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Executive Summary

Individuals’ behavior can be influenced by many factors and can manifest differently under different circumstances. At the same time, companies strive for employees who support and commit to their organizational culture and act towards achieving the goals of the company. Employees though, can have individual goals which do not always reflect adherence to the organizational culture or to organizational goals in general. When this happens, the behavior of the employees from the company’s view point could be called dysfunctional. 
Not all employees are likely to manifest goal incongruence. Some maintain a high level of intrinsic motivation to keep performing well at work and guide themselves by the internal codes of conduct of the company.
In the context of a company, employees often times work together, whether in the form of working teams or simply as members of the same functional department. The question raised is what happens when employees with different attitudes towards work and specifically towards behavior at work come together. Can it be the case that the intrinsic motivation is decreased or remains unaffected by the dysfunctional behavior? Therefore, my research question is:
Does the individual’s dysfunctional behavior within an organization influence peers’ intrinsic motivation?
To answer this research question I have reviewed the relevant management accounting literature and the psychological or motivational literature. I have mentioned the definitions stated in different sources for dysfunctional behavior and motivation, the potential interaction (or non-interaction) between the concepts, as well as factors influencing them (cultural controls, situational perception). I have used several theories to predict the relationship between the items of interest and to formulate my hypotheses – agency theory, cognitive evaluation theory, equity theory, goal-setting theory. 
After reviewing the literature, studying the theories and understanding the current state of knowledge, I performed a survey at the company I am currently working – Booking.com B.V, as well as among my friends and some family members, given the individual level of the analysis of the current thesis.
The results of the study support the cognitive evaluation or psychological theory view point, which suggests that individuals’ intrinsic motivation is influenced by many other factors coming mainly from the outside environment of the individual. This can be the case when people feel treated unfair or they have less trust in the organizations they work for given the manifestation of dysfunctional behavior. As a result, they would exert less work-related effort accompanied by a lower level of intrinsic motivation regarding their tasks.

Chapter1: Introduction

Based on Deci & Ryan (1990) the development of self (one’s self) entails integrating new experiences and regulatory processes with one’s intrinsic self.  To the extent that integration fully occurs, the behaviors that are thus regulated will be said to be self-determined. In addition to the above mentioned argument, it is important to take into consideration the complexities of the experiences that different people might face, the several attitudes and as a consequence - the diversity of behaviors which might be displaced. Because of this, it is almost impossible to predict how a specific individual is likely to behave. Moreover, the life of today is mostly characterized by a constant pressure, coming whether from the society, media or simply our own group of friends and family. Therefore, understanding the economic changes as well as the societal ones is important in order to try to explain such a complex phenomenon as human behavior.

The reason why I think human behavior is an important subject is because people are the most valuable asset of a company, as suggested by Hitt et. al. (2001): The human element has grown in importance because knowledge has become critical ingredient for gaining competitive advantage, particularly in the new economy landscape. It also suggests that company commitment is what leads bright minds to continue developing and creating new ideas for the company they feel bonded with. As argued by Hartline et. al. (2000), this attachment to the organization makes commitment vital to the process of instilling shared values between the organization and its employees. As a result, employees who are committed to the organization are more likely to buy into its value system and exert effort towards achieving the organization’s goals. 
The subject of this paper is important to me personally because it will help me understand how would the behavior of my peers change under uncontrollable situations and how would that influence their intrinsic motivation to work; and hence the overall working atmosphere in the company. It is interesting for me to test how are individuals more likely to behave, what decisions are they tempted to take and how an uncommon situation at their working place might influence (if at all) their intrinsic motivation. 

The answer to my research question is important because a motivated employee is likely to exert more work-related effort which will ultimately lead to better performance. The author believes that the result of this research will benefit several professionals within the organization to detect any unwilling changes in the behavior of their employees. 
By aligning the individuals’ goals to the firm’s ones, a company can expect its employees behaving in the way that would advantage the company, while at the same time ensuring a pleasant working environment for everyone involved. At the company level, this can be done through the management control system, more specifically through cultural controls. A reason for this specific type of control is that through it “an organization controls employee behavior by achieving congruence in values between its members and the organization itself” (Gomez & Sanchez, 2005).  

The behavior that does not grant the company with the desired outcomes can be called dysfunctional. Cole et.al. (2008) suggest that bad behavior reflects employee conduct that an organization would otherwise prefer not to have displayed by its employees. Because the definition of the concept is so broad, it is difficult to track all the influences it might have on other peoples’ working attitudes. This is the reason why in my analysis, I will focus on major working displacements such as: theft, sabotage, manipulation of performance reports, etc.
At the same time, based on Merchant & van der Stede (2003) book, there are several reasons why an employee can behave dysfunctional. One of the reasons is the individual situational perception. Kenrick et. al. (2010) state in their book that different people are attuned to different parts of a situation, or the same situation means different things to different people. Another reason to be considered when speaking about dysfunctional behavior is a salient individual need or situational opportunity that an individual might have at some point. This view is reflected in Simons (1995) paper, which suggests that because of temptation or pressure in the workplace, individuals sometimes choose to bend the rules. 
A lot of research has focused on what motivates individuals in general and particularly, on what motivates them at their working places. An intrinsically motivated individual given Deci (1971) assumption is the one who receives no apparent reward except the activity itself. It is therefore more likely for organizations to wish for intrinsically motivated employees and to try to maintain the level of that intrinsic motivation as high as possible.

At the same time, following Huddart & Qu (2012) prediction that individuals not only have different personal standards, but also different sensitivities to others’ actions, I might assume that the effect of a dysfunctional behavior on the peers’ intrinsic motivation is not straightforward. Therefore, this thesis examines if the individual’s dysfunctional behavior within an organization influences peers’ intrinsic motivation to perform at work.

In the following sections I will elaborate more on the correlation between the intrinsic motivation and the dysfunctional behavior, literature insights, as well as the motivation and contribution to perform the research. 

1.1 Research Objectives
In this thesis I will bring new insights regarding managing and observing human behavior (wanted or unwanted) at the working place. My objective is to describe and explain the potential connection between the dysfunctional behavior and the intrinsic motivation. I will point out the importance of this potential connection and the consequences of its omission. Also, I will explain the factors that might lead to there being an influence as well as those explaining the no influence pattern. In addition to the factors, insights from the literature will be brought in order to help the understanding of the concepts used, as well as their correlation with each other based on the relevant theories from the management accounting and control literature. 
Another objective of the research is to make a contribution to the literature and current state of knowledge by bringing up the issue and pointing out on the impact it might have on companies. Finally, I will present the results from my survey research and formulate applicable recommendations. 
1.2 Research Question and Study Structure Defining 

In order to achieve the above formulated objectives, I will turn to the Research Question first. The aim of this thesis is to answer the following:

Does the individual’s dysfunctional behavior within an organization influence peers’ intrinsic motivation?
To answer this Research Question, I will firstly explain and define the terms involved based on several literature sources. The level of their “manifestation” within the company will be explained and discussed based on the existing literature insights. The ways companies could manage and control both intrinsic motivation and dysfunctional behavior will be considered through the cultural controls. 
After the literature review, relevant theories will be used to suggest potential interaction (or no interaction) between the concepts analyzed. The standard economic theory suggests that people are motivated primarily by explicit incentives. Based on this idea, there is assumed to be a direct influence manifested by the financial incentives: the more an employee is being paid, the more motivated he or she is, therefore the more effort will be exerted, and eventually, a better job will be done. 

However, things do not always work this way. Recent research has argued that pecuniary incentives do not always result in a good performed job by the employees. Specifically, based on Deci & Ryan (1991) assumption, there is an intrinsic motivation that individuals are presumed to have. Frey & Jegen (2001) crowding theory assumes that there are two types of effects that can occur regarding intrinsic motivation: crowding-in and crowding-out. Under certain circumstances the intrinsic motivation can be increased/strengthened (crowded-in) and under other circumstances decreased/undermined (crowded-out).

Further, the individual perceptions will be brought into discussion by explaining how important the individual points of view and considerations can be while considering the decisions taken or the theory which predictions are more likely to hold. Then the hypotheses development will follow, adding up to testable statements for further analysis. A survey study will be used to test my predictions, present the results and formulate the final conclusions, limitations and potential paths for further research. 

1.3 Research method
When choosing the research method for my paper, there were a few aspects to consider. The first aspect is the level of analysis of my study based on my research question. There are several levels of analysis: individual level, group/ department level, firm level and beyond firm level – group of companies, country, industry, etc level. Given the research question of my study, I am interested in studying the individual potential change in intrinsic motivation given the dysfunctional behavior, which means the level of my analysis is the individual one. 
Another aspect to consider was the choice between the archival data, experiment and survey types of research methods. When choosing among these types, having a working place and hence the exposure to a work environment and colleagues played an important role. Given the fact that I had access to a big sample of working respondents through my job place and no public data is available regarding my research subject, the method of choice is a survey questionnaire. As a result of this type of research method, I will be able to collect my unique set of data based on which I will run the statistical analysis. 

