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Abstract

In recent years, with the development of China's foreign infrastructure construction,
especially the African countries, as well as the strategy of One Belt And One Road
arising, Chinese expatriate as a specific group is becoming bigger. Compared with

domestic employees, the work environment of expatriate is quite different.

This study is designed to explore whether and how does Chinese expatriate’s emotional
intelligence influence their extra-behavior, both organizational citizenship behavior and
counterproductive behavior. To test that, 208 Chinese expatriates one construction

stated-owned company accepted fulfill the questionnaire and contributed to this study.

The results show that emotional intelligence has positive effect on organizational
citizenship behavior of Chinese expatriates: Organizational justice, but not role stressor,
mediates the relationship between emotional intelligence and organizational citizenship
behavior. Emotional intelligence has negative effect on counterproductive behavior of
Chinese expatriates. Organizational justice, but not role stressor, can mediate the

relationships between emotional intelligence and counterproductive behavior.

Keywords: emotional intelligence, organizational justice, role stressor, organizational

citizenship behavior, counterproductive behavior

JEL Classification Systems: Labor Management (M54); Dissertations (Y40)



Resumo

Nos tltimos anos, com o desenvolvimento da constru¢@o de infraestruturas no estrangeiro
por parte da China, especialmente nos paises africanos, bem como a estratégia de One
Belt And One Road decorrentes, o nimero de expatriados chineses estd a crescer. Em
comparagdo com os empregados domésticos, o ambiente de trabalho do expatriado ¢

bastante diferente.

Este estudo visa explorar se e como a inteligéncia emocional dos expatriados chineses
influencia os seus comportamentos extra-papel: comportamento de cidadania
organizacional e comportamento contraproducente. Para testar isso, 208 expatriados

chineses numa empresa publica de construg¢do aceitaram participar neste estudo.

Os resultados mostram que a inteligéncia emocional tem um efeito positivo sobre o
comportamento de cidadania organizacional dos expatriados chineses. A justica
organizacional, mas ndo o stress do papel, medeia a relacdo entre a inteligéncia
emocional e o comportamento de cidadania organizacional. A inteligéncia emocional tem
um efeito negativo sobre o comportamento contraproducente dos expatriados chineses. A
justica organizacional, mas ndo o stress do papel, medeia a relagdo entre a inteligéncia

emocional e o comportamento contraproducente.

Palavras-chave: inteligéncia emocional, justica organizacional, stress de papel,

comportamento de cidadania organizacional e comportamento contraproducente.
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Chapter 1. Introduction

With global mobility ever increasing, more and more companies are exploring the
overseas markets, to maintain a long and stable business relationship and also for the
convenient connections between domestic and overseas, many companies set up overseas
offices, accordingly, they need the employees who can work overseas temporarily or in
long-term. Based on the previous researches, in late 1990s, nearly 80% of midsized and
large companies have had employees working abroad, and 45% of these companies
planned to increase the number of employees that they had on international assignments

(Gregersen and Black, 1998).

Nowadays, the rapidly expansion of emerging markets and continuing globalization
transform more employees as expatriates, meanwhile, the management of expatriates and
their competence improvement is becoming a challenging topic (Caligiuri and Tarique
2009; Chen et al, 2011). A recent report shows the typical structure of expatriate has
changed. Asian companies are more likely to send employees overseas than western
companies. This trend is tightly connected with global expansion of Asian organizations.
China as the largest developing country and the second largest economy, is inevitably
getting involved in this globalization trend, the number of its expatriate is still keep rising
during these years. Chinese expatriates who are originally from mainland of China have
shown a growing presence in the global market all over the world (Wood and El Mansour,

2010).

In modern society, emotional intelligence plays a very significant role in personal
interconnection, it is also a relatively new and developing theory in both psychological
and managerial field (Gardner, 1983; Sternberg, 1985). As well as in modern

organizational management, amount of researches prove that emotional intelligence
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affect widely of work behavior, such as motivation, commitment, loyalty, team work and
so on (Goleman et al., 1995). People have an increasing interesting in theory of emotion,
the importance of emotional intelligence is emphasized because there are amount of
researches proved that human relations in organizations are affected by emotional factors
more than by rational factors (Jung and Yoon, 2011). An increasing number of results
shows, people with high emotional intelligence are more likely tend to success in their
career (Cooper, 1997; Goleman, 1998). Oppositely, employees with low emotional
intelligence tend to have susceptible reacting from workplace and more likely behave

defensively and negatively (Jordan et al., 2002).

Compared with domestic employees in home country, expatriates are both limited by
local laws and organizational rules. They are living in foreign environments and working
on international assignments, generally, they earned more than domestic and local
employees (Briscoe, 1995). Confronted with those different work conditions, there might
be anything different or new about Chinese expatriates concerned about emotional
intelligence. Thus, this study aims to search emotional intelligence and extra-role

behaviors and the impact of some mediates in this relationship on Chinese expatriates.

This study was designed to explore those questions:

1. Does emotional intelligence effect on extra-role behaviors of Chinese expatriate

working in a construction company?

2. In this group of Chinese expatriate, how could organizational justice mediates the

relationship between emotional intelligence and extra-role behavior?

3. In this group of Chinese expatriate, how could role stressor mediates the relationship

between emotional intelligence and extra-role behavior?



In order to answer those questions, the first step that I am going to do is reviewing
relevant literatures about emotional intelligence, stressor, organizational justice,
counterproductive behavior and citizenship behavior and the interconnections among
them. Second, I will build the theoretical model for those factors and explain the method
used to test the model and hypothesis. Third, I will also describe the participants,
procedure and analysis strategy are inclusive. Forth, I will present the main findings, and
compare with the previous research in this domain, as well as interpreting the results.
Finally, I will summarize the limitations of the present study, discuss the feasibilities and
implications to promote the positive behavior of Chinese expatriate combining with

emotional intelligence.



Chapter 2. Literature Review

2.1 Emotional Intelligence Concept

Salovey and Mayer (1990) first formally proposed the concept of emotional intelligence.
It was in their research about whether emotions are adaptive or maladaptive in the
research of psychology. In the earlier time, many researchers had the view on emotions
could disrupt an individual’s clear thought. While Salovey and Mayer hold the opinion
that emotion is an organized response, generally origins from internal or connect with an
external event. Their debates were on as the early definition, and they suggested the name
emotional intelligence referring to the ability of a person to deal with his or her emotions.
They defined EI as the branch of social intelligence that involves the ability to monitor
one’s own and others’ feelings and emotions, through discriminating and using this

information to guide one’s thinking and actions (1990).

However, other scholars define EI as the ability to perceive and understand self and
other’s emotions, and through this recognition to solve problems and adjust behaviors.
On this alternative approach, Mayer ef al. (2000a: 268) commented, “These alternative
conceptions of emotional intelligence include not only emotion and intelligence per se,
but also motivation, non-ability dispositions and traits, and global personal and social
functioning”. Hence, while “the EI trend of thought” spread worldwide in next two years,
there were also various criticisms and comments around EI had been thriving on the
conceptual definitions, theoretical models and quantitative researches. All those made it

an emerging construct and popular in academic circle.

Since 1997 to the present, psychologists have being studying on regulating, standardizing

and developing EI theory. Generally summing up, there are two cognitive meaning of EI,



one belongs to pop psychology definition that is broad, extensive and easily acceptable
by the public, the other one belongs to a rigorous and precise research community. While
throughout all the definitions of EI, we can find though they often varied from different
researchers due to the different field, they nevertheless tend to be complementary rather

than contradictory (Ciarrochi, Chan, and Caputi 2000).

In a very long period, the topic of emotional intelligence is attracting considerable
controversy, both in management (Becker et al., 2003) and in industrial and
organizational psychology domains (Daus and Ashkanasy, 2003). As following of
development of EI construct, there were numerous researches that used different
definitions of EI, and in the EI arena, some researches believed that in the social situation
people who with appropriate emotional intelligence can be benefit with their life and
work (Vanessa et al., 2006). While those assertions were based on speculations or

empirical anecdotes rather than scientific research.

During the period on researches of EI, there were numerous related perspectives come
and go. Generally speaking, through the efforts of several generations of researches and
scholars, EI study become theoretically and systematically, moreover, it lays closely in
contact with public people. After several years of evolution, concept of EI gradually
becomes ubiquitous and effective in people’s life, especially in business world. Since EI
as a nonintellectual factor which could influence the organizational performance in
workplace, some researchers hold the view that EI is even more important than 1Q in

predicting career success (Cooper and Sawaf, 1997; Goleman, 1995).

2.1.1 Emotional Intelligence Theoretical Model and Measurement

Currently there are several major frequently-used theoretical models and measurements:

Mayer and Salovey (1997) defined this construct as the ability to perceive, understand,



manage and use emotions to facilitate thinking, founded on an ability-based measurement.
This ability measurement was named Mayer-Salovey-Caruso Emotional Intelligence Test
(MSCEIT), which defined emotional intelligence as a cognitive ability (Mayer et al.,
2002). It contains four parts of skills and abilities: perceiving emotions, using emotions,
understanding emotions, managing emotions, and it is widely utilized in emotional

quotient test.

Secondly, Goleman (1998) regarded this construct as set of competencies and skills that
drive managerial performance, measured by multi-rater assessment (Boyatzis et al., 2001),
perceived EI as a intelligence mixed with cognitive ability and personality factor, include

self-control, zeal, persistence and the ability to motivate oneself.

Thirdly, Bar-On (1997b, 2000) developed from emotional quotient inventory (EQ-1) with
interrelated emotional and social competencies, skills and facilitators that impact
intelligent behavior, measured by self-report within a potentially expandable multi-modal
approach including interview and multi-rater assessment (Bar-On and Handley, 2003a,
2003b). His definition of EI is “an array of personal, emotional, and social abilities, and
skills that influence an individual’s ability to cope effectively with his or her given
environmental demands and pressures” (Baron, 1997, 2000). It included 15 competence
items in five composite scales, covered intrapersonal, interpersonal, adaptability, pressure
management and general mood. And it is necessary to mention briefly about EQ-1i here,
which concept was first created by Bar-On (1985) and it was used to measure “emotional
and social intelligence”, it had been translated in 30 languages and worldwide utilized,
and the demographic factors like age, gender are included. Later on, the Bar-On EQ 360
was developed (2003), besides the self-report, peer-reviewed was added in this

measurement. Compared with other two EI theoretical model, Bar-On’s definition has a



much more extensive scope of EI.

Wong and Law (2002) developed a new EI scale (labeled as the Wong and Law EI Scale,
or WLEIS for easy reference). WLEIS is a self-report EI measure developed for Chinese
respondent (Wong et al., 2007). It is a scale based on the four ability dimensions
described in the domain of EI:

(1) Appraisal and expression of emotion in the self

(2) Appraisal and recognition of emotion in others

(3) Regulation of emotion in the self

(4) Use of emotion to facilitate performance

Besides all of the above, there are still another specific measurements of EI, such as
Emotional and Social Competence Inventory (Boyatzis and Goleman, 1998), Genos
Emotional Intelligence Inventory (Gignac, 2008a), Schutte Self-Report EI Test (Schutte,
1998), Trait Emotional Intelligence Questionnaire (TEIQue) (Petrides, 2009), Work
Group Emotional Intelligence Profile (Jordan, ef al., 2002). Based on different type and

purpose of research, it can choose the most matched measurement.

2.2 Chinese Expatriate’s Extra-role Behavior

The constructs of behavior include in-role behavior and extra-role behavior. The in-role
behavior refers to those compulsive, normative behaviors regulated by organization,
which is directly correlated with job performance. The extra-role behavior is literally
refers to those behaviors exclude from organizational norms but also indirectly affect the
final task or the degree that a specific task could be accomplished(C. Heath and S.B.

Sitkin, 2001). In-role behavior is emphasized on mandatory behavior while extra-role



behavior is emphasized on spontaneous behavior.

This study focuses on extra-role behavior. This concept origins from Barnard (1938),
who put forward cooperative willingness to describe organizations as associations of
cooperative efforts. It believes that the formal structure cannot achieve all the factors
required by the expected objectives of the organizations, thus, the ‘“cooperative
willingness” of every individual is very vital. The content of this “cooperative willingness”
refers to those spontaneous contributions beyond the scope of contract, the obedience of
authority and the conditions of compensation (Organ et al., 2006). In the early time, the
researchers found that the employees at organizations will have various behaviors or
behavioral tendencies when they accomplish task, which will cause different results (Katz

and Kahn, 1964; Borman and Motowidlo, 1993, cited in Pamela, 2015).

The early research focused on the more glorious side of human behavior, which is
positive extra-role behavior, while the negative effects of the dark side of human
behavior had been ignored. With the development of society and improvement of
researches, more and more scholars find that negative extra-role behaviors have great
negative effects on individuals and organizations. Based on two aspects of extra-role
behavior, it contains positive behavior and negative behavior. In this research will focus

on organizational citizenship behavior and counterproductive behavior.

2.2.1 Organizational Citizenship Behavior

Organizational citizenship behavior (OCB) is an individual spontaneous behavior, which

is beyond the requirements by compensation system that directly regulate employees’

behaviors (Organ and Ryan, 1995). It was firstly put forward named as extra-role



behavior by Kahn and Katz in 1978. This kind of behavior generally come from a
willingness of organizational individual, unrelated with formal reward system, it belongs
to extra-role behavior. Normally, OCB is able to improve organizational performance
after a long period of accumulation. The contents of OCB are also sufficient, in the earlier
time, good citizenship behavior has been regarded as obedience, loyalty, or voice
tendencies in the layer of general social context (Marshall, 1950; Hirschman, 1970, cited
in Eran, 2009), and it is also related with some key words: ‘“helping behavior”,
“volunteering”, “altruism.” A successful organization always gathers employees with
OCB, who can make more contributions to organizations than their job content, there was
the evidence showed that, organizations owning organizational citizenship behavioral

employees have a better organizational performance.

In the period of researches on OCB as well as its influence on various factors, it is
necessary to mention Deluga (1994), Eric (2008) and Nielsen (2009) (cited in Parivash,
2012), which were the pioneers in this field, and fruits of research are also widely used as
references. To date, all the results from researches indicate OCB brings remarkable

achievement for organizations.

2.2.2 Counterproductive Behavior

It has begun from the middle of last century, a set of scholars gradually noticed about
some negative behaviors in organizations, such as stealing, negative slacking at work,
concealing information, and so on. In the previous studies, due to the reason of different
perspectives and targets, there were few interconnects between those scholars. Hence, in
the domain of organizational negative behavior, it had been lacking of systematical united

researching results in that period.



Later on, Robinson and Bennett (1995) integrated researches from predecessors, then
defined those voluntary behaviors which threaten the benefits of organization, its
members or violate significant norms as workplace deviance, moreover, they developed a
measure with 6-items to classify this kind of behavior (Robinson and Bennett, 2000). As
the continuous studies in the filed of negative behavior, different scholars have named
these behaviors based on their own priorities, such as aggressive behavior, retaliated

behavior, or counterproductive behavior.

