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Abstract

This study aimed to examine the structural relationships of technology acceptance and digital lifestyle with
employee deviant behaviors, with particular emphasis on the mediating role of organizational commitment.
This quantitative study employed a descriptive-correlational design based on structural equation modeling.
The statistical population consisted of faculty members and administrative employees of Islamic Azad
University branches in Semnan Province in 2024-2025, from whom 300 participants were selected using
simple random sampling. Data were collected using a Technology Acceptance Questionnaire based on
Davis’s model, the Digital Lifestyle Questionnaire developed by Khademian and Hosseini, Bennett and
Robinson’s Organizational Deviance Scale, and Meyer and Allen’s Organizational Commitment
Questionnaire. Data were analyzed using Pearson correlation coefficients and structural equation
modeling in SPSS and AMOS version 22. The mediating effects of organizational commitment were
examined using bootstrap analysis. Structural model analysis showed that technology acceptance had a
significant negative direct effect on employee deviant behaviors (3=-0.18, p=0.003) and a significant
positive effect on organizational commitment (3=0.39, p<0.001). Digital lifestyle also had a significant
negative direct effect on deviant behaviors (f=-0.14, p=0.005) and a significant positive effect on
organizational commitment (3=0.31, p<0.001). Organizational commitment significantly and negatively
predicted employee deviant behaviors (3=-0.29, p<0.001). Bootstrap analysis demonstrated significant
indirect effects of technology acceptance (f=-0.11) and digital lifestyle (8=-0.09) on deviant behaviors
through organizational commitment, supporting partial mediation. The estimated structural model
demonstrated satisfactory fit (x%df=1.81, CFI=0.97, TLI=0.96, RMSEA=0.052, SRMR=0.045). Greater
technology acceptance and a purposeful, adaptive digital lifestyle are associated with lower employee
deviant behaviors both directly and indirectly through enhanced organizational commitment. Accordingly,
improving employees’ technology experience, encouraging healthy and responsible patterns of digital
technology use, and strengthening organizational attachment and commitment may constitute effective
strategies for reducing deviant behaviors in increasingly digitalized workplaces.

Keywords: Technology Acceptance, Digital Lifestyle, Employee Deviant Behaviors, Organizational
Commitment, Structural Equation Modeling.
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Extended Abstract
Introduction
The accelerating diffusion of digital technologies has fundamentally transformed contemporary
workplaces by altering organizational structures, communication processes, task execution,
employee interactions, and the broader nature of work. Digital transformation is no longer limited to
the implementation of information systems or the automation of routine processes; rather, it
represents a multidimensional organizational change that influences employees’ perceptions,
attitudes, psychological experiences, and behavioral responses. Digital platforms, online
communication systems, intelligent technologies, and data-driven work processes have increasingly
become integral components of organizational functioning. Although such technologies can enhance
flexibility, efficiency, access to information, and organizational responsiveness, they may also
generate new forms of job demands, information overload, technological stress, and behavioral
challenges (Jose & Thomas, 2024; Marsh et al., 2024; Oecd, 2024). Consequently, understanding
employees’ interactions with digital technologies has become essential for explaining adaptive and
maladaptive forms of organizational behavior.
Technology acceptance is one of the principal concepts used to explain individuals’ responses to
technological environments. It generally refers to employees’ willingness and readiness to adopt and
effectively use technological systems based on their perceptions of usefulness, ease of use,
expected performance, and the facilitating conditions surrounding technology use. Technology
acceptance theories emphasize that employees are more likely to engage constructively with
technologies when they perceive them as useful, manageable, and compatible with their work
requirements (Venkatesh et al.,, 2012). Systematic and meta-analytic evidence has further
demonstrated that perceived usefulness and perceived ease of use remain central determinants of
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technology-related intentions and behaviors across organizational and educational contexts
(Abdullah & Ward, 2023; Baptista & Oliveira, 2023; Sumak & Sorgo, 2023). More recent developments
have expanded this framework by emphasizing the importance of trust, particularly when employees
interact with increasingly intelligent and artificial intelligence-based systems (Ibrahim et al., 2025).
Employees’ acceptance of workplace technology may have behavioral implications beyond the
simple decision to use or reject a system. When organizational technologies are perceived as
complicated, intrusive, coercive, or inconsistent with employees’ needs, they may operate as
additional job demands and contribute to frustration, resistance, psychological strain, or maladaptive
behavior. Conversely, technologies that employees perceive as helpful and easy to use can function
as job resources that facilitate task accomplishment and reduce unnecessary work-related strain.
This interpretation is compatible with the Job Demands—Resources framework, according to which
resources facilitate goal attainment and help individuals manage job demands, whereas excessive
demands may deplete psychological and behavioral resources (Bakker & Demerouti, 2017). Evidence
concerning digital workplace intensity likewise indicates that poorly managed digital demands can
adversely influence employee well-being and occupational experiences (Marsh et al., 2024).
Technology-related workplace conditions may therefore contribute to either adaptive or
counterproductive employee responses.

