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data and self-serving bias. The 258 fully responded questionnaires by the targeted employees were ana-
lyzed in SPSS. The results emphasized that negative emotions and work interference predicts CWB and
EI act as a moderator in this relationship. Employees having low EI engaged more in CWB confirming
the predictive relationship. It is recommended that the management needs to underline the significance
of El at all levels of the organization for desirable behaviors at workplace. Implications were deliberated
to overcome CWB through high and low levels of EI.

1. Introduction

Conventionally, organizational efficiency is determined by the execution of assigned duties and responsibilities by the em-
ployees (Neuman & Baron, 1997) which is mainly termed as in-role performance (Morrison, 1994). In late 80’s, the concept
of extra role performance emerged (Organ, 1988) which describes voluntary behavior of employees. In the meantime, distinct
non-discretionary behaviors were observed which damages not only the employees’ working but time by time these behaviors
affect the development of the organization (Spector, 2002; Fox & Spector, 1999). The distinct non-voluntary behaviors mainly
known as counterproductive work behavior (CWB) keeps on preventing employees to engage in helping others, execute em-
pathic abilities and handling interpersonal conflicts (McShane &Von Glinow, 2005). Interpersonal conflict occurs when in-
dividuals in the organizations show resistance among themselves due to non-involvement in decision making, typical percep-
tional set clashes work interference and negative emotions (Wilmot & Hocker, 2001). Tillett (2001) explains that it is essential
to recognize that almost all conflicts have both visible, manifest aspects and invisible, un-manifest aspects which leads towards
certain behavior patterns to affect organizations’ working. The way features of interpersonal conflict e.g.; work inference and
negative emotions were handled may engage employees in counterproductive work activities such as spreading unconstructive
rumors, sabotaging and turnover (Deutsch, 1990; Ogungbamila, 2006). The work interference among employees may prevent
them to work efficiently and negative emotions may affect their performance. Therefore, in order to revive effective working
of employees, Emotional intelligence (EI) seems to support in tackling the effects of unfair treatment and negative emotions

* Corresponding author.

E-mail address: abdul.qayyum@riphah.edu.pk (A. Qayyum)

© 2021 by the authors; licensee Growing Science, Canada
doi: 10.5267/j.ms1.2020.11.0030



1094

(Moorman, 1991) for better performance. By being capable of managing own emotions and understanding other’s ones,
managers can foster innovation. EI empowers us to be acquainted with and shelve negative emotions that block innovation,
and provide us access to positive feelings that can boost performance.

The counterproductive work behaviors (CWB) acts as a main factor for determining the performance of the organization
because it reverses the operations of the organization and affects profit margin imperfectly (Fox et al., 2001). The underde-
veloped countries need to focus on such factors which are counterproductive for organization, as any dissatisfaction, conflict
or unfair treatment at workplace may push employees for revenge (Zellars et al., 2002), which eventually affects production
of the organization. Therefore, deliberation is required to apply emotional intelligence at workplace in handling CWB. The
appropriate work interference aspects and balance of negative feelings seems to overcome CWB through emotional intelli-
gence for voluntary behaviors, which eventually lead towards the organizational well-being (Mayer & Salovey, 1997). Con-
sequently, the moderating effect of emotional intelligence to overcome CWB by managing work interference and negative
emotions is addressed in this study in non-profit organizations. The non-profit organizations particularly in underdeveloped
countries like Pakistan operates to provide better living standards to the society without focusing on profit gains. They are
considered as silent providers, with the interest of the public and private wellbeing at heart. They seek services of competent
people to respond natural disasters by implementing practical solutions, mainly followed under various funded projects. Jobs
in the development sector are well paid but generally on contract or voluntary basis and strength of permanent employees is
low in this sector. Therefore, managing employees’ performance is more necessary (Shahzad et al., 2011) for achieving goals
of non-profit organizations. Such an ambition to perform better in limited time mostly engage employees in negative emotions
and work interference and their voluntary behaviors is kept on fluctuating and it eventually get noticed when employees are
found to deliver harmful behaviors at workplace. Accordingly, this study is focused on counterproductive work behaviors of
employees which were influenced by negative emotions and work interference and could be dealt by applying emotional
intelligence at workplace.

