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Abstract- This study empirically investigates a model that links 

perceived organizational politics, perceived psychological 

contract breach, and individual production deviance. In this 

model, the team climate of IT firms is subsequently included as a 

moderator variable. The data were collected from 160 IT workers 

and their supervisors in Pakistani IT firms. The outcome from 

variance-based structural equation modeling implied that 

perceived organizational politics and perceived psychological 

contract breaches play an important role in predicting individual 

production deviation. Besides, IT team climate moderates 

(increases) the relationship between perceived organizational 

politics and individual production deviance. However, the IT 

team climate does not moderate the nexus of perceived 

psychological contract breaches and individual production 

deviance. The study concludes with policy recommendations and 

suggestions for future research. 

 

Index Terms- Individual production deviance; IT team climate; 

perceived organizational politics; perceived psychological 

contract breach 

 

I. INTRODUCTION 

The role of teamwork in the information technology (IT) 

industry has received remarkable attention in recent times. 

An intense rivalry among organizations and rapid changes in 

technology have raised the importance of the division of labor 

and specialization of tasks in organizations [1]. A team has 

distinct advantages over individual work, such as innovation, 

synergy, and increased productivity [2]. Teamwork is defined as 

“interdependent collections of individuals who share 

responsibility for specific outcomes for their organizations” [3]. 

Many factors can contribute to the success of a software project 

team, such as the sharing of knowledge and skills among team 

members due to intense social interactions. Similarly, other 

factors like culture, socioeconomics, and situational factors can 

also affect the success of IT teams. However, IT project 

managers have only limited control over a few elements [4]. The 

IT team climate can be a critical success factor for the IT teams 

[5]. The internal issues of team members can affect the team 

climate and raise the possibility of deviant behavior, for example, 

demotivation, low morale, the intention to quit, and absenteeism 

[6]. In essence, the IT team climate is crucial for the long-lasting 

success of IT projects. Therefore, the aim of this study is to 

investigate employee deviation, especially within the information 

systems (IS) community. 

Deviant workplace behaviors are quite common among 

employees in many organizations. According to Zhang et al. [7], 

95 percent of all businesses have reported various types of 

deviant behavior. Moreover, with the advent of the Internet, 

employees are utilizing organizational IT resources for personal 

work, which can be detrimental to the organization's 

productivity. As a result of public scandals in the 21st century, 

workplace deviance research has garnered exponentially more 

attention. For instance, Bennett & Robinson [8] report that 32.7% 

to 74.6% of employees (HR) engage in stress behaviors such as 

voluntary absenteeism and non-work-related computing. Moore 

et al. [9] estimate that businesses in the US suffer losses of 2.91 

trillion dollars annually as a result of abnormal workplace 

behavior. Furthermore, unauthorized web surfing during work 

cost firms in the United Kingdom £300 [7],. 

In a nutshell, the goal of this work is to investigate workplace 

production deviations within an IT setting. The term "workplace 

production deviance" is referred to as "the intentional failure to 

perform job tasks effectively the way they are supposed to be 

performed." [10] and is more precisely defined as the "behavior 

of employees that goes against the goals of an organization 

concerning minimal quality and quantity" [11]. This critical 

concept brings the dark side of organizational IS context into the 

light, where the deviant behavior of employees negatively affects 

the growth of the organization through taking long breaks, 

intentionally working slowly, gossiping, and wasting resources 

[12]. Although the nature of these production deviances is trivial 

in contrast to severe offenses such as sabotage of equipment and 

theft of property, their long-term effects can lead to destruction 

and an unpleasant work environment. Therefore, it is high time to 

explore new insights and provide a detailed explanation of these 

behaviors in IS research. 

Despite the increased interest in deviant work conduct among 

employees as a research topic, little is known about its 

antecedents. Though prior research shows the relationship 

between deviant behaviors and other arrays of variables, For 

instance, Salgado [13] reports the involvement of the Big Five 

personalities in deviant behavior. Similarly, Berry et al. [14] 

found a negative association between agreeableness, 

conscientiousness, emotional stability, and deviant behaviors. 

