Squared Loadings
Tota, Cum. %
1 4. 21.768
2 - - 3.820. 39.131
3 = 48.401 pXik == | 13 48.401
4 ‘ 8 g 56.465 aqpry 18. : 56.465
5 1554 -7@P'EGHI FE!EEED%?_E.L 7.064 63.528
6 1.178 5356 o ee—GRefffmm—=TT178 5.356 68.885
7 1.133 5.148 74.033 1.133 5.148 74.033
8 0.988 4.492 78.525 0.988 4.492 78.525
9 0.698 3.171 81.696 0.698 3.171 81.696
10 0.596 2.709 84.405 0.596 2.709 84.405
11 0.534 2.425 86.830 0.534 2.425 86.830
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12 0.412 1.873 88.703
13 0.389 1.767 90.470
14 0.343 1.557 92.027
15 0.313 1.425 93.452
16 0.273 1.241 94.692
17 0.261 1.186 95.879
18 0.224 1.019 96.898
19 0.217 0.985 97.882
20 0.171 0.778 98.660
21 0.155 0.706 99.366
22 0.139 0.634 100.000

(Source: Fieldwork, 2021) NB: Var. — variance, cum. — cumulative

Table 6.5.0: Summary of multiple regression analysis of interpersonal deviance of employees

Construct Standardized Beta t-test
Individualistic orientation (IND) 0.078 (0.71, 1.41) 1.377
Collectivistic orientation (COL) 0.010 (0.81, 1.24) 0.180
Power distance orientation (PDO) -0.005 (0.70, 1.45) -0.096
Uncertainty avoidance o 2.944%
R 0.178
R’ 0.032
F-test 3.518**

(Source: Fieldwork, 2021)
Tolerance and VIF-Varianc

; *significant at 5% (0.05),

Table 6.5.1: Summary of
Construct

Individualistic orientatic -0.630
Collectivistic orientation -3.483%*
Power distance orientati -5.4Q7%%*
Uncertainty avoidance o 8.794%**
R 0.452

R’ 0.204
F-test A420%**

(Source: Fieldwork, 2021) **%

nt at 0.1% (0.001); **significant
Tolerance and VIF- e

INTEGRT PROCEDAMUS |
Table 6.6.1 Interactive effects of PEL on employee cultural orientations (ECO)-interpersonal deviance (ID)

relationship
Construct Unst. coef. S.E t-test

01); *sigr}iﬁcant at 5% (0.05),
i~
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INTERCEPT 0.018 0.047 0.380
INDIVIDUALISTIC ORIENTATION (IND) 0.101 0.048 2.095*
PERCEIVED ETHICAL LEADERSHIP (PEL) -0.059 0.039 -1.515
INDXPEL -0.032 0.032 -0.952

R 0.106

R? 0.011
F-test 1.641
INTERCEPT 0.097 .046 2.098*
COLLECTIVISTIC ORIENTATION (COL) .105 .047 2.227*
PERCEIVED ETHICAL LEADERSHIP (PEL) -.028 .038 -0.737
COLXPEL -.184 038 -4.856%**
R 0.253

R’ 0.064
F-test 9.792%%x*
F? 0.0118
INTERCEPT 2.533*
POWER DISTANCE OFR 3.466**
PERCEIVED ETHICA -2.954%*
PDOXPEL -5.076%**
R 0.260

R? 0.068
F-test 10.351***
F? 0.0290
INTERCEPT 0.351
UNCERTAINTY 2.868*
PERCEIVED ET -0.573
UAOXPEL -4.158***
R 0.256

R’ 0.065
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F-test 9.997*#*

F? 0.0193

(Source: Fieldwork, 2021) Significant (*p < 0.05, ***p < 0.001), Unst. coef. — Unstandardized coefficients

Table 6.6.2 Interactive effects of PEL on ECO-OD relationship

Construct Unst. coef. S.E t-test
INTERCEPT -079 .054 -1.459
INDIVIDUALISTIC ORIENTATION (IND) -.130 .056 -2.338*
PERCEIVED ETHICAL LEADERSHIP (PEL) -270 .045 -6.008%**
INDXPEL 142 .039 3.647%**
R 0.403
R? 0.163
F-test 27.804%**
F? 0.0131
INTERCEPT 2.143*
COLLECTIVISTIC O 2.529%
PERCEIVED ETHICA S7.781%**
COLXPEL -4.955%%*
R 0.438
R? 0.192
F-test 33.992%**
F? 0.0149
INTERCEPT 299
POWER DISTANCE OR -.564
PERCEIVED ETHICAL LF -6.655%%*
PDOXPEL (! -.599
R ! 0.367

™
R? 0.135
F-test 22.236%**
INTERCEPT .028 .045 .627
UNCERTAINTY AVOIDANCE ORIENTATION (UAO) 325 .045 7.281%%*
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PERCEIVED ETHICAL LEADERSHIP (PEL) -.333 .036 -9.298***
UAOXPEL -.235 .032 -7.397**
R 0.574

R? 0.330
F-test 70.357%%*
F 0.1239

(Source: Fieldwork, 2021) Significant (¥p < 0.05, ***p < 0.001), Unst. Coef. — Unstandardized coefficients.