Alongside technology acceptance, digital lifestyle has emerged as another important characteristic
of individuals functioning in technology-intensive environments. Digital lifestyle encompasses
relatively stable patterns of using digital tools in occupational, communicative, informational, social,
and personal domains. It reflects not only the frequency of technology use, but also individuals’
habits, attitudes, digital awareness, self-regulation, and the extent to which technology has become
integrated into everyday life (Khademian & Hosseini, 2015; Kushwaha, 2021). The expansion of digital
lifestyles has changed how individuals communicate, consume information, organize their activities,
and separate work from personal life. These patterns may produce different consequences
depending on whether technology use is purposeful and regulated or excessive and poorly
controlled. Research has suggested that balanced digital practices may be associated with improved
self-management, psychological functioning, and work—life balance, whereas excessive connectivity
may contribute to distraction, overload, and impaired well-being (Hilmarsdottir et al., 2021; Martinez
et al., 2023; Wildenauer et al., 2024).

A particularly important behavioral outcome in organizational research is employee workplace
deviance. Deviant workplace behaviors refer to intentional behaviors that violate significant
organizational norms and threaten the organization, its members, or both. Such behaviors may
include deliberately reducing work effort, wasting organizational time, disregarding regulations,
misusing organizational resources, resisting legitimate organizational procedures, or engaging in
other counterproductive activities. The stressor—-emotion perspective suggests that negative
workplace conditions can evoke adverse emotional responses that subsequently increase the
likelihood of counterproductive work behavior (Spector & Fox, 2005). In digital workplaces, the
opportunities for deviant behavior have also expanded to include inappropriate or unauthorized use
of digital resources, cyberloafing, misuse of organizational technologies, violations of digital policies,
and technology-facilitated counterproductive behavior. Recent research has therefore
conceptualized technology-based workplace deviance as an increasingly important form of
employee misconduct in digitally transformed organizations (Blau, 2025; Blau et al., 2025). Similarly,
perceptions of technology-mediated or algorithmic control may generate stress appraisals that
contribute to destructive deviant behavior (Zhang et al., 2023).
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Nevertheless, technology acceptance and digital lifestyle may not influence employee deviance
exclusively through direct pathways. Organizational commitment may constitute an important
psychological mechanism through which employees’ digital experiences are translated into
organizational behavior. Organizational commitment represents employees’ psychological
attachment to the organization, identification with its goals and values, and willingness to maintain
membership and contribute to organizational objectives. Employees who experience greater
organizational support, favorable work conditions, effective leadership, and positive organizational
culture tend to exhibit stronger commitment (Perkasa et al., 2023; Pudjowati et al., 2022; Rahmatullah
et al.,, 2022; Ridwan et al., 2020). Strong commitment may subsequently reduce behaviors that
contradict organizational interests because harming the organization becomes inconsistent with
employees’ sense of attachment and identification.

Social Exchange Theory provides a useful explanation for why positive technological experiences
may strengthen organizational commitment. When employees perceive that their organization
provides effective technologies, adequate resources, and supportive working conditions, they may
interpret these provisions as evidence that the organization values their contributions and facilitates
their work. In response, employees may reciprocate by developing stronger attachment and
displaying more constructive organizational behaviors (Cropanzano & Mitchell, 2005). Similarly,
Person—Organization Fit Theory suggests that compatibility between employees’ needs and work
styles and the technological characteristics of their organization can enhance favorable
organizational attitudes (Kristof-Brown et al., 2005). Accordingly, employees whose digital lifestyles
correspond well with the digital infrastructure and working practices of their organization may
experience stronger organizational commitment.

