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ABSTRACT

Workplace deviant behaviours, including absenteeism, insubordination, and misuse of
organizational resources, significantly undermine efficiency and service delivery in the
public service sector. This study investigates the impact of organizational culture on
workplace deviant behaviours in the public service, focusing on the impact of
organizational culture, leadership styles, job satisfaction, work environment, and
organizational justice. A quantitative research design was employed, with data
collected from 298 public service employees using structured questionnaires.
Descriptive and inferential statistical analyses, including multiple regression, were

conducted to explore the relationships between the variables.

The findings revealed that organizational culture (=-0.295, p<0.001), job satisfaction
(B=-0.228, p<0.001), work environment (B=-0.115, p=0.049), and organizational
justice (B=-0.203, p=0.001 \beta = -0.203, p = 0.0013=-0.203, p=0.001) had
significant negative relationships with workplace deviant behaviours, indicating that
improvements in these areas reduce deviance. Leadership style demonstrated a
marginally significant influence (3=-0.112, p=0.057) suggesting its potential role in
mitigating deviance when combined with other organizational strategies. These
findings align with established theories such as Schein’s Cultural Model, Adams’
Equity Theory, and the Job Demands-Resources Model, reinforcing the importance of

a holistic approach to managing workplace behaviour.

The study contributes to the understanding of workplace deviance by emphasizing the
need for ethical organizational cultures, transformational leadership, improved job
satisfaction, supportive work environments, and transparent justice systems in public
institutions. Practical recommendations include implementing leadership development
programs, enhancing employee recognition initiatives, and improving workplace
conditions. The findings provide a foundation for future research exploring longitudinal

impacts and cross-sectoral comparisons.

Keywords: workplace deviance, organizational culture, leadership style, job

satisfaction, work environment, organizational justice, public service, Zambia.



CHAPTER ONE: INTRODUCTION

1.0 Introduction
The chapter introduces the study on the impact of organizational culture on workplace

deviant behaviours (WDB) within Zambia’s public service sector in Lusaka district
beginning from the background to the study, discussing the statement of the problem,
the research objectives which include specific objectives, research hypothesis,
significance and scope of the study, definition of key terms and concepts and

concluding with organisation of the report

1.1 Background of the Study
Workplace deviant behaviour (WDB) has long been recognized as a critical challenge

for organizations worldwide, but its implications are especially severe in the public
service sector, where accountability, transparency, and the efficiency of service
delivery are non-negotiable. Over the decades, these behaviours have evolved from
isolated incidents into a systemic problem that undermines the very foundations of
public institutions. Historical records from the 1990s in Zambia reveal that early public
service audits identified significant issues—such as chronic absenteeism and
resource misappropriation—in nearly one-quarter of institutions. Such findings
underscored the urgency of addressing WDB, as these behaviours not only
compromised internal productivity but also threatened public trust in government

operations.

Over time, the definition of WDB has expanded to include a wide range of intentional
actions by employees that violate organizational norms. Building on the foundational
work of Robinson and Bennett (1995), modern scholarship distinguishes between
organizational deviance—acts like theft, sabotage, and the misuse of resources—and
interpersonal deviance, which includes insubordination, harassment, and other forms
of incivility. Recent empirical studies have further quantified the impact of these
behaviours. For example, research by Nguyen et al. (2023) indicates that
organizations plagued by high levels of workplace deviance experience a 20-30%
drop in overall efficiency, a statistic that resonates deeply in Zambia’s resource-

constrained public service environment. In practical terms, absenteeism, one of the



most common forms of WDB, costs global organizations billions annually. In Zambia,
where public projects and services are already vulnerable to delays, the cumulative

effect of such inefficiencies is particularly damaging (Banda & Phiri, 2021).

The adverse effects of WDB extend beyond lost productivity and financial waste. They
contribute to a toxic workplace culture characterized by conflict, low morale, and
diminished collaboration. Recent surveys reveal that as many as 42% of public sector
employees in Zambia report low job satisfaction, often attributing their dissatisfaction
to perceived favouritism, inequitable treatment, and even harassment (Chishimba et
al., 2022). This environment not only drives higher turnover—an issue reflected in a
15% rise in turnover rates over the past decade among public service employees
(African Management Review, 2022)—but also creates a breeding ground for further
deviant behaviours. Such a cycle of negativity further impairs organizational
performance, making it increasingly difficult to implement reforms or achieve desired

service delivery outcomes.

A historical perspective on the evolution of WDB in Zambia’s public service reveals a
persistent pattern of challenges that have been exacerbated by weak organizational
structures. Early reforms in the 1990s aimed at increasing efficiency and accountability
were often thwarted by systemic issues such as inadequate funding, bureaucratic
inertia, and political interference. Over the years, these challenges have compounded,
with subsequent research noting that ineffective leadership and poor employee
engagement continue to foster an environment where deviant behaviour is more likely
to occur. Studies by Al-Hawari et al. (2020) and Ahmad et al. (2022) have
demonstrated that toxic organizational cultures—characterized by favouritism, lack of
accountability, and inequitable resource distribution—can significantly elevate the risk
of deviant behaviour. These findings are particularly resonant in the context of
Zambia’s public service, where persistent resource constraints and outdated

management practices have created fertile ground for such behaviours.

In addition to internal organizational factors, WDB has also had a profound impact on
the reputation of public service institutions. Public trust is paramount in these
institutions, yet repeated incidents of corruption, misuse of resources, and unethical

employee conduct have tarnished their image. A 2021 report by Transparency
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International ranked Zambia 117th out of 180 countries on the Corruption Perception
Index, reflecting widespread perceptions of unethical practices within the public sector
(ZPS, 2021). Such reputational damage not only undermines the credibility of these
institutions but also erodes the public’'s confidence in their ability to manage and

allocate resources effectively.

Furthermore, legal and compliance issues arising from deviant behaviours add
another layer of complexity. When actions contravene labour laws or ethical standards,
organizations face the dual burden of financial penalties and reputational damage.
These legal challenges, coupled with the high costs of remedial actions, further strain
already limited budgets in the public sector, making it increasingly difficult for
institutions to invest in preventive measures or systemic reforms (Kim et al., 2021).

Despite the extensive global literature on workplace deviance, there remains a
significant gap in empirical research that thoroughly examines the historical evolution
and contemporary organizational determinants of WDB in Zambia’s public service
sector. Most existing studies have either focused on isolated issues—such as
corruption or inefficiencies—or have been confined to qualitative assessments without
integrating comprehensive historical data and robust statistical evidence. This gap
leaves policymakers and public managers with insufficient insights to develop

targeted, evidence-based interventions.

This study seeks to fill that void by investigating how factors such as organizational
culture, leadership styles, job satisfaction, work environment, and perceptions of
organizational justice influence workplace deviant behaviours in public service
institutions within Lusaka District. By incorporating both historical perspectives and
contemporary statistical data, the research aims to offer a comprehensive analysis of
WDB, providing actionable insights that can inform the design of effective
interventions. Ultimately, such insights are critical for fostering ethical workplace
cultures, improving service delivery, and enhancing the overall performance and

accountability of Zambia’s public institutions.



1.2 Statement of the Problem
The public service institutions play a crucial role in Zambia’s national development,

but despite their importance, these organizations are increasingly challenged by
workplace deviant behaviours that significantly undermine their efficiency and
effectiveness. These Workplace deviant behaviours (WDBs), are deemed to be
intentional actions by employees that violate organizational norms and harm the
organization or its members (Robinson & Bennett, 1995), have emerged as a pressing
issues in this sector. The incidences of absenteeism, misuse of resources, and
insubordination are not only reducing productivity but also resulting in substantial
financial losses and deteriorating employee morale. For example, studies indicate that
organizations experiencing high levels of WDB can suffer a reduction in overall
efficiency by 20-30% (Nguyen et al., 2023). For instance, absenteeism alone has
been shown to cost global organizations billions annually—a concern that is
particularly acute in Zambia’s resource-constrained public service (Banda & Phiri,
2021).

Moreover, the persistence of these deviant behaviours contributes to a toxic work
environment, fostering conflict, mistrust, and diminished collaboration among
employees. Such an environment has been linked to low job satisfaction, increased
stress, and higher turnover rates, all of which exacerbate the inefficiencies in service
delivery (Chishimba et al., 2022; African Management Review, 2022). The situation is
further aggravated by deep-rooted organizational determinants, such as weak
organizational culture, ineffective leadership, inadequate conflict resolution
mechanisms, and perceptions of injustice. Research has shown that toxic cultures
characterized by favouritism, lack of accountability, and inequitable resource
distribution significantly amplify the prevalence of deviant behaviours (Al-Hawari et al.,
2020), while the absence of transformational leadership and effective employee

engagement further exacerbates the problem (Ahmad et al., 2022).

Additionally, the repercussions of WDB extend beyond immediate operational
inefficiencies; they also tarnish the reputation of public service institutions. Repeated
incidents of corruption, resource misuse, and employee misconduct have undermined
public trust, as evidenced by Zambia’s low ranking on the Corruption Perception Index
(ZPS, 2021). Legal and compliance issues further compound these challenges, as
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deviant behaviours that contravene labour laws or ethical guidelines expose
organizations to lawsuits, penalties, and potential loss of accreditation (Kim et al.,
2021). Despite the severe implications of WDB for organizational performance and
public service delivery, there remains a significant gap in empirical research within the
Zambian context. While prior studies have examined isolated issues such as
corruption or operational inefficiencies, few have comprehensively investigated how
the interplay of organizational culture, leadership styles, job satisfaction, work
environment, and organizational justice influences workplace deviant behaviours in

Zambia’s public service sector.

This study sought to fill the gap by systematically exploring the increasing prevalence
of deviant behaviours—specifically absenteeism, misuse of resources, and
insubordination—and their impact on organizational efficiency and public service
delivery. By providing evidence-based insights into the organizational culture of WDB,
the research aims to inform the development of targeted interventions and strategies
to mitigate these behaviours, ultimately enhancing the performance and credibility of

Zambia’s public service institutions.

1.3 Research Objectives
1.3.1 General Objective

To investigate the impact of organisation dynamics on workplace deviant behaviours
in the public service sector in Lusaka, Zambia.
1.3.2 Specific Objectives
1. To examine the impact of organizational culture on workplace deviant
behaviours in the public service in Lusaka district.
2. To analyse how different leadership styles, influence workplace deviant
behaviours.
3. To assess the relationship between job satisfaction and workplace deviant
behaviours.
4. To evaluate the effect of the work environment on the occurrence of deviant
behaviours.
5. To investigate the role of organizational justice in mitigating workplace deviant

behaviours.



1.4 Research Hypotheses
1. Hj: Organisational culture has a significant influence on workplace deviant

behaviours in the public service sector.
2. Hj: Leadership styles significantly mitigate workplace deviant behaviours.
3. Hs: Job satisfaction is negatively associated with workplace deviant behaviours.
4. H4: A supportive work environment reduces the occurrence of workplace
deviant behaviours.
5. Hs: Organisational justice has a significant effect on mitigating deviant

behaviour

1.5 Significance of the Study
The significance of this study lies in its contribution to understanding and mitigating

workplace deviant behaviours (WDB) within Zambia’s public service in Lusaka district.
WDB negatively affects organisational performance, employee morale, and public
trust. By identifying the organisational determinants of such behaviours, this research
provides actionable insights for improving the public service sector’s efficiency and
effectiveness. The findings will be particularly valuable to policymakers, management,
and human resource practitioners in Zambia as they formulate strategies to create

ethical and supportive workplace environments.

The study offers insights into how organisational culture, leadership styles, job
satisfaction, work environment, and organisational justice impact their behaviours and
overall well-being for public service employees. Addressing these factors can improve
job satisfaction, reduce stress, and enhance employee engagement. For
management, the study’s recommendations will guide the development of policies and
practices that foster ethical behaviour, fairness, and collaboration. This is critical for

addressing the root causes of WDB and enhancing service delivery.

The study also has broader implications for public sector reform in Zambia, where
inefficiencies and corruption often undermine development goals. By shedding light
on the organisational factors that drive deviant behaviours, this research supports
efforts to build transparent and accountable public institutions. Ultimately, the study
contributes to the wider discourse on workplace ethics and organisational
performance, serving as a resource for academics, practitioners, and policymakers

interested in improving public sector governance.
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1.6 Scope of the Study

This study focuses on investigating the impact of organisational culture on workplace
deviant behaviours within Zambia’s public service sector, specifically in Lusaka district.
The research examines how organisational culture, leadership styles, job satisfaction,
work environment, and organisational justice influence deviant behaviours among
public service employees. The geographical scope is limited to Lusaka, as it
represents a central hub of Zambia’s public administration and offers a diverse sample

of public institutions.

The study does not cover private sector organisations or public institutions outside
Lusaka, as the aim is to generate context-specific insights for the public service sector
in Lusaka. Additionally, while the research focuses on organisational culture, it does
not investigate individual-level factors such as personality traits or external socio-
economic influences on deviant behaviours. This scope allows the study to remain
focused on actionable organisational interventions while providing a clear framework

for understanding WDB in Lusaka’s public service.

1.7 Definition of Key Terms and Concepts
1. Workplace Deviant Behaviours (WDB): Workplace deviant behaviours refer to

voluntary actions by employees that violate organisational norms and policies,
potentially harming the organisation, its members, or both. These behaviours include
absenteeism, theft, misuse of resources, and interpersonal conflicts, which hinder
organisational efficiency and employee morale (Robinson & Bennett, 2021.

