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HEXACO PERSONALITY
DOMAINS AND DEVIANT
BEHAVIOR IN NIGERIAN PUBLIC
UNIVERSITIES

Abstract

Workplace deviance is one of the significant problems in Nigerian public universities.
This study aims to investigate the impact of HEXACO personality factors (honesty-
humility, emotionality, and agreeableness (H-HEA)) on deviant workplace behavior
in public universities in Southwestern Nigeria. The choice of the institutions (Ekiti
State University, University of Lagos, and the Federal University of Akure) in the
Southwestern region was based on purposive sampling. Simple random sampling was
employed to select academic and non-academic staff. The study adopted a quantitative
research design and employed Pearson correlation and multiple regression analysis
to analyze and test the hypotheses. The findings revealed that the H-HEA domain of
personality traits negatively correlates with organizational and interpersonal deviance.
Secondly, H-HEA personality traits have a negative effect on organizational and in-
terpersonal deviance. Overall, the results of the regression analyses suggest that the
H-HEA HEXACO domains of personality traits individually reduces the organiza-
tional and interpersonal forms of deviance. Based on the findings, the human resource
departments of these institutions can curb workplace deviance by giving preference to
candidates or individuals with high scores in H-HAE personality traits. This will go a
long way in curtailing the vices of workplace deviance in Southwestern Nigeria public
universities.

Keywords honesty-humility, emotionality, agreeableness,
organizational deviance, interpersonal deviance, deviant
behavior

JEL Classification M12, M51, M54, D23

INTRODUCTION

Workplace deviance is one major problem present-day organizations
face (Kalemci et al., 2019). It is referred to as dysfunctional behavior
because it harms the organization in many ways. For instance, it may
lead to failure to achieve organizational goals, inhibit fellow employees,
and hamper productivity, procedures, and profitability (Chernyak-
Hai et al., 2018). Due to the adverse effect of workplace deviance, the
attention of both academics and practitioners has been drawn to its
antecedents, as efforts at managing deviance may only be effective if
the underlying cause is examined (Robbins & Judge, 2007).

Individual characteristics such as personality have a link with work-
place deviance. For example, individual factors comprise personality
traits, personal philosophy or values, individual differences, and atti-
tudes (Rogojan, 2009). A critical predictor is personality traits, which
have been found to report a higher criterion-related validity when
matched with other predictors of workplace deviance (Berry et al.,
2007). Larsen and Buss (2005, p. 4) define individual personality traits
as “the set of psychological traits and mechanisms within the indi-
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vidual that are organized and relatively enduring and that influence his or her interactions with and
adaptations to the intrapsychic, physical, and social environments.” Individual personality can predict
their reactions toward co-workers and the organization, regardless of their experiences and perception
of the organization.

Workplace deviance in public institutions has been described as a nationwide problem in Nigeria (Dike,
2017). Higher institutions in Nigeria are characterized by intentional and voluntary acts that violate
organizational standards. “Cases of sexual harassment, embezzlement, forging of certificates, irregu-
lar attendance of classes/official duties, extortion, admission fraud, sex for the grade, impersonation,
money for the grade, examination misconduct, distortion of records, admission fraud, among others,
have been reported and established among employees in the Nigerian university system” (Obalade &
Mtembu, 2023, p. 1). Thus, this study is a timely reaction to the call for urgent solutions to the menace

of workplace deviance confronting public universities in Nigeria.

1. LITERATURE REVIEW

According to Soutter et al. (2020), factors such
as the belief, attitude displayed, motivation, and
values are measures of an individual personali-
ty. These personality measures can be used to
describe an individual as being gentle, sincere,
and talkative. Furthermore, Costa and McCrae
(1995) suggest that personality influences indi-
viduals’ feelings, thoughts, and behaviors, and
these patterns are relative. Specifically, McCrae
(2000) posits that due to the relative stability of
these patterns, an individual’s personality is con-
sidered consistent and predictable over time as
they develop into adulthood. Understanding why
individuals differ in these behavioral traits and
the consequences of such differences has been a
major concern for personality psychologists (Lee,
2012). The ability of a personality trait to influ-
ence human behavior across varying circum-
stances has made it a relevant topic across disci-
plines (Anglim & O’Connor, 2019).

