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Abstract

Several studies have found a variety of factors as antecedents of deviant
behaviour but the role of family life on workplace deviant behaviour, as well
as the mediating role of perceived competence in the quality of family life-
deviant behaviour relationship, have received little study. This study examines
the mediating effect of perceived competence on the relationship between the
quality of family life and work-deviant behaviour. The study adopted the wellness
model and self-determination theory as theoretical standpoints. Three hundred
and eight-four (384) university staff in Nigeria participated in the study. Results
revealed that there was a significant negative relationship between the quality
of family life and workplace deviant behaviour. The result of the hierarchical
multiple regression also revealed that perceived competence mediates the
link between the quality of family life and workplace deviant behaviour. These
findings suggest that psychologists should design training programmes aimed
at improving the sense of competence and quality of family life, which invariably
will reduce workplace deviant behaviour.

Keywords: quality of family life, perceived competence, workplace deviant
behaviour, university employees

Introduction

Workplace deviant behaviour has continued to be a source of concern among
psychologists and relevant stakeholders all over the world. This is because of
the negative outcome this illicit behavior has both on organisational growth and
employee well-being (Saad, Yahya, & Yean, 2016; Shamsudin, Subramaniam, &
Ibrahim, 2011). Robinson and Bennett (1995, p. 556) “defined deviant behaviour as
voluntary behaviour of violation of organisational norms, and therefore disrupting
workplace strategies, and values, by an individual or group of people which invari-
ably jeopardize organisation wellness or its employees”. According to Shamsudin,
Subramaniam and Ibrahim (2011), deviant behaviour is an act perpetrated by the
organisation’s members which causes damage to co-workers, management and
the organizational facilities/equipment. In the literature, these negative-oriented

ORIGINAL SCIENTIFIC PAPER

RECEIVED: APRIL 2020

REVISED: MAY 2020

ACCEPTED: MAY 2020

DOI: 10.2478/ngoe-2020-0008

UDK: 316.36:316.624:378

JEL: F13,D2,011

Citation: Fagbenro, D.A., & Olasupo,
0.M.(2020). Quality of Family Life

and Workplace Deviant Behaviour
with Perceived Competence as a
Mediator among University Staff.

Nase gospodarstvo/Our Economy, 66(2),
15-27.D0I: 10.2478/ngoe-2020-0008

NG
OE

NASE GOSPODARSTVO
OUR ECONOMY

w66 o2 2020

pp.15-27

[N
(9a


mailto:gbenga.olasupo@oauife.edu.ng

NASE GOSPODARSTVO / OUR ECONOMY

Vol. 66 No. 2 / June 2020

behaviours have been labelled by a variety of terms such
as organisational misbehaviour, counterproductive work
behaviour, dysfunctional behaviour, antisocial organisa-
tional behaviour, organisational deviance, and employee
withdrawal (Everton, Jolton, & Mastrangelo, 2007). This
deviant behaviour could occur either at an interpersonal and/
or organisational level (Robinson & Bennett, 1995). “Inter-
personal deviance includes deviance showed to colleagues,
co-workers and subordinate in the workplace (Fagbohungbe,
Akinbode, & Ayodeji 2012, p. 209) which may include acts
that range from verbal abuse, physical assault (Robinson &
Bennett 1995, p. 565-566) as well as gossiping” (Robinson
& Bennett 1995, p. 562). Organisational deviance, on the
other hand, includes deviant acts directed to the organisa-
tion, which are not limited to sabotage, theft, (Fagbohungbe,
Akinbode, & Ayodeji, 2012; Robinson & Bennett, 1995), ab-
senteeism (Robinson and Bennett, 1995), and tardiness (Fag-
bohungbe, Akinbode, & Ayodeji, 2012). These two types of
deviant behaviour—organisational and interpersonal—can
also occur simultaneously, singly, or sequentially (Fagbo-
hungbe, Akinbode, & Ayodeji, 2012).

