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Abstract 

Emotional intelligence and job insecurity are important to study because they can 

have an impact both on an individual’s professional and personal life; however, 

research on emotional intelligence and job insecurity is contradictory. The aim of the 

present study was to investigate whether there were gender differences in emotional 

intelligence and job insecurity in employees in a Swedish sample. The aim was also 

to investigate if emotional intelligence moderated gender differences in job 

insecurity. The sample consisted of 109 employees, with 33 males (30.30%) and 76 

females (69.70%), from four different organizations both from public and private 

sector. The research question was: “Are there differences in emotional intelligence 

and job insecurity between female and male employees?” Two questionnaires were 

used: The Trait Emotional Intelligence Questionnaire-Short Form (TEIQue-SF) and 

The Job Insecurity Measure. Correlation analysis was performed between emotional 

intelligence and job insecurity and a medium, negative relationship was found. 

Gender differences in emotional intelligence and job insecurity were tested with 

independent samples t-tests. The results indicated no gender differences. 

Hierarchical regression analysis was performed to investigate if emotional 

intelligence moderated gender differences in job insecurity; however, the results 

were non-significant. The present study shows that emotional intelligence and job 

insecurity are negatively correlated, and since job insecurity is regarded as an 

environmental stressor and part of job stress, the relationship between emotional 

intelligence and job stress is also confirmed by this negative correlation.  
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Introduction 

Emotional intelligence and job insecurity are important because they can have an 

impact both on an individual’s professional life and personal life. Emotional intelligence is 

important because it is related to our feelings and emotions, how we interpret and understand 

them, both in ourselves and in other individuals. Emotional intelligence is also important 

because it focuses on regulation of feelings and how emotions and feelings can be used to 

achieve different plans and goals. It has long been assumed that women have higher levels of 

emotional intelligence compared to men (Fernández-Berrocal, Cabello, Castillo, & Extremera, 

2012), but the research on gender differences in emotional intelligence is unclear and 

contradictory (Lopez-Zafra & Gartzia, 2014). Since the findings and results of gender 

differences in emotional intelligence are unclear and contradictory (Lopez-Zafra & Gartzia, 

2014), this is a perspective that is interesting to investigate further. 

            Job insecurity is also an important topic because it is related to feelings of worrying 

and insecurity about an employee’s future job situation and job resources. Job insecurity is 

also an important field to investigate since a deeper understanding is needed when it comes to 

the foundation of job insecurity. It is not only emotional intelligence that effects organizations 

and employees; job insecurity also affects both organizations and employees negatively and 

can lead to negative outcomes. That is one reason why job insecurity is an important field to 

study and learn more about (Cheng & Chan, 2008). Many of the studies before and during the 

1990s investigated job insecurity primarily using male employees (Rosenblatt, Talmud, & 

Ruvio, 1999). Therefore, the research on job insecurity that includes both a male and female 

sample should be further investigated. The aim of this study is to investigate whether there are 

gender differences in emotional intelligence and job insecurity in employees in a Swedish 

sample. The aim is also to investigate if emotional intelligence moderates gender differences 

in job insecurity. The research question is the following “Are there differences in emotional 

intelligence and job insecurity between female and male employees?” These terms are defined 

below.  

Definitions of Intelligence and Emotions  

In order to comprehend emotional intelligence Mayer and Salovey (1997) argues that 

both intelligence and emotions must be assessed and understood. Intelligence is a term that is 

defined, investigated and measured in many different ways. Thorndike (1920) believed that 

three types of intelligence were enough to examine, and they were: abstract, mechanical, and 

social intelligence. Abstract intelligence is how a person identifies patterns and rules in texts 
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and numbers. It focuses on how to understand and handle written information and to reason 

logically. Mechanical intelligence is the ability to understand and operate things like 

machines, tools, and other objects. The individual knows what these things are meant for, and 

how to handle them. Social intelligence is a type of intelligence where the competence in 

understanding and interacting in human relationships is essential (Thorndike, 1920). Wechsler 

(1944) understood and defined intelligence as an individual's ability to think in a rational way 

and to handle his or her environment in an effective and deliberate way. Intelligence also 

involves a good memory, where an individual can recall a great deal of information 

(Wechsler, 1944). Gardner (1983) expanded the idea of intelligence and argued that there 

existed several types of intelligences and identified seven different types: (1) linguistic 

intelligence, (2) logical - mathematical intelligence, (3) musical intelligence, (4) spatial 

intelligence, (5) bodily- kinesthetic intelligence, (6) interpersonal, and (7) intrapersonal 

intelligence (Gardner, 1983). The two parts of Gardner’s (1983) intelligence related to 

emotional intelligence are interpersonal and intrapersonal.  

Emotions are an important part of emotional intelligence. Emotions start as a reaction 

to something internal or external. It does not matter whether it is something positive or 

negative for the individual. Emotions are different from moods since they are more intense 

and they are happening through a shorter time period (Salovey & Mayer, 1990). Emotions are 

important because they play an active role in our daily life when socializing with other 

individuals and in directing our behavior. Emotions consist of more parts than just the 

emotions itself – it includes moods, feelings, and states (Mayer & Salovey, 1997). 

 

Definitions of Emotional Intelligence  

            Different definitions and understandings of emotional intelligence exists depending on 

which perspective and viewpoint one has (Brackett & Salovey, 2007; Maree, Elias, & Bar-On, 

2009). Three perspectives of emotional intelligence are the ability perspective, the mixed 

perspective, and the trait perspective. Mayer and Salovey (1997) defines emotional 

intelligence ”the ability to perceive emotions, to access and generate emotions so as to assist 

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

emotions so as to promote emotional and intellectual growth” (p. 5). According to Mayer and 

Salovey (1997), emotional intelligence is regarded as an ability that consists of several 

components. These components are: perceiving emotions, emotional facilitation of thinking, 

understanding emotions, and regulation of emotions. Perceiving emotions is the ability to 
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notice, evaluate, and express feelings. The individual can recognize emotions both in oneself 

and in others. The individual can express his or her emotions and needs in an accurate way 

and distinguish between sincere and insincere expressions of feelings. Emotional facilitation 

of thinking is the ability for the individual to use his or her emotions to know what to focus on 

and what the individual considers to be important. Emotions can also be used as a tool for 

remembering things, and they are also used as a tool for decision-making. Understanding 

emotions is the ability to understand complex and mixed emotions such as love and jealousy. 