After critical analyses, personality scholars have
consented that the big five personality traits in-
clude most personality variances. This big five
personality domain includes conscientiousness,
agreeableness, neuroticism (sometimes referred
to as emotional stability), openness to experience
(sometimes referred to as intellect or imagination),
and extraversion (Greenberg, 1993; Saucier, 1994;
Pletzer et al., 2019). John et al. (2008) have linked
the journey to the big five to Cattell’s (1943) find-
ings. The HEXACO model of personality traits
suggests a sixth domain of personality traits as
against the predominantly big five traits concep-
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tually accepted by scholars. Based on the lexical
approach, re-analyses of data have offered support
for the six culturally replicable domains of person-
ality (Saucier, 2009; Ashton et al., 2014; Schmitt et
al.,, 2007). The HEXACO is an acronym for six
personality traits: honesty-humility, emotionali-
ty, extraversion, agreeableness, conscientiousness,
and openness to experience (Ashton et al., 2014).

Some similarities and differences exist between
the big five and the HEXACO domains. The ex-
traversion, openness to experience, and conscien-
tiousness domains of the HEXACO are highly
comparable to the big five domains (conscien-
tiousness, agreeableness, neuroticism, openness to
experience, and extraversion). On the other hand,
the remaining three domains (honesty-humility,
emotionality, and agreeableness) significantly dif-
fer from the big five domains of neuroticism and
agreeableness (Ashton & Lee, 2008; Pletzer et al,,
2019). More specifically, HEXACO emotionali-
ty and agreeableness are a rotated variant of big
five neuroticism and agreeableness (Ashton et al.,
2014). That is, some adjustment was made to some
of the contents of these domains. For instance, the
irritability and anger facets of neuroticism in the
big five neuroticism have been included in the
agreeableness domain of the HEXACO.

In contrast, the sentimentality facet of the big
five agreeableness has been included in the emo-
tionality domain of the HEXACO (Pletzer et al.,
2019). Lastly, honesty-humility includes being fair
and genuine in relating with others. This trait has
been significantly linked with antisocial behavior,
such as workplace deviance, because individuals

http://dx.doi.org/10.21511/ppm.21(3).2023.02



who are low in this trait engage in acts that could
harm others and their society (Ashton & Lee, 2007,
2008; Pletzer et al., 2019).

Studies have continued to affirm that the HEXACO
and the big five differ significantly (Miller et al.,
2011; Hilbig et al., 2016). Specifically, Ashton and
Lee (2019) note that “a large amount of non-big
five HEXACO variance can be understood partly
by considering that HEXACO agreeableness cor-
relates only modestly with honesty-humility. The
modest size of these correlations contrasts with
what would be expected based on the suggestion
that HEXACO agreeableness and honesty-humil-
ity are merely two markers of big five agreeable-
ness” (p. 571). It has been affirmed that HEXACO
is a better predictor of workplace deviance than
its big five counterparts because of its honesty-hu-
mility scale (Lee et al., 2005; Pletzer et al., 2019).
Cohen (2018) also affirm that the honesty-humil-
ity trait of the HEXACO is important in predict-
ing workplace deviance while comparing the two
models of personality traits as measures of moral
character and their impact on predicting work-
place deviance.

Studying the influence of personality traits
among 290 employees of different organizations
in Pakistan, Khan et al. (2019) reveal that agree-
ableness is negatively associated with workplace
deviance. Abdullah and Marican (2016) examined
the effect of the big five personality traits on work-
place deviance among public sector employees
in Malaysia by focusing on the big five personal-
ity traits. The findings revealed that surgency or
extraversion and conscientiousness are positively
and negatively associated with both interpersonal
and organizational deviance, respectively. At the
same time, openness to experience was negative-
ly associated with organizational deviance only.
Other personality traits (agreeableness and adjust-
ment (emotional stability)) were found to be insig-
nificant in predicting workplace deviance.

