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ABSTRACT 

 
There is relatively little research on interpersonal conflict among traditional performing arts workers. 

Working in this industry has the potential for conflict and is a challenge to collaborate in producing a work. 

The resource conservation perspective carries the assumption that interpersonal conflict encourages 

counterproductive behaviour for individuals. This research is a preliminary study and aims to examine the 

effect of interpersonal conflict on counterproductive behaviour using emotional intelligence as a 

moderating variable. This research has theoretical implications in explaining the involvement of emotional 

intelligence as one of the crucial aspects in reducing counterproductive behaviour. This research also has 

practical implications, especially in designing strategies to retain highly talented art workers. 
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1. Introduction 

1.1 Background 
Interpersonal conflict is very prevalent in the workplace. Interpersonal conflict refers to 

incompatibility, inconsistency or disagreement between two or more interacting individuals 

(Rahim, 2011). Danielsson et al. (2015) reported that among the thousands of participants in their 

study over the past two years, 84% reported having experienced some type of conflict situation 

with coworkers, and about 50% experienced it weekly. In addition to its high prevalence, 

interpersonal conflict has been found to have detrimental effects on employees' work attitudes, 

health and well-being, life outside work and work productivity (Ye et al., 2019). In addition to the 

negative effects of interpersonal conflict on work outcomes and individual health, Zhou et al. 

(2019) showed that the effects of interpersonal conflict in the workplace can extend to employees' 

negative work behaviors. 
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One of the effects of interpersonal conflict is workplace deviance known as counterproductive 

behavior (CWB) (Ma and Liu, 2019; O'Connor et al., 2017). CWB is defined as behavior that 

deliberately violates significant organizational norms and results in a decline in the health of the 

organization, the health of individual organizational members or both (Robinson and Bennett, 

1995). In organizational and individual domains, CWB has negative effects such as 

Machiavellianism, frustration, job dissatisfaction, turnover intention and reduced organizational 

performance and organizational citizenship behavior (OCB) (Bennett and Robinson, 2000; Chen 

and Wang, 2019; Dunlop and Lee, 2004). 

Banyumas is known as a region that has many and varied types of cultural wealth, some of which 

are of high quality and attractiveness. Cultural resources that include language, literature and 

regional script, arts, archaeology, welfare, traditional values and museums are still growing and 

developing and the culture can be relied upon for the development of national identity. On the 

other hand, artists play an important role in developing and advancing the arts, especially 

traditional arts in Banyumas. In this case, the progress or decline and even extinction of traditional 

arts, especially those in Banyumas Regency, lies with government policy and the creativity of 

artists.  Artists as workers who rely on freedom of ideas and creativity are often faced with conflicts 

between artists. Competition between artists often causes interpersonal conflict. In addition, an 

unorganized work system and unclear job descriptions also trigger interpersonal conflicts between 

them. 

Employees' emotional intelligence, as a stable personal resource that can reduce work stress, may 

moderate the interpersonal conflict-CWB relationship. Based on the conservation of resources 

(COR) theory (Hobfoll, 1989), this study examines the moderating role of individual emotional 

intelligence - the ability of individuals to understand and manage their own and others' emotions 

(Petrides and Furnham, 2006) - on the relationship between interpersonal conflict and CWB. As 

such, this study contributes to the theoretical understanding of the boundary conditions associated 

with the effects of interpersonal conflict (Gu et al., 2020; Park et al., 2020). 

1.2 Research Objectives 

This study aims to extend previous research on the relationship between interpersonal conflict and 

CWB. Previous research shows that the effects of interpersonal conflict vary across individuals 

indicating the existence of moderators that regulate the relationship between interpersonal conflict 

and its outcomes (Kuriakose et al., 2019). This study analyzes the moderating effect of emotional 

intelligence. This research is interesting because research on the relationship between interpersonal 

conflict and CWB is still limited, besides that research on CWB in the context of traditional 

performing arts workers has never been done. 

2. Literature Review 

2.1 Counterproductive Work Behavior 

Counter Productive Behavior (CWB) is a concept that was first raised by Mangione and Quinn 

(1975) who discussed the concept of counterproductivity in the context of industrial and 

organizational psychology. They identified a phenomenon called counter productive behavior. On 



International Sustainable Competitiveness  Advantage 
2023 

3 
 

the one hand, employees decide to continue working in an organization, but on the other hand, 

employees do not show the expected performance (unproductive). According to Mangione and 

Quinn, employees who decide to continue working in an organization, but are not productive can 

display counterproductive behaviors such as spreading rumors (gossiping) in the workplace 

environment, showing poor performance, violating work procedures, stealing property or 

equipment belonging to the organization, damaging equipment, equipment, or products belonging 

to the organization accidentally but not reporting it, and consciously destroying equipment, 

equipment, and products belonging to the organization. 

