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Abstract: The goal of this study is to examine how external prestige (PEP) affects workplace 

deviations, which are mediated by job satisfaction. The study’s sample consisted of 310 

respondents who work in the hospitality industry in Nigeria, and data was collected using the 

purposive sampling method. Structural Equation Model (SEM) tests were performed. 

According to the study’s findings, job satisfaction is positively influenced by PEP, but it has a 

negative impact on deviant conduct in the workplace. It is clear that job satisfaction plays a 

detrimental role in mediating the harmful impacts of perceived external status on deviant 

behavior at work. 
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1. Introduction 

The hospitality industry needs to increase its competitiveness to retain its present 
clients and attract new ones. However, in order to increase competitiveness, the 
industry needs to give more attention to its human capital. This is because the 
performance of a firm can be influenced by the level of performance of its employees. 
According to Tuna et al. (2016), an organization needs to have a positive reputation 
and a positive image in order to attract experienced or competent workers. The more 
positively an organization is perceived, the more proud and content an individual 
might be to work there. Being a part of a company with a positive reputation will make 
someone feel better about themselves than being a part of one with a negative 
reputation (Ciftcioglu, 2010; Bagobiri and Gadi, 2021). According to numerous 
studies (Ghazzawi, 2008; Elçi and Alpkan, 2009; Hamarat et al., 2012; Shamsudin et 
al., 2014), job satisfaction (JS) is additionally motivated by a number of other 
variables, such as individual behavior, beliefs, office values, ethical environment, and 
social effects. 

However, if a person is unhappy at work, it may have an impact on their conduct 
(Ghazzawi, 2008). According to Hershcovis et al. (2007) and Gadi and Kee (2020a), 
if a person is not happy in his position, he will put in less performance and behave 
differently from the organization’s standards. 

Deviant workplace conduct can undoubtedly result in losses for the firm, so 
measures must be taken to reduce its incidence in order to avoid interfering with 
business operations (Howard et al., 2016). The reputation of the company and 
workers’ feelings of job satisfaction can have an impact on deviant conduct at work 
(Tuna et al., 2016). As a result, every firm must pay attention to the reasons for 
business abnormalities. This rule applies to all companies, including those in the 
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hospitality sector, particularly restaurants, amusement parks, hotels, and other 
tourism-related services. Extreme competition in this marketplace is brought on by the 
considerable number of marketers who are also the exclusive agents of the trademark 
owner or individual businesses. As a result, the industry has decided to reduce the 
incidence of abnormal workplace behavior because it could impede its growth in 
Nigeria. 

The importance of employee job satisfaction for the organization has been 
examined in numerous earlier studies (Gunlu et al., 2010). Most studies (Elçi and 
Alpkan, 2009; Gümüş et al., 2012; Gunlu et al., 2010) examine a wide range of positive 
characteristics that affect individual job satisfaction, such as good HR policies, an 
ethical work environment, personality, and several other positive aspects. Although 
there hasn’t been much research examining the negative variables that can lead to a 
decline in employee satisfaction, this subject is nonetheless important to examine more 
given that poor or deviant conduct is frequent and contributes to a decline in individual 
satisfaction (Chullen et al., 2010; Omotayo et al., 2015; Gadi and Kee, 2020). 
Therefore, it is crucial that this research be done so that businesses can reduce deviant 
behavior. 

In the dynamic landscape of the Nigerian hotel industry, characterized by its 
strategic importance to the nation’s economy, employees contend with multifaceted 
challenges that significantly influence their well-being and job satisfaction. The 
pervasive phenomenon of deviant workplace behavior, marked by extended working 
hours and workplace conflicts, intertwines with the cultural emphasis on external 
prestige in Nigeria. Extended working hours, often driven by factors such as 
understaffing, contribute to a demanding work environment, while workplace conflicts 
stemming from diverse backgrounds hinder collaborative efforts. Concurrently, the 
pursuit of external prestige, deeply ingrained in Nigerian societal values, becomes a 
pivotal factor in shaping employees’ self-esteem and job satisfaction. 

Despite the industry’s strategic importance, there is a noticeable gap in the current 
understanding of how deviant workplace behaviors, influenced by factors such as 
extended working hours and workplace conflicts, intersect with employees’ pursuit of 
external prestige in the Nigerian context. Furthermore, the specific role of employee 
external prestige in mediating or moderating the relationship between deviant 
workplace behavior and job satisfaction remains underexplored. 

This study seeks to answer this complicated relationship by exploring how 
deviant workplace behaviors and employee external prestige interrelate within a 
unique cultural context and examining their collective impact on job satisfaction. As 
the industry undergoes evolution, understanding and addressing these phenomena 
becomes imperative for fostering a positive and productive work environment, 
ultimately contributing to both individual well-being and organizational effectiveness. 