Roy-Bastounis and Minibas-Poussard (2012, p.1342)
“asserted that work deviant behaviour harmed the organi-
sation because this illicit behaviour directly affected organ-
isational property and/or reduced employee effectiveness”.
Workplace deviant behaviour remains a serious issue, both
in the developed world and in developing nations. In the
United States, for example, Hollinger (2011) reported that
nearly 45% of retailers attributed their inventory shortage to
employee theft. In particular, employees’ poor attitude toward
work as a form of workplace deviance has been reported in
public and private sector organisations (Suleiman, 2013).
Further, some empirical studies have found that university
employees engage in deviant or unethical work behaviours
in Nigeria (Caroline, 2015; Moti, 2010), and Zimbabwe
(Chirasha & Mahapa, 2012). *The forms of deviant behav-
iours perpetuated by this set of employees included extortion
of money, irregularity in examining students, abuse of office,
sexual harassment, gross insubordination or disregard for
constituted authority, employment racketeering, admission
fraud and impersonation, distortion of staff records and ma-
nipulation of students' grades for financial gain” (Igbe, Okpa,
& Aniah 2017, p.74). This unacceptable behaviour contrib-
utes negatively to the growth and standard of the universi-
ty system in the world, as well as in Nigeria. Due to these
consequences, factors that could be responsible for deviant
behaviour need to be investigated among university staff. To
this end, some available studies have found factors such as
job boredom (Chiamaka, Tochukwu, & Kizito, 2015), job
stress (Omar et al., 2011), and low job satisfaction (Balogun,
Esan, Ezeugwu, & Orifa, 2016; Omar et al., 2011), as pre-
dictors of deviant behaviour among employees in different
types of organisations, but with little study of such factors as
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the quality of family life. For example, Chernyak-Hai, Kim,
and Tziner (2019) studied marital status, but not exactly the
quality of family life, as related to varieties of deviant behav-
iour performed in the workplace.

Zuna, Summers, Turnbull, and Hu (2012) define the quality
of family life as a unique sense of subjective well-being
within one's family, which is often informed by the degree
to which family members and family-level desires are met.
Quality of family life is also defined as the level of satisfac-
tionor happiness with one's family well-being. The family
is a vital and integral part of an individual’s well-being. To
achieve this well-being, an individual needs to pay adequate
attention to family basic needs, as well as to put in constant
effort to ensure harmony in family life by having a satisfac-
tory personal life. It is also important to find ways of de-
livering excellent results with the limited resources at hand
while maintaining a peaceful family life. Sometimes, having
a satisfying family life seems challenging to employees with
different personalities.

Krischer (2010) asserted that when employees have chal-
lenges in providing basic amenities or solving family issues,
employees may resort to deviant behaviours by which they
hope to gain some level of control over those situations. For
instance, the inability of a university employee to manage
challenges within the family can cause problems that often
further contribute to poor satisfaction with one’s family.
In a bid to cope with these challenges, university employ-
ees sometimes engage in some form of deviant behaviour
against the university out of a desire either to make their
family happy or to escape from the challenges being faced
in the family. Deviant behaviour like absenteeism, coming
late to work or leaving work early, theft, and so on are be-
haviours that university employees may utilize to gain more
time to focus on their quality of family life or to escape from
the challenges that affect their family well-being. There
have been some studies in the literature suggesting that
conflict which is embedded in the quality of family life can
contribute to negative work attitudes and behaviours (Shakir
& Siddiqui, 2014; Kinnunen, Geurts, & Mauno, 2004; Ajala,
2017). While these outcomes are very pertinent for organi-
sational effectiveness, there remains a need to examine the
role of quality of life on workplace deviant behaviour.

Little is still known about the mechanism by which quality of
family life influences work deviant behaviour. Studies have
revealed that employees who have a high sense of compe-
tence manifest organisationally relevant work outcomes such
as effective performance, acceptable behaviour and contri-
butions to organisational goals (Dutcher & Adams, 1994;
Laschinger, Wong, McMahon, & Kaufmann, 1999). It can
be inferred that employees who are not satisfied with their
family life may see themselves as not contributing to family
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well-being, which invariably makes such employees engage
in work-deviant behaviour. However, the few studies (Shakir
& Siddiqui, 2014; Rubab 2017; Dewanga & Verghese, 2018)
that have investigated work-family conflict as an important
component of family life paid little attention to the role of
perceived competence as a mediator in the relationship.

This present study seeks to address the limitations of the
extant literature by first, investigating the impact of the
quality of family life on deviant behaviour and second,
examine the mediating role of perceived competence on
quality of life-workplace deviant behaviour, especially
among a less-explored population (i.e., university employ-
ees) in a developing country, such as Nigeria. Studies on
quality of life-workplace deviance link in an environment
such as Nigeria are relatively scarce in the literature and
thus this study significantly contributes to existing knowl-
edge on the subject.The study investigates the indirect role
of perceived competence in the relationship between the
quality of family life and workplace deviant behaviour. The
outcome of this study will contribute significantly to both
theory and practice. Theoretically, the outcome of the study
will lend support to, and also highlight the importance of,
using a wellness model (Adams, Bezner & Steinhardt, 1997)
and self-determination theory through incorporating quality
of family life and perceived competence as an important
personal resource that can explain workplace deviant be-
haviour among employees in any economy of the world. In
practice, the study will also broaden managerial knowledge
about possible intervention programmes that would reduce
or prevent workplace deviant behaviour among university
employees. The study is divided into five sections: introduc-
tion, literature review, methodology, results and discussion.