In year 2003, Price Waterhouse Coopers (PWC) made the investigate 4,000 companies
and found that nearly 50% of them had suffered economics crimes, moreover, the
numbers of victim companies had a increasing trend at 8% per year. Counterproductive
behaviors cannot only bring damages on organizational benefits, but can also have bad
effects on organizational long-term development. Due to some reasons of cultural
background, there were not many reports of organizational counterproductive behavior in

China, while it also generally exists in Chinese organizations.

Although those scholars put forward the concept in different point of view, the core
meaning inside those concepts and the measurement basis are complementary rather than
contrary (Spector, 2005). Among the various concepts, Fox (2001) came up with
“counterproductive behavior”, which summarized all kinds of negative behaviors like
personal attacks, slacks in work, as well as other behavior that the organization and its
members. Later, there are some researches who supplements for the contents of

counterproductive behavior.

Spector and Fox put forward some complementary in their research (2005). They
mentioned that counterproductive behavior would not only damage organization and its
members, but also infringe the stakeholders, including investor and clients or so. Bordia

(2008) conclude their opinions that counterproductive behaviors must contain three

10



characters: Firstly, those behaviors must be spontaneous and intentional. Secondly, they

are violating organizational norms. Thirdly, they do harm organizations and its members.

2.3 Role Stressor

Stress has been defined as the strain that accompanies a demand perceived to be either
challenging (positive) or threatening (negative) and, depending on the appraisal, either
adaptive or debilitating” (Sanders and Lushington, 2002). Work stress refers to work or
other work-related factors, which can cause the stress reaction, and can directly affect the
employee’s attitude and behavior, while the work stressor is the premise of work stress.
(Lepine et al., 2004) Actually, the work staff could face different types of stress, such as
the fresh graduates could feel the stress of role transitions from students to employees;
For the people who have been worked for several years, they may feel the stress of
promotion. Besides those, there are also some source of workload and the pressure of

competition among colleagues (Sabine and Michael, 2012).

In general, people always perceived the negative influence when talking about pressure.
Previous studies also pointed out that the work pressure could not only cause employees
emotional stress, job burnout and other negative reactions, but also lead to negative

personal behavior.

However, some researches proposes that the influences of work stress are not all negative,
sometimes it can also bring the positive effects to promote organizational performance. In
order to find the root of this phenomenon, researchers put the studies on the character of
stressor. Some scholars divide stressor into several different types based on its impact

varying on individuals.
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Cavanaugh et al. (2000) developed two-dimensional framework for work stressors based
on the research of 1800 American organizational managerial staffs. The dimensions are
named challenge stressor and hindrance stressor. This point of view was recognized and
concerned in academia, amount of researches based on two-dimensions of stressor were
following. The research on classification of stressor and the relationship among each
factors brings a significant practical value and theoretical meaning, not only can help
people better understand origins of work stress, but also can explain the reason of
previous different results. Challenge stressors include demands such as high workload,
time pressure, job scope, high responsibility, and is viewed as obstacles to be overcome
in order to learn and achieve. Hindrance stressors include demands such as organizational
politics, red tape, role ambiguity, concerns about job security, and is viewed by managers

as unnecessarily thwarting personal growth and goal attainment.

Work stressor can be an important predisposing factor of counterproductive behavior.
There were studies show that, there were 33% to 75% of employees have intentional

lateness, absenteeism, or theft happened in workplace (Pamela, 1990).

2.4 Organizational Justice

Researched on widely previous definition of organizational justice was proposed by
(Greenberg, 1990b), which defined organizational justice as the perceptions of fairness
within an organizational setting. Based on social exchange theory (Homans, 1961),
employees will compare the rewards they received and their contributions with others.
Only when the ratios are relatively equal, the individual can perceive the sense of fairness.
He holds the view that distributive justice is the level of fairness when allocating
organizational resources, and the perceptions of employees about the distributive results.

Later on, there was an upsurge of empirical research, and those results provided the

12



support for the previous justice theory (Garland, 1973). Thibaut and Walker (1975) put
forward the concept about procedural justice, which refers to the perceived procedural

fairness associated with outcome distributions.

The studies conducted by Greenberg (1986), Sheppard and Lewicki (1987) and Fryxell
and Gordon (1989) have shown that there is a clear difference between distributive justice
and procedural justice, which have different effects on organizations. Interactional justice
is the third dimension of justice, which was put forward by Bies and Moag in1986,
referring to the perceived fairness of interpersonal treatment from those administering the
procedures used to arrive at certain outcomes. Interactional justice emerged as an
important component of organizational justice due to its creatively emphasis on the

“human” element in the organizational context.

Bies and Moag (1986) as well as Greenberg (1993c¢) divided interactional justice in two
parts: interpersonal justice and informational justice. After continuous researched by
scholars, the contents and dimensions of justice has been developed and enriched from
initial one-dimension to four-dimensions so far, it provides a very sufficient researching

material for the further study.
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Chapter 3. Description of Model- Mediating Effects

In this chapter, it will be illustrated the direct and mediate effects and each variable will
be further explained, and the hypothesis will be presented, and a specific model will be

present in the end.

3.1 Emotional Intelligence VS. Extra-role Behavior

Various authors suggest that the higher emotional intelligence those individuals have, the
better behaviors they will have which can conduct to better performance for their
organizations (Law,Wong, and Song, 2004; Van Rooy and Viswesvaran, 2004). EI
contains such as motivation and determination and these skills play an important role in
achieving goals. A review found that high EI is positively correlated with better social
relationships in children and adults, higher academic achievement, as well as the better
relationships during work performance and enhanced psychological health (Mayer et al.,

2000).

Goleman (1995) proposed that different environment (education, life and work condition)
of individual, will lead to the different work behavior and in turn the different levels of
performance. Goleman (1998) put his contribution on numerous investigations and
studied about 180 employees who worked on different jobs in 121 companies. His studies
showed that emotional quotient contributes to success as twice as intelligence quotient. In
addition, when compared with the factors of education level, age and tenure, emotional
intelligence has stronger predictions than other factors. Especially in the level of

organizational supervisors, emotional intelligence can directly influence their final job

14



performance. It demonstrates that EI indeed influence the work behavior of employees in

some degrees.

3.1.1 Emotional Intelligence VS. Organizational Citizenship Behavior

Based on the research of Podsakoff et al. (1990) mentioned that OCB has five elements:
conscientiousness, sportsmanship, civic virtue, courtesy and altruism. Later on, Abraham
(1999) put forward that emotional intelligence enhances the altruistic behavior of an
individual. It enables employees to comprehend their colleagues and to respond better

than those with a lower level of emotional intelligence.

Researches have being showed that people with a positive emotion is good in reinforcing
and displaying altruism, which can facilitate employees to maintain this kind of behavior
(Staw, Sutton, and Pelled, 1994). They also found that executives with a high level of
emotional intelligence would be more willing to cooperate with their fellow colleagues,
especially those that are behind in their work schedule. I also reflect “civic virtue,

courtesy and altruism”, which belong to the five element of OCB as previous mentioned.

Pasanen (2000) also found that emotionally intelligent individuals are more likely to
engage in pro-social behavior. Douglas, Frink and Ferris (2004) in their researches noted
that in two groups of people both with high conscientious, the other one group with
higher levels of emotional intelligence had higher levels of performance than the other
with lower level of emotional intelligence. In a study conducted by Busso (2003),
individuals with higher levels of emotional intelligence showed a higher level of
contextual performance. People with high EI tend to be better corporate citizens and tend
to have better ethical attitudes towards their organizations and work (Deshpande et al.,

2005).

15



Though the most of researches indicate that there lies an obvious and convictive positive
correlation between emotional intelligence and OCB, there was also research with a slight
discrepancy in some ways. For example, in a study conducted by Sitter (2004), emotion
has a positive but low significant factor in OCB. The study was conducted in a
manufacturing area with a sample size of 376. When it was investigated the reason that
caused this positive but low significant result, it could be that in manufacturing area, the

role of EI is not as important as it is in areas which require dealing with people.

Therefore, based on the previous researching results, it can be assumed the first

hypothesis:

Hla: Employee’s EI is positively related with organizational citizenship behavior.

3.1.2 Emotional Intelligence VS. Counterproductive Behavior

Studies in the past have shown that the majority of employees has the experience of
negative behaviors, like withholding effort, reporting late to work, absenteeism, abusing
medical certificates, working slowly and hiding needed resources (Giacalone and
Greenberg, 1997; Skarlicki and Folger, 1997). When scholars research on these negative
behaviors, they found it could have some relations with EI. However, studies in the areas
of emotional intelligence and counterproductive work behaviors are in a limited number

(Azib, 2006).

When employees fail to control their emotions, they fail in social interactions (Lopes et
al., 2005). This frustrating experience may cause negative emotions may result in
counterproductive work behavior (Anderson et al., 1995; Fox et al., 2001). It is not hard

to figure out that a positive emotion is source of good behavior and prevention of

16



negative behavior (Martin et al. 1998). Spector and Fox (2002) in their research also gave
support to this conclusion. They suggested that counterproductive behavior resulted from
an emotional response and aims either to attack the cause of the situation or to passively
cope with the emotion. Negative emotions are related to counterproductive behavior,
employees with negative emotions will create problem in others’ work rather than

helping (Khan, Afzal and Zia, 2010).

On the other hand, the existence of counterproductive behavior does not only damage the
current interests of organization, but also lying threats regarding the future development.
There was an investigation showed that organizations counterproductive behavior has
caused the loss of organizations about billions of dollars each year. Therefore, it is an
urgent concern of the organizations (Bennett and Robinson, 2000). An increase of in
counterproductive behavior has been linked to a decrease on productivity. Petrides,
Frederickson and Furnham (2004) proposed that people with high levels of EI engage less
deviant behaviors than those with low EI. Similarly, Eisenberg (2000) stated that low trait
of EI may be a main reason for deviant behavior. Emotional intelligence may improve the
quality of people relations at work such as communicative and social functions, help
conveying information about thoughts and intentions and helping to coordinate social

encounters (Keltner and Haidt, 2001).

Harvey and Dasborough (2006) also provided support for this rationale as they stated that
emotionally intelligent employees are better able to control negative emotion “to ensure
that it does not negatively impact work performance”. When employee emotional
intelligence is improved, deviant behavior related to organizational tasks would reduce

accordingly (Mayer et al., 2000).
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This study therefore suggests that the high level of emotional intelligence of employees
could reduce counterproductive behavior (CWB). On the contrary, employees who lack
emotional intelligence have a high level of CWB. Hence, the following hypothesis is

proposed:

Hl1b: Employee’s El is negatively related with counterproductive behavior.

3.2 Emotional Intelligence VS. Role Stressor

Stress can act as a creative force that increases drive and energy, but once it reaches a
certain degree, the results can be negative. In stressful situation, El-related capabilities
play a remarkable role in personal resources (Jordan, et al., 2002). Moreover, I will lead
to an active rather than negative reaction that can help to improve the skills when facing

stress, and reduce work and life strain (Jordan et al., 2002).

In the research of dental undergraduates (Pau and Croucher, 2003), it found that those
with high emotional intelligence are less likely to report perceived stress. It is therefore
expected that people with high EI would cope better with the stressors in workplace and
report less perceived stress (Epstein and Hundert, 2002). In the research on Chinese
adults, the result showed: Perceived stress was negatively associated with four

dimensions and total scores of EI (Bao et al., 2015).

As previous mentioned, perception of emotion, managing own emotion, managing others’
emotion, and the ability to utilize emotion is the EI model created by Salovey and Mayer
(1990). It proposes that the ability to understand and manage others’ emotion would give

an advantage to build a more harmonious relationship and avoid strain caused by poor

18



interaction with another individual (Nurhamiza Mumina, et al., 2016). It means people

with high EI can avoid the stress in interpersonal communication.

As early defined, stress is part of emotion, and also another broad and richer aspect of life
(Lazarus, 1990). Lazarus (1990) also stated, emotional reactions reflect how individuals
cope with threats, challenges, benefits, and how they view their life and the world in
general. With this conclusion it can be proved in other words, emotions can reflect stress.
Therefore, the ability of use and control emotions (EI) is able to conduct the stress effect
on individual. Although stress is unavoidable, high EI will help decrease perceived stress,
or transform strain into challenge stress. Furthermore, the association of EI with
perceived stress is consistent with previous research on the negative relation between EI

and perceived stress.

Hence, it is suggested that EI affects employees’ role stressor. To test this, H2 was

developed:

H2: Employees’ EI in workplace is negatively related to role stressor.

3.3 Role Stressor VS. OCB/CWB

When individual stuck in job stressor circumstance such as facing the high job demands,
if self-ability is not able to get rid of this kind of situation then negative emotions would
be produced, which in turn cause dissatisfaction to the organization. Once the relationship
between employees and the organization is not harmonious enough, it will be not easy for
individual to integrate into the organization, which can easily lead to deviant behavior

(Hollinger and Clark, 1982).

Therefore, job stress plays an important effect on employee deviation behavior. Spector

and Fox (1999) in their study found that the individual’s perceptions of job stress can
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further affect employee’s emotion, such that the negative emotions can lead to personal
attacks, sabotage, withdrawal and other behaviors in the workplace. Spector and Miles
also found that negative emotions (like anxiety), are moderated by workplace stressors
(environmental constraints, interpersonal conflict and organizational fairness) and
employee negative behaviors (abuse of power, avoidance of work, sabotage and overt
hostility). According to those conclusions, the individual is affected by various job role
stress trough the perception and cognition, and it will lead to psychological responses
such as depression and anxiety. Moreover, job role stressor not only causes physical and
psychological harm to employees, but also has a negative impact on the organization,
which is reflected in the counterproductive behaviors, such as early leave, absence from

work, without a reason resignation.

Cavanaugh et al. (2000) pointed out that when individuals are confronted with stressors,
on the one hand, job stressor will cause negative emotions such as individual tension and
anxiety, which will lead to CWB. On the other hand, when individuals are aware of more
participation and potential rewards, it can help to enhance the individual’s sense of
fairness and job satisfaction. Anyway, the study about job stressor and behavior is

attractive and also remain some discrepancies.

Based on the results we can assume the following hypotheses.

H3a: Employees’ role stressor in workplace is negatively related to OCB
H3b: Employees’ role stressor in workplace is positively related to CWB.

3.4 Emotional Intelligence VS. Organizational Justice
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There are several theorists that authors propose that EI involves the abilities of perceive,
appraise, and express emotion, moreover, individual with high EI can be more sensitive
to perceive the emotions effect on the experience at workplace (Day and Carroll, 2004;
Mayer and Salovey, 1997). So it means the employees who are emotional intelligent are
easier to perceived and act with justice than those who are less emotional intelligent
(Dwayne Devonish and Dion Greenidge, 2010). This idea rationale sounds similar with
several previous theorists and authors mentioned before. EI consists of several
components (one is self-control) that would influence the way of an individual interprets

and reacts to injustice at work (Fox et al., 2001; Skarlicki and Folger, 1997).

When the scholars Mayer and Salovey (1997) explored individual factor that influence
justice, they found besides personality, self-esteem, and trait anger, there is another one
should not be ignored which is EI. So, this research suggests that EI is positively related

with organizational justice. To test this, H4 is presented.
H4: El is positively related with organizational justice.