Table 6.6.3.1 Interactive effects of POS on employee collectivistic orientation-interpersonal deviance (ID) relationship

Construct Unst. coef. S.E t-test
INTERCEPT 0.010 0.043 0.224
COLLECTIVISTIC ORIENTATION (COL) 0.092 0.044 2.073*
PERCEIVED ORGANISATIONAL SUPPORT (POS) -0.085 0.051 -1.656*
COLXPOS -1.837*
R 0.139
R’ 0.019
F-test 2.821*
F? 0.0092

(Source: Fieldwork, 2021) § rdized coefficients

Table 6.6.3.2 Interactive ¢ ganisational deviance (OD)

relationship

Construct t-test
INTERCEPT 0.010
INDIVIDUALISTIC OR -4.643%%%*
PERCEIVED ORGANIS; -0.578
INDXPOS 1.889*

R 0.234

R 0.055
F-test 8.276%**
F? 0.0508

(Source: Fieldwork, 2021) Significant (¥*p <0.01 (10%), **p <0.05 (5%), ***p < 0.001), Unst. coef. — Unstandardized
coefficients
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Table 6.6.4.0 Interactive effects of ACT on ECO-ID RELATIONSHIP

Construct Unst. coef. S.E t-test
INTERCEPT 20.001 0.041 20.021
INDIVIDUALISTIC ORIENTATION (IND) 0.072 0.040 1.776
AFFECTIVE COMMITMENT (ACT) 0.180 0.028 6.429%%*
INDXACT -0.030 0.028 11.053

R 0.304

R? 0.093
F-test 14.605%**
INTERCEPT 0.027 0.042 0.626
COLLECTIVISTIC OR 10.032
AFFECTIVE COMMIT 5.785%wx
COLXACT 2.498*

R 0.313

R? 0.098
F-test 15.515%**
P 0.0001
INTERCEPT 0.746
POWER DISTANCE O 0.110
AFFECTIVE COMMIT 6.484 %%
PDOXACT 311%
R 0.324

R? 0.105
F-test £ : 16.739%%*
¥ | — | = 0.0001
INTERCEPT WIEGHI P HQGEM_JE" 0.044 0.430
UNCERTAINTY AVOIDANCE ORIENTATION (UAO) 0070 0.044 1.594
AFFECTIVE COMMITMENT (ACT) 0.150 0.031 4.840%%*
UAOXACT -0.038 0.031 1221
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R 0.304
R? 0.095
F-test 14.512%%*

(Source: Fieldwork, 2021) Significant (*p < 0.05, ***p < 0.001), Unst. coef. — Unstandardized coefficients.

Table 6.6.4.1 Interactive effects of ACT on ECO-OD RELATIONSHIP

Construct Unst. coef. S.E t-test
INTERCEPT -0.002 0.052 -0.030
INDIVIDUALISTIC ORIENTATION (IND) -0.222 0.051 -4.339%**
AFFECTIVE COMMITMENT (ACT) 0.140 0.035 3.948%**
INDXACT -0.058 0.036 -1.609

R 0.288

R’ | 0.083
F-test 12.935%**
INTERCEPT 0.329
COLLECTIVISTIC O -2.327*
AFFECTIVE COMMIT 4.079***
COLXACT -1.308

R 0.216

R? 0.040
F-test 6.980%**
INTERCEPT 0.752
POWER DISTANCE ORI -5.664***
AFFECTIVE COM 5.627%**
PDOXACT -3.127**
R 0.345

R’ 0.119
F-test 19.304***
F? 0.0749
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INTERCEPT -0.039 0.055 -0.715
UNCERTAINTY AVOIDANCE ORIENTATION (UAO)  0.283 0.055 5.200%**
AFFECTIVE COMMITMENT (ACT) 0.091 0.039 2.360*
UAOXACT 0.078 0.038 2.032*

R 0.323

R’ 0.105
F-test 16.701%**
F? 0.0637

(Source: Fieldwork, 2021) Significant (*p < 0.05, ***p <0.001), Unst. coef. — Unstandardized coefficients

Table 6.6.5.0 Interactive effects of NCT on ECO-ID relationship

Construct Unst. coef. S.E t-test
INTERCEPT -0.010
INDIVIDUALISTIC O 2.325%
NORMATIVE COMMI -6.806%**
INDXNCT 2.741%*
R 0.339
R? 0.115
F-test 18.588***
F? 0.0124
INTERCEPT 0.381
COLLECTIVISTIC OR 0.248
NORMATIVE COMMI -6.622%**
COLXNCT 2.272%
R 0.326
R? | 3 ' ' — 0.107
F-test . iN =~ , | 17.048%%x
S TEGH PROCEDAMLS
F? —— e 0.0011
INTERCEPT 0.024 0.040 0.583
POWER DISTANCE ORIENTATION (PDO) 0.045 0.038 1.190
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NORMATIVE COMMITMENT (NCT)

PDOXNCT

R

R?