Empirical evidence supports these proposed relationships. Technology acceptance has been
associated with employee behavioral outcomes, and organizational commitment has been proposed
as an intermediary mechanism linking favorable technology experiences to reduced deviance (Khan
& Khan, 2021; Smith & Johnson, 2021). Digital lifestyle has likewise been linked to positive work-
related outcomes through organizational commitment and other psychological mechanisms (Lee &
Hong, 2022). Moreover, organizational commitment has been identified as an important mediator
between favorable organizational experiences and workplace deviance (Lee et al., 2023). However,
previous studies have often examined technology acceptance, digital lifestyle, organizational
commitment, and workplace deviance separately or through limited bivariate relationships. An
integrated model simultaneously examining the direct effects of technology acceptance and digital
lifestyle on employee deviant behaviors and their indirect effects through organizational commitment
may therefore provide a more comprehensive understanding of employee behavior in digitally
intensive workplaces. Accordingly, the present study aimed to model the structural relationships of
technology acceptance and digital lifestyle with employee deviant behaviors, with organizational
commitment serving as a mediating variable.

Methods and Materials

The present study employed a quantitative, descriptive-correlational design using structural equation
modeling. The statistical population consisted of faculty members and administrative employees
working at Islamic Azad University branches in Semnan Province during the study period. A total of
300 eligible participants were selected using simple random sampling. Eligibility criteria included
employment as either an administrative employee or faculty member, at least one year of work
experience, exposure to or use of digital administrative, educational, informational, or communication
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technologies in the workplace, willingness to participate voluntarily, and completion of informed
consent.

Data were collected using four self-report instruments. Technology acceptance was assessed using
a questionnaire based on the Technology Acceptance Model, covering perceived usefulness,
perceived ease of use, attitude toward technology use, behavioral intention, and actual use. Digital
lifestyle was measured using the Digital Lifestyle Questionnaire, which assessed patterns of
technology use, awareness of digitalization, social dimensions of digitalization, internalization of
digital practices, and related lifestyle characteristics. Employee deviant behavior was assessed using
the organizationally directed component of the Workplace Deviance Scale. Organizational
commitment was measured using the 18-item Organizational Commitment Questionnaire covering
affective, continuance, and normative commitment.

Participation was voluntary, confidentiality and anonymity were emphasized, and participants were
informed that they could withdraw from the study. Data analysis was conducted using SPSS version
22 and AMOS version 22. Preliminary analyses included assessment of missing data, outliers,
univariate and multivariate normality, multicollinearity, and Pearson correlations. Structural equation
modeling was then used to estimate direct and indirect relationships among the variables. Bootstrap
confidence intervals were used to assess the significance of indirect effects through organizational
commitment. Model adequacy was evaluated using multiple goodness-of-fit indices.

Findings

The preliminary analyses supported the suitability of the data for structural equation modeling. No
missing data were identified in the four principal variables, no critical univariate or multivariate
outliers were detected, and skewness and kurtosis values were within acceptable ranges. The
multivariate normality assumption was also considered acceptable. Variance inflation factors ranged
from 1.64 to 1.85 and tolerance statistics ranged from 0.54 to 0.61, indicating no serious
multicollinearity.

Pearson correlation analysis showed that technology acceptance was positively correlated with
digital lifestyle (r=0.46) and organizational commitment (r=0.51) and negatively correlated with
employee deviant behaviors (r=-0.31). Digital lifestyle was positively related to organizational
commitment (r=0.43) and negatively related to employee deviant behaviors (r=-0.24). Organizational
commitment also demonstrated a significant negative correlation with employee deviant behaviors
(r=-0.42). All reported correlations were significant at the 0.01 level.

Structural model analysis demonstrated that technology acceptance exerted a significant negative
direct effect on employee deviant behaviors (3=-0.18, SE=0.06, CR=-3.00, p=0.003). Digital lifestyle
likewise demonstrated a significant negative direct effect on deviant behaviors (3=-0.14, SE=0.05,
CR=-2.80, p=0.005). Technology acceptance significantly and positively predicted organizational
commitment ($=0.39, SE=0.05, CR=7.80, p<0.001), as did digital lifestyle (8=0.31, SE=0.05,
CR=6.20, p<0.001). Organizational commitment, in turn, significantly and negatively predicted
employee deviant behaviors (f=-0.29, SE=0.06, CR=-4.83, p<0.001). Technology acceptance and
digital lifestyle jointly explained 42% of the variance in organizational commitment.

