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ABSTRACT

Received: 01 Feb 2026 This study aimed to examine the effect of person—job fit on employees’ workplace deviance,
Accepted: 13 Jun 2026 considering the mediating role of work engagement and the moderating role of perceived
First Available: 09 Jul 2026 organizational justice. Thl_s applied study_ used a quaptltatlve,_descrlptlve, survey-based design and

) o structural equation modeling. The statistical population consisted of employees of Darou Pakhsh
Final Publication: 22 Nov 2026 Distribution Company, from whom 302 participants were selected through simple random sampling.

Data were collected using standardized questionnaires measuring person—job fit, workplace deviance,
work engagement, and perceived organizational justice. The data were analyzed using partial least
Keywords squares structural equation modeling through SmartPLS software. The inferential results indicated
that person—job fit had a negative and significant effect on employees’ workplace deviance, with a
path coefficient of -0.199, t-value of 3.688, and p-value of 0.000. Person—job fit also positively and
deviance; Work engagement; significantly predicted work engagement, with a path coefficient of 0.817, t-value of 47.175, and p-
value of 0.000. Work engagement had a negative and significant effect on workplace deviance, with
a path coefficient of -0.215, t-value of 2.375, and p-value of 0.018. In addition, perceived
Moderated mediation model; organizational justice negatively and significantly predicted workplace deviance, with a path
coefficient of -0.545, t-value of 5.141, and p-value of 0.000. The indirect effect of person—job fit on
workplace deviance through work engagement was also significant. The findings suggest that
reducing workplace deviance is not merely a direct consequence of person—job fit; rather, it is
strengthened through work engagement and shaped by employees’ perceptions of organizational
justice. Therefore, organizations should simultaneously improve job placement decisions, foster
meaningful and engaging work, and enhance fairness in procedures, rewards, and managerial
interactions.
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EXTENDED ABSTRACT
INTRODUCTION

Workplace deviance is a critical concern in organizational behavior because it
includes intentional behaviors that violate organizational norms and threaten the well-being
of the organization, its members, or both. Such behaviors may appear as absenteeism,
lateness, reduced effort, misuse of resources, interpersonal disrespect, sabotage,
withdrawal, or counterproductive work behaviors, and they can weaken productivity, trust,
cooperation, and human resource effectiveness. Contemporary studies emphasize that
workplace deviance is not merely an individual moral failure but a multidimensional
phenomenon shaped by job demands, organizational culture, leadership climate, perceived
injustice, work stress, insecurity, and employees’ interpretation of their work environment
(2, 4-8). Therefore, understanding the mechanisms that reduce deviant workplace behavior
requires attention to both structural and psychological factors in the employment
relationship.

Among the major antecedents of employee behavior, person—job fit has received
substantial attention. Person—job fit refers to the degree of compatibility between
employees’ knowledge, skills, abilities, needs, values, and interests and the demands,
characteristics, and resources of the job. When employees perceive that their abilities and
preferences match their job requirements, they are more likely to experience competence,
satisfaction, commitment, meaningfulness, and positive behavioral outcomes (11, 12, 16, 17,
35). Conversely, person—job misfit can generate stress, frustration, boredom, perceived
overqualification, and counterproductive responses (13, 18). Previous evidence suggests
that person—job fit can function as a preventive factor against workplace deviance by
reducing psychological strain and increasing employees’ positive attachment to their work
role (14, 15, 30).

Work engagement is another important motivational construct in explaining
employee behavior. It represents a positive work-related psychological state characterized
by energy, dedication, absorption, and active involvement in one’s job. Employees who
are highly engaged tend to identify more strongly with their work, internalize
organizational goals, and show lower tendencies toward destructive or deviant behaviors.
Prior research has linked work engagement to employee voice, organizational intimacy,
job satisfaction, organizational citizenship behavior, productivity, readiness for change,
and retention (19-24). In addition, studies on injustice, discrimination, and deviant behavior
have shown that engagement-related mechanisms can explain why employees respond



differently to unfavorable work conditions (31, 32). Thus, work engagement may serve as a
motivational mechanism through which person—job fit decreases workplace deviance.

Perceived organizational justice is also central to understanding employee reactions
in the workplace. It refers to employees’ perceptions of fairness in resource distribution,
decision-making procedures, interpersonal treatment, and informational transparency.
When employees perceive fairness, they are more likely to trust the organization, comply
with norms, and maintain constructive work behavior; however, perceived injustice may
produce dissatisfaction, withdrawal, turnover intention, cynicism, silence, and deviant
reactions (25-27, 29). Research has also demonstrated that organizational justice is related
to ethical climate, organizational entrepreneurship, citizenship behavior, and reduced
deviance (3, 28, 33). In Iranian organizational studies, destructive leadership, organizational
cynicism, silence, and deviant behavior have been identified as interconnected
organizational problems requiring integrated management models (1, 9, 10, 34).
Accordingly, the present study integrates person—job fit, work engagement, and perceived
organizational justice in a moderated mediation model to explain employees’ workplace
deviance.

METHODS AND MATERIALS

This study was applied in purpose and quantitative, descriptive, and survey-based in
method. The statistical population consisted of employees of Darou Pakhsh Distribution
Company. Based on the size of the population and the Morgan sampling table, 302
employees were selected through simple random sampling. The sampling frame was
prepared using the list of employees, and participants were selected randomly from the
population. Data were collected through a structured questionnaire distributed among
employees in both in-person and electronic formats, depending on access to respondents in
different organizational units.