It is also the ability to understand that emotions can start as one emotion, like anger, and then 

transform into another type of emotion, like jealousy. Regulation of emotions is the ability to 

manage and regulate emotions both in oneself and in others. The individual can choose 

whether to disconnect or connect with an emotion. It is also about focusing on positive 

emotions instead of negative ones (Mayer & Salovey, 1997).  

           Goleman (1998) defined emotional intelligence from a mixed perspective. He 

describes that emotional intelligence consists of two types of abilities, social skills and 

personal skills, with five subparts. The social skills consist of empathy and social skills 

related to adaptability. They are connected to our relationships with other individuals and how 

these relationships are handled. Empathy is when an individual is aware of other individual’s 

worries and feelings. It is about genuinely caring about other people and trying to understand 

their perspective and needs. Adaptability is related to creating bonds with other individuals 

and having influence on others and to handle conflicts positively. Personal skills consist of the 

following factors: Self-awareness, Motivation, and Self-regulation. These skills are related to 

how we handle ourselves in different situations. Self-awareness is being aware of your own 

weaknesses and strengths and to identify and recognize emotions in other individuals. 

Motivation is related to reaching goals by using emotions as a guideline and tool. It is related 

to optimism and commitment. Self-regulation is related to self- control, that the individual can 

control different types of impulses, and to not being overpowered by negative emotions. It is 

also related to being honest and having integrity (Goleman, 1998).  

           Petrides and Furnham (2001) defined trait emotional intelligence as “behavioural 

dispositions and self-perceived abilities” (p. 426) found at the lower levels of personality 

hierarchies (Petrides & Furnham, 2001). The short version of trait emotional intelligence 

(Petrides, 2009), which has been used in this study, consists of three levels: Global trait 

emotional intelligence, four subscales, and 15 facets. The four subscales are Emotionality, 

Self-control, Sociability, and Well-being and some examples of the facets are Adaptability, 
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Social-awareness, Emotional-expression, and Trait-empathy (Petrides, 2009). Petrides, 

Mikolajczak, Mavroveli, Sanchez-Ruiz, Furnham, and Pérez-González (2016) defined trait  

emotional intelligence the following way: ”Trait emotional intelligence (“trait EI”) concerns 

our perceptions of our emotional abilities, that is, how good we believe we are in terms of 

understanding, regulating, and expressing emotions in order to adapt to our environment and 

maintain well-being” (p. 335) 

Research on Emotional Intelligence and Gender  

The research on gender differences in emotional intelligence show mixed results. 

Cabello, Sorrel, Fernández-Pinto, Extremera, Fernández-Berrocal, and Eccles (2016) used the 

ability perspective of emotional intelligence and found that females had higher levels of 

emotional intelligence overall and in the four subscales of perceiving emotions, understanding 

emotions, managing emotions, and facilitating thought. Day and Carol (2004) also used the 

ability perspective and found similar results. The female participants had higher levels 

compared to the male participants in the subscales of emotional perception, emotional 

understanding, emotional management, and emotional integration. Day and Carol (2004) 

believed that females had higher emotional intelligence as a result of being more social and 

having better emotional skills compared to males.  Craig, Tran, Hermens, Williams, Kemp, 

Morris, and Gordon (2009) measured emotional intelligence from a trait perspective. Females 

had higher scores on the empathy subscale, and emotional intelligence overall, and they could 

regulate their emotions better. The female participants also had higher scores in 

agreeableness, neuroticism, stress, and conscientiousness, compared to the male employees. 

Craig et al. (2009) argued that gender differences in emotional intelligence could be the result 

of personality traits, that women and men are different in their personalities.  

            Mikolajczak, Luminet, Leroy, and Roy (2007) also used the trait perspective but they 

found the opposite. Male participants had higher scores in emotional intelligence overall. 

They also found that male participants had higher scores in sociability and self-control while 

the female participants had higher scores in emotionality. Wytykowska, Szczygieł, and 

Jasielska (2015) also used the trait perspective and found that the female participants had 

higher scores in emotional intelligence overall. Mckinley et al. (2014) found gender 

differences between female and male employees using the trait perspective. The female 

employees had higher scores in the subscales relationships and impulse control. The male 

employees had higher scores in emotion management and stress management. However, no 

gender differences were found in emotional intelligence overall. Siegling, Saklofske, Vesely, 
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and Nordstokke (2012) also argued that gender differences in trait emotional intelligence 

could be the result of different personality traits between males and females. Helgeson (1994) 

describes how females typically have more communal traits, which means that they are 

focusing more on taking care of others, focusing on social relationships, and to show 

compassion to others. Males typically have more agentic traits, which means that they are 

focusing more on competition and prioritizing oneself. 

            Petrides and Furnham (2001) did not find gender differences between males and 

females in trait emotional intelligence overall or in the subscales, but the female participants 

had higher scores in social skills compared to the male participants. All together, this 

evidence suggest that women typically have higher scores on emotional intelligence than men 

but this result is not consistent.  

Definitions of Job Insecurity  

            Two perspectives are often used when assessing job insecurity, either a 

multidimensional perspective or a global perspective (De Witte, 1999). Greenhalg and 

Rosenblatt (1984) assessed job insecurity from a multidimensional perspective. They 

identified different factors and divided them into two basic dimensions: how severe a job 

threat is and the powerlessness the employee experiences, which prevents the employee 

from acting upon the threat. The employee experiences a threat not only to the job itself but 

also to other important aspects of the job, such as job resources. Greenhalg and Rosenblatt 

(1984) also argued that job insecurity only exist when the job loss for an employee is 

involuntary. De Witte (1999), for example, had a global perspective of job insecurity were 

the individual is worried about the continued existence of his or her job overall. De Witte 