The survey will be conducted at the individual level of analysis because I am interested in the perceptions, opinions and emotions of the people who will fill it in, regardless of the type of organization they are working or have worked for, the industry that company operates in, etc. Given the fact that I am interested in the personal attitudes regarding the specific behaviors observed at the working place by the people that will fill in my questionnaire, I will need individuals with some working experience or at least familiar with the working environment.
 In my data collection I will use students and friends (having worked or currently working) and working individuals. Therefore, based on the work-related interaction experiences that my respondents are assumed to have had, they will be able to answer my questionnaire in a relatively accurate manner. 

The questions that will be used will be scored based on the Likert type scale (from 1 to 5). In formulating the items I will follow the Heyman & Ariely (2004) approach by asking my respondents to rate how likely they perceive their colleagues or former colleagues to behave in a specific given situation. The same study suggests that by using perceptions of others’ behavior will reduce the social demand to respond favorably when faced with a dysfunctional behavior situation. In order to measure the constructs, I will guide on the measurement used by Jaworski & Young (1992), of dysfunctional behavior and peer dysfunctional behavior. The survey will consist of three parts: demographic information, items testing the hypotheses and two open questions. The reason for the open questions is to obtain a broader view regarding the important factors which lead to a specific level of intrinsic motivation as well as to understand the perception of employees regarding the prevention of dysfunctional behavior by the cultural controls implemented by their firm.
The respondents will be approached online via a link to the survey as well as by hard copy versions of the survey. The approached respondents will be my actual colleagues from Booking.com B.V as well as my friends, other students and family members. My colleagues will be approached via the hard copy of the survey, while my friends will be approached via one of the social media websites through a post containing the link to the survey. Both groups have or have had different job functions and responsibilities, as well as performed or have performed at different levels of the organization. 

By approaching different types of people with different working experiences I expect to receive an extensive range of opinions and unbiased by a specific organization responses. I also expect my respondents to vary in age and gender. This will favor responses containing different perceptions and attitudes as well as a more objective data for my hypotheses testing. 
1.4 Research contribution

The answer to this research question is important because a motivated employee is likely to exert more work-related effort which will ultimately lead to better performance. The author believes that the result of this research will benefit several professionals within the organization to detect any unwilling changes in the behavior of their employees. 

To begin with, the result is important to me personally because it will help me understand how would the behavior of my peers change under uncontrollable situations and how would that influence their intrinsic motivation to work; and hence the overall working atmosphere in the company. It is interesting for me to test how are individuals more likely to behave, what decisions are they tempted to take and how an uncommon situation at their working place might influence (if at all) their intrinsic motivation. 

My personal implication comes from a real life situation that I was faced with. While working for a bakery some time ago, I have noticed serious internal rules breaking, coming from my manager. Being a newly hired employee and having a very good first impression about that shop, I was put in a difficult situation. Till the day that I left I tried to keep myself motivated regarding the job I was doing and compliant with the requirements stated in my employment contract. The reason why I have decided to turn my experience into a thesis research was due to a wish of understanding the main pattern of responses that such actions coming from superiors and/or a peer might have on the rest of employees and/or peers. 

The answer would be important to organizations as well. If the result of the study is such that dysfunctional behavior negatively influences peers’ intrinsic motivation, than managers might assume that a decrease in the performance of their subordinates might be due to some unwilling behavior among them. Therefore, this might be an indicator that he/she must be paying more attention to the working environment and to the potential triggers that might allow such behavior. At the same time, it might be unreasonable to increase the wages in a hope that overall performance would also consequently increase. 

On the other hand, if the result suggests that there is no influence on the intrinsic motivation of the peers, then managers have no indicators to detect the dysfunctional behavior among their subordinates. Specifically, I would like to point out the fact that even if the intrinsic motivation regarding the performed work does not change, a feeling of unfairness and dissatisfaction is still likely to occur. 

Also, the answer to the specified research question might help organizations understand the biases that managers and management accountants might have regarding the performance evaluations. Specifically, the honesty in performance reporting and analyzing might be influenced in the situation when individual’s dysfunctional behavior is observed. This might lead to reports containing inaccurate information and therefore to poor decisions taken based on it. 

Finally, the answer to my research question would also be important for policy makers. Of high importance would be the role of good controls implemented in order to detect even the small malfunctions within the organizations. Therefore, if the answer will be such that dysfunctional behavior negatively influences intrinsic motivation of the peers, it would be a clear indicator to the policy makers to introduce some (new) requirements for the controls being in place at the organization; to update the existing controls more often; and/or to replace the “old” controls with new ones that would better capture any types of potential dysfunctional behavior. 

1.5 Thesis structure
This part describes the structure which the currents research has. In the literature review part insights from the relevant articles and manuals are being presented regarding the concepts that are being operated with as well as the interactions among them and possible reasons for their occurrence. Specifically, this part is divided in two chapters: chapter two – Concepts analyzed and chapter three – Theoretical perspectives. Chapter two will give an overview of the concepts that are being operated with (intrinsic motivation and dysfunctional behavior) and insights from relevant theoretical sources. Also, ways of preventing the dysfunctional behavior and managing the willed behavior of their employees by companies are being discussed through the perspective of the cultural controls. Chapter three gives an overview of the relevant theories, based on which the interaction or no interaction between the concepts is predicted. At the end of the chapter the notion of “individual perception” is being presented and discussed, together with its influence on the (potential) interaction between the concepts analyzed.

The following part will continue the discussion by complementing it with development of the hypotheses to be tested. Important to be mentioned is the fact that one hypothesis is stated in the null form and the other one is alternative. This means that only one of them will be supported by the data: whether dysfunctional behavior (independent variable) influences intrinsic motivation (dependent variable) or not.
The survey research section briefly describes the process of data gathering and its particularities. Chapter six – Results analyzes the outcomes obtained and which of the hypotheses has been supported by the data. Finally, the research ends with the conclusion(s), potential limitations and possibilities for future research.

Schematically the structure is represented in the Figure 1:
Figure 1: Structure of the thesis








The Introduction chapter presented the main ideas of the research, the objectives, research method, contribution and the structure of the study. The following chapter will focus on the definitions and insights of the articles and books 
related to the intrinsic motivation and dysfunctional behavior as well as a perspective through the cultural controls will be given.
Chapter 2: Introduction to the concepts analyzed
2.1 Introduction

This chapter presents the definitions used to describe the concepts mentioned in the current research after the literature review of the relevant fields of study.  Also, these concepts are being looked at through the company’s perspective and specifically trough the cultural controls as a mean to align any potential dysfunctional behavior to the company’s internal rules of conduct and guarantee a working environment which will maintain high levels of intrinsic motivation of all employees.

The reason for this theoretic introduction is to present a clear picture of the exact definition that the concepts will be having along the pages of the current research as well as specific insights concerning them. Also, another important implication of this chapter is to relate the latest findings by the research in the field regarding the aspects treated by the current study. Specifically, relevant articles and scholars point of views were brought up in order to emphasis any potential connection or relation between the aspects of interest. The cultural controls have been mentioned in order to reflect the management accounting and control function as a way of implication by the organization and this specific control as a means of managing and influencing dysfunctional behavior as well as the intrinsic motivation of the employees. 
Intrinsic growth strivings are at the core of the self and are displayed through tendencies toward integration both within and between persons. People seek optimal challenges, as well as dealing with the situations they encounter, and in doing so they attempt to satisfy their basic needs for competence, autonomy, and relatedness (Deci & Ryan, 1990). Based on the above assumption, the author can argue that when it comes to human behavior, it is often very difficult, and sometimes even impossible to manage and control specific actions. Based on the psychological and social research, that could be mainly because people are all different, with different strivings and understandings of integration and ways of dealing with situations (Arnold & Randall, 2010). For example, in the working environment, there is no written rule regarding the number of breaks that an employee is allowed to take or the maximum time that one is allowed to spend on it, even though breaks are generally accepted as a normal behavior – people must have breaks. Also, based on the same source, we have different habits and ways of work: some people prefer working alone in full silence while others consider human presence and interaction as an important factor to their professional performance. While differences make people unique and valuable to companies, it is also more challenging to align all these behavioral preferences to a single one that is generally accepted and, at the same time, supportive to each employee’s professional growth.  This is why a strong ethical morale and motivation to align to working values and to perform at the highest standards are of crucial importance when it comes to the “quality” of the working force.  

