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Abstract

Aim: The purpose of this research was to determine the relationship between emotional 
intelligence (EI) considered as a trait and willingness to engage in unethical pro-organiz-
ational behavior (UPB). This research was intended to fill the gap that exists in the field 
of research on the relationship between emotional intelligence and UPB.

Method: The study included 103 people working in companies across Poland. Emotional 
intelligence (EI) was examined using a questionnaire to diagnose the level of EI construc-
ted by Borkowska and colleagues (2006). Readiness to undertake UPB was measured us-
ing the Polish version of the scale of unethical pro-organizational behavior (Grabowski 
et al., 2019).
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Results: The study showed that there is a negative relationship between EI and UPB. 
Mood regulation, emotion perception and empathy, as well as knowledge and emotional 
insight are negatively related to willingness to undertake UPB. Mood regulation and 
emotion perception and empathy further appear as downward predictors of readiness to 
undertake UPB, explaining about 20% of UPB’ variance.

Conclusions: The study provided important insights into the relationship between EI and 
UPB in the group of Polish workers. It can be assumed that emotional intelligence (EI), 
especially mood regulation, and emotion perception and empathy are factors that reduce 
readiness to undertake UPB.

Keywords: emotional intelligence, emotional insight, mood regulation, unethical pro-
organizational behavior

The concept of unethical pro-organizational behavior (UPB), by Umphress 
and colleagues (2010; Umphress & Bingham, 2011), refers to employees engag-
ing in unethical behavior at work to benefit the organization in which they work 
and/or members of that organization. The concept refers to acts of behavior in-
volving violations of the law, social norms or violations of generally accepted val-
ues (Umphress et al., 2010). Such behavior does not fall within the formal re-
quirements of the job or the set of regulations that make up the employee’s role, 
but is the result of the employee’s intentions. When an employee engages in 
such behavior, he/she believes that by doing so he/she is helping his/her com-
pany. At the same time, he does so in order to indirectly strengthen his position 
in the organization or obtain other organizational rewards.

UPBs are intentional behaviors and are therefore “distinct from work-re-
lated activities involving errors, mistakes or unconscious negligence” (Umphress 
et al., 2010, p. 770). These behaviors are also distinct from the construct of coun-
terproductive work behaviors (CWBs) (e.g., sabotage, theft, aggression toward 
co-workers), which are intended to harm the organization or other members of 
the organization, while UPBs mean benefits to the organization at any given 
time (Grabowski et al., 2019). UPBs bear some similarity to organizational citi-
zenship behavior (OCB), which are behaviors undertaken by and on the initia-
tive of employees to support their company and/or co-workers (Grabowski et al., 
2019). Both UPBs and OCBs stem from employees’ intentions and benefit the 
company/co-workers. However, OCBs produce unequivocally positive organiza-
tional results, while UPBs can produce unfavorable and even destructive re-
sults, especially in the long term (Grabowski et al., 2019). For example, hiding 
the truth about an organization’s products or services from customers can, in the 
long run, mean a reduction in prestige or even damage to a company’s image.

One potential correlate and predictor of UPB is emotional intelligence (EI). 
Studies show a positive association of EI with Organizational Citizenship Be-
havior (OCB) and a negative association with Counterproductive Work Behav-
ior (CWB) (Bibi et al., 2013; Greenidge & Coyne, 2014). The variables conducive 
to engaging in CWB are personality traits that are components of the dark 
triad, namely narcissism, Machiavellianism and psychopathy (Duradoni et al., 
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2023). EI correlates negatively with Machiavellianism and psychopathy (Miao 
et al., 2019), while Machiavellianism and related narcissism correlate posi-
tively with UPB (Luan et al., 2023; Yu et al., 2020). There is no research on the 
relationship between EI and UPB. On the basis of the studies cited here (the re-
lationship of EI with CWB, and the dark triad with CWB, narcissism and 
Machiavellianism with UPB), it can be assumed that the relationship of EI 
with UPB is negative.

