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Abstract: This study offers an empirical model that investigates realistically 
the subordinate work performance and also analyses the progressively 
devastating effects for workers of the theory of conservation of resources on 
their emotional tiredness and organisational deviance which has made a keen 
interest for a lot of scholars in the recent decades. The study has used a 
quantitative analysis by using structured equation modelling (SEM) in PLS, 
and 300 full-time employees from diverse sectors in Taiwan including 
manufacturers, businesses, government organisations, etc., have collected data 
via an online questionnaire. We also showed that abusive supervision and job 
overload led to emotional distress. Our findings are unique, unlike the 
literature. We concluded that abusive supervision and overloaded positions are 
both significant contributors to emotional exhaustion. The finding shows that 
procedural justice may not be the most effective way to deal with emotional 
exhaustion. In this study, both management and practical aspects are explored. 
The study demonstrates that procedural justice evaluations are not negatively 
linked to emotional exhaustion. Our data suggest that employees seem 
emotionally exhausted to be organisationally deviant. 

Keywords: organisational deviance; emotional exhaustion; conservation of 
resources theory; supervisor. 
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1 Introduction 

Throughout history, organisations have struggled with organisational deviations, because 
of their detrimental influence on the company (Prottas, 2013) and disinformation such as 
court cases, media stories, and scandals, organisational deviations are currently attracting 
the attention of managers in the organisation. Unprofessional behaviour has a direct 
impact on the company, such as being late for work, daydreaming during working hours, 
vandalism, and the purpose of extra labour, in organisational deviance (Bennett and 
Robinson, 2003). It has a significant impact on the development of businesses, as 
employee theft is prevalent in nearly all firms (Henle, 2005). Production is declining due 
to organisational differences that cause many companies. About a third of the global 
workforce is engaged in negative behaviour in diversity. Examples of thieves in 
retaliation for organisational change (Sandberg, 2003) the web wave of work does not 
interfere with employment (Li et al., 2016). Researchers and academicians have 
responded by looking for ways to reduce the effectiveness of diversity in organisations 
(Lawrence and Robinson, 2007). Over the last decade (Ermann and Lundman, 1978), it 
has been argued that not only can individuals report misconduct, but organisations can 
also support or prevent corruption, break the law. In Lawrence and Robinson (2007), on 
the other hand, has shown that changes in the organisation through the daily work of 
employees can lead to changes in the organisation. 

As a member of an organisation, an employee relies heavily on organisational 
resources such as income, social status, and trust (Foa and Foa, 1974). According to 
resource-saving theory, employees can determine whether a company can refuel or 
develop resources given the loss of energy or resources. (Janssen et al., 2010). Emotional 
fatigue, as an important indicator of an organism’s mental health, is the subject of this 
study. Emotional exhaustion can seriously affect employee health (quality of life) and 
organisational structure (Halbesleben and Buckley, 2004; Wright and Cropanzano, 2000). 
Emotional exhaustion is a form of depression associated with stressful work, the effects 
of working with healthy people (Lee and Ashforth, 1990). Emotional fatigue has also 
been shown to affect employee performance and performance (Maslach and Jackson, 
1984; Witt et al., 2004). ‘Abusive supervision’ is a fundamental condition that can cause 
emotional distress to employees. Over the past decade, the problem of harassment 
(Mitchell and Ambrose, 2007) has intensified, indicating that corporate executives can 
affect employee performance. Harassment is defined as a lack of leadership that is 
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strongly associated with negative outcomes, including organisational inefficiency, stress, 
and poor performance (Tepper, 2007). In addition, overloading the role is considered an 
important decision that can lead to emotional distress. ‘Full-time role’ (excess) refers to 
the succession of people who work under time pressure due to work obligations (Reilly, 
1982). Employees working under pressure and pushing the limits of what one can achieve 
as a result of contact with people may experience emotional fatigue (Maslach et al., 
2001). Another important difference that can affect emotional fatigue is the ‘justice 
process’. Emerging research has examined a positive view of predicting health outcomes 
such as fatigue, mental health, dysfunction, and physical health (Greenberg, 2010; 
Robbins et al., 2012). Current research, therefore, shows how emotional stress and 
corporate performance decline can affect employee performance. Improving employee 
well-being plays an important role in improving the efficiency of the organisation 
through increased competition. 

