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[bookmark: _Toc147462309]ABSTRACT
HR practices in Banking industries have experienced a sea change and are geared up towards improving the way individual employees perceive working environment. This revolution has created demand for the focus on behavioral aspects of employees in banks which influence the work life performance. The study primarily examines the impact of psychological ownership on deviant work behaviors in Guarantee Trust Bank plc Ilorin Kwara state. It starts by developing hypotheses based on the deviant work behavior and psychological ownership literatures. In an attempted to relate the variables of the study the descriptive statistics by means of frequencies tables and percentage were used to list out all possible deviant behaviors which are counterproductive to bank and tried to group them with similarity of nature and impact on performance. It then tests these hypotheses with data from field sample, using responses from 86 employees of Guarantee Trust Bank and manager’s observations of employee behavior. The finding revealed that psychological ownership and deviant work behavior have significant impact on bank’s performance (R2=0.668; p<0.05). Also results demonstrate positive links between deviant work behavior for the bank and psychological ownership (Employee self-efficacy, Employee sense of belonging, Territoriality) at 5% level of significant. More important, finding revealed that deviant work behavior reduce as explained variance in employee-based self-efficacy, sense of belonging and territoriality increase (β1=-0.211, β1=-0.193, β1=-0.313; P<0.05) respectively. This study concludes that psychological ownership can be used as one of the mechanisms to mitigate the problem of deviant work behavior in banking industry. The study recommend that bank should make efforts through policies and practices to create psychological ownership (feelings of mine / ours) among employees in order to reduce deviant work behaviors in the bank
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[bookmark: _Toc147462310]CHAPTER ONE
[bookmark: _Toc147462311]INTRODUCTION
[bookmark: _Toc147462312]Background to the Study
Deposit money banks have increasingly been bothered about the effectiveness of psychological ownership and deviant work place behavior. This study is relevant to the deposit money because all its members have to develop positive believe and attitude that the organization does not just belong to the owner and the more they believe this, the better they can strive to achieve organizational goal. Psychological ownership however has been viewed as a concept, its dimensions, drivers and results are less immediately clear. There are some pertinent questions to the existing variables such as; why does psychological ownership exist and how does it come about? What positive and negative outcomes are correlated with psychological ownership? And where does our current understanding of the concept fails us? These questions are useful from both a theoretical and practical point of view as the theory continues to develop and managers seek to benefit from the positives and avoid the negative aspects of psychological ownership.
In various organizations, labor and management are faced with many challenges. In every organization, there are set objectives that has to be met and each individual employee has his/her own separate objectives. Most often respective objectives of each employee tend to conflict with that of the organization and also with that of one another within the organization. Hence, there is bound to be disagreement, disparities, discoordination and Conflict that will result into deviant behaviors among the employees. The organization norms consist of expected behaviors, languages, principles, rules and policies etc. which the employees are expected to abide to, but in reality, the behaviors exhibited by the workers might not correlate positively with the norms of the organization in all areas. The various terminologies used to describe such non abiding behavior include non-complaint behavior, anti-social behavior, deviant workplace behavior, workplace aggression. Each of these terminologies mentioned above is similar in the sense that they violate significant organizational norms and imply harmful effect on the organization and its members. The popular terminology used among all the aforementioned terminologies is deviant workplace behavior. 
Studies revealed that performance is considered a function of employees’ workplace attitude and behavior (Dunlop & Lee, 2004). Meanwhile, there are two primary components of overall job performance, these are task behavior and discretionary behavior (Kamil & Ahmad, 2018). Meanwhile, organizational citizenship behavior (OCB) and deviant workplace behavior (DWB) are major forms of discretionary behavior commonly found in the literature (Bambale & Shamsudin, 2015; Pradhan & Pradhan, 2016). 
Therefore, employees engage in either OCB, which increases organizational effectiveness or DWB, which impairs organizational efficiency. Implicitly, these behaviors reflect in opposite because the former benefits the organization while the latter harms it. The idea of OCB was initially termed by Organ (1988) as individual discretionary behavior, not directly or explicitly recognized by the formal reward system, but promotes the effective functioning of the organisation. Equally, DWB is a voluntary behaviour of employees that violates significant organisational norms, which threatens the well-being of the organisation and its members (Bennett & Robinson, 2000).
In skeptical view, deviant workplace behavior can be seen as a voluntary behavior exhibited by an employee that violate significant organizational norms and in so doing threatens the well-being of an organization as a whole or its members respectively.
[bookmark: _Toc147462313]Statement of the problem
Over time, there have been a need to effectively and efficiently manage the organization in such a way that the goals and objectives of the organization become attainable. Theories have been put forward to tackle various problems that often confront organization in realizing their stated goals and objectives. Despite the fact that there are some researches, most of modern organizations still are unable to achieve success which has been widely reported in some cases. Suggested reasons by scholars and researchers for these failures are; Inadequate training and development, 	weak leadership, Lack of motivation, Inadequate compensation, Poor working condition.
However, issues related to psychological ownership and deviant workplace behavior has not been adequately addressed due to the shortage of quality research on it. Psychological ownership and deviant work place behavior in an organization can pose a serious threat to the organization this include high labour turnover, low productivity, high rate of conflict, low effectiveness and efficiency of workers. Since much attention hasn’t been given to address psychological ownership and deviant workplace behavior, it is therefore the thrust of this research to fill the unfilled gap.
In view of the focus and context of the previous studies, some gaps exist for future studies to be undertaken, because studies such as have worked on the related topic. Yet, there were dearth of studies on BPC focus on the Federal Universities from dimensions of OCB towards the academics (OCB-A); OCB towards the University (OCB-U). Similarly, DWB towards the academics (DWB-A); DWB towards the University (DWB-U). In addition, previous studies revealed a need for more scientific studies on the types of discretionary behavior exhibited mainly by academics when psychological contracts are breached.
[bookmark: _Toc147462314]Research Questions
The following research questions were raised in order to guide the study:
i) Does employee’s self-efficacy have a relationship with deviant behavior in the money deposit banks?
ii) Is there a relationship between employee sense of belonging and deviant workplace behavior?
iii) What are the effects of employee territoriality on deviant work place behavior on employee performance in money deposit banks? 
[bookmark: _Toc147462315]

1.3	Research Objective
The main objective of this study is to examine the effect of psychological ownership and deviant workplace behavior in the money deposit banks. To achieve this, the specific objectives are;
i) To examine if employee’s self-efficacy has relationship with deviant workplace behavior in the money deposit banks.
ii) To determine the relationship between employee sense of belonging and deviant workplace behavior.
iii) To examine the effects of employee territoriality on deviant workplace behavior on employee performance in money deposit banks.
[bookmark: _Toc147462316]Research Hypothesis
The following hypothesis were formulated in null forms to guide the study;
Ho1:	Employee’s self-efficacy has no relationship with deviant workplace behavior in the money deposit banks.
Ho2:	There is no relationship between employee sense of belonging and deviant work place behavior.
Ho3:	There is no effect of employee territoriality on deviant work place behavior on employee performance.

[bookmark: _Toc147462317]1.5	Scope of the study
This study focuses on psychological ownership and deviant workplace consisting of the employees in Guarantee Trust Banks in Ilorin, kwara state Nigeria. The research work is only designed or is focused on psychological ownership and deviant workplace behavior as one of the factors affecting the organization performance but limited and restricted to it. Hence, it does not cover all other factors. 
0. [bookmark: _Toc147462318]Significance of Study
Psychological ownership mediates the relationship between idealism and constructive deviant workplace behaviors. Psychological ownership mediates the positive relationship between participative decision making and constructive deviant workplace behaviors. Psychological ownership mediates the positive relationship between justice perception and constructive deviant workplace behaviors. Psychological ownership mediates the positive relationship between person-organization fit (P-O fit) and constructive deviant workplace behaviors.
This study would aid academics who are the banks interfacing staff in understanding responses to the breach of psychological contracts by showing that psychological needs explain the breach-outcome relationship. Policymakers and, indeed, all stakeholders in the nation’s educational sector would also find this study’s contributions very useful. The findings would significantly benefit Government and academics, not just in the educational sector but also in other sectors.  The recommendations would assist the banking sector in strategic planning in developing and implementing psychological ownership. The researchers are also provided with a platform upon which further investigation of the subject can be carried out.
[bookmark: _Toc147462319]Operational Definition
Psychological ownership: Psychological ownership is the feeling of possession over a target, an object, concept, organization or other person that may or may not be supported by formal ownership.
Deviant Workplace Behaviour: DWB is defined as voluntary behaviour that violates significant organisational norms and threatens the well-being of an organisation or its members. Voluntary behaviour here means that the employee is not motivated to conform and act against accepted organisational norms.
Organizational Citizenship Behaviour OCB depicts various employee behaviour such as attending to additional assignments, keeping up abreast with one’s profession, voluntarily assisting people at work, promoting and protecting the organisation, keeping a positive attitude, and tolerating inconveniences at work.
Personal Aggression Personal aggression is a more severe behaviour targeted at individuals. Examples of such behaviour are harassment, verbal attacks, threats to cause physical harm, including things such as sabotage and vandalism, stealing from co-workers, judging, criticizing, threatening, cursing coworkers, engaging in physical combat among coworkers, sexploitation, sexual harassment and advances, demanding for bribes from customers, among others. 
Political Deviance: Political deviance is a behaviour targeted at individuals, which involves engagement in social interaction that puts other individuals at a personal or political disadvantage. Specifically, it includes behaviour such as gossip, rumour spreading, scapegoating or favouritism. 
Production Deviance Production deviance is a behaviour that deviant employees partake in and ultimately hurt the organisation's overall productivity. For this reason, it is considered to be production deviance because it violates formally prescribed organisational norms concerning minimal quality and quantity of work to be accomplished as part of one’s job.   
Property Deviance Property deviance occurs where employees either damage or acquires tangible assets without authorisation. In this study, property deviance considers sabotage, intentional errors in work, misusing expense account, personal use of company property, lying about hours worked, breaking the rules regarding company resources. 
Psychological Contract: The psychological contract is an unwritten or informal agreement between employees and the management about their expectations and contributions. It is characterised by a reasonable balance between expectations of what one gets and contributions that one gives.
Organization: An organization is an organized group of people who come together to meet a need or collective pursue of a goal. 
Employee: An employee is a person who works either part time or full time under a contract of employment, whether oral or written, expressed or implied and has recognized rights and duties. 
Banking: Banking is the business activity of accepting and safeguarding money owned by other individuals and entities and then lending out this money in other to get profit.


