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Abstract 
 
Background:  
The society of the 21st century is shaped by a highly competitive environment and a vast 
amount of uncertainties. To stay competitive and up to date, people must manage other 
people and their emotions with excellence. Emotional intelligence (EI) has been described 
as a key function in managing people successfully within companies of today's society.  
Existing research within the field of the phenomenon has mostly been focusing on the 
fruitfulness as follows by EI taking place within a company context. However, some 
researchers argue for the other side of the coin, where the usage of EI may harm people. 
This area is introduced as the dark side of EI which takes form through emotional 
manipulation. As emotional manipulation is argued to be present within a company 
context, it becomes important to investigate how the dark side of EI manifests and affects 
people within a company context.    
 
Purpose: The purpose of this study is to explore how the dark side of EI manifests and 
affects people within a company context.  
 
Method: To fulfil the purpose of this study being of exploratory nature, a qualitative 
research methodology was employed. The empirical data was collected through semi-
structured interviews held with people of various positions within four large Swedish 
companies. The data has been analysed and interpreted using a general inductive research 
approach incorporating thematic analysis. 
 
Conclusion: This study shows that the dark side of EI exists within a company context. 
Findings imply the manifestation to start within the top management followed by a 
hierarchical domino effect throughout the hierarchical levels within the company and is 
highly dependent on leadership influence. The dark side of EI does not solely manifests 
in the non-prosocial side of EI, it also appears to manifest within an intermediate zone 
between prosocial and non-prosocial. The manifestation takes form through gamification 
techniques being identified as social-, tactic-, and run one over games. People got affected 
by the manifestation in terms of emotional distance and decreased motivation. 
Importantly, the degree in which people got affected varied depending on individual 
concentrations of EI competencies, self- confidence, assertiveness, and familiarity with 
the individual or the group as explained in the Spectrum Framework from EI to the Dark 
side of EI created within this research (Figure 5). 
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1. Introduction 

In this chapter, the researchers will provide the reader with a general introduction to the 
research topic of Emotional Intelligence (EI). Further, the dark side of emotional 
intelligence is brought to notion. Both the positive and the negative aspects of EI are 
introduced within a company context. A solid background and a problem discussion will 
be presented, which builds a base for the research gap and why the area of study is of 
relevance. The purpose of the research and related research questions will be stated. 
Definitions and interpretations of key terms for the thesis will be provided as well. 
______________________________________________________________________ 

1.1 Background 

In the 21st century, the management of people's emotions has become a key factor in 

managing business successfully (Barsade & Gibson, 2007; Côté & Hideg, 2011; Popescu, 

Tasçu & Coconoiu, 2016). In the present-day society and in today's business environment, 

the people within companies are faced with intense competition and a vast amount of 

uncertainties. Emotional usage has become a key factor in coping with this environment 

to stay competitive and successful (Bolino et al., 2018). By that, people and their emotions 

has become a tool of equal importance to any other machine or tangible component within 

a company. People need to manage other people with excellence in order to stay 

competitive and up to date (Ireland & Hitt, 1999). By that, company success within 

today's society also refers to aspects such as job satisfaction, motivation, and creativity 

among people (Barsade & Gibson, 2007; Popescu et al., 2016; Wong & Law 2002). 

People must be adept at influencing each other's motivational- and emotional needs in the 

context of companies today (Lyons & Schneider, 2009). Hence, business success is 

achieved through managing people and their emotions through high levels of emotional 

intelligence (Popescu et al., 2016; Wong & Law, 2002).     

1.1.1 Emotional Intelligence (EI) 

Emotional Intelligence (EI) introduced by Peter Salovey and John D. Mayer in 1990 has 

been described as one of the key functions of managing people within companies of today 

(Palmer, Walls, Burgess & Stough, 2001) and is most often placed under the umbrella of 

positive psychology (Salovey, Mayer & Caruso, 2002). In its most simple form, EI is 
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defined as the traits and the abilities to recognize and understand emotions of oneself 

together with the usage of recognizing and understanding emotions of others in order to 

motivate and influence (Salovey & Mayer, 1990). Goleman (2000) presents four 

fundamental capabilities of EI being defined and categorised into groups of self-

awareness, self-management, social awareness and social skills. These four groups of 

capabilities consist of subgroups which explains a set of specific competencies for each 

capability. An ongoing debate claims EI to be of even greater importance than IQ in 

managing people within companies of today, making this area of research extremely 

important to investigate in (Popescu et al., 2016). A widespread present-day discussion 

suggests that some organisational parts in their aim for success and effectiveness are more 

dependent on factors connected to EI rather than factors connected to technical expertise, 

work experience, or even IQ. Longitudinal empirical studies have indicated EI as a better 

predictor than IQ regarding work-related fulfilments (Luthans, 2002).  

 

1.1.2 The emerging field of the dark side of EI 

Existing research within the field of EI has mostly been focusing on the positive aspects 

of the phenomenon (Austin, Farrelly, Black and Moore, 2007; Austin & O'Donnell, 2013; 

Carr, 2000; Côté, DeCelles, McCarthy, Van Kleef, & Hideg, 2011; Davis and Nichols, 

2016; Kilduff, Chiaburu, & Menges, 2010). However, an emerging base of research 

investigates in the potential dark side of the concept (Austin et al., 2007; Davis and 

Nichols, 2016; Nozaki & Koyasu, 2013). Austin et al. (2007) suggests the dark side of EI 

to take form in terms of people making use of high-level emotional capabilities in order 

to read and manage the emotions of others. These capabilities are further used to 

manipulate behaviours that suit a person's individual interest. According to Davis and 

Nichols (2016), the dark side of EI take expression through emotional manipulation 

between people. In a company context, emotional manipulation could serve as a tool to 

express one’s own emotions and regulate emotions of others while aiming at taking 

advantage and make a strategically move for personal gain (Kilduff et al., 2010). 

Literature which presents how organisations and people get affected by the dark side of 

EI is limited and indefinite. However, in the limited an indefinite literature examining the 

dark side of EI, studies have shown signs of emotional manipulation as tending to increase 

social uncertainty and that the use of manipulation techniques in business has a negative 
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impact on business and people in general (Krause, 2012; Popescu et al., 2016). These 

signs clearly motivate for the importance to further investigate in this area of research. 

1.2 Problem 

In the aim for company success and flourishment, a shift has occurred from a previous 

focus on technical expertise and IQ related aspects, towards emphasizing EI and people's 

emotions. The skill of managing emotions has become a central aspect within companies 

and an element to capitalize on (Luthans, 2002; Popescu et al., 2016). There is a broad 

and comprehensive research base which elaborates on EI and the fruitfulness as follows 

by incorporating the usage of it. These outcomes are increased job satisfaction, 

motivation, and creativity, which is considered as a part of company success within 

today's society (Barsade & Gibson, 2007; Popescu et al., 2016). However, some 

researchers argue for the other side of the coin, where the usage of EI is presented as not 

always being fruitful (Davis & Nichols, 2016; Kilduff et al., 2010; Krause, 2012; Nozaki 

& Koyasu, 2013). People who serve under high concentrations of EI may manipulate 

others' behaviours in order to achieve their own interests rather than achieving general 

prosocial outcomes (Austin, Saklofske & Smith, 2018; Nozaki & Koyasu, 2013).  De 

Raad (2005) argues for the dark side of EI to be a neglected area of study and still 

unexplored. Emerging research has shown the dark side of EI takes place in terms of 

emotional manipulation which calls for further elaboration (Davis & Nichols, 2016). 

 

At times people are faced with work-related issues connected to personal or company 

performance, strong emotions are constantly present (Barsade & Gibson, 2007). Recent 

findings present evidence for emotional manipulation to be present within company 

settings, which clearly motivates for investigations within the field (Berkovich & Eyal, 

2016; Hyde & Grieve, 2018). Less emphasis has been placed on how the dark side of EI 

affects people within companies. Therefore, researchers argue for the importance of in-

depth studies of emotional usage in a company context and how it manifests and affects 

the people within (Luthans, 2002; Villanueva and Sánchez, 2007). Due to the absence of 

research investigating in how the dark side of EI takes place within a working place, it 

becomes crucial to create understanding in how the concept manifests within that context 

(Schilpzand, De Pater & Erez, 2014). It is also argued that the research shall be carried 

out with the use of a qualitative focus in order to understand how the phenomenon implies 
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at a more thorough level (Davis & Nichols, 2016). It is suggested that studies 

investigating in the dark side of EI among people within the workplace will contribute to 

increased knowledge and value for companies in today's society (Hyde & Grieve, 2014; 

Hyde & Grieve, 2018; Wong & Law, 2002). Since the management of emotions becomes 

one of the key tools in how to manage people within a company, it becomes essential to 

understand how the emerging area of the dark side of EI takes form and affects people. 

This study will respond to the call for research regarding the topic by examining how the 

dark side of EI manifests and affects people within a company context. 

 

1.3 Purpose 

By studying the phenomenon of the dark side of EI within a company context, the purpose 

of this research is to explore how the dark side of EI manifests and affects people within 

a company context. By investigating in this area of study, the researchers aim to raise 

awareness in the field of the dark side of EI within a company context. This will be 

beneficial in terms of managing people within companies successfully in the 21st century. 

By that, the researchers aim to fill the gap within the existing literature and contribute to 

theory development. 

The researchers aim to do this by having an exploratory approach where the researchers 

will explore the area of the dark side of EI within a company context. The researchers 

argue that the research approach will add new valuable insights to the research field and 

in order to fulfil the purpose of this thesis and research, the following research questions 

will be used as guidance and direction: 

______________________________________________________________________ 

RQ 1. How does the dark side of EI manifest within a company? 

RQ 2. How does the dark side of EI affect people within a company? 

______________________________________________________________________ 
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1.4 Delimitations   

Certain perspectives and contexts which can be considered as irrelevant for the specific 

purpose of this study will be disregarded. The delimitations will be taken in consideration 

to the given time frame for this study.    

Studies within the field of EI shows differences between gender. However, for this study 

gender will not be taken into consideration as the study aims at investigating in the 

manifestation and how it affects people in general regardless of sex. There are also subtle 

differences in how EI takes form in different cultural environments (Kilduff et al., 2010). 

Since this is not an aspect of the research scope, cultural aspects will not be examined. 

An additional delimitation of this study regards the choice of investigating solely in large 

corporations in Sweden. Meaning that this study will not concern companies of all sizes 

such as small- and medium firms and on an international global level. Due to the time 

frame and research scope, this study will not be comprehensive enough to give an answer 

to companies of all sizes and on an international and global scale. 
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1.5 Definitions of Key Terms 

• Emotional Intelligence (EI): EI is defined as the traits and the abilities to 

recognize and understand emotions of oneself together with the usage of 

recognizing and understanding emotions of others in order to motivate and 

influence (Salovey & Mayer, 1990). 

 

• The Dark Side of Emotional Intelligence: Making use of EI through 

manipulative behaviours in order to achieve self-serving purposes and non-

prosocial outcomes (Austin et al., 2018; Davis & Nichols, 2016). 

   

• Prosocial: Prosocial orientations aim to be beneficial in terms of other people and 

the society/organisation as a whole (Austin et al., 2018). By psychologists 

described as having a high social value orientation, as opposed to being 

individualist or pro-self (Jensen, 2016). 

 

• Non-prosocial: In contrast to prosocial, non-prosocial orientation takes forms in 

fulfilment of personal self-serving goals (Austin & O’Donnel, 2013; Davis & 

Nichols, 2016; Hyde & Grieve, 2014; Hyde & Grieve, 2018). Meaning the 

individualist has a low social value orientation.  

   

• Emotional Management: Managing emotions of others based on socially 

beneficial intentions (Hyde & Grieve, 2018). 

  

• Emotional Manipulation:  Emotional manipulation could be defined as the 

ability to influence individuals’ feelings and behaviours for one’s own self- 

interest or benefit (Austin et al., 2007). 

 

• Interpersonal Relationship: Aims at external interactions between one 

individual and one or several other individuals (Davis & Nichols, 2016). 
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• Agreeableness: Corresponds to a person’s relationship to others through 

behaviours such as cooperation, trust and other similar behaviours which could be 

connected to being a warm and empathic person (DeNeve & Cooper, 1998). 

 

• Cognitive Intelligence: Represents the specialization of general intelligence in 

the domain cognition. It reflects experiences and learning of cognitive processes, 

for example, memory, information processing and problem-solving (Brody, 2004; 

Schaie, 2001). 

  

• Practitioner: Within this paper "practitioner" aims at the person who makes use 

of EI, both with positive as well as negative intentions, as interacting with one or 

several others. 

   

• Respondent: Within this paper “respondent” aims at the person who interacts 

with the practitioner. 

 

• Large companies: Refers to a minimum of 850 people employed for this study. 
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2. Frame of Reference 

The purpose of this chapter is to provide the reader with a comprehensive theory- based 
framework to deepen the understanding of the topics related to the research and the 
related purpose. Firstly, the chapter will begin with the aspect of Emotional Intelligence 
(EI) and how it has evolved as an area of study. Based on the emergence of EI, the less 
investigated area of the dark side of EI will be discussed and form a theoretical platform 
to stand on. The researchers will relate to how EI and the dark side of EI takes place 
within a company context. Lastly, this chapter is summarized through a pictographic 
representation of the existing theoretical fundamentals together with what is to be 
explored. 
______________________________________________________________________ 
 

2.1 Emotional Intelligence  

2.1.1 The establishment of the phenomenon of Emotional Intelligence 

On an occasional basis, the term Emotional Intelligence (EI) has been employed ever 

since the mid-twentieth century within fiction accounts. The first scientific references 

regarding EI date back to 1960 where Leuner (1966) mentions the term in relation to 

psychotherapy treatments. The interest in studying EI increased dramatically during the 

late 1990s. By then, John D. Mayer and Peter Salovey published the first scientific article 

within the area. The topic was later popularized through Daniel Goleman and his work 

Emotional Intelligence published in 1995 (Mayer, Roberts & Barsade 2008). 

Prior to Salovey and Mayer proposing the name Emotional Intelligence, the phenomenon 

origins from the concept of “Social Intelligence”. The concept of social intelligence was 

first identified by Thorndike in 1920 as “the ability to understand and manage men and 

women, boys and girls - to act wisely in human relations” (Wong & Law, 2002 p. 245). 

This concept was further connected to a theory from Gardner (1993) of multiple 

intelligences. The two concepts of social intelligence together with the concept of 

multiple intelligences further lead to the identification of EI as one type of intelligence 

(Wong & Law, 2002).    
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2.1.2 What is Emotional Intelligence (EI)? 

The definitions of EI have varied and concerned different scopes within the area of 

research (Mayer et al., 2008). Salovey and Mayer, who were the first ones to propose the 

name “Emotional Intelligence” described the concept as a subset of social intelligence 

that involves the ability to monitor one’s own and others’ feelings and emotions in order 

to discriminate among them and use this information to guide one’s thinking and actions 

(Salovey & Mayer, 1990). This explanation has later served as a base to define the 

phenomenon. 

 

The definition of EI chosen for this study follows: EI is defined as the traits and the 

abilities to recognize and understand emotions of oneself together with the usage of 

recognizing and understanding emotions of others in order to motivate and influence 

(Salovey & Mayer, 1990). 

 

To define EI as an ability or as a list of traits or a combination of both traits and abilities 

differ by researchers (Nichols & Davis, 2016; Mayer et al., 2008). The ability corresponds 

to reasoning about emotions, for example, emotion processing, emotion understanding, 

and emotion perception. The list of traits corresponds to achieve motivation, flexibility, 

self-regard, and happiness (Mayer et al., 2008; Nichols & Davis, 2016; Nozaki & Koyasu 

2013).  Individuals with high levels of trait EI tends to reflect extrovert behaviours and 

characteristics taking form in individuals serving under a mantra of being optimistic, 

happy, agreeable, self- motivated and confident (Petrides, 2009). Serving under high 

concentrations of ability EI means that an individual has high capabilities in emotional 

knowledge, emotional awareness, and emotional regulatory ability. Both categories of 

trait- and ability EI introduces tools in which they become useful in the successful 

navigation of social exchange processes. At times when EI has been elaborated upon, 

being emotionally intelligent suggests that a person has high levels of the trait 

agreeableness (Mayer et al., 2008). The trait agreeableness has been referred to as the 

quality of a person's relationship with others. It corresponds to behaviours such as 

cooperation, trust and other similar behaviours which could be connected to being a warm 

and empathic person (DeNeve & Cooper, 1998). 
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As elaborating upon the usage of EI and how it affects a relationship between two or 

several individuals, one often referred to EI within interpersonal relationships (Wong & 

Law, 2002). A frequently occurring pattern within literature suggests that EI is being 

divided into two categories corresponding to the composition of interpersonal- and 

intrapersonal EI (Nichols & Davis, 2016; Wong & Law, 2002). The interpersonal EI is 

described as "An ability to recognize and understand other people's moods, desires, 

motivations, and intentions" whilst intrapersonal EI is defined as "An ability to recognize 

and understand one's own moods, desires, motivations, and intentions” (Davis, 

Christodoulou, Seider & Gardner 2011, p.488). Within the positive aspects of EI, 

interpersonal usage of EI strives to achieve prosocial outcomes. 

 

2.1.3 The use of EI with prosocial outcomes 

While reaching the discussion of EI, the relationship between the usage of EI and the 

intention to achieve prosocial outcomes are frequently occurring. Managing emotions of 

others based on prosocial intentions are referred to as emotional management (Hyde & 

Grieve, 2018). The prosocial perspective of EI which aims at increasing others well-being 

presents approaches in which people investigate in mood-improving strategies. Mood 

improving strategies could be categorised into two categories of mood enhancing and 

diversion. Mood enhancing corresponds to - “including offering help or reassurance, 

showing understanding, allowing the other to express their feelings” (Austin & 

O’Donnell, 2013, p. 836). Enhancing another’s mood by making use of diversion includes 

- “being positive, using humour and arranging an enjoyable activity” (Austin & 

O’Donnell, 2013, p. 836). 

Studies present results that argue for the two mentioned strategies as being used to 

increase surrounding people's well-being and are positively correlated to agreeableness 

(Austin & O'Donnell, 2013; Austin, Saklofske, Smith & Tohver, 2014; Hyde & Grieve, 

2018). The result shows that the two strategies are strongly positively correlated, meaning 

that people who use one of the mood-improving strategies tend to use the other one as 

well (Austin et al., 2014). 