Lee et al. (2005) assert that the HEXACO mod-
el significantly outperformed its big five counter-
parts in predicting workplace deviance, follow-
ing comparative analyses of the two domains in a
3-country sample, namely, Netherlands, Australia,
and Canada. Ashton and Lee (2019) further as-
sert that using the big five as an alternative to the
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HEXACO scales will essentially result in a loss of in-
formation and can be equated to the same amount
lost if one of the big five scales is discarded. Pletzer
et al. (2019) affirmed these assertions in a compara-
tive meta-analysis of the big five and the HEXACO
personality in predicting workplace deviance. It was
found that the variance of the HEXACO domain in
workplace deviance is more than its counterpart in
workplace deviance, with HEXACO having 31.97%
relative to the big five (19.05%). The honesty-humil-
ity scale was a major predictor of deviance as much
as all the other five combined.

Burtaverde et al. (2017) explored the link between
personality and risky driving behavior and the
comparison between the big five and the HEXACO
personality traits using samples of 227 undergradu-
ate students and 244 community respondents. The
study concluded that the HEXACO model was a
better predictor of aggressive driving and revealed
that the honesty-humility traits of the HEXACO
personality domain explained the risky driving be-
havior of the respondents, which is the tendency to
express verbal aggression. Furthermore, Pletzer et
al. (2019), in a meta-analysis of 749 articles, com-
pared the validities of the big five and the HEXACO
personality domains and revealed that both do-
mains conceptually differ and that the latter better
predicted workplace deviance. Specifically, hon-
esty-humility had the strongest correlation with
workplace deviance, followed by the conscientious-
ness domain of the big five and the HEXACO in
predicting workplace deviance.

The neuroticism in the big five is characterized
as emotionality with some slight differences, ex-
cluding the quick temper in the HEXACO do-
main. These duo domains, neuroticism (positive)
and emotionality (negative), also strongly corre-
lated with workplace deviance, though not as the
honesty-humility domain. However, the open-
ness to experience and extraversion domain of
the HEXACO and the big five did not significant-
ly contribute to predicting workplace deviance.
Although 749 articles were used for the meta-anal-
ysis, at least one of the domains must have been
included in the study, which means studies that
considered the relationship between agreeable-
ness and workplace deviance were included. Only
a few studies used for the meta-analysis examined
all the six-facet of the HEXACO domain.
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Based on the literature review, the major differenc-
es between the HEXACO and the big five lie in the
three traits, namely honesty-humility, agreeableness,
and emotionality (H-HAE). As noted by Pletzer et
al. (2019), the other three personality traits in the
HEXACO are similar to the big five; therefore, they
are expected to share similar relations in predicting
workplace deviance. In the same vein, Hastings and
O’Neil (2009) note that it is expedient that the items
used in measuring personality are minimized to ac-
complish a comparable prediction, hence the need to
focus on H-HAE. The few studies on the HEXACO
domain and workplace deviance have consistently
reported that these three traits (H-HAE) are sig-
nificant in predicting workplace deviance (Pletzer
et al., 2019; Lee et al., 2005). Due to scant research
examining the HEXACO and workplace deviance,
this study examines the effects of these three distin-
guishing HEXACO traits in this assumed relation-
ship, considering the need for comparable prediction
with extant literature in Nigeria. It is essential to un-
derstand these three HEXACO traits and how they
relate to workplace deviance.

Individuals high in honesty-humility trait are not
inclined to exploit other individuals even though
there are no risks of negative consequences for such
exploitation (Ashton & Lee, 2007). Sincerity, loyal-
ty, generosity, altruism, honesty, faithfulness, help-
fulness, and non-deceptiveness are characteristics
of high honesty-humility individuals. In addition,
those who score high on this trait tend to be fair,
sincere, and modest, while those who score low
tend to be pretentious and deceitful (Ashton & Lee,
2007, 2012).

