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Abstract 
Counterproductive work behaviour (CWB) projected would negatively impact both individuals 
and organizations in some ways. The ideas of CWB harm the performance of the institution 
which develops stress-related issues, low morale and lost work time. To estimate the 
likelihood of reducing counterproductive work behaviour (CWB) among employees, this 
concept paper aims to examine work ethics and CWB with a prediction that strong work ethics 
are seen to make people less inclined to participate in CWB. The main objective of this study 
is to investigate how work ethic components are affecting CWB. A theoretical structure was 
created using theoretical models to identify the elements of work ethics that are expected to 
reduce CWB such as ethics code, regulations, independence, hard work and work goals. The 
research will be conducted in selected institutes of higher education which discover both 
academic and non-academic. A questionnaire will be used as the data gathering tool in this 
quantitative study and the analysis uses IBM Statistical Package for Social Sciences (SPSS). The 
expected findings after the hypotheses have been tested are the components of work ethics 
able to reduce CWB among employees as predicted. Future research should involve additional 
variables and be conducted in different areas of sectors to allow the extending level of 
analysis specifically in understanding human behaviour.     
Keywords: Counterproductive Work Behaviour, Ethics Code, Regulations, Independence, 
Hard Work and Work Goals 
 
Introduction 
Behaviour is categorised as either positive or negative in the context of work. The desired 
behaviour is known as good behaviour also referred to as organizational citizenship behaviour 
(OCB) especially when it comes to increasing worker productivity and organizational 
performance. Furthermore, OCB is described as discretionary activity that increases the 
overall effectiveness of the organisation but is not immediately or overtly recognised by the 
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official incentive system (Anwar et al., 2020). Further, OCB refers to an employee's civic 
activity in the workplace that goes beyond employment requirements (Eungoo & Hwang, 
2023). Generally, to promote effective work and higher productivity, an organization requires 
a positive attitude from all employees (Robbins & Judge, 2009). Because of this, the majority 
of businesses anticipate that their staff will be more productive while abstaining from any 
unfavourable behaviour that could interfere with the seamless operation of the company.  
In contrast, the subject of this concept paper is counterproductive work behaviour, or 
negative behaviour (CWB). Any action taken by members of an organization that violates the 
law or the organization's norms and regulations is known as the CWB (Sackett and Devore, 
2001). According to Robinson and Bennett (1995), CWB terms refer to workplace deviant 
behaviour which is used in sociological research. Some scholars refer to CWB as a voluntary 
collection of acts that may breach organizational formality inside the workplace Choi & Park, 
2015; Fida et.al., 2015). Additionally, Robinson and Bennett (1995) distinguished between 
CWB interacting with the organization (CWB-O) and CWB interacting with individuals (CWB-
I). The (CWB-O) include theft, fraud, sabotage, purposefully working slowly, and wasting 
resources, while (CWB-I) such as verbal abuse and hostility. Furthermore, CWB are 
dysfunctional behaviours that affect people individually as well as the organisations where 
they operate. In addition to breaking organizational policies, dysfunctional behaviour hurts 
output and profitability by having a detrimental impact on staff members (Tahir et al., 2018).  
There are various reasons CWB issues have been highlighted as such cost and productivity 
issues. Aligned with the statement, CWB costs organizations personnel and productivity, 
increases turnover and job stress, and generates a generally bad workplace climate that 
results in a lack of energy, excitement, and optimum production from employees (Mount & 
Johnson, 2006). Additionally, CWB significantly affects a business’s profitability, exceeding 
other HR or organizational behaviour challenges as well, with estimates ranging from billions 
of dollars to billions of dollars (Bennett et al., 2018). According to recent studies, over 90% of 
employees admit to participating in workplace deviance or CWB (Bennett et al., 2018). Five 
categories; verbal abuse, production deviance, sabotage, theft and withdrawal  are used to 
characterise CWB (Spector et al., 2006).  
CWB in higher education does not entail confronting coworkers or disagreeing with a leader's 
stance. Rather, it may lead to a deteriorated environment at school, interfere with 
administrative tasks, and impede the process of teaching and learning.  According to Robinson 
and Bennett (1995), CWB in higher education solely impacts political and production 
deviance, not the economic side. Delaying the commencement of the class, staying late at 
work without authorization, taking unscheduled absences and accelerating the learning 
timetable are examples of CWB at higher education within the context of production 
deviance. In addition, Kidwell et al (2018) argue teaching slowly, working sluggishly and 
engaging in other associated behaviours can also be included as CWB activity.  
While, political deviance happens in higher education such as promoted depending on 
personal interests rather than performance reviews (Sarwar & Alam, 2010). Emerging CWB 
issues in institutes of higher education also due to educational leaders have not paid much 
attention (Ibrahim & Iqbal, 2015). According to Hidayah et al (2023) higher education 
establishments demand more independence and a high level of accountability from their staff 
members which isn't the case for workers in corporate or factory settings, where ties to 
coworkers are tight and organizational structure plays a significant role. Among issues 
regarding CWB at some public and private universities in Pakistan, is the wrong ethical system 
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or ethical climate determined as the main factor influencing deviant behaviours (Obalade & 
Arogundade, 2019).  
In addition, deviant behaviour engaged among staff members both academic and non-
academic at institutes of higher education such as extortion of money, irregularities in student 
conduct, falsifying student grades and staff records to make money, blatant disrespect for 
established authority and admission fraud, and impersonation (Egidi et al., 2017). Chirasha & 
Mahapa (2012) conducted study relating CWB among employees in state universities in 
Nigeria found several CWB trends which is 15% of the participants reported that they had 
taken extended breaks, while 10% of the respondents received a warning for purposely 
working slowly, printing their items and other workplace infractions.  
For instance, a recent study on work ethics and workplace deviance found that when workers 
are in an ethical environment, they are less likely to act in a deviant manner in other 
environments (Soomro et al., 2020). According to Abdullah and Halim (2016), work ethic 
appears to be the most essential aspect in an organization's development and influencing the 
CWB in the public sector. Nonetheless, there are conflicting or inconsistent findings about 
how ethical employment affects employees' aberrant behaviour (Hsieh & Wang, 2016). 
Furthermore, most work ethics and CWB studies carried out in Malaysia were in the public 
sector and involved a small number of researchers who focused on particular aspects of work 
ethic (Abdullah and Halim, 2016; Yahya et al., 2011; Sharif, 2000; Nazaar et al.,1997).      
As a result, research on work ethics and CWB concerns in institutes of higher education in 
Malaysia are under-researched based on the gaps in local research. Thus, the purpose of this 
concept paper is to examine the connection between CWB and work ethics further, assuming 
the components of work ethics, such as ethical codes, rules or regulations, independence, 
hard work and work goals or objectives might lessen the incidence of CWB among members 
in institutes of higher education.  
 