F-test

F

INTERCEPT

UNCERTAINTY AVOIDANCE ORIENTATION (UAO)
NORMATIVE COMMITMENT (NCT)

UAOXNCT
R

R?

F-test

F?

(Source: Fieldwork, 2021) §

Table 6.6.5.1 Interactive efl
Construct

INTERCEPT

INDIVIDUALISTIC OR

NORMATIVE COMMI

INDXNCT
R

R2

F-test

FZ

INTERCEPT

-0.162

0.105

0.028
0.070

-0.151

0.053

NORMATIVE COMMITMENT (NCT)
COLXNCT

R

-0.243

-0.032

0.025

0.023

0.043
0.043
0.026

0.025

-6.544% %%
4.627%%%
0.373
0.139
23.052%%*
0.0035
0.649
1.625
-5.716%%*
2.103*
0.328
0.108
17.208%%*

0.0067

rdized coefficients

t-test

0.032

0.033

-0.012

-3.519%**

-7.77189%**

3.976%**
0.435
0.190
33.451%**
0.0296
-0.159
-2.156*
S7.710%**
-0.953

0.357
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R’ 0.128
F-test 20.905%**
INTERCEPT 0.025 0.049 0.521
POWER DISTANCE ORIENTATION (PDO) -0.252 0.046 -5.486%**
NORMATIVE COMMITMENT (NCT) -0.251 0.030 -8.391 %k
PDOXNCT 0.113 0.027 4.118%%*
R 0.455

R’ 0.207
F-test 37.405%#*
F’ 0.0694
INTERCEPT -0.074 0.051 -1.446
UNCERTAINTY AVOI 4.175%**
NORMATIVE COMMI -6.265%**
UAOXNCT -4.679%**
R 0.441

R’ 0.195
F-test 34,622%%*
P 0.0410

(Source: Fieldwork, 2021) § rdized coefficients

Table 6.6.6.0 Interactive efl

Construct t-test
INTERCEPT -0.075
INDIVIDUALISTIC ORI 1.286
CONTINUANCE CO -2.008*
INDXCCT -0.670
R 0.130
R? B o 233 0.017
F-test 2.466
INTERCEPT 0.021 0.042 0.497
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COLLECTIVISTIC ORIENTATION (COL) 0.056 0.043

CONTINUANCE COMMITMENT (CCT) -0.075 0.028

COLXCCT 0.106 0.028
R

RZ

F-test

FZ
INTERCEPT

0.029 0.045

POWER DISTANCE ORIENTATION (PDO) 0.041 0.043

CONTINUANCE COMMITMENT (CCT) -0.066 0.030

PDOXCCT

0.053

0.027

R

R
F-test

P

INTERCEPT
UNCERTAINTY AVOI
CONTINAUNCE COMI
UAOXCCT
R

R?

F-test

F2

1.282
-2.695%*
3.818%**
0.223
0.050
7.519%*
0.0042
0.645
0.957
-2.212%
1.973*
0.152
0.023
3.387*
0.0020
0.145
2.682%*
-2.197*
2.985%*
0.237
0.056
8.520%**

0.0169

Construct

andardized coefficients

INTERCEPT

INDIVIDUALISTIC ORIENTATION (IND)

-0.210 0.052
CONTINUANCE COMMITMENT (CCT) 0.078 0.035
INDXCCT -0.092 0.033

-0.310

-4.066%**

2.231*

-2.821%*
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R 0.265

R? 0.070
F-test 10.784***
F? 0.0387
INTERCEPT 0.023 0.054 0.427
COLLECTIVISTIC ORIENTATION (COL) -0.059 0.055 -1.069
CONTINUANCE COMMITMENT (CCT) 0.054 0.035 1.535
COLXCCT 0.115 0.035 3.269%*
R 0.190

R? 0.036
F-test 5.383%*
F? 0.0021
INTERCEPT -0.381
POWER DISTANCE O -3.865%**
CONTINUANCE COM 0.947
PDOXCCT -1.165

R 0.215

R? 0.046
F-test 6.904%**
INTERCEPT 0.137
UNCERTAINTY AVOI 6.052%%*
CONTINAUNCE COMI 2.620%**
UAOXCCT 2.770%**
R 0.344

R? 0.119
F-test 19.241***
F? 0.0863

=

(Source: Fieldwork, 2021) Significant (*p < 0.05, ***p < 0.001), Unst. coef. — Unstandardized coefficients
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Table 6.7.1.0: Results of Hypotheses Testing of Main Effects