2. Organisational Culture: Organisational culture encompasses the shared values,
beliefs, norms, and practices that shape how employees interact and perform their
roles within an organisation. It influences employee behaviour and is considered a
critical determinant of workplace deviance (Schein, 2019).

3. Leadership Styles: Leadership styles describe the behaviours and methods
leaders use to influence and manage their teams. Common styles include
transformational, transactional, and laissez-faire leadership, each of which impacts
employee behaviour and workplace outcomes differently (Bass & Riggio, 2016).

4. Job Satisfaction: Job satisfaction refers to the degree to which employees feel

fulfilled and content with their work roles, including factors such as pay, recognition,



and work-life balance. High job satisfaction is often associated with lower levels of
workplace deviance (Judge et al., 2017).

5. Work Environment: The work environment includes the physical, social, and
psychological conditions in which employees operate. A positive work environment
fosters collaboration and productivity, reducing the likelihood of deviant behaviours
(Oldham & Fried, 2016).

6. Organisational Justice: Organisational justice refers to employees' perceptions of
fairness in workplace processes, outcomes, and interpersonal interactions. Perceived
fairness significantly influences employee attitudes and behaviours, including their
propensity to engage in deviance (Colquitt et al., 2015).

7. Public Service Sector: The public service sector consists of government-operated
institutions and organisations responsible for delivering essential services to citizens.
It is characterised by high accountability standards, making it particularly vulnerable

to the adverse effects of workplace deviance (OECD, 2020).

1.8 The Organisation of the Report
This report is structured into six chapters to ensure a logical presentation of the

research findings. Chapter One introduces the study, providing an overview of the
research problem, objectives, research questions, and significance. Chapter Two
offers a detailed review of relevant literature, discussing theoretical frameworks,
empirical studies, and knowledge gaps related to workplace deviant behaviours.
Chapter Three outlines the research methodology, including the research design, data
collection methods, sampling techniques, and ethical considerations. Chapter Four
presents the results of the study, including descriptive and inferential statistical
analyses. Chapter Five discusses the findings in relation to the research objectives
and aligns them with the literature reviewed. Finally, Chapter Six concludes the report,
summarising key findings, highlighting limitations, and providing recommendations for
practice and future research.



CHAPTER TWO: LITERATURE REVIEW

2.0 Introduction
The general objective of this study is to investigate the impact of organizational culture

on workplace deviant behaviours in the public service sector in Lusaka, Zambia. This
chapter aims to provide a comprehensive review of existing literature relevant to
workplace deviance, examining its relationship with organizational culture, leadership
styles, job satisfaction, work environment, and organizational justice. The chapter
establishes a theoretical foundation for the study, highlights significant findings from
prior research, and identifies gaps that this study seeks to address. The chapter also

critiques the existing literature.

To conduct the literature review, a systematic procedure was followed to ensure the

inclusion of relevant, high-quality, and recent scholarly works. Keywords such as

” o« ” o«

“‘workplace deviant behaviours,” “organizational culture and deviance,” “leadership

styles and workplace deviance,” “job satisfaction and workplace behaviours,

work
environment and employee deviance,” and “organizational justice and workplace
behaviours” were used to search for literature. The review strictly focused on sources
published within the last decade (2014-2024) to ensure the study reflects current
trends and developments. Scholarly articles were primarily sourced from peer-
reviewed journals, including the Journal of Organizational Behaviour, International
Journal of Human Resource Management, Leadership Quarterly, African Journal of
Management Studies, and the Journal of Applied Psychology. To access these
articles, reputable academic databases such as ProQuest, EBSCOhost, Emerald
Insight, JSTOR, and ScienceDirect were utilized. Additionally, Google Scholar and
institutional library portals were employed as search engines to identify open-access

resources and citation trails that contributed to this review.

The chapter begins with a discussion of workplace deviant behaviours, defining and
categorizing the variable to establish a conceptual understanding. Following this, the
chapter explores five key organizational factors—organizational culture, leadership
styles, job satisfaction, work environment, and organizational justice—that influence
workplace deviance. The relationships between these variables are critically analysed

through existing global, Sub-Saharan African, and Zambian literature. The chapter



concludes by identifying gaps in the literature and introducing the conceptual

framework that visually represents the hypothesized relationships.

2.1 Workplace Deviant Behaviours
Workplace deviant behaviours refer to voluntary actions that violate organizational

norms, policies, or rules and threaten the functioning of the organization or its
members (Robinson & Bennett, 1995). These behaviours are intentional rather than
accidental and arise from a combination of individual, organizational, and
environmental factors. Workplace deviance negatively impacts organizational
performance, employee morale, productivity, and trust, leading to a toxic work
environment (Spector & Fox, 2018). In public institutions, such behaviours are
particularly detrimental as they impair service delivery, diminish public trust, and
compromise accountability, which are critical elements of public administration
(Chileshe et al., 2022).

Scholars broadly classify workplace deviance into interpersonal deviance and
organizational deviance. Interpersonal deviance involves actions that harm individuals
within the organization, such as co-workers or supervisors. Examples include verbal
abuse, harassment, favouritism, and spreading rumours (Bowling et al., 2019). These
behaviours undermine teamwork, disrupt healthy communication, and create a climate
of distrust, often leading to decreased employee engagement. In contrast,
organizational deviance targets the organization itself and includes actions like
absenteeism, theft, misuse of company resources, sabotage, and neglect of duties
(Martins & Terblanche, 2021). Organizational deviance directly impacts operational
efficiency and resource utilization, making it a critical concern for managers and

policymakers.

Robinson and Bennett's (2021) typology of workplace deviance categorizes these
behaviours further into minor versus serious and interpersonal versus organizational
dimensions. For example, minor interpersonal deviance includes actions such as
gossiping, while serious organizational deviance includes sabotage and fraud. This
framework is widely recognized in literature as it allows researchers to analyse the

severity and nature of deviant behaviours comprehensively. Deviance is often context-
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specific, meaning that cultural and institutional factors determine how deviance

manifests and how it is perceived in various workplaces (Greenberg & Scott, 2020).

The prevalence of workplace deviance has increased in contemporary organizations
due to factors such as resource constraints, perceived injustices, and ineffective
leadership (Spector et al., 2019). In the public sector, factors like bureaucratic
inefficiencies, limited career growth opportunities, delayed salaries, and inadequate
work resources often trigger frustration and retaliatory behaviours (Ndung'u &
Wambua, 2021). For instance, studies in Sub-Saharan African public institutions
highlight absenteeism, insubordination, and negligence as common deviant
behaviours resulting from a lack of accountability and ineffective leadership (Adegoke
et al., 2020).

Workplace deviance is often linked to stress and employee dissatisfaction. According
to Spector and Fox (2018), employees experiencing high levels of stress are more
likely to engage in counterproductive work behaviours (CWBs), which include both
interpersonal and organizational deviance. Stressors such as role ambiguity,
excessive workloads, poor working conditions, and interpersonal conflicts are
common triggers. For example, Nguyen et al. (2019) found a significant positive
relationship between job stress and organizational deviance in a study of Asian firms.
Similarly, Wambua et al. (2021) noted that employees in Kenyan county governments
resorted to deviant behaviours such as absenteeism and misuse of resources due to

high job demands and low managerial support.

In public institutions, perceptions of fairness and justice play a key role in shaping
employee behaviours. Employees who perceive distributive injustice (unfair resource
distribution), procedural injustice (unfair processes), or interactional injustice (lack of
respect or dignity) are more likely to retaliate through deviant behaviours (Colquitt et
al., 2019). For example, Banda and Phiri (2021) found that perceptions of favouritism
in promotions within Zambia’s local government institutions led to widespread
dissatisfaction, absenteeism, and workplace conflicts. These findings align with Equity
Theory, which posits that individuals who perceive inequities will attempt to restore

balance, often through negative behaviours (Adams, 1965).
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Another critical factor contributing to workplace deviance is leadership style.
Transformational leadership, characterized by inspiration, trust, and ethical behaviour,
has been found to reduce workplace deviance by fostering a sense of belonging and
motivation among employees (Choi et al., 2017). On the contrary, authoritarian and
laissez-faire leadership styles have been associated with increased deviance.
Authoritarian leadership often creates resentment and resistance among employees,
while laissez-faire leadership, marked by a lack of direction and oversight, allows
deviance to go unchecked (Hee et al., 2020). In Zambia, Phiri and Zulu (2020)
observed that poor leadership practices in the health sector contributed to increased
absenteeism and negligence among medical staff, which undermined service delivery.
Organizational culture also plays a significant role in either encouraging or mitigating
workplace deviance. Schein’s (2010) Organizational Culture Theory emphasizes that
shared values, beliefs, and norms shape employee behaviours. A positive
organizational culture that promotes ethical behaviour, transparency, and
accountability can reduce workplace deviance. Conversely, toxic organizational
cultures characterized by favouritism, unethical practices, and lack of accountability
create an environment where deviance becomes normalized (Martins & Terblanche,
2021). In Ghana'’s public health sector, Agyemang and Boateng (2020) found that
hierarchical cultures exacerbated workplace deviance, including insubordination and

misuse of resources.

Workplace deviance also arises from poor work environments. The work environment
includes physical conditions (e.g., safety, cleanliness, and resource availability) and
social conditions (e.g., interpersonal relationships and support systems). Poor working
conditions often lead to frustration, stress, and disengagement, increasing the
likelihood of deviant behaviours (Nguyen et al., 2019). For instance, Mulenga et al.
(2020) identified delays in resource allocation, poor physical conditions, and long
working hours as drivers of absenteeism and withdrawal behaviours in Zambia’s

health sector.

Finally, job satisfaction is a critical determinant of workplace behaviours. Employees
who are satisfied with their jobs exhibit lower levels of workplace deviance, as
satisfaction fosters commitment and organizational loyalty (Judge et al., 2017).

Conversely, job dissatisfaction due to factors such as poor compensation, lack of
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recognition, and limited career advancement often leads to negative behaviours such
as absenteeism, withdrawal, and sabotage (Wambua et al., 2021). In Zambia, Banda
and Mulenga (2022) found that dissatisfaction with delayed salary payments and
inadequate career growth opportunities were major contributors to workplace

deviance in the public sector.

In summary, workplace deviant behaviours pose significant challenges to
organizations, particularly public institutions, where they undermine service delivery
and public trust. These behaviours are influenced by multiple organizational factors,
including leadership styles, organizational culture, job satisfaction, perceptions of
fairness, and work environments. Understanding these determinants is critical for
developing targeted interventions to mitigate deviance and promote ethical and
productive workplace behaviours. This study focuses on examining these relationships
within the public service sector in Lusaka, Zambia, to provide practical solutions for

addressing workplace deviance.

2.2 Empirical Review
The empirical review examines previous studies, and their findings related to

organizational determinants of workplace deviant behaviours. This section focuses on
analysing existing literature to provide a comprehensive understanding of the topic
while identifying gaps that this research intends to address. It is organized according
to specific objectives, each further divided into global, Sub-Saharan African, and
Zambian perspectives. For each sub-section, the methodologies employed, their
strengths and weaknesses, and the findings are discussed. By synthesizing various
studies, this review highlights gaps in existing knowledge and the relevance of
addressing them in the context of public service in Zambia.

2.2.1 Global Literature

Globally, organizational culture is recognized as a critical determinant of employee
behaviour in both public and private institutions. Martins and Terblanche (2021)
explored how innovative organizational cultures mitigate counterproductive work
behaviours in multinational corporations across Europe. Their mixed-method
approach combined surveys and interviews, allowing for comprehensive insights into

cultural influence on employee conduct. Surveys provided robust statistical data, while
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interviews captured nuanced perspectives. However, the reliance on self-reported
data introduced potential biases, as employees may underreport deviant behaviours
due to fear of repercussions or social desirability concerns. Despite these limitations,
their findings indicated that inclusive and innovative cultures foster employee

engagement, thus reducing deviance.

In contrast, Zhang et al. (2020) applied structural equation modelling (SEM) to
examine the mediating role of organizational commitment in the relationship between
culture and workplace deviance in China. This quantitative approach was particularly
effective for evaluating complex interrelationships, offering a high level of statistical
precision. However, the method's requirement for large sample sizes posed
challenges, especially for smaller organizations. The study revealed that toxic
organizational cultures characterized by favouritism, excessive bureaucracy, and
micromanagement directly influenced deviant behaviours, highlighting the need for
proactive cultural reforms. Zhang et al.’s research, however, was predominantly
focused on the private sector, leaving gaps in understanding public sector dynamics

where resource constraints and bureaucratic challenges prevail (Kim et al., 2021).

Furthermore, Hee and Jing (2020) investigated cross-cultural variances in
organizational culture’s impact on workplace deviance, comparing findings from North
America and Asia. Their findings underscored that collectivist cultures in Asian
contexts often suppress overt deviant behaviours due to stronger social norms. In
contrast, individualistic cultures observed in North America displayed higher levels of
workplace deviance, especially when leadership accountability was lacking. This study
highlighted significant cultural differences but did not delve deeply into public

institutions, creating an avenue for future research.