Literature Review

Quality of family life and workplace deviant
behaviour

Dewanga and Verghese (2018) examined the predictors of
deviant workplace behaviour. The study established that
family-to-work conflict predicts workplace deviant behav-
iour. Malisetty and Kumari (2016) examined work-family
conflict, stress, organisational justice and deviant behaviour
among a sample of 500 operational staff. The study found
a significant positive connection between organisational
justice, perceptions of work-family conflict, stress and
deviant behaviour. Rubab (2017) examined the role of
work-family conflict on burnout and workplace deviant be-
haviour of 250 employees. The finding revealed a positive
relationship between work-family conflict and burnout and

workplace deviant behaviour. Shakir and Siddiqui (2014)
explored the association between work-life balance and
deviant workplace behaviour. The study used 282 employ-
ees from several organisations in Karachi, Pakistan. The
results showed that all dimensions of work-life balance
except personal commitment have a significant influence on
deviant workplace behaviour. The study found that family
functioning has a significant influence on counterproductive
work behaviour.

Radzali, Ahmad and Omar (2013) examined family-to-work
conflict, workload, job stress and deviant workplace be-
haviour among 234 nurses in Malaysia hospitals. The
result revealed a joint influence of family-to-work conflict,
workload and job stress on deviance behaviour. Further-
more, the study also showed that family-to-work conflict
independently predict workplace behaviour. Also, Bennett
and Amyx (2013) investigated the influence of work-family
conflict on job deviance among 234 respondents. The result
revealed that increased work and family role divergence
negatively influenced job deviance and contributed sig-
nificantly to high deviant workplace behaviour. Ferguson,
Carlson and Whitten (2012) examined the role played by
work-family conflict and gender on production deviance.
The result showed that work-to-family conflict positively
influences production deviance. Ferguson (2012) examined
the influence of family conflict on deviant behaviour among
344 participants. The result revealed that family conflict has
an influence on work deviant behaviour.

Another study by Darrat (2010) empirically investigated the
influence of family conflict on deviant behaviour among em-
ployees. The result showed a significant influence of family
conflict on work deviant behaviour. The association between
quality of life and workplace deviance was also supported
by the Wellness Model (Adams, Bezner & Steinhardt,
1997). This is because when employees is satisfied with
their family wellness, such employees engage in behaviour
that is not detrimental to the organisation; but in a situation
where the wellness of a family is jeopardised, such employ-
ees would engage in deviant acts in an attempt to manage
these challenges.

No research has yet investigated the influence of quality of
family life on workplace deviant behaviour using data from
university employees, especially in Nigeria, where work-
place deviance seems to be highly prevalent (Fagbohungbe,
Akinbode, & Ayodeji, 2012; Olabimtan & Alausa, 2014).
This study hopes to overcome the constraints of earlier
studies. Hence, we expect that:

Hypothesis 1: Quality of family life significantly and nega-
tively relates to workplace deviant behaviour among univer-
sity employees.
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The mediating role of perceived competence in the
quality of the family life-deviance relationship

Competence has been conceptualised broadly by different
scholars. According to Ratnasari and Adam (2019), compe-
tence is defined as the abilities required in the workplace;
this refers to the expertise needed by each individual that
will allow them to carry out their duties and responsibil-
ities effectively and improve their professional quality
standards at work. Balogun, Ojedokun and Tijani (2012)
defined competence as a person’s ability to successfully
meet complex demands in a particular context through
the use of both cognitive and non-cognitive aspects of
problem-solving.

Boyatzis (2008) defined competence as a hidden attribute
of an individual that is often linked to actual performance.
Masterpasqua (2010) asserted that competence refers
to versatile, psychological, passionate, behavioural and
social characteristics which complement an individual’s
absolute or unrestricted beliefs and expectations about his/
her ability to perform those attributes. Thus, it can be said
that having a sense of competence means the confidence of
an individual that he of she has the abilities to master the
work environment and the work itself.

White (2001) concluded that perceived self-competence
refers to the belief that an individual has the necessary
skills and ability to communicate and also manipulate the
environment. Some individuals have the belief that they are
competent in a variety of tasks, while some individuals do
not believe that they are competent to handle tasks assigned.

