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ce behavior in an international environment is the result of a complex interaction between 

cultural norms, organizational values, and socioeconomic conditions. This paper gives an 

insight into the existing issues of research on deviant behavior and several key conclusi-

ons about deviant behavior in the international environment as well as insight of research 

property deviance, political deviance and personal aggression in international environment. 

A holistic approach to managing deviant behavior in an international context is emphasized, 

which takes into account the complex relationships between local and global factors. This 

includes not only the adaptation of business strategies, but also the development of culture 

and practices that respect local norms and diminish deviant behavior.

 deviant workplace behavior, international environment, organization

Devijantno radno ponašanje promatra se kao svako namjerno negativno ponašanje 

-

jedinaca ili organizacije (Bennett 

-

razloga. Osim ekonomskih troškova, devijantno ponašanje povezano je i sa socijalnim i 

psihološkim troškovima. Prema Appelbaum . (2007) posljedice devijantnih ponašanja 

osim za organizaciju, u smislu ekonomskih gubitaka koje stvaraju, mogu biti i za osobe koje 

., 2017; Anwar 

-

svakodnevnom funkcioniranju organizacije.

-

predstavlja veliki izazov za organizacije i njihove suradnike, kako na lokalnoj tako i na me-

kulturološke i socijalne norme te socioekonomski uvjeti. Cilj ovog rada jest predstaviti, 

., 2023; 

-
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2024; Suseno -

zaposlenika (Bame-Aldred ., 2013; Maulidiyah, 2024), pa se Hofstedeove dimenzije 

-

njem (Kalemci ., 2018; Narayanan i Moon, 2023). Doprinos ovog rada tako je u uvidu 

-

-

-

-

-

-

grešno ponašanje u društvima (Jensen, 2011). Kao takva, devijantna ponašanja, odnose se 

-

-

tnog ponašanja unutar organizacija (Abbasi i Ismail, 2017). 

-

-

na poslu (Zappala ., 2022). Bujang 

-
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jedinca da naškodi organizacijskim ili društvenim normama unutar organizacije smatraju 

organizaciji ne smatraju se devijantnim ponašanjima (Colquitt ., 2015). 

-

., 2007; Bennett i Robin-

son, 2003; Bujang ., 2024; Kura 

al., 2021; Marcus 

Vinojini ., 2023), ili pak negativno, prijevarno i antisocijalno ponašanje (Das, 2005; 

Zhou -

(Kura ., 2023; Zahid i Nauman, 2024), a to je ona prema Robinson i Bennett (1995).

Produktivna devijantnost

Odlazak prije vremena

Uzimanje više pauza od dozvoljenog

Namjerno sporo obavljanje posla

Neracionalno trošenje resursa

Devijantno postupanje prema 

imovini

Krivotvorenje kartica za evidenciju radnog vremena

Uništavanje opreme

Pokazivanje pristranosti

Davanje neugodnih komentara o suradnicima

Ogovaranje kolega

Osobna agresija

Izvor: Robinson i Bennett (1995: 565).

-

ma devijantnog ponašanja u usporedbi s devijantnim postupanjem prema imovini i osob-

nom agresijom, koji su prepoznati kao ozbiljniji oblici devijantnosti. Dok se produktivna 

devijantnost i devijantno postupanje prema imovini kategoriziraju kao radnje protiv organi-

al

-

Zanimljivo je kako i suvremeni digitalni oblici rada koji podrazumijevaju radnu da-



59

(Ezerins i Ludwig, 2021; Niven 

-

organizacijske imovine, zatim sudjelovanje u aktivnostima koje nisu povezane s poslom i 

nesankcioniranim aktivnostima tijekom radnog vremena, što dovodi do gubitka produk-

-

i dijeljenje povjerljivih informacija, odnosno neovlašteno dijeljenje informacija koje mogu 

rezultirati curenjem ili zlouporabom informacija, posebno kada je rad diskretne prirode 

(Shrivastava i Singh, 2021). 

Uzroci devijantnog ponašanja na radnom mjestu mogu se podijeliti na uzroke na osob-

noj, timskoj i organizacijskoj razini (Bennett ., 2024). 