However, none of these studies included predictors of emotional distress, including 
the process of judgment, recovery, and the direction of distress in emotional distress, 
including the integration of emotional distress into structural deviations. To fill the 
information gap, this current study aims to increase and create a catastrophic impact of 
emotional turmoil on established divisions in Taiwan. Numerous empirical studies have 
also examined the effect of emotional fatigue on systemic deviations from Taiwanese 
literature. This is consistent with the design of a dynamic education system (Chang and 
Ju-Mei, 2009; Hsieh et al., 2004; Liang and Hsieh, 2007). Many art scientists focus on 
the role and impact of differences. Workplace among airline travellers, but none of these 
research studies received samples from different departments. Therefore, this study not 
only supports existing technical research by incorporating this important topic, but also 
provides new information and develops an in-depth understanding of how to minimise 
the negative effects on an organisation. With the above understanding of the research 
problem we thereby end up answering two research questions namely; What effect do 
justice, abusive supervision, and job overload have on Taiwanese employees’ emotional 
exhaustion? Secondly Is, there a link between emotional exhaustion and organisational 
deviance? What is the link between emotional exhaustion and organisational deviance, if 
it exists? 

2 Theoretical backgrounds and hypotheses development 

2.1 Procedural justice on emotional exhaustion 

In COR’s view, an employee’s emotional fatigue (fatigue) will increase when his or her 
resources are threatened by improper procedures. In this context, van den Bos (2001) 
found that employees are often sensitive to unfair judgment. The justice system is seen as 
a tool of valence, and a lack of proper process can affect the decision-making process 
regarding quality and lack of access to resources. In support of this, (Barclay et al., 2005) 
researchers have found that the justice system contributes to a variety of emotional 
pressures such as anger, anxiety, and anger. While Judge and Colquitt (2004) also found 
that perceptions of the justice process reduced the chances of experiencing emotional 
exhaustion (Aryee et al., 2007). Research showed a negative connection between 
procedural fairness and emotional fatigue between bank workers (Tayfur et al., 2013) in 
line with prior studies. We can thus highlight the importance of the connection between 
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the process of justice and emotional fatigue. The following is the formal announcement 
of this connection. 

H1 Procedural justice is adversely affected by emotional exhaustion. 

2.2 A bridge between abusive supervision and emotional exhaustion 

According to the COR concept (Hobfoll, 1989), harassing surveillance is important to 
employees’ feelings, which can consume the value of their resources, preventing them 
from accessing the services they deserve through good communication with management 
(Aryee et al., 2008). Workers who work under stressful conditions can tod tor a long per 
amended by experiencing low energy and mental fatigue. The effect of emotional 
exhaustion limits the resources of personal needs to meet one’s needs at work (Maslach  
et al., 2001). Chi and Liang (2013) used COR theory found that employees were more 
likely to report emotional fatigue at work when they were severely harassed by their 
supervisors. A few authors have suggested the relationship between traumatic and 
emotional monitoring (Chi and Liang, 2013; Tepper, 2007; Wu and Hu, 2009; Xu  
et al., 2015). It is reasonable to assume that employees who are mistreated by 
management may feel emotionally exhausted at work. This merger is likely to be 
officially launched below. Emotional fatigue arises when emotional demands go beyond 
the workplace (Maslach et al., 2001). When a person works tirelessly under social 
pressure, emotional exhaustion can continue to lead to emotional exhaustion. Just as 
leadership requires cooperation between director and supervisor, abusive management 
can also create emotional exhaustion for subordinates. In terms of resource conservation 
(Hobfoll, 1989), people have a basic policy of storing, saving, and protecting their 
resources. People face stress when they face the threat of losing a resource, real loss, or 
inability to find a resource after investing in resources. In the case of abusive 
surveillance. 

H2 Abusive supervision positively influences emotional exhaustion. 

