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ABSTRACT  
This study examined the relationship between leader-member 
exchange (LMX) and workplace deviance behaviors 
(supervisor-directed deviance, organizational deviance, and 
interpersonal deviance), and the role of negative affectivity as 
moderating variable on the relationship between LMX and 
workplace deviance behaviors. This study found that LMX 
was related to organizational deviance. However, Results 
showed that LMX was unrelated to supervisor-directed 
deviance and interpersonal deviance. This study also found 
that LMX was more strongly associated with supervisor-
directed deviance when negative affectivity was higher. 
Moreover, the relationship between LMX and interpersonal 
deviance was stronger when negative affectivity was higher.  
However, negative affectivity had no moderating effect on the 
relationship between LMX and organizational deviance. 
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I. INTRODUCTION 
Workplace deviance behavior is a common problem faced by 
almost all the organizations (Nasir & Bashir, 2012). 
Furthermore, according Tziner et al. (2010), workplace 
deviance behavior has a broad effect on organizations such as 
economic, sociological, and psychological effect. Deviant 
behavior is often the result of employees’ perception about 
special events, which encourages them to take specific action. 
These events include their perception of social pressure, unfair 
treatment, poor working conditions, or other stressors that 
bring them feel the cruelty or inequality, or both, which 
motivate them to act in workplace deviance behavior 
(Robinson & Bennett, 1997; on Colbert et al.,  2004). 
 
Deviance behaviors could be directed to organizational and 
other individuals (Robinson & Bennett, 1995). Based on the 
typology of Robinson and Bennett (1995), organizational 
deviance refers to employee action directed to the company, 
including the production of aberrations (e.g. slow down) and 
property deviance (e.g. stealing from the company). While 
interpersonal deviance behavior refers to actions performed on 
other individuals in the workplace, it is including political 

deviance (e.g. over something that is not useful) and 
aggression (e.g. abusive verbal). Hershcovis et al. (2007) have 
detailed this behavior into the interpersonal deviance directed 
to supervisors and the other individuals in the organization 
(e.g. co-workers). 
 
One of the job conditions that could drive employees’ injustice 
perception is poor relationship between employees and their 
supervisor (low quality leader-member exchange/LMX). 
According to Bolino and Turnley (2009), individuals with low 
quality LMX less receive support and development 
opportunities from their supervisor. Thus, subordinates who 
have a poor working relationship with their superior receive 
unfair treatment (Kim et al., 2009). This condition potentially 
promotes deviant behaviors. Colbert et al. (2004) argued that 
employees will more likely to engage in workplace deviance 
behaviors when they perceive their work situation as 
unfavorable. However, less research has examined the 
relationship between LMX and three dimensions of workplace 
deviance behaviors (supervisor-directed deviance, 
organizational deviance, and interpersonal deviance). We used 
social exchange theory to explain the relationship between 
LMX and 3-dimension of workplace deviance behavior. 
 
Further, according to Hershcovis et al. (2007), referring to 
interactionist perspective, situational factor (such as LMX) 
alone is not sufficient to predict deviant behaviors at work. 
Interesting issue is what factor that could strengthen the effect 
of LMX on workplace deviance behaviors? Colbert et al. 
(2004) argued that personality variable may affect how 
individuals react to the perception of an unpleasant situational. 
Thus, in this study we considered the role of negative 
affectivity, and examined it as moderating effect on the 
relationship between LMX and workplace deviance behaviors.  
 
Individuals with high NA experience negative mood across 
situations and emotions, no matter the specific stimulus, tend 
to focus on the negative aspects of their work, themselves, the 
world in general and others (Aquino et al., 1999a). Empirical 
study found that Individuals with high NA were more distant 
and likely to engage in withdrawal and hostile behavior 
(Aquino, Lewis, & Bradfield, 1999b). We argued that when 
employees with high negative affectivity have poor 
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relationship with their supervisor (low quality LMX), they 
would be more engaged in workplace deviance behaviors. 

II. THEORETICAL BACKGROUND AND HYPOTHESIS  

According to Kaplan (1975, on Bennett & Robinson, 
2000:349), workplace deviance refers to “voluntary behavior 
in that employees either lack motivation to conform to, and/or 
become motivated to violate, normative expectations of the 
social context.” Bennett and Robinson (2000) identified that 
deviant behaviors have two dimensions, those are 
organizational deviance and interpersonal deviance. Further, 
Mitchell and Ambrose (2007) identified that deviant behaviors 
have three dimensions, those are organizational deviance, 
interpersonal deviance, and supervisor-directed deviance. 
Colbert et al. (2004) suggested that social pressure, poor 
working condition, and injustice treatment can promote 
deviant behavior. Those conditions could be referred to poor 
quality relationship between subordinate and supervisor (low 
quality LMX).   
 