-

je na razini pojedinaca koje mogu pridonijeti devijantnosti na radnom mjestu, a primarno se 

-

postupanju prema imovini (Zappala 

ponašanju na poslu (Dullas ., 2021), a obrazovaniji zaposlenici imaju manju sklonost ka 

devijantnom ponašanju (Appelbaum 

predanost organizaciji (Wang 

-

šanje kao odgovor na nejednakost u nagradama i priznanjima (Henle, 2005; Robinson i 

-

-

tnog ponašanja, kao i razina autonomije te sukob uloga (Robinson i Bennett, 2000). 

Na timskoj razini Bennett -

-

kohezije i grupnih normi (Kura -

., 2004).

., 2019; di 

Stefano 
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-

slenika (Bujang 

-

prisutna produktivna devijantnost (Kulik ., 2008; Peterson, 2002).

-

slovanje, a zbog njegove multidimenzionalnosti razumijevanje samo nekoliko varijabli nije 

-

nim i supranacionalnim institucijama (npr. WTO, UN, EU, NAFTA), pojave nevladinih 

-

., 2021; Massa ., 2023; 

-

ili diskriminacijom (Nachum, 2013).

-

-

-

-

devijantnost ukazuju da se manifestacija, etiologija i ishodi devijantnosti ne razlikuju puno 

-
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-

okoline (Ede 

-

-

-

bazirana na nacionalnoj kulturi zemlje podrijetla. Stoga neki elementi organizacijske kul-

-

., 2001). 

-

prema novim metodama rada. 

-

-

dovesti do sukoba s lokalnim normama. Ovi sukobi mogu uzrokovati ne samo prav-

-

-

-

-
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smanjiti konkurentnost u zemljama u razvoju, dok s druge strane, kršenje tih stan-

-

-

-

nog ponašanja zbog razlika u nacionalnim regulativama. U zemljama u razvoju, gdje su 

-

al., 2021)

-

-

-

ra i zaposlenika (Bame-Aldred 

-

protiv osobe ili organizacije koja prijeti njihovoj dobrobiti (Wang ., 2022.). Zaposlenici 

-

za osobnu nepravdu (Kalemci ., 2018; Wang ., 2022) 

-

., 2018; 

Tepper ., 2009).
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-

-

osiguranje dobrobiti za organizaciju i pojedinca, ali uz narušavanje organizacijskih normi 

-

oblik produktivne devijantnosti (Lim i Teo, 2024; Ugrin 

-

-

turološkim vrijednostima u velikoj mjeri mogu objasniti razlike u kašnjenju zaposlenika u 

dolasku na posao (Sagie 

u utjecaju na devijantno ponašanje, primarno kroz utjecaj na organizacijsku klimu i kul-

klime, u kojoj se zanemaruju potrebe zaposlenika, prvenstveno je vezano uz produktivnu 

oblike konfrontacija, uspjeh smatraju samo rezultatom osobnih sposobnosti, a neuspjeh po-

-

-

dovesti do kompromisa u etici, što rezultira devijantnim organizacijskim praksama, poput 

mita i korupcije, kako bi se osigurala konkurentska prednost. Ova praksa krši zakone i re-

negativne efekte na njihove globalne operacije i odnose s partnerima. Ertz et al. (2019) 

-
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-

-

-

. (2014) po-

-

-

-

-

. 

Harvey 

-

društvima (D’Cruz, ., 2016; Karatuna ., 2020; Meriläinen ., 2019; Samnani i 
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-

-

-

-

-

dovesti do verbalne agresije i nesporazuma. Na primjer, neizravni stil komunikacije karak-

strane kolega iz kultura koje preferiraju izravnu komunikaciju. 

-

-

-

-

-

Strategije za prevenciju i upravljanje devijantnim ponašanjem moraju biti sveobu-

-

-

-

-

-

-
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cijalno devijantnim ponašanjem, organizacije se prvenstveno trebaju fokusirati na stvaranje 

-

-

-

bi pomogli korporaciji u ostvarivanju ciljeva, a ne im nametati neki novi set vrijednosti. 

-

1. Abbasi A. i Ismail W. K. W. (2017). Organisational predictors of workplace deviance 

in public university in Malaysia. 

, 4(1), str. 769-773.

2. Acharya, M. (2024) International Business Environment, https://cleartax. in/s/inter-

national-business-environment

3. Adeoti, M. O., Shamsudin, F. M. i Wan, C. Y. (2017). Workload, work pressure and 

interpersonal deviance in academia: The mediating role of neutralization. -

, (4), str. 1-22. https://doi.org/10.5296/ijhrs.

v7i4.11730

4. Aleksic, A. i Vukovic, M. (2018). Connecting personality traits with deviant workpla-

ce behavior. , (14), str. 119-129. 

environments by developing cultures that diminish deviance. , (24), 

7031. https://doi.org/10.3390/su11247031

6. Andersson, U., Fosgren, M. i Holm, U. (2001). Subsidiary development and com-

petence development in MNC: A multilevel analysis. , , str. 

