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Abstract 

 The purpose of this paper is to investigate the relationship between work deviance behavior 
organizational stress and emotional intelligence. Data was collected from 140 managers of telecom 
industry. Correlation was performed to explore and study the dynamics between organizational stress, 
work deviance behavior and emotional intelligence. The result indicates the presence of workplace 
deviance behavior. It also suggests that emotional intelligence has inverse relation with work deviance. 

Introduction 
 

 The workplace is a forum which consists of intricate network of human relations and where a 

variety of different behaviors are expressed, each with a different consequence not only to the 

individuals within the organization but also the entire organization. These behaviors usually fall within 

the constructs of the norms of the organization. According to a study (Omar et al, 2011) stress and other 

conditions stimulate negative emotions and can result in workplace deviance. Deviant actions occur 

every day and are costly to both organization and individuals. When employee engages in deviant 

behavior, it can have unfavorable and negative effects on organizations. Even though stress is a part of 

normal life, and a certain level of stress is necessary for better productivity, excessive stress can impacts 

one’s productivity. It can also impact ones behavior, health and emotions. Employers are trying to foster 

and provide work environment that reduces the interference of work and home life with each other, as 

many research suggests stressors of work and family (home) can spill over producing negative emotional 

state and conflict in both work and home setting. Mirela & Adriana (2012) note that organizational 

stress is individual’s reaction to the detrimental aspects of job, work environment and climate of the 

organization. It creates a feeling of helplessness. With the changing work scenario and economic crisis, 

most employees have to deal with a lot of job challenges which can easily transform into job stressors.   

 Work related stress can be anything related with workplace or the way of the work that can be 

reason for individual to perceive stress. Wok related stress can also be the reaction that individuals 

showed when they were confronted with work weight that did not coordinate with their insight and 

capacities 

 
Literature: Workplace Deviance Behavior 
 

 Workplace Deviance is defined as “voluntary behavior that violates significant organizational 

norms and in so doing threatens the wellbeing of an organization, its members, or both” (Robinson & 

Bennett, 1995). According to them workplace behavior vary along two dimensions; minor versus serious, 

and interpersonal versus organizational. Based on these four categories of deviance were identified: 

production deviance, property deviance, political deviance and personal aggression. 
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Figure 1: Robinson & Bennett (1995) A Typology of Deviant Workplace Behavior 

Although each of these factors could be considered independently, in combination they contribute to 
workplace deviance. The categories are defined for better clarity. The quadrant property deviance falls 
under serious and organizational dimension is explained as "those instances where employees acquire 
or damage the tangible property or assets of the work organization without authorization." On the other 
side production deviance which according to the authors is minor organizational deviance is be defined 
as "behaviors that violate the formally proscribed norms delineating the minimal quality and quantity of 
work to be accomplished". Whereas political deviance refers to interaction that puts an individual at a 
disadvantage both personal and professional. The final quadrant defines behavior as aggressive and 
hostile towards others is labeled as “personal aggression” (Robinson & Bennett, 1995). 

Fox & Miles (2001) in their research suggested that behaviors are responses to job stressors at work. 
Events that are seen as threat to well- being are job stressors (like organizational justice) that produce 
counterproductive work behavior and negative emotional reactions like, anger and anxiety. Research 
into deviance is a reaction to organizational stressors like financial, social and working conditions. Muafi 
(2011) suggest that it is a response to dissatisfaction and employee expresses this dissatisfaction in 
many ways like leaving early, taking excessive breaks, accepting kickbacks etc. Factors intent to quit, 
dissatisfaction and company contempt lead to deviant behavior which in turn has effect on individual 
performance. Since organizational stress is a perceived phenomenon, it is logical to conclude that 
organizational stress will affect work deviance behavior of an individual. 
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Organizational Stress 
 

 Though the definitions of organizational stress are numerous. Organizational stress is defined as 

“an emotional, cognitive, behavioral and physiological response to the aggressive and harmful aspects of 

work, work environment and organizational climate.” (Mirela & Adriana, 2012). It causes a strain within 

an individual by pushing the psychological and physical factors beyond the stability range. This research 

focuses upon stress from the organizational perspective.  

