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Abstract: The objective of this research is to investigate the impact of perceived external prestige, whether good
or negative, on deviant workplace activity while also considering the mediating function of job satisfaction, job
dedication, and organisational citizenship behaviour. The concept of perceived external prestige refers to the
image that an organisation holds in the minds of its employees, customers, and outsiders. This perception may
be influenced by several factors, including the organization's reputation, brand image, and overall standing in
the industry. On the other hand, deviant workplace behaviour refers to the violation of organisational norms
and regulations by employees, which might include actions that are contrary to established standards of
conduct within the organisation. To analyze that, up to what extent are employees content with their
employment, devoted to their work, and exhibit civic behaviour in the workplace?

Key Words: Perceived External Prestige, Job Satisfaction, Job Commitment, Organizational
Citizenship Behaviour, Deviant Workplace Behaviour

Introduction and Background of the Study

The idea of organizational image is growing in significance due to its impact on individuals' behaviors
inside companies (Carmeli et al., 2006). As a result, the perspectives held by external stakeholders have a
significant impact on how people perceive the company. According to Herrbach and Mignonac (2004), the
perception and opinion of external stakeholders have an impact on the perception and evaluation of their
organization by internal stakeholders. In summary, it can be said that when an employee perceives that
external individuals have a favorable perception of the business, they engage in a phenomenon known as
"basking in the reflected glory" (Cialdini et al., 1976, p. 366). As a result, the perception of the external
organization's image is being formed. Additionally, the individuals working for the company are
interpreting the aforementioned perspective (Herrbach et al., 2004). The establishment of a positive
organizational image or a favorable perception is of utmost importance in fostering employees' deep sense
of identification and dedication towards an organization (Carmeli, 2005a; Carmeli et al., 2006; Dukerich et
al., 2002; Dutton & Dukerich, 1991; Dutton et al., 1994; Mael and Ashforth, 1992; Smidts et al., 2001). As a
result, the business assumes an ideal ""persona' characterized by an image that workers want to replicate
as a model. Previous research on employee attitudes and behaviors, specifically in the context of
performance enhancement programs (PEPs), has been centered on organizational outcomes such as job
satisfaction (JS), work performance, and commitment. Carmeli et al. (2006), Carmeli and Freund (2009),
iftciog lu (2010a, 2010b), Herrbachet al. (2004), and Smidts et al. (2001) have all conducted studies that
explore this. Organizations direct their attention and resources toward enhancing their perceived identity
and external image, as well as cultivating a sense of prestige among their internal and external
stakeholders. The primary emphasis of their endeavors lies in cultural and structural transformations
(Dutton et al., 1994), enhancing organizational performance by introducing novel or enhanced offerings,
engaging in corporate social responsibility, and implementing targeted proactive and reactive strategies
to bolster their reputation (He and Lai, 2014; Pérez and Del Bosque, 2013). The concept of job satisfaction
refers to an individual's subjective evaluation of their overall experience and contentment with their work.
It encompasses many Job satisfaction may be described as an individual's evaluative stance, either positive
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or negative, towards their occupation (Greenberg & Baron, 2008; Woolsack et al., 1971). In other terms,
work satisfaction encompasses the favorable emotions an individual has towards their occupation, which
are derived from their assessment of the profession's attributes (Robbins and Judge, 2007). This empirical
research contributes to the current body of literature on job satisfaction by examining the role of perceived
external prestige (PEP) as a predictor of employee deviant workplace behavior in the drinks industry in
Gujranwala. Pakistan, officially known as the Islamic Republic of Pakistan, is a South Asian country located
in The existing body of literature does not provide a comprehensive examination of the topic matter within
the scope of this research. However, there is now much research being conducted on PEP in the tourist and
hospitality sectors. The existing body of research examining the relationship between hotel management's
image and staff behavior is limited in scope and depth. Kang and Bartlett (2013) conducted research
examining the influence of the PEP on customer -oriented civic behavior in five-star hotels located in South
Korea. Furthermore, the influence of PEP on employee psychological capital, including hope, optimism,
resilience, and self-efficacy, in fast-food restaurants has been investigated by Mathe and Halsell (2012).
Although the study indicates a good correlation between PEP and an improved work attitude, it is
important to note that JS was not included as a construct or mediator in the aforementioned research.

Hypothesis
Hi: There is a significant relationship between Pep and job satisfaction

Null Hypothesis

There is no significant relationship between Pep and job satisfaction.

Research Objective

To examine the relationship between Pep and job satisfaction.

Research Question
Is there any relationship between Pep and job satisfaction?