A high level of EI is said to have several positive general effects between people and on 

people themselves (Mayer et al., 2008). A person's individual health is said to benefit 
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from a high level of EI through better psychological well-being and through correlations 

with greater life satisfaction (Bastian, Burns & Nettelbeck, 2005; Gohm, Corser & 

Dalsky, 2005; Matthews, Emo, Zeidner & Roberts, 2006). 

 

2.1.4 EI within companies 

A high level of EI is through studies shown to positively correlate to relationship well-

being (Mayer et al., 2008). Emotions are argued to be present within all interdependent 

relationships people hold at work. It is present in the relationship with managers, team 

members, and subordinates at times regarding deadlines, in group projects, and at 

performance appraisals. EI in the workplace is a skill through which people create and 

sustain work motivation within and among people (Barsade & Gibson, 2007). 

An emotionally intelligent person knows when and how people in the workplace shall be 

brought into a positive mood in order to promote better work performance (Barsade & 

Gibson, 2007). The efficiency that follows from the use of EI does, however, corresponds 

to more than beneficial mood adjustments. It is contributing to a better understanding of 

the person him- or herself in general, together with the generation and development of 

real positive and powerful relationships to others. It is also suggested to facilitate 

understanding of the motivation of reasoning, and motivation of action and existence, 

decision making, and development of creativity. To reach this, a balanced concentration 

of empathy and persuasion is needed in a persuasion process. To influence a person, it is 

suggested to use powerful arguments that are adjusted to fit the respondent. This is further 

considered as a useful tool within companies with real growth prospects (Popescu et al., 

2016). The idea of EI within a company is that it corresponds to a skill which employees 

use to treat emotions as valuable data as navigating a situation (Barsade & Gibson, 2007). 

Similar, human general intelligence is referred to as a type of mental ability that concerns 

the handling of and reasoning about information of various types (Carroll, 1993). 

A company based situation which is described to cause emotional experience among 

people on all hierarchical levels is organisational changes. People may anticipate or 

experience both gains and losses as facing the uncertainties arising in times of changes 

(Smollan & Parry, 2011). Within these uncertain situations where people experience 

emotions connected to the change, it is suggested that people easier deal with their 
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emotions in case they receive social and emotional support as dealing with their feelings 

(Fugate, Kinicki & Scheck, 2002; Robinson & Griffiths, 2005). Hence, people with high 

levels of EI can facilitate change processes within companies as they assist people in 

coping with their experiences (Smollan & Parry, 2011).    

As previously mentioned, the phenomenon of EI was popularized through Daniel 

Goleman and the work Emotional Intelligence which he published in 1995 (Mayer et al., 

2008). Goleman advocates EI as being used to effectively manage our relationships and 

ourselves. While doing this, four fundamental capabilities corresponding to self-

awareness, self-management, social awareness, and social skills is being applied. A 

person with high levels of EI knows how and when to make use of each skill in order to 

adapt to the business situation and hence reach desired results (Goleman, 2000). The 

capability self-awareness does in turn consist of emotional self-awareness, accurate self-

assessment, and self-confidence. Within a company context, emotional self-awareness 

helps a person to recognize how their emotions impact their work performance and 

relationships. The capability self-management i.e. enables a person to display honesty 

and integrity, adapt to different situations and to achieve orientation in order to meet 

internal standards of excellence (Goleman, 2000; Mayer et al., 2008). As taking the two 

social capabilities in regards, social awareness concerns being empathic, service oriented 

and to have organisational awareness. A person with organisational awareness possesses 

the ability to interpret the currents of company life, navigate politics and build decision 

networks (Goleman, 2000; Barsade & Gibson, 2007). The other capability corresponding 

to being socially skilled is composed by the competencies of achieving visionary 

leadership, to influence, developing others, manage conflicts, build bonds and to 

collaborate. A person who is socially skilled does therefore possess competencies to 

inspire other people with a compelling vision, give guidance and feedback, and promote 

cooperation by sending well-tuned and convincing messages to other people within a 

company (Goleman, 2000).                    

Strong emotions are constantly present at times people are confronted with work issues 

that matter to personal and company performance (Barsade & Gibson, 2007). Within a 

company based negotiation study, investigating the correlation between individual levels 

of EI and money gained showed a general increase in money gained as the levels of EI 

were higher. Another negotiation study predicted that people with a negotiating partner 



 

 13 

with higher levels of EI felt more positively about their outcomes, also after displayed 

negotiation results (Mayer et al., 2008). The people with higher EI created a positive 

feeling which can spread among groups within a company (Barsade, 2002; Hatfield, 

Cacioppo & Rapson, 1994). Côté and Hideg (2011) suggest the ability to influence others 

through a display of emotions to be related to a competence used within the company 

setting. However, it is suggested that some people are more effectively relying on how 

much they are able to influence other people through the display of emotions. To 

summarize, higher levels of EI are documented to correspond to both personal as well as 

professional development and wellbeing at work (Mayer et al., 2008; Popescu et al., 

2016).        

                                                                                                          

2.1.5 From the bright to the dark perspective of EI 

Since the emergence of the concept, EI has most often entered the room of research in its 

most positive form. It presents fruitful and beneficial capabilities in terms of inter- and 

intrapersonal characteristics and features that enrich individuals encompassing high 

concentrations of EI (Austin et al., 2007; Davis & Nichols, 2016; Nozaki, & Koyasu, 

2013). Most researchers have communicated the concept as a causal factor for good 

outcomes happening through EI-connected traits and abilities of a person (Mayer et al., 

2008). The positive approach towards EI has however not been constant throughout the 

literature. Some have even argued EI to be invalid due to a vague definition of the concept 

(Locke, 2005). The majority of the researchers within the area have nevertheless 

questioned the effects rather than the existence of the phenomenon. Some researchers 

have moved the focus from a solely positive approach towards a more sceptical view 

(Davis & Nichols, 2016). What is important to consider is that EI just reflects how well 

individuals process emotions and emotional information, meaning that an emotionally 

intelligent person not necessarily attempting to achieve prosocial outcomes. The use of 

EI is further dependent upon moral and distinguish between emotional cleverness 

respectively cunning. Compared to a cognitively smart person who is able to understand 

options and draw conclusions quickly and competently, an emotionally intelligent person 

could be able to reach and control emotions to facilitate the accomplishment of various 

goals, including the ones for self- serving purposes (Carr, 2000; Kilduff et al., 2010; 

Nozaki, & Koyasu, 2013).  
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2.2 The Dark Side of Emotional Intelligence 

2.2.1 What is the dark side of EI? 

As researchers have investigated heavily in the fruitfulness of EI taking place, the same 

density has not been placed into the area of how EI might take negative forms (Austin & 

O’Donnell, 2013; Hyde & Grieve, 2014; Hyde & Grieve, 2018). Literature has identified 

contexts in which EI does not becomes helpful and even could become deleterious to a 

person or to those this person has interactions with (Austin et al., 2007; Davis & Nichols, 

2016). This area of study has been labelled as the dark side of EI. It is suggested that the 

dark side of EI could take form in terms of managing the emotions of others in 

manipulative manners as well as in non-prosocial behaviours and outcomes. In the same 

way, as researchers have agreed upon the categorisation of intra- and interpersonal effects 

of EI taking place, researchers have agreed upon the effects of the dark side of EI being 

categorised into the same categories (Austin et al., 2007; Davis & Nichols, 2016).  A 

growing base of literature has started to emerge within the area of interpersonal effects of 

the dark side of EI. It suggests that this form of EI might be used for manipulative ends 

which ends up in accomplishments of personal self-serving goals (Davis & Nichols, 

2016).   

Based on the conceptualisation by Davis and Nichols (2016), the proposed definition of 

the dark side of EI for this study is: Making use of EI through manipulative behaviours 

in order to achieve self-serving purposes and non-prosocial outcomes.  

As earlier introduced, emotional management refers to behaviours used in the aim of 

prosocial outcomes (Hyde & Grieve, 2018). While entering the discussion regarding the 

dark side of EI, one rather refers to the concept of emotional manipulation.  By using 

tactics of the dark side of EI, emotional manipulation is defined as the ability to influence 

other individuals' feelings and behaviours for one's own self- interest (Austin et al., 2007; 

Austin et al., 2014; Hyde & Grieve, 2014; Hyde & Grieve, 2018). The usage of 

emotionally manipulative behaviours can be expressed in different ways.  It can damage 

self-confidence, self-worth, and self-efficiency of the respondent in order to benefit the 

goal of the manipulator. Emotional manipulation can also involve attempts to shaping 

emotions such as pride through validation of the respondent's ego, in order to promote the 
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manipulator's hidden objectives. Examples such as praise and flattery are argued as tools 

being used in order to promote the hidden objectives (Berkovish & Eyal, 2016).  

 

2.2.2 Ongoing debate within the field of the dark side of EI 

 

While entering the discussion of the dark side of EI one could see that the researchers 

have not yet agreed upon what fundamentals the phenomenon is built upon (Davis & 

Nichols, 2016). Austin et al. (2007) present findings in which emotional manipulation 

should not be considered as being a part of EI. O'Connor and Athota (2013) also argue 

for emotional manipulation and EI to be separated to a great extent. However, a 

connection between the two is claimed to exist but goes with complexity. The connection 

is then claimed to rely on underlying agreeableness possessed by the individual. By that, 

a person with a low concentration of the trait agreeableness may use dark EI.  Within this 

context, the dark side of EI can be, and is used for malicious purposes and may serve as 

a tool for self-serving and manipulative ends (Nagler, Reiter, Furtner & Rauthmann, 

2014). By the same token, Kilduff et al. (2010) suggest that cognitively smart people may 

be able to understand options and draw conclusions more quickly than others and benefit 

through having a higher concentration of cognitive smart thinking. The same goes for 

emotionally intelligent people who may be able to control and assess emotions to facilitate 

the accomplishments of goals, both for non-prosocial and prosocial outcomes. By adding 

the perspective of Nozaki and Koyasu (2013) people with high levels of interpersonal EI 

influence others based on their own goals. These articles suggest that high levels of trait 

EI not necessarily need to be associated with orientations aiming at achieving prosocial 

outcomes. A person with high levels of trait EI not attempting for prosocial outcomes 

might end up in emotional manipulation of others corresponding to the dark side of EI. 

This claim becomes further strengthened by the argumentation of emotion-regulation 

knowledge which facilitates both socially beneficial and interpersonally deviant 

behaviour, depending on individuals' personality traits (Côté, DeCelles, McCarthy, Van 

Kleef & Hideg, 2011).   

  

The same inconsistency goes for literature which provides potential evidence of 

relationships between psychopathy and EI. Some argue that psychopaths predictively use 
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emotions to achieve self-serving goals (Fix & Fix, 2015; Vidal, Skeem & Camp 2010). 

While other authors argue for a non-existing relationship between psychopaths and EI 

(Lishner, Swim, Hong & Vitacco, 2011). This inconsistency builds an argument for 

further investigation in the area in order to create more of a comprehensive idea of how 

the dark side of EI manifests and how people get affected by the phenomenon.    

 

2.2.3 The use of EI for non-prosocial outcomes 

In contrast to the prosocial aspects of EI, which is connected to serving under prosocial 

intentions, the negative side of EI takes place in behaviour which aims at fulfilment of  

personal self-serving goals being non-prosocial (Austin & O’Donnell, 2013; Davis & 

Nichols, 2016; Hyde & Grieve, 2014; Hyde & Grieve, 2018 ). This further means that 

non-prosocial behaviours are expressed through emotional manipulation. This 

corresponds to a strategically manipulative style that promotes the desires of the 

practitioner rather than those of the respondent (Austin et al., 2018).  

Two ways of practice the dark side of EI are through behaviours identified as mood 

worsening and inauthentic displays. Mood worsening corresponds to- “including use of 

criticism/negative comments, undermining confidence and displaying anger” (Austin & 

O’Donnell, 2013, p. 836). The use of inauthentic displays for self-serving desires 

corresponds to - “including using “niceness” or flattery, sulking, and inducing guilt, 

sympathy and jealousy in others” (Austin & O’Donnell, 2013, p. 836). The two 

subcategories for the non-prosocial behaviours showed a strong positive correlation them 

between, hence the usage of worsening techniques suggest a higher tendency of usage of 

inauthentic techniques. The correlation between strategies of worsening and inauthentic 

with agreeableness have appeared as negative, and a strong positive association between 

the tactics of the dark side of EI is connected to emotional manipulation.      

                                                                                                  

2.2.4 The dark side of EI within companies 

 

While the positive effects of EI take place within a company context seems established, 

the effects of the dark side of EI and how it affects people seems less investigated.  Less 

research has investigated in the field of whether more emotionally intelligent individuals 
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may use their skills to harm others in work settings (Hyde & Grieve, 2018; Kilduff et al., 

2010). Importantly, literature within the field of emotional manipulation in a company 

context shows that employees perceive manipulative behaviours to be present within the 

workplace (Berkovich, Eyal, 2016; Hyde & Grieve, 2018; Popescu et al., 2016). The 

behaviour could take place by making people feel uneasy, ashamed or in general, take 

actions out from non-prosocial intentions (Hyde & Grieve, 2018). According to Hyde and 

Grieve (2018) general malicious emotional manipulation and work-related malicious 

emotional manipulation willingness go hand in hand. This suggests that certain 

individuals have a predisposition to act manipulatively. Additionally, these findings 

suggest that manipulation at work can be achieved both through more visible elements 

but also through more hidden tools.     

  

It is argued that people with high levels of EI are likely to benefit from several strategic 

behaviours in a company setting (Kilduff et al., 2010). Just as cognitively smart people 

may be able to understand options and draw conclusions more quickly than others and 

benefit through having a higher concentration of cognitive smart thinking, so emotionally 

intelligent people may be able to control and assess emotions to facilitate the 

accomplishments of goals. In addition to use EI for prosocial orientations, emotionally 

intelligent people may use emotions also for self-serving goals being of a non-prosocial 

nature. Specifically, emotional use will be employed in company settings to detect the 

emotions of those others whose attitudes and behaviours are of strategic importance to 

the individual. This may manifest through people with high levels of EI focusing on 

disguising and expressing emotions for personal gain, using misattribution to stir and 

shape emotions, and controlling the flow of emotion-laden communication (Kilduff et al., 

2010). This could be seen as the dark side of EI taking place within a company context. 

These abilities take form in terms of emotional manipulation which potentially serves as 

a weapon in order to express and regulate emotions of others while aiming to take 

advantage and make a strategically move for personal gain. Importantly, manipulating 

others' emotions and disguise of one's own emotions for strategic ends within a company 

do happen in corridors where power and influence are taking place (Kilduff et al., 2010). 

In terms of business communication, one has seen manipulation techniques to be present 

by a person serving under personality traits incorporating the fundamentals of EI. Even 

though research does not show a direct and complete relationship between EI and the 
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phenomenon of emotional manipulation, the research identifies the interdependence 

between emotional manipulation techniques and aspects of the dark side of EI. In a 

company environment where emotional manipulation techniques manifest, assertiveness 

has been identified as one of the ways to counteract this phenomenon (Popescu et al., 

2016).   

  

Within a study conducted by Krause (2012), relationships based on mistrust in a work 

context is argued to contribute to increased company inefficiency. Interpersonal 

manipulation taking place within a company is one reason for this mistrust to occur. An 

employee does not necessarily recognize the existence of emotional manipulation by the 

time someone tries to influence him or her. This may instead be understood by the 

manipulated person at a later stage. As this happens, a decrease in the trust may occur and 

the manipulator jeopardizes the relationship with the person being manipulated. While 

this happens, emotional manipulation leads to a deterioration in the quality of 

relationships. However, this process is not perceived as clear by manipulators as by those 

being manipulated. Loss of trust in these types of situations may result in increased social 

uncertainty and ultimately entrench intra- organisational mistrust experienced by the 

person being manipulated. This further leads to a decrease in company efficiency (Krause, 

2012). 
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2.3 Theoretical Framework 

To sum up chapter two, a pictographic representation was created in order to set the stage 

for the future procedure of this research. The prosocial side of EI, both including the 

manifestation and how EI affects people within a company setting, is thoroughly 

established and documented. However, through the literature review one could identify 

missing elements of how the dark side of EI manifests and affects people within a 

company setting, reflecting the non-prosocial side of EI being unexplored. This 

pictographic representation is to guide the reader through the theoretical fundamentals of 

this research and is to be extended within this study. 

 

 

 

 

Figure 1: Theoretical Framework for this research  

(Source: The researchers) 

  

RQ 1: How does the dark side of EI  
manifest within a company? 
 

RQ 2: How does the dark side of EI  
affect people within a company?  
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3. Research Methodology 

In the following chapter the researchers present the methodological reasoning taking 
place in relation to the research purpose. Firstly, the researchers present the chosen 
research design, approach, and philosophy which guides decisions regarding the 
methodology employed. The following section presents data collection methods and 
techniques together with sample selection and data analysis technique. Lastly, the 
chapter presents ethical- and quality aspects of the research.   
______________________________________________________________________ 

3.1 Research Design 

In its most simple form, the design of the research is the logical sequence that connects 

the empirical data to a study's initial research question(s) and, ultimately, to its conclusion 

(Yin, 2018). One may describe the research design as a strategy that lays out the principles 

of the research methodology for the chosen study. It articulates the methods and 

techniques for all the stages of the research process and motivates the appropriateness 

connected to the research question(s) (Easterby-Smith, Thorpe, Jackson, Jaspersen, 

2018). To get a clear overview of the methodological decisions in this thesis, see Figure 

2. For this study, the researchers have applied a qualitative exploratory design as a 

structure. 

  

 

 

 

 

 

 

 

 

 

 

 

    Figure 2: Research Design Layout 

(Source: Myers, 2013) 
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3.1.1 Research Philosophy   

 
The standpoint of how researchers view the world and assumptions of ways to inquiring 

the nature of the world are cornerstones for research philosophy. Meaning that it concerns 

the nature of reality and the understanding of theories and knowledge. The philosophical 

standpoints guide the researchers in choosing appropriate designs and methods for the 

research by considering ontological and epistemological perspectives (Easterby-Smith et 

al., 2018). The ontology regards the nature of reality and the epistemology helps the 

researchers to understand and interpret the reality (Bryman, 2012; Easterby-Smith et al., 

2018). By clearly stating the ontological and epistemological perspectives for the specific 

research, the researchers are able to make purposeful contributions to the field of research 

(Easterby-Smith et al., 2018).   

