Running Head: Identification and Counterproductive Work Behavior

Ambivalent identification as a moderator of the link between organizational identification

and counterproductive work behaviors

Abstract
Although counterproductive work behaviors can be extremely damaging to organizations and
society as a whole, we do not yet fully understand the link between employees’ organizational
attachment and their intention to engage in such behaviors. Based on social identity theory,
we predicted a negative relationship between organizational identification and
counterproductive work behaviors. We also predicted that this relationship would be
moderated by ambivalent identification. We explored counterproductive work behaviors
toward the organization (CWB-O) and other individuals (CWB-I). Study 1, a survey of 198
employees, revealed that employees who identified strongly with their organization reported
lower levels of CWB-O, but as predicted, only when ambivalent identification was low. Study
2 involved a manipulation in the form of a scenario presented to 228 U.S. employees,
generally replicated the findings of Study 1: the link between organizational identification and
CWB-O was stronger for participants in the low ambivalence condition than for those in the
high ambivalence condition. The interaction effect of ambivalent and organizational
identification on CWB-I was only marginally significant in the second study. These findings
provide new evidence for the positive influence of organizational identification under

conditions of low ambivalence on counterproductive behaviors toward an organization.
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Introduction

In the last decade, the issue of ethical behavior in the workplace has become an important
topic in organizational research (Basran, 2012). Unethical behavior can have major consequences
for organizations, and can lead to lower organizational efficiency, reduced collaboration between
teams and co-workers, and weaker employee motivation and satisfaction (see e.g., Cialdini & Trost,
1998; Hollinger & Davis, 2006; Harris & Ogbonna, 2006). Counterproductive work behaviors are
an important type of unethical behavior in organizations (Braun, Aydin, Frey, & Peus, 2018; Lee,
Schwarz, Newman, & Legood, 2019), and have been defined as “distinct acts that share the
characteristics that they are volitional (as opposed to accidental or mandated) and harm or intend to
harm organizations and/or organization stakeholders, such as clients, coworkers, customers, and
supervisors” (Spector et al., 2006, p. 447). They include stealing materials from an employer,
claiming pay for more hours than have actually been worked, purposely wasting supplies, and
intentionally harming coworkers (Dalal, 2005). Such behaviors clearly violate established moral
and social norms (Jacobs, Belschak, & Den Hartog, 2014; Vardi & Weitz, 2004), and can be viewed
as a sign of employees’ immoral intentions or unethical attitudes (Fida, Paciello, Tramontano,
Fontaine, Barbaranelli, & Farnese, 2015; Jacobson, Marchiondo, Jacobson, & Hood, in press).
Thus, they have become a central topic in business ethics research (e.g., Braun et al., 2018; Lee et
al., 2019; Mayer, Kuenzi, Greenbaum, Bardes, & Salvador, 2009). To better understand these
counterproductive actions, researchers have focused on their potential antecedents and correlates
(see Fida et al., 2015; Jacobson et al., in press; Yang & Treadway, 2018).

In this study, we take a social identity perspective to further explain why employees may or
may not engage in such counterproductive behaviors at work. From the perspectives of social
identity and self-categorization theory, the identification of employees with their organization has
been conceptualized as a specific type of social identity (Ashforth & Mael, 1989) through which
individuals integrate their personal self-definition with their membership of an organization, and

thus the organizational identity becomes part of their self-concept (Tajfel & Turner, 1979; Turner,
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Hogg, Oakes, Reicher, & Wetherell, 1987). Organizational identification is an aspect of the self and
a core variable in organizational research and practice (Ashforth, Harrison, & Corley, 2008). The
organizational identification of employees is also an important predictor of their motivation and
intentions at work, and high levels of organizational identification should encourage employees to
engage in behavior that is beneficial to the organization (van Knippenberg, 2000). Meta-analytical
reviews provide support for this, identifying a robust empirical link between organizational
identification and citizenship or extra-role behaviors (Riketta, 2005; van Dick et al., 2006), such as
the recent and comprehensive meta-analysis by Lee, Park and Koo (2015), which included over 100
studies.

In contrast with this predominant approach in the literature that focused on the link between
organizational identification and positive employee behaviors, in this paper we investigate the dark
side of employees’ conduct at work, and look at their counterproductive work behaviors from a
social identity perspective. In doing so, we draw on recent conceptual work suggesting that the
dynamics of social identity can be a central driver of unethical employee behavior (Vadera & Pratt,
2013). However, few studies have been conducted within the social identity frame. For example,
DeConinck (2011) found that an ethical work climate of responsibility and trust was positively
related to organizational identification among salespeople. Pagliaro et al. (2018) recently showed
that an ethical organizational climate of friendship (versus a climate of self-interest), mediated in
part through organizational identification, was negatively related to counterproductive behaviors in
a cross-sectional study of 376 Italian workers.

In this paper, we develop and test the argument that organizational identification may have a
protective function and reduce counterproductive work behaviors. However, importantly, we further
propose that this function is critically contingent on employees’ simultaneous feelings of (low)
ambivalent identification. To develop our hypotheses, we draw on the expanded perspective of
organizational identification (Kreiner & Ashforth, 2004; see also Pratt, 2000) to provide further

evidence of the complexity of the attachments that people establish with their organization
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(Ashforth et al., 2008). We thus contribute to the literature on business ethics, organizational
identification, and counter-productive work behavior in several ways: First, our study helps to
further develop a social identity perspective for understanding (un-)ethical behaviors in
organizations. It is the first study to examine the expanded model of organizational identification in
the context of business ethics (Kreiner & Ashforth, 2004). This model is an extension of the social
identity approach and is based on the insight that employees’ bonds with their organizations are
often complex and cannot effectively be captured through a one-dimensional view of high versus
low organizational identification (Elsbach, 1999). Rather, the expanded view suggests that
employees may experience other forms of organizational identification, such as ambivalent
identification—a state of mixed positive and negative feelings toward the firm (Kreiner & Ashforth,
2004; see also Ashforth, Rogers, Pratt, & Pradies, 2014). This view has received considerable
attention in conceptual and qualitative research, but it is still emerging in quantitative studies
(Ashforth et al., 2008). In a recent study providing initial evidence of the value of the expanded
view, Schuh et al. (2016) found that the link between identification and citizenship behaviors was
stronger for employees with weaker feelings of ambivalence. However, the expanded model has
rarely been examined in empirical research and has not been applied to (un-)ethical employee
behavior. The use of this model in our study therefore enables it to be tested in the novel context of
predicting counter-productive work behaviors, thus introducing a new and extended theoretical
framework to the domain of business ethics.

Second, we aim to counter the focus in the literature on the link between organizational
identification and positive employee outcomes (Lee et al., 2015). Given the enormous costs related
to unethical employee behavior, and to gain a more complete perspective of identification in
organizations, the relationship with the darker side of employee conduct at work, in addition to that
with positive employee behavior, should be examined (Harris & Ogbonna, 2006; Vadera & Pratt,
2013). In this study, we examine the relationship between organizational identification and

counterproductive work behavior and attempt to identify a boundary condition for this link, thus
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extending our understanding of the nomological extent of organizational identification, which is
important for further theory development (Berry, Carpenter, & Barratt, 2012). We also demonstrate
that the dynamics between employees’ organizational identification and their actions that can harm
the company are not yet fully understood and may not be straightforward. Research has suggested
that high levels of organizational identification reduce employees’ willingness to engage in
counterproductive work behavior (Vadera & Pratt, 2013), as this entails a positive self-defining
motivation toward the organization (van Knippenberg, 2000). However, as discussed in the
theoretical and empirical sections below, the link between organizational identification and
employees’ counterproductive actions may be significantly reduced if employees are also
ambivalent toward their firm. Confirming this prediction is important, as it demonstrates that the
concept of ambivalent identification can provide a better understanding of the dynamics between
organizational identification and counterproductive work behavior. Any understanding of the
dynamics between organizational identification and counter-productive behaviors may be
incomplete or inaccurate if employees’ ambivalence is not considered.

Third, this study adds to our understanding of employees’ counterproductive actions.
Counterproductive work behaviors are often divided into inferpersonal-direction and
organizational-direction aspects of workplace deviance (Spector, Fox, Penney, Bruursema, Goh, &
Kessler, 2006; see also Robinson & Bennett, 1995). These behaviors are considered volitional, as
they intend to harm organizations and/or organizational stakeholders such as clients, coworkers,
customers, and supervisors (Spector & Fox, 2005), so the definition includes a wide range of
behaviors, such as theft, sabotage, and withdrawal (Spector et al., 2006; see also Dalal, 2005). In
this paper, we look at counterproductive work behaviors toward the organization (CWB-O) and at
those toward other individuals (CWB-I), which allows us to explore the potentially different
dynamics between organizational identification and these two forms of CWB. Identifying these
effects provides further support for the conceptual distinction of CWB types. Important insights into

the specific dynamics between organizational identification and counter-productive actions can also
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be provided, such as whether organizational identification is more strongly related to CWB-O or to
CWB-I (Ullrich, Wieseke, Christ, Schulze, & van Dick, 2007). Such findings can help to establish
when and why organizational identification and CWBs are linked and can provide important
guidance for organizations that seek to reduce CWBs among their employees.

Organizational identification and counterproductive work behaviors

The links between organizational identification and positive behavioral outcomes, such as
organizational citizenship behaviors, have been extensively researched (e.g. Bergami & Bagozzi,
2000; Christ, Van Dick, Wagner, & Stellmacher, 2003; Lee, Park, & Koo, 2015) and positive
associations have been consistently found. Although several studies have investigated negative
outcomes of organizational identification such as absenteeism (Edwards & Peccei, 2010) or
turnover intentions (Marique & Stinglhamber, 2011; Van Dick, Christ, Stellmacher et al., 2004), the
possibility that organizational identification can protect against other behavioral outcomes that can
intentionally damage the organization has rarely been examined. However, Al-Atwi and Bakir
(2014) found organizational identification to be negatively associated with organizational deviance,
and that the relationships between perceived external prestige and perceived top management
respect with counterproductive work behaviors directed toward the organization were mediated by
organizational identification.

