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Unethical behaviours benefiting an organization have been associated with various
negative factors, but little is understood about how positive factors that enhance an
organization might also have adverse effects. This research explores the connection
between psychological ownership, dark triad personality traits (Machiavellian
Personality), and unethical pro-organizational behavior (UPB), aiming to provide a fresh
perspective on this matter. A group of 250 employees was randomly selected from the
southern region of India for the study. The findings from the statistical analysis using
SPSS and JASP indicate a significant correlation between psychological ownership,
Machiavellian Personality, and UPB, with both variables having a strong predictive value
for UPB. Notably, Machiavellian personality does mediate the link between psychological
ownership and UPB. The implications of this study are far-reaching, as it uncovers the
intricate dynamics underlying UPB and its potential association with seemingly positive
organizational factor. By identifying psychological ownership and dark triad traits in
employees, it can contribute to cultivating ethical work environments.
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Amid a phenomenon known as “The Great
Resignation,” (Kuzior, Kettler & Rab, 2022)
characterized by a significant number of
employees, particularly millennials, voluntarily
leaving their current jobs in search of better
opportunities, the competitive nature of the
job market adds to the complexity. This
situation can lead to distress among
employees who are determined to retain their
current positions, particularly considering the
increasing concerns related to perceived
unemployment issues (Kim & Von dem
Knesebeck, 2016).

Over the past decade, unethical pro-
organizational behavior (UPB) has garnered
significant attention from researchers and the
media alike. High-profile scandals, such as
the Facebook/Cambridge Analytica data
leak, the Volkswagen emissions scandal, and

various frauds committed by renowned
companies, have shed light on the
consequences of UPB (Clement, 2006).
Although UPB may initially benefit a company,
it can lead to severe consequences once
exposed to the public, as demonstrated by
Volkswagen’s delayed pollution controls (Lian
et al., 2020). Addit ionally, Millennial
generation is one among those generations
who had undergone a swift transmission in
each aspect of their life including their
attitude (Supeli & Creed, 2016). Howe &
Strauss, 1991 defined the millennial cohort
as consisting of individuals born between
1982 and 2004. India is the second largest
country in terms of population where 34 per
cent are millennials (440 million) and forms
approximately 47% of the total work force.
The Millennial generation has been growing
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and will eventually supplant previous
generations such as the Baby Boomer and
Generation X (Frian & Mulyani, 2018).

India has several appealing attributes for
business, establishing itself as a promising
market for future investment. Its confidence
in the foreign direct investment (FDI) market
has increased to the eighth position,
indicating a good outlook. Furthermore, India
is the world’s fastest-growing economy and
ranks in the top 10 performers in emerging
markets (Verma & Mohapatra, 2020). The
2009 Satyam Computer affair, in which
accounting irregularities were committed to
artificially inflate the company’s earnings,
harmed India Inc. and the country’s
regulatory authorities. This controversy cost
a fair price for the investors and employees
(Kant, 2009). Another example is Coca-Cola’s
excessive water use in Kerala, which
contributed to a catastrophic depletion of
groundwater resources because of the
privatisation of India’s water resources.
Henceforth result ing in severe water
shortages and hampered agricultural
activities. As a result, the facility was not only
closed in 2004, but a quarter of India’s 28
states restricted the sale of Coca-Cola
products in schools, with Kerala forbidding
them entirely (Desk, 2017).

Unethical pro-organizational behavior is
characterized by actions intended to enhance
organizational functioning but that violate
societal values, mores, laws, or ethical
standards (Umphress & Bingham, 2011).
Molinsky and Margolis (2005) refer to these
actions as “necessary evils,” where
individuals cause harm to others in pursuit
of a perceived greater good. In recent years,
there has been an increase in interest in
research on unethical pro-organizational
behaviour as organisations attempt to
maintain high ethical standards and promote
responsible behaviour among their
personnel. While unethical behaviour has
been extensively researched, knowing the

specific context of unethical behaviour within
an organisational environment is critical for
recognising its distinct traits and effects
(Umphress et al., 2010).