Literature Review 
Self-Regulation Theory (SRT) and other aspects of work ethics are the main topics of this 
study. It is believed that a variety of work ethics-related components, such as ethical codes, 
rules or regulations, independence, hard work and work goals or objectives may lessen 
workers' counterproductive work behaviour (CWB). These will be covered in the following 
subsections.  
     
Self–regulation theory (SRT) 
Bandura (1991) defined self-regulation theory (SRT) as an ongoing, active process in which an 
individual engages in three activities: (1) observing one's behaviour, including influences and 
consequences; (2) evaluating one's behaviour in light of one's standards (goal); and (3) 
reacting to one's behaviour, including thoughts and feelings regarding the behaviour. It was 
defined as a theory that outlines the steps and elements involved in choosing what to feel, 
think, say, and do. When it comes to making informed judgements, it is particularly crucial. 
The theory emphasises self-regulation to ascertain a person's capacity to influence or control 
their impulses to make sense of their circumstances, as referenced in Bandura (1991) as well.  
Besides, Oettingen (1999) has proposed that one of the self-regulating modes is to be 
reasonable and unaffected by anticipated chances of success, such as expectations, where 
people could try too hard (when hopes are high) or too little (when expectations are low) to 
achieve their goals. Aligned with the development of the framework, the self – regulation 
theory represents the situation where people use a designated work ethic at the workplace 
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and then move toward action or behaviour as the outcome. There are arguments about the 
connections between self-regulation and behaviour as the outcomes including criminality, job 
performance, and human behaviour (Baumeister et al., 1994). Self-regulation theory not only 
the control of actions but also the ideas and emotions (Sheppes et al., 2015).  
It can also be interpreted as an all-encompassing argument, including a broad range of goal-
relevant activities such as changing one's ideas, feelings, and behaviours and exerting 
conscious self-control (Fujita, 2011). Positive psychological well-being and behaviours that 
promote health are fostered by efficient self-regulation (Baumann et al., 2005). The ability to 
survive and thrive in a range of situations is one of humanity's adaptive advantages. 
Therefore, this perspective maintains that the ability to control one's thoughts, attention, 
emotions, behaviours, and reactions is a crucial component of self-regulation (Gestsdottir & 
Lerner, 2008). As the researcher persists in investigating the correlation between work ethic 
and counterproductive work behaviour (CWB) inside the workplace, this theory appears to be 
pertinent.  
    