From a conceptual perspective, Vadera and Pratt recently (2013) proposed a distinction
between types of workplace crimes. Non-aligned organizational crimes can involve the use of
authority within an organization and personal gain through accepting bribes or insider trading, while
pro-organizational workplace crimes include toxic waste poisoning, concealing information, and
exaggerating and misrepresenting the truth. They suggested that organizational identification could
be a possible antecedent of these crimes, proposing that under-identification may lead employees
with low cognitive moral development to engage in non-aligned crime, but also that over-
identification may increase the propensity to engage in pro-organizational crime (Vadera & Pratt,

2013). They argue that compared with other concepts such as commitment or person-organization

6



Running Head: Identification and Counterproductive Work Behavior

fit, organizational identification is a more useful construct in the study of unethical behaviors as it
refers to a self-referential attachment to a particular organization, and when employees demonstrate
such behavior they are acting against their own organization (Vadera & Pratt, 2013). However, our
focus is not on counterproductive work behaviors that may (at least in the short term) benefit the
organization but that are unethical in terms of the environment or society (see also Enns & Rotundo,
2012; Umphress et al., 2010). Instead, we focus on counterproductive behaviors that directly harm
the organization or its members.

Although studies of counterproductive work behaviors have rarely addressed organizational
identification, Dalal’s (2005) meta-analysis revealed a reliable average correlation between the
related construct of organizational commitment and CWBs of » = -.28. This meta-analytical relation
between commitment and CWB further points to the possible linkage between organizational
identification and CWB. However, some of the differences between commitment and identification
are important. Van Knippenberg and Sleebos (2006), argued that identification is more a perception
of oneness with the organization and thus an incorporation of the organization into the self, whereas
commitment is an attitude toward the organization as an (external) object. They also empirically
demonstrated that the two concepts, although correlated, were better represented by two latent
factors than one (see also Gautam, van Dick, & Wagner, 2004). Therefore, although previous
research on commitment has established a link between commitment and CWB, it is still
worthwhile investigating the relationship in terms of the concept of organizational identification.

The evidence reviewed above in general follows the social identity approach, which states that
strongly identified group members internalize the group’s goals, follow organizational norms and
standards more closely, and treat other employees more positively, as they view them as fellow
ingroup members (e.g., Haslam, 2004). Thus, identified organizational members avoid harming
both the organization (as this would undermine the goal accomplishment) and other individuals
within the organization (as they are considered ingroup members). Accordingly, we hypothesize:

Hypothesis 1: Organizational identification is negatively related to a) counterproductive work
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behaviors toward the organization, and b) counterproductive work behaviors toward other
individuals.
Ambivalent identification as a moderator

Ambivalent identification can occur if employees simultaneously hold both positive and
negative feelings toward an organization (Ashforth et al., 2014). Wang and Pratt (2007) argue that
individuals may identify with some aspects of the organization, such as its values, but
simultaneously disidentify with other aspects. This simultaneous identification and disidentification
can best be defined as ambivalent identification (Ashforth et al., 2014, Kreiner & Ashforth, 2004).

Building on this theoretical perspective and the empirical evidence reviewed above, we argue
that organizational identification thus provides employees with the motivation to refrain from
engaging in counterproductive work behaviors toward the organization and their colleagues. If
employees identify with their organization, they will a) be less likely to engage in behaviors that
may threaten it (such as stealing or wasting materials or polluting the workplace). Sabotaging
actions toward the organization will have a negative impact on their own self-concepts as members
of a “good” and “successful” organization. In addition, if employees identify with their
organization, they will b) be less likely to engage in counterproductive acts against their fellow
colleagues (such as ignoring or undermining them). Highly identified employees place much
importance on their membership of the organization, and co-workers are primarily seen as common
ingroup members who should be supported and not harmed (Ashforth & Mael, 1989).

This negative link between organizational identification and counterproductive work behavior
should be significantly stronger when employees experience low levels of ambivalence toward their
organization. They will be more certain of their positive “oneness” with the organization and their
own self-definition in terms of their organizational membership. Thus, we argue that only in the
absence of ambivalence will identification reduce CWBs. This view is consistent with two
important theoretical arguments. First, theories of individuals’ self-definition suggest that

employees seek to express and act in line with their self-concepts mainly when they feel clear and
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certain about their self-views (Campbell et al., 1996; see also Schuh et al., 2016). If their self-
concept is clear, individuals feel sure of their self-views, and this sense of confidence allows them
to focus on and act in line with their inner goals and motivations (Setterlund & Niedenthal, 1993).
In contrast, if they feel less clear about their self-definition, they are less likely to act in line with
their goals and motivations (Conner & Armitage, 2008). These dynamics may also apply to the
interplay between organizational and ambivalent identification. Specifically, for employees who
identify with their firm and who have low levels of ambivalence toward their firm, the organization
is a central and clear part of their self-definition (Kreiner & Ashforth, 2004). They should therefore
feel particularly confident about their membership of the organization and thus more motivated to
refrain from actions that may harm the firm and, by extension, their own self-concept as a member
of the organization (Mael & Ashforth, 1992). In contrast, high levels of ambivalence can mean that
the mixed feelings that employees experience toward their organization dilute the negative
association between identification and CWBs, because ambivalent employees should be less
confident about their self-views as organizational members. Accordingly, at times they may do
what is good for the organization, and therefore good for their own self-view, while at other times
they may feel less certain about their self-definition and then become somewhat disengaged from
the organization, which may increase the likelihood of counter-productive actions (Vadera & Pratt,
2013).

Second, resource-based theories suggest that ambivalent identification may require
considerable energy and mental resources, which may further weaken the link between
organizational identification and CWBs (Kuhl & Beckmann, 1994). Individuals who experience
conflicting impulses have been found to be more hesitant and less persistent in their actions
(Thompson, Zanna, & Griffin, 1995) because ambivalence, which is the sense of being torn
between conflicting impulses, is generally experienced as aversive and employees seek to resolve
this conflicting state (Ashforth et al., 2014; see also Festinger, 1957). Thus, a sense of ambivalence

is likely to require resources that could otherwise be directed toward acting in line with one’s self-
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definition and toward refraining from negative behavior directed at the organization or its members
(Marcus & Schuler, 2004).

To summarize, a high level of ambivalence causes employees to experience contradictory
thoughts and feelings toward the organization, and they will be less sure of the extent to which their
self-concept is defined by their membership of it (Pratt, 2000). Accordingly, the mitigating effects
of organizational identification on counterproductive work-behaviors will be weaker. Thus, we
formally hypothesize:

Hypothesis 2: Ambivalent identification moderates the negative relationships between
organizational identification and a) counterproductive work behaviors toward the organization,
and b) counterproductive work behaviors toward other individuals, such that these relations are
stronger for employees who experience low ambivalent identification than for employees who

experience high ambivalent identification.

Study overview

We conducted both a field study and a scenario experiment to increase the robustness of our
results (see Chatman & Flynn, 2005). This combination can make the empirical findings more
robust, preserve a high level of external validity in the field survey, and simultaneously increase
internal validity by manipulating the relevant constructs in the scenario study (Chatman & Flynn,
2005). In Study 1, the survey study, we focused on the negative relationships between
organizational identification and counterproductive work behaviors directed to the organization and
to other individuals (Hypotheses 1a and b). We then tested the moderating effect of ambivalent
identification on the negative relationship between organizational identification and
counterproductive work behaviors toward the organization, and toward other individuals
(Hypotheses 2a and b). To test the same hypotheses, in Study 2 we examined the interplay between
organizational identification and ambivalent identification in a scenario experiment. Employees

were assigned to four different conditions, in which ambivalent and organization identification were
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manipulated to replicate the results of Study 1 and to examine the causal nature of the relationships.
Study 1

Participants and procedure

The survey participants were 198 employees, of whom 42 were male (21%) and 153 female
(77%; 3 participants did not provide this information). Their average age was 28.62 years (SD =
8.43, range: 18-55 years), their average work experience was 8 years (SD = 8.19), their average
organizational tenure was 3.66 years (SD = 4.68), and 20% had managerial responsibility. The
participants were recruited through social networks (76.2% through postings on various Facebook
groups) or other online platforms (e.g., 11.6% through the German edition of Psychology Today).
They were asked to complete an online survey on the topic of “behaviors at work,” and invited to
complete the consent form before proceeding to the questionnaire. The anonymity of the data
provided was guaranteed.
Measures

Organizational identification was measured using the 3-item German version (Ullrich,
Nimmerfroh, & Van Dick, 2013) of the scale developed by Mael and Ashforth (1992). A sample
item is as follows: “When I talk about this organization, I usually say ‘we’ rather than ‘they’.” The
participants rated their agreement with each statement using a 7-point scale ranging from 1 =
strongly disagree to 7 = strongly agree (H = .84; Cronbach’s alpha = .78). The reliability of all of
the study measures was calculated using Coefficient H, because the scale for CWB did not follow
the central assumptions of normal distribution and tau equivalence, which can affect the estimates
of Cronbach’s alpha (see McNeish, 2018). To be consistent, Coefficient H was used to examine the
reliability for all measures in Studies 1 and 2. We do provide the values of Cronbach’s alpha,
however, for clarity and comparison.

Ambivalent identification was measured with the 3-item German version (Ullrich et al., 2013)
of ambivalent identification from the expanded model of organizational identification scale

developed by Kreiner and Ashforth (2004). A sample item of ambivalent identification is as
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follows: “I have mixed feelings about my affiliation with this organization” (H = .81; Cronbach’s
alpha = .91). The participants gave their responses to the items on 7-point scales from 1 = ftotally
disagree to 7 = totally agree.

To measure counterproductive work behaviors, we selected 10 of the 32 items from the scale
developed by Spector et al. (2006), which has previously been translated into German (see
http://shell.cas.usf.edu/~pspector/scales/cwbcpage.html). The items were selected by the second and
last author in discussion with other members of the Department of Work and Organizational
Psychology to provide a variety of possible counterproductive acts that would include both
behaviors directed toward other individuals and toward the organization as a whole. We wanted to
avoid acts that were too explicit or illegal (such as sabotage) and keep the scale brief to minimize
the overall response time for fully answering the survey across both studies. Importantly, we
selected the items before we conducted our studies, rather than on a post-hoc basis.

To validate our item selection, we conducted a small study to examine whether the selected
items had appropriate correlations with their respective longer scales (i.e., with the 32 items that
measured CWB-0O and CWB-I, respectively). We did this with a sample of 221 employees recruited
via the German online platform “Clickworker” (a service similar to Amazon Mturk). We found that
the selected items had high correlations with the remaining items of the respective scales. The
correlation was r = .83 for CWB-O and r = .82 for CWB-I. When correcting for attenuation, the
correlations reached levels above .90.