1013-1034. https://doi.org/10.1177/0170840601226005



67

  7. Anwar, A., Kee, D. M. H. i Ahmed, A. (2020). Workplace cyberbullying and interper-

sonal deviance: understanding the mediating effect of silence and emotional exhau-

stion. , (5), str. 290-296. https://

doi.org/10.1089/cyber.2019.0407

  8. Appelbaum, S. H., Iaconi, G. D. i Matousek, A. (2007). Positive and negative deviant 

workplace behaviors: causes, impacts, and solutions. , (5), 

str. 586-598. https://doi.org/10.1108/14720700710827176

  9. Arjun, J. i Lokesh, Y. R. (2024). A conceptual study on employee attrition and reten-

tion in multinational corporations. i

, (5), str. 186-189.

10. Bame-Aldred, C. W., Culen, J. B., Martin, K. D. i Parboteeah, K.P. (2013). National 

(3), str. 390-396. 

https://doi.org/10.1016/j.jbusres.2011.08.020

11. Bennett, R. J., Galperin, B. L., Wang, L. i Shukla, J. (2024). Norm-violating behavior 

in organizations: a comprehensive conceptual review and model of constructive and 

destructive norm-violating behavior. 

, (1), str. 481-507. https://doi.org/10.1146/annurev-or-

gpsych-110721-043001

12. Bennett, R. J. i Robinson, S. L. (2003). The past, present, and future of workplace 

deviance research. U: J. Greenberg (Ur.), 

 (2 izd., str. 247-281). Lawrence Erlbaum Associates Publishers.

13. Berry, C. M., Ones, D. S. i Sackett, P. R. (2007). Interpersonal deviance, organizati-

onal deviance, and their common correlates: A review and metaanalysis. 

(2), str. 410-424. https://doi.org/10.1037/0021-9010.92.2.410

14. Birkland, A. S. (2008). A cross-cultural comparison senior leader misbehavior per-

ceptions [Dokorska disertacija, University of Minnesota, Minneapolis, MN]. http://

search.proquest.com/docview/760104900

15. Bolin, A. i Heatherly, L. (2001). Predictors of employee deviance: The relationship 

between bad attitudes and bad behavior, , (3), 

str. 405-418. https://doi.org/10.1023/A:1007818616389

16. Bujang, M. A. bin, Kamaluddin, M. R., Mat Basir, S., Munusamy, S. i Jhee Jiow, H. 

(2024). Impacts of workplace culture on deviant workplace behavior: A systematic 

review, , (2). https://doi.org/10.1177/21582440241247976

17. Chung, P. H., Chung, P. Y. i Cheng, C. C. (2014). The effect of culture on malicious 

gossip behaviors among college students from individualist and collectivist cultu-

res. , , str. 1-35. 

18. Chung, Y. W. i Moon, H. K. (2011). The moderating effects of collectivistic orien-

tation on psychological ownership and constructive deviant behavior. 

 6(12), str. 65-77. https://doi.org/10.5539/ijbm.

v6n12p65

19. Collins, D. (2022). -

. (Publication No. 29325363) [Do-

korska disertacija, University of Phoenix]. ProQuest Dissertations & Theses Global.



68 Zbornik Ekonomskog fakulteta u Zagrebu, godina 22, br. 2., 2024.

20. Coubaneichvili, O. i Bazaraite, E. (2009). Country cultural effects on deviant wor-

kplace behavior: Poland and France perspective. [Bachelor thesis, Kristianstad 

University College] https://www.diva-portal.org/smash/get/diva2:231287/FULL-

TEXT01.pdf 

21. Cuervo-Cazurra, A., Dieleman, M., Hirsch, P., Rodrigues, S. B. i Zyglidopoulos, S. 

(2021). Multinationals’ misbehavior, , (5), str. 101244. 

https://doi.org/10.1016/j.jwb.2021.101244

22. Das, T. K. (2005). Deceitful behaviors of alliance partners: Potential and prevention. 

(5), 706-719. https://doi.org/10.1108/00251740510597725

23. D’Cruz, P., Paull, M., Omari, M. i Guneri-Cangarli, B. (2016). Target experiences 

of workplace bullying: Insights from Australia, India and Turkey. -

, (5), str. 805-823.

abusive supervision, dysfunctional employees, and toxic work environments. U: B. 

van Rooij i D. D. Sokol (Ur.),  str. 639-661. 