Conceptual Definition

Job Satisfaction

The research tells us that work consummation is the equal of "favorableness or un-favorableness with
which employees opinion their profession (Werther & Davis, 1999:501)." It denotes an operative's overall
estimation concerning his/her profession, such as somebody with an extraordinary gradation of work
consummation has an optimistic sentiment regarding his profession; however, one who is unfortunate
with the profession can command an undesirable arrogance (Robbins & Coulter, 2005:374). Some scholars
argue that work consummation is sensitive feedback to a professional situation.

Literature Review
Job Satisfaction

The study presents the concept of "work contentment'" as the subjective evaluation of job satisfaction,
characterized by the degree of favorability or unfavorability with which employees see their employment
(Werther & Davis, 1999, p. 501)." The situation states a worker's broad-spectrum belief around his/her
work; for example, an individual with an excessive grade of job contentment takes a buoyant impression
regarding his work; however individual who is unfortunate through the work can grasp a undesirable
approach (Robbins & Coulter, 2005:374). Several researchers contend that work contentment is a poignant
response to a work circumstance, which is frequently certain by in what way enjoyably consequences
happen up or exceed prospects, as, if employees consider that they remain preserved unreasonably, accept
excluding rewards, they remain supplementary perhaps towards take deleterious approaches concerning
their job, controller or workfellow's (Luthans 2005:212; Manzoor et al., 2011).

The existing body of research on job satisfaction suggests that there are primarily four key aspects that
influence an employee's degree of job satisfaction. The dynamics included in this study include personality
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traits, norms, job conditions, and social influence (George and Jones, 2012; Gazzi, 2008). While there is
conflicting evidence regarding the relationship between job satisfaction (JS) and performance in various
studies (Carmela and Freund, 2009; George and Jones, 2012; Ghazzawi, 2008), a substantial body of
research suggests a strong link between JS and organizational commitment (Allen and Meyer, 1996;
Francisco and Gold, 2005; Gunlu et al., 2010; Amavasya and Zhao, 2007; Rue and Byars, 2005). The concept
of job satisfaction (JS) refers to an individual's positive or negative orientation toward their work (Brayfield
& Crockett, 1955). This level of assertiveness has been shown to impact an individual's commitment to the
company, including their level of effort and dedication while employed (Ghazzawi, 2008; O'Reilly &
Caldwell, 1980). While the majority of studies on job satisfaction (JS) primarily concentrate on its
relationship with job commitment, performance, and organizational civic behavior, there is a lack of
research examining the connection between personal engagement in work (PEP) and JS.

Methodology
Introduction

Before measuring the unit, one must have knowledge what is the meaning of research methodology, .it
refers to the researcher's systematic approach toward the solution of his research problem with some logic.
This section provides an overview of the research methods used in the present study. This chapter provides
an overview of the research design used in the study. Furthermore, the chapter also provides information
on the sample design. This chapter also presents a summary of the response rate seen in the questionnaire
survey. The portion also discusses the reliability and validity of the measuring scale, as previously
described in the research. Moreover, this part provides an overview of the data analysis techniques used to
investigate the research topic and test the hypothesis in the current study. It also elucidates the use of pre-
established author questionnaires to facilitate the mediation of the independent and dependent variables
in this research.

Justification of Quantitative Approach

To consider whatsoever not only in a practical manner but also in a reasonable way is approximately what
we call Cognitive rules of logically cognitive are crucial for good research; in an earlier study investigator
recognised that cognitive may be in the form of induction or deduction, (Trouchim, 2006) these two logical
processes play an important role in executing the study, in generating and test theories.

Inductive Reasoning

The main determination of this analysis is to present a new concept based on the examination or data. A
comprehensive process is compulsory to create a new concept initially unambiguous investigation and
dimension in vital step, then examines the regularities and pattern after this recommended tentative
hypothesis for further assessment, and finally, it concludes in the form of a new theory (trochim,2006) on
the basis of this process, it is also known as" bottom-up "approach.

Deductive Reasoning

The logical process aimed to test a predefined theory followed by a procedure. First of all, the researcher
conceptualizes the theory according to the variable of interest of the study, then he generates the study
hypothesis to be proved or examined, and after analysis, the researcher validates the selected theory or he
may disapprove of it, either by accepting or rejecting study hypothesis due to this process this reasoning
is also known as "top-down'" approach.

Quantitative Approach

Quantitative approach is the best way to gather information from the participants about that question,
starting from what instead of how that is used in exploratory research (sekaran and bougis, 2011).

On the other hand, a survey not only inspects the current and past attitudes but also the point of view
of participants and provides statically and logical information to the researcher (Nueman, 2006).
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Whenever the researcher gathers information from a large number of participants from multiple
locations, a survey is useful for gathering data within less time or with fewer resources.

In summary, the present research aims to examine the mediating effects of job satisfaction, job
commitment, and organizational citizenship behavior on the association between perceived outer prestige
and deviant workplace behavior. It is important to note that the primary objective of this study is not to
establish new theoretical frameworks. For this subject, either deductive reasoning or the quantitative
technique may be used.

