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background

results

The purpose of this study was to investigate the relationship between psychological entitlement (active, passive,
and revenge), narcissism and two types of organizational
behaviors in employees. Interactions between narcissism
and psychological entitlement as predictors of organizational citizenship behaviors (OCB) and counterproductive
work behaviors (CWB) were explored. Predictors were analyzed in an effort to determine whether psychological entitlement plays a more destructive role among narcissistic
employees than among non-narcissistic ones and whether
the effects of narcissism on OCB and CWB are mediated
by entitlement.

Positive aspects of entitlement were positively associated
with OCB only among narcissistic employees, and active
entitlement mediated the effects of narcissism on CWB.
Active entitlement was negatively related to CWB. Negative aspects of entitlement were negatively related to OCB
and unrelated to CWB.

participants and procedure
Data were obtained from 100 employees (34% men) aged
22 to 59 years (M = 37.00, SD = 9.30) from public and private
companies. Participants were asked to complete the Organizational Citizenship Behavior Scale (OCBS), the Counterproductive Organizational Behaviors Scale (COBS), the
Entitlement Questionnaire, and the Narcissistic Personality Inventory (NPI).

conclusions
This study provides evidence for positive (healthy) aspects
of entitlement for organizations. The unexpected interaction between narcissism and entitlement in predicting
higher levels of OCB suggests that among narcissistic employees, healthy aspects of entitlement are desirable and
profitable for an organization. Psychological entitlement
was observed to be an important predictor of organizational behaviors beyond narcissism itself.
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BACKGROUND
Organizational behaviors are often analyzed in the
work context due to their fundamental practical
importance and relation to positive or negative attitudes toward work (Cole, 1995; Spector, 2011). For
this reason, searching for possible conditions and
predictors of organizational behaviors has received
significant attention (Blakely, Andrews, & Moorman,
2005; Spector, 2011). Among these behaviors one can
distinguish positive, profitable for organizations, i.e.
organizational citizenship behaviors (OCB, see Organ, 1997; Podsakoff, Mackenzie, Paine, & Bachrach,
2000) and dysfunctional, costly behaviors, i.e. counterproductive work behaviors (CWB, Fox, Spector,
& Milles, 2001; Spector, 2011).
A good example of research identifying predictors
of organizational behaviors is work by Spector (2011)
on antecedents of counterproductive behaviors (CWB).
He proposed a model integrating personality factors
with emotional and motivational variables in predicting levels of CWB. A focus on dispositional, motivational and emotional antecedents of organizational
citizenship behaviors is also present in the field (Miles,
Borman, Spector, & Fox, 2002; Spector & Fox, 2002).
In the current paper, we propose including entitlement as a predictor of citizenship and counterproductive organizational behaviors in addition to its typical
conceptualization, which is strongly embedded in the
narcissistic approach. Although narcissism itself is
often examined in the work context (see Campbell,
Hoffman, Campbell, & Marchisio, 2011 for review),
it is rarely linked with psychological entitlement as
a predictor of organizational behaviors. Thus our approach is unique in relation to studies conducted in
general personality and social psychology (e.g. Ackerman & Donnellan, 2013; Campbell, Bonacci, Shelton,
Exline, & Bushman, 2004; Exline & Zell, 2009; Twenge
& Campbell, 2009). Moreover, prior studies focused
largely on negative aspects of entitlement (Fisk, 2010;
Harvey & Martinko, 2009). However, entitlement is
a multidimensional phenomenon and is not limited to negative and dysfunctional aspects (Lessard,
Greenberger, Chen, & Farruggia, 2011; Rothman, 2012;
Żemojtel-Piotrowska, Piotrowski, & Clinton, 2015b).
In the multidimensional approach, entitlement is often
subcategorized as non-pathological (in effect, functional) and dysfunctional (e.g. Fisk, 2010; Rothman,
2012). Furthermore, in the current study we focus both
on the counterproductive behaviors that are harmful
and costly for an organization and on OCB that support and are profitable for a workplace. We examine
the interplay between entitlement and narcissism as
predictors of both types of organizational behaviors,
in an effort to determine which aspects of entitlement,
defined as a multidimensional phenomenon (Żemojtel-Piotrowska et al., 2015a), enhance or inhibit CWB