Bowling & Burns [15] highlight that workplace aggression is an 

outcome of organizational injustice and poor leadership. Various 

studies have linked deviant behaviors with the dark triad of 

T 
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personalities [16], [17]. In recent times, Cohen & Diamant [18] 

postulate that perceived organizational politics and perceived 

psychological contract breaches are possible determinants of 

deviant behavior. However, their validity in different work 

settings is warranted. Meisler et al. [19] found a positive link 

between perceived organizational politics and deviant behavior. 

According to Ma et al. [20], the association between 

psychological contract violation and counterproductive work 

behavior (CWB) differs between temporary and permanent 

employees. Griep et al. [21] highlight that both volunteers and 

paid employees engage in CWB when they perceive a breach of 

their psychological contract. Griep & Vantilborgh  [22] found a 

heterogeneous effect of psychological contracts on CWB. 

The investigation of previous studies shows inconclusive results 

regarding the relationship between perceived organizational 

politics and perceived psychological contract breaches and 

deviant behavior. Second, the inconsistent findings may be due 

to the fact that prior literature could not reveal a substantial 

moderating effect between the nexus of perceived organizational 

politics, perceived psychological contract breach, and deviant 

behavior. This study thus departs from prior works and adds to 

the theoretical literature in the following ways: First, according 

to the authors’ best knowledge, this study is the first attempt to 

investigate the effect of perceived organizational politics and 

perceived psychological contract breaches on workplace deviant 

behavior within the IS context. Second, the study examined the 

moderating influence of the IT team climate on the relationships 

among perceived organizational politics and perceived 

psychological contract breaches with individual production 

deviance that have been overlooked in prior literature. This 

aspect would provide a greater understanding of the influence of 

perceived organizational politics and perceived psychological 

contract breaches on individual production deviance in an IT 

team climate. The study also provides arguments in favor of 

policymakers and managers in the field. 

The rest of the study was organized as follows: Section 2 gives 

the conceptual framework and hypotheses of the study; Section 3 

provides the methodology of the study; Section 4 presents 

empirical results and discussion; and Section 5 concludes the 

study and suggests policy implications. 

II. CONCEPTUAL FRAMEWORK AND RESEARCH HYPOTHESES 

A. Perceived organizational politics and individual 

production deviance  

Perceived organizational politics is defined as “an individual’s 

subjective evaluation of the extent to which the work 

environment is characterized by co-workers and superiors who 

demonstrate self-serving behaviors” [23]. Those who follow 

prescribed procedures of the organization regularly experience 

anger and jealousy, because of their subjective evaluation that 

rewards and acknowledgment of good work are unevenly 

distributed in the organization [24]. Based on social cognitive 

theory, Witt & Spector [25] depict that high perception of 

organizational politics among worker reflects that employees 

give preference to their self-interest and they have low loyalty for 

organizational climate. In the same way, Cohen [26] indicates 

that exploiting others is a common tendency among workers who 

operate in a highly political environment. Therefore, they 

develop a high tolerance for self-interested behavior and perceive 

that political behavior is normative behavior in order to get 

progress. The accumulating literature also gives evidence that 

perceived organizational politics is associated with several 

detrimental employees behavior [27]. A similar fact highlighted 

by Colbert et al. [28] that perceived organizational politics leads 

employees to react with unexpected (negative) behavior. Cohen 

& Diamant [18] posit that workers operating in the political 

environment may follow the outfits by exploiting others in the 

organization. Mahmood et al. [17] and Baloch at al. [29] reveal 

perceived organizational politics as an important determinant of 

CWB. 

In summary, the aforementioned arguments provide adequate 

evidence to suggest that people behave abnormally when they 

believe their environment to be political and vulnerable to 

exploitation. Thus, we expect 

 

H1. Perceived organizational politics is positively linked to an 

individual’s production deviance.  

