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Abstract

Even though emotional intelligence has been proposed to mitigate 
the adverse effects of stressful situations such as workplace bullying, 
previous studies have yet failed to explain as to how emotional 
intelligence affects the relationship between workplace bullying and 
individual work performance. Accordingly, this paper aims to explain the 
effect of emotional intelligence on the relationship between workplace 
bullying and work performance. A survey was conducted among 230 
managerial level employees and their supervisors in the fast-moving 
consumer goods industry. Emotional intelligence and workplace 
bulling were measured through a self-administered questionnaire while 
their performance was assessed by supervisors. Data was analysed 
using structural equation modelling (SEM) with AMOS software. The 
empirical data supported the negative relationship between workplace 
bullying and an individual’s work performance. Study also finds that 
person-related bullying was the most influential form of bullying 
that affects an individual’s work performance. Furthermore, study 
revealed that the negative relationship between workplace bullying 
and work performance is weaker for those with high El and stronger 
for those with low El. Theoretical contribution of this paper is the 
extension of our understanding of workplace bullying on individual’s 
work performance by bringing emotional intelligence as a moderator.
The paper recommends to managers to use emotional intelligence 
as a strategy to mitigate the adverse effects of workplace bullying on 
individuals’ work performance.
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Introduction

The recent years have witnessed a swift turn towards globalization and competitiveness 
among organizations. Organisations are faced with ever changing pressures, such 
as global competition, consumer demand, technological change, changing labour 
expectations, environmental awareness, and economic recession (French & Bell, 
2009; Halal, 2007; Limerick & Cunnington, 2003). Evidence of corporate reaction 
to the uncertainty produced by these pressures may be seen in the growth of 
contemporary managerial buzzwords such as flexibility, market orientation, flattening 
structures, managerial excellence, productivity, quality, re-training, participation 
and creativity (Hilmer & Donaldson, 2006; Pascale, 2008). The intensity of this 
competition increases the emphasis on proficiency with which individuals perform 
the core substantive or technical tasks central to their job. Every organization wants 
to stay ahead of the competition and it searches for ways to augment its performance 
and to achieve the maximum utilization of human resources (Individual’s Work 
Performance). To reach this goal, organisations use a variety of ways and means, and 
one mechanism appears to be workplace bullying, because in this highly competitive 
setting, managers may perceive that they have a mandate to use whatever technique 
necessary to deploy their human resources (Cascio, 2005). This is because severe 
competition among organisations also increases managerial stress (Charlesworth,
2006). These pressures tend to “lower the threshold at which managers, particularly 
those operating at the limits of their skills, and competencies, are adopting bullying 
behaviours even if involuntarily” (McCarthy, 1996, p. 48). Organisations appear to 
have developed a culture whereby the achievement of organisational goals justifies 
the reasons for using such mechanisms (Charlesworth, 2006). Workplace bullying 
refers to “situations where a person repeatedly and over a period of time is exposed 
to negative acts (i.e. constant abuse, offensive remarks or teasing, ridicule or social 
exclusion) on the part of co-workers, supervisors, or subordinates” (Einarsen, 2009, 
2000; Mikkelsen & Einarsen, 2002, p. 397). Margaret (2007) defines workplace 
bullying as the repeated mistreatment of one employee who is targeted by one or 
more employees with a malicious mix of humiliation, intimidation and sabotage of 
performance. It includes being ridiculed in the presence of other employees, being 
lied about to others, the feeling of always being on guard, not being able to focus on 
the assigned work tasks and loss of self-confidence.

Employee performance is critical for determining and maintaining organizational 
efficiency and effectiveness, but constant exposure to bullying at work is associated
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with impaired job performance (Bowling & Beehr, 2006). Indeed, a growing research 
interest has been shown regarding workplace bullying and its consequences, and 
one meta-analysis also showed that higher levels of workplace harassment (a label 
frequently used to describe workplace bullying) were related to lower levels of job 
performance, (Bowling & Beehr, 2006).

It has also been argued that workplace bullying is not just a cognitive process but 
also an emotional one (Cartwright, 2008), suggesting that the behaviour is more a 
function of emotional regulation than of rational or cognitive processes. According 
to the argument of Samnani et al., (2013), the impact of workplace bullying on a 
target’s performance varies according to the way he or she perceives the bullying 
event. Samnani et al., (2013) speculate that a target’s performance is likely to increase 
or decrease depending on whether the target interprets a perpetrator’s motive or 
intent as positive or negative, perceives bullying as work-driven vs. non-work driven, 
or perceives bullying as person-driven or context-driven. When a target does not 
recognize the negative intent of the bullying event or the perpetrator, and makes 
“positive” attributions about the bullying behaviour, it will not have a negative effect 
on his or her performance, and if a target perceives a negative intent, it will have a 
negative effect on his or her performance (Samnani et al., 2013).

Workplace bullying has been identified as a major type of work- related stress 
(Aquino, 2008, p.61). According to the individualized transactional coping theory 
developed by Lazarus (1999), when people encounter stressful life events, they try 
to change the adverse effects of these events on their well-being by using a number 
of coping strategies (Akgun, 2004, p.49). According to the study done by Matthews 
and Ziender (2005), individuals’ emotional intelligence skills influence their choices 
of coping strategies used to deal with the stressful situations they face. Another study 
showed that individuals with high emotional intelligence cope effectively with the 
stress generated by workplace bullying and harassment and those with low emotional 
intelligence use more avoidance-oriented coping strategies such as consuming 
alcohol, smoking and becoming addicted to junk food (Fumham et al., 2010; Eskay, 
2011). Mayer and Sullivan (2007) believe that one’s emotional intelligence skills 
are related to high levels of coping. This emotional organisation process can help 
to decrease the frequency and intensity of stressors, even in enduring stressful 
situations. Riley and Schutte (2003) considered emotional intelligence to be a coping 
mechanism that leads to useful self-regulation put in place in order to overcome 
the stress generated by negative workplace activities such as harassment, bullying
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and verbal abuse. According to the study done by Chan (2006), individuals with 
enhanced emotional intelligence are less vulnerable to work-related stress generated 
by work place bullying and harassment.

Based on the previous studies, it is clear that although many researchers argue that 
workplace bullying leads to impaired job performance, it is evident that the impact 
of the bullying incident may vary according to the level of emotional intelligence 
that an individual possesses. Even though the impact and importance of emotional 
intelligence has been proposed to mitigate the adverse effects of stressful situations 
such as workplace bullying, prior research has yet failed to provide a concrete answer 
to the problem of “How emotional intelligence affects the relationship between 
workplace bullying and individual work performance.” This study is developed to 
identify the significant role played by emotional intelligence on the relationship 
between workplace bullying and work performance. Thus the purpose of this study is 
to examine the role played by emotional intelligence in mitigating the adverse effects 
of workplace bullying on an individual’s work performance.

In order to theorize the aforementioned relationships of this study ‘individualized 
transactional coping theoiy’ and ‘attribution theory’ is applied. Individualized 
transactional coping theory developed by Lazarus (1999) declared that when people 
come across stressful life events, they try to mitigate the unfavorable effects of these 
events on their security by using a number of coping strategies (Akgun, 2004). The 
ability to interpret and regulate emotions in relation to negative situations should 
facilitate the effective management of energy and thought processes. (Lazarus, 1999) 
If individuals are able to understand their emotional reactions to demands, they are 
more likely to be able to adapt to the situation and cope with stress effectively.