Sampling Design
Sampling design refers to the definition plan made by the researcher prior to gathering data from the

population from which the sample is obtained later on. In simple words, it is the way of choosing a sample.
In this section, the population, sampling, strategy sample size, and sample-to-variable ratio are discussed.

Population

Population refers to the accumulation of all those representatives that comply with the conditions required
for a research study (Perlite & hunger, 1999). Moreover, to investigate the study, the sample is selected
from the population (Blerkon, 2009).

In the current study, the beverage sectors of Gujranwala are the target population.in Gujranwala
Pakistan. These include Nestle company government, Pepsi and Coke company.

Response Rate

A total of 380 questionnaires were personally administered to the manager of the beverages sector in the
district of Gujranwala, Pakistan. And 335 filled questionnaires were returned, out of which 320 were useable
(response rate %). Researchers argued that personally administrated questionnaires have a greater
response rate as compared to electronic or mail surveys by Sekaran and Bougie (2011). So, the response
rate of the present study is good to represent the population.

Table 1
Actual Response rate
Name of beverages sector in Number of questionnaires Questionnaires Actual
Gujranwala distributed returned Response rate
Coca-Cola company Gujranwala g.t 50 48 96%
road
Nestle company satellite town 50 40 80%
Government water 40 38 95%
Nuebahar bottling company 80 67 80%
%
Aquafina company 28 12*(5) 5(5)0 /Z
0,
Nestle branch near to ishfa hospital o 2 78%
30 23 %
Total 380 320 84

Instrumentation

It is evident that obtaining a comprehensive understanding of the feelings held by the general population
is crucial. This allows for an accurate assessment of the diverse range of perspectives and ideas that are
prevalent in various contexts. Terrestrial judgments are certain to use the most effective methodology of
survey administration in order to facilitate investigation. The primary stage encompasses the formulation
of the research plan and the elucidation of the key variables, as well as the assessment of their reliability
and validity.
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Structure of the Instrument

The survey has been distributed into four groups (1) Demographic information, (2) perceived external
prestige, (3) organization commitment, (4) job satisfaction, (5) organizational citizenship behaviour and
deviant workplace behaviour. Consequently, the survey is devoted to the last side of this hypothesis.

Measurement
Job Satisfaction

The researchers used a work satisfaction questionnaire designed by Fernand and Awarnleh in 2006 to
evaluate the degree of job satisfaction among the employees. This inquiry employs a 7-item scale. The
survey included two questions that assessed job satisfaction: "In general, I am contented with this job"
and "I find that my point of view is respected at work." A Likert scale with five answer options ranging
from "strongly agree" (5) to "strongly disagree" (1) was used to evaluate participants' responses. Higher
scores on the Likert scale indicated higher levels of job satisfaction.

Analytical Strategy

In this portion of the reading, the investigation study was constructed on two categories, one is part be
contingent on the extraneous variable like perceived external prestige and then to check the effect of
perceived external prestige on deviant workplace behaviour. So, Deviant workplace behaviour is a
confounding variable. Another part consisted of the mediating variable, like job satisfaction. Consequently,
the intermediating role is its highest work in the construction of the examination analysis.

Statistical Techniques for Data Analysis

This analysis is supported by underlying relationships among variables in which the association between
extraneous, mediating, and confounding variables has been observed. These are the cross-sectional
analyses as per the report collected select a measured time era. In that report cross, sectional analysis is
assumed to be a suitable analysis.

Data Screening

Data transmission is significant as its assortments deliberate that the data allocated between the
countryside investigation is appreciated to complete through diverse detects then findings essential to
response the hypothesis concept for the information. It is not considerably expected if it suggests an
indeterminate reaction (Davies, 2005; Ferrari et al., 2006).

Factor Analysis

Factor analysis is a marginal of data or numbers process that observes the cogency and reliability of the
assumption. Two techniques of factor analysis, which are generally included in earlier research (Berriman
et al., 2005; Terwee, et al., 2007; Kline, et al., 2005; Marsh, Hau, & Wen, 2004).

Confirmatory Factor Analysis

The primary objective of assessing the numerical logic of a model is to determine the degree of goodness
of fit. The use of structural calculations modeling is of great importance in assessing the adequacy of
exploratory feature analysis in examining the relationship between variables that are endogenous and
exogenous. Additionally, the CFA (Chartered Financial Analyst) credential verifies the appropriateness of
individual components in the fundamental analysis. The suitability of a model may be assessed by
evaluating its alignment with the principles of suitability as supported by relevant documentation.

