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Abstract 

The current study investigates the role of supervisor emotional intelligence and 

supervisor personality in employee job anxiety with a mediator effect of job 

resources in Sri Lankan garment manufacturing. Based on a cross-sectional survey 

of 220 machine operators and a structural equation modeling analysis, the study 

finds that supervisor emotional intelligence and personality both have significant 

effects on employee job anxiety with job resources playing an important mediating 

role. The findings show that emotionally intelligent and positive-personality 

supervisors build higher job resources such as support, feedback, and autonomy, 

which reduce employees' job anxiety. The research contributes to the literature by 

filling a gap on the overall impact of supervisor traits on employees' mental health 

in organizational settings. The practical suggestions detail the necessity of 

organizational efforts to develop supervisor emotional intelligence and personality 

skills to create job resources and buffer job worry, enhancing workers' well-being 

and productivity. 
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1. Introduction

When it comes to mental health issues, it covers many types of disabilities and 

symptoms such as neurotic and psychotic disorders including obsessive compulsive 

disorders and common mental health issues such as anxiety and depression (Sinclair 

and O’Regan, 2007). There are many approaches to study mental health issues and 

disorders including anxiety within the workplace. When it comes to the workplace, 

demands, feelings of insufficiency, punishment and surveillance through supervisors, 

competition between colleagues can be the causes of anxiety among employees.  

People with mental health issues not only encounter numerous difficulties in finding 

a job but also they are at a disadvantage within their actual work environment while 

performing the job (Sinclair and O’Regan, 2007). According to the Wanghorn and 

Chant (2005), in Bureau of statistics, it was found that the population who are not in 

the labour force due to the anxiety disorders are 47.1% which is more than the 

healthy people who are not in the labour force (19.9%). This indicated that the 

people with anxiety disorders can be having problems in relation to findings jobs. 

Among these anxiety disorders it can include job-related anxieties which has been 

encountered by people within their previous workplaces.  

Developing countries such as the countries in South Asia have been highly affected 

by mental health related issues due to availability of low resources (Bhutta et al., 

2020). Despite the available evidence, less attention has been given to the 

identification of people who have mental health related issues specially in relation 

to Covid-19 pandemic in countries where there is a dearth of resources (Rahman et 

al., 2020; Kar et al., 2019). Further, in South Asia, there have been evidence in 

relation to the high burden of mental health related issues including anxiety and 

depression with lack of mental health services even before the pandemic situation 



(Hossain and Purohit, 2019; Hossain et al., 2019). According to the previous studies 

it has been evident that high prevalence rates of mental disorders including anxiety, 

depression, suicidal behaviour in South Asian countries (Naveed et al., 2020; 

Hossain et al., 2020). Hence, it is important to study anxiety issues in relation to 

South Asian countries and to know about ways to solve such issues specially in 

relation to employees. The main reason for this is employees with anxiety can be 

highly impacted to the performance of the organization and this can be a major 

economic related issue in developing countries when compared to the developed 

countries. Hence, solving of anxiety within organizational level with the help of 

supervisors will be highly cost effective rather than going on country level. This 

model will help understand one way to solve anxiety issues within organizational 

level by focusing on supervisors and job resources. Further, comparatively, there is 

a lack of empirical research in relation to mental health related issues in South Asian 

countries (Hossain et al., 2020). Further, according to the Hossain et al. (2021), 

among the available empirical studies related to mental health issues such as anxiety 

and depression more studies were related to India, Bangladesh and Pakistan and less 

studies were available in relation to Nepal and Sri Lanka.  

Hence, this study is focused on anxiety issues in Sri Lanka and under performance 

gap it has been given the statistics related to the prevalence of anxiety in Sri Lanka. 

In Sri Lanka there has been a lack of attention given to the anxiety issues within 

organization while more attention has been given to stress. Most of the managers 

have not identified the difference between anxiety and stress and they have mainly 

applied stress coping strategies within organization. Hence, this is a major issue in 

relation to the Sri Lankan organizations.   



According to the Wang et al. (2003), common mental disorders such as anxiety and 

depression are the main causes of occupational disability, and these mental disorders 

are not that much recognized in developing countries even though the evidence of 

social impact has been highly available. Moreover, as per the Australian National 

survey of mental health and wellbeing, it has identified that among the people who 

have anxiety disorders only 28% of individuals have taken the treatments 

(Henderson et al., 2000). This indicates that most of the common mental disorders 

such as anxiety and depression have been under recognized and undertreated in 

many countries. Among these common mental disorders, this study will be 

considered on workplace anxiety since it has been considered as the most common 

mental health of people all around the world and absence from workplace due to this 

mental illness is a growing crisis which needs to be addresses immediately globally 

(Nash-Wright, 2011).  

As mentioned, Job anxiety is one of the main psychological components of an 

organization and despite the available facilities at workplace employees show 

emotional tension and unnecessary fears. This fears and emotional tension can arise 

from the prevailing situational context of an individual and person’s imaginational 

involvement with the work situational contexts. Therefore, these patterns of 

behavior are considered as job anxiety (Srivastava and Sen, 1995). According to 

Greenberg et al. (1999), workplace anxiety disorders create costs to the society and 

in the context of work impairment. Therefore, mental disorders related to the work 

organizational get more importance in modern societies since those related with long 

durations of sick leave and workplace anxieties impact employee fitness for work 

and employability as well.  