Attribution theoiy is concerned with how individuals interpret events and how 
this relates to their thinking and behaviour. According to Heider (1958), reaction 
towards any situation varies according to the way an individual perceives the event, 
depending on whether the target interprets a perpetrator’s motive or intent as positive 
or negative. Thus these two theories provided the premise for the establishment of 
the arguments and the relationships of the study.

The rest of the paper is structured as follows. It begins with an introduction, followed 
by an explanation of the findings of previous scholarly work on workplace bullying, 
an individual’s work performance and emotional intelligence. The next section
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comprises of the conceptual framework for the research that is supported by the 
hypotheses. The latter section presents the methodology adopted to analyse the 
data and the discussion of findings. The theoretical and managerial implications, 
limitations and areas for further research are presented at the end of the paper.

Literature Review

Workplace Bullying and its Consequences

Workplace bullying is the persistent exposure to negative and aggressive behaviours, 
which may be psychological, verbal, or physical, and may be perpetrated by an 
individual or a group (Einarsen et al., 2011; O’Moore et al., 2008). Such negative 
behaviours are labelled as bullying when they “occur repeatedly and regularly (e.g. 
weekly) and over a period of time (e.g. about six months)” (Einarsen et al., 2011, 
p. 22). Bullying is primarily psychological and persistent, and on this basis it is 
distinguished from workplace violence, which is primarily physical and irregular.

The concept of bullying may be used in many situations, describing a variety of 
behaviours (Crawford, 1998). Bullying may even be used to describe a joking 
manner known as good-natured horseplay or refer to minor events of aggressive 
behaviour that tend to be easily accepted and tolerated (Munthe, 2009). However, 
in the scientific studies reviewed in this study, the concept refers to a rather specific 
phenomenon, where hostile and aggressive behaviours, be it physical or non-physical, 
are directed systematically at one or more colleagues or subordinates leading to a 
stigmatisation and victimization of the recipient (Leymann, 2006; BjoErkqvist et 
al., 2011). Bullying has been defined as all those repeated actions and practices that 
are directed at one or more workers, which are unwanted by the victim, and which 
may be done deliberately or unconsciously, but clearly cause humiliation, offence 
and distress, that may interfere with job performance and/or cause an unpleasant 
working environment (Einarsen & Raknes, 1997). This definition emphasises the 
two main features of most definitions of bullying at work: repeated and enduring 
aggressive behaviours that are intended to be hostile and/or perceived as hostile by 
the recipient (Einarsen, 2009).

Work place bullying is dichotomous and categorised as person-related bullying 
and work-related bullying (Einersan, 2009). Person-related bullying behaviours 
comprise of public humiliation, ignoring, insulting, spreading rumours or gossip,
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intruding on privacy and yelling etc. (Beswick, Gore & Palferman, 2006). Work- 
related bullying behaviours consist of setting unachievable goals, impossible 
deadlines, unmanageable workloads, meaningless tasks or supplying unclear 
information, threat about security, etc. (Beswick, Gore, & Palferman, 2006).

Bullying can have severe effects on individual targets and on the organisation. At 
the individual level, the results of bullying include lower self-esteem and more 
negative emotions such as anxiety, stress, fatigue, burnout and depression (Agervold 
& Mikkelsen, 2004; Cassitto et al., 2004; Djurkovic et al., 2008; Hauge et ah, 2010; 
Hoel et al., 2004; Lovell & Lee, 2011; Lutgen & Sandvik, 2008). Although strain and 
well-being are related, strain is the outcome of experiencing stresses and is focused 
on environmental factors whereas well-being captures individual traits, social cues, 
and cognitive processes (Warr, 2006). Bullying also negatively affects organisations: 
targets take more days off, report unclear expectations of task performance, have 
reduced job satisfaction, commitment to the organisation and work motivation and 
are more likely to leave the organisation than non-targets (Agervold & Mikkelsen, 
2004; Djurkovic et al., 2008; Harvey et al., 2007; Keashly & Neuman, 2004). 
Performance represents a key outcome for the organisation, while organisational 
commitment is an important attitude in itself which also has implications for task 
performance, contextual performance and turnover (Sinclair et al., 2005).

An Individual’s Work Performance

Individual work performance is an issue that has not only interested companies all 
over the world but also fueled a great deal of research in the fields of management, 
occupational health, and work and organisational psychology. Numerous studies on 
individual work performance have been conducted. However, different approaches 
to studying individual work performance circulate in today’s literature (Koopmans, 
2011). A widely endorsed definition of work performance is that of Campbell: 
“behaviours or actions that are relevant to the goals of the organization.” Viswesvaran 
and Ones (2008, p.324) defined workperformance as “scalable actions, behaviour and 
outcomes that employees engage in or bring about that are linked with and contribute 
to organizational goals.” Borman and Motowidlo (2000) argue that the entire work 
performance domain could be encompassed by the comprehensive dimensions of 
task performance and contextual performance. They describe task performance as 
behaviours that directly or indirectly contribute to the organization’s technical core, 
and contextual performance as behaviours that support the organizational, social,
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and psychological environment in which the technical core must function. Examples 
of contextual activities are volunteering, persisting, helping, cooperating, and 
following rules. Task activities usually vary with different jobs, whereas contextual 
activities are common to many or all jobs.

The Role o f  Emotional Intelligence

Salovey, Bedell, Detweiler and Mayer (2000) state that Emotional Intelligence 
(El) is “a person’s ability to adapt and cope in life depending on the integrated 
functioning of emotional and rational capacities (p. 506).” Emotional Intelligence 
is the ability to identify, assess and manage one’s own emotions and the emotions 
of others. It is about recognizing how your own behavioural pattern is affected by 
different emotions, and recognizing the emotional states of others. Emotions are 
a complex state of feelings that result in physical and psychological changes that 
influence our behaviour. Considering the role of Emotional Intelligence, it can be 
seen to have significant benefits for individuals because Emotional Intelligence has 
consistently been linked with positive outcome measures, including life and work 
satisfaction, interpersonal functioning, healthy relationships, job performance, 
psychological well-being, physical health and psycho physiological measures of 
adaptive coping (Martins, Ramalho, & Morin, 2010). From the perspective of the 
humanistic existential approach, everyone has the potential to grow and develop. 
Assessing one’s emotional intelligence and presenting the findings affords one an 
opportunity to engage in self-exploration which may potentially lead to self-growth 
and self- actualisation and indirectly lead to improved job performance. According 
to Carl Rogers’ theoiy of self-concept, people who are emotionally intelligent are able 
to process information logically, cognitively and efficiently, and on the basis of this, 
make informed decisions and manage themselves (Coetzee et al., 2006). El has an 
impact on every aspect of one’s life (private and professional) (Coetzee et al., 2006) 
and impacts on communication and interpersonal competencies as well as career 
decision-making processes and behaviours. El has seen a resurgence of interest with 
the recent focus on positive psychology (Seligman & Csikszentmihalyi, 2000), which 
emphasizes the fundamental role of personal resources, privileging interventions 
aimed at developing and boosting these resources and protective factors. Within the 
workplace, this approach suggests that El may be an important predictor of work 
performance.
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Emotional Intelligence helps employees to successfully cope with occupational stress 
as well as with workplace bullying (Giorgi & Majer, 2008). Particularly, managers with 
high El report better health and well-being (Slaski & Cartwright, 2002). Emotional 
Intelligence pertains to the ability to understand emotion and emotional knowledge 
as well as the ability to regulate emotions to promote educational and intellectual 
growth (Cooper & Sawaf, 2010), and this may help employees to overcome the inner 
turmoil generated by workplace bullying acts.

