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Abstract 
This study aims to determine the effect of psychological contracts as a mediator in the 
relationship between supervisor support, organizational trust and workplace deviant 
behaviour. For this purpose, a total of 350 lecturers in seven Private Higher Education 
Institutions (IPTS) around Selangor and Kuala Lumpur were selected as research respondents. 
The questionnaire was distributed to respondents using instruments taken from the original 
source. This study found that organizational trust influences workplace deviant behaviour, 
while supervisor support does not affect workplace deviant behaviour. The study also found 
that supervisory support and organizational trust influence psychological contracts and 
psychological contracts influence workplace deviant behaviour. Finally, for mediation 
analysis, psychological contracts significantly influence the relationship between supervisor 
support, organizational trust and workplace deviant behaviour at work. This study concludes 
that supervisory support and organizational trust increase psychological contracts and thus 
reduce the workplace deviant behaviour among lecturers. 
Keywords: Psychological Contract, Supervisor Support, Organizational Trust, Workplace 
Deviant Behaviour 
 
Introduction 
Workplace deviant behaviour refers to “voluntary behaviour that violates significant 
organizational norms and thus threatens the well-being of an organization, its members, or 
both” (Robinson & Bennett 1995, p. 556). This behaviour is associated with voluntary 
behaviour among employees who either lack the motivation to comply or are motivated to 
violate social norms (Bennett & Marasi, 2015). Some frameworks of deviant behaviour in the 
workplace distinguish between behaviours directed at individuals and organizations and the 
structure of these two factors is empirically supported (e.g. Robinson & Bennett 1995, 
Bennett & Robinson 2000, Bennett & Marasi, 2015). Causes or predictors of deviant behaviour 
in the workplace include personal factors and environmental factors. Although many factors 
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influence individuals to engage in workplace deviant behaviour. However, research has also 
found that organizational support is one of the factors that can influence workplace deviant 
behaviour (Narayanan & Murphy, 2017; Chen, Fah & Jin, 2016).  

Employees with supervisor support, such as getting proper feedback, fair treatment 
and adequate assistance in developing employee skills in achieving job goals will have a 
psychological impact (Eisenberger & Stinglhamber, 2011). Likewise, employees’ trust in the 
organization, a sense of confidence, the belief that the employer will support them in an 
honest manner (Gilbert & Tang, 1998), fair in fulfilling the responsibility of caring for the 
welfare of the employee, is also seen as a factor that can affect the employees’ 
psychologically. Both of these factors, namely supervisor support and perceived 
organizational trust, can have psychological implications. Employees who believe that the 
organization has fulfilled their responsibilities indicate that the employer has fulfilled the 
psychological contract. Psychological contracts refer to “employees’ beliefs about reciprocal 
obligations between the employee and his or her organization, where these obligations are 
based on perceived promises and not necessarily recognized by agents of the organization” 
(Morrison & Robinson, 1997, p. 229).  

When employees believe that an organization has fulfilled their obligations such as 
supporting or fulfilling promises, it means that the psychological contract has been fulfilled, 
and as an exchange, the employee will exhibit good behaviour (Azim, Ahmad, Omar & Silong, 
2015). This is in line with the theory of psychological contract in which reciprocal relationships 
exist between employees-employers who share a common interest (Morrison & Robinson, 
1997). However, if one party assumes that the other party fails to fulfil its obligations or 
promises, then it is a breach of the psychological contract. As a result, employees may find 
themselves being betrayed, this can cause employees to feel frustrated and angry (Eckerd, 
Hill, Boyer, Donohue & Ward, 2013) and subsequently affect negative or deviant behaviour 
(Ahmed, Kiyani & Hashmi, 2013). However, only a few empirical studies have been conducted 
from the perspective of psychological contract and workplace deviant behaviour (Li & Chen, 
2018). 