2. Literature review
2.1 Work Interference

Work interference generally refers to as the upright conflict, as differences in position and authority among individuals do
exist in the organizations (Robins, 1983). The competition among employees and lack of clarity of responsibilities to be
performed create more difficulty in managing work interference. The frustrated employees try to compete with peers by
interfering in their work activities and depict destructive behaviors (Hellriegel et al., 2001). The certainty of work interference
does rise due to individual differences that forum conflicts at all levels. Differences in age, gender, attitudes, beliefs, values,
experiences and training etc. contribute to the way people predict and handle work interference in best possible way. There-
fore, interference needs to be dealt wisely at all levels and appropriate degree of emotions is required to tackle work interfer-
ence, so that it may not lead of counterproductive work behaviors (Robinson & Bennett, 1995). In the light of above said
following hypothesis is investigated:

H1: Work interference is positively associated with counterproductive work behavior.

2.2 Negative Emotions

Negative emotions formed where personal clashes arrives at a stage of disgrace and effects the organizational working by
exhibiting negative behaviors. Employees limit the opportunity to share information because in conflict mainly due to negative
emotions they focus on one another, rather than solving problems (Peterson & Behfar, 2003). An employee if beaten by
discouraging words through supervisor due to non-accomplishment of task stimulates the negative consequences (Myers et
al., 1985) and rooted negative emotions at workplace. In many cases the potential for conflict comes from the structure of the
organization itself. As organizations get bigger and more complex, they inevitably develop functions and roles, which simply
build potential for conflict and stimulate negative emotions (Yang & Diefendorff, 2009). Thus, the potential for negative
emotions may increase which may feed counterproductive work behaviors. In the light of above said following hypothesis is
investigated:

H2: Negative emotions is positively associated with counterproductive work behavior.
2.3 Moderating Role of Emotional Intelligence between Work interference and Counterproductive Work Behavior

The actions of employees would influence their thinking and feelings to be conscious at workplace; on the other hand, emo-
tional intelligence facilitates feelings and thinking through recognition and regulation of emotions in self and others (Ash-
kanasy et al., 2000). Therefore, appropriate behaviors can be managed by applying moderating features of EI which results in
positive thinking and feelings for the benefit of all concerned. EI affects feelings and behaviors (Patton, 1997) which helps
the individuals to understand the intensity of conflicts to control their destructive behaviors. Individuals having high level of
EI can handle the problems more wisely as compare to the individuals having low EI. The negative emotions and work
interference forms of interpersonal conflict can be assessed and managed by individuals who have more intensity about their
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own level of EI (Tjiong, 2000). The ability to handle the emotions emphasized to engage less in CWB but people having low
EI lacks in developing such ability. In the light of above said following hypothesis is investigated:

H3: Emotional intelligence (EI) moderates the relationship between work interference and counterproductive work behavior
such that the relationship is weaker with high EI.

2.3 Moderating Role of Emotional Intelligence between Negative Emotions and Counterproductive Work Behavior

Emotional intelligence helps in generating awareness about self and others in management of emotions and provides tactics
to utilize it fully for positive behaviors by understanding worst effects of distinct forms of interpersonal conflict (Mayer &
Ciarrochi, 2006). Employees’ recognize emotions in others from many sources such as verbal language and non-verbal lan-
guage especially facial expressions. Thus, negative emotions can be depicted by any sources of interaction among employees.
High EI make individuals to realize the situation of other by assuming him/her self in that situation, where as individuals with
low EI instantly act in negative manner and then think about its consequences. High EI influence more self-management
which results in good behavior (Mayer & Salovey, 1999) and provide strength in organizational growth. Low EI stimulates
individuals for keep focusing on conflicts and harmful acts but high EI results in other way around. In the light of above said
following hypothesis is investigated:

H4: Emotional intelligence (EI) positively moderates the relationship between negative emotions and counterproductive work
behavior such that the relationship is stronger with low EI.