B. Perceived organizational politics and individual 

production deviance 

A psychological contract is defined as “an unwritten agreement 

between an individual and the employing organization about the 

terms of employment” [30]. In other words, it is a shared 

expectation between individuals (employees) and organizations 

where they work. When the employee perceives that the 

organization is unable to fulfill the employment terms as 

understood by them—that is, when there is a perceived conflict 

between what is happening and what is promised—a 

psychological contract breach occurs [31]. Cohen [32] contends 

that a psychological contract breach is an essential component of 

fairness. Organizational justice theory throws a lot of insight on 

the relationship between psychological contract violations and 

deviant behavior. Furthermore, according to equity theory, when 

employees feel that a psychological contract has been broken, 

they will engage in deviant behavior in an effort to reclaim their 

equity. They feel discomfort due to the unfairness of the situation 

and devote less effort to lowering their personal costs [33]. 

According to Coyle-Shapiro et al. [34], a good relationship 

between employer and employee is based on the principle of 

reciprocity. Employees always treat the organization in the same 

manner in which they perceive the organization has dealt with 

them. Once they perceive that their organization has breached the 

terms of their psychological contract, they retaliate in the form of 

lower performance and an increase in deviant behavior. Based on 

the above arguments and empirical studies, we expect 

H2: Perceived psychological contract breach is positively related 

to individual production deviance 

C. Team Climate 

The culture of teams is always in line with the expectations of the 

organization. These conditions are derived from the company's 

policies or accepted practices in the workplace. In order to reflect 

team solidarity, an individual’s norm is always aligned with the 

team climate [35]. Prior literature gives evidence that individuals 

adopt informal climates, usually from their direct social contexts 
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[36]. The IS literature also acknowledges that the perceptions and 

behaviors of knowledge workers can be affected by the social 

influence of the work team [37]. It is also revealed that a stable 

situation has a more significant impact on an employee’s 

behavior as compared to a weak situation [38]. Cialdini & 

Goldstein [39] indicate that team climate is a kind of strong 

situation where social control is observed by means of informal 

climate rather than enforcement of the law. This study focuses on 

the climate linked to individuals’ production deviance. As 

mentioned by Vardi [40], just like there is a climate for 

leadership, power, motivation, and creativity, there is also a 

climate for production deviance. How can team climate be 

related to production deviance? In a situation where deviant 

climate and values are common, individual production deviance 

is normal [41]. In this vein, Pilch & Turska [42] explain that in a 

few climates, deviant behavior is considered an effective tool for 

achieving goals. Moreover, Ford & Richardson [43] show that 

the more unethical the team climate, the more unethical an 

individual's views and decision-making behavior are.  

It is more than reasonable to predict the relationship between 

perceived organizational politics and individual production 

deviance, and the relationship between perceived psychological 

contract breach and individual production deviance will be 

stronger for those who operate in a team with a norm that 

supports deviant behavior. When the rules are unclear and 

policies are ambiguous, it reflects a climate that is more political 

and unfair. A high team norm that supports deviant behavior 

introduces dishonesty and immorality into the decision-making 

process. Employees would be prepared to engage in deviant 

behavior if they perceived high levels of organizational politics, 

believed that the organization had broken their psychological 

contract as a result of the unfairness, and worked in an 

environment with ambiguous or unethical team norms that did 

not condemn production deviance. The likelihood of someone 

operating in such a team atmosphere being discovered and 

reprimanded is quite low, and they feel comfortable and even 

supported in their work. Therefore, we predicted the following 

(see Fig. 1): 

H3: Team climate moderates (increases) the relationship between 

perceived organizational politics and individual production 

deviance, such that individual production deviance is higher 

when both perceived organizational politics and team climate are 

higher. 

H4: Team climate moderates (increases) the relationship between 

perceived psychological contract breach and individual 

production deviance, such that individual production deviance is 

higher when both perceived psychological contract breach and 

team climate are higher. 