Hypotheses Statement Standardized Std. Error t-value p-value
Beta values

Remark

Result

Hypothesis 1a: Individualistic orientation .078 .057 1.377 169
(IND) relates positively with interpersonal
deviant (ID) behaviours

Hypothesis 1b: Individualistic orientation -.032 .043 -.630 529
(IND) relates negatively with organisational
deviant (OD) behaviours

Hypothesis 2a: Collectivistic orientation .010 .053 .180 .857
(COL) relates positively with interpersonal
deviant (ID) behaviours

Hypothesis 2b: Collectivistic orientation P<.05
(COL) relates negatively with organisational
deviant (OD) behaviours

Hypothesis 3a: Power distance orientation .924
(PDO) relates positively with interpersonal

deviant (ID) behaviours

Hypothesis 3b: Power distance orientation P <.001
(PDO) relates negatively with organisational

deviant (OD) behaviours

Hypothesis 4a: Uncertainty avoidance ] .0 ., W P<.05
orientation (UAQ) relates positively with - -
interpersonal deviant (ID) behaviours

Hypothesis 4b: Uncertainty avoidance ) w P <.001
orientation (UAQ) relates positively with { ‘
organisational deviant (OD) behaviours.

Not significant

Not significant

Not significant

Significant

Not significant

Significant

Significant

Significant

Not Supported

Not supported

Not supported

Supported

Not supported

Supported

Supported

Supported

(Source: Fieldwork, 2020)
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Table 9.1 Summary of major research finding

Main Finding

Research Objective
1.To explore how MNCs
employees interpret and

understand workplace deviant
behaviours

1. MNCs employees’ understanding of workplace deviance is limited to
deviation of organisational rules, policies, expectations and procedures

2. Deviant behaviours are sometimes perceptual rather than reality as they may
result from differences in cultural background

3. Seven key factors were identified to motivate employee workplace deviant
behaviours

4. Proactive interventions such as background checks of employee history are
more likely to address workplace deviant behaviours than reactionary
interventions such as sanctions.

deviant behaviours
2iii. Assess the relatic
between employee’s
distance cultural orient
and workplace di
behaviours
2iv. Assess the relatic
between employee’s uncet
avoidance cultural orient:
and workplace
behaviours

3i. To ascertain the mode
role of perceived
leadership in the relatic
between employee ¢
orientation and  work
deviant behaviours direc
either the organisation its
other coworkers

2i. Assess the relationship 1. Individualistic orientation was not found to significantly relate
between employee’s positively with employees’ interpersonal deviance (H1a)
individualistic cultural 2. Individualistic orientation was also found to significantly relate
orientations and  workplace negatively with employee organisational deviance (H1b)

deviant behaviours

2ii. Assess the relationship 1. Collectivistic orientation was not found to significantly relate
between employee’s positively with employees’ interpersonal deviance (H2a)
collectivistic cultural 2. Similarly, collectivistic orientation was not found to significantly
orientations and  workplace relate negatively with employees’ organisational deviance (H2b)

antly relate positively with

und to significantly relate
deviance (H3b)

und to significantly relate
eviance (H4a)

Iso found to significantly
rganisational deviance (H4b)

to moderate individualistic
ationship (H5a) but it was
tation and organisational
elationship was stronger for
ership than those high in

to moderate collectivistic
lationship (H5c), and also
onal deviance relationship
‘weaker for employees who
ved ethical leadership

ind to moderate power distance

deviance r nship (HS5e) indicating
hip~is weaker for L@?ﬂ perceived ethical
leadershlp than for those low /ed ethical leadership but it
could not modera.te..p@wel- dis rientation’ and organisational
[T E (doviange %ﬁ s [i "

4. Percelved thical Teadership~was found to moderate uncertainty
avoidance orientation and interpersonal deviance relationship (HS5g),
and also uncertainty avoidance orientation and organisational deviance
relationship (HS5h) suggesting that the relationship is weaker for
employees who hold strong or positive perceived ethical leadership

rather than weak or negative perceived ethical leadership
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3ii. To ascertain the moderating 5. Perceived organisational support was not found to moderate
role of perceived organisational individualistic orientation and interpersonal deviance relationship
support in the relationship (H6a) but it was found to moderate individualistic orientation and
between employee cultural organisational deviance negative relationship (H6b) implying that the
orientation and  workplace relationship was stronger for employees who hold negative perceptions
deviant behaviours directed at of organisational support rather than those who hold positive
either the organisation itself or perceptions.

other coworkers. 6. Perceived organisational support was found to moderate collectivistic

orientation and interpersonal deviance positive relationship (H6c)
suggesting that the relationship tends to be stronger for those
employees low rather than high in perceived organisational support,
but it was not found to moderate collectivistic orientation and
organisational deviance relationship (H6d)

7. Perceived organisational support was not found to moderate power
distance orientation and interpersonal deviance relationship (H6e) and
also it could not moderate power distance orientation and
organisational deviance relationship (H6f)