Work Interference
\\ Counterproductive

Work Behavior

Negative Emotions /

Emotional Intelligence

Fig. 1. Research Model
3. Methodology

3.1 Research Design

The quantitative approach was pursued through relational survey design as it is considered to be the suitable way because data
is collected from sample and after appropriate analysis of respondents’ perception; estimation is formed about the entire
population (Kerlinger & Lee, 2000).

3.2 Population

The population for this research study was contract-based employees working in renowned National and International NGOs
comprises in development sector of Pakistan i.e.; Oxfam, The citizen foundation, Care foundation, UNDP and WFP etc.

3.3 Sample

The non-probability sampling technique was applied through judgmental sampling (Wiersma & Jurs, 2005) to target specific
contract-based employees to uphold the scope of research study, among all other employees working in the development
sector. The support of respective HR department across targeted NGOs was obtained to access middle level contract-based
employees; which leads to seek their consent to participate in the research study to fill questionnaires.

3.4 Instruments

The questionnaires were adopted and adapted as per scope of this study to meet the contextual gap of developed and under-
developed countries. Therefore, Counterproductive Work Behavior was measured using 10 items developed by Kelloway et
al., (2002). Emotional intelligence was measured using 33 items developed by Schutte et al. (1998). Work interference was
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measured using 03 items developed by Schieman et al. (2009) and negative emotions were measured using 08 items extended
by Wall and Callister (1995). The responses were obtained on five-point Likert scale (1=strongly disagree to 5=strongly
agree).

3.5 Data Collection

The self-administered questionnaires were briefed to contractual employees working at middle management level who tend
to manage their reporting to higher management and accommodate their subordinates at lower management level for better
outcomes. The questionnaires were filled in two-time lags of two weeks in accordance with the recommendation of Carmeli
et al., (2010) study to enable better occurrence of cause and effect relationship among concerned variables and to overcome
self-serving bias. Therefore, in the first-time lag respondents were encouraged to fill questions regarding work interference,
negative emotions (independent variables) and counterproductive work behavior (dependent variable). During second time
lag questions regarding emotional intelligence were filled by the same respondents in perspective of moderation between said
independent and dependent variables. The respondents were requested to mention their year of birth on the questionnaires in
order to insure consistency of same respondents’ feedback across two-time lags. The respondents were approached during
their relaxing hours e.g.; afternoon breaks, lunch/hi-tea timing and gathering etc. Apart from targeted respondents, few em-
ployees participated voluntarily to fill questionnaires in order to seek knowledge about the variables used in this study. Such
volunteer participation was granted, subject to the verification of middle level contract-based employment status by the re-
spective HR department. Out of 350 targeted employees, 258 employees were fully responded all aspects of the questionnaire
yielding a response rate of 73.7%, which shows an adequate sample size.

4. Findings
4.1 Demographics

The demographics of respondents were not entirely used in this study as contextual based demographic differences most likely
affects’ respondents’ feedback (Allworth & Hesketh, 1999). Therefore, one-way ANOVA was conducted to compare coun-
terproductive work behavior across demographic variables. The results revealed insignificant differences in CWB across
qualification (F= .61, p > .05), gender (F= .41, p > .05), age (F=.37, p > .05), and significant differences across marital status
(F= .55, p <.05) and organizational tenure (F= .71, p <.05).Simultaneously, demographics were treated as control variables
to uphold the scope of research study, accordingly. The frequency distributions of respondent’s demographics are as under:

2,1% 21, 8%
‘ ‘
= MS/M.Phil = Masters = Bachelor = Intermediate m 18--24 = 25--31 = 32--38 m=>39
Qualification Age (in years)
= Married = Single = Female = Male m1-5 m6--10 = 11--15 = >15
Marital Status Gender Organizational Tenure (in years)