Previous studies examining deviant behaviour among academician have also been 
lacking (e.g., Unal, 2012; Adeoti, Shamsudin & Wan, 2017; Hanımoğlu, 2018). According to 
Unal (2012), 50 per cent of teachers practice deviancy in schools and this behaviour has 
affected the quality of teaching. In general, teaching is stressful work due to high workload, 
large class size, insufficient pay, and pressures for publication, role conflict, student deviance 
and low professional status (Hakanen, Bakker & Schaufeli, 2006; Bakker, & Demerouti, 2016). 
Although previous studies looked at the perspectives of school teachers, this study was 
conducted among private higher education institution lecturers. The cumulative effect of high 
demands on faculty work on the emotions, productivity and attitudes of faculty members 
negatively affects their relationships with colleagues and students. When this happens, the 
effect is on the behaviour of the lecturers which will lead to the negative behaviour. To 
prevent this from happening, support from the supervisor (in the context of this study is the 
head of the department) and believe that the organization or institution will help them cope 
with job demands. This study assumes that when a lecturer receives supervisor support and 
believes that the institution is helping them, their psychological contract is fulfilled, the effect 
is that deviant behaviour will decrease. This study aimed to determine the influence of 
psychological contract as mediator in influencing the relationship between supervisor 
supports, organizational trust in workplace deviant behaviour. 
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Literature Review 
Supervisor Support and Workplaces Deviant Behaviour  
Highly supportive supervisors can increase employee productivity, while less supportive 
supervisors are perceived as a hindrance to employee success (Anderson, 2006) and can 
increase deviance behaviour (Ahmad & Omar, 2013). Inadequate supervisory support, 
therefore, may lead to staff deviance, which in turn can negatively impact an organization's 
performance (Menguc et al., 2013). In this regard, social exchange theory shows that greater 
support from supervisors can help employees be more responsible and that they respond to 
the organization; for example, with supervisor support, employees can perform their tasks 
better and thus achieve organizational goals. On the contrary, when employees receive less 
support from their supervisors, employees will not put maximum efforts on their job (Dysvik 
et al., 2014). Studies by Khan, Mahmood, Kanwal and Latif (2015) also confirm that supervisor 
support reduces workplace deviant behaviour. Employees are found to have a greater 
tendency to engage in unproductive behaviours, but deviance behaviours will decrease if 
employees receive supervisor support (Pandey, Schulz & Camp, 2018; Zulfadhli, 2018). 
H1: Supervisor support significantly influences workplace deviant behaviour.  
 
Organization Trust and Workplaces Deviant Behaviour 
Organization trust refers to the employee’s trust and belief towards origination that fostering 
relationships employer-employees in the organization (Alias et al., 2013). Lack of trust is 
associated with a variety of implications, including declining productivity, inefficiencies, profit 
reductions, and antisocial behaviour (Thau et al., 2007). Organization trust is found to be the 
determinant of employees' intentions and behaviours in the workplace (Ozyilmaz, 2010). 
Previous studies have found that organizations provide support to employees such as training 
or rewards, or by appreciating individual contributions and helping them to develop; 
employees are able to help organizations achieve their vision and mission (Liao et al., 2004; 
Wayne, Shore, Bommer & Tetrick 2002). Lack of organizational trust as a result of 
organizational actions that fail to meet the promises or responsibilities that the organization 
should provide, may result in negative behaviours such as workplace deviant behaviour 
(Aquino & Bayron, 2002; Yin, Yusof, Lok & Zakariya, 2018). Thau et al. (2007) showed that 
there is a negative relationship between organizational trust and workplace deviant 
behaviour. Akhigbe and Sunday (2018) also found that the organizational trust has a negative 
impact towards workplace deviant behaviour. It is seen that the organization trust is a factor 
that will mitigate employee engage in workplace deviant behaviour. 
H2: Organizational trust significantly influence workplace deviant behaviour 
 
Supervisor Support and Psychological Contract 
The relationship between supervisor support and psychological contract can be explained 
through social exchange theory. Employees will feel that their organization is committed to 
them when they feel that their well-being is being cared for and respected by the 
organization. This will create a sense of obligation in which the employee will be committed 
to his or her organization (Azim, Ahmad, Omar & Silong, 2012; Azim et al., 2015). Eisenberger, 
Armeli, Rexwinkel, Lynch and Rhoades (2001) found that supervisor support would 
strengthen individual affective ties to their organization and create a sense of loyalty to the 
organization. This is because there is an element of belief that the organization is concerned 
about the employees’ wellbeing (Eisenberger & Stinglhamber, 2011). Guchait, Cho and Meur 
(2015) indicates that supervisor support enhances employees' perceptions of organizational 
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support, which in turn builds on the belief that the organization has fulfilled its responsibilities 
in fulfilling employee psychological contracts. Similarly, Karabey and Yildirim (2016) found 
that supervisor support influence employee psychological contracts. 
H3: Supervisor support significantly affects psychological contract 
 