As mentioned above an organization plays a major role in provoking job anxiety 

among employees. Mainly job resources can be one of the organizational factors that 

can be directly related with job anxiety issues of the organization. According to 

Hobfoll et al. (1990), resource loss has an effect on anxiety, depression, anger, work 

functioning, self-esteem and the physical health of the individuals. Many studies 

have found out about the negative relationship between job resources and job anxiety 

(Hobfoll, 1989; Sorensen et al., 2021; Smith and Freedy, 2000; Liu et al., 2018; 

Berberoglu, 2018). Further as per the existing literature supervisors play a major role 

in providing job resources within an organization. Hence, in existing literature it was 

found that different characteristics of supervisor emotional intelligence helps in 

creating job resources (Miao et al., 2017; Goleman, 1995; Bakker et al., 2007; Riaz 

et al., 2018; Wong and Law, 2004) and positive personality traits of supervisors also 

can be help in creating job resources within organization (Mayer et al., 2007; Hoogh 

et al., 2011). However existing literature has not considered how overall concepts 

of supervisor emotional intelligence and personality are related to job resources and 

job anxiety within an organization. Hence, this study aims to address the gap in the 

literature by explaining how supervisor emotional intelligence and personality can 

influence employee job anxiety from job resources perspective.   

2. Rationale of the Study

Work related anxiety, depression and stress are considered as a harmful reaction that 

individuals have to undergo due to heavy pressures and demands placed on them 

from workplace. According to the labor force survey, in 2020/21 total cases of work-

related anxiety, depression and stress was 822000 and prevalence rate is 2480 per 

100000 workers. Further, this rate is not statistically different with compared to the 

previous year as well. Further in 2020/21, 50% of all work-related health cases are 



related to depression, anxiety and stress related cases (LFS Annual Estimate, 

2020/21). As per the World Health Organization statistics among all disability 

people (both physical and mental) 40% of people are related to the mental health 

related issues (Sinclair and O’Regan, 2007). According to the Singleton et al. 

(2001), the second most commonly reported symptoms and illness among people 

are depression, anxiety, difficulty in maintain memory for a long time and lack of 

concentration.   

Effects of supervisor's personality on the support, abuse, and feedback provided to 

junior accountants. Advances in Accounting Behavioral Research. This research 

underscores the role of supervisor personality traits such as agreeableness and 

conscientiousness in creating supportive job resources (Saadullah et al., 2020). A 

meta-analysis of emotional intelligence effects on job satisfaction mediated by job 

resources, and a test of moderators. Personality and Individual Differences. This 

meta-analysis supports the positive relationship between supervisor emotional 

intelligence and job resources (Miao et al., 2017). How perceived supervisor support 

affects workplace deviance? Mediating role of perceived organizational support. 

This study addresses how supervisors affect employees' psychological strains, such 

as anxiety, through job resources (Khan et al., 2015). Leaders’ emotional intelligence 

and its significant effect on job satisfaction and employee motivation. This study 

highlights the positive impact of leaders' emotional intelligence on employee job 

satisfaction and motivation, emphasizing the role of emotional intelligence in 

fostering supportive work environments Muchsinati et al.,2025). This research 

reviews the influence of emotional intelligence on job satisfaction, burnout 

reduction, conflict management, and job performance, underscoring emotional 

intelligence as a crucial leadership skill for improving work outcomes (Alam, N. et 



al., 2024). According to Chevalier, S., & colleagues (2025) the mediating role of 

emotional intelligence in transformational leadership and its beneficial effects on 

employee mental health, job satisfaction, and resilience against workplace stress. 

Robinson, M. D. (2025) stresses work-related emotional intelligence as a key factor 

in managing workplace emotional demands and reducing employee anxiety. 

According to Martin, L. (2024) examines the relationship between emotional 

intelligence and happiness at work, reinforcing the importance of emotional 

intelligence in positive employee outcomes. 

Furthermore, anxiety has been an issue within organizations in Sri Lanka for a long 

period of time and this has increased more due to pandemic situation. According to 

the Ministry of Health (2017), in Sri Lanka there were 669259 total cases of anxiety 

among entire population which represent 3.4%. This indicates that it was prevalent 

from earlier years as well. The survey conducted by the Anxiety Disorders 

Association of America (2015) shows how anxiety can relate to the organization. 

According to the survey findings, anxiety within the workplace impact on 

organizational performance, relationship with other employees, work quality and also 

relationship with supervisors. Apart from that work environment also impact on 

anxiety through pressure related to deadlines, relationship with supervisors and 

colleagues and other problems arise while performing work activities.  

Despite the available evidence of job anxiety within organizations and literature 

related to the relationship between job resources and job anxiety and supervisor 

impact on job anxiety there were limited studies about the influence of supervisor 

emotional intelligence and supervisor personality on employee job anxiety. Many 

studies have focused only on some indicators of supervisor emotional intelligence 



rather than considering the whole concept itself (Standsfeld et al., 1999; Cohen et 

al., 1985; Jonsdottir et al., 2020; Mineyama et al., 2007; Kristinsson et al., 2019; Lee 

& Ashton, 2005). Further despite that available literature and empirical findings 

related to the relationship between job resources and job anxiety (Hobfoll, 1989; 

Sorensen et al., 2021; Smith & Freedy, 2000; Liu et al., 2018; Berberoglu., 2018), 

there have been limited studies available on how the whole concept of supervisor 

emotional intelligence and personality can be impacted on employee job anxiety 

through the job resources concept. Hence this gap of the literature has been taken 

into consideration of this current study and it focuses on machine operators of Sri 

Lanka in addressing the research problem of the study.   

Hence, the research problem of this study is to find out whether the impact of 

supervisor emotional intelligence and supervisor personality on employee job 

anxiety is mediated by job resources in Sri Lanka. The objective of this study is to 

find the mediating effect of job resources in finding the impact of supervisor 

emotional intelligence and personality on employee job anxiety.    