Emotional intelligence (EI) refers to the ability to recognize and under-
stand the meaning of emotions and the relationship between different emo-
tions, as well as to solve problems based on them. This intelligence is involved 
in the ability to perceive emotions, assimilate and integrate feelings associated 
with emotions, understand emotional information, and manage it (Strelau, 
2020). In short, EI is “a set of abilities that determine the use of emotions 
in solving problems, especially in social situations” (Jaworowska & Matczak, 
2008, pp. 6–7). Emotional intelligence (EI) also refers to a constellation of be-
havioral and self-perceptual dispositions regarding the ability to recognize, 
process and use emotional information. EI also encompasses “the ability to 
manage and regulate one’s own emotions; for example, it helps people stay 
calm, confident, and optimistic during situations that may provoke anger, fear, 
anxiety, and emotional hijacking in low EI people” (Miao et al., 2019, p. 189). 
Conceptualizations of EI tell us to treat this intelligence as a trait (trait EI) on 
the one hand, and as an ability (ability EI) on the other. Trait EI measurements 
are based on the assumption that EI has trait-like properties and, like other 
traits, can be measured using self-report techniques, such as questionnaires 
(Miao et al., 2019). Trait EI was defined as a constellation of self-perceptions 
and emotional dispositions assessed through self-report. In contrast, the ability 
EI model is based on the conceptualization that EI is a type of intelligence and, 
like academic intelligence, is measured by tests, i.e. sets of “objective” tasks and 
multiple-choice questions in which one answer is correct (Miao et al., 2019; 
Strelau, 2020).

In this article, EI refers to trait EI and an early, classic version of Salovey 
and Mayer’s EI model (Salovey et al., 1995), which became the basis for the de-
velopment of the Trait Meta-Mood Scale (TMMS). Anna Borkowska and col-
leagues (2006) made a successful attempt to create a Polish equivalent of the 
TMMS (Gorostiaga et al., 2011; Salguero et al., 2010). The design of this ques-
tionnaire and research on its psychometric properties made it possible to obtain, 
through the use of factor analysis, the following three components of EI: mood 
regulation, emotion perception and empathy, as well as and emotional insight 
and knowledge.

Mood regulation encompasses skills concerning coping with negative emo-
tional states, skills for mastering behavioral disruptions resulting from experi-
encing negative emotions, and using even intense emotions to achieve one’s 
goals. Thus, this regulation means the ability to maintain a good mood and self-
control (Borkowska et al., 2006).

Emotion perception and empathy are the skills of recognizing and feeling 
the emotional states experienced and expressed by other people. This group 
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includes, first, noticing, tuning in to the other person, a habitual mechanism of 
primary empathy. Second, this group includes conscious observation of behavior, 
including the expressions of others, and inference, prediction, and understand-
ing of behavior based on this observation, i.e. a higher level of empathy. This 
perception also includes the ability to perceive emotional signals expressed, 
even involuntarily by others (Borkowska et al., 2006).

Emotional knowledge and insight are placed within is the range of knowl-
edge about emotions. This range includes, on the one hand, emotional self-reflec-
tion, sensitivity in reading, distinguishing, as well as the ability to name the 
emotional states experienced. On the other hand, this knowledge includes the 
ability to draw conclusions and make certain generalizations based on one’s 
emotional experiences. This knowledge is most likely acquired in the course of 
one’s own emotional experiences, and represents a set of certain rules governing 
emotions and the impact of those emotions on one’s own person and the environ-
ment. A large amount of this knowledge provides good insight into one’s own 
emotional states. This knowledge also consists of the ability to make very subtle 
distinctions within different emotional states (Borkowska et al., 2006).

Research Question

Recognizing the lack of global and Polish studies on the relationship be-
tween EI and UPB, the following research question was posed: Is there a rela-
tionship and if so what relationship (positive, negative) between EI, its compo-
nents and UPB?

