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ABSTRACT: This study examined psychosocial factors as predictors of counterproductive work
behaviour among selected teachers in the Ilorin metropolis of Nigeria. A survey research method
was adopted, and 342 teachers (139 males, 203 females; M=3.12, SD=1.31) were selected using
purposive sampling. The research instruments used were the Job Insecurity Index, Genos El
Inventory, and Counterproductive Work Behaviour. The result showed that gender had no
significant influence on counterproductive work behaviour among selected teachers in llorin
metropolis Nigeria f ((340) t= .531; p >.05). In addition, levels of emotional intelligence on
counterproductive work behaviour among selected teachers in llorin metropolis Nigeria f (340) t=
4.112; p<.05). Lastly, job insecurity and emotional intelligence have significant prediction of 26%
on counterproductive work behaviour among selected teachers in llorin metropolis Nigeria {R =
218; R? =.269; F(12.111) p<.01). Thus, it was concluded that job insecurity and emotional
intelligence have a notable impact on counterproductive work behaviour. Also, it was discovered
that there was no gender difference on CWB. It was thus suggested that the school administration
prioritize ensuring job security for teachers, as increased job security correlates with a reduction
in unproductive work behaviour. Also, school management should incorporate the evaluation of
emotional intelligence in the recruitment and selection process and recognize the necessity of
training teachers with low emotional intelligence, as this will enhance their capacity to effectively
manage their own behaviour and that of their colleagues in the workplace.

Keywords: Gender, Job insecurity, Emotional intelligence, Counterproductive work behaviour,
Teachers.

INTRODUCTION

The factors influencing counterproductive work behaviours are significant to both practitioners
and theorists, primarily because of the substantial costs these behaviours impose on organizations
and the broader economy (Anjum & Parvez, 2013; Campbell & Popescu, 2021; Szostek et al.,
2020; 2021). Counterproductive work behaviours are voluntary actions, like theft, sabotage, or
performing tasks improperly, that detrimentally affect organizations (Chinwuba, 2023). The
behaviours are pervasive and result in significant financial losses and harm to the human capital
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development of organizations. The significance of CWB in organizations cannot be overstated.
This is predicated on the assumption that counterproductive work behaviour among employees is
a significant contributor to subpar individual performance, which consequently affects overall
organizational performance. Kanten and Ulker (2013) asserted that unproductive work practices
are directly detrimental to the organization or its members, varying from small to severe issues.

According to Ajao and Owoseni, (2023), counterproductive work behaviour is any conduct or
activity in the workplace that diverges from established norms and standards. Sypniewska (2020)
defined counterproductive work behaviour as the antithesis of organizational citizenship
behaviour. Counterproductive work behaviour denotes deliberate actions that contravene the
established rules and procedures of an organization, hence jeopardising the organization's success
or its personnel (Spector, 2021; Jackson, 2022). Counterproductive work behaviour includes any
voluntary actions that diverge from an organization's standards and threaten the organization's
welfare or those of its members (Ajao & Owoseni, 2023).CWB includes deliberate or arbitrary
activities by employees that compromise the core objectives of the organization (Jackson, 2022;
Spain, 2019; Spector, 2021). Counterproductive workplace behaviour may manifest as
antagonism, deviance, revenge, retaliation, bullying, emotional abuse, and mobbing. Additional
instances include substance misuse, efforts to form labour unions, workplace theft, excessive
socializing (such as romantic relationships or internal factions), and lateness (Robbins & Judge,
2014). However, CWB does not consistently display feelings of animosity; rather, it relates to the
deliberate actions of employees that contradict the objectives of an organization. Moreover, any
activities or behaviours by employees that contravene the best interests of an organization can be
categorized as counterproductive work behaviour (Pati & Dhal, 2021).

Fagbamiye (2012) contends that the prevalence of counterproductive work behaviours among
teachers has led to reduced academic performance and the emergence of deviant behaviours among
students in these educational settings. Ching et al. (2017) contend that teachers display
considerable favouritism, practise poor time management, show reluctance in assuming
administrative responsibilities, and exhibit bad communication skills. These behaviours indicate
the prevalence and frequency of unproductive work habits among teachers. Counterproductive
work conduct includes different forms of disruptive actions. The behaviours identified encompass
theft, tardiness, misuse of sick leave, substance abuse, fraudulent accident claims, subversion of
authority, violation of organizational policies, lack of contribution to team efforts, excessive
breaks, apathy, workplace bullying, and resource hoarding (Abdul Rahim et al., 2016). The adverse
results generated multiple enquiries to comprehend the underlying factors contributing to
unproductive work behaviour.