  

As the researchers for this study consider the nature of the world to exists through several 

truths depending on the viewpoint of different people, the ontological position for this 

research corresponds to relativism. In accordance with the approach of relativism, the 

researchers have investigated in the manifestation of the dark side of EI and how it affects 

people by considering the multiple truths. This means that people's different views of the 

world and the meaning of things are shaped by their background, different experiences 

and the context which they operate within. Semi-structured in-depth interviews with 

people within companies have been conducted to gather direct data about how the dark 

side of EI manifests and affects the people, which corresponds to their viewpoints of the 

world (Easterby-Smith et al., 2018).        

 

The epistemological standpoint taken for this research is social constructionism. 

Researchers who hold a social constructionist perspective seeks to inquire about the 

different experience that people have. The foundation for social constructionism is the 

aspects of a "social reality" determined by people rather than by objectives and external 

factors. Attention should be paid to how people communicate with each other, whether it 

is verbally or nonverbally (Easterby-Smith et al., 2018). This goes in line with this 

research as knowledge and understanding was collected from the point of view of people 

within companies. It regarded the verbal and nonverbal communication carried out 

through the usage of the dark side of EI. The collection of the different perspectives of 
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the several realities within companies aimed to deepen the knowledge regarding the 

emerging area of the dark side of EI. 

 

3.1.2 Research Approach 

 

Following the decision regarding the philosophical standpoint for this research, the 

researchers needed to decide upon a suitable research approach. For this research, the 

researchers choose to conduct a qualitative exploratory study, which served as a guide in 

the choice of the research approach.  Most often, in exploratory research, the research 

approach becomes categorised into two distinct categories being a deductive- respectively 

an inductive approach (Alvesson & Sköldberg, 2018). A researcher investigating in a 

deductive research approach starts at the top of theory and out from current knowledge 

within relevant field hypotheses or propositions are created. In a later stage these 

hypothesis or propositions is tested in order to confirm respectively contradict the existing 

theory. Generally speaking, a deductive research approach becomes suitable in research 

relying on a positivistic philosophical assumption and most often in combinations of 

quantitative methods (Bryman, 2012). The researches, argues that this type of research 

approach did not become appropriate, due to the fact of the existing research base of the 

dark side of EI in the company context is moderately limited which makes it complex to 

test. Additionally, this approach will not create value to the chosen research purpose as 

the researchers aimed to explore how the dark side of EI manifests and affects people.    

 

Contrary to a deductive approach, a researcher investigating in research having an 

inductive research approach starts from observation with theory as the outcome. This type 

of approach has the starting point in identifying patterns and broader themes of a 

phenomenon by drawing generalizable inference out of observation by investigating in 

participants' views. This generates theory and a conceptual framework. Most commonly, 

an inductive research approach becomes appropriate in circumstances of social 

constructionist philosophical assumptions incorporating qualitative methods (Bryman, 

2012). Based on the purpose, an inductive research approach enabled the researchers to 

explore how the dark side of EI affects people in a company context and by that 

investigating in theory generating was constructed through the assumption of social 
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constructionism (Bryman, 2012). Importantly, the research was based on theoretical 

standpoints drawn from literature and existing theories, which served as a foundation in 

order to explore the field of the dark side of EI within a company context (Saunders, 

Lewis, & Thornhill, 2009). Even though this study incorporated theoretical fundamentals 

from previous literature and concepts, an inductive approach was suitable due to the fact 

that all type of insights arises from emerging knowledge. 

 

3.1.3 Research Strategy 

 

Research strategies within the field of business and management research which put 

emphasize to words rather than quantification, in collection and analysis of empirical 

data, is referred to as qualitative research strategies (Bryman, 2012). Qualitative research 

methods are well established in most social science disciplines and does mainly consider 

open and equivocal empirical material. The starting point of qualitative research strategies 

are one or more general research question(s) (Bryman, 2012), often including words such 

as how and why (Myers, 2013). Qualitative research strategies are helpful as the aim is to 

understand what people verbally express and how they behave. It also aids the 

understanding of why a certain context matters as a decision or an action is taking place 

(Myers, 2013). Hence, a qualitative research strategy was suitable for this research as the 

aim was to explore how the dark side of EI manifests and affects people within 

companies. The mentioned strategy was further appropriate as the researchers through 

exploration intended to get a deeper understanding of how people behave and get affected 

in regards to the dark side of EI. 

  

An important feature of qualitative methods, which distinguish it from quantitative 

methods, is that qualitative methods starts from the actions and perspectives of the 

subjects studied and involves an interpretive, naturalistic approach of the world (Alvesson 

& Sköldberg, 2018). This study outset from the perspective of people within companies 

and their view on how the dark side of EI manifests and affects people within this context, 

which argues for a qualitative research strategy. This is a study of explorative nature, 

which goes in line with qualitative research (Easterby-Smith et al., 2018). A qualitative 

research strategy has the tendency to be connected with an inductive approach (Bryman, 
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2012) as well as to a social constructionism research philosophy (Easterby-Smith et al., 

2018). Given the inductive approach and the constructionism philosophical assumptions 

for this research, a qualitative research strategy was accordingly most suitable.  

 

3.1.4 Research Method 

 

The fundamentals of a social constructionist standpoint enable four possible methods in 

how to conduct qualitative research. These are; action research, archival research, 

ethnography and narrative methods (Easterby-Smith et al., 2018). However, there are two 

additional methods that could be used for both positivistic and social constructionist 

philosophical approaches, being case study/multiple case study and grounded theory. 

Dependent on the number of cases investigated in, case studies could serve both 

positivistic and social constructionist purposes. For this study, the researchers have 

chosen to investigate in multiple case study, incorporating four cases, being similar in 

nature of existence. The central notion is to use cases as the basis from which to develop 

theory inductively, which was in line for the chosen research approach (Eisenhardt & 

Graebner, 2007). Incorporating four cases is classified as a method being social 

constructionist in nature (Easterby-Smith et al., 2018), but enables the researchers to draw 

more powerful analytical conclusions contributing to the wider extent of theory 

generating. Having multiple cases do also enables a wider exploration of theoretical 

elaboration and results in theory being better grounded, more accurate, and more 

generalizable when it is based on multiple cases (Eisenhardt & Graebner, 2007). 

According to Yin (2018,) a multiple- case design is preferred over a single case study 

since the analytical benefits from having more than one single case will be substantial. 

Using a multiple case method for this study aid the researchers to better understand how 

the dark side of EI manifests within a company as well as affects people within a 

company. Having this method decreased the risk of one company reflecting a misleading 

image of how the dark side of EI manifests and affects people within a single company 

context. 

  

Eisenhardt (1989) argue for case studies being a suitable method while aiming at creating 

understanding of dynamics taking place within a real firm. Since the researchers aimed at 
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exploring how the dark side of EI manifests within a company as well as explore how this 

phenomenon affects people within a company context, this method was aligned with the 

research purpose of theory generating within business research. One strength associated 

with case studies is the fact of theory being empirically valid since the theory generated 

is tied with evidence being taken from empirical observation. This aspect becomes 

heavily important, while the purpose of this research aimed at exploring how people gets 

affected by the dark side of EI which is closely integrated to people's feeling and 

reactions. This contributes to theory which closely mirrors reality (Eisenhardt, 1989).      

 

3.1.5 Unit of Analysis 

 

The unit of analysis corresponds to the main level within a setting at which research data 

is aggregated (Easterby-Smith et al., 2018). Yin (2018) further suggests defining a unit 

of analysis which is related to the initial research questions for a study. This study aimed 

at exploring how the dark side of EI manifests and affects people within companies. 

Hence, the unit of analysis for this study was at a twofold level. As investigating how the 

dark side of EI manifests within a company, the unit of analysis corresponded to an 

organisational level. In terms of research questions two which aimed to explore how the 

phenomenon affects people, the unit of analysis was at an individual level.    

 

3.1.6 Case Selection 

 

While investigating in sampling design, two main categories are present: probability and 

non-probability sampling (Easterby-Smith et al., 2018). Having a probability sampling 

design enables each member of a population to have the same given chance of 

participating in the study. This type of design is the only sample design in which it is 

possible to be precise about the relationship between a sample and the population from 

which the sample is drawn. Most often probability sample design is used when making a 

statistical inference. In a non-probability sampling design, participants are not selected 

randomly and only some members of a population have a chance to be selected. In this 

type of sampling design, the selection is based on the accessibility and judgment of the 

researchers. For this study, the researchers have chosen to investigate in a non-probability 
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sampling design since the purpose was to explore how the dark side of EI manifests and 

affects people within a predefined context. According to (Easterby-Smith et al., 2018) 

there are multiple non-probability sampling designs such as convenience sampling, quota 

sampling, purposive sampling, and snowball sampling. For this study, the chosen 

sampling design is purposive sampling as it is a strategy that relies on the judgment of the 

researchers when it comes to selecting whom to include. In this type of design, criteria 

for inclusion in the sample are defined, and entities are screened to see whether they meet 

the criteria for inclusion. The case criteria were predefined as: geographical location of 

Sweden; company size of large corporation being more than 850 employees; corporations 

having a hierarchical organisational structure of at least four hierarchical levels. 

Additionally, while choosing among cases to investigate in for a multiple-case study, each 

case must be carefully selected in order to provide value for the research. As earlier stated, 

multiple cases are more likely to result in theory being better grounded, more accurate 

and more generalizable. In a single case study, the case will be chosen based on the 

uniqueness of the case (Eisenhardt & Graebner, 2007). In a multiple- case study, the cases 

involved are chosen based on the contribution to the theory development within the set 

of cases. Each case selected for the study must either be selected based on the prediction 

of the case presenting similar results called literal replication, or by the reason of 

predicting contrasting results being theoretical replication (Yin, 2018). In this thesis, the 

researchers have chosen to investigate in cases being predicted to present similar results, 

due to the research purpose of aiming at exploring how the dark side of EI manifests 

within a company as well as affects people in the organisations in general terms.   
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CRITERIA SELECTION DEFINITION 

 

GEOGRAPHICAL  

LOCATION   

 

Sweden 

 

This study will consist of companies 

operating within Sweden 

 

COMPANY SIZE  

 

 

Large corporations 

 

 

Companies selected for this study have a 

minimum of 850 employees 

 

ORGANISATIONAL 

STRUCTURE 

 

Hierarchal organisational 

structure 

 

 

Companies selected for this study have an 

organisational structure with a minimum of 

four hierarchal levels 

   

 

Table 1: Case Selection Criteria 

(Source: The researchers) 
 

3.2 Data Collection Techniques 

3.2.1 Primary Data 

 

Primary data is defined as new information collected directly by the researchers. For 

qualitative studies, primary data may be gathered through text and language as in the case 

of interviews or by observational and interactive methods. This includes varying levels 

of participation of the researchers conducting the study (Easterby-Smith et al., 2018). In 

the case of this research, primary data were used in forms of qualitative in-depth 

interviews as this allows the researchers to get insights and unfold new dimensions 

(Easterby-Smith et al., 2018). 

3.2.2 Secondary Data   

 

In order to establish trustworthiness of the results for this study, primary data has been 

complemented by data obtained from secondary sources. Secondary data is information 

that already exists in forms of publications or other types of electronic media, already 
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collected by researchers (Easterby-Smith et al., 2018). In this study, secondary data were 

used in forms of company webpage and financial reports in order to complement 

information obtained during the interviews. For instance, organisational hierarchical 

structure was confirmed by investigating in secondary sources. Secondary data were used 

in the process of triangulation further explained in the section of research quality (section 

3.5).     

 

3.2.3 Literature Review   

 

A literature review analytically summarizes an existing body of research which concerns 

a specific research issue. It also helps researchers in their learning from previous research 

and to provide a context for the undertaken research. This further helps the researcher to 

justify why the research is conducted and indicates what the research project will add to 

the understanding of the field (Easterby-Smith et al., 2018). The literature review 

conducted for this research firstly provided a comprehensive overview of already existing 

literature within the field of EI. Secondly, the researchers identified a gap within existing 

research concerning the dark side of EI and how it manifests and affects people within 

companies. This further established the purpose of this research as emerging literature 

within the field stressed the importance to further explore the phenomenon.  The research 

process started with an interest in the concept of EI emerging from lectures held at 

Jönköping International Business School. The professor responsible for this lecture was 

later contacted for an individual meeting to discuss predominant areas and researchers 

within the field. As possessing this new information, the process of searching for articles 

began. To find relevant articles the academic databases Web of Science and Scopus were 

used in the search for papers. Throughout the search process the Boolean operators AND, 

OR, and NOT were used to narrow the search. Easterby-Smith et al. (2018) recommend 

using Boolean operators to delineate the scope and the depth of search results. Due to the 

seemingly unexplored area of the dark side of EI, multiple research words were needed 

as the phenomenon might be referred to differently Some of different research words used 

corresponded to "Emotional Manipulation", "Dark EI", and "Dark side of EI". 

In addition to using Boolean operators to narrow the scope and depth of search results, 

only peer-reviewed articles were considered to increase the quality of the study (Easterby-
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Smith et al., 2018). From the very start of the search process the researchers decided to 

conduct a systematic literature review rather than a traditional literature review. Within a 

traditional literature review references are defined by what the reviewer considers to be 

most interesting, in contrast to a systematic literature review where all relevant studies on 

a given topic shall be reflected upon and evaluated by the reviewer (Easterby-Smith et 

al., 2018). At the time were any additional searches for articles no longer corresponded 

to additional knowledge within the dark side of EI, or provided articles by any additional 

predominant researcher, the systematic literature review was considered to be 

finished.              

 

3.2.4 Qualitative Interviews 

 

Interviews are one of the most important and most commonly used data gathering 

technique for qualitative research within the field of business and management. 

Additional techniques for research with the field are fieldwork and the use of participants’ 

observations. The choice of data collection technique will be depended upon the 

researchers' earlier choices regarding research method, research topic and the availability 

of data (Myers, 2013). In this research, where a method of a multiple case study with a 

research strategy being based on a qualitative focus within the field of business and 

management, interviews became suitable (Myers, 2013). Through interviews, the 

researcher can gather data from people in various roles, settings, and situations (Myers, 

2013). In accordance with Myers (2013), Easterby-Smith et al. (2018) goes with the same 

argumentation, suggesting three different situations in which qualitative interviews 

should be used for data collection. Firstly, when the researcher aims to develop an 

understanding of the interviewees ‘world'. Secondarily, when the aim is to understand the 

constructs of the respondents' opinions and beliefs about a particular phenomenon. Lastly, 

if the subject of matter is highly confidential or commercially sensitive. More specifically, 

the participant may not feel comfortable in other than face to face interviews to share the 

understanding of the interviewees’ world or opinions and beliefs about a particular 

phenomenon. In this case of research, all three criterial were fulfilled. The researchers 

aimed to develop an understanding of how the dark side of EI manifests within a company 

as well as affects people within the organisation is closely related to people's beliefs and 
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opinions. Importantly, this area of study is highly confidential and goes with commercial 

sensitivity, making in-depth interviews suitable as building trust becomes a key factor in 

gathering data (Easterby-Smith et al., 2018). 

 

Dependent on the research purpose, different levels of a structure are needed in order to 

conduct successful interviews reflecting the research aim. These levels of structure can 

be classified into three different types of interviews; highly-structured-, semi-structured-

, and unstructured interviews (Easterby-Smith et al., 2018). In the case of this research, 

the researchers have chosen to investigate the phenomenon through a structure of semi-

structured interviews. When conducting an exploratory study where flexibility is crucial, 

it is beneficial to make use of semi-structured or unstructured interviews as it enables 

more open answers compared to highly-structured interviews (Saunders et al., 2009). Due 

to the aim of this research, it became essential to have the flexibility to formulate 

additional questions when needed to understand the manifestation of the phenomenon. 

As argued by Easterby-Smit et al. (2018) semi-structured and unstructured interviews 

have the opportunity to identify non-verbal cues such as facial expressions or the 

inflection of the voice, being of value when exploring how the dark side of EI affects 

people within the company. In order to give structure to the semi-structured interviews 

were conducted and to enable all the interviews to elaborate around the same areas of 

investigation, a topic guide was created. A topic guide could be described as a list of 

topics and questions that will be addressed during the interview but in no particular order 

(Easterby-Smith et al, 2018). Importantly, while constructing interview questions the 

researcher should avoid the use of abstract theoretical concepts, and instead use a 

language being clear and easy to understand. The questions should be formulated as open 

questions, enable thee participant to reflect and report on experiences. Also, in order to 

create a shared understanding, the topic guide should include clarification of any complex 

concepts being used. The researchers addressed these criterial by creating a topic guide 

being divided into sections of formalities, questions related to EI in general, inauthentic 

strategies, as well as worsening strategies related to the dark side of EI. In addition to 

open-ended questions being used, scenario-based questions were presented, which 

enabled the person being interviewed to elaborate on a real-life situation taking place. In 

the first part of the interview formalities were discussed. A letter of consent was signed 

in order to ensure complete anonymity both concerning the company as well as the 
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individual being interviewed, see Appendix 1. Followed by that, a brief explanation of EI 

was given and discussed upon, incorporating both the positive respectively the negative 

side of the phenomenon. The questions related to the general aspect of EI was used as an 

introduction to the subject matter for this study. The positive aspect of EI was discussed 

and elaborated on in order to build trust and to create a natural transition to the dark side 

of EI. Since this study is dealing with a great amount of sensitivity, it became essentially 

important to establish trust and build rapport. 

  

The questions related to inauthentic- and worsening strategies were closely related to the 

stated research questions. The questions employed both consisted of an element 

elaborating on the manifestation of the phenomenon but also how the manifestation 

affected the person. The researchers carefully formulated open questions, in order to make 

the participant reflect and elaborate on the phenomenon. When needed, probing 

techniques were used in order to improve and sharpen the interviewees' responses. An 

example of a probe could be "Tell us more about that occurrence, how did you feel 

afterwards?" (Easterby-Smith et al., 2018). The topic guide can be found in Appendix 2. 

The questions shown in the topic guide were created as a number of question to be choose 

from in order to cover each topic within the guide. 

 

For this study 15 interviews were conducted. Due to the semi-structured interviews, it 

became crucial to record the interviews in order to enable transcription of the material. 