Individualized Transactional Coping Theory

Transactional theories focus on the psychological processes that link an individual 
to the environment. These theories maintain that psychological stress arises when 
environmental demands faced by an individual are not matched by that individual’s 
appraisal of the resources available to cope with those demands (Lazarus, 1999). 
Within the transactional perspective there are various models and approaches. 
One of the most widely adopted of all stress models is the model of Lazarus and 
Folkman (1984). This model maintains that psychological stress is the interaction 
between the environmental demands that threaten or challenge an individual and 
the individual’s appraisal of the resources available to him /her to adapt to and cope 
with those demands. This model considers stress to be an iterative process involving 
appraisals of threat or challenge (primary appraisal), coping and then reappraisal. 
Demands consist of implicit or explicit pressures from the environment or situations 
that individuals are required to deal with (Lazarus, 1999). There are multiple 
demands within the working environment, all of which can become sources of 
psychological stress. However, not all demands invariably result in stress and some, 
such as deadlines, workloads and horn's of work, can result in job satisfaction as well 
as stress (Cavanaugh et al., 2000). Processes of appraisal and coping mediate the 
relationship between a person, his/her environment and outcomes (Lazarus, 1999). 
Appraisal is the ongoing evaluation of the environment by an individual in terms of 
its significance for well-being (Lazarus & Folkman, 1984).

Primaiy appraisal involves the process of evaluating a situation to determine whether 
it is perceived to be relevant and whether resources are available to deal with it. 
A situation can be appraised as threatening or challenging. A challenge appraisal 
concentrates on the anticipation of success and positive outcomes, confidence in 
one’s ability and the resources available to cope with the demand. A threat appraisal 
focuses on the possible harm posed by the lack of resources available to allow for
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effective coping with the demand (Skinner & Brewer, 2002). Appraisals are learned 
from previous experience and are influenced by individual difference variables, such 
as individual emotional resources and situational factors (Matthews et al., 2002).

Secondary appraisal involves an evaluation of the resources and coping options that 
might be useful for minimizing the stress of the threatening situation (Auerbach & 
Gramling, 1998). Secondary appraisal is the choice of coping strategies available to 
deal with the demand, while coping involves implementing the choice. Coping may 
be defined as the “constantly changing cognitive and behavioural efforts to manage 
specific external and internal demands that are appraised as taxing or exceeding 
an individual’s resources” (Lazarus & Folkman, 1984, p. 110). Adaptive coping 
strategies include task-focused coping which attempts to manage the demand, and 
social support which involves drawing upon the resources of others (Auerbach & 
Gramling, 1998; Folkman & Moskowitz, 2004; Hagihara et al., 2003). Less adaptive 
strategies include denying and avoiding or psychologically distancing oneself from a 
demand (Anshel, 2001). Poorer levels of mental health are associated with avoidance 
coping than with task-focused coping or social support (Rick & Guppy, 1994). 
Challenge appraisals are more likely to be associated with the use of task-focused 
coping than threat appraisals (Anshel, 2001). Social support is also used to reduce 
the stress associated with a situation that has been appraised as a challenge (Anshel, 
2001). Avoidance is more likely if a situation is appraised as a threat rather than as 
a challenge (Lazarus, 1999).

Attribution Theory

Attribution theory began with the work of Heider (1958 cited in Baxter & Blaithwaite, 
2008; Hewstone, 1983). Heider’s theories are grounded on the premise that people 
use attributions in order to make sense of the world and their surroundings to better 
control their environments and to create causal explanations (Baxter & Blaithwaite, 
2008; Stainton & Rogers, 2011). This involves discriminating between the internal 
(one’s inside) and external (one’s surrounding) causes. This appears to be a 
protective action (Stainton & Rogers, 2011). According to the theory, an individual 
will make attributions about a person based on his/her perception of the event. Also 
predictions will be made whether the event is stable or unstable (referring to the 
likelihood that it may happen again), and whether controllable or uncontrollable (to 
what extent it could be helped). Reaction towards any situation varies according to the 
way an individual perceives the event, depending on whether the target interprets a
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perpetrator’s motive or intent as positive or negative. This was supported to a certain 
degree by the research conducted by Visconti, Secler and Kochendefer (2013), which 
was conducted on the attribution of child victimisation. They found differences 
in the attributions made (and thus whether the child sought support). This was 
dependent on the type of bullying which occurred. The attributions seemed to offer 
a protective measure. This theory is further explained by the research conducted by 
Samnani (2013), which was based on workplace bullying. Samnani (2013) found that 
the impact of workplace bullying varies according to the attributional process of the 
individual and that growth or deterioration of the individual’s work performance due 
to workplace bullying depends on the way he or she perceives the intention of the 
bullying event as being positive or negative.

Hypotheses and Conceptual Fram ework

Throughout the literature review, related concepts of workplace bullying, an 
individual’s work performance and emotional intelligence, which were the key 
variables identified in the context of the study, and based on these independent 
and dependent variables and the moderating variables, the hypotheses and the 
conceptual framework were developed.

Workplace Bullying and Individuals’ Work Performance

Bullying has been defined as “repeated and persistent negative actions towards one 
or more individual(s), which involve a perceived power imbalance and create(s) a 
hostile work environment” (Salin, 2003, p. 1214). An individual’s work performance 
refers to h is/ her proficiency with which he or she performs activities which 
contribute to the organization’s technical core. Workplace bullying has negative 
repercussions at all levels of the organization. It is well known that as a result of 
being bulbed, employees can suffer from a wide range of emotional, physical and 
behavioural problems. Bubying creates a stressful working environment for all 
employees who Me exposed to it. This is because as a way of dealing with their 
frustration, individuals who are bulbed may go on to treat others in the same way 
(Hoel et al., 2003), thus, intensifying the hostile working environment. Importantly, 
the work of today’s organizations are centered around teams, and since teams are 
composed of individuals who are linked together to achieve objectives, if one or more 
members of a team are suffering, the entire team may be weakened, both in terms of 
its interpersonal climate as web as its performance levels. In their research, Coyne
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et al., (2004) showed that teams in which bullying occurred were perceived to have 
lower levels of performance than those in which victimization had not occurred. 
Thus bullying reduces team cohesion and team performance levels, and, ultimately 
undermines the reputation and performance of the organization.