Fig. 2. Personal Characteristics of the participants
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Table 1
Correlation and Reliability Analysis
1 2 3 4
1. Counterproductive work behavior 1 (0.768)
2. Work interference .299%* 1(0.731)
3. Negative emotions 363%* .200%* 1 (0.721)
4. Emotional intelligence 269* .303* 316* 1(0.77)

*p<.05, ¥* p<.01, ¥*** p<.001

Table 1 shows the association among variables through correlation analysis which is in line with proposed hypothesis of the
study. The values in parenthesis indicates reliability of respective variables which is sufficient to establish consistency of
measures against each variable. The reliability analysis was conducted by calculating Cronbach Alpha.

Table 2
Multiple Regression Analysis
Predictors Counterproductive work behavior
B R? AR?
Step 1
Control Variables .012
Step 2
WI 165%H*
NE 281%* 0.26 0.246**

* p<.05, ** p<.01, *¥** p<.001
WI = Work Interference; NE = Negative Emotions

Table 2 shows that demographics were controlled in the first step and then independents variables were regressed on dependent
variable indicating confirmation of first and second hypothesis with 26% total affects the dependent variable.

Table 3
Multiple Regression Analysis
Predictors Counterproductive work behavior
B R? AR?
Step 1
Control Variables .012
Step 2
WI 166%%*
NE 393%*
Step 3
EI x WI 308%*
EI x NE 201%* 0.312 .054%*

* p<.05, ** p<.01, *¥** p<.001
WI = Work Interference; NE = Negative Emotions; CWB = Counterproductive Work Behavior; EI = Emotional Intelligence

Table 3 shows that demographics were controlled in the first step, then independents variables along-with moderator were
regressed on dependent variable and then interaction terms were regressed, indicating confirmation of third and fourth hy-
pothesis with 31% interaction affect the dependent variable, highlighting 5% change in total affect other than moderator.

5. Discussion

The results of this study as mentioned in Table 2 depicts that work interference was significantly and positively predicts
counterproductive work behavior, confirming hypothesis H1. Work interference prevails in all organizations at all levels but
its effects are different particularly in under developed country where non-profit organizations are used to run its operations
at their own. The pinching external factors faced by employees develops struggle for status, competition and aggression which
arouse the work interference to be harmful for non-profit organizations. The individuals struggle to gain resources and even-
tually loss certain resources which form a cycle of resources gain and lost (Hobfoll & Freedy, 1993). Thus, conservation of
resource theory (Hobfoll, 1989) stimulates to uphold work interference with those employees who gain resources and resulted
into certain counterproductive behaviors. Moreover, the biasness among international and national staff, mainly due to the
foreign funded projects, develops CWB during work interference (Borwankar & Velamuri, 2009). Even the autonomous
teams developed to carry out field areas assessments to serve poor people get affected during work interference practices due
to portfolios biases among international and national staff members. Our country comprises of collectivist societies (Hofstede,
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1991) and people prefer to learn from the experiences of other instead of being individualistic and learn and monitor their
own experiences (Shahzad et al., 2011). Therefore, most of the times in groups and out groups’ employees were considered
while evaluating performance. Collectivist group of people do appraise their employers and used tactics to survive by having
work interference at major levels from where they can seek benefits for themselves. Individualist group of people mainly
focus on working which can provide development for all and have work interference for the benefit of the organization. The
CWB was exhibited mainly when collectivist and individualist groups of people compete among one other by having different
interpretations of work interference in development sector where time frame to perform well is mostly limited. This environ-
ment also inculcates aggression and competition where work interference forms multiple shapes of CWB.

