
Banking Deviant Behavior: Literature Analysis on 
Government Ownership Bank in Indonesia 

Budi Widadi1, Fania Mutiara Savitri2 
{im.vanee@gmail.com2} 

 
Universitas Diponegoro, Indonesia1 

Universitas Islam Negeri Walisongo, Indonesia2 
 
 

Abstract. Wardani and Yousef [1] found that around 33 to 75% of employees have done 
some deviation at their work. The previous gap phenomenon in banking organizations is 
that they are supposed to work according to company values that have been implanted when 
bank employees follow a continuous recruitment and training process. This study aims to 
examine deviant behavior literature that occurs in the government-owned banking industry 
in Indonesia. Further, this study has proposed to get new constructs regarding deviant 
behavior background and describe them well. This study uses the literature analysis method 
at PT. XYZ Bank (Persero). Literature analysis uses a logic flow that is built from a review 
of the theory and previous research synthesis, and the material is combined with the 
tendency of the real phenomenon captured by the researcher. The approach used is social 
psychology and behavioral psychology. This study indicates that the existence of synthesis 
and derivation between social psychology and behavioral psychology is supported by social 
norms that manifest in deviant opportunities, low emotional control, and interactional 
injustice as the beginning of deviant behavior. This research's implications can be 
developed in-depth analysis with the mix method for the banker who is at risk of making 
irregularities. 
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1 Introduction 

Deviant behavior is also known as out of order behavior [2][3]. It is also defined as 
employee behavior deliberately done by disobeying organizational norms and/or formal society 
rules and could have negative consequences. According to Kreitner and Kinicki [4], deviant 
behavior is known as counterproductive work behavior, which means a type of harmful behavior 
for employees and the company. Robbins and Judge [3] states that who have spent a lot of time 
in an organization will realize that some employees who behave violate the norms; they will 
threaten the organization and its members. These actions are called workplace deviant behavior 
[3][5][6]. 

Wardani and Yousef [1] found that around 33 to 75% of employees have experienced 
deviation to the organization where they work. There are several researchers in various countries 
such as in Iran [7], Nigeria [8][9], Malaysia [10], Sri Lanka [11] and also in Pakistan [12]. Raza 
et al. [13] who have studied this specific behavior. Deviant behavior in Pakistan is workplace 
deviant in the banking sector done by Bank internal parties [12]. Raza et al. [13], showing a less 
good portrait of banking services as a trusted party in managing public finances. 
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One of the deviant behaviors that are often happened in the banking sector is a fraud [14]. 
The bank needs to manage its employee's behavior to be more optimal and effective to realize 
competitive advantage goals [15]. Banks that can increase access to finance will have a positive 
impact on growing corporate profits.  

Effective banking performance is strongly supported by employees' positive behavior [16]. 
Banking managers are often faced with deviant behavior. The number of deviant behaviors in 
the banking sector has created a specific concern for investors and customer anxiety due to 
deviant behavior done by an irresponsible individual. According to Albrecht et al. [14], Arens 
et al. [17], and Zack [18], Fraud is generally used to describe actions such as deceiving, bribery, 
forgery, coercion, corruption, theft, conspiracy, embezzlement, abuse, fact concealment and 
collusion [16]. 

The deviant behavior of banking sector studies in Indonesia is still limited. Based on 
Anung Herlianto's findings, Director of Bank Supervision II of the OJK, about 93% of bank 
burglary cases were revealed, there is insider’s involvement. This statement is strengthened by 
the AntiFraud Foundation survey on financial-sector employee's performance, which showed 
that 70% of people who work in the financial sector are dishonest. 50% of them did not mind 
behaving fraud if there are a need, opportunity, and rationalization (www.mediaindonesia.com, 
2019). 

The banking sector has implied fraud management to reduce the types of crimes (minor 
and major). Sometimes, this management has been conducted by collaborating with customers. 
Moreover, an exclusive interview with President Director of PT Bank XYZ (Persero) Tbk., 
Kartika Wirjoatmodjo, banking crimes has ever been due to several cases.  Including fraud in 
credit disbursement, bank guarantees, database theft, falsification of demand deposits forgery, 
fund embezzlement, banking asset theft, money tucked on the teller, and much more. The 
findings of Bank XYZ's internal parties related to fraud presented in the table below: 
 

Table 1. Internal Fraud PT. Bank XYZ Tbk. (Persero) 2014-2018 

Internal Fraud 

The number of cases did by 

Settle employee Employee on agreement 
contract 

2014 2015 2016 2017 2018 2014 2015 2016 2017 2018 
Total Fraud 73 71 74 78 85 41 43 45 46 48 
Solved  73 71 74 78 85 41 43 45 46 48 

Source: Internal Audit PT. Bank XYZ Tbk. (Persero). 
 
Table 1 shows of fraud & Non-Fraud cases had solved well, but company image loss is 

unresolved. There are material and immaterial losses caused by internal fraud. As long as there 
is an opportunity to benefit from personal gain, there is always an opportunity to do conspiracy, 
corruption, and much other fraud; it will be significant on tough economic growth conditions. 

Regarding the existence of empirical phenomena regarding deviant behavior globally 
occurs in organizations, the problem in this study is: Is there involvement from the social 
psychology or the psychology on employee's deviant behavior in organizations. Therefore, this 
study examines the literature on deviations, especially from social psychology and behavioral 
psychology, that occurs in Indonesia's government-owned banking. 

 
 



2 Literature Review 

Social exchange theory belongs to the social behavior paradigm, which can be explained 
from two theoretical perspectives. First, behavioral sociology theory. This theory was built to 
apply the principles of behavioral psychology to sociology. The basic concept of Behavioral 
Sociology is reinforcement, which means reward. There is no inherent on the object, which can 
raise compensation. Behavior repetition cannot be defined regardless of the effect on the 
behavior itself. Second, the exchange theory explained by George Homans was constructed as 
a reaction against the paradigm of social facts; it was particularly attacking Durkheim's ideas. 
The social exchange point of view argues that people calculate the overall value of a relationship 
by subtracting the sacrifice from the compensation received [19]. 

There are many types of deviant behavior. This behavior is very detrimental to the 
organization and the customer. According to Silva and Ranasinghe [11], Some action is linked 
to direct organization costs. Deviant behavior is shown by counterproductive behavior, which 
is generally caused by excessive workload, relationships with other people, family life, 
managerial roles, high responsibility, and busyness [20]. Indicators that can be used in 
measuring individual deviant behavior which has been modified based on banking characteristic 
[1] as follows: 

1. Fraud-deviant behavior is the experience of identifying colleagues committing corruption, 
fraud, theft, embezzlement, and forgery. 

2. Non-Fraud-deviant behavior is the experience of identifying colleagues who disclose Bank 
secrets for personal gain, be a negative insider, behave immoral acts inside and outside the 
company, doing the harassment, use drugs and engage in prohibited community activities.  

3 Methodology 

This study examines and analyzes the literature systematically and appropriately for 
research problem solving [21]. The following some steps as a guide for researchers/writers to 
produce a good literacy: 1) Search the appropriate literature and efficiently scan the literature 
from information sources; 2) Value literature through several criteria; 3) Examine and analyze 
literature content systematically; 4) Synthesis of literature content.  

4 Results and Discussion 

Deviant behavior is related to behavioral-organization. First, organizational behavior was 
based on social psychology and behavioral psychology. Several factors cause employees to act 
irregularities. Opportunities that can be identified by individuals with specific characteristics, 
attitudes, emotions, and identities will make it possible to manifest these deviations. Based on 
cases that show internal parties who commit fraud, the unit analysis of this research is senior 
employees who identified the deviant behavior in PT. XYZ Bank (Persero). By observing 
through much literature, corporate fraud data, and brief interview's manuscript with the 
executive of PT Bank XYZ (Persero) Tbk., there is a new concept that underlies employee's 
deviant behavior. 

One of the Big Five Personality components is neuroticism [22][23][24][2]. Neuroticism 
is a personality dimension that assesses a person's ability to withstand pressure or stress [25]. 



Positive neuroticism characteristics can be interpreted as emotional stability; individuals with 
emotional stability tend to be calm when facing problems, confident, and have tough thinking. 
At the same time, the personality characteristics of neuroticism with negative traits are often 
nervous, depressed, insecure, and easy to change their mind [26]. The personality dimension of 
neuroticism in a negative side is often referred to as Emotional stability. Some call Natural React 
as a positive side dimension [27]. 

Emotional stability is the ability to control feelings and self-emotions and personal 
emotion by sorting everything out and using it to guide thoughts and actions [28]. According to 
van der Linden et al. [27], there are several aspects used to measure emotional stability: 
including emotional adequacy (responding to situations calmly and regulating emotions and 
feelings according to the demands of the situation); Emotional maturity (able to adjust the 
pressure, not easily feel worried and not easily get angry) and Emotion Control (face situations 
with a rational attitude; be able to respond appropriately and not overly judge situations). 

Emotional control is a necessary construct to measure emotional stability. Some 
researchers express this, such as Arora and Rangnekar [29], which states that emotional stability 
can control emotions and be rational simultaneously with the right conditions. Goleman [30] 
and Gross [31] also say that emotional stability is the ability to control emotions, control 
satisfaction, and regulate the mental condition. Regarding the issue raised in the research, when 
emotional control has collided with social norms, it is possible to have differences in 
organizational members' acceptance. The finding of deviant behavior is related to non-
compliance with norms; this norm will affect a person's emotional control level. Low 
compliance with organizational norms creates pressure on organizational demands that affect 
an individual's psychology, that have a domino effect reducing an individual's emotional 
condition. Low emotional control is appointed as a construct in research that will be further 
analyzed when interacting with stress, which triggers deviant behavior in the organization. 

In another perspective, deviant behavior can be caused by interactional injustice. 
Interactional justice is defined by the sociologist Schermerhorn as the extent to which people 
affected by decisions are treated with dignity and respect. Otherwise, interactional injustice 
means people perceive that they are not treated with dignity and respect. This theory focuses on 
people's interpersonal treatment when the procedure is applied [32]. Maintaining effort of 
organizational excellence and success requires the ability to manage and retain employees well; 
a supervisor must provide information and politely behave when dealing with subordinates [32]. 

According to Schermerhorn et al. [33], the Interactional justice theory assumes that justice 
occurs when the treatment is implemented, or wages allocation is considered fair. Interactional 
justice includes truthfulness, respect, decency, and justification. This element is vital to captures 
the essence of interpersonal treatment during the implementation of the procedure. Interactional 
justice consists of two different types, interpersonal justice and informational justice [34]. 
Interpersonal justice reflects how far people are treated politely, glorified, and respected. Then, 
informational justice emphasizes the accuracy and quality of the explanation that individuals 
received. Fair treatment from direct superiors showed by distributing wage levels will affect 
employee attitudes. The interactional justice theory explains that employees who perceive 
fairness in superior's treatment supposed to allocate wage levels; this will increase work 
commitment and job performance [2].  

An organization consists of a group of people who give each other treatment related to 
their organization's role. This treatment is based on the norms that apply to the organization. 
Acceptance of treatment among members of the organization depends on the norms that apply 
in the organization. Deviant behavior is the impact of non-compliance with social norms that 
apply in the workplace. This non-compliance is indicated by the perception of individuals who 



are treated differently in the organization. These individuals feel that they do not receive justice, 
both interpersonal and informational. Based on these assumptions, the interaction of 
interactional injustice with work pressure is able to encourage individual deviant behavior. 

Organizations consist of a group of people who treat each other regarding their role in the 
organization. This treatment is based on the norms that apply to the organization. Treatment 
acceptance among organization members depends on the norms that apply in the organization. 
Deviant behavior is the impact of disobedience with social norms in the workplace. 
Disobedience is indicated by the individual's perception of who is treated differently in the 
organization. These individuals feel that they do not receive justice treatment, both interpersonal 
and informally. Based on these assumptions, the interaction of interactional injustice is able to 
encourage individual deviant behavior. 

Regarding the perspective above, low self-control and interactional injustice will be 
novelties explaining deviant behavior through historical theory and concept. Organizational 
executives added the explanation that irregularities arise when individuals recognize an 
opportunity. Some other individuals do not use the opportunity because deviance is an option, 
especially for people whose interests are supported by low emotional control. Employee concern 
for the company can prevent deviants. This concern is owned by employees who have an 
excellent acceptance of their organization and accept employee and organization's roles that 
provide mutual benefits. 

5 Conclusion 

Deviant behavior study involves factors from social psychology and behavioral 
psychology disciplines in organizations. This study's results indicate that there are a synthesis 
and derivation between social psychology and behavioral psychology supported by social norms 
that manifested in opportunities to behave some types of fraud, low emotional control, and 
interactional injustice has become the starting point for deviant behavior.  

Other empirical findings reveal the fact that the level of fraud in state-owned banks is 
difficult to eliminate but can still be suppressed. However, state-owned banks have a 
professional management system with values and cultures that uphold integrity. The existence 
of good corporate governance will return some lost losses. Besides, employee control 
management will increase a sense of engagement to the organization so that employees who 
previously had an interest in misbehaving can undo their intention. 

The research can be developed better through in-depth analysis with the mix method for 
banking employees who risk act deviations. Mix method means that the investigation is carried 
out using qualitative and quantitative approaches to obtain objective results supported by related 
respondents’ subjectivity. Low-emotional control and interactional injustice can be used as 
mediation or driving determinants of deviant behavior in government-owned banks. 
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