3. Literature Review

 3.1 Job Anxiety 

Long term uneasiness and fear can be identified as anxiety (Rachman and hodgson, 

1974). Anxiety can be occurred by facing a real failing of achievement or even 

through the imagination of possible failing. According to the Sanne et al (2005), it 

was found that high demand, low support, and control within the job can be impact on 

development of depression and anxiety. Further, supervisors can be a major stimulus 

to provoke anxiety since they are mainly focusing on giving instructions, supervising 



and rewarding and punishing employees. As mentioned by Muschalla (2008), 

management can consider establishing a work environment which enables employees 

to discuss disagreements within different levels of hierarchy.  

 3.2 Job Resources  

Job resources can be defined as the characteristics of the job which helps employees 

to cope up with their job demands and helps to improve their physical and 

psychological outcomes (Bakker et al., 2007). According to the Demerouti and 

Bakker (2014), “Job resources refer to those physical, psychological, social, or 

organizational aspects of the job that are either/or: 1) functional in achieving work 

goals; 2) reduce job demands and the associated physiological and psychological 

costs; and 3) stimulate personal growth, learning, and development”. According to 

the study of Anne (2007). job control and supportive organizational climate has been 

considered as job resources. Job control includes autonomy and participation in 

decision making (Spector, 1998). Supportive organizational climate means 

employees’ perception regarding the social support and quality of communication 

within the work environment.  

This study is based on conservation of resource theory in explaining the relationship 

between job resources and employee job anxiety. According to the conservation of 

resource theory individuals feel threatened when there is a potential or actual loss of 

resources (Hobfoll, 1989). Further, it explains that apart from the potential or the 

actual loss of resources after an investment of more resources, a lack of resource 

gain can also result in stress reaction. Conservation of resource theory has based on 

a central principle which is that both resource loss and gain tend to accumulate in 

cycles. When an induvial loss resources loss cycle develops since they can’t access 

to relevant resources, and this increased more resource loss since they are lacking 



resources to offset more losses (Hobfoll, 1989). Therefore, according to Hobfoll 

(2001), “although resource loss is the primary operating mechanism in 

psychological stress and has a significantly greater impact than resource gain does, 

resource gain shows its saliency and plays a crucial role in times of loss”. Further 

those who have more resources and invest those for further gains of resources and 

to have a protection against resource loss.  

3.3 Job Resources and Employee Job Anxiety 

The loss of job resources can create employee job anxiety. In order to support this 

argument in this study it uses conservation of resource theory by Hobfoll (1989). 

This theory has provided an explanation for conceptualizing work strain using a 

resource concept and provides insight to resources and strain. As it has indicated 

perceived and actual losses of job resources are valid sources of work strain 

(Hobfoll, 1989). Work psychological strains includes depression, tension, anxiety, 

frustration, emotional exhaustion, and Burnout (Ahmad et al., 2021). Hobfoll (1990) 

proposes that resource loss has an effect on anxiety, depression, anger, work 

functioning, self- esteem and the physical health of the individuals. According to the 

study of Sorensen et al. (2021), the patients with more resource loss reported more 

anxiety and depression. Therefore, resource loss appeared as an important predictor 

for both anxiety and depression.  

As proposed by Hobfoll (1990), loss of resources impact on anger, depression, 

anxiety and work functioning of individuals. The study of Sorensen et al. (2021), 

has evaluated psychological distress of patients by using COR model by considering 

job resources such as social support, coping strategies, self-efficacy etc. In here 

psychological distress has been measure by depression and anxiety. As per their 



findings majority of the sample has experience anxiety and depression and for the 

female patients who has faced resource loss has shown more anxiety. The study has 

also found that the patients who has more anxiety has been faced with more resource 

loss. Therefore, they concluded that resource loss is an important factor which leads 

to distress reaction and losses of resources have a significant relationship with 

psychological and physical health related issues (Smith and Freedy, 2000). 

According to the study of Liu et al. (2018), high job control is related with low level 

of anxiety. Apart from that according to the study of Berberoglu (2018), supportive 

organizational climate has related with low level of anxiety.  

According to Windlinger and Zugar (2022), having limited job resources such as 

autonomy, feedback and social support can be considered as key factors which 

develop burnout among employees. When it comes to the feedback burnout of 

employees can be arise due to lack of constructive feedback (Rony et al, 2020). 

However, when a supervisor has given useful feedback to the employees it will 

increase their motivation and job engagement (Othman et al., 2018). Apart from that 

giving positive feedback on time by the supervisor can reduce employee burnout 

since this feedback is helpful to reduce emotional exhaustion (Carlotto and Camara, 

2019).  

According to the Adil and Baig (2018), lack of constructive feedback and lack of 

autonomy of supervisors can limit employees’ freedom to take decisions and act in 

their job. They must have to achieve project deadlines with time constraints while 

following strict guidelines and this will lead to development of stress, anxiety, or 

depression. Job resources are negatively related with burnout (Demerouti et al., 

2018). If employees have not received proper feedback, ability develop themselves 



and when they have insufficient control, they will feel this. According to the Kim 

and Wang (2018), when employees are receiving proper feedback, autonomy, social 

support, and good relationship with supervisor can reduce the burnout level among 

employees. According to the Preston (2020), provision of high-quality feedback will 

result in low depression and anxiety level among employees, and this will reduce 

feeling of helplessness. According to the Bayes et al. (2021), the clinical sign and 

symptoms of burnout is depression, anxiety, emotional exhaustion, and distress. 

According to Marques-Pinto et al. (2018), burnout is link with work related anxiety. 

