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ABSTRACT

Emotional intelligence has become a fundamental construct in recent
management researches. However, no detailed study available that investigate the
effect of Emotional intelligence (EI) on the influence of perceived organizational
politics on work outcomes of teachers. This study fills this gap by investigating the
moderating role of EI on the relationship between perceived organizational
politics and satisfaction among school teachers. The study was conducted with 276
school teachers in the northern part of Sri Lanka, and the data were analyzed
employing appropriate statistical tools. This study explored that perceived
organizational politics had a significant and negative impact on satisfaction
among school teachers. Also, this study disclosed that EI moderates the
relationship between perceived organizational politics and satisfaction. The
results show that higher EI levels lead to a weaker relationship between politics
and satisfaction, while lower levels of EI leads to a stronger relationship between
politics and satisfaction. This study contributes to both theory and practice by
investigating the influence of organizational politics on satisfaction among school
teachers in Sri Lankan context which is a group ignored in the previous studies and
introducing teachers' EI as moderating variable in the said relationship.

Keywords: emotional intelligence; orgonizational politics; perception;
satisfaction; teachers.
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1. Introduction

For mony decades, employees’ job satisfoction has been a.criticol construct omong
reseorch scholars os it produces significont positive outcomes to both employees
ond the orgonization. Satisfied employees are highly motivated, engoged ond
committed to their orgonizotion, ond they perform better in the workplace. Also,
the orgonization with more satisfied employees tend to be more effective thon
orgomizations with less satisfied employees. Therefore both orgonization ond
employees are very concern obout employees’ sotisfoction in the workploce.
However, the importonce of teachers’ satisfoction hos been overlooked. Satisfied
teachers ore less vulnerable to strain ond burnout, experience o high level of well-
being, offer better learning support to their students, highly committed to their
orgonizotion, ond intend to stoy ot their profession (Blomeke et al., 2017; Liong &
Akiba, 2017; Klossen & Chiu, 2011). Though alorge number of studies conducted
to identify the influence of personal ond orgomizational level variobles among
business employees, there is a limited number of studies are that investigates the
influence of personol ond orgomizational variables on teachers’ job satisfoction.

A lorge number of studies explored the existence of politics in on orgonizationol
setting (Kocmar & Baron, 1999; Ferris et ol. 2002; Londells & Albrecht, 2019).
Perceived orgomizotional politics inherently represent the dysfunctional side of the
orgonizotion (Ferris & Judge 1991). The harmful, destructive, ond adverse effects
of orgonizationol politics on work outcomes such os satisfaction, stress, burnout,
employees turnover, work engogement, employee well-being and orgonizational
commitment have been Well-documented in monogement ond orgonizationol
behaviour literature (Asror-ul-Haq et al., 2019; Chang et al., 2009; Londells &
Albrecht, 2019; Vigoda-Gadot & Talmud, 2010). Christionsen et ol. (1997) noted
that some individuol-level variobles could influence the negative consequences of
orgonizoational politics. Mony scholars have ottempted to find out the variables
mitigoting the negative consequences of orgonizationol politics on employee's
satisfoction. Few studies ossessed the moderating effect of some personal ond
dispositional variables such os self, efficocy, locus of control, positive framing on
the relationship between politics perception ond work outcomes. They found thot
individual who possess some level of control over the work environment (Ferris et
al., 1996) and understonding the underlying rationale for orgonizational behaviour
(Ferris et al., 1994) are less likely to report the adverse effect of orgonizational
politics.
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Emotional Intelligence (EI) is on individual's obility to monitors one's own ond
others' feelings ond emotions, to discriminote omong them ond to use this
information to guides one's thinking ond octions (Mayer et ol., 2000). The
individual with high EI con motivate oneself oand persist in the foce of frustration,
to regulates one's moods ond keep distressed from swomping the ability to think,
empothize ond to hope (Golemon, 1995). According to the Job Demand Resource
(JD-R) model the charocteristics of the work environment are segregoted either os
job resources or job demonds (Bokker & Demerouti, 2007; 2014). The job
resources lead to positive psychological ond orgonizationol outcomes, while job
demonds lead to adverse psychological ond orgonizotionol outcomes.
Orgonizational politics os demond con lead to adverse psychological ond
orgonizationol outcomes such os dissatisfoction ond disengagement; however, El
as apersonal resource con reduce the adverse effect of orgonizational politics.

