             University of Wales Trinity Saint David Birmingham
BA (Hons) Business Management
Introducing  the Modern Workplace




















Elaborated by: 
Adelina Andrusca (2128219)
                               Elena Turcanu (2127547) 
Ivaylo Todorov (2132919) 
Vasile Turcanu (2127548)
Lecturer: Dr Buddhi Pathak


Table of contents
Introduction [Elena Turcanu] ………………………………………………………………….2
I. What is Employee misbehaviour and why is important to study it? [Adelina Andrusca]…2
II. Types of Misbehavior Within Organization [Vasile Turcanu]……………………………2
III. Organizational Misbehavior Manifestations  [Vasile Turcanu]…………………………...3
IV. Organisational Misbehaviour explained through Behavioural Management Theories and Physiological perspectives 
a. Douglas McGregor –Theory X and Theory Y [Vasile Turcanu]………………….4
b. System justification theory (SJT) [Elena Turcanu]………………………………..5
c. Herzberg Theory [Ivaylo Todorov]………………………………………………..6
V. Causes for misbehaviour at the workplace (Intrinsic and extrinsic motivation) [Ivaylo Todorov]…………………………………………………………………………………..7
VI. The Impact of Misbehavior on organizations [Ivaylo Todorov]…………………………..8
VII. The role of management in reducing employee misbehaviour [Elena Turcanu]……….....8
VIII. The role of Leadership Theories (The Trait Theory) in reducing Organisational Misbehaviour [Adelina Andrusca]………………………………………………………..9
IX. Strategies to prevent misbehaviour and make employees satisfied with the job [Adelina Andrusca]…………………………………………………………….………………….10
Conclusion [Elena Turcanu]………………………………………………………………….10
Reference List ………………………………………………………………………………..11
























     Introduction [Elena Turcanu]
People join companies with a multitude of ideologies, views, and mannerisms. Companies are striving to influence employee behaviour in order to accomplish their goals. While the concept of good employee behaviour is more prevalent in specialised literature, approaching the concept of management of employee misbehaviour (MEM) is inevitable.
Inappropriate behaviour at the workplace is causing growing worry because it is extremely expensive, decreases productivity, and has the potential to affect the entire business.
This paper is a group report elaborated by several UWTSD’ s students, aiming to evaluate the concept of misbehaviour by combining theoretical aspects approached during the course, self-study knowledge and personal reflections. 
The keywords that describe the respective reflective report are behavioural management theories, leadership theories, organisational behaviour, employee misbehaviour,  the manager’s role and strategies to prevent misbehaviour at the workplace.

I. What is Employee misbehaviour and why is important to study it? 
[Andrusca Adelilna]
Employee misbehaviour is defined as “any intentional action by members of organizations that violates core organizational and/or societal norms (Mbagwu, 2018). Employee misbehaviour can take many various forms, ranging from drug use that can lead to workplace hazards, to workplace violence that endangers personal safety, to inappropriate use of e-mail and the internet that can expose an organisation to legal action and security breaches. 
Most often forms of Employee Misbehaviour are sexual harassment, bullying, incivility, substance abuse in the workplace, fraud, cyberslacking, sabotage. The multitude of forms of employee misbehaviour demonstrate the importance of the subject. Leaders/managers must pay particular attention to studying the forms listed above in order to predict and reduce the occurrence of employee misbehaviour. By early identification of misbehaviour, conflicts within the collective will be avoided, work productivity will improve, a favourable working climate will be maintained. 

II. Types of Misbehavior Within Organization 
[Vasile Turcanu]
Misconduct can be harmful to the employee as well as the organisation as a whole. According to Mbagwu (2018) organizational misbehaviour (OM) can be categorised into three sorts:
1. Self-serving misconduct: This type of misbehaviour is typically internal to the organisation and is intended to victimise it. There are three main categories that it can fall under: (1) the work itself (for instance, data manipulation); (2) the exploitation of the resources and property of the business (for instance, the theft or sales of product secrets); and (3) the harassment of employees.  
2. Misbehaviour that benefits employees of the organisation: This could refer to activities made by employees that are intended to help external victims but also themselves as employees and the firm as a whole. Customers, social or public institutions may be included. 
3. Behaviour that causes harm or is destructive: This misbehaviour violates the organization's survival and well-being in addition to causing internal or external damage. It typically involves organisation members who intentionally set out to wreak harm or devastation.

Figure 1. Classification of misbehaviour. Source: Adapted from Mbagwu, C. (2018). Organizational misbehaviour: Cause and effects.