According to the Abbasi (2018), supervisor support can impact on wellbeing of 

employees. Further, Social support includes emotional support which means the 

people who are supportive showing that they care about other people’s welfare and 

instrumental support which means supportive people help to solve problems and 

finally informational support which refer that the supportive people give information 

to people (Terry et al., 2014). Mainly social support can be related with supervisors, 

colleagues and people who are outside of the company such as family, friends (Jolly 

et al., 2021). Therefore, according to the Terry et al. (2014), it identified that based 

on theoretical and empirical ground there is an effect of social support on anxiety. 

As it has argued if an employee is facing anxiety within the workplace by providing 

social support it can reduce anxiety directly. In non-experimental studies of 

occupational stress as well it has shown that there is a negative correlation between 

social support and psychological strains. They argued that social support can reduce 

the strength of psychological stains and since anxiety is one of the psychological 

strains it also has the same relationship. According to the study of Jayaratne et al. 

(1998), it was found that support from supervisors has a negative relationship with 

anxiety among social workers in US.  



According to the Hirani et al. (2018), social support levels are related to occurrence 

of anxiety among employees. As per study conducted in China by Qi et al. (2021), 

it was found that there was a high prevalence of anxiety among the adolescents 

during the pandemic who have received low or medium social support within 

organization. Therefore, having supportive supervisions is an important job resource 

for employee anxiety management.  

3.4 Supervisor Emotional Intelligence and Job Resources 

Miao et al. (2017), has stated that emotional intelligence has a positive relationship 

with job resources. One of the key types of job resource is positive social 

relationship with supervisors (Bakker and Demerouti, 2018). According to the 

Goleman (1995), emotional intelligence is important to create good social 

interaction and to maintain and establish social relationship. Therefore, when 

supervisors are emotionally intelligent it helps to generate good relationship with 

employees which is a fulfilment of one job resource. When individuals are 

emotionally intelligence, they can understand not only their own feelings but also 

others’ feelings and emotions (Riaz et al., 2018). Further they can use their emotion 

perception and regulation ability to create and maintain good relationship with their 

employees (Wong and Law, 2004). Hence, this will allow employees to gain job 

resources from their supervisors through proper social exchanges. Having such 

positive social exchange among supervisors and employees will generate job 

resources such as supervisor support, job autonomy and feedback to the employees 

(Miao et al, 2020).  

Another important job resource is good and supportive organizational climate. As 

mentioned by Barreiro and Treglown (2020), emotionally intelligent supervisor can 

drive the mood and behavior of all people within the company. Further as suggested 



by Ciarrochi et al. (2000), supervisor who has higher emotional intelligent can 

manage their mood and evaluate actions and decisions proper way and this helps to 

guide the mood of entire organization. Hence, supervisor with high emotional 

intelligent can create positive and supportive organizational climate for employees 

(Goleman et al, 2002). According to Khan et al. (2019), an emotionally intelligent 

supervisor has self-confidence and can understand their employees in a better way 

due to his/her empathy and can boost others’ moods with their social skills. Further 

here it stated that higher the emotional intelligence of the supervisor better the 

organizational climate. Hence, it can say that high level of emotional intelligence 

creates a supportive organizational climate with trust, information sharing and 

learning oriented where low emotional intelligence of supervisor’s lead to a climate 

of fear and anxiety (Goleman K., 2002). When supervisors are emotionally 

intelligent, they know how to organize, lead, communicate, understand, and 

motivate employees which in return create a supportive organizational climate.  

 3.5 Supervisor Personality and Job Resources 

Personality traits of a supervisor can be help in generating job resources within 

organization. Openness is one of the personality traits which describes about the 

qualities which needed in interpersonal interactions such as ability to understand 

others and adapt to other’s perspectives (Corr and Matthews, 2020). According to 

Mededovic et al. (2019), those who have openness trait is open minded and have 

depth of intellect. Further people who have the personality trait of agreeableness are 

modest and have tender mind. They have social qualities of truthfulness and 

kindness (Einarsen et al., 2018). According to Aleksic and Vukovic (2018), 

supervisors who are having low agreeableness and highly introverted tend to do 



more bullying towards their subordinates instead of providing support to them. 

Hence, this impact on job resources within organization.   

Moreover, when a person is having high agreeableness and low neuroticism or high 

conscientiousness it can create a negative impact to their counterproductive work 

behaviour (Bragg and Bowling, 2018). According to Bourdage et al. (2018), when 

supervisors are having low agreeableness it can create high counterproductive work 

behaviours including abuse. Further when they have high agreeableness it can 

reduce behaviours such as violence, theft from other employees and gossiping and 

damaging property (Eschleman et al., 2020). Hence, supervisors who have 

agreeableness traits can provide positive work-related support to their employees 

(Matthews, 2020). Additionally, when it comes to supervisors, they have a duty of 

reviewing the work of employees in order to improve employee work. Further they 

must train them and eventually they become a reviewer. The supervisors who are 

having conscientious trait tend to provide necessary feedback to their employees in 

order to improve their work (Saadullah et al., 2020). Supervisors who are less 

extroverted can be a better listener as well as more participative leaders. These types 

of people are more concern on listening to others’ opinions and perspectives which 

are contrary to their own ideas. These types of supervisors are having better 

communication with employees than extroverted supervisors according to literature 

(Clack, 2020). Hence it can argue that such supervisors create supportive 

organizational climate which encourage proper communication.  

The employees will be influenced by feedback they received based on the nature 

and source of the feedback. Further supervisor’s personality will be impacted on 

how they receive their feedback (Nikiforow, 2019). According to Page et al. (2019), 

supervisors who are extraverted in terms of their personality are very social with 



their employees. Hence, they tend to provide necessary support for employees which 

has been considered as one of the job resources. Further supervisors who have good 

personality traits have good and positive behaviours including support with 

compared to the supervisors who have less personality traits. Specially supervisors 

who have personality traits such as openness and agreeableness are very supportive 

towards their subordinates. Hence, this will automatically fulfil the job resource 

called supervisor support (Saadullah et al., 2020).   