The participants were asked to what extent they would engage in the following behaviors. The
scale was analyzed by taking into account the subscales for CWB-O and CWB-I. CWB-O was

I3

measured using 7 items: “...get to work late without permission”; “...take a longer break than you

are allowed to?”; “...leave work earlier than you are allowed to?”; “...specify more working hours
than you actually worked?”; “..intentionally waste materials/stocks/inventories of your

employer?”; “...purposely pollute your workplace or leave waste lying around?”; and *“..take

materials or implements home without permission?” (H = .84; Cronbach’s alpha = .76). CWB-I was
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measured using 3 items: “...blame another person for a mistake that you actually made?”;
“..ignore another person at work?”; and “...look at the private post/things of another person at
work without permission?” (H = .74; Cronbach’s alpha = .56). The participants rated the extent to
which they agreed with each statement on a 5-point scale ranging from 1 = strongly disagree to 5 =
strongly agree.

Previous studies have found relationships between age and gender, and between employee
motivation and identification (Johnson & Ashforth, 2008; Kidder, 2002). Thus, we controlled for
these variables, again following Schuh et al. (2016).

Results

To test the distinctiveness of the constructs, we conducted a series of confirmatory factor
analyses (CFAs) with a robust goodness-of-fit test statistic via the calculation of weighted least
squares mean (WLSM) adjusted for non-normal distributions. The results revealed a very good fit
(’os) = 184.974, p < .001; CFI = .97; TLI = .97; RMSEA = .067, C.I. = .052-.082, p = .032) for a
measurement model that included organizational identification, ambivalent identification, CWB-O,
and CWB-I as distinct latent factors. We also compared this model with a three-factor solution,
combining the two dimensions of counterproductive work behaviors into one factor (y’uon =
217.946, p < .001; CFI = .96; TLI = .95; RMSEA = .076, C.I. = .063-.090, p = .001; scaled Ay’
= 15.710, p = .001), with a two-factor solution combining organizational identification and
ambivalent identification in one factor (03 = 434.125, p < .001; CFI = .90; TLI = .88; RMSEA
= .127, CI = .115-.140, p < .001; scaled Ay’aaes) = 77.251, p < .001), and with a one-factor
solution combining all of the dimensions (x4 = 1340.322, p < .001; CFI = .61; TLI = .55;
RMSEA = 245, C.I. = .233-257, p < .001; scaled Ay*aas) = 378.224, p < .001). The scale-
difference chi-squared tests for non-normal distributions (Satorra & Bentler, 2010) showed
significant differences between our model and all of the alternative tested models, demonstrating a
better model fit for the four-factor solution.

The descriptive statistics, reliability values, and zero-order correlations between all of the
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study variables are presented in Table 1. To test our hypotheses, we conducted multiple hierarchical
regression analyses. We first estimated the direct effect of organizational identification on
counterproductive work behaviors (Hypotheses 1a and 1b). In a next step, we tested the proposed
interaction effect of organizational identification and ambivalent identification in predicting
counterproductive work behaviors (Hypotheses 2a and 2b). For this step, we conducted a series of
moderating analyses using PROCESS macro 2.15 (Hayes, 2017).

--- Insert Table 1 about here ----

In line with Hypothesis 1a, multiple hierarchical regression analyses showed a significant
main effect of organizational identification on CWB-O (b = -.10, SE = .04, p = .007), whereas the
effect of organizational identification on CWB-I was not significant (b = -.02, SE = .04, p = .649),
(see also Table 2).

With regard to the interaction effects, the results showed a significant interaction between
organizational identification and ambivalent identification, with significant incremental variance
explained by counterproductive work behaviors directed toward the organization (CWB-O, AR*
= .03, p =.015), but a non-significant model resulted when counterproductive work behaviors
directed toward other individuals were considered (CWB-I, R* = .037, p = .368). The significant
interaction effects demonstrated the expected moderating role of ambivalent identification on the
identification-counterproductive work behaviors link, when only considering the effect on the
subscale of behaviors directed toward the organization (CWB-O, b = .05, SE = .02, p = .015) (see
also Table 3).

--- Insert Tables 2 and 3 about here ----

To interpret the interaction effects, simple slopes analyses were conducted at one standard
deviation below (-1SD) and above (+1SD) the means of the moderator variable, according to
Cohen, Cohen, West, and Aiken (2003). In line with Hypothesis 2a, when the subscale of
counterproductive work behaviors toward the organization was examined, at -1 SD of ambivalent

identification the relation between organizational identification and the dependent variable was
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negative and significant (b =-.15, SE = .05, p = .002), but at +1 SD above the mean the relation was
not significant (b = .02, SE = .06, p = .778) (see Figure 1).
--- Insert Figure 1 about here ----
Discussion
This first study yielded the expected direct relationship only between employee
organizational identification and counterproductive work behavior toward the organization, but not
toward other individuals. The proposed interaction between organizational identification and
ambivalent identification was also significant for counterproductive work behavior toward the
organization, partially supporting our hypotheses. Study 2 was designed to replicate the results but
also extend Study 1 by way of an experimental manipulation that allowed inferences regarding the
causality of the underlying relations.
Study 2

Participants and design

The participants in this study comprised 240 employees, who were randomly assigned to the
conditions of a 2 (organizational identification: high vs. low) x 2 (ambivalent identification: high vs.
low) between-subject design. To recruit employees from a broad spectrum of industries and
occupations, we used Amazon Mturk, a valid online panel that is commonly used for experimental
studies (Berinsky, Huber, & Lenz, 2012; see also Cheung, Burns, Sinclair, & Sliter, 2017). The
survey was restricted to employed participants from the U.S. We excluded twelve participants
because they provided incomplete data or failed to correctly answer a reading check ( “For this item,
please click answer 2”). This resulted in a final sample of 228 employees, of whom 78 were women
(38%), the average age was 33.38 years (SD = 10.16), and the average number of years of work
experience was 14.55 years (SD = 14.39). The participants worked in a wide range of sectors, with
the most being in information technology (20%), education (12%), and finance/banking (9%).
Procedure and materials

When conducting this study, we used a design established in previous research (Schuh et al.,
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2016). We invited the participants to take part in a study on “behaviors at work.” After reading and
agreeing to the consent form, the participants were introduced to a description of a workplace
situation. We asked them to imagine that they were actual employees in the described situation and
answer all of the questions with this in mind. In line with Schuh et al. (2016), we ensured that our
manipulations were as close as possible to the meaning and content of the measure established by
Kreiner and Ashforth (2004). This approach allowed us to introduce the participants to experimental
conditions similar to items that can be used in field research, thus ensuring a high degree of
consistency between the experiment and Study 1. The scenario asked participants to imagine that
they were managers in a company called “Duran Paints.” The organizational identification
manipulation was then introduced. In the high organizational identification condition, the
participants read the following: “Thinking about your time working for this company, you realize
that you strongly identify with it. When someone praises the company, it feels like a personal
compliment to you. In fact, you see the company’s successes as your successes. And when someone
criticizes the company, it feels like a personal insult.” In the low organizational identification
condition, the description stated: “Thinking about your time working for this company, you realize
that you don’t really identify with it. When someone praises the company, it doesn’t feel like a
personal compliment to you. In fact, you don’t see the company’s successes as your successes. And
when someone criticizes the organization, it doesn’t feel like a personal insult.”

Next, the participants were introduced to the manipulation of ambivalent identification. In the
high ambivalent identification condition, the participants read as follows: “You also realize that you
have mixed feelings about the company. At times, you feel torn between both loving and hating the
company. Moreover, you sometimes feel torn between being proud and being embarrassed to
belong to the company.” In the low ambivalent identification condition, the description stated: “You
also realize that you don’t have mixed feelings about the company—in fact, your feelings about the
company are quite clear. You never feel torn between loving and hating the company. Moreover,

you never feel torn between being proud and being embarrassed to belong to the company.”
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Measures

After reading one of the four scenarios, the participants answered the manipulation checks and
dependent measures. To examine whether they had correctly read the manipulation of
organizational identification, we asked, “According to the description, do you identify with the
company?” (yes/no). To check whether they had correctly read the manipulation of ambivalent
identification, the participants were asked, “According to the description, do you have mixed
feelings about the company?” (yes/no). We then presented the participants with the measure of the
dependent variable. We measured counterproductive workplace behavior with the same 10-item
scale and subscales as in Study 1. The participants were asked whether they might engage in
counterproductive behaviors at the workplace. They answered the items on 5-point scales, from 1 =
totally disagree to 5 = totally agree. The reliability was H = .96 (Cronbach’s alpha = .82) for the
subscale of counterproductive work behaviors directed toward other individuals, and H = .90
(Cronbach’s alpha = .91) for the subscale of counterproductive work behaviors directed toward the
organization.

As in Study 1, we also assessed the participants’ age and gender.
Results

Manipulation checks. To examine whether the manipulations had the intended effects, we
used Chi-Square testing associated with cross-tabulation between the manipulation conditions and
the manipulation checks (in both cases low organizational identification or low ambivalent
identification were coded as 0, high organizational identification or ambivalent identification were
coded as 1). In terms of organizational identification, there was a significant association between
the observed frequencies of participants in the low organizational identification condition and those
of participants in the low organizational identification manipulation check, and a significant
association between the high organizational identification condition and the respective manipulation
check (x*(1) = 169.325, p < .001). This indicates that the participants in the low organizational

identification condition were more likely to achieve low scores in the manipulation check and the
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participants in the high organizational identification condition were more likely to achieve high
scores. In addition, the standardized residuals higher than |2| and Cohen’s Kappa coefficient
indicated that the agreement between expected frequencies and observed frequencies was high (K
= .86). The manipulation was also successful in the ambivalent identification condition, as indicated
by the significant association between observed frequencies in the low ambivalent identification
condition and manipulation check, and between observed frequencies in the high ambivalent
identification condition and manipulation check (¥*(1) = 125.105, p < .001). Standardized residuals
higher than |2| and the Kappa coefficient also indicated a very good agreement (K = .73). The
frequencies and percentages per condition are shown in Table 4.
--- Insert Table 4 about here ---

Hypotheses tests. We conducted two 2 (organizational identification) X 2 (ambivalent
identification) ANCOVAs on the dependent variables of CWB-O and CWB-I. In support of
Hypothesis 1, organizational identification had a significant main effect on both forms of
counterproductive work behaviors (CWB-O: F (1, 222) = 47.265, p < .001, n,>= .18; CWB-I: F (1,
222) = 18.145, p < .001, n,* = .08). In addition, the results further showed a marginally main effect
of ambivalent identification on CWB-O (F (1, 222) = 3.659, p = .057, n,° = .02) and a non-
significant main effect on CWB-I (F (1, 222) = 1.399, p = .238, n,°= .01). Finally, both ANCOVAs
indicated a significant interaction of organizational and ambivalent identification on
counterproductive work behaviors directed toward the organization (F (1, 222) = 8.188, p = .005,
Ny°= .04), and a marginally significant interaction of organizational and ambivalent identification on
counterproductive work behaviors directed toward other individuals (F (1, 222) = 3.255, p = .073,
Ny>= .01). The results are reported in Tables 5 and 6.