Numerous elements, including leadership styles, organizational culture, job pressures,
transparency issues, and personality traits, have been identified as contributors to
counterproductive work behaviour (Schyns & Schilling, 2013; Ehrhart & Raver, 2014; Fida et al.,
2015). Researchers in Nigeria and globally have employed diverse terminology, including
misbehaviour (Uche et al., 2017) and antisocial behaviour or workplace deviance (Mase, 2017), to
characterise counterproductive work behaviours. These efforts aim to underscore that such
practices are genuinely detrimental and must be treated with seriousness in organizational
management. To comprehend and mitigate harmful work habits in organizations, it is essential to

A Double-Blind Peer Reviewed Journal of the Faculty of Social Sciences, Imo State University, Owerri, Nigeria. 2



African Journal of Social and Behavioural Sciences (AJSBS)
Volume 15, Number 1 (2025) ISSN: 2141-209X

analyse the variables predicting these behaviours at both interpersonal and organizational levels.
Although prior research has investigated the factors affecting counterproductive work conduct
(Abdullah & Halim, 2016; Mase, 2017), there has been insufficient examination of its prevalence
across diverse work environments. It is essential to prioritize the analysis of psychosocial aspects
as predictors of unproductive work behaviour. Job insecurity is one of the psychological
characteristics that predict counterproductive work behaviour in the workplace. Job insecurity may
compel employees to rationalize detrimental behaviours by altering their moral convictions. They
may justify their behaviour by viewing the organization as treating them unjustly so feeling
vindicated in their harmful behaviours (Detert et al., 2007). Various factors, including inadequate
employment contracts and organizational changes have exacerbated workers' concerns regarding
job security. Consequently, their task efficiency, output volume, work quality, and professional
expertise and creativity have all diminished (Aliyu et al., 2013).

Ajao and Owoseni (2023) defined job insecurity as the state of uncertainty over the future of one's
employment, stemming from factors both internal and external to the organization. Shoss (2017)
also defined job insecurity as the state in which an employee's position is threatened or there exists
a perceived danger of employment termination. According to Sverke et al. (2006), work insecurity
is the subjective perception of the threat of job loss or the uncertainty that employee feels over
their career's future. Uncertainty may result in unemployment (Karkoulian et al., 2013; Shoss,
2017). Consequently, the apprehension of job loss at a time of employment instability is evident.
Job security is a persistent and contemporary phenomenon. Job insecurity refers to the potential
for individuals to lose their employment owing to uncontrollable reasons (Lasted et al., 2016;
Shoss, 2017). Consequently, employment uncertainty is unavoidable. A person who voluntarily
terminates their employment cannot be classified as experiencing job instability. The
unpredictability stems from fluctuations in the company's financial assets and project availability,
which influence operational sustainability and employee retention (Mathebula et al., 2015). The
possibility of imminent job loss arises exclusively from either rumours or the overall atmosphere
inside an organization (Lasted et al., 2016). A stable organization will avert circumstances that
lead people to feel apprehensive about potential job loss. Employees who feel a threat to their job
security are more inclined to exhibit diminished organizational citizenship behaviour (Reisel et al.,
2010). Moreover, heightened job insecurity is frequently linked to deviant or unproductive
behaviours in the workplace (Reisel et al., 2010).