Apart from that according to Matthews (2018), individuals who are extraverted tends 

to be more assertive and sociable. They tend to ask more questions and would like to 

make jokes.  

Hence, they are more active and considered as emotionally positive (Denissen et al., 

2019). Therefore, supervisors who have such kind of a personality will help them to 

provide positive and frequent feedback to employees. Further supervisors who have 

conscientiousness personality trait also tend provide constructive feedback to their 

employees (Saadullah et al., 2020). Provision of feedback is one of the job resources 

within organization.  

3.6 Job Resources as a Mediating Variable Between Supervisor Personality, 

Emotional Intelligence, and Employee Job Anxiety 

According to Khan et al. (2015), supervisor can create actual or potential threat of 

loss to the resources. The existing literature, indicates that bad supervisor can create 

job related strains such as stress, anxiety and depression. These literatures indicate 

that loss of resources creates employees with limited resources to resist bad 

supervisors which indicated they have high vulnerability to supervisory abuse and 

then will face more psychological strains. Therefore, based on the conservation of 

resources theory it can be argued that bad supervisors are a threat for loss of 



resources and in return it will create psychological strains including anxiety and 

depression (Carlson et al., 2012; Harvey et al., 2007; Tepper, 2007). According to 

the Bies and Tripp (2005), Supervisor who are having bad behaviors will yell, 

sabotage, ignore their subordinates and insult and hurt their feelings. Supervisors’ 

behavior can be shaped by their emotional intelligence and personality. As per the 

study of Hobman et al. (2009) bad and abusive supervision can create employee 

anxiety.  

If the supervisor is having a positive personality and mind-set such as health 

awareness it has a positive relationship with organizational health climate (Vein et 

al., 2020). Hence, these supervisors have a health promoting personality which 

ultimately support in employee wellbeing. According to these findings if the 

supervisors are having such personality, they can create a supportive and healthy 

organizational climate and identify job strains among their employees to maintain 

good wellbeing among employees. Further when supervisors are having self-

awareness it is the foundation to develop emotional intelligence (Bennis, 2009). This 

helps supervisors to understand and support others since they are aware about their 

emotions, strengths and weakness and can manage themselves (Jacob et al., 2008). 

Apart from that, they can recognize the employees’ fear, anxiety, and uncertainty 

with related to the change within organization. Hence, they can create an 

organizational climate with open communication for the ones who has been affected 

by change (Foltin and Keller, 2012). Therefore, this indicates that emotionally 

intelligent supervisors can provide relevant job resources for employees to cope up 

with changes and to manage emotions involved with such changes.  



4. Conceptual Framework

As per the given existing literature following conceptual model has been 

obtained and it has mainly highlighted the influence of supervisor emotional 

intelligence and personality on employee job anxiety through the job 

resources perspective. Conservation of the resource theory has been linked to 

the conceptual model where it highlights the relationship between job 

resources and employee job anxiety.  

Figure 01 Conceptual Model  

Source: Researcher’s construction 

5. Hypothesis Development

5.1 Supervisor Emotional Intelligence, Supervisor Personality, Employee Job 

Anxiety and Job Resources 

According to the Khan et al. (2015), supervisor can create actual or potential threat 

of loss to the resources. As per the existing literature it indicates that bad supervisor 

can create job related strains such as stress, anxiety and depression. These literatures 

indicate that loss of resources creates employees with limited resources to resist bad 

supervisors which indicated they have high vulnerability to supervisory abuse and 



then will face more psychological strains. Therefore, based on the conservation of 

resources theory it can be argued that bad supervisors are a threat for loss of 

resources and in return it will create psychological strains including anxiety and 

depression (Carlson et al., 2012; Harvey et al., 2007; Tepper, 2007). According to 

the Bies and Tripp (2005), Supervisors who are having bad behaviors will yell, 

sabotage, ignore their subordinates and insult and hurt their feelings. Supervisors’ 

behavior can be shaped by their emotional intelligence and personality. As per the 

study of Hobman et al. (2009) bad and abusive supervision can create employee 

anxiety.  

Further existing literature indicates that leadership is related with increased job 

resources (Fernet et al., 2015; Bakker et al., 2017). Leadership provides job 

resources such as support, feedback, and opportunities for growth (Breevaart et al., 

2013). Further according to the study of Schaufeli and Enzmann (1998), leadership 

has indirect impact on job strain through increasing job resources. Leaders can help 

to prevent job strain among employees and especially lowest level leaders who have 

direct contact with team members (Sargent and Terry, 2000). Therefore, this study 

will focus on supervisors of the company as leaders.  

When supervisors are having self-awareness, it is the foundation to develop 

emotional intelligence (Bennis, 2009). This helps supervisors to understand and 

support others since they are aware about their emotions, strengths and weakness 

and can manage themselves  

(Jacob et al., 2008). Apart from that they can recognize the employees’ fear, anxiety, 

and uncertainty with related to the change within organization. Hence, they can 

create an organizational climate with open communication for the ones who has been 

affected by change (Foltin and Keller, 2012). Therefore, this indicates that 



emotionally intelligent supervisors can provide relevant job resources for employees 

to cope up with changes and to manage emotions involve with such changes. Hence, 

following main hypotheses (H1) has developed with sub hypotheses (H1a and H1b). 

H1. The impact of supervisor emotional intelligence on employee job anxiety is 

negatively mediated by job resources.  

