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ABSTRACT

This study wants to analyze the two roles of intervention variables on the relationship of
independent and dependent variables. First, the role of emotional intelligence as a moderating
variable, and the second role of negative affectivity as a mediating variable on the
relationship between behavioral incivility and counterproductive work behavior. The sample
amounted to 110 respondents that we collected from workers in the state electricity company
Banda Aceh or referred to as PT. PLN (Persero). The data was taken using the questionnaire
method that we circulated to the respondents using the sampling population method. Data
analysis uses the Moderate Regression Analysis (MRA) method for the analysis of
moderating roles. To analyze the mediating role using the Hierarchical Linear Modeling
(HLM) method, both of our analytical methods are processed through SPSS version 22. The
results showed that the regression coefficient of emotional intelligence (Z;) produced a
negative value (-0.313) which showed that the variables of emotional intelligence as a
breeder variable had a negative role on the analyzed relationship. In addition, the results of
the study found that the value of the regression coefficient () = 0.065 at the significance
level > 0.05 which indicates there is no role mediating variable in the case that we
investigated.

Keywords: Behavioral Incivility, Counterproductive Work Behaviors, Negative Affectivity,
Emotional Intelligence.

INTRODUCTION

Human resources in the organization of the company remain the subject of study in research
(Ibrahim & Yusra 2016). The study of human resources in many studies is not only a matter
of quality and quantity but also a lot of attention to their behavior in the field (Mitrofan &
lon, 2013; Ongore, 2014; Vilzati & Ibrahim, 2018).

In the case of behavioral incivility, theory suggests that this assessment leads to an emotional
reaction, which guides the target. Other authors say behavioral incivility is not an act that
endangers others and organizations (Pearson & Porath, 2009; Cortina & Magley, 2009). This
study examines behavioral incivility that can influence other behaviors, such as
counterproductive work behavior.

Counterproductive work behavior (CWB) is a behavior that is shown by a worker in a
workplace that deviates from what is intended, with such behavior potentially harming others
and the interests of the organization (Penney & Spector, 2005 and Spector et al., 2006),
whether there is a link between behavioral incivility and counterproductive work behavior or
not. This is what needs continuous research, because several studies have found an effect
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(Thacker, 1996; Skarlicki & Folger, 1997; Tiedens, 1999), and some opinions suggest that
there is no influence (Porath & Erez, 2009; Spector, et al., 2006).

Along with its development, research on counterproductive work behavior becomes a broader
scope, such as behavioral incivility. Therefore, counterproductive work behavior can have an
effect on deviant employee behavior such as impoliteness. Behavioral incivility is human
behavior that is not in accordance with the behavior that should be and is not in accordance
with the rules of an organization.

To overcome the problem of impoliteness of behavior and deviations of behavior in the
workplace, more emotional ability or emotional intelligence is needed. Emotional intelligence
is the ability to recognize one's own and other people's feelings, reach and arouse feelings to
help the mind, understand their feelings and meanings and control feelings deeply, thus
helping their emotional and intellectual development.

In addition to emotional intelligence, negative affectifity can also increase counterproductive
work behavior to be higher, because mismatch in the workplace can encourage someone to
behave rudely and disrespectfully (Ibrahim & Yusra, 2016).

An atmosphere where often experience negativity, then the atmosphere tends to cause
negative affectifity. Conditions like this are a picture for each individual to feel problems
such as mild frustration, emotions, sadness, feelings of fear, dislike and so on. When faced
with conditions like this, individuals will usually behave disrespectfully or not in accordance
with the rules that have been determined at work and can have an impact on their
counterproductive performance (Mahdi, Ibrahim, & Armia, 2018).

LITERATURE REVIEW

Behavioral incivility and counterproductive work behavior

According to some researchers (Andersson & Pearson, 1999; Neuman & Baron, 1998;
Pearson et al, 2000; Pearson, Andersson, & Wegner, 2001), incivility in the workplace leads
to more violent and aggressive behavior. Andersson & Pearson (1999), adding that
impoliteness can attract similar reactions from other parties or cause more serious behavior.
This can cause an increase in an incivility action to trigger more serious actions from other
opponents. Such a situation will lead to extreme forms of counterproductive behavior, which
can cause aggression or violence.

Incivility in the workplace is a type that shows counterproductive work behavior (CWB),
although CWB does not seem to be different from impolite behavior in different ways and
actions. In some phenomena that impoliteness behavior is usually carried out by accidental
intentions absolutely, but is only a part of one's habits, while CWB is the opposite, where a
person intentionally acts with the intention of harming others or organizations.