 Counterproductive Work Behaviour (CWB) 
The occurrence of such behaviours in the workplace is seen as damaging to the organization's 
well-being (Bennett & Robinson, 2000). Regardless, employee deviation is regarded as a 
negative factor in organisational effectiveness, and concerns around workplace misbehaviour 
have received significant media attention. Five categories were used by Spector and Fox 
(2005) to categorize CWB; production deviance, abuse, theft, sabotage, and withdrawal. 
There are various common and widely quoted CWB definitions, the majority of which are 
provided by recognised experts in the field. One of the early definitions of CWB is by (Wheeler, 
1976), who differentiates it from minor to major. Furthermore, it asserted that it can 
distinguish between deviants directed against organisations and individuals. Due to these two 
differences, four deviance typologies or quadrants known as CWB individual or people (CWB-
I) and CWB organization (CWB-O) were created and each quadrant was classified as mild to 
major CWB (Robinson & Bennett, 1995). The four components are characterized as property 
deviance, production deviance, personal aggressiveness, and political deviance, and they 
have received a lot of attention in academia. 
    
Work Ethics 
Aside from financial resources, work ethics might influence someone to conduct or not 
commit a crime (Komari & Djafar, 2013). Work ethics are crucial in today's workplace since 
employee behaviour greatly affects an organization's capacity to compete in the global 
economy (Valentine & Barnett, 2013). The foundation for ethical behaviour among 
employees and a means of averting issues that could be harmful to the company and its 
members is work ethics (Yousef, 2001). Employees who work in organizations that prioritise 
the development of work ethics pertinent to their concerns will behave ethically (Valentine & 
Barnett, 2013). Work ethics are cultural norms founded on the idea that employment has 
intrinsic value for people and that people should take full responsibility for their jobs (Nizam 
et al., 2016).  
There are a few phrases that are used interchangeably to describe work ethic such as ethical 
work climate which describes an environment at work that encourages moral behaviour 
(Schminke et al., 2007). According to Sapada et al (2017), work ethics are normative norms 
that consist of a set of moral guidelines and rules that direct employees in carrying out their 
professional responsibilities throughout the company. It also covers the moral principles and 
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ideals that guide an individual's or group's behaviour. Additionally, it describes also as an 
ethical work environment that is built on diligence, integrity, consideration, and adherence 
to rules and guidelines. Businesses without an ethical work environment confront a variety of 
issues, both personal and professional, including deviant behaviour by employees, poor 
performance, low productivity, and employee discontent (Farouk & Jabeen, 2018). Leaders 
must uphold the organization's core values, to ensure that an ethical environment is being 
fostered (Soomro et al., 2020). 
Numerous indicators have been established in the literature to be used in measuring work 
ethics. The indicators include employee evaluation and promotion Long et al (2021); 
employees’ productivity (Runtu et al., 2019); job performance Akinbode and Falola (2015); 
work satisfaction and organizational commitment (Komari & Djafar, 2013); human ethics, 
business policies and procedures, legal frameworks, codes of conduct Elçi & Alpkan (2009); 
leadership Hitt (1990) and many else. According to Yunus et al (2011) stated that a decline in 
work ethics has been associated with an increase in deviant behaviours in the workplace. 
    