UPB affects confidence, both internally
among employees and externally with
stakeholders, and may result in reputational
harm. This erosion of trust can stif le
cooperation, creativity, and staff
engagement, affecting organisational
performance and sustainability in the long
run. Furthermore, the ethical implications of
UPB might lead to legal and regulatory
concerns, jeopardising the organization’s
long-term viability (Effelsberg, Solga &
Jochen 2014; McCoy 2020). According to the
study, each additional deceiving car per
1,000 cars contributed to around 10% more
emissions from automotive exhaust. At the
county level, this increased pollution was
associated with a roughly 2% rise in low birth
weight and a 1.5% increase in infant death.
Furthermore, children’s asthma has gotten
worse, as seen by an 8% increase in
children’s emergency room visits for asthma
in a subgroup of five states (VW Emissions
Scandal Affected Infant and Child Health,
2022).

Psychological ownership, on the other
hand, revolves around a possessive feeling
towards objects or entities. This feeling is
characterized by the attachment represented
by words like “MY,” “MINE,” and “OURS”
(Wilpert, 1991). The concept emphasizes a
strong link between employees and their
employers, fostering a sense of ownership
that positively influences organizational
outcomes. Psychological ownership has been
linked to increased job engagement, job
satisfaction, and organizational commitment
(Wang et al., 2019; Mayhew et al., 2007).
Moreover, it enhances the quality of
organizational decision-making and reduces
operational costs, ultimately improving
organizational productivity (Javed, 2018).
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However, it is essential to recognize that
psychological ownership can also lead to
negative behaviors among employees,
affecting organizational productivity and
effectiveness. Job engagement and job-
based psychological ownership have been
associated with territorial behavior, unethical
conduct, and a lack of knowledge sharing
(Wang et al., 2019). In today’s competitive
environment, a certain level of psychological
ownership is necessary to boost employee
commitment and achieve organizational
success. High-performance work systems
(HPWS) have been implemented by human
resource management to enhance
psychological ownership, but studies have
also found a positive relationship between
HPWS and UPB.

The dark triad personality traits,
encompassing cunning cheat, haughty
braggart, and callous hedonist
characteristics, are widespread and
prevalent in both professional and social
environments (LeBreton, Shiverdecker &
Grimaldi, 2018). These toxic qualities are
more pervasive than their pathological or
clinical counterparts, and they have been
associated with unethical and
counterproductive behaviors in organizations
(Naseer et al., 2020; Harrison et al., 2018).
Understanding the potential impact of dark
triad traits on the relationship between
psychological ownership and UPB is
essential, especially given the substantial
increase in UPB in the workplace (Sheedy et
al., 2021).

Despite the growing awareness of UPB,
its underlying factors, and its consequences,
there remains a need for a more nuanced
understanding of the issues surrounding it.
Furthermore, research on UPB has been
limited in certain geographic regions, such
as India, warranting more attention to this
contemporary concern (Inam & Ho, 2021).

Rationale of the study

Given the increasing prominence of Indian
millennials in the workforce, understanding
the factors influencing their behavior is of
paramount importance for organizations. The
study delves into the relationship between
psychological ownership, dark triad
personality traits, and unethical workplace
behavior (UPB). By exploring these
connections, the research addresses the
pressing need for insights into promoting
ethical decision-making and fostering
positive work environments. The study delves
into psychological ownership, which refers to
the emotional attachment individuals feel
towards their organization. Investigating its
impact on positive workplace behaviors, such
as job performance and organizational
citizenship, provides valuable insights for
improving employee engagement and overall
organizational success.

Additionally, this research adds depth by
considering the dark triad personality traits -
Machiavellianism, narcissism, and
psychopathy. Understanding how these traits
relate to psychological ownership sheds light
on potential risks, allowing organizations to
address negative consequences effectively
and also acknowledges the significance of
UPB, where employees may engage in
unethical actions for perceived
organizational benefit. Uncovering the drivers
behind such behavior can lead to strategies
that foster ethical work cultures and
responsible decision-making.

Focusing on Indian millennials offers
valuable cross-cultural insights. India’s unique
cultural norms and practices shape
psychological ownership and dark triad traits,
influencing their relationship with UPB.
Understanding this context enriches global
knowledge and enables tailored approaches
to ethical challenges in organizations.

The study holds implications for academia
and organizations alike. Academic
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contributions expand knowledge in
organizational psychology and human
resource management. For organizations,
the findings offer actionable insights to
mitigate negative impacts of psychological
ownership and dark tr iad traits while
promoting ethical behavior and positive
workplace outcomes among Indian
millennials.