(1999) also explained that job insecurity is a subjective perception that can be experienced 

and interpreted differently from individual to individual. For example, some individuals can 

experience fear of job loss even when it does not exist any job threat, while others have no 

fear of losing their job although a real threat exists. Job insecurity can also be divided into 

qualitative and quantitative job insecurity (Hellgren, Sverke, & Isaksson, 1999). Hellgren et 

al. (1999) regard the qualitative form of job insecurity as the employee´s perceived threats 

that the work environment and the work itself will deteriorate. It could, for example, be that 

the work conditions will change and deteriorate, or that it will become harder for the 

employee to make progress in his or her professional career. When it comes to the 

quantitative form of job insecurity it is related to an individual’s worries of whether his or 

her job will exist in the future. 
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             Job insecurity is sometimes seen as an environmental stressor and as a part of job 

stress (e.g. Ashford, Lee, & Bobko,1989; De Witte, 1999; Greenhalgh & Rosenblatt, 1984; 

Heaney, Israel, & House, 1994). In order to understand job insecurity better, the concept of 

job stress needs to be to understood. Job stress is important because it affects employee’s 

health and has consequences not only on a personal level but also on organizational and 

societal levels. Beehr and Newman (1978) talk about job stress in relation to three 

perspectives: the personal characteristics perspective, the environmental perspective, and 

the person-environmental interaction perspective. The personal characteristics perspective 

is when the health of an individual will be affected by traits and personality factors. Job 

stress in relation to the second perspective, the environmental perspective, considers factors 

and behaviors in the environment as the main cause of job stress. Environmental factors can 

be both within and outside of an organization. The person-environmental interaction 

perspective considers job stress as the interaction between an individual’s work 

environment and personality factors (Beehr & Newman, 1978). For example, an anxious 

employee may be especially stressed by a job with many deadlines.  

             In the present study job insecurity will be regarded as an environmental stressor 

and as part of job stress. It will be measured from a multidimensional perspective.  

Research on Job insecurity and Gender   

             When it comes to research in job insecurity and gender differences, some research 

shows that male employees have higher levels of job insecurity compared to female 

employees (e.g. Charles & James, 2003; Gaunt & Benjamin, 2007; Metin-Camgoz, Tayfur- 

Ekmekci, Bayhan-Karapinar, & Kumbul-Guler, 2016; Rosenblatt et al., 1999). Charles and 

James (2003) found that male employees had higher levels of job insecurity and were more 

affected by it, compared to female employees. One reason could be the perspective that 

males, to a greater extent than females, are the main provider of families, the bread winner 

theory. Gaunt and Benjamin (2007) found that male employees, employed in traditional 

jobs, were more affected by job insecurity compared to female employees in the same jobs. 

Egalitarian men and women almost have the same levels of job insecurity. Gaunt and 

Benjamin (2007) argue that gender differences in job insecurity can be the result of gender 

ideology, since it moderates the relationship between gender and the individual’s levels of 

job insecurity. Gender ideology is related to identity and whether the individual puts his or 

her self-value at work or at home (Hochschild, 1989). A study by Metin et al. (2016) 

showed that male employees were more affected by fear of losing job resources compared 



 
EMOTIONAL INTELLIGENCE AND JOB INSECURITY: GENDER DIFFERENCES BETWEEN EMPLOYEES  

 

10 

to female employees and they were more worried about losing their jobs. These gender 

differences in job insecurity can be the result of men and women having different focus and 

values, with males focusing more on working hard and being successful, while females put 

more values on family (Lips & Lawson, 2009). Rosenblatt et al. (1999) not only found that 

male employees had higher levels of job insecurity but also that there were gender 

differences in attitudes towards job insecurity. The male employees were more worried 

about financial aspects and if they made an impact at work while female employees worried 

more about intrinsic aspects such as work content and level of autonomy. 

             In contrast to the above results, there is research that shows the opposite, that 

female employees have higher levels of job insecurity (e.g. Emberland, & Rundmo, 2010; 

Mauno & Kinnunen, 1999; Mauno & Kinnunen, 2002). Mauno and Kinnunen (1999) found 

that female employees, and their family lives, were more affected by job insecurity 

compared to male employees. Emberland and Rundmo (2010) also found that females had 

higher levels of job insecurity compared to males. One potential explanation to these results 

could be differences in socioeconomic status with male employees earning more money 

than female employees (Mauno & Kinnunen, 1999). Gender differences in job insecurity 

can also be the result of how job insecurity is measured. It can lead to different results 

depending if one measure it with a global scale or with a multidimensional scale (Mauno & 

Kinnunen, 2002). Global job insecurity scale measures the threat to the employee’s job 

while a multidimensional job insecurity scale measures the threat to job features, job 

resources, or the job/ the employment itself (Reisel & Banai, 2002). There is also research 

that shows no gender differences in job insecurity (e.g. Berntson, Näswall, & Sverke, 2010; 

Roskies and Louis-Guerin, 1990). 

The Relationship between Emotional Intelligence and Job Insecurity 

             In the present study the relationship between emotional intelligence and job 

insecurity will be explained in the following ways. First is the relationship between 

emotional intelligence and job insecurity. Cheng, Huang, Lee, and Xiaopeng (2012) found 

that employees with high emotional intelligence could handle and react to job insecurity 

better. As a result of their high levels of emotional intelligence these individuals were better 

at evaluating job insecurity and could cope with job insecurity better compared to 

individuals with lower levels of emotional intelligence. Cheung, Gong, and Huang (2016) 

found a negative correlation between emotional intelligence and job insecurity and they 

found a positive correlation between job insecurity and psychological strain. Emotional 
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intelligence is an important factor in relation to job insecurity because it can make 

employees use their available resources better. The employees can use emotional 

intelligence as an assessment tool in order to understand and analyze different situations 

and to regulate and control their emotions better. This will protect them to some degree 

against the negative consequences of job insecurity (Cheung et al., 2016). Ouyang, Sang, 

Li, and Peng (2015) found a negative correlation between emotional intelligence and job 

insecurity, they also found that emotional intelligence did indirectly affect the employee’s 

levels of job satisfaction by mediation through job insecurity and organizational justice 

             A second way of explaining the proposed relationship between emotional  

intelligence and job insecurity is the relationship between emotional intelligence and job 

stress. Job insecurity is a form of environmental job stressor where employees are worried 

about losing job features or the job itself (Ouyang et al., 2015). Ouyang et al. (2015) 

believed that employees with high levels of emotional intelligence can handle job insecurity 

and job stress better because they are able to identify and understand why they are stressed 

and they can develop good coping skills to deal with the stress.  