H1a. Supervisor emotional intelligence has positive impact on job resources. 

H1b. Job resources has negative impact on employee job anxiety.  

If the supervisor is having a positive personality and mind-set such as health 

awareness it has a positive relationship with organizational health climate (Vein et 

al., 2020). Hence, these supervisors have a health promoting personality which 

ultimately support in employee wellbeing. According to these findings if the 

supervisors are having such personality, they can create a supportive and healthy 

organizational climate and identify job strains among their employees to maintain 

good wellbeing among employees which helps in reducing job anxiety. Further the 

supervisors who have good personality are empowering leaders where they provide 

freedom for employees to make decisions by themselves and allocate responsibility 

(Thun and Bakker, 2018). These are job resources within organization. In such cases 

supervisors can reduce job strain among employees by providing challenges and job 

resources since when they are providing autonomy and supportive leadership; they 

can identify employee perspectives and encourage their self-initiatives (Reeve, 

2015). Supervisors who are having friendly personality are always providing 

autonomy to employees (Gilbert et al., 2017). This helps to reduce job strain among 

employees (Slemp et al., 2018). Hence, authors have developed following main 

hypotheses (H2) followed by two sub hypotheses (H2a and H2b).  



H2: The impact of supervisor personality on employee job anxiety is negatively 

mediated by job resources.  

H2a. Supervisor personality has positive effect on job resources. 

H2b. Job resources has negative effect on employee job anxiety. 

6. Research Methodology

 6.1 Sampling 

This study is has taken machine operators as the population in apparel industry in 

Sri Lanka. Since the study has used structural equation modelling for the analysis to 

acquire the minimum adequacy of sample which is 200, this study has aimed to 

collect data from 20 selected apparel companies in Sri Lanka and it has selected 10 

employees from each company. Therefore, sample size of the study is 200. Sampling 

method of the study is nonprobability sampling since the population count is large. 

Hence it has selected convenience sampling method.   

6.2 Data Collection and Analytical Tools 

This study has collected data primarily by using survey method and it has used a 

structured questionnaire. The questionnaire used is a interviewer administered 

questionnaire due to the fact that sample of the study is machine operators whose 

literacy level is low with compared to the other employees. The questionnaire of the 

study has measured the constructs of the study which are supervisor personality, 

emotional intelligence, job resources and employee job anxiety by using likert scale. 

Total questionnaire has included 111 questions including the questions which 

measured demographic variables. In order to measure job anxiety, it has used the 

scale developed by Muschalla et al., (2017) and it consists of 70 items and ranged 



from absolutely agree to absolute disagreement. Next to measure supervisor 

emotional intelligence it has used a quetsionnire with 16 items which has been 

developed by Wong and Law (2004) and it ranged from strongly agree to strongly 

disagree. The scale developed by Toplewska et al. (2014), has used to measure 

supervisor personality and it included 20 items and it ranged from very accurate to 

very inaccurate. Finally, job resources have been measured by the scale developed 

by Torp and Grimsmo (2013), which consists 4 items and it also ranged from 

absolutely agree to absolutely disagree.  

It has distributed 220 questionnaires among the machine operators in selected 

companies in Sri Lanka and has collected all responses with 0 missing values. The 

study has used only 218 responses for the analysis since it was found two outliers. 

The analysis has been done by using structural equation modelling (SEM). First it 

has measured multivariate assumptions. Then it has conducted confirmatory factor 

analysis by using AMOS 22.0 and has measured reliability and validity with the 

SPSS 23.0. Further it has obtained measurement and structural models of the study 

upon measuring the fitness of the models.  

7. Analysis of Data

7.1 Missing Value Analysis  

Missing values of the data has been obtained through univariate analysis by using 

SPSS. The obtained univariate statistics has been presented in Table I. According to 

the data presented in the table it can be seen that there are no missing values.  



Table I Assessment of missing values 

Univariate Statistics 

N 

 Mean  Std. Dev Missing 

Count Percent 

Emotional Intelligence 218 4.3033 .60782 0 0 

Personality 218 2.9509 .47968 0 0 

Job Anxiety 218 3.4014 .93156 0 0 

Job Resource 218 2.3291 1.10419 0 0 

Source: Survey data  

7.2 Identification of Outliers 

Box plot analysis has been used find out about the outliers of the study. Among the 

collected 220 responses it was found that there were two outliers. Hence after 

removing those two outliers it has used 218 responses for the final analysis of the 

study (See Appendix A).   

7.3 Normality 

Normality of the data set has been measured by using kurtosis and skewness values 

of the constructs. The obtained values have been presented in Table II. According to 

the obtained values it indicates that all the kurtosis values are below 10 and kurtosis 

values are below 3. Hence this indicates the normality of the data set of the study 

(Kline, 2011). Further normality of the current data set has been measured by using 

the histogram to do the visual check (See Appendix B). The graphs also indicated 

the normal distribution of data of the current study.  



Table II Results of the Normality Test 

Variable Skewness Kurtosis 

Emotional Intelligence -.242 .188 

Personality .409 -.913 

Job anxiety -.302 -1.011

Job Resources .734 -.542 

Source: Survey data 

7.4 Multicollinearity  

According to Civilek (2018), when it comes to structural equation model it assumes 

that there is no relations among the independent variables. Hence this study has 

measured the multicollinearity of variables. According to the Field (2005), if the 

tolerance value of a variable is less than 0.2 and VIF is higher than 10, then it will 

be considered as a multicollinearity issue. According to the given table III it can see 

that VIF values related to constructs are lower than 10 and tolerance values are 

higher than 0.2. Hence, this indicated that there is no issue of multicollinearity.    