8. Perceived organisational support was not found to moderate
uncertainty avoidance orientation and interpersonal deviance
relationship (H6g), and also uncertainty avoidance orientation and
organisational deviance relationship (H6h)

3iii. To ascertain the mode p 0 moderate individualistic
role of employee affl ! : lationship (H7a), and also
commitment in the relatic ) i i onal deviance relationship
between employee ¢
orientation and  work 1 o a ) ate collectivistic orientation
deviant behaviours direc i nship (H7c¢) indicating that
either the organisation its yees low rather than high in
other coworkers. ot moderate collectivistic
ationship (H7d)
moderate power distance
ositive relationship (H7e)
eaker for employees high
those low in affective
distance orientation and
ip (H7f) suggesting that the
who scored low in affective
affective commitment.
- to moderate uncertainty
eviance relationship (H7g),
avoidance orientation and
nship (H7h) implying that
are more likely than their high
~to engage in organisational
voidance ori tion.

ate individualistic

3iv. To ascertain th@ ormatiy ent was found 3
role of employee n orientation and interpersonal devian ¢ relationship (H8a) on

commitment in the relations the one hand implying.that h‘i-gh'li g); tive committed employees are

between employee eultur ]H TEﬁﬂFFQ%@h ance cor‘riﬁared with their lowly
orientation and  workplace ~.normative co cd cmployees when individualistic orientation is

deviant behaviours directed at high, and also found to moderate individualistic orientation and
either the organisation itself or organisational deviance negative relationship (H8b) suggesting that
other coworkers. the relationship is stronger for those employees low in normative

commitment rather than high in normative commitment.
14. Normative commitment was found to moderate collectivistic
orientation and interpersonal deviance relationship (H8c) that the
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relationship is stronger for those employees low in normative
commitment rather than high in normative commitment, but it could
not moderate collectivistic orientation and organisational deviance
relationship (H8d)

15. Normative commitment was found to moderate power distance
orientation and interpersonal deviance positive relationship (H8e)
suggesting that the relationship is weaker for those employees high in
normative commitment rather than low in normative commitment, and
also moderate power distance orientation and organisational deviance
negative relationship (H8f) implying that the relationship is stronger
for those employees low in normative commitment rather than high in
normative commitment

16. Normative commitment was found to moderate uncertainty avoidance
orientation and interpersonal deviance relationship (H8g) suggesting
that the relationship is weaker for those employees high in normative
commitment rather than low in normative commitment, and also
uncertainty avoidance orientation and organisational deviance
relationship (H8h) implying that the relationship is stronger for those
employees low in normative commitment rather than high in normative
commitment.

3v. To ascertain the moderating . Continuance commitment was not found to moderate individualistic
role of employee contini 1 i lationship (H9a) but it was
commitment in the relatig ‘ dual tation and organisational
between employee c e nega H9 ying that the relationship is
orientation and  worl Sl than high in continuance
deviant behaviours direct ‘ :
either the organisation its
other coworkers.

o moderate collectivistic
ositive relationship (H9c)
for those employees high
ent, and also collectivistic

ployees low in continuance
e commitment

moderate power distance
ionship (H9e) such that the
low rather than high in
moderate power distance
ationship (H9f)

to moderate uncertainty
leviance relationship (H9g)
employees low rather than
also uncertainty avoidance
‘relationship (H9h) such that
oyees low rather than high in
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APPENDIX B

Significant Interaction Plots

Moderator

=o—Low Perceived
Ethical Leadership

274

- High Perceived
Ethical Leadership

Low Collectivistic orientationHigh Collectivistic orientation

Figure 6.3.0: PEL moderating COL-INTDEY relationship

ator

ow Perceived Ethical
eadership

igh Perceived Ethical
eadership

Orientation

ship

Moderator

Low Perceived Ethical
Leadership

INTEGRI PROGEDAMUS |

Low Uncertainty Avoidance High Uncertainty Avoidance

Orientation Orientation

Figure 6.3.2: PEL moderating UAO-INTDEY positive relationship
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5 4 Moderator
45 1 —o—Low Perceived ethical
4 leadership
3.5 -
- =—-High Perceived ethical
- M leadership
2.5
2 u
1.5 -
1 T 1
Low Individualistic High Individualistic
Orientation Orientation
Figure 6.3.3: PEL moderating IND-ORGDEY positive relationship
5 -

Low Perceived Ethical
Leadership

High Perceived Ethical
Leadership

5 - Moderator
4.2 : =0—TLow Perceived Ethical
35 - Leadership

Orientation Orientation

Figure 6.3.5: PEL moderating UAO-ORDDEYV positive relationship
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Moderator

=&—Low Perceived
organisational support

3 —_—i ~—High Perceived
2-3 organisational support
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1 T 1