Perceived 
psychological 

contract breach

Perceived 
organizational 

politics

Individual 
production 
deviance

Team Norms

Fig. 1. Research model 

 

 

III. METHODOLOGY 

A. Data collection and sample 

This study's respondents consisted of IT workers and their 

immediate supervisors. The information was gathered from IT 

companies operating in the metropolitan area of Pakistan. The IT 

firms were selected randomly from the list available online at the 

Pakistan Software Houses Association for IT and ITES. Among 

the selected firms, the team size ranged from 5 to 10 employees 

in the production and development sections. Out of two hundred 

and fifty questionnaires distributed among IT employees and 

their supervisors, 173 were retrieved. We discarded 13 surveys 

owing to missing information and chose 160 for data collection, 

yielding a 64% response rate. The questionnaire was written in 

English because English is the official language of work and 

teaching in all high schools and institutions in Pakistan. 

Employees working at all levels of management are fluent in the 

English language, except blue-collar workers. The prior research 

also shows that English questionnaires have been used 

effectively in Pakistan [44]. Therefore, the study used universal 

measures in English and did not go through any translation 

procedure to convert questionnaires from English to Urdu (the 

national language of Pakistan). Table 1 shows the attributes of 

the respondents. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 1 

Demographic variables of the study participants 

Variables N Percentage 

Gender   

Male 108 67.5% 

Female 52 32.5% 

Age   

20-29 32 20% 

30-44 70 43.8% 

45-59 43 26.9% 

60 or more 15 9% 

Education   

Higher secondary or equivalents 22 13.8% 

Bachelor’ s degree or equivalents 93 58.1% 

Master’ s degree or above 45 28.1% 
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B. Measures 

The first variable of relevance in the investigation is individual 

production deviance. This study adopts a five-item scale from the 

work of Stewart et al. [45] to measure individual production 

deviance. A sample item for individual production deviance 

(Cronbach’s alpha = 0.89) is ‘‘Put a little effort into their work''. 

The second variable of interest in the study is perceived 

organizational politics. The study adapts a six-item scale from 

the study of Kacmar & Ferris [46] to evaluate perceived 

organizational politics. A sample item for perceived 

organizational politics (Cronbach’s alpha = 0.82) is “One group 

always gets their way.” Perceived psychological contract breach 

consists of five items scale and has been adapted from the study 

of [47]. A sample item for perceived psychological contract 

breach (Cronbach’s alpha = 0.83) is “My employer has broken 

many of its promises to me even though I’ve upheld my side of 

the deal; almost all the promises made by my employer during 

recruitment have been kept so far.” Finally, the team climate are 

measured by adapting the scale from the study of [7]. A sample 

item for team climate (Cronbach’s alpha = 0.87) is “All team 

members here intentionally worked slower than they could have 

worked.”. 

 

C. Test for common-method bias 

As the study used a self-report questionnaire and data were 

collected from single sources, as a result, the likelihood of 

common-method bias can be criticized. We followed the 

procedural and statistical requirements to prevent common-

method bias [48]. First, the members of the research team 

briefly explained the purpose of the study and gave a guarantee 

that their responses would be kept confidential. Second, 

questions related to this study were distributed into two sections, 

and there were cover stories between both sections to give the 

impression that predictor variables and criterion variables were 

not linked with each other. 

 In terms of statistical process, Harman's single-factor 

test was used in this work to uncover probable common method 

bias. Harman's one-factor analysis revealed that no single factor 

accounted for more than 50% of the covariance [48]. This 

demonstrated that our poll did not suffer from common-method 

bias. 

 

D. Data analysis 

 In order to test the research model, this study applies 

Partial Least Squares (PLS), a variance-based structural equation 

modeling technique [49] with the help of Smart PLS 3.2.6 

software [50] [50]. The selection of PLS is due to the following 

factors: First, the sample size is modest (n = 160). Second, the 

concentration of the study is on predicting the dependent 

variables. Thirdly, the model's number of relationships (i.e.,  

direct effect and moderating effect) is complex. Finally, this 

study employs the scores of latent  variables in the predictive 

relevance analysis that follows [51]. We expect positive signs 

from the output of SmartPLS, among variables of interest. 

IV. ANALYSIS AND RESULTS 

PLS-SEM analysis and interpretation are performed in two steps. 

The first step consists of evaluating the measurement model 

(outer model), and the second of examining the structural model 

(inner model). This approach validates the model's reliability and 

validity. 