Method

Participants

In order to show the relationship between EI and UPB, 103 people working 
in organizations in various industries across the country were surveyed. The 
sample included 49 women (48%) and 54 men (52%). The average age of those 
surveyed was almost 39 years (M = 38.88, SD = 11.35), and the survey covered 
a group of people from 22 to 68 years old. The largest number of study subjects 
(47) had a university degree (45.7%). There were 13 people (12.6%) with a bach-
elor’s degree, 30 people (29.1%) with secondary education, and 13 people (12.6%) 
with vocational education. A group of 41 people (40%) worked in medium-sized 
companies (employing 51 to 250 people), a group of 25 people (24%) worked in 
large companies (employing more than 250 people). A group of 29 people (28%) 
worked in micro companies (employing up to 9 people), while 8 people (8%) 
worked in small companies (employing up to 50 people). The average length of 
service of the respondents in their current company was more than 9 years 
(M = 9.21, SD = 10.14).
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Research Tools

Unethical pro-organizational behavior (UPB) was measured with a scale to 
measure willingness to engage in unethical pro-organizational behavior (UPB 
scale), developed by Umphress et al. (2010), in the Polish translation by Chudzicka-
Czupała, Paruzel-Czachura and Grabowski (Grabowski et al., 2019). Respondents 
are asked to answer six items (e.g., “I would choose to diverge from the truth in or-
der to improve my company’s image”) on a 7-point Likert-type response scale from 
1 to 7 (where 1 – I completely disagree and 7 – I completely agree). Cronbach’s α co-
efficient, a measure of reliability, was α = .87 for this scale in this research, indicat-
ing a high reliability value. McDonald’s ω coefficient took a similar value (ω = .87).

Emotional intelligence was measured using the Questionnaire for the Diagno-
sis of the Level of Emotional Intelligence constructed by Borkowska and colleagues 
(2006). This questionnaire consists of the following three scales corresponding to 
the components of EI described above: mood regulation, emotion perception and 
empathy, and emotional knowledge and insight. The mood regulation scale in-
cludes statements such as “I try to find something positive, optimistic even in un-
pleasant situations and experiences,” and obtained the following value for the 
Cronbach’s α reliability measure: α = .70, which means a satisfactory reliability 
value. McDonald’s ω coefficient (ω = .70) took a similar value. The emotion percep-
tion and empathy scale includes statements such as: “I like to observe other people 
and predict their behavior” and obtained reliability measure values indicating high 
reliability (α = .78, ω = .79). The knowledge and emotional insight scale, on the 
other hand, includes statements such as: “I generally know well what mood I am in 
at the moment” and obtained reliability measure values indicating sufficient relia-
bility (α = .65, ω = .64). The values of Cronbach’s α measure are comparable to those 
obtained in the study by Borkowska and colleagues (2006). The sum of the afore-
mentioned scales represents the overall score (α = .78, ω = .79).

Method of Conducting the Study

The survey was conducted in 2023, and participation in the research was 
voluntary and anonymous. Questionnaire methods were used, which took the 
form of an online survey, the link to which was distributed via email. Each re-
spondent agreed to participate and could withdraw from the survey at any time. 
The sampling was non-probabilistic, purposive, and people working in different 
industries were surveyed. It also sought to apply the principles of quota selec-
tion (VandenBos, 2007), i.e., to obtain a sample resembling the Polish working 
population (in terms of age and gender) according to CSO data (2023).

Data Analysis Methods

Statistical analyses were carried out using the SPSS version 29 statistical 
package and JASP 0.18.3. Within this software, measures of statistical descrip-
tion, correlations and linear regression analysis were calculated.
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Results

To test the relationship between EI and UPB, we calculated the correlation 
coefficients summarized in Table 1 and conducted a multiple regression analy-
sis, the results of which are shown in Table 2.

Table 1

Descriptive Statistics, Correlations and Intercorrelations Between EI and Its Components 
and Willingness to Engage in Unethical Pro-Organizational Behavior (UPB)

Note. n = 103.
*** p < .001, ** p < .01, * p < .05

As shown in Table 1, emotional intelligence (EI) correlates negatively and on 
average with UPB. More specifically, mood regulation and emotion perception 
and empathy correlate negatively and moderately with UPB readiness, while 
knowledge and emotional insight correlate negatively and somewhat less, or mod-
erately.