Work Ethics in Institutes of Higher Education (IHE) 
Recent modifications to the operating system and work environment have brought attention 
to the need for work ethics in higher education institutions. Higher education like universities, 
has seen an increase in unethical behaviour from both academic and non-academic sources 
(Ehrich et al., 2012). Among the unethical behaviours noted by research participants were 
academic dishonesty, improper behaviour towards staff and students, and inconsistencies 
with the organization's norms and procedures (Ehrich et al., 2012). Besides that, ethics in the 
university context highlighted the most unethical behaviours include staff and student 
plagiarism, several types of cheating, power abuse and taking presents or cash in exchange 
for marks (Ashford & Davis, 2006). Study conducted by Zvavahera et al (2021), recommended 
that strong work ethics which align with optimal HR procedures may improve workplace 
relationships and productivity.  
Good workplace ethics promote a happy atmosphere and guarantee a motivated and 
productive workforce, which reduces the likelihood of labour conflicts that could be 
expensive for the organization as well as the employee (Jayabalan, 2013). Ethics plays a 
significant role in higher education institutions' overall plans for creating an ethical culture 
within their institutes (Preston et al., 2002). Despite their tremendous relevance as a 
fundamental component of corporate culture, organizational ethics and the execution of 
ethical initiatives at all organizational levels are still often overlooked or even neglected, not 
only in the business sector but also in the educational system (Juras et al., 2022). 
In addition, the result of the study obtained ethical policies and initiatives alone may not be 
very effective in influencing staff members' ethical behaviour; however, when combined with 
high ethical behaviour that has been demonstrated at the organizational level, these policies 
and initiatives have a positive effect on university staff members' ethical behaviour. According 
to Prisacariu & Shah (2016), moral principles and ethics are characteristics of a top-notch 
institution since they provide ethical norms for research, teaching, and other endeavours 
through corporate and academic governance frameworks. 
Rather than the actions of administrative personnel, the majority of how ethics are viewed in 
higher education is determined by the behaviour of leaders, instructors, and students as well 
(Juras et al., 2022). Higher education institutions' moral principles and ethics are evaluated 
by looking at how administrators and staff conduct themselves as well as how students 
behave as a result of their influence (Mirshekary & Lawrence, 2009). Most researchers are 
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increasingly paying greater attention to previously disregarded studies on organizational 
ethics, ethical issues and behaviours in higher education since these themes have gained 
significance and are viewed as persistent problems (Rothman, 2017; Jamil et al., 2019).    
 
CWB in Institututes of Higher Education (IHE) 
Even in institutes of higher education, the issue of CWB or unethical behaviour in the 
workplace persists and the issues surrounding higher education are gaining attention and are 
becoming a frequent subject of discussion amongst a variety of people (Ishak et al., 2019). 
Concerns about organizational wrongdoing have drawn the attention of numerous 
researchers as well as in institutes of higher education with its constituents; academicians, 
administrators, and students become enmeshed in the problem which the scandals can 
involve fraud, bribery, and corruption (Ishak et al., 2019).  
In addition, there is a claim that given the challenges and advancements in the sector, ethical 
and moral principles should be closely linked to the quality of higher education (Prisacariu & 
Shah, 2016). Study by McCornac (2015) which surveys among academicians, administrators 
and students demonstrate how deeply ingrained institutionalized corruption is in Vietnam's 
higher education sector. An act that deviates from what is deemed morally appropriate is 
referred to as unethical behaviour and higher education institutions may experience this type 
of attitude from their administrative personnel, lecturers, and students (Ishak et al., 2019).   
According to De Russy (2003), unethical behaviour in in institutes of higher education 
including lecturers frequently arriving late for class, using harsh language with students, 
misusing research grants, plagiarising, having affairs with students, refusing to teach or do 
research, and struggling to complete assigned administrative tasks. Regarding the 
administrative personnel, examples of unethical activity include corruption, utilising 
university resources for personal benefit, obtaining goods and services illegally, and abusing 
authority for material or private advantage (Heyneman, 2015). Table 1 illustrates how 
unethical behaviours and the ethical infrastructure in institutes of higher education (IHE) are 
perceived. 
 