Further, the definitions of motivation, dysfunctional behavior and cultural controls will be presented, as well as several perspectives on them from the company’s view point.
2.2 Motivation

Psychological research suggests that motivation is the willingness to exert effort (Arnold & Randall, 2010). Following this assumption, it could be argued that in order for companies to have a productive working environment with dedicated and cooperative employees, what should be paid attention to is the behavior manifested, viewed through the amount of exerted effort. Further, it is important for companies to understand what motivation is, why it is needed and how it is influenced, in order to be able to maintain it at the same level and/or even affect it in a positive way. 

Arnold and Randall (2010) suggest that motivation concerns the factors that push us or pull us to behave in certain ways. Organizational behavior literature and specifically Robbins and Judge (2013) define motivation as the process that accounts for an individual’s intensity, direction and persistence of effort towards attaining a goal. 

Based on these definitions, the notions to be accentuated are factors, effort and goal. The author argues that these specific characteristics frame the complex concept of motivation. Therefore there are specific factors that drive people to exert a specific amount of effort towards a pre-defined goal. Consequently, it can be assumed that any change in any of these characteristics can lead to a change in the motivation. Further, Deci (1971) suggests that one is said to be intrinsically motivated to perform an activity when one receives no apparent reward except the activity itself. The author could further argue that for intrinsically motivated people the activity itself is the driver of the effort towards the achievement of the final goal – activity fulfillment at the highest level. Therefore, for intrinsically motivated people the activities or tasks they involve in are both the drivers and the final goals. The simple pleasure of working on them and performing to accomplish them is the only thing needed to keep them enthusiastic. Frey and Jegen (2001) research paper suggests that it is difficult, if not impossible, to determine which parts of an employee’s motivation to perform his or her job are intrinsic, and which are not. Although intrinsic motivation may play an important role in many areas of the economy and society, it is difficult to influence or control, especially in comparison with the large array of readily available extrinsic motivators. Based on the previous discussion, the challenge that reveals is how can a company create such tasks and activities for its employees to keep them enthusiastic? How can people get to like the work they do for a long period of time?

Intrinsic motivation has been shown to be one of the strongest predictors of job satisfaction (Kalleberg, 1977). Job satisfaction in turn, provides many benefits to organizations, including decreased absenteeism, low turnover, and a willingness to help other employees and to engage in activities without compensation (i.e., working unpaid overtime, suggesting process improvements, etc.). Employees who are intrinsically motivated also tend to exhibit better work performance, as measured by work performance evaluations (Baard et al., 2004). Based on the above argument, it can be argued that organizations want intrinsically motivated employees, who perform their responsibilities in a way that is congruent with the internal rules of conduct within the organization and who help the organization achieve its objectives.
Following Locke (1991) assumption, even though it is the needs which constitute the starting point of motivation, they do not differentiate people from each other: all people have the same fundamental needs (e.g. food, air, self-esteem). What makes each person a unique individual and what guides his/her actual choices and actions are his/her values. People’s values determine what will be rewarding to them. Values represent basic convictions that a specific mode of conduct or end-state of existence is personally or socially preferable to an opposite or converse mode of conduct or end-state existence (Robbins and Judge, 2013). Values lay the foundation of our understanding of people’s attitudes and motivation and influence our perceptions. We enter an organization with preconceived notions of what “ought” and “ought not” to be.

To sum up, in order to have intrinsically motivated people performing their jobs during a consistent period of time, companies need to make sure the values of their people are in line with the organizational ones, among all other potential influencing factors. It is of course difficult to foresee all the situations that might occur in the work-related environment and/or to predict and positively influence any change of individuals’ perceptions, but making sure that the potential employee has strong ethical/moral values and beliefs can likely be a good starting point in preventing any types of future misconducts.

2.3 Dysfunctional behavior

In order to understand how intrinsic motivation is influenced due to someone’s unwanted behavior, it is necessary to understand what the literature suggests on what is presumed to be unaccepted in the matter of behavior within an organization. Cole et.al. (2008) suggest that bad behavior reflects employee conduct that an organization would otherwise prefer not to have displayed by its employees. Exemplars of these behaviors can range from employee theft and sabotage to social undermining and antisocial activity. Jaworski & Young (1992) state that a subordinate’s behavior is dysfunctional if he knowingly violates established control system rules and procedures. Merchant & Van der Stede (2003) state that overall, survey evidence suggests that wasting, mismanaging and misappropriating organizational resources, among other types of employee misconduct, are prevalent in most organizations. Even ostensibly inconsequential forms of wasting time on the job can have high costs e.g. fraud, manipulation of performance reports. Gupta & Jenkins (1991) paper suggests that when organizational conditions are noxious or aversive, employees can escape from the work setting in various ways. Some of these are psychological, others are physical. Employees can be absent from work, late to work, or leave early. Or they can be physically punctual and regular but be psychologically distant from work and reduce their output. Employees can use alcohol or drugs to reduce their mental “presence” in the organization. 

Research has shown however, that in general terms people want to act correctly and do the right thing. They are willing to obey and follow the already established moral codes. Still, oftentimes, because of several reasons, individuals choose to bend the rules. Some people are simply ignorant and might not recognize a potentially dysfunctional issue when faced with one. Yet those who do recognize them, because of the pressures to achieve superior results or other temptations, develop rationalizations in order to justify the possible misbehaving (Merchant & Van der Stede, 2003). Based on the book’s assumption, there are some people who unscrupulously act as bad apples. They are essentially dishonest. Others are merely morally disengaged or ignorant. They might not recognize an ethical issue when they face one, so their conscience does not stop them from behaving unethically. Yet others, who recognize ethical issues, develop rationalizations to justify their possible unethical behaviors. Finally, some people who know they are doing something wrong are not able to stop because they lack moral courage. 
At the same time, while the most research has focused on the individual when analyzing the dysfunctional behavior, organizations play a role as well (Paino et. al., 2012). The paper argues that the organization is important in that it provides a setting in which the individual may display the dysfunctional behavior. The individual spends most of his or her working hours at the job sites, thus increasing the timeframe within which this behavior might be displayed. The work setting provides all kinds of stimulants that could provoke individuals who already have a high propensity towards dysfunctional behavior.

Building on the above suggestions, the author suggests that there are several reasons behind the dysfunctional behavior as well as several manifestations of it. The complexity of the process makes it relatively difficult to track, measure, analyze and drive consistent conclusions. Therefore, when speaking about dysfunctional behavior, the unethical, unfair and the disobeying internal organizational rules actions will be considered, which might lead to a displacement of the peers’ perceptions regarding work, their colleagues and the organization in general.
2.4 Cultural controls

Pant (2001) suggests that in the situation when the system elements cannot be specified, informal controls become especially important. Formal controls are in place when the outcomes or actions can be clearly defined, while informal controls - when outcomes and/or actions are unclear and often related to people. Informal controls rely more on “unwritten practice code” such as social values, common beliefs or traditions among people or individuals, Susilo et al (2007). The KPMG (2013) Frontiers in Finance publication defines soft controls as embracing all the intangible elements of an organization’s culture which frame and condition individual’s expectations of proper behavior such as client centricity, professionalism, team work, empathy. The same publication further argues that in order to earn trust, apart from competence an organization needs to act according to sound moral and ethical principles, and focus on truth and fair dealing, uprightness, honesty and sincerity. 
Gomez and Sanchez (2005) define the cultural control as the one through which an organization controls employee behavior by achieving congruence in values between its members and the organization itself. The same paper further argues that having a strong organizational structure with a shared set of values and beliefs has a controlling effect on employee behaviors but without the autonomy restrictions that characterizes formal controls. Based on the above findings suggested by the research, the author argues that the means at the hand of organizations for preventing dysfunctional behavior are the cultural controls. 
Moreover, Merchant & Van der Stede (2003) suggest that cultural controls often have the advantage of being relatively unobtrusive. Employees may not even think of the shared norms or “the way we do things around here” as being part of the “control” system. As such, organizational cultures can substitute for other formal types of control. At the same time the book suggests another important insight regarding preventing and dealing with the unethical behavior. Specifically the authors state that senior managers should serve as moral exemplars, or role models, within their organizations. They should also design their management control systems in such a way to promote moral points of view and ethical behaviors. Moreover, Simons (1995) suggests that managers must encourage employees to initiate process improvements and new ways of responding to customers’ needs – but in a controlled way. 

This is the main reason why the author considers informal controls and specifically culture ones (adjusted for each organization) as being of high importance when dealing with human behavior and specifically with the undesired one.