2. Literature review 

2.1. External prestige 

External prestige, according to Tuna et al. (2016), is a worker’s evaluation of the 
reputation of the firm where they work, centered on the viewpoint of other individuals 
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who are not employees of the establishment. Centered on the opinions of those outside 
the organization, an employee’s perception of the organization’s external prestige 
represents their evaluation of all perceptions linked to it (Carmeli and Freund, 2002; 
Carmeli and Tishler, 2005; Carmeli et al., 2006). According to Kian et al. (2013) as 
well as Suanj et al. (2017), external prestige demonstrates how employees’ views of 
outsiders’ impressions of their organization are related to the reputation felt by 
employees of the firm. Based on these many views, it can be deduced that individual 
perceptions of their workplace are shaped by the perspectives of third parties or other 
individuals who evaluate the organization in which the employee works. Per Suanj et 
al. (2017) justify that external prestige (PEP) is researched at a distinct level because 
it is a personal assessment of the establishment that workers receive from outside 
parties, so even though all employees work for the same company, external prestige 
will vary for each employee.  

Employee pride is increased when they recognize that people outside the 
organization talk favorably about the place where they work, which has a beneficial 
effect on external prestige (Kang et al., 2011; Gadi and Kee, 2020b). Improved staff 
identification with the organization might be encouraged by a firm’s perceived 
external status (Al-Atwi and Bakir, 2014). According to Ciftcioglu (2010), external 
prestige is a firm image derived from employee evaluations based on data from 
outsiders who regard them as employees of the organization. In the end, multiple 
studies discovered that employees’ concern for their organization, which was 
evidenced by a decline in turnover, was positively impacted by external prestige 
(Ciftcioglu, 2010; Pakdemir and Turan, 2014). 

2.2. Job satisfaction 

An individual’s good attitude as a result of an appraisal of their work and work 
experience can also be interpreted as job satisfaction. According to Springer (2011), 
individuals will experience job satisfaction when they believe their personal goals 
align with their expectations in a number of work-related areas. According to Kian et 
al. (2013), job satisfaction is a favorable emotional state that arises from work and 
satisfies personal values for the work completed. According to Alnaçk et al. (2012), 
job satisfaction is a favorable emotional situation that arises from an individual’s 
evaluation of his or her job or work experience. Job satisfaction is an employee’s 
reaction to his or her work experience as well as the emotional state of the employee 
toward work, according to Siengthai and Pila-Ngarm (2016). According to some of 
the aforementioned justifications, job satisfaction is an emotional state, both good and 
bad, that results from an assessment of one’s work). Individuals will experience job 
satisfaction when they believe their personal goals align with their expectations in a 
number of work-related areas. According to Kian et al. (2013), job satisfaction is a 
favorable emotional state that arises from work and satisfies personal values for the 
work completed. According to Alnaçk et al. (2012), job satisfaction is a favorable 
emotional situation that arises from an individual’s evaluation of his or her job or work 
experience. Job satisfaction is an employee’s reaction to his or her work experience as 
well as the emotional state of the employee toward work, according to Siengthai and 
Pila-Ngarm (2016). According to some of the aforementioned justifications, job 
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satisfaction is an emotional state, both good and bad, that results from an assessment 
of one’s work or experience. 

According to Purnama (2017), Islamic culture, which emphasizes competence, 
dedication, honesty, and transformation, can genuinely have an impact on employee 
job satisfaction and, in turn, employee performance, as evidenced by the quantity, 
quality, efficiency, and accuracy of the work that employees produce. In their study, 
Lumley et al. (2011) examined the relationship between job satisfaction and nine 
variables, including pay, promotion, supervision, fringe benefits, recognition and 
reward, working conditions, coworkers, and work environment. In addition to 
productivity, staff retention, and absenteeism, job satisfaction also has an impact on 
an organization’s well-being (Katja-Miheli, 2014; Sempane et al., 2002). According 
to Emilisa (2001), job satisfaction is a pleasurable feeling that results from an 
evaluation of the job. 

The research findings by Robinson et al. (2011) suggest that individuals who have 
high-level job satisfaction would manage customer complaints excellently, resulting 
in customer happiness and even customer loyalty. Also, employee job satisfaction has 
an impact on client satisfaction. According to Worsfold et al.’s (2016) study in the 
hospitality sector, employee job satisfaction can influence client satisfaction because 
happy individuals might have a more upbeat attitude, which will then cause them to 
display a pleasant and comfortable attitude and more normally positive feelings 
towards customers, which will ultimately be able to elicit positive emotions from 
customers. Similarly, Esmaeilpour and Ranjbar (2018) stress the significance of 
employee dedication and happiness because they motivate workers to deliver high-
caliber services. 

2.3. Deviant workplace behavior 

According to Shamsudin et al. (2014), deviant behavior can be divided into two 
categories: organizational deviance, which includes employee theft, higher staff 
absenteeism, and lack of motivation; and interpersonal deviance, which includes 
treating coworkers poorly, making racial or sexual jokes, or acting rudely. Deviant 
workplace conduct is defined by Tuna et al. (2016) as employee behavior that 
transgresses critical organizational standards in a way that endangers the organization, 
its employees, or both. Deviant workplace behavior, as per Tuna et al. (2016), is a sort 
of behavior that unfairly exploits the business unfavorably, impacts the norms and 
shared expectations of the organization, and also poses a danger to the organization’s 
values and social customs. Deviant workplace behavior is defined by Malisetty and 
Vasanthi Kumari (2016) as deliberate action carried out by employees that is deemed 
by the organization to be against its interests. According to Johnson (2011), a deviant 
workplace is one where employees engage in behavior that goes against organizational 
standards, such as harassing coworkers, causing property damage, and other negative 
actions. According to several of the definitions given above, deviant workplace 
conduct is defined as behavior by organizational members that is at odds with the 
values, norms, and customs of the organization and that has the potential to harm or 
disrupt the organization and its members. 