2.3 Role overload and emotional exhaustion 

According to COR’s theory, researchers have suggested that when work resources are 
depleted and unable to retrieve other resources, they may be experiencing stress, leading 
to emotional exhaustion (Tepper, 2000; Wright and Cropanzano, 2000). Numerous 
studies have found that workload is one of the major stressors for workers, leading to 
various types of psychological responses such as emotional fatigue (Chopra et al., 2004; 
Maslach et al., 2001). Many research also established the connection between the role of 
stress and emotional exhaustion, which is also described as an overpowering (Peiró et al., 
2001) using the COR theory found that health workers with a high workload show 
negative emotions, which in turn leads to emotional exhaustion. Fu and Shaffer (2001) 
discussed in their study that overload predicts emotional fatigue among health workers. 
Yip et al. (2008) found a link between overcrowding and air frustration for professional 
engineers. In summary, this study predicts that overworked employees may feel 
emotionally drained at work. This relationship is officially announced below. 

H3 Role overload positively influences emotional exhaustion. 
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2.4 Emotion exhaustion and organisational deviance 

Some researches supported the link of emotional tiredness and organisational differences, 
for instance Mulki et al. (2006), which have utilised COR theory and have indicated that 
employees who suffer from their supervisors might become engaged in organisational 
deviations. Enwereuzor et al. (2017) discussed that teachers’ emotional fatigue leads to 
deviations from work. In addition, Gaucher and Chebat (2019) found that emotional 
fatigue is related to organisational deviations between employees and supervisors. In 
summary, this study predicts that emotionally exhausted employees are associated with 
organisational deviations. These relationships are officially presented with significant 
research that supports the link between emotional weariness and organisational 
differences (Mulki et al., 2006) use COR’s perspective and discover that their managers 
are unsuitable for the healthcare system. Enwereuzor et al. (2017) discussed that teachers’ 
emotional fatigue leads to deviations from work. Also, Gaucher and Chebat (2019) 
experienced emotional exhaustion related to organisational deviations between key 
employees and vendors. In summary, this study predicts that overworked employees have 
a relationship with organisational deviations. This relationship is officially described 
below. 

H4 Emotional exhaustion positively influences organisational deviance. 

3 Research framework 

The research conceptual model along with summary hypotheses are listed in Figure 1. 

Figure 1 Research framework 
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Table 1 Definitions of constructs 

Construct Definition 
Procedural 
justice 

Procedural justice focuses on the apparent inefficiency in outcome  
decision-making processes (Greenberg and Tyler, 1987). It is a fair process that 
is not discriminatory in terms of accurate information. It has a way of correcting 
wrong decisions and is in line with ethical principles (Colquitt, 2001; Leventhal 
et al., 1980). 

Abusive 
supervision 

Employees’ perception of the level at which their supervisor commits a 
negative verbal act and actions without physical contact. In addition, they 
include public criticism, shouting, intimidation of employees, loss of 
employment that holds the required information, and ridicule from subordinates 
(Halbesleben and Buckley, 2004; Tepper, 2000). 

Role 
overload 

The overcrowding of a role is defined as the amount of work that requires a set 
time to complete a task (Kushnir and Melamed, 1991) 

Emotional 
exhaustion 

Emotional weariness is a constant process of physical and emotional 
deterioration, caused by passive work expectations (Chi and Liang, 2013) 

Organisation 
deviance 

Organisational deviations like subjective norms while the corporate policies and 
endanger the organization and its integral part of the process, including robbery, 
long delay, unintended employment, and early departure (Bennett and 
Robinson, 2000). 

3.1 Sampling plan 

This sample sampling includes pilot testing and final testing, consisting of six key 
components. In this study, 41 participants were given an online driver test survey. Pilot 
testing is very important to test a small number of respondents to determine if the 
measurement error is valid before conducting a primary study and to ensure that 
participants understand the questions in the study. Independent staff, engineers, service 
managers, and government officials, form the majority of the respondents in the test 
driver. Three hundred respondents were warmly greeted online and offline during the last 
reading (Comrey and Lee, 2013; Thabachnick et al., 2007) shared a 50-point sample scale 
from very poor to very good (100–1000): very good. Therefore, 300 respondents were 
considered the best sample size in this study. Those who answer are Taiwanese labourers. 
In Taiwan, there have been significant changes in working and living in the fundamental 
transition in the industry from hard to high technology and modern social development 
(Siu et al., 2002). In this study, magnification is normal. A representative sample of 
Taiwan has been recruited in the current study for a variety of jobs. We think the current 
research in Taiwan has been added with a focus on Taiwanese workers. In addition, the 
participation of various professional groups is helpful, which can lead to significant 
findings. Taiwan’s emotional exhaustion and the organisational consequences of the 
organisation are thus seen as effective. 