Table 2

Multiple Regression on the Association of Unethical Pro-organizational Behavior (UPB) 
(Explained Variable) With Dimensions of Emotional Intelligence (Explanatory Variables)

Note. B and β – unstandardized and standardized regression coefficients, respectively, SE – stand-
ard error, 95% PU – 95% confidence interval within which the true β value falls with 95% confidence, 
VIF – variance inflation factor, n = 103.
*** p < .001, ** p < .01, * p < .05

Variables 1. MR 2. EPE 3. KEI 4. EI 5. UPB
M 37.79 46.43 48.11 132.32 16.10
SD 5.78 8.07 6.01 16.79 8.32
1. Mood regulation (MR) —
2. Emotion perception and empathy (EPE) .52*** —
3. Knowledge and emotional insight (KEI) .58*** .60*** —
4. Emotional intelligence (EI) .80*** .88*** .85*** —
5. Unethical pro-organizational behavior 
(UPB) –.41*** –.42*** –.33*** –.46*** —

Independent (explanatory) 
variables B SE β t 95% CI 

lower
95% CI 
upper VIF

1. Mood regulation –.38 .16 –.26 –2.32* –.70 –.06 1.62
2. Emotion perception and empathy –.29 .12 –.28 –2.43* –.52 –.05 1.69
3. Knowledge and emotional insight –.01 .17 –.01 –.06 –.34 .32 1.84

Model summary
F (7,95) 9.70***

R2 .23
Adjusted R2 (SR2) .20
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The multivariate regression analysis conducted (enter method) shown in 
Table 2 (p. 102) revealed two significant predictors of UPB, namely mood regulation 
and emotion perception and empathy. These predictors, along with the non-signific-
ant predictor, knowledge and emotional insight, together explain about 20% of the 
variance in UPB. Mood regulation and emotion perception and empathy clearly 
emerge as significant predictors of decreased willingness to undertake UPB.

Discussion and Conclusions

Based on the correlation analysis, it should be concluded that emotional in-
telligence and its components are negatively associated with willingness to un-
dertake UPB. Most likely, mood regulation as well as emotion perception and 
empathy lower the tendency to undertake UPB, as suggested by the regression 
analysis conducted. At the same time, it should be remembered that knowledge 
and emotional insight are strongly associated with both mood regulation and 
emotion perception and empathy.

In summary, people with higher levels of emotional intelligence are likely to be 
less inclined to undertake UPB. Mood regulation, that is, the ability to cope with 
and reduce negative emotional states, may lead to a lower propensity to undertake 
UPB, since these behaviors, as harmful to the addressees, may be the source of pre-
cisely the negative emotions experienced by those likely to undertake UPB. Higher 
emotional intelligence is also the ability to perceive certain states experienced by 
others and to empathize, including anticipating what others may be experiencing 
under certain circumstances. The anticipation by potential UPB performers (char-
acterized by higher EI) of certain states that may be experienced by UPB recipients 
may also effectively inhibit the willingness of these performers to undertake UPB.

The studies presented here complement the lack of research on the relation-
ship between EI and UPB. Their results are consistent with the studies on the re-
lationship of EI with OCB and CWB. OCB as behaviors associated with positive 
emotions (Grabowski et al., 2019) correlate positively with EI (Greenidge & Coyne, 
2014), CWB as behaviors associated with negative emotions (Grabowski et al., 
2019) correlate negatively with EI (Bibi et al., 2013; Greenidge & Coyne, 2014). 
Such relationships should be considered a manifestation of abilities and skills to 
anticipate what recipients of CWB, OCB may feel, and what may emerge as an or-
ganizational outcome of these behaviors (emotions, negative effects and emotions, 
positive effects, respectively). Individuals with high levels of EI seeking to main-
tain positive emotions and reduce negative emotions will therefore be inclined to 
avoid CWB and UPB. Further research is needed to definitively confirm the nega-
tive association of EI with UPB.