Thus it can be hypothesized that:

Hi: There is a negative relationship between workplace bullying and workplace 
performance

Person —related Bullying and Individuals’ Work Performance

Person-related bullying is defined as the repeated mistreatment of one employee 
who is targeted by one or more employees with a malicious mix of humiliation, 
intimidation and sabotage of performance (Margeret, 2007). Person-related 
bullying behaviours are public humiliation, ignoring, insulting, and spreading 
rumours or gossip, intruding on privacy, yelling etc. (Beswick, Gore & Palferman, 
2006). It causes a lack of focus on work tasks and a loss of self-confidence on the 
job (Yahaya et al., 2009). Person-related bullying is regarded as a form of stress 
capable of causing negative effects on workers’ health, potentially leading to psycho­
physical symptoms, alterations of mood and personality, psychiatric disorders such 
as anxiety-depression disorder, chronic adjustment disorder and post-traumatic 
stress disorder which directly lead to impaired job performance (Yahaya et al.,2009). 
According to the study done by Brotheridge and Lee (2010), person-focused attacks 
such as public humiliation, undermining self-identity can have a severe impact on 
work performance. Moreover the anger and desire for revenge that belittlement 
generates leads to counterproductive work behaviours (Brotheridge & Lee, 2010). 
Judith (2008) with her research study on workplace bullying, “Aggressive Behaviour 
and its effect on job satisfaction and productivity”, showed how person-related 
bullying behaviour affects an individual’s ability to perform his/her jobs, which in 
turn impacts the morale of an employee and finally the financial performance of the 
organization. Judith (2008) has found that the performance level and productivity 
level of employees who are frequently mistreated (bullied) are relatively lower than 
employees who were not victimized. The study of Miles et al., (2007) also found 
that person-related bullying is a strong contributor towards work performance and 
negative acts such as belittling comments and persistent criticism of work appear to 
inflict a great deal of harm on employees. The study of Miles et al., (2007) also found 
that person-related bullying is a strong contributor towards work performance and
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negative acts such as belittling comments and persistent criticism of work appear to 
inflict tremendous harm on employees.

Thus it can be hypothesized that:

H2: There is a negative relationship between person-related bullying and work- 
performance

Work-related bullying and Individuals’ Work Performance

Some examples of work-related bullying behaviours are giving unachievable tasks, 
impossible deadlines, unmanageable workloads, meaningless tasks or supplying 
unclear information, and threats about security (Beswick, Gore, Palferman, 2006). 
In one meta-analysis, Bowling and Beehr (2006) found a significant positive 
effect of work-related harassment on counterproductive work behaviours and 
turnover intentions. Moreover, Ayoko et al., (2003) examined the role of workplace 
bullying and the associated emotional reactions of victims in influencing workplace 
counterproductive behaviours, and found that higher levels of bullying (as well 
as associated negative emotional reactions) were associated with higher levels of 
decreased/impaired job performance. Brotheridge and Lee (2010) mentioned in 
their study that bullying-induced emotions might have a negative impact on a target’s 
job performance; furthermore, they stated that to the extent that employees (target) 
experience restlessness due to bullying, they are likely to have difficulty becoming 
fully engaged and effective in task performance (Brotheridge & Lee 2010). Finn and 
Chattopadhyay (2000) stated that negative emotions generated by negative acts 
usually have a stronger psychological impact, and tend to produce emotion-focused 
coping, and thus targets may withdraw from work through denial, tardiness, and 
absenteeism as a form of avoidance coping (Weiss & Cropanzano,20o6). These 
behaviours may impede career success and have an adverse effect on organizational 
overall performance. Work-related bullying reduces employee effectiveness because 
the ensuing negative effect and physical symptoms hamper employees from 
performing optimally. Furthermore, targets may adopt avoidance strategies, such 
as absenteeism and turnover, to avoid being bullied which also might impede the 
growth of the organization.

Thus it can be hypothesized that:

H3: There is a negative relationship between work-related bullying and work 
performance
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Emotional Intelligence, Workplace Bullying and Individuals9 
Work Performance

A considerable amount of research over the past decade has found that targets 
of bullying are likely to experience health problems such as anxiety and physical 
ailments (Mikkelsen & Einarsen, 2001), diminished mental health (Hoel & Cooper, 
2000), and symptoms consistent with post-traumatic stress disorders (Leymann 
& Gustafsson, 1996). Thus, rather than experiencing career success, workplace 
bullying can have a serious impact on one’s performance and productivity levels. 
Bullying has been identified as a major type of work stress/job stress by numerous 
researchers. In interpersonal communication, emotionally intelligent persons are 
sensitive to emotions and feelings. Their response to a situation is not impulsive 
and hasty, but cautious and prudent. Thus, emotionally intelligent individuals 
make their emotions work for themselves by reflecting on and controlling actions to 
improve performance (Weisinger, 1998). Literature suggests that workplace bullying 
may trigger positive or negative emotions in the one who is bullied, contingent upon 
how the target evaluates the bullying behaviour (Brotheridge& Lee, 2010). People 
with high levels of emotional intelligence (El) seem to possess emotional skills that 
allow them to cope effectively with the challenges/stressful situations they face and 
thus promote their well-being. Considering the role of emotional intelligence it has 
significant benefits for individuals because emotional intelligence has consistently 
been linked with positive outcome measures, including life and work satisfaction, 
interpersonal functioning, healthy relationships, job performance, psychological 
well-being, physical health, and psycho physiological measures of adaptive coping 
(Martins, Ramalho, & Morin, 2010, p.591). The utility of Emotional Intelligence 
in accounting for the coping strategies individuals choose to implement has been 
theoretically recognized, although research in this area is meager. Salovey, Bedell, 
Detweiler and Mayer (2000) stated that “A person’s ability to adapt and cope in life 
depends on the integrated functioning of emotional and rational capacities (p. 506).” 
The researchers state explicitly that “Emotionally intelligent individuals should be 
able to recognize and pursue the most effective means of coping when they come 
across difficult situations at work” (Salovey et al., 2000, p. 512).

Those who are emotionally intelligent should be able to attain a healthy balance 
between delightful distractions, and being at peace with their feelings (Barrett & 
Gross, 2001; Salovey, et al., 2000). Cooper and Sawaf (2010) stated that although 
workplace bullying results in deteriorating trust, impaired job performance, jarring
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uncertainty, greater distance between managers and those they manage, dormant 
creativity, growing cynicism, increasing resentment as well as the disappearance of 
loyalty and commitment, emotional intelligence can enable employees to enhance 
reasoning capacities and at the same time make better use of the energy of their 
emotions, the wisdom of insight and the power intrinsic to the capacity to connect to 
their core values and beliefs and those around them, that they supervise or work with 
while mitigating the adverse effect of workplace bullying (Goleman, 2006; Salami, 
2010).

Josman (2006) provided empirical evidence showing positive relationships between 
El and two aspects of employee work outcomes -  task performance and two forms 
of organizational citizenship behaviours. Employees with emotional intelligence 
competencies are believed to be more effective and have higher levels of performance 
outcomes than their peers who lack these strengths (Goleman, 2000). Further, 
employees with the highest levels of overall emotional intelligence are believed to 
have the highest overall levels of work performance (Goleman, 2000). Prior research 
indicates that emotional intelligence competencies under the self-awareness (Self­
emotion appraisal) and emotion regulation categories are related to performance 
(Williams, 2003).