Correlation Analysis

The researcher's achievements Pearson's instant correlation between perceiving the association between
perceived external prestige, job commitment, job satisfaction, organizational citizenship behaviour, and
deviant workplace behaviour Correlation is the diffident technique to perceive the association. According
to Berriman et al. (2005), it is suggested that when a variable deviates from its mean, the other associated
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variable will also deviate from its mean in a similar manner. One of the key concerns associated with this
approach is the reliability of the procedure in accurately measuring the scales of variability.

Mediating Analysis

The mediation expended intellectualized the controlled in diverse places beyond modifications by the
maximum overall method constraining with the determination of Kenny and colleagues (Baron & Kenny,
1986; Judd & Kenny, 1981). Interpretation to the background set out in this hypothesis, a sequence of
essential stages is obligatory to complete that intermediation has occurred:

The extraneous variables have an important effect on the c variable. In the existing Education, the

researcher applied the administrative calculation representative method with AMOS 21 to examine the
mediating effects between exogenous and endogenous variables.

Data Analysis

Data Screening and Missing Value

In the current study, a complete of 410 questionnaires were dispersed to the education departments
(colleges and universities), out of which 300 questionnaires received a definite answer 73.17%. The entire
survey questionnaire remained verified during the data screening process. The encryption and standard,
along with the contraction of education department names and targeted zones, were allocated to complete
the questionnaire.

Descriptive Analysis

In descriptive analysis, we applied the mean and standard deviation of the three variables. The
consequences of these three variables are given below;

Descriptive Statistics
Table 2

Mean Std. Deviation N
Job satisfaction 3.2853 70211 330

The mean value of job satisfaction was 3.2853, which means that the respondent had in neutral response;
they did not agree or disagree, and there is a 7021 standard deviation of job satisfaction, which express the
% variation among response.

Job Satisfaction Reliability Reliability Statistics

Table 3
Cronbach's Alpha N of Items
736 7

Sample Description

Table 3 determines the sample description of higher education institutions' demographics (gender, age,
Education, nature of employment, length of services) from area education departments within Punjab as
well as Lahore and other cities. In the current research, 300 questionnaires were selected without any
missing value; in 300 questionnaires, 167 males contributed their knowledge to fill the questionnaires and
133 females contributed their skills to fill the questionnaire, out of which 70 respondents were in the range
of up to 25 years old, 180 teachers were in the range of 26-45 years old, 46 respondents in the range of
46-55 years old and four education persons were in the range of 56" above. Moreover, we obtained data
from both married and unmarried teachers. Further, out of 300 teachers, 81 respondents working on
contractual base actual rate of 27%, and 219 teachers working on a permanent base actual rate of 73%.
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Table 4

Demographic Demographic Features Frequency Percentage
Less than 20 15 4.5
21_30 130 43.9

Age 31_40 152 90.0
41_50 33 100.0
Total 330
Male 312 94.5

Gender Female 18 5.5
Total 330 100
Private 177 63.9
Total 277 100.0
Intermediate 107 32.4
Graduation 109 33.0

Qualification Master 97 29.4
M Phil 17 5.2
Total 330 100.0
Less than 1 year 69 20.9
15 151 45.8

Job tenure in this sector 6_10 109 33.0
Above 10 1 3
Total 330 100.0

On the qualification, additional information was obtained 32.4% of the respondents were intermediate,
33.0% were graduated, 29.4 were master and 5.2 were m Phil qualified. Additional data was collected on
employment tenure. It was found that 20.9% of the respondents had a work tenure of less than 1 year,
while 45.8% had a job tenure ranging from 1 to 5 years. Furthermore, 33.0% of the respondents had a job
tenure ranging from 6 to 10 years, and 3% had a job tenure exceeding 10 years.

Correlation of Variables

In order to determine the Pearson's moment correlation, the researcher used a data imputation technique
to compute the mean value of each construct.

In order to calculate the Pearson's moment correlation, the researcher used a data imputation
technique to get the mean value for each variable. In the current investigation, the data was imputed using
AMOS 21. Table 4.35 examines Pearson's correlation coefficient between perceived external prestige, work
dedication, and job satisfaction.

There exists a positive and highly associated association (r = .575**) between servant leadership and
organizational commitment, with a significance level (p) larger than 0.01. The association between servant
leadership and work satisfaction is shown to be positive and strongly associated, as indicated by a
correlation coefficient value of r=.368**. Furthermore, the statistical significance of this relationship is
supported by a p-value that is above the threshold of 0.01. The relationship between organization
commitment and job satisfaction positive (r=.451**), it is high and p-value is greater

Table 5
Means, standard deviation and Pearson's moment correlation
Correlations
computed_pep computed_js computed_jc computed_ocb computed_dwb

Pearson Correlation 1 140" 320" 3947 254"
computed_pep Sig. (2-tailed) .011 .000 .000 .000