Cambridge University Press.

25. Di Stefano, G., Scrima, F. i Parry, E. (2019). The effect of organizational culture on 

deviant behaviors in the workplace. 

, (17), 2482-2503. https://doi.org/10.1080/09585192.2017.1326393

26. Dullas, A. R., Yncierto, K. D., Labiano, M. A. i Marcelo, J. C. (2021). Determinants 

of a variety of deviant behaviors: An analysis of family satisfaction, personality traits, 

and their relationship to deviant behaviors among Filipino adolescents. 

, , str. 645126. https://doi.org/10.3389/fpsyg.2021.645126

27. Ede, T. E., Igwe, M. O. i Udeh, S. (2023). Effect of multicultural differences on the 

performance of small and medium enterprises in south east Nigeria. 

, (6), str. 1-19.

How misconduct in business contributes to understanding the supply side of corrup-

tion in international business, , (3), 

str. 209-231. https://doi.org/10.1108/cpoib-09-2019-0067

29. Ezerins, M. E. i Ludwig, T. D. (2021). A behavioral analysis of incivility in the virtu-

al workplace. (2), str. 150-173. 

https://doi.org/10.1080/01608061.2021.1970079

30. Ferreira, M. P., Li, D., Guisinger, S. i Serra, F. A. R. (2009). Is the international busi-

ness environment the actual context for international business research?. 

, , str. 282-294.

31. Franzese, R. J. (2015). 

C. Thomas Publisher.

32. Galperin, B. L. (2002). 

. [Dokorska disertacija, Concordia University]. 

https://spectrum.library.concordia.ca/id/eprint/2433/

33. Ghauri, P., Strange, R. i Cooke, F. L. (2021). Research on international business: The 

new realities. , (2), str. 101794. 



69

-

, Wiley, New York.

35. Harvey, M., Treadway, D. i Heames, J. T. (2006). Bullying in global organizations: 

A reference point perspective. , (2), str. 190-202. https://

doi.org/10.1016/j.jwb.2006.01.002

36. Henle, C.A. (2005). Predicting workplace deviance from the interaction between or-

ganizational justice and personality, , 17(2), str. 247. 

https://www.jstor.org/stable/40604498

37. Hussain, I. i Sia, S. K. (2017). Power distance orientation dilutes the effect of abusive 

supervision on workplace deviance. (4), str. 293-

305. https://doi.org/10.1177/0258042X17731981

the inference, relevance and logic solution approach. , 6(4), 

str. 125-139. https://doi.org/10.4314/afrrev.v6i4.9

39. Jensen, G. (2011). Deviance and Social Control. U: C.D. Bryant (Ur.), 

 (str. 11-17.), Routledge Press.

40. Kamelci, R. A., Kalemci-Tuzun, I. i Ozkan-Canbolat, E. (2018). Employee deviant 

behavior: role of culture and organizational relevant support. 

(2), str. 126-141. https://doi.org/10.1108/

EJMBE-11-2018-0125

41. Karatuna, I., Jönsson, S. i Muhonen, T. (2020). Workplace bullying in the nursing 

profession: A cross-cultural scoping review. -

, , str. 103628. https://doi.org/10.1016/j. ijnurstu.2020.103628

42. Kobayashi, E. (1997). A cross-cultural study of noncompliant behaviors in Japanese 

and United States hospitals: Noncompliance as a response to perceived threats of 

shame, embarrassment, and management sanctions. -

(9-B), str. 5193.

43. Kulik, B.W, O’Fallon, M. J. i Salimath, M.S. (2008). Do competitive environments 

lead to the rise and spread of unethical behavior? Parallels from Enron. 

, , str. 703-722. https://doi.org/10.1007/s10551-007-9659-y

44. Kura, K. M., Mohiddin, F., Shamsudin, F. M., Abubakar, R. A. i Salleh, N. M. (2023). 

Workplace deviant behaviours: A critical review of the empirical literature. -

, str. 