Unethical pro-organizational behaviour

Many essential traits required for the
effective functioning of an organization are
associated with unethical pro-organizational
behavior (UPB), such as organizational
identification, which is considered valuable
(Umphress, Bingham & Mitchell, 2010).
These behaviors violate societal norms
(Donaldson & Dunfee, 1994). Organizational
identification’s effect on UPB is mediated by
moral disengagement, particularly when
perceived competition is high (Chen et al.,
2016). UPB elicits a paradoxical emotional
experience, where individuals feel both pride
and guilt simultaneously, and those in the
service sector with less guilt are more prone
to engaging in UPB, experiencing heightened
pride (Tang et al., 2020). Employees’
psychological entitlement is also linked to UPB
(Lee et al., 2019). Perceived interpersonal
justice is positively related to UPB but only
when mediated by positive leader-member
exchange (LMX) (Bryant & Merritt, 2021).

Personal values play a role in UPB, as
individuals with low moral identity and high
affective commitment to the organization are
more likely to engage in such behavior
(Matherne & Litchfield, 2012). Moreover, the
indebtedness felt by low performers due to
perceived organizational support can also
facilitate UPB (Wang, Zheng & Zhao, 2022).
Additionally, employees’ obsessive passion
for their jobs, combined with high
organizational identification, may lead to
heightened UPB (Kong, 2016).

Unethical pro-organizational behaviour
has been positively linked with organizational
identification, ethical leadership and over-
identification in which the last one is more
inclined towards workplace crimes (Umphress
et al., 2010; Miao et al., 2013; Vadera & Pratt,
2013). Apart from these factors, moral
identification and obsessive passion has
been positively associated with UPB, while
ethical climate has been negatively
associated (May et al., 2015; Jiang et al,
2016; Kong, 2016, Miao et al, 2020).
Lawrence & Kacmar (2017) and Ghosh
(2017), has found that the job insecurity felt
by the employees working as engineers,
accountants, healthcare workers and I.T filed
has been positively linked with unethical pro-
organizational behaviour. This implies that,
in the current scenario where unemployment
is increasing day by day, especially in India,
the chances of those employed to engage in
UPB will be more as they perceive job
insecurity and unemployment. Though the
acts of UPB might be beneficial for the
organization, it is consequently hurting the
employees themselves (Liu, 2021).

Psychological ownership

According to Dirks et al. (1996),
psychological ownership in organizations can
result in either positive or negative changes,
depending on the intensity of ownership felt
by employees. As the feeling of ownership
(“MINE” feeling) increases, individuals may
exhibit destructive behaviors when they
perceive a separation from what they possess
(Pierce et al., 2001). On the positive side,
psychological ownership has been linked to
various favorable organizational outcomes,
such as organizational commitment, job
satisfaction, organizational self-esteem, and
organizational citizenship behavior (Van Dyne
& Pierce, 2004).

Psychological ownership can also lead to
constructive deviant workplace behavior,
where individuals deviate from reference
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group norms but conform to hyper norms to
benefit the organization (Yýldýz et al., 2015).
Ghani et al. (2020) found that psychological
ownership moderates the association
between abusive leadership and knowledge
hiding, lessening the relationship.

However, fostering psychological
ownership without caution may lead to
adverse effects, such as territorial behavior
and unethical conduct among employees
(Gosh et al., 2019). While the territorial
feeling associated with psychological
ownership can improve job performance and
information sharing, it may also result in
negative perceptions by others (Brown & Zhu,
2016). Organisations can thus benefit from
managing psychological ownership because
the possession of psychological ownership
can motivate employees to perform at high
levels and even inspire them to engage in
extra-role behaviours and organisational
citizenship behaviours (Man & Farquharson,
2015; Olckers & Du Plessis, 2012).