N 330 330 330 330 330
Computeas P?arson C’orrelatlon 140 1 377 466 -.113

Sig. (2-tailed) .011 .000 .000 .040
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Correlations
computed_pep computed_js computed_jc computed_ocb computed_dwb

N 330 330 330 330 330

Pearson Correlation 320" 3777 1 433" -121"
computed_ jc Sig. (2-tailed) .000 .000 .000 .028

N 330 330 330 330 330

Pearson Correlation 3947 466" 433" 1 -162"
computed_ocb Sig. (2-tailed) .000 .000 .000 .003

N 330 330 330 330 330

Pearson Correlation 254" -113" -121" -162™ 1
computed_dwb Sig. (2-tailed) .000 .040 .028 .003

N 330 330 330 330 330

* Correlation is significant at the 0.05 level (2-tailed).
**_Correlation is significant at the o0.01 level (2-tailed).

Factor Analysis

In the current study, the researcher essentially put one of the factor anaylsis on 300 sample size responses
of education department teachers. In which complete histories of removing features are recognized via
confirmatory factor anaylsis.

Confirmatory Factor Analysis (CFA)

In order to assess the accuracy of the calculated variables, it is necessary to analyze their correctness,
which is a crucial step in verifying the theoretical model. Confirmatory factor analyses were conducted
using AMOS 21 to examine the variables independently. The findings of the CFA analysis indicated that all
variables fell within acceptable values and were within the needed range of the desired outcome. The factor
construction of each model demonstrates a satisfactory fit to the data, as evidenced by the fulfillment of
all fit indices, including x2 (Chi-square), DF (Degree of Freedom), CMIN (Minimum Chi-square), GFI
(Goodness of fit index), RMR (Root Mean Square Residual), RMSEA (Root Mean Square Error of
Approximation), NFI (Normed Fit Index), and CFI (Comparative Fit Index).

. PEES perceived
external
. > pep4 prestige
pep2
Table 6

Statistics Fit indices Acceptable threshold value 1-factor modal
X2 As close as to zero 4.301
DF AS close as to Zero 2

Absolute Fit CMIN/DF As low as 2 and as high as 5 3.979
GFI >.05 942
RMR <.05 .082
RMSEA <.08 .095
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Statistics Fit indices Acceptable threshold value 1-factor modal
Incremental Fit NFI >.90 .879

TLI >.90 .868

CFI >.95 .906
Parsimony AGFI >.00 .068

x>=Chi-square; DF= Degree of Freedom; CMIN= Minimum Chi-square; GFI= Goodness of fit index; RMR= Root Mean
Square Residual; RMSEA= Root Mean Square Error of Approximation; NFI= Normed Fit Index; TLI= Tucker Lewis
Index; CFI= Comparative Fit Index; AGFI= Adjusted Goodness of Fit Index

Table 7
Retained items of perceived external prestige

Item number Retained items

PEP1 People in my community think highly of beverages

PEP 2 It is considered prestigious to be an employee of the beverage sector

PEP3 Beverage sector is considered one of the best

PEP4 People from other beverages look down at the beverage sector

PEP5 Employee in this beverage sector would be proud to have their relatives work.

PEP6 Beverages do not have a good reputation in my Community

PEP7 A person seeking to advance his career in the beverage sector should downplay his

association with beverages.

PEP8 When other beverages are recruiting new employees, they would not want employees.

Deleted Items
Item number Deleted items
JS There have been no items deleted in perceived external prestige

Job Satisfaction

The concept of job satisfaction depended on seven items, and those items were adopted by. In the current
study, the purpose is to investigate the result of job satisfaction by using AMOS 21. Some of the good fit
values fall in the range of unacceptable. So, we follow the appropriate technique in which we modify the
data and then check the value of acceptable ranges of job satisfaction. Therefore, the value of the goodness
of fit index is x*/df=.593, and enduring values like GFI=.995, CFI=.1.000, RMR=.024, and RMSEA=.062 as
shown in table

js4 - job satisfaction
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Table 8
Retained items of job satisfaction

Item number Retained items

JS1 In general, I am satisfied with this job
JS2 I find that my opinions are respected at work
JS3 Most people on this job are very satisfied with it
IS4 I am satisfied with the recognition I get for the work I do
JS5 I am satisfied with the way my pay compares with that for similar jobs in other firms.
JS6 I am satisfied with the personal relationship between my boss and his/her employees
JS7 I am satisfied with the way my boss treats employees.
Deleted Items

Item number Deleted items
]S There have been no items deleted from the job satisfaction