The recording is important in order to stay unbiased and produce reliable data for future 

analysis (Easterby-Smith et al., 2018; Saunders et al., 2009). All the interviews were held 

in face to face interaction and were conducted in Swedish, being the native speaking 

language for the interviewees. Conducting the interviews in native speaking language 

goes with importance and will improve research quality being discussed later on in this 

chapter (Easterby-Smith et al., 2018). Within the companies selected for this study, three 

to five persons were interviewed. Since this research aimed at understanding how the 

manifestation of the dark side of EI takes place within a company, it became heavily 

important to interview people in different positions within the company. This was done 

in order to achieve a comprehensive and multidimensional point of view seen from the 

company as a whole. The chosen positions to include was a top manager, at least one 

middle manage, and at least one associate.     
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COMPANIES POSITION DATE  TYPE  LENGTH 

A Top Manager March 2019 Face-to-face 59:52 min 

 Middle Manager March 2019 Face-to-face 58:01 min 

 Associate March 2019 Face-to-face 70:55 min 

 Associate March 2019 Face-to-face 70:26 min 

B Top Manager March 2019 Face-to-face 51:16 min 

 Middle Manager March 2019 Face-to-face 53:06 min 

 Associate March 2019 Face-to-face 59:46 min 

C Top Manager March 2019 Face-to-face 54:30 min 

 Middle Manager March 2019 Face-to-face 48:47 min 

 Middle Manager  March 2019 Face-to-face 45:54 min 

 Associate March 2019 Face-to-face 45:13 min 

 Associate March 2019 Face-to-face 63:30 min 

D Top Manager March 2019 Face-to-face 51:31 min 

 Middle Manager March 2019 Face-to-face 46:59 min 

 Associate March 2019 Face-to-face 65:54 min 

 

Table 2: Interview Subjects  

(Source: The researchers) 

3.3 Data Analysis 

The approach for conducting qualitative data analysis are closely interconnected to the 

chosen research philosophy for the research (Easterby-Smith et al., 2018). Thematic 

analysis is an inductive method which can be applied within both realist and social 

constructionist approaches, although with different focal points and outcomes. However, 

this type of analysis could also serve for studies being more deductive in nature, and what 

is to be called theory-driven thematic analysis. In a social constructionist use of thematic 

analysis, the thematic analysis examines the ways in which events, realities, meaning, and 

experiences are the effects of a range of discourses taking place within the society (Braun 

& Clark, 2008). Due to these facts, the data analysis for this study followed a thematic 

analysis being constructed for social constructionist research as it follows the purpose of 

this research. A thematic analysis provides a flexible and useful research tool, which 
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potentially can provide a rich and detailed account of data. This data analysis method is 

strongly suggested as researchers make use of qualitative analysis for the first time. 

However, the intended research philosophy and research approach need to guide the 

process of thematic analysis (Braun & Clark, 2008). In conducting a thematic analysis, 

the process consists of pointing out, exploring and identifying themes within data that has 

been collected. These themes are patterns, being of significance to explore and explain a 

phenomenon and to lastly give answers to the stated research questions and purpose. By 

incorporating this type of data analysis, the analysis will tell a convincing and well-

organised story about the data and topic (Braun & Clark, 2008). 

 

       
 
PHASE 
 

1: Familiarizing 
yourself with 

your data 

2: Generating 
initial codes 

3: Searching 
for themes 

4: Reviewing 
themes 

5: Defining and 
naming themes 

6: Producing the 
report 

       
DESCRIPTION  
OF THE  
PROCESS 

Transcribing data, 
reading and re-
reading the data, 
noting down 
initial ideas. 

Coding 
interesting 
features of the 
data in a 
systematic 
fashion across 
the entire data 
set, collating 
data relevant to 
each code. 

Collating codes 
into potential 
themes, gathering 
all data relevant 
to each potential 
theme. 

Checking if the 
themes work in 
relation to the 
coded extracts 
(Level 1) and the 
entire data set 
(Level 2), 
generating a 
thematic ‘map’ of 
the analysis. 

Ongoing analysis 
to refine the 
specifics of each 
theme, and the 
overall story the 
analysis tells, 
generating clear 
definitions and 
names for each 
theme. 

The final opportunity 
for analysis. Selection 
of vivid, compelling 
extract examples, final 
analysis of selected 
extracts, relating back 
of the analysis to the 
research question and 
literature, producing a 
scholarly report of the 
analysis. 

       
Figure 3: Thematic Analysis  

(Source: Braun & Clark, 2008)   

 

Shown in figure 3 above, Braun and Clark (2008) presents six steps for doing a thematic 

analysis. These six steps were followed by the researchers in the process of analysing the 

data within this study. During the first step of familiarizing with the data the researchers 

transcribed all the interviews in detail. The researchers continuously reminded themselves 

of the research purpose as doing the transcripts and made marks for potential codes. 

Throughout the data analysis process, each of the four cases was first analysed within 

each case, followed by a cross-case analysis between the four cases. The within case 

analysis was made in order to structure the data gathered which created a basis for the 

cross-case analysis. The cross-case analysis was made since the researchers aimed to 

explore how the dark side of EI manifests and affects people within companies on a 
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general level and not in relation to a specific company. Through the cross-case analysis, 

patterns leading to themes were identified.  

  

Once the researchers had an accurate overview of the data, with regards to the purpose of 

the research, initial codes which corresponds to step two of the thematic analysis started 

to get generated. Braun and Clarke (2008) explain the two ways of identifying themes by 

coding as either "data-driven" or "theory-driven". The researchers approached the former 

due to the inductive nature of this research. Meaning that themes were dependent on data 

rather than theory. However, the specific research questions framed the analysis in order 

to stay relevant to the research purpose. The initial coding was firstly made by the 

researchers individually. This followed by a comparison of the individual codes in order 

to find and create a common understanding and an agreement upon initial codes. Step 

three corresponds to searching for themes once all the data have been initially coded and 

collated. At this stage, the researchers had an extensive list of both first level codes and 

second level codes identified throughout the data which were brought together into a 

broader level of potential and initial themes. The different second level codes were 

analysed and combined to form overarching themes by making use of mind-maps as 

suggested by Braun and Clarke (2008). Within this phase, the researchers started to 

consider potential relationships between code and overarching themes. Codes which 

could not be classified within main themes were kept individually, nothing was 

abandoned at this stage (but refined, combined, separated or discarded later). Through the 

collection of initial themes and second level codes with related codes, the researchers 

started to make sense of the significance of the individual themes. Figure 4 shows an 

extract from the researchers' generation of first level codes, second level codes, and initial 

themes.    
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Figure 4: Illustration of initial theme identification  

(Source: The researcher)  

 

Phase number four involves two levels of reviewing and refining founded themes to 

finally end up with meaningful and coherent themes, still with clear and identifiable 

distinctions. Within the first level the researchers read and collected extracts for each 

theme while considering a future coherent pattern among the themes. Once undefined 

extracts were discarded or placed under an existing or a new theme the researchers had a 

candidate "thematic map" and proceeded to the second level of the process. The second 

level corresponded to a similar process but with concern of the validity of individual 

themes in relation to the entire data set. Re-coding was made two times to make the 

thematic map reflect the meanings evident to the data set as a whole. Once the re-coding 

all fitted with the data-set the researchers considered themselves to be done with step four. 

 

Once the researchers were satisfied with the thematic map they identified the essence of 

the meaning of each theme by defining and refining the themes in accordance to step five. 

The detailed analysis for each theme was conducted in a way to fit together and in relation 

to the research questions. As the researchers could clearly define and describe each theme 

Manifestation at the top

Top management 
usage

"It happens within the 
top management"

"I have seen it happen 
on higher hierichal 

levels"

A highly competetive 
environment at the 

top

"You need to cope 
with this highly 

competetive 
environment"

"People knows how it 
works within the top 

management, it is like 
the savanna" 

First level codes 
 

Second level codes 
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in clear sentences they moved further to step six where the working titles of the themes 

were replaced with more punchy names for the final analysis. Within the last step the 

researchers made a write-up of the thematic analysis to display a compelling illustration 

of the data to make up an argument in relation to the research questions. All the write-ups 

were evident and clearly demonstrated within the themes as finish the analysis. 

 

3.4 Assessing Research Quality  

 

To increase research quality, the criteria of credibility, transferability, dependability, and 

confirmability shall all be taken into consideration as evaluating the trustworthiness of 

findings within a qualitative study (Guba, 1981). The trustworthiness of qualitative 

studies has often times been questioned by positivists, who argues for a difference in 

assessing the trustworthy quality of qualitative versus quantitative research. The concepts 

of validity and reliability are argued to differ between the two types of research, in the 

aim of achieving a trustworthy study (Shenton, 2004). To address this issue of reaching 

trustworthiness of quality in qualitative work, the four mentioned criterial was developed 

by Egon G. Guba in 1981 to improve quality and trustworthiness also for qualitative 

research. 

  

As addressing credibility researchers attempt to show that a true image of the examined 

phenomenon is being presented. Lincoln and Guba (1985) argues credibility as one of the 

most important factors to increase trustworthiness. To increase the trustworthiness, 

Lincoln and Guba (1985) are two among many who recommend "prolonged 

engagement", which means to early familiarize with the participating companies culture 

(Shenton, 2004). Within this study initial contact with the research participants was done 

via email for the researchers to introduce themselves and the research topic before the 

conduction of interviews. Each company-visit also included a guided tour at each office 

to further familiarize with the different companies. "Prolonged engagement" was 

considered to get an adequate understanding of the companies as well as to establish a 

relationship of trust between the researchers and the research participants (Lincoln & 

Guba, 1985; Shenton, 2004). To increase credibility as conducting the interviews, the 

participant always had the opportunity to not answer a question. This tactic seeks to 
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increase honesty and hence also the trustworthiness of the informants as contributing to 

data (Shenton, 2004). To further increase credibility, Guba (1981) suggests the use of 

triangulation methods. One form of triangulation may be achieved through the usage of a 

wide range of informants, corresponding to a way of triangulating via data sources 

(Shenton, 2004). The purpose of using this technique, was to verify the individuals' 

viewpoints and experiences against others. By doing this, the aim was to reach a rich 

picture of people's behaviours and attitudes regarding the usage of dark side of EI within 

companies. An additional technique used during the interview equalled to brief 

summaries of how the researchers understood the participant's answers. As providing 

these summarized understandings to the participants to assure correct understanding, a 

form of triangulation was made (Saunders et al., 2009). To further triangulate the findings 

of this research, secondary data corresponding to the companies’ financial reports and 

websites were reviewed in pursuit of verifying primary data from the interviews. All 

interview was conducted face to face in the native speaking language in order to attain 

trustworthy results, as the subject of matter concern sensitive information. 

 

To increase transferability for a qualitative study, the researchers shall provide the reader 

with detailed information of the research-setting. In other words, to what extent research 

findings can be applied to another context or situation (Guba, 1981; Shenton, 2004).  Due 

to the social constructionist research perspective, the researchers take on within this 

research, it is not possible to fully generalize this study (Easterby-Smith et al., 2018). 

Since this research is of mentioned type, the transferability hence refers to related or 

similar contexts rather than to a general one (Guba, 1981). To enable the reader to transfer 

findings for this research, the reader is provided with information regarding the 

characteristics of the companies as well as information about how the fieldwork was done. 

Sample criteria, company characteristics, company positions of interviewees, and length 

of interview, are all examples of information provided to enable transferability. 

 

As researchers try to increase dependability for qualitative research, they strive to enable 

future researchers to repeat the work. Dependability deals with the issue of reliability of 

qualitative research. Shenton (2004) further suggests detailed reports of the research 

process to enables future researchers to repeat the work. Correspondingly, detailed 

descriptions of this research process which covers all steps gone through, is included 
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within this research. This further corresponds to the information provided within this 

methodology chapter. Further, the researchers had the idea of creating an easy to follow 

recipe in how the data was gathered throughout the study. 

  

Lastly, to increase confirmability it is important for the researchers to stay objective to 

the research findings. At the same time, social constructionists research includes the view 

of multiple realities existing, which creates a challenge in ensuring real objectivity 

(Shenton, 2004). To still increase confirmability within qualitative research, it is 

important to ensure that the findings of the research corresponds to experiences and ideas 

of the participants and not the preferences or characteristics of the researchers. To 

overcome the mentioned issue, triangulation was just as for the credibility presented as 

important also for the confirmability (Shenton, 2004). By applying triangulation to the 

multiple companies and interviews, the researchers aimed to avoid the potential for bias. 

Additionally, the initial coding was firstly made by us researcher individually. This 

followed by a comparison of the individual codes in order to find and create a common 

understanding and an agreement upon initial codes. 

 

3.5 Ethical 

A critical concern as conducting management and business research is to increase that the 

researchers behave ethically (Easterby-Smith et al., 2018). Within areas that contain 

complex issues, but lack clear rules or regulations regarding these issues, ethics codes and 

regulations are of essential consideration (Bell & Bryman, 2007). Some main ethical 

concerns listed by Bell and Bryman (2007), which have been of significance for this 

research concerns power relations, dignity, confidentiality and anonymity. 

 

Investigating in how the dark side of EI manifests and affects people within companies 

have involved questions regarding relationships and behaviours between people in the 

workplace. The interview questions were in regard to fellow associates, middle managers, 

as well as top managers which concerns power relations. To protect participants and cause 

no harm within any relationship they hold at work, full anonymity in a written text 

through a consent form as well as verbally before conducting the interviews was assured. 

The consent form was sent to the research participants via email no later than one day 
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before the interviews. Together with the consent form two example questions were 

provided to improve honesty and transparency in communicating information about the 

research, in accordance with suggestion from Bell and Bryman (2007). Before starting 

the interviews, all the details and circumstances of participating in the research were 

repeated before asking for permission to record the interviews. In further consideration 

of the anonymity of the interview targets, it was also decided to leave out the exact date 

for the study, by only displaying the year and month for each interview. In addition to 

excluding the exact date for when each interview was conducted, the researchers of this 

study chose to refer to both middle manager and top managers only as managers as 

presenting results. This was due to the reason that only one top manager from each 

company was included within each company, which in some cases could enable other 

interview targets to identify their own top manager. Before, during and after the interview, 

the participants always had the chance to ask questions and choose not to give an answer 

to a question. Throughout the interviews the researchers summarized the answers given 

by the interviewee to ensure a correct understanding of the given answers. This, in order 

to stay ethical correct and to fully understand what was actually said by the person being 

interviewed. This was considered as important since the research topic concerned highly 

sensitive information. By always provide mentioned rights and anonymity the researchers 

aimed to assure a fully preserved dignity among the research participants. 
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4. Empirical Findings 

In the following chapter an overview of the empirical findings from the data collection is 
presented. The empirical findings will constitute the base for analysis and discussion 
chapters. Firstly, the second level codes will be presented which at a later stage created 
the themes relevant for the research purpose. In the end of the chapter a table will 
summarize the data collected.   
______________________________________________________________________ 

  

The structure of this section is divided into subcategories regarding the two research 

questions which drives the purpose of this research. Quotations are used for better 

illustration of the findings and were a part of the initial coding process. The findings 

explain the manifestation of the dark side of EI as well as how people get affected by the 

phenomenon through the usage of emotional manipulation. The emotional manipulation 

was carried out with worsening- or inauthentic techniques. Within this section, both the 

middle manager and top managers will be referred to as manager to assure the anonymity 

agreed upon. Additionally, the managers will also be referred to as the leader as it 

corresponds to how the interviewees referred to the managers. The initial thematic map 

can be found in Appendix 3.    

4.1 How does the dark side of EI manifest within a company? 

In regard to research question one, the researchers were able to identify five initial themes 

with a number of associated categories. These were; manifestation at the top, 

manifestation dependent on leadership influence, manifestation within an intermediate 

zone between prosocial and non-prosocial, manifests through gamification and lastly the 

manifestation in times of changes.   

4.1.1 Initial identified theme 1: Manifestation at the top    

 

Findings within this research shows the manifestation of the dark side of EI to be mostly 

present among the top managers within the companies. This was further explained by the 

reason of these leaders to serve under a highly competitive environment in which the use 

of inauthentic-  and worsening strategies became a tool to deal with this pressure and 

responsibilities as follows.    
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Top management usage  
 
While investigating in the data collected one could identify the usage of the dark side of 

EI to be present to a greater extent within the top management compared to lower 

hierarchical levels. Even though the concentration of this occurrence varied among the 

companies, the researchers were able to see signs of this manifestation to a lesser or 

greater extent. 

  

Company B (Associate): “It happens all the time in the top management. It is a bit like a 

feudal royal court……. It is some type of nepotism”. 

 

On the other hand, these types of worsening strategies were less commonly used at lower 

hierarchical levels within the organisation. This was further explained by the reason of 

people serving in more operational positions being less dependent on making a strategic 

move and not acting and competing in the same competitive environment. 

 

Company C (Associate): “I haven't experienced it in my immediate surroundings, but I 

have experienced it on higher levels in the hierarchy ".  

 

A highly competitive environment at the top  

People interviewed did often describe strategies of worsening- and inauthentic nature 

being used due to high levels of responsibilities which follows in a leading position. This 

was explained by the argumentation of people within the top management serving within 

a highly competitive environment in which one becomes replaced if not reaching goals 

and presenting good results. In these circumstances, the use of anger and making someone 

feel insecure took place in order to make a strategic move for personal gain as well as 

reaching stated goals and expectations as fast as possible.  

Company A (Manager): “If you are a part of the top management, you need to cope with 

this highly competitive environment”.  

Additionally, it was described as essential to be in the top management's good books for 

strategic reasons. This took form in flattering techniques where people built relationships 

with others which could be beneficial in the future.  
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4.1.2 Initial identified theme 2: Manifestation dependent on leadership  

 

To what extent or under what circumstances the dark side of EI got used within the 

companies was explained to be dependent on the leaders' usage. People referred to the 

leader as the person being responsible for how other people made use of inauthentic- or 

worsening techniques. This was further explained to be reflected by a top-down domino 

effect in which the usage was continued through the organisation. These two categories 

formed the initial theme of manifestation dependent on leadership.   

   

The leader sets the tone 
 
People mentioned behaviours and actions taken by the leader as something which “set the 

tone” for how people speak and interact with one another within the company. When 

people in more powerful positions expressed techniques of the dark side of EI, these types 

of behaviours became visible and used at lower hierarchical levels. The strategies used 

by the leaders became standards for the rest of the organisation.        

 

Company A (Manager): "I want to play a tough game. And I know that my manager wants 

friction, so then I dare to play the same game". 

 

This could both reflect tactics of the dark side of EI as well as general tactics of prosocial 

EI.  In one of the companies, the top manager was using a high concentration of general 

prosocial EI in terms of mood-improving strategies, which was later on reflected in the 

management throughout the organisation. This clearly shows the leader to set the stage 

within the company. 