Mony studies related to orgonizotional politics ond its behavioural ond ottitudinaol
outcomes have been conducted in business orgonizations ond western culturol
context. However, there is a lock detailed study found thot attempt to find out the
influence of orgonizational politics ond EI on satisfoction among teachers.
Remorkobly there ore no studies reloted to orgonizational politics ond its
consequences among school teachers in Sri Lonkon context. Therefore, this study
aims to investigote the influence of orgomizational politics on job satisfaction
among school teachers and the effect of emotional intelligence on the relotionship
between politics perception and satisfoction. This study contributes to both theory
ond proctice by investigoting the influence of orgomizotional politics on
satisfoction among school teachers in Sri Lonkon context which is a.group ignored
in the previous studies ond by being the first study that introducing teachers' EI as
moderoting varioble in the said relationship.

2. Literature Review and Hypotheses Development
Organizational politics

The orgonization is o morket where various individuols engage in o variety of
dealings, each seeking promising goin on their investment (Rusbull et ol. 1996).
Individuoals ond groups employ different strategies to increose their benefits ond
promote ond protect their self-interest in the workplace (Kocmor & Boron, 1999;
Yusof et ol., 2018). Therefore, politics hos become a foct of orgonizational life
(Akonbi & Ofoegbu, 2013; Goandz& Murray, 1980).

Journal of Business Studies,6(2) -40- 2019



One of the very first definitions of orgomizational politics offered by Losswell
(1936) labels politics as “who gets what, when ond how”. According to Pfeffer
(1992), politics is the study of power in oction. Forrell ond Peterson (1992)
describe political behaviour in orgonizotions ore “those octivities thot ore not
required os port of one's formal role in the orgomization but that influence or
attempt to influence, the distribution of advontoges ond disadvontages within the
orgonizations". Koacmor ond Baron (1999) similarly argued thot orgomizotionol
politics "involves actions by individuals that ore directed toword the goal of
furthering their own self-interest without regord for the well-being of others or
their orgonization” (p. 4).

According to Saiyodain (2003) form of political behaviours includes bypassing o
chain of commonds, withholding information, spreading rumours, leoking
confidential information, lobbying, using pressure toctics, "fixing" people, ond
sobotoging. Mony studies focused on the way employee's perceived
orgonizational politics ond its consequences. In this respect, Ferris et al. (1989)
proposed o model thot exploins how orgonizationol politics works in the
workplace. Much of the works related to the perception of orgonization politics
revolves around his model. Consequent studies have confirmed the essential
elements of the model ond documented the negotive effect of perceived
orgonizationol politics on employees work ottitudes (Asroar-ul-Hog et ol., 2019;
Chong et al., 2009; Croponzono et ol., 1997; Ferris et al., 1996; Miller et al., 2008;
Vigoda, 2000, 2001).

Though o few studies found the positive outcomes of orgonizoational politics of
leaders, it is typically anegotive phenomenon (Drory & Vigoda-Gadot, 2010). The
political behaviours were frequently associoted with monipulotion, defomation,
subversive octivities, ond illegitimote ways of overusing power (Ferris ond
Kocmar 1992). Ferris et ol., (1989) mointained that actual politics is not o matter;
instead, perceived politics is o matter, ond thot leads to orgonizationol ond
individual consequences. In line with this, Ferris ond Kacmor (1992) describe
perceived orgonizationol politics as individuols’ subjective evaluations regording
the extent to which a work environment is chorocterized by co-workers ond
supervisors demonstrating self-serving behaviours.

Perceived orgomizotional politics is related to the terms like power, cunning,
monipulation or the achievement of goals in on oggressive monner (Ferries&King,
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1991; Sood & Elshaer, 2017). Also, alarge number of studies explored the adverse
consequences of perceived orgonizational politics on employees work-related
outcomes ond behaviours such os employee satisfoction, commitment,
engogement, stress, turnover intention ond orgomizotional citizenship behaviour
(Asror-ul-Hog et al., 2019; Chang et al., 2009; Londells & Albrecht, 2017, 2019;
Volle & Perrewé, 2000; Witt et ol., 2002; Harris et al., 2007; Windsor, 2016). The
following sections discuss the relationship between politics, satisfoction ond
emotional intelligence.

