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ABSTRACT
Prior studies on the dark side of the organisation tend to over-
look some important mediator(s) in the relationship between the
dark triad personalities (D.T.P.s) and counterproductive work
behaviour (C.W.B.). Hence, this study examines the multiple-medi-
ation model by incorporating perceived organisational politics
and perceived accountability in the relationship between D.T.P.s
and C.W.B. The sample of 290 employees is selected through a
random sampling technique from the hospitality industry. Partial
least squares structural equation modelling (P.L.S.-S.E.M.) and
bootstrapping are employed to examine the multiple-mediation
model. The results show that perceived organisational politics and
perceived accountability mediate the association of the D.T.P.s
and C.W.B. Our findings provide policymakers with a vision into
the existence of the D.T.P.s and their potential consequences
for C.W.B. This study encourages decision-makers and practi-
tioners to develop an ethical climate, job standards, and systems
of accountability to achieve productive goals.
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1. Introduction

Have you ever noticed that colleagues or subordinates deliberately taking long inter-
vals that are more than permissible? Have you ever felt that people of your organisa-
tion intentionally misbehaving with coworkers and violating the rules and
regulations? These questions give a strong motive to investigate scientifically, why is
this happening? Because such work behaviours can harm workers and their organisa-
tions in some unexpected ways. The ‘Dark side’ of employees’ behaviour has been
recognised as an important component in the recent decade, and a growing body of
research is directed toward comprehending these behaviours (Cohen, 2016).
According to Vardi and Weitz, (2003), counterproductive work behaviours (C.W.B.s)
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are linked with the dark side of organisational behaviour. C.W.B.s are known as
‘voluntary acts that violate significant organisational norms and are contrary to the
organisation’s legitimate interests’ (Sackett, 2002). C.W.B. is a devastating act for
organisations and their members. It ranges from minor offences to more serious
crimes (Czarnota-Bojarska, 2015). Several studies provide evidence that C.W.B. is an
enduring problem in the organisation. For instance, Dischner (2015) reports that 75%
to 95% of all employees are found guilty of activities like fraud and theft. Similarly,
business organisations have to tolerate about $2.9 trillion annually due to fraudulent
events, and about $3 billion due to the tardiness of employees. Thus, it is obvious
that C.W.B. creates financial and nonfinancial losses for organisations.

A brief review of several studies gives evidence that various attempts have been
made to investigate possible determinants of C.W.B.s, but much is still unknown.
Mostly, prior studies examine the situational or environmental factors related to
C.W.B. For example, the study of Karim et al. (2013) show that anger influences
aggressive C.W.Bs. Schwager et al. (2016) conduct hierarchical regression analyses
and report a negative association between honesty-humility with C.W.B. and mindful-
ness. Bai et al. (2016) reveal that family incivility negatively influences deviant behav-
iour. In the same way, considerable research shows personality traits are important
determinants of C.W.B.s. For instance, Kozako et al. (2013) relate extraversion and
agreeableness with C.W.B.s. The study of Berry et al. (2012) examines the effect of
the big five traits of personality on C.W.B. Recently, Smith and Lilienfeld (2013) posit
that the dark triad personalities (D.T.P.s) could influence C.W.B.s as major determi-
nants. The term D.T.P. was introduced by Paulhus and Williams (2002) for three
traits, i.e. narcissism, psychopathy, and Machiavellianism.

Although the previous studies have given special attention to examining the pos-
sible consequences of the D.T.P.s for the organisation; this area of research
deserves more attention (Palmer et al., 2017). In this vein, Ying and Cohen (2018)
found the mediating roles of environmental factors such as organisational commit-
ment and organisational justice in the nexus between the D.T.P.s and C.W.B. while
they could not find the mediating role of psychological contract breach between
D.T.P. and C.W.B. Baka (2018) investigated the moderating role of job control and
social support between D.T.P. and C.W.B. Moreover, Palmer et al. (2017) reveal
that D.T.P.s are engaged in various types of C.W.B.s. Furthermore, the recent
meta-analysis of Muris et al. (2017) concludes that the D.T.P.s are dominant pre-
dictors of different kinds of C.W.B.s. However, the overall effect size for the D.T.P.
and C.W.B. is found remarkably weak. Baka (2019) investigated the moderating
role of D.T.P. and job control between bullying and C.W.B. Palmer (2016) could
not find any substantial effect of ethical leadership on the relationship between
D.T.P. and C.W.B.

The findings of the studies mentioned above show inconsistent results regarding
the nexus between the D.T.P.s and C.W.B. The mutual consensus still needs to settle
between D.T.P.s and C.W.B. It might be due to the reason that prior studies may
have overlooked some essential mediators within the nexus of D.T.P.–C.W.B. In other
words, it can be assumed that the relationship between D.T.P. and C.W.B. could be
more indirect – through other organisational variables – than direct. Schyns (2015)
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emphasises that further research is necessary to comprehend the nexus of the D.T.P.s
and C.W.B.s.

Given the above motivation and consistent with (Cohen, 2016), this study fills the
gap by examining the mediating roles of perceived organisational politics and per-
ceived accountability in the relationship between D.T.P.s and C.W.B.s. Perceived
organisational politics is expected to mediate the relationship because it is an intoxi-
cating reality at the workplace. Moreover, it increases the element of self-interest in
the workforce. Personalities high on the D.T.P.s are influenced, more than any others,
to perceive the political signs at their workplace. When they perceive their work
environment as uncertain, unfair, and open to exploitation, they tend to behave in a
worse manner (Baloch et al., 2017). Consequently, we hypothesise that perceived
organisational politics plays a mediating role between the D.T.P. and C.W.B.