Limitations and Directions for Future Research

The research presented here has some drawbacks. First, they are correla-
tional studies that examined all variables at one point in time. In future studies, 
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more care should be taken to separate the measurement of the predictors (EI) 
and the explained variable (UPB) (Grabowski et al., 2019). Second, more tools 
need to be used to measure EI and focus on both intelligence-trait and intelli-
gence-ability, and therefore consider using questionnaire and test methods 
(Greenidge & Coyne, 2014).

References

Bibi, Z., Karim, J., & ud Din, S. (2013). Workplace incivility and counterproductive work 
behavior: Moderating role of emotional intelligence. Pakistan Journal of Psychologi-
cal Research, 28(2), 317–334.

Borkowska, A., Gąsiorowska, A., & Nosal, C. S. (2006). Kwestionariusz do diagnozy po-
ziomu inteligencji emocjonalnej [Questionnaire for diagnosing the level of emotional 
intelligence]. Przegląd Psychologiczny [The Review of Psychology], 49(1), 9–20.

Duradoni, M., Gursesli, M. C., Martucci, A., Gonzalez Ayarza, I. Y., Colombini, G., 
& Guazzini, A. (2023). Dark Personality Traits and Counterproductive Work Behav-
ior: A PRISMA Systematic Review. Psychological Reports, 332941231219921. Ad-
vance online publication. https://doi.org/10.1177/00332941231219921

Gorostiaga, A., Balluerka, N., Aritzeta, A., Haranburu, M., & Alonso-Arbiol, I. (2011). 
Measuring perceived emotional intelligence in adolescent population: Validation of 
the Short Trait Meta-Mood Scale (TMMS-23). International Journal of Clinical and 
Health Psychology, 11(3), 523–537.

Grabowski, D., Chudzicka-Czupała, A., Chrupała-Pniak, M., Mello, A. L., & Paruzel-
Czachura, M. (2019). Work ethic and organizational commitment as conditions of 
unethical pro-organizational behavior: Do engaged workers break the ethical rules? 
International Journal of Selection and Assessment, 27(2), 193–202. https://doi.org/
10.1111/ijsa.12241

Greenidge, D., & Coyne, I. (2014). Job stressors and voluntary work behaviours: Mediat-
ing effect of emotion and moderating roles of personality and emotional intelligence. 
Human Resource Management Journal, 24(4), 479–495. https://doi.org/10.1111/1748-
8583.12044

GUS (Główny Urząd Statystyczny). (2023). Pracujący w gospodarce narodowej w Polsce 
w lutym 2023 r. – Tablice [Employed in the national economy in Poland in February 
2023. – Tables]. https://stat.gov.pl/obszary-tematyczne/rynek-pracy/pracujacy-zatrud-
nieni-wynagrodzenia-koszty-pracy/pracujacy-w-gospodarce-narodowej-w-polsce-w-lu-
tym-2023-r-tablice,28,2.html# 

Jaworowska, A., & Matczak, A. (2008). Kwestionariusz Inteligencji Emocjonalnej INTE. 
Podręcznik [INTE Emotional Intelligence Questionnaire. Handbook]. Pracownia Te-
stów Psychologicznych PTP.

Luan, Y., Zhao, K., Wang, Z., & Hu, F. (2023). Exploring the antecedents of unethical pro-
organizational behavior (UPB): A meta-analysis. Journal of Business Ethics, 187(1), 
119–136. https://doi.org/10.1007/s10551-022-05269-w 

https://doi.org/10.1177/00332941231219921
https://psycnet.apa.org/doi/10.1111/ijsa.12241
https://psycnet.apa.org/doi/10.1111/ijsa.12241
https://doi.org/10.1111/1748-8583.12044
https://doi.org/10.1111/1748-8583.12044
https://stat.gov.pl/obszary-tematyczne/rynek-pracy/pracujacy-zatrudnieni-wynagrodzenia-koszty-pracy/pracujacy-w-gospodarce-narodowej-w-polsce-w-lutym-2023-r-tablice,28,2.html#
https://stat.gov.pl/obszary-tematyczne/rynek-pracy/pracujacy-zatrudnieni-wynagrodzenia-koszty-pracy/pracujacy-w-gospodarce-narodowej-w-polsce-w-lutym-2023-r-tablice,28,2.html#
https://stat.gov.pl/obszary-tematyczne/rynek-pracy/pracujacy-zatrudnieni-wynagrodzenia-koszty-pracy/pracujacy-w-gospodarce-narodowej-w-polsce-w-lutym-2023-r-tablice,28,2.html#
https://doi.org/10.1007/s10551-022-05269-w