  

Top-down domino effect 
 
During the interviews, people referred to the leader as a person being responsible for 

starting a process which further continued down through the organisation. Some people 

explained the behaviours to start among their leaders before spreading further down 

through the organisation. Also, top managers described how other coworking top 

managers approaching co-workers by using the dark side of EI though worsening 

techniques, which later caused similar behaviour further down in the company. People 
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referred to the phenomenon as a negative downward spiral started by a top manager 

within a pressured situation. The top manager was described to display anger towards a 

middle manager which caused the middle manager to behave accordingly towards his or 

her subordinates. A person within company B described the following situation: 

 

Company B (Manager): "Then we have this manager, as he/she gets stressed, he/she 

manages his/her employees very aggressively...What then happens, is that managers 

below him/her displays anger and screams at them. It becomes a negative circle". 

 

The previously mentioned behaviour could affect people on all organisational levels even 

if the top manager only intended to affect his or her immediate subordinates. The 

behaviour was described to spread down through the company once it had started at the 

top, even if there was no intention for a complete company contagion. At the same time, 

some managers described the contrary, with a fundamental aim of using worsening 

techniques to spread a feeling of urgency throughout the entire company.  A manager 

described how he wanted to send a signal in order to cause a reaction: 

   

Company A (Manager): "I use manipulation and I do not feel bad being exposed to it...We 

have to push the anxiety down through the organisation...I want to send the signal of an 

ongoing crisis, now the HR-department have criticised me as some are feeling bad, then 

I know I have succeeded"  

 

4.1.3 Initial identified theme 3: Manifests within an intermediate zone between 

prosocial and non-prosocial 

 
Simultaneously as the dark side of EI was explained to be used to a greater extent within 

the higher hierarchical levels, one could add an additional level of complexity to how the 

dark side of EI manifests within the companies. What is to become evident is the fact of 

the manifestation not being easy categorised as something merely harmful. Even though 

someone made use of behaviours being of non-prosocial nature, in other words having an 

aim to fulfil personal self-serving goals with a low social value orientation, the behaviour 

could be accepted depending on the surrounded achievements in combination with self- 

serving orientation. The use of strategies of the dark side EI could serve as powerful tools 
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in causing beneficial reactions. Additionally, the use of these strategies could be covered 

by the mantra of achieving general company goals, making the establishment of the dark 

side of EI to be placed within an intermediate zone between prosocial and non-prosocial. 

     

Grey area  
 
People within the companies often referred to situations where a behaviour is hard to 

classify as being either good or bad. Some actions or behaviours were explained to fully 

depend on the context or the people being involved. This was applicable both to 

inauthentic- and worsening techniques taking form in terms of flattering and use of anger. 

People argued for the importance of the people getting used of strategies belonging to the 

dark side of EI to carefully sensing the situation before carefully using the strategies. 

Often the balance was described between causing a beneficial reaction, contrary to 

harming someone. By that, the use of the dark side of EI was often described as a factor 

which needs to be balanced within a grey zone, where the behaviour could fall out as 

something beneficial and fruitful while aiming at reaching a goal more efficient or 

effective. Respectively, a technique that could turn out to hurt the person being exposed 

to the phenomenon rather than influence people to work harder. 

     

Company C (Associate):  "It caused a reaction, which is good. But if someone would 

run someone down, in a way which made them feel like they do not want to be here 

anymore, then it wouldn't be ok. It is a question of balance".  

 

Company goal fulfilment 

People explained that actions or behaviours being of both worsening- or inauthentic 

nature to be considered differently in case it was taking place to benefit the company or 

not. If the action was taken because someone had an aim to fulfil company values or 

goals, rather than only attain a goal for self-serving purposes, it was rather accepted. 

 

Company D (Manager): “I do not think it is necessarily wrong to be firm or to obstruct, 

as long as you always have what is best for the company in mind.” 
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However, it could also be accepted if the goal contained self-fulfilling purposes, as long 

as company goals were primarily considered. A person serving under the company goal 

mantra was explained to be excused as making use of non-prosocial behaviours even 

though it meant the fulfilment of an individual agenda.  

 

Company B (Associate): "I do not think people do actually think about this, it lies in the 

nature of the matter. I think flattering is natural, as far it is in line with the values of the 

company and that the underlying intention is to serve under company goal fulfilment. By 

that, you take the ugly part away from it."  

 

4.1.4 Initial identified theme 4: Manifests through gamification 

 

As previously mentioned, certain types of behaviours and usage of the dark side of EI 

have within this research been identified to belong within a zone between prosocial and 

non-prosocial. An example of this is the concept referred to as gamification. During the 

interviews, people referred to behaviours among co-workers on all levels as if people 

intended to plan their behaviour reach a certain goal. This was described to occur through 

different types of "games" taking place within all of the companies in one form or another. 

The three types of gamification called a tactical game, social game and run one over were 

identified to correspond to greater or lesser use of the dark side of EI.       

 
Social game 

The manifestation of social games was described as commonly occurring within the 

companies. People referred to displays of inauthentic behaviours as being a part of a 

natural way to interact with co-workers. The social game was identified to be connected 

to the usage of the dark side of EI through inauthentic techniques but to a lesser extent 

than the other two types of games. People referred to the social game as something which 

always will be a part of people interactions connected to a company. It referred both to 

interactions with external parts and between people within the company and was 

described to naturally occur in times people had to fulfil goals. Following was said by 

people within the companies: 
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 Company B (Associate): “Yes, these types of behaviours are present…...One could say, 

kiss upwards and shit downwards. This kind of behaviours will always exist, and it falls 

naturally and it is hard to change”. 

  

Company B (Manager): “Well, we are all human beings, of course, one reflects over 

where you can benefit from making a good impression. That is probably what most people 

do."    

 

Tactic game 
 

Similar to the social game, also the tactic game was carried out with the usage of the dark 

side of EI through inauthentic- and worsening techniques with an aim to fulfil a certain 

purpose. What differentiates the tactic game from the social game is that the aim of 

making use of tactic games corresponded to more company strategic goals than the social 

game. Within the companies, managers explained how people behaved tactically by using 

worsening- or inauthentic techniques to reach personal- or company success. People who 

held leading positions within the companies were often the ones responsible for strategic 

decisions and management of other employees. It was by the researchers identified to 

generate greater use of tactic games among people at higher hierarchical levels.    

 

Company A (Manager): "If I want something to happen, I have to play a game, either I 

am extremely direct or not on purpose. You must be skilled at it. I do not want to be 

frustrated or angry for real, but I display frustration or anger. If I would be frustrated for 

real, I would not think clearly in a complex situation, but I display frustration in order to 

get things to happen within the company." 

  

Company D (Manager): “...That person's behaviour could affect his pay check. Because 

that is reflected by your solidarity towards others and the future of the company.”  

 

Run one over 
 
People within the companies referred to occasions where co-workers had made use of 

worsening techniques to succeed with persuasion. The person who used worsening 



 

 47 

techniques were described to intentionally chose how they spoke to another person in 

order to gain the upper hand. 

 

Company A (Associate): "I can be of a different opinion, but then he just ignores and 

speaks louder. Then it becomes the way he wants."  

 

The ones who runs another person over with words were described to only consider their 

own will. People explained how co-workers used complicated terms, drowned the 

respondent with words, or consciously made use of what was unknown to the respondent 

to throw them off balance. This became a game in run one over in order to reach one's 

owns will. 

  

Company D (Manager): "In the top management we have a person who has the gift of 

tongues. That person can speak for himself/herself, and speaks a lot and use complicated 

terms. By using this skill, that person runs you over with words…what easily happens 

then, is that the one with most expertise runs over the other person, and make use of what 

he or she does not know".   

 

4.1.5 Initial identified theme 5: Manifests in times of changes 

 

The manifestation of the dark side of EI became more present while a company was going 

through an organisational change or introduced process changes. In accordance with how 

the interviewees described the two types of changes, the organisational changes were 

referred to changes which affected the majority of people within a company, for instance, 

extensive layoffs. Process changes were referred to as minor changes affecting everyday 

structures of how to carry out work tasks. This mainly took form by inauthentic 

techniques in terms of flattering and sulk and by worsening techniques to make someone 

feel insecure as a change was introduced. The use of worsening- and inauthentic 

techniques were described to be more present in times of organisational changes. 

   

 
 



 

 48 

Organisational changes   
 
Organisational changes were described as a situation in which the company was exposed 

to greater use of strategies of worsening- and inauthentic nature than in non-changing 

times. These types of behaviours became visible when new managers were employed or 

promoted within the organisation. During these situations, people used flattering 

techniques to be in someone's good books and to build relationships that could be 

beneficial for the future. Worsening techniques were used due to resistance towards the 

change.   

 

Company D (Associate): "Absolutely, I have experienced both flatter and people who try 

to put me out of balance. Especially in times of changes within our organisation" 

 
Process changes  
 
The change process was described to be met by people who opposed the change to use 

sulking techniques in order to resist the change. Also, strategies of making the person 

who introduced the change to feel insecure were further described. It was explained that 

these types of behaviours were accepted in the early start of going through a change, as it 

falls naturally to resist a change. However, it was further explained that sulking was not 

accepted in the long run.   

 

Company B (Manager): "Of course people tries to make someone feel insecure within 

these situations. While implementing a new way of working and doing things, these types 

of behaviours become more present" 

 

4.2 How does the dark side of EI affect people within a company? 

In regard to research question two, evolving elements of how the dark side of EI affects 

people within a company, the researchers were able to identify three themes being built 

upon a number of categories origin from a wide spectrum of codes. These were; emotional 

distance, decreased motivation, and affected depending on the individual and familiarity 

with the individual or the group.   



 

 49 

4.2.1 Initial identified theme 1: Emotional distance 

 

As the phenomenon of the dark side of EI took place within a company context, one could 

see that the manifestation resulted in an emotional distance between people. The factors 

which lead to this outcome could be described in terms of loss of trust and destroyed 

relationships.     

 

Loss of trust  
 
When strategies of the dark side of EI took place, people did often refer to an outcome of 

mistrust toward that person. When managers and co-workers got used of anger and 

flattering in order to cause a reaction or to get in someone's good books, this type of 

behaviours were described to violent the relationship as described in the previous section, 

but also to affect the trust toward that person.   

  

Company B (Associate): “If you cannot be sure if the person wants you well or not you 

will not let them to come close to you, you will put up a wall towards that person.”       

 

Destroyed relationships 

 

People within the companies explained how strategies of the dark side of EI destroyed 

relationships between people within the company. Managers within this study described 

situations in which flattering was used and the person using this technique was 

remembered as a person not being genuine and someone to keep a close watch on. This 

leads to a feeling of cautious toward that person, as the underlying agenda is rather 

unknown. In these situations, the relationship between the people was damaged. 

 

Company B (Associate): “He/she was using manipulation which became visible. In these 

kinds of situations, the relationship between boss and employee gets destroyed.”  

 

Findings did also show how the manifestation did result in people being less forthcoming 

in a later stage people between. This was explained to result in a payback situation in 

which the person and group became less cooperative at a later stage. 
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 Company C (Manager): “If it happened within my own group, I guess I would - I wouldn't 

call it revenge - but I would definitely become less forthcoming or cooperative towards 

that person.” 

 

4.2.2 Initial identified theme 2: Decreased motivation  

 

People within the companies described a decrease in motivation within themselves or 

within a group of co-workers as they got exposed to worsening- or inauthentic techniques. 

As someone displayed anger towards them or used flatter to gain something, people 

explained how they felt annoyance or became insecure. The feeling of annoyance or 

insecurity then caused a decrease in motivation among the people who got exposed to the 

use of worsening- or inauthentic techniques.   

 
Insecurity  
 
People within the companies also referred to insecurity as a feeling which leads to 

decreased motivation. People explained how they or other co-workers had been exposed 

to worsening techniques within different situations which made them feel anxious or 

insecure. The feeling was explained to cause a decrease in motivation as the insecurity 

outweighed the motivation to work and take actions. One person referred to the feelings 

of another co-worker as explaining the situation:  

      

Company A (Manager): “They do not function the way I do, but rather feel insecure. They 

can feel like they want to avoid that meeting to not face that situation. And that can lead 

to decreased motivation". 

 

Company C (Manager): “I remember a situation in which people were using anger 

against a colleague. If that would happen to me, then I would feel insecure, then you’re 

not motivated to do your job.”  

 

Annoyance  
 
One of the feelings which were described to lead to decreased motivation was an 

annoyance. People referred to situations where a manager or other co-worker had exposed 
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them to displays of anger or flattered them before asking for a favour. As this occurred 

they felt annoyed since they considered the manager or co-worker to behave 

unacceptably. Since they still had to accomplish their working tasks while feeling this, 

they felt annoyed and less motivated to work. One person said:  

  

Company A (Associate): "I lose energy and the desire to work. I feel annoyed since I do 

not like what he does, but still, I have to do what he says" 

 

Company D (Associate): "It is a rule rather than an exception that people are hostile…It 

is annoying and decreases motivation". 

 

Company A (Associate): "I have definitely experienced people being extra kind and 

gentle before asking for a favour. When someone behaves like that, I feel frustration”.  

 

4.2.3 Initial identified theme 3: Affected depending on the individual and 

familiarity with the individual or the group 

 

Throughout the findings, some level of acceptance regarding the dark side of EI was 

identified. Some people experienced to be affected to a lesser extent depending on several 

individual factors. The companies shared a common belief of the dark side to be more 

accepted in circumstances of being familiar with the group. Also, the people within the 

companies showed signs of the dark side of EI as not being harmful at all times and a 

phenomenon which people did not reflect upon or categorised as something destructive.  

 

Some individuals less affected than others   
 
Some people within the companies shared a thought of the dark side of EI as not being 

merely harmful. This was both in terms of inauthentic- and worsening techniques being 

used. More or less, these strategies were seen as something socially accepted and not a 

behaviour which was marked as something harmful. Some people described that when 

these types of situations took place, they did not reflect upon the situation and behaviour 

to a wider extent.  
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Company D (Associate): “Of course flattering and manipulation happens, every day I 

think. I myself do somehow accept it, I guess I'm a bit immune...I don't really bother.” 

  

Company B: (Manager): "I can raise my voice if people are moaning too much. Then they 

become silent and probably think, okay she had enough, let's just do this...They are aware 

of my leadership style." 

 

However, this was perceived differently among the interviewees. Shown within the 

findings was that people who described themselves to be less affected, showed a high 

degree of self-confidence.  

 

Accepted if know the individual or the group 
 

Within the findings, people within the companies agreed upon the usage of the dark side 

of EI being more accepted in a situation where the practitioner already had a well-

established relationship with the respondent. The people interviewed describe this 

behaviour not being that harmful in a case when the group or the person knew how the 

person getting used of the dark side of EI operated in a certain type of situations. In this 

situation, people described an underlying understanding of that person's behaviour.    

  

Company D (Manager): “It depends on how secure you feel within your work. How well 

you know your co-workers. If you are a homogeneous group, where people know each 

other and feel secure, then it is easier than within a new group. if you do not really know 

each other, it can turn into people having discussions” 

 

Company C (Manager): "But you probably need to work a while at a place before you 

know what is okay or not, before you know how a person functions" 
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Table 3: Summary Empirical Findings 

(Source: The researchers) 

RESEARCH 

QUESTIONS  

AND THEMES 

  

A 

 

B 

 

C 

 

D 

RQ 1: How does the dark side of EI manifest within 

a company? 
    

THEME 1: Manifestation at the top      
CATEGORY: Top management usage X X X X 
CATEGORY: Highly competitive environment at the top  X X  X 

THEME 2: Manifestation dependent on leadership     

CATEGORY: The leader sets the tone X X X X 

CATEGORY: Top-down domino effect X X   

THEME 3: Manifests within an intermediate zone 

between prosocial and non-prosocial 
    

CATEGORY: Grey area X X X X 
CATEGORY: Company goal fulfilment X X  X 

THEME 4: Manifests through gamification     
CATEGORY: Social game X X X X 
CATEGORY: Tactic game X X  X 
CATEGORY: Run one over X  X X 

THEME 5: Manifests in times of changes     
CATEGORY: Organisational changes X X  X 
CATEGORY: Process changes X X X X 

RQ 2: How does the dark side of EI affect people 

within a company? 
    

THEME 1: Emotional distance     
CATEGORY: Loss of trust X X X X 
CATEGORY: Destroyed relationships X X X X 

THEME 2: Decreased motivation     
CATEGORY: Insecurity X X X  
CATEGORY: Annoyance X X X X 

THEME 3: Affected depending on the individual and 

familiarity with the individual or the group 
    

CATEGORY: Some individuals less affected than others X X X X 
CATEGORY: Accepted if know the individual or the group X X X X 

COMPANY: 



 

 54 

5. Analysis 

In this chapter, a discussion and a connection between empirical findings and the frame 
of reference will be provided in order to create and enable in-depth analysis. Through 
analysing the data from various angles and perspectives, the researchers aim to produce 
an understanding of the manifestation of the dark side of as well as how the phenomenon 
affects people in a company context. The chapter is structured in a way that it starts by 
analysing the manifestation of the dark side of EI which gives an answer to research 
question one. Followed by that, the aspect of how the dark side of EI affects people within 
companies is analysed upon in order to give an answer to research question two. Lastly, 
the researchers provide the reader with a model that describes the manifestation of the 
dark side of EI and how people gets affected within a company context. 
______________________________________________________________________ 

 

As the initial themes with belonging categories were stated within the findings, the 

process of analysing and refining the specifics of each theme was made in order to tell an 

overall story of how the generated themes interrelate with each other. By doing so, the 

researchers were able to create a holistic exploratory view of how the dark side of EI 

manifests as well as affects people within a company context. The final thematic map can 

be found in Appendix 4.  