As previously explained, the big five agreeableness
differs significantly from the HEXACO. Studies
have suggested that agreeableness and workplace
deviance are negatively related (Costa & McCrae,
1992; Pletzer et al., 2019). This could be attributed
to the characteristics of an agreeable person. For ex-
ample, agreeable employees show more concern for
the welfare of other employees, help others in com-
pleting their tasks, and are highly beneficial to the
organization. These individuals have good interper-
sonal relationships with other employees (Witt et
al,, 2002). The implication is that employees who are
disagreeable or low in agreeableness are more likely
to engage in counterproductive work behavior, un-
like those who are high (Barrick & Mount, 1991).
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In organizations, agreeable individuals or employ-
ees display a forward-looking level of interperson-
al ability and aptitude (Witt et al., 2002). As previ-
ously mentioned, this trait in the HEXACO difters
significantly from that of the big five. Individuals
who are high in this trait are anxious, fearful, and
depend on others for emotional support. They
have empathy for others and are sentimentally at-
tached to others. Individuals who are low in this
trait are not afraid of physical harm, worry less
even in a stressful situation, and may have little
need for emotional support from others (Ashton
& Lee, 2007). There is an association between high
levels of HEXACO emotionality, higher levels of
big five neuroticism, and somewhat higher levels
of big five agreeableness. This trait captures the
sentimentality trait of the big five. This difference
may influence its prediction of workplace devi-
ance (Pletzer et al., 2019).

The literature review reveals that the HEXACO
personality domain tends to offer a definitive
explanation for workplace deviance; however,
their relation needs to be examined, especial-
ly in Nigeria. For example, Ruwan et al. (2016)
and Amin et al. (2018) examined the links be-
tween the big five personality traits and work-
place deviance, focusing on a secondary school
in the Northern region and universities in the
North-West region of Nigeria, respectively. The
continuous incidences of workplace deviance in
the public university presents an opportunity to
evaluate the effect of the HEXACO personality
domain on workplace deviance in Nigerian pub-
lic universities.

The study aims to examine the effect of personality
traits on workplace deviance by testing the follow-
ing hypotheses:

Hla: Honesty-humility trait is negatively related
to organizational deviance.

HIb: Honesty-humility trait is negatively related
to interpersonal deviance.

H2a: Agreeableness trait is negatively related to
organizational deviance.

H2b: Agreeableness trait is negatively related to

interpersonal deviance.
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H3a: Emotionality trait is negatively related to or-

ganizational deviance.
H3b: Emotionality trait is negatively related to in-
terpersonal deviance.

2. METHODS

This study employed a quantitative approach to
achieve its objectives. Respondents were select-
ed based on simple random sampling, giving an
equal chance for all respondents to be selected.
Employees (academic and non-academic staff) of
three universities, namely Ekiti State University
(EKSU), University of Lagos (UNILAG), and the
Federal University of Akure (FUTA), were select-
ed from the Southwestern region of Nigeria. These
universities were purposively selected on the crite-
ria that each of these universities must have been
established for ten years or more. In addition, each
of these universities must have had at least an in-
cidence of workplace deviance reported among its
employees on social media or in newspapers. The
academic and non-academic staff were selected
because they are the employees whose personal-
ity traits and involvement in workplace deviance
are being examined. Table 1 shows the population
characteristics.

Table 1. Population distribution

. . Non- L
S/N: Universities ; . iAcademic: Total
; i academic :
| Ekiti State University, | ;
boadoad o MU0 e A
5 University of Lagos, 2550 313 3363
i Akoka H H
i Federal University of !
% Technology, Akure 3 987 2000
Total . 5463 . 1955 i 7,418

To derive the sample size for the population, Taro
model (Yamane, 1967) was employed:

N

S\ — 0
" 1+N-(e)

where n - the sample size, N - total population for
the study, e — the acceptable sampling error at (0.05).

The ratio scale analysis was used to delineate the
sample, which yielded a sample size of 704 re-
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spondents comprising academic and non-aca-
demic staff. This sample size guarantees the re-
quired precision and confidence and represents
the population.