III. Organizational misbehaviour Manifestations 
[Vasile Turcanu]
Beane asserts that “People are hired for their skills and fired for their behaviour”.
We have already discussed many OM categories, but how do these wrongdoings actually appear in an organisation? There are five main ways that organisational misbehaviour is expressed: 


	Organisation Misbehaviour manifests
	Description

	1. Intrapersonal misbehaviour

	This is concerned with instances in which specific employees seek to harm themselves at work. It includes things like binge drinking at work, drug and alcohol misuse, and workaholism

	2. Interpersonal misbehaviour

	This potentially detrimental type of misbehaviour takes the shape of persons acting aggressively, being hostile to others at work, and possibly engaging in offensive unsociable behaviour.


	3. Production misbehaviour 

	This is the violation of the required level of quality and quantity of work. For instance, poor work quality, being late or absent, breaching the regulations, etc. 


	4. Property misbehaviour

	This results in the acquisition and destruction of tangible organisational property or assets at a significant cost to the company (fraud, spying, hacking, and sabotage)

	5. Political misbehaviour

	It concerns the application of a strategy in which people, teams, and groups use their strength and influence to secure the resources and results they want. Conflict and discord may result, particularly when several organisational groups are pitted against one another. When the workplace becomes overly politicized, it runs the risk of becoming a hub for other forms of bad behaviour (abuse of authority and unfairness).


Figure 2. Misbehaviour Manifestations. Source: Adapted from Mbagwu, C. (2018). Organizational misbehavior: Cause and effects.
According to the CIPD Good Work Index for 2022, which surveyed over 6,000 workers, 20% of respondents (or more than 6.5 million working adults in the UK) said they planned to leave their current jobs in the coming year. More than a third (35%) of respondents who were considering leaving their work stated they wanted to move for better income and facilities, about 27% answered they wished to improve their work satisfaction, 24% wanted to have a better work-life balance, and 23% desired to work in a different field. 
The CIPD poll also inquired about respondents' reasons for leaving their prior workplace, acknowledging that: low pay and rewards were mentioned by 27%, mismanagement was expressed by 21%, and 20% indicated there was an inadequate work-life balance.

IV. Organisational Misbehaviour explained through Behavioural Management Theories and Physiological perspectives 

Theory X and Theory Y [Vasile Turcanu]
Douglas McGregor suggests a new approach to dealing with employees by referring to Theory X and Theory Y. These theories emphasize 2 different styles of leadership.
According to Theory X, the majority of people are unmotivated, unadventurous, and unwilling to take on responsibility. They also tend to be egocentric and resistant to change. Thus, to persuade someone to work toward the organization's aims, they must be threatened, led, controlled, or persecuted. McGregor admitted that “the typical employee dislikes their job by nature and will use any opportunity to avoid it”.  “To get the normal employee to put out effort, one must use force or threaten punishment.”
My first job in UK was at a Chinese warehouse “Super Smart Service” LTD. From a managerial point of view, the company has conservative and strict policies. I think that Theory X describes quite well the approach of managers within the company. Managers permanently control and pressure employees for higher performance. As a worker, this attitude demotivates me instead of motivating me, a trend also observed among my colleagues. The operators worked when they saw the manager and had a tacit agreement not to exceed the target so that it would not be raised later. 
This communist approach of managers, in my opinion, is influenced by Psychological theories like Cross-Cultural Perspective, and they try to apply Behavioural Perspective in practice. Despite the low-level managers being non-Chinese, they tended to embrace these communist approaches from their Chinese senior managers. The story ends with mass resignations and a reduction in the volume of activity.
On the other hand, McGregor’s Theory Y claim that for the majority of people, working is as a natural effort as relaxing or having fun. Individuals are self-taught and possess self-control when pursuing a goal, and their interest in doing so is a result of the benefits connected to their personal growth. "Within a variety of circumstances, the typical employee enjoys exercising his self-control and self-direction abilities in the serving of aims he adopts and to which he dedicates himself" argued McGregor.
The second job I took in the UK is also in a warehouse (DHL Automotive). This time, the situation is completely different, Theory Y is applied as a strategy throughout the organisation. Managers grant freedom, trust, and autonomy to employees. Positive motivation is applied through techniques such as paid training and offering nationally recognized certificates; favourable working conditions; competitive salary; you can choose the subdivision, the place, and the attributions; special conditions are created to satisfy the needs of different religious cultures. It produces a satisfying outcome: the collective atmosphere is positive, the employees demonstrate performance and the managers have more time to improve the organizational processes. 