Moreover, consistent with the literature (Cohen, 2016), we aim to examine the
mediating role of perceived accountability in the relationship between the D.T.P. and
C.W.B. Perceived accountability is defined as being answerable to the audience for
performing up to certain prescribed standards (Schlenker et al., 1994). D.T.P.s prefer
to operate in the dark because they avoid being answerable or accountable. The fear
of being accountable makes D.T.P. less likely to engage in C.W.B.s. Therefore, it is
expected that perceived accountability is also a potential mediating factor between the
D.T.P.s and C.W.B.

Thus, this study extends the existing literature in the following ways. First, to the
best of the authors’ knowledge, this study is a unique inquiry to investigate the mul-
tiple-mediation model by considering perceived organisational politics and perceived
accountability as potential mediators between D.T.P.s and C.W.B. The only study con-
ducted by Baloch et al. (2017), who investigated the moderated-mediation model in the
nexus between D.T.P.s and C.W.B.s. Unlike previous studies, we have employed a mul-
tiple-mediation model to examine whether the effect of D.T.P.s is more indirect or not.
Besides, this study has compared the strengths of specific mediating effects to deter-
mine which mediating effect is stronger than the other. Second, we have adopted an
advanced technique introduced by Carri�on et al. (2017) to test the multiple-mediation
model. This method provides a comprehensive picture regarding indirect effects. It not
only determines the power and scope of the indirect effect but also offer the signifi-
cance of the indirect effect by using the bootstrapping method. Though, the previous
testing regarding the mediation analysis was based on the Sobel (1982) test, which can
lead to inaccurate outcomes. For example, the Sobel test adopts a normal distribution
that is not, although, reliable with the nonparametric partial least squares structural
equation modelling (P.L.S.-S.E.M.) method. Furthermore, the Sobel test entails non-
standardised path coefficients as an input for testing the statistic and low statistical
power, especially when the sample size is not very large. Consequently, research dis-
courages the Sobel test for mediating analysis, particularly in P.L.S.-S.E.M. (Hair et al.,
2016). Along these lines, we believe that the acknowledgment of present-day forms in
P.L.S.-S.E.M. would give increasingly exact outcomes.

The rest of the study designed as Section 2 explains the conceptual framework with
hypotheses development, Section 3 depicts methodology, Section 4 reports analysis and
results, and Section 5 covers discussion, limitations, and future directions of the study.
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2. Conceptual framework and hypotheses development

2.1. The dark triad

D.T.P. is a combination of three traits, i.e., narcissism, psychopathy, and
Machiavellianism. The trait of psychopathy relates to an individual who is impulsive,
highly aggressive, tolerant of danger, and scores low on empathy (Patrick et al.,
2009). While narcissism is explained with the word self-importance, lack of respon-
siveness, and immense desire for appreciation (Grijalva & Newman, 2015).
Machiavellian-type personalities believe in manipulating others. They have a cynical
view of human nature and put expediency above moral values (Spurk, Keller, &
Hirschi, 2016).

2.2. The dark triad personalities and counterproductive work behaviours

Evidence found from previous literature proclaims that those pretending to be high
on the dark triad (D.T.) construct tends to involve more in C.W.B. (O’Boyle et al.,
2012). For example, psychopaths harm others to fulfill their agenda. The act of
harming may be a way of psychopaths to divert others’ attention from their task
(Boddy, 2006). Similarly, narcissism is categorised by extreme self-love, self-exagger-
ation, and attention seeking. These personalities use manipulative tactics when they
are involved in relationships with others. High self-esteem is more vulnerable to
ego-threat as opposed to low self-esteem. Therefore, people with high egos are more
inclined to anger and aggression. While, Machiavellianism is associated with emo-
tionless and unscrupulous manners along with dishonesty and insensitivity
(Campbell et al., 2009). Personalities high on Machiavellianism have an immense
desire to fulfill self-interest and want to gain control over others. Machiavellianism
is also associated with many transgressed behaviours, including a tendency to
exploit others, commit fraud and anti-social behaviour (Moore et al., 2012). Wu
and Lebreton (2011) indicate that Machiavellian-type personalities can be engaged
in any immoral and unethical acts for the achievement of their goals even though it
may go against convention.

Based on the social exchange perspective, it is believed that D.T.P.s are associated
with C.W.B. O’Boyle et al. (2012) indicated a positive relationship between D.T.P.
and C.W.B.s. However, the relationship obtained for psychopathy was found relatively
small; a reasonable relationship was found for Machiavellianism, and unexpectedly a
strong positive association was observed for narcissism with C.W.B.s. Whereas, in
another meta-analysis, a weak association was found between narcissism and C.W.B.
(Grijalva & Newman, 2015). Additionally, Baughman et al. (2012) studied adults and
revealed the D.T.P.s as a strong predictor of bullying behaviour.

From the above arguments and existing literature, the following hypotheses have
been proposed:

H1-a: Psychopathy has an optimistic association with C.W.B.

H1-a: Narcissism has an optimistic association with C.W.B.