Organizational Trust and Psychological Contract 
Previous studies have done little to examine the impact of organizational trust on 
psychological contracts directly. A study by Cheung, Wong and Yuan (2017) found that 
psychological contracts mediates relationship between organizational trust and contextual 
performance. Meanwhile, Liu, Huang, Huang and Chen. (2013) studied the relationship 
between psychological contract breach, organizational trust, and organizational citizenship 
behavior in the hotel industry. Their study found that psychological contracts breach 
negatively and significantly affected organizational trust and organizational citizenship 
behavior. Golparvar, Kamkar and Javadian (2012) studied the relationship between 
organizational trust and psychological contract among employees of an industrial 
organization in Esfahan, Iran, and found that the organization trust influence psychological 
contract. Similarly, a study conducted on 220 non-executive employees working in the 
Department of Agriculture Malaysia revealed that there is a significant relationship between 
organization trust and psychological contract (Sani, David & Ismail, 2018). 
H4: Organizational trust significantly affects psychological contracts 
 
Psychological Contract and Workplace Deviant Behaviour  
According to social exchange theory (Blau, 1964), employees may respond to psychological 
contracts breach with negative work attitudes, and this may make employees more likely to 
engage in workplace deviant behaviour (Law & Zhou, 2014), such as absenteeism ( Daouk-
Öyry Anouze, Otaki, Dumit & Osman 2014), and behaviours that violate organizational rules 
(Bordia, Restubog & Tang, 2008). In addition, previous studies have confirmed that unfulfilled 
psychological contracts can trigger absenteeism (Deery, Iverson & Walsh, 2006) and anti-
citizenship behaviour (Kickul, 2001). Based on the analysis of 300 doctors and nurses in 
Pakistan, Ahmed et al., (2013) found that psychological contracts breach had a positive direct 
effect on doctor and nurse workplace deviant behaviour. When psychological contracts are 
not fulfilled, employees may become angry and frustrated (Eckerd et al., 2013). These 
negative emotions can induce workplace deviant behaviour (Fox & Spector, 2002; Penney & 
Spector, 2005). In addition, unfulfilled psychological contracts mean that employees see a 
conflict between what the organization promises and what they receive. Conway, Guest and 
Trenberth (2011) also show that violations of psychological contracts related to employees’ 
emotional well-being, and it can significantly influence workplace deviant behaviour. 
Therefore, to eliminate the imbalance, they try to reduce the effort. Ultimately, this leads to 
workplace deviant behaviour (Mount, Ilies & Johnson, 2006; Jensen & Ryan, 2010; Li, & Chen, 
2018).  
H5: Psychological contracts significantly influence workplace deviant behaviour 
 
Psychological Contracts as a mediator in the Relationship between Supervisor Support and 
Workplace Deviant behaviour 
Previous studies show that one of the organizational factor that has the potential contribute 
to workplace deviant behaviour is supervisor support (Dysvik et al., 2014; Huang, Wang, Shi 
& Xie, 2015; Pandey, Schulz & Camp, 2018). In general, past studies found that supervisor 
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support has a negative impact towards workplace deviant behaviour. This means that low 
supervisor support increases the involvement of employees in the workplace deviant 
behaviour. Previous studies have also found that supervisor support influences psychological 
contracts (Menguc et al., 2013; Khan et al., 2015), and fulfilling workers' psychological 
contracts will shape good employee behaviour and reduce workplace deviant behaviour 
(Ahmed et al., 2013). This means that supervisor support, such as assisting employees in 
fulfilling organizational promises (for example, career development), mean that the 
organization has fulfilled employees’ psychological contracts, in return for such support, 
employees exhibit positive behaviour and indirectly reduce workplace deviant behaviour. 
Based on these arguments, this study builds on the following hypothesis: 
H6: Psychological contract as mediator in explaining the influence of supervisor support on 
workplace deviant behaviour 
 