Arecurring gap in global literature is the limited exploration of public sector institutions,
where the emphasis on accountability, resource constraints, and service delivery
creates unique challenges (Colquitt et al., 2019). Additionally, most studies emphasize
Western contexts, with limited focus on cultural diversity and its implications for

workplace behaviours in regions such as Africa and South Asia.
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2.2.2 Sub-Saharan Africa Literature

In Sub-Saharan Africa, research on organizational culture and workplace deviance
has grown in recent years, reflecting the region's focus on improving institutional
governance. Aboagye and Boateng (2019) conducted a case study of Ghana's health
sector to investigate hierarchical cultures' role in fostering workplace deviance. Their
qualitative approach involved semi-structured interviews with employees and
managers, which provided rich, contextual insights into cultural dynamics. However,
the lack of quantitative validation limited the generalizability of their findings. The study
identified that hierarchical cultures often discourage open communication, leading to

resentment and deviance, such as absenteeism and insubordination.

Similarly, Ndung’u et al. (2020) employed regression analysis to assess the role of
organizational culture in shaping workplace behaviours within Kenyan county
governments. Their findings demonstrated that cultures emphasizing accountability
and transparency were effective in reducing deviance, while those marked by
nepotism and favouritism exacerbated counterproductive behaviours. Regression
analysis allowed the authors to isolate the impact of specific cultural variables, making
their conclusions statistically sound. However, the study lacked qualitative depth,

which could have provided greater insight into the lived experiences of employees.

A study by Nnaiji and Akpa (2021) in Nigeria used mixed methods to evaluate how
cultural factors affect workplace deviance in local government institutions. They
identified that a lack of inclusivity and poor leadership communication significantly
contributed to deviant behaviours such as theft and misuse of public resources. The
integration of quantitative surveys with qualitative interviews strengthened the study,
but its cross-sectional nature limited the ability to track long-term cultural changes.

Despite these contributions, Sub-Saharan African research often lacks longitudinal
studies, making it difficult to assess how organizational culture evolves over time and
its subsequent impact on deviance (Munyeka & Ngirande, 2018). Additionally, most
studies are country-specific, failing to explore regional trends or differences between

various public sectors.

2.2.3 Zambian Literature
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In Zambia, literature examining the relationship between organizational culture and
workplace deviance is still limited but growing. Chishimba et al. (2022) conducted a
cross-sectional survey involving employees from various public institutions. Using
descriptive statistics and thematic analysis, the study highlighted those toxic cultures
characterized by favouritism, lack of accountability, and poor communication channels
were key drivers of workplace deviance. Their findings suggested that fostering
transparent and ethical cultures could significantly reduce behaviours like
absenteeism and corruption. However, the study’s reliance on a cross-sectional design

failed to capture how cultural changes over time affect workplace deviance.

Banda and Phiri (2021) explored the role of leadership practices in shaping workplace
culture and their subsequent influence on deviance within Zambia’s local government
institutions. The authors used qualitative interviews to investigate employees'
perspectives, revealing that weak transformational leadership and inconsistent
enforcement of policies contributed to deviant behaviours. While the study provided
in-depth contextual insights, its small sample size and focus on local government

institutions limited the applicability of its findings to the broader public sector.

Mwiinga et al. (2020) adopted a quantitative approach using structural equation
modelling to evaluate cultural determinants of deviant behaviours in Zambian state-
owned enterprises. Their findings indicated that employee perceptions of fairness and
inclusivity in organizational culture significantly reduced workplace deviance. The use
of SEM strengthened the study’s validity, but the lack of qualitative data limited the

exploration of employees’ personal experiences and perceptions.

Key gaps in Zambian literature include the lack of multi-sectoral studies comparing
organizational cultures across different public service institutions. Additionally, most
research has been cross-sectional, limiting insights into how cultural reforms impact
deviance over time. Incorporating longitudinal designs and advanced mixed methods
could provide a more comprehensive understanding of the interplay between culture

and workplace deviance in Zambia.

2.2.2.1 Impact of Leadership Styles on Workplace Deviant Behaviours
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Leadership style is a crucial determinant of workplace behaviour, influencing both
positive and negative employee actions. Effective leadership fosters organizational
commitment and reduces the likelihood of workplace deviance, whereas ineffective
leadership may contribute to counterproductive work behaviours. The following section
explores global, Sub-Saharan African, and Zambian perspectives on the relationship
between leadership styles and workplace deviance, highlighting methodologies used,

their advantages and disadvantages, knowledge gaps, and findings.

2.2.2.2 Global Literature

Globally, scholars have extensively studied the influence of leadership styles on
workplace behaviours. Choi et al. (2017) conducted a meta-analysis focusing on
transformational leadership across multiple sectors in Europe and North America.
Their findings revealed that transformational leadership, characterized by vision,
motivation, and employee empowerment, significantly mitigated workplace deviance.
The meta-analytic approach enhanced the reliability of the findings by synthesizing
data from diverse studies. However, it excluded small-scale studies from non-Western
contexts, potentially limiting the applicability of the results to diverse cultural

environments.

Similarly, Hee et al. (2020) employed longitudinal surveys to investigate the role of
transactional and laissez-faire leadership in Asian manufacturing firms. They found
that transactional leadership, with its emphasis on structure, rewards, and
performance monitoring, was effective in curbing deviant behaviours such as tardiness
and misuse of resources. Conversely, laissez-faire leadership, marked by a lack of
direction and involvement, was strongly correlated with increased workplace deviance,
including insubordination and theft. While the longitudinal design captured the
temporal effects of leadership, the study’s focus on manufacturing limited its

generalizability to other industries.

Kim et al. (2021) explored the cultural dynamics of leadership styles and workplace
deviance in cross-national studies. They observed that participatory leadership styles,
prevalent in collectivist societies, reduced deviance by fostering a sense of community
and shared responsibility. However, in individualistic societies, authoritarian leadership

styles were more effective in minimizing deviance by enforcing strict compliance.
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While the study provided rich cultural insights, its reliance on cross-sectional data
limited the ability to assess long-term leadership impacts.

Global studies frequently highlight gaps related to limited sectoral diversity and an
over-reliance on Western-centric perspectives. There is a growing need to investigate
leadership styles in public institutions, where hierarchical and bureaucratic structures

may influence leadership effectiveness differently.

2.2.2.3 Sub-Saharan Africa Literature

Leadership research in Sub-Saharan Africa has increasingly focused on how various
styles impact workplace behaviours in the region's unique socio-economic and cultural
contexts. Adebayo and Alabi (2019) conducted a qualitative study in Nigeria’s public
sector to examine the role of authoritarian leadership in fostering workplace deviance.
Their findings revealed that authoritarian leadership often led to passive resistance,
absenteeism, and reduced employee engagement. While the qualitative methodology
offered deep contextual insights, its lack of statistical analysis limited broader

applicability.

Ndung’u et al. (2021) employed a mixed-methods approach to study the influence of
transformational leadership on workplace behaviours in Kenyan county governments.
The study found that transformational leadership reduced deviance by fostering trust,
accountability, and employee motivation. The integration of quantitative surveys and
qualitative interviews provided robust evidence, but the study was geographically

confined, limiting its generalizability across other Sub-Saharan African nations.

Munyeka and Ngirande (2018) explored the effects of laissez-faire leadership in South
African municipalities. Using regression analysis, they observed that laissez-faire
leadership, marked by a lack of decision-making and direction, significantly increased
workplace deviance. Employees under such leadership reported higher instances of
fraud, theft, and absenteeism. The study’s reliance on regression analysis
strengthened its statistical rigor, but it failed to explore qualitative aspects, such as
employee perceptions of leadership.

While Sub-Saharan African studies have made notable contributions, they often focus

on individual countries, creating a need for comparative research across the region.
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Additionally, there is limited research on how leadership styles interact with cultural

and socio-economic factors in public institutions.

2.2.2.4 Zambian Literature

In Zambia, the relationship between leadership styles and workplace deviance has
received increasing attention. Banda et al. (2021) investigated transformational
leadership practices in local government institutions using a survey-based approach.
Their findings highlighted that transformational leadership, which emphasizes ethical
behaviour, inclusivity, and employee engagement, significantly reduced deviance such
as absenteeism and misuse of public resources. However, the study’s reliance on self-
reported data introduced potential biases, as respondents may have understated

deviant behaviours.

Phiri and Zulu (2020) explored the effects of laissez-faire leadership on workplace
deviance in Zambia’s health sector. The study employed regression analysis and
found a strong correlation between laissez-faire leadership and increased deviant
behaviours, including insubordination and negligence. While the quantitative approach
provided clear statistical evidence, it did not examine underlying reasons for the

behaviours, limiting the depth of the analysis.

Chishimba et al. (2022) conducted a mixed-methods study to assess the role of
transactional leadership in managing workplace deviance within Zambian state-owned
enterprises. Their findings indicated that transactional leadership effectively reduced
minor deviant behaviours, such as tardiness and inefficiency, but was less effective in
addressing more serious deviance, like fraud and corruption. The mixed-methods
design enhanced the study’s credibility by triangulating quantitative and qualitative
data. However, its cross-sectional nature limited the ability to observe changes over

time.

Key gaps in Zambian literature include a lack of multi-sectoral studies that compare
leadership styles across different public institutions. Additionally, there is limited

research on the long-term impacts of leadership styles, as most studies rely on cross-
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sectional designs. Incorporating longitudinal studies and advanced statistical
techniques could provide deeper insights into leadership’s influence on workplace

deviance.

2.2.3 Impact of Job Satisfaction on Workplace Deviant Behaviours

Job satisfaction, defined as the degree to which employees feel fulfilled and content
with their work roles, has been extensively studied as a critical factor influencing
workplace behaviour. High job satisfaction has consistently been associated with
reduced deviant behaviours, as satisfied employees are more likely to demonstrate
organizational commitment and positive conduct. Conversely, low job satisfaction
often leads to frustration, withdrawal, and various forms of deviance. The following
sections explore global, Sub-Saharan African, and Zambian perspectives on the

impact of job satisfaction on workplace deviant behaviours.

2.2.3.1 Global Perspective

Globally, studies have underscored the significant role of job satisfaction in shaping
workplace behaviours. For instance, Spector and Fox (2018) conducted a quantitative
study using structural equation modelling (SEM) to examine the relationship between
job satisfaction and counterproductive work behaviours (CWBs) in multinational
companies across the United States and Europe. Their findings revealed a strong
negative correlation between job satisfaction and workplace deviance. Employees
experiencing higher levels of satisfaction were less likely to engage in absenteeism,
theft, or sabotage. The strength of their methodology lay in its statistical rigor, but a

limitation was its reliance on self-reported data, which could be subject to bias.

In another notable study, Judge et al. (2017) conducted a longitudinal analysis in
private sector firms in Australia to track changes in employee satisfaction and deviant
behaviours over time. Their results demonstrated that decreases in job satisfaction
over a 12-month period led to a significant increase in deviant behaviours such as
insubordination and tardiness. The longitudinal design provided robust evidence of
causal relationships, but its high resource demands limited the sample size and scope

of the study.
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Meanwhile, Bowling et al. (2019) employed meta-analytic techniques to aggregate
findings from multiple studies conducted in North America and Asia. Their analysis
confirmed that job dissatisfaction significantly predicts workplace deviance,
particularly interpersonal deviance (e.g., conflicts and harassment). The study also
highlighted that the relationship is stronger in industries with poor work-life balance.
The meta-analysis enhanced the reliability of their conclusions but failed to address
sector-specific differences, particularly in public institutions.

Global literature has consistently linked job satisfaction with workplace deviance but
reveals gaps in addressing specific cultural and contextual factors. Most studies focus
on private sectors in Western and Asian contexts, neglecting the unique challenges of

public institutions and developing economies.

2.2.3.2 Sub-Saharan African Perspective

In Sub-Saharan Africa, research on job satisfaction and workplace deviance has
grown, though studies remain limited and fragmented. Nwibere and Emecheta (2020)
explored the link between job satisfaction and deviant behaviours in Nigerian banks
using a survey-based quantitative approach. Their findings indicated that
dissatisfaction with compensation, workload, and interpersonal relationships
significantly increased workplace deviance. While the quantitative method provided
clear statistical insights, the study did not incorporate qualitative perspectives, which

could have provided deeper contextual understanding.

Similarly, Kagaari and Munene (2019) conducted a mixed-methods study in Uganda’s
education sector to examine how job satisfaction influences workplace behaviours.
Their results revealed that teachers experiencing dissatisfaction with working
conditions and administrative support exhibited higher levels of absenteeism and
reduced commitment. The integration of quantitative surveys with focus group
discussions strengthened the study's validity, but its focus on a single sector limited

the generalizability of findings to other industries.

In Kenya, Wambua et al. (2021) used regression analysis to assess the relationship
between job satisfaction and workplace deviance in county government offices. Their

findings demonstrated that job satisfaction with rewards, recognition, and supervisory
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support reduced deviant behaviours. However, the study highlighted that resource
constraints and delays in salary payments exacerbated dissatisfaction and deviance.
Although regression analysis provided strong statistical evidence, the study's cross-

sectional design limited the ability to track changes over time.

Despite these contributions, Sub-Saharan African literature often lacks longitudinal
studies that can examine how changes in job satisfaction influence workplace
deviance over extended periods. Additionally, there is limited research comparing
public and private sector organizations, leaving gaps in understanding how institutional

structures affect these dynamics.