Dark triad personality

The counterproductive work behaviours
resulting from psychological detachment had
a positive relationship with the dark triad
personality (DTP) (Syed et al., 2022) and
DTP also acts as a positive moderator
between posit ive attitude and
competitiveness (Mayor et al., 2020). A
particular trait in DTP known as
Machiavellianism are more prone to engage
in unethical pro-organizational behaviours
(UPB) than other dimensions of DTP (Castille
et al., 2018). While considering the
sustainability issues prevailing in an
organization, DTP and environmental/social
responsibility were negatively correlated
(Pelster & Schaltegger, 2021). A study
conducted by Baka (2019) found that high
DTP along with job control resulted in
counterproductive work behaviours and
bullying. The Machiavellianism of dark triad
personality was positively related to

organizational citizenship behaviour intended
towards organizational benefits and was
unrelated to citizenship behaviors beneficial
to individuals (Szabo et al., 2018). Individuals
characterized as malevolent, i.e., those who
scores high in each dimension of the dark
triad personality was associated with the
highest job performance (Nguyen et al.,
2021).

Millennial Generation

Millennials tend to exhibit different
attitudes, preferences, and expectations
compared to their older generations (Myers
& Sadaghiani, 2010). Leaders or immediate
managers of the millennials tend to play an
important role in retaining and increasing the
commitment level of the Gen Y employees
(Thompson & Gregory, 2012). As an effect
of overindulging parents, Millennials tend to
seek constant feedback, praise, guidance,
and individual attention as they have been
brought up in such an environment where
these were provided in abundance by their
parents (Hershatter & Epstein, 2010).

Indian Millennials, like their American
counterparts, are digital natives who are far
more adept at using the internet than their
parent’s generation (Mitra, 2011). While
comparing United States Millennials and
Indian Millennials, it was found that both the
populations share many common
characteristics l ike optimism and
entrepreneurial orientation (Telefonica,
2013). Even with all the merits, millennials
are also known for their lower loyalty (Myres
& Sadaghiani, 2010) and can adapt to the
innovative changes in technology (Shankar
et al., 2010). Taking the case of
unemployment and earnings, it was found
that the millennial group are more affected
compared to their counterparts (Escalonilla
et al., 2022). The early unemployment has
caused panic among individuals which lead
them to decrease their job expectations and
work outside of their comfort zone (Muhlbock
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et al., 2022), in addition to this,
unemployement also causes decline in life-
satisfaction and other affective scarce
(Lawes et al., 2022) and this feeling would
evoke those with a well-paid job to perform
all such behaviours which would increase
their chances of survival in their esteemed
organizations and one such behaviour is
known as unethical pro-organizational
behaviour.

Objectives

The purpose of this study is to empirically
examine the mediating role of dark triad
personality (Machiavellian) between
psychological ownership of an individual and
unethical pro-organizational behaviour (UPB).
Specifically, (1) the first objective was to
assess the relationship between
psychological ownership and UPB. (2) To
know the level of predictability of
psychological ownership and dark triad
personality (Machiavellian Personality) on
UPB. (3) To estimate the level of predictability
of Dark triad personality (Machiavellian
Personality) on psychological ownership (4)
The final objective was to evaluate the
mediating role of dark triad personality
(Machiavell ian Personality) on the
relationship between psychological
ownership and UPB.

Hypotheses

1) There will be no signif icant
relationship between psychological
ownership and UPB.

2) There will be no signif icant
relationship between the dimensions
of psychological ownership and UPB.

3) Psychological ownership will not
predict UPB.

4) The dimensions of psychological
ownership will not predict UPB.

5) Machiavellian personality will not
predict UPB

6) Machiavellian personality will not
predict psychological ownership.

7) There will be no mediating effect of
machiavellian personality on the
relationship between psychological
ownership and UPB.

Method

Sample

The study sample comprised of 250
employees working as team facilitators and
marketing agents in southern part of India
from two different sectors (Architectural
designing and Education). Only millennials
i.e., individuals of age group 26 to 38 years
have been chosen as they are currently
contributing a significant amount of workforce
in India. Furthermore, this study has also
tried to balance the number or males and
female participants so that a comparison
between two genders would make much more
significant.

Instruments

Psychological ownership: The Indian
version of the scale was developed by Amit
Shukla and Shailendra Singh (2015). It is a
12-item three-dimensional psychological
ownership scale that showed acceptable
psychometric properties (consistent factor
structure, reliability and content, concurrent
and construct validity). Internal reliability of
scale across all three dimensions was
assessed using Cronbach’s alpha on two
independent samples are .852, .838 and .798
for affection, connectedness, and obligation
for the first sample. The second sample has
.889, .907 and .894 as the corresponding
values. All these values exceed the
suggested cut-off of .70.