Table III Multicollinearity Coefficients 

Collinearity Statistics 

Tolerance VIF 

Personality .659 1.517 

Job Resources .770 1.299 

Emotional Intelligence  

Dependent Variable: Job Anxiety 

.716 1.396 

Source: Survey data 

Coefficients  

Variables  



7.5 Structural Equation Modeling 

(SEM)  

Structural equation modeling has been used to measure hypotheses of the study and 

it has first obtained the measurement model of the study. In order to measure the 

fitness of the model it has conducted confirmatory factor analysis and has obtained 

goodness of fit indices. Mainly it has measured indices of CMIN/DF, AGFI, CGI, 

TLI, GFI and RMSEA. Further reliability and validity of the scales has been taken 

and final structural model has been obtained to measure hypothesis of the study.   

7.5.1 Confirmatory Factor Analysis (CFA) 

 According to the given table IV which shows the Goodness of fit indices related to 

the initial and final measurement model it can be see that most of the values indicated 

the adequate fit. According to the initial model of the study it was required 

modifications since one of the regression weights is below 0.5. Hence it has obtained 

the final measurement model after refinement of the initial model by removing the 

items which have factor loadings below 0.5.  

Factor loadings related to the final measurement model has been shown in Appendix 

C and most of the regression weights shown are above 0.5.   

Table IV SEM GOF Indices for the Measurement Models 

Index Recommended 

Value  

Initial  

Measurement 

Model  

Final Measurement 

Model  

CMIN/DF Value between 

1-3

2.442 2.154 

GFI 
Value > 0.8 

0.849 0.885 



AGFI 
Value > 0.8 

0.800 0.843 

TLI 
Value between 

0-1
0.943 0.959 

CFI 
Value between 

0-1
0.952 0.966 

RMSEA Value between 

0.05-0.08  

0.082 0.073 

Source: Survey data 

7.5.2 Reliability  

Reliability of each construct has been measured by using Cronbach’s Alpha. 

Cronbach’s Alpha value which has been obtained in relation to each construct has 

been shown in the Table V and all the values are above 0.7. Hence this indicates that 

the scale of the study is reliable (Civilek, 2018). Further according to the Karagoz 

(2016), it said that Cronbach’s Alpha value below 0.6 indicates low reliability of the 

scale.  

 Table V Reliability Analysis 

 Constructs Cronbach's Alpha No of 

items 

Job Anxiety 0.989 70 

Emotional Intelligence 0.852 16 

Personality 0.886 16 

Job Resources 0.771 4 

Source: Survey data 

7.5.3 Validity  

Convergent validity of the scales of each construct of the study has been measured 

by using factor loadings and AVE values. As indicates in the table VI factor loadings 

of each construct are above 0.5 and AVE values are also above 0.5. Further 



composite reliability of the constructs also greater than 0.7. Hence, this ensures the 

convergent validity of the study (Civilek, 2018).  

Table VI Convergent Validity 

Construct Measurement 

Factor 

Loading 

Min-Max 

CR AVE 

Emotional 

intelligence 

EI 0.535-0.839 0.874 0.496 

Job anxiety JA 0.920-0.983 0.988 0.935 

Personality P 0.563-0.904 0.948 0.646 

Job resources JR 0.539-0.812 0.620 0.466 

Source: Survey data 

Further, discriminant validity of the study has been measured by using square root 

of AVE and correlation coefficients of constructs. According to the Table VII it 

indicates that all the square root of AVE values of each construct are greater than 

correlation coefficients of between constructs. Hence, this ensures the discriminant 

validity of the study (Fornell and Larcker, 1981).   

Table VII Discriminant Validity 

 Construct Measurement EI JA JR P 

Emotional intelligence EI 0.704 

Job anxiety JA -0.913 0.967 

Job resources JR 0.461 0.581 0.682 

Personality P 0.647 0.763 0.541 0.804 

Source: Survey data 



Final measurement model is presented in appendix D. 

7.6 Hypothesis Testing 

Hypothesis 01 of the study investigated the impact of supervisor emotional 

intelligence (EI) on employee job anxiety (JA) with the mediating effect of job 

resources (JR). Appendix E has shown the structural model related to the hypothesis 

01.   

Table VIII has presented the β-values and significance levels of the analysis related 

to the hypothesis 01. According to the results there is a mediating effect of job 

resources between the impact of supervisor emotional intelligence on employee job 

anxiety (β = -0.153, p <  

0.010). Hence the hypothesis 01 of the study is supported. Further according to the 

results of analysis supervisor emotional intelligence has a significant positive effect 

on job resources (β  

= 0.340, p < 0.010) and job resources has a negative effect on employee job analysis 

(β = - 

0.299, p < 0.010). Hence, sub hypotheses of H1a and H1b also have been supported.  

Table VIII Test Results for Hypothesis 01 

Effect Hypotheses (Path) β P Values Result 

Direct Effect 

(H1a) 
EI  JR 

0.340 0.010 
Supported 

Direct Effect 

(H1b) 
JR   JA 

-0.299 0.010 
Supported 



Indirect Effect 

(H1)  

EI  JR   JA -0.153 0.010 Supported 

Source: Survey Data 

Next hypothesis of the study measured the impact of supervisor personality (P) on 

employee job anxiety (JA) with the mediating effect of job resources (JR) and the 

structural model related to this hypothesis has been illustrated appendix F.   

Table IX has presented the β-values and significance levels related to the hypothesis 

02. Based on the analysis it has indicates that there is a mediating effect of job

resources between the impact of supervisor personality on employee job anxiety (β 

= -0.128, p < 0.010). Therefore, hypothesis 02 of the study also has been supported.  