2.2.3.3 Zambian Perspective

In Zambia, the study of job satisfaction and its impact on workplace deviance remains
an emerging area of research. Banda and Mulenga (2022) conducted a quantitative
study on public sector employees in Lusaka to examine the effects of job satisfaction
on deviant behaviours. Using descriptive statistics and regression analysis, they found
that dissatisfaction with salary delays, limited career growth opportunities, and poor
supervisory support contributed to increased deviant behaviours such as absenteeism
and negligence. However, the study relied on cross-sectional data, limiting insights

into long-term effects.

Chishimba et al. (2021) explored job satisfaction and employee behaviours in
Zambia’s local government institutions using a mixed-methods approach. The study
revealed that employees who reported higher satisfaction with recognition and
leadership support exhibited fewer instances of workplace deviance. Focus group
discussions provided qualitative insights into the frustrations caused by inadequate
resources and delayed payments, which were major drivers of dissatisfaction. While
the mixed-method design enhanced the robustness of findings, the study focused only
on local government institutions, leaving gaps in understanding other public sector

areas.

Mwansa and Phiri (2020) conducted a qualitative study in Zambia’s health sector,
focusing on the impact of working conditions on job satisfaction and workplace
behaviors. Their findings highlighted that inadequate medical supplies, long working
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hours, and limited managerial support led to high levels of absenteeism and
disengagement. Although the study provided rich contextual data, it lacked

quantitative validation, which could have strengthened the findings.

Key gaps in Zambian literature include the limited scope of studies across various
public institutions and the absence of longitudinal research. Existing studies primarily
use cross-sectional designs, which fail to capture the evolving nature of job satisfaction
and its impact on workplace behaviours. Furthermore, there is a need for more
comparative studies to assess differences between public and private sector

employees.

2.2.4 Impact of Work Environment on Workplace Deviant Behaviours

The work environment plays a pivotal role in shaping employee behaviour and
determining organizational outcomes. A conducive work environment characterized by
safety, adequate resources, supportive leadership, and positive interpersonal
relationships can enhance employee satisfaction and reduce workplace deviance.
Conversely, environments with poor physical conditions, resource constraints, and
toxic relationships often foster frustration, stress, and deviant behaviours. The
following section examines global, Sub-Saharan African, and Zambian perspectives

on the impact of the work environment on workplace deviant behaviours.

2.2.4.1 Global Literature

Globally, several studies have established the critical link between work environments
and workplace deviance. For instance, Nguyen et al. (2019) conducted a quantitative
study in multinational companies across Europe to explore how physical work
environments, such as safety and cleanliness, influence deviant behaviours. The study
employed regression analysis and found that employees working in poorly maintained
environments reported higher instances of absenteeism and sabotage. While the
methodology provided robust statistical evidence, it failed to capture the subjective
experiences of employees, which could offer richer insights into environmental

challenges.

Similarly, Bowling and Eschleman (2020) conducted a meta-analytic review of 120

studies across North America, focusing on the relationship between stressful work
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environments and counterproductive work behaviours (CWBs). Their findings
revealed that toxic work environments characterized by interpersonal conflicts, high
job demands, and lack of resources significantly predicted workplace deviance. The
meta-analysis enhanced the reliability of findings by aggregating data, but it did not

address sectoral differences, particularly in public institutions.

Kim and Park (2021) explored the role of work environment and organizational justice
in South Korean manufacturing firms using structural equation modelling (SEM). Their
study revealed that inadequate resources and perceived inequality in resource
allocation increased workplace deviance, particularly production sabotage. The SEM
methodology was appropriate for analysing complex relationships, but the focus on
manufacturing limited applicability to other industries, such as services or public

administration.

Although global studies highlight the importance of a positive work environment,
significant gaps remain. Most studies focus on private-sector organizations, leaving a
void in understanding public sector work environments where bureaucratic challenges,

limited resources, and cultural factors play a significant role.

2.2.4.2 Sub-Saharan African Literature

In Sub-Saharan Africa, studies have increasingly examined the role of work
environments in influencing workplace deviance, particularly in public institutions
where resource constraints are common. For example, Agyemang and Boateng
(2020) conducted a case study in Ghana’s public health sector to investigate the
impact of resource availability on employee behaviours. Their findings revealed that
insufficient medical supplies and poor working conditions led to absenteeism and
negligence. The qualitative approach provided rich contextual insights, but the findings

lacked statistical generalizability due to the small sample size.

In Nigeria, Adeyemi et al. (2021) used a mixed-methods approach to explore how
workplace stress and poor interpersonal relationships influence deviant behaviours in
local government offices. They found that employees experiencing high levels of
stress due to excessive workloads and inadequate managerial support exhibited
higher levels of counterproductive behaviours. While the mixed-methods design
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strengthened the study's validity, it focused on a single region, limiting broader
applicability across the country.

Ndung’'u and Wambua (2021) conducted a quantitative study in Kenyan county
governments to examine the role of physical work environments in workplace
deviance. Using regression analysis, they found that unsafe and poorly equipped
workplaces were significantly associated with theft, absenteeism, and insubordination.
However, the study failed to explore how non-physical factors, such as interpersonal
relationships and leadership support, influenced deviant behaviours, presenting a gap

in the research.

Overall, Sub-Saharan African studies reveal that poor work environments, resource
inadequacies, and workplace stress are significant contributors to deviant behaviours.
However, most studies are cross-sectional, failing to capture long-term changes in

work environments and their impact on employee behaviour.

2.2.4.3 Zambian Literature

In Zambia, the role of work environments in shaping workplace deviant behaviours
has received limited empirical attention. Chileshe et al. (2022) conducted a survey-
based study to explore the relationship between workplace conditions and deviant
behaviours in Lusaka’s public institutions. Their findings indicated that insufficient
resources, poor sanitation, and overcrowded office spaces led to frustration among
employees, increasing absenteeism and low productivity. The use of descriptive
statistics provided a clear overview of the issues but lacked advanced analysis to

establish causal relationships.

Phiri and Banda (2021) examined the effects of workplace relationships and stress on
deviant behaviours in Zambia’s local government offices. Using qualitative interviews,
they found that toxic interpersonal relationships, lack of leadership support, and job-
related stress were primary contributors to workplace deviance. Although the study
provided in-depth insights into employee experiences, the absence of quantitative

validation limited the generalizability of the findings.

Further, Mulenga et al. (2020) investigated the impact of resource inadequacies on

employee behaviour in Zambia’s health sector. Their study revealed that delays in
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resource allocation, such as medicines and medical equipment, significantly
contributed to absenteeism and negligence. Regression analysis was used to quantify
the relationship, but the study lacked qualitative data to understand the underlying

frustrations faced by employees.

Zambian studies highlight the significant role of work environments in influencing
deviant behaviours, particularly in public institutions where resource constraints and
stressful conditions are prevalent. However, the existing literature has several gaps.
Most studies focus on specific sectors, such as health and local government, with
limited cross-sectoral comparisons. Additionally, longitudinal research is lacking,
which could provide insights into how improvements in work environments influence

workplace deviance over time.

2.2.5 Impact of Organizational Justice on Workplace Deviant Behaviours

Organizational justice, encompassing perceptions of fairness in decision-making,
resource distribution, and interpersonal treatment, is a crucial factor influencing
workplace behaviours. Employees who perceive fairness within their organization are
more likely to exhibit positive conduct, while perceptions of injustice can lead to
resentment and workplace deviance. This section examines global, Sub-Saharan
African, and Zambian literature on the relationship between organizational justice and

workplace deviant behaviours, highlighting methodologies, findings, and research

gaps.

2.2.5.1 Global Literature

Globally, numerous studies have explored the role of organizational justice in
mitigating workplace deviance. Colquitt et al. (2019) conducted a meta-analysis of 110
studies across North America and Europe, focusing on the three dimensions of
organizational justice: distributive, procedural, and interactional justice. Their findings
revealed that perceptions of distributive justice (fairness in outcomes) were strongly
associated with reduced theft and sabotage, while procedural justice (fairness in
processes) significantly mitigated absenteeism and insubordination. Interactional
justice, which reflects respectful and dignified treatment, was found to reduce

interpersonal deviance such as workplace conflicts. While the meta-analytic approach
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enhanced the reliability of the conclusions, the focus on quantitative studies excluded
qualitative insights into employee experiences of fairness.

Greenberg and Scott (2020) conducted an experimental study to examine the effects
of perceived injustice on workplace theft in the United States. They manipulated
perceptions of distributive justice by varying compensation levels and observed
employee behaviour. The results demonstrated that employees who perceived their
pay as unfair were more likely to engage in retaliatory deviance, such as theft. The
experimental design allowed for causal inference but was limited in external validity,

as it was conducted in controlled settings.

In Asia, Lee et al. (2021) used structural equation modelling (SEM) to assess the
relationship between procedural justice and workplace deviance in South Korean
manufacturing firms. Their findings indicated that procedural justice had a greater
impact on reducing deviance than distributive justice, particularly when employees
were involved in decision-making processes. While the study provided robust
statistical validation, its sectoral focus on manufacturing limited the generalizability of

the findings to service-oriented industries and public institutions.

Despite the wealth of global literature, gaps remain. Most studies emphasize private-
sector organizations, with limited focus on public institutions where perceptions of
fairness may be influenced by bureaucratic processes. Additionally, few studies
examine the long-term impacts of organizational justice on workplace behaviours,

highlighting a need for longitudinal research.

2.2.5.2 Sub-Saharan African Literature

In Sub-Saharan Africa, organizational justice has emerged as a critical area of study
in understanding workplace deviance, particularly in contexts characterized by
resource constraints and governance challenges. Adegoke et al. (2020) conducted a
cross-sectional study in Nigeria’s public service sector to examine the role of
distributive and procedural justice in reducing deviant behaviours. Their findings
revealed that perceived injustice in resource allocation and decision-making
processes significantly contributed to absenteeism, low productivity, and theft. While
the quantitative approach provided measurable insights, the study did not explore the

contextual factors driving perceptions of injustice.
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Mugisha and Okello (2021) conducted a qualitative study in Uganda’s local
government offices to investigate the effects of interactional justice on workplace
relationships and deviant behaviours. Using focus group discussions, they found that
disrespectful treatment from supervisors and managers led to interpersonal conflicts
and sabotage. The qualitative approach provided rich, contextualized insights, but the

study lacked quantitative validation, limiting the generalizability of the findings.

In Kenya, Wambua et al. (2021) applied regression analysis to assess the impact of
procedural justice on workplace deviance in county governments. Their results
indicated that transparent and fair processes, such as recruitment and promotions,
were associated with reduced deviant behaviours. However, perceptions of
favouritism and nepotism in decision-making exacerbated workplace conflicts and
absenteeism. Although regression analysis allowed for the identification of significant
relationships, the study did not incorporate qualitative data to understand employee

perceptions and experiences in greater depth.

Sub-Saharan African studies highlight important findings but often lack methodological
diversity. Many studies rely on cross-sectional data, limiting the ability to analyse
changes in organizational justice perceptions over time. Furthermore, there is limited
research comparing organizational justice across sectors, such as public

administration, health, and education.

2.2.5.3 Zambian Literature

In Zambia, the study of organizational justice and its impact on workplace deviance is
still developing. Phiri and Banda (2021) conducted a quantitative study on perceptions
of distributive justice in Zambia’s public sector, focusing on salary distribution and
workload fairness. Their findings revealed that perceived inequities in compensation
and resource allocation contributed to absenteeism and low employee morale.
Regression analysis was used to quantify the relationship, but the study did not
address other dimensions of justice, such as procedural and interactional justice.

Chileshe et al. (2022) explored the effects of procedural justice on workplace deviance
in Zambia’s local government institutions using a mixed-methods approach. The study

found that employees who perceived recruitment, promotions, and disciplinary

28



processes as fair exhibited fewer deviant behaviours. Focus group discussions
revealed that perceptions of favouritism and lack of transparency fuelled resentment
and workplace sabotage. While the mixed-methods design strengthened the study’s
validity, the focus on local government institutions limited the applicability of findings

to other public sector areas.

Mwansa and Mulenga (2020) conducted a qualitative study in Zambia’s health sector
to assess the role of interactional justice in workplace deviance. Their findings
highlighted that disrespectful treatment by supervisors and inequitable recognition of
employees’ efforts were key drivers of interpersonal conflicts and withdrawal
behaviours. The qualitative approach provided rich insights into employee
experiences, but the lack of quantitative data limited the statistical generalizability of

the findings.

Despite these contributions, Zambian literature reveals several gaps. Existing studies
predominantly focus on distributive and procedural justice, with limited attention to
interactional justice. Additionally, most research relies on cross-sectional designs,
failing to capture long-term changes in perceptions of justice and their effects on
workplace behaviours. There is a need for comparative studies across various public
sector institutions to provide a more comprehensive understanding of the role of

organizational justice in mitigating deviance.

2.3 Critique of the Literature
The literature reviewed highlights various organizational determinants of workplace

deviant behaviours, including organizational culture, leadership styles, job satisfaction,
work environment, and organizational justice. While the existing studies provide
valuable insights, they also reveal significant research gaps, methodological
limitations, and areas where further investigation is required. This section critically
analyses these aspects and positions the current study as a meaningful contribution
to the field.