Considering other factors that predicts counterproductive behaviours at work place, organizations
are complex environments defined by sophisticated interpersonal dynamics that can be affected
directly or indirectly by several factors, including psychological, economic, social, and personal
aspects. Interpersonal conflicts among employees can intensify and yield unforeseen outcomes,
contingent upon the particular conditions and individuals involved. Worker responses to ordinary
workplace issues might vary considerably, indicating that emotional intelligence and managerial
skills are essential for the effective handling of such situations (Patel, 2017). Ofoegbu and
Ayobami (2013) describe emotional intelligence as an individual's ability to effectively manage
their emotions and utilize this information to inform their thoughts and actions. Employees
possessing elevated emotional intelligence understand contextual signals and conform to
behavioural norms according with established standards (Jafri, et al., 2016; Rexhepi & Berisha,
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2017). Emotional intelligence is regarded as an essential ability that facilitates the understanding
of situational cues and the enactment of appropriate conduct (Ajao & Owaoseni, 2023).

Employees exhibiting emotional intelligence can proficiently circumvent actions that may harm
the organization, rendering emotional intelligence and its fundamental components very important
in this situation (Ajao & Owoseni, 2023). The correlation between workforce emotional
intelligence and counterproductive work behaviour has been thoroughly examined (Farrastama et
al.,2019; Raman et al., 2016). Oguegbe et al., (2014) investigated emotional intelligence as a
negative predictor of workplace deviance among public secondary school teachers, revealing a
substantial link between emotional intelligence and workplace deviance. Siu (2009) also
discovered that emotional intelligence has a significant inverse connection with counterproductive
job activity. Similarly, Joe-Akunne et al. (2015) found that the dimensions of self-awareness, self-
control, and self-motivation were predictors of counterproductive job behaviour. Bibi and Karim
(2013) also indicated a negative correlation between emotional intelligence and counterproductive
job behaviour. Consequently, it is crucial to enhance the corpus of knowledge regarding the nature
of linkages and forecasts.

Although previous studies have considered psychological, biological, and economic issues,
contradictions exist in the demographic information reported by the studied individuals. The
current literature reveals inconsistent findings concerning the association between unproductive
work activity and other human traits. Uchenna (2013) conducted a study in Nigeria and determined
that age did not significantly affect employees' propensity to participate in unproductive job
activity. Prior studies on the relationship between age and gender disparities in unproductive work
behaviour have produced ambiguous findings. While Ajao and Owoseni (2023) demonstrated that
there is no substantial gender difference in unproductive job behaviour among teachers, other
studies have shown that men are more susceptible to excessive alcohol intake than women,
whereas women exhibit a greater tendency for tardiness at work than men. For instance, Nowak
(2020) asserts that men engage in these behaviours more frequently than women. To perform a
thorough analysis, it is essential to investigate how psychosocial characteristics predict
counterproductive job behaviour, especially in the setting of school teachers. It is essential to
meticulously analyse any possible discrepancies in this context, as teachers represent a unique
category of professionals. The incorporation of this expansion is crucial, as scholars have yet to
attain a thorough comprehension of the complexities concerning the interrelations among the
components examined in this study. This study aims to investigate the correlation between gender,
job insecurity, emotional intelligence, and counterproductive work behaviour among private
school teachers in llorin metropolis. The subsequent hypotheses guide the current inquiry:

i.  There will be gender difference on the measure of CWB among the selected school
teachers in Ilorin metropolis.

ii.  Teachers with low levels of emotional intelligence will score significantly higher
on counterproductive work behaviour than teachers with high levels of emotional
intelligence.

iii.  Job insecurity and emotional intelligence will significantly jointly and
independently influence CWB among the selected school teachers in llorin
metropolis.
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METHOD
Design and Participants

The study utilized survey research as its methodological framework. The investigation examined
gender, job insecurity, and emotional intelligence as independent variables, while
counterproductive work behaviour was considered the dependent variable. This study employed a
purposive sampling method during the sampling process. The participants were chosen through
purposive sampling, and subsequently, questionnaires were distributed to them at the selected
private schools. A total of 360 questionnaires were distributed; however, only 342 were completed
and considered valid for the study.

The descriptive statistics reveal that a larger segment of the participants were males, totalling 139
individuals (38.5%), in contrast to females, who accounted for 203 individuals (61.5%). The
distribution of teachers by age is outlined below: A total of 61.5% of individuals fall within the
age range of 26 to 35 years, while 33.7% are aged between 36 and 45 years. Additionally, 3.6%
belong to the age group of 46 to 55 years, and 2.1% are 56 years or older.