H1-a: Machiavellianism has an optimistic association with C.W.B.
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2.3. The mediating role of perceived organisational politics in the relationship
between the D.T.P.s and C.W.B

The framework presented by Ferris et al. (1989) gives the basis for the mediating role
of perceived organisational politics in the connection between the D.T.P.s and C.W.B.
The framework advocates that there can be various predictors and outcome variables
that are supposed to inspire and to be influenced by perceived organisational politics.
The concept of perceived organisational politics gets much attention after the devel-
opment of the scale introduced by (Kacmar & Ferris, 1991). However, perceived
organisational politics is defined by Ferris et al. (1989) as ‘an individual’s subjective
evaluation of the level to which the work environment is categorised by colleagues
and superiors who exhibit self-serving behaviours’. Buenger et al. (2007) discussed
that D.T.P.s are inclined to understand actions and proceedings in political terms
because exploitation and deviousness are innate features of those high on the D.T.
construct. Moreover, Yang (2017) argues that D.T.P.s can sense politics in their work
environment more than others. They have the ability to assess, manipulate, and
exploit the political environment to achieve their personal goals.

As for the connection between perceived organisational politics and C.W.B., the
findings of several studies show that perceived organisational politics is linked with
employees’ adverse behaviour. For example, Colbert et al. (2004) postulate the per-
ceived organisational politics creates an unfavourable situation for an organisation
which leads employees to exhibit negative behaviour like C.W.B. Similar facts high-
lighted by Rosen and Levy (2013) that perceived organisational politics provokes
negative performance from employees. Kacmar et al. (2013) argue that perceived
organisational politics has an adverse association with serving and promotability. A
recent study by Cohen and Diamant (2019) also indicates that perceived organisa-
tional politics stimulates C.W.B.

To summarise, it is reasonable to claim that the way D.T.P.s look at their environ-
ment is different from others. When they perceive their environment is political and
open for misuse, they are most likely to behave in a toxic way. By using existing lit-
erature and the above arguments, we made some hypotheses, which are as follows

H2-a: The association between psychopathy and C.W.B. is mediated by perceived
organisational politics.

H2-b: The association between narcissism and C.W.B. is mediated by perceived
organisational politics.

H2-c: The association between Machiavellianism and C.W.B. is mediated by perceived
organisational politics.

2.4. The mediating role of perceived accountability in the association between
the D.T.P.s and C.W.B

Accountability is an essential element for the efficient execution of an organisation’s
operation (Hochwarter et al., 2005). Accountability is ‘being responsible to answer
audience for performance up to certain approved standards, thereby satisfying obliga-
tions, duties, expectations, and other charges’ (Schlenker et al., 1994). According to
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Tetlock (1992), individuals respond to their responsibilities in ways that maintain
their position and public image. They observe the workplace for clues about perform-
ances and results that are appropriated by those to whom they must be accountable.
Therefore, in the absence of accountability; it would be difficult to sustain the social
system within the organisation. Mero et al. (2014) are convinced that accountability
is an effective way of controlling individuals’ behaviour and related outcomes.
Moreover, accountability impacts on behaviour and decisions of individuals. Boddy
(2010) argues that a sound control system and public scrutiny, a standard approach
in the public sector, may act as a barrier for the D.T.P.s in the organisation.
Empirical studies have revealed that perceived accountability is an integral part of
ethical behaviour (Steinbauer et al., 2014).

D.T.P.s are more sensitive to conventional norms and behaviour. The presence of
job standards and accountability to accomplish the task are likely to mitigate deviant
behaviour (Martin et al., 2010). D.T.P.s behave consistently with environmental cues,
and positively succeed the impression of others and thus adjust their self-interest.
Usually, D.T.P.s have a low sense of responsibility, however, as a result of social dis-
tinctions of the structural context, they observe a high level of accountability (Cohen,
2016). The perception of the high degree of accountability alerts D.T.P.s to refrain
from possible C.W.B. because they consider that it might put them in a vulner-
able situation.

According to existing literature and the above arguments, it is expected that when
the D.T.P.s observe themselves as responsible for a performance or a consequence,
they are unlikely to be involved in C.W.B.

Thus, the study proposes the following hypotheses

H3-(a): The relationship between psychopathy and C.W.B. is mediated by perceived
accountability.

H3-(b): The relationship between narcissism and C.W.B. is mediated by perceived
accountability.

H3-(c): The relationship between Machiavellianism and C.W.B. is mediated by perceived
accountability.

2.5. Multiple mediations model

To analyse the possible mediations between D.T.P.s and C.W.B., we rely on the mul-
tiple-mediations model. The multiple-mediations model is a situation when an
exogenous (independent) variable effects on endogenous (dependent) variable through
more than one mediating variable. This scenario demands multiple mediation analy-
ses (Hair et al., 2016). Many scholars may apply a simple mediation model, one for
each proposed mediator. Nevertheless, Preacher and Hayes (2008) argue that this
approach may provide biased results due to two reasons. First, obtaining total effect
by simply adding up indirect effects from simple mediations is not recommended, as
mediating variables in the model would be correlated. Therefore, the indirect esti-
mates derived from several simple mediation analyses will not be reliable and not the
actual total indirect effect of multiple mediators. Second, confidence interval and
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hypothesis tests used to calculate specific indirect may lead to producing incorrect
estimates due to the absence of potentially important mediators.