Table 2. Distribution of sample size among
the universities

S/N: Universities ; Non-. © Academic : Total
: i academic : :

: Ekiti State University,
1. L
o-Ekiti

i University of Lagos,
LLAkoKa

{ Federal University of
...Technology, Akure  { ..
Total

144 {197

240 i317

134 © 190

3.

704

518

A structured close-ended questionnaire was used
to collect quantitative data and was distributed to
704 employees of the selected universities, com-
prising both academic and the non-academic staff.
Of the 704 respondents, only 572 (81%) provided
usable data. Due to the COVID-19 travel restric-
tion, three research assistants were employed for
the questionnaire distribution; these research as-
sistants were informed of the purpose of the data
and well-oriented on the processes of collecting
data. Data collection was done within six months.

The study adopted measures from the extant lit-
erature to collect information on the variables.
Specifically, to measure workplace deviance,
Bennett and Robinson’s (2000) measures were
used. The scale consists of two forms of deviance:
organizational deviance and interpersonal de-
viance. These consist of twelve and seven items,
respectively, with statements such as “discussed
confidential company information with an unau-
thorized person” and “acted rudely toward some-
one at work.” 4-point-Likert typing scale ranging
from 4 (never) to 1 (every time) was used to ask
how frequently respondents involve in these acts
at work. Hartley (2014) argued that this scale aids
interpretation. Also, it helps to avoid respondents
sitting on the fence as questions relate to their dai-
ly work experience and behavior. The measures re-
ported reliability scores of .81 and .78, respectively.

Ashton and Lee’s (2009) HEXACO personali-
ty scale was used to measure personality traits,
including honesty-humility, emotionality, and
agreeableness. These three traits consist of ten
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items each, with items like “I would not use flat-
tery to get a raise or promotion at work, even if
I thought it would succeed.” “When it comes to
physical danger, I am very fearful.” “My attitude
toward people who have mistreated me is to for-
give and forget.” The participants responded on
their level of agreement with these statements on a
4point-Likert typing scale ranging from 4 (strong-
ly disagree) to 1 (strongly agree). The scales have
internal reliability ranging from .70 to .80.

In ensuring compliance with the ethical stand-
ard for carrying out research, a consent form was
given to the participant to sign, indicating their
consent to voluntarily participate in the survey.
Furthermore, anonymity and confidentiality were
guaranteed, and the purpose of collecting the data
was clearly stated.

3. RESULTS

3.1. Descriptive statistics

Age group analysis shows that out of the 572 re-
covered questionnaires, 33, 62, 92, 134, and 251 in-
dividuals fall within the 21-25, 26-30, 31-35, 36-40,
and 40-above age ranges, respectively. These fig-
ures suggest that studied university staff are most
likely matured adults as 67.4% of the total respond-
ents are above 35 years. The educational qualifica-
tion distribution of the respondents revealed that
35, 74, 238,159, and 66 respondents hold school
certificates, national diplomas, HND/B.Sc., master
and Ph.D. qualifications, respectively. The major-
ity of the non-teaching staff normally hold a first
degree and below, while the teaching staff strives
to attain the highest academic qualification; this
suggests that non-teaching and academic staff are
duly represented. In addition, 98, 138, 175, 74, and
87 worked for 5 years and below, 6-10, 11-15, 16-20,

and 20 years and above work experience, respec-
tively. The descriptive analysis revealed that most
respondents have 11 years and more experience in
their workplace. Lastly, the frequency distribution
revealed that male and female counterparts are
almost equally represented, constituting 50.5 and
49.5, respectively.

3.2. Correlation analysis

Table 3 shows that the correlation between each of
the three dimensions of personality traits, namely
honesty-humility (-.234"), emotionality (-.114"),
agreeableness (-.194") viz-a-viz organizational
deviance is negative and significant at 1% or 5%
level of significance. Similarly, honesty-humility
(-.2137), emotionality (-0.044), and agreeableness
(-.2417) each demonstrate a negative correlation
with interpersonal deviance, albeit with statistical
insignificance of emotionality. The correlation re-
sults show that H-HAE personality traits negative-
ly affect workplace deviance.

