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Abstract
The phenomenon of job stress is an inevitable part of professional 
life and in the activities and efficiency is reflected in the organization. 
This study aimed to identify and predict the relationship between 
psychological capital and job deviation behavior through job 
stress regarding the moderating role of perceived organizational 
support. This study is correlation by using descriptive methods 
for applied goals. Standard questionnaire was used to collect data. 
180 participants was estimated and stratified random sampling. 
The results showed the significance of the relationship between 
the variables except the relationship between deviant behaviors 
with psychological capital. Also, the interactive role of job stress 
and perceived organizational support on psychological capital 
and job deviation behavior was confirmed. This means that for the 
hospital's nurses and staffs with job stress, increasing perceived 
organizational support associated with enhancing psychological 
capital and decreasing job deviation behavior. These results 
emphasize necessity of recognizing interactive role of job stress 
and perceived organizational support in psychological capital 
and job deviation behavior.
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Introduction
In recent decades, the considerable progress 
in technology and industry has brought wave 
of stress that would be reduced public health. 
Stress has negative effects on human activities 
in different psychological, physical, and 
family fields [1]. Each job is associated with 
stress but some jobs are more stressful for the 
sensitivity of their responsibilities [1]. Nurses 
are one of the groups that suffer the highest 

stress [2]. Symptoms of stress include; 
professional dissatisfaction, error increase, 
and decrease of general health [1]. When 
stress occurs, it causes that person doesn’t 
enjoy work activities [3]. In the research 
literature on stress and stress is determined 
that stress is correlated with physical and 
mental illnesses [4]. Based on [5], it requires 
that staffs can cope with stressful events and 
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conditions in the workplace so minimize stress 
symptoms. Based on [6], psychological capital 
is one factor that increases one’s attempt for 
changing stressful situations, making one 
prepared for action guaranty their goals, 
relying on positivist psychological elements. 
So far, three important capital, financial 
capital, human and social organization 
has been of interest to researchers. But, 
[6]. Introduced another form of capital as 
psychological capital and claim that this 
capital goes beyond social and human capital 
and are considered as competitive advantage 
for the [6]. Psychological capital is new issue 
that in the past decade has been applied in 
the field of organization and management 
and has attracted the attention of experts [7]. 
Although over the years substantial scientific 
justification is dedicated to reducing stress, 
but stress in the workplace has become 
growing concern for managers of human 
resources and it's time that perspectives and 
new research would be occurred [5]. Scholars 
of organizational behaviors in organizations 
and work environment are trying to examine 
content, antecedents, and consequences of 
stress at work and still ongoing investigation 
data obtained from a large sample of working 
adults in a variety of industries, shows that 
psychological capital may be the key of the 
signs of stress [5]. Findings of psychological 
capital indicated there is significant relationship 
between it and organizational consequences, 
for example, psychological capital affected the 
stress levels of employees [8]. In this respect, 
[5] a study entitled "psychological capital: a 
positive source of personnel's stress fighting" 
conducted and offered practical strategies for 
developing psychological capital of the staffs 
to help them deal with stress at work. Also [9].
examined stress resources and mental health 
of Chinese nurses, concluding that stress 
intensity which nurses experienced at work 
is positively correlated with mental health. 
Then, [10] showed that stress from much work 
is correlated with stress and psychological 
disorders. Symptoms like absenteeism, 
indifference at work, and reducing motivation 