3.5 Organizational Justice VS. OCB/CWB

The concept of perceived justice could be related to OCB originated from Blau's
definition of a difference between economic and social exchange (Blau, 1964). These
studies suggest that employees will show extra-role behavior if they believe that actions
and practices in the organization are honest and fair. A study on blue-collar works found
a significant relationship between the perception of organizational justice of workers and
the organizational citizenship behavior they exhibit, and determined that distributive and
interpersonal justice dimensions are influential in this significant relationship (Moorman
et al, 1998). A similar result was found by Dittrich and Carroll (1979), Scholl et

al.(1987). They found that perceptions of job equity and pay equity were significantly
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correlated with extra-role behavior.

Spector and Fox (2002), in their model of job performance, contended that organizational
justice is a predictor of OCB and CWB, which indicated the organizational justice
promotes OCB and reduce the CWB happened in the work place. Substantial empirical
support was also found for its direct effects on OCB (Colquitt et al., 2001; Dalal, 2005;
Moorman, 1991) and CWB (Dalal, 2005). Another is a study showed that when it is
evaluated the relationship between the dimensions of justice (procedural justice,
distributive justice and interactional justice) and organizational citizenship behavior all
dimensions of justice are correlated with organizational citizenship behavior (Chegini,

2009).

In terms of social exchange relationship, the study of Whitman et al. (2012) found that
perceived organizational justice could significantly affect the degree of organizational
citizenship behavior of employees, such that supporting organizational justice can
positively affect organizational citizenship behavior. Colquitt et al. (2012) noticed that
when the employee is treated fairly on the distribution of the reward, which means the
employee is treated fairly, in this condition, the employee may have a behavior which
benefits the organization, so the perceived distributive justice of distribution may affect
the extra-role behavior. Here it will be tested of hypothesis about organizational justice

with OCB and CWB:

H5a: The employee’s perception of organizational justice is positively related to OCB.

H5b: The employee’s perception of organizational justice is negatively related to CWB.
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3.6 Mediating Effects

Organizational justice is an individual perception. An individual with lower levels of
fairness perception is more likely to generate work fatigue, leading to the avoidance
behavior (Podsakoff et al., 2007). Hence, a lower perceptions can cause such inner
anxiety situation can lead to a significant decline of job satisfaction and reduced job
involvement. When it happens, the individual is more likely to engage in
counterproductive behavior. So, it can be derived that high level of EI can help the

employee to better perceive fairness, which can stimulate behaviors.

Counterproductive behavior is a reaction of overcoming stress but in a negative unhealthy
way. Counterproductive or aggressive behavior is often caused by a trigger event and
stress. For example, injustice performance evaluation may lead to aggressive or
counterproductive behaviors, including absenteeism, job-hopping, and decreased work
performance, and more serious, personal injury, even murder, suicide. However,
according to the research of Goleman (1998) and Mayer et al. (2002), they all believe that
differences level of individuals in emotional intelligence affect the individual’s
perception of stress, which consequently affect the individual’s emotional response and
behavioral trend. EI regulates the relationship between an individual’s antecedents of

stress and its outcomes.

According to the research about role stressor, it has been proven by scholars that typical
job role stressors, such as role conflict and role ambiguity, can trigger negative emotions,
such as depression, frustration or anger, which cause deviant behaviors, such as
interpersonal malice, rude behaviors, obstructions and stealing behaviors (Zhang, 2008).
Based on Zhang’s (2008) research on investigated 20 Chinese local enterprises found the
counterproductive behaviors such as embezzling office suppliers and dismissing

inappropriate speeches were ubiquitous. Therefore, the researches on the possible
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connections between work stressor and counterproductive behavior as well as the factors
which can influence this relationship, can help organizational managers better recognize
the stressor of their employees so that they can find the measure to reduce the

counterproductive behaviors.

Based on the above analysis, the following hypotheses are proposed:

Hé6a: Organizational justice mediates the positive relation between EI and OCB.

Hé6b: Organizational justice mediates the negative relation between EI and CWB.

H7a: Role stressor mediates the positive relation between EI and OCB.

H7b: Role stressor mediates the negative relation between EI and CWB.

To better understand the relations between the variables, the hypothesis suggested and the

model under study in this research, two figures of the model were created.
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Figure 1. The mediating effect of role stressor in the relation between EI and OCB.
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Figure 2.The mediating effect of organizational justice in the relation between EI and CB
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Chapter 4. Methodology

4.1 Survey with questionnaire

Survey research is a research method that systematically and directly collects relevant
data by means of questionnaire or structural interview. It is conducted by selecting the
representative samples of respondents from a population, and uses statistical analysis to
investigate a social science phenomena or its rules. Since questionnaire and statistical
analysis are the essential characteristics of survey research methods, people also refer to

survey research as “questionnaire survey” or “statistical survey” (Kerlinger 1973).

In this study, I used a structured questionnaire to collect data. Compared with other
survey methods (observational survey, interview, etc.), the answer to the questionnaire is
collected in a standard way, which is relatively more objective. In general, the process
will be comparatively fast (John Milne, 1999), it is an efficient way to collecting data
among a large group of people in a short period time and with low cost. However,
questionnaire survey results are more easily quantified, for its structured investigation
form in questions and answers, and the results can be analyzed by software instrument.
Also, survey with questionnaire can be used in a wide scale when the target sample is
large. In the social media era, the questionnaire can connect researchers and respondents
without space-time limitation. Online and email surveys protect privacy and allow
respondents to maintain their anonymity, which can reduce their pressure and improve

reliability of the answer.

While there are also some disadvantages and limits by using questionnaire (Gillham,

2000; Brown, 2001). Lacking direct contact between researchers and respondents may
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cause misunderstood and different interpretation on questions. Meanwhile, real emotions
and feelings of respondents cannot be conveyed through questionnaire. Although

questionnaires provide data, some questions are not suitable for quantifying.

In this study, the questionnaire integrates 6 parts, including 5 scales: emotional
intelligence, role stressor, organizational justice, counterproductive behavior and
organizational citizenship behavior. The demographic information is only used to

describe the respondents of this certain group.

4.2 Setting

In order to collecting data from a group, I used a convenience sample that consisted of
Chinese employees working as expatriates in one construction company, this company is
a large scale state-owned enterprise with 5 wholly-owned subordinate companies and 31
overseas offices distributed in Africa, south America, Asia and Europe countries and
totally owned more than 3000 employees. And its business is about road, airport, bridge

and port constructing. The self-assessment method was adopted in this questionnaire.

4.3 Questionnaire

The questionnaire used to collect data, which is composed with 6 parts, including 5 scales
(WLEIS, role stressor, organizational justice, organizational citizenship behavior and
counterproductive behavior) and demographic part. Only Emotional intelligence scale
(WLEIS) has an official Chinese version, so I translated Measure of Organizational

justice, Measure of Role Stressor, Measure of Counterproductive behavior and Measure

27



of Organizational Citizenship Behavior into Chinese. Then I did pre-test with several
Chinese expatriates to make sure its clarity and also asked them for feedbacks. Some
expressions of items were adjusted into the way which most adapt with Chinese language
habit. In the cover letter, it is indicated that answers will be anonymous and confidential.
The answers will be used only in this study for the master thesis. In writing these words,

it can reduce the biases caused by fear personal information leakage.

Then, I consulted two professional English translators: one people check and make some
grammar corrections, another one translated these Chinese questions back into English
without seeing original version. The Chinese back translation was compared with the
original items, and some items were modified based on comments and suggestions from

the original developer of these scales.

Emotional Intelligence

In this study, I used The Wong Law Emotional Intelligence Scale (Wong and Law, 2002)
to measure EI. It consists of 16 brief statements. The scale consists of four dimensions:
Self Emotion Appraisals (SEA), Others’ Emotion Appraisals (OEA), Regulation of
Emotion (ROE), and Use of Emotion (UOE). SEA relates to the individual’s ability to
understand their deep emotions and be able to express these emotions naturally. OEA
relates to peoples’ ability to perceive and understand the emotions of those people around
them. ROE relates to the ability of people to regulate their emotions, which will enable a
more rapid recovery from psychological distress. UOE (or Emotional Facilitation of
Thought) relates to the ability of individuals to make use of their emotions by directing
them towards constructive activities and personal performance. The WLELS includes

items such as, ‘‘I have good understanding of my own emotions’” (SEA), ‘I have good
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understanding of the emotions of people around me’” (OEA), ‘‘I am quite capable of
controlling my own emotions’” (ROE) and ‘I would always encourage myself to try my

best’” (UOE).

Items are rated on a 7-point Likert scale from 1 (totally agree) to 7(totally disagree).
Higher scores reflect lower levels of EI. The WLEIS has good reliability and validity
(Wong and Law, 2002). Based on Law’s study, the Cronbach’s coefficients for the four
subscales were: SEA: 0.75; OEA: 0.85; ROE: 0.83; UOE: 0.73 (Wong and Law, 2002).
The Cronbach’s coefficient for all 16 items was 0.86. This scale was created by Chinese
scholar so it has the original Chinese version(Law, 2002), and its Chinese version is

directly used in this study.

Role Stressors

This scale contains 12 items and distributed into three dimensions, they are role overload
(RO), role conflict (RC) and role ambiguity (RA). Role overload was measured using a
four-item scale. The scale was based on items developed by Fisher (2014) and Bolino and
Turnley (2005). Role conflict was measured using a four-item scale. The scale was
assessed with a shortened version of the Rizzo, House, and Lirtzman (1970) scale. Role
ambiguity was measured with a four-item scale. The scale was assessed with a shortened

version of the Rizzo, House, and Lirtzman (1970) scale.

The scale includes items such as, “When decisions are made about my job or the job of
my colleagues, our supervisor treats us with respect and dignity”’(RO), “Procedures are
designed to allow for requests for clarification or additional information about the

decision”(RC) and “Overall, the work load of my colleagues and I is quite fair”. The
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items are measured on a Likert scale with 7 points, where each response ranges from
“totally agree” to “totally disagree”. Based on Bolino and Turnley’ (2005) study, the
reliability (Cronbach’s alpha) of this measure for all items was at 0.75, it means the good

reliability of this scale.

Organizational Justice

The scale of organizational justice is to measure the conditions of individual judges
according to the statement of each item. In this part, it will test about the perception of
justice in organization. The scale including 3 dimensions: Distributive justice, which
contains 3 items and developed by Price and Mueller (1986). The specific item includes,
“Overall, the work load of my colleagues and I is quite fair”. Formal procedures (4 items)
were chosen to reflect the importance of fair procedures in organizations and also the fair
use of those procedures by an employee’s supervisor (Moorman R.H, 1991). The specific
item includes, “Procedures are designed to provide useful feedback regarding the decision
and its implementation”. Interactional justice, tests the degree of interactional justice in a
subordinate and supervisor relationship (Greenberg, 1990a). The specific item includes
such as, “When decisions are made about my job or the job of my colleagues, our
supervisor treats us with respect and dignity.” Based on Moorman (1991), organizational
justice scale with all the items has the reliability Cronbacha’s coefficient at 0.93, which is
very high and quite acceptable. The items are measured on a Likert scale with 7 points,

where each response ranges from “totally agree” to “totally disagree”.

Counterproductive behavior

Based on the scale created by Bennett and Robinson (2000), this study includes 10 items

in two sub-dimensions: Interpersonal deviance (4 items) and organizational deviance (6
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items). This scale is about some attitudes and behaviours of respondents in work
organizations. For each statement, individual recalling the attitude or behaviour happened
during the last 12 months based on the displayed described, and judges on how frequently

it happened at the company. And each response oscillates from 1 “never” to 7 “daily”.

In the measurement of counterproductive behavior, which has to be noted that the
directionality of the items in this scale is the opposite of the OCB measure and our
hypotheses. That is, higher scores on counterproductive behaviour indicate lower job
performance and vice versa. The reliability of this scale is very high with a Cronbacha’s

alpha of 0.83 (Bennett and Robinson, 2000).

Organizational Citizenship Behavior

It measured helping behavior with 7-items adapted from Organ and Konovsky (1989) and
Smith and her colleagues (1983), and developed by Van Dyne and LePine (1998). This
scale was two parts, one is helping behaviour, and another one is voice behaviour. The
dimension of helping behaviour includes item expression such as, “Speak up in the work

group with ideas for new projects and changes in procedures”.

And voice behaviour includes item expression such as “Volunteer to do things for the
work group”. Voice behaviour was measured with 6-item scale. This scale with all the
items was reported a reliability coefficient (Cronbach’s alpha) more than 0.90 (Van Dyne

and LePine, 1998).

4.4 Sampling
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In this study, all questionnaires were sent through online survey link (www.wjx.cn, the
most widely used online survey website in China). I sent the questionnaires to 280
Chinese expatriates, and questionnaires were completed and returned by 226 responses,

the response rate is 80%, which is quite acceptable in questionnaire investigation.
According to the information of immediate feedback sent by website, the questionnaires

were filled in very short time. Finally I got 208 valid responses.

The participants are 154 male (74%) and 54(26%) female. Due to the particularity of the
overseas infrastructure construction industry, the number of male is far more greater than

female.

The average age of participants is concentrating distributed in 18-29 years (50.5%) and

30-39 years old (39.4%), and the maximum age is beyond 50 years old.

Concerned about tenure, those participants have job tenure from less than 2 years (25.5%)
to more than 10 years (10.6%), with people with 2-5years (39.9%) and 6-10 years (24%).
It also needs to be mentioned that considering the distinctiveness of this group, I
especially collected their years being expatriated, people who have 1 or less than 1 year
occupied 18.8%, the 55.8% people have 2 to 5 years expatriated experience, 22.1%
participants have 6 to 10 years being expatriated, and 7 participants (3.4%) have more
than 10 years as expatriate, this part of information present the respondents in this study

have different experience in expatriate.

The job position covered all rank from team member (59%) to manager (10%), team
leader and project manager respectively occupied 25% and 5%. In this study, it is not

intended to research on the diversity or connection between subordinates and supervisors,
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so they are integrated as an indiscriminate group of general Chinese constructive

expatriates.

When assessing the educational level, it ranks from high school or equivalent (7.7%) to
master or doctoral degree(9.6%), most participants with bachelor degree(64.9%), some

college also occupied 17.8%.

4.5 Statistical Technique

In the process of data analyze, all the statistical method I used includes Principal

Component Analysis (PCA), Correlation and Path Analysis through SPSS version 23.

Principal components analysis is a method to analyze and simplify the data set. It is often
used to reduce the dimension of data sets while maintaining the most significant features
of the data set by retaining the lower order principal component and ignoring the
higher-order principal component. The potential similarity of variables could lead to
measure of similar aspects of the same dimension (Field, 2013). PCA is the simplest

method to analyze the multivariate statistical distribution by the characteristic quantity.

In this study, Principal Component Analysis was used to explore the group of
measurement variables (EI, organizational justice, role stressor, counterproductive
behavior and organizational citizenship behavior). PCA was done through the
Keizer-Meyer-Olkin test (KMO) to assess the suitability of the sample, and Baetlett’s test

to assess the hypothesis that the correlation matrix is an identify matrix.