[bookmark: _Toc147462320]CHAPTER TWO
[bookmark: _Toc147462321]LITERATURE REVIEW
[bookmark: _Toc147462322]2.1	 Conceptual Framework
[bookmark: _Toc147462323]2.1.1	Concept of Psychological Ownership
Psychological ownership can be an important tool for organizations to encourage productivity and certain desirable employee behaviors. In organizational literature, psychological ownership is the sense of ownership over a target, not only physical objects, but a concept, a job, or the whole organization. It can express itself in positive ways, such as higher motivation; but it also has potentially negative effects, such as territoriality. In entrepreneurship theory, ownership is most often associated with the amount of equity controlled by an individual entrepreneur. 
Psychological ownership is the feeling of possession over a target. With respect to psychological ownership in an organization, the sense of ownership can be defined on the individual or group level. Individuals have been the main focus of the literature with questions of how much do I feel this organization is mine? There is a growing recognition however that collective organizational ownership has a comparably important role in the workplace. 
Psychological ownership is a phenomenon that was originally defined outside of the organization and management literature but has since been applied to the work environment, first and most notably by Pierce et al (2001).
According to Pierce and colleagues, the motives underlying the state of psychological ownership consist of efficacy, self-identity and having a place (2001; 2003). By efficacy, Pierce and colleagues (2001; 2003) refer to the need of individuals of favorably transforming their environment in order to produce desired outcomes. In entrepreneurial ventures, these desired outcomes could consist of wealth creation (Wasserman, 2008; Townsend & Busenit, 2008), socio-economic change (Townsend & Hart, 2008), Persona autonomy (Rauch & Frese 2007), or a broad array of other potential outcomes. 
According to Pierce (2004), psychological ownership persists apart from objective control because it provides a mechanism for expressing one’s self-identity. Specifically, “…people use ownership for the purpose of defining themselves, expressing their self-identity to others and ensuring the continuity of self across time” (Pierce et al., 2001). The desire to create and establish one’s legacy likely explains why some founders maintain close ties with the organizations they created even when they no longer exert formal control. In this sense, the organization reifies the founder’s perceived self-identity thereby motivating them to continue to work for positive organizational outcomes (Avey, Avolio, Crossley, & Luthans 2009).
Lastly, Pierce and colleagues (2001) suggest that in addition of efficacy and self-identity, psychological ownership also allows individuals to create a sense of belonging (or a home) in a venture. Among entrepreneurs, such sense of belonging allows individuals to anchor their values, ideas etc.
[bookmark: _Toc147462324]2.1.2 The Psychology of Possession
A sense of possession (feeling as though an object, entity, or idea is MINE or OURS) is the core of psychological ownership (Furby, 1978). Possessive feelings are ubiquitous, can refer to tangible or intangible objects (Beaglehole, 1932; James, 1890), and can occur based on legal ownership or in the absence of legal ownership (Wilpert, 1991). Scholars in a wide variety of ﬁelds noted the close connection between possessions, feelings of possession, and feelings of ownership. For example, Etzioni (1991) described ownership as a ‘dual creation, part attitude, part object, part in the mind, part ‘real’. James (1890/1950/1963) noted that a man’s self is the sum total of all that he can call HIS, not only his body and his psychic powers, but his wife and children, his ancestors and friends, his reputation. In sum, people tend to equate feelings of possession with feelings of ownership (Dittmar, 1992; Furby, 1978). In the next three paragraphs, draws speciﬁcally on the psychology of possession research to discuss links with attitudes, self-concept, and sense of responsibility are made.
2.1.2.1	Attitudes
The psychology of possession literature demonstrates that people feel positively about tangible and intangible targets of ownership. For example, Beggan (1992) proposed the idea of ‘mere ownership effects’ based on empirical analysis of reactions to perceptions of ownership. Results of this study showed that people evaluated ideas and objects more favorably when they felt a sense of ownership for the target. In other words, feelings of psychological ownership led to positive attitudes about the entity (Nuttin, 1987).
2.1.2.2	Self-concept
The psychology of possession also proposes that feelings of ownership cause people to view tangible and intangible possessions as part of the extended self (Belk, 1988; Dittmar, 1992; Furby, 1978). For example, James (1890) linked MINE and ME: ‘We feel and act about certain things that are ours very much as we feel and act about ourselves’. Sartre (1969) observed that ‘the totality of my possessions reﬂects the totality of my being ..I am what I have. What is mine is myself’. Thus, tangible and intangible possessions and feelings of psychological ownership become linked to the self-concept (Furby, 1978).
2.1.2.3 Sense of Responsibility
According to Beaglehole (1932) and Furby (1978), possessions and feelings of ownership trigger a sense of responsibility for the entity. For example, Hall (1966) argued that possession causes individuals to protect and defend their ownership rights. The property rights literature also emphasizes protecting and enhancing possessions (Wilpert,1991). This includes improvements and controlling or limiting access by others. In sum, theory and research on the psychology of possession link feelings of ownership with positive attitudes about the target of ownership, the self-concept, and sense of responsibility for the target.
[bookmark: _Toc147462325]2.1.3	Psychological Ownership for the Organization
Psychological ownership is the psychologically experienced phenomenon in which an employee develops possessive feelings for the target. Building on Furby (1978) and Dittmar (1992), Pierce and colleagues (2001) linked feelings of possession with feelings of ownership and deﬁne psychological ownership as the state in which an individual feels that an object (i.e, material or immaterial) is experienced possessively (i.e, it’s MINE or it is OURS). Pierce, Kostova, and Dirks (2001, 2003) described psychological ownership as an attitude with both affective and cognitive elements. They illustrate this with the following commonly used phrases that denote feelings of ownership or possession. For example, she is MY daughter, or That is OUR house! include both affective and cognitive information based on affective judgments and more abstract beliefs. This is consistent with basic psychological research on attitudes (Breckler & Wiggins, 1989) and with Weiss and Cropanzano’s (1996) Affective Events Theory that differentiates beliefs about the job from emotional experiences at work. Affective Events Theory proposes that different attitudes have different mixes or relative proportions of affective and cognitive elements. Extending this idea and applying it to psychological ownership, we propose that psychological ownership is different from other work-related attitudes and has unique explanatory power because its conceptual core is feelings of possession that trigger affect-driven behaviors. 
In other words, psychological ownership consists, in part, of an emotional attachment to the organization that transcends the mere cognitive evaluation of the ﬁrm. This tight connection between possession and feelings of ownership can be directed at the organization (or workplace) as a whole or at speciﬁc aspects of the organization such as the group, job, work tools (i.e., a computer or production machine), or work itself. Different targets of ownership can vary in salience, depending on the individual and the situation. For example, some employees have psycho- logical ownership for their work and others might have ownership feelings for the overall organization.
[bookmark: _Toc147462326]2.1.4 	Psychological Ownership and Employee Attitudes and 	Behaviors
The psychology of possession identiﬁes three fundamental outcomes associated with feelings of possession: positive attitudes toward the target, enhanced self-concept, and a sense of responsibility (Furby, 1978, 1991). In work organizations, this sense of possession (which allows individuals to satisfy their basic needs for place, efficacy, and self-identity) is key to work-related attitudes (commitment and satisfaction), self-concept (organizational-based self-esteem), and behaviors (performance and organizational citizenship.
2.1.4.1	 Work-Related Attitudes
Organizational commitment is the psychological attachment individuals feel for the organization (O’Reilly & Chatman, 1986). Organizational commitment asks ‘Should I maintain my membership in this organization and why?’ Those with strong commitment want to continue their organizational afﬁliation. Affective commitment is the strength of emotional attachment to the organization (based on positive attraction and a sense of belonging) (Meyer & Allen, 1997). The psychology of possession shows that possessions give people a sense of place, belonging, and personal space (Porteous, 1976). Thus, possessions and feelings of ownership satisfy the basic human need for place. According to Beggan (1992) the ‘mere ownership effect,’ people generally become more attached to things they feel they possess than similar things that they do not feel they possess. Since feeling a sense of attachment and belonging are the essence of organizational commitment, it seems reasonable to predict a positive relationship between psychological ownership for the organization and organizational commitment. In other words, feeling possessive toward the organization (psychological ownership) should lead to high levels of organizational commitment. Through a sense of possession for the organization, employees view it as a place in which to dwell, a place that provides a psychic comfort and security (Dittmar, 1992; Furby, 1978; Pierce et al., 2001).
2.1.4.2	Measurement of psychological ownership for the organization
Although this field study focuses on substantive issues pertaining to psychological ownership for the organization, the study is exploratory because there is limited previous research that measures this psychological state and we are aware of no empirical work on the construct validation of psychological ownership for the organization. As a consequence, we include initial construct validation evidence as a precursor to our examination of the hypothesized relationships. Consistent with our earlier discussion of the core meaning of psychological ownership for the organization, we emphasized possession as the basis of our attitudinal measure of psychological ownership and used possessive vocabulary such as reﬂected in everyday associations with property and possessions.
[bookmark: _Toc147462327]2.1.5	Deviant Workplace Behavior
This may be described as the deliberate desire to cause harm to an organization more specifically a workplace. The concept has become an instrumental component in the field of organizational communication. More accurately, it can be seen as voluntary behavior that violates institutionalized norms and in doing so threatens the well-being of the organization.
2.1.5.1	 Psychological Contract
Employees often create a set expectation about their workplace and people tend to make psychological contracts with their organizations. When his or her expectations are not met, the employee may perceive a psychological contract breach by their employers. This “breach” of the psychological contract then presents potential contract then presents potential problem, particularly in the workplace. Workplace deviance may arise from the worker’s perception that their organization has mistreated him or her in some manner. Employees then resort to misbehaving (or acting out) as a means of avenging their organization for the perceived wrongdoing. Workplace deviance may be viewed as a form of negative reciprocity. A negative reciprocity orientation for the perceived wrong doing. A negative reciprocity orientation is the tendency for an individual to return negative treatment for negative treatment. In other words, the maxim “an eye for eye” is a concept that some employees strongly feel is a suitable approach to their problem. However, what is critical in understanding employee deviance is that the employee perceives being wronged, whether or not mistreatment actually occurred.
2.1.5.2	 Abusive Supervision
Workplace deviance is also closely related to abusive supervision. Abusive supervision is defined as the subordinate’s perceptions of the extent to which their supervisors engage in sustained display of hostile verbal and nonverbal behaviors. This could be when supervisors ridicule their employees, give them the silent treatment, remind them of past failures, and fail to give proper credit, wrongfully assign blame or blow up in fits of temper. It may seem like employees who are abused by their supervisor will either directly retaliate or withdraw by quitting the job but in reality, many strike out against their employer by engaging in organizational deviant behaviors. Since employees’ control many of the organization’s resources, they often use, or abuse anything they can. This abuse of resources may come in the form of time, office supplies, raw materials, finished products or the services that they provide. This usually occurs in two steps. First step is that commitment is destroyed and employees stop caring about the welfare of the employer, the second step is that the abused employee will get approval normally implied of their co-workers to commit deviant acts. Work experiences may fuel the worker to act out. Research has been conducted and demonstrated that the perception of not being respected is one of the main causes for workplace; workplace dissatisfaction is also a factor. According to Bolin and Heatherly, dissatisfaction results in a higher incidence of minor offense”. An employee who is less satisfied with his or her work may become less productive as their needs are not met. In the workplace, frustration, injustice and threats to self are primary antecedents to employee deviance. Although workplace deviance does occur, the behavior is not universal. There are preventive measures that business owners can use to protect themselves. The first is strengthening the employee’s commitment by reacting strongly to abusive supervision so that the employee knows that the behavior is not accepted. Holding the employee at high esteem by reminding them of their importance, of setting up programs that communicate concern for the employee may also strengthen employee commitment. Providing a positive ethical climate can also help. Employers can do this as applied to both managers and employees alike.
[bookmark: _Toc147462328]2.1.6 	Types of Workplace Deviance
Workplace deviance may be expressed in various ways. Employees can engage in minor, extreme, nonviolent or violent behavior, which ultimately leads to an organization’s decline in productivity. Interpersonal and organizational deviance are two forms of workplace deviance which are directed differently; however, both cause harm to an organization.
2.1.6.1 Interpersonal Deviance
Interpersonal deviance can occur when misconduct “target(s) specific stakeholders such as co-workers”. Behavior falling within this subgroup of employee deviance includes gossiping about co-workers and assigning blame to them. These minor (but unhealthy) behaviors, directed at others, are believed to occur as some employees perceive “a sense of entitlement” often associated with exploitation. In other words, they feel the need to misbehave in ways that will benefit them.
2.1.6.2 Organizational Deviance
Deviant behavior typically aimed directly at the organization is often referred to as organizational deviance. Organizational deviance encompasses production and property deviance. Workplace-deviant behavior may be expressed as tardiness or excessive absenteeism. These behaviors have been cited by some researchers as withdraw(al) behaviors, such behaviors allow employees to withdraw physically and emotionally from the organization.
Workplace experiences may fuel the worker to act out. Research has been conducted demonstrating that the perception of not being respected is one of the main causes for workplace deviance; workplace satisfaction is also a factor. According to Bolin and Heatherly, dissatisfaction results in a higher incidence of minor offenses, but does not necessarily lead to serve offense”. 
[bookmark: _Toc147462329]2.1.7 The Impact of Deviant Behavior in the Workplace
The impetus for the growing interest in deviant behavior is the increasing prevalence of this type of behavior in the workplace and the enormous costs associated with such behavior (Peterson, 2002). The financial impact alone of workplace deviance on the US economy for example, is a substantial one. This is due to the fact that three out of every four employees reported having stolen at least once from their employers. Furthermore, incidences of negative workplace deviance are now soaring out of control, with nearly 95% of all companies reporting some deviance-related experience within their respective organizations (Henle et al., 2005). Up to 75% of employees have engaged in one form or another of the following deviant behaviors: theft, computer fraud, embezzlement, vandalism, sabotage or absenteeism (Robinson and Bennett, 1995).
[bookmark: _Toc147462330]2.1.8	 Classifying Workplace Deviance: Negative
Research has focused on negative behaviors that may be considered deviant such as absenteeism, withdrawal, withholding effort and behaviors that lead to corporate inequality (Robinson and Bennett, 1995). Most of the studies on negative deviant workplace behavior prior to 1995 were mostly concerned with isolated attempts to answer specific questions about specific deviant acts such theft, sexual harassment and unethical decision making. Robinson and Bennett (1995) integrated the various deviant workplace behaviors into a single framework in order to gather the increasingly scattered research available on the subject into one comprehensive chart.
According to Robinson and Bennett’s (1995) typology of workplace deviance, deviant behavior varies along two dimensions, minor versus serious and interpersonal versus organizational ‘‘Organizational deviance’’ is a grouping of behaviors between the individual and the organization that involves such things as theft, sabotage, lateness, or putting little effort into work (Robinson and Bennett, 1995). On the other hand, ‘‘interpersonal deviance’’ is a behavior displayed between individuals in the workplace and involves behaviors such as: belittling others, playing pranks on others, acting rudely, arguing, and physical aggression (Henle et al., 2005). The ﬁrst dimension of Robinson’s typology is the organizational-interpersonal dimension. The axis ranges from deviance directed towards individuals to deviance directed towards the organization. The second dimension of Robinson and Bennet’s (1995) typology shows the severity of workplace deviance ranging from minor to serious. The results of their research yielded a two-dimensional chart which organizes deviant workplace behavior into four quadrants labeled: production deviance, property deviance, political deviance, and personal aggression (Robinson and Bennett, 1995).
Robinson and Bennett’s (1995) typology of workplace deviance can be used to classify deviant behavior according to organizational climate. Researchers have determined that the ethical climate of an organization is a good predictor of unethical behavior (Robinson and Bennett, 1995). The ethical climate of an organization refers to the shared perceptions of what is ethically correct behavior and how ethical issues should be handled in the organization (Peterson, 2002). The factors that inﬂuence the ethical climate of an organization include personal self-interest, company proﬁt, operating efﬁciency, team interests, friendships, social responsibility, personal morality, and rules, laws and professional codes (Peterson, 2002).
[bookmark: _Toc147462331]2.1.9	Classifying Workplace Deviance: Positive
 It is equally important to examine the workplace behavior spectrum and investigate how positive deviance may or may not be classiﬁed as a pro-social type of behavior. The pro-social types of behaviors that are examined are: organizational citizenship behaviors, whistle-blowing, corporate social responsibility and creativity/innovation (Spreitzer and Sonenshein, 2004). All of these pro-social types of behaviors may indeed be classiﬁed as positive deviant behaviors only if the behavior diverges from organizational norms, the behavior is voluntary, and its intent is an honorable one (Spreitzer and Sonenshein, 2004). 
While whistle-blowing may be perceived as negative deviant workplace behavior, it may also be characterized as a positive. In effect, this perception is highly dependent on the circumstances surrounding the disclosure of the organizational offence by the employee in question. Near and Miceli (1985) deﬁned whistle blowing as ‘‘disclosure of illegal, immoral, or illegitimate practices under the control of their employers, to a person or organizations that may be able to effect action’’. The ﬁrst to be aware of ‘‘any unethical, immoral or downright illegal’’ (Anonymous, 2003) organizational activities are most often employees, however they also the most likely to make an objection the last, ‘‘fearing the loss of their job, their friends or their potential for promotion’’ (Anonymous, 2003). 
