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Abstract

Purpose: The current study’s main goal is to investigate the impact of job
stress on deviant workplace behavior in Egyptian firms. More precisely, it an-
alyzes common job stresses such as role conflict, work overload, and role am-
biguity, as well as non-job-related stressors such as family-to-work conflict.
The proposed model is based on general strain theory. Design/Methodolo-
gy/Approach: Multiple regression analysis is utilized in this study to investi-
gate the relationship between variables, and structural equation modeling is
used to assess structural links between measured variables and estimate the
significance and size of causal linkages between the variables. Finally, a statis-
tical model’s goodness of fit is used to assess and characterize how well a set
of observations fits. It summarizes the discrepancy between the observed val-
ues and the predicted values under the statistical model. Findings: Results of
the study have found that job stress has no direct effect on deviant workplace
behavior; however, job satisfaction directs the effect which means that when
employees are stressed, their satisfaction may decrease and so their deviant be-
havior may increase. Research Limitations/Implications: Because of the re-
search approach and sampling technique used, the research findings may be lim-
ited in their generalizability. As a result, researchers are encouraged to examine
the presented assumptions further. Practical Consequences: The study discusses
the implications for the development workplace environment as well as man-
aging the balance of work and family obligations. Originality/Value: This report
addresses an acknowledged need by investigating how deviant workplace behav-
ior might be reduced.

Keywords

Deviant Workplace Behavior, Job Satisfaction, Stress Factors, Non-Related
Job Stress Factor
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1. Introduction

The current paper is developed to illustrate and analyze the impact of job stress
on deviant workplace behavior in Egyptian organizations and to identify the
stress-related factors that may have a major impact on deviant behavior in the
workplace. While stress factors are generally classified into job-related factors
and non-job-related factors, yet previous research has focused on the job-related
factors when studying the relationship between stress and deviant workplace
behavior (e.g. Raza et al., 2017; Silva & Ranasinghe, 2017; Farhadi et al., 2015;
Omar et al., 2011). Even though the relationship between the job-related factors
stress and deviant workplace behavior is well documented as mentioned, results
in the previous literature are inconsistent. That increases the interest in studying
the non-job-related stress factors and especially if it is adopted in different con-
texts. In addition, there are very few publications that addressed the issue of the
impact of job stress on deviant workplace behavior outside the western culture con-
text (Boekhorst, 2015). In spite of the fact that Egypt is considered among the
highest countries in terms of encountering factors that cause stress; Egypt has
scored the 15 of the most stressful among 74 countries (Bower, 2016), there are
very limited studies which considered it as a research context. The importance of
the current study comes from the idea that the profound investigation of the main
causes of deviant workplace behavior can help in providing managers suggestions
to reduce it and this in return, may support the development of organizations.
Accordingly, the main purpose of the current study is directed into investigating
the impact of job stress on the deviant workplace behavior in Egyptian organiza-
tions, to identify the stress-related factors that may have a major impact on devi-
ant behavior in the workplace, and specifically the work-to-family conflict as a
non-job-related stress factor on deviant workplace behavior. More specifically, it
considers the common factors of job stressors role conflict, work overload and role
ambiguity besides the non-job-related stress factors which are the family-to-work

conflict. The model suggested is based on the general strain theory.