The research instrument consisted of standardized questionnaires measuring four
main constructs: person—job fit, workplace deviance, work engagement, and perceived
organizational justice. Person—job fit measured the compatibility between individual
characteristics and job requirements. Workplace deviance measured employees’ deviant
behaviors directed toward the organization and individuals. Work engagement assessed the
degree of employees’ psychological, emotional, and motivational involvement in their job.
Perceived organizational justice measured employees’ perception of fairness in
organizational procedures, interactions, and distribution of outcomes. Data analysis was
conducted using partial least squares structural equation modeling through SmartPLS. The
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analysis included assessment of the measurement model through factor loadings,
Cronbach’s alpha, composite reliability, convergent validity, and discriminant validity,
followed by assessment of the structural model through coefficients of determination,
predictive relevance, path coefficients, t-values, significance levels, mediation testing, and
moderation testing.

FINDINGS

The demographic results showed that 287 respondents were male and 15 were
female. Regarding age, 68 participants were younger than 30 years, 122 were between 31
and 40 years, and 112 were older than 41 years. In terms of education, 195 respondents had
a bachelor’s degree or lower, while 107 had education above the bachelor’s level.
Regarding work experience, 176 employees had up to 10 years of experience, and 126
employees had more than 10 years of experience.

The measurement model showed acceptable reliability and validity. Composite
reliability values were 0.904 for person—job fit, 0.930 for workplace deviance, 0.907 for
work engagement, and 0.772 for perceived organizational justice. Cronbach’s alpha values
were 0.859 for person—job fit, 0.849 for workplace deviance, 0.847 for work engagement,
and 0.704 for perceived organizational justice. All values exceeded the acceptable
threshold of 0.70. Convergent validity was also confirmed, as the average variance
extracted values were 0.702 for person—job fit, 0.869 for workplace deviance, 0.765 for
work engagement, and 0.592 for perceived organizational justice. The Fornell-Larcker
criterion further supported discriminant validity, indicating that each construct shared more
variance with its own indicators than with other constructs.

The structural model demonstrated strong explanatory and predictive power. The
coefficient of determination was 0.857 for workplace deviance and 0.668 for work
engagement, indicating that the model explained a substantial proportion of variance in the
endogenous variables. Predictive relevance values were 0.708 for workplace deviance and
0.481 for work engagement, confirming adequate predictive capability.

The hypothesis testing results showed that person—job fit had a negative and
significant effect on workplace deviance, with a path coefficient of -0.199, t-value of 3.688,
and significance level of 0.000. Person—job fit had a positive and significant effect on work
engagement, with a path coefficient of 0.817, t-value of 47.175, and significance level of
0.000. Work engagement had a negative and significant effect on workplace deviance, with
a path coefficient of -0.215, t-value of 2.375, and significance level of 0.018. Perceived
organizational justice also had a negative and significant effect on workplace deviance,



with a path coefficient of -0.545, t-value of 5.141, and significance level of 0.000. The
indirect effect of person—job fit on workplace deviance through work engagement was
significant, with a path coefficient of -0.176, t-value of 2.361, and significance level of
0.019. Finally, the moderating role of perceived organizational justice in the relationship
between person—job fit and workplace deviance was confirmed, with a path coefficient of
-0.118, t-value of 2.262, and significance level of 0.002.

DISCUSSION AND CONCLUSION

The findings indicate that person—job fit is an important protective factor against
workplace deviance. Employees who experience a higher degree of compatibility between
their characteristics and job requirements are less likely to engage in behaviors that violate
organizational norms. This can be explained by the fact that fit reduces role-related tension,
strengthens the sense of competence, and improves employees’ psychological relationship
with their job. When employees believe that their skills, needs, and values are aligned with
their job, they are more likely to perceive work as meaningful and less likely to respond to
the organization through destructive or counterproductive behaviors.

The findings also demonstrate that work engagement is a key motivational
mechanism in the relationship between person—job fit and workplace deviance. Person—job
fit strongly predicted work engagement, and work engagement significantly reduced
workplace deviance. This means that the effect of person—job fit is not limited to direct
behavioral control; rather, it operates through employees’ internal motivational states.
When employees are engaged, they invest more energy in their tasks, identify more
strongly with their occupational role, and develop a stronger sense of responsibility toward
organizational goals. As a result, deviant behavior becomes inconsistent with their
professional identity and internalized work values.

The negative and significant effect of perceived organizational justice on workplace
deviance highlights the importance of fairness as a contextual condition in organizational
behavior. Employees’ perceptions of fair procedures, equitable rewards, respectful
treatment, and transparent communication reduce the likelihood of deviant reactions.
Moreover, the confirmed moderating effect shows that the protective influence of person—
job fit becomes stronger when employees perceive higher organizational justice. This
suggests that even well-matched employees may not fully translate their fit into
constructive behavior if they experience the organizational environment as unfair. In
contrast, fair organizational conditions reinforce the positive effects of person—job fit and

strengthen employees’ willingness to comply with organizational norms.
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Overall, the study concludes that workplace deviance should not be treated merely
as an individual disciplinary issue. It is better understood as the outcome of a broader
system involving job compatibility, motivational engagement, and perceived fairness.
Organizations seeking to reduce deviant behavior should simultaneously improve
recruitment and placement decisions, design jobs that fit employees’ abilities and values,
foster engagement through meaningful work and developmental opportunities, and
strengthen justice in procedures, rewards, and managerial interactions. The integrated
model tested in this study provides a useful framework for explaining how person—job fit
can reduce workplace deviance through work engagement and under the boundary
condition of perceived organizational justice.
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