Questionnaires used a 5-point scale from Likert to test hypotheses. Questionnaires 
were compiled using the Google form survey via Facebook and other sites. In a Google 
study, this study limited the selection of a single IP address for each survey form to 
reduce the frequency of the same responder. To test the present study, the question items 
were previously described for each structure in textbooks used in previous academic 
studies. The Likert scale coding for each question was five points, [1] Strongly disagree 
to strongly agree [5]. SmartPLS 3.0 PLS method is widely used in thought testing, 
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method model analysis, and interpersonal relationships. The PLS method is chosen as the 
software allows structural reliability to be tested, the absence of multiple and independent 
dependents, multi-independent modelling ability, independent programming, the ability 
to make strong predictions, proposed interoperability variables to be the tested, and 
methodological analysis to be tested. The PLS method and bootstrapping method were 
used in this operation. Bootstrapping is done with 5,000 samples according to Hair et al. 
(2011). 

The respondent profile is given in Table 2. Of the 300 respondents, 153 (51%) were 
male and 145 (48%) were female and 2 (1%) were reluctant to provide information. 
(Einarsen and Skogstad, 1996) found that men are more prone to organisational 
deviations than women. (Aquino et al., 2004; Henle, 2005) also stated that men are more 
aggressive at work than women. The most responsive educational institution has a 
university degree, which is 52% of the 300 respondents. Respondents work in various 
industries such as engineering 106 (36%), service 50 (17%), government officials  
28 (9%), private officer 22 (7%), financial officer 18 (6%) and health or medical industry 
17 (6%) among other activities. A total of 38% of respondents have work experience 
between the ages of 2 and 5, 39% of employees have three directors, 21% of employees 
have one supervisor. 16% of employees have two directors. 14% of employees have four 
directors. 10% of employees have more than five directors. 
Table 2 Characteristics of respondents 

Questions Frequency Percentage 
Nationality 
 Taiwan 300 100% 
Age 
 21–25 years old 29 10% 
 26–30 years old 115 39% 
 31–35 years old 85 28% 
 36–40 years old 40 13% 
 41 years old and above 31 10% 
Gender 
 Female 145 48% 
 Male 153 51% 
 Prefer not to say 2 1% 
Educational level   
 High school or below 7 2% 
 Undergraduate, faculty 131 44% 
 Graduate 157 52% 
 PHD 5 2% 
Occupation 
 Engineering 106 36% 
 Service 50 17% 
 Government officer 28 9% 

Note: N = 300 presents the frequency and percentage of respondents. 
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Table 2 Characteristics of respondents (continued) 

Questions Frequency Percentage 
Occupation 
 Private officer 22 7% 
 Financial officer 18 6% 
 Healthcare 17 6% 
 Sales 13 4% 
 Factory worker 11 4% 
 Educator 10 3% 
 Administrative coordinator 9 3% 
 Designer 7 2% 
 Marketing 4 1% 
 Food industry 3 1% 
 IT programmer 2 1% 
Organisation tenure 
 Below 6 months 71 5% 
 6 months to 2 years 16 24% 
 2 years to 5 years 115 38% 
 More than 5 years 98 33% 
Number of supervisor 
 1 47 16% 
 2 117 39% 
 3 63 21% 
 4 43 14% 
 Above 5 30 10% 

Note: N = 300 presents the frequency and percentage of respondents. 

Table 3 Common method bias 

 Abusive 
supervision 

Emotional 
exhaustion 

Procedural 
justice 

Role 
overload 

Organisational 
deviance 

Abusive supervision  1.41 1.40 1.31 1.34 
Emotional exhaustion 1.37  1.33 1.12 1.34 
Procedural justice 1.07 1.07  1.08 1.07 
Role overload 1.45 1.29 1.53  1.53 
Organisational 
deviance 

1.08 1.17 1.16 1.17  

As shown in Table 5, loading results range from 0.57 to 0.88. For best results, in the 
present study, no items have been removed from loading less than 0.7 items, including 
emotional exhaustion EE5, abusive supervision AB1, and AB5, based on (Hulland, 1999) 
that loading conditions must be –0.5, and the results of all uploads are estimated to be 
more than 0.5. Likewise, the findings from Cronbach alpha varied from 0.54 to 0.90, and 
all items from Cronbach alpha were over 0.5 suggesting (Taber, 2018) the acceptability 
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of Cronbach alpha (0.45–0.98). It is confirmed that Cronbach’s alpha is shown as 
moderate reliability. Combined reliability results (CR) are satisfactory, all result items 
were higher than 0.7 (Fornell and Larcker, 1981). With the median difference released 
(AVE), the results were either as high as or equal to 0.5 (Hair et al., 2019). 
Table 4 Descriptive statistics 