2. Literature Review

Deviant workplace behavior is considered as an individual’s voluntary conduct
that violates organizational standards; thus, it threatens its members and the
welfare of the entire organization (Robinson & Bennett, 1995). It has been cate-
gorized in the literature into two main groups: positive and negative (Alias et al.,
2013). Similarly, it is categorized as constructive or destructive deviant behavior
(Appelbaum & Matousek, 2007). Job stress-related factors are work overload,
complex tasks, role ambiguity and role conflict (Michie, 2002). 1) Work over-
load: is the discrepancy between the time limits, resources availability and re-
quirements is associated to tasks work overload (Silva & Ranasinghe, 2017). Work-
load is correlated with many sorts of negative and unfavorable outcomes, such as
fatigue, tension and anxiety (Ganster & Rosen, 2013). 2) Role conflict: it is the
conflict between the main role for the individual and the pressure exerted on the
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individual by other requests (Kahn, Wolfe, & Quinn, 1964). 3) Role ambiguity:
is lack of clarity about the job tasks and lack of understanding and knowing the
job responsibilities and the expectations from one’s job performance that tend to
lower the performance of the employees (Flaherty, Dahlstrom, & Skinner, 2013).
On the other side the non-job related factors “is an inter role conflict form in
which role pressures from the family and work role domains are alternately in-
compatible because participation in one role is made more difficult by virtue of
participation in the other” (Greenhaus & Beutell, 1985). The work-to-family con-
flict is one of the common sources of job stress (Solomon 1994; Schaufeli, Na-
chreiner, & Bakker, 2001). Many theoretical explanations have examined how
job stress in the workplace relates to deviant behavior (Golparver et al., 2015).
Previous research studies (Silva & Ranasinghe, 2017; Radzali, Ahmad, & Omar,
2013) have based their results on the general strain theory (GST), which attempts
to recognize the stresses or strains that could cause deviant behavior (Agnew
& White, 1992). The GST theory argues that stressors or strains raise the like-
lihood of negative emotions like depression, frustration and anger, so the inci-
dence of deviant behavior is due to these strains. Consequently, these negative
emotions create pressure and deviant behavior is one of the ways some people
react. Accordingly, the current study proposes the framework (Figure 1) based on
the general strain theory to find out the relationship between job stresses and
deviant workplace behavior. The literature has not included various types of
issues leading to job and resulting deviant behaviors that can be caused by the
job stress and which deviant behavior type (production deviance, political devi-
ance, personal aggression and property deviance) was more stressful for the Egyp-
tian organizations. There is a need to observe which type of deviant behavior is
riskier for the organization in the presence of stress and depression at workplace

(Figure 2).

3. Methodology

The participants in this study were 403 employees working in different private

Egyptian organizations who were selected by a convenience sampling technique.

043

job satisfaction

0,276.15

2331

Deviant work place behavior

job stress

Figure 1. Path analysis.
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Independent variable
Job-related stress factors
Work overload
Role Conflict
Role ambiguity

Mediator Dependent variable
Job satisfaction Deviant workplace behavior

Independent variable

Non-job-related stress factors
Work-to-family conflict

Figure 2. The proposed model.

The study has applied the Cochran Formula to assess the sample size was correct
from the selected population size. The Cochran formula is applied on a hetero-
genous population.

The formula is:
no=2%pg/e’ .

e = the standard deviation and error that is also known as margin of error.

Data is collected through a structured questionnaire. A pilot study was con-
ducted that enrolled ten participants. After conducting the study, it was found that
the questionnaire contained some questions that were inappropriate for the cul-
ture so the researcher made changes in the questionnaire by removing some of
the questions that did not fit with the culture and rewrote some questions to make
them adapted to the culture. In order to check the reliability and the validity of
the questionnaire, Cronbach’s alpha is used to ensure that the questionnaire ob-
tained relevant data for the study.

The multiple regression analysis, the structural equation modeling technique
are used to analyze structural relationships between measured variables. Lastly,
the goodness of fit of a statistical model is used to test and describe how well the
set of observations fits. It summarizes the contradiction between the values ob-
served and the predictable values under the statistical model (Maydeu-Olivares
& Garcia-Forero, 2010).

4. Results and Findings

The survey data described that the majority of the respondents are female as they
represent 50.6% and male represent 49.4%. In terms of age, the majority of re-
spondents are between 31 to 40 years old (36.1%), respondents between the ages
of 20 to 30 represent 34.3%, 19.4% of the respondents represent the ages of 41 to
50 years and 10.2% of the respondents represent ages above 50. Regarding the
respondents’ educational level, the majority of the respondents’ educational sta-
tus is Bachelor’s degree. The majority of the respondents work in private organ-
izations (50%) followed by 31% working in public organizations and only 19%

working in multinational organizations. As for the workplace, the majority of
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the respondents had worked at their current workplace for more than ten years;
the majority of the respondents are working in the educational sector. According
to the job role, almost half of the respondents are managers, supervisors and ex-
ecutives and 90% of respondents work in full-time jobs while only 10% work
part time.