Unethical pro-organizational behaviour:
Umphress and Binghan (2010) and uses
Likert 7-point score from very disagree to
very agree. The measurement are self-
reports. The questionnaire has seven items,
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but the last item’s factor loading is relatively
low, so some researchers who has used it
often omitted. Seven items are “if it would help
my organization, I would misrepresent the
truth to make my organization look good.”,
“If it would help my organization, I would
exaggerate the truth about my company’s
products or services to customers and
clients.” and so on.

Dark Triad Personality: The short version
of Dark triad personality developed by Jones
& Paulhus (2014) which measures
Machiavellianism (9 items), Narcissism (9
items), and Psychopathy (9 items) where 5
items are reverse scored and is measured
in a 5-point likert scale.

Results

Table 1. Correlation between UPB, Dark Triad personality (Machiavellian personality) and
psychological ownership (Affection, connectedness, obligation) among the samples.

n M SD 1 2 3 4 5 6

UPB 250 3.92 1.87

AF 250 5.33 1.13 .651**

CON 250 5.44 1.13 .617** .812**

OB 250 4.89 1.02 .219* .497** .635**

PO 250 5.22 .953 .522** .856** .937** .781**

DTPM 250 3.15 1.11 .545** .348** .346** .097 .261**

Note: AF= Affection, CON= Connectedness, OB= Obligation, PO= Psychological Ownership,
DTPM= Machiavellian Personality

**. Correlation is significant at the 0.01 level; *. Correlation is significant at the 0.05 level

Table 1 has shown a significant correlation
between all the study variables. UPB has
shown significant correlation with
Machiavellian personality (r=.545, P<0.01),
Psychological ownership (r=.522, P<0.01)
and its dimensions, affection (r=.651,
P<0.01), connectedness (r=.617, P<0.01)

except for obligation (r=.219, P<0.05) which
has relatively weak correlation.

Regression Analysis: It was carried out to
investigate whether the psychological
ownership and its dimension and dark triad
personality (Machiavellian) determines UPB.

Table 2. Regression Analysis summary using psychological ownership and its dimensions
and dark triad personality (Machiavellian) as predictor variables (IV) and UPB as criterion
variable (DV) among employees.

Criterion Variable: UPB

Predictor R R2 R2 Change Beta F Change Sig of F Change

Affection .651 .424 .651 72.123 .651 .001

Connectedness .617 .380 .617 60.123 .617 .001

Obligation .219 .048 .219 4.945 .219 .028

Psychological Ownership .522 .273 .522 36.724 .522 .001

Machiavellian Personality .545 .297 .545 41.379 .545 .001
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Table 2 showed that UPB was well
predicted by psychological ownership and
Machiavellian personality with a maximum
variance of 27.3% explained by psychological
ownership and 29.7% explained by

Machiavellian personality. While considering
the dimensions of psychological ownership,
affection predicted UPB with a maximum
variance of 42.4%, connectedness with a
maximum variance of 38% while obligation
did not predict UPB.

Table 3. Regression Analysis summary using dark triad personality (Machiavellian) as predictor
variables (IV) and psychological ownership as criterion variable (DV) among employees.

Criterion Variable R R2 Beta F Sig Predictor Variable

Psychological ownership .261 .068 .261 7.144 .009 Machiavellian Personality

Table 3 showed that psychological
ownership was predicted by Machiavellian
personality to certain extent with a maximum

variance of 6.8% explained by Machiavellian
personality.

Table 4. Mediating effect of Machiavellian personality on the relationship between
psychological ownership and UPB.

Effect Path Estimate SE Z-Value P 95% Confidence Interval

Lower Upper

Direct PO  UPB 0.905 0.137 6.626 <.001 0.680 1.128

Indirect PO  DTPM  UPB 0.268 0.081 3.298 <.001 0.136 0.464

Total PO  UPB 1.172 0.144 8.128 <.001 0.979 1.358

Note: UPB=Unethical pro-organizational behaviour; DTPM=Dark triad Personality
(Machiavellian); PO=Psychological ownership; SE= Standard Error

Table 4 showed that there is a mediating
effect of Machiavellian personality on the
relationship between psychological
ownership and UPB.