LMX theory states that some employees have a good/high 
quality exchange relationships (in-groups), while several other 
employees tend to have poor/low quality exchange 
relationships (out-groups) with their superiors (Bolino & 
Turnley, 2009). In-groups employees get a better assignment, 
both parties loyal, have mutual respect each other. While out-
groups employees get more ordinary assignments and received 
little support from their supervisor. As a result, out-groups 
employees feel more negatively about their work, and face 
fewer development opportunities (Bolino & Turnley, 2009). 
This distinction between out-groups and in-groups is often 
considered unfair by employees (Bolino & Turnley, 2009). 
 
According to social exchange theory, reciprocity is one of this 
theory's basic. Reciprocity is usually thought as a condition of 
positive feedback. However, it could also be a negative 
feedback, where negative treatment is repaid by negative 
treatment (Harris et al.,  2007). Thau et al.(2009) argued that 
poor treatment by the supervisor indicates an imbalance that 
should be fixed by the employees by engaging in negative 
behaviors. Therefore, employees in the poor quality exchange 
relationship with their supervisor will be more engaged in 
deviant behaviors – with the targets are their supervisor and 
their organization (Wulani et al., 2012a).  Martin’s model 
(1981; in Bolino & Turnley, 2009) showed that employees in 
low quality relationships will be reacted with negative 
attitudes and engaged in antisocial acts. Wulani et al. (2012a) 
demonstrated that LMX had negative effect on supervisor-
directed deviance. Moreover, Lian et al. (2012) found the 
negative relationship between LMX and supervisor-directed 
deviance and also between LMX and organizational deviance. 
 
However, the relationship between LMX and workplace 
deviance behaviors especially interpersonal deviance (directed 
to co-workers) has less attention from researchers. According 
to displaced aggression theory, employees could displace their 
deviant behavior, not directed to their supervisor, but to their 

co-workers (Mitchell & Ambrose, 2007). Mitchell and 
Ambrose (2007) explained that employees are afraid to 
retaliate toward their supervisors who have the power. As a 
result, they respond negatively about their poor experience by 
engaging on interpersonal deviance, which is they directed 
their deviant behavior to their co-workers. 

 
Hypothesis 1a: LMX quality will be negatively related to 
supervisor-directed deviance. 
Hypothesis 1b: LMX quality will be negatively related to 
organizational deviance. 
Hypothesis 1c: LMX quality will be negatively related to 
interpersonal deviance. 

 
According to Colbert et al. (2004), how individuals react to 
the perception of an unpleasant condition could be depend on 
personality variable. One of personality factor that potentially 
plays a role in predicting deviance behaviors is negative 
affectivity.  Watson dan Clark (1984; on Burke et al., 1993: 
402) have been defined negative affectivity as “a mood-
dispositional dimension that reflects pervasive individual 
differences in negative emotionality and self-concept.” 
According to Watson and Clark (1984: on Aquino et al., 
1999), negative affectivity describes the extent of individual 
experience, both in terms of frequency or intensity, high levels 
of emotional stress, hostility, fear, and anxiety.  
 
Ho¨ge and Bu¨ssing (2004) explained that individuals with 
high negative affectivity tend to overemphasize the presence 
of stressors at work. As a result, they may have an exaggerated 
strain response to stressors (Ho¨ge & Bu¨ssing, 2004). For 
them, the stressor–strain relationship is stronger than for 
individuals with low negative affectivity (Ho¨ge & Bu¨ssing, 
2004). While Spector and Fox (2002, in Kaplan et al., 2009) 
suggested that individuals with high negative affectivity which 
experience distress will try to eliminate their negative 
affectivity by retaliating other people and organization.  
 
In conclusion, poor relationship quality between subordinates 
and their supervisor is a condition which could be perceived 
by employees as unfairness and  unfavorable work situation. 
For employees with high negative affectivity, this situation 
could be stressor which more likely to be responsed by 
engaging in deviant behaviors. Those behaviors would be 
directed to others (supervisors and co-workers) and their 
organization.   