A sense of competence at work may serve as an impor-
tant buffer to predict how the employee will tackle issues
and relate with other co-workers in the workplace. The
employee who believes that they are not competent in the
workplace tends not to have the personal resources to cope
with this challenges of family commitment or is unable to
meet family expectation or satisfaction which invariably
could make the employee engage in deviant behaviour.
According to Harter (1990), one way in which a person
can perceive their competence level at work is through
measures of their self-esteem.

The few available studies on perceived competence and
workplace deviant behaviour have shown that employees
with high competence engage in less destructive behav-
iour, such as workplace deviance. For instance, Abas,
Omar, Halim and Hafidz (2015) examined the mediating
role of organisational-based self-esteem in the relationship
between perceived organisational support and counter-
productive work behaviour among public service officers.
Their study found that organisational-based self-esteem

18

mediates the relationship between perceived organisational
support and counterproductive work behaviour.

Ferris Brown, Lian, and Keeping (2009) also found that
organisational-based self-esteem mediates the relationship
between perceived organisational support and counterpro-
ductive work behaviour. Thau, Aquino, and Wittek (2007)
found that workers who were uncertain about their compe-
tency level were more likely to be involved in antisocial
work behaviour.

There is a scarcity of literature linking perceived com-

petence to workplace deviant behaviour, but there are
related studies on perceived competence and other con-
structs, such as job outcome. For instance, Manani and
Ngui (2019) found that there is a significant positive effect
of competence on employee job performance. Also, Li
(2015) examined perceived competence and autonomy on
subjective happiness. The results showed that employees’
subjective happiness is influenced by both competence and
autonomy factors.

From the tenets of self-determination theory (Deci & Ryan,
1985), the employee who lacks self-determination might
not have the prerequisite skill and knowledge to perform
a certain task, which may influence such individuals to
engage in negative behaviour. Research has also shown
that a high sense of competence results in organisation-
ally relevant work outcomes such as optimal individual
and organisational performance (Dutcher & Adams,
1994; Laschinger, Wong, McMahon, & Kaufmann, 1999).
Studies have also shown that employees who perceived
that they have the skill and knowledge to engage in a task
could enhance their sense of taking responsibility for their
family well-being, which invariably makes them engage
in positive work behaviour. However, when employees
perceive low competence, this may lead to neglect of
family well-being; this may, in turn, result in unacceptable
behaviour, such as workplace deviant behaviour. Based
on the pattern of relationships reported among quality of
family life, perceived competence and workplace attitudes
in the literature (Ulrich 1998; Wu 2010; Fadli, 2012), we
expect that:

Hypothesis 2: Perceived competence significantly mediates
the association between the quality of family life and
workplace deviant behaviour among university employees.

This model proposes that when university staff manage
their quality of family life well, they might not engage in
workplace deviant behaviour. It is also expected that work-
place deviant behaviour may be reduced when employees
have high perceived competence, despite the low quality
of family life.



Figure 1. Conceptual model and hypotheses

H1
Quality of > Workplace > Perceived
Family Life Deviance Competence
H2
Methodology Population

Design and participants

The study utilised a cross-sectional survey design. The
predictor variable was quality of life while the criterion
variable was workplace deviant behaviour. The mediating
variable in this study was perceived competence. The 384
respondents who participated in the study were between
21 to 63 years old, with a median age of 48 years and a
standard deviation of 9.26. Descriptive analysis of partic-
ipants’ gender revealed that 229 (59.6%) were males and
155 (40.4%) were females. In terms of religious affiliation,
234 (60.9%) were Christians, 149 (33.9%) were Muslims,
while 1 (.3%) was adherent of traditional religion. Re-
spondents’ educational background revealed that 19
(4.9%) had completed only primary/secondary education;
37 (9.6%) claimed they were NCE (Nigeria Certificate of
Education)/OND (Ordinary National Diploma) holders,
123 (32.0%) reported that they were B.Sc/HND holders,
(Bachelor of Science /Higher National Diploma) holders,
59 (15.4%) reported that they were M.Sc holders, while
146 (38.0%) respondents claimed qualification at PhD
level. The spread of participants in terms of marital status
showed that 33 (8.6%) were single, 279 (72.7%) were
married, 45 (11.7%) were widowed while only 27 (7.0%)
were separated. Staff category revealed that 165 (43.0%)
were non-teaching staff while a majority, 219 (57.0%) were
teaching staff. Furthermore, the distribution of respondents
by university category revealed that a majority of the par-
ticipants 251(65.4%) were from public universities while
133 (34.6%) were from private universities. Lastly, the dis-
tribution of participants by length of service showed that
219 (57.0%) had spent 1-10years in service, a majority 230
(59.9%) of respondents had spent 11-20 years, while 37
(9.6%) had spent 1-5 years as university employees.