Given the above motivation, taking perceived organisational politics and perceived
accountability as potential mediators in the nexus between D.T.P. and C.W.B. is a suit-
able case to run the multiple-mediations model. As noted earlier, perceived organisational
politics and perceived accountability assume to mediate the relationship between D.T.P.
and C.W.B. Perceptions held by D.T.P.s regarding the level of politics and accountability
at the workplace prompt workers to either focus on self-interest or organisational interest.
Thus, we believe that taking both potential mediating variables into the multiple-medi-
ation model enables us to determine unbiased and reliable estimates.

3. Methodology

3.1. Data collection and sample

A questionnaire survey was used to collect data. Data collected through a random
sampling technique from the hospitality employees of China. The hospitality sector
has been selected because C.W.B. is prevalent in this sector and not frequently inves-
tigated. Whereas, most research conducted on this issue is based on North American
samples (Cohen & Diamant, 2019). Jung and Yoon (2012) highlighted that C.W.B.
extensively present among hospitality workers and there is room to study the reasons
that account for such divergent behaviours. Zhao et al. (2013) suggest that C.W.B. is
common in the hospitality sector and needs further investigation by scholars.
Moreover, Ariza-Montes et al. (2017) argue that C.W.B. among hospitality employees
may decline the organisation’s reputation among customers and there is an immense
need to address this mounting problem. Therefore, this research is appropriate and
the hospitality employees are the right respondents to analyse the multiple-mediation
model. This would help scholars and practitioners to recognise characters and organ-
isational environments that may favour divergent behaviours such as C.W.B.

The research team approached the H.R. departments of these organisations for per-
mission. A letter containing all the necessary information regarding the objective of the
study, confidentiality, and voluntary participation was submitted to the respective H.R.
departments. The organisations’ H.R. departments granted permission and allowed
research team members to have direct contact with their employees. They also
announced the commencement of the study and assured the confidentiality and volun-
tary participation of all employees. More importantly, they confirmed to employees
that their responses would not be disclosed to their managers or organisation.

The questionnaires’ data were collected from individual sources and via self-report
measures. One can criticise that respondents may underreport the extent they were
engaged in C.W.B. and may hide the characteristic of their personalities. To reduce
the prospective issue of common method bias, the study followed the guidelines of
(Podsakoff et al., 2003). Firstly, the research team explained the main objective of the
survey and guaranteed the privacy of the respondents. They also clarified that there
were no specified answers considering right or wrong and they can express their
answer based on impartiality. Secondly, we collected data with a time lag of two
weeks. Overall 370 questionnaires were circulated to hospitality employees in the first
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stage of the study (Time 1). In the second stage of the study (Time 2), we retrieved
301 questionnaires. After scrutiny, we eliminated 11 questionnaires due to insufficient
information and selected 290 for data analysis, resulting in an 81.3% response rate.

The study has also checked the possible common method variance with Harman’s
single-factor test. Following this approach, the common method variance is always
present if the majority of covariance is caused by a single factor in dependent and
independent variables. According to Podsakoff et al. (2003), there is no single factor
that affects more than 50% of the covariance. So common method bias does not cre-
ate any problem in our study.

A combined technique in the translation process has been applied in line with
(Cha et al., 2007). First, a multi-lingual expert decoded the survey from the original
language to the targeted language and then another bilingual specialist again con-
verted it back into the original language for comparison. After a rigorous discussion,
bilingual experts removed any discrepancies and errors and confirmed that the ques-
tions are understood and clear. Finally, the bilingual experts’ panel approved the
study questionnaire in the Mandarin language.

The participants included 130 males (45%) and 160 females (55%). One hundred
and fifty-three (53%) respondents were between the ages of 18 and 30, 116 (40%)
respondents were between the age of 31 and 40 years, and the remaining respondents
were older than 40. Two hundred and sixty (90%) respondents received a university
education. Regarding employment tenure, 203 (70%) respondents had five or less
years’ experience, and the rest had more than five years of job tenure.

3.2. Variable’s measurement

This study adapts validated and tested scales from previous studies. All scales consist
of the 5-point Likert scale, the available response options ranging from 1¼ Strongly
Disagree to 5¼ Strongly Agree. As far as D.T.P.s are concerned, the present study
adapts the Dirty Dozen (D.D.) 12-items scale from the enormous work of Jonason
and Webster (2010). For perceived organisational politics, the study adapts the 6-
items scale which reflects the general political behaviour from the study of Kacmar
and Ferris (1991). As mentioned by Abbas et al. (2014), general political behaviour is
considered as a dominant and demonstrative breadth of political behaviour and has
appeared in various studies to quantify perceived organisational politics (e.g., Naseer
et al., 2016). Therefore, we also focus our analysis on general political behaviour for
avoiding complications and confusion associated with the dimensional analysis. A
sample item for perceived organisational politics (a ¼ .86) is ‘One group always gets
their way.’ We adapt the 3-items scale created by Mero et al. (2014) to measure per-
ceived accountability. The scale of perceived accountability has been employed in pre-
vious studies (e.g., Guidice et al., 2016). A sample item for perceived accountability
(a ¼ .83) is ‘I am required to justify or explain my performance regarding achieving
the task.’ Finally, C.W.B.s (a¼ 0.92) are measured by an 8-items scale developed by
Dalal et al. (2009) and have been used in the Chinese context (Bai et al., 2016).
Participants were asked to respond how often they involved in each of the listed
behavior using a 5-point scale (from 1 ¼ strongly disagree to 5 ¼ strongly agree).
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3.3. Data analysis