Table 1 
The components of ethical culture and unethical behaviours in Universities 

Ideal components of ethical culture 
The most prevalent unethical 
behaviours 

Mission statement Purchasing goods and services illegally 

Honour code for students fraudulent graduation, grading, and 
admissions 
 

Codes of conduct for students, faculty and 
administrators 

Research plagiarism, favouritism towards 
members, biased grading, and abuse of 
authority are examples of professional 
misconduct 
 

Adjudication procedures and reported 
ethical violations 

Fraud involving the utilisation of university 
property and tax payments 
 

Source: Adapted from Ishak et al (2019) 
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Work ethics and counterproductive work behaviour (CWB) 
One of the elements influencing many organizational behaviours is an ethical work 
environment, which has a significant effect on deviant behaviour. These two items could be 
related directly or through the mediation of other elements (Mansoara & Armanu, 2021).  The 
principle of a culture of ethics in the workplace gives workers clear direction on appropriate 
conduct, which reduces role conflict, ambiguity, and stress and, as a consequence, lowers 
turnover (Mulki et al., 2008). Study by Vardi (2001) claims that a study of employees at a 
metal manufacturing business revealed a negative correlation between work ethics and 
undesired employee behaviours, such as drinking at work, utilising personal phone calls, and 
harassing coworkers sexually.  
Based on a previous study by Robinson and Bennett (1995), workers who operate in an 
unethical environment are more likely to act abnormally. While, according to Andreoli and 
Lefkowiz (2009), a deficient ethical in the workplace was found to be a predictor of deviance. 
There is a claim that a company may have a range of problems as a result of an unethical 
culture, for example is disgruntled workers, poor performance, and low production (Bennett 
et al., 2018). Work ethics is a very broad notion that includes morals, leisure, and the 
workplace. Some components of work ethics are covered in this concept paper such 
following; an ethics code, independence, rules, hard work, and work goals as 
 
Ethics Code 
It has been noted that by defining norms for employee ethics, ethical codes offer a clear route 
to more viable and justifiable organizational activities (Adelstein & Clegg, 2016). Previously, a 
study by Adelstein & Clegg (2016) they chose Microsoft Corporation as one of the world's 
most prominent and globally visible organizations to be the focus of its empirical research. 
Microsoft’s code of ethics includes equal prescriptions for employee behaviour and 
disciplinary actions. According to Paine (2010), an organizational code of ethics can be 
understood as a tool for controlling and regulating desired employee behaviour, taking 
corrective action, upholding higher ethical standards, and requiring compliance with 
performance assessments. An ethics code’s purpose is to ensure that a company's code of 
ethics is well-known and improves the company's reputation (Basu & Palazzo, 2008). An 
individual's work ethic and level of job satisfaction are believed to be validated by ethics rules 
(Elçi & Alpkan, 2009). Precisely said, a company's code of ethics is the official, documented, 
and legally-mandated statement of the organization's values for moral behaviour among its 
employees (Adelstein & Clegg, 2016). Thus, this study proposed the following hypothesis to 
be tested 
 
H1: Research indicates a negative correlation between the ethics code and counterproductive 
work behaviour (CWB) among staff in institutes of higher education.  
 
Regulations 
Regulations are the guidelines that personnel must adhere to, which they demonstrate by 
their attitudes (Al-Nashash et al., 2018). Generally speaking, the rules or regulations may 
reflect the guidelines, or other limitations on how to follow legal requirements, commercial 
customs, and similar practices (Leite & Leonardi, 1998). The rules should be interpreted as 
broad declarations about the organization and how its members are expected to carry 
them out in everyday activities (Leite & Leonardi, 1998). Workplace laws are also employed 
in the safety industry to encourage workplace safety measures. In addition, to encourage 
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personnel to practice safety on construction sites, an organization must define its safety 
principle through safety policies, rules, and regulations (Zulkeflee et al., 2020). Based on the 
literature, the most successful safety program in developing employees' behaviour  includes 
continuing efforts in updating work procedures and having efficient and effective safety rules 
and regulations (Hassan et al., 2007). Strict supervisory monitoring must be coupled with 
efficient safety laws and regulations to guarantee that the safety goals are met and to 
minimise deviant behaviour at work sites (Zulkeflee et al., 2020). Appropriate regulations are 
fundamental to producing effective outcomes and the processes for creating regulations are 
significant, even if not crucial (Thompson, 2011). According to some empirical results in the 
literature, employees must follow corporate norms, regulations, processes, and policies to 
support organizational objectives and maintain the organization's viability (Appelbaum et al., 
2007). In light of the debate, this study proposed that: 
 
H2: Research indicates a negative correlation between the regulations and counterproductive 
work behaviour (CWB) among staff in institutes of higher education. 
  