Correlation analysis is the analysis of the all the independent and dependent variables in

one table to assess if there exists any correlation between each other.
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The last step I used Process Version3 to test mediation effect, which is the extension
procedure from regression analysis written by Andrew Hayes(2008). Compared with
previous method (3 steps) of doing mediation analysis, Process can get a result simply. In
my research, it needs to be testified how independent variable (emotional intelligence)
can effect dependent variable (organizational citizenship behavior) and
(counterproductive behavior) through mediating variables (role stressor) and

(organizational justice).
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Chapter 5. Data Analysis and Results

5.1 Principal component analysis

After collecting the original data, the first step is doing PCA to better understand the
component of each variable and ensure the items can describe the variables. The purpose
of using method of PCA is extracting few factors from many factors or indicators to
explain the relations between them. The procedure of this method is explained in the
previous content. All the sequence of data analysis are presented as same as the

questionnaire.

5.1.1 Emotional Intelligence

In the original scale, EI (WLEIS) contains 16 items divided into 4 dimensions: regulation
of emotions, self-emotion appraisal, use of emotions and others-emotions appraisal. After
doing PCA, it shows a very pretty high KMO at 0.93, as well as the Bartlett’s test that
presented a null significance value, which means those variables are correlated. EO5, E12
and EOlwere dispelled because of their low extraction values (<0.5). As table 3 shows,
the rotated component matrix. The presented 4 components explain 74.4% of the total

variance in collected data.

Table 3. Emotional intelligence variable composition

Items Component
1 2 3 4
E04 0.829
E06 0.802
E10 0.755
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E13 0.623
El4 0.843
EOS8 0.597
E09 0.838
EO07 0.728
EO03 0.675
E02 0.801
Ell 0.618
El6 0.612
E15 0.605
% Total Variance

_ 22.4 19.3 16.7 16
Explained
Cronbach Coefficient 0.9 0.79 0.85 0.87

Note: EO1:I have a good sense of why I have certain feelings most of the time. E02:1 am a good observer of
others’ emotions. E03:1 always set goals for myself and then try my best to achieve them. E04:I have good
control of my own emotions. E05:1 have good understanding of my own emotions. E06:I can always calm
down quickly when I am very angry. EO7:1 am a self-motivating person. E08:I really understand what I feel.
E09:1 always tell myself I am a competent person. E10:1 am able to control my temper so that I can handle
difficulties rationally. E11:I always know my friends’ emotions from their behavior. E12:I would always
encourage myself to try my best. E13:I am quite capable of controlling my own emotions. E14:1 always
know whether or not I am happy. E15: I am sensitive to the feelings and emotions of others. E16:1 have
good understanding of the emotions of people around me.

According to the research of Law and Wong (2002), these four components were stated
as regulation of emotions, which contains (item E04, E06, E10, E13), self-emotion
appraisal (item EO1, E04, E08, E14), use of emotions (item E03, E07, E09, E012),
other-emotions appraisal (item E02, E11, E15, E16). Compare with the dimensions
divided in WLEIS, only 3 items were excluded because of the low extractions, the

regrouped new components in this study are described as following:

Component 1 was labeled as regulation of emotions, which describes the ability of
controlling one’s own emotions and it is consisting of those items: E04 I have good

control of my own emotions. E06 I can always calm down quickly when I am very
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angry. E10 I am able to control my temper so that I can handle difficulties rationally.

E13_Tam quite capable of controlling my own emotions.

Component 2 was labeled as self-emotions appraisal, which is associated with the
perceptions of own emotion and contains those items: EO8 I really understand what I feel.

E14 T always know whether or not I am happy.

Component 3 was labeled as use of emotions, which is associated with the perceptions of
own emotion and composed by: E03 I always set goals for myself and then try my best
to achieve them. EO7 I am a self-motivating person. E09 I always tell myself I am a

competent person.

On the other hand, component 4 includes 4 items described understanding of other’s
emotions, which stated as E02 I am a good observer of others’ emotions. E11 I always
know my friends’ emotions from their behavior. E15 I am sensitive to the feelings and

emotions of others. E16 I have good understanding of the emotions of people around me.

In this study, I aggregated the all the components as a new variable named Emotional

Intelligence (Alfa=0.93).

5.1.2 Role Stressor

According to original author’s opinion, this scale should be divided in 3 dimensions with
12 items (Bolino and Turnley, 2005), there are 3 items were expelled because of their low
extraction values (a<0.5). While in this study, result shows a quite acceptable KMO at
0.806, which is very suitable for factor analyze. Bartlett’s test presented a null
significance value (sig<0.00), which means those variables are correlated. After doing

PCA, there were only 7 items retained, 2 items were dropped due to the scores of rotated
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component matrix is negative or less than 0.6, or with high score but were in a wrong
dimension which is different with original distribution based on author’s proposal. For
example, item RS12 described as “I am able to keep up with my work responsibilities”,
which should in the dimension of “role overload”, while it with a high score (0.864) exist

in the dimension of “role ambiguity”.

It is described in table 5. The existing 3 components explain 74.4% of the total variance
in those data. Based on Bolino and Turnley (2005), there are still kept three
sub-dimension of role stressor, which labeled as: role ambiguity (item RS03, RS10), role
conflict (RS04, RS7, RS11) and role overload (RS01, RS05). While only component 1
has a Cronbach’s alpha at 0.754, It contains RS010_I know what my responsibilities are
and RSO3 I know exactly what is expected of me, which named role ambiguity based on

author’s proposal.

I continue to work with the other 2 components, which have Cronbach’s alpha are both
greater than 0.6, it is also acceptable. Component 2 contains 3 items: RS04 I receive
incompatible requests from two or more people. RS07 I have to work under vague
directives or orders. RS11 I work under incompatible policies and guidelines.
Component 3 is consisted of 2 items, which are stated as: RSOl The amount of work I
am expected to do is fair and reasonable. RSO5 I do not feel excessive work related

stress.
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Table 5. Role Stressor variable composition

Component
1 2 3

RS10 0.884

RS03 0.762

RS11 0.82

RS07 0.733

RS04 0.606

RS05 0.833
RSO1 0.758
% Total Variance Explained 25.89 20.21 16.56
Cronbach Coefficient 0.75 0.67 0.643

Note: RS01:The amount of work I am expected to do is fair and reasonable. RS02: I have to do things that
should be done differently. RS03:I know exactly what is expected of me. RS04:I receive incompatible
requests from two or more people. RS05:1 do not feel excessive work related stress. RS06: I know that I
have divided my time properly. RS07:I have to work under vague directives or orders. RS08:I feel certain
about how much authority I have. RS09:1 never seem to have enough time to get everything done at work.
RS10: I know what my responsibilities are. RS11: I work under incompatible policies and guidelines. RS12:
I am able to keep up with my work responsibilities.

5.1.3 Organizational Justice

Organizational justice scale is used to study the perception of fairness and consists of 3
dimensions with 12 items (Moorman R.H, 1991). As it described as Moorman (1991),
there are three sub-dimensions in organizational justice, after PCA, the items OJO7 and
OJ11 were dropped because of their low extraction (Alfa<0.5). They are described as
0J07: “Procedures are designed to generate standards so that decisions could be made
with consistency”. OJ11: “Procedures are designed to hear the concerns of all those
affected by the decision”. The result shows KMO is 0.908 and the Bartlett’s test has a

zero probability value, which is quite suitable. These three dimensions totally explained
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77.4% variance. After reliability statistic, Cronbach’s alpha is 0.931.

Thus, for each dimension the items were labeled as interactional justice: OJO1_When
decisions are made about my job or the job of my colleagues, our supervisor treats us
with respect and dignity. OJO5_ When decisions are made about my job or the job of my
colleagues, our supervisor is sensitive to our personal needs. OJ06 When making
decisions about my job or the job of my colleagues, our supervisor offers explanations
that make sense to us. OJO8 When decisions are made about my job or the job of my
colleagues, our supervisor deals with us in a truthful manner. OJ10 Our supervisor
explains very clearly any decision made about my job or the job of my colleagues. This

component has a pretty high Cronbach’s alpha 0.918.

Component 2 is described as distributive justice, which is composed by three items:
0J03_Overall, the work load of my colleagues and I is quite fair. OJ09_I think that the
level of pay of my colleagues and I is fair. 0J12_Overall, the rewards my colleagues and |
receive here are quite fair. This component has 0.872 Cronbach’s alpha. It means the

items in each dimension are highly consistent.

Component 3 has 2 items and the Cronbach’s alpha is 0.847. It is labeled as formal
procedures: OJ02 Procedures are designed to allow for requests for clarification or
additional information about the decision. OJ04 Procedures are designed to provide

useful feedback regarding the decision and its implementation.

Table 6. Organizational Justice variable composition
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Component

1 2 3

0J06 0.806

0J0o8 0.798

0Jos 0.679

0J10 0.659

0Jo1 0.642

0J09 0.849

0J12 0.787

0Jo3 0.766

0Jo4 0.827
0J02 0.814
% Total Variance Explained  33.01 22.81 21.58
Cronbach Coefficient 0.918 0.872 0.847

Note: OJO1: When decisions are made about my job or the job of my colleagues, our supervisor treats us
with respect and dignity. OJ02: Procedures are designed to allow for requests for clarification or additional
information about the decision. OJ03: Overall, the work load of my colleagues and I is quite fair. OJ04:
Procedures are designed to provide useful feedback regarding the decision and its implementation. OJOS5:
When decisions are made about my job or the job of my colleagues, our supervisor is sensitive to our
personal needs. OJ06: When making decisions about my job or the job of my colleagues, our supervisor
offers explanations that make sense to us. OJO7: Procedures are designed to generate standards so that
decisions could be made with consistency. OJ08: When decisions are made about my job or the job of my
colleagues, our supervisor deals with us in a truthful manner. OJ09: I think that the level of pay of my
colleagues and I is fair. OJ10: Our supervisor explains very clearly any decision made about my job or the
job of my colleagues. OJ11: Procedures are designed to hear the concerns of all those affected by the
decision. OJ12: Overall, the rewards my colleagues and I receive here are quite fair.

5.1.4 Counterproductive Behavior

Based on author’s opinion, counterproductive behavior has three dimensions with 10
items, and the KMO coefficient is 0.894, it means the items are correlated in the samples.
Also Bartlett’s test presented a null significance value, rejecting the null hypothesis as
desired to proceed with the study. The varimax rotation was assessed and demonstrated

the components of this variable that explains 67.12% of the total variance of the data
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collected. Lastly, Cronbach’s coefficient 0.83 resulted in a good internal consistency

indicator of the instrument.

Table 7. Counterproductive Behavior variable composition

Component

1 2
CWBO09 0.902
CWBO08 0.859
CWBO05 0.756
CWBO02 0.687
CWBO03 0.821
CWB04 0.676
CWBO01 0.664
% Total Variance Explained  41.29 25.83
Cronbach Coefficient 0.872 0.676

Note: CWBO1: Spent too much time fantasizing or daydreaming instead of working. CWB02: Made fun of
someone at work. CWBO03: Taken an additional or a longer break than is acceptable at the workplace.
CWBO04: Come in late to work without permission. CWBO0S5: Cursed at someone at work. CB06: Neglected
to follow the boss’s instructions. CWBO07: Intentionally worked slower than they could have worked.
CWBO08: Played a mean prank on someone at work. CWB09: Acted rudely toward someone at work.
CWBI10: Put little effort into their work.

According to Bennett and Robinson (2000), this scale were distributed in two
sub-dimensions, 3 items were dispelled due to the low extraction. Through table 7 we can
observe that it presents 2 components, which labeled interpersonal deviance:
CWBO02 Made fun of someone at work; CWBO05 Cursed at someone at work;
CWBO08 Played a mean prank on someone at work; CWB09 Acted rudely toward

someone at work.

Component 2 is labeled as organizational deviance CWBO0O1 Spent too much time
fantasizing or daydreaming instead of working; CWBO03_Taken an additional or a longer

break than is acceptable at the workplace; CWB04 Come in late to work without
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permission.

5.1.5 Organizational Citizenship Behavior

The measure of OCB contains 2 dimensions according to author’s original proposal (Van
Dyne and LePine, 1998), which contains helping behavior and voice behavior. While in
the procedure of analysis, the varimax rotation was assessed and demonstrated a sole
component of this variable that explains 73% of the total variance of the data collected.
Based on the original scale, there are two dimensions as mentioned previously. The

complete information is in the table 8:

Table 8. Organizational Citizenship Behavior variable composition

Component

1
OCBO05 0.869
OCBO01 0.807
OCBO03 0.772
OCB09 0.73
OCBO07 0.671
OCB11 0.632
% Total Variance Explained 73
Cronbach Coefficient 0.94

Note: OCBO1: Volunteer to do things for the work group. OCBO02: Speak up in the work group with ideas
for new projects and changes in procedures. OCBO03: Help orient new employees in the work group.
OCBO04: Get involved in issues that affect the quality of work life in the work group. OCBO0S5: Assist others
in the work group with their work for the benefit of the group. OCB06: Keep well informed about issues
where personal opinions might be useful to the work group. OCBO07: Get involved to benefit the work
group. OCBO08: Speak up and encourage others in the work group to get involved in issues that affect the
work group. OCB09: Help others in the work group learn about the work. OCB10: Develop and make
recommendations concerning issues that affect the work group. OCB11: Attend functions that help the
work group. OCB12: Help others in the work group with their work responsibilities. OCB13: Communicate
personal opinions about work issues to others in the work group even if these opinions are different and
others in the group disagree with them.

Based on Van Dyne and LePine (1998), this scale was distributed in two sub-dimensions,
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which were labelled as helping behaviour and voice behaviour. However, the participants
cannot understand the dimensions of the scale in the same way as author’s proposal. After
PCA, there is just one dimension kept according to the author’s original classification.
Most of the items in dimension of voice behavior were in a low extraction. And those
items cannot be regrouped in the dimension of helping behavior because all of them are
connect with the proactive suggestion or behavior. Thus, those items were discarded, and
the left items were labeled as the new variable: organizational citizenship behavior, which
includes item OCBO1_Volunteer to do things for the work group. OCBO03 Help orient
new employees in the work group. OCBO05_Assist others in the work group with their
work for the benefit of the group; OCB07 Get involved to benefit the work group.
OCBO09 _Help others in the work group learn about the work., OCB11_Attend functions
that help the work group. The result of PCA shows KMO is 0.946 and the Bartlett’s test
has a zero probability value, which is quite acceptable. The value of Cronbach coefficient
is pretty high (Alfa=0.94), which resulted in a very good internal consistency indicator of

the instrument.

5.2. Descriptive and Correlation Analysis

In order to run the path analysis, I aggregate the dimensions of each construct to get one
variable for construct. Thus, in the study, it will research on those variables with the same
construct. This part will testify the correlations between variables EI, OJ, RS, OCB and

CWB.