is higher in these people.  
There are studies about relationship between 
psychological capital and other factors 
[7,11-13]. But in general, because of novelty 
of psychological capital theory, there are 
few domestic studies on psychological 
capital. Work environment is the area for 
showing behaviors which have important 
consequences for the people, organizations, 
and society. Some of these behaviors are 
improper or diversionary [14] referred to by 
the names like diversionary behaviors at work 
and antisocial behaviors [14]. In conceptual 
terms, diversion behaviors are those by 
which people violate the rules, traditions, 
and formal policies of the organization in 
different fields, providing the grounds for 
hurting people and the organization [15]. 
These behaviors at work are deliberate in 
contrast with organizational norms, hurting 
organizational functions [16].
Professional demands which are stressors 
at work have many consequences that one 
of them is increasing diversion behaviors 
[17]. Based on research evidences, stress 
and job burnout are antecedents of diversion 
behaviors. When the pressure level in the 
work environment and the exhaustion 
of people rises because of the negative 
experienced emotions and tendency to 
return to the conditions of before pressure, 
people commit diversion behaviors 
to retaliate injustices [15]. Diversion 
behaviors have a retaliating nature based on 
theoretical evidences [16]. Stress, burnout, 
and weakness of energy and vivacity are 
mechanism that activates this retaliation 
sense. When people feel that exhaustion 
overcomes them, they show recursive 
behaviors for returning energy. In such 
conditions, tendency to diversion behaviors 
increases [17].
Researches was conducted separately about 
the correlation of diversion behaviors at 
work and different variables [14-17] Recent 
years much attention to factors moderating 
the relationship between life events and 
mental disorders and physical focus and 
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creates a new approach to the study of stress 
and its prevention methods [4]. Perceived 
organizational support is one of those mediating 
variables. Now that two decades pass from 
starting the studies on perceived organizational 
support, its importance is growing more than 
before and such studies develop faster [18].
The idea of perceived organizational support 
was introduced by [19] in the organizational 
literature. Then, the scholars attended the ways 
of forming perceived organizational support, 
examining the effects and consequences 
of organizational support in personal and 
organizational fields [20]. This support is 
general belief that the employees of an agency-
wide overall value for the role, contribution 
and believes in taking care of their well-being. 
Thus, perceived organizational support shows 
staff perception about their commitment in the 
organization [21]. It refers to staff perception 
which how much organization respects the 
staff’s cooperation with the organization and 
their well-being in it [18,19].The staffs feel 
interest and belief in an organization based 
on the value the organization offers to them 
or their well-being. This belief is perceived 
organizational support [22]. Theory of 
organizational support suggests that the staffs 
form beliefs around the degree of support 
the organization offers to their interests and 
values shaped based on the interaction with 
organizational agents like supervisors and 
managers [23]. Supportive behaviors of leaders 
and organizational atmosphere can produce 
perceived organizational support [19].
A trend of researches offers evidences 
connecting perceived organizational support 
with work results of the staffs [24]. Although 
numerous studieshave addressed relationship 
between perceived organizational support with 
personal, professional, and organizational 
variables [21], and probed its dimensions and 
their correlations with other variables [18,22, 
23,25] but  these issues were introduced 
about 20 years ago and its importance in 
the discussions about work, industrial and 
organizational psychology, and managing 
organizational behaviors has been broadly 

accepted and studied outside the country, 
there are few studies in this regard by the 
researchers in Iran [25].   
As well as the role of the moderating variable, 
however, perceived organizational support 
is a moderator variable was considered by 
researchers and research performance as a 
factor that could mediate the relationship 
between independent and dependent 
variables have shown. For example, [26] 
found that perceived organizational support 
affects the correlation of actions of human 
resources, emotional commitment, and 
dropout intention. Also [27] found that 
perceived organizational support is the 
mediator of the positive correlation between 
organizational bonus, procedural justice, and 
the supervisor’s support with commitment. 
Then [28] reported that perceived 
organizational support is the mediator of the 
correlation between such support and intra-
role duties no study was found in this regard 
in Iran, so further studies are required here. 
As mentioned before, no study was 
found to have a direct reference to the 
interactive effect of job stress and perceived 
organizational support on psychological 
capital and diversion behavior. Thus, 
such studies seem necessary in Iran since 
hospital's staffs are important components 
of hygiene and medical care system and 
their deficiency will have unrepeatable 
damages [12]. Accordingly, this study aims 
to identify and predict the relationship 
between psychological capital and job 
deviation behavior through job stress 
regarding moderating role of perceived 
organizational support. 
The conceptual pattern of the study regarding 
the correlation of job stress, psychological 
capital’s consequences, and diversion work 
behaviors with mediating role of perceived 
organizational support is shown in Figure 1. 
Based on this model, the main question was 
whether perceived organizational support 
moderated relationship between job stress 
and psychological capital and deviant 
behavior?
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Figure 1 Conceptual pattern of the study

Method
This study is correlation using descriptive 
methods for applied goals.  Statistical population 
included all 320 nurses and staffs of Alinasab 
Hospital in Tabriz in 2014. Sample size of 
180 people was estimated by using Morgan 
Table and stratified random sampling. From 
returned questionnaires, 320 of them were 
applicable in this study. To collect data, standard 
questionnaires were used.
Four standard questionnaires were used to 
collect data:
Perceived organizational support’s questionnaire: 
This questionnaire was officially introduced by 
[19] in the literature of organizational theories 
and was recognized proper for measuring 
civilized organizational behavior. It used 5-point 
Likert scale (1. quite disagree, 5. quite agree). It 
was translated by [21] whose consistency and 
reliability were calculated and identified by 
industrial and organizational researches. 
Job stress questionnaire: Job stress was 
measured by using a 6 items tool which has 
been prepared by the? House and Rizzo. It had 
5-point Likert scale (1.quite disagree, 5. quite 
agree) [29] Validity and reliability of this tool 
has been confirmed in previous research [30]. 
Psychological capital's questionnaire: It 
included 24 questions and 4 subscale of 
hopefulness, endurance, optimism, and self-
efficiency in which each subscale had 6 