The population of the study was comprised of university
employees working in Obafemi Awolowo University, Uni-
versity of Ibadan, Lead City University and Oduduwa Uni-
versity—all in SouthWest Nigeria.

Measures

Work Deviant Behaviour Scale: Workplace deviant behav-
iour was assessed with the 19- item Workplace Deviance
scale developed by Bennett and Robinson (2000) named the
“Interpersonal and Organisational Deviance Scale” by its
authors. A sample item on this scale reads “Put little effort
into your work” (Bennett & Robinson, (2000), p.360). The
participants’ answers were scored on a 5-point scale ranging
from 1 —never to 5 — daily. “The original authors of the scale
required answers on a 7-point scale and they reported reliabil-
ity of .81 for the Organisational deviance sub-scale and .78 for
the Interpersonal deviance sub-scale” (Bennett & Robinson,
2000, p. 354). In Nigeria, the scale has also been used by Ola-
bimitan and Alausa (2014) where they reported reliability co-
efficients of .75 for the interpersonal deviance sub-scale and
.77 for organisational workplace deviance among nurses in
Lagos State University. In this study, the scale was validated
usingconfirmatory factor analysis (CFA) and virtually all the
items loaded significantly on their constructs (p < .001), with
weights ranging from 0.45 to 0.87. A Kaiser-Meyer-Olkin
(KMO) of .90 indicated the sampling adequacy of the scale.
The present study had a Cronbach coefficient of .97 for all 19
items. The high total score on all 19 items of the scale was
intended to measure high workplace deviant behaviour while
a low score meant low workplace deviant behaviour.

Quality of Family Life Scale: Quality of family life was
captured using a 25-item Beach Center Family Scale
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(FQOL) described by Hu, Summers, Turnbull and Zuna
(2011). A sample item of the scale reads "My family
enjoys spending time together". The 5-point scale ranged
from 1 for “very dissatisfied” to 5 for “very satisfied.”
In this study, the scale was validated with confirmatory
factor analysis (CFA) and the items ranged from 0.50 to
0.84. A Kaiser-Meyer-Olkin (KMO) score of .89 indi-
cated the sampling adequacy of the scale. Hu, Summers,
Turnbull and Zuna (2011) reported a coefficient of .88 for
the total scale. The coefficient Cronbach’s alpha for this
scale was .96. A high score means high quality of family
life while a low score on the scale means a low quality of
family life.

Perceived competence Scale: Perceived competence was
captured using a 13-item perceived competence scale
adapted and applied in Nigeria (Bajo, 2005; Balogun,
Ojedokun, & Tijani, 2012; Olasupo & Fagbenro, 2018),
but this scale was originally developed as a 23-item scale
by Wagner and Morse (1975) and re-modified by Snyder
and Morris (1978) to consist of 15 items only. Two sample
items read “No one knows this job better than I do”
(Wagner & Morse, 1975, p.454) and “I honestly believe
I have all the skills necessary to perform this task well”
(Snyder & Morris, 1978, p. 423; Wagner & Morse, (1975),
p. 454). A 5-point Likert format ranging from 1 = strongly
Disagree to 5 = strongly agree was used to score the scale
in the present study, as well as in the studies conducted by
Balogun, Ojedokun and Tijani (2012), and by Olasupo and
Fagbenro (2018), differing from the procedure suggested
by Wagner and Morse (1975) to answer the items from
-4 (very strong disagreement) to +4 (very strong agree-
ment). Some items were reversed-scored on the scale. In
Nigeria, Cronbach’s alpha coefficient of .65 was reported,
and the Split-half reliability coefficient of was .57 for the
scale (Bajo, 2005; Balogun, Ojedokun, & Tijani, (2012);
Olasupo & Fagbenro, (2018)). Balogun, Ojedokun and
Tijani (2012) also reported a Cronbach’s alpha coefficient
of 0.72 among employees in a university teaching hospital
in Nigeria. The present study validated this scale using a
confirmatory factor analysis (CFA) with weights ranging
from 0.47 to 0.88 for the items. A Kaiser-Meyer-Olkin
(KMO) score of .70 indicated the sampling adequacy of the
scale. Cronbach’s alpha coefficient was .56 in this present
study. Scores that are high above the mean reflect a high
level of perceived competence, while a score below the
mean represents low perceived competence.