2.1 Organizational politics and job satisfaction

Job satisfoction is on employee's affective responses to specific job-reloted
activities and is resulting from both affect ond cognition (Olson & Parayitom,
2014). Job satisfaction describes how employees feel obout their job ond to what
extent they like it (Spector, 1997) ond it is on ottitude towords employees' work-
related evaluation, affect ond beliefs (Weiss, 2002). Employee's satisfoction hos
been described from o different perspective. However, the widely occepted
description of satisfoction is "a positive (or negative) evoluative judgment one
mokes obout one's job or job situation" (Weiss, 2002; p. 175). Achievement in the
workplace ond close associations with their co-workers are the criticol elements of
job satisfaction. In high political wok environment employees are maltreated:
while inner circle members are treated well, outer circle members ore badly
treated. Such unfavourable conditions, directly ond indirectly, affect employees
job, which in turn badly offect their job enjoyment. Lack of happiness in the
workploce ond conflict among orgonizational members declines positive
emotional response to the work they perform.

Moreover, orgonizational politics tend to estoblish uncertainty in the workploce
because performonce stondords ond reword structures in these orgonizations ore
ombiguous (Rosen & Hochwarter, 2014). Also in a high political environment
employees perceive thot people are undermining ond monipuloting others, rozing
to the ground those who are not members of their circle, allocating resources ond
benefits out of the rules ond regulations of the orgonizotion and obusing outhority.
A workplace with such negative occurrences creates more worries for those within
acollectivistic cultural context (Olson & Parayitom, 2014) like Sri Lonka.
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Perceived orgomizational politics is related to decreased employee job satisfoction
(Ferris et ol., 1989; Drory, 1993). Further Drory (1993) found that orgonizational
politics hos a potentiolly domoging effect on low-status employees while it does
not offect higher status employees. Bozemon et ol. (1996) found anegotive effect
of perceived orgonizational politics on various employees work outcomes ond the
moderating effect of self-efficacy. They found thot the relationship between
orgonizationol politics ond work outcome was more substontial for the individual
with low job efficacy thon high self-efficacy. In o highly political environment
employee’s experiences low level of commitment to value high work stondords,
lock of orgonizational support for innovation, performonce evoluotions ore
ineffective, ond employees are not loyal to the orgonization and working for only
moximizing their benefits.

2.2 EI politics and satisfaction

Mayer ond Salovey (1997: p. 10) define emotional intelligence as "the ability to
perceive accurotely, appraise, ond express emotions; the obility to access and/or
generoate feelings when they focilitote thought; the ability to understond emotions
ond emotional knowledge; ond the obility to regulate emotions to promote
emotionol ond intellectual growth." EI, as on obility enobles individuals to
motivate himself/herself and persist in the foce of frustration (Golemon, 1996). EI
focilitates individuals to monitors their own ond others’ feelings ond emotions, ond
use them to direct their action ond reoction (Mayer et ol., 1990)

El plays acrucial role in the employee's job satisfoction (Wong & Low, 2000; Sy et
al., 2006; Wolfe & Kim 2013). EI competencies such as self-regulation self-
aworeness, self-motivation, social skills ond empothy enoble individuals to
monoge better the challenges they face (Golemon, 1998; 2003). According to
Spector's (1997) model, both orgonizotional ond personal foctors predicts
employee's job satisfoction. Similorly, Hendee (2002) ond Tett &Meyer (1993)
identified that Job satisfaction is determined by both environmental foctor ond
individual personality charocteristics. According to Goleman (1996), people with
emotional intelligence understond ond regulate theme self and others which in turn
con determining the level of satisfoction. EI positively influence job satisfoction
ond personoal ond life satisfoction (Zeidner et ol., 2004). However, Hosseinion et ol.
(2008) found no relationship between emotional intelligence ond job satisfoction.
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Individual's self-owoareness ond self-monogement con focilitate them to regulote
their negative feelings ond emotions, ond thus the individual con perform well ond
feel happy. Understonding others ond the environment moke them create o good
relationship with others ond see ond seize the opportunity around them. Further,
these charoacteristics help individuols to identify ond use their strength ond
opportunity ond to eliminates ond overcome their weokness ond threats. Previous
studies suggest that EI play o moderotion role in aggressive behaviours ond
workplace stress (Sloski & Cartwright 2003). Nikolaou (2005) found a positive
associotion between EI, stress and orgonizotionol commitment. Individuals with
higher levels of EI were more likely or more able to engoge in colloborative
conflict resolution; lower EI scores were associated with less effective strategies -
hondling conflict in a forceful way ond avoidonce behaviour (Jodon & Troth,
2002). Wong (2002) found that EI wos positively correlated with the follower's
satisfaction ond willingness to engoge in extra-role behaviour.