CFA of Job Satisfaction
Indirect Effect

In the present-day study, all the direct effects were reviewed by consuming structural equation modeling,
and then organization commitment was combined with the relationship between servant leadership and
job satisfaction. So, in this stage, the standard value will be maintained according to the standard;
therefore, the relational value between servant leadership and job satisfaction is (beta=.22), the relational
value between servant leadership and organization commitment is (beta=.51), so the impact value between
organization commitment and job satisfaction is (beta=.54). So, this is the indirect relationship among the
leaders. At last, the good fit value of the indirect effect is x*=.000, RMR= .000, GFI=1.000, CFI=1.000, and

REMSEA=.462.

computed js
ez
1 g

computed jc ——0ou- — computed_dwb

e~

computed _pep ? /
A
\ computed_ocb

Table 9

Indications of the relationship between
variables

js <---  pep 232 .090 2.573 .010 Significant

Standardized Estimate S.E. C.R. P  Results

Mediation Effect

In this study, there is a significant relationship between perceived external prestige with job satisfaction.

Hypothesis testing

The suggestion of the current analysis is to be considered as per the analysis concentration, so all of the
assumptions are as follows.

There is a relationship between perceived external prestige and job satisfaction; the result of perceived
external prestige and job satisfaction are strongly correlated and significant in the relation beverages
sector in Pakistan. So the correlated value is (r=.000, p<.05). The structural equational model is constructed
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maximum estimation probable because the perimeter scale is maximum reliable. So, the result of this type
of study is to be supported and highly correlated.

Summary Analysis
Table 10
RQ1: Is perceived external prestige a  Hi: There is a relationship between
significant predictor of job satisfaction? perceived external prestige and job Supported

satisfaction

Discussion and Conclusion
Summary of the Research Paper

Concluding the earlier year, the thoughtful determination in the beverages era expends approximately
concerned with the performance of the beverages sector to the condition of alterations the exertion in
research guarantee and arrogance of staff. Initially, thinking and analysis of the firm's arrangements
consume a variety of recognized. In the attendance of the current study, the researcher checks the
association of numerous variables as per composed and draws rendering to modal. So, overall, the
complications and problems are observed in the beverages sector in Pakistan. For this analysis, the
researcher first attributes the modal rendering to previous understanding.

Then, the researcher collects the information after delivering the examination questionnaire to the
beverages sector faculty in Gujranwala Division in Pakistan. Consequently, for this kind of activity, a total
number of 380 questionnaires were circulated between the beverages sector, out of which 330
questionnaires were reoccurrence. The actual answer rate is 87%. A reaction rate, as per usual, is sufficient
for analysis work. All replies are to be applied to beverage sectors in Pakistan. There has been no misplaced
value in data gathered from the beverages sector in Gujranwala Division in Pakistan. The entire variables
outcome, which is expended for this analysis, was established via software SPSS and AMOS 21. So, the
entire outcome in this examination analysis must be meaningfully correlated of job satisfaction, job
commitment, and organizational citizenship behaviour between the perceived external prestige and
deviant workplace behaviour.

Discussion of the Study

The conversation of paperwork conveys the enlightenment of the researchers and critics of the earlier
works, then its information empirical researcher improving. Further, in this section of the analysis, the
disagreement and boundaries of the information are distributed, and then recommendations for upcoming
reader and expert work are prolonged. The purpose of this analysis paper is to remember the effect of job
satisfaction. The modal is occupied in the forecasting of research recommendation that job satisfaction
works a very vigorous role between perceived external prestige and deviant workplace behaviour because,
if job satisfaction is taken between perceived external prestige and deviant workplace behaviour, then the
association is strongly established in the higher beverages sector, in Pakistan. The impact of perceived
external prestige and deviant workplace behaviour between the variables job satisfaction, job commitment,
and organizational citizenship behaviour is analyzed in beverage sectors like Nestle, Coke, Pepsi, and the
government.

Finding of the Study

Research findings suggest that there is a negative effect on Job Satisfaction.

References

Baron, R. M., & Kenny, D. A. (1986). The moderator—mediator variable distinction in social psychological
research: Conceptual, strategic, and statistical considerations. Journal of Personality and Social
Psychology, 51(6), 1173-1182. https://doi.org/10.1037/0022-3514.51.6.1173

Bartels, J., Pruyn, A., De Jong, M., & Joustra, I. (2007). Multiple organizational identification levels and the
impact of perceived external prestige and communication climate. Journal of Organizational
Behavior, 28(2), 173-190. https://doi.org/10.1002/job.420

Qlantic Journal of Social Sciences and Humanities | Volume 4, No. 3 (Summer 2023) 193



https://doi.org/10.1037/0022-3514.51.6.1173
https://doi.org/10.1002/job.420

Hafsa Sabir and Muhammad Umar

Brayfield, A. H., &  Rothe, H.F. (1951). An index of  job satisfaction. PsycTESTS
Dataset. https://doi.org/10.1037/t08600-000