This chapter has presented the main notions that the current research will deal with as well as their definitions based on the related literature review. Apart from that, ways of preventing the dysfunctional behavior and reasons for its presence, as well as ways of cultivating the intrinsic motivation of the employees have been suggested. This is argued to be possible for companies through the implementation of cultural controls. 
The following chapter will present possible interactions between the tested variables (dysfunctional behavior and intrinsic motivation) through the relevant management and control accounting theories. The suggestions and causalities of these theories will be applied to the concepts analyzed in the previous chapter in order to describe the possible relationships that might occur between the variables of interest. Two different types of relationships (interaction and no interaction) will be suggested. The explained concepts and their particularities will be placed in the light of the suggestions of the proposed theories. In this way, Chapter 3 will bring new insights into the subject analyzed in the current study as well as the theoretical background for the future hypotheses development. 
Chapter 3: Research theories and theoretical perspectives

3.1 Introduction

This chapter is oriented on finding and explaining the potential relationships among the variables of interest and the possible outcomes these relationships might have. In order to do that, I will turn to the management accounting related theories. 

A theory is needed to have some justification for expecting a relationship to exist. At the same time, the theory in management accounting research is meant to search and predict possible reasons and outcomes between the causes and effects of the variables of interest. It represents specific predictions on how users react to information. 

In order to explain the potential link between the concepts of interest in the current research paper as well as more specific predictions regarding the answer that might be expected for the research question, I will look into the patterns suggested by the theory. Research has focused on social behavior and particularly on motivation through two main perspectives: the expected utility/agency theory and cognitive evaluation theory. Bonner & Sprinkles’ (2002) suggestion regarding the human behavior from the agency theory perspective, individuals are presumed to have preferences for increases in wealth and increases in leisure (reductions in effort), they are risk averse and effort averse. From a cognitive evaluation/psychological view point, humans are intrinsically motivated (Deci and Ryan, 1991). This means that the pleasure to perform job related tasks comes from the tasks themselves, regardless of external factors.

The two different views on motivation suggest two different reactions and outcomes regarding the manifestation of dysfunctional behavior. The research part of this paper will focus on determining the pattern most supported by the data.
3.2 Agency theory

Based on Bonner & Sprinkles’ (2002) suggestion regarding the human behavior from the agency theory perspective, individuals are presumed to have preferences for increases in wealth and increases in leisure (reductions in effort), they are risk averse and effort averse. Further, Christ et. al. (2012) suggest that employees are expected to respond only to the financial incentives described in their formal employment contract. Therefore, regardless of the behavior of their peers, individuals are not expected to take any additional risk, they will exert the same level of effort as before (just not to get fired), as long as the peers’ behavior doesn’t influence their wealth and/or necessary effort to be exerted. 

Maas & van Rinsum (2013) state that based on behavioral economics literature, there are two possible reasons why individuals remain honest despite monetary incentives to lie: social preferences and norm adherence. Their study suggests that individuals experience disutility when their behavior deviates from what is considered appropriate and that honesty is an important personal norm for many individuals. Baiman (1990) supports this view by suggesting in his paper that in the principal-agent model, each individual’s actions are endogenously derived, based on his well-specified preferences and beliefs. Therefore, the belief and value systems play the main role in the final decision to act of an individual, given the assumption that individuals are fully rational. Based on that, it could be further assumed that intrinsic motivation to perform at the working place will remain the same regardless of the behaviors manifested by any of the colleagues. The same idea is stated in Frey & Jegen (2001) paper which suggests that although intrinsic motivation may play an important role in many areas of the economy and society, it is difficult to influence or control, especially in comparison with the large array of readily available extrinsic motivators.

Based on the economic view, I would expect dysfunctional behavior to have no influence on intrinsic motivation of a peer. This is explained by a high level of morality and the importance of honesty that the individual is presumed to have.
3.3 Cognitive evaluation theory

From a cognitive evaluation/psychological view point, humans are intrinsically motivated (Deci and Ryan, 1991). Individuals’ intrinsic motivation is influenced by many other factors coming mainly from the outside environment of the individual. The research in the field has suggested that intrinsic motivation is decreased with the increase of monetary payment for interesting tasks while for the tasks that are perceived as being less interesting, the intrinsic motivation is directly related to the level of payment – crowding theory (Frey and Jegen, 2001). Further, the same paper argues that a movement to either extrinsic (crowding-out), or intrinsic (crowding-in) pole can be accounted for due to a change in the perceived nature of the performed task, in the task environment or in the actor’s self-perception. Based on Christ et al (2012) paper, people have a preference for autonomy and experience decreased motivation when their autonomy is reduced or threatened. The same research suggests that once the employees perceive their autonomy as being restricted, this has consequently a strong impact on their motivational state, beliefs and behaviors. It can be further assumed that a mere change in the perceptions of an individual due to an observed dysfunctional behavior manifested by a colleague can lead to a decrease in the intrinsic motivation of performing well at the working place. This could be the case when the dysfunctional behavior raises feelings of unfairness and distrust in the company as a whole. Moreover, Arnold & Randall et. al. (2010) state in their book that at work, our dealing with peers can dramatically affect the way we feel at the end of the day. This suggests that peers manifest a high level of influence on each other, whether in a positive or negative way.

Based on the psychological view, I would expect dysfunctional behavior to decrease the intrinsic motivation of the peer. This could be explained by a change in the perceptions of the peers and the raise of negative feelings. This in turn, could lead to a decrease in the effort manifested at the working place.
3.4 Other theories

Additionally, equity theory suggests that the perception of unfairness arises when individuals perceive the ratio of how much they “put in” and how much they “get out” of a job as opposed to that of a colleague’s one to be unequal. It assumes that people are motivated to maintain a balance in exchange relationships and assess this balance (equity) by comparing their inputs and outcomes to others’ inputs and outcomes (Adams, 1963). When the ratio is seen as unequal and individuals feel unrewarded, equity tension is experienced, which in turn creates anger. This leads to individuals trying to restore equity by adjusting their effort level, by motivating them to do something to correct it.

Another theory that supports the negative influence of dysfunctional behavior on intrinsic motivation is the goal-setting theory. Locke & Latham (1990) suggest that personal goals are the primary determinant of, and immediate precursor to, effort. However, it is not always the case that personal goals are in line with the organizational ones. It is argued that the reason why goals provide such a powerful motivation is that they are able to change the way in which a situation is framed. Further, Christ et. al. (2012) paper argues that individuals’ behavior can be redirected or refocused when a stimulus is introduced. The current research paper argues that the dysfunctional behavior can represent this type of stimulus.
3.5 Conclusion

Given the above discussion, it can be assumed that the flexibility at the working place plays an important role. However, not too much and not too little is desirable. It is arguable that the more flexible the working conditions, the more autonomy people perceive to have and consequently the more intrinsically motivated they are. On the other hand, if the working conditions are such that they guarantee too much flexibility, the risk of a dysfunctional behavior is higher as well. It can be further concluded that the personal perceptions play the decisive role in one’s actions. 

Kenrick et. al. (2010) suggest in their book that different people respond differently to the same situation. Person-situation interactions of this sort can occur because different people are attuned to different parts of a situation, or because the same situation means different things to different people. Further, Robbins & Judge (2013) suggest in their book that perception is a process by which individuals organize and interpret their sensory impressions in order to give meaning to their environment. At the same time, it can be the case of a significant difference between what is perceived and the objective reality. The interpretation that people make is influenced by their own personal characteristics: attitudes, personality, past experiences, etc. This being said, we can further argue that perceptions can dramatically influence the choices and decisions that we take. So it is the perception of the dysfunctional behavior that would in fact shape the attitude towards it, which finally would lead to a specific decision of action or non-action.

While at the same time, it can be equally presumable that a person, despite the high moral values, principles and perceptions, could as easily engage into less responsible attitude towards the work performed given the situational pressure or other salient need. The current research paper tends to determine which of the two main views described above is more likely to hold. 

This chapter argued the possible interactions between the tested variables (dysfunctional behavior and intrinsic motivation) through the management and control accounting theories. Two different types of relationships (interaction and no interaction) were suggested based on the different theories.  

Chapter four will focus on the current state of knowledge and will continue the discussion related to the possible interaction between the variables by formulating testable hypotheses. The latter will be tested based on the data gathered by the survey research. 
Chapter 4: Hypotheses development and current state of knowledge
4.1 Development of H0

First, the arguments supporting the no effect relationship between the variables tested in the study will be considered. The author suggests that despite the strong tendency of believing that the interaction between the dysfunctional behavior of an individual and the intrinsic motivation of his or her peers to perform their jobs is straightforward, recent research provides salient reasoning why one should consider the opposite situation at the same extent. This view point is supported by several studies, all of them underlying the idea of strong moral values and personal commitment to them as a basis for an ethical behavior even in conditions of dysfunctional behavior manifestations. 