A. The measurement model 

 

First, Table 2 demonstrates that reflected indicators meet the 

criteria for reliability since, on average, their loadings are higher 

than 0.7. Second, all reflective constructs have rho’s indicators 

greater than 0.7, so satisfying the construct reliability criteria 

[52] (Table 2). Thirdly, the average variance extracted (AVE) 

scores surpass the 0.5 threshold. These latent variables attain 

convergent validity subsequently. In conclusion, all variables 

demonstrate discriminant validity. A cross-loading analysis 

(Table 3), a comparison of the square root of AVE to the 

correlations (Table 4), and most significantly, the values of the 

heterotrait-monotrait ratio of correlations (HTMT) are less than 

0.85 provide confirmation of this validity [53] (Table 4). 

 

 

 

Table 2 Measurement model results. Factor loadings, internal 

consistency, convergent validity and collinearity statistics 

Construct/indicator VIF Loadings rho_A AVE 

Perceived 

organizational 

politics 

2.484  0.827 0.533 

POP1  0.698   

POP2  0.682   

POP3  0.668   

POP4  0.707   

POP5  0.798   

POP6  0.814   

Perceived 

psychological 

contract breach 

2.084  0.839 0.594 

PPCB1  0.738   

PPCB2  0.797   

PPCB3  0.769   

PPCB4  0.796   

PPCB5  0.753   

Team climate 2.352  0.875 0.654 

TN1  0.717   

TN2  0.841   

TN3  0.822   

TN4  0.813   

TN5  0.842   

Individual 

production 

deviance 

 

 0.897 0.703 

IPD1  0.816   

IPD2  0.873   

IPD3  0.860   

IPD4  0.800   

IPD5  0.842   
Notes: All loadings are significant at 0.001 level (2-tailed); VIF: variance 

inflation factor;  rho_A: Dijkstra-Henseler’s rho indictors  AVE: average 

variance extracted 
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B. The structural model 

 

First, this study examines the possibility of collinearity in each 

set of predictors. In this regard, the study calculates the VIF 

(variance inflation factor). The values of VIF below the threshold 

of 5 demonstrate that the predictor constructs in the structural 

model are free of collinearity issues (Table 2).   

 Second, this study runs a non-parametric bootstrapping 

procedure with 5000 resamples to generate the t-values and 

confidence intervals and to evaluate the significance of the 

hypotheses. The study examines the path estimation relations 

among the latent variables in the model through the sign and 

magnitude of the path coefficients. As shown in Table 5, step 1 

(Model 1) shows a significant direct effect of perceived 

organizational politics (a1 = 43***) and perceived psychological 

contract breach (a2 = 40***) on individual production deviance. 

The facts support H1 and H2. As for the moderation hypotheses 

(H3: b1 and H4:b2) of the team climate (TN), the study uses a 

two-stage approach proposed by Joseph at al. [50].  Accordingly, 

in step 2 the study includes TN (Model 2), and step 3 adds the 

interaction terms (TN x POP and TN x PPCB) (Model 3) (Fig. 2) 

simultaneously. As for the interaction term (TN x POP) the 

results support H3 (b1 = 0.11*). Moreover, an examination of the 

simple slopes (Fig. 3.) reveals that those high in perceived 

organization politics and operating in high team climate have 

significantly higher individual production deviance. In contrast, 

the results could not find sufficient support for H4 (b2 = 0.05n.s). 

The examination of simple slopes (Fig. 4) reveals that among 

those high in perceived psychological contract breach and 

operating in high team climate do not have significantly higher 

individual production deviance. In other words, the team climate 

do not moderate the link between perceived psychological 

contract breach and individual production deviance. Third, the 

value of effect size for b1 of 0.02 and b2 of 0.006 appear as 

medium and no effect respectively [50]. 

 Finally, this study uses a blindfolding procedure to 

check the extrapolative relevance of the model concerning the 

reflective endogenous latent variables. As shown in Table 5, all 

values of Q2 are well above zero which confirms the predictive 

relevance of the model. 