The relationship between perceived orgonizationol politics ond employees’
satisfaction con be exploined through the JD-R model. In the JR-D model, job
demonds negatively volued physical, social, or orgonizotional aspects of the job
ond required continued physical or psychological effort.  (Demerouti et al.,
2001). In ahigh political workploce, favouritism, uncleor performonce stondords,
ond unfoir rewords ond promotions are the general features ond thus perceived
orgonizoationol politics con be considered os job demonds. Further, perceived
orgonizationol politics homper personal development, learning, ond gool
achievement; consequently, it activates negative emotions (Crawford et al., 2010).
Therefore, when individuals experience a high level of perceived orgonizational
politics, they express dissatisfoction. Emotional intelligence os o personal
resource con reduce the negative effect of orgonizational politics on employee
satisfoction. Therefore, the researcher of the current study posits the following
three hypotheses:

H1: Perceived orgonizational politics negatively influence job satisfoction

H1: Emotional EI moderate the relationship between perceived orgomizationol
politics and satisfaction

H3: Higher EI levels couses o weoker relationship between politics ond
satisfaction, while lower levels of EI couses a.stronger relationship between
politics and satisfaction.
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3. Research Method

This study relied on cross-sectional ond self-reported doto. Cross-sectionol and
self-reported dota is prone to common method bios (CMB). To reduce the CMB
researcher hos token the following steps to in the survey design stoge. The
researcher informed the porticiponts that absolute ononymity ond confidentiality
would be maintoined, ond requested the participonts to “onswer honestly ond to the
best of their knowledge”. To detect CMB researcher employed Hormon’s one-
foctor assessment ond the assessment disclosed thot no common foctor emerged or
one common foctor oabsorbed the mojority of the covarionce among the measures.
Respondents of this study were school teachers in the northern port of Sri Lonka.
Respondents were opproached on reseorchers’ convenience basis. Of the total of
500, 286 school teachers responded bock. The response rate wos 57.2 per cent
which is greater thon the averoge rate of 52.5 per cent in orgonizational reseorch
(Baruch & Holton, 2008). Ten questionnaires were rejected because of more thon
15% per indicator. Ultimotely, 276 responses were dota onolysis (effective
response rote wos 55.2%)

The original items of the survey were in the English longuoge. The survey was
tronslated to respondents' native longuage (Tomil) ond the researcher conducted a
pilot survey to identify if there are any issues associoted with the measures,
questionnoire design, etc. The respondents were olso ossessed on some
demogrophical charocteristics such os gender, moritol stoge, oge, work
experience, ond educationol qualifications (Toble 1)
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Table 1: Respondents’ Profile

Respondents’ Profile Number (percentage)
Gender Mole (1) 102 (37)
Femole (2) 174 (63)
Morital stotus Morried (1) 212 (77)
Single (2) 64 (23)
Age Less thon 30 24 )
30-45 150  (54)
Over 45 102 (37)
Educational qualification ~ Non-graduotes 43 (16)
Groduates 149 (53)
Moters 79 (29)
PhD 5 (2)
Working experience Less thon 5 years 28 (10)
5-15 Years 136 (50)
16- 25 92 (33)
Above 25 years 20 (7)

Female poarticiponts accounted for 174 (63%) of the respondents ond male for 102
(37%). Two hundred twenty-one teachers, accounting for 77 per cent, were
morried. Regording oge, olthough 102 (37%) respondents hod are over 45 yeors of
oge, the mojority of the respondents were between the oges of 30-45. Most of the
respondents accounted for 149 (53) were degree holders. Regording working
experience, fifty percent of the respondents have 6 to 15 years of work experience,
ond only 10% responders oare with less thon five yeors’ experience. The
demogrophic profile of the respondents shows that different category of
respondents was included in the survey.