Lack of remedial action and concern that their objections will not be kept private are the main reasons why employees decide not to speak out against corporate wrong-doings (Verschoor, 2005). However, whistle-blowers may act out of a sense of personal ethics or sense of duty regardless of the opposing ‘‘organizational and situational pressures’’ (Vinten, 1995). For example, if an employee knows that the organization in which she/he works is involved in illegal practices, disclosing this information voluntarily to third-parties would be considered positive deviance (Spreitzer and Sonenshein, 2004). In this case, the behavior is considered an act of positive deviance because it goes outside the constructs of the organizational norms, it is intentional, and the goal of the whistle-blower is honorable (Spreitzer and Sonenshein, 2004). But not all whistle-blowing is an example of positive deviance. For example, some whistle-blowers may want to exact revenge on an employer, or they may want to reap ﬁnancial gain for exposing organizational fraud (Spreitzer and Sonenshein, 2004). In this way, whistle-blowing may be regarded as an act of positive deviance in some circumstances, while in other it is plainly not.
Another group of pro-social behaviors that differ from what is classically thought to be positively deviant behavior are called organizational citizenship behaviors (OCBs) that is deﬁned as behavior outside the requirements demanded of a person at a speciﬁc ﬁrm, but that will encourage efﬁcient running of the organization. While OCBs are intended to enhance the performance of an organization, positive deviance may or may not fulﬁll such a goal (Spreitzer and Sonenshein, 2004).
Today’s organizations are increasingly being held accountable for contributing positively to the communities in which they live and engaging in socially responsible actions. This organizational behavior has historically been known as corporate social responsibility (CSR). Some of the CSR activities that companies carry out include: environmentally friendly manufacturing processes, human rights programs, and donations to charities (Spreitzer and Sonenshein, 2004). An important distinguishing feature of CSR and positive deviance is that CSR activities may or may not conform to organizational norms, but positive deviance requires a departure from organizational or business norms (Spreitzer and Sonenshein, 2004).
The fourth type of pro-social behavior is innovation. Innovation may enhance, and in some cases, hinder corporate performance and productivity. Innovation is deﬁned as ‘‘the successful implementation of creative ideas within an organization’’ (Amabile et al., 1996). The literature on innovation suggests that by its very nature, innovation requires, at least in part, a departure from the organizational accepted norms (Galperin, 2002). This is because innovative thinking involves the creation and development of new ideas that are not held by the majority (Galperins, 2002). Thus, employees who display behaviors that are innovative can be considered positive deviants. On the otherhand, while creativity and innovation in the workplace may lead to advancements in business practices, a great many of such behaviors do not fall within the constructs of positive deviance (Spreitzer and Sonenshein, 2004). Taking the example from Spreitzer and Sonenshein (2004) of a computer hacker illustrates this idea clearly. While the computer hacker may very well be creative and innovative in creating new virus-spreading software it is not an act of positive deviance (Spreitzer and Sonenshein, 2004). This is because while they may be departing from the norms of the organization in an innovative fashion, they are behaving in a way that is not considered honorable.
[bookmark: _Toc147462332]2.1.10 	Negative Deviant Behavior: Some Causes
While there are a number of reasons why individuals may engage in deviant behavior in the workplace the major one is that the organization in which they work supports or encourages such behavior (Sims, 1992). While society values persons who are honest and that are not deceitful, some organizations however depend on employees that are dishonest and deceitful in order to be successful (Sims, 1992). These types of organizations have been termed toxic and are characterized by a history of poor performance, poor decision-making, very high levels of employee dissatisfaction and employee stress well beyond normal workload issues (Coccia, 1998).
Toxic organizations will develop under certain circumstances. The ﬁrst condition is for a relatively small work unit with a high level of face-to-face interaction that stimulates interpersonal relationships (Sims, 1992). Under these conditions, the ‘‘sick organization’’ will develop with a high interdependence of its employees who have personal agendas that do not match with the needs of the organization (Sims, 1992). The second condition for the development of a toxic organization is an ineffective manager that is immoral or mentally unsound (Sims, 1992).
In light of this, organizations may be viewed as falling on a continuum ranging from organizations that function well to toxic organizations that are destructive to its employees and leaders (Sims, 1992). One postulate for why toxic organizations encourage workers to engage in counter norms behavior has been referred to as ‘‘bottom-line mentality’’ (Appelbaum et al., 2005). Sims (1992) explains this type of mentality as encouraging unethical practices in order to reap ﬁnancial gains. Individuals who practice bottom-line mentality view workplace ethics as an obstacle to their main goal of proﬁt (Appelbaum et al., 2005).
Another factor that causes individuals to engage in acts of negative deviance in the workplace is the inﬂuence of deviant role models (Appelbaum et al., 2005). Social learning theory proposes that deviant role models in an organization or in any group in general, will inﬂuence others in the group to commit acts of deviance as well (Appelbaum et al., 2005). It is important to stress the inﬂuence of groups in the workplace when assessing the effects of deviant behavior within organizational structure. Aggressors (within the group) have lasting effects on emotional and organizational outcomes due to the close proximity the aggressor may share with the victim. Research suggests that deviant role models within a group setting will signiﬁcantly inﬂuence others within the group (Appelbaum et al., 2005). Furthermore, organizational stressors have also have been shown to lead to deviance. Studies suggest that all stressors, save for workload, had a direct relationship with aggressive acts, theft and the wanting to quit (Appelbaum et al., 2005).
Appelbaum et al. (2005) suggested that operational environment is a good predictor of employees engaging in negative deviant workplace behavior. The research suggested that it is the workplace environment characteristics rather than individual personality characteristics that are a good predictor of workplace violence, an extreme form of deviance. Studies have shown that employee violence can be assessed simply on job characteristics such as the employee’s contact with the public, working with ﬁre arms, carrying out security functions, serving alcohol, supervising others, disciplining others etc. (Appelbaum et al., 2005). In this light, it is important to realize that even though an individual may uphold the highest moral standards, the type of organization one works for exerts a strong inﬂuence on their members and may predispose them to engage in deviant behavior.
Another view that has gained recognition as a reliable predictor of workplace deviance is called situation-based behavior, and it proposes that certain conditions of the organizational environment predispose employees to deviance (Henle, 2005). Organizational factors that may contribute to employee deviance include ‘‘job stressors, organizational frustration, lack of control over the work environment, weak sanctions for rule violations and organizational changes such as downsizing’’ (Henle, 2005). Thus, situation-based deviance proposes that employees will perpetrate deviant acts depending on the workplace environment, irrespective of their personal characteristics (Henle, 2005).
Another perspective that is used as a predictor of workplace deviance is called person-based perspective, and postulates that an individual’s personality, not the environment he is in, dictates his behavior (Henle et al., 2005). In this view, persons with a predisposition to deviance will likely be risk-takers, have a Type A personality and negative affectivity (Henle et al., 2005). Traditionally, situation-based and person-based predictors of employee deviance were considered mutually exclusive. Today, cognitive social theorists believe that there is a strong interaction between the person-based and situation-based types of deviance. This is because personality is contextual and it modiﬁes how individuals interpret and thus respond to particular situations (Henle, 2005).
[bookmark: _Toc147462333]2.1.11 	Positive Deviant Behavior: Some Facilitators
Organizational behavior literature shows that there is a greater likelihood that employees with engage in positive deviant behaviors once they are psychologically empowered in the working environment (Spreitzer and Doneson, 2005). Spreitzer and Doneson (2005) states that ‘‘it is clear that psychological empowerment is likely to be a key enabler of positive deviance’ ’Here is the question, ‘‘what does it take for people to be positively deviant?’’ Spreitzer and Doneson (2005) argues that an empowered mindset is critical. Empowerment ‘‘enables employees to participate in decision making, helping them to break out of stagnant mindsets to take a risk and try something new’’ (Spreitzer and Doneson, 2005). Organizational behavior researchers point out that, ‘‘the pervasive inﬂuence of norms provides a means of control over what people say and do’’ (Spreitzer and Doneson, 2005). ‘‘Positive deviance requires real risk, and it requires departing from norms In a positive way – often making others uncomfortable’’ (Spreitzer and Doneson, 2005). In other words, when companies enable their employees to be empowered the employees are more likely to engage in risk-taking behaviors that depart positively from the norms of the organization in a way that is beneﬁcial to the organization. And, companies making their employees empowered have led to much ﬁnancial and psychological gain: ‘‘supervisors who reported higher levels of empowerment were seen by their subordinates as more innovative, upward inﬂuencing and inspirational’’ (Spreitzer and Doneson, 2005).
[bookmark: _Toc147462334]2.1.12 	Conditions Underlying Workplace Deviance
Causes of deviant behavior have been studied on many different levels. To begin with, it appears that on the individual level, deviant behavior cannot be attributed to personality traits alone. As previously mentioned, it is more likely that deviant behavior may be best predicted based on a combination of personality variables and the nature of the workplace situation (Peterson, 2002). In addition to personality variables and the workplace situation, other key factors in determining the likelihood of deviant behavior within organizations include: unfair treatment, organizational culture and climate, as well as supervisory behavior (Caruana, 2001).
A strong relationship between frustration and workplace aggression and/ordeviant behavior was elucidated by Robinson and Bennett (2000). The psychological state of frustration was predicted in their study to be associated with various forms of interpersonal deviance (i.e. spreading rumours or acts of aggression) as well as organizational deviance (i.e. vandalism, theft and sabotage). Results of their experimentation however brought light to the fact that frustration was not in fact correlated with organizational deviance, and was simply associated (albeit signiﬁcantly) to interpersonal deviance (Robinson and Bennett, 2000).
Machiavellianism is another trait thought to be linked to the likelihood of deviant behavior within individuals and groups. It refers to a person’s strategy in dealing with co-workers by seeking to manipulate others into completing extraneous tasks within the workplace (Robinson and Bennett, 2000). Such manipulation can often proceed to fall into unethical practices for the overall ﬁnancial beneﬁt of the ﬁrm, while sacriﬁcing moral norms. According to a study by Robinson and Bennett (2000), such a scale of Machiavellianism was related to both interpersonal and organizational deviance. Bolin and Heatherly (2001) argue that there are four major origins of deviant workplace behavior. It is believed that theft approval, intent to quit, dissatisfaction with the organization as well as company contempt are all symptomatic of workplace deviance. Symptoms manifested include substance abuse, absenteeism, abuse of employment privileges and theft (Bolin and Heatherly, 2001). In addition to the aforementioned causes, other reasoning behind the likelihood of the occurrence of deviant behavior will be elaborated in greater detail.
Although workplace deviance is most often destructive in nature, it may have a positive aspect to it. For example, it may provide such things as a safety valve, it allows workgroups to know of each other’s common interests, and could provide warning signals to organizations. Different types of workplace deviance have a variety of consequences. For example, interpersonal deviance can actually increase employee cohesion by building interpersonal bonds, while organizational deviance can warn the company of impending problems so that solutions can be devised (Robinson and Bennett, 1995). But where are the leaders in all this deviance?
Several studies have concluded that the basis of continuing unethical behavior in the workplace is most likely linked to the lack of moral leadership in an organization. The former CEO of WorldCom, Bernie Ebbers, was once afﬁrmed as a great leader for helping develop the company into a telecommunications superpower. Ebbers’ reputation was later destroyed, after failing to provide moral leadership during WorldCom’s publicly drawn ﬁnancial scandals, which regrettably lead to one of the biggest bankruptcies ﬁlings in US history (Trevino and Brown, 2005). While his managerial skills obtained great success for the company, Ebbers’ lack of moral leadership led to its ultimate demise. Leaders who engage in unethical practices often create an atmosphere of allowance within the organization that is conducive to deviant employee behavior that parallels that of the leader (Trevino and Brown, 2005). Employees will observe the ethical judgment of their CEO or managing director and are often likely to imitate, even if such imitation constitutes acting unethically. Oftentimes, whether or not a leader is rewarded for his or her behavior will also help determine the likelihood of employee imitation. If we consider WorldCom’s Bernie Ebbers, as well as Enron’s Ken Lay, we discover that their successes within those organizations were often acclaimed by numerous ﬁnancial analysts. They were deemed outstanding executive leaders who went against the conventional beliefs of the ﬁnancial world, often surpassing short-term expectations (Trevino and Brown, 2005). Eventually, their successes instilled motivation within the lower ranks of both ﬁrms, who would go to even greater unethical lengths to play a role in their respective companies’ outcomes (Trevino and Brown, 2005). This ultimate outcome of proﬁt became the major goal for lower ranking ofﬁcers of the company (regardless of how unethical the means to get to it were) and would remain so until each entity eventually defaulted (Trevino and Brown, 2005).
[bookmark: _Toc147462335]2.1.13 	Factors Contributing to Deviant Workplace Behavior
Taking into account the increasing prevalence and the enormous costs of workplace deviance controlling this negative aspect is crucial for corporate prosperity. Beyond doubt, some factors described in this chapter are more applicable to some forms of deviance because different types of deviant behavior are caused by 
[bookmark: _Toc147462336]2.2 Theoretical Review   
Psychological ownership theory: An exploratory application in the restaurant industry. This exploratory study conceptualizes psychological ownership as a state in which individuals feel as though the target of ownership is theirs and investigates how customers form psychological ownership towards a company.
According to Pierce (2001) defined psychological ownership as ‘that state where an individual feels as though the target of ownership or a piece of that target is “theirs”’. Experiencing psychological ownership implies a feeling or possessiveness and being psychologically tied to the target of ownership (Pierce and Rodgers, 2004). ‘Target’ refers to the object of attachment to the individual or group. This object of attachment may be small as a set of tools for a technician, our offices or something as big as the organization to which the individual experiences close connection or feels a sense of possessiveness. An important issue in understanding psychological ownership is how a sense of ownership can be developed to an organization that one has not founded. Another issue concerns the abstract nature of the organization? To address these two issues, we propose that organizations are the target of ownership in the work processes and that the control of these work processes induces a sense of ownership in the organization. Thus, we conceptualize control as an underlying latent construct that drives psychological ownership, whereas organizational practices such as participative decision-making and a self-managing team climate are organizational practices through which the sense of ownership can be cultivated.
Organizations have been a frequently used target of psychological ownership research (Pierce et al., 2003; Van Dyne and Pierce, 2004). In these studies, psychological ownership in the organization represents possessiveness towards the organization and a sense of shared responsibility towards its success. 
Social exchange theory (Blau, 1964) suggests that behaviors shaped by perceptions and attitudes. According to this theory behaviors are the product of an exchange relationship. On the other hand, social learning theory (Bandura 1977, 1986) suggests that when there are role models in the workplace, individuals will try to emulate these models and thereby those models will affect their attitudes and behaviors. Similarly, the theory of reasoned action (Ajzen and Fishbein, 1977, 1980) suggests that attitudes play a critical role on the relationship between perceptions and behaviors. As aforementioned, leaders are important role models for their followers (Yukl, 2002). There are numerous studies in the literature that stress the influence of role models on positive (Mayer et al.,2009, 2010; Picollo et al., 2010 Demirtas and Akdogan, 2014; Demirtas, 2015) and negative (Kilic et al., 2014; Uddien et al., 2014; Van Gils et al., 2015) employee behaviors. In the following section the concept definition of psychological ownership, the effect of servant leadership on psychological ownership and the proposed mediator role of perceived organizational support in this relationship are presented. 
Etzioni also observed that ownership is a “dual creation, part attitude, part object, part in mind, part ‘real” (1991: 466).As a state of the mind, psychological ownership (Pierce at al.,1991) is that state in which individual feel as though the target of ownership (material or immaterial in nature) or a piece of it is “theirs” (i.e., “it is MINE”). The core of psychological ownership is the feeling of possessiveness and of being psychologically tied to an object. One’s possessions are felt as extensions of the self (Belk, 1988: Dittmar, 1992; Furby 1978a,b) “what is mine becomes (in my feelings) part of ME” (Isaacs, 1993: 225) and, thus, the state of psychological ownership emerges. When property is grounded psychologically, it becomes, for the individual, “mine.” As the individual finds himself or herself present in it (Kline & France, 1899), and it within the individual. Thus, the target becomes part of the psychological owner’s identity.
The existing RM paradigm only partially addresses the psychological nature of the customer-company relationship and the topic requires further expansion.  Researchers have noted a customer-company relationship where a customer feels loyal to a company with the fervor of a partner or an owner having a stake in the success of the firm and feels dedicated to contributing to its improvement (Shoemaker & Lewis 1999). This partnership-like relationship is reflected in the psychological experience of connection or emotional bonding between the firm and the customer (Matilla, 2001). Such an experience often results in psychological and behavioral effects. The personal connection between a person and the object of his or her loyalty is reflected in Fournier and Yao’s (1997) analysis of such committed relationships. Psychological ownership theory attempts to explain this connection of the psychological state of ownership (Pierce et al., 2003), and it provides insight into the nature of phenomenon.
Sense of belonging, as a theoretical construct, has received relatively little amount of attention in the RM literature. Stebbins (1979) identified the sense of belonging as self-benefit associated with sport fan’s leisure activities. In addition, a similar concept of place attachment has been researched in the context of residual places (Hidalgo & Hernandez, 2001).