The impact of counterproductive behavior is very negative for both employees and organizations. 

The results of research by Spector, Fox, and Domagalski (2006) show that counterproductive 

behavior in the workplace is a form of aggression that impacts the well-being and mental health of 

individual employees who are victims. In addition, counterproductive behavior in the workplace 

also reduces the effectiveness of work that takes place in an organization. 

2.2 Interpersonal Conflict 

Intrapersonal conflict in the workplace refers to poor relationships experienced with others in the 

workplace. Intrapersonal conflict occurs when individuals or groups perceive differences and 

conflicts between themselves and other individuals regarding interests, resources, beliefs, values 

or practices that are important to them (De Dreu & Gelfand, 2008). This conflict can occur in task-

related relationships and social-interpersonal relationships. This means that poor relationships at 

work can occur between individuals who interact with each other for functional reasons (e.g. 

interactions related to work roles) and between individuals who interact with each other voluntarily 

(e.g. social interactions). Workplace interpersonal conflict differs from other related constructs, 

such as workplace bullying. This conflict is characterized by sporadic episodes of hostile incidents 

that do not necessarily continue over time and are not intended to harm someone (Baillien et al., 

2017). Factors such as hostility, jealousy, or poor communication between those involved in 

delivering the service can increase the perception of interpersonal conflict in the workplace.  

As a type of low-quality interaction, interpersonal conflict can disrupt organizational life and result 

in negative behaviors (Hershcovis et al., 2007; Spector & Jex, 1998). These findings contribute 

extensively in terms of the propensity for counterproductive behaviors by employees. 

Interpersonal conflict in the workplace has been shown to have a positive relationship with 

counterproductive work behaviors and in some cases, has been found to be one of the strongest 

predictors of counterproductive work behaviors of various other work stressors (Bayram, 

Gursakal, & Bilgel, 2019). 

2.3 Moderation of Emotional Inteligence 

Emotional intelligence refers to a set of emotional abilities to understand, manage and use 

emotional information (Salovey and Mayer, 1990). The role of emotional intelligence has been 

widely examined in previous studies using different variables such as stress and suicidal intention 

(Abdollahi et al., 2016), personality and creativity (Jafri, 2020) and perceived terrorism threat and 

workplace compliance (Shah et al., 2020). Previous research results suggest that emotional 

intelligence may also serve as a moderator on the relationship between interpersonal conflict and 

CWB, for example, emotionally intelligent people are better able to control themselves, therefore, 

they are more likely to avoid engaging in negative activities that may harm their organization 

(Ugwu et al., 2017). 
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According to COR theory (Hobfoll, 1989), individuals feel stress when they experience loss of 

resources for self-actualization, reduced resource gain, or threat of resource loss. Resources refer 

to physical objects, individual characteristics, status and social ties (Cheng et al., 2012). According 

to Shaukat et al. (2017), conflict between individuals leads to a loss of resources which then 

manifests in the form of stress. COR theory also suggests that when individuals experience the 

threat of losing job resources, they seek to minimize resource loss and prevent future resource loss. 

They utilize existing resources to compensate for resource loss. Therefore, in line with COR 

theory, we argue that employees facing interpersonal conflict will experience resource loss and, 

consequently, they will seek to compensate for this resource loss through existing resources, i.e. 

through their personal characteristics (Zhao and Guo, 2019). Thus, emotional intelligence as a 

personal trait (Cheng et al., 2012) may be a valuable resource that has a stress-reducing effect and 

provides the potential to overcome negative emotional reactions resulting from interpersonal 

conflict. 

The importance of emotional intelligence possessed by individuals in dealing with stressful 

situations is the focus of this study. research Sharma et al. (2016) produced findings that emotional 

intelligence moderates the relationship between workplace conflict and individual emotional and 

behavioral reactions to these conflicts. Chen et al. (2019), individuals with higher levels of 

emotional intelligence are better able to understand, regulate, and utilize emotional information 

than those with lower levels. Therefore, employees will differ in their propensity to engage in 

CWBs in the face of stressful events such as workplace conflict (Ma and Liu, 2019). 