 

5.1 Manifestation of the dark side of EI  

5.1.1 Manifests within the top management followed by a hierarchical domino 

effect  

 

After collecting the data for this study as well as starting the process of reflecting and 

creating themes related to the research purpose, it became evident that the dark side of EI 

takes place within a company context. In accordance with this finding, one may 

strengthen the argumentation by Hyde & Grieve (2018) of emotional manipulation to be 

present in a work context. In addition to this argumentation, the researchers of this study 

suggest the dark side of EI and the manifestation of the phenomenon be dependent on the 

hierarchical level within the company. In the unexplored field of how the phenomenon 

manifests among the hierarchical levels within the company, the researchers of this study 

in relation to the findings collected, suggest the dark side of EI to be more present within 
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higher levels of the hierarchical structure. In accordance to Kilduff et al. (2010) who argue 

for manipulation of others’ emotions and the disguise of one’s own emotions does take 

place in corridors where power and influence happen, this study clearly shows signs of 

this occurrence taking place especially in higher hierarchical positions within the 

company. The reasoning concerning the manifestation mostly being present in top 

management hierarchical levels, could take roots in the fundamentals of people within 

top management positions to serve under more pressure and responsibilities. Argued by 

Guedes, Gonçalves and da Conceição Gonçalves (2017) the common perception is that 

being at the top of a hierarchy is associated with higher levels of stress because of the 

increased responsibilities, challenges, and demands. Managers within the companies 

expressed a feeling of pressure to achieve goals and work effectively but did also reflect 

upon this factor of pressure as something beneficial as being a driving force for further 

developments and goal fulfilment. This study indicates that people serving under higher 

hierarchical positions most often share great dedication and enthusiasm for achieving 

goals.  Being a top manager goes with the obligation to meet goals, achieve effectiveness 

and be in the driver's seat of changes. In these circumstances, people could use worsening- 

and inauthentic techniques in order to achieve, maintain and fulfil goals more effectively. 

The use of these strategies could serve as a shortcut for reaching the goal more rapidly 

compared to getting used of strategies related to the prosocial side of EI.  

 

The researchers also argue for managers lacking knowledge within this field of the 

differences between general EI and the dark side of EI. This automatically leads to usage 

not well thought through and without further consideration to what damage different 

techniques of the dark side of EI could cause. Even though the overall intention regarding 

the usage was aimed for prosocial outcomes, the result may have fallen out differently. 

By adding an additional layer of complexity, people employed in a management position 

did often express a certain type of humans serving under the top management positions. 

These people were expressed to have the underlying fundamental of being competitive in 

nature and being particularly goal-oriented. What is to be questioned is the self-

management of these leaders. Self-management, one of the four fundamentals of EI 

described by Goleman (2010), is the emotional capability to adapt to different situations 

to achieve orientation to meet internal standards of excellence (Mayer et al., 2008). In 

situations when managers face pressure and decisions of strategically importance this 
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capability seems to have the tendency to fracture and take form in worsening techniques. 

It might be seen as people in these positions have a lot at stake and that the dark side of 

EI becomes a tool for pushing the organisation one step further to save their own skin and 

gain respect. Interestingly, in the circumstances of higher hierarchical levels, the 

phenomenon of the dark side of EI taking place is further seen as acceptable, probably 

due to a shared understanding of the pressured environment taking place at the top of a 

company. Strategies of worsening- and inauthentic techniques were described as a norm 

rather than an exception.  

        

Built upon findings of the dark side of EI as being present to a wider extent in top 

management positions, the aspect of leadership influence became evident. The 

researchers were able to see that the leadership influence set the stage for emotional usage. 

When worsening techniques were used in top management, these techniques were also 

used at lower levels in the hierarchy. On the other hand, in one of the companies, a very 

limited amount of the dark side of EI techniques was used by the top management, which 

further reflected the non-use of these types of strategies at lower levels within the 

company. This clearly shows the importance of top management behaviours setting the 

stage for how people will lead and behave further down in the hierarchy. This 

argumentation is further supported by Berkovich and Eyal (2016) who argue for leaders' 

emotional influence to be significant on subordinates. This could further create a ripple 

effect starting within the top management continuous throughout the different 

hierarchical layers within the company. As an example, one person described a situation 

in which a manager in a powerful position displayed frustration and anger while not 

fulfilling a goal. In this situation, the manager communicated stress and frustration which 

lead to contagious behaviour. The contagion of the behaviour seemed to depend upon the 

bad feeling it causes within a middle manager as a top manager displayed frustration and 

anger. Due to this feeling within the middle manager, he or she behaved accordingly. In 

the next step, managers at lower levels used the same worsening technique as a tool which 

caused a reaction throughout the company. 
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5.1.2 Manifestation through techniques of gamification within an intermediate 

zone between prosocial and non-prosocial   

 

Previous literature within the field of the dark side of EI and EI in general, argue for the 

categorisation of emotional usage between two pillars of prosocial orientation and non-

prosocial orientation (Austin et al., 2018). In the pillar of prosocial orientation, behaviours 

in forms of mood improving and enhancing techniques are together referred to as 

emotional management. Contrary, in the pillar of non-prosocial use of 

emotions, strategies of inauthentic- and worsening techniques often refer to the term of 

emotional manipulation (Hyde & Grieve, 2018). Within this study, the researchers have 

explored the manifestation of EI and the dark side of EI being differently experienced in 

practice at a company level compared to what previous literature has described and that 

the two pillars of emotional usage are not that distinctly separated. People within the 

companies experienced a middle land between the two pillars in which the fulfilment of 

company goals was a key factor. It was explored that as long as the emotional usage was 

aiming at the fulfilment of company goals, the behaviour became rather accepted. If the 

fulfilment of company goals also aligned with self- serving purposes, the emotional usage 

was still approved. This further means that the aim of fulfilling company goals in some 

cases seemed to work as an acceptable excuse for a person to use dark EI techniques.  

 

The findings of this study clearly highlighted the importance of the underlying factor of 

trait agreeableness. The trait agreeableness corresponds to behaviours such as 

cooperation, trust and other similar behaviours which could be connected to being a warm 

and empathic person (DeNeve & Cooper, 1998). In a situation in which a person is getting 

used of strategies both serving self- serving goals as well as company goals, the overall 

factor of empathized and communicated trait agreeableness becomes a key factor for 

accepting the behaviour or not. A question mark could be placed on whether people hide 

self-serving purposes behind the thought of serving under company fulfilment targets? 

As argued by Kilduff et al. (2010) emotional manipulation serve as a weapon in order to 

express and regulate emotions of others, while aiming at taking advantage and make a 

strategically move for personal gain. The acceptance towards worsening- or inauthentic 

strategies seemed to depend on what people in the practitioners surrounding believed 

could evolve to beneficial outcomes for the company. What this research shows is that 
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company goals in combination with self- serving goals often go together and that the 

manifestation of the dark side of EI does often take place in a middle land or zone between 

prosocial and non-prosocial orientations. This point of view experienced by people within 

the companies somehow contradicts already presented theories within the field. The 

categorisation of prosocial- and non-prosocial use of emotions in practice, is not 

experienced as black or white within this study. Interestingly, during the interviews, the 

participants often expressed thoughts of unawareness regarding the use of the dark side 

of EI. Even though these types of behaviours were described to be present, one did not 

consider this being manipulative to a greater extent and was rather described as a socially 

accepted game taking place in an everyday company setting.   

Previous literature has merely elaborated upon EI as something fruitful (Palmer et al., 

2001; Popescu et al., 2016; Salovey et al., 2002), whereas the emerging literature of the 

dark side of EI mostly is explained as being completely harmful (Austin et al., 2007). 

Within the intermediate zone between prosocial and non-prosocial as previously 

discussed and analysed, the manifestation did often happen through different types of 

games. The findings of this research suggest these different types of games belonging to 

the dark side of EI to be more or less dark. This again leads to the suggestion that the use 

of EI or the dark side of EI could not be fully classified as being of either prosocial or 

non-prosocial nature. Instead, the manifestation could also take place in an intermediate 

zone in between. 

The social game was described as rather accepted and seen as a naturally occurring 

phenomenon even if it corresponded to the usage of the dark side of EI to fulfil self-

serving goals. As argued by Mayer et al. (2008) usage of EI tools are described as useful 

in successful navigation of social exchange processes. Even though the social games 

intend to fulfil company as well as self-serving goals, it is described as being a part of the 

social exchange process which makes it less non-prosocial in nature. This further 

explained the social game to rather be placed within the intermediate zone.  The aim of 

playing a social game was to fulfil one's own agenda by mostly using inauthentic 

techniques but not to the same extent as with run one over or tactic games. Berkovish and 

Eyal (2016) explain one type of emotionally manipulative behaviours to also involve 

attempts to shaping pride within the respondent, to promote hidden objectives of the 

manipulator. This way of describing a type of manipulative behaviour appeared familiar 
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to how people explained the occurrence of social games taking place. The social games 

could happen due to a person's will to make a good impression to benefit from having a 

valuable relationship with a specific person. To be in someone's good books to benefit 

from the relationship was described as a natural part of social games played within 

companies, regardless if it meant making use of dark side of EI. Similar to how Barsade 

and Gibson (2007) define the idea of EI within a company as treating emotions as valuable 

data while navigating a situation, Goleman (2000) describes a person with high levels of 

EI to know how and when to make use of each EI skill to adapt to a business situation 

and reach desired results. Being socially skilled is one of the four skills and consists of 

competencies of achieving visionary leadership, to influence, develop others, manage 

conflicts, build bonds and collaborate. The social game was described to involve similar 

skills but is carried out with the usage of the dark side of EI techniques. The primary 

purpose of playing a social game was never to serve or benefit others but rather to make 

use of people within one's surroundings to succeed yourself or to fulfil company goals. 

The reason why people highly value to perform and succeed with their own agenda can 

derive from the competitive environment in which people are working today (Bolino et 

al., 2018). 

Kilduff et al. (2010) argued that high levels of EI are likely to benefit people within 

companies in terms of improved strategic behaviour. The findings of this research 

intended that people within the companies made use of the dark side of EI as behaving 

strategically, which further was referred to as a tactic game within this research. People 

often explained the goal of this tactic game was to achieve and reach personal- or 

company success. In the reach for this success, people made use both of worsening- and 

inauthentic techniques. According to Barsade and Gibson (2007), the idea of EI within a 

company corresponds to a skill used by employees as treating emotions as valuable data 

while navigating a situation. Tactic games were analysed to be carried out with the usage 

of the dark side of EI as using emotions as valuable data and the primary goal did not 

leave room for consideration of other people's emotional wellbeing. To disregard the 

emotional wellbeing of other people for the sake of fulfilling own or company goals can 

be a result of being exposed to a pressure to perform.  
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As mentioned within the initial sections of this thesis, the business environment today 

corresponds to intense competition, uncertainties and changes, where management of 

people's emotions has become a key factor for doing business successfully (Bolino et al., 

2018; Popescu et al., 2016; Ireland & Hitt, 1999). People within companies today are 

hence more exposed to external pressure to perform, both by the company itself and the 

society at large. This external pressure could further lead to internal pressure among 

people within companies due to increased levels of stress (Bolino, et al., 2018). People 

within the companies, especially managers, often referred to internal pressure or driving 

force as aiming to reach different results. The researchers suggest this internal pressure 

to partly derive from the external pressure people within the companies are facing. This 

finding further relates to the previous finding which describes the dark side of EI to be 

more present at the top of the hierarchical structure. People who hold leading positions 

within the companies were often the ones responsible for strategic decisions and 

management of other employees. It was by the researchers identified to generate greater 

use of tactic games among people at higher hierarchical levels since these people held a 

more pressured position. The internal pressure of the individual was further connected to 

the person's self-management described in the previous section, which corresponds to an 

emotional capability to adapt to different situations to achieve orientation to meet internal 

standards of excellence (Mayer et al., 2008). Managers within the companies also referred 

to an internal driving force as an engine to make use of tactic games to climb the career 

ladder and reached the position they hold today. This driving force was described as a 

component in the individual strive to perform and the tactic game then became a tool to 

success. A claim for the existence of internal driving forces which leads the managers to 

practice tactical games is further strengthened by previous literature from Barsade and 

Gibson (2007). Barsade and Gibson (2007) claim a constant presence of strong emotions 

at times when people are faced with work-related issues being of matter to personal and 

company performance. People at lower levels of the hierarchical structure described 

themselves to have fewer abilities to influence company strategies or other employees, 

hence they did not take a large part in the tactic game. Managers on the other hand, who 

are assigned to lead and influence to attain goals, described themselves to employ 

emotional use to detect others' emotions among people whose attitudes and behaviours 

are strategically important. This goes in line with what has been said in previous literature 
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by Kilduff et al. (2010) and Berkovich and Eyal (2016), who argues for emotional use for 

strategic behaviours within the company setting.   

  

Even though playing a tactic game was carried out with worsening- or inauthentic 

techniques, it was not identified as the worst type of gamification taking place. As people 

referred to times when they clearly got exposed to the dark side of EI they often described 

situations where they had been "run over" by someone. In the case someone described 

how a person had fulfilled their goal by running someone down the dark side of EI carried 

out with worsening techniques became more visible, for example as someone spoke 

louder or more aggressively on purpose. As Austin and O'Donnell (2013) describe, 

worsening techniques are further connected to non-prosocial emotionally manipulative 

behaviours. These behaviours can be expressed by a person who damages someone's self-

confidence or self-worth in order to fulfil their own goal, which was identified to happen 

as someone was run down. Also, this type of game was seen to be carried out due to 

internal and external pressure to reach a goal. Bolino et al. (2018) described how people 

get differently affected by the pressure they are exposed to in today's company 

environment. As some people may be more affected by the external pressure they may 

also deal differently with the stress and internal pressure it causes. The tendency to stop 

at nothing may therefore be more applicable to people within companies who put a high 

value to succeed. The desire of reaching a goal is of such importance that a person does 

not mind to run one over to reach success.   

 

As the three different types of games contained usage of the dark side of EI to a greater 

or lesser extent, it was described to be more or less accepted by people within the 

companies. The finding which suggests these three types of games to take place by using 

the dark side of EI within companies relates to the findings regarding the intermediate 

zone between prosocial and non-prosocial. The games involving techniques belonging to 

the dark side of EI are further identified to exist within a spectrum between the two pillars 

of prosocial and non-prosocial. This partly develops and extend existing theory which has 

previously categorised the dark side of EI as being merely non-prosocial. 
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5.1.3 Manifestation within a context of change  

 

Previous literature has described EI as a useful tool in dealing with emotions people 

experience in times of changes (Smollan & Parry, 2011). What seems less researched is 

how people experience the manifestation of the dark side of EI within changes. Findings 

within this research intended the usage of dark EI to more present within the specific 

context of change processes. People explained that others used both inauthentic- and 

worsening techniques as they were going through change processes. Both minor process 

changes and more extensive organisational changes were explained to increase the usage 

of the dark side of EI. However, greater usage was described to take place in times of the 

organisational changes. Since organisational changes were described to affects more 

people and to a greater extent, the feelings of uncertainty were seemingly higher. As 

described by Smollan and Parry (2011), people are faced with uncertainties in times of 

changes as they may result in both gains and losses for the individual. These uncertainties 

probably induce some type of survival instinct within the person who feels threatened. 

This could in turn cause usage of worsening- and inauthentic techniques as tools to 

manage the potential threats which arise in times of changes.   

 

To what extent people make use of worsening- or inauthentic techniques in times of 

changes may also depend on the behaviour of the manager. Smollan and Parry (2011) 

describe that the emotional levels within a manager-follower relationship rise within a 

change event. The leader may also react emotionally and therefore express different 

emotions in times changes are taking place. Within the section "manifestation within the 

top management followed by a hierarchical domino effect" it is described how top 

managers’ behaviour can spread further down in the company. In times of changes, people 

on all levels may therefore use worsening- or inauthentic behaviours to a greater extent 

in case the manager display these behaviours.    

 

Within process changes, people within the companies explained how co-workers sulked 

or made someone feel insecure. This behaviour happened on all levels and probably 

occurred due to peoples different will or ability to adapt to the change. The uncertainty 

which arises in times of process changes can cause a feeling among people of a lack of 

control over the uncertain situation. Fugate et al. (2002) and Robinson and Griffiths 
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(2005) suggest that people easier deals with the uncertain situation in case they get social- 

and emotional support. The feeling of losing control may hence depend on an experienced 

lack of social-  and emotional support by the leader within a change situation. Using 

manipulative behaviours in terms of inauthentic- or worsening techniques as a tool to 

steer people where they want could be an attempt to regain control within these 

circumstances. 

 

5.2 How the dark side of EI affects people within a company 

5.2.1 Emotional Distance    

 

In situations in which people got exposed to the dark side of EI people did often refer to 

feelings of mistrust. As strategies of the dark side of EI took place, people started to 

question the true intention behind a certain behaviour or claim. As the manifestation of 

the phenomenon often took place in forms of tactic- and run one over games, these games 

resulted in a feeling of mistrust in which the true intention was hidden and unclear. By 

the same token, Krause (2012) argues for the loss of trust to increase social uncertainty 

and ultimately entrench intra-organisational mistrust experienced by the person being 

manipulated. Findings within this study do not particularly argue for the emotional 

manipulation to cause intra-organisational mistrust, instead people referred to the 

outcome of mistrust toward the person getting used of strategies related to the dark side 

of EI. This lead to emotional distance between practitioner and respondent. By adding an 

additional level of complexity, findings did also show the importance of individual 

differences in how people got affected. Some people may be more receptive than others 

in losing trust towards a person. As described in the manifestation of the phenomenon, 

these strategies do often occur in an intermediate zone between prosocial and non-

prosocial in which the manifestation happens through the use of games. Run one over and 

partly the tactic game was associated with people getting affected in terms of loss of trust. 

The social game was less connected to this outcome as this type of behaviour is followed 

by a greater social understanding and acceptance.  

 

As the manifestation of the phenomenon did cause a decrease of trust between people the 

manifestation of the dark side of EI additionally leads to destroyed relationships. 
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According to Krause (2012) in a situation in which people makes use of emotional 

manipulation, the manipulator jeopardizes the relationship with the person being 

manipulated. While this happens, emotional manipulation leads to a deterioration of the 

quality of relationships. Findings within this research go with the same argumentation. In 

addition to the previously stated theory of deterioration in the quality of relationships, 

people within the companies referred to pay-back situations in which the people exposed 

to worsening- and inauthentic techniques in a later stage took action to put the other 

person in a less pleasant position. By adding this fact to already existing theory, one may 

assume that destroyed relationships within a company might influence company 

achievements, which makes it a matter of concern.  

 

The identified categories of loss of trust and destroyed relationships lead to the theme of 

emotional distance. By combining the effect of emotional distance together with the 

aspect of the dark side of EI being manifested within the top management followed by a 

hierarchical domino effect, one was able to explore how this leads to emotional distance 

between the hierarchical levels within the organisation. In a situation in which a top 

manager got used of worsening techniques the already constitutional hierarchical distance 

was experienced as increased. People felt a loss in trust and the relationship to be harmed. 