Procedure

A questionnaire was used to collect data after the required
permits were obtained from the management of the four uni-
versities. Thereafter, the researchers explained the purpose
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as well as the rationale for the study to the respondents.
The researchers also assured the respondents that their re-
sponses would only be used for research purpose and any
respondent could decide to withdraw from the study. The
researchers adhered strictly to the ethical rules of research.
Furthermore, respondents were approached in their various
offices during the close of work, to avoid distracting these
workers. The questionnaire distribution was carried out by
the researchers, assisted by two research assistants who
were trained on the techniques of proper data collection.
The researchers sought the consent of the respondents by
asking them to sign the informed consent form attached to
the questionnaire. The questionnaires were distributed by
the researchers to each participating university employee
in their offices in their respective universities at differ-
ent times. Most of the employees in the four universities
used were so busy that only a few employees filled out
their questionnaire on the spot while the majority of the
respondents returned it at a later date. Twelve weeks were
used for the data collection in the study. Using a purposive
sampling technique, 100 copies of the questionnaire were
distributed across the four universities, totalling about 400
questionnaires, while 10 of the questionnaires were not
returned and 6 had incomplete responses, making only 384
questionnaires usable for data analysis, yielding a response
rate of 96%.

Results

Hypothesis one

The study used Pearson Correlation to test all the variables
in this study and the analysis is presented in both Figure 2
and Table 1.

Figure 2 shows the direction and magnitude of corre-
lations among the study variables. The blue colour indi-
cates positive relationships while the red colour indicates
negative relationships. The intensity of the colour shows
the magnitude of relationships among the variables. The
result, as shown in Table 1 revealed that there was a sig-
nificant inverse relationship between the quality of family
life and workplace deviant behaviour [r (382) = -.53,
p<.01]. The result implies that as the quality of family life
of university employee increases, the tendency to engage
in workplace deviant behaviour decreases. There was a
significant negative relationship between perceived com-
petence and workplace deviance [r (382) = - .25, p < .01].
This implies that as university staff’s sense of competence
increases, their tendency to engage in workplace deviance
decreases.
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Figure 2. Correlogram of study variables

wkplace_deviance

age

X\

D
Y
N

'

competence

/

Note: wk_deviance = Workplace deviant behaviour, serviceyr = years in service, QoFL = quality of family life, competence = Perceived competence

Table 1. Pearson correlation matrix showing the mean, SD and variables relationship

Variables M S.D 1 2 3 4 5
1.Age 46.88 9.36 1 63" 0.00 -0.04 0.03
2.Years in service 10.75 6.82 1 0.04 -0.00 -0.04
3. Quality of Family life 83.54 22.25 1 .38 -.53
4. Perceived competence 30.08 4.87 1 -.25”7
5. Deviant behaviour 44.81 21.43 1

Notes: *p < .05, **p < .01, N = 384.

Hypothesis two

Baron and Kenny (1986) recommended the use of a four-
step multiple regression approach in a mediation study
in which several regression analyses were conducted and
the significance of the coefficients were examined at each
step. In the first model, workplace deviance was regressed
on quality of family life. In the second model, perceived
competence was regressed on the quality of family life.
At the third level, workplace deviance was regressed on
perceived competence. Lastly, in the fourth model, the
predictor (quality of family life) and mediating variables
(perceived competence) were entered simultaneously into
the equation to determine whether the introduction of the

mediating variable (perceived competence) would influ-
ence the initial link between the quality of family life and
workplace deviance.

Figure 3 shows a simple mediation model of workplace
deviance behaviour by university employees. In Model
1 of Table 2, workplace deviance was regressed on the
quality of family life. The result revealed that the quality
of family life explained a significant 29% variance in the
prediction of work deviant behaviour (R? = 0.29, F (1, 382)
=154.10, p<0.01). The quality of family life has significant
independent predictors on workplace deviant behaviour
(B=-0.52, t=-12.45, p<0.01). This indicates that when
employees’ quality of family life goes up by 1 standard
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Figure 3. Simple mediation model of workplace deviant behavi

our
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Table 2. Hierarchical multiple regression of mediating effect of perceived competence on quality of family life and workplace

deviant behaviour

R R F B SE B t p

Quality of family life - Workplace deviant behaviour

0.54 0.29 154.10

-0.54 0.04 -0.52 -12.45 <0.001

Quality of family life — Perceived competence

0.39 0.15 66.50

008 0.01 039 816 <0.001

Perceived competence — Workplace deviant behaviour

0.26 0.07 26.79

-1.13 022 -0.26 -5.18 <0.001

Quality of family life & Perceived competence — Work deviant
behaviour)

054 0.29 7837

Quality of family life

-0.50 0.05 -0.51 -11.02 <0.001

Perceived competence

-0.25 021 -0.06 -5.23 <0.001

Test Statistic

Sobel Test 3.23798285

<0.05

deviation, workplace deviant behaviour reduces by 0.52
standard deviations (as the quality of family life improves,
workplace deviant behaviour reduces).