Psychological Contracts as a mediator in the Relationship between Organization Trust and 
Workplace Deviant behaviour 
Organizational trust is defined as the employees feeling of confidence towards employer and 
the belief that the employer will be honest (Gilbert & Tang, 1998). Organizational trust can be 
created when the highest management actions are predictable and when leaders are 
consistent in their words and actions (Reina & Reina, 1999). Based on the definition of 
organizational trust, it can be concluded that to increase organizational trust, two elements 
must be involved. That is, personal and professional beliefs, are psychological ideas that have 
the capacity to control individual behavior and intentions (Webster & Wong, 2008; Samadi, 
Wei, Seyfee & Yusoff, 2015). Organizational trust is the employee who believes that the 
organization executes its commitment to assist employees either in the form of job support 
or personal support. It is through this belief that the employee believes that the organization 
has fulfilled its psychological contract (Atkinson, 2007). Employees who believe their 
psychological contract has been fulfilled by the organization, of course, feel happy at work; 
this will indirectly reduce their workplace deviant behaviour (Mount et al., 2006; Jensen & 
Ryan, 2010; Li & Chen, 2018). The following hypothesis of the study was constructed: 
H7: Psychological contracts as mediators to explain the influence of organizational trust on 
workplace deviant behaviour 
 
Methodology 
The study respondents consisted of lecturers at seven Higher Learning Institutions around 
Klang Valley, Malaysia. The questionnaire was distributed to 420 respondents randomly, of 
which 41 questionnaires were found incomplete and 29 were not returned. In total, we 
obtained 350 valid responses to the procedure analysis data. The instruments used to 
measure latent construction in this study have been adapted from previous studies and re-
examined to fit the specific circumstances of the current study. To measure supervisor 
support, three items adopted from the original instrument by Palomo, Beinart and Cooper 
(2010) were used. To measure organizational trust, five items developed by Robinson (1996) 
were used for this study. Then the measurement of psychological contracts using five items 
was developed by Robinson and Morrison (2000), based on a five-point Likert scale ranging 
from 1 (Never) to 5 (Very often). Finally, Workplace deviance behaviour is measured using 7 
items developed by Peterson (2002). Interpersonal workplace deviant behaviour has been 
defined as voluntary behaviour directed at or targeted at organizational members. Examples 
of items include "Saying something that hurts someone at work", "insulting someone at 
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work", "Being rude to someone at work" and "Embarrassing someone in a public place at 
work". The questionnaire required respondents to rate on a five-point Likert scale from 1 
(strongly disagree) to 5 (strongly agree). However, this study used only four items as three 
items were dropped because the factor load was less than 0.7. In the following section, we 
report the results of model measurements that determine the relationship between latent 
constructs and dependent variables, including the reliability and validity of measurements 
and model structures that determine relationships between variables.  
 
Results  
Confirmatory Factor Analysis (CFA) is used to describe the nature of the relationship between 
latent variables, and the manifest variables that measure latent variables. The models 
presented in this study consist of one mediation variable namely psychological contract, and 
two latent variables: supervisor support and organizational trust, as well as one dependent 
variable that is workplace deviant behaviour. 

Table 1 reports the mean, and the factor loadings of all variables. All factors load are 
greater than 0.7, which provides evidence that supports convergent validity for all indicators 
(Anderson & Gerbing 1988). The reliability of the construction indicators is shown in Table 1. 
All Cronbach's alpha coefficients exceed the acceptable threshold level of 0.7 (Nunally & 
Bernstein, 1994). This finding concludes that the test results generally support the constructs 
reliability and indicators. Furthermore, convergent validity and discriminant validity of the 
measurement model were tested (Henseler et al., 2015; Hair et al., 2010; Fornell & Larcker, 
1981). First, convergence validity is assessed by assessing the factor loadings and composite 
reliability (CR) and Average Variance Extracted (AVE). As shown in Table 1, all factors load are 
greater than the specified criteria of 0.7. In addition, all CR values and AVE values were higher 
than the 0.7 and 0.5, respectively. Therefore, this study concludes that the measurement 
model has sufficient convergent validity.   
 