The descriptive analysis results showed that the mean and the standard devia-
tion of the job stress is (3.0171, 0.32). This means that there is a tendency for the
respondents to neutrally agree for job stress. The majority of the respondents
agreed to a great extent that they have an extremely large amount of work to do
in their jobs, with a mean of 4.05, their job is difficult and requires a high level of
knowledge and technical skill, with a mean of 3.92, they need to always think
about their work throughout their working day, with a mean of 3.96, and they
sometimes cannot complete their work in the required time, with a mean of 3.51.
However, the respondents were neutral in the extent to which they agreed that
their job requires a lot of physical work, with a mean of 3.24, and that their
knowledge and skills are rarely used at work, with a mean of 3.23. Respondents
agreed that they can reflect their opinions on workplace policy, with a mean of
2.44, their workplace atmosphere is friendly, with a mean of 2.29, their jobs do
not interfere with their families, social obligations and their social needs with a
mean of 2.26, they can choose how and in what order to do their work with a
mean of 2.23 and that their jobs suit them well.

The results showed that the mean and the standard deviation of the job satis-
faction are (3.596, 0.68). This means that there is tendency for the respondents
to agree that they are satisfied in their jobs. According to descriptive analysis,
results for the dependent variable, the deviant workplace behavior, the mean and
the standard deviation of the job satisfaction are (2.106, 0.96). This means that
there is a tendency for the respondents to disagree for the statements of the de-
viant workplace behavior, meaning that respondents are less deviant in their
workplaces.

Reliability and intrinsic validity for research dimensions: The reliability of the
variables was acceptable as all the variables were in the range of 0.7 to 1 which means
that the results of the questionnaire are stable. The confirmatory factor analysis
showed that all the communalities values for all components are equal to 0.4 or
more, which indicate high validity of these items, most of the values of loadings
are greater than 0.5 that indicates high correlation between these questions so con-

struct validity for the questionnaire is acceptable.

4.1. Correlational Analysis

From the correlation analysis in Table 1, it is clearly shows that, there is a sig-
nificant negative relationship between job stress and each of job satisfaction, and
the deviant workplace behavior. Which means that increasing job stress decrease
the satisfaction, and increase the deviant workplace behavior with a confidence
level 95%, as p-value is less than 0.05. There is a significant positive relationship

between job satisfaction and the deviant workplace behavior, which means that
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Table 1. Correlation analysis.

Correlations
Job Job Deviant
stress  satisfaction workplace behavior
Pearson correlation 1 —0.264-** —-0.123-*
Job stress Sig. (2-tailed) 0.000 0.014
N 399 397 395
Pearson correlation  —0.264** 1 0.162**
Job satisfaction Sig. (2-tailed) 0.000 0.001
N 397 401 398

**: Correlation is significant at the 0.01 level (2-tailed); *: Correlation is significant at the
0.05 level (2-tailed).

increasing job satisfaction decrease the deviant workplace behavior with confi-

dence level 95%, as p-value less than 0.05.

4.2. Multiple Regression Analysis

From the regression analysis shown in Table 2, it is concluded that there is sig-
nificant negative relation between job stress and job satisfaction with a confi-
dence level of 95% as p-value is less than 0.05. The effect of job stress on job sat-
isfaction equals to —0.553. There is significant positive relation between job sat-
isfaction and deviant work place behavior with confidence level 95% as p-value
is less than 0.05. This direct effect of job satisfaction on deviant workplace be-
havior equal 4.055, and indirect effect of job stress on deviant workplace behav-
ior as —2.24.

Therefore, the job satisfaction mediates the relationship between job stress and

deviant workplace behavior with confidence level 95%.

4.3. SEM Models

This Structural equation modeling technique is used to estimate the following
relationship between variables:

Job satisfaction = B, +, * job stress
Deviant = f3, + 3, * Job satisfaction

The path analysis graph indicates a negative relationship between job stress
and the job satisfaction, which equals to —0.55 and a positive relationship be-
tween job satisfaction and deviant workplace behavior, which equals to 4.05, this
method showed the direct effect of the independent variable (Job stress) on the
mediator variable (Job satisfaction) and a direct effect of the mediator (Job satis-
faction) on the dependent variable (Deviant workplace behavior). The structural
modeling equation gives rise to job satisfaction as it is the mediating variable
which balances the relationship between job stress and deviant workplace be-

havior.
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Table 2. Regression analysis.