2.3.1 Organizational Culture and Workplace Deviant Behaviours
The literature on the role of organizational culture in workplace deviance establishes

that toxic cultures characterized by favouritism, lack of accountability, and poor
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communication often exacerbate deviant behaviours (Martins & Terblanche, 2021;
Zhang et al., 2020). Positive cultures that promote ethical practices and inclusivity, on
the other hand, are linked to reduced deviance (Chishimba et al., 2022). Global studies
primarily focus on private organizations in developed economies, such as Europe,
North America, and parts of Asia, leaving a gap in understanding the cultural dynamics

within public institutions, especially in Sub-Saharan Africa and Zambia.

Additionally, while quantitative methods such as regression analysis and structural
equation modelling (SEM) have been widely used to test hypotheses (Zhang et al.,
2020; Ndung'u et al., 2020), these approaches often lack qualitative depth to explore
employees' lived experiences. African studies, particularly those in Sub-Saharan
Africa, have focused on single-country contexts, such as Ghana and Kenya, without
broader regional comparisons. In Zambia, existing studies remain limited to specific

sectors, such as health and local government institutions (Banda & Phiri, 2021).

2.3.2 Leadership Styles and Workplace Deviant Behaviours

The reviewed literature confirms that leadership styles significantly influence
workplace deviance. Transformational leadership, characterized by motivation, trust,
and ethical practices, reduces workplace deviance (Choi et al., 2017; Banda et al.,
2021). In contrast, authoritarian and laissez-faire leadership styles contribute to
increased deviance by fostering resentment, lack of direction, and disengagement
(Hee et al., 2020; Phiri & Zulu, 2020).

Global studies tend to focus on private-sector organizations in developed economies,
with limited attention to public sector institutions where bureaucratic hierarchies and
political dynamics often shape leadership effectiveness. African studies highlight
leadership challenges in local government and public institutions but are
geographically fragmented, focusing on individual countries like Nigeria, Kenya, and
South Africa (Adebayo & Alabi, 2019; Ndung'u et al., 2021).

In Zambia, the few available studies on leadership styles and workplace deviance lack
depth and breadth. Most research has relied on small sample sizes, cross-sectional
designs, and qualitative methods that limit generalizability (Banda & Phiri, 2021; Phiri
& Zulu, 2020).
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2.3.3 Job Satisfaction and Workplace Deviant Behaviours

Job satisfaction has been widely recognized as a determinant of workplace deviance,
with studies showing a negative correlation between satisfaction and deviant
behaviours (Spector & Fox, 2018; Wambua et al., 2021). Global studies primarily focus
on developed economies, with longitudinal analyses revealing that job dissatisfaction
over time increases deviant behaviours like absenteeism, theft, and sabotage (Judge
et al., 2017; Bowling et al., 2019).

In Sub-Saharan Africa, studies emphasize the role of job-related stress, resource
inadequacies, and poor managerial support in fostering workplace deviance (Nwibere
& Emecheta, 2020; Kagaari & Munene, 2019). However, most of these studies are

cross-sectional and geographically limited to individual countries.

Zambian studies highlight factors such as salary delays, poor working conditions, and
lack of career growth as contributors to job dissatisfaction and workplace deviance
(Chileshe et al., 2022; Banda & Mulenga, 2022). Despite these contributions, research
remains sector-specific and methodologically limited, with few studies employing

advanced statistical methods or longitudinal designs.

2.3.4 Work Environment and Workplace Deviant Behaviours

The work environment has been identified as a significant driver of workplace
deviance, particularly in resource-constrained settings. Global studies emphasize the
role of physical conditions, workplace safety, and interpersonal relationships in
influencing employee behaviour (Nguyen et al., 2019; Bowling & Eschleman, 2020).
However, these studies largely focus on private-sector organizations in Western

economies.

Sub-Saharan African research highlights poor working conditions, inadequate
resources, and workplace stress as major contributors to deviance (Agyemang &
Boateng, 2020; Adeyemi et al., 2021). While these studies provide valuable insights,
they often lack methodological diversity and regional comparisons.

In Zambia, studies on the work environment remain limited, with most focusing on local
government and health sectors (Phiri & Banda, 2021; Mulenga et al., 2020). Existing

research reveals that resource inadequacies, overcrowded office spaces, and
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interpersonal conflicts exacerbate workplace deviance. However, these studies are
primarily cross-sectional, and few have explored the combined influence of physical

and social work environments.

2.3.5 Organizational Justice and Workplace Deviant Behaviours

The role of organizational justice in workplace deviance is well-documented, with
studies linking perceptions of distributive, procedural, and interactional justice to
employee conduct (Colquitt et al., 2019; Kim & Park, 2021). Global studies emphasize
that perceptions of fairness in decision-making, resource allocation, and interpersonal

treatment mitigate deviant behaviours such as theft, absenteeism, and sabotage.

In Sub-Saharan Africa, studies reveal that perceptions of injustice, particularly in
recruitment, promotions, and resource allocation, foster deviance (Adegoke et al.,
2020; Wambua et al., 2021). However, these studies are limited to individual countries

and often rely on cross-sectional designs.

In Zambia, research on organizational justice and workplace deviance remains in its
infancy. Studies have largely focused on distributive and procedural justice, with
limited attention to interactional justice (Phiri & Banda, 2021; Chileshe et al., 2022).
Furthermore, existing studies lack depth, with small sample sizes and cross-sectional

designs limiting their generalizability.

2.4 Theoretical Framework
A theoretical framework provides the conceptual foundation upon which a study is

based. It is a collection of interrelated theories and concepts that explain the
relationships among variables in a study and guide the research process (Grant &
Osanloo, 2014). Theoretical frameworks are important because they help researchers
identify relevant variables, provide a rationale for the study, and establish a systematic
approach for data collection and analysis. By linking the study to existing theories,
researchers can position their work within the broader academic context, identify gaps
in the literature, and justify the significance of their research findings.

Various theories have been proposed in literature to explain workplace behaviours,

particularly workplace deviance and its organizational determinants. These include
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Organizational Culture Theory, Leader-Member Exchange (LMX) Theory, Herzberg’'s
Two-Factor Theory, and Equity Theory. Each of these theories offers unique insights
into how factors such as organizational culture, leadership, job satisfaction, and
perceptions of fairness influence workplace behaviours. This study will focus on three
theories: Organizational Culture Theory, Leader-Member Exchange (LMX) Theory,
and Equity Theory. These theories are selected because they closely align with the
independent variables (organizational culture, leadership styles, and organizational

justice) and their impact on the dependent variable, workplace deviant behaviours.

2.4.1 Organizational Culture Theory

Organizational Culture Theory, proposed by Edgar Schein in 1985, provides a
framework for understanding how shared values, norms, and beliefs within an
organization influence employee behaviour (Schein, 2010). According to Schein,
organizational culture consists of three layers: artefacts (visible structures and
processes), espoused values (strategies, goals, and philosophies), and basic
underlying assumptions (deeply embedded, unconscious beliefs). These cultural
elements shape employees’ perceptions, behaviours, and attitudes within the

workplace.

In the context of this study, Organizational Culture Theory is used to explain how
cultural norms and values influence workplace deviant behaviours. A toxic
organizational culture, characterized by favouritism, lack of accountability, and
unethical practices, can create an environment where deviant behaviours such as
absenteeism, theft, and insubordination thrive (Martins & Terblanche, 2021). On the
other hand, a positive culture that promotes transparency, ethical conduct, and
inclusivity can mitigate deviant behaviours by fostering a sense of organizational

commitment and belonging among employees.

The significance of this theory lies in its ability to explain the role of organizational
culture as an independent variable influencing workplace deviance. By examining
cultural elements within public institutions in Lusaka, this study will identify cultural
gaps and propose interventions to promote ethical and positive behaviours, thereby

enhancing organizational performance.
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2.4.2 Leader-Member Exchange (LMX) Theory

Leader-Member Exchange (LMX) Theory, developed by George Graen and Mary Uhl-
Bien in the 1970s, focuses on the quality of relationships between leaders and
subordinates (Graen & Uhl-Bien, 1995). The theory posits that leaders establish
different types of relationships (high-quality and low-quality exchanges) with
employees, which in turn influence employee behaviour and performance. High-
quality exchanges are characterized by trust, mutual respect, and open
communication, while low-quality exchanges involve minimal interaction, distrust, and

formal exchanges.

In this study, LMX Theory will inform the relationship between leadership styles and
workplace deviant behaviours. Leadership styles, such as transformational,
transactional, and laissez-faire leadership, determine the quality of leader-member
relationships. For instance, transformational leaders, who foster engagement and
trust, often build high-quality relationships, reducing workplace deviance (Choi et al.,
2017). Conversely, laissez-faire leadership, marked by a lack of direction and support,
may lead to low-quality relationships and increase workplace deviance, such as

insubordination and disengagement (Phiri & Zulu, 2020).

The significance of LMX Theory lies in its ability to demonstrate how leadership
behaviours influence employee interactions and, consequently, workplace deviant
behaviours. This study will use the theory to analyse leadership styles in Zambia’s
public sector and identify strategies to promote high-quality leader-member

exchanges, thereby reducing deviance and enhancing organizational harmony.

2.4.3 Equity Theory

Equity Theory, developed by John Stacey Adams in 1963, explains how perceptions
of fairness in the workplace influence employee attitudes and behaviors (Adams,
1965). The theory is based on the principle that employees compare their input-output
ratios (effort and rewards) to those of their peers. When employees perceive
inequities, such as unfair compensation, workload distribution, or recognition, they
may experience feelings of resentment, leading to deviant behaviours such as

withdrawal, absenteeism, and sabotage.
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In this study, Equity Theory is used to examine the relationship between organizational
justice and workplace deviant behaviours. Organizational justice encompasses three
dimensions: distributive justice (fairness in outcomes), procedural justice (fairness in
processes), and interactional justice (fairness in interpersonal treatment). Employees
who perceive inequities in any of these dimensions are more likely to engage in
retaliatory deviant behaviours as a way of restoring balance (Colquitt et al., 2019). For
example, in public institutions, perceptions of favouritism in promotions or salary
delays may fuel workplace deviance such as negligence and conflicts (Chileshe et al.,
2022).

The significance of Equity Theory lies in its ability to explain how perceptions of
fairness act as a mediating factor between organizational justice and deviant
behaviours. By assessing fairness perceptions in Lusaka’s public institutions, this
study will provide insights into the role of organizational justice in mitigating deviance

and fostering a more equitable work environment.

2.4.4 Herzberg’s Two-Factor Theory

Herzberg’'s Two-Factor Theory, introduced by Frederick Herzberg in 1959,
distinguishes between motivators and hygiene factors as determinants of job
satisfaction (Herzberg, 1966). Motivators, such as recognition, achievement, and
personal growth, enhance job satisfaction and drive positive behaviours. In contrast,
hygiene factors, such as salary, working conditions, and job security, do not directly
increase satisfaction but their absence leads to dissatisfaction and negative

behaviours.

This study will use Herzberg’'s Two-Factor Theory to examine the role of job
satisfaction in influencing workplace deviant behaviours. Employees who are
dissatisfied with hygiene factors, such as poor working conditions or lack of managerial
support, are more likely to exhibit deviant behaviours like absenteeism, theft, or
sabotage (Bowling et al., 2019). On the other hand, motivators such as recognition
and career growth opportunities can enhance employee commitment and reduce

deviance (Wambua et al., 2021).

The significance of this theory lies in its ability to distinguish between factors that

reduce dissatisfaction and those that enhance satisfaction, both of which are critical in
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addressing workplace deviance. By analysing job satisfaction levels among
employees in Zambia’s public sector, this study will identify areas for improvement and

propose strategies to foster a supportive and motivating work environment.

This theoretical framework integrates Organizational Culture Theory, Leader-Member
Exchange (LMX) Theory, Equity Theory, and Herzberg’s Two-Factor Theory to provide
a comprehensive understanding of the organizational determinants of workplace
deviant behaviours. Organizational Culture Theory explains how shared values and
norms influence employee behaviour, while LMX Theory highlights the role of
leadership styles and leader-subordinate relationships. Equity Theory demonstrates
how perceptions of fairness impact workplace deviance, and Herzberg’'s Two-Factor
Theory provides insights into the role of job satisfaction. By applying these theories,
this study will establish a clear link between organizational factors and workplace
deviance, offering practical recommendations for improving organizational practices

in Zambia’s public service sector.

2.5 Conceptual Framework
A conceptual framework is used to limit the scope of relevant data by focusing on

specific variables and defining the viewpoint or framework that the researcher will
adopt when analysing and interpreting data to be gathered. It facilitates the
understanding of research themes, concepts, and variables by offering clear
definitions and relationships while contributing to knowledge development by
validating or challenging theoretical assumptions (Miles et al., 2014). The conceptual
framework identifies the key research variables and visually represents the
relationships between the independent and dependent variables, guiding the research
process.

This study is designed to investigate the organizational determinants of workplace
deviant behaviours in Zambia’s public service sector. The conceptual framework
identifies five independent variables that are hypothesized to influence workplace
deviance:

1. Organizational Culture: Shared values, norms, and practices within the

organization influence employee behaviour.
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2. Leadership Styles: Different leadership approaches, such as transformational,
transactional, or laissez-faire, shape employee engagement and behavioural
outcomes.

3. Job Satisfaction: The level of contentment employees feel with their jobs
impacts their likelihood of engaging in deviant behaviours.

4. Work Environment: Physical, social, and psychological workplace conditions
play a significant role in determining workplace behaviours.

5. Organizational Justice: Perceptions of fairness in procedures, outcomes, and

interpersonal treatment influence deviant behaviours.