and OCB among narcissistic and non-narcissistic individuals and whether relationships between narcissism
and organizational behaviors are mediated by entitlement. This last research question aims to supplement
prior research through the inclusion of more comprehensive conceptualization of entitlement attitudes that
are both related and unrelated to narcissism and addressed as simultaneous (along with narcissism) predictors of OCB and CWB.
ORGANIZATIONAL BEHAVIORS: CITIZENSHIP
BEHAVIORS AND COUNTERPRODUCTIVE
BEHAVIORS
Organizational behaviors are defined as individual
behaviors within work teams (Cole, 1995). As mentioned above, these include behaviors that are both
positive and profitable for an organization, such as
organizational citizenship behaviors (Organ, 1988;
Podsakoff et al., 2000), and dysfunctional behaviors,
defined as counterproductive organizational or work
behaviors (Fox, Spector, Goh, Bruursema, & Kessler,
2012; Fox et al., 2001). Citizenship behaviors increase
work efficacy and are voluntarily undertaken by individuals in the workplace; they increase work efficacy
and they are not a result of formal reward systems,
nor are they formal duties of employees (Organ, 1988).
According to Podsakoff et al. (2000), if an individual
does not engage in negative behaviors, it could be also
regarded as a citizenship behavior. For this reason,
counterproductive and citizenship behaviors logically
contradict each other. Counterproductive behaviors
naturally are also not included in the formal duties of
workers and they are performed voluntarily (Fox et
al., 2012). These behaviors negatively influence work
efficacy, as they bring negative outcomes both for the
organization itself (e.g. by damaging the company’s
reputation) and for co-workers (e.g., rumors or conflicts; Podsakoff, Whiting, Podsakoff, & Blume, 2009).
Both OCB and CWB are conditioned by emotional
reactions and by personality traits (Miles et al., 2002).
Organizational citizenship behaviors is a result of positive affectivity, high control, empathy and helpfulness,
while CWB is a result of negative affectivity, neuroticism and low control (Spector & Fox, 2002). Spector
and Fox (2002) assume that the dispositional factors
which influence both locus of control and affectivity
are important predictors of CWB and OCB levels (see
also Miles et al., 2002). In the current study we argue
that one such dispositional factor could be entitlement.
PSYCHOLOGICAL ENTITLEMENT
IN THE WORK CONTEXT
Former research on entitlement often links it to narcissism. Despite differences between psychological
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entitlement, defined by Campbell et al. (2004) as
a pervasive sense that the individual deserves more
and he/she is entitled to more than others, and narcissistic entitlement, defined as unjustified expectation for special treatment (Raskin & Terry, 1988),
these differences are not essential (see Ackerman
& Donnellan, 2013). Specifically, psychological entitlement is related to higher self-esteem and grandiose narcissism, whereas narcissistic entitlement is related to lower self-esteem and vulnerable narcissism
(Ackerman & Donnellan, 2013). There are also some
differences in personal correlates of both phenomena
(Pryor, Miller, & Gaughan, 2008).
In recent research, types of entitlement were distinguished as incorporating adaptive and healthy
attitudes, resembling assertiveness, and excessive
entitlement, which is problematic and dysfunctional
(Fisk, 2010). Tomlinson (2013) further points to the
distinction between entitlement as a personal trait
versus a set of beliefs, which are related to formulating demands and based on personality.
Generally, in the work context, entitlement is regarded both as the expectation of reward in exchange
for one’s effort (Feather, 2003; Desmarais & Curtis, 1997; Major, McFarlin, & Gagnon, 1984; Pelham
& Hetts, 2001), which is the most typical conceptualization in social psychology, and as an excessive demand toward one’s employer which is not based on
actual effort (Fisk, 2010; Harvey & Martinko, 2009, see
also Tomlinson, 2013 for review), which is the most
typical conceptualization in personality psychology.
Harvey and Martinko (2009) analyzed how psychological entitlement is related to lower satisfaction
with work and higher levels of conflict with supervisors. They argued that the negative impact of psychological entitlement is conditioned by dysfunctional
attribution processes. That is, employees with high
levels of entitlement tend to formulate demands on
the basis of being a member of a team, not on actual
effort (see also Naumann, Minsky, & Sturmann, 2002).
Excessive entitlement and narcissism are linked to
counterproductive organizational behaviors (Penney
& Spector, 2002). In particular, they are both blamed
for unrealistic financial expectations and unrelated
to actual effort or input (Fisk, 2010; Tomlinson, 2013).
Entitlement influences dissatisfaction with work via
the perception of injustice in the organization (Byrne,
Miller, & Pits, 2010), and it could increase the number
of counterproductive behaviors. Narcissism in the
work context is typically conceptualized as overt or
grandiose narcissism based on inflated self-esteem
(see Miller & Campbell, 2008).
In general, recent research tends to assume that entitlement has a negative impact on functioning in the
work context. In a non-work context, psychological
entitlement is typically regarded as a negative or problematic personal trait due to its association with narcissism, as well (Fisk, 2010; Harvey & Martinko, 2009,
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see also Campbell et al., 2004). This negative conceptualization of entitlement can lead to oversimplification
of explanations of its relationship with organizational
behaviors. For instance, according to entitlement concepts put forth by Huseman, Hatfield and Miles (1987)
in their refinement of Adams (1963) equity theory
(see also Blakely et al., 2005), people prefer reward allocations based on equity rules. Individuals who are
oversensitive to underpayment inequity are labeled as
entitled. These entitled individuals believe that they
are deprived and receive less than they should receive.
This belief leads to lower satisfaction with work, which
in turn could decrease levels of positive organizational
behaviors while increasing negative ones (Byrne et al.,
2010; Huseman et al., 1987).
THREE-DIMENSIONAL MODEL
OF ENTITLEMENT ATTITUDES
Due to the complexity of entitlement, which is recognized by scholars in the field (see Naumann, Minsky,
& Sturman, 2002; Tomlinson, 2013 for review), we
assume three dimensions of entitlement: active, passive, and revenge (Żemojtel-Piotrowska et al., 2013;
Żemojtel-Piotrowska et al., 2015b). This model allows
for integration of different aspects of entitlement –
notably social and personality psychology – as per
current conceptualizations in the scientific literature.
A multi-dimensional approach to entitlement is particularly important in professional contexts where entitlement is assumed to have a negative impact. This is
the case in spite of the fact that formulating expectations toward others could be potentially profitable not
only for the individual but also for the organization.
Active entitlement is defined as a tendency to protect one’s own interest and actively pursue personal
goals. It is expressed in beliefs such as, “I deserve the
best” and “I often demand to be treated properly”. It
correlates with higher self-esteem and internal locus
of control (Piotrowski & Żemojtel-Piotrowska, 2009),
and it is positively related to agency (Żemojtel-Pio
trowska et al., 2015b). Passive entitlement is based on
the belief that other people and institutions have obligations toward the individual and that they are responsible for satisfying an individual’s needs. Passive
entitlement is positively related to lower self-esteem,
an external locus of control (Piotrowski & Żemojtel-
Piotrowska, 2009) and communion (Żemojtel-Pio
trowska et al., 2015b). Revenge entitlement is defined
as protection of self-interest in instances where it is
violated and an insistence on revenge in the case of
sustained insults. It is expressed in beliefs such as,
“I remember harm inflicted on me for a long time”
and, “I have difficulties forgiving sustained insults”.
Revenge entitlement is unrelated to self-esteem and
locus of control (Piotrowski & Żemojtel-Piotrowska,
2009), and positively related to unmitigated agency
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(Żemojtel-Piotrowska et al., 2015b). Active and revenge entitlement are positively related to psychological entitlement (Żemojtel-Piotrowska et al.,
2015a), and they seems to incorporate adaptive (active) and dysfunctional (revenge) aspects of psychological entitlement. Passive entitlement is different
from active and revenge entitlement in that there is
an overlapping communal aspect of entitlement that
seems to be more similar to a sense of entitlement as
observed in the social justice or sociology literature.
This form of entitlement is broadly examined within
the Central-European cultural context (Klicperova,
Feierebend, & Hoffsteter, 1997; Koralewicz & Ziol
kowski, 1991), whereas psychological entitlement
is more popular in research conducted in English
speaking countries.
THE CURRENT RESEARCH
Since the three dimensional model of entitlement
covers different aspects of entitlement, i.e. adaptive
(active and passive entitlement) and dysfunctional
(revenge entitlement), and assumes different motivations behind each of the three forms of entitlement,
i.e. active (active and revenge entitlement) and passive (passive entitlement) (Żemojtel-Piotrowska et
al., 2015a, 2015b), it is possible to precisely predict the
relationship between entitlement and organizational
behaviors. Furthermore, as these three dimensions
have been examined in terms of their relationships
with basic personality traits (Żemojtel-Piotrowska
& Piotrowski, 2011), subjective well-being (Żemojtel-Piotrowska et al., 2013), and locus of control (Pio
trowski & Żemojtel-Piotrowska, 2009), such defined
entitlement is promising in terms of Spector and
Fox’s (2002) model of organizational behaviors.
Active entitlement as an adaptive, proactive form
of entitlement that is positively related to subjective
well-being (Żemojtel-Piotrowska et al., 2013) should
also be positively related to citizenship behaviors,
yet unrelated or even negatively related to counterproductive ones, since it is based on overt pursuit of
personal goals. Active entitlement is clearly related
to entitlement as reported in studies on social justice,
especially expectations for reward formulated on the
basis of one’s own effort (Major et al., 1984; Pelham
& Hetts, 2001).
Passive entitlement is based on a collectivistic vision of the social world (Piotrowski & Żemojtel-Pio
trowska, 2009) and communion (Żemojtel-Piotrow
ska et al., 2015a), unrelated to subjective well-being
(Żemojtel-Piotrowska et al., 2013) and negatively related to unhindered agency (Żemojtel-Piotrowska et al.,
2015a). Given the negative relation between passive
entitlement and agency, it is possible that this form of
entitlement is unrelated to organizational citizenship
behaviors, since they assume some effort, and nega-