 

 

Perceived 
psychological 

contract breach 
(PPCB)

Perceived 
organizational 
politics (POP)

Individual 
production 

deviance (IPD)

Team climate 
(TC)

Fig. 2. The structural model 

b = 0.19* 

TC x POP TC x PPCB

n.s = non-significant, ***p < 0.01, *p < 0.1 (based on t (4999), two-tailed test)

 

 

 

 

Table 3 

Loadings and cross-loadingsof each item 

Items Loadings 

  IPD TN POP PPCB 

IPD1 0.816 0.557 0.580 0.575 

IPD2 0.873 0.602 0.640 0.667 

IPD3 0.860 0.527 0.622 0.576 

IPD4 0.800 0.569 0.569 0.547 

IPD5 0.842 0.505 0.546 0.531 

TN1 0.422 0.717 0.497 0.508 

TN2 0.553 0.841 0.613 0.593 

TN3 0.589 0.822 0.570 0.507 

TN4 0.570 0.813 0.581 0.505 

TN5 0.509 0.842 0.660 0.552 

POP1 0.499 0.541 0.698 0.393 

POP2 0.449 0.455 0.682 0.462 

POP3 0.641 0.571 0.668 0.601 

POP4 0.428 0.471 0.707 0.404 

POP5 0.496 0.535 0.798 0.537 

POP6 0.514 0.553 0.814 0.521 

PPCB1 0.574 0.518 0.582 0.738 

PPCB2 0.439 0.444 0.401 0.797 

PPCB3 0.396 0.426 0.476 0.769 

PPCB4 0.516 0.511 0.521 0.796 

PPCB5 0.655 0.578 0.581 0.753 

Note: IPD = Individual production deviance, TN = Team 

climateclimate, POP = Perceived organizational politics, 

PPCB = perceived psychological contract breach 

Table 4 

The measurement model. Discriminant validity. 

Fornell-Larcker criterion Heterotrait–monotrait ratio 

(HTMT) 

  IPD TN POP PPCB  IPD TN POP PPCB 

IPD 0.839         

TN 0.660 0.808    0.741 
  

 

POP 0.707 0.724 0.730   0.804 0.844   

PPCB 0.694 0.658 0.680 0.771  0.770 0.756 0.785  

Notes: IPD = Individual production deviance, TN = Team climate, POP = 

Perceived organizational politics, PPCB = perceived psychological contract 

breach. Fornell-Larcker criterion: diagonal elements (bold) are the square root of 

the variance shared between the constructs and their measures (AVE). 
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V. DISCUSSION 

Individual production deviations are a serious problem in IT-

related businesses because they seriously reduce productivity. 

Prior studies have overlooked some critical determinants that 

could contribute to the growth of individual production deviance. 

To further this line of research, this study breaks the ice by 

highlighting perceived organizational politics and the impact of 

perceived psychological contract breaches, particularly in IT 

contexts. The findings of the study give some interesting facts: 

perceived organizational politics have a significantly positive 

effect on individual production deviation. In addition, the 

relationship between perceived organizational politics and 

individual production gets stronger when employees are working 

in a high-team climate. Moreover, the results of the empirical 

study show that perceived psychological contract breaches 

influence employees' individual production deviance. In this 

way, we infer that when employees perceive that the organization 

has breached their psychological contract, they become engaged 

in individual production deviance. However, team climate does 

not reveal any substantial effect on the relationship between 

perceived psychological contract breaches and individual 

production deviance.  

This study's theoretical implications provide useful insight into 

the phenomenon of production deviance in general and 

specifically within the IT setting. The findings support the 

justice/fairness paradigm. The effect of perceived organizational 

politics and perceived psychological contract breach supports the 

explanation of justice/fairness theory. The explanation is 

consistent with the study by Fox et al. [54] and Hershcovis et al. 