DWPB is conduct that the firm must take into consideration since it may have an 
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effect on the organization. The organization can suffer both financial and non-financial 
consequences from actions like theft, harassment, and other deviant behavior (Elçi and 
Alpkan, 2009; Chirasha and Mahapa, 2012; Howard et al., 2016; Hsieh and Liang, 
2004). 

Theft, sabotage, and other financial losses result in financial losses for the 
company since they must replace or fix the effects of these actions (Chirasha and 
Mahapa, 2012). Deviant workplace behavior (DWPH) can also have a negative effect 
on the workplace environment, leading to tension, despair, and feelings of insecurity 
among employees (Chirasha and Mahapa, 2012; Howard et al., 2016). According to 
Muafi (2011), in addition to experiencing stress at work that lowers productivity, 
victims of workplace deviance also frequently have greater employee turnover rates. 
As a result, it is critical that businesses pay attention to the elements that may lead to 
abnormal conduct. According to Johnson’s (2011) research, deviant behavior might 
develop when staff members feel mistreated or unsatisfied with the firm. 

Different terms for harmful employee behavior include counterproductive work 
behavior, antisocial behavior, retaliatory behavior, and deviant workplace behavior, 
though the distinctions between these concepts are still debatable (Tiarapuspa, 2015). 
Due to the fact that the perpetrators have bad intent and act in ways that go against the 
organization’s norms, this study chose to refer to such behavior as deviant workplace 
behavior (Tiarapuspa et al., 2017). Deviant workplace behavior by employees, such 
as theft, high absenteeism, sloth, racist epithets, or sexual harassment, can be very 
harmful to business (Tuna et al., 2016; Shamsudin et al., 2014). Losses may be 
material or immaterial (Chirasha and Mahapa, 2012; Johnson, 2011). To prevent 
employees from taking part in activities that would impair the organization, employers 
must raise employee satisfaction with their employment (Lumley et al., 2011; Katja-
Miheli, 2014). According to Suanj et al. (2017) and Kian et al. (2013), one strategy to 
boost employee job satisfaction is to create the idea among employees that working 
for the organization is very prestigious. This perception is known as “external 
prestige.” 

2.4. Hypothesis development 

According to Carmeli and Freund (2002), Carmeli et al. (2006), Carmeli and 
Tishler (2005), etc., PEP is a worker’s subjective evaluation of the organization’s 
external image. Deviant workplace conduct, on the other hand, is the conduct of people 
in the organization that is at odds with the norms, values, and customs of the firm and 
that might harm or disturb the establishment and its employees (Johnson, 2011; 
Shamsudin et al., 2014). Increasing employee impressions of how prestigious working 
for the organization is one strategy to prevent employee deviant behavior that might 
harm the business (Al-Atwi and Bakir, 2014). According to Tuna et al. (2016), 
employees are less likely to act inappropriately when they believe that other people 
regard the organization they work for as being very prominent. This leads to a 
hypothesis: 

H1: Deviant workplace behavior is negatively impacted by external prestige. 
According to Suanj et al. (2017), good perceptions about the organizations where 

employees work are correlated with their positive assessments of their own position 
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and prestige at work. The satisfaction of working for a company with a positive 
reputation will increase employee personality (Ciftcioglu, 2010). The study’s findings 
(Carmeli and Tishler, 2005; Nayr et al., 2016) demonstrate that employees will feel 
content with their work when they learn from friends and family members that they 
work for a prestigious firm (external prestige). According to the study’s findings 
(Ciftcioglu, 2010), employees were less likely to leave their current employer because 
they were happy with their position and more strongly, they believed they had worked 
for a reputable and well-regarded organization. According to studies (Tuna et al., 
2016), external prestige has a favorable impact on job satisfaction. This leads to the 
possibility that H2: Job satisfaction is positively impacted by external prestige. 

If a person dislikes or is unsatisfied with his job, he or she will put forth a poor 
effort on the job and may violate the organization’s norms and general policies 
(Hershcovis, 2011; Hershcovis et al., 2007). According to Srivastva (2013) and 
(2016), job satisfaction is a factor that might deter bad employee behavior like stealing, 
hostile behavior, and sabotage. Similarly, research by Tuna et al. (2016) demonstrates 
that deviant work behavior is negatively impacted by job satisfaction. This is also 
noted in a study that was done (Johnson, 2011), which claims that firms that don’t 
offer employee satisfaction would be more prone to atypical workplace behavior. The 
following hypotheses were created in light of the ideas and theories presented above. 