 
Hypothesis 2a: Negative affectivity moderates the negative 
relationship between LMX quality and supervisor-directed 
deviance. The negative relationship between LMX and 
supervisor-directed deviance will be stronger when negative 
affectivity is high, than low. 
Hypothesis 2b: Negative affectivity moderates the negative 
relationship between LMX quality and organizational 
deviance. The negative relationship between LMX and 
organizational deviance will be stronger when negative 
affectivity is high, than low. 
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Hypothesis 2c: Negative affectivity moderates the negative 
relationship between LMX quality and interpersonal deviance. 
The negative relationship between LMX and interpersonal 
deviance will be stronger when negative affectivity is high, 
than low. 
 

III.  METHOD 

We tested the hypotheses using data supplied by Wulani, 
Handoko, Purwanto (2012b). Subject of this study was 663 
non-managerial and full-time employees working on various 
industries in Indonesia. Respondents were asked to fulfill a 
survey questionnaire. LMX was assessed with the 7-item 
LMX7 scale (Scandura & Graen, 1984).  We used a 5-point 
scale that ranged from ‘never’ (1) to ‘always’ (5) Negative 
Affectivity (NA) was assessed with the 10-item PANAS scale 
(Watson et al., 1988). Respondents used a 5-point scale the 
extent to which each of the 10 indicators represented how they 
felt in general (Clungston et al., 2000).  We assessed 
organizational deviance with 12 items and interpersonal 
deviance with 7 items from Bennett and Robinson (2000). 
Supervisor-directed deviance was assessed with 10 items from 
Mitchell and Ambrose (2007). Respondents used a seven-
point scale that range from ‘never’ (1) to ‘everyday’ (7). 
 

IV.  RESULTS  

Hypotheses were assessed with hierarchical regression 
analysis (Table 1). Consistent with hypothesis 1b, LMX was 
negatively related to organizational deviance (b = -0.109, p < 
.05). However, hypothesis 1a was unsupported because LMX 
was unrelated to supervisor-directed deviance (b = -0.64, ns.). 
Further, hypothesis 1c was unsupported because LMX was 
unrelated to interpersonal deviance (b = -0.95, ns.). Negative 
affectivity (NA) significantly moderated the relationship 
between LMX and supervisor-directed Deviance (b = -0.161, 
p < .01,  ∆R2 = .018, p < .01), hence hypothesis 2a was 
supported. In supporting hypothesis 2c, negative affectivity 
also significantly moderated the relationship between LMX 
and interpersonal deviance (b=-0.187,p<.05,∆R2= .007,p<.05). 
 

Table 1. Hierarchical regression results 
Variable Supervisor-

directed deviance 
Organizational 

deviance 
Interpersonal 

deviance 
 Step 1 Step 2 Step 1 Step 2 Step 1 Step 2 
LMX 
 
NA 
 
LMXxNA 
 
∆R2 

-0.64 
 
.149 

-.055 
 
.143** 
 
-0.161** 
 
.018** 

-0.109* 
 
.28** 

-.107* 
 
.279** 
 
-.042 
 
.000 

-0.95 
 
.27** 

-.085 
 
.264 
 
-0.187* 
 
.007* 

Note. Tabled values are standardized. *p<.05. **p<.0l. 
 
The form of the interactions were assessed by testing the 
relationship between LMX and deviant behaviors at high (one 
SD above the mean) and low (one SD below the mean) values 
of negative affectivity. Figure 1 shows that LMX quality was 
more strongly associated with supervisor-directed deviance 

when negative affectivity was higher (b = -0.238, p < .01), 
than lower (b = .025, n.s.). Figure 2 shows that LMX quality 
was more strongly associated with interpersonal deviance 
when negative affectivity was higher (b = -0.291, p < .05), 
than lower (b = .113, n.s.). However, contrary to the 
hypothesis 2b, negative affectivity did not significantly 
moderate the relationship between LMX and organizational 
deviance (b = -.042, n.s., ∆R2 = .000, n.s.). 
 

Figure 1. The Moderating effect of Negative Affectivity (NA)  on the 
relationship between LMX and Supervisor-Directed Deviance/WDS 

 
 
Figure 2. The Moderating effect of Negative Affectivity (NA) on the 
relationshi between LMX and Interpersonal Deviance/WDI 

 

V. CONCLUSSION 

Consistent with previous studies (e.g. Lian et al., 2012), this 
research found that LMX was negatively related to 
organizational deviance. However, this study found that LMX 
was not related to supervisor-directed deviance and 
interpersonal deviance. The possible explanation is not all 
individuals that experience low quality LMX engage in 
deviance behavior to their supervisor. Some of them may still 
wish to be members of high exchange quality with their 
supervisor (Bolino & Turnley, 2009). Therefore they do not 
response the negative condition by engaging in supervisor-
directed deviance. It also possible that they do not engage in 
interpersonal deviance because they only retaliate to people 
who are considered treats them unfair. 
 