Based on the empirical evidence and assumptions, the present study builds an 
argument regarding workplace bullying, i.e., that those who fall prey to it lack the 
emotional intelligence (El) to deal with the bully. Given that emotions play an 
important role in performance (Wagner & Dies, 2008), it may be reasoned that 
individuals with high El will not experience much stress or threat when faced with a 
perpetrator, and will control their performance at work by regulating their emotions 
positively and not allowing bullying behaviour to influence their job performance, at 
least not in the short run. Given that bullying creates negative emotions such as mood 
changes, feelings of insecurity, anxiety, anger and even guilt (Ayoko et al., 2003; 
Namie & Namie, 2009). In the target, the present study posits that targets who are 
short on emotional intelligence, are more predisposed to such negative emotions. 
By contrast, those high on emotional intelligence are less likely to suffer adverse 
emotions. Thus, for those with high El, detrimental effects on job performance 
due to bullying experienced at work are less likely, while these effects may be 
anticipated among those low on El. Moreover, it is probable that the psychological 
damage caused by bullying (Fineman, 2004; Giorgi, 2010) can be remedied through
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appropriate emotional management, since emotionally intelligent individuals are 
adept at psychologically adjusting to adverse events (Berrocal et al., 2006). Similarly, 
it may be argued that the ability to repair oneself emotionally helps to overcome 
disturbing, stressful thoughts (Salovey et al., 1995) evoked by bullying behaviour. 
It is this effective use of emotions that may conceivably moderate the damaging 
impact of bullying on work performance. Consequently, the impact of bullying on 
job performance will be less for those high on El than for those low on El. In sum, 
the framework of the present study posits that emotionally intelligent persons are 
better able to cope with bullying, and thus weaken its negative consequences on their 
job performance.

Thus it can be hypothesized that:

H4: Emotional Intelligence moderates the relationship between Workplace 
Bullying and an Individual’s Work Performance, such that bullying behaviour 
has a lower impact on Work Performance for those high on Emotional 
Intelligence and a higher impact on Work Performance for those who are 
low on Emotional Intelligence.

Based on the literature a conceptual framework is designed to understand the 
relationship between workplace bullying, and an individual’s work performance 
and the effect of emotional intelligence on that relationship. The above mentioned 
relationships are graphically delineated in Figure 1.

Figure 1: Conceptual Framework
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Methodology

Participants and Procedure

This study lies in the pure positivistic research domain. Considering the present 
study it is not possible to draw a clear idea about the size of the population or the 
sampling frame, due to the unavailability of a complete listing of managerial level 
designated employees in the FMCG sector organizations in Sri Lanka. The researcher 
selected FMCG sector managerial level employees because several studies (Einarsen 
& Skogstad, 1996) indicate that with regard to bullying, the health sector and the 
educational sectors are low-risk sectors, while high-risk organizational settings 
appear to be large, male-dominated manufacturing companies, multinational 
organizations where profit is the main motive (Einarsen & Raknes, 1997; Leymann 
& Tallgren, 1989). Out o f the total population, a sample of 300 managerial 
employees was selected to gather primary data. The unit of analysis of the study 
was the individual as the problem statement was focused on identifying the interests 
of employees in the organization (Sekaran, 2010). Hence, the unit of analysis of 
the study is the managerial level employee in the FMCG industry. A convenience 
sampling technique was adopted. Data was collected through a well-developed 
and structured questionnaire. Accordingly, a cross- sectional study was conducted 
(Sekaran & Bougie, 2010).

Measures

Workplace bullying

Workplace bullying was measured using a 22-item scale known as the Negative Acts 
Questionnaire-Revised (NAQ-R) (Einersen et al., 2009). The NAQ-R is a measure of 
self reported workplace bullying experiences and examines how often during the last 
six months respondents have been subjected to a range of negative acts including 
behaviours such as intimidation, negative or destructive criticism, aggressive and 
hostile behaviours, and humiliation (Einarsen et al., 2009). All the items are compiled 
without the actual word “bullying”. It is an advantage to let the respondents answer 
each item without having a perception of bullying before answering (Einarsen et 
al., 2009). There were 13 items to measure person-related bullying and 9 items to 
measure work-related bullying. Sample items for work-related bullying are: ‘someone 
withholds information which affects your performance’, ‘spreading of gossip and 
rumours about you’, “being exposed to an unmanageable workload’. Sample items
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for person-related bullying are: ‘being ignored or facing a hostile reaction when you 
approach’, ‘Persistent criticism of your work and effort’, ‘A five-point Likert scale 
anchored at 1= Never and 5= Daily was used. This questionnaire has been used 
in several studies. These studies were done by Cooper, Faragher and Hoel (2009) 
(Cronbach’s alpha was .91) and Einarsen, Nielsen and Notelaers (2010) (Cronbach’s 
alpha was .89).

Individual’s Work Performance

The individual’s work performance was measured using a supervisory rating scale 
developed by Martin and Shore (1989). Unit head/Immediate manager/ Supervisor 
provided ratings for each of their subordinates on four scales: dependability, 
planning, know-how and cooperation with others. Five statements were given to 
measure each indicator: E.g. statements of planning were, 1= ‘Even on daily routine 
work, does not select the most important things to do first and makes poor use of time 
and resources in getting the job done’, 2= ‘Sometimes selects the most important 
thing to do first and makes somewhat satisfactory use of tim e and resources to get 
the job done’, 3= ‘Usually can select the most important job to do first and makes 
adequate use of time and resources to get the job done’, 4= ‘When not overloaded 
with work can select the most important job to do first and makes good use of time 
and resources to get the job done’, 5= ‘Even when overloaded with work can select 
the most important job to do first and makes the best use of time and resources to 
get the job done’. Supervisors were asked to select only one statement which best 
describes the performance of the subordinate they evaluate. This evaluation is more 
accurate than the self-report method and also appropriate in alleviating common 
method bias. This questionnaire has been used by several researchers for their 
studies, namely, Bernaards, Hildebrandt (2011) (Cronbach’s alpha was .96) and 
Koopman (2012) (Cronbach’s alpha was .92).

Emotional intelligence was measured by using a 16-item scale developed by Wong 
and Law (2007). Wong’s Emotional Intelligence Scale was designed as a contracted 
measure of El to be used in organizational research (Wong et al., 2007). This El scale 
is based on Davies et al.’s (1998) four dimensional definition of El and the WLEIS is 
specially developed for the Asian context. The WLEIS consists of 16 items with each 
subscale measured with 4 items. The Self Emotion Appraisal dimension assesses 
individuals’ ability to understand and express their own emotions. A sample item is, 
“I really understand what I feel.” The Others’ Emotion Appraisal dimension measures
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peoples’ ability to perceive and understand the emotions of others. A sample item  
is, “I always know my friends’ emotions from their behavior.” The Use of Emotion 
dimension denotes individuals’ ability to use their emotions effectively by directing 
them toward constructive activities and personal performance. A sample item is, “I 
always tell myself I am a competent person.” The Regulation of Emotion dimension 
refers to individuals’ ability to manage their own emotions. A sample item of this 
dimension is, “I have good control of my own emotions.” The WLEIS is measured 
with a five-point Likert scale anchored at 1= strongly disagree and 5= strongly agree. 
Similar studies were done by Shih and Susanto (2009) (Cronbach’s alpha was .84) 
and Abedallah and Cohen (2014) (Cronbach’s alpha was .92).