The dependent variable in this study is workplace deviant behaviours, which refer to
voluntary actions that violate organizational norms and threaten the well-being of the
organization or its members (Robinson & Bennett, 1995). This framework aims to
evaluate the direct and indirect relationships between the identified organizational

determinants and workplace deviance.

The relationships between these variables are informed by established theories such
as Organizational Culture Theory (Schein, 2010), Leader-Member Exchange (LMX)
Theory (Graen & Uhl-Bien, 1995), Equity Theory (Adams, 1965), and Herzberg’s Two-
Factor Theory (Herzberg, 1966). These theories explain the pathways through which
organizational factors influence employee behaviour and provide the basis for

examining workplace deviance. The figure below shows the conceptual framework

Figure 1 Conceptual Framework
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CHAPTER THREE: RESEARCH METHODOLOGY

3.0 Introduction
This chapter outlines the methodology employed in this study, detailing the research

approach, design, population, sampling techniques, data collection instruments, and
analysis procedures. The objective of the methodology chapter is to provide a
systematic plan for how the study was conducted, ensuring transparency, replicability,
and alignment with the research objectives. The chapter begun by justifying the choice

of a quantitative approach, followed by an explanation of the descriptive survey design.

Key elements such as the study population, sample size determination, and sampling
techniques are discussed to highlight how the data was gathered from public service
employees in Lusaka. Furthermore, the chapter described the structured
questionnaire used for data collection, along with the analytical methods employed to
process the data. Ethical considerations guiding the research process were also

addressed to ensure adherence to professional standards. By presenting these
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methodological details, the chapter ensured that the study’s findings are valid, reliable,

and grounded in rigorous research practices.

3.1 Research Approach
The research approach forms the foundation for any academic study, providing the

plan and procedures for data collection, analysis, and interpretation. In this study, a
quantitative research approach was adopted, aligning with the objectives of examining
the relationships between organizational determinants and workplace deviant
behaviours in Lusaka's public service sector. Quantitative research is particularly
suited for studies requiring objective measurements and statistical analysis to
establish patterns and relationships (Creswell, 2014).

This approach was chosen for its ability to quantify data and generalize findings to a
larger population, ensuring the reliability and validity of the conclusions drawn. The
quantitative approach also supports hypothesis testing, making it ideal for investigating
the impact of organizational culture, leadership styles, job satisfaction, work
environment, and organizational justice on workplace deviance. Furthermore, this
approach complements the study's reliance on structured questionnaires, which are
effective for collecting numerical data from a broad respondent base. By focusing on
measurable variables, the quantitative approach ensures a systematic and empirical

investigation of the research problem.

3.2 Research Design
The research design provides the framework guiding data collection and analysis. This

study employed a descriptive survey design, which is a non-experimental quantitative
method. A descriptive survey is suitable for studies that seek to describe
characteristics or relationships among variables within a specific context (Denzin &
Lincoln, 2011). In this case, the design allowed for an in-depth exploration of the

factors influencing workplace deviance in the public service sector in Lusaka.

The survey design was chosen for its practicality and efficiency in collecting data from
a large sample. It facilitated the use of structured questionnaires, enabling the
researcher to gather standardized responses that are easily quantifiable and
comparable. Additionally, the survey design supports cross-sectional data collection,

which aligns with the study’s objective of capturing data at a single point in time to

39



assess current conditions and relationships. The design's flexibility and ability to
provide statistically robust data make it an appropriate choice for addressing the

research questions and hypotheses.

3.3 Study Population
The study population refers to the entire group of individuals or objects with shared

characteristics relevant to the research. In this study, the population comprises public
service employees in various departments in Lusaka. These employees were selected
due to their roles within the public service sector, which is critical for understanding

how organizational factors influence workplace deviant behaviours.

The choice of public service employees in Lusaka is justified by their significant
involvement in service delivery and their diverse representation across administrative,
operational, and managerial roles. This diversity provides a comprehensive
perspective on the organizational dynamics that may contribute to workplace
deviance. Additionally, Lusaka serves as a hub for Zambia's public sector activities,

making it an ideal setting for the study.

The population is estimated to include employees from multiple departments, such as
Administration, Human Resources, Finance, and Operations, ensuring that various
organizational environments and challenges are represented. Data from
organizational records and official statistics, such as those from the Central Statistical

Office, informed the estimation of the population size was 2500 in Lusaka

3.4 Sample Size
Given the size of the population, it is not feasible to collect data from every public

service employee in Lusaka. Therefore, a sample was drawn using Yamane’s formula
for sample size calculation, which is widely used in quantitative research to ensure

statistical reliability and validity (Yamane, 1967). The formula is expressed as:
N

~1+Ne?

where:

n

« N represents the population size (500),
e e denotes the margin of error, set at 0.05 for a 95% confidence level.
Thus, applying the formula yields:
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B 2500
™= 142500 x 0.052
Based on this calculation, a sample size of approximately 345 respondents was

~ 345

determined to be adequate for the study. However, to account for potential non-
responses or incomplete questionnaires, the sample size was increased to 390. This
ensures a robust dataset for analysis while maintaining representativeness and

reliability.

3.5 Sampling Techniques
The sampling technique defines how respondents are selected to ensure

representativeness and reliability of the study findings. This study employed a
stratified random sampling technique, which involves dividing the population into
distinct subgroups (strata) based on specific characteristics, such as department, job
level, or years of service, and then randomly selecting respondents from each
subgroup. This approach ensures that all key subgroups within the public service
sector are adequately represented, improving the generalizability of the results
(Shavelson, 1988).

The stratification process began by identifying relevant categories within the public
service, such as Administration, Finance, Operations, and Human Resources. Each
category was treated as a stratum. From these strata, random sampling was applied
to select respondents, ensuring that the proportions of participants from each
department mirrored their distribution within the overall population. For example, if
30% of the total employees work in Administration, 30% of the sample was drawn from

this department.

Rationale for Stratified Random Sampling:
1. Representativeness: Stratified sampling ensures that diverse subgroups
within the population are included, reducing sampling bias.
2. Precision: This technique enhances the precision of estimates by focusing on
homogeneous subgroups.
3. Applicability: Given the varied roles and experiences of public service
employees, stratified sampling is appropriate for capturing the nuances of

workplace behaviors across departments.

41



Addressing Non-Responses: To account for non-responses or incomplete data,
replacement sampling was implemented within the same strata. Additionally,
strategies such as follow-up reminders and clarifying instructions were used to

encourage participation.

3.6 Data Collection Instruments
The primary data collection instrument for this study was a structured questionnaire,

designed to capture quantitative data on the organizational determinants of workplace
deviant behaviors. The questionnaire consisted of closed-ended questions using a 5-
point Likert scale, ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). This format
allowed for standardized responses, facilitating statistical analysis and comparisons

across variables.

Questionnaire Design: The questionnaire was divided into four main sections:

1. Demographics: Captured information on gender, age, years of service, job
level, and department.

2. Organizational Culture: Assessed perceptions of policies, ethical practices,
and fairness.

3. Leadership Style: Focused on leadership behaviors, such as supportiveness
and teamwork promotion.

4. Job Satisfaction, Work Environment, and Organizational Justice:
Measured job-related satisfaction, workplace conditions, and perceptions of
fairness.

Pretesting and Validity: The questionnaire was pretested with a small group of public
service employees to ensure clarity, relevance, and reliability. Feedback from the pre-
test informed revisions to improve question wording and structure. Construct validity
was assessed through expert reviews, while reliability was evaluated using

Cronbach’s alpha during the pilot study.

Data Collection Process: The questionnaires were administered physically and
electronically, depending on the accessibility of respondents. Participants were
assured of confidentiality and anonymity to encourage honest responses. Data
collection spanned four weeks, during which follow-ups were conducted to maximize

response rates.
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3.7 Data Analysis
Data analysis is a critical component of the research methodology, as it allows the

researcher to interpret and draw conclusions from the collected data. This study
employed quantitative data analysis methods, consistent with the research approach
and objectives. The analysis was conducted in three stages: descriptive analysis,

inferential statistics, and hypothesis testing.

Descriptive statistics were used to summarize the demographic characteristics of the
respondents and the key variables of the study. Measures such as frequencies,
percentages, means, and standard deviations provided insights into the central
tendencies and variability of the data. This initial step helped to understand the general
trends and patterns in workplace deviant behaviours and the organizational

determinants.

To examine relationships among the independent variables (organizational culture,
leadership style, job satisfaction, work environment, and organizational justice) and the
dependent variable (workplace deviant behaviours), inferential statistical tests were
conducted. Correlation analysis was used to measure the strength and direction of
associations between variables, while multiple regression analysis assessed the
predictive power of the independent variables on workplace deviance. These methods
allowed for testing the study’s hypotheses and identifying significant predictors of

deviant behaviours.

Data was analysed using Statistical Package for the Social Sciences (SPSS) v26, a
widely used software for quantitative research. SPSS provided robust tools for
descriptive and inferential statistical analysis, including regression models, reliability
testing, and factor analysis.
Reliability and Validity Checks

« Reliability: Internal consistency of constructs was evaluated using Cronbach’s

alpha. Constructs with alpha values greater than 0.7 were deemed reliable.
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« Validity: Factor analysis was conducted to ensure the validity of constructs and
to identify the underlying dimensions of organizational determinants influencing
workplace deviance.

Assumptions Testing: Before conducting regression analysis, assumptions of
normality, multicollinearity, linearity, and homoscedasticity were tested to ensure the

appropriateness of the statistical methods.

3.8 Ethical Considerations
Ethical considerations are integral to ensuring that the research is conducted

responsibly and respects the rights and dignity of participants. This study adhered to

ethical guidelines approved by the University of Lusaka Ethics Committee.

Participants were provided with detailed information about the study's purpose,
procedures, and potential benefits before data collection. Written informed consent was
obtained, ensuring that participation was voluntary and based on full understanding.
Participants were assured of their right to withdraw from the study at any point without

repercussions.

To maintain confidentiality, respondent identities were anonymized, and data was
stored securely. Responses were coded and aggregated to prevent the identification
of individual participants. Access to the data was restricted to the research team.
The study posed minimal risk to participants. Care was taken to ensure that the
questions were non-invasive and respectful of individual experiences. Any potential

discomfort was mitigated through clear instructions and assurances of confidentiality.

The study complied with the ethical principles outlined by the World Health
Organization (WHQO) and other research ethics bodies, including respect for autonomy,
beneficence, and justice. Ethical approval was obtained before commencing data

collection.

3.9 Chapter Summary
In summary, this chapter provided a comprehensive outline of the research

methodology used in the study, highlighting the rationale for adopting a quantitative

approach and a descriptive survey design. The study population, comprising public
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service employees in Lusaka, was sampled using stratified random sampling to ensure
representativeness. A structured questionnaire served as the primary data collection
instrument, enabling the collection of standardized responses aligned with the
research objectives. Data analysis involved descriptive statistics, inferential statistical
methods, and hypothesis testing, with SPSS utilized for processing and interpretation.
Ethical considerations, including informed consent, confidentiality, and adherence to
approved qguidelines, were prioritized throughout the research process. The
methodological rigor detailed in this chapter lays a solid foundation for the subsequent

presentation and analysis of results in the following chapter.

CHAPTER FOUR: PRESENTATION AND ANALYSIS OF RESULTS

4.0 Introduction
This chapter presents the analysis and findings of the study. The chapter begins by

examining the response rate and demographic characteristics of the respondents. It
then provides descriptive statistics for the key variables, followed by inferential
statistical analyses, including correlation and multiple regression, to test the study
hypotheses. Additionally, this chapter evaluates factor reliability and validity to ensure
the robustness of the findings. The chapter concludes with a summary of the key

findings.
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4.1 Response Rate
A total of 390 questionnaires were distributed to participants in various departments of

the public service. Of these, 298 completed responses were received, representing a
response rate of 76.41%. This response rate is considered high and sufficient for the
analysis, as it exceeds the generally accepted threshold of 50% for survey research
(Babbie, 2020).

The high response rate can be attributed to effective follow-up mechanisms, such as
reminders sent to respondents and the provision of clear instructions on how to
complete the questionnaire. The responses received form the basis of the subsequent

analyses conducted in this chapter.

Table 1 Response Rate Summary

Category Count Percentage (%)
Distributed Questionnaires 390 100.00
Completed Responses 298 76.41
Non-Responses 92 23.59

Source: Primary data.

4.2 Profile of Sample Collected
This section provides a detailed demographic profile of the respondents who

participated in the study. The characteristics include gender, age group, years in public
service, current job level, and departmental affiliation. These demographics provide
context for understanding the findings and ensure that the sample adequately
represents the population under study.

Gender Distribution

The data revealed that the majority of respondents were female (58.4%), while 41.6%
were male. This aligns with the higher representation of women in certain departments

of public service.

Age Group

The majority of respondents (35.9%) were between the ages of 18 and 30 years,
followed by those aged 41-50 years (27.2%), 31-40 years (24.1%), and those above
50 years (12.8%).

Years in Public Service
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The analysis showed that most respondents had between 5 and 10 years of public
service experience (32.2%), followed by those with 11-15 years (25.5%), more than
15 years (23.2%), and less than 5 years (19.1%).

Job Level
In terms of job level, the majority of participants were in general staff roles (64.8%),

followed by middle management (21.8%) and senior management (13.4%).