Bootstrap analysis confirmed significant indirect effects. The indirect effect of technology acceptance
on employee deviant behaviors through organizational commitment was -0.11, with a bootstrap
confidence interval from -0.18 to -0.05. The indirect effect of digital lifestyle through organizational
commitment was -0.09, with a confidence interval from -0.15 to -0.04. Because neither confidence
interval included zero, both indirect effects were statistically significant. Since the direct paths from
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technology acceptance and digital lifestyle to deviant behaviors remained significant after
organizational commitment was introduced, the findings supported partial mediation.

The structural model demonstrated satisfactory overall fit. The chi-square value was 231.46 with 128
degrees of freedom, and the chi-square-to-degrees-of-freedom ratio was 1.81. Additional fit indices
were GFI=0.94, AGFI=0.91, CFI=0.97, TLI=0.96, IFI=0.97, NFI=0.93, RMSEA=0.052, and
SRMR=0.045, collectively indicating an acceptable and desirable fit between the proposed model
and the observed data.

Discussion and Conclusion

The findings demonstrate that employee deviant behavior in digital workplaces is associated with
both employees’ acceptance of organizational technologies and the manner in which digital
technologies are integrated into their lifestyles. Higher technology acceptance was directly
associated with lower levels of deviant behavior, suggesting that employees who perceive workplace
technologies as useful, manageable, and compatible with their responsibilities may be less inclined
to engage in behaviors that violate organizational norms. A positive technology experience may
reduce frustration, resistance, and perceived barriers to task accomplishment, thereby decreasing
conditions that could encourage counterproductive responses.

Digital lifestyle also directly predicted lower deviant behavior. This finding suggests that the
behavioral consequences of digitalization depend not only on the amount of technology use but also
on the quality and regulation of that use. Employees who incorporate digital technologies into their
working lives in a purposeful, organized, and adaptive manner may be more capable of managing
online distractions, regulating their time, maintaining appropriate digital boundaries, and using
organizational technological resources responsibly.

Both technology acceptance and digital lifestyle were positively associated with organizational
commitment. These findings indicate that positive adaptation to the digital workplace may contribute
to employees’ psychological connection with their organization. Employees who experience
workplace technology as supportive of their needs and compatible with their preferred ways of
working may interpret the digital environment as evidence of organizational effectiveness and
support. Such experiences can contribute to stronger feelings of belonging, identification, and
willingness to remain engaged with organizational goals.

Organizational commitment, in turn, was associated with lower employee deviance. Employees with
stronger organizational attachment may be less likely to intentionally violate organizational norms
because such behaviors are inconsistent with their identification with the organization and their
sense of responsibility toward it. This mechanism may be especially important in digital
environments, where many technology-related behaviors occur without direct supervision and
internal self-regulation becomes increasingly important.

The significant indirect effects further demonstrated that organizational commitment constitutes an
important psychological pathway connecting employees’ digital experiences with their behavioral
outcomes. Technology acceptance and an adaptive digital lifestyle were associated with stronger
commitment, which subsequently predicted fewer deviant behaviors. Because the direct effects
remained significant, organizational commitment only partially accounted for these relationships,
indicating that additional mechanisms may also contribute to the effects of technology acceptance
and digital lifestyle on workplace deviance.

Overall, the results support an integrated perspective in which technological and organizational
factors jointly contribute to employee behavior. Effective digital transformation should therefore
extend beyond the acquisition and implementation of technological systems. Organizations should
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also consider whether employees regard these systems as useful and manageable, whether their
digital working patterns are healthy and adaptive, and whether the broader digital environment
strengthens or weakens their psychological attachment to the organization. The findings suggest
that fostering technology acceptance, encouraging purposeful digital practices, and strengthening
organizational commitment may collectively provide an effective framework for reducing employee
deviant behaviors in increasingly digitalized workplaces.
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