Data Analysis and Results

In order to cany out the data analysis of the study, 300 questionnaires were 
distributed and 251 usable responses were collected, yielding a response rate of 83%. 
The collected data were preliminarily scanned for accuracy and precision. Then, they 
were subjected to a cleaning process. The purpose was to identify outliers and provide 
treatment for missing values. The data analysis was initiated by entering data into 
the IBM Statistical package for social sciences (SPSS) software version 20.0. Several 
plot diagrams/graphs helped in identifying the outliers. Outliers are cases that have 
out-of-range values, when compared to the majority of other cases. Their presence 
in the data may distort statistical test results (Malhotra & Dash, 2011). Outliers are 
detectable via analysis of the residual scatter plot. Twenty one outliers were deleted 
and thus only two hundred and thirty questionnaires were used for the final analysis. 
Since there were no missing values in the data set the researcher proceeded with 
the rest of the data analysis. A pilot study was done primarily in order to assess the 
extent of reliability and validity of a research questionnaire. In order to examine face 
validity, the current questionnaire was reviewed by three industrial experts (senior 
managerial level employees) to ensure that jargon and technical terms would be 
understood by the respondents and that they were unambiguous. The questionnaire 
has also been reviewed by the supervisor of the research study and two senior 
academics to ensure that the research items (questions) appear to do what they 
claim to do (Sekaran, 2010). In order to ensure reliability, Cronbach’s coefficient 
alpha (Cronbach, 1946) was used.

Data screening and preliminary descriptive analysis were conducted using SPSS 
(version 22.0). Preliminary descriptive analysis was carried out. Multivariate
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assumptions were checked prior to inferential statistics. Unidimensionality, reliability 
and validity of the scales were assured. The sample consisted of one hundred and 
eleven (48%) males and one hundred and nineteen (51%) females. Twenty one (9%), 
respondents belonged to the operational level of management, one hundred and 
fourteen (50%) respondents belonged to the middle level of management and ninety 
six (41%) respondents belonged to the upper middle level of management.

Preliminary descriptive analysis was carried out using statistical techniques such as 
measurers of central tendency, mean, mode, median and measures of dispersion. 
Common method variance and non-response bias was also checked before hypothesis 
testing. Several multivariate assumptions such as normality, multicollinearity and 
homoscedasticity were assessed prior to hypothesis testing. CFA and SEM were 
carried out using AMOS (version 22.0; Arbuckle & Wothke, 2009). The current study 
adopted Hu and Bender’s (1998) recommended two-index presentation strategy 
for the reporting of goodness-of-fit statistics. Specifically, the following fit indices 
-  standardised root mean square residual (SRMR), goodness-of-fit index (GFI), 
Tucker-Lewis index (TLI), comparative fit index (CFI), parsimony comparative fit 
index (PCFI), root mean square error o f approximation (RMSEA) and the chi-square 
statistic were used in the data analysis to assess the adequacy of the measurement 
and the structural models, as well as to report any misspecifications or violations 
of the assumptions of CFA and SEM. Values for the GFI, TLI, CFI and PCFI 
were between o and 1, with values closer to 1 representing a better-fitting model. 
Additionally, a value of .05 or less for SRMR and a value of .08 or less for RMSEA 
were indicative of good fit. Exploratory Factor Analysis (EFA) was performed to 
determine the unidimensionality of measures. EFA was performed using principal 
component analysis and Varimax rotation methods with Kaiser normalization 
(Kinnear & Gray, 1997). All items reported above 0.7 level factor loadings. Therefore, 
the unidimensionality of the variable is satisfactorily ensured. Cronbach’s alpha was 
performed to ensure the purification of the scale. In order to maintain convergent 
validity, CFA was performed by using structural equation modeling (SEM).

Measurement model

The measurement model focuses on establishing the validity and reliability of the 
measures used to represent each construct of the measurement model. Confirmatory 
Factor Analysis (CFA) with the structural equation model (SEM) was performed 
using AMOS 20.0 software with the 230 samples. The whole measurement model
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was developed based on first order confirmatory factor analysis results for each 
construct. To validate scales in this study, factor scores, average variance extracted 
(AVE), composite reliability (CR) and squared multiple correlation vs. AVE were 
calculated. The results of the descriptive statistics, reliability and validity testing are 
given in the Table 1.

T a b le  1 : D e s c r i p t i v e  s t a t i s t i c s ,  C r o n b a c h ’s  a l p h a ,  A V E , C R

V ariable M ean Standard
D eviation

C ronbach’s
A lpha

CR AVE

W orkplace Bullying 3 .19 0 O.369 O.918 0-734 O.572

Person-related bullying 2.68 9 O.148 0-973 O.701 O.561

W ork-related bullying 3-913 O.267 0 .8 17 O.711 O.548

Em otional Intelligence 4 .4 8 1 O.983 O.928 O.865 O.631

Individual’s W ork 
Perform ance 3-519 O.278 0-937 0.719 0.523

S o u rc e : Survey data

Where Goodness of Fit (GOF) indices of the measurement model are concerned, 
they confirmed the appropriateness of the model. It is generally recommended 
that multiple indices should be considered simultaneously when overall model fit is 
evaluated. According to the findings, absolute fit indices (GFI =0.931, AGFI= 0.964  
and RMR= 0.011) validate the fit between the observed data and the model. Also the 
incremental indices are above the 0.9 level (IFI= 0.993, TLI= 0.998 and CFI= 0.991) 
which confirms that the construct fits with the baseline model which assumes that all 
observed variables are uncorrelated (Hair et al., 2011; p.749).

Structural model

The purpose of the structural model is to draw conclusions from the sample such 
as causal relationships and predictions. Figure 2 represents the structural model 
of the research problem under consideration. The single arrowhead denotes the 
corresponding direct effect, whereas the statistical estimates of direct effects are 
given by the path coefficients.
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Figure 2: Structural model with standardized parameter estimates

S o u rc e :  C onstructed based  on  survey data

The structural equation modeling results revealed that the proposed model has 
an acceptable fit. RMSEA recorded a value of 0.028 indicating a reasonable error 
of approximation (Brown & Cudeck, 1993). Absolute fit indices (GFI= 0.931 and 
RMR= 0.017) and incremental fit indices (IFI= 0.947, TLI= 0.941 and CFI= 0.947) 
indicated a good model fit. According to the path coefficients of the structural model 
there is a negative relationship between workplace bullying and an individual’s work 
performance (P = -0.60, p co .ooo). The relationship is significant atthe 5% confidence 
level. Thus the observed data supported the basic hypothetical relationship.

Aligned with the research objective which was to find the most influential factors 
for bullying regression weights were compared. The higher regression weight 
was reported from the impact of person-related bullying on an individual’s work 
performance (P = -0.58, p co .ooo) when compared to the impact of work-related 
bullying on an individual’s work performance (P = -0.31, p co .ooo). This result 
indicated that person-related bullying is the most influential form of workplace 
bullying that impacts on an individual’s work performance.

The moderating effect of emotional intelligence on the relationship between workplace 
bullying and an individual’s work performance was also tested. An interaction term 
created as a product of standardised variables (Aiken & West, 1991) of workplace 
bullying and El (WB_EI) was added to examine the potential moderating effect 
of El on workplace bullying and job performance. The path from the moderating 
variable to the endogenous variable is significant (p c.05) and the impact is positive
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(P=--40; S.E= 0.041; C R =2.898). In order to test the strength of the m oderating  

effect o f El on workplace bullying and job performance, Baron and Kenny’s (1986) 

procedure and Dawson (2013) and Dawson and Richer’s (2 0 0 6 ) procedure to test 

and plot the interaction effect were adopted. The following Figure 3 indicates that 

work performance is low  for those with low levels o f em otional intelligence and high  

for those with high levels o f em otional intelligence. In other words, the negative 

relationship between workplace bullying and work performance is weaker for those  

who are high on El and stronger for those with low EL

Figure 3: Graphical representation of the strength of the moderation

Discussion of Findings

This research focused on exam ining the impact o f em otional intelligence on the  

relationship between workplace bullying and an individual’s work performance. 