--- Insert Tables 5 and 6 about here ---

A simple effects analysis showed that when organizational identification was low, the

difference in CWB-O between the participants in the low ambivalence condition (M = 2.55, SD

= .95) and in the high ambivalent condition (M = 2.44, SD = .95) was not significant (¥ (1, 112)
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= 346, p = .558, n,° = .003). Conversely, in line with Hypothesis 2a, when organizational
identification was high, the participants in the low ambivalence condition reported lower levels of
CWB-O (M = 1.44, SD = .68) than the participants in the high ambivalent condition (M = 2.00, SD
=.77), (F (1, 112) =17.073, p < .001, n,*= .13) (see Figure 2).

--- Insert Figure 2 about here ----

We also conducted a simple-effects analysis for the marginally significant interaction of
organizational and ambivalent identification on counterproductive work behaviors directed toward
other individuals. The results revealed the same pattern as for counterproductive work behaviors
toward the organization: when organizational identification was low, the difference in CWB-I
between the participants in the low ambivalence condition (M = 2.27, SD = .90) and those in the
high ambivalence condition (M = 2.20, SD = 1.08) was not significant (¥ (1, 111) =.174, p = .678,
Ny> = .002). Conversely, when organizational identification was high, the participants in the low
ambivalence condition reported lower levels of CWB-I (M = 1.50, SD = .74) than the participants in
the high ambivalence condition (M = 1.92, SD = .97), (F (1, 111) = 5.523, p = .021, n,>= .05) (see
Figure 3), marginally supporting Hypothesis 2b.

--- Insert Figure 3 about here ----
General discussion

By taking a broader perspective of organizational identification, our findings highlight the
need to simultaneously consider organizational identification and ambivalent identification in
accurately identifying the important dynamics of counterproductive work behaviors in organizations
(Kreiner & Ashforth, 2004). Only when ambivalence was low did organizational identification have
a protective function in reducing counterproductive work behaviors, which can lead to negative and
costly outcomes both for organizations and individuals (Harris & Ogbonna, 2006). The combined
effects of organizational and ambivalent identification have not previously been explored in studies
of counterproductive work behaviors. Our study leads to the conclusion that an expanded model of

organizational identification is of value in the field of business ethics and that it is essential to
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explore the interplay between different forms of organizational identification to fully understand
how to prevent or reduce counterproductive employee behaviors. These findings make several
theoretical and research contributions.

First, they advance the social identity approach in organizations by showing that it can help to
better understand (and reduce) damaging behaviors in organizations. This theoretical approach has
previously focused mainly on the numerous positive outcomes, such as extra-role effort (Lee et al.,
2015), increased loyalty (Riketta, 2005) and positive well-being (Steffens et al., 2017). However,
the dark side of organizational life has generally been neglected, which has led to a somewhat
uneven view of social identification in organizations (Haslam, 2004). Thus, our finding that
organizational identification is negatively linked to counterproductive work behaviors addresses this
shortcoming, complements extant research, and contributes to a more complete understanding of the
dynamics of social identification in organizations (Ashforth et al., 2008).

In linking organizational identification and CWB, the findings reveal a central contingency,
which is that the effects of organizational identification may not be the same for all forms of
counterproductive work behaviors. Instead, our results show that the effects of organizational
identification on counterproductive work behaviors were significantly stronger for
counterproductive behaviors targeted toward the organization, rather than toward individuals. This
confirms the theoretical distinction between CWB-O and CWB-I (Robins & Bennet, 1995; see also
Spector et al., 2006) and shows that combined measures of CWB may results in a somewhat
superficial or even inaccurate understanding of counterproductive work behaviors (Thau et al.,
2009). In addition, the differential effects found in this study also support and extend the literature
of identification in organizations. In Study 1, the simple correlation between organizational
identification and counterproductive work behavior was not significant and the manipulation of
organizational identification in Study 2 yielded a much stronger effect of CWB toward the
organization than toward the individual. This is in line with the identity-matching principle, which

suggests that to truly understand the dynamics of identification in organizations, it is essential to
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consider the level or focus of identification (e.g., organization or team; Ullrich et al., 2007).
Without considering and matching the focus of identification with the focus of CWB (i.e., CWB-O
vs. CWB-I), the effects of organizational identification may not be fully understood (see also
Lavelle, Rupp, & Brockner, 2007). The difference may also be due to the use of Mael and
Ashforth’s (1992) scale to measure (and manipulate) organizational identification. This scale is
commonly used to address the perceived overlap between the organization and the employee, but
does not address the perceived bond between the employee and his or her colleagues. Other scales,
such as that developed by Doosje, Ellemers, and Spears (1995), which include items such as “I feel

b

strong ties with my colleagues,” may reveal different results. Further examining the differential
effects between organizational identification and CWB-O vs. CWB-I would be of benefit in future
research, and would contribute to a more detailed understanding of the complex dynamics between
identification and (malevolent) work behaviors.

Second, our study brings a new theoretical perspective to the domain of business ethics—the
expanded model of organizational identification (Elsbach, 1999; Kreiner & Ashforth, 2004).
Indeed, by examining the interplay between organizational and ambivalent identification, our
findings show that the links between identification and CWB may not be as straightforward as is
often assumed (Umphress et al., 2010). Specifically, we found that organizational identification
may not automatically decrease the willingness of employees to engage in counterproductive work
behaviors; it is only when this was combined with low levels of ambivalence toward the
organization that CWB was found to be low. This finding is important because first, it provides
further support for the value of an expanded model of organizational identification—a model that
has mainly been conceptual and rarely examined in empirical research (Ashforth, Joshi, Anand, &
O’Leary-Kelly, 2013). Second, it provides new insights into exactly Zow ambivalent identification
may affect the link between organizational identification and CWB. We found that ambivalent

identification mainly affected employees with high organizational identification but not those who

weakly identified with their organization. Revealing such specific effects is significant for the
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further theory development of the expanded model of organizational identification and
demonstrates the interplay of two of its core components (Kreiner & Ashforth, 2004). Third, the
interaction between organizational and ambivalent identification may also contribute to findings in
the business ethics literature. The link between employees’ organizational identification and their
willingness to engage in unethical behaviors that support the organization (such as misrepresenting
the truth to make the organization look good or exaggerating the truth about a company’s products;
Umphress et al., 2010) has recently been examined. However, although some studies have found
positive links between employees’ organizational identification (e.g., Effelsberg, Solga, & Gurt,
2014) and such unethical pro-organizational actions, others have found no significant relationships
(e.g., Umphress et al., 2010). Our results and the expanded perspective of organizational
identification may provide an explanation. Ambivalent identification could indeed be a variable that
weakens the link between organizational identification and unethical, pro-organizational actions,
which can be tested in future research.

Finally, our results also provide insights into the novel concept of ambivalence in general
(i.e., not only into ambivalent identification; Ashforth et al., 2014; Pratt, 2000). In both studies, we
found that ambivalent identification was somewhat positively related to employees CWB
(particularly to CWB-O), which is of value as ambivalence is generally described as “mixed
feelings” and as a “sense of being torn between conflicting impulses.” These countervailing positive
and negative impulses may be expected to cancel each other out (Kreiner & Ashforth, 2004). In
contrast, our findings suggest that for employees with high ambivalence, negative views toward the
organization may somewhat outweigh the positive impulses implied in ambivalence, thus resulting
in this positive link with CWB. This reasoning supports the idea that ambivalence is not a neutral
but a rather an aversive experience (Pratt, 2000). Such aversive experiences have repeatedly been
linked to unethical behaviors (e.g., Fox, Spector, & Miles, 2001). Future research could retest the
relationship between ambivalent identification and CWB to specify exactly when and why it may

occur. The theory of Ashforth et al. (2014) concerning reactions to ambivalence is a possible
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approach to this. They described four strategies for dealing with ambivalence (avoidance,
domination, compromise, and holism) and argued that the effects of ambivalence may be closely
dependent on the strategy that people choose to adopt to ambivalence. Unfortunately, this theory
has largely remained untested; it would be of interest to examine how these four strategies may
strengthen or weaken the link between ambivalent organizational identification and CWB. For
example, it could be argued that the strategy of avoidance would maintain the sense of ambivalence
and hence contribute to a weakened link between organizational identification and CWB.
Limitations

Although the field and scenario studies were found to have similar results, several limitations
should be addressed in future research. First, in both studies we administered self-report measures.
Although social desirability could affect the measure of unethical behavior, the anonymity of the
data was guaranteed to limit this effect, as suggested by Podsakoff, MacKenzie, Lee, and Podsakoff
(2003). In addition, an online survey was used to reduce method bias that could potentially be
produced by the measurement context, such as interviewer characteristics, expectations, and verbal
idiosyncrasies, which can threaten measurement validity as in face-to-face approaches (Martin &
Nagao, 1989; Richman, Kiesler, Weisband, & Drasgow, 1999). Internet-based procedures from
outside the laboratory can reduce the distortion of taboo attitudes and behaviors (Evans, Garcia,
Garcia, & Baron, 2003) because of the absence of the researcher and the increased privacy of the
exercise. Although external raters are supplementary to self-ratings when evaluating
counterproductive work behaviors, the meta-analysis by Berry et al. (2012) supports the use of self-
reports in most CWB research as a viable alternative to other-reports. As Berry et al. (2012)
reported, other-ratings capture a narrower subset of CWBs, whereas self-raters generally report
engaging in more CWBs. In addition, self- and other-reported CWBs exhibit common correlates
with similar patterns and magnitudes of relationships (Berry et al., 2012). Similarly, the measure of
organizational and ambivalent identification reflects individuals’ perceptions implicitly; their

assessment is not readily accessible to external observers (Chan, 2009). Using self-reports may
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inflate the size of the main effects due to social desirability effects for example, but this cannot
artificially increase the interaction effects as any biases are controlled for in the inclusion of the
main effects in the first steps of the regression analyses (see McClelland & Judd, 1993). In addition,
we were able to explain 3% of additional variation in the dependent variable, which can be
considered a strength of our first study, as field studies often yield incremental amounts of
explained variation at around 1%, which are considered substantial (see Evans, 1985; Chaplin,
1991).