The tension between the unwilled behavior and the performing of the accepted actions from the company’s view point is suggested by the Sprinkle (2003) study. The paper argues that individuals manifest preferences for the welfare of others, as well as conformance with norms of social and moral conduct apart from the certain preference for personal wealth accumulation. The prevalence of personal values over the unethical temptations is reflected in Maas & Van Rinsum (2013) paper, which suggests that the economists have recently shifted their attention to other determinants of behavior, particularly personal and social norms. The majority of individuals perceive their own morality with a strong belief and care about maintaining this aspect of their self-concept. The concept of honesty is also considered to have an impact on people acting morally. The same research suggests that individuals would not tend to maximize their wealth in the situation when, by doing that, they need to be dishonest, even when explicit punishment mechanisms are not in place. 

Research has also focused on the tendency of people to remain honest by decreasing the level of lying. Erat & Gneezy (2012) suggest an explanation to why some people tend to avoid lying. They argue that people experience belief-based guilt as well as disutility when they let down others. The same research further suggests that violating a social norm is the reason why people feel guilty when they lie and the amount of guilt they feel depends on their beliefs about adherence to the norm in their peer group. Therefore, based on this statement, the author argues that due to potential feelings of guilt that the peers facing a dysfunctional behavior might experience, due to a lower effort exerted at the working place, they will continue to perform their jobs as before and keeping the same level of intrinsic motivation. 

Moreover, DelCampo (2007) study argues that one’s personality is what influences the way we see and interpret the world around us. Following the same thought, Robbins & Judge (2013) book suggests that in organizations, people make decisions and choices from among two or more alternatives and the way they make them as well as their quality, largely depends on their perceptions. Perceptions, however, can differ from the objective reality, as they are influenced by personal characteristics such as values. According to the same book the values represent the basic convictions regarding a specific way of behavior. They represent the foundation for our understanding of peoples’ attitudes and motivation. Due to them, an individual enters an organization with an already formed idea of what “ought” and what “ought not” to be. Also, values have a tendency to be relatively stable and enduring. 

Another factor that suggests no change in the intrinsic motivation of the peers regarding the work they perform due to the observed dysfunctional behavior is the organizational commitment. This is suggested by the Hartline et. al. (2000) paper, which argues that organizational commitment is the relative strength of an individual’s identification with and involvement in a particular organization. This is important because the attachment to the organization makes the commitment vital to the process of creating shared values between the organization and its employees. Therefore, employees who are committed to the organization are more likely to share the same values, adhere to the company’s culture and exert effort towards achieving the organizational goals. 

Based on the factors and motives discussed above, the first hypothesis will be formulated in a null form:

H0: The dysfunctional behavior of an individual has no influence on the intrinsic motivation of the peers to perform at work.

4.2 Development of H1

However, the opposite situation is also likely to manifest. Specifically, having dysfunctional behavior manifested at their working places it can be argued that people might feel as being treated unfair and as a result exert less effort accompanied with a lower level of intrinsic motivation with respect to their work. 

The same pattern is suggested by several studies. For example Simons (1995) argues that overall, people want to do the right thing and act ethically. However, due to temptations or pressures in the working place, individuals sometimes overlook the rules from the codes of behavior. The same pattern is argued by the Merchant & van der Stede (2003) book, which suggests that despite the fact that employees are most of the times behaving honestly, there will always be some who are less than totally honest. If the control system of the company is perceived to be weak, the temptation of even the most honest employees towards undesirable behavior will exist. 

Furthermore, the same book argues that sometimes employees act in their own personal interest at the expense of their organization’s interest. Based on these statements the author can suggest that if the circumstances in the working place are allowing misbehaviors due to gaps in the control system or any other type of pressures, individuals are likely to break the rules despite their potential moral values or norms. Arnold & Randall (2010) suggest that at work, dealing with peers can dramatically affect the way we feel at the end of the day. Given this statement it can be assumed that not only a cold observation of the dysfunctional behavior can raise feelings of inequality and unfairness at work, but also any potential unpleasant interaction with the individual manifesting it might lead to increased bad attitudes towards the work responsibilities. 

Given the previous discussion, the alternative hypothesis is:

H1:  The dysfunctional behavior of an individual decreases the intrinsic motivation of the peers to perform at work.

In this chapter the testable hypotheses were developed based on the current state of knowledge. The hypotheses will be tested based the data which will be collected through the survey questionnaire. 

Chapter five will describe the research method used to collect the data as well as the relevant particularities of the process. Specifically, the choice for the specific type of research method will be explained, the particularities of the sample will be provided as well as the means to reach it.
Chapter 5: Survey research
This chapter will explain the research method and its particularities. More specifically: the reason why the questionnaire survey was chosen for data collection, the survey procedure, how the survey was developed, and the statistics regarding the reliability of the construct.
5.1 Survey choice and procedures
The author is interested in the opinions and perceptions of the respondents in regards to the variables: intrinsic motivation and dysfunctional behavior, at the individual level. In order to collect this data a survey questionnaire was developed (Appendix 1). The sample was selected based on the work experience criteria only. Therefore, only people with any working experience have filled in the survey. To ensure a high rate of response, the survey has been sent out on printed paper as well as online, via social sites. In total 72 responses were collected. Out of the total, 33 responses were returned on printed paper and 39 from online sharing. Out of the 33 on paper, 27 were collected from my work colleagues from Booking.com and the other 6 from my friends with working experience. The rest of 39 online responses were gathered from friends and family. 
5.2 Survey structure

The survey consists of three parts: demographic information, five core statements which are testing the perception of dysfunctional behavior measured on a five point Likert scale and two Yes/No questions. 
The first part contains four demographic questions measuring the gender, the age (based on five age intervals), the total years of experience and the years of experience at the latest employer. 
The second part of the survey was developed in order to test the perception of the respondents in regards to the potential dysfunctional behavior manifested by their peers. The statements were developed based on the Jaworski & Joung (1992) survey instruments measuring peer dysfunctional behavior and the dysfunctional behavior of an individual. The underlying concepts measuring the variable of interest are: job-related activities, performance misreporting, the assumption of personal consistency, etc. When developing my statements I have also used the Heyman & Ariely (2004) approach, specifically asking the persons interviewed to evaluate their behavior not by asking directly addressed but only asking the respondent his or her opinion about how others would act in a specific situation.  According to the authors this reduces the social demand to respond favorably to the request for help. Based on this it can be argued that respondents would tend to answer ethically any dysfunctional behavior related question. That is the reason why I have developed my statements asking them to state their opinion based on their work experience regarding to an external potential situation happening at a working place. In this way the respondent is more likely to answer honestly, even if the answer might suggest a decrease in the intrinsic motivation based on the dysfunctional behavior which is not accepted nor supported by the working environment. 
The last two Yes/No questions are meant to gather more information related to the people’s perception regarding the cultural controls implemented by the organizations and their attitude towards them. The analysis of the last two questions will allow me to understand better the role of cultural controls through my respondents’ answers and to formulate a conclusion regarding the relationship between the dysfunctional behavior and the cultural controls. 
5.3 Reliability of the variables
The internal consistency and reliability of the constructed item: Total perception is tested by the means of Cronbach’s alpha (or coefficient alpha). The reliability of the variables indicates whether the questions are measuring the same thing. The Cronbach’s alpha has values between 0 and 1. The closer the value is to 1 the higher the reliability of the variable. As a rule, a value of 0.5 or higher is satisfactory (Kehoe, 1995). Table 1 shows the Cronbach’s alpha calculated for the tested construct:
Table 1: Reliability of the construct
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The results of the reliability test indicate a Cronbach’s Alpha of .437 which is very low. There can be several reasons for that. Because the construct involved in the analysis has such a broad application and understanding (the perception of dysfunctional behavior), the author considers this to be the main reason for a low Alpha coefficient. The variable of interest has a broad meaning as well. As stated before in the literature review part, there are several behaviors at the working place that can be considered dysfunctional: from simply wasting time at the working place to misappropriation of goods. Because the variable is so broad and the survey is trying to capture as many particularities as possible through the five questions of the survey, it can be argued that it might have lead to a low consistency between the factors analyzed. In conclusion, it can be assumed that the questions capture the breadth of the construct of interest.
Another reason for a low Cronbach’s Alpha can be the length of the survey: if the test length is too short, the value of alpha is reduced. The reason why the survey was developed as being short is the intent to capture the respondent’s full attention and not to overwhelm with too many difficult behavioral questions. In this way, the author made sure that the questions are really thought about and not just randomly answered.
A third reason for a low alpha might be the length and the formulation of the questions themselves. Due to the fact that the author intended to formulate the questions while addressing to “other people” behaving wrongly and asking the respondent the opinion alone regarding the situation described, this might have caused a difficult formulation and understanding of the questions which in return might have lead to inconsistent answers. 
However, given the fact that this research project deals with psychological factors such as motivation in regards to some behaviors manifested by peers, which in turn are also caused by psychological factors, the answers to the survey questions are subjective. Based on this it can also be argued that there might be people who are less influenced by some of the manifestations of the dysfunctional behavior, and more influenced by other manifestations of the same variable. Based on the above discussion, the author considers the low value of Cronobach’s alpha not representing a limitation to the overall results.
This chapter has explained the research method procedure and its particularities. Also a pre-test was done in order to assess the reliability of the construct analyzed. Chapter 6 will present the descriptive statistics, correlations, normality test and finally the hypotheses testing.
Chapter 6: Results