Instruments

A structured questionnaire was used to collect data, ensuring accuracy. The research entails
collecting socio-demographic data from participants, including gender while administering
questionnaires to evaluate job insecurity, emotional intelligence, and counterproductive work
conduct. The utilized scales have the following characteristics:

The participants' reported work insecurity was assessed using the Job Insecurity Questionnaire
(J1Q) (De Witte, 1999), comprising 11 items. The items include both cognitive and emotional
dimensions of work insecurity and are structured on a 5-point Likert scale, with 1 indicating severe
disagreement, 3 signifying neutrality, and 5 denoting strong agreement. The questionnaire includes
both affirmative and negative items to mitigate answer biases. Items 1, 2, 3, 4, and 5 of the
questionnaire evaluated emotional work insecurity, with a particular emphasis on anxiety.
Conversely, items 6, 7, 8, 9, 10, and 11 investigated cognitive insecurity, particularly with the
individual's degree of apprehension. Therefore, it is imperative to consider items 6, 9, 10, and 11
in a contrary fashion while assessing the JIQ. De Witte (1999) reported a Cronbach alpha
coefficient of 0.92 for the overall scale, 0.85 for the affective scale, and 0.90 for the cognitive scale
utilising the same instrument. Moeletsi (2003) reported an alpha coefficient of 0.93 for the overall
score, 0.86 for affective insecurity, and 0.91 for cognitive insecurity in South African studies.
Buitendach and De Witte (2005) documented Cronbach's alpha coefficients of 0.84 for cognitive
job insecurity and 0.89 for affective work insecurity. Respondents with high scores exhibit reduced
perceived work insecurity, whereas those with low scores demonstrate elevated employment
insecurity.

Genos EI Inventory (Genos El) was designed to assess the emotional intelligence of individuals in
a professional context (Palmer et al., 2009). Genos EIl exhibits three unique characteristics:
Emotional Self-Awareness, the capacity to recognize and understand one's own feelings and those
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of others; Emotional Expression, the skill of articulating one's own emotions and those of others
effectively. The self-report inventory employs a response framework comprising the following
options: 1=Almost Never, 2=Rarely; 3=Sometimes, 4=0ften, and 5=Almost Always. The Genos
El scale includes a range of both positive and negative emotions. Positive emotions include
satisfaction, enthusiasm, optimism, excitement, engagement, motivation, and the perception of
being valued by colleagues. Instances of negative emotions include worry, anger, tension,
annoyance, frustration, disappointment, distress, and impatience. The Genos EIl self-report
inventory, evaluated by Gignac et al. (2009), exhibited internal consistency reliability between .71
and .85. This inventory solely allows for the calculation of a comprehensive emotional intelligence
(EI) score. Ajao and Owoseni (2023) reported a coefficient of 0.87 Items 2, 4, 6, 8, 10, and 12 are
scored inversely, whilst the other things are scored directly. A score of 42 or above signifies
elevated emotional intelligence. The Cronbach's alpha for this research is 0.88.

The counterproductive Work Behaviour Checklist, developed by Spector et al. (2006), was
employed to evaluate CWB. The 32-item assessment instrument produces five separate subscales
that measure different types of harmful actions in the workplace. The subscales include abuse,
which involves actions that inflict harm and offence on others; production deviance, characterised
by the intentional execution of tasks incorrectly or permitting errors; sabotage, defined as the
deliberate destruction of the physical environment; theft, which pertains to the unlawful
appropriation of possessions or resources; and withdrawal, encompassing behaviours such as
absenteeism or tardiness to evade work responsibilities. Responses are recorded using a 5-point
frequency scale. Rarely, intermittently, monthly, weekly, and daily. The updated alpha coefficients
are as follows: The abuse coefficient is 0.85, the production deviance coefficient is 0.63, the
sabotage coefficient is 0.55, the theft coefficient is 0.63, and the withdrawal coefficient is 0.64.
The system's coefficient is 0.86. Lawal et al. (2019) found that the alpha coefficient in Nigerian
workplaces was .90. Akadiri and Umemezia (2019) documented Cronbach's alpha coefficients of
0.730, 0.712, 0.801, 0.706, and 0.804 for the constructs of the adapted scale, namely abuse,
production deviance, sabotage, theft, and withdrawal, respectively.