Scarliki et al. (1999; on Douglas & Martinko, 2001) found that 
relationship between fairness and counterproductive behavior 
was stronger for individual with high negative affectivity, than 
low negative affectivity. Furthermore, Kaplan, Bradley, 
Luchman, and Hayes (2009) identified that people with high 
negative affectivity will response their experience negative 
emotion by engaging in counterproductive behavior for 
mollifying their condition. However, this study shown that 
negative affectivity only significant as a moderating variable 
on the relationship between LMX and interpersonal deviance, 
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and LMX and supervisor-directed deviance, but not between 
LMX and organizational deviance. The results suggest that 
people with high negative affectivity respond differently with 
certain types of deviant behaviors to unpleasant situations.  
 
It is possible that not all individuals with high negative 
affectivity will response their poor experience (in low LMX) 
with engage in organizational deviance. Johnson et al. (2010) 
found that although some people with high NA related to low 
performance, some other of those people will have high 
performance. It is because of their anxiety enforce them to 
give their greater effort to the job. In addition, it is possible 
that some of them aware that to costly if they engaged in 
counterproductive behavior to their organization. Their 
characteristics show that they have high level of fear and 
stressful (Watson and Clark, 1984: on Aquino et al., 1999). 
Therefore, for some of people with high negative affectivity, 
their low quality LMX do not related with organizational 
deviance.  
 
Moreover, our results were consistent with Aquino et al. 
(1999a), that is employees with high negative affectivity more 
likely to respond a negative condition by engaging on 
deviance which directed to other individuals than to 
organization. According to Hui et al. (2004), affective element 
will more likely to predict interpersonal deviance. While 
cognitive element will more likely predict organizational 
deviance. Consistent with those reasoning, Crothers et al. 
(2009, in Foster, 2012) identified that the employees' 
perception about leader unfairness will motivate them to 
engage in retaliatory behavior against the leader and/or their 
coworkers. 
 

V I.REFERENCES 
[1] M. Nasir and A. Bashir. "Examining workplace deviance in 

public sector organizations of Pakistan," International Journal 
of Social Economics, Vol. 39 No. 4, pp. 240-253, 2012 

[2] A. Tziner,  E.C. Fein, G. Sharoni, P. Bar-Hen, and T. Nord. 
"Constructive Deviance, Leader-Member Exchange, and 
Confidence in Appraisal: How Do They Interrelate, if at All?," 
Revista de Psicología del Trabajo y de las Organizaciones, vol. 
26, no. 2, pp. 95-100, 2010. 

[3] R.J. Bennett and S.L. Robinson.  "Development of a Measure of 
Workplace Deviance," Journal of Applied Psychology, vol. 85, 
no. 3, pp. 349-360, 2000. 

[4] A.E. Colbert, M.K. Mount, J.K. Harter, L.A. Witt, and M.R. 
Barrick, M.R. “Interactive effects of personality and perceptions 
of the work situation on workplace deviance,” Journal of 
Applied Psychology, vol.89, no.4, pp. 599-609, 2004. 

[5] S.L.Robinson and R.J.Bennett.“A typology of deviant 
workplace behaviors: a multidimensional scaling study,” 
Academy of Management Journal, vol. 38, pp. 555-572, 1995. 

[6] M.S. Hershcovis, N. Turner, JJ. Barling, K.A. Arnold, K.E.  
Dupre, M. Inness, M. LeBlanc, and N. Sivanathan.  "Predicting 
workplace aggression: A meta analysis," Journal of Applied 
Psychology, vol. 92, no. 1, pp. 228-238, 2007. 

[7] M.C. Bolino and W.H. Turnley.“Relative deprivation among 
employees in lower-quality leader-member exchange 
relationship,” The Leadership Quarterly, vol. 20, pp. 276-286, 
2009. 

[8] F. Wulani, H. Handoko, and B.M. Purwanto. "The moderating 
effect of  abusive supervision on the relationship between 
leader-member exchange and workplace deviance, in 
proceeding of The 2nd International Business Management 
Research Conference (IBMRC),16 November, Chiang Mai 
University, Chiang Mai, Thailand, 2012a.  