According to  the findings o f the current study, there is a negative relationship betw een  

workplace bullying and an individual’s work performance. The direction (negative) 

which em erges from the current study provides adequate theoretical rationale to  

the theoretical framework o f  diverse individual-level consequences o f workplace 

bullying developed by N ielsen and Einarsen (2012). In particular, their m odel posits 

that exposure to workplace bullying is likely to influence job-related outcom es and
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health-related outcom es. Their study found that exposure to bullying was associated  

with increased burnout, reduced job  satisfaction and poor task performance. The 

findings of the current study also support the theoretical argument which points 

out that greater exposure to bullying was associated with impaired job performance 

(Jackson et al., 2002; M cMillan, 2005). That study has shown that bullying in the 

workplace impairs the psychological and physical health o f  its victim s, and negatively 

affects the well-being and efficiency o f em ployees, since negative effects and physical 
sym ptom s hold back an em ployee from  performing at an optim al level.

The study confirmed that the relationship betw een person-related bullying and an 

individual’s work performance and work-related bullying and an individual’s work 

performance is negative. Person related bullying was found to be the dom inant 

form  of bullying ((3 = -0 .58 ). Brotheridge and Lee (2010) found person-focused  

attacks such as public hum iliation and underm ining self-identity can have a severe 

im pact on work perform ance. This is in line with the findings o f the current study  

as well. The study o f M iles et al., (2007) confirmed the findings o f the present 

study by stating that person- related bullying is a strong contributor towards work 

performance, and negative acts such as belittling com m ents and persistent criticism  

of work appear to inflict harm to  em ployees. The negative relationship between  

person-related bullying and an individual’s work performance which is revealed in  

the current study strengthens the argum ent that person-related bullying acts lead  

to  sabotage o f performance (Margeret, 2007 ). The findings o f the current study are 

clearly congruent with the argum ents o f Yahaya et al., (2 0 0 9 ). According to their 

study, person-related bullying causes a lack o f  focus on work tasks and a loss o f  

self-confidence on the job, and it is regarded as a form  o f stress capable o f causing 

negative effects on workers’ health, potentially leading to  impaired job performance.

The findings o f the current study strengthens the argument o f Beswick et al., 
(2 0 0 6 ) that work-related bullying behaviours such as assigning unachievable tasks, 
im possible deadlines, unm anageable workloads, m eaningless tasks or supplying 

unclear inform ation lower the performance level o f em ployees. The negative 

relationship betw een work-related bullying and individual work performance is 

confirmed by the findings o f Brotheridge and Lee (2010). According to  them , work- 

related bullying-induced em otions m ight have a negative im pact on the target’s job  

performance.
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The moderating impact o f em otional intelligence on the relationship between  

workplace bullying and an individual’s work performance is in line with the findings 

of Aldea and Rice (2 0 0 6 ), which outline that individuals’ ability to effectively  

confront and cope with a problem depends upon their ability to regulate their 

em otions. According to them, greater em otional intelligence is associated with  

higher levels o f effective problem-solving, such as allowing individuals to create 

a m ultitude o f problem -solving perspectives. The findings o f the current study is 

authenticated by the argument o f Matthews and Ziender (2005 ) which posits 

that individuals’ em otional intelligence skills influence their choice of coping 

strategies to deal with the stressful situations they face. Chan (2 0 0 6 ) also found that 

individuals with enhanced em otional intelligence are less vulnerable to work-related 

stress generated by workplace bullying and harrasment. Additionally, em otional 
intelligence results in a healthy balance between distractions and being at peace 

with one’s feelings (Barrett & Gross, 2001; Salovey, et al., 2 0 0 0 ). Cooper and Sawaf
(2010) stated that workplace bullying results in deteriorating trust, impaired job  

performance, jarring uncertainty, greater distance between managers and those  

they manage, dormant creativity, growing cynicism, increasing resentm ent as well 

as the disappearance o f  loyalty and com m itm ent conversely, em otional intelligence  

can enable em ployees to enhance reasoning capacities and at the sam e tim e make 

better use o f their em otions, o f the wisdom  o f insight and the power intrinsic to 

their capacity to connect with core values and beliefs in them selves and those around 

them , so that they can supervise or work with others while m itigating the adverse 

effects o f workplace bullying (Goleman, 2006; Salami, 2010). Therefore, it can be  

concluded that em otional intelligence plays a very important role in enhancing both  

organizational and individual performance.

Theoretical Contribution

Emerging research interest in the relationship between workplace bullying and an 

individual’s work performance, resulted in research that looked at the notion in  

various contexts and found that workplace bullying leads to the deterioration o f an 

individual’s work performance. Even though there is much discussion in the literature 

on the importance o f  em otional intelligence in m itigating the negative effects o f  

workplace bullying, there is a marked lack o f empirical evidence to support this 

postulation. Hence, this study, which exam ined the ability o f em otional intelligence  

to alleviate the impact o f workplace bullying on an individual’s work performance, 

addresses this lacuna by providing empirical support for the long-held belief about
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the impact o f em otional intelligence on the phenom enon o f workplace bullying and 

the individual’s work performance.

The findings o f the current study suggest that individualized transactional coping  

theory can be a useful conceptual framework in explaining the use o f em otional 
intelligence to alleviate the im pact o f workplace bullying on an individual’s work 

performance. According to individualized transactional coping theory when people  

encounter stressful life events, they look for ways to change the adverse effects o f  

these events on  their w ell-being by using a number o f  coping strategies (Akgun,

2 0 0 4 ). Em otional regulation and self-em otion appraisal are identified as coping  

strategies which are used to cope w ith stressful situations such as workplace 

harassm ent, workplace bullying and abusive supervision (Lazarus, 1999). Em otional 

regulation and self-em otion appraisal are major com ponents o f  em otional 

intelligence. Therefore, the findings o f the current study validate the theoretical 
underpinning o f  individualized transactional coping theory by empirically validating  

the aforem entioned coping strategies in  the context o f  workplace bullying and  

an individual’s work performance. The findings o f the current study advance the  

existing literature on coping by empirically validating em otional intelligence as a 

coping m echanism  that overcom es the stress generated by bullying incidents.

The current research findings contribute to  the current debate about the effects 

o f  workplace bullying on  work performance, by adopting the attribution theory  

which outlines that the reaction towards negative incidents varies according to the  

attribution process o f  the individual. Further, bullying often results in subjective 

interpretations o f  the behaviour; therefore the im pact o f  the negative incident 

varies according to the way the target interprets the negative m otive or the intent 

of the incident. Hence, the findings o f the present study challenges the long held  

conceptualization that workplace bullying leads to  an impaired work performance. 
It establishes a new  direction that the reaction towards stressful life events such as 

workplace bullying is subjective and can paradoxically result in positive effects on  

the target’s performance w hen the target does not interpret the incident in  a negative 

manner.

Managerial Implications

A major contribution o f  th is study is that it em phasizes the importance o f em otional 
intelligence specifically in alleviating the negative consequences ofworkplace bullying.