 

Motowidlo et al (1986) study showed that the rate of recurrence and subjective intensity of stressful 

events causes feeling of stress, which causes depression and which further leads to decline in 

interpersonal aspects ( such as: sensitivity, warmth, consideration and tolerance) and motivational 

aspects( such as: concentration, composure, perseverance, and adaptability) of job performance. 

 

Employee experience role stress when there is role conflict and role ambiguity. The result shows that 

quality of relation with the leader and non-supervisory mentor helps in increasing socialization which 

further reduces emotional exhaustion. The relation also provides the required resources that help 

employee manage with job demands and reduce the likelihood of burnout (Thomas & Lankau, 2009). 

Other factors identified are role stagnation, less career opportunities and Inter role distance (Bhatt & 

Pathak, 2013). Babatunde (2013) states that work stress is a universal phenomenon that produces dire 

organizational and extra-organizational outcomes such as low morale, poor performance, absenteeism, 

turnover, conflict and other reverses that weakens competitive objective of the business.  

 

Emotional Intelligence  

Emotional Intelligence has become of widespread interest to psychological research in recent years. The 

term emotional Intelligence was first used in incidental fashion in literary criticism during 1961. However 

it was Salovey and Mayer who first introduced the term “emotional intelligence” describing it as “a type 

of emotional information processing that includes accurate appraisal of emotions in oneself and others, 

appropriate expression of emotion, and adaptive regulation of emotion in such a way as to enhance 

living” ( cited in Mayer et al ,2004) 

 

It brings together the fields of emotions and intelligence by screening emotions as a useful source of 

information that help one to make sense of and steer the social environment (Salovey & Grewal, 2005). 

It is defined as “The ability to monitor one’s own and other’s feelings, to discriminate among them, and 

to use this information to guide one’s thinking and action” (Salovey & Mayer, 1990). According to 

Zeidner et al (2009) Emotional intelligence has close association to the positive psychology, which places 

huge importance on happiness and wellbeing. 

 

Mayer et al (2004) in their paper Emotional Intelligence: Theory, Findings and Implications defines 

emotional intelligence as “the capacity to reason about emotions, and of emotions to enhance thinking. 

It includes the abilities to accurately perceive emotions, to access and generate emotions so as to assist 

thought, to understand emotions and emotional knowledge, and to reflectively regulate emotions so as 

to promote emotional and intellectual growth”. They developed four branch ability model of EI. These 

four areas are (a) Perceive emotion, (b) Use emotion to facilitate thought, (c) understand emotions and 

(d) manage emotions. Goleman (1998) identified five factors that he considered important for emotional 
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intelligence. These were (a) Self Awareness (Importance of one’s own feelings and emotions), (b) Self 

Regulation (managing oneself), (c) Self Motivation, (d) Social Awareness (Empathy) and (e) Social Skills 

 

 Allam (2011) posits that emotionally intelligent people succeed at contributing their ideas; they are 

more assertive and are better in coping with environmental demands and pressure, an important set of 

behaviors to harness under stressful work conditions. Emotional intelligence is considered to have a 

significant impact on the individual level, group and teams as well as at organization level. At individual 

level it has impact on attributes like leadership, stress management, conflict management, performance 

and organizational citizenship behavior, on work groups and teams it impacts mutual trust, group 

norms, group identity whereas at organization level it impacts the performance and image (Krishnaveni 

& Deepa, 2012). That is because emotions are vital and inseparable part of everyday organizational life. 

 

Research Methodology  

Research Objective: 

 To study the relationships between work place deviance and organizational stress  

 To analyze the relationship between emotional intelligence and organizational stress.  

 To study the relationship between emotional intelligence and workplace deviance 

 

Judgemental sampling is used for the research. As the sample of the study are managers of telecom 

industry, it was necessary to identify the right people with required years of experience. The sampling 

unit of this research are 140 managers. The area of research is Delhi NCR. In Delhi NCR the study 

covered Delhi, Gurgaon and Gautam Budh Nagar. 

 

Instruments used in the research  

Organizational stress was measured with the 50- item Organizational Role Stress (ORS) Construct 

developed by Udai Pareek (1983). The measured value of Cronbach Alpha was .93 for the overall scale. 

Workplace deviant behavior was measured with the 19-item Work Deviance Scale (Bennett & Robinson 

2000). The measured value of Cronbach Alpha was .82 for the overall scale. Emotional intelligence was 

measured with the 16-item Emotional Intelligence Scale (WLEIS) (Wong &Law 2002). The reliability of 

the scale was .94. 