[bookmark: _Toc147462337] 2.3 Empirical Review	
Matthijs, Dan and Paul (2010) examine how social exchanges modify the relationship between psychological contract breach and work performance. They based their research on the following hypothesis; (i) Psychological contract breach will be negatively related to job performance. (ii) Psychological contract breach will be negatively related to organizational citizenship behaviors. (iii) Social exchange relationship (SER) will moderate the performance between psychological contract and job performance and organizational citizenship behaviors. (iv) Perceived organizational support will moderate the behavior between job performance and organizational citizenship behaviors. (v) Trust in the organization will moderate the relationship between psychological contract breach and job performance and organizational citizenship behaviors.
A sample of 266 employees was taken, which constituted employees in the administrative and operational positions. Data was collected through the use of questionnaire with a 5-point Likert scale ranging from strongly disagree to strongly agree (1 – 5). 
Matthijs, Dan and Paul (2010) finding showed that psychological contract breach is negatively related to both job performance and organizational citizenship behavior, SER moderated the relationship between psychological contract breach and in-role behavior. Perceived organizational support also moderated the relations between psychological contract breach and in role behavior. Trust moderated the relations between psychological contract breach and in-role behaviors.
Matthijs, Dan and Paul (2010) concluded that the high social exchange of employees feel betrayed when their psychological contract has been broken. For an employer with low social exchanges, psychological contract breach is another signal that the organization does not care for the employee. They further mentioned that the relationship was stronger for employees with high social exchange relationship, perceived organizational support, and trust.
[bookmark: _Hlk68100893]Danica and Tomislav (2013) examined the relationship between working conditions and job satisfaction. They based their research on three hypotheses: (i) Workers who work in normal working conditions have a higher level of job satisfaction than workers who work in difficult working conditions. (ii) Workers who work in normal working conditions are more satisfied with working conditions than workers who work in difficult working conditions. (iii) In the case of workers who work under difficult working conditions, the working conditions are important factor of their overall job satisfaction. The research was conducted on a sample of 60 workers in one Croatian shipbuilding company in which 30 respondents work in normal working conditions (administration), while 30 work under difficult working conditions.  Danica and Tomislav (2013) obtained data through a structured questionnaire with 5-item Likert scale ranging from very dissatisfied to very satisfied (1- 5). They subjected the data collected from the respondents to statistical analysis.  The findings from the research conducted by Danica and Tomislav (2013) showed that there is no statistically significant difference in the overall satisfaction between workers who work under difficult working conditions and those working under normal working conditions. However, workers working under normal working conditions were more satisfied with working conditions than workers working under difficult working conditions. However, since the study shows that working condition is an important factor of the overall job satisfaction of workers working under difficult working conditions, Danica and Tomislay (2013) recommended that it is necessary to improve the working conditions of workers working in difficult working conditions.
Ali, Abdiaziz and Abdiqani (2013) studied the effect of working conditions especially working hours and workload on employees’ productivity. They based their research on the following hypotheses: (i) There is correlation between working conditions and productivity of employees in micro and small manufactures in Somalia.  (ii) There is a positive association between the availability of hours for work and productivity of employees in micro and small manufactures in Somalia.  (iii)  The workload declines with employees’ productivity in micro and small manufactures in Somalia. A survey research design was used to investigate the relationship between working conditions and employees’ productivity in micro and small manufacturing companies in Somalia. A total of 240 respondents were randomly selected from the study population and a structured questionnaire was used to obtain data from the respondents. The data obtained from the respondents were analyzed with the use of descriptive and inferential statistics such as frequency distribution, Pearson correlation and linear regression.  The main finding of the study showed that the working conditions of workers in the manufacturing companies were not so favorable and there is a positive correlation between working conditions and workers’ productivity. They also found out that working hours is not appropriate and this affects the productivity of employees. Also, increase in workload of employees reduced their level of productivity. 
[bookmark: _Hlk68101031]Akinwale (2014) investigated the extent of precarious working conditions and exploitation of workers in the Nigerian informal economy. He based his research on the following questions: (i) What is the nature of working conditions in the Nigerian informal economy? (ii) Do working conditions reinforce or hinder workers’ experience of protection or exploitation in the informal economy? (iii) What are the likely outcomes of workers’ experience of protection or exploitation in the Nigerian informal economy? A descriptive research design was adopted with a random selection of 10 local governments out of 20 local government areas in Lagos state, and 500 respondents were randomly selected from different informal economy organizations in Lagos state. The instrument used for data collection was a structured questionnaire and in-depth interviews. Data collected from the respondents through the structured questionnaire were analyzed with the aid of descriptive and inferential statistics. The major finding in the research is the low level of affirmation of contentment with issues of salary, position, and job satisfaction which showed the level of precarious working conditions among the respondents. The finding also showed a positive correlation between experience of precarious working conditions and working hours. The more the hours of work the higher the precarious working conditions experienced by the respondents. Result also showed that respondents that experienced exploitation turned out to be frustrated and sometimes with their health being compromised. Akinwale (2014) concluded that exploitation in precarious employment highly affected workers from poorer socioeconomic backgrounds.
Baharom, Sharfuddin and Iqbal (2017) highlighted the concept of deviant workplace behaviour through a review of previous studies on dynamics of deviance workplace behaviour area. The secondary data was employed. Also, the use of electronic search containing published studies on employee’s behaviour i.e. deviant workplace behaviour, counterproductive workplace behaviour and unethical behaviour from January 2000 to October 2017 was also used. Baharom et al. (2017) reviewed the literature based on five to six factors. They are individual factors i.e. Big-five personality traits and dark triad personality traits and organisational factors i.e. organisational injustice, abusive supervision and transformational leadership and deviant workplace behaviour or counterproductive workplace behaviour. 
The outcome from the study of Baharom et al. (2017) showed some limitations: for instance, the study assumes and adopts a review of a cross-sectional research design, majority of the studies based on adopted self-administrator questionnaire for collection of data and convenience sampling which does not allow causal inferences to be made from the targeted population. Secondly, the study outcome demonstrated that subjective data which is valid and reliable for assessing deviant workplace behaviour. Thirdly, in previous studies, deviant workplace behaviour was given various names i.e. counterproductive behaviour, unethical workplace behaviour and misbehaviour.