Low Collectivistic High Collectivistic
orientation orientation
Figure 6.3.6: POS moderating COL-INTDEY relationship
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Figure 6.3.8: ACT moderating COL-INTDEYV positive relationship
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Figure 6.3.9: ACT moderating PDO-INTDEY positive relationship
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Figure 6.4.1: ACT moderating UAO-ORGDEY positive relationship
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4.5 - =&—Low Normative
4 commitment
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Low Individualistic High Individualistic
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Figure 6.4.2: NCT moderating IND-INTDEYV positive relationship
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Figure 6.4.4: NCT moderating PDO-INTDEYV positive relationship
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Figure 6.4.5: NCT moderating UAO-INTDEY positive relationship
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Figure 6.4.7: NCT moderating PDO-ORGDEYV negative relationship
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Figure 6.4.8: NCT moderating UAO-ORGDEY positive relationship
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Figure 6.5.0: CCT moderating PDO-INTDEYV positive relationship
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Figure 6.5.1: CCT moderating UAO-INTDEYV positive relationship
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Figure 6.5.3: CCT moderating COL-ORGDEY positive relationship
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Figure 6.5.4: CCT moderating UAO-ORGDEY positive relationship
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APPENDIX C

Questionnaire
Dear Participant,

I'am a PhD candidate at the Department of Organisation and Human Resource Management in the University of Ghana
Business School investigating the role of the individual level cultural orientation of employees in undesirable
behaviours of employees at the workplace. Information provided for this research will be treated with the utmost
confidentiality and used solely for academic purposes. I kindly invite you to take a few minutes of your time to fill
out this survey by providing appropriate responses where necessary. For any further questions, clarifications and
enquiries, feel free to contact me via this email address- rbzoogah@st.ug.edu.gh/kzoogah@gmail.com and telephone
number: +233 0208802677

Prevalence of Undesirable Workplace behaviours: The section seeks to determine the prevalence of undesirable
behaviours that occur at the workplace by both supervisors and subordinates. As an employee in the organisation, you
qualify to participate in the study by indicating your observation in the workplace. Kindly read the statements carefully
and choose the option that you deem most suitable as a response, as honestly as possible, as there is no right or wrong
answer, and your responses are STRICTLY CONFIDENTIAL.

Section One: Prevalence of Undes1rable behaviours in the workplace
Please 1nd1cate the extent t A ou agree that the W ehaviours in Part A and Part B occur in your

1=Almost never, 2=Seldo :

Part A: Undesirable interp,
. Making fun of someone ¢

. Neglecting to follow the
. Acting rudely toward so

. Embarrassing a coworke

O© 0 3 O W b W N =
—
=}
s . .
('Sl
=}
j=]
[¢]
%)
-+
E
=}
a
=
=
=

. Boss verbally abusing e W

2. Taking an additional or-a-les
“ I
workplace " 5 _.--‘I
. Coming in late to work without permlsgﬁHd P HDGEDM
. Calling in sick when one isnotsick

. Intentionally working slower than he/she could have worked =~ -—--

AN L AW

. Discussing confidential company information withan -

unauthorized person
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7. Leaving work before closing without permission -
8. Putting little effort into one’swork e
9. Employee covering up mistakesatwork ~ —t
10. Employee leaving while the job is in progress -

Section Two: Individual-level Cultural Orientation of Employees at the workplace

Individualism: This seeks to understand the extent to which you think members in your organisation should be
independent of other members in the organisation. Please indicate the extent to which you agree to the following
statement below on a scale ranging from 1= strongly disagree, 2=disagree, 3=neutral, 4=agree, and S5=strongly
agree. Kindly circle the appropriate response that best describes your behaviour in the options provided next
to each item.

1. I would rather depend on myself than others 1 2 3 4 5

2. My personal identity, independent of others, 1 2 3 4 5
is important to me

3. I rely on myself most of the time, rarely on 1 2 3 4 5

others

4. It is important that [ do

others

5. The well-being of my gr

important for me

6. I feel good when I coope

group members

7. It is my duty to take care

members, whatever it tak

8. Family members should
if they do not agree

Power Distance Orientati ew the distribution of power

in your organisation. Please 1ent below on a scale ranging
from 1= strongly disagree 1 ndly circle the appropriate
response that best describ : i m.

if someone senior as

3. I tend to follow orders withouf agkinge e " 1=—2==—3—"7" 5 .= |
any questions. e m?EGH! F EE&@?.—
4.1 find it hard to disagree with authority figures 1 2 3 4 5
5. A person’s social status reflects his or her place 1 2 3 4 5
in the society

6. It is important for everyone to know their 1 2 3 4 5
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rightful place in the society
7. It is difficult to interact with people from 1 2 3 4 5
different social status than mine
8. Unequal treatment for different people is 1 2 3 4 5
an acceptable way of life for me
9.1 find it hard to do any important task 1 2 3 4 5
delegated to me by someone who is senior to me
10. I think people in higher positions should 1 2 3 4 5
not delegate important tasks to people in lower
positions at the workplace

Uncertainty Avoidance Orientation: This seeks understanding to the extent to which you use uncertain situations
as a reference point in shaping your thoughts and actions to practices in the organisation. Please indicate the extent to
which you agree to the following statement below on a scale ranging from 1= strongly disagree, 2=disagree,
3=neutral, 4=agree, and S=strongly agree. Kindly circle the appropriate response that best describes your
behaviour in the options provided next to each item.

