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Abstract

The problem of deviant work behaviors and the neglect thereof can prevent organizations from achieving their ideal goals.
On the one hand, the importance of senior managers in advancing organizational and national objectives, as well as the broad
impact of their attitudes, activities, and performance, is undeniable. On the other hand, alongside the personal weaknesses
and limitations of certain managers, their exposure to internal and external corrupting factors has not only reduced
productivity but also inflicted severe damage resulting from the deviation of managerial behavior and performance. In this
context, most research has been directed toward general employees, while senior managers and their deviant behaviors have
been largely neglected. Accordingly, the purpose of this study is to identify the factors, contexts, and countermeasures related
to these behaviors. This study employed a qualitative method, using thematic analysis to portray the current situation. In this
regard, semi-structured interviews were conducted with 17 managers and experts who had been selected through snowball
sampling. The data were transcribed, coded, and analyzed. From the interview analysis, 432 codes, 60 concepts, 14
subcategories, and 2 main categories emerged. Among these, “weakness in human resource processes” was identified as the
most important subcategory. The other 13 subcategories were: managers’ families, political deviation, prioritization of
biases, entrapment in economic pitfalls, mental framework, inherent and specific managerial characteristics, receiving gifts
and commissions, relations with toxic colleagues, weakness of laws and law enforcement, societal culture, economic and
livelihood problems, international influence, and supervisory institutional challenges. The findings suggest that meritocracy
and systematization should be considered two crucial issues in eliminating the grounds for deviation and reducing deviant
behaviors. Establishing a council for safeguarding meritocracy and designing and implementing a comprehensive system
for senior managers, along with other recommendations provided at the end of the article, can address the existing gaps.
Keywords: Deviant work behavior, public organization, senior manager, supervision, meritocracy
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Extended Abstract

Introduction

Human resources are universally acknowledged as the most valuable asset of organizations, providing both
tangible and intangible contributions to organizational performance. Within this broad spectrum, senior
managers hold a unique position, as their decisions and actions exert cascading effects on both organizational
and national outcomes (Ameri et al., 2024). A growing body of research emphasizes that while employees at
all levels can engage in deviant workplace behaviors, senior managers, due to their discretionary authority and
access to strategic resources, possess an amplified capacity to engage in, conceal, or normalize deviance
(Almshabhi et al., 2022; Dehghanpour et al., 2023). Deviant work behaviors (DWB) are defined as voluntary
actions that violate significant organizational norms and threaten the well-being of an organization and its
stakeholders (Shool et al., 2019). These behaviors range from minor infractions, such as misuse of
organizational resources, to severe actions including corruption, abuse of authority, and political manipulation
(Di Stefano et al., 2019; Robinson et al., 2019).

Despite the prevalence and severity of deviant behaviors, the scholarly literature has often focused more on
ordinary employees than on managers and leaders. This imbalance leaves a critical research gap, as managerial
deviance not only influences subordinates but also sets systemic precedents that perpetuate misconduct (Ashna
& et al., 2019; Jamali Rusht et al., 2022). For instance, studies demonstrate that managers’ opportunistic or
self-serving behaviors are positively associated with the rise of deviant employee behaviors (Fattahi et al.,
2020; Piri & Mousavi, 2019). Similarly, toxic managerial behaviors are found to erode employee morale and
foster an environment conducive to misconduct (Bani Sheikh-Eslaami et al., 2023; Saremi & et al., 2019).
Contextual factors such as organizational justice, ethical climate, and socio-cultural environment further
exacerbate or mitigate workplace deviance. Research has consistently highlighted that perceptions of injustice,
inequality, and discrimination act as triggers for deviant conduct (H Hany et al., 2020; Hashish, 2020; Qu
et al., 2020). Furthermore, cross-national studies illustrate how cultural, political, and social dynamics shape
the intensity and form of deviant behaviors. For example, Islamic work ethics have been shown to negatively
correlate with workplace deviance, while weak cultural alignment fosters misconduct (Diismezkalender et
al., 2021). In the same vein, international research stresses the interplay between personality traits, such as
moral identity, and contextual stressors like supervisory incivility, which jointly predict deviant tendencies
(Kim et al., 2021).