Rafiee, Hoveida and Rajaeipor (2015) investigated the relationship of deviant workplace behaviour with organisational justice and staff development in the Universities of Tehran. The study employed a descriptive-correlational research method while the data analysis relied on correlation and regression analysis. The study population comprised all staff of the selected Universities in Tehran. Sampling was conducted through a stratified random method, which resulted in a sample of 326 participants. The study measures the deviant workplace behaviour and staff development, two researcher-made questionnaires were used reliability= 0.92 and 0.85, respectively, while the organisational justice was measured using the Niehoff and Moorman (1996) reliability= 0.87. 
The findings from Rafiee et al. (2015) revealed that deviant workplace behaviour has a negative relationship with the staff development p=32 and organisational justice p=22. The results of the regression analysis delineated that staff development has a mediating role in the relationship between organisational justice and deviant workplace behaviour. That is, organisational justice sets grounds for staff development and in turn, staff development reduces deviant workplace behaviour. It was concluded that the rate of committing deviant workplace behaviour in university has been very low 1.5 to 5, on average. Besides, among the four types of deviant workplace behaviour, the highest rate of committing is witnessed in procedural deviation and the least one is seen in the political deviation. Financial deviation comes second in the list, while interpersonal deviation follows it. 


[bookmark: _Toc147462338]CHAPTER THREE
[bookmark: _Toc147462339]METHODOLOGY
[bookmark: _Toc147462340]3.1 Preamble
This chapter explains in general the methodology for this study and further discuss the type of design adopted for the study, the sampling method and techniques used and the method of data collection adopted. The chapter further state the measurement of instruments and operation of variables, method of data analysis and finally provide a justification for the methodology used.
[bookmark: _Toc147462341]3.2 Research Design	
This study employed survey method which utilized Ex-post facto design. The independent variables were psychological ownership and deviant workplace behavior. Behavioral response to psychological ownership among deposit money banks. The dependent variables were psychological ownership and deviant workplace behavior. Other independent variables included: age, educational status, gender, marital status, job status, e.t.c
[bookmark: _Toc147462342]3.3 Population of the Study
The target population for the study consisted of all the employees in Guarantee Trust Bank Ilorin, kwara State Nigeria which totaled to 110 employees as at investigation. Respondents for this study consist of managers and staff responsible for the daily execution of tasks within the organization and are therefore capable of providing the required information. 