 

Data Analysis and Findings 

Mean Score of Variables (N=140) 

 

Variables Mean Std. Deviation 

Organizational Stress 

Inter-role distance 7.4143 3.82530 

Role stagnation 8.3286 4.14042 

Role expectation conflict 3.5500 3.34648 
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Role erosion 7.8786 2.29001 

Role overload 3.6357 3.40801 

Role isolation 4.7214 3.66407 

Personal inadequacy 3.0357 3.27715 

Self – role distance 5.2000 3.11691 

Role ambiguity 3.1357 3.08678 

Resource inadequacy 4.9857 3.67959 

Emotional Intelligence 

Self-Emotion Appraisal 15.4429 3.14922 

Others’ Emotion Appraisal 14.3571 2.82861 

Use of Emotion 16.9143 3.06872 

Regulation of emotion 13.9929 3.32312 

Work Deviance  

Interpersonal Deviance 10.2571 2.72577 

Organizational Deviance 16.9714 4.68419 

 

The result of the study showed that with dimensions of Inter-role distance, Role stagnation, Role 

erosion, Role isolation, self – role distance and Role inadequacy managers showed moderate stress. 

Whereas on the dimension like Role expectation conflict, Role overload, Personal inadequacy and Role 

ambiguity, low scores were obtained. The scores were high of Self-Emotion Appraisal, Others’ Emotion 

Appraisal, Use of Emotion and Regulation of emotion dimensions of Emotional Intelligence. The result of 

the study shows that participants of the study show high organizational deviance as compared to 

interpersonal deviance. 

Correlation of Coefficient between Organisational Stress and Emotional Intelligence (N=140) 

Variables SEA OEA UE ROE 

IRD -.166 .125 -.082 .173** 

RS -.092 .279** .137 -.310** 

REC -.259** -.239** -.437** -.319** 

RE -.140 -.029 -.039 -.025 
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RO -.389** -.371** -.584 -.486 

RI -.376** -.583 -.609** -.591** 

PI -.463** -.394** -.639** -.496** 

SRD -.233** -.359** -.566** -.491** 

RA -.346** -.329** -.456** -.488** 

RIn -.316** -.488** -.571** -.528** 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

The above table shows that almost all the dimensions of emotional intelligence are negatively and 

significantly related to dimensions of organizational stress. In other words, a person having high 

emotional intelligence was less stressed.   Inter role distance and role erosion was not found significantly 

correlated with dimensions of emotional intelligence. 

Correlation of Coefficient between Organisational Stress and Workplace Deviant Behavior (N=140) 

Variables ID OD 

IRD -.002 -.083 

RS -.154 -.008 

REC .320** .489** 

RE .154 .102 

RO .428** .546** 

RI .426** .434** 

PI .291** .405** 

SRD .438** .409** 

RA .403** .554** 

RIn .412** .390** 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

The above table shows that dimensions of organizational stress are significantly and positively related to 

dimensions of work deviant behavior. Inter-role distance, role stagnation and role erosion were not 

found significantly correlated to dimensions of workplace deviant behavior. 
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Correlation of Coefficient between Emotional Intelligence and Work Deviant Behavior (N=140) 

Variables ID OD 

SEA -.286** -.295 

OEA -.312** -.264** 

UE -.347 -.425** 

ROE -.370 -.392 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
 

The above table shows there is significant and negative relationship between dimensions of emotional 

intelligence and dimensions of work deviant behavior. It means, as emotional intelligence increases 

deviant behavior decreases. However, regulation of emotion was found to be negatively related to 

dimensions of work deviance but the relationship was not significant. 

Conclusion 

From the result it can be concluded that organizational deviance is more evident in managers of telecom 

industry than interpersonal deviance. Also significant positive relationship exist between organizational 

stress and workplace deviant behavior. Dimensions of Emotional intelligence was found to be inversely 

related to dimensions of organizational stress and workplace deviant behavior. It means as emotional 

intelligence increases organizational stress and workplace deviance decreases. The insight provided by 

the results of this study should lead to implementation of policies and practices that reduce the 

occurrence of such behavior. The findings should motivate the human resource department of the 

organizations to conduct an in-depth survey to identify the prevalence and causes of deviant behavior in 

their organization 
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