This section is segregated into two steps. The first step confirms the reliability and
validity of the model of the study. The second step evaluates the structural model.
This arrangement confirms the validity and reliability of the construct before attempt-
ing to conclude the association between constructs. This study addresses the measure-
ment model and establishes the validity of the construct. The study executes a
confirmatory factor analysis to eliminate those questions which either have low factor
loading or cross-load strongly with another construct. This study employs P.L.S.-
S.E.M. to test the relationship concerning constructs. The choice of using P.L.S.-
S.E.M. because for the following reasons. First, it has higher levels of statistical power
and stronger with fewer identification issues in contrast to C.B.-S.E.M. Second, it is
suitable for the current study because the objective of the survey is to predict key
‘driver’ constructs. Third, the model of the research is complex in the hypothesised
associations (multiple-mediation), and P.L.S.-S.E.M. is considered a suitable method
on behalf of a sophisticated model. Fourth, P.L.S.-S.E.M. is a befitted approach for
this study, because this study uses latent variable scores in succeeding analyses (Hair
et al., 2011; Hair et al., 2016). Finally, P.L.S.-S.E.M. is appropriate when the measure-
ment model has few indicators (<6), as in this study most of the constructs have
indicators (<6) (Hair et al., 2017).

4. Results

4.1. Assessment of the measurement model

This study is constructed on a reflective model, as the indicators linked with a spe-
cific construct are correlated. Furthermore, reducing an indicator does not change the
connotation of the construct (Henseler, 2017). First, Table 1 shows that the measure-
ment model supports all the prerequisites for the fitness of the model. All outer load-
ings are above the acceptable level, which is 0.7. Secondly, the value of composite
reliability (C.R.) varies between 0–1. The standard value of more than 0.70 indicates
reliability (Table 1). Third, average variance extracted (A.V.E.) is a standard measure
to ensure convergent validity. Values of 0.5 or above regarded as acceptable (Table
1). Consequently, no problem of convergent validity presents among variables.

Following the recommendations of Hair et al. (2016), the study employs hetero-
trait-monotrait (H.T.M.T.) and Fornell- Larcker benchmarks to measure validity. The
findings shown in Table 2 confirm the validity of the study since the Fornell-Larker
standard (A.V.E.) is higher than off-diagonal and H.T.M.T. estimates are well below
the threshold of 0.90 (Baloch et al., 2018).

4.2. Estimation of the structural model

The study follows the five-step procedure to evaluate the structural model (Hair
et al., 2016): (1) Assess the structural model for collinearity issues; (2) determine the
significance of relevance of the structural model relationship; (3) Assess the level of
R2; (4) Assess the f2; and (5) Assess the predictive relevance Q2.
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First, the present study examines each set of predictors in the structural model for
collinearity. Each predictor construct’s tolerance (V.I.F.) value is lower than 5 as
shown in Table 1. The results confirm that collinearity is not a problem among pre-
dictor constructs in the structural model. Second, this study uses a bootstrapping
technique with the help of 5,000 randomly drawn samples with replacement at 0.05%
level of significance (Hair et al., 2016). Also, Henseler et al. (2009) mention that the
implementation of bootstrapping provides standard errors and also calculates the
bias-corrected bootstrapping confidence intervals of standardised regression

Table 2. Measurement model. Discriminant validity.
Fornell-Larcker Criterion Heterotrait–monotrait ratio (HTMT)

CWB Mach Narc PA POPS Psy CWB Mach Narc PA POPS Psy

CWB 0.823
Mach 0.754 0.764 0.846
Narc 0.724 0.652 0.799 0.794 0.842
PA �0.739 �0.579 �0.511 0.862 0.844 0.711 0.605
POPS 0.762 0.690 0.588 �0.665 0.802 0.849 0.825 0.693 0.784
Psy 0.722 0.601 0.649 �0.531 0.603 0.807 0.750 0.687 0.715 0.601 0.664

Notes: Psy¼ Psychopathy; Narc¼Narcissism; Mach¼Machiavellianism; POPS¼ Perceived organisational politics;
PA¼ Perceived Accountability, and CWB¼ Counterproductive work behaviour.
Source: Authors’ own calculation.

Table 1. Measurement model.

Construct Indicators VIF Loadings
Composite

Reliability (CR)
Average variance
extracted (AVE)

Psychopathy Psy1 2.070 0.777 0.882 0.651
Psy2 0.814
Psy3 0.815
Psy4 0.821

Narcissism Narc1 2.169 0.855 0.841 0.638
Narc2 0.758
Narc3 0.780
Narc4 0.451a

Machiavellianism Mach1 2.424 0.812 0.848 0.583
Mach2 0.751
Mach3 0.732
Mach4 0.757

Perceived organisational politics POPS1 2.554 0.760 0.900 0.644
POPS2 0.845
POPS3 0.819
POPS4 0.816
POPS5 0.768
POPS6 0.385a

Perceived Accountability PA1 2.000 0.842 0.897 0.743
PA2 0.852
PA3 0.892

Counterproductive Work Behaviour CWB1 0.841 0.936 0.677
CWB2 0.849
CWB3 0.829
CWB4 0.793
CWB5 0.795
CWB6 0.793
CWB7 0.855
CWB8 0.513a

Note: All loadings are significant at 0.001 level (2-tailed).
aThe items were removed from the final version of the contract and not used in the structural model.
Source: Authors’ own calculation.
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coefficients. The study examines the magnitude and signs of path coefficients. Table 3
summarises the results of path coefficients and also shows the percentile bootstrap at
a 95% confidence interval. Thirdly, the values of R2 for perceived organisational polit-
ics (0.548), perceived accountability (0.389), and C.W.B. (0.821) are medium, small,
and substantial, respectively (Hair et al., 2016). Fourthly, the study measures the f2

effect size. The value of f2 indicates the effect of an exogenous latent variable on an
endogenous variable which is 0.02, 0.15, and 0.35 for small, medium, and large effect,
respectively, as shown in Table 3 (Limayem et al., 2001). Table 3 presents that the
structural model has adequate predictive significance for the endogenous construct, as
Q2 values are larger than zero.