3.1 Measures

In the present study, multiple items ore used to meosure all perceptual measures.
Other than the demogrophics questionnaire, responses to measures were gothered
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on afive-point or seven-point Likert scale. Except for the perceptual measures, oll
demographic variobles were measured os o categorical varioble shown in toble 1,
for exomple, 1= mole, 2= female. All the original scales were in English, but they
were tronsloted into Tomil using abock-tronslotion opprooach (Brislin, 1970).

Orgonizational politics: the current study used 18 items scole recently developed
by Londells ond Albrecht (2019). These items were designed to assess negotive
orgomizational politics across five dimensions: relationships (4 items); reputation
(4 items); decisions (3 items); resources (3 items); communicotion (4 items). In the
current study, perceived orgonizational politics has been considered os o second-
order construct, ond the five dimensions were considered os the first order
construct. The latent varioble score of each dimension hos been used os
indicator’s score of perceived orgonizational politics. Items were onchored on a
five-point Likert-type scale (1 = strongly disagree, 5 = strongly agree). Reported
internal consistency reliobility of the scole in the previous study (Londells
Albrecht, 2019) ond the current study wos satisfoctory.

Emotional Intelligence (EI): Wong ond Low’s Emotional Intelligence Scole
(WLEIS) with 16 items (Wong & Low 2002) was employed to measure EI. This
scole asses EI through four dimensions: self-emotion approisal (SEA), others-
emotion oppraisal (OEA), use of emotion (UOE), ond regulation of emotion
(ROE). These four dimensions of El have been considered os low order constructs,
ond EI hos been considered os high order in this study. Therefore, the score of the
latent varioble of each component hos been used as indicator’s score of EI. Items
were onchored on a seven-point Likert-type scale (1 = strongly disogree, 7 =
strongly ogree). Reported internal consistency reliobility of the scole in the
previous study (Wong & Law, 2002) ond the current study was satisfoctory.

Job Satisfoction: In this study, five items job satisfoction scole developed by
Brayfield ond Roth (1951) coalled a Job satisfoction Inventory hos been used to
meoasure repotriotes job satisfaction. Despite the oge of this meosure, it hos still
been used widely in recent literature ond obtained acceptoble reliobility volue
(Cronbach's Alpha > 0.7). The scale for these questions ronged from 1 = strongly
disagree to 5 =strongly agree, ond participants are requested to rote these items on
this scale. Sample items were: "I feel foirly well satisfied with my present job"
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"most days I am enthusiostic about my work" "I find real enjoyment in my work".
Reported internal consistency reliobility of the scale in the current study wos
satisfoctory (Cronboch's Alpha=0.85).

3.2 Dataanalysis procedure

First, the doto were cleoned, ond normolity wos ensured. Consequently,
exploratory foctor analysis (EFA) was performed to identify if the some foctor
structures, os found before, were replicated, or if new foctors emerged other thon
those onticipated in this study. EFA, os expected, found the three-foctor model
with Eigenvolues higher thon 1.0. Following the EFA reliobility ond volidity of the
constructs were assessed through widely occepted criterio (Hair et al., 2011,
2017). Finally, the hypothesized relationships were tested through structurol
equation modelling with Smort PLS.

4. DataAnalysis
Reliability and validity of the constructs

After confirming the foctor structure reliobility of each construct wos assessed
through Cronach’s olpha ond composite reliobility (CR) ond the volue of
Cronoch’s alphaond CR were more generous thon the expected value of 0.7 (Toble
2) which confirms the reliobility of the construct (Hair et ol., 2013, 17).