[9] K. Aquino, S.L. Grover, M. Bradfield, and D.G. Allen. "The 
effects of negative affectivity, hierarchical status, and self-
determination on workplace victimization," Academy of 
Management Journal, vol. 42, no. 3, pp. 260-272, 1999a 

[10] S. Kim, J.W. O'Neill, H.M Cho. "When does an employee not 
help coworkers? the effect of leader-member exchange on 
employee envy and organizational citizenship behavior," 
International Journal of Hospitality Management, article in 
press, 2009. 

[11] K. Aquino, M.U. Lewis, and M. Bradfield. "Justice 
constructs, negative affectivity, and employee deviance: 
A proposed model and empirical test," Journal of 
Organizational Behavior; Vol. 20, No. 7, pp.. 1073-1091, 
1999b. 

[12] K.J. Harris, K.M. Kacmar, and S. Zivnuska.  "An investigation 
of abusive supervision as a predictor of performance and the 
meaning of work as a moderator of the relationship," The 
Leadership Quarterly, vol. 18, pp. 252-263, 2007. 

[13] S. Thau, R.J. Bennet, M.S. Mitchell, and M.B. Marrs.  "How 
management style moderates the relationship between abusive 
supervision and workplace deviance: an uncertainty 
management theory," Organizational Behavior and Human 
Decision Process, vol. 108, pp. 79-92, 2009. 

[14] H. Lian, D.L. Ferris, and D.J. Brown. “Does taking the good 
with the bad make things worse? How abusive supervision and 
leader–member exchange interact to impact need satisfaction 
and organizational deviance,” Organizational Behavior 
andHuman Decision Processes, vol. 117, pp. 41–5, 2012. 

[15] M.S. Mitchell and M.L. Ambrose. "Abusive supervision and 
workplace deviance and the moderating effects of negative 
reprocity beliefs," Journal of Applied Psychology, vol. 92, no. 4, 
pp. 1159-1168, 2007. 

[16] M.J. Burke, A.P. Brief, and J.M. George. "The role of negative 
affectivity in understanding relations between self-reports of 
stressors and strains: A comment on the applied psychology 
literature," Journal of Applied Psycgology, vol. 78, no. 3, pp. 
402-412, 1993. 

[17] T. Ho¨ge and A.´ Bu¨ssing. "The Impact of Sense of Coherence 
and Negative Affectivity on the Work Stressor–Strain 
Relationship," Journal of Occupational Health Psychology, vol. 
9, no. 3, pp. 195–205, 2004. 

[18] S. Kaplan, J.C. Bradley, J.N. Luchman, and D. Hayes. "On the 
Role of Positive and Negative Affectivity in Job Performance: A 
Meta-Analytic Investigation," Journal of Applied Psychology, 
vol. 94, no. 1, pp.162–176, 2009. 

[19] F. Wulani, H. Handoko, and B.M. Purwanto. "OCB as an 
impression management motive’s result: The role of abusive 
supervision and Leader-Member Exchange," in Proceeding at 
The 5th Thailand-Japan International Academic Conference, 20 
Oktober, Tokyo Institute of Technology, Tokyo, Jepang, 2012b. 

[20] L. Hui, A.Joshi, and A.Chuang. “Sticking out like a sore thumb: 
employee dissimilarity and deviance at work,” Personnel 
Psychology, Vol. 57, no. 4, pp. 969-1000, 2004. 

[21] R.E. Johnson, A.L. Tolentino, O.B. Rodopman, & E. Cho. “We 
(sometimes) know not how we feel: predicting job performance 
with an implicit measure of trait affectivity,” Personnel 
Psychology, Vol. 63, pp. 197-219, 2010. 

 

122


	abstract
	keywords
	I. Introduction
	II. An Example of the Simple Model and Consumption Growth
	III. Asset Allocation in Each Country
	IV. Infinite and Finite Consumption Growth
	V. Various effects on Consumption Growth
	VI. Concluding Remarks 
	VII. Citations and References
	abstract
	keywords
	I. Introduction
	II. Raw Materials and Method 
	III. Results and Discussions 
	A. Ballistic testing
	B. Fragmentation analysis and Finite elemant method
	fraction. Ogaz and Rio [3] have reported the fragmentation analysis on borosilicate laminated glasses with PVB interlayer.  They found small difference of fragmentation behaviors between two laminates having the same fraction of glass but PVB layers located at different distances from the impact

	IV. CONCLUSIONS
	V. Citations and References
	I. abstract
	II. keywords
	III. Introduction
	IV. specific learning difficulties. dyslexia
	V. related work
	VI. web content accessibility guidline 2.0
	VII. An approach to web accessibility for dyslectics based on wcag 2.0
	VIII. Conclusions
	References