Departmental Affiliation

Respondents were drawn from various departments, with the highest representation
from the Administration department (31.2%), followed by Operations (25.8%), Finance
(18.1%), Human Resources (15.4%), and others (9.5%).

Table 2 Sample Profile

Variable Category Frequency Percentage (%)
Gender Male 124 41.6
Female 174 58.4
Age Group 18-30 years 107 35.9
31-40 years 72 241
41-50 years 81 27.2
Above 50 years 38 12.8
Years in Public Service Less than 5 years 57 19.1
5-10 years 96 32.2
11-15 years 76 25.5
More than 15 years 69 23.2
Current Job Level General Staff 193 64.8
Middle Management 65 21.8
Senior Management 40 134
Department Administration 93 31.2
Operations 77 25.8
Finance 54 18.1
Human Resources 46 15.4
Other 28 9.5

Source: Primary data.

4.3 Preliminary Statistical Analysis
This section presents the preliminary statistical analysis conducted on the data to

ensure its suitability for subsequent inferential analyses. The section focuses on
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descriptive statistics, factor analysis, and reliability analysis to provide a foundational

understanding of the variables under study.

4.3.1 Descriptive Statistics

Descriptive statistics were employed to summarize the characteristics of the key
variables, including their means, standard deviations, skewness, and kurtosis. These
metrics help in understanding the central tendency, variability, and distribution of the
data. The data was collected using a 5-point Likert scale, where 1 = Strongly Disagree,
2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree. The results of the

descriptive statistics are summarized in Table 4.3 below.

Table 3 Descriptive Statistics of Key Variables

Variable Mean | Std. Dev Skewness Kurtosis
Clear Policies and Rules 3.42 1.22 -0.37 -0.91
Ethical Behavior Encouraged 3.78 1.09 -0.64 -0.52
Favoritism and Nepotism Discouraged 2.98 1.31 -0.12 -1.03
Teamwork Promoted 3.62 1.18 -0.45 -0.87
Trust Between Employees and Management 3.14 1.26 -0.29 -0.98
Leadership Supportive and Fair 3.51 1.17 -0.41 -0.78
Opportunities for Growth 3.33 1.25 -0.24 -0.82
Work Contributes to Goals 3.71 1.08 -0.59 -0.61
Feel Valued and Recognized 3.25 1.22 -0.33 -0.74
Satisfactory Working Conditions 3.40 1.19 -0.39 -0.84
Stress and Conflicts Managed 3.1 1.31 -0.26 -0.91

The mean scores ranged from 2.98 to 3.78, suggesting that respondents generally
leaned towards agreement with the statements.

Standard deviations ranged from 1.08 to 1.31, indicating moderate variability in
responses.

Skewness and kurtosis values fell within the acceptable range of -2 to +2, suggesting

that the data did not significantly deviate from normality.

4.3.2 Factor and Reliability Analysis
Factor Analysis Factor analysis was conducted to identify underlying constructs and
ensure the validity of the variables. The Kaiser-Meyer-Olkin (KMO) measure of

sampling adequacy was 0.813, indicating that the sample was suitable for factor
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analysis. Bartlett’s test of sphericity was significant (p < 0.001), confirming that the

correlation matrix was not an identity matrix.

Reliability Analysis Cronbach’s alpha was calculated to assess the internal

consistency of the constructs. The results are presented in Table 4.4 below.

Table 4 Cronbach's Alpha for Constructs

Construct
Organizational
Culture
Leadership Style

Job Satisfaction

Work Environment

Items

Clear Policies, Ethical Behavior, Favoritism
Discouraged

Supportive Leadership, Teamwork
Opportunities for Growth, Contribution to
Goals

Trust Between Employees, Satisfactory

Working Conditions

Interpretation of Reliability

Cronbach’s Alpha
0.871

0.834
0.847

0.812

Interpretation

Excellent

Good
Good

Good

According to George and Mallery (2019), the interpretation of Cronbach’s alpha is as

follows:
Range Interpretation
>0.9 Excellent

0.8-0.9 Good

0.7-0.8 Acceptable

0.6 -0.7 Questionable

<0.6 Poor or Unacceptable

From the results:

e All constructs demonstrated good to excellent reliability, indicating high internal

consistency among the items within each construct.

4.3.3 Implications of Reliability

The high reliability scores indicate that the items within each construct consistently

measure their intended dimensions:

1. Organizational Culture: Reliability ensures the validity of assessing

policies, ethical behavior, and favoritism.

2. Leadership Style: Demonstrates the scale's effectiveness in measuring

supportive leadership and teamwork.

49



3. Job Satisfaction: Indicates consistency in measuring growth opportunities
and job contribution.
4. Work Environment: Ensures trust and satisfaction with working conditions

are reliably captured.

4.4 Principal Component Analysis (PCA)
Principal Component Analysis (PCA) was conducted to reduce the variables into key

components that explain the maximum variance in the data. This section includes the
evaluation of assumptions, sampling adequacy, Bartlett’s test of sphericity, and the
results of the PCA.

4.4.1 Evaluation of Assumptions

Before conducting PCA, the following assumptions were evaluated:

1. Continuous or Ordinal Data: The questionnaire contained ordinal-level data
measured on a 5-point Likert scale, which is appropriate for PCA.

2. Linear Relationship: Inspection of the correlation matrix showed significant
correlations (r > 0.3) among the variables, indicating the presence of linear
relationships.

3. Sample Size: The sample consisted of 298 respondents, exceeding the

recommended minimum of 10 cases per variable (Kaiser, 1974).

4.4.2 Sampling Adequacy and Bartlett’s Test of Sphericity
The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy and Bartlett’s test of

sphericity were used to assess the suitability of the data for PCA.

Table 5 KMO and Bartlett's Test Result

Test Value
Kaiser-Meyer-Olkin (KMO) Measure 0.831
Bartlett’s Test of Sphericity X2 = 2654.321, p < 0.001

« The KMO value of 0.831 indicates excellent sampling adequacy.
o Bartlett’s test was highly significant (p < 0.001), confirming that the correlation

matrix was not an identity matrix and that the data was suitable for factorization.
4.4.3 Results of PCA
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The PCA revealed that four components had eigenvalues greater than 1, explaining a
cumulative total variance of 72.84%. The scree plot supported the retention of four
components based on Cattell’s criterion. A Varimax orthogonal rotation was applied to

enhance interpretability.

Table 6 Rotated Component Matrix (PCA)

Item Component 1 Component2 Component3 Component4 Communalities
Clear Policies and Rules 0.823 0.112 0.135 -0.067 0.743
Ethical Behavior  0.845 0.128 0.067 -0.053 0.754
Encouraged

Favoritism Discouraged 0.791 -0.089 0.094 0.033 0.654
Leadership Supportive and 0.093 0.835 0.114 0.078 0.711
Fair

Teamwork Promoted 0.127 0.856 -0.049 0.115 0.763
Opportunities for Growth 0.104 -0.047 0.869 0.092 0.764
Work Contributes to Goals 0.058 0.091 0.876 -0.038 0.764
Trust Between Employees | -0.081 -0.069 0.049 0.804 0.649
Satisfactory Working 0.124 0.036 -0.047 0.851 0.733
Conditions

Explained Variance

Component Eigenvalue % of Variance Cumulative %
Component 1 4.324 28.82 28.82
Component 2 3.21 21.40 50.22
Component 3 2.651 17.67 67.89
Component 4 0.739 4.95 72.84

« Component 1: Represents aspects of clear policies, ethical behavior, and
discouraging favoritism.
« Component 2: Relates to leadership and teamwork.
e Component 3: Reflects opportunities for growth and contribution to
organizational goals.
« Component 4: Captures trust and satisfaction with working conditions.
The communalities ranged from 0.649 to 0.764, indicating that the items explained a

substantial proportion of the variance in each variable.
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4.5 Hypotheses Testing

This section presents the results of the hypothesis testing, which aims to examine the

relationships between the independent variables (organizational culture, leadership

style, job satisfaction, work environment, and organizational justice) and the

dependent variable (workplace deviant behaviors). Multiple regression analysis was

used to test the hypotheses.

4.5.1 Hypotheses and Regression Results

The regression analysis results are summarized in Table 4.9 below. The model

included organizational culture, leadership style, job satisfaction, work environment,

and organizational justice as predictors of workplace deviant behaviors. Control

variables such as gender, age, years in public service, and job level were also included

in the analysis.

Table 7 Regression Analysis Results for Workplace Deviant Behaviour

Variable

(Constant)
Organizational Culture
Leadership Style

Job Satisfaction

Work Environment
Organizational Justice
Gender (Control)

Age (Control)

Years in Public Service (Control)
Job Level (Control)

The results reveal the following:

1. Organizational Culture:

B
3.410
-0.432
-0.128
-0.315
-0.146
-0.278
-0.098
0.062
0.042
-0.065

SE

0.512
0.089
0.067
0.079
0.074
0.081
0.071
0.056
0.052
0.064

-0.295
-0.112
-0.228
-0.115
-0.203
-0.048
0.037

0.028

-0.033

6.658

-4.854
-1.910
-3.987
-1.973
-3.426
-1.380
1.107

0.808

-1.016

p-value
0.000
0.000
0.057
0.000
0.049
0.001
0.169
0.269
0.420
0.311

o A significant negative relationship was found between organizational

culture and workplace deviant behaviours (f =-0.295, p < 0.001).

o This suggests that fostering a positive organizational culture reduces

workplace deviant behaviours.

2. Leadership Style:

o Leadership style showed a marginally significant negative relationship

with workplace deviant behaviours ( =-0.112, p = 0.057).
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o Effective leadership styles may have a mitigating effect on deviant

behaviours, though further investigation is needed to confirm this finding.

. Job Satisfaction:

o A significant negative relationship was observed between job
satisfaction and workplace deviant behaviours ( =-0.228, p < 0.001).
o Higher job satisfaction is associated with fewer workplace deviant

behaviours.

. Work Environment:

o A significant negative relationship was identified between work
environment and workplace deviant behaviours (B =-0.115, p = 0.049).
o A supportive work environment plays a role in reducing deviant
behaviours.
Organizational Justice:
o A significant negative relationship was found between organizational
justice and workplace deviant behaviours (p = -0.203, p = 0.001).
o Perceptions of fairness and justice within the organization reduce
deviant behaviours.
Control Variables:
o None of the control variables (gender, age, years in public service, and

job level) were significant predictors of workplace deviant behaviours.

4.5.2 Hypothesis Testing Summary

The hypothesis testing results are summarized in Table 4.8.

Table 8 Hypothesis Testing Results

Hypothesis Result

H1: Organizational culture negatively impacts workplace deviant Supported
behaviours.

H2: Leadership style negatively impacts workplace deviant behaviours. Marginally Supported
H3: Job satisfaction negatively impacts workplace deviant behaviours. Supported

H4: Work environment negatively impacts workplace deviant behaviours. Supported

H5: Organizational justice negatively impacts workplace deviant Supported

behaviours.
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CHAPTER FIVE: DISCUSSION OF FINDINGS

5.0 Introduction
This chapter discusses the findings presented in Chapter Four in light of the research

objectives and the literature reviewed in Chapter Two. The discussion explores the
organizational determinants of workplace deviant behaviours in the public service
sector in Lusaka, aligning the findings with relevant theories and prior studies. Each
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section is organized according to the specific objectives of the study, providing an
interpretation of the results and their implications for organizational practices and
policies. This chapter also highlights how the findings contribute to the existing body
of knowledge and the context of public service management in Lusaka. The chapter

concludes with a summary of the discussion.

5.1 The Impact of Organizational Culture on Workplace Deviant
Behaviours

The study revealed a significant negative relationship between organizational culture
and workplace deviant behaviours, with a standardized beta coefficient. This suggests
that fostering a positive organizational culture, characterized by clear policies, ethical
behaviour, and discouragement of favouritism, is instrumental in mitigating deviant
workplace behaviours. The findings align with O’Reilly and Chatman’s (1996)
assertion that a transparent and inclusive organizational culture reduces

counterproductive behaviours and promotes ethical conduct.

The descriptive statistics showed moderate agreement among respondents regarding
the presence of ethical practices and policies, with a mean score of 3.42 for “clear
policies and rules” and 3.78 for “ethical behaviour encouraged.” However, a relatively
lower mean of 2.98 for “favouritism discouraged” indicates room for improvement in
addressing favouritism and nepotism, which may contribute to deviant behaviours.
This finding is consistent with Martins and Terblanche (2021), who emphasized that
toxic cultural elements, such as favouritism, can erode employee trust and increase

counterproductive behaviours.

The results highlight the importance of cultivating a culture that promotes fairness,
accountability, and ethical behaviour within public service institutions. By embedding
these cultural values, organizations can not only reduce deviant behaviours but also
foster a positive work environment that enhances employee morale and performance.
The findings further confirm the role of organizational culture as a determinant of
workplace behaviours, as theorized by Schein (2010), who identified culture as a key

factor influencing employee conduct.
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5.2 The Relationship between Job Satisfaction and Workplace Deviant
Behaviours

The study identified a significant negative relationship between job satisfaction and
workplace deviant behaviours. This result indicates that higher levels of job
satisfaction are associated with reduced instances of workplace deviance. Employees
who feel fulfilled in their roles, adequately rewarded, and valued by their organization
are less likely to engage in behaviours that undermine organizational goals. This
finding aligns with Judge et al. (2001), who posited that job satisfaction acts as a buffer

against negative employee behaviours and promotes organizational commitment.