The results indicate that a negative emotion significantly and positively predicts counterproductive work behavior (Table 2),
confirming hypothesis H2. Most of the employees at development sector joined this profession for civil services pursued in
this sector as they would like to be a part of such reputed international NGO’s in particular and local NGO’s in general. The
external factors do contribute to develop and manage negative emotions at workplace as mostly such kind of emotions are
linked with prejudicial attitude, frustration and fear (Wall & Callister, 1995). Contract based employees in development sector
were of the view that they were hired on short term basis so mainly believes in Theory X concept which describes that
generally people at workplace do not like to work hard and take responsibility until they are forced to do so by rewards or
punishments (McGregor, 1957). Moreover, such employees were least motivated to perform enthusiastic work, especially
when they perceive that their contract will to be terminated after specific time. Therefore, when contract of employees were
not renewed then they fall in deviant workplace behavior and effects the working environment of the organization either
intentionally or unintentionally. Similarly, if employees perceive any unfair or illegal practices, they may go to labor courts
for protection of their rights and ultimately repute of an organization damages. The deviant behavior develops a prejudicial
attitude and commitment level of employees starts falling and they just focus on ways to harm the organization in either ways
of putting hurdles in coworkers’ working, apprising employers by developing personal relations and seek to get credit of
someone else working, etc. Therefore, when consequences of certain harmful behaviors are positive for individuals who rely
on self-centered benefits then they keep on repeating CWB with multiple angles.

Results mentioned in Table 3 show that moderation of EI exists, as high level of EI weaken the association between work
interference and CWB, confirming hypothesis H3. The finding of this study to serve EI as moderation between work interfer-
ence and CWB is supported with outcomes obtained by Deshpande (2005), who argued that CWB was considered to be
unethical for people having high EI. Moreover, Khalid et al. (2009) explained that harmful behaviors inferred from CWB was
avoided by people who have strong level of EI. Employees having high level of EI in the development sector can instill strong
interpersonal and intrapersonal abilities to deal and tackle with people and to mold them as per prevailing circumstances. The
employees with high EI can utilize this ability for effective relationships with their peers instead of indulging in destructive
behaviors in the dynamic development sector. Thus, high emotional intelligence not only creates a pleasant working atmos-
phere but also helps the employees pass better life and most importantly, it supports the organization to achieve its goals.

As per Table 3 results, it is explored that low level of EI moderation tends to have high CWB during the execution of negative
emotions, confirming hypothesis H4. EI helps to support or deteriorate the association between factors of negative emotions
and CWB because with appropriate level of EI people will be able to handle their own and others’ emotions (Goleman, 1998).
The finding is supported by emotion centered model of voluntary work (Spector & Fox, 2005) as emotions complement
voluntary behaviors for not being destructive. Accordingly, people with high EI can recognize and regulate emotions as per
circumstances and tend to engage less in CWB but people with low EI are mostly unaware of their own strength and weak-
nesses and have a tendency to engaged in high CWB. Distinct levels of emotions are common at workplace settings (Carmeli,
2003), particularly in dynamic development sector, which generate different behaviors and guide employees to maintain high
or low levels of EI. As Emotional intelligence plays a moderating role among work interference, negative emotions and
CWRB, and high EI are considered to be the key of successive career; then it is recommended that organizations should incul-
cate EI practices in the human resource management functions. Hiring the new talent with high EI can certainly help an
organization to stand out from its competitors. The promotions and performance evaluation practices should be linked with
emotional intelligence criterions (Goleman, 1995) and unbiased decisions need to be quoted to control effects of CWB. The
productivity of the organizations can be increased if the work force willingly does their tasks (Khalid et al., 2009) and seek
more opportunities to prove their competencies and this could be possible by investing in emotional intelligence training
programs.

References

Allworth, E. & Hesketh, B. (1999). Construct-oriented biodata: Capturing change-related and contextually relevant future
performance. International Journal of Selection and Assessment, 7, 97-111.

Ashkanasy, N. M., Hartel, C. E. J., & Zerbe, W. J. (Eds.). (2000). Emotions in the workplace, research, theory, and practice.
London: Quorum Books.