3.3. Regression results

The results of multiple linear regression are pre-
sented in Table 4. ANOVA index is used to pre-
dict the total fitness of the models. The index is
associated with p-values that are less than 5%,
suggesting the regression models are of good fit.
In Table 4, the adjusted R? of 0.086 implies that
the H-HAE personality traits explain an 8.6%
variance in organizational workplace deviance.
The standardized Beta value for each of the inde-
pendent variables indicated: honesty-humility (S
-0.206, p < 0.05); emotionality (f = -0.138, p <
0.05); agreeableness (8 = -0.131, p < 0.05). The re-
sults revealed that the H-HAE personality traits
are negatively related to organizational deviance.
Hence, H-HAE personality traits reduce organi-
zational deviance.

Table 3. Pearson correlation: Personality traits and workplace deviance

H_H E

—.241"

008

Note: OD — organizational deviance, ID —interpersonal deviance, H-H — honesty-humility, E — emotionality, A — agreeableness.

** — 5% level of significance.
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Table 4. Regression model: Summary of effects of personality traits on workplace deviance

Variables . Coefficients . T-Statistics P-value R? AdjR? F P-value
Dependent Variable: Organizational deviance
Honesty-Humility —-.298 -4.735 <.05
Emotionality i T2 324 <05
Agreeableness —.169 ; -2.994 <.05 H
Dependent Variable: Interpersonal deviance
Honesty-Humility : -.161 -3.842 <.05 :

71307
—4.488

o058
-.170

Emotionality

Agreeableness

<.05 :

Furthermore, H-HAE explains an 8.0% variance
in interpersonal workplace deviance. The stand-
ardized Beta value for each of the independent
variables indicated: honest-humility (8 = -.167, p
< 0.05); emotionality (8 = -.056, p > 0.05); agreea-
bleness (8 = -.196, p < 0.05). Similarly, the H-HAE
personality traits are negatively related to inter-
personal deviance, although the negative effect of
emotionality is not statistically significant. Overall,
the results of the regression analyses suggest that
H-HAE personality traits individually have reduc-
ing effects on the organizational and interpersonal
forms of deviance. The negative effect of each per-
sonality trait on organizational and interpersonal
workplace deviance, as found in the regression re-
sults, corresponds to the negative Pearson correla-
tion results.

Based on the regression results, the null hypoth-
eses are rejected in favor of the alternative hy-
potheses. Hence the study concludes that the
Honesty-humility trait, Agreeableness trait and
Emotionality traits are negatively related to organ-
izational and interpersonal deviance.

4. DISCUSSION

This study examines the effects of H-HAE di-
mensions of the HEXACO personality domain
on workplace deviance by examining the individ-
ual effect of each dimension on each of the two
main dimensions of workplace deviance. The
null hypothesis that states that each dimension of
H-HAE personality traits is positively related to
each organizational and interpersonal workplace
deviance is rejected. Hence, H-HAE personali-
ty traits individually reduce organizational and
interpersonal workplace deviance. Ripley (2019)

http://dx.doi.org/10.21511/ppm.21(3).2023.02

finds that honesty-humility does not determine
police officers’ workplace deviance in Canada.
However, the finding of this study lends support to
Anglim et al. (2018) and Bourdage et al. (2018), af-
firming the predictive ability of honesty-humility
to reduce workplace deviance. This is because the
honesty-humility trait includes the tendency to be
fair and genuine in relating with others, and indi-
viduals who are high in this trait have a tendency
not to engage in acts that could be harmful to oth-
ers and to their society (Ashton & Lee, 2007, 2008;
Pletzer et al., 2019). The study findings revealed
that a higher level of honesty-humility traits tends
to significantly alleviate the worrisome state of
anti-productive behavior experienced at public
universities.