tively related to counterproductive organizational behaviors, since they require effort and they are based
on negative attitudes toward the organization.
Revenge entitlement is assumed to be negatively
correlated with organizational citizenship behaviors
and positively with counterproductive ones, as it is
similar to revengefulness. This form of entitlement
covers negative aspects of psychological entitlement
(Żemojtel-Piotrowska et al., 2015a) and it is related
positively to negative affectivity (Żemojtel-Piotrowska
et al., 2015c). However, it is not clear if revenge entitlement is related to grandiose narcissism, since a relationship has been identified in earlier research but the
findings remain to be confirmed (Piotrowski & Żemoj
tel-Piotrowska, 2009) and in some studies – they are
not confirmed (Żemojtel-Piotrowska et al., 2015a). For
this reason, it is possible that revenge entitlement could
increase counterproductive work behaviors.
Active, passive and revenge entitlement could
interact with narcissism as a personal trait, as they
are rather a stable set of convictions or beliefs rather than personality traits, like psychological entitlement (Campbell et al., 2004) or narcissistic entitlement (Bishop & Lane, 2002; Rothman, 2012).
Grandiose narcissism could be regarded as a moderating variable in predicting the relationship between
entitlement attitudes and organizational behaviors,
as entitlement could have different functions among
narcissistic and non-narcissistic workers. However,
active entitlement could also be a mediator in the
relationship between narcissism and organizational
behaviors. We expect such mediation only for active
entitlement, as in former studies revenge entitlement
and passive entitlement were unrelated to narcissism.
Specifically, we hypothesize that highly narcissistic individuals differ from non-narcissistic individuals
in terms of the relationships between entitlement and
organizational behaviors. Narcissism is posited to be
negatively associated with citizenship organizational
behaviors; however, some studies suggest that narcissistic individuals may engage in organizational citizenship behaviors as a function of attempts to manage the
impression they make in the workplace (see Campbell
et al., 2011 for review). Conversely, narcissism is positively related to counterproductive organizational behaviors (see Campbell et al., 2011), since highly narcissistic individuals tend to demonstrate exaggerated and
excessive forms of entitlement. Moreover, they tend to
be vindictive in reaction to perceived injustice (Spector, 2011), for which reason we posit that negative
aspects of entitlement should demonstrate a stronger positive relationship with counterproductive behaviors among narcissistic individuals than among
non-narcissistic ones. We do not predict a relationship
between organizational behaviors and positive aspects
of entitlement as a function of narcissism.
Finally, we explore possible mediation effects of
the interrelationship between narcissism and organ-
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izational behaviors via entitlement. In prior studies,
narcissism has been shown to be positively related to
active entitlement (Piotrowski & Żemojtel-Piotrow
ska, 2009; Żemojtel-Piotrowska et al., 2015a). For this
reason, we focus only on the possible mediation of
the relationship between narcissism and organizational behaviors by active entitlement. Since active
entitlement is posited to be positively related to organizational citizenship behaviors, we expect that it
could inhibit negative effects of narcissism on organizational behaviors, as narcissists could be less prone
to engage in negative reactions when they prefer to
achieve their goals in a more direct way (see Campbell et al., 2011).