Table 1 
Reliability and Convergence Validity for Measurement Models 

Construct Mean Factor 
Loading 

Cronbach's 
alpha 

CR AVE 

Supervisor Support   0.712 0.836 0.630 
SS1 3.13 0.757    
SS2 3.73 0.832    
SS3 3.37 0.791    
Organization Trust   0.863 0.902 0.648 
OT1 3.80 0.773    
OT2 3.70 0.864    
OT3 3.68 0.818    
OT4 3.67 0.844    
OT5 3.45 0.718    
Psychological Contract   0.838 0.885 0.606 
PC1  3.83 0.756    
PC2  3.99 0.849    
PC3  3.73 0.753    
PC4  4.04 0.768    
PC5  3.99 0.763    
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Workplace Deviant Behavior   0.836 0.890 0.67 
WDB1  2.69 0.786    
WDB4  2.83 0.835    
WDB5  2.84 0.836    
WDB6  2.01 0.816    

 
To assess the discriminant validity, Table 2 reports the results of the Heterotrait-Monotrait 
(HTMT) analysis. Henseler, Ringle and Sarstedt (2015) proposed an alternative approach using 
simulation studies because the Fornell-Larcker method could not detect the lack of 
discriminant validity in normal research situations. It assesses the average correlation 
between indicators across constructs as compared to the average correlation between 
indicators within the same construct (see Henseler et al. (2015) for a detailed explanation of 
the HTMT criteria for assessing discriminant validity in structural equation modeling based on 
variance). The HTML values in Table 2 explain the estimated correlation between constructs. 
This study uses HTMT in SmartPLS to calculate the HTMT matrix. 
 
Table 2 
Heterotite-Monotrait (HTMT) Matrix 

Construct Psychological 
Contract 

Organization 
Trust 

Supervisor 
Support 

Workplace 
Deviant 
Behavior 

Psychological Contract     
Organization Trust 0.464    
Supervisor Support 0.386 0.292   
Workplace Deviant 
Behavior 

-0.521 -0.398 -0.282  

 
As described in Table 2, the discriminant validity among the study constructs was below the 
set value of 0.90. If the HTMT value is 0.90 or greater than 0.90 (Gold, Malhotra & Segars, 
2001), this value indicates the existence of a validity problem. All values obtained were below 
the HTMT level of 0.90 (Gold et al., 2001) and this indicates that all construct are different or 
not the same or similar construct. As reported in Table 2, correlations between latent 
constructs are acceptable, indicating that there are no collinearity between variables.  
 
Model 
Based on Table 3, it was found that only one of the two independent constructs influenced 
workplace deviant behavior, namely, organizational trust (β = −0.177, p = 0.001), while 
supervisor support did not show a significant influence on workplace deviant behavior (β = 
−0.083, p = 0.095). Figure 1 shows the mediation construct in which psychological contracts 
show significant influence on workplace deviant behavior (β = −0.355, p = 0.000). 
Determination coefficient (R2) is equal to 0.24, indicates that 24% of variation in workplace 
deviant behavior can be explained by all independent and mediation constructs.   
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Table 3 
Summary of Coefficient Results Pathway on Workplace Deviant Behavior 

Construct Path 
Coefficient  

Statistic t p Results 

Psychological Contract -0.355 5.445 0.000 Support 
Supervisor Support -0.083 1.672 0.095 Not Support 
Organization Trust -0.177 3.431 0.001 Support 

Note: * The coefficient is significant at the 95% confidence level if the t statistics > 1.96 (p 
<.05) 
 
Table 4 shows the analysis results of psychological contracts as a mediation in relationship 
between supervisor support, organizational trust and workplace deviant behaviour. The 
findings show that psychological contract fully mediate the relationship between supervisor's 
support and workplace deviant behaviour, since the direct relationship between supervisor 
support and workplace deviant behaviour has no significant relationship (β = −0.083, p> 0.05), 
while the supervisor support coefficient path to psychological contract was significant (β = 
0.218, t = 3.275, p <0.05) and psychological contract to workplace deviant behaviour (β = -
0.335, p <0.05) was also significant.  

Whereas for the mediation analysis of psychological contracts in the relationship 
between organizational trust, and workplace deviant behaviour, the findings indicate that 
psychological contract is a partial mediate in the relationship between organizational trust 
and workplace deviant behaviour, since the direct relationship between organizational trust 
and workplace deviant behaviour still significant relationship (β = −0.177, p <0.05), while the 
coefficient path of the organization's trust towards psychological contract was also significant 
(β = 0.351, t = 4.012; p <0.05) and psychological contract to workplace deviant behaviour (β = 
-0.335, p <0.05) is also significant .  
 