This chapter will present and extensive discussion regarding the statistics the were run in order to test the variables: the descriptive statistics, the correlations of the items of the survey, the normality of the distribution, and the hypotheses testing. 
6.1 Demographics and descriptive statistics

In order to get a more complete picture of the data in the research sample, it is useful to first examine some demographics and descriptive statistics. The demographics will give more insights regarding the characteristics of the respondents in the sample such as their gender, age range and years of education. The descriptive statistics describe the scores of the construct of interest, and the two open questions. Both the demographics and the descriptive statistics are presented in the Table 2:
Table 2: Demographics and descriptive statistics
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Based on the information provided by the table above it can be concluded that out of the total of 72 respondents, almost 60% were male and 40% female. When discussing the age range, the important finding is that out of the five ranges of age from the survey, the maximum range that was selected by the respondents was 3 (36-45 years old). From this it can be concluded that the respondents of the survey were all below 45 years old. The mean of 1.93 for the age range suggests that the mean age of the respondents is 24-25 years old. When analyzing the Total years of experience and the Years of experience at the latest employer, we observe that all four ranges were selected for both options. This means that the years of experience vary from 0 to more than 10 for both total working experience and the one at the latest employer. Comparing the means of 2.21 and 1.33 we can conclude that the mean is around 5 years of total working experience and 1 year at the latest employer. When comparing the standard deviation though (1.14 and 0.68) it can be argued that the Total years of working experience are more dispersed. 
When computing the Total perception construct, some of the statements were reversely coded due to the negative formulation of the statement, specifically statement two, three and five. To calculate the Total perception, the mean of the five statements was computed. Table 2 computed the descriptive statistics of the construct. Based on the information presented there, the mean of the construct is 3.12 and the standard deviation is 0.61. This indicates a mean result which represents a slightly bigger perception of existing influence between dysfunctional behavior and intrinsic motivation with a low degree of dispersion.
When analyzing the last two questions, we can conclude that cultural controls play an important role in the employees’ behavior. At the question if they guide themselves by the organizational values while performing their work, almost half of the respondents answered positively. When looking at the second statement regarding values and beliefs preventing people from misbehaving, a quarter from the respondents answered negatively. Based on this it can be concluded that even though employees consider cultural controls, specifically organizational values as guiding when performing at work, they do not always believe that they can be a barrier in preventing dysfunctional behavior. 
6.2 Correlations

The correlations between the variables are shown in the tables below. Because there is both nominal and ordinal data, both parametric Pearson and the non-parametric Spearman rank order correlation tables will be presented:
Table 3: Pearson parametric correlation table

[image: image3.png]Correlations

experience value
total years of (eiect Total_ | selguidance | prevention
gener | agerange | eerience | empioyer | Perceplon | hyvalues | mishehaving |
Gonder Fearson Canelalon T 046 151 -208 ~004 ~219 I
Sig. (-tailec) 702 04 083 a76 06 338
N n n n 7 n 7 2
age range Pearsan Carrelaion 46 T o18 368 ~0s1 032 9
Sig. (-tailec) 702 000 002 449 7e3 a2
N n n n 7 n 7 2
Totalyears of experience  Pearson Correlation 1 648 1 459 BT 001 121
Sig. (-tailec) 204 000 000 210 905 313
N 7 7 n 7 n 7 2
experience latest Pearson Correlaion | 209 368 169 1 108 277 070
employer Sy, (-ailed) 083 002 000 373 071 563
N b b b2 b b2 69 ™
Tofal_Percention Pearson Correlaion | ~004 o9t 10 108 1 Tag o7
Sig. (-tailec) 976 449 240 373 218 538
N n n n 7 n 7 2
Selfguidance byvalues  Pearson Conelaion | 219 032 01 277 148 T 219
Sig. (-tailec) 086 793 995 021 218 06
N 7 7 7 6 7 n 7
Value prevention Pearson Correlaion | -114 g 121 070 “o7e 218 T
mishehaying Sig. (-tailec) 33 3 313 563 538 086
N b2 b2 b2 b b2 7 72

= Comrelation is significant atthe 0.01 level (2-tailec)
* Corelation is significant atthe 0.05 level (2-tailech,




Table 4: Spearman non-parametric correlation
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Based on the information presented in the table above, the strongest correlation has been detected between the total years of experience and age, which is .648 at a 0.01 significance level. Also moderate positive correlations have been detected between the total years of experience and experience at the latest employer, as well as between years of experience at the latest employer and the age. No other significant correlation has been observed.

6.3 Normality tests
6.3.1 Skewness and Kurtosis

In order to check whether a variable has an approximately normal distribution, a histogram is created and the special Kolmogorov-Smirnov test is run. When producing the histogram, first a table with descriptive statistics is produced and the histogram with the normal curve is presented in Figure 2:
Table 5: Descriptive statistics, normality test
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Figure 2: Histogram
[image: image6.png]Frequency

Histogram

154

250 300 350

Total_Perception

Hean =312





Negative values for the Skewness statistic indicate that scores tend to accumulate on the right of the distribution leaving a “tail” pointing to the left side of the distribution. However, the value of -0,206 for skewness is situated between the (-1, 1) interval is considered to be normally skewed. To see if the skewness statistics indicate a significant deviation from normality a calculation of z-values is made by dividing the skewness value to the standard error:
Zskewness = -.206/.283 = -0.73 (23.27%)

The Z value and specifically the 23.27% based on the z-value table suggests that the skewness is not significant.
Negative kurtosis statistic values indicate that the distribution is flat. A normal kurtosis interval is considered (-1.96, 1.96). In order to test if kurtosis statistics indicate a significant deviation from normality the z value is calculated and based on the z value table, the 8,38%:
Zkurtosis = -.773/.559 = -1.38 (8,38%)

Therefore, -.773 is considered to be a normal kurtosis. 
6.3.2 Kiolmogorov-Smirnov test

The Kolmogorov-Smirnov test provides a way to directly assess the normality of the

distribution of a variable.
Table 6: Kolmogorov-Smirnov test
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In order for a distribution to be normally distributed, the significance value must be higher than 0.05. Given our test results, both Kolmogorov-Smirnov (.196) and Shapiro-Wilk (.071) significance values are higher than 0.05, meaning that our data is normally distributed.
Based on the above tests, the author concludes that the data obtained for the current research paper came from normally distributed population.
6.4 Hypothesis testing

6.4.1 T-test
The independent samples t-test compares the means between two unrelated groups on the same continuous, dependent variable. Therefore, in the current research paper the author has considered the dependent variable as the perception of dysfunctional behavior divided between the groups of respondents who suggested through their survey answers to have a tendency towards changing their work motivation in the presence of dysfunctional behavior and the respondents who did not suggest such a tendency.
Table 7: T-test
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Given the data in the tables above, we can point out the fact that the mean of the perception of dysfunctional behavior is more than one point higher in the group of respondents who suggested a tendency towards a decrease in the motivation to perform their jobs in the presence of the dysfunctional behavior compared to the other group (3.34 vs. 2.21) or the mean difference of -1.126. Also, comparing the significance level of .002 with the p significance level of .05, we can reject the null hypothesis and assume that the variances are not equal. This means that from the Independent Samples Test we will read the second line. Comparing the level of significance (2-tailed) of .000 with the p level of significance of .05, we can reject the null hypothesis and argue that the mean score between the groups is significantly different.
6.4.2 Mann-Whitney test

The Mann-Whitney test is used to compare differences between two independent groups when the dependent variable is either ordinal or continuous. Based on the data collected for the current research, the results of this test are presented in the table 8:
Table 8: Mann-Whitney test
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The results presented in the tables above and specifically the significance level (2-tailed) of .000 which is lower than the p value of .05 confirm the results presented based on the t-test, that there is a significant difference between the perception of dysfunctional behavior among the two groups of study. Based on the presented statistics, the author can conclude, that H0 has not been supported. The results of the empirical analysis suggest that there is a significant influence between the dysfunctional behavior and the motivation of employees to perform their jobs based on their perception of that unwilled behavior. 
This chapter has presented the main statistical tests and comments regarding them. The data obtained in these tests suggest that the hypothesis supported is H1: the dysfunctional behavior of an individual decreases the intrinsic motivation of the peers to perform at work. Apart from the main result, this chapter has provided tables with descriptive statistics of the data collected, as well as additional explanation regarding it. 
Chapter 7 will continue with analyzing the main similarities and differences between the theoretical predictions and the findings of this study, as well as potential reasons for them.
Chapter 7: Analysis 

This chapter will present the main similarities and differences between the suggestions presented in the literature review chapter and the findings of this study. Also, this chapter will bring new insights regarding the potential reasons of the results and the conclusions based on those reasons.