Items code N Minimum Maximum Mean Standard deviation 
Procedural justice 
 PJ1 300 1.0 5.0 2.877 1.090 
 PJ2 300 1.0 5.0 2.570 1.064 
Abusive supervision 
 AB1 300 1.0 5.0 3.603 1.074 
 AB2 300 1.0 5.0 3.460 1.132 
 AB3 300 1.0 5.0 3.670 1.049 
 AB4 300 1.0 5.0 3.253 1.087 
 AB5 300 1.0 5.0 3.590 1.011 
Role overload 
 WW1 300 1.0 5.0 3.963 0.884 
 WW2 300 1.0 5.0 3.943 0.872 
 WW3 300 1.0 5.0 3.743 1.015 
 WW4 300 1.0 5.0 3.707 1.036 
Emotion exhaustion 
 EE1 300 1.0 5.0 4.087 0.840 
 EE2 300 1.0 5.0 4.057 0.952 
 EE3 300 1.0 5.0 4.013 0.864 
 EE4 300 1.0 5.0 3.927 0.873 
 EE5 300 1.0 5.0 3.593 1.046 
Organisation deviance 
 OD1 300 1.0 5.0 3.557 1.217 
 OD2 300 1.0 5.0 2.943 1.134 
 OD3 300 1.0 5.0 3.287 1.285 
 OD4 300 1.0 5.0 2.873 1.578 
 OD5 300 1.0 5.0 2.730 1.202 

Table 5 CFA results 

Sample = 300 description Factor loading Alpha C.R. A.V.E. 
Abusive supervision (AB)  0.81 0.87 0.57 
 AB1 0.64  
 AB2 0.79 
 AB3 0.79 
 AB4 0.82 
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Table 5 CFA results (continued) 

Sample = 300 description Factor loading Alpha C.R. A.V.E. 
Abusive supervision (AB)  0.81 0.87 0.57 
 AB5 0.69  
Role overload (WW)  0.82 0.88 0.65 
 WW1 0.79  
 WW2 0.80 
 WW3 0.80 
 WW4 0.83 
Emotional exhaustion (EE)  0.82 0.88 0.59 
 EE1 0.81  
 EE2 0.84 
 EE3 0.87 
 EE4 0.73 
 EE5 0.57 
Organisation deviance (OD)  0.87 0.90 0.64 
 OD1 0.72  
 OD2 0.82 
 OD3 0.82 
 OD4 0.88 
 OD5 0.74 
Procedural justice (PJ)  0.54 0.81 0.69 
 PJ1 0.84  
 PJ2 0.82 

Table 6 helps to determine the legitimacy of structural discrimination, the validity of 
discrimination is examined by Fornell and Larcker (1981). The AVE of each construction 
should be higher than the merger between other constructions in the model. As shown in 
Tables 4–5 the legitimacy of the AVE discriminatory was more than 0.7 indicating the 
legitimacy of fair variability. 
Table 6 The results of correlations matrix and discriminant validity 

 Abusive 
supervision 

Emotional 
exhaustion 

Procedural 
justice 

Role 
overload 

Organisation 
deviance 

Abusive supervision 0.75     
Emotional exhaustion 0.34 0.77    
Procedural justice 0.22 0.07 0.83   
Role overload 0.46 0.52 0.18 0.81  
Organisation deviance 0.37 0.16 0.15 0.24 0.80 
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4 Results of hypothesis 