Borwankar, A. & Velamuri, R. (2009). The potential for management development in NGO-private sector partnerships.
Journal of Management Development, 28(4), 326-343



M. Sarmad et al. / Management Science Letters 11 (2021) 1099

Carmeli, A., Reiter-Palmon, R., & Ziv, E. (2010). Inclusive Leadership and Employee Involvement in Creative Tasks in the
Workplace: The Mediating Role of Psychological Safety. Psychology Faculty Publications. 30(9), 67-83.

Carmeli, A. (2003). The relationship between trait EI and work attitudes, behaviour and outcomes, Journal of Managerial
Psychology, 15(8),788-813.

Dalal, S.R. (2005). A Metal analysis of relationship between organizational citizenship behavior and counter work behavior.
Journal of Applied Psychology, 9(6), 1241-1255.

Deutsch, M. (1990). Sixty years of conflict, The International Journal of Conflict Management, 1,237-263.

Deshpande, A.L. (2005). The Impact of Emotional Intelligence on Counterproductive Behaviour in China. Management Re-
search News, 28(5).

Fox, S., Spector, P. E., & Miles, D. (2001). Counterproductive work behaviour (CWB) in response to job stressors and organ-
izational justice: Some mediator and moderator tests for autonomy and emotions. Journal of Vocational Behaviour, 59,
291-3009.

Fox, S., & Spector P.E. (1999). A Model of Work frustration-Aggression,.Journal of Organizational Behavior, 20,915-931.

Goleman, D. (1995). Emotional intelligence. New York: Bantam Books

Goleman, D. (1998). Working with emotional intelligence, New York: Bantam Books

Hofstede, G. (1991). Cultures and Organizations: Software of the Mind, Cambridge, England: McGraw-Hill Book Company
(UK) Limited.

Hellriegel, Slocum and Woodman (2001). Organization Behavior (9" ed.), Ohio: South-Western College Publishing. Achiev-
ing Competitive Advantage

Hobfoll, S. E., & Freedy, J. (1993). Conservation of resources: A general stress theory applied to burnout. In W.B. Schaufeli,
C. Maslach, & T. Marek (Eds.), Professional burnout: Recent developments in theory and research (pp. 115-129). Wash-
ington, DC: Taylor & Francis.

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing stress. American Psychologist, 44, 513-
524,

Kerlinger, F.N., & Lee, H. B. (2000). Foundations of Behavioral Research. (4" ed). New York: Harcourt Publishers.

Kelloway, E. K., Loughlin, C., Barling, J., & Nault, A. (2002). Self reported counter productive behavior and organizational
citizenship behaviors: Separate but related constructs. International Journal of Selection and Assessment, 10(1)

Khalid, S. A., Kassim, K. M., Ismail, M., Noor, A. N. M., Rahman, N. A. & Zain, R. S. (2009). Emotional intelligence and
organizational citizenship behaviour as antecedents of students’ deviance. The International Journal of Business and Man-
agement, 4,7,321-332

Mayer, J., Caruso, D., & Salovey, P. (1999), Emotional intelligence meets traditional standards for an intelligence, Intelli-
gence, 27(8), 267-98.

Myers, Gail E., & Michele Tolela Myers. (1985), The Dynamics of Human Communication: A Laboratory Approach, New
York: McGraw-Hill Book Company

Mayer, J. D., & Ciarrochi, J. (2006), Introduction. In Ciarrochi, J., Forgas, J. P., & Mayer, J. D. (Eds.), Emotional intelligence
in everyday life (pp. xiii-xx). New York: Psychology Press.

Mayer, J. D., & Salovey, P. (1997), What is emotional intelligence? In P. Salovey, and D. Sluyter, (Eds.), Emotional devel-
opment and emotional intelligence: Educational implications. (pp. 3-31). New York: Basic Books.

McGregor, D. (1957). The human side of enterprise. Management Review, 46(11), 22-28.