Table 4 
Mediation Analysis Test Results 

Indirect effect Coefficient path 
Indirect Effect  

Statistic 
t 

Significant 

Path Coefficient 
path 

Path Coefficient 
path 

SS→PC 0.218 PC→WDB -0.355 -0.077 3.275** 0.000 
OT→PC 0.351 PC→WDB -0.355 -0.125 4.012** 0.008 

SS= Supervisor Support; OT= Organization Trust; PC= Psychological Contract; WDB= 
Workplace Deviant Behavior 
 
The structural model tested in this study indicates that supervisor support does not directly 
influence workplace deviant behaviour, but rather, organization trust directly influences 
workplace deviant behaviour. For mediation analysis, supervisor support and organizations 
trust influence psychological contracts significantly. Finally, psychological contracts 
significantly influence workplace deviant behaviour. 
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                                                                                                                                   -0.083 
                                                                         0.218** 
 
                                                                                          
                                                                                             -0.355** 
                                                    0.351** 
                                                                                               -0.177** 
                                                                               
                                                                   
 
Figure 1. Psychology Contract as Mediation Contract 
SS= Supervisor Support; OT= Organization Trust; PC= Psychological Contract; WDB= 
Workplace Deviant Behavior 
 
Discussion 
The findings show that supervisor support does not significantly influence workplace deviant 
behaviour. The findings of this study conclude that supervisor support is not essential in 
shaping lecturers' behaviour in the workplace. This study is contrary to previous studies which 
found that supervisor support mitigate workplace deviant behaviour (Menguc et al., 2013; 
Dysvik et al., 2014; Pandey et al., 2018). This may be due to the autonomous work 
environment of the lecturer without being subjected to strict supervision. This makes the 
supervisory role in the lecturer context less important because the lecturer performs the task 
less requiring the support of the supervisor.  

Subsequent findings of this study indicate that organizational trust influences the 
workplace deviant behaviour. This indicates that the higher the lecturers trust their 
organization, the less workplace deviant behaviour will be. Lecturers who believe that 
institutions are honest and consistent in their words and actions, such as in term of reward 
distributive or career advancement, will shape their behaviour. This means that the higher 
the lecturer's trust in the institution, the more it will enhance the positive perception which 
in turn promotes positive behaviour and reduces workplace deviant behaviour. The results of 
this study support the second hypothesis and support the findings of a previous study by 
Akhigbe and Sunday (2018) which found that the organizational trust as a predictor to 
workplace deviant behaviour. 

This study found that supervisor support had a significant positive influence on 
psychological contract. Supervisor support is an employee who receives constructive support 
and recognition from their supervisor. This study concludes that when employees feel that 
their organization is caring (supporting supervision and caring about employee well-being), 
this builds on the perception that the organization has fulfilled their promises (ie, fulfills 
psychological contracts). In other words, supervisor support is a form of support that always 
provides encouragement and guidance for employees to succeed. In the context of this study, 
the first hypothesis of the study is not supportive because the autonomy of lecturers' work 
requires less supervisor support, but rather in matters related to administrative processes 
such as institutional regulation requiring supervisor roles. Supervisor as an organizational 
agent in communicating institutional policies and regulations. In this study, the head of the 

SS 

OT 

PC 

0.15 

WDB

0.24

9 
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department acts as an agent of institutional to deliver or communicate the policies and 
regulations. Supervisors' play their role in delivering the policy or regulation promised by the 
institution is crucial to the formation of the psychological contract. The results of this study 
support the findings of the study by Karabey and Yildirim, (2016) who indicated that 
supervisor support builds employee psychological contracts. 

The results show that organizational trust significantly influence psychological 
contract. Organizational trust is where employees believe that the organization does not 
betray them and always shows a commitment to helping employees. This belief can create a 
positive emotion that the organization has fulfilled the promises it has made. The results of 
this study support the hypothesis that organizational trust significantly influence 
psychological contract. This means that the higher the trust of the academic staff towards 
organization, the higher the psychological contract will be. The results of this study are in line 
with the findings of Golparvar et al. (2012) who found that organization trust influenced 
psychological contracts. 