As the flattering techniques took place in the top management, people did often refer to 

the same effects and an overall outcome of emotional distance between the layers within 

the hierarchical structure of the organisation.      

   

5.2.2 Decreased Motivation  

 

Usage of EI within the workplace is previously described as a skill through which people 

create and sustain work motivation within and among people (Barsade & Gibson, 2007).  

While the usage of EI is claimed to increase motivation, findings within this study suggest 

the usage of the dark side of EI to decrease motivation. This may fall quite naturally, 

however, it has not been considered in previous theory.  

 

When being exposed to worsening- or inauthentic techniques people described how they 

felt a decrease in motivation due to feelings of annoyance or insecurity. At times people 
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got exposed to worsening techniques they described that feeling insecure or anxious could 

outweigh the feeling of being motivated. Barsade and Gibson (2007) suggest that a 

valuable usage of EI corresponds to factors such as beneficial mood adjustment, 

generation of powerful relationships and motivation of various types. The researchers 

suggest these factors be linked and positively affecting each other. Similarly, it is 

suggested that factors being negatively affected by the usage of the dark side of EI also 

can negatively affect other components. Meaning that a damaged mood or a destroyed 

relationship may affect one's motivation. In accordance to Berkovish and Eyal (2016) 

who argues for emotional manipulation to cause a damaged self-efficiency, this study 

extends this idea of damaged self-efficiency to lead to decreased motivation through 

insecurity and annoyance.     

 

As described within the previous section, usage of worsening- and inauthentic techniques 

resulted in insecurity and increased social uncertainty as mentioned by Krause (2012). 

The scepticism a person felt towards the true intention of another person's behaviour 

could destroy the relationship with that person. As people feel a social uncertainty they 

may feel insecure about how to operate as they do not know how other people will behave 

in response to their actions. Due to this feeling, people's may have difficulties in 

motivating themselves to perform and take actions as their insecurity is too extensive. 

People within the companies described how previous worsening techniques carried out 

by managers or other co-workers had caused fear of potential future reactions. They 

described how they wanted to avoid the feeling of being insecure by not taking initiatives 

themselves. This further strengthens the researchers' assumption of the use of the dark 

side of EI to cause a decrease in motivation. People lost their motivation to take action 

within the company as they wanted to circumvent the feeling of being insecure. This may 

cause dysfunctionality between people within a company which might have a large-scale 

impact on overall company success.      

 

In addition to insecurity, some people described a feeling of annoyance as leading to a 

decrease in motivation. Most people who felt annoyed described it to occur as someone 

had made use of emotional manipulation through inauthentic techniques. As described by 

Berkovish and Eyal (2016) emotional manipulation can take form through attempts of 

inducing feelings such as pride through validation of the respondent's ego. Praise and 
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flattering are used as tools to promote the hidden objectives of the manipulator. People 

explained how they saw through the flattering attempt and felt annoyed which decreased 

their motivation to help a person or to complete a task. Even though it was not explicitly 

said, it seemed like people valued honest communication and relationships they hold to 

people at work. As someone displayed inauthentic behaviours it could further lead to an 

emotional distance between people. The reason for this distance may be that a person's 

behaviours oppose the individual principles of a person. By the time a person used 

worsening techniques, some people did not mention an insecure feeling as they did not 

feel threatened. People explained how they saw through the usage of dark EI through 

worsening techniques and rather felt an annoyance towards the behaviours. By that, the 

researchers assume the usage of inauthentic- or worsening techniques leading to 

annoyance and hence a decreased motivation could damage company achievements in 

the long run. It is further suggested that people react differently to the usage of the dark 

side of EI dependent on several individual factors, which will be further discussed within 

the following section.     

 

5.2.3 Degree of damage dependent on individual concentration of EI competencies, 

self-confidence, assertiveness and individual or group familiarity    

 

The findings of this study clearly highlighted the importance of individual differences 

among people and how they got differently affected. As the findings reflected decreased 

motivation, emotional distance but also people not being affected makes the researchers 

assume that people get affected differently depending on a number of individual factors. 

A key reflection was that the concentration of EI held by the individual being exposed to 

strategies of the dark side of EI had an impact on how the person got affected. By that, 

the researchers of this study have explored that the dark side of EI is met by personal EI 

competencies. In situations in which people seemed to emphasize high concentrations of 

the four fundamentals of EI being self-awareness, self-management, social awareness and 

social skills presented by Goleman (2000), people were not as harmed. Interestingly, the 

people who explained themselves to be less affected by the manifestation of the dark side 

of EI described how they explicitly with self-confidence responded to the usage. 

Additionally, people who serves under high concentrations of EI competences have 



 

 67 

characteristics of being self-motivated in nature, they tend to be less affected by others 

usage of the dark side of EI considering effects of decreased motivation (Petrides, 2009). 

As described by Popescu et al. (2016) assertiveness has been identified as a way to 

counteract to the strategies of the dark side of EI in order to not become harmed by the 

situation. Explored within this study was the interplay between a high concentration of 

EI competencies in combination with self-confidence and the use of assertiveness lead to 

people not being as affected by the dark side of EI.    

 

According to Krause (2012), emotional manipulation will result in company inefficiency 

as the people lose trust and get destroyed interrelationships within the company. 

However, findings within this study do also indicate that the tactical use of strategies 

evolving the dark side of EI might result in strategic advantage. In the intermediate zone 

between prosocial and non-prosocial emotional usage, the manifestation of the 

phenomenon may cause effects being fruitful and not explicitly inefficient as earlier stated 

by Krause (2012). People could use these strategies in order to push the right buttons in 

the process of motivating and influencing. Considering how people get affected by this 

occurrence, the researchers suggest a greater level of acceptance towards the usage of the 

dark side of EI as the intention of fulfilling a company goal is clearly communicated. 

However, in order to use emotional manipulation as a strategic tool, this phenomenon 

needs to be carried out by the person with a great amount of expertise and transparency 

in the aim of reaching beneficial results. Findings within this study argued for the 

importance of being familiar with the individual or group before getting used if these 

techniques. By being familiar with the individual or the group, people will have a greater 

understanding for the intention behind the usage of dark EI. Additionally, some use of the 

dark side of EI, particularly inauthentic strategies, is seen as a part of the social interplay 

further explained as the social game within this research. In a case in which people feel 

the social game to be present, they seem to have an underlying acceptance toward these 

types of behaviours and are therefore not affected by the manifestation. However, the 

practitioner needs to have a great amount of awareness about the person or group before 

using these strategies in a non-harming way. The focus needs to be on the separate 

individual in order to successfully evaluate whether this person will respond to strategies 

of inauthentic- and worsening nature in a non-harming way or be affected by the strategies 

which increase motivation.    
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5.3 The Spectrum Framework from EI to the Dark Side of EI 

As a result of the investigation in how the dark side of EI manifests and affects people 

within a company context, the researchers were able to create a framework representing 

the manifestation and how people got affected by the phenomenon. In chapter two, a 

pictographic representation was created in order to describe the existing research base 

related to EI, both reflecting the prosocial and the still unexplored non-prosocial side of 

EI and how it affects people. This study has extended and explored this further.  

 

Throughout this study, the researchers have explored the manifestation of the dark side 

of EI and how it affects people. This resulted in a framework representing three stages of 

manifested EI, from prosocial manifestation, the explored intermediate zone between the 

prosocial and non-prosocial manifestation, and the non-prosocial side. Within a range 

from the intermediate zone to the non-prosocial zone techniques of gamification took 

place.  Related to the intermediate zone and the non-prosocial side the aspect of how 

people got affected became explored. Within the dark side of EI, the way people got 

affected equalled to emotional distance corresponding to loss in trust and destroyed 

relationships, and a decrease in motivation derived from insecurity and annoyance. 

However, the degree of individual damage depended on a person’s concentration of EI 

competencies, self-confidence, assertiveness and individual or group familiarity. 

Dependent on these factors, people got affected and harmed to a greater or lesser extent. 

With this framework, the researchers want to show the significance and the weight of the 

top management influence on the manifestations of the dark side of EI and general EI and 

how these strategies used in the top management is followed by a hierarchical domino 

effect throughout the company layers. The framework also argues for the manifestation 

of the dark side of EI to be highly present in times of changes.  
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Figure 5: The Spectrum Framework from EI to the Dark Side of EI 

(Source: The researchers) 
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6. Conclusion and Discussion   

This chapter will incorporate the results of the analysis in order to answer the two 
research questions. By this follows a presentation of the implications within the different 
areas together with encountered limitations. Lastly, suggestions for future research is 
provided.  
______________________________________________________________________
     

6.1 Purpose and Research Questions 

Due to the shift from a previous focus on technical skills and IQ related aspects, towards 

an increased emphasis on EI and people's emotions, the skill of managing emotions has 

become a central aspect within companies of the 21st century (Barsade & Gibson, 2007; 

Popescu et al., 2016). In the existing literature base, the majority of published work has 

elaborated on the fruitfulness as follows by incorporating EI (Austin et al., 2007; Davis 

& Nichols, 2016). Throughout further investigation of published material, the researcher 

identified the gap of how the dark side of EI manifests and affects people within a 

company context. Due to this lack of investigation, the researchers aimed to explore how 

the dark side of EI manifests and affects people within a company context which became 

the purpose of this piece of work. Through an exploratory purpose having an inductive 

approach, the results of this thesis have managed to answer the research questions: 

 

RQ1. How does the dark side of EI manifest within a company? 

 

From the study, it became evident that the dark side of EI exists through worsening- and 

inauthentic techniques within a company context to a greater or lesser extent. It was found 

that the dark side of EI starts within the top management followed by a hierarchical 

domino effect throughout the hierarchical levels within the company highly dependent on 

leadership influence. The Spectrum Framework from EI to the Dark side of EI (Figure 5) 

created by the researchers, suggests the dark side of EI to not solely manifests in the non-

prosocial side of EI, as it also could manifest within an intermediate zone between 

prosocial and non-prosocial. Within the intermediate zone, the aim for company goal 

fulfilment became the focal point. The manifestation of the dark side of EI took form 

through gamification techniques being identified as the social-, tactic-, and run one over 
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games. The use of tactic games corresponded to a tool used for strategic ends. However, 

in order to use emotional manipulation as a strategic tool, this phenomenon needs to be 

carried out by the person with a great amount of expertise and awareness in the aim of 

reaching a beneficial result. The concentration of the dark side of EI increased in times 

of changes as the companies faced a more uncertain environment in which strategies of 

the dark side of EI got used in order to handle the situation.   

  

RQ2. How does the dark side of EI affect people within a company? 

 

This study shows that the manifestation of the dark side of EI resulted in people being 

affected in terms of emotional distance derived from the loss of trust and destroyed 

relationships. Additionally, the manifestation resulted in decreased motivation derived 

from the feeling of insecurity and annoyance in times of the dark side of EI being present. 

However, the degree in which people got affected varied depending on individual 

concentration held of EI competencies, self- confidence, assertiveness, and familiarity 

with the individual and group as explained in the Spectrum Framework from EI to the 

Dark side of EI (Figure 5). The practitioner’s intention to fulfil general company goals 

made the respondent less affected by the manifestation of the dark side of EI.  

 

6.2 Implications 

6.2.1 Theoretical Implications 

 

Previous research in the field of EI in a company context has mostly been focusing on the 

beneficial outcomes by incorporating the phenomenon (Austin et al., 2007; Davis & 

Nichols, 2016). While entering the discussion of the potential negative side of the 

phenomenon the literature has gone with scarcity and the focus has mostly been on the 

categorisation between the use of the prosocial respectively the non-prosocial EI (Austin 

et al., 2018). Over the years, researchers have been calling for more in-depth and 

qualitative studies on how the phenomenon manifests and affects people within a 

company context (Hyde & Grieve, 2014; Hyde & Grieve, 2018; Wong & Law, 2002).  
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Through a qualitative multiple case study of four Swedish companies, the researchers 

have contributed to the field of the dark side of EI within a company context by exploring 

the manifestation of the dark side of EI as well as how it affects people within a company. 

Through an inductive approach the researchers have explored an intermediate zone 

between the two pillars of prosocial and non-prosocial EI which has not been identified 

within previous literature. While investigating in this manifestation, the researchers were 

able to identify techniques and contexts in which this manifestation took place. This study 

has hence generated theoretical awareness of phenomena such as gamification in a 

context of the dark side of EI. Additionally, the researchers have contributed to theory by 

explaining how the manifestation generally outset from the top management before it 

continues further down in the company through a hierarchical domino effect. As the 

manifestation was explored, the researchers could in addition contribute to how the 

manifestation both in the intermediate zone as well as in the non-prosocial side of EI 

affected people. This has brought awareness regarding how people get affected by the 

usage of the dark side of EI dependent on a set of individual factors together with the aim 

of company goal fulfilment.  

 

The researchers have theoretically contributed with a framework covering how EI 

manifests within a spectrum moving from prosocial use further to an intermediate zone, 

in which company goal fulfilment becomes a key factor, and lastly to the pillar of non-

prosocial use, see Figure 5. Related to these three types of manifestation and how people 

got affected, was explored and theoretically identified. 

     

6.2.2 Practical Implications        

   

Management of people’s emotions has become a key factor in doing business successfully 

in today’s society (Popescu et al., 2016). By reaching an understanding for how to 

influence people’s emotions beneficially to increase job satisfaction, motivation, and 

creativity, companies can manage to reach success and stay competitive in the long run 

(Barsade & Gibson, 2007; Popescu et al., 2016; Wong & Law 2002). 
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By making use of the framework developed throughout this study, see figure 5, people 

within companies of today can better understand how to incorporate people's emotions in 

a beneficial- and strategic way. As reaching an understanding of how to find the balance 

between making use of general prosocial EI as well as degrees of the dark side of EI, 

people within companies may reach a higher degree of motivation and strategic usage. 

Increased awareness of how the manifestation of the dark side of EI may become harmful 

in terms of emotional distance and decreased motivation, can help people to avoid 

damaging usage. The increased understanding can further enable people within 

companies to emotionally influence people in a fruitful way rather than becoming 

manipulative.    

 

Increased awareness within the field will be of critical matter for people within companies 

today due to the ongoing debate claiming EI to be of even greater importance than IQ in 

managing people within this context (Popescu et al., 2016). Being informed of emotional 

usage and hence more responsible in taking actions will help people within companies to 

push the right buttons as making use of people's emotions in the reach for success. 

 

6.2.3 Societal Implications 

 

On a societal level, this study within emotional usage provides the society with valuable 

knowledge in how to successfully incorporate emotional usage as a strategic tool in a non-

harming way. By raise awareness in the field of the dark side of EI and how emotional 

manipulation might cause damage, the society at large will be enriched in how to sustain 

competitiveness in the 21st century. This without making a trade-off in people's well- 

being and long-run overall company efficiency. Importantly, as people and their emotions 

have become a factor to capitalize on, the usage will impact the overall company 

performance (Luthans, 2002). In today's society, people spend a great part of their life at 

work making peoples work-related well-being determinant for peoples’ general well-

being within the society at large (Bolino et al., 2018). 
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6.3 Limitations 

Throughout the process of this thesis, the researchers experienced shortcomings and 

limitations, where limitations connected to time constraints have been most prominent. 

The limited time frame has affected the ability to investigate in which companies to 

contact, conducting interviews, as well as summarizing and analysing findings. In the aim 

of increased trustworthiness, the researchers used prolonged engagement with each of the 

companies involved in the study. Initial contact was made with the participants through 

e-mail followed by a guided tour at each office to further familiarize with each company. 

Given more time, the researchers would have chosen to extend the prolonged engagement 

with initial conversations with each of the research participants to further build trust 

before conducting the interviews. Through an increased trust between the research 

participants and the researchers, the researchers would potentially access further detailed 

information regarding the sensitive area of investigation. Additionally, considering the 

fact of the researchers being business students, they held a limited amount of knowledge 

within the field of psychology. As the area of research involves psychological factors the 

researchers were limited by a scarcity of knowledge within that field.  

  

Although the researchers experienced a reach of saturation of the number of interviews 

held in terms of recurrent patterns and nuanced descriptions of how the dark side of EI 

manifests and affects people within companies. The area of study goes with complexity 

in reaching complete saturation as how people get affected heavily depends on the 

separate individual. Therefore, the researcher would have interviewed more people within 

each company in case the time scope would have been less limited. 

 

The limited time frame made the researcher chose to solely focus on companies similar 

in nature to increase the probability of people facing similar company environments. A 

more holistic representative picture of Swedish companies would have included 

companies representing several industries. All interviews were held at offices located in 

the southern region of Sweden. Hence, the sample does not give a complete representation 

of companies located in Sweden. To assure a more holistic view of Swedish based 

companies, companies from a wider geographical spread would have been included in 

the study. Seen to mentioned limitations, full data saturation was not reached and 

additional aspects might be discovered through future research. 



 

 75 

6.4 Suggestions for Future Research  

For this study, a qualitative research strategy and approach was employed as the 

researchers aimed to explore the manifestation of the dark side of EI as well as how the 

phenomenon affects people within a company context. However, based on the qualitative 

approach and limited sample size the conclusion may not be generally applicable to all 

Swedish companies. To get a more generalized picture, the same study could be 

investigated using a quantitative research design. As a quantitative study includes a larger 

sample size, these types of studies could generate more of a general picture of the 

phenomenon (Bryman, 2012). 

 

During the study, an interest was developed in whether the manifestation might depend 

on the industry. As this study has not considered and aimed at industry differences in the 

manifestation of the dark side of EI and how people got affected by the phenomenon, it 

is further suggested to investigate in the same type of study in which comparison between 

industries becomes of interest. As a result of this study, the researchers were able to 

conclude the manifestation of the dark side of EI to present within a company context, 

even though the manifestation might take different forms and might affect people 

differently depending on the aim of serving under company goal fulfilment. What is 

further to be suggested for future studies is how people cope with the manifestation of the 

dark side of EI. By investigating in this perspective, an additional level of awareness 

related to the phenomenon would be documented. 

          

An overall pattern within research encompassing EI corresponds to interest and focus on 

differences among gender. Therefore, a suggestion for future research could be to 

investigate if people get differently affected by the manifestation of the dark side of EI 

depending on gender. Also, differences in emotional usage and how people get affected 

might be founded in overall values and beliefs held by the person. In order to create 

awareness within cultural differences related to this field of research, further studies are 

suggested to incorporate more of a culturally diverse sample group. 