Carmeli, A. (2005a). Perceived external prestige, affective commitment, and citizenship
behaviors. Organization Studies, 26(3), 443-464. https://doi.org/10.1177/0170840605050875

Carmeli, A. (2005b). Exploring determinants of job involvement: An empirical test among senior
executives. International Journal of Manpower, 26(5), 457~
472. https://doi.org/10.1108/01437720510615143

Carmeli, A.,, & Freund, A. (2009). Linking perceived external prestige and intentions to leave the
organization: The mediating role of job satisfaction and affective commitment. Journal of Social
Service Research, 35(3), 236-250. https://doi.org/10.1080/01488370902900873

Carmeli, A, Gelbard, R.,, & Goldriech, R. (2011). Linking perceived external prestige and collective
identification to collaborative behaviors in R&D teams. Expert Systems with Applications, 38(7),
8199-8207. https://doi.org/10.1016/j.eswa.2010.12.166

Carmeli, A, Gilat, G., & Weisberg, J. (2006). Perceived external prestige, organizational identification and
affective commitment: A stakeholder approach. Corporate Reputation Review, 9(2), 92-
104. https://doi.org/10.1057/palgrave.crr.1550014

Cialdini, R. B., Borden, R.]J., Thorne, A., Walker, M. R., Freeman, S., & Sloan, L. R. (1976). Basking in
reflected glory: Three (football) field studies. Journal of Personality and Social Psychology, 34(3), 366-
375. https://doi.org/10.1037/0022-3514.34.3.366

Giftcioglu, A. (2010). Exploring the Role of Perceived External Prestige in Employee’s Emotional Appeal:
Evidence from a Textile Firm. Business and Economics Research Journal, 1(4), 1-85.
https://ideas.repec.org/a/ris/buecrj/0005.html

Ciftcioglu, A. (2010). The relationship between perceived external prestige and turnover intention: An
empirical investigation. Corporate Reputation Review, 13(4), 248-
263. https://doi.org/10.1057/crr.2010.22

Dukerich, J. M., Golden, B. R., & Shortell, S. M. (2002). Beauty is in the eye of the beholder: The impact of
organizational identification, identity, and image on the cooperative behaviors of
physicians. Administrative Science Quarterly, 47(3), 507-533. https://doi.org/10.2307/3094849

Dutton, J. E., & Dukerich, J. M. (1991). Keeping an eye on the mirror: Image and identity in organizational
adaptation. Academy of Management Journal, 34(3), 517-554. https://doi.org/10.5465/256405

Dutton, J. E., Dukerich,]. M., & Harquail, C.V. (1994). Organizational images and member
identification. Administrative Science Quarterly, 39(2), 239-263. https://doi.org/10.2307/2393235

Ferris, D. L., Brown, D. J., & Heller, D. (2009). Organizational supports and organizational deviance: The
mediating role of organization-based self-esteem. Organizational Behavior and Human Decision
Processes, 108(2), 279-286. https://doi.org/10.1016/j.0bhdp.2008.09.001

Francisco, A. M. & Gold, B. A. (2005), International Organizational Behavior, 2nd ed., Pearson Prentice Hall,
Upper Saddle River, NJ.

Gazzoli, G., Hancer, M., & Park, Y. (2009). The role and effect of job satisfaction and empowerment on
customers’ perception of service quality: A study in the restaurant industry. Journal of Hospitality &
Tourism Research, 34(1), 56-77. https://doi.org/10.1177/1096348009344235

George, J.M. and Jones, G.R. (2012), Understanding and Managing Organizational Behavior, 6th ed., Prentice
Hall, Upper Saddle River, NJ.

Ghazzawi, I.A. (2008). Job satisfaction antecedents and consequences: a new conceptual framework and
research agenda. The Business Review Cambridge, 11(2), 1-10.

Greenberg, J. & Baron, R. A. (2008), Behavior in Organizations, 9th ed., Pearson Prentice Hall, Upper Saddle
River, NJ. Unpublished doctoral dissertation, University of Minnesota.

Gunly, E., Aksarayli, M., & Sahin Percin, N. (2010). Job satisfaction and organizational commitment of hotel
managers in Turkey. International Journal of Contemporary Hospitality Management, 22(5), 693-
717. https://doi.org/10.1108/09596111011053819

He, Y., & Lai, K. K. (2012). The effect of corporate social responsibility on brand loyalty: The mediating role
of brand image. Total Quality Management & Business Excellence, 25(3-4), 249-
263. https://doi.org/10.1080/14783363.2012.661138

Herrbach, O., & Mignonac, K. (2004). How organisational image affects employee attitudes. Human
Resource Management Journal, 14(4), 76-88. https://doi.org/10.1111/j.1748-8583.2004.tb00134.X