H3: Deviant workplace conduct is negatively impacted by job satisfaction. 
Situational factors, including stress and shifting work environments, might lead 

to abnormal workplace behavior. Someone may refrain from engaging in inappropriate 
workplace behavior if they believe a friend works for a prestigious organization. This 
is done to retain a feeling for the reason that those other people have been 
complimentary, but this feeling-trust activity might unquestionably lessen or cease to 
exist if the employees believe that their firm truly provides them with a fulfilling 
employment opportunity. This is in line with Mishra (2013), who claimed that when 
employees have a positive perception of their employer’s external prestige, they will 
assess the circumstances and adopt a favorable viewpoint. Employee dissatisfaction 
with the firm has a big impact on how they feel about the company, which is a factor 
that might lead to deviant conduct (Singh, 2013). The findings of Tuna et al.’s (2016) 
study demonstrate that job satisfaction can operate as a mediator between external 
prestige and unruly behavior at work, as demonstrated in the conceptual framework in 
Figure 1 below. On the basis of this, the following hypotheses can be put forth: 

 
Figure 1. Conceptual framework. 

H4: Job satisfaction directly and indirectly mediates the relationship between 
PEP and deviant workplace behavior. 
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3. Research methods 

The variables in this study refer to previous research conducted by Tuna et al. 
(2016), where all variables were measured using a 5–7-point interval scale with 
alternative answers ranging from strongly disagree to strongly agree. The external 
prestige variable was measured using 8 statement items, job satisfaction using 5 
statement items, and deviant workplace behavior using 11 statement items. 

This study uses a purposive sampling technique, which is part of non-probability 
sampling (Sekaran and Bougie, 2013). The sample criteria are employees of the 
hospitality industry in the six states in the central part of Nigeria, including Abuja. A 
minimum sample size estimation was achieved using a G*Power assessment. The 
results revealed that the minimum sample size needed for this study was 108. 
However, a total of 310 questionnaires were collected, exceeding the minimum criteria 
of 108. Therefore, it is certain that the collected data is adequate for testing the 
assumed relationships. 

It is established that most of the respondents are male (57.5%) and female 
(42.5%). The majority of them are 31–40 years old with 6–10 years of service, and the 
majority (54%) hold an OND certificate. 

Measurement model 

We analyzed the loadings, average variance extracted (AVE), and composite 
reliability (CR) in accordance with the recent article by Hair et al. (2020), using cutoff 
values of 0.5 for AVE and 0.708 for CR to determine the convergent validity. While 
it is recommended that the loadings be greater than 0.708, if the AVEs are already 
greater than 0.5, then loadings between 0.5 and 0.7 are likewise appropriate (Ramayah 
et al., 2018). As can be seen in Table 1, the constructs’ validity and reliability were 
confirmed by the fact that all of the AVEs were higher than 0.5, the CR was higher 
than 0.7, and all of the loadings were greater than 0.7, as shown in Figure 2 below. 

Table 1. Measurement model. 

ITEMS Construct Loadings CA rho_A CR AVE R Square 

 Deviant workplace behaviour  0.94 0.945 0.948 0.627 0.454 

DWB1  0.804      

DWB2  0.724      

DWB3  0.844      

DWB4  0.831      

DWB5  0.821      

DWB6  0.630      

DWB7  0.807      

DWB8  0.798      

DWB9  0.792      

DWB10  0.765      

DWB11  0.839      
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Table 1. (Continued).  

ITEMS Construct Loadings CA rho_A CR AVE R Square 

 Job satisfaction  0.919 0.92 0.939 0.756 0.468 

JS1  0.881      

JS2  0.859      

JS3  0.859      

JS4  0.859      

JS5  0.888      

 External prestige  0.931 0.932 0.942 0.644  

PEP1  0.784      

PEP2  0.824      

PEP3  0.827      

PEP4  0.811      

PEP5  0.804      

PEP6  0.804      

PEP7  0.795      

PEP8  0.809      

PEP9  0.791      

Note: CA = Cronbach’s Alpha; CR = Composite Reliability; AVE = Average Variance Extracted. 

 
Figure 2. Measurement model. 

According to Table 2, all reflective constructs have acceptable or satisfactory 
discriminant validity, with the square root of AVE (diagonal) being larger than the 
correlations (off-diagonal). 

Table 2. Fornell Larcker. 

 Deviant workplace behaviour Job satisfaction External prestige 

Deviant workplace behaviour 0.792   

Job satisfaction −0.637 0.869  

External prestige −0.596 0.684 0.802 
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The discriminant validity was evaluated using HTMT ratios, in accordance with 
Franke and Sarstedt’s recommendations (2019). As shown in Table 2, we also created 
the reporting table in accordance with the recommendations made by Becker et al. 
(2019). All of the HTMT ratios fell below the 0.85 threshold as shown in Table 3 
below. Therefore, we can say that the measurements employed in this study are 
different. 

Table 3. HTMT. 

 Deviant workplace behaviour Job satisfaction External prestige 

Deviant workplace behaviour    

Job satisfaction 0.677   

External prestige 0.628 0.738  

4. Results and discussion 

Tests were carried out using Structural Equation Model (SEM) analysis. Table 4 
shows the results of hypothesis testing: 

Table 4. Hypothesis testing result. 