Behavioral incivility and counterproductive work behavior: emotional entelligence as
moderator

Emotional intelligence (EI) can act as a moderator in terms of incivility and CWB. For
example, people who are emotionally intelligent are better able to control themselves,
therefore they are better able to avoid the activities involved (for example: deviant behavior)
that can endanger their organization (Peterson, 2002). Organizational citizenship behavior
often changes according to the environment it faces, but citizenship behavior is also
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influenced by internal factors, including emotional intelligence (Moorman, R. H, Blakely, G.
L, & Niehoff, B. P. 1998).

Mayer, Salovey, & Caruso (2004), also suggested the relationship between emotional
intelligence and employee counterproductive behavior. They argue that increasing the
emotional intelligence of employees results in a decrease in their deviant behavior. A study
conducted by Deshpande, Joseph, & Shu (2005), also found that people with high EI levels
considered CWB to be more unethical than their counterparts. Thus, intelligent people
emotionally control their emotions well and are better able to avoid mistakes that can
endanger their organization (Mayer, Salovey, & Caruso, 2004).

In line with the argument above, people with different levels of emotional intelligence
respond and overcome uncivilized environments differently. Their response rate ultimately
determines the rate at which they cause damage to the organization. Thus, we hypothesize
that El will moderate the relationship between work incivility and aspects of CWB. In
particular, the relationship between work incivility and CWB will be stronger for individuals
who are low in emotional intelligence (EI) than their high counterparts at EI.

Emotional
Intelligence (Z;)
Behavwvioral l .| Counterproductive
Inciwvility () *™  Work Behavior (¥)

Figure 1: Negative affectivity and counterproductive work behavior, emotional
intelligence as a moderator

Behavioral incivility and counterproductive work behavior: negative affectivity as
mediating

Negative affectivity can act as mediation in the relationship between behavioral incivility and
CWB. According to Andersson & Pearson (1999), where incivility depends on several
factors. One is that the possibility of increasing effectiveness is negative. Roles that
experience these negative emotions play in CWB performance.

In other words, a high negative affectivity will increase incivility which is then included in
the CWB behavior. Negative affectivity refers to the tendency to experience various negative
situations. Individuals who have a high level of negative affectivity have been characterized
as individuals who are sensitive, frustrated and more likely to experience negative emotions,
such as anxiety, guilt, anger, rejection, sadness, and distress. The researchers suggest that the
reason for individuals with high levels of negative sensitivity to experience more negative
emotions is that they feel the world is more negative than individuals with low negative
sensitivity (Malik & Hussain, 2017).

When faced with conditions of negative affective, including impoliteness where the intention
to harm is open to realization, individuals with high negative affective can consider more
powerful motives for people who cause an increase in negative emotions.
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Figure 2: Behavioral incivility and counterproductive work behavior, negative
affectivity as mediation

RESEARCH METHODOLOGY

Sample

Sample research was 110 respondents who were taken with a quota sampling method. To
obtain the primary data using the questionnaire method as a research instrument. We
distributed questionnaires to employees of a state electricity company (PT. PLN) in Banda
Aceh. The company is a State-Owned Enterprise.

Data analysis and variables

Our data is analyzed using Hierarchical Linear Modeling (HLM) to determine the effect of
mediating variables and we also use the Moderate Regression Analysis (MRA) method to
determine the effect of moderating variables on the relationship of the independent variables
and the dependent variable we analyzed. Both of our methods are processed through SPSS
version 22.

Research framework

This study uses 4 variables, namely behavioral incivility (X;) as an independent variable,
counterproductive work behavior (Y) as dependent variable. In addition, emotional
intelligence (Z;) is a moderating independent variable and negative affectifity (Z,) as
mediating independent variables.

Emotional
Intellicence (Z;)

viora .| Counterproductive
Incivility (X) Work Behavior (Y)
I::__.--"". '-s__a
Negative

Affectivity (Z;)

Figure 3: Research framework

Research hypothesis
H1: Emotional intelligence has a significant role as mediating the relationship between
behavioral incivility and counterproductive work behavior.
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H2: Negative affectifity has a significant role as a moderator in the relationship between
behavioral incivility and counterproductive work behavior

RESULTS OF RESEARCH AND DISCUSSION

Emotional intelligence as a moderator of the relationship between behavioral incivility and
counterproductive work behavior (CWB)

Table 1 shows the results of the analysis of the role of emotional intelligence in the
relationship between behavioral incivility and CWB. The results of the analysis show the
correlation coefficient between behavioral incivility to CWB value of R = 0.790 which means
the influence of behavioral incivility on emotional intelligence has a close relationship of 79
percent. Furthermore, the results of the analysis of emotional intelligence correlation
coefficient as a moderator of behavioral incivility relationship to CWB obtained the value of
R = 0.800 means that there is a close relationship between emotional intelligence (Z1) as a
moderator of behavioral incivility (X) relationship to CWB (YY) is 80 percent.