             Petrides and Furnham (2006) found that female employees were more stressed than 

male employees. Trait emotional intelligence had a negative effect on stress levels for the 

male employees, but this was not found regarding the female employees. Trait emotional 

intelligence did have a positive impact on individual’s perception of job control for both 

female and male employees. Hong and Lee (2016) identified negative correlations between 

emotional intelligence, job stress, burnout, and turnover intentions. The employees felt less 

stress, had lower levels of burnout, and fewer employees wanted to quit their jobs when 

they had higher levels of emotional intelligence. Intentions for employees to leave their jobs 

were indirectly affected by emotional intelligence through mediation by burnout and job 

stress. Emotional intelligence was directly affected by both job stress and emotional labour 

(Hong & Lee, 2016).   

           Wan, Downey, and Stough (2014) identified a negative correlation between the total 

score of emotional intelligence in employees and job stress. They came to the conclusion 

that individuals with high levels of emotional intelligence could deal with stress better 

compared to employees with low levels. The reasons for this was that high emotional 

intelligence employees could control their negative feelings and emotions better than low 

emotional intelligence employees. High emotional intelligence employees also perform 

better at work and are less affected by environmental job stressors, and they have better 
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relationships with other individuals. Wan et al. (2014) did not find any gender differences 

in any of these variables. Nikolaou and Tsaousis (2002) identified a negative correlation 

between emotional intelligence and job stress. Emotional intelligence has also been shown 

to moderate the impact of stress. Nikolaou and Tsaousis (2002) found that employees with 

higher levels of emotional intelligence were less affected by job stress. Both Görgens-

Ekermans and Brand (2012) and Wu (2011) found that emotional intelligence moderated 

job stress in employees. Employees with lower levels of emotional intelligence were more 

likely to experience job stress and burnout compared to employees with high levels of 

emotional intelligence (Görgens-Ekermans & Brand, 2012). Employees with higher levels 

of emotional intelligence were also able to better handle negative effects of job stress 

compared to employees with low levels of emotional intelligence (Wu, 2011). 

           The third way of explaining the relationship between emotional intelligence and job 

insecurity is the proposed model by Jordan, Ashkanasy, and Hartel (2002). Jordan et al. 

(2002) developed a model where they argued that a relationship between emotional 

intelligence and job insecurity should exist. Jordan et al. (2002) argue that emotional 

intelligence will moderate the relationship between the emotional reactions from employees 

as a result of job insecurity, and that emotional intelligence will moderate the employees 

coping behaviors to stress. Individuals with high levels of emotional intelligence should be 

able to handle emotional reactions and behaviors from job insecurity since they typically 

choose good coping skills. Employees with low levels of emotional intelligence are more 

exposed to job insecurity and negative emotional reactions from it (Jordan et al., 2002). 

Cheng et al. (2012) tested the model by Jordan et al. (2002) and found that emotional 

intelligence moderated the relationship between job insecurity and somatic complaints.  

When employees had high levels of emotional intelligence the positive relationship 

between job insecurity and somatic complaints became weaker compared to when 

employees had low levels of emotional intelligence. Cheung et al. (2016) found that 

emotional intelligence moderated the relationship between job insecurity and psychological 

strain. When the levels of emotional intelligence were higher, the positive relationship 

between job insecurity and psychological strain became stronger instead of weaker. This 

result was in the opposite direction to what they had predicted. 

           Based on the statistical significant relationship between emotional intelligence and 

job insecurity (Cheung et al., 2016; Ouyang et al., 2015) the relationship between emotional 

intelligence and job stress (e.g Petrides & Furnham, 2006; Hong & Lee, 2014; Ouyang et 
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al., 2015; Wan et al., 2014) and the moderation between emotional intelligence and job 

insecurity (Jordan et al., 2002; Cheng et al., 2012; Cheung et al., 2016), it will be assumed 

in the present study that emotional intelligence and job insecurity are related to each other. 

Additionally, it is expected that emotional intelligence will moderate the relationship 

between gender and job insecurity. Specifically, the larger differences between men and 

women will be observed at low levels of emotional intelligence. At high levels of emotional 

intelligence there will be less differences between men and women.  

           The aim of this study is to investigate whether there are gender differences in 

emotional intelligence and job insecurity in employees in a Swedish sample. The aim is 

also to investigate if emotional intelligence moderates gender differences in job insecurity. 

The research question is the following “Are there differences in emotional intelligence and 

job insecurity between female and male employees?” Reflecting this research question are 

four hypotheses in the present study. 

Hypothesis 1: Emotional intelligence is negatively correlated with job insecurity. 

  

Hypothesis 2: Female employees will have higher levels of emotional intelligence than male 

employees. 

 

Hypothesis 3: Male employees will have higher levels of job insecurity than female 

employees. 

 

Hypothesis 4: Emotional intelligence will moderate gender differences in job insecurity so 

that men and women with higher levels of emotional intelligence will be similar on job 

insecurity, but at lower levels of emotional intelligence men will be higher than women on job 

insecurity. 

 

The dependent and independent variables will be different depending on the 

hypothesis. In the first hypothesis, job insecurity is the dependent variable and emotional 

intelligence is the independent variable. In the second hypothesis, emotional intelligence is 

the dependent variable and gender is the independent variable. In the third hypothesis, job 

insecurity is the dependent variable and gender is the independent variable. In the fourth 

hypothesis, job insecurity is the dependent variable and gender, emotional intelligence, and 

their cross product are independent variables.  
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Method 

Participants 

            One hundred and twenty-four employees from four different organizations in the 

south of Sweden participated in the study. Three respondents were removed because they 

were more than three standard deviations from the mean and 12 respondents were removed 

because they were missing more than 33% of the questionnaire. There were 33 males 

(30.30%) and 76 females (69.70%) in the final sample, giving a total of 109 respondents. 

The ages ranged from 19 to 66 years with a mean age of 47.51 years (SD = 9.62). Thirty-

one (28.40%) worked at the private sector while 77 (70.60%) worked in the public sector, 

one participant did not answer the question. Participants had different types of educational 

backgrounds. Four respondents did not answer the question, 18 respondents had High 

School level education, 45 respondents had Bachelor’s degree, 12 respondents had Magister 

degree, 16 respondents had Master’s degree, four participants had Ph.D.s, and 10 

respondents had other qualifications.  