505-520. https://doi.org/10.18502/kss.v8i20.14623

45. LeBlanc, M. M. i Kelloway, E. K. (2002). Predictors and outcomes of workplace vio-

lence and aggression, (3), str. 444–453. https://doi.

org/10.1037/0021-9010.87.3.444

46. Leitko, T. A. i Kowalewski, D. (1985). Industry structure and organizational devian-

ce: Multinational corporations and questionable foreign payments, 

, (2), str. 127-147. https://doi.org/10.1007/bf00728519

A multi-foci meta-analysis of counterproductive workplace behaviors. 

, (2), str. 97-143. https://doi.org/10.1177/2041386620962554



70 Zbornik Ekonomskog fakulteta u Zagrebu, godina 22, br. 2., 2024.

48. Liao, H., Joshi, A. i Chuang, A. (2004). Sticking out like a sore thumb: Employee dis-

similarity and deviance at work. , (4), str. 969-1000.  https://

doi.org/10.1111/j.1744-6570.2004.00012.x

-

da. , (1), str. 441-484. https://doi.org/10.1111/apps.12452

50. Marasi, S., Bennett, R. J. i Budden, H. (2018). The structure of an organization: Does 

(1), str. 8-27.

51. Marcus, B., Taylor, O. A., Hastings, S. E., Sturm, A. i Weigelt, O. (2016). The stru-

cture of counterproductive work behavior: A review, a structural meta-analysis, 

and a primary study. , (1), str. 203-233. https://doi.

org/10.1177/0149206313503019

52. Massa, S., Annosi, M. C., Marchegiani, L. i Petruzzelli, A. M. (2023). Digital techno-

logies and knowledge processes: new emerging strategies in international business. 

A systematic literature review. , (11), str. 330-

387. 

53. Mathieu, C. (2021). . Academic Press. 

crime: A systematic literature review. , (4), str. 883-897. 

55. Meriläinen, M., Käyhkö, K., Kõiv, K. i Sinkkonen, H. M. (2019). Academic bullying 

among faculty personnel in Estonia and Finland. 

, (3), str. 241-261. https://doi.org/10.1080/1360080X.2019.1591678

56. Nachum, L. (2013). Liability of foreignness. U: D. Teece, M. Augieri C. Pitelis (Ur.), 

. UK: Palgrave Macmillan.

57. Narayanan, K. i Moon, C. (2023). A multigroup SEM analysis of the antecedents 

, (2), str. 169-196. https://doi.org/10.1108/ccsm-06-2021-

0103

58. Narayanan, K. i Murphy, S. E. (2017). Conceptual framework on workplace devian-

ce behaviour: A review. , (3), str. 218-233. https://doi.

org/10.1177/0971685817713284

59. Niven, K., Connolly, C., Stride, C. i Farley, S. (2021). Daily effects of face-to-face 

and cyber incivility via sadness, anger and fear. (2), str. 147-163. 

https://doi.org/10.1080/02678373.2021.1976882

60. Pandey, N. (2024). A Comprehensive 2024 Guide for the International Business En-

vironment. https://emeritus.org/in/learn/leadership-international-business-environ-

ment/

61. Peterson, D. (2002). Deviant workplace behavior and the organization’s ethi-

cal climate. , (1), str. 47-61. https://doi.or-

g/10.1023/A:1016296116093

-

viors and its value outcomes: The case of tourism ecosystems. 

, , str. 886-896. https://doi.org/10.1016/j.jbusres.2019.06.002 



71

63. Pugu, M. R. i Dewanto, A. C. P. (2024). Overcoming barriers to cross-cultural com-

munication in a multinational environment. , (4), str. 293-300.

64. Rahman, M. S., Karan, R. i Feradusy, S. (2013), Relationship between deviant wor-

kplace behavior and job performance: An empirical study. -

 (2), str. 132-133. https://doi.org/10.14456/ndj.2013.7

65. Raver, J. L. (2024). Culture and Workplace Deviance. U: M. J. Gelfandi M. Erez 

(Ur.), , str. 268-297. 

Oxford University Press, https://doi.org/10.1093/oxfordhb/9780190085384.013.11

66. Robinson, S. L. i Bennett, R. J. (1995). A typology of deviant workplace behaviors: 

A multidimensional scaling study. , (2), str. 555-

572. https://doi.org/10.2307/256693

67. Robinson, S. L. i Bennett, R. J. (2000). Development of a measure of workplace devian-

ce. , (3), str. 349-360. https://doi.org/10.1037/0021-

9010.85.3.349

68. Sackett, P. R. (2002). The structure of counterproductive work behaviors: Dimensio-

nality and relationships with facets of job performance. -

 (1/2), str. 5-11. https://doi.org/10.1111/1468-2389.00189

69. Sagie, A., Koslowsky, M. i Hamburger, Y.A. (2002). Antecedents of employee late-

ness. U: M. Koslowskyi M. Krausz, M. (Ur.). 