This study establishes the negative effect of agree-
ableness on the organizational and interpersonal
classifications of workplace deviance. This find-
ing agrees with Khan et al. (2019), who associat-
ed employees with a high level of agreeableness
trait with a low level of destructive behavior in
Pakistan, and Anglim et al. (2018), who affirmed
its predictive ability on counterproductive atti-
tudes among job applicants and non-applicant.
Bourdage et al. (2018) and Ripley (2019) have al-
luded to the potency of agreeableness in instill-
ing desirable workplace behavior. The finding
is in line with Kwentoh et al. (2020) and Amin
et al. (2018), who showed that agreeableness of
the big five has predictive relevance for curing
workplace deviance in Nigerian beverage firms
and Northwestern universities, respectively, but
not congruent with Mase (2016) and Lima et al.
(2016), who showed that agreeableness of big five
has no impact in Benue state’s Nigeria civil ser-
vice and Malaysian voluntary service sector, re-
spectively. Also, the finding does not align with

17
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Van der Westhuizen (2019), who concluded that
agreeableness has an insignificant negative im-
pact on workplace deviance.

This study differs from the identifiable literature
in Nigeria regarding region by focusing on the
HEXACO agreeableness construct. HEXACO
agreeableness is a rotated variant of big five agree-
ableness, which includes the irritability and an-
ger facets of the big five neuroticism (Pletzer et
al., 2019), making it a stronger version. This find-
ing could be attributed to the characteristics of
an agreeable person. For example, agreeable em-
ployees show more concern for the welfare of
other employees, help others in completing their
tasks, and are highly beneficial to the organization.
These individuals have good interpersonal rela-
tionships with other employees (Witt et al., 2002).
Furthermore, agreeable employees are forgiving;
hence, they would not consider harming the or-
ganization. This finding reveals that increases in
the number of agreeable employees who would not
revenge or retaliate even when they are unfairly
treated would ameliorate the menace of workplace
deviance currently plaguing the university system.

Further, this study finds a significant inverse ef-
fect of emotionality on organizational and inter-

personal workplace deviance. This finding agrees
with Rahman et al. (2012) and Robinson et al.
(2019), who link low levels of organizational and
interpersonal deviance to high emotional intelli-
gence among Bangladeshi private university stu-
dents. However, it contradicts Van der Westhuizen
(2019) and Ripley (2019), who conclude that emo-
tionality has an insignificant negative impact on
employees” and police officers’ chances of being
deviant. The support for the findings of this study
could be due to the characteristics of individuals
who are high in emotionality. Specifically, they
depend on others for emotional support; they are
fearful and anxious; they have empathy for oth-
ers and are sentimentally attached to others. Thus,
these characteristics would prevent employees
high in emotionality from involving in acts that
could harm co-workers or the organization.

This study focuses on the HEXACO model, which
hasbeen thinly investigated as the big five domains
received extensive research attention. Considering
its predictive capacity, it would be beneficial to
study the relevance of the HEXACO domain in
dealing with workplace deviance in other sectors
other than education. As a result, evaluating the
HEXACO domain in other sectors of the Nigerian
economy is recommended.

CONCLUSION

The study examined the effect of the HEXACO honesty-humility, emotionality, and agreeableness
(H-HEA) personality traits on both forms of workplace deviance in public universities. The findings
revealed that all dimensions of H-HEA personality traits have a desirable reducing effect on both indi-
vidual and organizational workplace deviance. This study concludes that the H-HEA trait is potent in
dealing with organizational and interpersonal deviance in the Nigerian public university. It can be con-
cluded that employee personality traits are negatively related to workplace deviance. Consequently, the
HR departments of these institutions can confidently curb workplace deviance by considering staftf with
honesty-humility traits in their recruitment processes. In addition, an increasing number of agreeable
employees would ameliorate the menace of workplace deviance currently plaguing the university sys-
tem. Moreover, employing individuals with high scores in emotionality will play a key role in curtailing
the vices of organizational workplace deviance in Southwestern Nigeria public universities.
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