PARTICIPANTS AND PROCEDURE
One hundred working adults (34% men), with an age
range from 22 to 59 years (M = 37.00, SD = 9.30) participated in this study. Participants were employed as
office workers. Seventy-two percent worked in the
public sector and 28% in the private sector. Ninety
percent of participants had a university education
(MA or BA), 8% had a secondary school education,
1% had completed elementary professional training
(i.e. professional elementary school preparing qualified workers, such as carpenters or plumbers), and
1% elementary school education. The length of time
of their current employment ranged from 1 month to
31 years (M = 11.49 years, SD = 9.05).
Participants were recruited to take part in the
online survey using the snow-ball method, i.e. they
were asked to invite other employees (their family
members, friends, or colleagues) who might be interested in taking part in the current research. They
were informed about the aim and procedure of the
study (e.g. anonymity, possibility of withdrawal from
the study). Information about the study, including
a link to the survey, was posted on forums for different professional groups. Respondents did not receive
any remuneration for taking part in the survey.
MEASURES
Participants were asked to complete the Organizational Citizenship Behavior Scale (OCBS), the
Counterproductive Organizational Behaviors Scale
(COBS), the Entitlement Questionnaire, and the Narcissistic Personality Inventory (NPI). Methods were
presented in random order.
Citizenship Organizational Behaviors. Citizenship
organizational behaviors were assessed by the Citizenship Organizational Behaviors Questionnaire
(COBQ) (Czarnota-Bojarska, 2011). The COBQ consists of 33 items, and is based on the Podsakoff et al.
(2000) model of actions considered helping behaviors,
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sportsmanship, organizational loyalty, organizational compliance, individual initiative, civic virtue, and
self-development. Examples of statements include
I fulfill others’ duties when they are absent, and, When
I do my work assignments I do my best, and they refer
to organizationally desired behaviors. Participants
indicate to what extent particular behavior is typical
for them (from 0 – completely untypical to 5 – very
typical) (Czarnota-Bojarska, 2011). Reliability of the
COBQ in current research is .92 (Cronbach’s α).
Counterproductive Organizational Behaviors. To
assess the level of counterproductive organizational
behaviors we used the Counterproductive Organizational Behaviors Scale (COBS, Czarnota-Bojarska,
2012). This scale consists of 33 statements describing
counterproductive behaviors (e.g. Use of company
equipment for private purposes; Prolongation of breaks
in work). Participants indicate the frequency with
which they engage in these behaviors on a five-point
Likert scale (from 1 – never to 5 – very often). The
reliability of the COBS is .96 (Cronbach’s α).
Entitlement Attitudes. To assess the level of entitlement attitudes, the Entitlement Questionnaire
(Piotrowski & Żemojtel-Piotrowska, 2009) was used.
This scale serves as a measure of active, passive, and
revenge entitlement as defined earlier in the article.
It consists of 36 items, 12 per factor (e.g. If I receive
less than I deserve I speak openly about it; It is a duty
of the state to provide a proper standard of living to all
citizens; I do not forget sustained insults). Participants
answer on a scale of options ranging from 1 (definitely disagree) to 6 (definitely agree). The Entitlement
Questionnaire has proven reliability – Cronbach’s α
is .86 for active entitlement, .86 for passive entitlement and .84 for revenge entitlement, respectively
(Piotrowski & Żemojtel-Piotrowska, 2009) – and validity, as shown by correlations with other measures
of entitlement (Żemojtel-Piotrowska et al., 2015a),
agency and communion (Żemojtel-Piotrowska et al.,
2015b) and self-enhancement values (Żemojtel-Pio
trowska, Piotrowski, & Baran, 2011).
Narcissism. To assess narcissism levels, Raskin
and Terry’s (1988, Polish version Bazińska & DratRuszczak, 2000) Narcissistic Personality Inventory (NPI) was used. The NPI serves as a measure of
grandiose, agentic narcissism and is one of the most
broadly used scales for assessment of this phenomenon, including in the work context. The scale has
proven reliability and validity in the Polish context
(Bazińska & Drat-Ruszczak, 2000). Sample items are:
I like to look at my body; I find it easy to manipulate
people. Participants answered questions on a 5-point
Likert scale, from 1 (it’s not me) to 5 (it’s me). Only the
general mean score is calculated in the research, and,
using this score, the overall reliability of scale has been
measured as reliable at the .95 level (Cronbach’s α).
We did not calculate subscales of NPI as the main aim
of our study was to examine grandiose narcissism as
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a moderating variable in the relationship between organizational behaviors and entitlement.
Demographics. Participants were asked to indicate
their gender, age (in years), education, and length of
employment in their current workplace (in years and
months).