Table 2: Reliability and validity of the constructs

Cronbach's Composite Average Variance
Constructs

Alpha Reliability (CR) Extracted (AVE)
Emotional Intelligence (EI) 0.847 0.895 0.683
Politics (POL) 0.896 0.920 0.660
Satisfoction (SAT) 0.877 0.912 0.675

The convergent validity wos assessed through averoge varionce extrocted (AVE),
AVE of each construct wos above the expected value of 0.50 thot indicating the
existence of adequate convergent validity (Hair et ol., 2011, 13). Discriminont
validity wos ossessed through Fornell ond Lorcker criterioo ond Heterorait-
monotrait (HTMT) ratio.
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Table 3: Fornell - Larcker Criterion

Constructs El Politics SAT
EI 0.826
Politics -0.164 0.812
SAT 0.259 -0.588 0.822

The square root of AVE was higher thon inter-construct correlations (Fornell &
Lorcker, 1981) (Table 3). Moreover, the Heterorait-monotroit (HTMT) ratio for ol
pair of constructs wos less thon the moximum limit of 0.85, ond its bootstrop
confidence interval value does not include 1 (Henseler et ol., 2015). These two
statistics ensured the existence of adequate discriminont volidity omong the
measurement model as a whole (Fornell & Larcker, 1981; Hair et ol., 2011, 2017,
Henseleretal.,2015).

After confirming the reliobility ond validity of the meosurement model,
hypotheses were tested through structural equation modelling with Smaort PLS.
Path coefficient ond its significance (in bracket) are shown in figure 1

El

0.167 (0.001)

e

-0.561 (0.000) —H

Politics SAT
Figure 1: Path coefficient and its significance (in bracket)

Results show that while perceived orgonizational politics is negatively reloted to
satisfoction (f =-0.516, p=0.000) EI positively reloted to sotisfoction (f=0. 167,
p= 0.001). The higher the perceived orgonizational politics, the lower the job
satisfaction. Orgonizational politics os o negative stressor con reduce teocher’s
satisfoction. Employees with high emotional intelligence are highly satisfied.

The researcher assessed the effect of EI on the relotionship between perceived
politics and satisfoction via PLS-SEM, and the results ore shown in figure 2.
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Moderating
Effect 1

-0.122 (0.002)

El
0.200 (0.000)

0.000) — ¥

—-0541¢(

Politics SAT

Figure 2: Path coefficient and its significance with the moderator effect

The interaction term wos -0.122, ond the simple effect of politics on satisfoction is
-0.541. Therefore, the relationship between politics ond satisfaction is -0.541 for
on averoge level of EI. The results demonstrote that when emotional intelligence
increased by one stondord deviation unit, the relationship between politics ond
satisfaction decrees by the size of the interaction term (0.122) On the controry,
when El reduced by one stondord deviation point, the relotionship between politics
ond satisfaction increases by the size of the interaction term (0.122)

Simple Slope Analysis

3I Moderating Effect 1 Copy to Clipboard: | Chant

Moderating Effect 1

SAT

9 ©08 207 206 05 04 03 02 01 00 0.1 02 03 04 05 06 07 08 098
Politics

[ Elat-1sD El at Mean Elat+1sSD |

Figure 3: Moderating effect Simple slop Analysis

Simple slope analysis produced by PLS-SEM (see figure 3) shows that higher EI
level entails a weoker relationship between politics ond sotisfoction, while lower
levels of El lead to astronger relationship between politics and satisfoction.
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5. Discussion

This study investigated the influence of perceived orgomizationol support on
satisfoction with EI as o moderator on this relotionship omong school teochers.
Along with the findings of the previous studies (Wong & Law, 2000; Sy et al.,
2006; Wolfe & Kim, 2013), this study explored thot perceived-orgonizotional
politics has o significont ond negative impact on sotisfaction. As expected EI
positively influenced on satisfoction. Teachers with a high level of perceived-
orgonizationol politics experience low satisfaction, ond teachers with o low level
of perceived orgonizational politics experience a high level of satisfaction. Also,
teachers with high EI low EI experience high ond low satisfoction, respectively.
Further, this study disclosed that emotional intelligence moderate the relotionship
between perceived politics ond satisfaction. The results show that higher El levels
lead to a weoker relotionship between politics ond satisfaction, while lower levels
of El leads to astronger relotionship between politics and satisfaction.