Procedure 

           A purposive sampling method was used in the study. It is a type of non-random 

sampling where the researcher chooses the participants due to a certain criterion. In the 

present study the organizations were chosen because they were fairly large, with many 

employees, and the researcher hoped that these organizations would be able to provide 

many respondents. Potential problems with purposive sampling are that it is not a random 

sampling method and because the participants are not chosen by random it can have an 

impact on generalizing the results (White & McBurney, 2013). 

            Organizations were contacted by email and presented with information about the 

researcher and the purpose of the study. In both the email and in the instruction for the 

questionnaire the participants were told that it was voluntary to participate, that they could 

withdraw at any time from the study, that the study would be anonymous, and that the 

information was to be used for academic purposes, for a master thesis. An introduction 

letter was also attached to the email where the program administrator provided the same 

information. An online questionnaire was used, and it was pilot tested by the researcher in 

order to know how much time it would take for the respondents to complete the study. The 

questionnaire took approximately 10 minutes to complete. This information was then 

delivered in another email to the organizations. The online questionnaire was linked to two 
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surveys, one in Swedish and one in English, and was sent to the organizations. The 

researcher called the contact person in each organization to assure that they had received 

the email with the links, and if they had any questions the researcher could answer them.  

           The contact person from each organization sent the links to the questionnaire to the 

participants. A problem with using online questionnaires is that it can become difficult to 

know how many participants did not respond to the questionnaire (Bryman, 2011). This 

problem was partially corrected for because some of the organizations provided how many 

respondents that were given the links to the questionnaire, and in the online-questionnaire 

program the researcher could see how many participants that had filled in the whole 

questionnaire. The difference could therefore be calculated by taking the number of 

participants that received the questionnaire and the number of participants that answered the 

questionnaire. However, this was not true for all organizations. The data were collected 

during a two-week period in March 2018. 

Material 

            Online questionnaires were created in both Swedish and English. The two 

questionnaires were translated using back to back translation by the researcher and other 

individuals fluent in the Swedish and English language. In this process the surveys were 

first translated from English to Swedish and from Swedish to English. The two English 

versions were compared and changes were made to the Swedish version. The majority of 

the participants answered the Swedish questionnaire. 

           The Trait Emotional Intelligence Questionnaire-Short Form (TEIQue-SF: Petrides, 

2009) was used. The scale consisted of 30 items that measured a Global trait score of 

emotional intelligence (Global trait emotional intelligence) and four subscales: 

Emotionality, Sociability, Self-control, and Well-being. Higher scores indicate higher levels 

of emotional intelligence. Emotionality includes aspects like relationships with other 

people, how emotions are expressed and how they are perceived. Sociability includes 

aspects like being able to manage emotions, to have social awareness, and to be assertive. 

Self-control consists of factors like control over emotions, impulsiveness, and being able to 

deal and manage stress. Well-being consists of feelings of happiness, self-esteem, and 

optimism. Participants rated the items from 1 (Completely Disagree) to 7 (Completely 

Agree). An example item was ”Expressing my emotions with words is not a problem for 

me” (Att uttrycka mina känslor med ord är inget problem för mig). The TEIQue-SF has 

been shown to be a good and valid psychometric scale to use when one wants to measure 
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emotional intelligence quickly and it has good construct validity (Laborde, Allen, & 

Guillén 2016). The Cronbach alpha reliability estimate were good; Laborde et al. (2016) 

reported that Well-being was .83, Self-control was .72, Emotionality was .74, Sociability 

was .70, and Global trait emotional intelligence was .84. In the present study the Cronbach 

alpha for the Global trait emotional intelligence scale was .89 and for the subscales: Well-

being was .76, Self-control was .65, Emotionality was .67, and Sociability was .80. 

DeVellis (2012) argues that a Cronbach alpha value should be higher than .70. 

           O´Neill and Sevastos’ (2013) Job Insecurity measure was also used. The scale 

consisted of 18 items and measured job insecurity with four subscales: Job loss, Job 

changes, Marginalization, and Organizational survival. Higher scores indicate higher levels 

of job insecurity. The job loss subscale investigated if the employee’s feeling uncertainty 

about his or her job will continue and how likely they perceive job loss to be. Job changes 

assessed if the job itself would change. The questions about marginalization investigated if 

the employee felt left out and not included in social activities at work or if management 

ignored the employee. Finally, organizational survival asked questions about how much 

money and investment the organization makes in order to survive (O´Neill & Sevastos, 

2013). Items were rated from 1 (Very inaccurate) to 7 (Very accurate). An example 

question was “No matter how hard I work there is no guarantee that I am going to keep my 

job” (Oavsett hur hårt jag jobbar finns det ingen garanti för att jag ska behålla mitt jobb) 

this scale has also showed to have good validity and reliability (O’Neill & Sevastos, 2013). 

The Cronbach alpha was also good with the following estimates: O’Neil and Sevastos 

(2013) reported that Job loss was .90, Job changes was .90, Marginalization was .88, and 

Organizational survival was .87. In the present study the Cronbach alpha reliability 

estimates were: Job loss was .77, Job changes was .83, Marginalization was .75, 

Organizational survival was .73, and the whole Job insecurity scale had a Cronbach alpha 

of .81. In addition to the two questionnaires the online questionnaire contained 

demographic questions like age, gender, and job title. It was stated to the participants that 

this information was voluntary to answer that they could choose not to answer the 

questions. It was also stated in the first page of the online-questionnaire that it was 

voluntary to participate, but since the question of job title in some cases could give away 

the anonymity it was stated again with the question. Other demographic questions were 

public or private sector and highest completed degree. 
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Results 

Although there was no hypothesis about the mean values for the public and private 

organizations, they had the following mean values in emotional intelligence and job 

insecurity. The mean values for the public organizations in Emotional intelligence was 5.43 

(SD = .65) and Job insecurity was 2.18 (SD = .96). The private organization had an Emotional 

intelligence mean of 5.36 (SD = .87) and a Job insecurity mean of 2.47 (SD = .90). Overall 

means and correlations between study variables are presented in Table 1.  