7.1 Differences between literature and survey findings
As argued by Merchant & Van der Stede (2003) book, the degree to which personnel/cultural controls are effective can vary significantly across individuals, groups, communities and societies. Some people are more honest than others, and some communities and societies have stronger emotional ties among their members. On the other hand, Robbins & Judge (2013) book suggests that the way individuals make decisions and the quality of their choices are largely influenced by their perceptions. When looking at a target and attempting to interpret it, the interpretation is heavily influenced by the personal characteristics – the attitudes, personality, motives, interests, past experiences and expectations. Based on these insights, it can be further argued that it can be specifically the personal characteristics of the sample of the respondents which lead to the specific results obtained. 

The results of the survey did not support the pattern predicted by the agency theory, specifically that individuals are risk and effort averse. It can be further assumed that it is not only the financial incentives that human beings respond to. Being social habitants, individuals are influenced by more factors, given the interaction they have with each other and the necessity to perform in groups. 

Another reason why the agency point of view has not been supported is the differences in personalities that each of us has. As suggested by Kenrick et. al. (2010) book, different people respond differently to the same situation. Person-situation interactions of this sort can occur because different people are attuned to different parts of a situation, or because the same situation means different things to different people. This suggests the idea based on which human beings are complex systems and any change in behavior can be due to several factors. This in return does not mean that people are less honest or do not guide themselves by the moral norms. Moreover, Baiman (1990) assumption regarding which the belief and value systems play the main role in the final decision to act of an individual, given the assumption that individuals are fully rational has not been supported. This suggests once again the fact that there are many more factors and circumstances that determine an individual to behave in a specific way.

Based on the way the survey questions have been formulated and the shift of the object of question: respondents were not asked directly how they would react in case of dysfunctional behavior at their working places but their opinion regarding how their colleagues might react in that specific situation, it is more likely that the answers gathered are more honest. This means that the respondents did not feel pressed to respond ethically, or the way they would assume the society or their organization expects them to answer. This confirms once again that despite the moral values, personal beliefs or organizational commitment, in specific situations and constrained by specific factors, consciously or not, people get influenced by other individuals, specifically their intrinsic motivation decreases in the presence of dysfunctional behavior.

7.2 Similarities between literature and survey findings

The results of the study support the cognitive evaluation or psychological theory view point, which suggests that individuals’ intrinsic motivation is influenced by many other factors coming mainly from the outside environment of the individual. This can be the case when people feel treated unfair or they have less trust in the organizations they work for given the manifestation of dysfunctional behavior. As a result, they would exert less work-related effort accompanied by a lower level of intrinsic motivation regarding their tasks.

Based on the suggestion of Arnold & Randall et. al. (2010), at work, our dealing with peers can dramatically affect the way we feel at the end of the day. This suggests that peers manifest a high level of influence on each other, whether in a positive or negative way. This is specifically true in the case of team members, or manager-subordinate relationships, or even members of the same department having common goals and targets to achieve. 

Simons (1995) argues that overall, people want to do the right thing and act ethically. However, due to temptations or pressures in the working place, individuals sometimes overlook the rules from the codes of behavior. Merchant & van der Stede (2003) book argues that sometimes employees act in their own personal interest at the expense of their organization’s interest. This pattern has been predicted by the results of the this study. It has also been argued that if employees perceive their autonomy being restricted, this in consequence has a strong impact on their motivational state, beliefs and behavior. This can happen either due to a change in the work responsibilities (different position, new project), or due to new colleagues. It all has an influence on the way individuals feel at the working places and the way they perceive what they do.

In conclusion, the pattern supported by this study suggests the fact that individuals perceive the working place as being more than just a place to routinely complete the tasks assigned. People wish to feel empowered and belonging, they want to be appreciated for the work they do and challenged in order to develop. At the same time, they expect the working place to gather people with the same mind set and the same objectives as theirs, in order to form collaborative teams and help each other perform well. However, it is not always the case. Unfortunately, the working places do not always represent the perfect scenarios, like in the case of a dysfunctional behaving individual. Based on the results obtained in this study, one individual acting dysfunctional can determine a specific number of the peers to decrease the level of their intrinsic motivation to perform at work. This in turn can lead to unhappy employees who do not perform at the expected level.

This chapter has presented the main similarities and differences between the patterns predicted by the literature and findings of this study. The following chapter will present a short summary of this work together with an elaboration upon the results obtained. Also, the contribution, potential limitations and the possible future patterns of research will be presented.

Chapter 8: Conclusion
8.1 Discussion

This study focused on human behavior at the working place in the presence of dysfunctional behavior. Specifically, the author was interested in testing whether the intrinsic motivation of employees can be influenced once they face a dysfunctional behaving colleague. In order to understand that, the following research question had to be answered:

Does the individual’s dysfunctional behavior within an organization influence peers’ intrinsic motivation?
The objective of answering this research question is to describe and explain the potential connection between the dysfunctional behavior and the intrinsic motivation, as well as any potential consequences it might have for individuals but also for the companies they work for. 

To answer the research question and to meet the objectives of the study, first the concepts involved were explained in connection to the sources of literature consulted. Specifically, relevant findings regarding motivation were brought up, in order to relate to the latest findings and the importance of the concept. It was argued that motivation concerns the factors that push us or pull us to behave in certain ways. That is why having the right motivation to perform at work leads to committing to achieve organizational goals. 

Dysfunctional behavior is argued to be the one which an organization would prefer not to have displayed by its employees. Apart from several examples and insights regarding the concept, the author looked at the potential reasons for its occurrence. It was also argued that the organization itself plays an important role in the manifestation of the unwanted behavior. That is, first of all because it is the working place where the unwanted behavior is exerted. Therefore, having skilled and committed employees is of high importance. At the same time, in order to prevent and control for the unwanted behavior, the organizations can implement specific measures. One of these measures is argued to be the cultural controls.

The cultural control is argued to be the one through which an organization controls employee behavior in order to achieve values congruence between its members and the organization itself. Moreover, cultural controls are suggested to be a relatively unobtrusive form of control, as the organizational values are not perceived by the employees as being part of the control system of the company, rather a way of how things get done in a specific organizational context. Based on this, it is further argued that the cultural controls are the means through which an organization can prevent and control for dysfunctional behavior. 

Further, the current state of knowledge has been presented through relevant management accounting theories. The theories helped to predict and understand what the possible relation can be between the concepts of interest as well as any potential reasons leading to those relations. The theories implied are the expected utility/agency theory and the cognitive evaluation theory. 

The agency theory suggests that individuals are presumed to have preferences for increase in wealth and reduction in the effort they exert. A reason for this could be the belief and value systems, which are argued to play the main role in the final decision of an individual to act. It is also argued that the only incentives to which humans are expected to respond are the financial ones. In this context, from the agency perspective, individuals are unlikely to change their work-related behavior and motivation as a response to the dysfunctional behavior of their peers. 

The psychological point of view suggests that individuals are intrinsically motivated. The intrinsic motivation can be influenced by many factors coming from the exterior environment of the individual. The decisive factor suggested by this theory relates to whether the individual finds a specific task to be interesting or not: if the task is perceived as being an interesting one – the intrinsic motivation to perform it will be high, and vice versa. An important point to be made is related to the perceptions, which have the decisive role regarding the behavior manifested by the individuals. It is argued that it is the perceptions of the individuals that assumes a task being interesting or not; a specific type of control being limiting and constraining or not. 

The discussion continued with the specific predictions of the variables’ interactions – the development of the two hypotheses. The hypotheses are cancelling each other, given the fact that the first hypothesis suggests no interaction and the second suggests an interaction between the research variables. The two patterns predicted by the hypotheses result from the insights explained by the two theories: agency and psychological one, as well as from the extensive scholars’ findings, explained in Chapter 5. 

The following chapter explained the research method used and its particularities. After the data collection, statistical tests were run and the results were presented.

8.2 Results of the study
Based on the sample of the respondents and the specific data set that has been collected, the results of the statistical tests support the alternative hypothesis, specifically:

H1:  The dysfunctional behavior of an individual decreases the intrinsic motivation of the peers to perform at work.