System Justification Theory [Elena Turcanu]
Jost and Banaji in the British Journal of Social Psychology put forth a theory of system justification 25 years ago to explain why individuals from vulnerable groups often come to accept their unfavourable situation. It includes the mental and socio-cultural pressures to uphold the status quo and accept it as right, equitable, normal, attractive, and even unavoidable.  According to this theory, people are motivated to promote their personal (the self), group( for example, females),  and system (community, organisation) interests. The intrinsic motivation that justifies the current social order- status quo, even when these establishments are damaging, unfair, or undesirable to them or their group, is known as the system justification motivation. System justifications are cognitive responses that are easily implemented in response to current social arrangements, where individuals are motivated to not only accept the system but also to excuse and legitimize it in order to support the ideologies promoting it. (Thomas B.J. and Harris S., 2020)
A straightforward model of the causes and effects of system justifications is shown in Figure 3.
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Figure 3. The model of system justification. Source: Thomas B.J. and Harris S. (2020)

Through the prism of my personal experience, in the following, I will present an example of System Justification. About 4 years ago I had an opportunity to replace the chief accountant in a construction company (Orizont PLC) from the Republic of Moldova. The experience lasted a year, during which I understood that I could not cope with the system created within the company.
Briefly related, the tone of the atmosphere within the company was set by the misbehaviour of the director's wife (elderly persons, both being the main shareholders). Her activity within the company exceeded the duties of the position held. Although she did not hold managerial duties, she always had a tendency to check and put pressure on the employees. The main victims were young women. They were harassed for no reason. This lady promotes a vicious system to defend her own and the system’s interests, the cause being her fear that the system is in danger. In other words, she was afraid that her husband, that is, the director, could be seduced by one of the employees, but also for other reasons. Although the atmosphere was tense in the collective, a good part of the employees justified the system. Some of them responded to misbehaviour with misbehaviour (rebellious attitude, inappropriate words, raising the tone, disrespect towards seniors and other employees, absenteeism, indecent clothing). Others accepted things as normal, pretended not to notice, and forgot about the system's failures. The director, the main manager who has to lead the direction of the system, used to be in a neutral position. He does not fight misbehaviour as a concept within the company, but only regulates conflicting situations at the moment. 
90% of the employees justify the system, they work in the respective company for 10 - 20 years, always saying that they want to leave, but staying for fear of leaving their comfort zone (of losing a stable salary, of being uncompetitive on the job market, having to learn something new, etc.). The big problem is that the new staff, who are usually younger and ambitious people with modernist visions, do not embrace the system. So in the last 4 years, 4 chief accountants have changed.
Having a retrospective on the respective company's system, I deduce that the attitude of the members of this system is dictated by psychological perspectives such as Behavioural (employees’ behaviour was influenced by the workplace environment), Cognitive (Expectations, feelings, and memories of prior events influenced how employees behaved), and Cross-Cultural(the perceptions of the Moldovan society, the specifics of the labour market, high unemployment and the weak economy of the country).

Herzberg Theory [Ivaylo Todorov]
According to Herzberg (2003) the factors motivating employees are divided into two groups. Hygiene factors leads to the satisfaction of the basic, vital needs of the employee. Motivator factors leads to high motivation, job satisfaction, high productivity, good relationships with management and colleagues are observed in employees. On the other hand, the absence of one or more of these factors leads to an imbalance in the lives of employees, dissatisfaction and misbehaviour in the workplace. 
Delay, non-payment or insufficient pay, for example, can lead to loss of motivation, reduced productivity, creating a sense of insecurity among employees and even strikes. In my previous job, this caused employees to stop work for several hours. Accordingly, after the payment of wages, the workers were again satisfied and the work process was normalized. 
Lack of opportunity to develop and grow within a company is another reason for misbehaviour. I worked in the company for more than four years. I was promised a promotion several times, which increased my motivation to work. After another appointment of an "external" supervisor, I lost motivation and quit my job. In this case, the disloyal and misleading behaviour of the management towards the employee can be marked as misconduct. The internal motivating factor in the employee is missing, which leads to his leaving the job.  
The manifestation of misbehaving in the workplace can also be considered from a psychological point of view. Misbehaviour can be related to any of the six psychological theories/perspectives.  
According to Broke (2012) “behaviours – such as incivility, sabotage, culture, humour, leadership or harassment – have helped to started much workplace's conflict which emerges both vertically and horizontally.” 
A colleague of mine's bad childhood (related to The Psychodynamic Perspective) has affected his nature and he is a more modest and closed person. Other colleagues used this "advantage" and treated him rudely and harassed him. As an introvert, he was sensitive and took the rudeness of his colleagues personally. This led to depression, a loss of his motivation to work and even a lack of desire to come to work. Management held talks with both parties. Rude colleagues were formally warned and transferred to work in another sector. The incident happened again after some time, which led to their dismissal. 