The result in the second model revealed that the quality of
family life explained a significant 15% variance in rela-
tionship with perceived competence (R* = 0.15, F (1,382)
=66.50, p<0.01). More important, the quality of family life
significantly influences perceived competence ($=0.39,
t=8.16, p<0.01). This indicates that when employees’ quality
of family life goes up by 1 standard deviation, perceived
competence of the employee improves by 0.39 standard

22

deviations, meaning that improvement in the quality of
family life of the employees leads to an enhanced sense of
competence in the employees.

The third model revealed that perceived competence, which
is the mediating variable, significantly predicted workplace
deviant behaviour (R* = 0.07, F (1, 382) =26.76, p<0.01).
It was further revealed that perceived competence (p=-
0.26, t= -5.18, p<0.01) has a significant direct influence on
workplace deviant behaviour. This implies that an increase
in perceived competence leads to a decrease in workplace
deviant behaviour.
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In the final model, the predictor (quality of family life)
and mediator (perceived competence) were simultaneously
entered into the equation. The mediator (perceived compe-
tence) significantly mediates the relationship between the
quality of family life and workplace deviance (f = -0.06;
p < 0.01). The inclusion of perceived competence in the
fourth model reduces the beta (§) value of the link between
the quality of family life and workplace deviance from -0.54
to -0.06.

Furthermore, a Sobel test was conducted to determine the
mediating effect of perceived competence on quality of
family life-workplace deviant behaviour, since Baron and
Kenny’s (1986) analytical approach did not provide enough
information on the mediating role of perceived competence
in quality of family life-workplace deviant behaviour, but
only indicated that mediation of perceived competence is
possible.

The Sobel test revealed that perceived competence mediates
the relationship between the quality of family life and work-
place deviance behaviour (z = 3.23; p = <0.05). The second
hypothesis was also accepted.

Discussion

The current study examined the mediating role of perceived
competence in the relationship between the quality of family
life and workplace deviant behaviour among university staff
in Nigeria. The first hypothesis revealed that there was a
significant negative relationship between quality of life
and workplace deviant behaviour, suggesting that univer-
sity staff who perceived high quality of life showed a low
tendency to engage in workplace deviant behaviour. The
finding was also in line with Ferguson (2012), who investi-
gated the influence of family conflict on deviant behaviour.
The result showed a negative association between family
conflict and deviance. The study finding was also in line
with Shakir and Siddiqui (2014), who found that work-life
balance, except personal commitment, has a significant
influence on deviant workplace behaviour. The reason for
this finding may beconnected to the attention that employ-
ees give to their family life. Culturally, in Nigeria as well
as conventional wisdom, the family are always vital and an
integral part of individual well-being. Employees are always
happy when their families are happy because oftentimes, the
family is what employees fall back to when challenges or
problems arise. This reality even makes the quality of family
life important. Employees who are happy with the present
state of their family often engage in positive behaviour at
work, because they tend to be happy, fulfilled and ready to
work for the goal of the organisation and not engaging in

behaviours that deviate from the university standard. Theo-
retically, the wellness model (Adams, Bezner & Steinhardt,
1997) also supports the finding of this present study, as it
postulates that employees who are satisfied with their family
wellness would not engage in deviant behaviour.

The second result supports the hypothesized mediation
of the relationship between the quality of family life and
workplace deviant behaviour, indicating that perceived
competence partially mediates the relationship between
the quality of family life and workplace deviant behaviour.
This implies that university staff twho have the confidence
that they can handle most situations will make their family
happy and satisfied at any point in time without necessari-
ly resorting to any form of deviant behaviour. The finding
agreed with that of Abas, Omar, Halim and Hafidz (2015),
who found that organisational-based self-esteem mediates
the relationship between perceived organisational support
and counterproductive work behaviour. The study finding
was also similar to that of Ferris Brown, Lian, and Keeping
(2009), who found that organisational-based self-esteem
mediates the relationship between perceived organisational
support and counterproductive work behaviour. The reason
for this finding could be because employees in Nigeria are
often employed by bias or through favouritism, without
considering if they are competent for the job. Any monor
challenges, such as family challenges, may make make such
employees engage in deviant behaviour as a result of their
incompetence. One possible explanation for the finding was
offered by self-determination theory (Deci & Ryan, 1985),
which proposed that individuals who believe in their ability
are often determined to engage in any roles. Therefore, uni-
versity employees who believe in their ability often handle
their family well-being in a way that satisfies them without
triggering any negative behaviour at work.