elements with 6-point Likert scale (Strongly 
disagree to strongly agree). Questions 1-6 
related to self-efficiency subscale, questions 
7-12 were about hopefulness, questions 13-
18 were about endurance, and questions 19-
24 were related to optimism.  To obtain the 
mental capital, the score of each subscale was 
obtained separately and then all of them were 
considered as the total score of psychological 
capital. Consistency and validity of this tool 
were confirmed by previous studies [11].  In 
this study the Cronbach's alpha coefficient 
was used to evaluate the reliability of the 
questionnaire. The internal consistency for the 
total scale was 0.80.
Job deviation questionnaire: Mixture of 15 
questions of [31] and [32] was used to measure 
job deviation. It was translated by [33] whose 
consistency and reliability were calculated. 
[33] Reported Cronbach's Alpha of 0.86.  It 
used a 6-point scale (1. Never, 6. Always).
Cronbach's Alpha was used to estimate 
consistency coefficients of the elements of the 
questionnaire whose reliability coefficients 
were higher than 0.70. (0.86 for perceived 
organizational support, 0.70 for job stress, 
0.81 for psychological health, 0.70 for job 
deviation behavior). Thus, all questionnaires 
had high consistency. As well as to the validity 
of the questionnaire, despite repeated standard 
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tools and use them in research, management and 
psychology, data were factor analysis of this scale 
in the sample. This exploratory analysis using 
principal component analysis method (PC) with 
varimax rotation was conducted. Value of Kaiser-
Mayer-Olkin (sampling adequacy ratio) equal to 
0.70 and the square was 2756.8 Bartlett's test of 
sphere city was significant at 0.01 level and adequacy 
of signs and instance variables for factor analysis. 
The results are confirmed and the cumulative 
variance is obtained about 0.74. In this study, data 
analysis techniques, descriptive statistics (mean 
and standard deviation) and inferential statistics, 
Pearson correlation coefficient and moderator 
multiple regression were used by SPSS-19.

Results
In this study 64% of the participants was 
female and 36% was male.75% of the staffs 
had experiences less than 10 years. Most 
staffs (50%) had Bachelor of Arts/Science 
degree. Table 1 shows the mean and standard 
deviation of nurses and staffs’ scores for the 
variables of job stress, organizational support, 
psychological health, and job deviation 
behavior. Staffs' responses show the feeling 
of higher than mean in organizational support 
(0.81 above mean). The data showed feeling 
of higher than mean in staffs towards job 
stress, psychological health, and job deviation 
behavior.

Table 1 Descriptive statistics of research variables

Job deviation behaviorPsychological capitalOrganizational supportJob stress 

1.43.903.143.29Mean

0.870.470.890.85SD

Correlation of research variables are shown in 
Table 2 It shows that correlation coefficient of 
research variables are significant.
Table 3 shows the results of modifying regression 
test. Results show that support (p<0.05 and 

β=0.18) and job stress (p<0.05 and β=-0.51) 
predict psychological health. In the second 
step, the interaction ofstress and organizational 
support entered the equation which was 
significant and predicting mental health.

Table 2 Correlation of research variables
BehaviorPsychological capitalSupportStressVariable

1Job stress
1**-0.66Organizational support

1**0.46**-0.57Psychological health
10.09**-0.27*0.12Job deviation behavior

*p< 0.05, **p< 0.01

Table 3 Results of modifying regression test for predicting psychological capital
sig.∆R2β  

First step: main effects

0.0000.21**0.18Organizational support 
(O)

0.0000.33**-0.51Stress (S)

0.0030.37*-0.19Second step: interaction 
of O×S 

180 =n  and **p<0.01, *p<0.05

It was observed that determination coefficient of 
stress and perceived organizational support can 
identify 37% of the variance of psychological 
health. Β coefficient of perceived organizational 
support is positive for predicting psychological 

health of the staff. Β coefficient of stress 
is -0.51. But, the interaction of stress and 
organizational support reduces negative effect 
of stress from -0.51 to -0.19. Thus, perceived 
organizational support plays a mediating 
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role in the relationship between job stress and psychological health.

Table 4 Results of modifying regression analysis for predicting job deviation behavior

sig.∆R2β    
First step: Main 
effects

0.0000.07**-0.56Organizational 
support (O)

0.0000.20**0.51Stress (S)

0.0490.22*0.14Second step: 
interaction of O×S

180=n and **p < 0.01، *p < 0.05 

Table 4 shows the results of moderator 
regression test. Organizational support (p<0.05 
and β=-0.56) and job stress (p<0.05 and β= 
-0.51) predict job deviation behavior. In the 
second step, the interaction of stress and 
organizational support entered the equation 
which was significant. It was observed 
that determination coefficient of stress and 
perceived organizational support can identify 
22% of the variance of job deviation behavior. 
Β coefficient of perceived organizational 
support is negative for predicting job deviation 
behavior of the staffs. Β coefficient of stress 
is 0.51. But, the interaction of stress and 
organizational support reduces positive effect 
of stress on job deviation behavior from 0.51 
to 0.14. Thus, perceived organizational support 
plays a mediating role in the relationship 
between job stress and job deviation behavior.