 

 



 

 76 

References 

Alcacer, J. (2015), Competing globally, Core Curriculum, Boston MA: Harvard 
Business School Publishing. 

   
Alvesson, M., & Sköldberg, K. (2018). Reflexive Methodology. (3rd ed.). London, 
United 
Kingdom: SAGE. 
  

Austin, E. J., Farrelly, D., Black, C., & Moore, H. (2007). Emotional intelligence, 
Machiavellianism and emotional manipulation: Does EI have a dark side? Personality 
and individual differences, 43(1), 179-189. 
  
Austin, E. J., & O’Donnell, M. M. (2013). Development and preliminary validation of a 
scale to assess managing the emotions of others. Personality and Individual differences, 
55(7), 834-839. 
  
Austin, E. J., Saklofske, D. H., & Smith, M. M. (2018). Development and Validation of 
Two Short Forms of the Managing the Emotions of Others (MEOS) Scale. Frontiers in 
psychology, 9.   
 
Austin, E. J., Saklofske, D. H., Smith, M., & Tohver, G. (2014). Associations of the 
managing the emotions of others (MEOS) scale with personality, the Dark Triad and 
trait EI. Personality and Individual Differences, 65, 8-
13.                                                                                                      
                                                                                                          
Barsade, S. G., & Gibson, D. E. (2007). Why does affect matter in organizations?. 
Academy of management perspectives, 21(1), 36-59. 
  
Bastian, V. A., Burns, N. R., & Nettelbeck, T. (2005). Emotional intelligence predicts 
life skills, but not as well as personality and cognitive abilities. Personality and 
individual differences, 39(6), 1135-1145. 
  
  
Berkovich, I., & Eyal, O. (2016). Good cop, bad cop: Exploring school principals’ 
emotionally manipulative behaviours. Educational Management Administration & 
Leadership, 45(6), 944-958. 
 
 
Bolino, M. C., Klotz, A. C., Turnley, W. H., Podsakoff, P., MacKenzie, S., & 
Podsakoff, N. (2018). The unintended consequences of organizational citizenship 
behaviors for employees, teams, and organizations. In P. M. Podsakoff,  S. B. 
MacKenzie, & N. P. Podsakoff (Eds.), The Oxford handbook of organizational 
citizenship behavior (pp. 185-192). New York. NY: Oxford University Press 
 



 

 77 

Braun, V., & Clarke, V. (2008). Using thematic analysis in psychology. Qualitative 
research in psychology, 3(2), 77-101. 
 

Brody, N. (2004). What cognitive intelligence is and what emotional intelligence is not. 
Psychological Inquiry, 15(3), 234-238. 
 

Bryman, A. (2012). Social Research Methods. New York: Oxford University Press. 
  

Carr, D. (2000). Emotional intelligence, PSE and self esteem: A cautionary note. 
Pastoral Care in Education, 18(3), 27-33.  
              

Carroll, J. B. (1993). Human cognitive abilities: A survey of factor-analytic studies. 
Cambridge University Press. 
 

Côté, S., DeCelles, K. A., McCarthy, J. M., Van Kleef, G. A., & Hideg, I. (2011). The 
Jekyll and Hyde of emotional intelligence: Emotion-regulation knowledge facilitates 
both prosocial and interpersonally deviant behavior. Psychological Science, 22(8), 
1073-1080. 

Côté, S., & Hideg, I. (2011). The ability to influence others via emotion displays: A new 
dimension of emotional intelligence. Organizational Psychology Review, 1(1), 53-71. 
 

Côté, S., & Miners, C. T. (2006). Emotional intelligence, cognitive intelligence, and job 
performance. Administrative Science Quarterly, 51(1), 1-28. 
 

Davis, K., Christodoulou, J., Seider, S., & Gardner, H. (2011). The theory of multiple 
intelligences. In R. J. Sternberg & S. B. Kaufman (Eds.), Cambridge handbook of 
intelligence (pp. 485-503). Cambridge, UK; New York: Cambridge University Press. 
 

Davis, S. K., & Nichols, R. (2016). Does emotional intelligence have a “dark” side? A 
review of the literature. Frontiers in psychology, 7, 1316. 
 

DeNeve, K. M., & Cooper, H. (1998). The happy personality: a meta-analysis of 137 
personality traits and subjective well-being. Psychological bulletin, 124(2), 197. 
 

De Raad, B. (2005). The trait-coverage of emotional intelligence. Personality and 
Individual Differences, 38(3), 673-687. 

  
Easterby-Smith, M., Thorpe, R., Jackson, P., Jaspersen, L. (2018). Management & 
Business Research (6th ed.). London, United Kingdom: SAGE. 
  



 

 78 

Eisenhardt, K. M. (1989). Building theories from case study research. Academy of 
management review, 14(4), 532-550. 
  
 
Eisenhardt, K. M., & Graebner, M. E. (2007). Theory Building from Cases: 
Opportunities and Challenges. The Academy of Management Journal, 50(1), 25-32. 
 
  
Fix, R. L., & Fix, S. T. (2015). Trait psychopathy, emotional intelligence, and criminal 
thinking: Predicting illegal behavior among college students. International journal of 
law and psychiatry, 42, 183-188. 
 

Fugate, M., Kinicki, A. J., & Scheck, C. L. (2002). Coping with an organizational merger 
over four stages. Personnel Psychology, 55(4), 905-928. 

 
Gardner, H. (1993). Multiple intelligences: the theory in practice. NY: Basic Books. 
 

Gohm, C. L., Corser, G. C., & Dalsky, D. J. (2005). Emotional intelligence under stress: 
Useful, unnecessary, or irrelevant?. Personality and individual differences, 39(6), 1017-
1028. 
 

Goldstein, S. (2017). EQ Is Massively More Important Than IQ for Leaders. Here's 
Why. Retrieved March 20, 2019, from https://www.inc.com/steve-goldstein/eq-is-
massively-more-important-than-iq-for-leaders-heres-why.html 
  

Goleman, D. (2000). Leadership that gets results. Harvard business review, 78(2), 4-
17.           
 

Guba, E.G. (1981). Criteria for Assessing the Trustworthiness of Naturalistic Inquiries. 
Educational Technology and research and Development, 29(2).75-91. 
 
 
Guedes, M. J., Gonçalves, H. M., & da Conceição Gonçalves, V. (2017). Stress at the top: 
myth or fact? Causal explanations from a fuzzy-set qualitative comparative analysis 
(fsQCA). Quality & Quantity, 51(5), 2001-2017. 
  

Hatfield E, Cacioppo J, Rapson RL. 1994. Emotional Contagion. New York: 
Cambridge Univ. Press 
 

Hyde, J., & Grieve, R. (2014). Able and willing: Refining the measurement of 
emotional manipulation. Personality and Individual Differences, 64, 131-134. 
 



 

 79 

Hyde, J., & Grieve, R. (2018). The dark side of emotion at work: Emotional 
manipulation in everyday and workplace contexts. Personality and Individual 
Differences, 129, 108-113. 
 

Ireland, R. D., & Hitt, M. A. (1999). Achieving and maintaining strategic 
competitiveness in the 21st century: The role of strategic leadership. Academy of 
Management Perspectives, 13(1), 43-57.      
                  

Jensen, K. (2016). The prosocial primate—a critical review. In Advances in the Study of 
Behavior (Vol. 48, pp. 387-441). Amsterdam, The Netherlands: Academic 
Press.                  
                                                                                                  

Kilduff, M., Chiaburu, D. S., & Menges, J. I. (2010). Strategic use of emotional 
intelligence in organizational settings: Exploring the dark side. Research in 
organizational behavior, 30, 129-152. 
 
  
Krause, D. E. (2012). Consequences of manipulation in organizations: two studies on its 
effects on emotions and relationships. Psychological reports, 111(1), 199-218. 
 

Leuner, B. (1966). Emotional intelligence and emancipation. A psychodynamic study 
on women. Praxis der kinderpsychologie und kinderpsychiatrie, 15(6), 196. 
 

Lincoln, Y. S., & Guba, E. G. (1985). Naturalistic inquiry. Newbury Park, CA: Sage. 
 
  
Lishner, D. A., Swim, E. R., Hong, P. Y., & Vitacco, M. J. (2011). Psychopathy and 
ability emotional intelligence: Widespread or limited association among facets?. 
Personality and Individual Differences, 50(7), 1029-1033. 
 

Luthans, F. (2002). Positive organizational behavior: Developing and managing 
psychological strengths. Academy of Management Perspectives, 16(1), 57-72. 
 

Lyons, J. B., & Schneider, T. R. (2009). The effects of leadership style on stress 
outcomes. The Leadership Quarterly, 20(5), 737-748. 

 
Matthews, G., Emo, A. K., Funke, G., Zeidner, M., Roberts, R. D., Costa Jr, P. T., & 
Schulze, R. (2006). Emotional intelligence, personality, and task-induced stress. Journal 
of Experimental Psychology: Applied, 12(2), 96. 

 
Mayer, J. D., Roberts, R. D., & Barsade, S. G. (2008). Human abilities: Emotional 
intelligence. Annual Review of Psychology, 59, 507-536. 
  



 

 80 

Myers, M. (2013). Qualitative research in business et management (2nd ed.). Los 
Angeles: SAGE. 

 
Nagler, U. K., Reiter, K. J., Furtner, M. R., & Rauthmann, J. F. (2014). Is there a “dark 
intelligence”? Emotional intelligence is used by dark personalities to emotionally 
manipulate others. Personality and Individual Differences, 65, 47-52 

 
Nozaki, Y., & Koyasu, M. (2013). The relationship between trait emotional intelligence 
and interaction with ostracized others' retaliation. PloS one, 8(10), e77579. 

 
O’Connor, P. J., & Athota, V. S. (2013). The intervening role of Agreeableness in the 
relationship between Trait Emotional Intelligence and Machiavellianism: Reassessing 
the potential dark side of EI. Personality and Individual Differences, 55(7), 750-754. 

 
Robinson, O., & Griffiths, A. (2005). Coping with the stress of transformational change 
in a government department. The Journal of Applied Behavioral Science, 41(2), 204-221. 
 

Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, cognition and 
personality, 9(3), 185-211. 

 
Salovey, P., Mayer, J. D., & Caruso, D. (2002). The positive psychology of emotional 
intelligence. In C. R. Snyder & S. J. Lopez (Eds.), Handbook of positive psychology 
(pp. 159-171). New York, NY: Oxford University Press. 
  
 
Saunders, M., Lewis, P., & Thornhill, A. (2009). Research methods for business 
students (5th ed.) . Essex, Pearson Education Limited 
 

Schaie, K. W. (2001). Emotional intelligence: Psychometric status and developmental 
characteristics-Comment on Roberts, Zeidner, and Matthews (2001). Emotion, 1(3), 
243-248. 
 
  
Schilpzand, P., De Pater, I. E., & Erez, A. (2016). Workplace incivility: A review of the 
literature and agenda for future research. Journal of Organizational behavior, 37, S57-
S88. 

 
Shenton, A. K. (2004). Strategies for ensuring trustworthiness in qualitative research 
projects. Education for information, 22(2), 63-75. 

 
Smollan, R., & Parry, K. (2011). Follower perceptions of the emotional intelligence of 
change leaders: A qualitative study. Leadership, 7(4), 435-462. 



 

 81 

Villanueva, J. J., & Sánchez, J. C. (2007). Trait emotional intelligence and leadership 
self-efficacy: Their relationship with collective efficacy. The Spanish Journal of 
Psychology, 10(2), 349-357. 

 
Palmer, B., Walls, M., Burgess, Z., & Stough, C. (2001). Emotional intelligence and 
effective leadership. Leadership & Organization Development Journal, 22(1), 5-10. 
 
  
Petrides, K.V. (2009). Psychometric properties of the trait emotional intelligence 
questionnaire (TEIQue). In C. Stough, D. H. Saklofske, and J. D. A. Parker 
(Eds.),  Assessing emotional intelligence:theory, research and application (pp. 85-101). 
New York. NY: Springer 
 

Popescu, M., Tascu, A. V., & Coconoiu, D. (2016). Manipulation and Emotional 
Intelligence in Business. Quality-Access to Success, 17(3), 225-230. 
 

Vidal, S., Skeem, J., & Camp, J. (2010). Emotional intelligence: Painting different paths 
for low-anxious and high-anxious psychopathic variants. Law and Human Behavior, 
34(2), 150-163. 
  

Wong, C. S., & Law, K. S. (2002). The effects of leader and follower emotional 
intelligence on performance and attitude: An exploratory study. The leadership 
quarterly, 13(3), 243-274. 

  
Yin, R. (2018). Case study research and applications (6th ed.). Los Angeles [etc.]: 
Sage. 
  
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 82 

Appendix 1. Form of consent 
 
 

Date:  March 2019 
Jönköping International Business School (JIBS) 

 

CONSENT FORM FOR RESEARCH PARTICIPATION 

 

This form indicates that I consent to participating in the JIBS administered Master’s Degree 
Research Project: “Emotional Intelligence within Swedish Companies” within the program 
Civilekonom.  

1. I understand that my participation is voluntary.  
2. This study is completely anonymous and no association will be able to be drawn to a 

person or a company.   
3. I have been given sufficient information about this research project. The purpose of my 

participation as an interviewee in this project has been explained to me and is clear.   
4. I have been advised on what the purpose of the project is and what will be done with the 

data upon completion of the research (including safe storage).  
5. I have understood that this research is done with the purpose of understanding 

phenomenon on an aggregate level, excluding personal- and company-identity.  
6. I allow the researchers to take written notes during the interview. I also allow the 

recording by audio tape of the interview.  
7. I agree to participate in this activity, realizing that I may withdraw at any time 

without reason and without prejudice. I also realize I always have a choice, not to 
answer a question if I in any way feel uncomfortable.  

8. I understand that all information provided is treated as strictly confidential and 
will not be released by the researcher.  

   

______________________________________                    _________________ 

Participant’s name              Date   

 

 

_________________________________________________________________  

Participant’s signature 
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Appendix 2. Topic guide 
 
 

Topic Questions 

Formalities 

 
1. Sign form of consent, ask for permission to record 
2. Introduce ourselves  
3. Introduce topic  

 
  

EI in general 
 

 
1. How is motivation among coworkers taking expression at your workplace?  
2. If someone at work is lacking confidence about doing a task, does it cause reactions or 

concerns among other coworkers? 
3. How do others generally experience and reacts to a coworker with low confidence?  
4. How do others generally experience and reacts to a coworker with high confidence?  
5. If someone at work is in a bad mood, does other coworkers concern about it? 

 
       Probe for question 1A-5A: 
       If they concern, what are their reactions and behaviors? 
 

  

Scenario Questions 
General 

 

 

 
1. Your coworker is feeling down due to a stressful task, what is the general behavior and 

thoughts among the coworkers in a situation like this?  
2. You fail to meet an important goal for the week, how does your manager and coworkers 

behave on Monday?  
 

Probe for question 1D-2D: 
Does this remind you of a situation you previously have experienced? 

 
  

D-EI inauthentic 
 

 
1. (FLATTER) How do you feel and react when a coworker/ manager is especially nice to 

someone before asking them for a favor? How does this type of situations take place?  
2. (FLATTER) How do you feel and react when a coworker/ manager is especially nice to 

someone where they can benefit from their relationship? How does this type of 
situations take place?  

3. (FLATTER) How do you feel and react when a coworker/ manager tries to elicit 
sympathy if they want someone to do something for them? How does this type of 
situations take place?  

4. (FLATTER) How do you feel and react when a coworker/ manage creates a relationship 
to people in order to fulfil their individual interest? How does this type of situations take 
place?  

5. (FLATTER) How do you feel and react when a coworker/ manager compliments people 
to get them to behave in a particular way? How does this type of situations take place?   
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6. (SULK) How do you feel and react when a coworker/ manager sulk to make another 

person feel bad to change someone else's behavior? How does this type of situations 
take place?  

7. (OVER DRAMATIZE) How do you feel and react when a coworker/ manager 
sometimes exaggerates their personal problem to avoid doing a task? How does this 
type of situations take place?   

 

Probe for question 1B-11B: 
Can you give an example? 

 
  

Scenario Questions 
Inauthentic 

 

 
 

1. Your coworker claims their children to be sick and they are expressing themselves to be 
very worried, therefore they must leave earlier. This leaves you with an extra hour of 
work, how do you react and feel about your coworkers’ behavior?  

2. Your coworker compliments your work from last week. A little bit more than usual. 
Later the same afternoon they ask you for a favor (it is clearly connected). What are 
your thoughts and feelings about your coworkers’ behavior?  

 

Probe for question 1E-2E: 
Does this remind you of a situation you previously have experienced? 

 
  

D-EI worsening 
 

 
1. (ANGER) How do you feel and react when a coworker/ manager displays anger in order 

to get someone to do what they want them to do? How does this type of situations take 
place?  

2. (ANGER) How do you feel and react when a coworker/ manager use anger in order to 
motivate? How does this type of situations take place? 

3. (NEG. CRITIQUE) How do you feel and react when a coworker/ manager use criticism 
to make other people work harder? How does this type of situations take place? 

4. (NEG. CRITIQUE) How do you feel and react when a coworker/ manager put someone 
down in the working place to make them feel bad?  How does this type of situations 
take place? 

5. (INSECURITY) How do you feel and react when a coworker/ manager makes someone 
feel anxious so that they will act in a particular way? How does this type of situations 
take place? 

6. (INSECURITY) How do you feel and react when a coworker/ manager undermines 
another person’s confidence? How does this type of situations take place? 

7. (FALSE BLAME) How do you feel and react when a coworker/ manager try to blame 
someone for something which they know is not the other person’s fault?  How does this 
type of situations take place? 

 

Probe for question 1C-7C: 
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Can you give an example? 

 
 

  

Scenario Questions 
Worsening 

 

 
 

1. Your boss displays anger after failure to fulfil the budget goals, how would you feel and 
react?  

2. One of your co-worker is a bit less effective at performing a task and your boss is 
making that person feel bad/embarrassed among other people. how would you feel and 
react?  

3. Two of your colleagues works on a project. They do not manage to finish according to 
schedule. One of them express critique in order to make the other person feel guilty. 
What are your thoughts and feelings about it?  

 

Probe for question 1F-2F: 
Does this remind you of a situation you previously have experienced? 

 
 

  
Additional - Do you have anything to add?  
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Appendix 3. Initial Thematic Map 
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Appendix 4. Final Thematic Map  

 
 

 