RESULTS
CORRELATIONAL ANALYSES
Zero-order correlations of entitlement attitudes to
narcissism and organizational behaviors are reported in Table 1. Congruent with predictions, active and
passive entitlement correlated positively with citizenship behaviors and negatively with counterproductive ones, while revenge entitlement correlated
negatively with citizenship behaviors, but, contrary
to predictions, it was unrelated to counterproductive
organizational behaviors. Active and passive entitlement correlated in opposite directions in comparison
to narcissism, which was, congruent to former results,
positively related to counterproductive behaviors.

ship organizational behaviors and counterproductive
behaviors are presented in Table 2.
Entitlement attitudes and organizational behaviors. Entitlement attitudes allowed us to predict both
citizenship and counterproductive organizational
behaviors over narcissism. Including three forms of
entitlement substantially increased the percentage of
explained variance of organizational behaviors. Interestingly, narcissism itself did not hold predictive
power for positive organizational behavior, indicating that it is related only to actions that are harmful
for organizations. Active entitlement was positively
related to citizenship behavior (β = .27) and negatively to counterproductive behavior (β = –.34, p < .001),
indicating that this form of entitlement is beneficial
for organizations. Revenge entitlement was uniquely
related negatively to citizenship behaviors (β = –.25),
but was unrelated to negative actions. The differences
between revenge entitlement and narcissism in their
relationship to organizational behaviors suggest that
revenge entitlement is probably less dysfunctional for an organization than narcissism, particularly
since revenge entitlement is only related to an absence of positive actions, whereas the is narcissism
directly related to negative actions.