Hypothesis 1, assumes that procedural justice adversely affects emotional exhaustion. 
The result suggests that hypothesis 1 is not supported (refer. Table 9). (β = 00.040,  
p < 0.05), In contrast, the beta has shown a predictable negative relationship as an 
expected guide to our hypothesis. However, the value of t and p-value did not meet the 
criteria when using p * 0.05 (p = 0.47) of a value of 0.10, critical values (t-value) 1.96. 
Therefore, the result was not as we had predicted. Hypothesis 2 predicts that abusive 
monitoring positively influences emotional fatigue. The results show that hypothesis 2 is 
supported. There is a significant relationship between abusive discipline and emotional 
exhaustion, as foretold. Tables 4–6 shows that (β = 0.135, p < 0.05). Hypothesis 3 
predicts that role stress positively influences emotional fatigue. The results provided 
support for hypothesis 3, role-loading overload was positively associated with emotional 
fatigue (β = 0.469, p < 0.05), therefore, hypothesis 3 was well supported. Hypothesis 4 
predicts that emotional fatigue has a positive effect on organisational degeneration. The 
results provide support for hypothesis 4, emotional fatigue is positively related to 
organisational deviations (β = 0.164, p <0.05), therefore, hypothesis 4 is well supported. 
Table 7 Model fit 

 Saturated Estimated model 
SRMR 0.07 0.10 
NFI 0.78 0.76 
Chi-square 610.57 645.91 

Table 8 The results of hypotheses testing 

Hypotheses Path 
coefficients β 

S.D. T-value P-value 

Procedural justice→ emotional exhaustion –0.040 0.05 0.72 0.47 
Abusive supervision →emotional exhaustion 0.135 0.06 2.29 0.02 
Role overload →emotional exhaustion 0.469 0.08 6.19 0.00 
Emotional exhaustion→ organisation deviance 0.164 0.08 2.15 0.03 

Notes: (*0.05) β-value > 0.015. The p-value for each construct of the criteria, *p < 0.05 
using a significant level of 0.05, critical ratios (t-value) > 1.96. 

Table 9 The results of hypotheses testing 

Path coefficients β T-value P-value 

Abusive supervision =>emotional exhaustion 0.128 2.25 0.02 
Role overload =>emotional exhaustion 0.465 6.24 0.00 
Emotional exhaustion=> organisation deviance 0.165 2.13 0.03 

Notes: (*0.05) β-value > 0.015. 
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5 Discussion 

The importance of emotional exhaustion and organisational deviation continues to be 
recognised. This study aims to look at the factors that lead to emotional stress and 
organisational deviations in the workplace. Theoretically, these findings are in line with 
COR’s view that the loss of resources such as power and time is causing employees to 
underestimate their roles, leading to emotional turmoil and organisational instability. 

Based on numerous response studies, this study supports the link between multiple 
constructs other than the justice process and emotional exhaustion. Surprisingly, the 
relationship between the process theory of justice and emotional stress indicates a 
negative impact that runs counter to literary criticism and suggests that one hypothesis is 
not supported. Referring to our conclusions, existing literature highly exhibited that there 
was a strongly predictive space between perceived procedural justice and emotional 
exhaustion (Cole et al., 2010) and proceedings judiciary and indicates a significant 
connection between procedural exhaustion and the exhaustion of military and civil 
workers (Tayfur et al., 2013). The conclusion indicates that the most effective means of 
dealing with emotional fatigue may not be process justice. According to our research, the 
type of workforce in Taiwan differs from other countries in terms of tradition and culture. 
However, another possible explanation is that the sample comes from different functions 
with different content functions and different views of the manager. Specifically, 
employees may have different expectations of procedural adjustments related to their 
promotions, holidays, or salary increases, which may have little effect on emotional 
exhaustion. In the meantime, previous research has selected samples with a specific 
industry. As a result, this study may have different results due to different sample sector 
objectives and different perspectives on process equity. 

On the other hand, assumptions 2, 3, and 4 are confirmed as predicted. It can be 
concluded that abusive management and overburdened roles are essential aspects of 
emotional exhaustion. Results suggest that abusive surveillance has a favourable impact 
on emotional distress which is consistent with the West (Tepper, 2007). On the contrary, 
it reflects the fact that the Taiwan sample is no different from the large number of 
samples studied worldwide. Thus, this study shows that Taiwanese workers who have 
experienced mistreatment by their supervisors are associated with emotional exhaustion. 

Likewise, the results also show that overload of the role has positive effects on 
emotional exhaustion. This study shows that when Taiwanese workers have overwork or 
overwork and a great need for work, emotional exhaustion is more likely to occur. At the 
same time, overworked employees tend to be less emotionally drained. This effect is 
highly consistent with researchers such as Fu and Shaffer (2001), Leiter and Maslach 
(1988), Peiró et al. (2001) and Yip et al. (2008). 