The psychological contract in this study is an implicit contract between employees and 
their organization that is specific to what each one expects from each other to give and 
receive in a working relationship. The findings of this study indicate that there is a significant 
influence on psychological contract and workplace deviant behaviour. This means that the 
higher the psychological contract is, where the employee believes his or her organization has 
fulfilled what it has promised, the less workplace deviant behaviour. However, if the promises 
made by the organization are not fulfilled, the employee may feel frustrated and angry, the 
employee may respond with negative behaviour. This study is in line with the study by Conway 
et al. (2011) who found that psychological contract breach was influenced emotional well-
being that could lead to workplace deviant behaviour.   

The findings of the study indicate that psychological contracting is a full mediator 
because the direct relationship between supervisor support and workplace deviant behaviour 
is insignificant after the psychological contract is included in the mediation model. This means 
that psychological contract is an important factor in reducing workplace deviant behaviour. 
Academic staff felt that supervisors, if in the context of the higher education institute, the 
head of department at each faculty executed their responsibility such deliver all institution 
policy fairly, would increase the perception that supervisor as an agent of the organization 
had fulfilled organization promises, thus increasing the psychological contract which further 
reduced workplace deviant behaviour.  

Finally, the findings show that psychological contracts are partial mediators, as the 
direct relationship between organizational trust and workplace deviant behaviour is still 
significant even when beta values decline after psychological contracts are included in the 
mediation model. Academic staff who believe that their organization is committed to 
providing support will increase the perception that the organization has fulfilled the 
responsibilities and promises it has made, and it also enhances the belief that the organization 
has fulfilled its psychological contract, which in turn creates positive emotions and mitigate 
workplace deviant behaviour. 
 
Conclusion 
This study contributes to the psychological contracts literature, as a mediator in explaining 
the relationship between supervisor support, organizational trust and workplace deviant 
behaviour. On the contrary, we are not aware of any study that theoretically explains and 
empirically explores the role of psychological contracts as mediators in the relationship 
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between supervisor support, organizational trust and workplace deviant behaviour. In 
addition, most studies on psychological contracts do not explore the role of psychological 
contracts as mediators in explaining the workplace deviant behaviour. Although there are 
studies that study psychology contracts as mediator (e.g., Zagenczyk, Restubog, Kiewitz, 
Kiazad & Tang, 2014) but they study transactional psychological contracts, while other studies 
are dominated by psychological contract violations/breach (which is how the employee reacts 
when the organization fails to meet the employee's psychological contract, Morrison & 
Robinson, 1997; Rousseau, 2001; Fayyazi & Aslani, 2015; Kaul & Kaul, 2017; Griep, Vantilborgh 
& Jones, 2018). Other studies also do not identify the role of psychological contracts as 
mediators, instead they study psychological contracts as direct predictors to workplace 
deviant behaviour (e.g., Fayyazi, & Aslani, 2015; Li & Chen, 2018; Malik, Bakri, Ajmal & Malik, 
2019). 
 
This study also has practical implications for management practices. First and foremost, 
supervisors should be concern about their employees' expectations. Supervisors as 
organizational agents play an important role in implementing organizational rules and 
policies. The failure of the supervisor to carry out what the organization has promised can 
cause the employee less likely to trust the organization. This means that employees feel that 
their organization has breached the promises. As a result, employees may become angry and 
show their anger through workplace deviant behavior such as absenteeism or taking longer 
breaks, which will surely affect the organization productivity. Second, the implication of a 
policy is that the organization needs to ensure that what is set out in the policy needs to be 
implemented if the organization fails to implement the policy (promises made by the 
organization), it will cause employees disputing the organization and this can also have 
serious implications on employee behaviour. 
 
The findings of this study prove that psychological contracts are important for the formation 
of employees’ behaviours, especially in reducing workplace deviant behaviour. Workplace 
deviant behaviour can have a huge impact on an organization and can affect the productivity, 
reputation and profitability of the organization. In the context of higher education 
institutions, it is becoming more complicated as it involves the development of human capital. 
The results of this study show that supervisor support and organizational trust are crucial in 
meeting the demands of psychological contracts, which in turn can mitigate lecturers' 
workplace deviant behaviour. The reduction of workplace deviant behaviour in the workplace 
will certainly have a positive impact not only on the members of the institution but also on 
the overall performance of the institution.  
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