1. I tend to avoid talking to

2. I prefer a routine way of
unpredictable one
3. I would not describe my
4.1 do not like taking too
avoid making a mistake
5. I find it difficult to function wi
directions and instructio
6. 1 prefer specific instruct
guidelines
7. 1tend to get anxious eas
I don’t know an outcomg
8. I feel stressful when I ca

predict consequences

Section Three: Employee undes

This section seeks to dete € ' ) 0 the fo lows g behaviours in the last
six months at your workj < i i aviours you have
engaged in for the paIt six months at'your workplace.

Using the scale below; indica aqMIFWW hat Q.u-délem best in the

scales provided.
Almost Never  Seldom  Occasionally Usually Frequently
1 2 3 4 5
Employee behaviours directed at co-workers and supervisors in the last six months

1. Made fun of someone at work 1 2 3 4 5
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2. Said something hurtful to someone at work 1 2 3 4 5

3. Made an ethnic, religious, or racial remark or 1 2 3 4 5
joke at work

4. Told someone about the lousy way of thinking 1 2 3 4 5
about work

5. Lost my temper or refused to talk to a 1 2 3 4 5
coworker while at work

6. Neglected to follow the boss’s instructions 1 2 3 4 5

7. Acted rudely toward someone at work 1 2 3 4 5

8. Embarrassed a coworker in front of others at 1 2 3 4 5

work

9. Boss verbally abusing employee 1 2 3 4 5

10. Boss showed favoritism 1 2 3 4 5

11. Employee blaming co-worker for mistakes 1 2 3 4 5

Using the scale below, indicate, as honestly as possible, by writing a number in the space provided next to the
item that you deem best in the scales provided.
Almost Never ~ Seldom  Occasionally ~ Usually Frequently

1 2
Employee behaviours dire

1. -—--- Took property from
2. ——-m- Taken an additional
3 Came in late to work

5. - Intentionally worked
6. --—-- Left work before cl

10. ----- Accepted a gift/fa

Section Four: Perceived ol onal ort, perceived ethica ] ployee commitment
Perceived Organisational | ‘ !
organisation as supportive.

ranging from 1= strongly d |
appropriate response that be

1 you describe your
o statement below on a scale
. Kindly write the

each item

1. This organisation values my
2. This organisation str pnéi :
3. The organisation is %ﬁn

4. My organisation shows very tlg coneern for me

JNTEGRI FFIDGEDM#JE

6. My organisation takes pride in my accomphshments atwork -

¢ when I necd a'speeial favour -----

h -
5. My organisation cares about

Affective Commitment: This seeks understanding about the extent to which you describe your emotional
attachment, identification with and involvement in the activities of your organisation. Please indicate the extent to
which you agree to the following statement below on a scale ranging from 1= strongly disagree, 2=moderately
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disagree, 3=disagree, 4=neutral, S=agree, 6=moderately agree and 7=strongly agree. Kindly write the appropriate
response that best describes your behaviour in the options provided next to each item

1. -—--- I would be very happy to spend the rest of my career with my organisation

2. --—-- I enjoy discussing my organisation with people outside of it

3. - I really feel as if this organisation’s problems are my own

4, - I think that I could easily become as attached to another organisation as I am to this organisation
5. - I do not feel like “part of the family” at my organisation

6. -—--- I do not feel “emotionally attached” to my organisation

7. - This organisation has a great deal of personal meaning for me

8. - I do not feel a strong sense of belonging to my organisation

Normative Commitment: This seeks to understand the extent to which you describe your decision, attitudes and
behaviours to remain with your current organisation. Please indicate the extent to which you agree to the following
statement below on a scale ranging from 1= strongly disagree, 2=moderately disagree, 3=disagree, 4=neutral,
S=agree, 6=moderately agree and 7=strongly agree. Kindly write the appropriate response that best describes your
behaviour in the options provided next to each item

1. I do not feel any obligati

2. Even if it were to my ad

leave my organisation n
3. I would feel guilty if I le
4. This organisation deserv
5. I would not leave my or;

a sense of obligation to the
6.1 owe a great deal to my

Continuance Commitme
choose to stay or quit your
statement below on a scale
S=agree, 6=moderately agre
behaviour in the options prc

be the reasons why you
agree to the following
disagree, 4=neutral,

se that best describes your

1. I am afraid of what migh
my job without having a

2. It would be very hard for

now even if I wanted to because ©
3. Too much in my i be disrupted if T decide -

to leave my organlh;atlon rig
4.1t would not be too costly fo ejﬁiﬁﬁntameE}ME
right now if I did leave
5. Right now staying with my organisation is a matter of -
necessity as much as desire

6. I feel that [ have too few options to consider leaving -
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this organisation

7. One of the few serious consequences of leaving -
this organisation would be the scarcity of available alternatives

8. One of the major reasons I continue to work for -
this organisation is that leaving would require
the considerable personal sacrifice-another organisation may not
match the overall benefits that I have here

Perceived Ethical Leadership: This section seeks understanding about how you describe your supervisor
leadership style in your organisation as encouraging members to do the right thing and be ethically inclined.