Independence  
The ability of a person to act within an organization in their own best interests while 
considering the extent to which their moral principles lead them is known as independence 
(Shacklock et al., 2011). The ethical principle-related aspects of independence depend on the 
employee's moral and personal convictions as well as their preference for upholding their 
own set of moral standards (Al-Nashash et al., 2018). Workers act on their moral convictions 
while adhering to established guidelines and individual decisions are made by considering 
moral standards (Elci & Yagmur, 2019). Within the context of their moral convictions, 
employees can guide their behaviour in the independence component. Furthermore, 
personnel base their decisions primarily on their own beliefs, giving precedence to their moral 
convictions above external forces when making ethical climate decisions (Tokmak, 2020). 
Previously, in measuring work ethics, independence also has been used as one of the 
measurements and the result shows high reliability of the independence subscale with having 
Cronbach alpha of 0.87 (Gwamanda & Mahembe, 2023). As a result, the following hypothesis 
was put forth for testing in this study: 
 
H3: Research indicates a negative correlation between independence and counterproductive 
work behaviour (CWB) among staff in institutes of higher education. 
     
Hard Work 
An ethical work environment is defined as one that fosters moral behaviour. It also addresses 
the ethical concepts and precepts that guide a person's or an organization's actions (Soomro 
et al., 2020). Principles of the organization, such as honesty, diligence, and integrity, are 
fundamental to establishing ethical standards in the workplace and should never conflict with 
them (Soomro et al., 2020). Thus, hard work is mostly used as one of the indicators in 
measuring work ethics or ethical work climate (Ali, 1998; Komari & Djafar, 2013). 
Furthermore, base their decisions primarily on their own beliefs, giving precedence to their 
personal moral convictions above external forces when making ethical climate decisions (Al-
Nashash et al., 2018). According to Ali (1998), the Islamic work ethic also emphasises that 
dedication to one's work and hard labour are the keys to success and growth in the workplace. 
The key to success for both people and organisations is hard work, which fosters a strong 
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work culture in the workplace (Yunus et al., 2011). This study made the following suggestions 
based on claims made in the literature:  
 
H4: Research indicates a negative correlation between hard work and counterproductive 
work behaviour (CWB) among staff in institutes of higher education. 
    
Work Goals 
Employees' attitudes towards work that fosters self-esteem have been described as the 
indicator of work goals utilised in work ethic measurement (Cullen & Victor, 1988). According 
to Al-Nashash et al (2018), having independence and work goals within work ethics is highly 
integrated into employee job happiness. The outcome emphasised the significance of work 
goals while creating work ethics with employees in mind. It also shows how closely 
independence and ethical work goals are related to job satisfaction among employees (Al-
Nashash et al., 2018). The tool used to assess work ethical goals such as; that employees 
always attempt to improve their efficiency and set their tasks to be fulfilled efficiently. 
Establishing goals for work is considered a form of work spirituality or belief, which is 
characterised as a philosophy that fervently upholds the notion that labour is valuable and 
significant (Amin et al., 2021). The implication of spirituality at work at the individual level is 
individual's work attitudes and behaviour are motivated, interested, and passionate about 
doing tasks that have meaning and purpose as a result of this notion (Tayebiniya & 
Khorasgani, 2018). Prior research has demonstrated a conceptual relationship between 
workplace spirituality and workplace misbehaviour which they contend that having belief in 
a job will give employees a moral base that will withstand workplace immorality (Malik & 
Lenka, 2018). Therefore, the below hypothesis is formulated: 
H5: Research indicates a negative correlation between work goals and counterproductive 
work behaviour (CWB) among staff in institutes of higher education. 
 
Proposed Research Framework 
This research aims to reduce counterproductive work behaviour (CWB) by proposing work 
ethics in five dimensions, as shown in Figure 1.  
  