Table 1: Selected descriptive statistics and correlations among study variables 

 

  M SD    1 2 3 4 5 

1. Age  47.51 9.62    -     

2. Gender  .70 .46  -.11 -    

3. Tenure   24.77 11.09   .93*** -.16 -   

4. Job insecurity 2.26 .95  -.02 -.13 .03 -  

5. Emotional intelligence 5.41 .71   .03 -.02 .03 -.32** - 
Note. N = 109, M = Mean, SD = Standard deviation, Correlation coefficient significant at *p < .05, 

** p < .01, *** p < .001, Gender coded 0 = men, 1 = women. 

In order to test the hypotheses different statistical analyses were performed. A 

correlation analysis was performed in order to test Hypothesis 1, that emotional intelligence 

would be negatively correlated with job insecurity. Before the correlation analysis was 

performed, analyses were conducted to assure there were no violations of assumptions. The 

dependent variable was job insecurity and the independent variable was emotional 

intelligence. The relationship between emotional intelligence and job insecurity was 

investigated using the Pearson product-moment correlation coefficient. According to Cohen 

(1992) there was a medium, negative correlation between emotional intelligence and job 

insecurity, r = -.32, p < .01 This means that high levels of emotional intelligence were 

associated with lower levels of job insecurity. The shared variance between the variables 

was 10%. Hypothesis 1 was supported; there was a negative correlation between emotional 

intelligence and job insecurity. Correlation analyses were also performed between age, 

gender, emotional intelligence, job insecurity, and their subscales. There were no statistical 

correlations between age and the other variables or in any of the subscales (see appendix 

A). 

           In order to test Hypothesis 2, that female employees would have higher levels of 

emotional intelligence than male employees, independent samples t-tests were performed 

for overall emotional intelligence and the four subscales. Before the analysis was 

conducted, analyses were performed to assure there were no violations of assumptions.            
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 In the first analysis the dependent variable was emotional intelligence and the 

independent variable was gender. An independent samples t-test was conducted to compare 

the overall emotional intelligence scores between male and female employees. The 

hypothesis was directional so a one tailed test was used. For overall emotional intelligence, 

there was no significant difference in scores for males (M = 5.44, SD = .85) and females 

(M = 5.40, SD = .65; t (107) = .22, p = .42). Hypothesis 2 was not supported; female 

employees did not have higher levels of emotional intelligence than male employees. 

Cohen (1992) presents the following values for effect sizes in independent t-tests known as 

Cohen’s d; small .20, medium .50, and large .80. The effect size for emotional intelligence 

was .05. Results are presented in Table 2.  

 

Table 2 Gender differences in emotional intelligence and in the subscales of emotional 

intelligence. 

 

Note. N = 109. M = Mean, SD = Standard deviation. 

In the second set of analyses, the dependent variables were the subscales in 

emotional intelligence and the independent variable was gender. The skewness statistics 

were assessed together with visually expecting the histograms. There was some negative 

skewness in “Well-being”; however, not enough to raise concern. Independent samples t-

tests were conducted to compare the emotional intelligence subscale scores between male 

and female employees. The hypothesis was directional so one tailed tests were used. There 

were no statistical significant differences in scores for male and female employees in any of 

 N M SD t df p 

Emotional 

Intelligence 

      

Males 33 5.44 .85  .22 107 .42 

Females 76 5.40 .65    

Well-being        

    Males 33 5.88 .95 -.44 107 .33 

    Females 76 5.96 .85    

Self-control       

    Males 33 5.24  1.02  1.61 107 .06 

    Females 76 4.92 .90    

Emotionality       

    Males 33 5.42 .96 -.65 107 .26 

    Females 76 5.55 .94    

Sociability       

    Males 33 4.98 1.33  .79 107 .22 

    Females 76 4.78 1.12    
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the subscales of emotional intelligence. The effect size for the subscales of emotional 

intelligence were the following; Well-being was .09, Self-control was .33, Emotionality 

was .14, and Sociability was .16. Results are presented in Table 2. 

            In order to test Hypothesis 3, that male employees would have higher levels of job 

insecurity than female employees, independent samples t-tests were performed. Before the 

statistical tests were conducted, analyses were performed to assure there were no violations 

of assumptions. In the first analysis the dependent variable was job insecurity and the 

independent variable was gender. An independent samples t-test was conducted to compare 

the job insecurity scores for male and female employees. The hypothesis was directional so 

a one tailed test was used. There were no statistical significant differences in scores for 

males (M = 2.44, SD = 1.04) and females (M = 2.18, SD = .90; t (107) = 1.33, p = .09). 

Hypothesis 3 was not supported; male employees did not have higher levels of job 

insecurity than female employees. The Cohen’s d effect size for job insecurity was .27. 

Results are presented in Table 3.   

Table 3: Gender differences in job insecurity and the subscales of job insecurity. 

 

Note. N = 109. M = Mean, SD = Standard deviation. 

In the second set of analyses, the dependent variables were the subscales in job 

insecurity and the independent variable was gender. Independent samples t-tests were 

conducted to compare the job insecurity subscale scores between male and female 

employees. The hypothesis was directional so one tailed tests were used. There were no 

statistical significant differences in scores for male and female employees in any of the 

 N M SD t df p 

Job Insecurity       

Males 33 2.44 1.04  1.33 107 .09 

Females 76 2.18 .90     

Job loss        

    Males 33 2.15 1.19  1.40 49.11 .08 

    Females 76 1.83 .91     

Job changes       

    Males 33 2.61 1.34  1.35 107 .09 

    Females 76 2.27 1.15     

Marginalization       

    Males 33 2.30 1.33  .80 107 .21 

    Females 76 2.07 1.38     

Organizational 

survival 

      

    Males 33 2.82 1.48 -.27 104 .39 

    Females 76 2.91 1.42    
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subscales of job insecurity. The effect size for the subscales of job insecurity were the 

following: Job loss was .30, Job changes was .27, Marginalization was .16, and 

Organizational survival was .39. Results are presented in Table 3. 