Descriptive statistics supported these findings, with respondents expressing moderate
agreement on aspects of job satisfaction. The mean scores for “opportunities for
growth” (3.33), “work contributes to goals” (3.71), and “feeling valued and recognized”
(3.25) indicate that while many employees experience some level of job satisfaction,
there is room for improvement in providing opportunities for growth and recognizing
employee contributions. These results echo the findings of Parker et al. (2003), who
emphasized that job satisfaction is closely linked to positive organizational outcomes,

including lower deviant behaviour rates.

The results also align with studies conducted in Sub-Saharan Africa. For instance,
Ndung'u et al. (2020) highlighted that dissatisfaction with rewards and limited career
progression opportunities contribute to workplace deviance in public institutions.
Similarly, the findings of this study suggest that addressing job dissatisfaction through
competitive compensation, career development programs, and employee recognition

initiatives can significantly reduce deviant behaviours.

Theoretically, these findings are consistent with Herzberg’s Two-Factor Theory, which
identifies job satisfaction as a key motivator that reduces negative behaviours and
enhances employee productivity. Employees who perceive their jobs as rewarding and
aligned with their personal and professional goals are more likely to demonstrate

positive workplace behaviours.

In light of these findings, public service institutions in Lusaka should prioritize

enhancing job satisfaction by implementing policies that address employee needs.
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This could include offering competitive pay, providing opportunities for career growth,
and fostering a culture of appreciation and recognition. By investing in these areas,
organizations can create a more satisfied and committed workforce, thereby

minimizing workplace deviant behaviours.

5.3 The Effect of Work Environment on Workplace Deviant Behaviours
The study demonstrated a significant negative relationship between the work

environment and workplace deviant behaviours. This indicates that a supportive and
conducive work environment contributes to reducing deviant behaviours among
employees. When employees perceive their workplace as safe, resourceful, and
accommodating, they are less likely to engage in behaviours that disrupt
organizational harmony or efficiency. This finding is consistent with Oldham and Fried
(1987), who argued that a positive work environment enhances employee

engagement and reduces negative behaviours.

Descriptive statistics revealed mixed perceptions about the work environment among
respondents. The mean score for “satisfactory working conditions” was 3.40, while
“stress and conflicts managed” received a lower mean score of 3.11. These results
suggest that while some aspects of the work environment are adequate, there is a
need for improvement in managing workplace stress and conflict. This finding aligns
with Parker et al. (2003), who emphasized the importance of supportive work
environments in promoting employee well-being and reducing counterproductive

behaviours.

Globally, studies have reinforced the link between work environment and workplace
deviance. For example, Zhang et al. (2020) highlighted that employees in supportive
work environments with clear communication and access to resources exhibit fewer
instances of deviant behaviours. Similarly, in the Sub-Saharan African context,
Aboagye and Boateng (2019) identified poor working conditions as a major driver of
workplace deviance in Ghana'’s public sector, suggesting that resource constraints and
high levels of stress contribute significantly to negative employee behaviours.

In Zambia, findings by Chishimba et al. (2022) resonate with the current study, as they

highlighted the role of insufficient resources and unsafe working conditions in fostering
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workplace deviance within the public sector. These studies collectively underscore the
need for public institutions to prioritize creating a safe, resourceful, and supportive

environment for their employees.

Theoretically, the results align with the Job Demands-Resources (JD-R) Model, which
posits that a well-balanced work environment with sufficient resources and
manageable demands fosters employee engagement and reduces workplace stress.
When demands exceed available resources, employees are more likely to experience

burnout and engage in deviant behaviours as coping mechanisms.

To address these challenges, public service institutions in Lusaka should invest in
improving workplace conditions by ensuring adequate resources, promoting conflict
resolution mechanisms, and implementing stress management programs. Regular
assessments of employee perceptions of the work environment can also help
organizations identify and address specific areas of concern, fostering a positive and

productive workplace culture.

5.4 The Role of Organizational Justice in Mitigating Workplace Deviant
Behaviours

The study revealed a significant negative relationship between organizational justice
and workplace deviant behaviours. This finding indicates that perceptions of fairness
in organizational policies, procedures, and interpersonal treatment are critical in
reducing deviant behaviours. Employees who feel fairly treated are more likely to
exhibit positive behaviours and remain committed to organizational goals. Conversely,
perceived injustices can lead to resentment and retaliation through workplace
deviance. These results align with Greenberg (1990), who posited that organizational
justice directly influences employee attitudes and behaviours.

Descriptive statistics support these findings, with moderate agreement among
respondents on various justice-related items. The mean score for “decisions made by
management are transparent and fair” was 3.71, while “employees are treated fairly
regardless of job level” scored slightly lower at 3.25. These figures suggest that while
employees recognize efforts to ensure fairness, there is room for improvement in

addressing perceived inequalities, particularly in hierarchical treatment.
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Globally, the significance of organizational justice has been well-documented. For
instance, Kim et al. (2021) found that distributive and procedural justice significantly
reduced workplace deviance in public institutions across different cultural contexts.
The study emphasized that fairness in resource allocation and transparent decision-
making processes foster trust and deter negative behaviours. Similarly, Martins and
Terblanche (2021) highlighted that organizations with a culture of fairness experience
fewer instances of deviance, as employees perceive the workplace as equitable and

inclusive.

In Sub-Saharan Africa, Ndung'u et al. (2020) identified organizational justice as a key
factor in reducing workplace deviance in Kenyan county governments. Their study
underscored the role of fair grievance-handling mechanisms and equitable promotion
practices in enhancing employee satisfaction and reducing counterproductive
behaviours. The current study corroborates these findings, demonstrating the
importance of organizational justice in Zambia’s public service sector.

Theoretical perspectives such as Adams’ Equity Theory provide further context for
these findings. The theory posits that employees compare their inputs (effort, skill) and
outcomes (rewards, recognition) with those of others in the organization. Perceived
inequities lead to dissatisfaction and, in many cases, deviant behaviours as a form of
retribution. Therefore, ensuring fairness in organizational processes is essential to

fostering a harmonious and productive work environment.

To enhance organizational justice, public service institutions in Lusaka should prioritize
transparent decision-making, equitable resource distribution, and effective grievance-
handling procedures. Training programs for management on implementing and
maintaining fair practices could also play a pivotal role in improving perceptions of
justice. By fostering an organizational culture rooted in fairness, public institutions can
significantly mitigate workplace deviant behaviours and enhance overall employee

morale and performance.

5.6 Summary of Chapter
This chapter discussed the findings of the study in relation to the research objectives

and literature reviewed. The results highlighted the significant negative relationships
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between the independent variables—organizational culture, leadership style, job
satisfaction, work environment, and organizational justice—and workplace deviant
behaviours. Organizational culture emerged as a key determinant, emphasizing the
importance of fostering ethical behaviour, fairness, and trust within public service
institutions. Leadership styles, while marginally significant, demonstrated the potential
to influence workplace behaviour through transformational and participative
approaches. Job satisfaction and work environment were also critical factors, with
higher satisfaction and supportive conditions leading to reduced deviant behaviours.
Finally, organizational justice was found to play a pivotal role in mitigating workplace
deviance by promoting fairness and transparency. These findings align with existing
theories and studies, reinforcing the need for integrated strategies that address these
organizational factors to create a positive and productive workplace. This chapter lays
the groundwork for the conclusions and recommendations discussed in the next

chapter.

CHAPTER SIX: CONCLUSIONS AND RECOMMENDATIONS

6.0 Introduction
This chapter provides a comprehensive conclusion to the study, presenting a summary

of the research objectives, major findings, and their implications. It begins by
recounting the key elements of the study, followed by a discussion of the findings in
relation to the research questions and objectives. The chapter then explores the
theoretical, practical, and policy implications of the results, acknowledges the study’s

limitations, and concludes with actionable recommendations and closing remarks. The
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goal is to provide clarity on how the study has contributed to the field and how its

insights can inform future research and organizational practices.

6.1 Summary of the Study

The primary aim of this study was to investigate the impact organizational culture on
workplace deviant behaviours in the public service sector in Lusaka. The research was
motivated by the increasing prevalence of deviant behaviours such as absenteeism,
misuse of resources, and insubordination, which undermine organizational efficiency
and public service delivery. The study sought to address this gap by exploring how
organizational culture, leadership styles, job satisfaction, work environment, and

organizational justice influence workplace deviant behaviours.

The research adopted a quantitative approach, employing a descriptive survey design.
Data were collected from 298 respondents using structured questionnaires, which
were analysed using both descriptive and inferential statistical methods. The findings
revealed significant relationships between the independent variables and workplace
deviant behaviours, providing evidence that organizational factors play a critical role
in shaping employee conduct. By aligning the results with existing literature and
theories, the study has contributed valuable insights into managing workplace

deviance in the public service sector.

6.2 Discussion of Key Findings
The study’s findings addressed each research objective and revealed important

insights. First, organizational culture was identified as a significant determinant of
workplace deviant behaviours. A culture that fosters ethical behaviour and discourages
favouritism was found to reduce deviant behaviours, consistent with prior research by
O’Reilly and Chatman (1996). Second, leadership styles demonstrated a marginally
significant effect, suggesting that transformational and participative leadership
practices could play a role in mitigating deviance, aligning with Bass and Riggio
(2006). Third, job satisfaction showed a strong negative relationship with deviant
behaviours, reinforcing the importance of addressing employee needs and
recognizing their contributions, as highlighted by Judge et al. (2001).

The work environment also emerged as a significant factor, with supportive and

resourceful workplaces reducing deviant behaviours, consistent with the Job
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Demands-Resources Model. Lastly, organizational justice was found to play a pivotal
role, with perceptions of fairness in policies and processes leading to lower rates of
deviance. This finding aligns with Greenberg’s (1990) work on organizational justice.
Together, these findings highlight the interplay between organizational structures and
employee behaviours, offering a comprehensive understanding of the factors that

influence workplace deviance.

6.3 Implications of the Findings
The findings of this study have significant theoretical, practical, and policy implications.

Theoretically, the study enriches existing frameworks, such as Schein’s Cultural
Model, Adams’ Equity Theory, and the Job Demands-Resources Model, by providing
empirical evidence from the public service sector in Lusaka. The results demonstrate
how these theories apply to workplace deviance, emphasizing the need for holistic
approaches that integrate culture, leadership, and justice to address employee

behaviour effectively.

Practically, the findings offer actionable insights for public service managers. By
fostering an ethical culture, promoting transformational leadership, enhancing job
satisfaction, improving workplace conditions, and ensuring organizational justice,
managers can create an environment that discourages deviant behaviours. These
strategies not only reduce workplace deviance but also enhance organizational
efficiency and employee morale. For policymakers, the results highlight the need for
regulations and frameworks that promote fairness, transparency, and employee well-

being within public institutions.

6.4 Limitations
Despite its contributions, the study had certain limitations. The cross-sectional design

restricted the ability to establish causality, as relationships were examined at a single
point in time. Future research could adopt longitudinal designs to observe changes
over time. The study’s focus on Lusaka’s public service sector limits the
generalizability of the findings to other regions or sectors. Expanding the geographical
and institutional scope in subsequent studies could provide a more comprehensive
understanding. Additionally, self-reported data may be subject to social desirability

bias, where respondents provide answers, they perceive as socially acceptable.
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Employing mixed methods, such as combining surveys with interviews or

observations, could address this limitation and enrich future research.

6.5 Recommendations
Based on the findings, several recommendations are proposed for practitioners,

policymakers, and researchers:

1. Strengthen Organizational Culture: Public institutions should prioritize
fostering ethical practices, transparency, and accountability. Regular cultural
audits and employee engagement initiatives can help identify and address
cultural weaknesses.

2. Promote Transformational Leadership: Leadership development programs
should be implemented to equip managers with skills that inspire and motivate
employees. Training on participative decision-making and effective
communication is essential.

3. Enhance Job Satisfaction: Institutions should invest in competitive
compensation, career growth opportunities, and recognition programs to
increase employee satisfaction and commitment.

4. Improve Work Environment: Public service organizations must ensure safe,
resourceful, and supportive workplaces. Stress management programs and
conflict resolution mechanisms should be institutionalized to address workplace
challenges.

5. Ensure Organizational Justice: Transparent decision-making, equitable
resource allocation, and fair grievance-handling procedures should be standard
practices in public institutions. These measures can build trust and reduce
deviant behaviours.

For future research, it is recommended to explore the mediating and moderating
effects of variables such as employee engagement, organizational commitment, and
workplace stress on the relationship between organizational determinants and deviant
behaviours. Comparative studies across sectors and regions could also provide a

broader perspective on the dynamics of workplace deviance.

6.6 Concluding Remarks
This study has successfully investigated the impact of organizational culture on

workplace deviant behaviours in the public service sector in Lusaka, achieving its
objectives and answering the research questions. The findings underscore the critical
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role of organizational culture, leadership, job satisfaction, work environment, and
justice in shaping employee behaviour. By addressing these factors, public institutions
can create a more ethical, productive, and harmonious workplace, ultimately
enhancing service delivery. While the study has provided valuable insights, it also
serves as a foundation for future research to further explore this important area.
Through continued inquiry and practical application of these findings, organizations
can build sustainable strategies for managing workplace deviance and fostering

positive employee behaviours.
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