 
               Work Ethics 
                Ethics Code                  H1 
 
                Regulations                   H2 
 
               Independence                H3                                                       Counterproductive Work  
              Behaviour (CWB) 
                Hard Work                    H4          
 
                Work goals                   H5                                        
 
                        IV                                                                                                        DV 
Figure 1: Research Framework 
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Research Methodology 
This study will employ correlational research design and quantitative research methods to 
analyse the variables that could affect the way this study is conducted. Additionally, the 
quantitative approach involves a researcher using Google Forms as a platform for data 
collection to administer surveys or questionnaires to collect information. Then, the 
respondents who are administrative and academic staff members from selected institutes of 
higher education that met the requirements established by the researcher will complete the 
questionnaire. As a result, this study will be carried out at three institutions: A Institute, B 
Institute, and C Institute and artificial names will be used to protect the secrecy of the three 
institutes. A five-point Likert scale with the following categories will be used: (1) for highly 
disagree, (2) for disagree, (3) for neutral, (4) for agree, and (5) for highly agree.  Another 
section of questions will be used; (1) for Never, (2) for once in a while, (3) for some days in a 
month, (4) for every day and (5) for many times a day.  
The unit analysis of this research will be an individual employee who is working in the selected 
institute of higher education. The 761 personnel across the three institutes that have been 
chosen will be the population of this study. The researcher then uses this number to calculate 
sample sizes using the table created by (Krejcie & Morgan, 1970). The table indicates that 
there are 248 employees in the study's sample. The researcher will utilize IBM Statistical 
Package for Social Sciences (SPSS) version 28 to carry out this research. 
The independent variables (IVs) in this study are the following: independence, regulations, 
hard work, and work goals; the dependent variable (DV) is counterproductive work behaviour. 
The variables' items are taken from multiple references by the researcher to develop the 
questionnaire. The independent variables are based on a total of eighteen items from  Al-
Nashash et al (2018); Ethics Code (4), Regulations (4), Independence (3), Hard Work (3) and 
Work Goals (4). Then, Counterproductive work behaviour (CWB) refers to; Fox and (Spector, 
2002; Gruys & Sackett, 2003; Akbulut et al., 2016).   
 
Conclusions 
The study's conclusion highlights the fundamentals of work ethics that have been highlighted 
to lower the prevalence of counterproductive work behaviour (CWB) among employees, 
particularly in higher education institutions. It also emphasizes how these elements are 
critical in helping organizations minimize the cases of CWB at the workplace. It is expected 
that enhanced work ethics compliance may reduce the risk of CWB activities. Organizations 
must address the different components of the workplace that can have a substantial impact 
on employees and the firm as a whole. Each employee also should be educated and reminded 
to let them understand the value of a strong work ethic in their allocated responsibilities, 
habits, and attitudes and the effect of work ethics practices towards employees as individuals 
and the organization as a whole.  
 
Contribution of the Study 
The fresh contribution is expected to make a significant contribution to education as well as 
other areas. Theoretically, behavioural research will contribute to the conservation of 
resources hypothesis by giving light on the link between workplace deviance and work ethics. 
The evaluation of the literature indicates that, as of yet, no local study has looked at the 
association between all five variables in one study except for substantial studies (Al-Nashash 
et al., 2018). As a result, the study demonstrates a lack of understanding of the facets of work 
ethics that encourage the reduction of counterproductive work behaviour (CWB) at work. 
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Furthermore, the study's codified work ethics or ethical principles are viewed as an initiative 
and are expected to have a significant influence on the participants' ethical behaviour in 
higher education institutions.  
This study which assumes that compliance with work ethic will reduce the CWB at the 
workplace is aligned with Ambikai (2019) which implementation of strict laws and regulations 
in organizations as an effort to decrease deviant behaviour. Moreover, supposing that a 
university's ethics are determined by the opinions of its professors, administrative personnel, 
and students, which dictates immoral conduct that gets embedded in the organisational 
culture (Rothman, 2017). Furthermore, the study contributes to fostering employees' feelings 
of commitment towards the organization. It was agreed by a prior study that found a negative 
correlation between workplace deviance and ethical climates of independence, law and code, 
and norms, which in turn boost sentiments of commitment to the organization (Kaur, 2017).   
The contribution of the study also includes the perspective of emphasizing members of an 
organization that should be aware of work ethics since it can aid an effort to further human 
civilization in the organization (Abdullah & Halim, 2016). Additionally, this study contributes 
to the industry through managers can improve their understanding of managing and 
preventing workplace deviance by learning more about the causes of these behaviours 
(Harder, 2019).  
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