As table 9 indicated, emotional intelligence correlates positively with organizational
citizenship behavior (r=0.415, p<0.01), and negatively with counterproductive behavior

(r=-0.279, p<0.01), which correspond with previous researches. Organizational justice
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has the direct positive correlation with EI (r=0.355, p<0.01), as well as a positive

correlation with OCB (r=0.428, p<0.01), and a significant negative correlation with

CWB(r=-0.301, p<0.01). When observed role stressor, it is found that role stressor has

positive correlation with EI (1=0.461, p<0.01) and OCB(r=0.189, p<0.01), a negative

correlation with CWB(r=-0.205, p<0.01). These values do not correspondent with the

signals of the previous hypotheses.

Table 9. Descriptive statistics and bivariate correlation matrix

Variable Mean S.D El RS oJ CWB OCB
Emotional intelligence 53 0.91 .90
Role stressor 4.64 0.84 A461%* 75
Organizational justice 4.75 1.2 J355%% 1 320%* 918
Count ducti
O HIPTOTHETYE 265 | 129 | -279%% | -205** |-301%* | 872
behavior
Organizational
eamEon 58 | 093 | 415%x | 189%* | 428%* | 4110 | 04

citizenship behavior

*p<.05, **p<.01(two-tailed)

5.3.Direct and Meditation Analysis

In a model with intervening variable, it is assumed that variable X affects outcome

variable Y through one or more intervention variables (sometimes referred to be

mediators). The output through SPSS shows the mediating effects in path model, which is

also called a single-step multiple mediator model. Figure 3 is the model templates for

PROCESS (Hayes, 2013) of SPSS to illustrate the mediating effects.

Figure 3: A single-step multiple mediation model with mediators operating in parallel (Hayes, 2013)
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As the Figure 3 shows, X represents the independent variable, Y represents the dependent
variable, M; represents the mediator in this model. It illustrates the basic pathways
through which X might directly and indirectly influence Y. In the language of path
analysis, ajand b;is the predicting coefficient to denotes the effects from X to M; and M
to Y, ¢ qualifies the direct effect of X on Y, and the product of @; and b; qualifies the
indirect effect from X to Y through M;, which can be denoted as M;= a; b; (Hayes, 2013).
The total effect of the independent variable on the dependent variable (X on Y) is

expressed as ¢ = ¢ + a;b;.

Because there are two dependent variables in this study, it will conduct two models as it
presented previously (OCB and CWB), I put EI as independent variable (X), OCB and
CWRB as dependent variables (Y). The procedure and results included 2 parts and will be
explained respectively. In order to better understand directly, 2 path models are presented
below each table to make it clear. Accordingly, the casual relation will be illustrated as:
Emotional intelligence (X)— Role stressor (M) and organizational justice (M)—
Organizational citizenship behavior (Y); Emotional intelligence (X)—Role stressor and

organizational justice (M)— Counterproductive behavior (Y).
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5.4 Results

It is explained in the previous chapter, this research will explore two different meditators
effect on two dependent variables respectively, so that there will lead to two different
models. These results are from the Preacher and Hayes (2008) about mediate analysis and

will be used as the guidance to test whether the hypothesis supported or not in this study.

The first model is concerned about the direct and indirect effects on the relationship
between emotional intelligence and organizational citizenship behavior on the conditions
of role stressor and organizational justice as mediators. On the other hand, the second
model illustrates the effects of role stressor and organizational justice as mediators on the
relations between emotional intelligence on counterproductive behavior. The results show

that there are direct and indirect effects between variables.

5.4.1 Results of Direct and Mediating Effects of Model 1- Organizational Citizenship

Behavior

47



Table 10. Results of the regression analysis of Model 1 — Organizational Citizenship Behavior

Dependent Variable=Organizational Citizenship Behavior, Mediator=Role Stressor, Organizational Justice
EI> RS EI>0J RS->0OCB 0J->0CB
Independent al a2 b1 b2 Direct Effect (c')
Variable Point Point Point
Point Estimate | (SE) Point Estimate (SE) (SE) (SE) (SE)
Estimate Estimate Estimate
Emotional
Intelligence 0.57 0.05 0.6 0.08 0.15 0.07 0.17 0.05 0.45 0.07
Dependent Variable=Organizational Citizenship Behavior, Mediator=Role Stressor, Organizational Justice
Indirect Effect Total Effect (c)
Independent
EI>RS>OCB EI>0J>0CB Point F R2
Variable 95%CI (SE) 95%CI (SE) (SE)
al*bl a2*b2 Estimate
Emotional
0.09 -0.005;0.2 | 0.05 0.1 0.05;0.17
Intelligence 0.03 0.64 0.14 54.85%** 0.445
Note:

N=208. +p<0,10 *p<0,05 **p<0,01 ***p<0,001

Numbers in the model are unstandardized regression coefficients. a Column entries are the bias correlated and accelerated (BCa) 95% confidence intervals (95% CI) based on
5000 bootstrap resamples (and were estimated using an SPSS script written by Preacher and Hayes, 2008).

Table 11. Results of the regression analysis of Model 2 —Counterproductive Behavior

Dependent Variable=Counterproductive Behavior, Mediator=Role Stressor, Organizational Justice

EI2RS EI>0J RS> CWB 0J>CWB
Independent al a2 b1 b2 Direct Effect (c')
Variable Point Point Point Point
(SE) | Point Estimate | (SE) (SE) (SE) (SE)
Estimate Estimate Estimate Estimate
Emotional
Intelligence 0.57 0.05 0.6 0.08 -0.27 0.12 -0.18 0.08 -0.32 0.16
Dependent Variable=Counterproductive Behavior, Mediator=Role Stressor, Organizational Justice
Indirect Effect Total Effect (c)
Independent
EI>RS>CWB EI>0J>CWB Point F R2
Variable 95%CI (SE) 95%CI (SE) (SE)
al*bl a2*b2 Estimate
Emotional
Intelligence -0.15 -0.33;-0.02 0.08 -0.11 -0.2;-0.03 0.04 -0.58 0.25 19.22%** 0.22
Note:

N=208. +p<0,10 *p<0,05 **p<0,01 ***p<0,001

Numbers in the model are unstandardized regression coefficients. a Column entries are the bias correlated and accelerated (BCa) 95% confidence intervals (95% CI) based on
5000 bootstrap resamples (and were estimated using an SPSS script written by Preacher and Hayes, 2008). 48




Figure 3. Path model shows about role stressor and organizational justice mediating the relationship

between emotional intelligence and organizational citizenship behavior.
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*p<0.05, **p<0.01, ***p<0.001(two-tailed)

As Figure 3 shows, the relations between the variable are presented in path model. Figure
3 presented 45% of organizational citizenship behavior is explained by this model. It can
also be visually seen that emotional intelligence has a positive direct effect on
organizational citizenship behavior (B=0.45, p<0.001), the more EI employee has, the

more OCB the employee will be involved. So Hla is supported.

In this model, we can easily distinguish that emotional intelligence has positive relation
with role stressor (B=0.57, p<0.001) and organizational justice (B=0.6, p<0.001), which
means emotional intelligence will facilitate the perception of role stressor and
organizational justice. Accordingly, H2 will be rejected which claim that the more
emotional intelligence employees have the less role stressor they will perceive.

Meanwhile, this result indicates that H4 is supported, which is, the more emotional
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intelligence employees have the more organizational justice they will perceive.

When concentrate on the relations between role stressor/organizational justice and
dependent variable, the result indicate both role stressor and organizational justice
positively influence organizational citizenship behavior. It means in this study, the more
role stressor employees perceive, the more organizational citizenship behavior they will
perform. Likewise, the more organizational justice employees perceive, the more
organizational citizenship behavior they will perform. Therefore, H3a is rejected and H5a

is supported.

When testing the effects of role stressor and organizational justice as mediator, the result
shows that the indirect effect of EI on organizational citizenship behavior through role
stressor is at 0.09, the indirect effect of EI on OCB through organizational justice is at 0.1.
For role stressor, the 95% confidence interval does include the zero (-0.005; 0.2). It
means that role stressor does not mediate the relationship between EI and OCB. The 95%
confidence interval of organizational justice is (0.05; 0.17), which means is significant.
OJ presents the positive influences in this model. According to the previous noted, H7a is
not supported, which means in this study, role stressor is negatively mediating the
relationship of EI and OCB is not supported. However, organizational justice positively
mediates the relationship of EI and OCB is supported in this study, H6a is supported.
Also, Table 10 shows the total effects of all independent variables and mediators on OCB

is positive (B=0.64).

Thus, in Model 1, results show that Hla, H4, H5a and Hé6a are confirmed, while H2, H3a
and H7a are all not supported. Therefore, there is a direct positive effect of EI on OCB,

when organizational justice is a mediator an indirect effect still exists. In the previous
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researches, role stressor is supposed to have a negative effect. But, the negative mediating

effect of role stressor is not founded in this study.

5.4.2 Results of Direct and Mediating Effects of Model 2 — Counterproductive

behavior

In order to visually illustrate the path analysis about the direct and indirect effect about
each variable on CWB, Figure 4 is drawn to present the relationship of the complete

process.

Figure 4. Path model shows about role stressor mediating the relationship between emotional intelligence

and counterproductive behavior.
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p<0.05, **p<0.01 ***p<0.001 (two-tailed)

As Figure 4 shows, the relations between each variable are presented in path. It indicates

that 22% of counterproductive behavior is explained by this model. We can visually
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observe that emotional intelligence has a negative direct effect on counterproductive
behavior (B=-0.32, p<0.001), the more EI employee has, the less CWB the employee will

be involved. So H1b is supported.

In this model, emotional intelligence has positive relation with role stressor (B=0.57,
p<0.001) and organizational justice (B=0.6, p<0.001), which means emotional
intelligence will facilitate the perception of role stressor and organizational justice.
Accordingly, H2 will be rejected which claim that the more emotional intelligence
employees have the less role stressor they will perceive. Meanwhile, this result indicates
that H4 is supported, which is, the more emotional intelligence employees have the more

organizational justice they will perceive.

When concentrate on relations between those two mediators and dependent variable, the
result indicates both role stressor (B=-0.27, P<0.01) and organizational justice (B=-0.18,
P<0.01) negatively affect counterproductive behavior. It means that the more role stressor
employees perceive, the less counterproductive behavior they will perform. Likewise, the
more organizational justice employees perceive, the less counterproductive behavior they

will perform. Therefore, H3b is rejected and H5b is supported.

When emotional intelligence through role stressor effects counterproductive, there is
significant negative indirect effect (B=-0.15, p<0.001). It means that role stressor plays a
negative role in mediating the relationship between emotional intelligence and
counterproductive behavior, the 95% confidence interval does not include the zero (-0.33;
-0.02). Therefore, H3b is not supported. This result will be discussed in the next chapter.
When emotional intelligence through organizational justice effects counterproductive,

there is significant negative indirect effect (B=-0.11, p<0.001). It means in this study,
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organizational justice plays a negative role in mediating the relationship between
emotional intelligence and counterproductive behavior. In addition, the 95% confidence

interval does not include the zero (-0.2; -0.03). Therefore, H5b is supported.

Therefore, in Model 2, the results show that H1b, H4, H5b and H6b are confirmed, while
H2, H3b and H7b are all not supported. Therefore, there is a direct negative effect of EI
on CWB. When organizational justice and role stressor are mediators, indirect effects still
exist. But in the previous researches, role stressor is supposed to have a positive effect.

Hence, the positive mediating effect of role stressor on CWB is not founded in this study.
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Chapter 6. Discussion and Further Research

6.1 Discussion

According to result of path analysis, it can be concluded that effects about direct and

indirect relations. All hypothesis related to the role stressor mediator were not supported

and all hypothesis associated with organizational justice were supported by the model,

which all of them will be particularly explained in this chapter, and the questions

proposed in Chapter 1 will be answered. The results of the research study can be seen in

Table 12.

Table 12: Main conclusions about the hypotheses

No.

Hla

H1b
H2
H3a
H3b
H4

HS5a

HSb

Hé6a

Hypothesis

Employee’s EI is positively related with organizational citizenship

behavior.

Employee’s EI is negatively related with counterproductive behavior.
Employees’ EI in workplace is negatively related to role stressor.
Employees’ role stressor in workplace is negatively related to OCB.
Employees’ role stressor in workplace is positively related to CWB.
EI is positively related with organizational justice.

The employee’s perception of organizational justice is positively

related to OCB.

The employee’s perception of organizational justice is negatively

related to CWB.

Organizational justice mediates the positive relation between EI and

OCB.

Result

Support

Support

Not support
Not support
Not support

Support

Support

Support

Support
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H6b Organizational justice mediates the negative relation between EI and Support

CWB.
H7a Role stressor mediates the positive relation between EI and OCB. Not support
H7b Role stressor mediates the negative relation between EI and CWB Not support

The result shows all the direct relations about emotional intelligence and behaviors are
supported, which means emotional intelligence has a significant positive relationship with
organizational citizenship behavior and significant negative relationship with
counterproductive behavior. Thus, the level of emotional intelligence of Chinese
expatriated employee directly affects their organizational citizenship behavior and
counterproductive behavior. These finding are corresponding with the results from

Pasanen (2000) and Busso (2003) and Sitter (2004) and Susan Tee (2011).

Meanwhile, the result shows emotional intelligence plays positive role with
organizational justice, this conclusion is supported by previous result that if individuals
possess some level of emotional control, it will be more easily to perceive the effects of
organizational justice (Dwayne Devonish, 2010). Therefore, in this study, emotional
intelligence is positively related to organizational justice, the higher level of EI individual

has, the more organizational justice the employee will perceive.

On the other hand, the result shows all the hypotheses about role stressor are not
supported. As it supposed to be, role stressor should play negative effect in this study as it
presented in most of researches. However, as it mentioned previously, stressor has two
opposite sides: challenge stressor and hindrance stressor (Sanders and Lushington, 2002),

challenge stressor has a positive effect while hindrance has a negative effect on
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organizational outcomes. Thus, it is bold speculated that role stressor probably works as

challenge stressor in this study.

Podsakoff et.al (2007) pointed out that challenge stressor has a positive relation with job

satisfaction and organizational commitment, while hindrance stressor has not only cause

negative emotions, can further produce counterproductive behavior or the intention of

voluntary turnover. In addition, studies on work stress and behavior indicate that

employees in hindrance stressor tend to be more aggressive. The role stressor also affects

the level of job satisfaction of the individual, while job satisfaction is closely related to

the individual’s job burnout and organizational citizenship behavior (Lee and Ashford,

1993).

In order to further investigate the reason and considered about the geo-culture
factors, I look up to the researches especially study on China written in Chinese or
English. It is mainly concerned about two aspects: One of them is the root of
Chinese traditional culture: Confucian culture. As the dominated culture in China
for thousands of years, Confucian culture plays an important role, which contains
abundant thoughts about the source of the stress, the resources of coping and the
concrete method for coping. It is hold the view that stress mainly comes from the
lack of personal morality, such as lack of personal character accomplishment,
ethics shake and personal responsibility. It believes that the ideal personality is the
basis of dealing with stress. Hence, when facing the stress, Confucianism
advocates that take it in stride and try to recognize the positive side of stress
(Wang and Shi, 2013). This view is considered about Chinese native circumstance,
compared with the western objective researches about stressor, it is quite suitable

to explain why stressor just presents it positive side in this study.
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In addition, the researched respondents from the constructive company, which is a
state-owned enterprise. In the study of employees in state-owned enterprise proposed that
compared with that of western employees, the work stress of employees in Chinese
state-owned enterprises is very low. And the work stress of Chinese state-owned
employees is still in a positive condition (Shu, 2005). Due to some history reasons,
Chinese state-owned enterprises are advocated with the obedient and commitment
regulation and culture. Thus, the employees from this kind of enterprises would not show

much more negative stress compared with other private enterprises.