V. Causes for misbehaviour at the workplace (Intrinsic and extrinsic motivation)       [Ivaylo Todorov]
According to Tietjen and Myers (1998) based on Herzberg's theory, the employee motivating types can be considered in two separate groups - intrinsic and extrinsic. Intrinsic motivation comes as a result of his psychological attitude, faith, views and understandings of life, moods. A person does things because they are pleasant, fun and bring satisfaction, not because they "must be done". Examples of factors causing internal motivation can also be - curiosity, inquisitiveness, desire for self-improvement, to improve knowledge and skills, to learn new knowledge and skills,  love, loyalty, duty, belonging etc. Extrinsic motivation is motivation influenced by external factors originating from our surroundings, other people/colleagues/supervisors; taking action to achieve external goals. This motivation is provoked by receiving external rewards/punishments. They can be intangible and/or tangible. Both types, extrinsic and intrinsic motivation can have an impact on employee motivation, their desire to work, achievement of company goals, improvement of work purpose and its optimization, quality of work, relationships and behaviour in the workplace, interpersonal communication and attitude.  
On the other hand, the absence of all these factors or a part of them can lead to misbehaviour of an employee or a group of employees in the organization. 
Based on my own experience deteriorated marital status and interpersonal relationships can influence and push an employee to misbehave in the workplace. Rude treatment, shouting at colleagues, aggression are just some of the examples of misbehaviour caused by depression as a result of moving/losing a home, divorce, family disputes, separation/loss of a family member. 
After a divorce, my colleague became depressed and did not come to work for 2 weeks. After talking with the management, he was provided with a psychologist. The absences stopped and he regained his motivation to work. 
Addiction (to something) as an internal factor can also lead to misbehaviour such as theft in the workplace - for example, kleptomaniacs, drug addicts. 
“It is not external events or occurrences per se but rather their psychological meaning— what  we call their functional significance —to individuals that determines their effects on intrinsic motivation.” (Ryan, 2017, p. 159)  
Low pay in the company forces some employees to work part-time for another company. This can lead to fatigue build-up, loss of motivation, quality degradation, thefts, workplace accidents and employee absenteeism. 
Failure to appreciate an employee by management can lead to employee indifference, loss of motivation, depression and desire to quit. This can also affect his personal life and interpersonal relationships at his workplace - lack of respect for colleagues, rude treatment, discrimination, racism, misunderstanding between colleagues. 

VI. The Impact of Misbehavior on Organizations
 [Ivaylo Todorov]
Misbehaviour in the organization usually has a negative influence and impact. Other reasons leading to misbehaviour can be- lack of good communication between managers and employees, unclear explanation of daily tasks and long-term company goals, lack of clarity about the deadline of tasks and goals, poor/incomplete training, giving too many tasks to short term, bad attitude of manager to employee, false promises, bad attitude between employees, introduction of new technology or change in work process. Misbehaviour in the organization also leads to bringing other employees into conflict and increasing misbehaviour in other employees. Misbehaviour can also lead to- lowering the quality of work, lowering productivity, poor or no communication between employees or between an employee and a manager, breaking company rules, physical or verbal abuse, theft, destruction of company property, being late for work, strikes, failure to meet target deadlines. 

VII. The role of management in reducing employee misbehaviour [Elena Turcanu]
Managing employee misbehaviour is a responsibility for managers, but there is a catch. How should the manager react to inappropriate behaviour? Should managers prioritise prevention or a response strategy? 
If we go back to the example presented earlier in the context of SJT, we will see that the director of the company Orizont PLS had a conservative approach to the system, the circumstances dominated him, the system was rigid and vicious, and he himself justifies this system. As a manager, he only took action to reduce the negative impact of the misbehaviour that was already occurring at the workplace.
From my point of view, managers must take an active role in addressing, resolving, and correcting issues when dealing with employee misbehaviour. Moreover, it requires the steps managers take to prevent, avoid, restrict, or address inappropriate behaviour.
According to Moti (2019) there can be a need to act at three distinct stages. 
· The first stage of involvement is the pre-employment stage, where managers should carefully examine applicants and decline to employ "risky" ones.
· In the second stage, the manager plays the role of negotiator, arbiter or even judge, to minimize the likelihood that an organisational antecedent would generate misbehaviour, by applying techniques, instruments, and norms.
· The third stage is at the level of results and consists of techniques to discourage misbehaviour, such as different kinds of penalties, and punishments unwanted by the employee.
These 3 stages present various possibilities and challenges that, if successfully met, may minimize the negative effects or expenses of misbehaviour.