HIERARCHICAL REGRESSION ANALYSES
In subsequent analyses, entitlement attitudes were
regarded as predictors of organizational behaviors.
To examine the relative importance of narcissism
and entitlement attitudes in explaining organizational behaviors (both desirable and undesirable) the
mean score for NPI was introduced in the first step.
Entitlement attitudes were introduced in subsequent
steps. In the final step, interactions between narcissism and each form of entitlement were introduced.
Age, gender, education and years in one’s current
position were controlled in all of the analyses. Hierarchical regressions analyses allowed us to examine
both a possible mediating and a possible moderating
role for narcissism in the relationship between entitlement attitudes and organizational behaviors. Results of hierarchical regression analyses for citizen-

NARCISSISM AS A MODERATOR
IN THE LINK BETWEEN ENTITLEMENT
AND ORGANIZATIONAL BEHAVIORS
Prior to conducting moderation analyses, participants were divided into three groups, depending on
their narcissism level: low (below the median score),
medium (equal to the median score) and high level of
narcissism (scores over the median). Narcissism moderated the relationship between passive entitlement
and OCB; B = 0.28, p = .070, change F(3, 89) = 5.35,
p = .002. Passive entitlement was positively related to citizenship behaviors only among individuals
with a high level of narcissism (β = .59, t(15) = 2.83,
p = .013, R2 = .30, see Figure 1), and unrelated to OCB
in groups with low (β = .05, p = .854) and average
(β = .18, p = .155) levels of narcissism.

Table 1
Zero-order correlations of entitlement attitudes, narcissism, and organizational behaviors: citizenship and counterproductive (N = 100)

OCB
CWB
Active
Passive
Revenge

CWB

Active

Passive

Revenge

–.55***

.22*

.28**

–.29**

–.38***

–.31***

.07

.30***

.26**

.10

.25**

–.21*

Narcissism
–.13

–.10
.08

Note. OCB – organizational citizenship behavior; CWB – counterproductive work behavior; *p < .05; **p < .01; ***p < .001.
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Table 2
Hierarchical regression analyses for organizational behaviors with narcissism and entitlement attitudes
as predictors
Organizational citizenship behaviors
β

Counterproductive work behaviors
β

ΔR2

Model 1

ΔR2

.02

Narcissism

.11***

–.16

.34***

Model 2

.15***

Narcissism

.11***

–.18

.39***

AE

.27*

–.34***

PE

.13

–.08

RE

–.25*

.06

Model 3

.12***

Narcissism

.17***

–2.00***

2.12***

AE

–.40

.82**

PE

–.70

.40

RE

–.26

–.22

Narcissism × AE

.20

–.31***

Narcissism × BE

.28^

–.14

Narcissism × RE

–.00

.08

Note. AE – active entitlement; PE – passive entitlement; RE – revenge entitlement; narcissism measured by Narcissistic Personality Inventory; *p < .05, **p < .01, ***p < .001; ^p < .10.

Including the interaction between narcissism and
entitlement allowed us to predict greater variance of
counterproductive organizational behaviors; B = –.36,
p = .001, change F(3, 89) = 10.33, p < .001. Higher lev-

els of active entitlement were associated with lower
levels of counterproductive organizational behaviors
among individuals with higher levels of narcissism
(β = .85, t(15) = 6.12, p = .001, R2 = .70, see Figure 2),
5.00
counterproductive behaviours

citizenship organizational behaviours

5.00

4.00

3.00

2.00

1.00

4.00

3.00

2.00

1.00
1.00

2.00
3.00
4.00
passive entitlement
narcissism
low

average

5.00

6.00

high

Figure 1. Simple-slope analysis for citizenship organizational behaviors predicted by passive entitlement
among individuals with low (–1 SD), average; and high
(+1 SD) level of narcissism.
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1.00