Emotional intelligence helps less perceive hindrance stress and transfer it to challenge
stress. In this study, the result only reflect challenge stress and our discuss will based on
this precondition. As it mentioned before, emotions play a core role in the job stress
process in the researches of Lazarus, (1991), Lovallo (1997) and Payne (1999), cited in
Jeanne (2012), because emotions is the immediately response when under the stress
condition. Combined the former researches and the result in this study, I suggest that
emotional intelligence can predict perception of stressor, high level of EI helps perceive
more challenge stressor, which can energize and motivate citizenship behavior

(Cartwright and Cooper, 1997).

When organizational justice mediates the relationship between EI and OCB, it is positive
and quite significant as model 1 presented. As it concluded before, emotional intelligence
can improve the perceptions of justice. Meanwhile, organizational justice helps
employees to be involved into more citizenship behaviors. Moorman (1991) in his
research revealed that there is a casual relation between organizational justice and OCB.
Moreover, Eric’s et al. (2008) their research on subordinates and found that the more

organizational justice they perceived, the more OCB they are willing to employ. In this
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study, the path analysis of model 1 also shows the positive signal of the effect of
organizational justice as mediator. It means EI affects positively OCB through

organizational justice.

On the contrary, the increases on perception of organizational justice will help decrease
of counterproductive behavior. When organizational justice mediates the effect of EI on
CWB the indirect effect is significant as well. The result indicates that emotional
intelligence is a positive predict of organizational justice, then organizational justice can
negatively affect counterproductive behavior. It means that in the group of Chinese
expatriates, the higher EI they possess, the more organizational justice they will perceive,
accordingly, the less counterproductive behavior they will have. This conclusion is also
supported by the former research of Skarlicki and Folger (1997), which reported that
when employee perceived unfair treatment with negative emotions, they will be probably
behave negatively response, such as theft (Greenberg, 1990), vandalism, sabotage and
reduction of citizenship behavior correspondently (Jermier et al., 1994). Although authors
here discussed about unfair and citizenship behavior, we can logically deducted that in
the opposite way organizational justice is a negative predictor of counterproductive

behavior.

It is also proved in the study of Eric et al. (2008) that when the subordinates perceive
more organizational justice, they are more likely to avoid the anti-social behaviors. As
well as in this study, the path analysis in model 2 indicates the negative signal of the
effect of organizational justice as mediator. It means EI affects negatively CWB through
organizational justice. In other words, when there is some improvement of level of justice

in organizations, employees will be involved more OCB and less CWB.
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Considered about all the hypotheses about whether EI can predict extra-role behaviors of
employees through role stressor are not supported, and the results about role stressor all
present positive prediction, it is means that in this study, role stressor only effects its
positive side as challenge stressor. In the path analysis both in model 1 and model 2,
when EI through role stressor effect on OCB and CWB, role stressor as mediator works
as the positive character, it is against the previous hypotheses, which is proposed that the
more role stressor employees have, the less OCB they will involve, correspondingly, the
more CWB they might perform. As it explained before, the challenge side of stressor will
produce positive results (Podsakoff et.al, 2007), and EI can help perceiving more the
positive side of stressor. Hence, it could be indicated that when challenge stressor

increases in organizations, there is also an increase of OCB and a decrease of CWB.

Counterproductive behavior has its origin on strain. When people are under negative
emotions, it is more likely that they experience, and, in turn, could induce to
counterproductive behavior (Ganster and Schoebroeck, 1991). In this study, result shows
that in China, the level of emotional intelligence is a positive predictor of stress, the
higher of EI, the more challenge stress the expatriates will perceive, and it negatively
mediates counterproductive behavior. As the previous study mentioned, Quick and
Nelson (1997, cited in Ye, 2016) noted that the level of perceived stress on those

expatriate is not too high, so it is understood as challenge.

This is also a new finding that the result told, in the future studies we can focus on the
details of stress in this specific group and explore the reason why they are always under a
challenge stressor. In the process of literature review, there are amount of studies around
EI, fairness, stressor, organizational citizenship behavior and counterproductive behavior,

while concerned about the correlations between these factors are not sufficient.
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Meanwhile, there are not many studies about expatriates especially Chinese expatriates in
the former researches. So this dissertation will be very specific which could fill the blank

of this area.

In China, with the rapidly economy development, more and more people realize the
importance of emotional intelligence both in work and daily life. Especially the
managerial at organizational, they aware that employees who has extremely high 1Q and
skills will probably not equal to the people who contribute the high profits for
organization. In the modern organizations, employees only who can manage
self-emotions and with benign mindset and motivation to confront strains will make a

great performance. Both this study and other previous empirical confirm this.

However, when overall view the current situation of workload in China, the performance
of Chinese employees’ are generally at a low level. In this condition, organizations want
to produce more profits have to hire more employees, which cause the waste of human
resources. While compared with most western countries, the modern companies pay
much more attention on training about emotional intelligence and adversity intelligence,
and in the process of recruitment, it has taken more considerations of those soft skills
besides hard skills such as grades, work experience, and so on. There are also some
important findings shows that EI can be increased with deliberate practice and training,
unlike IQ (Intelligence Quotient), which will not be changed significantly over a persons’

lifetime. (Cherry, 2012; Scott, 2013)

6.2 Limitations and Future Research

There are also several limitation exist in this study and should be listed in this part, which
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would be regarded as deficiencies based on current condition and also could be

challenges that supposed to be improved in the future related studies.

During the period of searching literatures both domestic and overseas, there is not much
research directly about the relationship between EI and OCB/CWB, most of researchers
concentrated on the relationship between EI and job performance. Especially in Chinese
relevant research filed, when I search the key words on the website (www.cnki.net, the
largest and most authoritative bibliographic retrieval website in China) “EI and
Organizational citizenship behavior” and “EI and counterproductive behavior”, it shows
there is no related article about it. Although amount studies indicated there is positive
correlation between EI and job performance, there still exist few empirical researches
didn’t found this correlation, in particular, didn’t found the increase in predictive validity
of emotional intelligence on job performance. (Weinberger, 2004; Harms and Credé,

2010a)

The empirical research about the relationship between emotional intelligence and job
performance, such as how much extent can EI effect on job performance, based on
existing theoretical conclusion, there are amount of prediction rather than empirical study.
Although the concept of EI is based on extensive research evidence, the application of EI
on organization still tend to on quoting evidence, meanwhile, some of them were

described by anecdotes.

Also, the method of measurement may influence their relationship. There is a research
shows, when assessments taken by a same method (such as all of them are
self-assessment), the correlation between them will present the significant (Harms and

Credé, 2010a). In this research, except the EI scale I adopted the WLEIS (Wong and Law,
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2002), which provides official Chinese version especially for the Chinese researching, the
other scales are from the western scholar in English. Though I consulted translator in
English translating major, it still cannot avoid some deviations in professional. In the
filed of work behavior, organizational justice and stressor research, it is lacking of scales

especially for Chinese employee.

Due to the reason of relatively diversities with other foreign countries cultural
background, there can be different interpretations in a same condition, as well as the
recognition of people on the same question and condition may influence their judges
when answer the questionnaire. Therefore, it is in needed that the professional and
specific scales for people with different languages and culture backgrounds, which can
help the researches about Humanities and Social Sciences to be more accurate and less

deviant.

It is expecting that there could be more formal and official measurement scales
specialized researching on Chinese employees. And I hope this research would be a bold
trial on the domain of extra-role behavior in the group of Chinese expatriates. The
research based on the relationship between EI and extra-role behavior cannot leave
without the specific cultural background. There are many differences in historical
evolution, cultural tradition, social structure, mainstream value and people’s living habit
in different countries. Due to the result indicated all the hypotheses were rejected about
correlation between hindrance stressor and other factors, the further study should

especially focus on this issue and emphasize the effect of it.

62



References

Abdul Azib, A. (2006). Emotional intelligence and workplace deviant behavior. Master

Dissertation. Universiti Utara Malaysia.

Abraham, R. (1999). Emotional intelligence in organizations: A conceptualization.
Genetic, Social, and General psychology monographs, 125, 209-227.

Ayoko, O. B., Callan, V. J., & Hartel, C. E. J. (2008). The influence of team emotional
climate on conflict and team members' reactions to conflict. Small Group Research,
39(2), 121-149.

Allan Pau, et al. (2007). Emotional intelligence and perceived stress in dental
undergraduates: A multinational survey. Journal of the South African Dental
Association. 71(2):197-204.

Anderson, C. A., Deuser, W. E., & DeNeve, K. M. (1995). Hot temperatures, hostile
affect, hostile cognition, and arousal: Tests of a general model of affective aggression.
Personality and Social Psychology Bulletin, 21, 434—448.

Andrew F. Hays (2009). Beyond Baron and Kenny: Statistical mediation analysis in the
New Millennium. Journal Communication Monographs. Volume 76, Issue 4, pp

408-420.

Andrew F. Hays (2013). Introduction to Mediation, Moderation, and Conditional
Process Analysis. Guilford Press.

Awadh, Aziz, Yaseen, et al. (2013) A comparison study of perceived stress and quality of
life among Master of Pharmacy and non-pharmacy master’s students. Pharmacy
Education, 2013; 13 (1): 22 — 28

Aznira, Abdul. Azib (2006), Emotional intelligence and workplace deviant behavio
-r. Masters thesis, Universiti Utara Malaysia.

Bao. X.M, Song.X. , Feng.K. (2015), Dispositional mindfulness and perceived stress: The
role of emotional Intelligence. Personality and Individual Differences.78: 48—52

Bar-On, R.A. and J. Greenberg. (1990). Behavior in organization: Understanding and

63



managing the human Side of work, Third Edition. Toronto: Allyn and Bacon.

Bar-On, R. (1997b). The Emotional Quotient Inventory (EQ-i): Technical manual.
Toronto, Canada: Multi-Health Systems, Inc.

Bar-On, R., Tranel, D., Denburg, N. L., & Bechara, A. (2003). Exploring the neurological
substrate of emotional and social intelligence. Brain, 126, 1790-1800.

Barnard, C.I. (1938). The Functions of the Executive. Cambridge, MA: Harvard
University Press.

Bar-On, R., & Parker, J. D. A. (2000). The Bar-On Emotional Quotient Inventory: Youth
Version (EQ-1:YV) Technical Manual. Toronto, Canada: Multi-Health Systems, Inc.

Bar-On, R. (2000). Emotional and social intelligence: Insights from the Emotional
Quotient Inventory (EQ-i). In R. Bar-On and J. D. A. Parker (Eds.), Handbook of
emotional intelligence. San Francisco: Jossey-Bass.

Bassou El Mansour, Evan Wood, (2010), Cross-cultural training of European and

American managers in Morocco", Journal of European Industrial Training, Vol. 3) 4
Issue: 4, pp.381-392

Becker JV, et al. (2003) Metabolic engineering of Saccharomyces cerevisiae for the
synthesis of the wine-related antioxidant resveratrol. FEMS Yeast Res 4(1):79-85

Bennett, R.J., & Robinson, S.L. (2000). Development of a measure of workplace
deviance. Journal of Applied Psychology, 85 (3), 349-360.

Benjamin Schneider. (1985), Organizational behavior. Annual Review of Psychology.
Vol. 36:573-611

Bies, R.J. and Moag, J.F. (1986) Interactional Justice: Communication Criteria of
Fairness. Research on Negotiations in Organizations, Vol. 1, JAI Press, Greenwich,
43-55.

Blau, P. M. (1964). Exchange and power in social life. New York: Wiley.

Bolino, M. C., Turnley, W. H., & Bloodgood, J. M. (2002), Citizenship behavior and the
creation of social capital in organizations. Academy of Management Review, 27, 505—
522

Bordia P., Restubog S. L. D., Tang R. L. (2008). When employees strike back:
investigating mediating mechanisms between psychological contract breach and

64



workplace deviance. J. Appl. Psychol. 93 1104-1117.

Borman, W. C., & Motowidlo, S. J. (1993). Expanding the criterion domain to include
elements of contextual performance. In N. Schmitt, & W. C. Borman (Eds.), Personnel
selection in organizations (pp. 71-98). San Francisco: Jossey-Bass.

Borman, W. C., White, L. A., & Dorsey, D. W. (1995). Effects of ratee task performance
and interpersonal factors on supervisor and peer performance ratings. Journal of Applied
Psychology, 80,168-177.

Boyatzis, R.E., Goleman, D. and Rhee, K. (1999). Clustering competence in emotional
intelligence: Insights from the Emotional Competence Inventory (ECI). In R. Bar-On &
J.D. Parker (Eds.), Handbook of Emotional Intelligence. San Francisco: Jossey-Bass.

Boyatzis, R. E. (2001). How and why individuals are able to develop emotional
intelligence. In C. Cherniss & D. Goleman (Eds.), The emotionally intelligent workplace:
How to select for, measure, and improve emotional intelligence in individuals, groups,
and organizations (pp. 234 253). San Francisco: Jossey-Bass.

Briscoe, D.R. (1995). International human resource management. New Jersey: Prentice
Hall.

Brief, A. P., & Motowidlo, S. J. (1986). Prosocial organizational behaviors. Academy of
Management Review, 11,710-725.

Busso, L. (2003). The Relationship between Emotional Intelligence and Contextual
Performance As Influenced by Job Satisfaction and Locus of Control Orientation. PhD
diss., Alliant International University

C. Heath and S.B. Sitkin. (2001) What is organizational about organizational behavior?
Journal of organizational behavior, February, pp 43-58

Campbell J P. Modeling the performance prediction problem in industrial and
organizational psychology[C]. In M.D. Dunnette, &L.M. Hough(Eds.). Handbook of
Industrial and Organizational Psychology. 1990.710-732.

Caligiuri, P., and Tarique, 1. (2009). Predicting Effectiveness in Global Leadership
Activities, Journal of World Business. 44, 336-346.

Cartwright, S., & Cooper, C. L. (1997). Managing workplace stress. London: Sage.

Cavanaugh, M.A., Boswell, W.R., Roehling, M.V., and Boudreau, J.W. (2000).An
Empirical examination of self-reported work stress among US managers. Journal of

65



Applied Psychology, 85, 65-74.

Chegini M.G. (2009), Moderating effects of nurses’ organizational justice between
organizational support and organizational citizenship behaviors for evidence-based
practice. Worldviews on Evidence-Based Nursing 11: 332-340.

Chegini, M. (2009). The relationship between organizational justice and organizational
citizenship behavior. American Journal of Economics and Business Administration, 1
(2), 171-174.