Discussion
This study aimed to identify and predict the 
relationship between psychological capital 
and job deviation behavior through job stress 
regarding the moderating role of perceived 
organizational support. Results showed 
that perceived organizational support plays 
mediating role in the correlation of job stress 
and psychological capital. This finding is 
consistent with research that directly was not 
found, so congruent and incongruent with the 
results of the research are avoided.
To justify this relationship can be a significant 
contribution in the context of creating 
organizational support to reduce the negative 
impact of job stress and it's about results. 
Capability and psychological capacity of the 

people can directly reduce stress in a way 
that some studies have shown the correlation 
of these variables and [5] showed that 
psychological capital is the factor that helps 
the better understanding of stress symptoms. 
Knowing that the stress from different 
factors at work may lead to physical, mental, 
performance, and emotional problems [4], and 
by forcing of people to spend their physical and 
mental energy, vitality and energy of people 
to undermine, the lower levels of vitality and 
energy in a forward chain, provide grounds 
for undermining the positive behavioral 
tendencies [17]. So even if someone have 
the talent and capacity to do a job, without 
feeling the support of the organization may 
not necessarily be able to overcome all stress 
in their work environment and failed to 
demonstrate a level of performance. Based 
on [13], psychological capital can’t work 
in vacuum. Thus, supportive organizational 
atmosphere can be useful and encourage the 
staff to show positive work behaviors. For 
example, when a failure occurs due to staff's 
error, those who are supportive atmosphere 
likely will experience higher levels of 
flexibility so that instead of stress and fear 
of punishment due to their mistake, they can 
focus on their work, failing to back overcome 
and effectively respond in a positive way and 
the same resilience (psychological capital 
component) that based on [6], in facing to 
difficulties and hardships, tolerance and 
return to the first place to achieve success 
with it. Thus, supportive systems at work can 
modify the effects of stressful events, leading 
to the experience of positive feelings as one 
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element of psychological capital. Researchers 
have stressed mediating role of social support 
in stress [34]. Authors found that supports from 
supervisors, coworkers, and friends can reduce 
anxiety and depression [35]. also Researchers 
[3] showed that people with higher support 
at work experience lower stress, act better, 
and feel more satisfaction and [36] found that 
reducing stress and increasing support from 
nurses can improve their psychological health. 
Results confirmed the mediating role of perceived 
organizational support in the correlation of job 
stress and job deviation behavior. Although no 
literature was found in this regard, this finding 
has rational justifications. Pressure at different 
areas especially injustice predicts job deviation 
behaviors. Researchers have shown that 
trust has a significant effect on job deviation 
behaviors [14]. And[37] suggested trust as an 
essential element of the terms associated with 
the perceived support and the outcome of their 
work. When people are stressed, they spend 
much psychological and physical energy to 
remove it [38]. The energy levels followed by 
positive emotional state can be reduced, thus 
more ready to tend to deviant behaviors as a 
form of compensatory behavior to find and 
return the previous status [17].  Based on the 
fact that the shortage of supportive resources 
along with other work factors are considered 
as the stressors at work [2], the more support 
they feel at work, the more their stress 
decreases at work then [39] suggested that the 
basis of job stress theory is that one stressor is 
personal factors, formed based on the feelings, 
experiences, and perceptions about their own 
and others’ behaviors. Thus, when the staffs 
have perceptions about organizational trust 
and support, they feel that they have fair 
chances at work, reducing their stress [40] also 
[14] showed that trust has a significant effect 
on job deviation behaviors and trust level 
of the people towards their supervisors and 
organizations significantly affects job deviation 
behaviors and finally [7] showed that reducing 
trust level leads to occurrence of job deviation 
behaviors. While, close relations of the staff 
with their supervisors increases positive return 

and decreases job deviation behaviors.
There were limitations for this study. 
Statistical population was limited to the 
nurses and staffs of Alinasab Hospital in 
Tabriz. So, generalizing its results to other 
studies should be with caution. Further studies 
can be conducted in bigger samples and their 
results should be compared with this one. 
Also, using self-reported questionnaire as the 
only measurement tool in this study can be 
limitation.

Conclusion
For the sensitivity of the tasks of nursing, stress 
is inevitable part of their life. Thus, managers 
should find ways for reducing their stress by 
material and spiritual organizational support. 
Although stress can’t be prevented fully, 
inviting consultants and experts for improving 
work conditions and stress management can 
be the best possible solution at workplace.  
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