Second, some limitations can be found for Study 1 (the field study) or for Study 2 (the
experiment), but the combined strengths of the two studies appear to effectively complement each
other (Chatman & Flynn, 2005). For example, the cross-sectional nature of the first study did not
allow causal conclusions to be drawn, but by combining this with the experimental manipulation in
the second study, both generalizability (Study 1) and indications of causality (Study 2) emerged.
The ecological validity of Study 2 could be improved by conducting experiments with established
interactions in real organizations, as suggested by Enns and Rotundo (2012).

Another potential limitation in Study 1 was that we distributed the survey link through social
networks. However, we used postings in various Facebook groups and on other online platforms, so
although some participants in our first study may have been associated as “friends” via Facebook,
the majority of respondents were unlikely to be directly connected. Hence, we believe that our
findings were not influenced by a small and connected group of people. In addition, we found
relatively consistent results across the two studies, which used different sampling methods.

One limitation in Study 2 was that we asked participants about their intentions to engage in
CWB, which may not be the strongest outcome. Even though the findings were consistent with the
effects found in Study 1, future research can present similar scenarios for another employee and
then asking participants how likely it would be for this other person to engage in counter-productive
behaviors, rather than referring to their own behavior. Asking respondents about others” intentions

to engage in undesirable behaviors can be an effective way of reducing social desirability.
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The manipulation checks we used for Study 2 provided support for the effectiveness of the
scenarios. The manipulation of organizational identification influenced whether participants
identified with the fictitious company (or not) but it did not influence how they answered the
question of feeling ambivalent (or not). Likewise, the manipulation of ambivalence only affected
the manipulation check of ambivalence but not of identification. However, the breakdown of the
manipulation check frequencies across conditions reveals that participants found it more difficult to
understand identification as low if it was not ambivalent. However, we did only use dichotomous
“yes” versus ‘“no” answer options. Future studies should also use 5- or 6-point answer scales to
allow for a more detailed analysis.

A final limitation across both studies is the use of a limited number of items to assess self-
reported acts of counterproductive behavior. Future studies can use the full 45-item scale or the
somewhat shorter 32-item scale, which also include stronger and (partly) illegal forms of such
behavior (such as stealing or sabotage). It would be interesting to see if the relationships revealed in
the present studies also hold for such a range of acts.

Implications for organizational practice

The present study also offers practical implications. First, it can inform how organizations
may reinforce their employees’ membership to enhance the relationship and thus reduce the
potential feeling of ambivalence toward the organization. To avoid undesirable behavior,
organizations can use specific strategies to facilitate a sense of belongingness among their members.
In line with the social identity approach in organizations (see Haslam, 2004), interventions should
be consistently designed to foster employees’ identification with the organization as a whole. Our
findings suggest that interventions should be oriented in two distinct directions. First, they should
consider allocating organizational resources to developing a strong positive identification, for
example with strategies oriented toward reinforcing identification with, for example, a better
internal communication climate (Smidts, Pruyn, & Van Riel, 2001), or reinforcing long-term work

relationships by reducing short-term contracts (Johnson & Ashforth, 2008). Second, interventions
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should also be oriented toward reducing any potential risks of developing disaffection for the
organization, thus preventing ambivalent identification. By monitoring typical antecedents of
ambivalence, such as role conflicts (Kreiner & Ashforth, 2004), or reducing contradictory feelings
toward the organization that may already exist, this increases the possibility that a positive
organizational identification may dissuade employees to exhibit counterproductive behavior in their
workplace. Leadership development programs, such as the SR program of Haslam and colleagues
(2017), can achieve this, which aims at helping leaders to create strong team and organizational
identities.

Our findings also suggest that organizations should avoid sending mixed messages to their
employees. If the organization has, for example, a clear mission statement highlighting the
organization’s purpose, it can help encourage strong identification. However, if at the same time the
senior management is sending ambivalent messages, or does not communicate at all about pending
problems, employees may have mixed feelings and any certainty about their membership may be
reduced. Kreiner and Ashforth (2004) also found perceptions of psychological contract breach and
intra-role conflicts to be predictors of high ambivalent identification, so direct managers should
strive to meet contract expectations and reduce role conflict by providing clear guidelines.
Conclusions

We have shown for the first time that organizational identification and ambivalent
identification must be considered in combination when determining the relation between
employees’ attachment to and counterproductive behaviors toward an organization. By introducing
the expanded model of organizational identification to the field of business ethics, we demonstrate
that this new model offers important insights into the dynamics of unethical employee behavior,
which have not been considered previously, as organizational identification has been regarded as a
one-dimensional concept of high versus low organizational identification. Our findings provide
initial evidence that the expanded model of organizational identification can facilitate a more

complete and nuanced understanding of employees’ identities and their (un-)ethical conduct. Hence,
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we hope that our study provides an impetus for future research to go beyond the traditional notion
of organizational identification and to further examine the expanded perspective of identification.
We believe that this new perspective provides many new research opportunities and promising

insights for a better understanding of (un-) ethical behaviors in organizations.

27



Running Head: Identification and Counterproductive Work Behavior

Compliance with Ethical Standards
Conflict of interest
The authors declare that they have no conflict of interest.
Ethical Approval
All procedures performed in studies involving human participants were in accordance with the
ethical standards of the institutional research committee and with the 1964 Helsinki Declaration and
its later amendments or comparable ethical standards.
Informed Consent

Informed consent was obtained from all individual participants included in the study.

References
Al-Atwi, A., & Bakir, A. (2014). Relationships between status judgments, identification, and
counterproductive behavior. Journal of Managerial Psychology, 29(5), 472—489.
Ashforth, B. E., Harrison, S. H., & Corley, K. G. (2008). Identification in organizations: An
examination of four fundamental questions. Journal of Management, 34(3), 325-374.
Ashforth, B.E., Joshi, M., Anand, V. & O’Leary-Kelly, A. M. (2013). Extending the expanded
model of organizational identification to occupations. Journal of Applied Social Psychology
43(12), 2426-2448.

Ashforth, B. E., & Mael, F. (1989). Social identity theory and the organization. Academy of
Management Review, 14(1), 20-39.

Ashforth, B. E., Rogers, K. M., Pratt, M. G., & Pradies, C. (2014). Ambivalence in organizations: A
multilevel approach. Organization Science, 25(5), 1453—1478.

Basran, S. (2012). Employee views of ethics at work: 2012 continental Europe survey. London:
Institute of Business Ethics.

Bergami, M., & Bagozzi, R. P. (2000). Self-categorization, affective commitment and group self-

esteem as distinct aspects of social identity in the organization. British Journal of Social

28



Running Head: Identification and Counterproductive Work Behavior

Psychology, 39(4), 555-5717.

Berinsky, A. J., Huber, G. A., & Lenz, G. S. (2012). Evaluating online labor markets for
experimental research: Amazon. com’s Mechanical Turk. Political Analysis, 20(3), 351—
368.

Berry, C. M., Carpenter, N. C., & Barratt, C. L. (2012). Do other-reports of counterproductive work
behavior provide an incremental contribution over self-reports? A meta-analytic
comparison. Journal of Applied Psychology, 97(3), 613—636.

Bowling, N. A., & Eschleman, K. J. (2010). Employee personality as a moderator of the
relationships between work stressors and counterproductive work behavior. Journal of
Occupational Health Psychology, 15(1), 91-103.

Braun, S., Aydin, N. Frey, D., & Peus, C. (2018). Leader narcissism predicts malicious envy and
supervisor-targeted counterproductive work behavior: Evidence from field and experimental
research. Journal of Business Ethics, 151(3), 725-741.

Campbell, J. D., Trapnell, P. D., Heine, S.J., et al. (1996) Self-concept clarity: Measurement,
personality correlates, and boundaries. Journal of Personality and Social Psychology 70(1):
141-156.

Chan, D. (2009). So why ask me? Are self-report data really that bad. In R. J. V. Charles E Lance
(Ed.), Statistical and methodological myths and urban legends: Doctrine, verity and fable in
organizational and social sciences (pp. 309-335). New York: Routledge.

Chaplin,W. F. (1991).The next generation of moderator research in personality psychology. Journal
of Personality, 59(2), 143-178.

Chatman, J. A., & Flynn, F. J. (2005). Full-cycle micro-organizational behavior research.
Organization Science, 16(4), 434—447.

Cheung, J. H., Burns, D. K., Sinclair, R. R., & Sliter, M. (2017). Amazon Mechanical Turk in
organizational psychology: An evaluation and practical recommendations. Journal of

Business and Psychology, 32(4), 347-361.

29



Running Head: Identification and Counterproductive Work Behavior

Cialdini, R. B., & Trost, M. R. (1998). Social influence: Social norms, conformity and compliance.
In D. T. Gilbert, S. T. Fiske, & G. Lindzey (Eds.), The handbook of social psychology (pp.
151-192). New York: McGraw-Hill.

Cohen, J., Cohen, P., West, S. G., & Aiken, L. S. (2013). Applied multiple regression/correlation
analysis for the behavioral sciences. Mahwah, New Jersey: Lawrence Erlbaum

Colbert, A. E., Mount, M. K., Harter, J. K., Witt, L., & Barrick, M. R. (2004). Interactive effects of
personality and perceptions of the work situation on workplace deviance. Journal of Applied
Psychology, 89(4), 599-609.

Conner, M. & Armitage, C. J. (2008) Attitudinal ambivalence. In: Crano W. D. & Prislin, R. (eds)
Attitudes and Attitude Change. New York: Psychology Press, 261-288.

Dalal, R. S. (2005). A meta-analysis of the relationship between organizational citizenship behavior
and counterproductive work behavior. Journal of Applied Psychology, 90(6), 1241-1255.

DeConinck, J. B. (2011). The effects of ethical climate on organizational identification, supervisory
trust, and turnover among salespeople. Journal of Business Research, 64(6), 617-624.

Doosje, B., Ellemers, N., & Spears, R. (1995). Perceived intragroup variability as a function of
group status and identification. Journal of Experimental Social Psychology, 31(5), 410-436.

Dukerich, J. M., Kramer, R., & Parks, J. M. (1998). The dark side of organizational identification.

In D. A. Whetten, & P. C. Godfrey (Eds.), ldentity in organizations: Building theory through
conversations (pp. 245-256). Thousand Oaks, CA: Sage.

Edwards, M. R., & Peccei, R. (2010). Perceived organizational support, organizational
identification, and employee outcomes. Journal of Personnel Psychology, 9(1), 17-26.