[bookmark: _Toc147462343]3.4 Sample size and Sampling Techniques 
A sample size of 86 staff was selected from a total population of 110 employees of Guarantee Trust Bank in two Branches in Ilorin Kwara State. Purposive sampling technique was used to select the respondents. Stratified random sampling was then employees to ensure that the two selected branches which include; Guarantee Trust Bank in Unilorin and Tanke were adequately represented in the sample. However, the computation for sample size determination by using Krejcie & Morgan (1970) formula is shown below:
 (P = 50%, d = degree of accuracy expressed as a proportion, 0.5).
N = Population size = 110
x2t = table value of chi-square at degree of freedom of 1 for 5% confidence level i.e. (0.05 = 3.84)
e = level of significant i.e. 5%
The Statistical formula is




n = 86
[bookmark: _Toc147462344]3.5 Research Instruments
The research instrument used in carrying out this study was a structured questionnaire. The questionnaire was designed to measure the influence of work-life balance and organizational support on employees’ well-being and work engagement. The questionnaire consisted of five parts: Section A, Section B, Section C, Section D and Section E. Basically, Section “A” was developed by the researcher, which elicited information of the respondents’ demographic socio-characteristics which included; sex, age, marital status, level of qualification, length of service, religion etc. 
Section “B” elicited information from the respondents on balance so as to determine “Psychological ownership and deviant workplace behavior have no impact on performance of the banking sector. For example, questions like; “Does poor data management lead to psychological ownership and deviant workplace behavior in the banking sector?”, “does inadequate and inappropriate funding by the banking sector lead to psychological ownership and deviant workplace behavior in the banking sector?”, among others, were asked. The scale was developed by Dr. Dolai (2015). The respondents were asked to rate the statement on 4-point Likert response rating scale i.e Strongly Agree= SA (4), Agree=A (3), Disagree=D (2), Strongly Disagreed=SD (1).
Section “C” also elicited information from the respondents to seek if “There is no relationship between psychological ownership and deviant work place behavior?”. For example, questions like; “does irregular staff training and development has any effect on psychological ownership and deviant workplace behavior in the banking sector?”, among others, were asked. The scale was developed by Eisenberger, Huntington, Hutchison & Sowa (1986). The respondents were asked to rate the statement on 4-point Likert response rating scale i.e Strongly Agree= SA (4), Agree=A (3), Disagree=D (2), Strongly Disagreed=SD (1).
Section “D” elicited information from the respondents on “the effect of psychological ownership and deviant work place behavior on employee performance”. For example, questions like; “Does customer’s relation create psychological ownership in the banking sector?”, “do you agree that psychological ownership leads to organization’s objective?”, among others, were asked. The scale was developed by Demo & Paschoal (2013). The respondents were asked to rate the statement on 4 point Likert response rating scale i.e Strongly Agree= SA (4), Agree=A (3), Disagree=D (2), Strongly Disagreed=SD (1).
[bookmark: _Toc147462345]3.5.1	Validity of research instrument 
Copies of questionnaires were administered to obtain the view of the staff of Guarantee Trust Bank, Ilorin Kwara state. They are distributed and retrieved by hand and exercise is to cover both senior and junior staff in the Banking Industry (Guarantee Trust Bank). The questionnaire was divided into four sections. Section A, B. C and D. Secttion A deals with the educational data of respondents. These include information as sex, age, religion, marital status educational qualification of staff, working history, the status of the staff and how long they have spent in the organization is sought. Section B, C and D deals with questions which cover the kind of structure their organization possesses, and the workers view over organizational structure.
[bookmark: _Toc147462346]3.5.2 Reliability of research instrument
However, in addition to the questionnaire administered on the sample staff, the researcher will have personal discussion with the Human Resource Manager and some operation managers of the branches of Guarantee Trust Bank in order to elicit information on the influence of work-life balance and organizational support on employees’ well-being and work engagement, the information gotten from the branches of Guarantee Trust Bank of Nigeria in Ilorin, Kwara State Nigeria.
[bookmark: _Toc147462347]3.7 Methods of Data Analysis
Collected data were analyzed using both the descriptive and inferential statistics. Descriptive statistics which involves the collections, presentation and characterization of a set of data in order to properly describe the various features of that set of data, was employed.
In addition, inferential statistic was employed to make conclusions concerning the population based only upon sample results. The statistical test to be adopted include; Pearson correlation and multiple regression. Correlation shows the relationship between the two variables, while regression allows us to see how one affects the other.  The statistical package for social sciences (SPSS) version 21.0 was being utilized for data analysis.


[bookmark: _Toc372031407][bookmark: _Toc147462348]CHAPTER FOUR
[bookmark: _Toc372031408][bookmark: _Toc147462349]DATA PRESENTATION, ANALYSIS AND INTERPRETATION
[bookmark: _Toc372031409][bookmark: _Toc147462350]4.1 Preamble
No matter the quantity and quality of the data collected for a particular study, no much meaningful results can be obtained unless proper and adequate analysis and processing were carried out. In this section, the analysis tools mentioned in chapter three are adequately applied in order to obtain the necessary information required to achieve the set objectives of the study. The focus was to presents the data analysis by answering the research questions, testing the hypotheses, established the facts by drawing the findings from the impact of psychological ownership on deviant workplace behaviour among workers in Guarantee Trust Bank Ilorin Kwara State. The finding was intended on answering the study’s research objectives. A total of 86 questionnaires were administered and all copies were retrieved after completely filled by the respondents. It is however point to note that there is no missing and invalid responses and this make the response rate to be 78% of the total population and 100% of the sampled response rate. The analysis therefore is done on the 86 cases of returned questionnaires and it centered on such issues like employee self-efficacy, employee sense of belonging, territoriality and deviant workplace behaviour at GT Bank Plc Ilorin according to how they are related to the stated objectives. Data composed was collated and reports were produced in form of tables, frequencies and relative percentage analysis were done in prose. It begins with socio-demographic background of the respondents as indicated in the excerpt below:
[bookmark: _Toc147462351]4.2 Demographic Data of the Respondents
This section presents the socio-demographic information of the respondents presented in frequencies tables and percentages. The study found it crucial to provide evidence of demographic data since it was seemed necessary that such information was a clear indicator of factors that may influence psychological ownership and deviant workplace behaviour in the workplace. The analysis relied on the useful parts of these profile information of the respondents so as to relate the relevance to the study objectives.
	Table 4.2.1 Gender distribution

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	53
	61.6
	61.6
	61.6

	
	Female
	33
	38.4
	38.4
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

The male respondents were the majorities representing 61.6% of the total staff strength of the selected bank while the female minority is 38.4%. This directly implies that the selected bank have agile active male workforce which will promote better performance and in achieving organizational targets. 


	Table 4.2.2 Age distribution

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	21-30 years
	27
	31.4
	31.4
	31.4

	
	31-40 years
	43
	50.0
	50.0
	81.4

	
	41-50 years
	10
	11.6
	11.6
	93.0

	
	51 years above
	6
	7.0
	7.0
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

27 respondents representing 31.4% were between the age group of 21-30 years, 43 respondents representing 50% were between the age group of 31-40 years, 10 respondents representing 11.6% were between 41-50 years, 6 respondents representing 7% indicate their age above 51 years old. This directly implies that the active workforce of the selected bank fall within the age bracket 31-40 years. This will ensure efficiency and performance thus reducing deviance work behaviour in the selected banks.
	Table 4.2.3 Marital status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Singled
	59
	68.6
	68.6
	68.6

	
	Married
	27
	31.4
	31.4
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

In-depth analysis revealed the marital status profile of the selected bank indicating singled (68.6%) are the majorities participated in the study and they are more than two-thirds of the total staff record of the selected bank. Married respondents (31.4%) were not up to one-thirds of the singled counterparts. This implies the selected bank have planned to work with singled majorities so as to avoid deviant work behaviour that is mostly common among married people because of their affinity to family responsibilities.
	Table 4.2.4 Educational Qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SSCE
	15
	17.4
	17.4
	17.4

	
	OND/NCE
	23
	26.7
	26.7
	44.2

	
	HND/BSC/BA
	34
	39.5
	39.5
	83.7

	
	MSC
	5
	5.8
	5.8
	89.5

	
	ACCA/ICAN/ACIB
	9
	10.5
	10.5
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

The educational profile indicates 17.4% of respondents the holders of high school certificate, 26.7% of respondents are holders of diploma certificate, 39.5% are degree holders, 5.8% of respondents are Master degree holders while 9 respondents representing 10.5% are holders of other professional certificates like ACCA/ACIB/ICAN. This directly implies that the selected banks have a good record of high numbers of educated staff who have procedural knowledge to run the affair of the banking industry and they were well-informed and enlighten about the study objectives hoping they will provide objective responses that will guide the stated research questions and data for the hypotheses without been bias. 

	Table 4.2.5 Working experience

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	0-5 years
	19
	22.1
	22.1
	22.1

	
	6-10 years
	41
	47.7
	47.7
	69.8

	
	11-15 years
	18
	20.9
	20.9
	90.7

	
	16-20 years
	8
	9.3
	9.3
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

Experience is one of the keys to organization success. In so doing, the study was pressure to collate experience background that will enable the respondents to provide objective responses on psychological ownership and deviant workplace behaviour and how it affects their organizational settings. 19 respondents representing 22.1% indicate below 5 year working experience, 41 respondents representing 47.7% indicate between 6-10 years working experience, 18 respondents representing 20.9% indicate between 11-15 years and 8 respondents representing 9.3% indicate between 16-20 working experience. This implies most workers in the selected banks have above average working experience. This directly implies that with the level of experience of the selected respondents they are expected to be knowledgeable and expose to all sort of deviant work behaviours and psychological ownership. Hence, this will enable them provide objective responses in the study.



[bookmark: _Toc147462352]4.3 Data Analysis According to the Research Questions
RQ1: Does employee self-efficacy have relationship with deviant workplace behavior in money deposit bank?
	Table 4.3.1Does poor data management lead to deviant workplace behaviour in banking sector

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	19
	22.1
	22.1
	22.1

	
	Agree
	40
	46.5
	46.5
	68.6

	
	Undecided
	6
	7.0
	7.0
	75.6

	
	Disagree
	13
	15.1
	15.1
	90.7

	
	Strongly Disagree
	8
	9.3
	9.3
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

This question was sought to investigate whether poor efficiency of data management by employees affect deviant workplace behaviour in money deposit bank. 19 respondents representing 22.1% agree strongly on this claim, 40 respondents representing 46.5% agreed, 6 respondents representing 7% were neither agreed nor disagree, 13 respondents representing 15.1% disagree and 8 respondents representing 9.3% disagree strongly. This implies there is sufficient evidence to support the claim that poor efficiency of employees in handling data management could lead to deviant workplace behaviour as agreed by 68.6% of respondents in the construct above.



	Table 4.3.2: Does inadequate and inappropriate funding by banking sector lead to deviant workplace behaviour?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	7
	8.1
	8.1
	8.1

	
	Agree
	54
	62.8
	62.8
	70.9

	
	Undecided
	6
	7.0
	7.0
	77.9

	
	Disagree
	7
	8.1
	8.1
	96.0

	
	Strongly Disagree
	12
	14.0
	14.0
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

This question was sought to investigate whether inadequate and inappropriate funding by banking sector led to deviant workplace behaviour. 7 respondents representing 8.1% agree strongly on this claim, 54 respondents representing 62.8% agreed, 6 respondents representing 7% were neither agreed nor disagree, 7 respondents representing 8.1% disagree and 12 respondents representing 14% disagree strongly. This implies there is sufficient evidence to support the claim that inadequate and inappropriate funding by banking sector led to deviant workplace behaviour could lead to deviant workplace behaviour as agreed by 70.9% of respondents in the construct above.


	Table 4.3.3: Does employment of unqualified employees lead to deviant workplace behavior in bank?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	27
	31.4
	31.4
	31.4

	
	Agree
	29
	33.7
	33.7
	65.1

	
	Undecided
	7
	8.1
	8.1
	73.3

	
	Disagree
	9
	10.5
	10.5
	83.7

	
	Strongly Disagree
	14
	16.3
	16.3
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

This question was sought to investigate whether employment of unqualified employees lead to deviant workplace behaviour in bank. 27 respondents representing 31.4% agree strongly on this claim, 29 respondents representing 33.7% agreed, 7 respondents representing 8.1% were neither agreed nor disagree, 9 respondents representing 10.5% disagree and 14 respondents representing 16.3% disagree strongly. This implies there is sufficient evidence to support the claim that employment of unqualified employees lead to deviant workplace behaviour in bank could lead to deviant workplace behaviour as agreed by 65.1% of respondents in the construct above.