Another dimension emphasized in recent studies is the role of family and social support systems. Evidence
suggests that dysfunctional family environments and lack of perceived social support heighten vulnerability to
deviance, particularly among adolescents and managers under high pressure (Alyafi & Alzamil, 2024;
Antokhina & Nemtseva, 2024; Sari et al., 2024). Moreover, globalization and digitalization have introduced
new pathways for deviant behaviors, as seen in research highlighting the impact of the digital age on
adolescents’ misconduct and online risk-taking (Mirzagayeva, 2024). These findings collectively suggest that
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deviant work behavior is not confined to organizational boundaries but is interwoven with societal and
psychological factors.
From a methodological perspective, qualitative approaches have proven instrumental in identifying the
antecedents and mechanisms of deviance, particularly through in-depth interviews and thematic analysis. Such
approaches enable researchers to uncover latent cultural, social, and organizational dynamics that quantitative
studies might overlook (Danaeefard & Mozaffari, 2018). Furthermore, the importance of meritocracy and
systematic human resource processes in preventing deviance has been echoed across multiple studies, pointing
to the urgent need for transparent recruitment, fair performance evaluation, and continuous managerial training
(Asar & Saedi, 2021; Heraqi & Darvishi, 2019; Shiri et al., 2022).
Building upon this body of evidence, the present study addresses the critical gap by focusing explicitly on
senior managers in public organizations. By exploring the multi-level factors influencing deviant work
behaviors, the research contributes to both the theoretical discourse and practical policy measures aimed at
reducing misconduct. Ultimately, the study underscores that combating managerial deviance requires not only
structural reforms but also cultural, psychological, and socio-political interventions (Jafari et al., 2024;
Manteghi, 2019).
Methods and Materials
This study employed a qualitative research design based on thematic analysis. Data were collected through
semi-structured interviews with 17 senior managers and experts selected via snowball sampling. The
interviews were transcribed, coded, and analyzed iteratively to ensure theoretical saturation. The coding
process yielded 432 initial codes, which were subsequently clustered into 60 concepts, 14 subcategories, and
two overarching main categories. To ensure trustworthiness, measures such as peer review, participant
validation, and methodological triangulation were employed.
Findings
The analysis revealed two main categories: (1) individual and organizational deviance-inducing factors and
(2) national and international deviance-inducing factors. Within these, 14 subcategories were identified. The
most critical subcategory was “weakness in human resource processes,” which encompassed issues such as
ineffective recruitment, lack of merit-based appointments, insufficient managerial training, and poor
performance evaluation systems.
Other notable subcategories included:
o Family-related pressures, such as excessive financial demands, overseas residence of family
members, and familial expectations for rapid promotion.
o Political deviations, including prioritization of party interests over organizational goals and affiliation
with unlawful political groups.
o Economic traps, such as engagement in second jobs, misuse of organizational positions for personal
gain, and collusion with brokers.
e Mental frameworks, referring to distorted perceptions about organizational norms and society at
large.
o Managerial personality traits, such as greed, dishonesty, and weak moral character.
e Acceptance of gifts and commissions, highlighting susceptibility to bribery.
e Toxic workplace relationships, including manipulative subordinates and corrupt supervisors.
o Weaknesses in law and law enforcement, including ambiguities in regulations and low penalties for
misconduct.
e Societal culture, particularly tolerance for corruption and widespread low accountability.
e Economic and livelihood challenges, such as inflation and unequal compensation structures.
o International influence, including foreign infiltration and dual nationality risks.
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o Challenges in supervisory institutions, such as fragmented oversight, political interference, and
reactive rather than preventive monitoring.

Overall, the findings underscored that deviant behaviors among senior managers are multifaceted, driven by a
combination of internal weaknesses, organizational deficiencies, and external socio-political pressures.
Discussion and Conclusion
The results of this study highlight that senior managerial deviance is a product of interrelated factors operating
across individual, organizational, and societal levels. The identification of weaknesses in human resource
processes as the most significant contributor underscores the necessity of systemic reforms in recruitment,
appointment, training, and evaluation mechanisms. Moreover, the influence of family and social pressures
reveals that managerial behavior cannot be divorced from broader socio-cultural contexts.
The findings also suggest that political entanglements and economic vulnerabilities create fertile ground for
misconduct, making it essential to insulate managerial positions from partisan and financial pressures.
Similarly, the role of societal culture and weak enforcement mechanisms indicates that deviant behaviors
persist not merely because of individual moral failings but due to systemic tolerance and structural gaps.
By situating managerial deviance within a broader ecological model that incorporates personal, organizational,
and environmental dimensions, the study advances theoretical understanding of deviant work behaviors.
Practically, it calls for the implementation of a comprehensive governance framework that emphasizes
meritocracy, transparency, robust oversight, and socio-cultural interventions.
In conclusion, addressing deviant work behaviors among senior managers in public organizations requires a
holistic strategy that integrates institutional reforms with socio-cultural and psychological supports. Only
through such multi-level interventions can public organizations safeguard their legitimacy, enhance
productivity, and foster trust among citizens.
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