VIII. The role of Leadership Theories (The Trait Theory) in reducing Organisational Misbehaviour
 [ Adelina Andrusca]
Between the years 2021-2022, I worked in the Service Care (Care, n.d.) company as first-grade support, I check, analyse and enter technical devices such as mobile phones, laptops, tablets, etc. into the system. returned to the Argos store. In June 2022, work stopped due to the lack of the normal batch of sales-purchases-returns. From this moment, rumours started in the collective that many people would be released from their positions due to lack of work.  
A large part of the company's staff, in order to maintain their position, began to use unfavourable tactics, for example, they followed the activity of their colleagues and reported to the managers all the mistakes made by them, the activity on technical devices such as a computer, laptop or phone, they also tried to monitor and if a web page is observed that does not correspond to the activity at the workplace, you are reported again. Personally, I have been verbally assaulted by some work colleagues that I am trying to steal from their work lot, and that because of me, other people will be left without a job. 
Misbehaviour also appeared between departments, the work of colleagues from other departments being considered useless or, the arrogance of some people emotionally hurt others. All these actions lasted more than a month and resulted in a considerable drop in the quality of work. 
As a result, the situation between the workers improved only in September 2022, practically two months after the collective meeting between the workers and the leaders. The company fired only a few people for rational reasons, some left voluntarily for personal reasons. I personally left the company in October 2022, the main reason being the low rate of payment. I have maintained friendly relations with many colleagues
A good leader has proven to be very important in reducing conflict and regulating misbehaviour in the collective. The main leadership theory that was used in this instance is known as "The Trait Theory", which expands on the great man theory and is predicated on the idea that effective leaders have certain personality traits and behavioural characteristics. These qualities enable them to be effective leaders in a range of circumstances. Furthermore, it promotes the idea that certain people have better leadership skills than others. (Team, 2022) 
According to the theory, a leader must have a strong emotional balance in order to contact people with different temperaments and to prevent misbehaviour in each person individually or collectively.  
Other characteristics of a successful leader are motivational abilities, tenacity and flexibility, talents in communication, recognising obstacles, competence, and thinking with action (Miles, 2022). All these skills are very important in solving situations like the case above. In the above situation, there is panic among company members and the misbehaviour as a result of the panic. 
"The Trait Theory" gives constructive information about leadership. It can be applied by people at all levels in all types of organisations. 

IX. Strategies to prevent misbehaviour and make employees satisfied with the job [Adelina Andrusca]
Prevent conflict, set ground rules, assign leadership and responsibility, accommodate for differing work styles, build positive caring relationships, are just some of the many strategies that can be applied to avoid misbehaviour. 
The strategies listed below are based on solving the case in the paragraph ‘’The Trait Theory of Leadership’’ for minimise misbehaviour. 
1. Understand the nature of misbehaviour. The most important step is to understand what happened between the workers and why their behaviour changed radically. Through short and friendly dialogues between managers and workers, it was identified that due to the stress of the last period, conflicts arose in the company and their work productivity decreased. 
2. Encourage employees to figure it out for themselves (Chester, n.d.). The managers did not resolve the situation between the workers, they only indicated to some people that the company works collectively, and it is important that the relationship between the workers should be favourable. It was emphasised that single workers should try to change their attitude towards each other for efficient cooperation in the future. 
3. Respond quickly. It should be made clear that conflict behaviour is unacceptable, and disagreement should not interfere with work. 
4. Hear both sides. The fact that the company is not that big (about 100 workers), allowed the managers to talk with each person individually about how they feel at the moment in the company. 
5. Identify the real problem. The major problem was the lack of open communication between workers and managers.  
6. Find a solution. The solution applied by the managers was to organise a meeting with all the workers at which the main question of the collective was answered: "Would there be mass layoffs in the near future?" 
 
Conclusion
Organizational Misbehaviour is an undesirable but at the same time inevitable element in the activity of any manager and company. The examples presented above have shown us that the context that generates misbehaviour comes from different reasons, including extrinsic and intrinsic motivations. An important actor in this play is the manager, whose actions can either cause misbehaviour (mismanagement) or deal with these situations (management of misbehaviour). Misbehaviour implies costs and other negative effects for businesses, employees and other stakeholders. Therefore, misbehaviour at the workplace can no longer be neglected but must be prevented, managed and combated.
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