EMOTIONAL INTELLIGENCE VERSUS WILLINGNESS TO ENGAGE… 105

Miao, C., Humphrey, R. H., Qian, S., & Pollack, J. M. (2019). The relationship between 
emotional intelligence and the dark triad personality traits: A meta-analytic review. 
Journal of Research in Personality, 78, 189–197. https://doi.org/10.1016/j.jrp.2018.12.004

Salguero, J. M., Fernández-Berrocal, P., Balluerka, N., & Aritzeta, A. (2010). Measuring 
perceived emotional intelligence in adolescent population: Psychometric properties 
of the Trait Meta Mood Scale. Social Behavior and Personality: An International 
Journal, 38(9), 1197–1210. https://doi.org/10.2224/sbp.2010.38.9.1197

Salovey, P., Mayer, J. D., Goldman, S. L., Turvey, C., & Palfai, T. P. (1995). Emotional 
attention, clarity, and repair: Exploring emotional intelligence using the Trait Meta-
Mood Scale. In J. W. Pennebaker (Ed.), Emotion, disclosure, & health (pp. 125–154). 
American Psychological Association. https://doi.org/10.1037/10182-006

Strelau, J. (2020). Różnice indywidualne. Historia – determinanty – zastosowania [Indi-
vidual differences. History – determinants – applications]. Scholar.

Umphress, E. E., & Bingham, J. B. (2011). When employees do bad things for good rea-
sons: Examining unethical pro-organizational behaviors. Organization Science, 22(3), 
621–640. https://doi.org/10.1287/orsc.1100.0559

Umphress, E. E., Bingham, J. B., & Mitchell, M. S. (2010). Unethical behavior in the 
name of the company: The moderating effect of organizational identification and 
positive reciprocity beliefs on unethical pro-organizational behavior. Journal of Ap-
plied Psychology, 95(4), 769–780. https://doi.org/10.1037/a0019214

VandenBos, G. R. (Ed.). (2007). APA Dictionary of Psychology (2nd ed.). American Psy-
chological Association. https://www.iccpp.org/wp-content/uploads/2020/06/APA-Dic-
tionary-of-Psychology-by-American-Psychological-Association-z-lib.org_-2.pdf 

Yu, M. C., Wang, G. G., Zheng, X.-T., & Shi, W.-J. (2020). Entrepreneur narcissism and 
unethical pro-organizational behaviour: an examination of mediated-moderation 
model. Economic Research-Ekonomska Istraživanja, 33(1), 501–520. https://doi.org/
10.1080/1331677X.2020.1718525

https://doi.org/10.1016/j.jrp.2018.12.004
https://doi.org/10.2224/sbp.2010.38.9.1197
https://doi.org/10.1037/10182-006
https://psycnet.apa.org/doi/10.1287/orsc.1100.0559
https://psycnet.apa.org/doi/10.1037/a0019214
https://www.iccpp.org/wp-content/uploads/2020/06/APA-Dictionary-of-Psychology-by-American-Psychological-Association-z-lib.org_-2.pdf
https://www.iccpp.org/wp-content/uploads/2020/06/APA-Dictionary-of-Psychology-by-American-Psychological-Association-z-lib.org_-2.pdf
https://doi.org/10.1080/1331677X.2020.1718525
https://doi.org/10.1080/1331677X.2020.1718525

	Damian Grabowski, Rafał Kaznocha, Patrycja Stawiarska
	Emotional Intelligence Versus Willingness to Engage in Unethical Pro-Organizational Behavior (UPB). A Brief Research Report
	Abstract
	Method
	Results
	Discussion and Conclusions 
	References 