Theoretical and practical implications

Based on the findings of the present study, we concluded
that quality of life not only has a negative relationship with
workplace deviant behaviour but also an indirect relation-
ship with workplace deviant behaviour through perceived
competence. Though the mediation hypothesis is partially
supported, it is suggested that when university staff have the
belief and confidence to handle their family well-being, they
tend to be happy and satisfied, which, in turn, decreases their
tendency to engage in any form of deviant behaviour. Our
study findings revealed important implications for theory
and practice. Theoretically, the findings lend support to and
also highlight the importance of using the wellness model
(Adams, Bezner & Steinhardt, 1997) and self-determination
theory (Deci & Ryan, 1985) to explain the dynamic rela-
tionship between perceived competence, quality of life and
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work deviant behaviour among university staff. In terms of
practical implications, the finding can provide university
management with greater insight on the role of quality of
family life on deviant behaviour among university staff. It,
therefore, means that university management should imple-
ment an appropriate family programme and policies for its
staff. The result also has a practical implication for managers
to formulate intervention aimed at improving competence
among university staff such that it will enable them to have
the skill to maintain their family life, which, in turn, will
decrease their likelihood of engaging in the deviant act.

Given these practical implications, we, therefore, recommend
that university management should implement policies meant
to improve the quality of family life. Policies such as flexible
work scheduling, implementation of family leave, and family
support programmes could serve as a buffer for employees to
improve their family life which, will reduce their engagement
in deviant behaviour. Also, psychologists should develop
a psychological test at the recruitment level aimed at iden-
tifying the potential employee who is highly competent on
the job, while for staff who are already on the job, frequent
training and competence skill programmes can be put in place
to improve and enhance their sense of competence, so that
this category of individuals will have the capacity and skill
to manage their family well-being, which will decrease their
likelihood of engaging in deviant behaviour.

Limitations and suggestions for future studies

Despite the rich contribution of this study to literature, it
is still faced with some limitations. First, the data were
obtained from four universities’ employees. Therefore,
its findings may not be generalisable to other universities
employees in Nigeria. Another limitation of the study is the
inability to get quality of life studies; instead, the research-
ers relied on work-life conflict studies. Future studies can
also increase the sample size for more valid generalization.
More empirical studies should be conducted on the quality
of family life on work deviant behaviour using a different set
of employees in different settings. Finally, a more improved
method of data collection such as focus group discussion
and interview can also be incorporated by future researchers.
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Kakovost druzinskega zivljenja in odklonsko vedenje
na delovnem mestu z zaznano kompetentnostjo
kot posrednikom med osebjem na univerzi

lzvleéek

Vec $tudij je ugotovilo razli¢ne dejavnike kot predhodnike odklonskega vedenja, vendar je o vlogi kakovosti druzinskega
Zivljenja v smislu odklonskega vedenja na delovnhem mestu in o vlogi zaznane kompetentnosti kot posrednika med kakovostjo
druzinskega Zivljenja in odklonskim vedenjem v literaturi e vedno malo napisanega. Studija preu¢uje posredniki uéinek
zaznane kompetentnosti na odnos med kakovostjo druZinskega Zivljenja in odklonskim vedenjem na delu. Studija je kot
teoretski izhodis¢i uporabila model dobrega pocutja in teorijo samoodlocanja. V Studiji je sodelovalo 384 oseb, zaposlenih
na univerzi v Nigeriji. Rezultati so pokazali, da obstaja pomembno negativno razmerje med kakovostjo druzinskega Zivljenja
in odklonskim vedenjem na delovnem mestu. Rezultati hierarhi¢ne multiple regresije so prav tako pokazali, da zaznana
kompetentnost deluje kot posrednik med kakovostjo druzinskega Zivljenja in odklonskim vedenjem na delovnem mestu.
Te ugotovitve nakazujejo, da bi morali psihologi oblikovati programe usposabljanja, ki so usmerjeni v izboljSanje obcutka
kompetentnosti in kakovosti druzinskega Zivljenja, kar bo neizogibno zmanjsalo odklonsko vedenje na delovnem mestu.

Klju€ne besede: kakovost druzinskega Zivljenja, zaznana kompetentnost, odklonsko vedenje na delovnem mestu, zaposleni
na univerzi