Chen, G., Kirkman, B.L., Kim, K., Farh, C.I.C., and Tangirala, S. (2011), When does
cross- cultural motivation enhance expatriate effectiveness? A multilevel investigation of
the moderating roles of subsidiary support and cultural distance, Academy of
Management Journal, 53, 1110-1130.

Cherry M.G, Fletcher I, O’Sullivan H, Shaw N. What impact do structured educational
sessions to increase emotional intelligence have on medical students? BEME Guide No.
17. Med Teach. 2012;34:11-9.

Ciarrochi, J. V., Chan, A. Y. C., & Caputi, P. (2000). A critical evaluation of the
emotional intelligence construct. Personality and Individual Differences, 28(3),
539-561.

Colquitt J. A. (2001). On the dimensionality of organizational justice: a construct
validation of a measure. J. Appl. Psychol. 86, 386—400.

Colquitt J.A, LePine. J.A, Piccolo R. F, et al.(2012), Explaining the justice—performance
relationship: Trust as exchange deepener or trust as uncertainty reducer? Journal of
Applied Psychology. 97(1): 1.

Cooper, R. K., & Sawaf, A. (1997), Executive EQ: Emotional intelligence in business.
London: Orion Business Books.

Dalal R. S. (2005), A meta-analysis of the relationship between organizational citizenship
behavior and counterproductive work behavior. J. Appl. Psychol.90, 1241-1255.

Daus, C. S., & Ashkanasy, N. M. (2003). Will the real emotional intelligence please stand
up? On deconstructing the emotional intelligence ‘debate’. The Industrial and
Organizational Psychologist, 41(2): 69-72.

David. L. Van Rooy and Chockalingam Viswesvaran. (2004), Emotional intelligence: A

66



meta-analytic investigation of predictive validity and nomological net. Journal of
Vocational Behavior. p 71-95

Day, A. and Carroll, S. (2004) Using an Ability-Based Measure of Emotional Intelligence
to Predict Individual Performance, Group Performance, and Group Citizenship Behaviors.
Personality and Individual Differences, 36, 1443-1458.

Deluga. R.J (1994) Supervisor trust building, leader-member exchange and
organizational citizenship behavior. Journal of occupational and organizational
psychology. Volume 67, issue 4. pp.315-326

Deshpande, G., Calhoun, G., Jinks, T.M., Polydorides, A.D., Schedl, P. (2005). Nanos
downregulates transcription and modulates CTD phosphorylation in the soma of early
Drosophila embryos. Mech.Dev.122(5): 645-657.

Dittrich, J.E. and Carroll, M.R. (1979). Organizational equity perceptions, employee job
satisfaction, and departmental absence and turnover rates. Organizational Behavior and
Human Performance, 24, 29-40.

Douglas, C., Frink, D. D., & Ferris, G. R. (2004). Emotional intelligence as a moderator
of the relationship between conscientiousness and performance. Journal of Leadership &
Organizational Studies, 10(3), 2-3.

Dwayne Devonish and Dion Greenidge (2010).The Effect of organizational justice on
contextual performance, counterproductive work behaviors, and task performance:
Investigating the moderating role of ability-based emotional intelligence. International
Journal of Selection and Assessment. VolumelS8, Issue, 75-86

Eisenberg, N. (2000). Emotion, regulation, and moral development. Annual Review of
Psychology, 51, 665-697.

Epstein R. M, Hundert E.M.(2002). Defining and assessing professional competence.
JAMA;287(2):226-35

Eran Vigoda-Gadot(2009). Compulsory citizenship behavior: Theorizing some dark sides

of the good soldier syndrome in organizations. Journal for the Theory of Social
Behaviour 36:1 0021-8308

Eric G. Lambert, Nancy L. Hogan and Marie L. Griffin. (2008). Among correctional staff
being the good soldier: Organizational citizenship behavior and commitment. Criminal
Justice and Behavior; 35; 56.

Fernandez R, Salamonson Y, Griffiths R. Emotional intelligence as a predictor of

67



academic performance in first-year accelerated graduate entry nursing students. J Clin
Nurs. 2012;21:3485-92.

Field, A. 2013. Discovering Statistics Using IBM SPSS Statistics (4th ed.). SAGE
Publications

Fox, S., & Spector, P. E. (1999). A model of work frustration-aggression. Journal of
Organizational Behavior,20(6), 915-931.

Fox, S., Spector, P. E., & Miles, D. (2001). Counterproductive work behavior (CWB) in
response to job stressors and organizational justice: Some mediator and moderator tests
for autonomy and emotions. Journal of Vocational Behavior, 59(3), 291-309

Fisher, D. M. (2014). A multilevel cross-cultural examination of role overload and
organizational commitment: Investigating the interactive effects of context. Journal of
Applied Psychology, 99(4), 723-736.

Fryxell E G and Gordon E M (1989), Work Place Justice and Job Satisfaction as
Predictor of Satisfaction with Union and Management, Academy of Management
Journal, Vol. 32, No. 4, pp. 851-866.

Ganster, D.C. and Schaubroeck, J. (1991), Work stress and employee health. Journal of
Management, 17, 235-271.

Gardner, H. (1983). Frames of mind: The theory of multiple intelligences. New Y ork:
Basic Books

Garland, H. (1973), The effects of piece-rate underpayment and overpayment on job
performance: A test of equity theory with a new induction procedure. Journal of Applied
Social Psychology, 3, 325-334.

Giacalone, R.A. & Greenberg, J. (1997). Antisocial behavior in organizations. Thousand
Oaks, CA: Sage.

Gignac, G. E. (2008a). Genos emotional intelligence inventory technical manual.
Sydney, NSW: Genos Press.

Gillham, B. (2000). Developing a questionnaire. London: Continuum.
Gohm, C. L., Corser, G. C., & Dalsky, D. J. (2005). Emotional intelligence under stress:
Useful, unnecessary, or irrelevant? Personality and Individual Differences, 39, 1017—

1028.

68



Goleman, D. (1995). Emotional intelligence: Why it can matter more than 1Q. New
York: Bantam Books.

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

Gregersen, H.B., Morrison, A.J. & Black, J.S. (1998). Developing leaders for the global
frontier. Sloan Management. Review, Fall, 21-32.

Greenberg, J. (1986). Determinants of Perceived Fairness of Performance Evaluations.
Journal of Applied Psychology. Vol. 71 (2). pp. 340-342.

Greenberg, J. (1990b). Organizational justice: Yesterday, today, and tomorrow. Journal
of Management, 16, 399432,

Greenberg, J. (1993c¢), Stealing in the name of justice: Informational and interpersonal
moderators of theft reactions to underpayment inequity. Organizational Behavior and
Human Decision Processes, 54, 81-103.

Harms, P. D., & Credé, M. (2010). Emotional intelligence and transformational and
transactional leadership: A meta-analysis. Journal of Leadership and Organizational
Studies, 17(1), 5(13).

Harvey, P. & Dasborough, M. T. (2006). Consequences of employee attributions in the
workplace: The role of emotional intelligence. Psicothema, 18, 145-151.

Hirschman, Albert. O. (1970), Exit, Voice, and Loyalty: Responses to Decline in Firms,
Organizations, and States. Cambridge, MA: Harvard University press.

Hollinger, R. C., & Clark, J. P. (1982). Formal and informal social controls of employee
deviance. The Sociological Quarterly, 23, 333-343.

Homans, G. C. (1961). Social behaviour: Its elementary forms. London: Routledge &
Kegan Paul

Jeanne. Le. Roy. Marina Bastounis and Jale Minibas-Poussard. (2012), Interactional
justice and counterproductive work behaviors: The mediating role of negative emotions.

Social Behavior and personality. 40(8), p1341-1356

69



Jermier, J. M., Knights, D., & Nord, W. R. (1994). Resistance and power in
organizations: Agency, subjectivity and the labour process. In J. M. Jermier, D. Knights,
& W. R. Nord (Eds.), Resistance and power in organizations: 1-24. New York:
Routledge.

Joseph V. Ciarrochi, Amy Y.C. Chan, Peter Caputi, (2000), A critical evaluation of the
emotional intelligence construct. Personality and Individual Differences 28, 539-561

Judith W. Tansky, 1993. Justice and organizational citizenship behavior: What is the
relationship? Employee Responsibilities and Rights Journal, Vol. 6, No. 3.

Jordan, P., Ashkanasy, N., Hirtel, C., & Hooper, G. (2002). Workgroup emotional
intelligence: Scale development and relationship to team process effectiveness and goal
focus. Human Resource Management Review, 12(2), 195-214.

Jung, H. S., Yoon, H. H. (2011), The effects of emotional intelligence on
counterproductive work behaviors and organizational citizen behaviors among food and
beverage employees in a deluxe hotel, International Journal of Hospitality
Management. Article in Press.

Khan, D.M.A., & Afzal, H., Zia. (2010). Impact of counterproductive work behavior in
organization performance in Pakistan. Interdisciplinary Journal of Contemporary
Research in Business, 1(12), 281-291.

Kahn, Sumera; Mukhtar, Sabina; Niazi, Muhammad Abdullah Khan(2010). Link between
organizational justice and employee job performance in the workplace. Interdisciplinary
Journal of Contemporary Research In Business.2.3 121-132.

Katz, D., & Kahn, R. L. (1978). The social psychology of organizations. New Y ork:
Wiley.

Katz, D. (1964). Motivational basis of organizational behavior. Behavioral Science, 9:
131-14e.

Keltner, D., & Haidt, J. (2001). Social functions of emotions. In T. Mayne & G. Bonanno
Eds.), Emotions: Current issues and future directions pp. 192-213. New York: Guilford
Press.

Kerlinger, F. (1986). Foundations of behavioral research, 3rd ed. New York: Holt,
Rinehart, and Winston

70



Lazarus, R. S. (1991). Emotion and adaptation. New Y ork: Oxford University Press.

Law, K. S., Wong, C. S., & Song, L. J. (2004). The construct and criterion validity of
emotional intelligence and its potential utility for management studies. Journal of
Applied Psychology, 89(3), 483-496.

Lee, R. T., and Ashforth, B. E. (1993): A longitudinal study of burnout among
supervisors and managers: Comparisons between the Leiter and Maslach (1988) and
Golembiewski et al. (1986) models. Organisational Behaviour and Human Decision
Processes, 54, 369-398.

LePine, J. A., LePine, M. A., & Jackson, C. L. (2004). Challenge and hindrance stress:
Relationships with exhaustion, motivation to learn, and learning performance. Journal of
Applied Psychology, 89: 883— 891.

Lopes, P. N., Salovey, P., Co” te’ , S., & Beers, M. (2005). Emotion regulation ability and
the quality of social interaction. Emotion, 5, 113—118.

Lovallo, W. R. (1997). Stress and health: Biological and psychological interactions.
Thousand Oaks, CA: Sage.

Lewicki .J. R and Sheppard. H. B (1987), “Towards General Principle of Fairness”,
Social Justice Research, Vol. 1, No. 2, pp. 161-176.

Marshall, T.H. (1950). Citizenship and social class and other essays. Cambridge:
Cambridge University Press.

Martin, J.M., Knopoff, K., Beckham, C.(1998). An alternative to bureaucratic
impersonality and emotional labor: bounded emotionality at the body shop.
Administrative Science Quarterly. 43 (2), 429-470.

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

Mayer, J. D., Salovey, P., & Caruso, D. R. (2000). Competing models of emotional
intelligence. In R. J. Sternberg (Ed.), Handbook of human intelligence pp. 396—420.
New York: Cambridge University Press.

Mayer, J. D., Salovey, P., & Caruso, D. R. (2002). Mayer-Salovey-Caruso Emotional

Intelligence Test (MSCEIT) user’s manual. Toronto, Ontario, Canada: Multi-Health
Systems.

71



Moorman, R. H. (1991). Relationship between organizational justice and organizational
citizenship behaviors: Do fairness perceptions influence employee citizenship? Journal
of Applied Psychology, 76(6), 845-855.

Moorman, R. H., Blakely, G. L., & Niehoff, B. P. (1998). Does perceived organizational
support mediate the relationship between procedural justice and organizational
citizenship behavior? Academy of Management Journal, 41: 351-357.

Neal M. Ashkanasy(2004) Emotion and Performance. Human Performance.17(2).
P137-144

Nielsen, T. M., Bachrach, D. G., Halthill, T., & Sundstrom, E. (2009). Utility of OCB:
Organizational citizenship behavior and group performance in a resource allocation
framework. Annual Society for Industrial and Organizational Psychology Conference,
New Orleans, LA.

Nurhamiza Mumina et al. (2016) Emotional Intelligence under Stress: Valuable or
Overrated? Global Journal of Human-Social Science: Sociology & Culture: 1686-1692

Organ, D. W., & Konovsky, M. (1989), Cognitive versus affective determinants of
organizational citizenship behavior. Journal of Applied Psychology, 74, 157-164.

Organ, D. W., & Ryan, K. (1995). A meta-analytic review of attitudinal and dispositional
predictors of organizational citizenship behavior. Personnel psychology, 48(4), 775-802.

Organ, D. W. (1997), Organizational citizenship behavior: It's construct clean up time
Human Performance, 10(2), pp. 85-97.

Organ,D.W., Podsakoff.P.M., MaeKenzie, S.B.(2006), Organizational citizenship
behavior: Its nature, antecedent, and consequences. Thousand Oaks, CA: Sage

Pamela J. Harper. (2015), Exploring forms of organizational citizenship behaviors (OCB):
antecedents and outcomes. Journal of Management and Marketing Research. Volume
18- February,

Payne, R. (1999). Stress at work: A conceptual framework. In J. Firth-Cozens & R. Payne
(Eds.), Stress in health professionals: Psychological and organisational causes and
interventions (pp. 3-16). Chichester, England: Wiley.

Paul E. Spector, Suzy Fox, (2002), An emotion-centered model of voluntary work
behavior. Human Resource Management Review. 12(2):269-292

72



P. Ranasinghe, (2017). Emotional intelligence, perceived stress and academic
performance of Sri Lankan medical undergraduates. BMC Med Educ.17(1):41. doi: 10

Parivash Jafari a, Shabnam Bidarian, (2012). The relationship between organizational
justice and organizational citizenship behavior. Procedia-Social and Behavioral
Sciences: 1815-1820

Pasanen,S. E. (2000). Emotional Intelligence, Conscientiousness and Integrity as
Predictors of Organizational Citizenship Behavior. PhD diss., California State University.

Pascale S.Widme, (2012). The ambivalence of challenge stressors: Time pressure
associated with both negative and positive well-being. Journal of Vocational Behavior:
422-433

Pau. AK., Croucher. R. (2003). Emotional intelligence and perceived stress in dental
undergraduates. J Dent Educ; 67(9):1023-8.

Petrides, K. V. (2009). Technical Manual for the Trait Emotional Intelligence
Questionnaires (TEIQue). London, England: London Psychometric Laboratory.

Petrides, K.V., Frederickson, N., & Furnham, A. (2004). The role of trait emotional
intelligence in academic performance and deviant behavior at school. Personality and
Individual Differences, 36,277-293

Podsakoff, P. M., MacKenzie, S. B. Morrman, R. H. & Fetter, R. (1990).
Transformational leader behaviors and their effects on follower’s trust in leader
satisfaction, and organizational citizenship behaviors. Leadership Quarterly, 1, 107-142.