-

 (str. 1-20) Springer. https://doi.org/10.1007/978-1-4615-0599-0_1

70. Samnani, A. K. i Singh, P. (2012). 20 years of workplace bullying research: A review 

of the antecedents and consequences of bullying in the workplace. 

, (6), str. 581-589. https://doi.org/10.1016/j.avb.2012.08.004

71. Sharan, V. (2012). . Chennai. Pearson.

72. Shrivastava, S. i Singh, K. (2021). Workplace deviance in the virtual workspace. -

. (3), str. 74-77. https://doi.org/10.1108/SHR-09-2020-0083 

73. Suseno, Y., Chang, C., Hudik, M., Fang, E. i Liu, N. (2021). Why do employees 

engage in counterproductive work behaviours? Cultural values and white-collar em-

ployees in China. , (4), str. 397-421.

74. Tepper, B. J., Carr, J. C., Breaux, D. M., Geider, S., Hu, C. i Hua, W. (2009). Abusive 

supervision, intentions to quit, and employees’ workplace deviance: A power/depen-

dence analysis. , (2), str. 

156-167. https://doi.org/10.1016/j.obhdp.2009.03.004

75. Tong, N. (2022). A study on the impact of intercultural communication on multi-

national corporations and countermeasures. 

, 1(1), 18-21. https://doi.org/10.54097/jeer.v1i1.2076

(3), str. 389-405. https://doi.org/10.1007/s40821-016-0061-5.

workplace: Demographic, cultural, and workplace factors. -

, 6(3), 75-89. https://doi.org/10.1300/J179v06n03_04



72 Zbornik Ekonomskog fakulteta u Zagrebu, godina 22, br. 2., 2024.

78. Vardi, Y. i Weitz, E. (2004). 

. Mahwah: Lawrence Erlbaum Associates Publishers

79. Venkataraman, R. i Kumar, M. S. (2024). Effectiveness of compliance training on 

occupational fraud prevention with special reference to multi-national companies. In-

(2), str. 67866-67875.

80. Vinojini, G. N., Sharmila, S. J. i Pratheeba, P. (2023). Employee misbehaviours in 

-

, str. 316-325. 

81. Wang, Q., Lin, M. H., Narayan, A., Burns, G. N. i Bowling, N. A. (2022). A cross-cul-

tural examination of the relationships between job attitudes and workplace devian-

ce. , (1), str. 249-272.

82. Wasti, S. A. i Cortina, L. M. (2002). Coping in context: Sociocultural determinants of 

responses to sexual harassment. , (2), 

str. 394-405. https://doi.org/10.1037/0022-3514.83.2.394.

83. Wright, C. J., Johnson, C. B. i Dorr, P. B. (2006). Employee recognition and asse-

ssment of fraud schemes: An international perspective. 

, (1), str. 17-40.

behaviors. U: S. Aydin, B. B. Dedeoglui O. Coban (Ur.), 

 (str. 305-326). IGI Global.

85. Zahid, A. i Nauman, S. (2024). Does workplace incivility spur deviant behaviors: 

, 53(1), 

str. 247-265. https://doi.org/10.1108/PR-01-2022-0058

86. Zappala, S., Sbaa, M. Y., Kamneva, E. V., Zhigun, L. A., Korobanova, Z. V. i Chub, A. 

A. (2022). Current approaches, typologies and predictors of deviant work behaviors: 

A scoping review of reviews. , (12), https://doi.org/10.3389/

fpsyg.2021.674066

87. Zhao, S., Peerally, J. A., De Fuentes, C. i Gonzalez-Perez, M. A. (2024). The deter-

minants of multinational enterprises’ sustainable innovations. 

, (5), str. 102318. https://doi.org/10.1016/j. ibusrev.2024.102318

88. Zhou, Z. E., Che, X. i Rainone, N. A. (2021). Workplace ostracism and employee 

prosocial and antisocial organizational behaviors. U: C. Liui J. Ma (Ur.), Workplace 

Ostracism (str. 133-157). Cham: Palgrave Macmillan. https://doi.org/10.1007/978-3-

030-54379-2_5 