Ethical Considerations

The study adheres to the ethical norms set forth for psychological research and evaluation and
complies with the core concepts specified in the American Psychological Association's ethics code
and pertinent rules. The principles encompass acquiring informed consent and supplying
participants with essential information, protecting personal data and maintaining confidentiality,
avoiding discrimination, abstaining from monetary incentives, and allowing participants the right
to withdraw from the study at any time. The study did not obtain any institutional approval as it
was a purposive sampling technique was employed.

Data Analysis
Descriptive statistics were conducted with SPSS Statistics 24.0. The researchers employed

descriptive statistics, including the mean, standard deviation, and frequency, to provide a succinct
summary of the participants' demographic characteristics. The T-test for independent samples was
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employed to compare separate groups. The researchers employed multiple regression to examine
the validity of the prediction.

STATISTICAL ANALYSIS
Hypothesis One:

There will be gender differences in CWB among the selected school teachers in the llorin
metropolis.

Table 1: T-test for independent group showing gender difference in counterproductive work
behaviour among selected teachers in llorin metropolis.

Gender N Mean  SD df t p

CWB Male 139 5112 2825 340 531 .229

Female 203 55.61 30.48

From Table 1, it can be observed that there exists no significant gender difference in
counterproductive work behaviour among selected teachers in llorin West LGA f (340) t= .531;
p>.05. This implies there is no significant difference in male teachers (M= 51.12 SD=28.25) and
female teachers (M= 55.61 SD=30.48). Hence, the hypothesis is accepted.

Hypothesis Two:

Teachers with low levels of emotional intelligence will score significantly higher on
counterproductive work behaviour than teachers with high levels of emotional intelligence.

Table 2: T-test for independent group showing levels of emotional intelligence on
counterproductive work behaviour among selected teachers in llorin West LGA.

Emotional intelligence N Mean SD df t p
CwB Low 155 3242 15.09 340 4.112 .01
High 187 2511 7.24

From Table 2, it can be observed that there’s a significant difference in the levels of emotional
intelligence on counterproductive work behaviour among selected teachers in Ilorin West LGA f
(340) t=4.112; p<.05). This implies that teachers on low level of emotional intelligence (M=32.42
SD= 15.09) reported significant difference in counterproductive work behaviour to teachers on
high level of emotional intelligence (M= 25.11 SD=9.24). Hence, the hypothesis is accepted for
this study.
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Hypothesis three:

Job insecurity and emotional intelligence will significantly jointly and independently influence
CWB among the selected school teachers in Ilorin metropolis.

A Summary Table of Multiple Regression Showing Prediction Job Insecurity and emotional
Intelligence on Counterproductive Work behaviour among Selected Teachers in Ilorin West
LGA.

R R? F Sig B T Sig
Job insecurity 218 269 12111 .000 318 3.743 .000
Emotional intelligence -.384 3.631 .020

Predictors: (Constant): job insecurity and emotional intelligence
Dependent variable: Counterproductive work behaviour

From Table 3 above, the this suggests that job insecurity and emotional intelligence explain 26%
of variance in CWB, indicating other contributing factors exist among selected teachers in llorin
West LGA {R = .218; R? =.269; F(12.111) p<.01). The analysis of the independent prediction
showed that job insecurity has a significant independent prediction on counterproductive work
behaviour (t =3.743; p<.01; B = .318). Also, emotional intelligence has a significant independent
prediction on counterproductive work behaviour (t = 3.631; p<.05;  =-.384). The hypothesis is
therefore accepted.

DISCUSSIONS

Hypothesis one stated that there will be no significant gender difference in counterproductive work
behaviour among selected teachers in llorin West LGA. The results presented in table above
indicate that there is no significant difference in unproductive work conduct based on gender. The
study conducted by Ajao and Owaoseni (2023) concluded that there is no significant difference
between male and female teachers. The results of Nyarko et al. (2014) corroborate this finding,
demonstrating no significant correlation between gender and CWB. Lawal et al. (2019) also
corroborate this conclusion, demonstrating that there is no substantial disparity between male and
female university support professionals regarding their engagement in unproductive job activity.
Consequently, the influence of gender on unproductive work behaviour was determined to be
statistically insignificant.