Moorman, R. (1991). Relationship between organizational justice and organizational citizenship behaviours: Do fairness,
perceptions influence employee citizenship? Journal of Applied Psychology, 76, 845-855.

Morrison, E.W. (1994). Role definitions and organizational citizenship behavior: The importance of the employee's perspec-
tive. The Academy of Management Journal, 37(6), 1543-1567.

McShane, S., & Von Glinow, M. (2005). Organizational behavior: Emerging realities for the workplace revolution, New
York: McGraw Hill

Morgan, C. T., King, R. A., Weisz, J. R., & Schopler, J. (1988). Introduction to psychology (7th ed.), Lahore, Pakistan:
National Book Foundation

Neuman, J. H., & Baron, R. A. (1997). Aggression in the workplace. In R. A. Giacalone & J. Greenberg (Eds.), Antisocial
behavior in organizations (pp. 37-67). Thousand Oaks, CA: Sage.

Ogungbamila, B. (2006), Relational conflict resolution strategies (RCRS) and workplace frustration, Journal of Psychology
in Africa, 16 (1), 59-64.

Organ, D. W. (1988), Organizational Citizenship behavior: The good soldier syndrome, Lexington, MA: Lexington Books.

Peterson, R., & Behfar, K. J. (2003), The dynamic relationship between performance feedback, trust, and conflict in groups:
A longitudinal study, Organizational Behavior and Human Decision Processes, 92, 102—112.

Patton, P. (1997). EQ in the workplace. Singapore: SNP Publishing Pte Ltd.

Robinson, S.L., & Bennett, R.J., (1995), A typology of deviant workplace behaviors: A multidimensional scaling study, Acad-
emy of Management Journal, 38(2), 555-572.

Rungtusanatham, M.J., Choi, T.Y., Hollongworth, Z.W., & Froza, C. (2003). Survey research in operations management:
historical analyses. Journal of Operations Management, 21, 475-488.

Robins, S. P. (1983). Organizational Behavior. Prentice Hall, Englewood Cliffs

Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. J., & Dornheim, L. (1998). Development
and validation of a measure of emotional intelligence. Personality and Individual Differences, 25 (2), 167-177.



1100

Schieman, S., Glavin, P., & Milkie, M. A. (2009). When work interferes with life: Work-nonwork interference and the influ-
ence of work-related demands and resources. American Sociological Review, 74(6), 966-988.

Spectora, P., & Foxb, S. (2002). An emotion-centered model of voluntary work behavior: Some parallels between counter-
productive productive work behavior and organizational citizenship behavior. Journal of Organizational Behavior, 23(1),
104-206.

Shahzad, K., Sarmad, M., Abbas, M., & Khan, A. M. (2011). Impact of Emotional Intelligence (EI) on employee’s perfor-
mance in telecom sector of Pakistan, African Journal of Business Management, 4(10), 1225-1231.

Tillett, G. (2001). Resolving Conflict: A Practical Approach. Oxford University Press,

Wall, J. A. Jr., & Callister, R. R. (1995). Conflict and its Management, Journal of Management, 21, 515-558.

Wiersma, W., & Jurs, S. (2005). Research Methods in Education: An Introduction (8" ed.). Boston: Allyn and Bacon.

Wilmot, W., & Hocker, I.L. (2001), Interpersonal Conflict. McGraw-Hill.

Yang, J., & Diefendorff, J. (2009). The Relations of Daily Counterproductive Workplace Behavior with Emotions, Situational
Antecedents, and Personality Moderators: A Diary Study in Hong Kong, Personnel Psychology, 62(2), 259-295

Zellars, K. L., Tepper, B. J., & Duffy, M.K. (2002). Abusive supervision and subordinates’organizational citizenship behavior,
Journal of Applied Psychology, 87(6), 1068-1076.

© 2021 by the authors; licensee Growing Science, Canada. This is an open access article distrib-

@ uted under the terms and conditions of the Creative Commons Attribution (CC-BY) license
(http://creativecommons.org/licenses/by/4.0/).




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