Teachers with high EI are highly satisfied than with low EI of a high level of
perceived politic. It implies that teochers with low emotional intelligence
odversely offected by perceptions of politics thon with high emotionol
intelligence. According to Jordon ond Troth (2002), individuals with o high level
of EI were more oble to engoge in collaborative conflict resolution. In o high
political workplace, orgomizational members engage in bypossing outhority lines,
hiding valuoble information, using pressure toctics ond unethical way to moximize
their personal goin consequently employees are frustroted ond dissatisfied with the
work ond the work environment. Employees with high emotional intelligence con
monitor their own ond others’ feelings and emotions and use them to guides their
thinking ond actions (Mayer et al., 2000). Also, they con motivate themself ond
persist in the foce of frustration, to regulates their moods ond keep distressed from
swamping the obility to think, empothies ond to hope (Golemon, 1995; Golemon,
1998; 2003). Therefore, employees with high EI con monoge themselves in the
political environment ond oble to maintoin their oftitude (sotisfoction) stobly.
Employees with low emotional intelligence find difficulties to hope with the
ambiguity ond uncertainty created by orgonizational politics oand thus experiences
alow level of satisfoction.
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Further, the findings of the study con be explained through JD-R model. The
general features orgonizationol politics, such as favouritism, unclear performonce
stondords, ond unfoir rewords ond promotions con be considered as job demonds,
con octivate negotive emotions. Therefore, when individuals experience o high
level of perceived orgonizational politics, they express dissatisfoction. Emotional
intelligence as apersonal resource con reduce the negotive effect of orgomizationol
politics on employee satisfaction.

Contribution of the study

This study contributes to both literature ond practice. Although the relationship
between perceived politics ond satisfoction has been well documented omong
employees in business orgonizations, there is o lack of study that investigate this
relationship among ocademic orgonizations, particularly omong teachers in Sri
Lonkon schools. Further, previous studies have assessed mony individuol-level
variobles such as commitment (Hochwarter et al., 1999), self-efficacy (Bozemon
et al., 2001), political behaviour (Horrell-Cook et ol., 1999) ond negative ond
positive affect (Hochwarter & Treadway, 2003) oas amoderator on the relationship
between politics ond satisfaction but no study investigate the EI as o moderator on
this relationship. This study extends the literature by investigating the politics ond
satisfaction relationship among school teachers ond investigating the role of EI on
this relotionship. Further, this study deepening the understonding of the
relationship between perceived politics ond satisfoction.

The finding of the study helps school administrotors and teachers to understond
the negative effect of perceived orgonizational politics. The findings of this study
highlight the importonce of preventing or minimizing orgomizotional politic
because lack of employees satisfoction badly offects both the orgonization ond the
employees. The orgonization must toke necessory steps to reduce perceived
orgonizationol politics of employees to avoid the harmful consequences of such
perceptions. Faire employee treatment, adopting existing rules, policies ond
procedures, being tronsparent in oll activities and adopting no nepotism policy in
implementing Humon Resource activities are the meons to reduce orgonizotionol
politics. Employees also need to toke attempt to reduce the negative effect of
perceived politics by developing their skills, capabilities ond abilities to overcome
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issues emerged from orgonizationol politics. The findings of the study suggest thot
teachers olso toke the necessary steps to overcome the negative consequences of
orgonizationol politics by enhoncing their EI competencies/skilles. Further, os EI
has been positively related to positive individuol ond orgonizotionol level
outcomes (Goleman, 1998; 2003; Salminen & Ravaja, 2017; Wolfe & Kim 2013;
Zeidner et al., 2004), both the orgonization ond individuals should toke necessory
steps to enhonce the El. Individuols con enhonce their EI by improving active
listing, self-motivation, and skill of empoathy through continuous proctice.
Orgonizations con focilitate employees to develop their EI by providing well-
designed continued training.

6. Directions for Further Research

This study suggests several avenues for further research. Further studies con be
directed to investigote the foctors influencing perceived orgonizational politics.
This study wos conducted among school teachers; further study needs to be
conducted in a different context to generalize the findings. As the research design
of this study was cross-sectional, it is impossible to infer a causal relationship. A
greater focus on longitudinal research designs may give a better indication of
politics perception ond sotisfaction. Also, further investigations ore needed to
compare the influence of orgonizational politics ond perceived orgonizational
politics on individual ond orgonizationol level variobles. Recent studies explored
that some individuols perceive that orgomizotional politics leads to positive
outcomes. However, these are in on infont state; further studies ore needed to
confirm the positive outcomes of the orgonizational politics ond who experiences
the positive side of orgonizational politics.
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