            To test Hypothesis 4, that emotional intelligence would moderate gender differences 

in job insecurity, a hierarchical  regression analysis was performed. Before the analysis was 

conducted, analyses were performed to assure there were no violation of assumptions in 

normality, linearity, multicollinearity, and homoscedasticity. The dependent variable was 

job insecurity and the independent variables were gender, emotional intelligence, and their 

cross product. Emotional intelligence and gender was entered in Step 1 and explained 

12.20% of the variance in job insecurity (R2 = .12, F = 7.34, p < .01). At Step 2, the cross 

product of emotional intelligence and gender were entered to test the interaction, and this 

interaction explained an additional .6% of the variance in job insecurity (ΔR2 = .01, FΔ= 

.71, p = .40). In the final step only one main effect was significant and that was emotional 

intelligence (β = -.42, p < .01): the effects of gender (β = -.68, p = .30) and the interaction 

between emotional intelligence and gender (β = .56, p = .40) were not statistically 

significant. The hypothesis was not supported: Emotional intelligence did not moderate 

gender differences in job insecurity. The following results indicate two things. First, the 

relationship between gender and job insecurity does not depend on emotional intelligence. 

There were no differences in job insecurity between men and women regardless of whether 

they were high or low in emotional intelligence. Second, the relationship between 

emotional intelligence and job insecurity does not depend on gender. The relationship is the 

same for both men and women. Results are presented in Table 4. 

Table 4: The moderation between emotional intelligence and gender differences in job 

insecurity. 

 B SE β p 

     

Emotional intelligence -.55 .19 -.42      .01** 

Gender -1.40 1.35 -.68 .30 

Interaction Emotional 

intelligence Gender 

.21 .25 .56 .40 

Note. N =109, M = Mean, SD = Standard deviation, Beta coefficient significant at *p < .05, **p < 

.01, ***p < .001, Gender coded 0 = men, 1 = women. 
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                                                              Discussion 

            The aim of the present study was to investigate whether there were gender 

differences in emotional intelligence and job insecurity in female and male employees. The 

aim was also to investigate whether emotional intelligence moderated gender differences in 

job insecurity. Only one of the four hypotheses were statistically significant, the negative 

correlation between emotional intelligence and job insecurity. This result has also been 

identified by Cheung et al. (2016) and Ouyang et al. (2015). Since the other hypotheses 

were non-significant the answer to the research question is no, there appear to be no 

differences in emotional intelligence and job insecurity between female and male 

employees. Even though the other hypotheses in the present study failed to be supported, 

they have been supported by other researchers. For example, Hypothesis 2 was supported 

by Cabello et al. (2016) and Craig et al. (2009); Hypothesis 3 was supported by Gaunt and 

Benjamin (2007) and Metin et al. (2016). Hypothesis 4 has not been investigated before, 

however, emotional intelligence has moderated other factors of job insecurity (Cheng et al., 

2012; Cheung et al., 2016). 

            In the present study there was no gender differences in emotional intelligence in 

female and male employees. The reason for these results was that the female and male 

employees had similar levels on emotional intelligence overall, and in the four subscales: 

Emotionality, Sociability, Self-control, and Well-being. Potential explanations could be that 

the employees perhaps had similar personality traits and characteristics or that the female 

and male employees had more equal levels of communal and agentic traits. Another reason 

for these results could have been how emotional intelligence was measured. The results 

could have been different depending if an ability measure had been used.   

            When it comes to job insecurity the lack of statistical differences between the 

female and male employees was the result of the employees having similar levels in job 

insecurity overall and in the subscales: Job loss, Job changes, Marginalization, and 

Organizational survival. Potential explanations for these results could be Sweden, being an 

egalitarian country, were the bread winner theory is less strong and more couples are dual 

earners, compared to countries with more traditional values. These results could also have 

been effected by gender ideology, that the female and males employees in this study 

perhaps identified themselves both with work and family. Another potential explanation to 

the lack of gender differences in job insecurity could be that Sweden has strong protection 

against being fired or treated unfairly at work. There are many laws and legislations such as 
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the “Prohibition of Discrimination of Employees Working Part Time and Employees with 

Fixed-term Employment Act” and the “Employment Protection Act” (www.regeringen.se). 

Sweden has also many powerful and influential trade unions which could have affected the 

results. Another reason for these results could have been how job insecurity was measured. 

            The present study shows that emotional intelligence and job insecurity are 

negatively correlated, and since job insecurity is regarded as an environmental stressor and 

part of job stress, the relationship between emotional intelligence and job stress is also 

confirmed by this negative correlation. 

Limitations and future research 

            The results that have been found in this study can be cautiously generalized to other 

organizations and employees since four organizations were used and the sample represented 

both private and public organizations. However, how much the results can be generalized 

need to be interpreted with caution and should be the focus on future research. The present 

study had limitations like all studies have. Some limitations that could have impacted the 

results to some extent need to be mentioned. One limitation was the relative small sample 

size of 109 respondents. A larger sample would increase the confidence in which these 

results could generalize. Another limitation was the unequal distribution between female 

and male respondents since more than twice as many female employees participated in the 

study compared to male employees. Another limitation is that two Cronbach’ alpha values 

Self-control (.65) and Emotionality (.67) were below the recommended value of .70, 

indicating that they were measured with higher levels of error. Finally, this study only 

focused on the trait measure of emotional intelligence and it is unknown if and how these 

results would generalize to ability measures of emotional intelligence. 

            When it comes to future research, the present study should be replicated and tested 

with a larger sample and other questionnaires. It could also be tested using two tailed test 

instead of one tailed given the different pattern of results that were found in the current 

study. A mixture of qualitative and quantitative perspectives or perhaps only a qualitative 

perspective could also be used to investigate this research field and research question. 

Future research should also perform cross cultural research and systematically compare 

results across different cultures and countries, to see if there is consistency in when there 

are gender differences and when there are not. Currently much of the research on this topic 

comes from several different countries. 

http://www.regeringen.se/
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Appendix A 

Correlation analysis between age, gender, emotional intelligence, job insecurity, and their 

subscales.  