Further the test results indicate that there is a positive effect of supervisor personality 

on job resources (β =0.544, p  

< 0.010) and job resources has negative effect on employee job anxiety (β = -0.236, 

p <  

0.010). Hence sub hypotheses of H2a and H2b of the study also have been 

supported. Table IX Test Results for Hypothesis 02 

Effect Hypotheses 

(Path) 

Path Coefficients 

(β)  

P Values Result 

Direct Effect P  JR 0.544 0.010 Supported 

Direct Effect JR   JA -0.236 0.010 Supported 

Indirect Effect 

(H7)  

P  JR   JA -0.128 0.010 Supported 

Source: Survey Data 

 Accordingly, all the hypotheses of the study has been supported and summary has 

been presented in Table X.   



Table X Summary of Results of Hypothesis Testing 

Hypotheses Result 

H1. The impact of supervisor emotional intelligence on employee 

job anxiety is negatively mediated by job resources.  

Supported 

H1a. Supervisor emotional intelligence has positive effect on job 

resources.  

Supported 

H1b. Job resources has negative effect on employee job 

anxiety.  

Supported 

H2. The impact of supervisor personality on employee job 

anxiety is negatively mediated by job resources.  

Supported 

H2a. Supervisor personality has positive effect on job resources. Supported 

H2b. Job resources has negative effect on employee job 

anxiety.  

Supported 

Source: Survey Data 

8. Discussion of Findings

The first hypothesis of the study was to measure the mediating effect of job resources 

between the impact of supervisor emotional intelligence on employee job anxiety 

and based on the analytical results presented this hypothesis has been supported. 

This has been supported by several findings. When supervisors are having self-

awareness it is the foundation to develop emotional intelligence (Bennis, 2009). This 

helps supervisors to understand and support others since they are aware about their 

emotions, strengths and weakness and can manage themselves (Jacob et al., 2008). 

Apart from that they can recognize the employees’ fear, anxiety, and uncertainty 

with related to the change within organization. Hence, they can create an 



organizational climate with open communication for the ones who has been affected 

by change (Foltin and Keller, 2012). Therefore, this indicates that emotionally 

intelligent supervisors can provide relevant job resources for employees to cope up 

with changes and to manage emotions involve with such changes.  

The second hypothesis of the study was to measure the mediating effect of job 

resources between the impact of supervisor personality on employee job anxiety and 

based on the analytical results presented in chapter five it was supported. This has 

been supported by several findings. If the supervisor is having a positive personality 

and mind-set such as health awareness it has a positive relationship with 

organizational health climate (Vein et al., 2020). Hence, these supervisors have a 

health promoting personality which ultimately support in employee wellbeing. 

According to these findings if the supervisors are having such personality, they can 

create a supportive and healthy organizational climate and identify job strains among 

their employees to maintain good wellbeing among employees.   

9. Conclusions

Despite the available facilities within organization job anxiety has become a major 

issue. According to the findings of the study it was identified that supervisor plays a 

major role in determining employee anxiety level and this has been considered as 

one of the factors which provoke employee anxiety. Further the results of the study 

indicate that supervisor behaviour can be shaped by their emotional intelligence and 

personality levels since the people with high emotional intelligence and good 

personality can create quality relationship with others.  

Moreover, according to the findings of the study it was found that there is an 

influence of supervisor emotional intelligence and supervisor personality on 

employee job anxiety through the job resources. Hence this indicates the importance 



of job resources within organization. Managers of the organization can focus on 

developing job resources through supervisor emotional intelligence and personality 

levels.   

10. Limitations and Future Research Directions

This study has measured the constructs objectively by using a questionnaire. This is 

one of the limitations of the study since the constructs such as job anxiety, job 

resources, personality and emotional intelligence are subjective constructs. Hence 

future researchers can conduct a qualitative study to get more detailed information 

and proper understanding about the mentioned constructs. The next limitation of this 

study is that the study is only based on apparel industry. However, job anxiety is a 

prevalence issue in other industries as well.  

Hence future researchers can consider about other industries to study about the same 

issue. Further this study has taken only machine operators into consideration. Future 

researchers can do a comparison by considering other level employees as well than 

only entry level positions. Apart from that this study is a cross sectional study. The 

concepts like job anxiety level and supervisors of the company can be changes time 

to time. Hence, it is better to conduct a longitudinal study to get more accurate 

results. Moreover, in this study total number of population cannot be identified 

properly. Therefore, this study has used convenience sampling method which 

reduced generalizability. Further future researchers can use different scales and 

larger sample than this study has used to ensure whether it gives the same results.   
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Appendices 

Appendix A: 

Outliers  



Appendix B: Normality Figures 



Appendix C: Standardized 

Regression Weights   

Estimate 

SEA <--- Emot .838 

ROE <--- Emot .541 

UOE <--- Emot .535 

OEA <--- Emot .839 

SRA <--- JAn .983 

SA <---  JAn .981 

HRA <--- JAn .969 

CO <---  JAn .980 

JRW <--- JAn .920 



JR01 <--- Sups .539 

JR02 <--- Sups .776 

JR03 <--- Sups .812 

JR04 <--- Sups .557 

EXT <--- Per .563 

CON <--- Per .904 

ES <---  Per .893 

INT <--- Per .807 



Appendix D: Final Measurement 

Model   

Source: Survey Data, 2022 



Appendix E: Structural Model for H1 

Minimum was achieved   

Chi-square = 162.341   

Degrees of freedom = 61 

Probability level = .000  

 Source: Survey Data, 2022   

Appendix F: Structural Model for 

Hypothesis 02  



Minimum was achieved 

Chi-square = 105.994 

Degrees of freedom = 62 

Probability level = .000 

Source: Survey Data, 2022 