3. Research Methodology  

This research used quantitative methods. The participants in this study were 30 traditional 

performing arts workers who were sheltered in traditional art studios in Banyumas Regency. The 

final sample comprised 30 respondents, with a response rate of 100%. All the scales were taken 

from earlier research and presented in English as it is the official language of business 

organizations in Pakistan (Kundi et al., 2020). Unless stated otherwise, all items were rated on a 

five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Interpersonal 

conflict was measured with a five-item scale developed by Spector et al. (1988).  CWB measured 

using 12 items taken from Aquino et al.’s (1999) workplace deviance scale, which consists of two 

dimensions. CWB-O was measured using seven items. Emotional intelligence measured using 12 

items borrowed from Wong and Law (2002). 

Figure 1 Research Model: 
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4. Results 

In this study, all hypotheses were accepted. H1 suggested that interpersonal conflict positively 

relates to CWB. Interpersonal conflict positively predicted CWB-O (b = 0.43, p<0.01) and CWB-

I (b = 0.36, p<0.01), supporting H1a and H1b. H2 suggested that the relationships of interpersonal 

conflict with (a) CWB-O and (b) CWB-I will be moderated by emotional intelligence, such that 

the positive relationship is weaker at higher levels of emotional intelligence. Our results supported 

the buffering effect of emotional intelligence (b =  0.51, p<0.01) on the interpersonal conflict and 

CWB-O relationship. Moreover, the buffering effect of emotional intelligence on the interpersonal 

conflict and CWB-I relationship was also significant (b =  0.39, p<0.05). Therefore, H2a and H2b 

were supported. The results of the simple slope analysis indicated that the relationship between 

interpersonal conflict and CWB-I was significant when emotional intelligence was low (b = 0.55, 

p<0.001) but became insignificant when it was high (b = 0.05, ns), in further support of H2a. 

Similarly, the relationship between interpersonal conflict and CWB-O was significant when 

emotional intelligence was low (b = 0.77, p<0.001) but became insignificant when it was high (b 

= 0.21, ns), in further support of H2b. 

5. Discussion 

The influence of interpersonal conflict on CWB-O and CWB-I, as well as the moderating role of 

emotional intelligence. Our findings indicate that interpersonal conflict positively influences 

employee CWB-O and CWB-I (H1a and H1b supported), most likely as a result of employees 

having conflicting experiences at work and reciprocating the favour by adopting CWB (Low et al., 

2019).  

Our findings were consistent with previous research findings. Bruk-Lee and Spector (2006) 

investigated the impact of conflict with supervisors and coworkers on CWB-O and CWB-I in 133 

dyads of full-time working participants at a university in the United States. They discovered that 

conflict with coworkers was a significant predictor of In his study of 30 art performers from six 

organizations in Pakistan, CWB-I. Haq (2011) investigated the impact of interpersonal conflict on 

job outcomes. He discovered that interpersonal conflict has a positive impact on interpersonal and 

organizational workplace deviance (similar to CWB). In their study of 116 employee-coworker 

dyads, Kessler et al. (2013) discovered that interpersonal conflict resulted in negative emotions, 

which resulted in CWB. Our findings may also be consistent with the findings of Chen et al. 

(2005), who discovered positive outcomes from productive conflict when moderated by 

appropriate conflict management. The positive moderating influence of high emotional 

intelligence (such as appropriate conflict management) on CWB provides a potential gender 

explanation for workplace conflict outcomes. 

Furthermore, our findings showed that emotional intelligence negatively moderated the 

relationship between interpersonal conflict and CWB directed toward the organization and 

individuals (CWB-O and CWB-I) (H2a and H2b supported), most likely because employees with 

high emotional intelligence have less extreme emotional reactions to stressful events, such as 

interpersonal conflict, to help them cope (Wong and Law, 2002). Previous research found that 

emotional intelligence played a negative moderating role in the relationships between indirect 

supervisor conflict and employee deviant behaviour (Ma and Liu, 2019), perceived threat of 

terrorism and workplace deviance (Shah et al., 2020), job pressures and auditors' judgment (Yang 

et al., 2019), perceived stress and suicidal ideation (Abdollahi et al., 2016) and job insecurity and 
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emotional and behavioral reactions (Jordan et al., 2002), indicating the crucial role of emotional 

intelligence in controlling emotional reaction to stressful events which may lead to negative 

consequences. 
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