Preacher, K. J. & Hayes, A. F, (2008). Asymptotic and resampling strategies for
assessing and comparing indirect effects in multiple mediator models. Behavior
Research Methods. 40, No 3: 879-891

Price, J.L. and Mueller, C.W. (1986), Absenteeism and turnover among hospital
employees. Greenwich: JAI Press

Quick, J. C., Quick J. D., Nelson, D. L. and Hurrell, J. J. (1997). Preventive Stress
Management in Organizations, Washington, D.C.: American Psychological Association.
P:1-20

Reuven Bar-On, (2006). The Bar-On Model of Emotional-Social Intelligence. (ESI)
Psicothema. Vol. 18, Suplem.1, pp. 13-25

Rizzo, J. R., House, R. J., & Lirtzman, S. 1. (1970). Role conflict and ambiguity in
complex organizations. Administrative Science Quarterly, 15, 150 —163.

73



Robert H. Moorman, (1991). Relationship Between Organizational Justice and
Organizational Citizenship Behaviors: Do Fairness Perceptions Influence Employee
Citizenship? Journal of applied psychology. No.6 845-855

Rodell, Jessica B.,Judge, Timothy A., (2009). Can "good" stressors spark "bad" behaviors?
The mediating role of emotions in links of challenge and hindrance stressors with
citizenship and counterproductive behaviors. Journal of Applied Psychology, Vol 94(6),
1438-1451

Robinson, S.L. and Bennett, R.J. (1995), ““A typology of deviant workplace behaviors: a
multidimensional scaling study’’, Academy of Management Journal, Vol. 38 No. 2, pp.
555-72.

Robinson, S.L. and Bennett, R.J. (2000), ‘‘Development of a measure of workplace
deviance’’, Journal of Applied Psychology, Vol. 85 No. 3, pp. 349-60.

Ronald F. Cichy , Seung Hyun Kim & Jaemin Cha, (2009). The Relationship Between
Emotional Intelligence and Contextual Performance: Application to Automated and

Vending Service Industry Executives. Journal of Human Resources in Hospitality &
Tourism, 8:2, 170-183

Sabine. Sonnentag. and Michael. Frese. (2012), Stress in organizations. Comprehensive
Handbook of Psychology, Volume Twelve: Industrial and Organizational Psychology.
New York: Wiley.

Salovey, P. and Mayer. J.D. (1990). Emotional intelligence. Imagination, Cognition and
Personality, 9, 185-211.

Sanders, A. and Lushington, K. (2002), Effect of perceived stress on student performance
in dental school. Journal of Dental Education, 66(1), 75.

Satish P. Deshpande, Jacob Joseph, Xiaonan Shu, (2005), The impact of emotional
intelligence on counterproductive behavior in China. Management Research News, Vol.
28 Issue: 5, pp.75-85

Scholl, R. W, Cooper, E. A., & McKenna, J. F. (1987). Referent selection in determining
equity perceptions: Differential effects on behavioral and attitudinal outcomes. Personnel

Psychology. 40,113-124.

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

74



intelligence. Personality and Individual Differences 25, 167-177

Scott J., (2013). How healthcare leaders can increase emotional intelligence. Radiol
Manage.;(S1):11-16.

Skarlicki, D.P. & Folger, R. (1997). Retaliation in the workplace: The roles of
distributive, procedural and interactional justice. Journal of Applied Psychology, §2,
416-425.

Smith, C.A., Organ, D.W., & Near, J.P. (1983). Organizational citizenship behavior: Its
nature and antecedents. Journal of Applied Psychology, 68, 653-663.

Spector, P. E., & Fox, S. (2002). An emotion-centered model of voluntary work behavior:
Some parallels between counterproductive work behavior and organizational citizenship
behavior. Human Resource Management Review,12, 269-292.

Spector, P. E., & Fox, S. (2005). A model of counterproductive work behavior. In S. Fox
& P. E. Spector (Eds.), Counterproductive workplace behavior: Investigations of actors
and targets (pp. 151-174). Washington, DC: APA.

Staw, B.M., Sutton, R.I. and Pelled, L.H. (1994), Employee positive emotion and
favorable outcomes at the workplace. Organization Science, 5, 51-71.

Sternberg, R.J. (1985). Beyond 1Q: A triarchic theory of human intelligence. New
York: Cambridge University Press.

Shu. X. B. (2005). The source of job stress of managers and its impact: Comparison
between state-owned enterprises and private enterprises. Statistical Research, pp:29-35.

(FPmRie A EN B TAR IS IR R - A folk 58078 ol (¥ BU AL S i BT A
2005, 9: 29-35)

Sitter, V. L. (2004). The Effects of a Leadership Emotional Intelligence on Employees
Trust in Their Leader and Employee Organizational Citizenship Behaviors. PhD diss.,
Regent University.

Susan Tee and Susan Chin, R. N. Anantharaman, and David Yoon Kin Tong(2011),
Emotional Intelligence and Organizational Citizenship Behavior of Manufacturing Sector

Employees: An Analysis. Management 6 (2): 107-125

T.H. Marshall (1950), Citizenship and social class. Cambridge at the university press.

75



Thibaut, J, and Walker, L. (1975). Procedural justice: A psychological analysis.
Hillsdale, NJ: Erlbaum.

Tugba Korkmaza, Ebru Arpacia, (2009), Relationship of organizational citizenship
behavior with emotional intelligence. World Conference on Educational Sciences.
2432-2435

Van Dyne, L., & LePine, J. A. (1998). Helping and voice extra-Role behaviors: Evidence
of construct and predictive validity. Academy of Management Journal, 41, 108-119.

Van Rooy, D., & Viswesvaran, C.(2004). Emotional intelligence: A meta-analytic
investigation of predictive validity and nomological net. Journal of Vocational Behavior,
Vol.65, p.71-95.

Vanessa Urch Druskat, Fabio Sala, Gerald Mount, (2006), Linking emotional intelligence
and performance at work. Lawrence Erlbaum Associates, Publishers.

Wang. Xin. J and Shi. Meng.W. (2013), Research on Chinese stress response: Based on
the perspective of emic and etic research. Progress in Psychological Science, No.7
pp:1239-1248 (VEMr i, S 28 . b (B N 5 ) RO A 7 ik T A7 5 2 AL A A o0 B
FRERE2013 SE55 7 W 1239-1248)

Weinberger, L. A. (2004). An examination of the relationship between emotional
intelligence and leadership style. Paper presented at the Academy of Human Resource
Development International Conference, Austin, TX

Whitman, Daniel S. ef al., (2012). Fairness at the collective level: A meta-analytic
examination of the consequences and boundary conditions of organizational justice
climate. Journal of Applied Psychology.97.4. pp:776.

Wong, C.S., & Law, K.S. (2002). The effects of leader and follower emotional
intelligence on performance and attitude: An exploratory study. Leadership Quarterly,
13,243-274.

Wong, C.S, Foo, M., Want, C., & Wong, P. (2007). The feasibility of training and
development of EI: An exploratory study in Singapore, Hong Kong and Taiwan.
Intelligence, 35(2), 141-150.

Wong, C.S, Wong, P.M., & Law, K. S. (2007). Evidence on the practical utility of

Wong's emotional intelligence scale in Hong Kong and Mainland China. Asia Pacific
Journal of Management, 24, 43-60.

76



Wong, C.S., Law, K.S., and Wong, P.M. (2004). Development and validation of a forced
choice emotional intelligence for Chinese respondents in Hong Kong. Asia Pacific
Journal of Management, 21(4), 535-559.

Wood. E. and El Mansour.B. (2010), Performance interventions that assist Chinese
expatriates’ adjustment and performance. Human Resource Development Review. June
2010, (9) 2, 194-218

X. Bao, et al. (2015), Dispositional mindfulness and perceived stress: The role of
emotional intelligence. Personality and Individual Differences 78 (2015) 48-52

Ye. Chao, (2016), Research on the dimensions of organizational citizenship behavior and
it’s effect mechanism in the face of job stressor for Chinese public servants. PhD., Diss.
East China Normal University. ("8, 2016, A% RHENNRAT NEE S 53T TE
JEJJIR RIS AL BT 7S . IR0, HRZRITTE K 5)

Yochi Cohen-Charash (2001) The Role of Justice in Organizations: A Meta-Analysis.
Organizational Behavior and Human Decision Processes Vol. 86, No. 2, November, pp.
278-321, 2001

Yvonne Stys, Shelley L. Brown, (2002) A Review of the emotional intelligence literature
and implications for corrections. Research Branch Correctional Service of Canada.
No.R-150

Zhang, J. (2008). Marketization and democracy in China. London: Routledge

77



Annexes
Annex A-Questionnaire
1. Questionnaire English version
ISCTE Business School, emotional intelligence and extra-role behavior survey

This questionnaire is a part of an international academic research project. It focuses on the relations between
emotional intelligence and extra-role behavior on Chinese expatriates. It will take approximately 10 minutes
of your time. Please answer all questions, and all the information will be anonymous and strictly confidential.

Thanks a lot for your help!
In this questionnaire I am interested in your opinion about the way you perceive yourself and the work environment in
your company.

I. Listed below are the descriptive statements about you. For each statement, I would like you to
indicate the degree of agreement with the behaviour described.
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I have a good sense of why I have certain feelings most of the time. O|gg|oigdg|g
I am a good observer of others’ emotions. OQg/ g gg| a4
I always set goals for myself and then try my best to achieve them. O|gg|ogg|g
I have good control of my own emotions. OQg/ g gg| a4
I have good understanding of my own emotions. Og|g|t|o|o;d
I can always calm down quickly when I am very angry. O/ggiggo|gig
I am a self-motivating person. O|gg|ogg|g
I really understand what I feel. OQg/ g gg| a4
I always tell myself I am a competent person. O o|c)i
I'am able to control my temper so that I can handle difficulties rationally. | [ | [] | [ | [ | [ | (1| [
I always know my friends’ emotions from their behaviour. OQg/ g gg| a4
I would always encourage myself to try my best. O o|c)i
I am quite capable of controlling my own emotions. O o|c)i
I always know whether or not I am happy. O o|c)i
I am sensitive to the feelings and emotions of others. O o|c)i
I have good understanding of the emotions of people around me. OQg/ g gg| a4




II. In this section, please indicate by checking the appropriate box the extent to which you face each of
the following statements at the workplace.

Totally disagree
Disagree
Somewhat disagree
Somewhat agree
Agree
Totally agree

The amount of work I am expected to do is fair and reasonable.

I have to do things that should be done differently.

I know exactly what is expected of me.

I receive incompatible requests from two or more people.

I do not feel excessive work related stress.

I know that I have divided my time properly.

I have to work under vague directives or orders.

I feel certain about how much authority I have.

I never seem to have enough time to get everything done at work.

I know what my responsibilities are.

I work under incompatible policies and guidelines.

O OO0 00000 O/E( ] Neither agree nor disagree

O00gooooooogd
N o
N o
N o
N o
N o

I am able to keep up with my work responsibilities.




I11. In this section, please indicate by checking the appropriate box the extent to which your company

adopts each of the following statements regarding employees, in general, and you, in particular.
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When decisions are made about my job or the job of my colleagues, our supervisor treats | [J | (] | [ | |OJ | OJ | O

us with respect and dignity.

Procedures are designed to allow for requests for clarification or additional information | (1 | (] | [ | 1| | O | [

about the decision.

Overall, the work load of my colleagues and I is quite fair. O|gigQoig|g|d

Procedures are designed to provide useful feedback regarding the decision and its | (1| [ | |1 |00 | O | L]

implementation.

When decisions are made about my job or the job of my colleagues, our supervisoris | [ | ] | | (OJ | OJ | O

sensitive to our personal needs.

When making decisions about my job or the job of my colleagues, our supervisor offers | (1 | (] | [ | 1| | O | [

explanations that make sense to us.

Procedures are designed to generate standards so that decisions could be made with | (1 | ] | ] |1 || O |

consistency.

When decisions are made about my job or the job of my colleagues, our supervisor deals | (] | ] | | | | OJ | O

with us in a truthful manner.

I think that the level of pay of my colleagues and I is fair. O|gigQoig|g|d

Our supervisor explains very clearly any decision made about my job or the job of my | [ | ] | | |OJ | OJ | I

colleagues.

Procedures are designed to hear the concerns of all those affected by the decision. O|gigQoig|g|d

Overall, the rewards my colleagues and I receive here are quite fair. Og/g|a|g|g|d




IV. Listed below are the descriptive statements about some attitudes and behaviours in work
organizations. For each statement, [ would like you to judge how frequently individuals at your
company displayed the attitude or behaviour described, during the last 12 months.
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Spent too much time fantasizing or daydreaming instead of working. O ||| d|fd)|
Made fun of someone at work. Odjo|oo|d|d
Taken an additional or a longer break than is acceptable at the workplace. | [ | [1 | [ | [ |||
Come in late to work without permission. Oog|t|t|o|d|d
Cursed at someone at work. OO0t
Neglected to follow the boss’s instructions. O 0/g|t|d|fdd
Intentionally worked slower than they could have worked. Ogiga|gg|d|d
Played a mean prank on someone at work. O 0/g|t|d|fdd
Acted rudely toward someone at work. O 0/g|t|d|fdd
Put little effort into their work. O 0/g|t|d|fdd




V. Listed below are the descriptive statements about behaviours that are often not clearly recognized
by management systems but benefit the work environment. In this section please indicate to what
extent, in your work group, you observe the behaviour described in each item.
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Volunteer to do things for the work group. OO0ttt fo;d
Speak up in the work group with ideas for new projects and changes in procedures. O o|c)i
Help orient new employees in the work group. Og|g|t|o|o;d
Get involved in issues that affect the quality of work life in the work group. O o|c)i
Assist others in the work group with their work for the benefit of the group. O|gg|ogg|g
Keep well informed about issues where personal opinions might be useful to the work | (] | [ | | |0 | OJ | I
group.
Get involved to benefit the work group. Og|g|t|o|o;d
Speak up and encourage others in the work group to get involved in issues that affect the | [ | [ | [ | O | O | O | O
work group.
Help others in the work group learn about the work. OQg/ g gg| a4
Develop and make recommendations concerning issues that affect the work group. O/ggiggo|gig
Attend functions that help the work group. Og|g|t|o|o;d
Help others in the work group with their work responsibilities. Ot d|t|d
Communicate personal opinions about work issues to others in the work group even if | (1 | [ | [ | | | O | L
these opinions are different and others in the group disagree with them.




VI. Demographic information:

What is your gender?
0 Male
o Female

What is your age?
years

What is the highest degree or level of school you have completed?
0 No schooling completed
o High school or equivalent
o Some college
o Bachelor’s, master’s or doctoral degree
o Other

Which of the following categories best describes your role in the company?
0 Team member
o Team leader
0 Manager
o Other

How long have you been working in the actual company?
o Less than 2 years
02 to 5 years
0 6 to 10 years
o 10 years or more



1. Questionnaire Chinese version
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