Path coefficient Beta values Std error T values P values 

Job satisfaction -> Deviant workplace behaviour −0.431 0.054 8.034 0.000 

External prestige -> Deviant workplace behaviour −0.301 0.055 5.436 0.000 

External prestige -> Job satisfaction 0.684 0.029 23.483 0.000 

External prestige -> Job satisfaction -> Deviant workplace behaviour −0.295 0.034 8.626 0.000 

The first hypothesis examines the effect of external prestige (PEP) on deviant 
workplace behavior (DWPB). Based on the results of statistical tests, it can be seen 
that the p-value is 0.001 with a coefficient estimate of −0.301, and a T value of 5.436 
as shown in Figure 3, which means that there is a significant negative effect between 
PEP and DWPB. This means that if employees have a good PEP, they might be able 
to decrease DWPB at work. This might occur because individuals who have pride in 
their place of work will try to behave better, have stronger dedication to the 
organization, and also avoid conduct that might affect the organization. This is in 
accordance with the opinion (Suanj et al., 2017), which states that when employees 
feel they work in a high-reputation firm, the higher the employee’s commitment and 
the farther away from deviant behavior. Likewise, the opinion (Al-Atwi and Bakir, 
2014) suggests that employees who feel proud of their status as employees of a 
particular company are less likely to do bad things to the company or their friends. 
The results of this research confirm the results of an earlier study performed by Tuna 
et al. (2016), which confirmed that there was a negative influence of external prestige 
(PEP) on deviant workplace behavior (DWPB). 
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Figure 3. Structural model. 

The second hypothesis examines the effect of external prestige (PEP) on job 
satisfaction (JS). Based on the results of statistical tests, it can be seen that the p-value 
is 0.001 with a coefficient estimate of 0.684, and a T value of 23.483, as shown in 
Figure 2, which means that there is a significant positive effect between external 
prestige and job satisfaction. This shows that employees who have good external 
perceptions of status will be able to increase their job satisfaction. Employees who 
have a sense of pride in their place of work will feel greater satisfaction because they 
are part of the company. The results of this study support the opinion of Ciftcioglu 
(2010) that employees who feel proud to work for a company with a high reputation 
will be satisfied with their work and have no desire to move to another company. In 
fact, Pekdemir and Turan (2014) explain that employees who feel proud of their 
company will be willing to work beyond their job description. Likewise, the findings 
of this study corroborate those of earlier research by Tuna et al. (2016), which similarly 
showed a favorable relationship between external prestige and job satisfaction. 

The third hypothesis examines the influence of job satisfaction (JS) on deviant 
workplace behavior (DWPB). Based on the outcomes of statistical tests, it can be seen 
that the p-value is 0.001 with a coefficient estimate of −0.431, and a T value of 8.034, 
as shown in Figure 2, which means that there is a significant negative effect between 
job satisfaction and deviant workplace behavior. The findings of this study suggest 
that job satisfaction has a significant negative impact on workplace deviance. This 
implies that contented workers will be able to curtail inappropriate workplace 
behavior. This may occur because happy employees are more likely to take positive 
actions for the business, whereas unhappy employees are more likely to express their 
frustration by engaging in negative conduct. The findings of this study support the 
assertion made by Johnson (2011) that employees who work for organizations that 
don’t foster job satisfaction have a tendency to respond in a negative way. 

According to the research of Hershcovis (2011) and Srivastava (2016), an 
employee’s desire to engage in bad behaviors like absenteeism, theft, and other 
negative behaviors will vanish if they are satisfied with their employment. The 
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findings of this study corroborate those of earlier research by Tuna et al. (2016), which 
showed a detrimental impact of job satisfaction on unruly workplace behavior. 

Hypothesis 4 examines the effect of external prestige (PEP) on deviant workplace 
behavior (DWPH), mediated by job satisfaction. Based on the results of statistical 
tests, it can be seen that the p-value is 0.001 with a coefficient estimate of –0.295, 
which means that there is a significant negative effect between PEP and DWPH 
mediated by job satisfaction. The results showed that job satisfaction can mediate the 
effect of PEP on DWPH. Job satisfaction has a negative influence on mediating the 
effect of PEP on DWPH. This shows that a good PEP will be able to increase the 
prestige and pride of employees towards the company, which in turn will be able to 
shape employee attitudes towards the company and job satisfaction itself, which can 
ultimately prevent or reduce deviant workplace behavior from employees. The results 
of the research by Tuna et al. (2016) revealed that job satisfaction (JS) mediates the 
impact of PEP on deviant workplace behavior. 

5. Conclusion 

Based on the findings of the hypothesis testing, the study’s assumption is that 
PEP has a significant and unfavorable impact on DWPH and, on the other hand, a 
significant and favorable impact on job satisfaction (JS). Nevertheless, employee job 
satisfaction (JS) has a detrimental and considerable impact on DWPH. Therefore, it 
can be presumed that employee job satisfaction (JS) can mitigate the impact of PEP 
on DWPH. This suggests that if a person has pride in the organization where they 
work, they are less likely to be dissatisfied with their jobs and exhibit fewer deviations 
from them. 

This refers to intentional behavior by employees that violates established norms 
and disrupts the normal functioning of the workplace. In the hotel industry in Nigeria, 
examples may include theft, absenteeism, rudeness to customers, or conflicts with 
colleagues. High competition, stressful work environments, and challenging customer 
interactions in the hotel industry may contribute to employees’ deviant behaviors. 
Factors such as low job satisfaction, inadequate training, and ineffective management 
practices could be associated with an increase in DWB. 