This finding suggests that individuals are more likely to respond to the temptations and pressures in the working place, rather than keep guiding themselves by the ethical norms and values when responding to a manifestation of dysfunctional behavior exerted by their co-workers. As predicted by the literature review, sometimes employees act in their own personal interest at the expense of their organization’s interest. At the same time, as mentioned before, it is the perception of the individual that is the deciding factor regarding the way he or she feels about a task or working place or the peers. Perceptions, on the other hand, are influenced by the values and beliefs that we have, but also can be influenced by specific events and circumstances. Therefore, in a given (dysfunctional) environment, time and situation, even the most ethical employee can feel a change in their perceptions towards the work they perform. 

It has also been argued that if employees perceive their autonomy being restricted, this in consequence has a strong impact on their motivational state, beliefs and behaviors. This can happen either due to a change in the work responsibilities (different position, new project), or due to new colleagues. It all has an influence on the way individuals feel at the working places and the way they perceive what they do. This is why it is so important to have the right person in the right role and forming healthy and collaborative teams delivering high results.

8.3 Contribution of the study

This study (and its results) has brought new insights regarding managing and observing human behavior at the working place. Specifically, the study focused on unwanted employee behavior (dysfunctional behavior) and the potential implications of it in the organizational context. The author thinks this is an important insight, given the fact that it deals with such a complex phenomenon like human behavior. Specifically, the study explained a new insight regarding the reason behind a potential decrease in the motivation to perform at work by employees: how employees can influence each other and what the implications of it can be for the organizations. 

It can, of course, be the case that there is decrease in the motivation of the employees based on other factors like higher expectations, a change in the work-related tasks, a change of leadership etc. However, it is not of less importance the influence that the employees exert on each other. What on the first look will sound like completely unrelated (unwanted behavior of one employee and the motivation to work of another), the results of the current study suggest a connection between these two variables.

One of the contributions of this study relates to organizations and their managers. Starting from recruiting until retiring, organizations want motivated and involved employees, as only in this way can the goals of organizations and those of their employees be aligned. In order to achieve this, many factors should be considered. One of the factors is the behavior displayed by other employees, especially the unwanted one. This study concluded that there is an influence between the intrinsic motivation of the employees and the potential dysfunctional behavior manifested at the working place. Therefore, this might be an indicator that the managers must be paying more attention to the working environment and to the potential triggers that might allow such behavior.
At the same time, the results of this study might help organizations understand the biases that managers and management accountants might have regarding the performance evaluations. Specifically, the honesty in performance reporting and analyzing might be influenced in the situation when individual’s dysfunctional behavior is observed. This might lead to reports containing inaccurate information and therefore to poor decisions taken based on it. 

Another contribution of this study concerns the employees of a specific organization, and their reactions and understandings of a potential dysfunctional behavior manifested by any of their peers. Individuals, being part of smaller teams or bigger departments, are interacting with each other, influencing the way they feel and perceive the working place. The insights explained in this study aim to help them understand specific behaviors and reasons behind them, as well as potential implications which they might have towards their colleagues or even themselves. 

Finally, the answer to my research question would also be important for policy makers. Of high importance would be the role of good controls implemented in order to detect even the small malfunctions within the organizations. Therefore, given the results of this study, it would be advisable for the policy makers to introduce some (new) requirements for the controls being in place at the organization; to update the existing controls more often; and/or to replace the “old” controls with new ones that would better capture any types of potential dysfunctional behavior. 
8.4 Potential limitations

One of the main limitation this study might have is the sample of respondents to my survey. As presented in Chapter 5, 27 out of 72 responses (37,5%) to my survey were gathered from my current co-workers from Booking.com B.V. This can represent a bias regarding the understanding and perception of the working place, organizational culture and the colleagues around. 

Another limitation to be considered is the different means used to gather the data: hard copy and the online link. Out of 72 responses, 33 were returned in hard copy (45,83%) and 39 from online sharing (54,17%). The author considers this to be a limitation given the assumption that the hard copy version is taken more seriously, consequently is given more time of thought. This assumption is based on the fact that the hard copy has been spread to my colleagues in the office during the working hours. This can predict a more serious attitude towards filling in the survey. The online version, however, has been shared via social media. In this case, in can be the case that the survey has been given less importance and consideration.

Yet another limitation of this study could be the degree of understanding the questions presented in the survey. Due to the fact that the questions were formulated as addressing to “other people” behaving wrongly and asking the respondent the opinion regarding the situation described, this might have caused a difficult formulation and understanding of the questions. 

Finally, another potential limitation could represent the fact that some of my respondents have only a working experience based on the previous internships they have had. It can be argued that the interns, given the short period of time spent in the company and the limited number of responsibilities, do not manage to understand all the particularities of the organizational culture they are part of, as well as not managing to fully interact, at all levels, with their peers.   

8.5 Future research 

A potential follow up study could look at solving the dysfunctional behavior by increasing the role of managers as exemplars of ethical behaviors and motivated employees. As suggested by the Merchant & Van der Stede (2003) book, in order to control for unethical behaviors within an organization, managers need perceptive ethical reasoning skills. Senior managers should serve as moral exemplar, or role models, within their organizations. They should also design their management and control systems to promote moral points of view and ethical behaviors. 

Another potential follow up study could gather the data for the analysis based on survey questions asking the respondents directly to assess what their behavior might be. It could be the case that the respondents are put in a specific organizational context with a given dysfunctional behavior manifested by one of their co-workers. Based on the situation in which the respondents should have found themselves, to determine how they would respond to it. In this way the questions are expected to be more straightforward and the answers to the questions more certain. On the other hand, in this case, the respondents might feel an ethical pressure and social demand to respond dishonestly. 

8.6 Reflections
This master thesis is a result of a real life event. At that time I did not realize it could grow into a master program final paper. Even though I have always been fascinated about observing and understanding why people act the way they do and what stands behind their actions, I could have not imagined it could have been used for a management accounting research paper. 
During my master program I have encountered several research papers dealing with behavior of people and explaining the reasons behind it and the implications for the people around them and the organizations they work in. Those articles stressed the importance that the human behavior has in all the aspects of our lives as well as the importance of understanding it and acting accordingly. With the interest for human behavior and the motivation to write a paper which will potentially reflect new perspectives on the subject I have surveyed my sample of respondents and made my conclusions on the topic. 
The process of writing this thesis has been an exciting journey with many new things to learn all along the way. First and the biggest challenge that I faced was the fact that I have never written a research paper before and had no clue on how this is done and how much effort and evolvement is needed.  This is why, before starting writing, I read the guides and the relevant articles, trying to understand what and how should be put down in a research paper. Once that figured out, together with the help and support of my supervisor, Mr Rob Schapink, I managed to develop each chapter. 
Another challenge I have faced is finding the right number of people for filling in my survey. It was at the same time an interesting task as the people started approaching me and asking more questions related to my study which I was gladly answering. Those questions were at the same time encouraging me as well, as all of my respondents found my topic as being an interesting and relevant one.
Overall, writing a Master thesis is an unique experience, which taught me to think out of the borders.
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Appendix

Appendix 1
This survey is intended to test your personal opinions and perceptions regarding behavior and motivation at the working place*

Estimated filling in time: 7 min

Demographic information:

1) Your gender                              Male                 Female

2) Your age range                         15-25                 26-35                36-45                 46-55                > 56    

3) Total years of working experience                   0-3                     4-6                      7-9                   > 10 

4) Years of working experience                             0-3                     4-6                      7-9                   > 10           

               at your latest employer:                 

Please state the degree to which you agree or disagree with the following statements:

1. It is likely that my work colleagues will ignore certain job-related activities when they see another colleague already doing that.

1                                          2                                  3                                4                                  5

Fully disagree               somewhat disagree           neutral              somewhat agree            fully agree

2. I believe that my work colleagues will keep performing their work according to the company’s norms and values even if they know that some people from the firm positively adjust their reported performance. 

1                                          2                                  3                                4                                  5

Fully disagree               somewhat disagree           neutral              somewhat agree            fully agree

3. In my opinion, if one of my colleagues would notice a misappropriation of goods within the company, he/she would keep doing their work related tasks the same way as before.

1                                          2                                  3                                4                                  5

Fully disagree               somewhat disagree           neutral              somewhat agree            fully agree

4. When somebody openly uses the office tools for personal reasons, it increases the possibility of the colleagues seeing it to exert less work-related effort than before.

1                                          2                                  3                                4                                  5

Fully disagree               somewhat disagree           neutral              somewhat agree            fully agree

5. It is unlikely for any of my work colleagues to experience dissatisfaction regarding their jobs if seeing another colleague deliberately searching ways to lose time at work.

1                                          2                                  3                                4                                  5

Fully disagree               somewhat disagree           neutral              somewhat agree            fully agree

Yes/No questions:

Are you guiding yourself by the organizational values while performing your work?

         Yes                   No           

Do you think the organizational values and beliefs can prevent people from misbehaving at work?


         Yes                   No

*The data obtained via this survey will be kept and analyzed strictly anonymously 
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