Contrary to the findings of this study, Spector and Zhou (2014) identified a minor gender disparity
in the overall prevalence of unproductive work behaviour among the underexamined group. Anwar
et al. (2020) also discovered that male teachers demonstrated a greater propensity for deviant
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workplace behaviours than their female colleagues. Similarly, Uche et al. (2017) identified notable
disparities in unproductive work behaviour between male and female employees. These
contradictory findings may be because employees of all genders encounter comparable workplace
pressures, including workload pressure, inequitable treatment, and insufficient autonomy, which
may precipitate counterproductive work behaviour. Given that these parameters are not
intrinsically linked to gender, it is plausible to anticipate no substantial disparities in CWB between
genders. The propensity for counterproductive work behaviours is influenced by a confluence of
factors rather than gender alone.

Hypothesis two stated that teachers in llorin West LGA who have a low level of emotional
intelligence would report a significant difference in their act of counterproductive work behaviour
compared to teachers who have a high level of emotional intelligence. The results indicate a
significant difference in emotional intelligence about counterproductive job behaviour. This
conclusion is corroborated by the study conducted by Irene and Sofia (2020), which indicated that
elevated emotional intelligence correlates with a diminished propensity to exhibit
counterproductive work behaviour. Dirican and Erdil (2020) also claimed that emotional
intelligence significantly reduces counterproductive job behaviour in the workplace. Individuals
with a high level of emotional intelligence exhibit a reduced propensity to engage in
counterproductive work behaviour compared to those with a low level of emotional intelligence.
Bibi et al., (2013) demonstrated a negative association between emotional intelligence and
counterproductive job behaviour. Thus, it may be concluded that those possessing elevated
emotional intelligence demonstrate reduced instances of unproductive work behaviours, including
abuse, production deviance, sabotage, theft, and withdrawal, relative to those with diminished
emotional intelligence. Consequent to these results, it may be affirmed that those with poor
emotional intelligence engage in counterproductive work behaviour more frequently than those
with high emotional intelligence. The proposed paradigm emphasises the individual's duty to
regulate their emotions, encompassing both management and appropriate behavioural reactions.

Hypothesis three states that job insecurity and emotional intelligence will significantly
independently and jointly predict CWB among the selected school teachers in the llorin
metropolis. The hypothesis was evaluated, and the findings indicated that work insecurity and
emotional intelligence strongly influence outcomes singly and collectively among the chosen
school instructors. This result corresponds with the findings of Ajao and Owoseni (2023), Lu et
al. (2023), and Oluwole et al. (2020), all of whom reported a substantial impact of job insecurity
on counterproductive work conduct. Likewise, Idiakheua and Obetoh (2012) corroborated the
findings, indicating that employment instability significantly affects unproductive work behaviour.
Their research indicated that job security in these organizations had been negatively impacted by
various factors, including difficult working conditions, industrialisation, and inflation. These
factors may compel organizations to consider reducing their workforce to lower production
expenses (Suleiman, 2013). Hence, teachers encountering job insecurity may develop irritation,
animosity, and diminished organizational commitment. This emotional distress may result in
detrimental behaviours, including absenteeism, diminished teaching efficacy, neglect of
responsibilities, or even overt opposition to school policy. When teachers perceive a threat to their
job security, they may recognize a violation of their psychological contract with the employer,
resulting in a withdrawal of discretionary efforts or the adoption of retaliatory behaviours.
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The independent influence of emotional intelligence on counterproductive work behaviour has
been substantiated by research conducted by Ehigie and Hameed, (2020), Wang and Lian (2015),
and Dirican and Erdil (2020), demonstrating that emotional intelligence significantly affects CWB
in the workplace. Likewise, Mohona and Sahidur (2023) affirm that emotional intelligence
significantly contributes to the variety of unproductive work conduct. Irene and Sofia (2020) also
discovered that individuals possessing strong emotional intelligence are less prone to participate
in detrimental job behaviour. Thus, individuals possessing a high level of emotional intelligence
are less inclined to engage in counterproductive job conduct than those with a low level of
emotional intelligence. The rationale for these findings is that when employees encounter
challenges in the workplace, coupled with their inability to foster positive moods and manage the
negative emotions arising from these challenges, they may inevitably resort to counterproductive
work behaviour.