Effelsberg, D., Solga, M., & Gurt, J. (2014). Transformational leadership and follower’s unethical
behavior for the benefit of the company: A two-study investigation. Journal of Business
Ethics, 120(1), 81-93.

Elsbach K. D. (1999). An expanded model of organizational identification. Research in

Organizational Behavior, 21(1), 163-200.

30



Running Head: Identification and Counterproductive Work Behavior

Enns, J. R., & Rotundo, M. (2012). When competition turns ugly: Collective injustice, workgroup
identification, and counterproductive work behavior. Human Performance, 25(1), 26-51.

Evans, M. G. (1985). A Monte Carlo study of the effects of correlated method variance in
moderated multiple regression analysis. Organizational Behavior and Human Decision
Processes, 36(3), 305-323.

Evans, D. C., Garcia, D. J., Garcia, D. M., & Baron, R. S. (2003). In the privacy of their own
homes: Using the Internet to assess racial bias. Personality and Social Psychology Bulletin,
29(2), 273-284.

Festinger, L. (1957). A theory of cognitive dissonance. Evanston, IL: Row, Peterson.

Fida, R., Paciello, M., Tramontano, C., Fontaine, R. G., Barbaranelli, C., & Farnese, M. L. (2015).
An integrative approach to understanding counterproductive work behavior: The roles of
stressors, negative emotions, and moral disengagement. Journal of Business Ethics, 130(1),
131-144.

Fox, S., Spector, P. E., & Miles, D. (2001). Counterproductive work behavior (CWB) in response to
job stressors and organizational justice: Some mediator and moderator tests for
autonomy and emotions. Journal of Vocational Behavior, 59(3), 291-3009.

Gautam, T., Van Dick, R., & Wagner, U. (2004). Organizational identification and organizational
commitment: Distinct aspects of two related concepts. Asian Journal of Social
Psychology, 7(3), 301-315.

Grijalva, E., & Newman, D. A. (2015). Narcissism and counterproductive work behavior (CWB):
Meta-analysis and consideration of collectivist culture, Big Five personality, and
narcissism’s facet structure. Applied Psychology, 64(1), 93-126.

Harris, L.C., & Ogbonna, E. (2006). Service sabotage: A study of antecedents and consequences.
Journal of the Academy of Marketing Science, 34 (4), 543-558.

Haslam, S. A. (2004). Psychology in organizations. London: Sage.

Haslam, S. A., Steffens, N. K., Peters, K., Boyce, R. A., Mallett, C. J., & Fransen, K. (2017). A

31



Running Head: Identification and Counterproductive Work Behavior

social identity approach to leadership development: The SR program. Journal of Personnel
Psychology, 16(3), 113-124.

Hayes, A. F. (2017). Introduction to mediation, moderation, and conditional process analysis: A
regression-based approach (2nd edition). New York, NY: Guilford Press

Hollinger, R. C., & Davis, J. L. (2006). Employee theft and staff dishonesty. In M. Gill (Ed.), The
handbook of security (pp. 203-228). London: Palgrave.

Jacobson, R. P., Marchiondo, L. A., Jacobson, K. J., & Hood, J. N. (in press). The Synergistic
Effect of Descriptive and Injunctive Norm Perceptions on Counterproductive Work
Behaviors. Journal of Business Ethics.

Johnson, S. A., & Ashforth, B. E. (2008). Externalization of employment in a service environment:
the role of organizational and customer identification. Journal of Organizational Behavior,
29(3), 287-309.

Kidder D.L. (2002). The influence of gender on the performance of organizational citizenship
behaviors. Journal of Management, 28(5), 629—-648.

Kreiner, G. E., & Ashforth, B. E. (2004). Evidence toward an expanded model of organizational
identification. Journal of Organizational Behavior, 25(1), 1-27.

Kuhl, J. & Beckmann, J. (1994). Volition and personality. Seattle, WA: Hogrefe.

Jacobs, G., Belschak, F. D., & Den Hartog, D. N.(2014). (Un-)Ethical behavior and
performanceappraisal: The role of affect, support, and organizational justice. Journal of
Business Ethics, 121(1), 63-76.

Lavelle, J. J., Rupp, D. E., & Brockner, J. (2007). Taking a multifoci approach to the study of
justice, social exchange, and citizenship behavior: The target similarity model. Journal of
Management, 33(4), 841-866

Lee A, Schwarz G, Newman A, Legood A. 2019. Investigating when and why psychological
entitlement predicts unethical pro-organizational behavior. Journal of Business Ethics,

154(1), 109-126.

32



Running Head: Identification and Counterproductive Work Behavior

Lee, E. S., Park, T. Y., & Koo, B. (2015). Identifying organizational identification as a basis for
attitudes and behaviors: A meta-analytic review. Psychological Bulletin, 141(5), 1049-1080.

McClelland, G. H., & Judd, C. M. (1993). Statistical difficulties of detecting interactions and
moderator effects. Psychological Bulletin, 114(2), 376-390.

Marcus, B., & Schuler, H. (2004). Antecedents of Counterproductive Behavior at Work: A General
Perspective. Journal of Applied Psychology, 89(4), 647-660

Mael, F., & Ashforth, B. E. (1992). Alumni and their alma mater: A partial test of the reformulated
model of organizational identification. Journal of Organizational Behavior, 13(2), 103—123.

Marique, G., & Stinglhamber, F. (2011). Identification to proximal targets and affective
organizational commitment. Journal of Personnel Psychology, 10(3), 107-117.

Martin, C. L., & Nagao, D. H. (1989). Some effects of computerized interviewing on job applicant
responses. Journal of Applied Psychology, 74(1), 72-80.

Mayer, D. M., Kuenzi, M., Greenbaum, R., Bardes, M., & Salvador, R. (2009). How low does
ethical leadership flow? Test of a trickle-down model. Organizational Behavior and Human
Decision Processes, 108(1), 1-13.

Pagliaro, S., Presti, A. L., Barattucci, M., Giannella, V. A., & Barreto, M. (2018). On the effects of
ethical climate(s) on employees’ behavior: A Social Identity Approach. Frontiers in
Psychology, 9: 960.

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method biases
in behavioral research: a critical review of the literature and recommended remedies.
Journal of Applied Psychology, 88(5), 879-903.

Pratt, M. G. (2000). The good, the bad, and the ambivalent: Managing identification among Amway
distributors. Administrative Science Quarterly, 45(3), 456—493.

Richman, W. L., Kiesler, S., Weisband, S., & Drasgow, F. (1999). A meta-analytic study of social
desirability distortion in computer-administered questionnaires, traditional questionnaires,

and interviews. Journal of Applied Psychology, 84(5), 754-775.

33



Running Head: Identification and Counterproductive Work Behavior

Riketta, M. (2005). Organizational identification: A meta-analysis. Journal of Vocational Behavior,

66(2), 358-384.

Robinson, S. L., & Bennett, R. J. (1995). A typology of deviant workplace behaviors: A
multidimensional scaling study. Academy of Management Journal, 38(2), 555-572.

Satorra, A., & Bentler, P. M. (2010). Ensuring positiveness of the scaled difference chi-square test
statistic. Psychometrika, 75(2), 243-248.

Schuh, S. C., Van Quaquebeke, N., Goritz, A. S., Xin, K. R., De Cremer, D., & Van Dick, R.
(2016). Mixed feelings, mixed blessing? How ambivalence in organizational identification
relates to employees’ regulatory focus and citizenship behaviors. Human Relations, 69(12),
2224-2249.

Setterlund, M.B. & Niedenthal, P.M. (1993) Who am I? Why am I here? Self-esteem, self-clarity,
and prototype matching. Journal of Personality and Social Psychology 65(4). 769—780.

Smidts, A., Pruyn, A. T. H., & Van Riel, C. B. (2001). The impact of employee communication and
perceived external prestige on organizational identification. Academy of Management
Journal, 44(5), 1051-1062.

Spector, P. E., & Fox, S. (2005). The Stressor-Emotion Model of Counterproductive Work
Behavior. In S. Fox, S. & P.E. Spector (Eds). Counterproductive work behavior:
Investigations of actors and targets (pp. 151-174). Washington, DC, US: American
Psychological Association.

Spector, P. E., Fox, S., Penney, L. M., Bruursema, K., Goh, A., & Kessler, S. (2006). The
dimensionality of counterproductivity: Are all counterproductive behaviors created equal?
Journal of Vocational Behavior, 68(3), 446—460.

Steffens, N.K., Haslam, S.A., Schuh, S.C., Jetten, J., & Van Dick, R. (2017). A meta-analytic
review of social identification and health in organizational contexts. Personality and Social
Psychology Review, 21(4), 305-335.

Tajfel, H., & Turner, J. C. (1979). An integrative theory of intergroup conflict. In W. G. Austin, &
34



Running Head: Identification and Counterproductive Work Behavior

S. Worchel (Eds.), The Social Psychology of Intergroup Relations (pp. 33—47). Monterey,
CA: Brooks.

Thau, S., Bennett, R.J., Mitchell, M.S., & Marrs, M.B. (2009). How management style moderates
the relationship between abusive supervision and workplace deviance: an uncertainty
management theory perspective. Organizational Behavior and Human Decision Processes,
108(1), 79-92.

Thompson, M.M., Zanna, M.P., & Griffin, D. W. (1995). Let’s not be indifferent about
ambivalence. In: Petty RE and Krosnick JA (eds) Attitude Strength. Mahwah, NJ: Erlbaum,
361-386.

Turner, J. C., Hogg, M. A., Oakes, P. J., Reicher, S. D., & Wetherell, M. S. (1987). Rediscovering

the social group: A self-categorization theory. Basil Blackwell.

Ullrich, J., Nimmerfroh, M.-C. & van Dick, R. (2010). Politische Orientierung und problematische
Formen der Bindung an Parteien (political orientation and forms of attachment toward
political parties). 47. Kongress der Deutschen Gesellschaft fiir Psychologie, 26-30
September 2010, Bremen.

Ullrich, J., Wieseke, J., Christ, O., Schulze, M., & Van Dick, R. (2007). The identity - matching
principle: Corporate and organizational identification in a franchising system. British
Journal of Management, 18, 29-44.

Umphress, E. E., Bingham, J. B., & Mitchell, M. S. (2010). Unethical behavior in the name of the
company: The moderating effect of organizational identification and positive reciprocity
beliefs on unethical pro-organizational behavior. Journal of Applied Psychology, 95(4), 769-
780.

Vadera, A. K., & Pratt, M. G. (2013). Love, hate, ambivalence, or indifference? A conceptual
examination of workplace crimes and organizational identification. Organization Science,
24(1), 172—188.