Employee external prestige refers to the perception of how the employee is 
viewed by individuals external to the organization, such as customers, suppliers, or the 
general public. In the hotel industry in Nigeria, this could be related to the reputation 
of the hotel and the perception of its employees’ professionalism and service quality. 
The reputation of a hotel in Nigeria is crucial for attracting customers and maintaining 
a competitive edge. Employee external prestige is likely influenced by the quality of 
service, the behavior of employees, and the overall customer experience. Positive 
external prestige may lead to increased customer satisfaction and loyalty. 

Job satisfaction is the overall contentment or happiness an employee feels about 
their job. In the hotel industry in Nigeria, factors contributing to job satisfaction could 
include the work environment, relationships with colleagues and management, 
recognition, and opportunities for career development. High job satisfaction among 
hotel employees is vital for maintaining service quality and customer satisfaction. 
Factors such as a positive work culture, fair treatment, and opportunities for skill 
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development can enhance job satisfaction. Conversely, employees’ deviant behavior 
may negatively impact job satisfaction among colleagues and lead to a toxic work 
environment. 

There may be a negative relationship between employees’ deviant workplace 
behavior and job satisfaction. Deviant behaviors can create a stressful work 
environment, lower morale, and reduce overall job satisfaction among colleagues. 
Higher external prestige may act as a deterrent to deviant workplace behavior. 
Employees who value their external image and the reputation of the hotel are likely to 
engage in more positive and professional behaviors. Positive external prestige can 
contribute to increased job satisfaction. Employees who take pride in their association 
with a reputable hotel are likely to experience higher job satisfaction, especially if their 
efforts contribute to the positive image of the hotel. 

In conclusion, the hotel industry in Nigeria faces unique challenges related to 
employees’ deviant workplace behavior, external prestige, and job satisfaction. 
Understanding the interplay between these variables is crucial for developing effective 
management strategies, promoting a positive work environment, and enhancing 
overall performance in the industry. 

6. Implications 

Based on the conclusions above, it might be seen that the pride of employees 
towards the organization, instigated by opinions from outside the organization (PEP), 
is very vital. Therefore, organizations must put effort into creating a good image in 
different ways, specifically by improving product and service quality and 
organizational management. Thus, the organization’s reputation becomes superior, 
which sequentially might attract potential workers to work in the organization (Suanj 
et al., 2017). 

7. Limitations and suggestions 

This research was only conducted on one research object and only used external 
prestige and job satisfaction as variables that could affect deviant workplace behavior. 
Further research can be conducted on other objects, for example, in the aviation or 
banking industries. It is also hoped that further research can consider using other 
variables such as unfair treatment, dissatisfaction, and conflict variables as a source of 
deviant workplace behavior (Nayr et al., 2016). 

Author contributions: Conceptualization, PDG and ASM; methodology, PDG; 
software, PDG; validation, PMW, PDG and ASM; formal analysis, PDG; 
investigation, PMW and ASM; resources, PMW, PDG and ASM; data curation, PDG; 
writing—original draft preparation, PDG; writing—review and editing, ASM and 
PMW; visualization, ASM; supervision, PDG; project administration, PMW, ASM 
and PDG; funding acquisition, PMW, ASM and PDG. All authors have read and 
agreed to the published version of the manuscript. 

Conflict of interest: The authors declare no conflict of interest with respect to the 
research, authorship, and/or publication of this article. 



Human Resources Management and Services 2024, 6(3), 3423. 

 

13 

References 

Ali Al-Atwi, A., & Bakir, A. (2014). Relationships between status judgments, identification, and counterproductive behavior. 

Journal of Managerial Psychology, 29(5), 472–489. https://doi.org/10.1108/jmp-02-2012-0040 

Alnıaçık, Ü., Alnıaçık, E., Akçin, K., & Erat, S. (2012). Relationships Between Career Motivation, Affective Commitment and 

Job Satisfaction. Procedia—Social and Behavioral Sciences, 58, 355–362. https://doi.org/10.1016/j.sbspro.2012.09.1011 

Bagobiri, E. Y., & Paul, G. D. (2021). Impact of Incentive Management Strategies on Employee Performance among 

Telecommunication Firms in Kaduna Metroplis. International Journal of Multidisciplinary: Applied Business and Education 

Research, 2(2), 88–98. https://doi.org/10.11594/ijmaber.02.02.02 

Carmeli, A., & Freund, A. (2002). The Relationship Between Work and Workplace Attitudes and Perceived External Prestige. 

Corporate Reputation Review, 5(1), 51–68. https://doi.org/10.1057/palgrave.crr.1540164 

Carmeli, A., & Tishler, A. (2005). Perceived Organizational Reputation and Organizational Performance: An Empirical 

Investigation of Industrial Enterprises. Corporate Reputation Review, 8(1), 13–30. 

https://doi.org/10.1057/palgrave.crr.1540236 

Carmeli, A., Gilat, G., & Weisberg, J. (2006). Perceived External Prestige, Organizational Identification and Affective 

Commitment: A Stakeholder Approach. Corporate Reputation Review, 9(2), 92–104. 
https://doi.org/10.1057/palgrave.crr.1550014 

Chirasha, V., & Mahapa, M. (2012). An Analysis of the Causes and Impact of Deviant Behaviour in the Workplace. The Case of 

Secretaries in State Universities. Journal of Emerging Trends in Economics and Management Sciences (JETEMS), 3(5), 

415–421. 