RQ2: Is there a relationship between employee sense of belonging and deviant workplace behavior?
	Table 4.3.4: Does irregular staff training and development have any effect on deviant workplace behavior in banking sector?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	29
	33.7
	33.7
	33.7

	
	Agree
	36
	41.9
	41.9
	75.6

	
	Undecided
	11
	12.8
	12.8
	88.4

	
	Disagree
	6
	7.0
	7.0
	95.3

	
	Strongly Disagree
	4
	4.7
	4.7
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

This question was sought to investigate sense of belonging through staff training and development and its effects on deviant workplace behaviour in banking sector. 29 respondents representing 33.7% agree strongly on this claim, 36 respondents representing 41.9% agreed, 11 respondents representing 12.8% were neither agreed nor disagree, 6 respondents representing 7% disagree and 4 respondents representing 4.7% disagree strongly. This implies there is sufficient evidence to support the claim that sense of belonging through staff training and development was enhanced and has significant effects on deviant workplace behaviour in banking sector as agreed by 75.6% of respondents in the construct above.


	Table 4.3.5: Does qualified and unqualified employee lead to deviant workplace behavior in the Nigerian deposit money bank?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	11
	12.8
	12.8
	12.8

	
	Agree
	63
	73.3
	73.3
	86.0

	
	Undecided
	2
	2.3
	2.3
	88.4

	
	Disagree
	5
	5.8
	5.8
	94.2

	
	Strongly Disagree
	5
	5.8
	5.8
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

This question was sought to investigate sense of belonging of qualified and unqualified employee differs and has a power to influence deviant workplace behaviour in Nigerian deposit money bank. 11 respondents representing 12.8% agree strongly on this claim, 63 respondents representing 73.3% agreed, 2 respondents representing 2.3% were neither agreed nor disagree, 5 respondents representing 5.8% disagree and another 5 respondents representing 5.8% disagree strongly. This implies there is sufficient evidence to support the claim that sense of belonging of qualified and unqualified employee differs and has a power to influence deviant workplace behaviour in Nigerian deposit money bank as agreed by 86% of respondents in the construct above.




	Table 4.3.6: Does sense of belonging have a relationship with deviance workplace behaviour in the banking sector?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	25
	29.1
	29.1
	29.1

	
	Agree
	44
	51.2
	51.2
	80.2

	
	Undecided
	6
	7.0
	7.0
	87.2

	
	Disagree
	8
	9.3
	9.3
	96.5

	
	Strongly Disagree
	3
	3.5
	3.5
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

This question was sought to investigate whether sense of belonging have a relationship with deviance workplace behaviour in Nigerian deposit money bank. 25 respondents representing 29.1% agree strongly on this claim, 44 respondents representing 51.2% agreed, 6 respondents representing 7% were neither agreed nor disagree, 8 respondents representing 9.3% disagree and another 3 respondents representing 3.5% disagree strongly. This implies there is sufficient evidence to support the claim that sense of belonging has a relationship with deviance workplace behaviour in Nigerian deposit money bank as agreed by 80.2% of respondents in the construct above.





RQ3: What are the effects of employee territoriality on deviant workplace behavior on employee performance in money deposit banks?

	Table 4.3.7: Does customer's relation create deviance workplace behavior in the banking sector?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	17
	19.8
	19.8
	19.8

	
	Agree
	43
	50.0
	50.0
	69.8

	
	Undecided
	7
	8.1
	8.1
	77.9

	
	Disagree
	12
	14.0
	14.0
	91.9

	
	Strongly Disagree
	7
	8.1
	8.1
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

This question was sought to investigate whether customer's relation through employee territoriality create deviance workplace behavior in Nigerian deposit money bank.17 respondents representing 19.8% agree strongly on this claim, 43 respondents representing 50% agreed, 7 respondents representing 8.1% were neither agreed nor disagree, 12 respondents representing 14% disagree and another 7 respondents representing 8.1% disagree strongly. This implies there is sufficient evidence to support the claim that customer's relations through employee territoriality create deviance workplace behaviour in Nigerian deposit money bank as agreed by 69.8% of respondents in the construct above.


	Table 4.3.8: Do you agree that territoriality leads to organizational objectives?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Stongly Agree
	10
	11.6
	11.6
	11.6

	
	Agree
	47
	54.7
	54.7
	66.3

	
	Undecided
	11
	12.8
	12.8
	79.1

	
	Disagree
	6
	7.0
	7.0
	86.0

	
	Strongly Disagree
	12
	14.0
	14.0
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

This question was sought to investigate whether employee territoriality leads to organizational objectives in Nigerian deposit money bank.10 respondents representing 11.6% agree strongly on this claim, 47 respondents representing 54.7% agreed, 11 respondents representing 12.8% were neither agreed nor disagree, 6 respondents representing 7% disagree and another 12 respondents representing 14% disagree strongly. This implies there is sufficient evidence to support the claim that employee territoriality leads to organizational objectives in Nigerian deposit money bank as agreed by 66.3% of respondents in the construct above.







	Table 4.3.9: Does good atmosphere in the banking sector give room for psychological ownership?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	6
	7.0
	7.0
	7.0

	
	Agree
	57
	66.3
	66.3
	73.3

	
	Undecided
	7
	8.1
	8.1
	81.4

	
	Disagree
	9
	10.5
	10.5
	91.9

	
	Strongly Disagree
	7
	8.1
	8.1
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: SPSS Computation, 2025

This question was sought to ascertain whether good atmosphere give room for psychological ownership in Nigerian deposit money bank.6 respondents representing 7% agree strongly on this claim, 57 respondents representing 66.3% agreed, 7 respondents representing 8.1% were neither agreed nor disagree, 9 respondents representing 10.5% disagree and another 7 respondents representing 8.1% disagree strongly. This implies there is sufficient evidence to support the claim that good atmosphere give room for psychological ownership in Nigerian deposit money bank as agreed by 66.3% of respondents in the construct above.



[bookmark: _Toc147462353]4.4 Hypotheses Testing and Interpretation
H01: Psychological ownership and deviant workplace behaviour have no impact on performance of the banking sector

	Table 4.4.1: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.817a
	.668
	.660
	.28536

	a. Predictors: (Constant), PSYC, DWB


The result in the model summary table 4.4.1 indicates that Psychological ownership and Deviant workplace behavior variable were jointly explained at 66.8% variance of Bank’s performance, while the remaining 33.2% could be due to the effect of extraneous variables not accounted by the model. The adjusted R-square (0.660) which is a value just so close to R-square (0.668) depicts the fact that if the model is sampled from the population rather than the sample it will account for a negligible difference of 0.8% variance in the outcome. Therefore, the model fitness is good. R=0.817 implies that the relationship between psychological ownership (PSYC) and Deviant workplace behavior (DWB) is fairly high because the correlation coefficient is close to 1.
	Table 4.4.2: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	13.579
	2
	6.789
	83.375
	.000b

	
	Residual
	6.759
	83
	.081
	
	

	
	Total
	20.337
	85
	
	
	

	a. Dependent Variable: Bank's performance

	b. Predictors: (Constant), PSYC, DWB



Table 4.4.2 presents the overall diagnostic test of significance using Analysis of Variance (ANOVA) between joint relations of psychological ownership (PSYC), Deviant workplace behavior (DWB) and Bank’s performance. The ANOVA results for regression coefficients indicate that the significance of the F=83.375>F-table=3.84 at a degree of freedom of (2, 83); i.e. P-value=0.00 is less than 0.05. This indicates that the psychological ownership and deviant work behavior significantly predicts the bank’s performance (meaning it is a good fit for the model). Therefore, a significant relationship between joints effect of psychological ownership and deviant work behavior, and bank’s performance exists at 95% confidence level.
	Table 4.4.3: Regression Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.264
	.082
	
	3.219
	.000

	
	PSYC
	.115
	.049
	.291
	2.345
	.021

	
	DWB
	-.216
	.049
	-.553
	-4.451
	.000

	a. Dependent Variable: Bank's performance



From regression Table 4.4.3, it can be deduced that Deviant work behavior (DWB) has the least beta (β = -0.216) and this implies that deviant work behavior has negative influence on bank’s performance in the selected area.  21.6% decrease in bank’s performance is caused by increase in deviant work behavior by1%. Psychological ownership (PSYC) with (β = 0.115) has direct positive effect on bank’s performance and it significantly increase the bank’s performance by 11.5% at 5% level.  This result implies that both psychological ownership (PSYC) and deviant work behavior (DWB) has significant impact on bank’s performance which the incorporated results of model summary in table 4.4.1 and ANOVA table 4.4.2 failed to indicate the direction of the impact because of insensitivity of statistical power. The constant of regression further in prediction that if PSYC=DWB=0, then the bank’s performance increase by 26.4% and it is significant at 5% level. Therefore, it seems the removal of psychological ownership and deviant work behavior can be use for inference. Hence, the null hypothesis is rejected and the alternative hypothesis is accepted by posited that there is significant impact of psychological ownership and deviant work behavior on bank’s performance at 5% level of significant.
H02: There is no significant relationship between psychological ownership and deviant workplace behavior
	Table 4.4.4: Pearson Moment Correlations matrix indicating the overall significance relationship between dimension of psychological ownership (Employee self-efficacy, employee sense of belonging, Territoriality)  and deviant work behavior (DWB)

	
	DWB
	Employee Self-efficacy
	ESB
	Territoriality

	DWB
	Pearson Correlation
	1
	-.767**
	-.821**
	-.857**

	
	Sig. (2-tailed)
	
	.000
	.000
	.000

	
	N
	86
	86
	86
	86

	Employee self-efficacy
	Pearson Correlation
	-.767**
	1
	.916**
	.930**

	
	Sig. (2-tailed)
	.000
	
	.000
	.000

	
	N
	86
	86
	86
	86

	ESB
	Pearson Correlation
	-.821**
	.916**
	1
	.893**

	
	Sig. (2-tailed)
	.000
	.000
	
	.000

	
	N
	86
	86
	86
	86

	Territoriality
	Pearson Correlation
	-.857**
	.930**
	.893**
	1

	
	Sig. (2-tailed)
	.000
	.000
	.000
	

	
	N
	86
	86
	86
	86

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



Table 4.4.4 indicate the correlation coefficients of all dimensions of psychological ownership which include employee self-efficacy (-0.767), employee sense of belonging (-0.821) and territoriality (-0.857) to have jointly and individually related with Deviant work behavior (DWB). This implies all dimensions have inverse relationship with deviant work behavior and that the increases in each of the dimension of psychological ownership decrease the deviant work behavior while the decrease in psychological ownership dimensions will increase deviant work behaviour at 5% level of significant. This result supported the social exchange theory by Blau (1964) that behaviors shaped by perceptions and attitudes of psychological ownership through which employee work behaviors were reflect in self-efficiency, team work spirit and territorial customer relation of the selected bank as found in this test. Therefore, the null hypothesis 2 is rejected and alternate hypothesis is accepted by posited that there is significance relationship between psychological ownership and deviant work behavior at 5% level of significant.
H03: There is no significant effect of psychological ownership on deviant workplace behavior
	Table 4.4.5: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.882a
	.779
	.770
	.23437

	a. Predictors: (Constant), Employee self-efficacy, ESB, Territoriality



The result in the model summary table 4.4.5 indicates the joint relation of psychological ownership dimension (Employee self-efficacy, Employee sense of belonging and Territoriality) and Deviant workplace behavior (DWB) were jointly explained at 77.9% variance of Deviant Work Behavior (DWB), while the remaining 22.1% could be due to the effect of extraneous variables not accounted by the model. The adjusted R-square (0.770) which is a value just so close to R-square (0.779) depicts the fact that if the model is sampled from the population rather than the sample it will account for a negligible difference of 0.9% variance in the outcome. Therefore, the model fitness is good. R=0.882 implies that the relationship between dimensions of psychological ownership and deviant workplace behavior (DWB) is fairly high because the correlation coefficient is close to 1.
	Table 4.4.6: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	15.833
	3
	5.278
	96.077
	.000b