Figure 1. Path plot of the mediating role of
Machiavellian personality on the relationship
between psychological ownership and UPB

PO_Total: Psychological ownership Total,
UPB_T: Unethical pro-organizational
behaviour Total, DTP_M: Dark triad
personality (Machiavellianism)

Figure 1 displayed that there is a
significant mediating effect of Machiavellian
personality on the relationship between
psychological ownership and UPB.

Discussion

In the light of the results found,
psychological ownership, which is one of
those positive variables affecting the job
performance and job commitment (Md-Sidin
et al., 2009) has its own down side as it was
significantly associated with unethical pro-
organizational behaviour (UPB) and do have
a signif icant predictive value. As
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psychological ownership is considered as the
feeling of possession felt towards something
(Mayhew et al., 2007), an individual with high
sense of ownership about his/her
organization might have an emotional
attachment which would eventually lead that
person to take certain steps to upbring the
organization at any cost which would
eventually result in UPB.

Considering the dimensions of
psychological ownership, affection and
connectedness was significantly associated
with UPB, while obligation has less
significance while compared to the former two
dimensions. Affection and connectedness felt
by employees also predicted their unethical
pro-organizational behaviour to a great
extend while obligation did not. The base of
psychological ownership is derived from
regulatory focus theory proposed by Higgins
(1998) which states that, individuals have a
promotive self-regulation system which is
concerned with accomplishments and
aspirations and on the other hand, preventive
self-regulatory system relates to the duties
and obligation (Dawkins et al., 2017).
Therefore, it provides a base for the findings
that those employees who value
accomplishments and aspirations more than
duties and obligation tend to engage in UPB.
Hence, the hypotheses 1, 2,3 and 4 has been
rejected.

Affection and connectedness signify the
emotional connections and sense of
belonging employees develop with their
organization. When employees feel
emotionally attached to their workplace, they
are more susceptible to be influenced by
these emotional bonds, leading them to
participate in actions that they perceive as
beneficial to the organization, even if they
raise ethical concerns. This heightened
emotional investment can lead employees to
prioritize the organization’s interests over
ethical considerations, thereby increasing

the likelihood of engaging in unethical pro-
organizational behaviour (UPB).

Conversely, the dimension of obligation,
which refers to the sense of duty and
responsibility towards the organization,
appears to have a weaker correlation with
UPB. Employees who primarily base their
commitment to the organization on a sense
of duty may be less inclined to partake in
unethical conduct, as they are more likely to
prioritize their moral obligations over the
organization’s interests. As a result, this lesser
significance suggests that the feeling of
obligation does not strongly influence
employees to engage in UPB.

The theoretical foundation of
psychological ownership can be traced back
to the regulatory focus theory proposed by
Higgins (1998). According to this theory,
individuals possess two distinct self-
regulatory systems: the promotive self-
regulation system and the preventive self-
regulation system. The promotive system is
driven by the pursuit of accomplishments,
aspirations, and positive outcomes, while the
preventive system focuses on fulfilling duties,
meeting obligations, and avoiding negative
outcomes.

The study’s findings provide evidence
supporting this theoretical framework, as they
reveal that employees who prioritize
accomplishments and aspirations over duties
and obligations tend to exhibit UPB. This
alignment implies that individuals guided by
a promotive self-regulatory focus may be
more inclined to overlook ethical
considerations if they believe their actions
will contribute to the organization’s success
and advancement.

Based on cognitive dissonance theory,
people naturally seek consistency between
their beliefs, attitudes, and actions. When
employees strongly identify with their
organization, experiencing a sense of
psychological ownership, they might face
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cognitive dissonance if their behaviour
conflicts with the organization’s best interests.
To alleviate this dissonance, individuals may
rationalize their unethical conduct as
necessary for the organization’s greater
good or align it with the organization’s goals.
By doing so, they can uphold a positive self-
perception as dedicated and valuable
contributors to the organization, even when
their actions raise ethical concerns.
Consequently, this theory proposes that
psychological ownership can function as a
psychological mechanism that enables or
justifies unethical behaviour in individuals
striving to maintain a consistent self-concept
within their organizational roles.