Chullen, L. C., Dunford, B. B., Angermeier, I., et al. (2010). Minimizing Deviant Behavior in Healthcare Organizations: The 

Effects of Supportive Leadership and Job Design. Journal of Healthcare Management, 55(6), 381–398. 

https://doi.org/10.1097/00115514-201011000-00004 

Ciftcioglu, A. (2010). Exploring the Role of Perceived External Prestige in Employee’s Emotional Appeal: Evidence from a 

Textile Firm. Business and Economics Research Journal, 1(4), 85–96.  

Ciftcioglu, A. (2010). The Relationship between Perceived External Prestige and Turnover Intention: An Empirical Investigation. 

Corporate Reputation Review, 13(4), 248–263. https://doi.org/10.1057/crr.2010.22 

Elçi, M., & Alpkan, L. (2008). The Impact of Perceived Organizational Ethical Climate on Work Satisfaction. Journal of Business 

Ethics, 84(3), 297–311. https://doi.org/10.1007/s10551-008-9709-0 

Emilisa, N. (2001). Hubungan Antara Job Satisfaction Dengan Organizational Commitment Pada Dana Pensiun Lembaga 

Keuangan Yang Dikelola Oleh Perusahaan Asuransi di Jakarta. Jurnal Media Riset Bisnis & Manajemen, 1(3), 229–244. 

https://doi.org/10.25105/mrbm.v1i3.8073 

Esmaeilpour, M., & Ranjbar, M. (2018). Investigating the Impact of Commitment, Satisfaction, and Loyalty of Employees on 

Providing High-Quality Service to Customer. Studies in Business and Economics, 13(1), 41–57. https://doi.org/10.2478/sbe-

2018-0004 

Gadi, D. P., & Kee, D. M. H. (2020). HR, Workplace Bullying, and Turnover Intention: The role of Work Engagement. Journal of 

Environmental Treatment Techniques, 8(1), 23–27. 

Gadi, P. D., & Kee, D. M. H. (2020). Workplace bullying, human resource management practices, and turnover intention: the 

mediating effect of work engagement: evidence of Nigeria. American Journal of Business, 36(1), 62–83. 

https://doi.org/10.1108/ajb-08-2020-0135 

Gadi, P. D., & Kee, D. M. H. (2020a). The moderating effect of perceived support in the link among work engagement and 

turnover intention: Evidence from Nigeria. European Journal of Molecular and Clinical Medicine, 7(3), 180–190. 

Ghazzawi, I. (2008). Job satisfaction antecedents and consequences: A new conceptual framework and research agenda. The 

Business Review, 11(2), 1–10.  

Gümüş, M., Hamarat, B., Çolak, E., & Duran, E. (2012). Organizational and occupational identification. Career Development 

International, 17(4), 300–313. https://doi.org/10.1108/13620431211255806 

Gunlu, E., Aksarayli, M., & Şahin Perçin, N. (2010). Job satisfaction and organizational commitment of hotel managers in 

Turkey. International Journal of Contemporary Hospitality Management, 22(5), 693–717. 

https://doi.org/10.1108/09596111011053819 



Human Resources Management and Services 2024, 6(3), 3423. 

 

14 

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (2010). Multivariate Data Analysis, 7th ed. Prentice Hall International. 

Inc.  

Hershcovis, M. S. (2011). “Incivility, social undermining, bullying…oh my!”: A call to reconcile constructs within workplace 

aggression research. Journal of Organizational Behavior, 32(3), 499–519. https://doi.org/10.1002/job.689 

Hershcovis, M. S., Turner, N., Barling, J., et al. (2007). Predicting workplace aggression: A meta-analysis. Journal of Applied 

Psychology, 92(1), 228–238. https://doi.org/10.1037/0021-9010.92.1.228 

Howard, J. L., Johnston, A. C., Wech, B. A., & Stout, J. (2015). Aggression and Bullying in the Workplace: It’s the Position of 

the Perpetrator that Influences Employees’ Reactions and Sanctioning Ratings. Employee Responsibilities and Rights 

Journal, 28(2), 79–100. https://doi.org/10.1007/s10672-015-9271-8 

Hsieh, A.-T., Liang, S.-C., & Hsieh, T.-H. (2004). Workplace Deviant Behavior and Its Demographic Relationship Among 

Taiwan’s Flight Attendants. Journal of Human Resources in Hospitality & Tourism, 3(1), 19–32. 

https://doi.org/10.1300/j171v03n01_03 

Johnson, M. (2011). Workforce deviance and the business case for employee engagement. The Journal for Quality and 

Participation, 34, 11–17.  

Kang, D., Stewart, J., & Kim, H. (2011). The effects of perceived external prestige, ethical organizational climate, and leader‐

member exchange (LMX) quality on employees’ commitments and their subsequent attitudes. Personnel Review, 40(6), 

761–784. https://doi.org/10.1108/00483481111169670 

Katja Mihelič, K. (2014). Work-family interface, job satisfaction and turnover intention. Baltic Journal of Management, 9(4), 

446–466. https://doi.org/10.1108/bjm-09-2013-0141 

Kian, T. S., Yusoff, W. F. W., & Rajah, S. (2013). Relationship between Motivations and Citizenship Performance among 

Generation X and Generation Y. International Journal of Academic Research in Business and Social Sciences, 3(11). 

https://doi.org/10.6007/ijarbss/v3-i11/319 

Lumley, E. J., Coetzee, M., Tladinyane, R., & Ferreira, N. (2011). Exploring the job satisfaction and organizational commitment 

of employees in the information technology environment. Southern African Business Review, 15(1), 100–118.  