Conclusion

Counterproductive work behaviours significantly disrupt workplaces. Extensive research has
consistently demonstrated that unproductive work behaviours negatively affect organizational
productivity and employee well-being. The study, therefore, concludes that job insecurity and
emotional intelligence significantly predict counterproductive work behaviour. The magnitude of
harm inflicted by employees in the workplace when they sense a threat to their job security is
considerable. The persistent relationship between job insecurity and counterproductive work
behaviour has been increasingly evident over time. A multitude of studies have substantiated this
fact. Consequently, when teachers encounter insecurity about their future employment, especially
when they perceive job retention as improbable, they are more prone to exhibit behaviours that
hinder the advancement and development of the educational environment. Teachers with job
security are more inclined to exhibit a strong level of job commitment and dedication.

This study also concludes that the prediction of emotional intelligence on unproductive work
behaviour is noteworthy, particularly emphasising that teachers with elevated emotional
intelligence are likely to demonstrate behaviours aligned with school norms and regulations.
Teachers with low emotional intelligence will consistently engage in behaviours that adversely
impact the school's operations and services. Given the importance of emotional intelligence in
influencing counterproductive work behaviour, it is essential for school administration to prioritize
this factor to mitigate its prevalence. This will enhance the understanding that teachers with high
emotional intelligence, despite any worries about their employment or work conditions, regularly
endeavour to communicate their issues constructively to the school administration. Conversely,
teachers deficient in emotional intelligence often resort to detrimental professional actions as their
primary mode of communication in adverse circumstances. Consequently, the presence of
individuals with elevated emotional intelligence will reduce the incidence of counterproductive
work conduct in the workplace.

Finally, this study concludes that there is no statistically significant difference in the level of
unproductive work conduct displayed by instructors based on gender. The results indicated no
statistically significant difference in the level of unproductive work behaviour exhibited by the
teachers based on gender. Regardless of gender discrepancies, teachers demonstrate harmful job
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behaviour at approximately equivalent rates. This may be ascribed to the similarities in the duties
allocated to teachers by the school administration. In the context of course allocation and related
responsibilities allocated to teachers at school, any gender is equally qualified to undertake these
duties. Any teacher can undertake responsibilities including instruction, oversight, supervision,
and attendance recording. Both genders demonstrate counterproductive work behaviour at almost
equal rates when faced with workplace challenges.

Limitations

This study is constrained by unique limitations. A limitation was the employment of purposive
sampling rather than simple random selection, potentially constraining the generalisability of the
results. Data was gathered from multiple private schools, and subsequent research may expand the
investigation to analyse and contrast the outcomes of private and public schools, other vocations,
and organizational contexts. The study neglected to include more advanced statistical analysis
techniques, such as the inclusion of mediating or moderating variables, which could provide a
more comprehensive understanding of the relationship between psychosocial characteristics and
counterproductive work behaviours. Further enquiries could explore this topic to uncover the other
variables (e.g., personality traits, organizational culture, job satisfaction) that might influence
CWB.

Recommendations

The study's conclusions and findings underscore the significance of job stability for teachers, as it
bolsters their capacity to operate effectively and efficiently in their roles. Given the persistent
adverse effects of unproductive work behaviour on the school and its students, the management
must take decisive action to eradicate any occurrences of unethical conduct among instructors. The
significance of teachers' job comfort is paramount, as studies have shown a strong link between
employment insecurity and unethical conduct in the workplace. Thus, when individuals possess
an elevated sense of job security, their participation in detrimental work behaviours diminishes.
The study's conclusion and findings also indicate that holding a high degree of intelligence is
significant for school teachers, as it allows them to effectively manage demanding professional
settings.

It is so advised that school management dedicate time for training instructors in emotional
intelligence. This training would enhance their professional positions as well as other facets of
their life. Also, it is essential that school management assess the emotional intelligence of teachers
during recruiting to identify individuals who need teaching and training in this domain before they
may engage in such actions. Moreover, the institution should meticulously oversee the teachers
recognized as possessing inadequate emotional intelligence.
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