Machiavellian, one of the traits in dark
triad has shown a significant relationship and
a positive effect on psychological ownership
and UPB. This implies that those employees
who possess certain characteristics of
Machiavellian personality like low morality and
manipulativeness (Jones & Paulhus, 2014)
are more likely to engage in UPB where as
those who have other characteristics of the
same like planning ahead, maintaining
positive reputation and strategic calculation
are prone to show relatively high ownership.
Machiavellians will unavoidably prioritise their
own egotistical interests over those of others
and the institutions they work for (Dahling et
al., 2009) thus proving their engagement in
UPB. From this study, it can be inferred that
those employees with Machiavellian
characteristics might feel entitled when they
are recognized by higher authorities despite
of the UPB they have committed which in turn
would enhance their sense of psychological
ownership towards their organization. This
shows that the further mentioned hypotheses
5 and 6 have been disproved. It can be
inferred that some individuals with
Machiavell ian traits not only exhibit
manipulative behaviour but also demonstrate
a deep emotional connection and ownership
towards the organization. This unique blend

of characteristics may drive their inclination
to participate in unethical pro-organizational
behaviour (UPB) to further their personal
interests while remaining emotionally
attached to the organization.

Furthermore, the study did f ind a
mediating effect of Machiavellian personality
on the relationship between psychological
ownership and UPB. Those with such
personality traits often consider or
misinterpret their felt affection towards their
organization as a domineering
possessiveness which results in various
behaviours that might be unethical yet
beneficial for the organization and to that
person to a certain extend. Through the
indices of Machiavell ian personality,
evidence suggests that participants with high
psychological ownership may have the
tendency to develop manipulative personality
traits that can ideally fuel UPB. The total result
provided evidence of a large overall impact
of psychological ownership on unethical pro-
organizational behaviour supporting the
proposition that feelings of ownership may
rationalise unethical behaviour particularly
when accompanied by a Machiavellian
disposition. For instance, employees who
have overestimated their self-importance in
the organization, may choose to fabricate
information as a way of proving themselves
right that they are necessary hence
highlighting how psychological ownership can
unintentionally foster harmful behaviours
when combined with dark personality traits.
Thus, the final hypothesis (7) has been
rejected.

This study sheds light on the dual aspects
of psychological ownership within the
workplace. On one side, it has a positive
impact on job performance and commitment,
fostering stronger dedication to the
organization. Conversely, it can also lead to
unethical pro-organizational conduct,
especially among individuals exhibiting
certain Machiavellian traits, due to
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heightened emotional attachments and
feelings of connection. Understanding the
intricate relationship between psychological
ownership, employee characteristics, and
ethical behaviour is crucial for organizations
to cultivate a positive and ethical work
environment. Future research could delve
deeper into the underlying mechanisms that
link psychological ownership to UPB and
explore potential strategies to address its
adverse effects on workplace ethics.

Limitations and Implications

The study has been conducted with 100
employees from southern part of India which
provides a low generalisability rate and
various other factors which also might
influence UPB has not been included like
organizational citizenship behaviour,
organizational identification etc. This article
also urges researches to study on the effect
of peer pressure and management pressure
on UPB which might also be a leading cause
and make it more indigenous as possible
because many cultural norms and values
also play a significant role in human cognition
and behaviours.

Conclusion

The study’s findings emphasize the
complex influence of psychological
ownership in organizational behaviour. On
one hand, it fosters positive workplace
attitudes, including enhanced job
performance, job satisfaction, and
organizational citizenship behaviours. Such
a sense of ownership strengthens employee
engagement and contributes to a thriving
work environment. On the other hand, a
darker aspect of psychological ownership
emerges, presenting risks in the form of
Unethical Pro-Organizational Behaviour
(UPB). When individuals perceive the
organization’s success as their own, they may
justify unethical actions to resolve cognitive
dissonance and maintain a positive self-
image. This behaviour, although providing

short-term gains, can have severe
consequences, as evident in the Volkswagen
Group’s scandal that led to a significant
decline in share value (Jung & Sharon, 2019).
Organizations must adopt a comprehensive
approach to nurture positive aspects of
psychological ownership while addressing the
dangers of UPB. Promoting a culture of
ethics, providing ethical training, and
emphasizing ethical leadership will help strike
a balance and safeguard the organization’s
reputation and long-term growth.
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