Malisetty, S., & Vasanthi Kumari, K. (2016). An Investigation on Relationship of Deviance Workplace Behavior with 

Organisational Justice, Abusive Supervision and Work-Family Conflict. Indian Journal of Science and Technology, 9(39). 

https://doi.org/10.17485/ijst/2016/v9i39/100449 

Mishra, S. K. (2013). Perceived External Prestige and Employee Outcomes: Mediation Effect of Organizational Identification. 

Corporate Reputation Review, 16(3), 220–233. https://doi.org/10.1057/crr.2013.9 

Muafi J. (2011). Causes and Consequence Deviant Workplace Behavior. International Journal of Innovation, Management and 

Technology, 2(2), 123–126. https://doi.org/10.7763/IJIMT.2011.V2.117 

Omotayo, O. A., Olubusayo, F. H., Olalekan, A. J., & Adenike, A. A. (2015). An assessment of workplace deviant behaviours and 

its implication on organisational performance in a growing economy. Journal of Organizational Psychology, 15(1), 90–101. 

Pekdemir, I. M., & Turan, A. (2014). The Mediating Role of Organizational Identity Complexity/Congruence on the Relationship 

between Perceived Organizational Prestige and In-Role/Extra-Role Performance. International Journal of Business and 

Social Science, 5(9), 119–131.  

Purnama, C. (2017). Islamic Culture Impact of Increasing Satisfaction and Performance of Employees: Study of Educational 

Institutions Sabillilah Sampang. Asian Economic and Financial Review, 7(5), 528–540. 

https://doi.org/10.18488/journal.aefr.2017.75.528.540 

Robinson, L., Neeley, S. E., & Williamson, K. (2011). Implementing service recovery through customer relationship 

management: identifying the antecedents. Journal of Services Marketing, 25(2), 90–100. 

https://doi.org/10.1108/08876041111119813 

Sekaran, U., & Bougie, R. (2013). Research method for Business. A Skill-Building Approach, 6th ed. John Wiley & Sons, Ltd.  

Sempane, M. E., Rieger, H. S., & Roodt, G. (2002). Job satisfaction in relation to organisational culture. SA Journal of Industrial 

Psychology, 28(2). https://doi.org/10.4102/sajip.v28i2.49 

Shamsudin, F. M., Subramaniam, C., & Sri Ramalu, S. (2014). The influence of HR practices and job satisfaction on interpersonal 

deviance in the workplace. Journal of Management & Organization, 20(5), 691–709. https://doi.org/10.1017/jmo.2014.50 

Siengthai, S., & Pila-Ngarm, P. (2016). The interaction effect of job redesign and job satisfaction on employee performance. 

Evidence-Based HRM: A Global Forum for Empirical Scholarship, 4(2), 162–180. https://doi.org/10.1108/ebhrm-01-2015-

0001  



Human Resources Management and Services 2024, 6(3), 3423. 

 

15 

Singh, J. K. & Jain M. (2013). A Study of Employees’ Job Satisfaction and Its and its impact on their Performance. Journal of 

Indian Research, 1(4), 105–111.  

Springer G. J. (2011). A study of job motivation, satisfaction, and performance among bank employees. The Journal of Global 

Business Issues, 5(1), 29–35.  

Srivastava, S. (2013). Job Satisfaction and Organizational Commitment Relationship: Effect of Personality Variables. Vision: The 

Journal of Business Perspective, 17(2), 159–167. https://doi.org/10.1177/0972262912483529 

Srivastava, S. (2016). Work Deviant Behavior-Employee Engagement: An Empirical Investigation of the Role of Ethical 

Leadership of Indian Middle Level Managers. Drishtikon: A Management Journal, 7(2). 

https://doi.org/10.21863/drishtikon/2016.7.2.017 

Sušanj Šulentić, T., Žnidar, K., & Pavičić, J. (2017). The key determinants of perceived external prestige (PEP) – Qualitative 

research approach. Management: Journal of Contemporary Management Issues, 22(1), 49–84. 

https://doi.org/10.30924/mjcmi/2017.22.1.49 

Tiarapuspa, Indyastuti, D. L., & Sari, W. R. (2018). Constructing counterproductive behavior for supporting environmental 

management system research. IOP Conference Series: Earth and Environmental Science, 106, 012083. 

https://doi.org/10.1088/1755-1315/106/1/012083 

Tuna, M., Ghazzawi, I., Yesiltas, M., et al. (2016). The effects of the perceived external prestige of the organization on employee 

deviant workplace behavior. International Journal of Contemporary Hospitality Management, 28(2), 366–396. 

https://doi.org/10.1108/ijchm-04-2014-0182 

Worsfold, K., Fisher, R., McPhail, R., et al. (2016). Satisfaction, value and intention to return in hotels. International Journal of 

Contemporary Hospitality Management, 28(11), 2570–2588. https://doi.org/10.1108/ijchm-04-2015-0195 