The adjusted R square determination coefficient value of 0.630 explains that emotional
intelligence (Z1) in increasing the influence of behavioral incivility (X) on counterproductive
work behavior (Y) is 63 percent. Meanwhile, there is still a residual (residual value) of the
role of the variable of 0.370 (37 percent). The residual value indicates that there are other
factors that can influence counterproductive work behavior variables that are not examined in
this study.

Table 1: The results of the analysis of emotional intelligence as a moderator of the
relationship between behavioral incivility and counterproductive work behavior.

Coefficients®
Model Unstandardized Coefficients |Standardize |t Sig.
d
Coefficients
B Std. Error | Beta
(Constant) 1.409 0.303 4.653 |0.000
behavioral incivility 12.40
1 emotional 0.571 0.046 0.743 5 ' 0.000
intelligence
0.212 0.071 0.180 3.007 |0.003
(Constant) 1.000 0.354 2.828 |0.006
behavioral incivility |0.775 0.105 1.009 7.366 |0.000
2 emotional 0.302 0.081 0.256 3.727 |0.000
intelligence
multiplication of | 5 g7 0.022 0.313 -2.1490.034
moderation
a. Dependent Variable: perilaku kerja kontraproduktif

Primary data source 2018
From the results of the analysis can be formulated in a straight line equation as follows :
Y =0.743X + 0.180Z;

The above equation shows that the behavioral incivility (X) regression coefficient has a
positive value (0.743), meaning that when behavioral incivility increases = 1, it will increase
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counterproductive work behavior than employees by 74.3 percent. Furthermore, for model 2
in table 1 a linear equation line can be formed as follows:
Y =0.743X + 0.180Z;+ 0.743X.0.180Z;

The above equation shows that the regression coefficient of emotional intelligence (Z;) has a
negative value (-0.313), this means that the role of the emotional intelligence variable (Z;) on
the relationship between behavioral incivility (X) and counterproductive work behavior
variables (Y) is -31.3 percent . In other words, each behavioral incivility variable influences
counterproductive work behavior = 1, then the role of emotional intelligence variable is to
weaken the relationship by -31.3 percent.

Negative affectivity as mediating of the relationship between behavioral incivility and
counterproductive work behavior (CWB)

The role of negative affectivity variables on the relationship between behavioral incivility and
counterproductive work behavior can be seen in Table 2. Based on Table 2 we can formulate
the following equation:

Y =0.770X

From the above equation we can explain that the behavioral incivility (X) regression
coefficient shows positive (0.770), this means that when behavioral incivility increases = 1, it
will increase employee counterproductive work behavior = 77 percent, where t counts
12.541> of t table that is = 1.658 at the significance level <0.05. Therefore, it can be
concluded that behavioral incivility has an influence on work behavior counterproductive and
has a unidirectional relationship because the value of t count is positive.

Furthermore, for model 2 in table 1 a linear equation line can be formed as follows:
Y =0,775X + 0,065Z,

Where the equation explains that the coefficient of negative affectivity (Z,) regression has a
positive value (0.065), the value of t counts = 1.023 <1.658 at the significance level > 0.05,
this indicates that the negative affectivity variable is not significant. Therefore we conclude
that negative affectivity variable does not have a role in mediating the influence of behavioral
incivility on counterproductive work behavior on employees of the state electricity company
(PT. PLN) Banda Aceh.

Table 2: Regression analysis results for mediation effects of negative affectivity
variables

Negative Affectivity | Counterproductive

(Z2) Work Behavior (Y)
Equating Stages Stage 1 (B) Stage 2 (B) Stage 3 (B)
Behavioral Incivility (X) 0.229* 0.770* 0.755*
Negative Affectivity (Zy) - 0.237* 0.065
R 0.229 0.770 0.773
R® 0.052 0.593 0.597
AR? 0.044 0.589 0.589
F 5.964 157.269 79.192

* Significance at the level p<0,05
Primary Data Source 2018
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CONCLUSION

From the results of testing hypotheses about the role of moderating variables, which show
counterproductive work behavior has a negative role in behvioral relations incivility on
counterproductive work behavior. This is indicated by the regression coefficients on the
moderating variable (Z;) found to be (-0.313). So the role of moderating variables as
weakening relationships, when behavioral incivility increases = 1, counterproductive
behavior decreases by -31.3 percent when moderated by emotional intelligence variables.
Furthermore, the results of testing hypotheses relating to mediating variables, with results
showing that there is no role of negative affectivity as a mediating variable. This is indicated
by the results of the regression coefficient (Z;) = 0.065. But the value of t count is smaller
than the value of t table (1. 023 <1.658). So this does not show a role.

REFERENCES

Andersson, L. M., & Pearson, C. M. (1999). Tit for tat? The spiraling effect of incivility in
theworkplace. Academy of Management Review, 24, 452— 471.