Estimate  S.E. CR. p Label

Job satisfaction < Job stress —-0.553 0.102 —5.432

Deviant . .
. < Job satisfaction 4.055 1.227  3.305 ¢
workplace behavior

*** mean that p-value less than 0.05.

4.4. Regression Analysis

The analysis in Table 3 shows that there is a significant positive impact of work
overload on deviant workplace behavior with confidence level 95%, as p-value is
less than 0.05. This means that when the work overload increases, deviant be-
havior in the workplace increases. On the other hand, there is a significant nega-
tive impact of role ambiguity on deviant workplace behavior with confidence
level 95% as p-value is less than 0.05, there is a significant negative impact of role
conflict on deviant workplace behavior with confidence level 95% as p-value is
less than 0.05 and there is a significant positive impact of work-family conflict
on deviant workplace behavior with confidence level 95% as p-value is less than
0.05.

4.5. Goodness of Fit

From Table 4, it is concluded that all the goodness of fit measures of the model
indicate that all indicators at acceptable limits, especially NFI, RFI, IFI, TLI, and
CFI as they are close to one as the fit index varies from 0 to 1 and 1 is considered
ideal. Also, the normed Chi-square with cut-off values is less than 5 and the ac-
ceptance criterion ranging from less than 2 to less than 5 (Moss, 2016). The fit
measures indicate the goodness of fit of the structural model and its ability to
measure the mediation effect of job satisfaction on the relationship between job

stresses on deviant workplace behavior.

5. Discussion

The study shows that there is a significant negative relationship between job
stress and job satisfaction as when employees are stressed in their workplace,
they became dissatisfied. This finding is consistent with previous research find-
ings carried out by Hoboubi et al. (2016), Venkataraman & Ganapathi (2013),
Bemana et al. (2013) as they concluded in their studies that there is a negative
significant relationship between the job stress and the job satisfaction.
Additionally, there is a significant positive relationship between job dissatis-
faction and deviant workplace behavior which means that when job satisfaction
decreases, deviant workplace behavior increases. This finding is consistent with
previous research findings as a study conducted on white- and blue-collar em-
ployees found that the reason for production deviance, theft and sabotage is dis-
satisfaction and the dissatisfaction is due to abusive supervision (Anjum & Parvez,
2013). This is also supported by previous literature, which reports that employees
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Table 3. Regression analysis (stress factors).

Estimate S.E. CR. p
Deviant workplace behavior ¢«  Workoverload  0.266  0.089  2.99 0.003
Deviant workplace behavior <  Role ambiguity -0.469  0.051 -9.23 ***
Deviant workplace behavior ¢ Role conflict —-0.185 0.043 —4.33 ***

Work to
Deviant workplace behavior <« . . 0.201 0.038 5.24  ¥¢*
family conflict

Table 4. Goodness of fit table.

The goodness of fit Indices for the estimated SEM

Chi-square 4.005

Degree of freedom 6
Level of significance 0.000
Normed chi-square 2.916
Normed fit index (NFI) 0.931
Relative fit index (RFI) 0.983
Incremental fit index (IFI) 0.953
Relative fit index (TLI) 0.981
Comparative fit index (CFI) 0.947

who are highly satisfied with their jobs are more likely to stay committed to the
regulations and norms set by their organization and are less likely to engage in
deviant behavior in the workplace (Sims, 2002).

Thus, the current study findings showed that there is an indirect effect be-
tween job stress and deviant workplace behavior but the effect of job satisfaction
is mediating the relation between job stress and deviant workplace behavior. How-
ever, it shows an inconsistency with previous theoretical explanations and em-
pirical findings, which show a significant positive relationship and direct effect
of job stress on deviant workplace behavior (e.g., Omar et al.,, 2011; Silva & Rana-
singhe, 2017).

The study found that there is a positive impact of work overload on deviant
workplace behavior as when workload increases, employees are more likely to en-
gage in deviant behavior in the workplace. The study results are consistent with
other researchers’ findings (Norsilan, Omar, & Ahmad, 2014; Silva & Ranasinghe,
2017) as they also found that work overload has a significant impact on the de-
viant workplace behavior and that job demand pressure cause employee to in-
volve in many forms of deviant behavior in the workplace.