- 2 5 -



S r i  L a n k a n  J o u r n a l  o f  M a n a g e m e n t
Vol. 2 1 , No. 1 , J an u ary  - June, 2016

It is important for practitioners to understand the current debate surrounding the 

topic and the potential positive implications o f a successful integration o f El at 

work. It is also important to popularize the notion that while El m ay indeed be an 

individual characteristic, it can be developed over tim e and can be improved and 

harnessed through proper training and developm ent initiatives (Ashkanasy & Daus,

2005). Therefore, El should be a major focus in training and developm ent efforts at 
all organizational levels. Developm ent o f em otional intelligence in managers dealing 

with the dem ands, rapidity and uncertainty o f change m ay help them  becom e  

aware o f their own needs and the needs o f others. With the training o f em otional 
intelligence, managers can conduct them selves in a way that does not affect the 

health or wellbeing o f  other organisational members. It can further assist managers 

to learn to deal with their em otions in more appropriate ways than resorting to  

bullying behaviours, and to be more attuned to the feelings o f others. El training 

should be able to ensure that all em ployees are equipped with effective strategies 

for managing their feelings, expressing even negative em otions in an appropriate 

way, and behaving empathetically. Based on the findings it can be suggested that 

em otional intelligence should be established as a criterion when hiring a candidate 

for a managerial position. If em ployees are em otionally healthy and strong they  

are capable o f handling stressful situations which are com m on in the corporate 

sector and specifically in the m ultinational arena, and they will not exhibit deviant 

behaviors such as workplace bullying techniques to  extract work from colleagues and 

subordinates.

Person-related bullying is found to be the m ost influential form o f bullying in the  

corporate sector in Sri Lanka. Employees who engage in  person-related bullying 

activities are a trem endous cost to the organization. HR practitioners should be able 

to identify those who engage in person-related bullying activities (perpetrators) and 

direct them  for counseling and special em otional intelligence programmes which  

would be beneficial to  the organization, its em ployees and perpetrators. Further, 
attention m ust also be paid to victim s o f person-related bullying and HR should  

direct them  for counseling programs if  necessary. As discussed above, due to intense  

com petition in the industry, managers are som etim es com pelled to deploy bullying 

techniques to get the m axim um  output from their subordinates. Particularly 

work-related bullying techniques may be deployed involuntarily. To avoid this 

HR practitioners in m ultinational organizations should form ulate intervention  

strategies including em otional intelligence com petencies where both individual and 

organization are benefited. Workplace bullying is destructive in the em otional sense
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to the individual, and in  the financial sense to the organisation (Carbo & Hughes, 

2010; Boddy, 2011). Organisations aim ing at im proved performance m ust take into  

account the health and em otional aspects o f their m em bers. As prevention is better 

than cure, circum stances that lead to bullying can be avoided in a proactive m anner 

if  organizations can prioritize em otional intelligence as an intervention strategy 

when dealing with workplace bullying, and thus enhancing performance.

E l should also becom e a relevant criterion w hen it com es to prom otions and 

succession planning, particularly w hen a position involves leadership. By making 

em otional intelligence a priority, the im plem entation o f  hum an resource functions 

will allow  organizations to show  that they m ean what they say w hen referring to  

em ployees as their m ost important asset. W hen there is zero tolerance for workplace 

bullying, and there is a com m itm ent to provide an environm ent that encourages, 

supports and reinforces the self-directed developm ent process o f  em otional 
intelligence com petencies, bullying can be reduced. Hum an resource professionals 

can conduct periodic em otional intelligence evaluations for em ployees. These 

evaluations help to reveal how  em ployees perceive them selves and each other and  

how  they react to difficult situations and em otions. This understanding helps to  

m aintain a conducive organizational culture which enhances an individual’s work 

performance and reduces deviant behaviours such as workplace bullying. Moreover 

hum an resource practitioners can also take necessary steps to integrate E l into  

performance m anagem ent system s. Integration o f  Em otional Intelligence into  

reviews, planning processes and other m ethods that m easure the perform ance o f  

em ployees can help to ensure that E l becom es a regular practice, rather than a one- 

off activity and being clear about the behaviours that are expected for each capability 

provides m ore role clarity for em ployees.

According to  the findings o f the study it can be stated that predom inantly person- 

related bullying and secondly, work-related bullying prevail in  the corporate sector 

(FMCG) in the Sri Lankan context. This can be considered an warning to all related 

parties to  take precautionary m easures to m itigate such activities and to ensure a 

healthy organizational environm ent for all em ployees. In this regard, it is necessary  

to  reassert the need for leadership in order to create an anti-bullying clim ate based  

on trust and integrity in  organizations (Stogstad et al., 2011). An anti-bullying clim ate 

will lead to lower stress and anxiety levels am ong em ployees, higher com m itm ent, 
reduced turnover, better em ployee health and consequently better job performance. 
M oreover, organisations m ay introduce anti-bullying policies and intervention
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strategies to encourage an anti-bullying climate (Sheehan, 1999). Earlier studies 

(Overall, 1995) have suggested firm measures, such as legal recourse, to m inim ize 

bullying. Such remedial actions would ensure the em otional and physical health o f  

employees; healthier, happier em ployees working in a bullying-free environm ent are 

expected to be m ore productive, and their contribution to enhanced organisational 

performance would be an added benefit. Person-related bullying is found to be the  

dom inant form o f workplace bullying which affects an individual’s work performance. 

Structural changes and procedural revisions also would provide necessary assistance  

to create an anti-bullying environment. It is imperative for organizations to take 

remedial action to protect em ployees from the mental strain which can occur due to 

person-related bullying, and also ensure a bullying-free organizational am biance in 

which to  conduct work activities effectively and efficiently.

Limitations and Future Research

There are several lim itations to this study, which require further exam ination and 

additional research. Firstly in this research the independent variable, dependent 

variable and moderating variables were m easured at the individual level. However, 
as bullying behaviour may be directed either towards an individual or a group, 

(Kisamore, 2010) it is suggested that a group-level analysis be performed in future. 

Such a study would likely provide worthwhile findings for team s and groups in 

organisations. Since this study has been based on managerial level em ployees o f the 

corporate sector, as discussed above, with regard to workplace bullying, high risk 

sectors are m ale dom inated industries, blue-chip organizations and manufacturing 

firms and low  risk sectors are the health sector, and the education sector. Therefore, 

the generalisability o f findings is lim ited, and a different sam ple from  another 

industry such as education, engineering or telecom m unications m ight have yielded  

different results.

M oreover, future research should examine gender differences with regard to  

em otional responses within the studied relationship for a more holistic framework 

and for theory-building. As this research has proven that workplace bullying 

negatively impacts job performance, a sim ilar adverse effect is likely to affect other 

aspects o f the work environm ent, such as turnover intentions, em ployee stress, 
workplace conflict, workplace climate and so on. Finally, it can be expected that 

targets o f bullying behaviour may develop certain personality traits such as neurosis,
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and may becom e prone to prone anxiety, nervousness and depression. Future 

research could exam ine these issues in depth.

Conclusion

This study shows that the effect o f  workplace bullying on  an individual’s work 

performance is subjective, and differs according to the em otional intelligence  

state o f the individual. Therefore, individuals who have higher levels o f em otional 

intelligence are capable o f  m itigating the adverse effects generated by workplace 

bullying on their well-being, and perform their duties w ithout being very much  

affected by the bullying activities. Since em otionally intelligent individuals are adept 

at psychologically adjusting to adverse events, the detrim ental effects on  their job  

perform ance due to bullying experienced at work are relatively less.
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