2.00
3.00
4.00
active entitlement
narcissism
low

average

5.00

6.00

high

Figure 2. Simple-slope analysis for counterproductive
organizational behaviors predicted by active entitlement among individuals with low (–1 SD), average;
and high (+1 SD) level of narcissism.
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and were unrelated to CWB among individuals
with low (β = –.04, p = .872) and average (β = –.13,
p = .300) levels of narcissism. That is, the relationship
between entitlement attitudes and counterproductive organizational behaviors is present only among
highly narcissistic employees.
ENTITLEMENT AS A MEDIATOR BETWEEN
NARCISSISM AND ORGANIZATIONAL
BEHAVIORS
To examine the role of entitlement as a mediating
factor in the relationships between narcissism and
organizational behaviors, the PROCESS macro for
SPSS was used (Hayes, 2013). Since only active entitlement was simultaneously related to narcissism
(Path A) and to OCB and COB (Path B), there was
no justification for examining possible mediating effects for passive entitlement and revenge entitlement
(Baron & Kenny, 1986). We used the bootstrapping
procedure since the number of cases for analyses was
relatively low (lower than 200). This procedure further allows for controlling for measurement bias and
provides confidence intervals for estimated error. Indirect effects are reported in Table 3.
As reported in Table 3, the indirect effect of narcissism on organizational citizenship behaviors via active entitlement was insignificant. However, the indirect effect of narcissism on counterproductive work
behaviors was significant and moderate (IE = –.39,
SE = .08, p < .001). This mediation is illustrated in
Figure 3. Mediational analyses revealed a suppression effect for this relationship since the regression
coefficient for narcissism as a predictor of CWB was
higher (β = .48, p < .001) after including active entitlement in the predictive model in comparison to
the direct relationship between narcissism and CWB
(β = .30, p = .002). Narcissism resulted in stronger
CWB without active entitlement, or, in other words,
CWB increased directly and decreased indirectly via
active entitlement.

DISCUSSION
The current study aimed to investigate the interrelations between entitlement and organizational behaviors, notably OCB and CWB, and to relate these
findings to prior studies on narcissism and organizational behaviors (Campbell et al., 2011). Entitlement was conceptualized as a dispositional variable,
composed of three dimensions – active, passive and
revenge entitlement – that covers a broad spectrum
of entitlement attitudes (Piotrowski & Żemojtel-Pio
trowska, 2009; Żemojtel-Piotrowska et al., 2013). As
Miles et al. (2002) suggested, both citizenship oriented and counterproductive organizational behaviors

could be explained by factors related to affectivity and personal variables. In the current study, we
examined entitlement and narcissism as important
dispositional factors associated with OCB and CWB.
Furthermore, we examined grandiose narcissism as
a moderator in the relationship between entitlement
and organizational behaviors and entitlement as
a possible mediator of the relationship between narcissism and organizational behavior in an effort to
shed light on their possible interactions as predictors
of OCB and CWB.
It was hypothesized that active entitlement would
be positively related to citizenship behaviors, since
it is positively related to factors identified by Spector and Fox (2002), such as an internal locus of control and positive affectivity, that increase OCB. The
current study confirmed this assumption, but only
among individuals with high levels of narcissism.
We also assumed that passive entitlement is associated with lower levels of CWB, as this aspect of
entitlement is communal (Żemojtel-Piotrowska et al.,
2015a), unrelated to negative affectivity (ŻemojtelPiotrowska et al., 2013; Żemojtel-Piotrowska et al.,
2015c) and unhindered agency (Żemojtel-Piotrow
ska et al., 2015b). This assumption was confirmed,
although passive entitlement did not allow us to
predict CWB over narcissism. Since this aspect of
entitlement is positively related to passivity and an
external locus of control and unrelated to positive affectivity, the detected positive relationship with OCB
was weak. Moreover, passive entitlement was positively related to OCB only among individuals with
high levels of narcissism.
Revenge entitlement was negatively related to
OCB and unrelated to CWB, partially supporting our
Table 3
Indirect effects of narcissism on organizational behaviors, mediated through active entitlement
Estimate

SE

NPI → AE → OCB

.069 (.003 .174)

.046

NPI → AE → CWB

–.435 (–.590 –.279)

.079

Note. Results obtained by bootstrapping procedure (n = 1,000),
with 95% confidence intervals presented in parentheses. NPI –
narcissism; AE – active entitlement; OCB – organizational citizenship behaviors; CWB – counterproductive work behaviors.

active entitlement
.25*

narcissism

.37***

(.48***)