The work overload occurs when employees have tasks with heavy responsibil-
ities; employees need high effort to accomplish the work demands and work de-

mands are beyond the employee capabilities (Bateman, 1981). Therefore, these is-
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sues will make employees feel stressed and depressed which will lead them to
behave negatively in their workplaces. On the other hand, the findings were quite
unexpected in that there is a significant negative impact of role ambiguity and
role conflict on deviant workplace behavior. This is inconsistent with the previ-
ous literature which shows a positive and significant relationship between role
conflict and deviant workplace behavior (Hussain et al., 2017) and other studies
that show that role ambiguity has an insignificant impact on deviant workplace
behavior (Silva & Ranasinghe, 2017). Job satisfaction is the reason behind this rela-
tionship as even when employees face difficulties in their workplace but they are
supported and satisfied, they will not engage in any deviant behavior. So even when
there is conflict and ambiguity in the employees’ role but they are satisfied, de-
viant workplace behavior will decrease.

The result found that role ambiguity and role conflict have a positive impact
on the deviant workplace behavior. This is supported by the affective events the-
ory, which states that behavior in the workplace is guided by the feelings and
emotions of the employees so employees can involve in deviant behavior when
they feel negatively in their workplace (Weiss, Cropanzano, & Russell, 1996).
However, the mediation effect of job satisfaction can make positive feelings and
emotions that will make employees satisfied and their deviant behavior will de-
crease.

Regarding the non-job related stress factors; there is a positive significant im-
pact of the work to family conflict on the deviant workplace behavior, as em-
ployees who suffer from conflict between their job role and their family role are
more likely to engage in deviant behavior in the workplace. This result is in good
agreement with other studies as referred to the literature review (Darrat, Amyx,
& Bennett, 2010; Rubab, 2017; Radzali, Ahmad, & Omar, 2013).

Workers who suffer from work-to-family conflict could be more prone to en-
gage in production deviance as the pressure of this conflict drains the workers’
concentration and energy, which are required in the work so they will be less pro-
ductive in their workplace. Furthermore, workers that are incapable of meeting their
family expectations due to time pressure may leave work early to accomplish their
family responsibilities, rushing through their tasks which lead to them producing

low-quality work.

6. Limitations of the Study and Suggestions for Future
Research

The data collection relied merely on primary data by using a structured ques-
tionnaire that indicates that some respondents might not be able to provide
more elaboration about some important facts. The sample is based only the pri-
vate sectors; therefore, the conclusion and the finding may not be generalized.
Also, the drawbacks of the convenience sampling technique are that it indicates
the limited access to respondent, so it is expected that different sample of re-

spondents may provide different results. For further research, it is recommended
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to include qualitative data through individual interviews to interact directly with
employees. In addition, it is recommended to improve the sampling techniques
to have more representative sample that will enable better generalization of re-

sults.

7. Conclusion

The main purpose of this study is to investigate the impact of job stress on devi-
ant workplace behavior in Egyptian organizations. Results of the study have found
that job stress has no direct effect on deviant workplace behavior; however, job
satisfaction directs the effect which means that when employees are stressed, their
satisfaction may decrease and so their deviant behavior may increase. On the
other side, the stress in the workplace is expected to decrease when the employ-
ees are overall satisfied with their organization as when they are satisfied with their
organization culture. So when employees’ satisfaction increases, they will be less
likely to involve in deviant behaviors.

The study has found that job satisfaction plays a crucial role in decreasing de-
viant workplace behavior. Accordingly, when employees are stressed, this may
increase their satisfaction level, so they will be more likely to involve in deviant
behavior and when employees are less stressed, they will be satisfied so they will
be less likely to involve in deviant behavior. Further, it has been demonstrated
that the major stress factors that are likely to push employees to deviant behavior
are work overload and this is a job related stress factor; the work to family con-
flict as a non-related job stress factor. The findings clearly showed that there is a
significant positive impact of work overload on deviant workplace behavior which
means employees who suffer from work overload and pressure in their jobs,
such as having too much work to do are more likely to engage in deviant behav-
ior.

Regarding the work-family conflict, results showed that it has a significant posi-
tive impact on deviant workplace behavior such as when employees face strug-
gles and conflicts in the balance between their jobs requirement and their family
roles, they will tend to engage more in deviant behavior such as failure to abide
by the working hours and their absenteeism in order to be able to contribute to
their family roles. Thus, their work product will decrease.

To sum up the results, it can be concluded that job satisfaction plays a crucial
role as it can decrease or even eliminate deviant behavior in the workplace, thus
a less stressed workplace will increase employees’ satisfaction and help decrease
their deviant behavior.

The current study’s advantage is its generalizations that can be implemented
in the wider populations. This is due to the involvement of job stress and depres-

sion that can create trouble of deviance at any workplace.
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