[55] that individuals may demonstrate negative emotions when 

perceiving unfair treatment. In Pakistan, a mostly collectivist 

culture In Pakistan, a mostly collectivist culture [56], one may 

tend to maintain group harmony and solidarity, thus showing 

behaviors that are aligned with others. However, interesting facts 

come to the surface: team climate does not account for any 

change in the relationship between perceived psychological 

contract breach and individual production deviance. These 

findings may be due to the fact that perceived psychological 

contract breach is a phenomenon that is more linked with 

individual perceptions toward organizational fairness and justice 

procedures and is less likely to be affected by the team. 

The findings of the study provide some valuable 

implications for organizations in general and software project 

team management in particular. The managers in an organization 

must consider the role of perceived organizational politics and 

perceived psychological contract breaches. In this vein, it should 

be noted that some policies may increase the workload of 

employees, and they may perceive that the organization is unfair 

to them. Subsequently, the negative perception toward the 

organization may increase the likelihood of production deviance. 

In order to mitigate potential deviant behavior, organizations 

should ensure transparent working procedures, a fair reward 

system, and above all, that the organization’s work demands do 

not overload them. Failing to do this may increase the chances of 

deviant behavior because employees may perceive that their 

organization is not treating them fairly.  

 Moreover, IT firms mostly depend on the project team 

because the complexity of the task requires synergetic support 

from the team. In team settings, there is a high likelihood that 

deviant behavior can proliferate among team members [57], [58]. 

Therefore, due to the negative consequences linked to deviant 

behavior, a team leader should be very sensitive to deviant 

behavior in IT settings. Failure to control potential deviant 

behavior may lead to the loss of skills and valuable talent. One 

way of handling this issue is to raise awareness among IT teams 

about cultural influences. As mentioned by Liao et al. [59], when 

a team is composed of individuals from different ethnic 

backgrounds, their possibility of engaging in deviant behaviors is 

quite low. Another way is to utilize various forms of teams. For 

instance, virtual teams, self-managed teams, and globally 

distributed teams can alleviate the potential for deviant behavior 

associated with team climate. 

 

VI. LIMITATIONS AND DIRECTION FOR FUTURE RESEARCH 

The limitations of this study will provide an avenue for future 

research.  

First, the cross-sectional research design is the basis of this 

study; notwithstanding, future longitudinal studies could be 

addressed to find the results of this study. 

Second, this study is based on Pakistani IT employees only. 

Therefore, one should be cautious when generalizing the results 

Table 5 

Significant testing results of the structural model path coefficients 

Relations  Model 1  Model 2  Model 3  f2 Support 

  R2
IPD= 0.58/Q2= 0.38  R2

IPD= 0.60/Q2= 0.38  R2
IPD= 0.61   

Step 1: direct effects 

H1: POP → IPD = a1 

H2: PPCB → IPD = a2 

  

0.43***(5.27)[0.26; 0.60] 

0.40***(4.78) [0.66; 0.76] 

 

 

    Yes 

Yes 

Step 2: team climate 

TN → IPD = b 

 
  

 

0.19* (2.69) [0.05; 0.34] 
     

Step 3: interaction effects 

H3: TN×POP → OPDC = b1 

H4: TN×PPCB → OPDC = b2 

 

    

 

0.11* (1.84) [-0.007; 0.216] 

0.05n.s (0.95) [-0.05; 0.17] 

 

 

0.02 

0.006 

Yes 

No 

Notes IPD = Individual production deviance, TN = Team climate, POP = Perceived organizational politics, PPCB = Perceived psychological contract 

breach.t values in parentheses, bootstrapping 95% confidence intervals bias corrected in square brackets (based on n = 5000 subsamples)  

n.s = non-significant, ***p< 0.01, *p < 0.1 (based on t (4999), two-tailed test) 
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to other countries or cultures. In the future, this research could be 

extended to another context to gain more evidence to support our 

findings. Third, the study only takes production deviance into 

account and not all types of deviant work behaviors. An 

interesting future direction would be to consider other kinds of 

deviant workplace behavior. Fourth, there may be a possible 

autocorrelation among constructs; however, the results of VIF 

counter this possibility. Finally, a small sample size is being used 

to evaluate results, i.e., 160. However, the use of PLS-SEM 

overcomes this issue. In the future, a larger sample size can be 

utilized.  
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