Variables                                                                           Correlations with Age 

Age 1 

Gender -.11 

Emotional intelligence  .03 

Well-being -.03 

Self-control  .14 

Emotionality  .05 

Sociability -.06 

Job insecurity -.02 

Job loss -.05 

Job changes  .01 

Marginalization  .04 

Organizational survival -.06 
Note. N = 109, M = Mean, SD = Standard deviation, Correlation coefficient significant at *p<.05, 

**p<.01, ***p<.001, Gender coded 0 = men, 1 = women. 
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Appendix B  

The Surveys used in the study 

Linnaeus University 2018 

Work and Organizational Psychology  

 

We are MSc Students in Work and Organizational Psychology conducting a thesis study in 

Organizational psychology and kindly request you answer the questionnaire. There are no right or wrong 

answers. Kindly note that it is voluntary and anonymous, and the results are for academic purposes only. 

Your participation is highly appreciated with utmost sincere gratitude. Thank you.  

 

Demographics 

1. Gender: …. Male …. Female 

2. Date of birth & age? ……….. & ……. 

3. Country of birth……………………… 

4. Years of work experience ……… 

5. Job title ………………………………. 

6. Full time: ……. Part time: ……… 

7. Private sector…… Public sector……. 

 

8. Your highest educational qualification? 

… High school Level or similar 

… Bachelor’s or similar 

… Magister or similar 

… Master or similar 

… PhD 

… Professor 

… Other 

 

TEIQue-SF 

  

Instructions: Please answer the following by rating each statement that best reflects your degree of 

agreement or disagreement. Work through and try to answer as accurately as possible. There are no right 

or wrong answers. There are seven possible responses to each statement ranging from ‘Completely 

Disagree’ (number 1) to ‘Completely Agree’ (number 7). 

 

     1 . . . . . . . . . 2 . . . . . . . . . . 3 . . . . . . . . . . 4 . . . . . . . . . . 5 . . . . . . . . . . 6 . . . . . . . . . . 7 

       Completely Disagree                                                                                                   Completely Agree 

                      

         

Items Rating 

1. Expressing my emotions with words is not a problem for me. 

2. I often find it difficult to see things from another person’s viewpoint.   

3. On the whole, I’m a highly motivated person. 

4. I usually find it difficult to regulate my emotions. 

5. I generally don’t find life enjoyable. 

6. I can deal effectively with people.   

7. I tend to change my mind frequently. 

8. Many times, I can’t figure out what emotion I'm feeling. 

9. I feel that I have a number of good qualities. 

10.  I often find it difficult to stand up for my rights. 

11.  I’m usually able to influence the way other people feel. 

12.  On the whole, I have a gloomy perspective on most things. 

13.  Those close to me often complain that I don’t treat them right. 

14.  I often find it difficult to adjust my life according to the 

circumstances. 

15.  On the whole, I’m able to deal with stress. 

16.  I often find it difficult to show my affection to those close to me. 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

 

1    2    3    4    5    6    7 



 
EMOTIONAL INTELLIGENCE AND JOB INSECURITY: GENDER DIFFERENCES BETWEEN EMPLOYEES  

 

33 

17.  I’m normally able to “get into someone’s shoes” and experience 

their emotions. 

18.  I normally find it difficult to keep myself motivated.   

19.  I’m usually able to find ways to control my emotions when I want to. 

20.  On the whole, I’m pleased with my life. 

21.  I would describe myself as a good negotiator. 

22.   I tend to get involved in things I later wish I could get out of. 

23.  I often pause and think about my feelings. 

24.  I believe I’m full of personal strengths.  

25.  I tend to “back down” even if I know I’m right. 

26.  I don’t seem to have any power at all over other people’s feelings. 

27.  I generally believe that things will work out fine in my life. 

28.  I find it difficult to bond well even with those close to me. 

29.  Generally, I’m able to adapt to new environments. 

30.  Others admire me for being relaxed. 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 
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1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

               

 

JISQ 

 

Instructions: Assume for a moment that each of the following events could happen to you in your 

current job. Please indicate on one of the seven alternatives how ACCURATE to you personally of 

each of the following events are. There are no right or wrong answers. There are seven possible 

responses to each statement ranging from Very Inaccurate (1) to Very Accurate (7).   

1 . . . . . . . . . 2 . . . . . . . . . . 3 . . . . . . . . . . 4 . . . . . . . . . . 5 . . . . . . . . . . 6 . . . . . . . . . . 7 

Very Inaccurate                                                                  Very Accurate 

               

Item Rating 

1. The possibility of losing my job occupies my thoughts constantly. 

2. No matter how hard I work there is no guarantee that I am going 

to keep my job. 

3. I am certain of losing my job. 

4. I’m not sure of how long my job will last. 

5. I am uncertain about my future with this organization. 

6. The probability of being laid-off is high. 

7. Senior management is really trying to build this organization and 

make it successful. 

8. Management appears to be preparing in advance and planning for 

the future. 

9. This organization seems to have clear goals and a definite strategy 

for achieving them. 

10. Overall, my physical working conditions are likely to deteriorate. 

11. I am expecting unfavorable changes to my job. 

12. I expect to have fewer resources to meet the performance 

requirements of my job. 

13. The rewards of my job are likely to diminish. 

14. I will probably lose many features of my job that I value the most. 

15. I wish my job could go back to the way it used to be. 

16. I feel like I am being given the “silent treatment” in this 

organization. 

17. I am often excluded from discussions or meetings that affect me. 

18. I feel as though management is avoiding me 

1    2    3    4    5    6   7   
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Thank you for your participation! 
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Linnéuniversitetet 2018 

Arbets och Organisationspsykologi  

Vi är Master studenter inom arbets- och organisationspsykologi som genomför en uppsats inom 

Organisationspsykologi och vi ber dig svara på vår enkät. Det finns inga rätta eller felaktiga svar. Var 

god notera att det är frivilligt att medverka och anonymt och resultatet är för akademiska syften endast. 

Din medverkan är högst uppskattad stort tack.  

Demografi 

9. Kön: …. Man …. Kvinna 

10. Födelsedatum och ålder? …..... & ...... 

11. Födelseland…..................................... 

12. Antal år i arbetslivserfarenhet ……… 

13. Jobbtitel ……………………………….. 

14. Heltid: ……. Deltid ……… 

15. Privat sektor…… Offentlig Sektor……. 

 

16. Din högsta akademiska kvalifikation  

... Gymnasieexamen eller liknande 

... