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From Narcissism to Work Engagement:
Investigating the Role of Organizational Culture in
Shaping University Teachers’ Work Outcomes

Maria Jameel and Tanvir Akhtar
NUML University

This study investigated the associations between narcissism,
counterproductive work behavior, and work engagement among
university teachers, and examined the moderating role of
organizational culture. Data was collected from 350 teachers
recruited through purposive sampling from government, semi-
government, and private universities in Islamabad and Rawalpindi,
Pakistan. Standardized measures including the Short Dark Triad
(Jones & Paulhus, 2014), Counterproductive Work Behavior Scale
(Spector et al., 2006), Utrecht Work Engagement Scale (Schaufeli et
al., 2002), and Organizational Culture Survey (Glaser et al., 1987)
were administered. Results indicated that narcissism and
counterproductive work behavior were negatively related to
organizational culture and work engagement, whereas organizational
culture showed a positive association with work engagement.
Organizational culture also significantly moderates the relationship
between narcissism and counterproductive work behavior for the
sample. The findings highlight the importance of strengthening
organizational culture to mitigate the adverse effects of narcissistic
tendencies in academic settings.
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Narcissism has become an increasingly important construct in
organizational and educational research due to its potential influence on
employee behavior, motivation, and interpersonal functioning. Trait
narcissism is characterized by grandiosity, entitlement, superiority, and
a persistent need for admiration (Paulhus & Williams, 2002; Morf &
Rhodewalt, 2001). Although narcissism may initially appear
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advantageous such as through confidence or self-promotion in early
interactions (Paulhus, 1998), its long-term effects tend to be more
problematic. Research highlights that narcissistic individuals often
show limited empathy, exploitative tendencies, and hostile
interpersonal styles, which may impair workplace relationships and
organizational functioning (Krizan & Herlache, 2018). In academic
settings, where collaboration, mentorship, classroom management, and
ethical behavior are central, these traits may carry meaningful
consequences for faculty performance and collegiality.

Narcissism's relationships with both positive and negative work
outcomes highlight its complex, multifaceted nature. Despite this, there
is limited research connecting different aspects of narcissism to
employees' organizational functioning (Christian et al., 2011), with
recent advancements in organizational psychology shedding new light
on this topic (Bohm & Blickle, 2024; Wirtz & Rigotti, 2020).
Narcissistic individuals often exclude others from decision-making
processes, which can negatively impact organizational commitment and
creativity. Over the past decade, research has increasingly focused on
how leaders' narcissism affects followers' attitudes and behaviors,
including organizational citizenship behaviors and Counterproductive
Work Behaviors (CWB) (Campbell, 1990). Narcissistic personality of
teacher effects the student’s teacher relation as narcissistic teacher likes
to be praised and followed his/her values and if students do not show
interest in the values, he/she became upset and hostile towards the
students (Welbourne et al., 1998). Research shows that personality has
systematically predictively role on educational outcomes (Furnham &
Bachtiar, 2008). One important behavioral outcome associated with
narcissism is CWB. CWBs are intentional acts that violate
organizational norms and harm the organization or its members
(Carpenter et al., 2021). Examples include aggression, withdrawal,
policy violations, misuse of resources, and interpersonal deviance (Fox
et al., 2001). CWB has been linked to decreased productivity, poor
morale, turnover intentions, and emotional strain (Muris et al., 2017).
Existing research consistently indicates that narcissism is positively
related to CWB because narcissistic individuals tend to react strongly to
ego threats, prioritize personal gain, and disregard organizational norms
(Banks et al., 2016). Meta-analytic findings further show that among
the Dark Triad (DT) traits, narcissism demonstrates one of the strongest
associations with deviant workplace behaviors (O’Boyle et al., 2012).
This suggests that narcissistic tendencies among university teachers
may manifest in behaviors such as academic incivility, resistance to
departmental procedures, or dysfunctional.
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CWB refer to deviant actions by employees intended to harm their
organization or fellow employees (Carpenter et al., 2021). These
behaviors are detrimental to organizations and their stakeholders,
leading to issues such as dissatisfaction, reduced productivity, anxiety,
depression, and increased turnover (Cohen, 2018; Sypniewska, 2020).
Recently, there has been growing interest among researchers in
understanding and addressing CWBs in the workplace (Spector & Fox,
2005) Although various theoretical frameworks have been used to
explain and manage CWB (Asif et al., 2024) researchers agree that
these behaviors are harmful not only to organizations but also to the
individuals associated with them (Bowling & Burns, 2015). While
many studies have examined personality traits in relation to CWB,
research focusing specifically on narcissism remains limited. A
narcissist is typically characterized by selfishness, a lack of empathy,
and a strong need for self-admiration. According to the literature, a
single narcissistic employee can negatively impact the entire
organizational atmosphere (Chambers et al., 2024). Consistent with
previous studies, a quantitative analysis has explored the link between
narcissism, machiavellianism, and psychopathy, collectively known as
the DT traits and organizational outcomes. One key finding from this
research indicated a significantly positive relationship between
narcissism and CWB (Banks et al., 2016). Among the DT traits,
narcissism appears to have the strongest association with CWB
(Chambers et al., 2024). Beyond behavioral deviance, narcissism may
also influence teachers’ work engagement (WE). WE is defined as a
positive, fulfilling, work-related state characterized by vigor,
dedication, and absorption (Schaufeli et al., 2002). Engaged faculty
tend to show enthusiasm for teaching, commitment to students, and
dedication to scholarly responsibilities. WE is strongly associated with
job satisfaction, productivity, and institutional effectiveness (Andrew &
Sofian, 2012). However, narcissistic individuals are often motivated by
external validation rather than intrinsic commitment to (Andreassen et
al., 2012). Research suggests that when job tasks do not provide
immediate admiration or self-enhancement opportunities, narcissistic
employees may withdraw or show reduced engagement (Falco et al.,
2020; Wirtz & Rigotti, 2020). In academic contexts, this may translate
into inconsistent teaching efforts, low involvement in departmental
activities, or diminished passion for student development.

Gallup (2006) classifies employees into three categories:
Committed, unengaged, and actively unengaged. Committed employees
are passionate and deeply connected to their organization, driving
innovation and progress; unengaged employees are disconnected,
contributing time but not energy or enthusiasm; actively unengaged
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employees, in contrast, not only feel dissatisfied but actively undermine
the efforts of engaged employees. Several factors influence WE. Based
on a review of existing literature, Christian et al. (2011) identified three
main antecedents of WE: Job characteristics, social environment
support, and physical demands; leadership, which influences how an
individual perceives their work; and dispositional traits, particularly
personality.

WE lead to numerous positive outcomes. It plays a crucial role in
enhancing work performance, productivity, and overall work (Andrew
& Sofian, 2012). A survey also found that WE positively affect job
satisfaction, quality of life, and is a vital indicator of occupational well-
being for both individuals and organizations. According Wirtz and
Rigotti, (2020) vulnerable narcissism is positively linked to emotional
exhaustion in followers and negatively correlated with WE. Moreover,
the grandiose narcissism of leaders intensifies the negative relationship
between followers' vulnerable narcissism and their WE.

The term culture originated from the German word kultur in the
18th century, used to describe achievements in civilization (Ashley &
Parumasur, 2024). According to Eldor and Harpaz (2016),
Organizational Culture (OC) refers to the set of beliefs, values, and
ideologies that shape a company's management style, practices, and
behaviors that reflect these core principles. Szydto and Grzes$-Buktaho,
(2020) suggest that OC stems from various sources, with one of the
primary influences being the beliefs of the founders. Founders typically
establish a vision and direction for the organization in its early stages,
and their influence significantly shapes the organization's operations.
According to Quinn and Rohrbaugh, (1983) competing values
framework, OC typologies serve as dynamic moderators affecting
employee behaviors and outcomes. This suggests that the influence of
narcissistic traits on WE and counterproductive behaviors may vary
meaningfully depending on the dominant cultural characteristics within
an organization. The competing values framework developed by Quinn
and Rohrburgh (1993), states the role of OC types as dynamic
moderating variables.

Numerous studies have highlighted the relationship between OC
and employee engagement (Dasgupta & Dey, 2021; Di Stefano et al.,
2019). This connection can be understood through the lens of social
exchange theory. When employees align with the organizational
culture, it fosters positive relationships with colleagues, providing the
necessary support for them to perform well, remain committed, and
stay engaged (Brenyah & Darko, 2017). Panjaitan et al., (2023) assert
that OC is a powerful driver of employee behavior and plays a key role
in promoting employee engagement.
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OC also has links to DT traits in various ways. Research by Duarte
and Silva (2023) and Cesinger et al. (2023) found that senior managers
exhibiting DT traits, including narcissism, psychopathy, and
Machiavellianism, positively influenced employees’ continuance and
normative commitment to the organization Rizvi and Danish Ahmed
Siddiqui, (2023) demonstrated that the DT negatively impacted
perceived organizational fairness, which subsequently affected CWB
and organizational citizenship behavior. Additionally, Lopez-Cabarcos
et al. (2022) observed that DT traits in students varied across different
specializations within the Economics and Management field, indicating
the need for a tailored approach to shaping organizational behavior
models. These findings emphasize the importance of understanding the
moderating role of OC in the relationship between narcissism, CWB,
and WE.

One of the factors that impact CWB is OC (Asif et al., 2024). OC
is a system of shared meanings created by individuals within an
organization, which distinguishes one organization from another
(Robbins & Smith, 1993). Research by Khaw et al. (2023) suggests that
the effective or ineffective implementation of OC can influence CWB.
Based on this, OC (as an external factor) affects both CWB and WE.
Recent studies suggest that OC may act as a moderator in personality-
behavior relationships. Strong cultures with clear expectations can
reduce opportunities for narcissistic individuals to engage in deviant
behaviors or exploit organizational systems (Khaw et al., 2023). Within
academic institutions, a well-established culture emphasizing
collegiality, ethics, and student-centered values may help buffer the
negative effects of narcissism on teachers’ behavior and motivation.

Recent academic research in South Asia offers only limited
evidence directly examining the joint relationships among narcissism,
CWB, and WE in higher education. For instance, Asif et al. (2024)
conducted a study on administrative staff in Pakistani universities and
found that narcissism significantly predicted CWB, with work stressors
partially mediating this link. Similarly, Chughtai et al. (2022) explored
adverse outcomes of narcissistic and psychopathic personalities in
public-sector Pakistani organizations, showing that personality-driven
incivility mediated effects on negative outcomes. Furthermore, Wang et
al. (2022) studied faculty members in Khyber Pakhtunkhwa, Pakistan,
and revealed a joint effect of narcissism and sadism on workplace
incivility via paranoia and antagonism, although they did not explicitly
measure engagement or full CWB. In a related study, Karim (2022)
examined faculty in Bangladeshi public universities and found that DT
traits, including narcissism, predicted knowledge hiding behavior
mediated by psychological entitlement. However, there is limited
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research that specifically examines the role of OC as a moderator in the
relationship between narcissism, CWB, and WE among university
teachers. Therefore, this research posits the following hypotheses.

1. Narcissism would be a significant positive relationship with
CWB among university teachers.

2. Narcissism would be a significant negative relationship with
WE among university teachers.

3. OC will significantly moderate the relationship between
narcissism and WE among university teachers, such that a
strong and positive OC will weaken the negative association
between narcissism and WE.

4. OC will significantly moderate the relationship between
narcissism and CWB among university teachers, such that a
strong and positive OC will weaken the positive association
between narcissism and CWB.

Method
Participants

The sample consisted of 350 university teachers (N=350) aged
between 25 and 60 years, employed at universities across various
sectors: government, semi-government, and private institutions. Their
experience in the university ranged from 1 to 20 years. A purposive
sampling method was employed. Initially, 700 university teachers were
approached; however, 168 did not respond, and 132 agreed to
participate after discussion but were unable to complete the survey. The
demographic data collected included age, gender, marital status,
university sector, leadership position, weekly working hours, flexibility
in working hours, and the freedom to design teaching methods and
courses.

Inclusion Criteria

1. University teachers currently serving at the designation of
Lecturer, Assistant Professor, Associate Professor, or
Professor.

2. Minimum two years of university-level teaching experience.

Minimum Master/MPhil degree or above, as required for
university teaching positions.

The criterion of five years of teaching experience was adopted
based on expert consultation, who suggested that faculty members with
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at least five years in service demonstrate stable teaching identity and
work-role adaptation.

Exclusion Criteria

1. Faculty members with less than two years of university
teaching experience.

2. Teachers who reported any diagnosed physical or
psychological condition requiring ongoing medication at the
time of data collection.

3. Visiting faculty hired on a per-course basis.

Measures

All scales have been used in their original language English and
prior permission has been taken from the authors. Moreover, slight
changes were made with the permission of the author in terms of
adaptation with reference to the culture and population.

The Short Dark Triad (SD3)

Narcissism was assessed using the narcissism subscale of the 27-
item Dark Triad of Personality developed by Jones and Paulhus,
(2014), which is rated on a 5-point Likert scale (1 = Strongly Disagree
to 5 = Strongly Agree). The mean scores for the narcissism subscale
(comprising 9 items) were calculated, with higher scores indicating a
higher level of narcissistic traits. Paulhus and Jones (2014) reported that
Cronbach’s alpha for the narcissism subscale of the SD3 ranged from
.68 to .78.

Counterproductive Work Behavior (CWB)

CWB was assessed using the Counterproductive Work Behavior
Checklist (CWB-C) developed by Spector et al. (2006). The checklist
contains 32 items, with responses rated on a 5-point Likert scale
(Never, 1-2 Times, 1-2 Times Per Week, 1-2 Times Per Month, and
Every Day). This version is a shortened form of the measure
recommended by Spector et al. (2006). The 32 items are grouped into
five categories: Abuse Toward Others, Production Deviance, Sabotage,
Theft, And Withdrawal. A key strength of the CWB-C is that its
subscales are well-defined, allowing them to be treated independently.
Each specific behavior is assigned to a single category, with no overlap
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between categories. Spector et al. (2006) reported excellent internal
consistency, with Cronbach’s alphas typically between a = .85 and .96
for the total scale, and « = .70 - .90 for subscales.

Utrecht Work Engagement Scale (UWES)

WE was measured using the Utrecht Work Engagement Scale
(UWES) developed by Schaufeli et al. (2002). The UWES is a 17-item
inventory where respondents rate each statement on a 7-point Likert
scale (0 = Never; 6 = Always). The items are divided into three
subscales that capture different dimensions of engagement: Vigor
(6 items), Dedication (5 items), and Absorption (6 items). The
subscales have demonstrated acceptable internal consistency, with
reported alpha coefficients of Vigor = .80, Dedication = .91, and
Absorption = .75 (Schaufeli et al., 2002). The UWES is widely used
across various settings and is recognized for its strong construct validity
(Sepahvand & Bagherzadeh Khodashahri, 2020).

Organizational Culture Survey (OCS)

OC was assessed using the Organizational Culture Survey (OCS)
developed by Glaser et al. (1987). The OCS is a 5-point Likert scale,
where (1) indicates Strongly Disagree and (5) indicates Strongly Agree.
It consists of 31 items across six subscales: Teamwork, Morale,
Supervision, Involvement, Information Flow, and Meetings. These
subscales and items reflect the communication dimension of OC. To
interpret the scores, two key measures are considered: The mean score,
which indicates the average rating by employees for each item, and the
standard deviation, which shows the level of agreement or
disagreement among employees regarding their ratings. Schneider et al.
(2013) reported Cronbach’s alpha values for OCS subscales ranging
from .60 to .91 across dimensions.

Procedure

Participants were recruited from universities located in various
cities including Islamabad, Rawalpindi, Lahore, Multan, Peshawar,
Bhawalpur, Karachi, Faisalabad, and Sargodha. The sample included
teachers from both Social Sciences and Natural/Applied Sciences
departments. To ensure diversity in employment status, faculty
employed on permanent, contractual, and tenure-track positions were
included in the sample government and semi-government and private
educational sectors on their official email id’s and upon agreeing to
participate on research they were sent an online link of the
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guestionnaires. They were approached directly in-person and telephone
upon agreeing they were told about the nature of four hundred
participants were recruited for the main study. After initially accessing
the online survey participants completed an informed consent process.
At the completion of the survey, participants were presented with a
debriefing page and thanked. To reduce the prospective issue of
common method bias, the study followed the guidelines of Podsakoff et
al., (2003). Firstly, the researcher will explain the main objective of the
survey and guaranteed the privacy of the respondents. It will also be
clarified that there were no specified answers considering right or
wrong and they can express their answer based on impartiality.

Results

After the data collection, analysis was done using SPSS (26.0) and
SmartPLS 4. The frequency distribution, descriptive analysis and
reliability analysis were measured before hypotheses testing. While the
analysis of bivariate correlation and moderation analysis through
SmartPLS was considered to test the hypotheses.

The internal consistency was assessed using Cronbach’s alpha.
The results presented in Table 1 indicate that all instruments
demonstrated acceptable reliability, with Cronbach’s alpha values for
each scale as follows: Narcissism Scale (o = .73), Organizational
Culture Scale (a = .79), Counterproductive Work Behavior Scale
(o = .70), and WE Scale (a = .74). According to Cortina (1993),
a Cronbach’s alpha above .70 is considered acceptable for reliability,
meaning that all scales in the current study meet the recommended
threshold for internal consistency

The relationships among variables were assessed using Pearson
Product-Moment Correlation Analysis. The results presented in Table 1
indicated that narcissism had a significant positive association with
CWB (r = .36, p < .01) and significant negative associations with OC
(r=-.28, p<.01) and WE (r = -.32, p < .01). Additionally, OC showed
a significant positive relationship with WE (r = .38, p < .01) and a
significant negative association with CWB (r = -.20, p < .01). Finally,
CWB had a significant negative relationship with WE (r = -.28,
p <.01).
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Table 1: The Relationship Between Narcissism, Organizational
Culture, Counterproductive Work Behavior Among University
Teachers of Pakistan (N = 350)

Variables M SD o 1 2 3 4
1. Narcissism 2325 7.16 .74 - -29° .36 -33"
2. Organizational Culture 30.41 10.95 .79 - =217 397
3. Counterproductive Work Behavior 92.06 13.62 .70 - -28"
4. Work Engagement 47.29 13.91 .74 -

The structural equation modeling was conducted using Smart-PLS
4.0.9.6 to examine the moderating role of OC in the relationship
between narcissism and CWB, as well as narcissism and WE.
Specifically, the overall model explained a significant 16.0% (R2 =
0.16) of the variance in CWB, while it explained a significant 14.9%
(R? = 0.15) of the variance in WE. Table 2 and Figures 1-2 present the
results of the moderation analysis.

Table 2: Moderation of Organizational Culture Between Narcissism,
Work Engagement and Counterproductive Work Behaviour (N = 350)

Cl 95%
Causal Path Bt p LL UL pynothesis
Narcissism —
Counterproductive Work 34 625 .00 023 044 supported

Behavior

Narcissism — Work

Engagement -27 499 .00 -0.37 -0.16 Sypported

Organizational Culture —
Counterproductive Work -14 278 .01 -0.24 -0.04 sypported
Behavior

Organizational Culture —

Work Engagement 22 4.06 .00 0.11 0.32 Supported

Narcissism X Organizational
Culture — Counterproductive .13 2.16 .03 0.01 0.25
Work Behavior Supported

Narcissism X Organizational

Culture N WOI'k Engagement '02 031 76 -014 010 Unsupported

Note. Cl = Confidence Interval; LL = Lower Limit; UL = Upper Limit.

Table 2 exhibited the moderating role of OC in the relationship
between narcissism, CWB, and WE. The results indicated that
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narcissism was a significant positive predictor of CWB (8 = .34, p <
.01). Additionally, narcissism was a significant negative predictor of
WE (§ = -0.27, p < .01). OC, on the other hand, was a significant
negative predictor of CWB (f = -0.14, p < .05) and a significant
positive predictor of WE (8 = 0.22, p < .01). The interaction between
narcissism and OC was significant for CWB (f = .13, p < .05),
indicating that OC significantly moderates the relationship between
narcissism and CWB. However, the interaction between narcissism and
OC was insignificant for WE (8 = -0.02, p > .05), suggesting that OC
does not moderate the relationship between narcissism and WE. Figure
2 illustrates the results of the significant interaction.

Figure 1: Moderating Effects of Organizational Culture

Organizational Cuiture

N, 0.134 (0.030)

Counterproductive Work Behavior

-0.267 (0.000)
0.149

Work Engagment

Figure 2: Interaction Between Narcissism and Organizational Culture
with Counterproductive Work Behavior

Moderator

Low Narcissism High Narcissism

Figure 2 revealed the nature of the relationship between narcissism
and OC in relation to CWB. Interestingly, low OC combined with low
narcissism leads to more CWB compared to a high OC with low
narcissism. This is because low narcissism and high OC combination
results in lower CWB. However, both low and high OC with high
narcissism are associated with higher CWB.
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Discussion

The present research aims to explore the relationship of trait
narcissism and two important workplace outcomes: WE and CWB. It
also highlights the moderating role of OC. The findings of the current
research support Hypothesis 1, showing a significant positive
relationship between narcissism and CWB among university teachers.
Previous studies have also reported similar findings, indicating that
narcissism is often associated with arrogant behavior, a lack of
empathy, and negative feelings toward others. Individuals displaying
narcissistic traits are often self-centered, manipulative, and demanding
(Weidmann et al., 2023). Such behaviors can lead to negative emotions,
fostering counterproductive behaviors in the workplace (Duarte &
Silva, 2023). The strong relationship between grandiose narcissism and
counterproductive behaviors is well-documented. The results of the
present research support Hypothesis 2, showing a significant negative
relationship between narcissism and WE among university teachers.
Previous studies have found similar results, suggesting that vulnerable
narcissism, characterized by feelings of inadequacy, incompetence,
shame, distress, and negative affect (Miller & Lee, 2001) may lead to
less favorable work outcomes. Specifically, followers with vulnerable
narcissism, who tend to set unattainably high-performance standards for
themselves and rely on external validation, have been shown to
experience lower WE and higher emotional exhaustion (Wirtz &
Rigotti, 2020). This study expected a similar inverse relationship
between vulnerable narcissism and WE.

On the other hand, some contradictory research suggests that
narcissism may have a positive association with WE, viewing it as a
"positive" form of intense work investment (Schaufeli, 2016).
Narcissistic individuals, driven by a need for power and admiration,
may be highly focused on achieving success at work, where they can
publicly demonstrate their abilities (Clark, 2010). They tend to be
competitive and strive to assert their superiority over others (Luchner et
al., 2011). The findings of the current study support Hypothesis 3,
indicating that OC significantly moderates the relationship between
narcissism and CWB among university teachers. In a supportive,
collegial OC, university teachers with narcissistic traits may find their
self-serving behaviors (such as manipulation and self-promotion) to be
less effective or even counterproductive over time (Braun, 2017). In
such an environment, values like cooperation, mentorship, and idea-
sharing are emphasized, and narcissistic behaviors are likely to be
restrained by social norms, peer pressure, or direct feedback. This
reduces the likelihood of narcissists engaging in CWB (Braun et al.,
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2024). If narcissistic teachers perceive that they can avoid scrutiny or
consequences for their actions (for example, by exploiting their position
or manipulating situations for personal gain), they are likely to engage
in harmful or disruptive behaviors. However, in cultures that emphasize
accountability, transparency, and ethical standards, narcissists may be
less inclined to participate in such behaviors due to the greater risk of
consequences (Choi & Phan, 2022). In conclusion, the literature
underscores the importance of OC as a key moderator in the
relationship between narcissism and CWB.

The findings of the current study indicate that Hypothesis 4,
which proposed that OC moderates the relationship between narcissism
and CWB among university teachers, is not supported. The results
suggest that OC has an insignificant moderating effect on this
relationship. This could be attributed to several factors, such as the
deeply ingrained nature of narcissistic traits, which may drive
individual behavior regardless of the broader OC. University teachers
with high levels of narcissism may be primarily motivated by personal
recognition, status, and achievement rather than being influenced by
external factors such as cultural norms or institutional values (McLarty
et al., 2023). For these individuals, WE is likely to focus on self-serving
goals (e.g., advancing personal research agendas or gaining prestige)
rather than on the collaborative or ethical aspects of the university's
culture and Konrath et al. (2016). Their intrinsic motivation, stemming
from personal ambition or self-importance, may overshadow the impact
of OC (Judge & Bono, 2001).

In some instances, the OC may not be strong or clear enough to
influence individual behavior, especially when the culture is neutral or
lacks strong norms around engagement or collaboration (Schein, 1990).
For instance, if the university culture is inconsistent or ambiguous,
narcissistic individuals may not feel compelled to conform to cultural
norms, reducing the moderating role of culture (O’Reilly et al., 1991).
Furthermore, if the OC emphasizes individual achievement over
collective engagement, it may not significantly affect the relationship
between narcissism and WE, as narcissistic individuals may remain
unaffected by broader cultural expectations.

In conclusion, OC appears to be an insignificant moderator
between narcissism and WE among university teachers. Narcissistic
individuals may prioritize personal goals over cultural norms or
expectations, and when the OC is unclear, ambiguous, or weak, it may
fail to influence the relationship between narcissism and WE. As a
result, the findings of this study do not support Hypothesis 4, and
therefore, it is rejected.
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Suggestions and Implication of Research

The present research highlighted that individuals with narcissistic
traits are more likely to engage in negative behaviors at work, such as
being unproductive or disruptive. The research is useful as it
highlighted the narcissistic trait in university teachers, yet it has fewer
limitations. First of all, self-reported measures in order to study dark
personality traits are not always useful and it require other measures.
The population can be of different sectors and fields to increase its
generalizability. Also, future study should focus on different types of
narcissism to gauge which has the darker and brighter side. The present
study has future implications. Interestingly, the research showed that
the OC can change how narcissistic traits affect negative behaviors. In
workplaces with a strong, positive culture (as moderator), narcissistic
people might be less likely to act out in negative ways. The
organizations can work on their culture to mitigate the negative effect
of these dark traits.
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