Van Dick, R., Christ, O., Stellmacher, J., Wagner, U., Ahlswede, O., Grubba, C., Hauptmeier, M.,

35



Running Head: Identification and Counterproductive Work Behavior

Hohfeld, C., Moltzen, K., & Tissington, P.A. (2004). Should I stay or should I go?
Explaining turnover intentions with organizational identification and job satisfaction. British
Journal of Management, 15(4), 351-360.

Van Dick, R., Ciampa, V., & Liang, S. (2018). Shared identity in organizational stress and
change. Current Opinion in Psychology, 23, 20-25.

Van Dick, R., Grojean, M. W., Christ, O., & Wieseke, J. (2006). Identity and the extra mile:
Relationships between organizational identification and organizational citizenship
behaviour. British Journal of Management, 17(4), 283-301.

Van Knippenberg, D. (2000). Work motivation and performance: A social identity perspective.
Applied Psychology, 49(3), 357-371.

Van Knippenberg, D., & Sleebos, E. (2006). Organizational identification versus organizational
commitment: self-definition, social exchange, and job attitudes. Journal of Organizational
Behavior, 27(5), 571-584.

Vardi, Y., & Weitz, E. (2004). Misbehavior in organizations: Theory, research, and management.
Mahwah, NJ: Lawrence Erlbaum.

Wang, L., & Pratt, M. (2007). An identity-based view of ambivalence and its management in
organizations. In N. Ashkanasy, & C. Cooper (Eds.) Research Companions to Emotion in
Organizations (pp. 589—604). London, UK: Edward Elgar.

Yang, J., & Treadway, D. C. (2018). A social influence interpretation of workplace ostracism and

counterproductive work behavior. Journal of Business Ethics, 148(4), 879-891.

36



Running Head: Identification and Counterproductive Work Behavior

TABLE 1

TABLE 1

Table 1. Descriptive statistics, reliabilities (coefficients H) and intercorrelations of study constructs (Study 1).

M SD 1 2 3 4 5 6 7
1. Age 28.62 8.43
2. Work experience 8.00 8.19 B9*
3. Organizational tenure 3.66 4.68 65%* .64
4. Organizational identification 4.32 1.44 -.07 -.03 .03 .84 (.78)
5. Ambivalent identification 3.24 1.51 -.06 -.10 -.07 -.32%% 81 (.81)
6. CWB-O 2.02 74 .00 -.11 -.08 - 17* 5% .84 (.76)
7. CWB-1I 1.77 78 .03 -.03 .01 -.04 .08 ATH* .74 (.56)

Notes: Coefficients H are along the diagonal with Cronbach alphas in brackets; *p <.05; **p < .01 (2-tailed).
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TABLE 2
Table 2. Multiple hierarchical regression results (Study 1).
CWB-O CWB-I
b* S.E. t-value b* S.E. t-value

Intercept 2.70%* .29 9.33 1.82% 31 5.88
Step1 Age -.00 .01 -25 .00 .01 45

Gender -22 13 -1.72 -.07 14 -53
Step 2 Organizational identification -.10* .04 -2.74 -.02 .04 -.46
Setl R’ .01 .00
Set 2 R? .05% .00

Note. “ The coefficients reported refer to the final step of the regressions. * p <.05.
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TABLE 3

Table 3. Regression results of the moderation of ambivalent identification on organizational identification and CWB-O and CWB-I (Study 1).

CWB-0 CWB-I
B S.E t-value b S.E. t-value

Intercept 2.26%* 23 9.87 1.76 .26 6.84
Age -.00 .01 -.09 .00 .01 .55
Gender -23 14 -1.65 -.08 15 -.51
Organizational identification (OI) -.07 .04 -1.68 .01 .05 31
Ambivalent identification (Al) .07 .04 1.83 .06 .05 1.19
Ol x Al 05%* .02 245 .06 .03 1.93
R? .09* .04

AR? of interaction .03* .03

Note. * p <.05; ** p < .01.
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TABLE 4

Table 4. Number observations and percentages per condition (Study 2).

Organizational identification

Ambivalent identification

Manipulation checks

low (0)  high (1)

Manipulation checks

low (0)  high (1)

N(%)  N(%)

N  NOO 1o N (%) Total N (%)
Manipulation  low (0) 102(96) 12(10)  114(50)  88(95) 26(19)  114(50)
conditions high (1) 4(4)  110(90) 114 (50) 5(5)  109(81) 114 (50)
Total N (%) 106 (100) 122 (100) 228 (100)  93(100) 135(100) 228 (100)
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TABLE 5

Table 5. Means (M) and Standard deviation (SD) of CWB-O and CWB-I per condition (Study 2).

Ambivalent identification

CWB-0 CWB-I

low high Low high

M SO M SO M SD M  SD

Organizational identification

low 255 95 244 95 227 90 220 1.08
high 144 .68 2.00 .77 150 .74 192 .97
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TABLE 6

Table 6. Results of ANCOVAs on CWB-0O and CWB-I (Study 2).

CWB-0 CWB-I

F(1,222) p np’ F(1,222) p np’
Intercept 102.407 .000 316 101.364 .000 313
Age 2.600 .108 012 6.295 013 .028
Gender .002 967 .000 579 448 .003
Org. identification (OI) 47.265 .000 176 18.145 .000 .076
Amb. identification (AI) 3.659 .057 016 1.399 238 .006
Ol x Al 8.188 .005 .036 3.255 073 .014
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FIGURE 1
Interaction between organizational identification and ambivalent identification on

counterproductive work behavior toward the organization (CWB-O, Study 1).
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FIGURE 2
Interaction between organizational identification and ambivalent identification on

counterproductive work behavior toward the organization (CWB-O, Study 2).
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FIGURE 3
Interaction between organizational identification and ambivalent identification on

counterproductive work behavior toward other individuals (CWB-I, Study 2).
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	Ambivalent identification as a moderator of the link between organizational identification and counterproductive work behaviors
	Abstract
	Although counterproductive work behaviors can be extremely damaging to organizations and society as a whole, we do not yet fully understand the link between employees’ organizational attachment and their intention to engage in such behaviors. Based on social identity theory, we predicted a negative relationship between organizational identification and counterproductive work behaviors. We also predicted that this relationship would be moderated by ambivalent identification. We explored counterproductive work behaviors toward the organization (CWB-O) and other individuals (CWB-I). Study 1, a survey of 198 employees, revealed that employees who identified strongly with their organization reported lower levels of CWB-O, but as predicted, only when ambivalent identification was low. Study 2 involved a manipulation in the form of a scenario presented to 228 U.S. employees, generally replicated the findings of Study 1: the link between organizational identification and CWB-O was stronger for participants in the low ambivalence condition than for those in the high ambivalence condition. The interaction effect of ambivalent and organizational identification on CWB-I was only marginally significant in the second study. These findings provide new evidence for the positive influence of organizational identification under conditions of low ambivalence on counterproductive behaviors toward an organization.
	Introduction
	In the last decade, the issue of ethical behavior in the workplace has become an important topic in organizational research ��(Basran, 2012)�. Unethical behavior can have major consequences for organizations, and can lead to lower organizational efficiency, reduced collaboration between teams and co-workers, and weaker employee motivation and satisfaction (see e.g., Cialdini & Trost, 1998; Hollinger & Davis, 2006; Harris & Ogbonna, 2006). Counterproductive work behaviors are an important type of unethical behavior in organizations (Braun, Aydin, Frey, & Peus, 2018; Lee, Schwarz, Newman, & Legood, 2019), and have been defined as “distinct acts that share the characteristics that they are volitional (as opposed to accidental or mandated) and harm or intend to harm organizations and/or organization stakeholders, such as clients, coworkers, customers, and supervisors” (Spector et al., 2006, p. 447). They include stealing materials from an employer, claiming pay for more hours than have actually been worked, purposely wasting supplies, and intentionally harming coworkers (Dalal, 2005). Such behaviors clearly violate established moral and social norms (Jacobs, Belschak, & Den Hartog, 2014; Vardi & Weitz, 2004), and can be viewed as a sign of employees’ immoral intentions or unethical attitudes (Fida, Paciello, Tramontano, Fontaine, Barbaranelli, & Farnese, 2015; Jacobson, Marchiondo, Jacobson, & Hood, in press). Thus, they have become a central topic in business ethics research (e.g., Braun et al., 2018; Lee et al., 2019; Mayer, Kuenzi, Greenbaum, Bardes, & Salvador, 2009). To better understand these counterproductive actions, researchers have focused on their potential antecedents and correlates ��(see Fida et al., 2015; Jacobson et al., in press;� ��Yang & Treadway, 2018)�.
	In this study, we take a social identity perspective to further explain why employees may or may not engage in such counterproductive behaviors at work. From the perspectives of social identity and self-categorization theory, the identification of employees with their organization has been conceptualized as a specific type of social identity ��(Ashforth & Mael, 1989)� through which individuals integrate their personal self-definition with their membership of an organization, and thus the organizational identity becomes part of their self-concept ��(Tajfel & Turner, 1979; Turner, Hogg, Oakes, Reicher, & Wetherell, 1987)�. Organizational identification is an aspect of the self and a core variable in organizational research and practice (Ashforth, Harrison, & Corley, 2008). The organizational identification of employees is also an important predictor of their motivation and intentions at work, and high levels of organizational identification should encourage employees to engage in behavior that is beneficial to the organization (van Knippenberg, 2000). Meta-analytical reviews provide support for this, identifying a robust empirical link between organizational identification and citizenship or extra-role behaviors (Riketta, 2005; van Dick et al., 2006), such as the recent and comprehensive meta-analysis by Lee, Park and Koo (2015), which included over 100 studies.
	In contrast with this predominant approach in the literature that focused on the link between organizational identification and positive employee behaviors, in this paper we investigate the dark side of employees’ conduct at work, and look at their counterproductive work behaviors from a social identity perspective. In doing so, we draw on recent conceptual work suggesting that the dynamics of social identity can be a central driver of unethical employee behavior (��Vadera & Pratt, 2013)�. However, few studies have been conducted within the social identity frame. For example, DeConinck (2011) found that an ethical work climate of responsibility and trust was positively related to organizational identification among salespeople. Pagliaro et al. (2018) recently showed that an ethical organizational climate of friendship (versus a climate of self-interest), mediated in part through organizational identification, was negatively related to counterproductive behaviors in a cross-sectional study of 376 Italian workers.
	In this paper, we develop and test the argument that organizational identification may have a protective function and reduce counterproductive work behaviors. However, importantly, we further propose that this function is critically contingent on employees’ simultaneous feelings of (low) ambivalent identification. To develop our hypotheses, we draw on the expanded perspective of organizational identification ��(Kreiner & Ashforth, 2004�; see also ��Pratt, 2000)� to provide further evidence of the complexity of the attachments that people establish with their organization (Ashforth et al., 2008). We thus contribute to the literature on business ethics, organizational identification, and counter-productive work behavior in several ways: First, our study helps to further develop a social identity perspective for understanding (un-)ethical behaviors in organizations. It is the first study to examine the expanded model of organizational identification in the context of business ethics (Kreiner & Ashforth, 2004). This model is an extension of the social identity approach and is based on the insight that employees’ bonds with their organizations are often complex and cannot effectively be captured through a one-dimensional view of high versus low organizational identification (Elsbach, 1999). Rather, the expanded view suggests that employees may experience other forms of organizational identification, such as ambivalent identification—a state of mixed positive and negative feelings toward the firm (Kreiner & Ashforth, 2004; see also Ashforth, Rogers, Pratt, & Pradies, 2014). This view has received considerable attention in conceptual and qualitative research, but it is still emerging in quantitative studies (Ashforth et al., 2008). In a recent study providing initial evidence of the value of the expanded view, ��Schuh et al. (2016)� found that the link between identification and citizenship behaviors was stronger for employees with weaker feelings of ambivalence. However, the expanded model has rarely been examined in empirical research and has not been applied to (un-)ethical employee behavior. The use of this model in our study therefore enables it to be tested in the novel context of predicting counter-productive work behaviors, thus introducing a new and extended theoretical framework to the domain of business ethics.
	Second, we aim to counter the focus in the literature on the link between organizational identification and positive employee outcomes (Lee et al., 2015). Given the enormous costs related to unethical employee behavior, and to gain a more complete perspective of identification in organizations, the relationship with the darker side of employee conduct at work, in addition to that with positive employee behavior, should be examined (Harris & Ogbonna, 2006; Vadera & Pratt, 2013). In this study, we examine the relationship between organizational identification and counterproductive work behavior and attempt to identify a boundary condition for this link, thus extending our understanding of the nomological extent of organizational identification, which is important for further theory development (Berry, Carpenter, & Barratt, 2012). We also demonstrate that the dynamics between employees’ organizational identification and their actions that can harm the company are not yet fully understood and may not be straightforward. Research has suggested that high levels of organizational identification reduce employees’ willingness to engage in counterproductive work behavior (Vadera & Pratt, 2013), as this entails a positive self-defining motivation toward the organization (van Knippenberg, 2000). However, as discussed in the theoretical and empirical sections below, the link between organizational identification and employees’ counterproductive actions may be significantly reduced if employees are also ambivalent toward their firm. Confirming this prediction is important, as it demonstrates that the concept of ambivalent identification can provide a better understanding of the dynamics between organizational identification and counterproductive work behavior. Any understanding of the dynamics between organizational identification and counter-productive behaviors may be incomplete or inaccurate if employees’ ambivalence is not considered.