	
	Residual
	4.504
	82
	.055
	
	

	
	Total
	20.337
	85
	
	
	

	a. Dependent Variable: DWB

	b. Predictors: (Constant), Employee self-efficacy, ESB, Territoriality


Table 4.4.6 presents the overall diagnostic test of significance relationship using Analysis of Variance (ANOVA) between joint relations of psychological ownership which include employee self-efficacy, employee sense of belonging, territoriality and Deviant workplace behavior (DWB). The ANOVA results for regression coefficients indicate that the significance of the F=96.077>F-table=3.84 at a degree of freedom of (3, 82); i.e. P-value=0.00 is less than 0.05. This indicates that the psychological ownership measure through self-efficacy, employee sense of belonging and territoriality and deviant work behavior significantly predicts the bank’s performance (meaning it is a good fit for the model). Therefore, a significant relationship between joints effect of psychological ownership and deviant work behavior exists at 95% confidence level.
	Table 4.4.7: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.375
	.090
	
	26.322
	.000

	
	Employee self-efficacy
	-.211
	.065
	-.537
	3.257
	.002

	
	ESB
	-.193
	.052
	-.498
	-3.697
	.000

	
	Territoriality
	-.313
	.051
	-.912
	-6.186
	.000

	a. Dependent Variable: DWB




From regression Table 4.4.7, it can be deduced that Territoriality (-0.313), Employee sense of belonging (-0.193) and employee self-efficacy (-0.211) have negative impact on deviant work behavior in the selected bank.  21.1% decrease in deviant work behavior is caused by increase in employee self-efficacy by1%. Employee sense of belonging (ESB) with (β = -0.193) implies that 19.3% decrease in deviant work behavior is significantly caused by 1% increase in employee sense of belonging while Territoriality with (β = -0.313) equally signify that 31.3% decrease in deviant work behavior is caused by 1% increase in territorial customer relation in the selected bank.  This result implies that all dimensions of psychological ownership have negative relationship with deviant work behavior incorporated in the results of model summary in table 4.4.5 and ANOVA table 4.4.6 that failed to indicate the direction of the impact because of insensitivity of statistical power. The regression analysis further in prediction that if Employee self-efficacy=ESB=Territoriality=0, then the deviant work behavior increases by 2.3x times and the removal of psychological ownership is significant at 5% level. Therefore, it seems the removal of psychological ownership can be used for inference. Hence, the null hypothesis is rejected and the alternative hypothesis is accepted by posited that there is negative significant impact of psychological ownership on deviant work behavior at 5% level of significant.
[bookmark: _Toc147462354]4.5 Discussion of Findings
From hypothesis 1, the finding revealed that psychological ownership and deviant work behavior have significant impact on bank’s performance.  Deviant work behavior (DWB) has the least regression parameter (β = -0.216) which implies that 21.6% decrease in bank’s performance is caused by 1% increase in deviant work behavior. Psychological ownership (PSYC) with (β = 0.115) has direct positive effect on bank’s performance and the result posited that psychological ownership significantly increase bank’s performance by 11.5% and it is equally significant at 5% level.  Therefore, the null hypothesis is rejected and the alternative hypothesis is accepted by posited that there is negative significant impact of psychological ownership and deviant work behavior on bank’s performance at 5% level of significant. Finding in hypothesis 2 indicate the correlation coefficients of all dimensions of psychological ownership which include employee self-efficacy (-0.767), employee sense of belonging (-0.821) and territoriality (-0.857) were jointly and individually related with Deviant work behavior (DWB). This implies all dimensions have inverse relationship with deviant work behavior and that the increase in each of the dimension of psychological ownership will decrease the deviant work behavior while the decrease in psychological ownership dimensions will increase deviant work behaviour at 5% level of significant. This result supported the social exchange theory by Blau (1964) that behaviors shaped by perceptions and attitudes of psychological ownership through which employee work behaviors were reflect in self-efficiency, team work spirit and territorial customer relation for effective performance of the GT bank as found in this test. Therefore, the null hypothesis 2 is equally rejected and alternate hypothesis is accepted by posited that there is significance relationship between psychological ownership and deviant work behavior at 5% level of significant. Lastly the finding in hypothesis 3 revealed that psychological ownership measure through self-efficacy, employee sense of belonging and territoriality and deviant work behavior significantly predicts the bank’s performance. The result indicate that Territoriality (-0.313), Employee sense of belonging (-0.193) and employee self-efficacy (-0.211) have negative impact on deviant work behavior in the selected bank.  21.1% decrease in deviant work behavior is caused by increase in employee self-efficacy by1%. Employee sense of belonging (ESB) with (β = -0.193) implies that 19.3% decrease in deviant work behavior is significantly caused by 1% increase in employee sense of belonging while Territoriality with (β = -0.313) equally signify that 31.3% decrease in deviant work behavior is caused by 1% increase in territorial customer relation. Hence, the null hypothesis 3 is rejected and the alternative hypothesis is accepted by posited that there is negative significant impact of psychological ownership on deviant work behavior at 5% level of significant.
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[bookmark: _Toc147462356]SUMMARY, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc147462357]5.1 Preamble
The main aim of this study is to investigate the impact of psychological ownership on deviant work behavior in banking industry with a special reference to GT bank plc Ilorin. This chapter summarizes the main findings of the study. The arrangement for the presentation is guided by the hypotheses stated for discussion. The conclusion that follows is drawn from the findings, while recommendations and suggestions for further study are also indicated. 
[bookmark: _Toc147462358]5.2 Summary
The study explores the influence of psychological ownership on deviant work behavior at GT bank plc Ilorin. Findings of the study supported the assertion that psychological ownership does influence deviant work behavior (DWB). It implied that if employees develop ownership with the organization, believe that the organization is their own, have sense of belonging to organizational demand, efficient and defensible in pulling more customers for the organization, employees probably become less susceptible to look for inducements by organization, becomes less susceptible to perceive discrepancies between promised expectations and met obligations. It is possible that a sense of belonging, the basics of psychological ownership, with the organization reduces deviant work behaviors. This is because with increase in self-efficacy and sense of belonging, deviant work behavior reduced and the organization is positively fulfilling its obligations. Employees with psychological ownership develops an identity with the organization, feels connected with and accountable to the organization and are less likely to react against the perception of breach which may result into deviant work behavior. Reason could be that sense of belonging which result from being connectedness, belongingness, self-identity etc, towards the organization, creates positive feelings, gives pleasure towards the organization. This generated positive feeling and pleasures reduces employee’s tendency to look for the discrepancies between what is promised and what is met and the employees will be able to evaluate targets more favorably when they feel a sense of ownership for the target (Beggan, 1992, Nesselroade, Beggan, & Allison, 1999).  Therefore, the findings of this study conform with the assertion Pierce et al., (2001) that ownership helps to fulfill three basic human needs: having a sense of belonging, efficacy and territoriality.  When organization provide employees to fulfill these needs, employees are likely to be motivated to reciprocate in the form of positive assessment of mutual expectations and obligations and deviant work behaviour is reduced. Pierce, Rubenfeld and Morgan (1991) have theorized that psychological ownership is associated with positive behavioral and psychological consequences. Psychological ownership influences DWB because when an employee with a sense of ownership, works hard and contributes to the organization much more than employees with reduced or no sense of ownership. The following are the summary of the findings according to the stated objectives:
I. Psychological ownership and deviant workplace behavior have significant impact on performance of the bank at 5% level
II. There is negative significant relationship between psychological ownership and deviant workplace behavior at 5% level of significant
III. Psychological ownership has significant impact on deviant workplace behavior at 95% confidence level.
[bookmark: _Toc147462359]5.3 Conclusion
This study conclude that psychological ownership can be used as one of the mechanisms to mitigate the problem of deviant work behavior in banking industry and the notion was supported at 5% level of significant. Psychological ownership is a complex but potentially valuable tool for organizations to increase employee satisfaction and morale while improving their own performance. The roots and routes of psychological ownership indicate that the self-efficacy, sense of belonging and territoriality can fulfill essential human motivations and needs and reduce negative deviant work behavior in the bank. Employees having a sense of ownership with the organization are less likely to deviate from work norms and values.   Insights gained from the study was that employees with reduced or no sense of ownership don’t feel connected with the organization and are more likely to interpret organization’s contributions in negative sense. The research also has theoretical implication in the sense that the findings of the study significantly contribute in advancing the body of knowledge of psychological ownership and deviant work behaviour. The study has unmasked interesting findings in the relationships between the two variables.    

[bookmark: _Toc147462360]5.4 Recommendations
I. In order to minimize negative deviant behavior within the workplace, banks must adapt to a specific organizational culture. Specifically, an organizational culture that is centered on extremely important ethical core values In order to resolve the problems associated with negative workplace deviance behaviors, it is necessary that employees of the banking sector should adopt this specific frame of mind. It is imperative that the upper-level management focus on conveying strong ethical values and norms in order for these norms to ‘‘trickle down’’ throughout the whole organization Management should actively participate in the promotion and maintenance of a new organizational climate 
II. Banks should group together all the generally accepted values and norms present within the workforce by the management team. By understanding the different values held by different subcultures within the company, management can then provide the direction for employees belonging to a specific subculture. In doing so, the employees in question are steered towards helping the organization meet its goals, rather than having a brand-new set of values imposed on them.
III. Third, another way of preventing the likelihood of employee deviant behavior is to conduct frequent background checks when hiring. It is imperative that for the bank should to stop any type of behavior that would negatively affect it. Furthermore, managers should also find methods of matching severity of punishment to the violation of organizational norms. On the other hand, organizations have a vested interest in increasing some types of positive deviant workplace behaviors within their walls by empowering their employees. Empowerment is a precursor of pro-social behaviors such as innovation, and innovation is the key to maintaining the competitive edge of an organization.
IV. Bank should make information accessible to employees about organizational strategies and goals, employees are more apt to engage in positive deviant behaviors such as corporate innovation because of their understanding of the corporate environment 
V. Bank should make efforts through policies and practices to create psychological ownership (feelings of mine / ours) among employees in order to reduce deviant work behaviors in the bank
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