From the response scale given, 1 = strongly disagree, 2 = Disagree, 3 = neither agree nor disagree, 4 = Agree, and, 5
= strongly agree, Kindly circle the appropriate response that best describes your supervisor behaviour in the options
provided next to each item

My supervisor . . .

1. Listens to what employees have to say 1 2 3 4 5
2. Disciplines employees who violate ethical 1 2 3 4 5
standards

3. Conducts his/her person
manner

. Has the best interests of

. Makes fair and balanced

. Can be trusted

~N N A

. Discusses business ethic

employees

8. Sets an example of how t
way in terms of ethics

9. Defines success not just
way they are obtained

10. When making decisions

right thing to do?”

Section Five: Demographics =
This section solicits response

2. Your age 21- 30yrs 31-40yrs—41 i&)@ﬁ&él—é@yrs; - 61+yrs
3. Your level of education ~ SSS BA Masters Professional PhD

4. Marital status Married Single Widowed Cohabiting Other,
please specify, ...............
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5. Your gender Male Female

6. Religion Christianity  Islam Traditional Other, please
specify,......cooevinnne.

T.YOUr POSILION e

8. Organisational tenure 1-5yrs 6-10yrs  11-15yrs 16-20yrs 21+yrs

9. Your Job tenure 1-5yrs  6-10yrs 11-15yrs 16-20yrs 21+yrs

10, IndUSEIy tyPe o e
11. Country of residence

12. Country of birth L

13 EthniCIty e
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APPENDIX D

Interview Protocol

I am a PhD candidate in the Department of Organisation and Human Resource Management at the
University of Ghana Business School. I am investigating the relationship between cultural
orientation and workplace deviant behaviour. Information provided for this research will be treated
with the utmost confidentiality and used solely for academic purposes. I kindly invite you to take
few minutes of your time (approximately 90 minutes) to participate in this interview. For further
questions, clarifications and enquiries, feel free to contact me via this email address-
rbzoogah@st.ug.edu.gh/kzoogah@gmail.com and telephone number: +233 0208802677.

Section 1: Meaning, Prevalence, Causes and Consequences of undesirable workplace
behaviours in organisations

Meaning

terms like ‘undesirable
o you?

1. What is your
workplace beh
Prevalence

iant behaviour that has
our organisation? What
behaviours you would
as that?

2. Canyou give e
occurred in you
about your co-3
consider as wo

Causes

3. Do you think
learned at the
4. What, in your o
so?

aracteristics or they are
place?
? And why do you think

aviours from? Can you
give examples? § ‘you pinpoint any in your

organisation? ... ' ‘ —
Consequences ‘ ' __@!

6. Are there é@n_s_equﬂcgmfb ce deviant ﬁ”(ﬁﬁjs |I e
Eﬁa _OE(ﬂ LU Cﬁé

1k
Section 2: Influence of cultural orien eviant behaviours

7. In your opinion, how do you think that the socialization that a person receives can make
him/her engage in behaviours considered as deviance at the workplace? How does one’s
upbringing influence his/her behaviour at the workplace?
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8. How do you think that the ethnic and social affiliations a person belongs can make him/her
do certain things that the organisation considers deviant behaviours? And how about the
family obligations of a person? How does that influence the person’s tendency to engage
in deviant behaviours?
9. How do you think your values, beliefs, and traditional background can affect how you
understand what is considered workplace deviant behaviours?
10. Would you say that culture can cause people to engage in behaviours in the workplace
which management consider undesirable or unacceptable? How?
11. Do you work with people of different cultural backgrounds? What can you say about
working with someone whose cultural background is different from yours?
Section 3: Exploring factors that can reduce or increase the effect of personal cultural
orientation on workplace deviant behaviours?

12. If you are not treated well in your organisation, what will make you avoid engaging in
undesirable workplace behaviours as retaliation to the source of mistreatment in the
workplace?

13. Assuming that y

eats you but at the same
attempts to mistreat you
oss, how likely are you

time your cowo!
and try to make
to respond in s

14. Consider that ot good to help another

peer at the worl omp igni 1ink it is good to do so,
& [ ‘ ‘ . 1

how would you refate with such a coworker especially when you are working with him on

a task?

15. Where there ar N term \t isseonsi and or immoral between
you and the org 1 chave in an undesirable

way in the orgai
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