Turning to hypotheses testing, as expected, the study detects a positive and signifi-
cant path between the D.T.P.s and C.W.B. Figure 1(a) and Table 4 show the total
effect (c1, c2, and c3) of D.T.P.s on C.W.B. In this scenario, H1-a, H1-b, and H1-c are
accepted, which confirms the relationship between the D.T.P.s (i.e. psychopathy, nar-
cissism, Machiavellianism) and C.W.B. (c1¼ 0.310; t¼ 8.776, c2 ¼ 0.258; t¼ 6.446
and c3 ¼ 0.416; t¼ 8.813 respectively).

For mediation analysis, consistent with recent literature (Baloch et al., 2019; Pic�on
et al., 2014), the present study follows the latest methodological approach of Nitzl
et al. (2016) and Carri�on et al. (2017), to test the multiple mediations using P.L.S.
This method has obvious advantages over traditional methods. The use of this
method allows us to carry out a thorough investigation of the indirect effect regard-
ing its strength and scope. First, the study checks the direct effects of independent
variables to mediations and mediations to the dependent variable as reported in
Table 3. Results reveal the direct effects of the D.T.P.s to perceived organisational
politics (a1, a2, a3) and perceived accountability (a4, a5, a6), and from perceived organ-
isational politics (b1) and perceived accountability (b2) to C.W.B. are significant. It

Table 3. Effects on endogenous variables.

Effects on endogenous
variables

Direct
effect

t-Value
(bootstrap)

Effect
size (f2)

Bias Corrected
percentile 95%

confidence interval
Explained
variance

Perceived organisational politics
(R2¼ 0.540/Q2 ¼ 0.322)
� Psychopathy (a1)
� Narcissism (a2)
� Machiavellianism (a3)

0.241��� 3.774 0.06 [0.138;0.346] 14.53%
0.133�� 2.033 0.02 [0.027;0.241] 7.82%
0.458��� 8.056 0.24 [0.361;0.549] 31.60%

Perceived accountability
(R2¼ 0.396/Q2 ¼ 0.277)
� Psychopathy (a4)
� Narcissism (a5)
� Machiavellianism (a6)

�0.236��� 3.931 0.05 [-0.335;-0.136] 12.53%
�0.127�� 2.093 0.01 [-0.227;-0.027] 6.49%
�0.355��� 5.535 0.11 [-0.460; �0.246] 20.55%

Counterproductive work behaviour
(R2¼ 0.801/Q2 ¼ 0.503)
� H1-a: Psychopathy (c’1)
� H1-b: Narcissism (c’2)
� H1-c: Machiavellianism (c’3)
� Perceived organisational politics (b1)
� Perceived Accountability (b2)

0.201��� 4.803 0.10 [0.132;0.269] 14.51%
0.203��� 4.675 0.10 [0.134;0.275] 14.70%
0.206��� 3.929 0.09 [0.119;0.292] 15.53%
0.192��� 3.555 0.07 [0.102;0.280] 14.63%

�0.281��� 4.046 0.20 [-0.400;-0.173] 20.77%

Note: ��p < .05, ���p < .001, and the two-tailed critical t values at each level of significance for df ¼ 4999 are
1.960 and 3.292 respectively. The values of f2 0.02, 0.15, and 0.35 for weak, moderate, and strong effects.
Source: Authors’ own calculation.
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fulfills the condition to check the presence of indirect influence. In the next phase,
the present study utilises the non-parametric bootstrapping method to investigate the
significance of the mediators (Hair et al., 2014; Preacher & Hayes, 2008). The 95%
confidence intervals were produced by 5,000 resamples for the mediators. As Table 4
and Figure 1(a) present that psychopathy, narcissism and Machiavellianism have
significant total effect on C.W.B. (c1¼ 0.310; t¼ 8.776, c2 ¼ 0.258; t¼ 6.446 and c3 ¼
0.416; t¼ 8.813 respectively). Consequently, by calculating the mediators

Figure 1. Structural model: a multiple mediation model. Source: The Authors.
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(Figure 1(b)), D.T.P.s reduce their effect, however, maintain a major direct impact on
C.W.B. (H1-a: c’1 ¼ 0.201; t¼ 4.803, H1-b: c’2 ¼ 0.203; t¼ 4.675 and H3-c: c’3 ¼
0.206; t¼ 3.929) respectively. As shown in Table 4, the confidence interval of the
mediation effect (Product) does not include ‘0’ (Preacher & Hayes, 2008). Thus, these
results support (H2-a, H2-b, H2-c) and (H3-a, H3-b, H3-c). These findings mean
that both indirect impacts of D.T.P.s on C.W.B. in the research model are significant.
Figure 1(b) represents the total effect of D.T.P.s on C.W.B. as the total of the direct
(c’1, c’2 and c’3) and indirect effects (a1b1 þ a4b2, a2b1 þ a5b2, a3b1 þ a6b2).

In the third step, we estimate the type and magnitude of mediation. In present
situation both the direct effects (c’1, c’2, c’3) and the indirect effects (a1b1, a2b1, a3b1,
a4b2, a5b2, and a6b2) are significant and products of (a1b1 c’1, a2b1 c’2, a3b1 c’3, a4b2
c’1, a5b2 c’2, and a6b2 c’3) are positive. This situation indicates that perceived organisa-
tional politics and perceived accountability are complementary mediators between the
D.T.P.s and C.W.B. Complementary mediation is a type of partial mediation (Nitzl
et al., 2016). It means a portion of the effects of the D.T.P.s are mediated through
perceived organisational politics and perceived accountability, whereas all three traits
cover a part of C.W.B. Also, the study calculates Variance Accounted For (V.A.F.) to
calculate the strength of partial mediation. The rule of thumb for V.A.F. suggests that
VAF < 20% ¼ no mediation, VAF > 20% but <80% ¼ partial mediation, and VAF
> 80% ¼ full mediation (Table 4) (Nitzl et al., 2016).

Finally, the study goes further to compare the mediating effects. We are interested
in testing whether the perceived organisational politics has a stronger mediator effect
than perceived accountability. For this purpose, following the guidelines of Carri�on
et al. (2017), this study estimates the difference between (a1b1 and a4b2), (a2b1 and
a5b2), and (a3b1 and a6b2). Furthermore, the study calculates the percentile and bias-
corrected confidence interval. As presented in Table 5, there is not a differential
impact between (M1 and M4), (M2 and M5), and (M3 and M6) since both confi-
dence intervals in all three cases contain the zero value. Therefore, we cannot claim
that perceived organisational politics has a strong mediator effect than perceived
accountability and vice versa

5. Discussion

In recent decades, the dark side of the organisation gets greater attention along with
the bright side. According to this, the C.W.B. has reinforced interest in the literature
of the organisations’ dark side. A subject that has been overlooked for so many years,
the recent wave of research has started to develop a fundamental understanding of

Table 5. Comparison of mediating effects.
Bootstrap 95% CI

Coefficient Percentile Bias-corrected

Differential effect
M1 – M4 (a1b1 – a4b2) �0.020 [-0.073;0.021] [-0.070;0.024]
M2 – M5 (a2b1 – a5b2) �0.010 [-0.055;0.026] [-0.053;0.028]
M3 – M6 (a3b1 – a6b2) �0.012 [-0.088;0.059] [-0.085;0.063]

Source: Authors’ own calculation.
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this significant phenomenon. The present research contributes to the prior literature
related to the dark side of organisational research to analyse the nexus of D.T.P.s and
C.W.B.s with greater depth. Previous literature showed different outcomes regarding
the impact of the D.T.P.s on C.W.B. As far as the present study is concerned, we
have taken the D.T.P.s at the beginning of the process, as an important antecedent of
C.W.B. However, the perceived accountability and perceived organisational politics
play mediating roles between the two variables that is D.T.P. and C.W.B. The out-
come of this study based on the general understanding of the C.W.B.s concept and
also showed its results particularly on hospitality employees. Firstly, the results of the
study showed that there is a direct link between D.T.P.s and C.W.B.s, which is not
explained clearly in the prior literature. Secondly, this study found perceived organ-
isational politics mediates the relationship between D.T.P.s and C.W.B. In other
words, we can infer that the D.T.P.s have an impact on the events and actions related
to political terms. The reason is that exploitation and opportunism are the main fea-
tures of D.T.P.s (Buenger et al., 2007). Furthermore, it shows that when D.T.P.s con-
sider their environment is political, the norms and rules are unwritten, and rewards
are dependent on the influence, they are more likely to engage in C.W.B.s. Another
possible interpretation of the mediating role of perceived organisational politics is
this, that once the D.T.P.s start believing that there are some undefined rules in their
organisations, decisions are politically influenced, and performance standards are not
based on merit, they are more likely to exhibit C.W.B.s. As explained by Cohen and
Diamant (2019), perceived organisational politics change the belief of employees
toward organisational justice and a fair system. The moment when they lose their
faith in the organisational processes, it manifolds the chances of C.W.B.s at the work-
place. Our results coincide with the findings of (Baloch et al., 2017; Cohen &
Diamant, 2019; Meisler et al., 2019). It represents that a high level of perceived
organisational politics among D.T.P.s are more likely to turn into C.W.B.

The mediating role of perceived accountability shows interesting results between
the D.T.P.s and C.W.B. The results are consistent with the notion that when D.T.P.s
perceive high accountability at the workplace, they less likely to engage in the
C.W.B.s. This outcome coincides with the findings of Hall (2005) who proclaims that
the absence of accountability will set the stage D.T.P.s to involve in illegal or
C.W.B.s. In other words, the perception of high accountability will lead to control the
self-interest behaviour in the organisation. Another plausible reason could be that
high accountability may be due to the organisational controls such as written job pro-
cedures and effective control systems. As explained by Cohen (2016), D.T.P.s are
always alert from such preventive measures and less likely to perform actions like
C.W.B.s. Another possible interpretation of these findings could be that D.T.P.s prefer
working in the dark, where they cannot be traced or blamed. In this vein, productiv-
ity targets, and accountability to meet these targets are important contextual compo-
nents. When D.T.P.s are exposed to the behaviour and the content it communicates,
they feel greater accountability due to the content-related behaviour and may less
likely to engage in C.W.B. These results also reinforce the theoretical position of
Cohen (2016) who claimed that perceptions of high accountability lead to control
self-interested behaviour among D.T.P.s. However, the findings are inconsistent with
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the results of Ying and Cohen (2018) in the case of Chinese physicians. We believe
that this contradiction with the current study is because the dataset employed in this
study from a different sector and we have utilised the latest method to analyse
the results.

In the nutshell, the results showed that the perceived organisational politics and
perceived accountability are important mediating variables in the nexus between
D.T.P.s and C.W.B. Perceived accountability is represented itself as the most import-
ant predator of the C.W.B.s; 20.77% of its explained variance (R2 ¼ 0.801) and per-
ceived organisational politics (Table 3), the direct influence of the D.T.P.s on C.W.B.s
is of little significance (Rold�an & S�anchez-Franco, 2012).

5.1. Practical implications

The results of this research show some important practical implications. It is also
clearly proved in this research that the D.T.P.s perceive their environment in different
aspects as compared to others. When they observe that their environment is facilitat-
ing politics and exploitation, they behave in a worse manner. Regular training is con-
sidered a useful tool to handle such kinds of situations (Yin et al., 2017). The
recruitment process is playing an important role in finding out the D.T.P.s. Here it is
important to mention that it does not mean to eliminate those who are high on the
D.T. construct. Rather, organisations can use different methods like questionnaires
and scenario simulation to find out and determine the personality traits so that the
managers use their talents effectively and efficiently. The finding of the present study
suggests that D.T.P.s affect the decision-making process and their behaviour result. In
this regard, the managers should ask and notice the employees or workers about their
activities and their progress towards the completion of the tasks. As explained by
Mero et al. (2014), if managers monitor employees then their perceived accountability
will be increased. A high level of perceived accountability can be achieved among
D.T.P.s by the appropriate job standards, the achievement of productivity goals, and
the efficiency of the control system (Martin et al., 2010). It is also necessary for man-
agers and people who make policies to develop clear and transparent criteria for
evaluation because a criterion that is not clear and unfair will affect the behaviour of
employees (Chiaburu et al., 2013).

5.1.1. Limitations and further research
This study is not without limitations. The present study is about the investigation of
perceived organisational politics and perceived responsibility which plays the role of
mediators among the D.T.P.s and C.W.B. However, Stone-Romero and Rosopa
(2008) argue that authors should not claim that the studied model is the only model
consistent with the results when they use S.E.M. in the non-experimental study.
Therefore, consistent with the suggestions of Stone-Romero and Rosopa (2008), we
do not claim that it is the only model consistent with the results and there can be
other causal models also consistent with the same pattern of covariance. An interest-
ing future direction may be to investigate other potential mediation factors in the
relationship between the D.T.P.s and C.W.B., and may employ quasi-experimental or
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two randomised experimental study designs that may explore causal effect between
these constructs. Second, the present research has used D.D. scale established by
Jonason and Webster (2010) to calculate the D.T.P.s. As stated by Czarna et al.
(2016), short measures linked to the D.T.P.s have advantages and disadvantages. The
demerit of utilising short measures is, it may not cover the comprehensive character-
istics of construct. However, on the other hand, they are useful in eliminating irrele-
vant items. Thus, it is suggested to utilise other comprehensive scales in future
research. Third, there may be some inter-correlations among the few constructs indi-
cating the potential multicollinearity.

However, the outcomes of VIF and comparatively large sample size reduce such
possibilities. Fourthly, the present research has only taken adverse outcomes related
to political behaviour into account. As noted by Kapoutsis and Thanos (2016), some
optimistic results have been written in the previous studies and are open for future
investigation, such as greater productivity, career expansion, greater invention, and
decision-making consensus. In the end, this study mainly focuses on the hospitality
sector and the culture of China. Therefore, other researchers should consciously gen-
eralise the results of this study to other cultures. There is scope for future researches
to focus on different cultures while investigating this proposed model towards
other cultural and organisational setups i.e. education, healthcare, and manufactur-
ing sectors.

6. Conclusion

The published research on the dark side of the organisation has overlooked important
mediating factors in the nexus between D.T.P. and C.W.B.s. This research takes a
robust and needed approach, i.e., multiple-mediation model to investigate the media-
ting roles of perceived organisational politics and perceived accountability in the
nexus between D.T.P.s and C.W.B. The existence of indirect relationships between
D.T.P.s and C.W.B.s through perceived organisational politics and perceived account-
ability has empirical support. D.T.P.s who perceive their work environment is polit-
ical and easy to manipulate, they are more likely to engage in C.W.B.s. Whereas,
perception of high accountability among D.T.P.s leads to conclude that the risk of
being caught is high therefore it would be better to refrain from C.W.B.s. It means
by controlling organisational politics and placing organisational controls that increase
accountability among D.T.P.s, will lead to reducing C.W.B. It is the authors’ earnest
hope that future research expands this rich topic on other sectors and cultures by
incorporating other potential mediating and moderating factors in the relationship
between D.T.P.s and C.W.B.s.
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