Basyir, M & Ibrahim, Mahdani. (2018). The Model of Relationship Between The Big-five
Factors And Intrinsic Motivation. International Journal of Business Management and
Economic Review, 1 (03), 146-153.

Cortina, L. M., & Magley, V. J. (2009). Patterns and profiles of response to incivility in the
workplace. Journal of Occupational Health Psychology, 14, 272—-288.

Cortina, L. M., Magley, V. J., Williams, J. H., & Langhout, R. D. (2001). Incivility in the
workplace: Incidence and impact. Journal of Occupational Health Psychology, 6, 64—
80.

Deshpande, S. P.,Joseph, J., & Shu, Xiaonan. (2005).The impact of emotional intelligence on
counterproductive behavior in China. Management Research News, 28 (5).

Ibrahim, Mahdani & Yusra. (2016). Work—Family Conflict and Job Satisfaction: The
mediating role of person—organization fit: Study on Employees of The BRI Aceh
Region. The South East Asian Journal of Management,10 (2), 173-182.

Lazarus, R. S, & Folkman, S. (1984). Stress, appraisal, and coping. New York: Springer.

Lazarus, R. S. (1999). Stress and emotion: A new synthesis. New York: Springer.

Mahdi, Sayed., Ibrahim, Mahdani., & Armia, Saed. (2018). The Role Of Negative Emotions
On TheRelationship Of Job Stress And Counterproductive Work Behavior (Research
On Public Senior High School Teachers), International Journal of Asian Social
Science, 8 (2), 77-84.

Malik, M.S.1., & Hussain, Ayyaz. (2017). Helpfulness of product reviews as a function of
discrete positive and negative emotions. Computers in Human Behavior,7, 290-302.

Mayer, J. D., Salovey, P., & Caruso, D. R. (2004). Emotional intelligence: findings, and
implications. Psychological Inqurity, 15, 197-215.

Mitrofan, N., & lon, A. (2013). Predictors of Academic Performance. The Relation between
the Big Five Factors and Academic Performance, Procedia - Social and Behavioral
Sciences 78, 125-129.

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.

Neuman, J. H., & Baron, R. A. (1998). Workplace violence and workplaceaggression:
Evidence concerning specific forms, potential causes, and preferred targets. Journal
of Management, 24, 391-4109.

Progressive Academic Publishing www.idpublications.org]


https://www.emeraldinsight.com/loi/mrn

European Journal of Business, Economics and Accountancy Vol. 6, No. 4, 2018

Ongore, O. (2014). A Study Of Relationship Between Personality Traits And Job
Engagement, (WCLTA 2013), Procedia - Social and Behavioral Sciences, 141, 1315-
1319.

Pearson, C. M., & Porath, C. L. (2009). The cost of bad behavior: How incivility damages
your business and what you can do about it. New York: Portfolio.

Penney, L. M., & Spector, P. E. (2005). Job stress, incivility, and counterproductive work
behavior (CWB): The moderating role of negative affectivity. Journal of
Organizational Behavior, 26, 777-796.

Peterson, D. (2002). The Relationship Between Unethical Behavior and the Dimensions of
the Ethical Climate Questionnaire. Journal of Business Ethics, 41, 313-326.

Porath, C. L., & Erez, A. (2009). Overlooked but not untouched: How incivility reduces
onlookers’ performance on routine and creative tasks. Organizational Behavior and
Human Decision Processes, 109, 29— 44.

Sinclair, R. R., Martin, J. E., & Croll, L. W. (2002). A threat-appraisal perspective on
employees’ fears about antisocial workplace behavior. Journal of Occupational
Health Psychology, 7, 37-56.

Skarlicki, D. P., & Folger, R. (1997). Retaliation in the workplace: The role of distributive,
procedural, and interactional justice. Journal of Applied Psychology, 82, 434-443.

Spector, P.E., Fox, S., Penney, L.M., Bruusema, K., Goh, A., & Kessler, S. (2006). The
dimensionality of counterproductivity: Are all counterproductive behaviors created
equal? Journal of Vocational Behavior, 68, 446 460.

Thacker, R. A. (1996). A descriptive study of situational and individual influences upon
individuals’ responses to sexual harassment. Human Relations, 49, 1105-1122.
Tiedens, L. Z. (1999). Feeling low and feeling high: Associations between social status and
emotions. Dissertation Abstracts International: Section B. The Sciences and

Engineering, 59, 3776.

Vilzati & Ibrahim, Mahdani. (2018). Factors Affecting Career Development: Worker
Performance Roles As Mediators. International Journal of Management and
Economics Invention. 4 (5), 1737-1742.

Progressive Academic Publishing www.idpublications.org]