194 Qlantic Journal of Social Sciences and Humanities | Volume 4, No. 3 (Summer 2023)


https://doi.org/10.1037/t08600-000
https://doi.org/10.1177/0170840605050875
https://doi.org/10.1108/01437720510615143
https://doi.org/10.1080/01488370902900873
https://doi.org/10.1016/j.eswa.2010.12.166
https://doi.org/10.1057/palgrave.crr.1550014
https://doi.org/10.1037/0022-3514.34.3.366
https://ideas.repec.org/a/ris/buecrj/0005.html
https://doi.org/10.1057/crr.2010.22
https://doi.org/10.2307/3094849
https://doi.org/10.5465/256405
https://doi.org/10.2307/2393235
https://doi.org/10.1016/j.obhdp.2008.09.001
https://doi.org/10.1177/1096348009344235
https://doi.org/10.1108/09596111011053819
https://doi.org/10.1080/14783363.2012.661138
https://doi.org/10.1111/j.1748-8583.2004.tb00134.x

The Effect of Perceived External Prestige on Deviant Workplace Behavior: Mediating the Role Of Job Satisfaction

Herrbach, O., Mignonac, K., & Gatignon, A. (2004). Exploring the role of perceived external prestige in
managers' turnover intentions. The International Journal of Human Resource Management, 15(8),
1390-1407. https://doi.org/10.1080/0958519042000257995

Kang, D., & Bartlett, K. R. (2013). The role of perceived external prestige in predicting customer-oriented
citizenship behaviors. Human Resource Development Quarterly, 24(3), 285-
312. https://doi.org/10.1002/hrdq.21165

Kang, D., Stewart, J., & Kim, H. (2011). The effects of perceived external prestige, ethical organizational
climate, and leader-member exchange (LMX) quality on employees' commitments and their
subsequent attitudes. Personnel Review, 40(6), 761-
784. https://doi.org/10.1108/00483481111169670

Kreitner, R. & Kinicki, A. (2007), Organizational Behavior, 7th ed., McGraw-Hill Irwin, Boston, MA.

Mathe, K., & Scott-Halsell, S. (2012). The effects of perceived external prestige on positive psychological
states in quick service restaurants. Journal of Human Resources in Hospitality & Tourism, 11(4), 354~
372. https://doi.org/10.1080/153328/5.2012.690684

O'Reilly, C. A., & Caldwell, D. F. (1980). Job choice: The impact of intrinsic and extrinsic factors on
subsequent satisfaction and commitment. journal of Applied Psychology, 65(5), 559-
565. https://doi.org/10.1037/0021-9010.65.5.559

Pérez, A., & Del Bosque, 1. R. (2013). How customer support for corporate social responsibility influences
the image of companies: Evidence from the banking industry. Corporate Social Responsibility and
Environmental Management, 22(3), 155-168. https://doi.org/10.1002/csr.1331

Robbins, S.P. and Judge, T.A. (2007), Organizational Behavior, 12th ed., Pearson Prentice Hall, Upper Saddle

River, NJ.
Robinson, R. N. (2008). Revisiting hospitality's marginal worker thesis: A mono-occupational
perspective. International Journal of Hospitality Management, 27(3), 403~

£413. https://doi.org/10.1016/}.ijhm.2007.09.003

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. https://doi.org/10.2307/256693

Rue, L. W. & Byars, L. L. (2005), Management: Skills and Application, 11th ed., McGraw Hill, New York, NY.

Smidts, A., Pruyn, A. T., & 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. https://doi.org/10.5465/3069448

Tuna, M., Ghazzawi, 1., Tuna, A. and Catir, O. (2011), “Transformational leadership and organizational
commitment: the case of Turkey’s hospitality industry”, SAM Advanced Management Journal (AMJ),
76(3), 10-25.

Whetten, D. A. (2006). Albert and Whetten revisited: Strengthening the concept of organizational
identity. Journal of Management Inquiry, 15(3), 219-234. https://doi.org/10.1177/1056492606291200

Wollack, S., Goodale, J. G.,, Wijting, J. P., & Smith, P.C. (1971). Development of the survey of work
values. Journal of Applied Psychology, 55(4), 331-338. https://doi.org/10.1037/h0031531

Qlantic Journal of Social Sciences and Humanities | Volume 4, No. 3 (Summer 2023) 195



https://doi.org/10.1080/0958519042000257995
https://doi.org/10.1002/hrdq.21165
https://doi.org/10.1108/00483481111169670
https://doi.org/10.1080/15332845.2012.690684
https://doi.org/10.1037/0021-9010.65.5.559
https://doi.org/10.1002/csr.1331
https://doi.org/10.1016/j.ijhm.2007.09.003
https://doi.org/10.2307/256693
https://doi.org/10.5465/3069448
https://doi.org/10.1177/1056492606291200
https://doi.org/10.1037/h0031531