–.44***

counterproductive
work behaviours

Figure 3. Active entitlement as mediator of narcissism
influence on counterproductive work behaviors
[F(2, 97) = 21.77, p < .001, R2 adj = .31].
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predictions. This aspect of entitlement is negative,
similar to narcissistic entitlement; however, contrary to narcissism, it was not related to engagement
in harmful actions toward organizations. The relationship between OCB and revenge entitlement was
independent from narcissism.
Mediational analyses revealed that the positive
relationship between grandiose narcissism and CWB
was mediated by active entitlement. A suppression
effect was detected, as narcissism directly increased
CWB and decreased it indirectly via active entitlement. This finding points to the importance of active entitlement for functioning in the workplace. It
seems that active entitlement could inhibit the impact of grandiose narcissism on counterproductive
behaviors, probably since active entitlement is associated with more productive and constructive reactions at work.
Former studies have examined the importance of
narcissism and entitlement in relation to organizational behaviors and the work context, but they have
focused on negative aspects of psychological entitlement (Harvey & Martinko, 2008; Fisk, 2010). The current study allowed for a more comprehensive examination of the significance of entitlement in predicting
organizational behaviors. As psychological entitlement is often linked to narcissism in personality and
social psychology, it was also important to shed light
on possible interactions between both personal factors. The results of the current study indicated that
positive aspects of entitlement are profitable for an
organization because they are positively related to
OCB and negatively to CWB. These relationships
are observed especially among employees with high
levels of narcissism. This result may be surprising,
particularly because we predicted a stronger relationship between negative behaviors and entitlement
in employees with higher levels of narcissism than
employees with lower levels of narcissism. However, recent findings on narcissism could be useful in
explaining this result. Subclinical (or grandiose) narcissism, contrary to personality disorders, is to some
extent profitable for the individual since it is based
on agency, a grandiose self-view and higher expectations toward others as a result of one’s high self-esteem (Miller & Campbell, 2008; Sedikides, Rudich,
Gregg, Kumashiro, & Rusbult, 2004). For this reason,
highly narcissistic workers could potentially be proactive in their profession and satisfied with their lives
and workplace. Since they have higher expectations
toward others, such as in the case where they manifest healthy aspects of entitlement, they could be
engaged in supportive actions toward their organization and less engaged in costly ones. For this reason,
entitlement could be profitable for an organization if
the worker, who has a grandiose self-view, manages
his/her expectations toward others in a constructive
form. On the other hand, among low-narcissistic
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workers, healthy aspects of entitlement (i.e. active
and passive) are less important predictors of organizational behaviors (i.e. active entitlement is unrelated
to OCB and passive entitlement is unrelated to
CWB), and only its negative aspects (revenge) are
associated with a lower level of pro-organizational actions. Contrary to narcissism, even the negative
aspects of entitlement seem to be unrelated to costly,
counterproductive work behaviors. Generally, these
results are congruent with the findings of Bourdage
and colleagues (Bourdage, Lee, Lee, & Shin, 2009) that
narcissistic employees engaged in OCB as a form of
impression management. The results also support the
suggestion by Campbell et al. (2011) that narcissistic
individuals could engage in OCB when such actions
could be profitable for them. This suggestion is also
supported by the detected mediation of the relationship between narcissism and counterproductive work
behaviors by active entitlement, which partially weakened this relationship. This means that when narcissism leads to more proactive behaviors that are associated with active entitlement, such as the overt pursuit
of personal goals and defending one’s rights, counterproductive work behaviors tend to be inhibited.
LIMITATIONS AND FUTURE DIRECTIONS
The current study was a cross-sectional, self-report
study. For this reason, any causal interpretation is
impossible. Moreover, as the negative, undesirable actions were measured via questionnaire, it is possible
that actual behavior could be conditioned by different
factors. Another problem is a common method bias,
which is related to using self-report measures. There
are several sources of this undesirable factor, including
acquiescence, common scale formats, social desirability or the consistency motif (see Podsakoff, MacKenzie,
Lee, & Podsakoff, 2003). In the current study, some of
the main sources of bias were avoided, since methods
were rotated (to avoid a context effect), the response
options varied (to avoid common scale formats), and
the entitlement questionnaire was correlated with the
social desirability scale and the neutral scales measuring acquiescence in the process of scale development
(Piotrowski & Żemojtel-Piotrowska, 2009). The NPI is
a well-established and commonly used scale; hence its
validity and reliability are well documented. However,
the OCB and CWB scales could be influenced by social desirability. For this reason, the results obtained in
the current study should be interpreted with caution.
The detected relationships are consistent with former
results, especially in regard to narcissism (Campbell
et al., 2011; Penney & Spector, 2002). To address the
problem of using self-report methods, adding observational data, such as peer-rankings completed by
co-workers or supervisors, is recommended. Also, the
number of participants in the current study was rela-
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tively small, and they were generally well-educated,
and mostly employed in the public sector. For this reason, generalization of the findings is difficult.
The current study adds to earlier research by offering a more comprehensive examination of the entitlement phenomenon. As such, some unexpected,
positive analyses of this variable for organizational
behaviors were identified. Additionally, the current
research indicates the importance of the interaction
between narcissism and entitlement, and supports
the assumption that psychological entitlement brings
a unique, incremental contribution (beyond narcissism alone) to our knowledge about the sources of
organizational behaviors.
In future studies, longitudinal data should be collected to further examine the role of psychological
entitlement as a possible predictor of organizational
behaviors. Moreover, the current study does not offer an explanation for the way in which psychological
mechanisms could be responsible for the positive relationships between active and passive entitlement and
citizenship organizational behaviors. Since active and
passive entitlement are related to distinct motivations
(Żemojtel-Piotrowska et al., 2015b), these mechanisms
could be different and merit exploration. The most likely mediating variables for active entitlement include
higher self-esteem and agency and positive identification with the organization for passive entitlement.
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