The study revealed the involvement of Taiwanese staff from different industries 
owing to emotional wear and tear. The result shows that emotional fatigue has a positive 
effect on organisational degeneration, which is consistent with strong research supported 
by previous artistic research (Gaucher and Chebat, 2019; Mulki et al., 2006). Taiwanese 
workers, with less emotional stress, we’re able to avoid becoming involved in 
organisational abuses. In contrast, Taiwanese emotionally exhausted workers will engage 
in misconduct that causes harm to the company. All reported findings are consistent with 
the COR concept and deepen the understanding of the previously identified relationship 
between emotional fatigue and organisational deviations. After reviewing the data 
analysis and final evaluation, it appears that the purpose of this study has been achieved. 
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In summary, there are four proposals proposed in this study. H1 is not supported; H2, H3, 
and H4 are supported. 

6 Research contributions 

The present study has important implications for researching two ways. First, the 
negative effects of emotional exhaustion have gained worldwide prominence and are 
increasingly disturbing. The current study has significant implications for the 
organisation. It has the power to direct the manager to improve and improve the health 
and well-being of employees in the treatment. Previous art research has found that 
employees who are treated with dignity and value are highly motivated to perform higher 
performance (Tyler, 1999; Tyler and Lind, 1992). Most importantly, managers must 
ensure that employees are not burdened with too many responsibilities, especially those 
employees who have more than one director. (Hoobler and Brass, 2006) found that 
several managers may contribute to the appearance of complaints. It is therefore hoped 
that this study will encourage organisations to promote healthy behaviour among 
employees and provide recommendations for action in the future; for example, 
organisations around the world can provide an emotional health service (EAP) to counsel 
and redress conflicts within employees to reduce emotional fatigue in the workplace. This 
will enable employees to enjoy well-being and can lead to higher work performance. 
Second, it will also provide guidelines for senior management, human resources 
professionals, staff and, investigators to understand the impact of organisational 
deviations, which can greatly improve the organisation and help it reduce the 
organisation’s financial and psychological costs due to organisational deviations. This 
information puts physicians at a profitable level where appropriate interventions are in 
place and reduces the risk of emotional exhaustion among employees in organisational 
deviations. 

7 Futuristic study and limitations 

Research in the future should replicate the conclusions in diverse ethnic situations to 
expand the insights. The transferability of study outcomes outside Taiwan would indeed 
be improved by duplicating outcomes in other cultural and economic situations. For a 
fuller insight into the links explored here, future work will concentrate on perspective and 
confounding variables. Further research is required to be conducted within the scope of 
the next four claims given in this study. First, only Taiwanese studies were researched. 
About 300 Taiwanese people were interviewed in the survey. Moreover, because of the 
obstacle to the display of Taiwanese respondents, this study is not even possible. 
Research should be done in other countries for future research. The second difficulty is 
that this study demonstrates that for certain job objectives the connection between 
procedural equality and psychological fatigue is not terrible. Although some consider that 
justice is connected to emotional strain in the process (Cole et al., 2010). In the field of 
organisational justice, further research can examine three sorts of characteristics of 
emotional fatigue, including justice processes, administration, and engagement. Third, 
researchers can research the number of managers in future research by examining the 
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characteristics of leadership (Aas et al., 2008) and have better characteristics of being an 
effective leader (Gächter et al., 2012). This research can help many academics to identify 
the components of a manager to deliver deeper into employee behaviour. A future study 
might examine if transformative leadership leads to reduced deviant conduct in the long 
term. Using empirical methods or observational studies, more study into the causation 
among model components might be conducted. Future studies should give remedies such 
as educating individuals who are suffering from psychological issues, profound actions, 
and by offering social interchange and good social connections and acquaintances, to 
name a few possibilities. A high sample is needed for any future study for it to be precise 
and successful. 
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Appendix 1 

Figure A1 Path coefficient analysis with beta results (see online version for colours) 

 

Appendix 2 

Table A1 Model fit 

 Saturated Estimated model 
SRMR 0.07 0.10 
NFI 0.83 0.81 
Chi-square 449.10 482.28 
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Figure A2 Rerun a model without procedural justice (see online version for colours) 

 