	Third, this study adds to our understanding of employees’ counterproductive actions. Counterproductive work behaviors are often divided into interpersonal-direction and organizational-direction aspects of workplace deviance ��(Spector, Fox, Penney, Bruursema, Goh, & Kessler, 2006; see also Robinson & Bennett, 1995)�. These behaviors are considered volitional, as they intend to harm organizations and/or organizational stakeholders such as clients, coworkers, customers, and supervisors ��(Spector & Fox, 2005)�, so the definition includes a wide range of behaviors, such as theft, sabotage, and withdrawal ��(Spector et al., 2006; see also Dalal, 2005)�. In this paper, we look at counterproductive work behaviors toward the organization (CWB-O) and at those toward other individuals (CWB-I), which allows us to explore the potentially different dynamics between organizational identification and these two forms of CWB. Identifying these effects provides further support for the conceptual distinction of CWB types. Important insights into the specific dynamics between organizational identification and counter-productive actions can also be provided, such as whether organizational identification is more strongly related to CWB-O or to CWB-I (Ullrich, Wieseke, Christ, Schulze, & van Dick, 2007). Such findings can help to establish when and why organizational identification and CWBs are linked and can provide important guidance for organizations that seek to reduce CWBs among their employees.
	Organizational identification and counterproductive work behaviors
	The links between organizational identification and positive behavioral outcomes, such as organizational citizenship behaviors, have been extensively researched (e.g. ��Bergami & Bagozzi, 2000; Christ, Van Dick, Wagner, & Stellmacher, 2003; Lee, Park, & Koo, 2015)� and positive associations have been consistently found. Although several studies have investigated negative outcomes of organizational identification such as absenteeism ��(Edwards & Peccei, 2010)� or turnover intentions ��(Marique & Stinglhamber, 2011; Van Dick, Christ, Stellmacher et al., 2004)�, the possibility that organizational identification can protect against other behavioral outcomes that can intentionally damage the organization has rarely been examined. However, ��Al-Atwi and Bakir (2014)� found organizational identification to be negatively associated with organizational deviance, and that the relationships between perceived external prestige and perceived top management respect with counterproductive work behaviors directed toward the organization were mediated by organizational identification.
	The evidence reviewed above in general follows the social identity approach, which states that strongly identified group members internalize the group’s goals, follow organizational norms and standards more closely, and treat other employees more positively, as they view them as fellow ingroup members (e.g., Haslam, 2004). Thus, identified organizational members avoid harming both the organization (as this would undermine the goal accomplishment) and other individuals within the organization (as they are considered ingroup members). Accordingly, we hypothesize:
	Hypothesis 1: Organizational identification is negatively related to a) counterproductive work behaviors toward the organization, and b) counterproductive work behaviors toward other individuals.
	Ambivalent identification as a moderator
	Ambivalent identification can occur if employees simultaneously hold both positive and negative feelings toward an organization ��(Ashforth et al., 2014)�. ��Wang and Pratt (2007)� argue that individuals may identify with some aspects of the organization, such as its values, but simultaneously disidentify with other aspects. This simultaneous identification and disidentification can best be defined as ambivalent identification ��(Ashforth et al., 2014, ���Kreiner & Ashforth, 2004)�.
	Building on this theoretical perspective and the empirical evidence reviewed above, we argue that organizational identification thus provides employees with the motivation to refrain from engaging in counterproductive work behaviors toward the organization and their colleagues. If employees identify with their organization, they will a) be less likely to engage in behaviors that may threaten it (such as stealing or wasting materials or polluting the workplace). Sabotaging actions toward the organization will have a negative impact on their own self-concepts as members of a “good” and “successful” organization. In addition, if employees identify with their organization, they will b) be less likely to engage in counterproductive acts against their fellow colleagues (such as ignoring or undermining them). Highly identified employees place much importance on their membership of the organization, and co-workers are primarily seen as common ingroup members who should be supported and not harmed (Ashforth & Mael, 1989).
	This negative link between organizational identification and counterproductive work behavior should be significantly stronger when employees experience low levels of ambivalence toward their organization. They will be more certain of their positive “oneness” with the organization and their own self-definition in terms of their organizational membership. Thus, we argue that only in the absence of ambivalence will identification reduce CWBs. This view is consistent with two important theoretical arguments. First, theories of individuals’ self-definition suggest that employees seek to express and act in line with their self-concepts mainly when they feel clear and certain about their self-views (Campbell et al., 1996; see also Schuh et al., 2016). If their self-concept is clear, individuals feel sure of their self-views, and this sense of confidence allows them to focus on and act in line with their inner goals and motivations (Setterlund & Niedenthal, 1993). In contrast, if they feel less clear about their self-definition, they are less likely to act in line with their goals and motivations (Conner & Armitage, 2008). These dynamics may also apply to the interplay between organizational and ambivalent identification. Specifically, for employees who identify with their firm and who have low levels of ambivalence toward their firm, the organization is a central and clear part of their self-definition (Kreiner & Ashforth, 2004). They should therefore feel particularly confident about their membership of the organization and thus more motivated to refrain from actions that may harm the firm and, by extension, their own self-concept as a member of the organization (Mael & Ashforth, 1992). In contrast, high levels of ambivalence can mean that the mixed feelings that employees experience toward their organization dilute the negative association between identification and CWBs, because ambivalent employees should be less confident about their self-views as organizational members. Accordingly, at times they may do what is good for the organization, and therefore good for their own self-view, while at other times they may feel less certain about their self-definition and then become somewhat disengaged from the organization, which may increase the likelihood of counter-productive actions (Vadera & Pratt, 2013).
	Second, resource-based theories suggest that ambivalent identification may require considerable energy and mental resources, which may further weaken the link between organizational identification and CWBs (Kuhl & Beckmann, 1994). Individuals who experience conflicting impulses have been found to be more hesitant and less persistent in their actions (Thompson, Zanna, & Griffin, 1995) because ambivalence, which is the sense of being torn between conflicting impulses, is generally experienced as aversive and employees seek to resolve this conflicting state (Ashforth et al., 2014; see also Festinger, 1957). Thus, a sense of ambivalence is likely to require resources that could otherwise be directed toward acting in line with one’s self-definition and toward refraining from negative behavior directed at the organization or its members (Marcus & Schuler, 2004).
	To summarize, a high level of ambivalence causes employees to experience contradictory thoughts and feelings toward the organization, and they will be less sure of the extent to which their self-concept is defined by their membership of it (Pratt, 2000). Accordingly, the mitigating effects of organizational identification on counterproductive work-behaviors will be weaker. Thus, we formally hypothesize:
	Study overview
	We conducted both a field study and a scenario experiment to increase the robustness of our results ��(see Chatman & Flynn, 2005)�. This combination can make the empirical findings more robust, preserve a high level of external validity in the field survey, and simultaneously increase internal validity by manipulating the relevant constructs in the scenario study ��(Chatman & Flynn, 2005)�. In Study 1, the survey study, we focused on the negative relationships between organizational identification and counterproductive work behaviors directed to the organization and to other individuals (Hypotheses 1a and b). We then tested the moderating effect of ambivalent identification on the negative relationship between organizational identification and counterproductive work behaviors toward the organization, and toward other individuals (Hypotheses 2a and b). To test the same hypotheses, in Study 2 we examined the interplay between organizational identification and ambivalent identification in a scenario experiment. Employees were assigned to four different conditions, in which ambivalent and organization identification were manipulated to replicate the results of Study 1 and to examine the causal nature of the relationships.
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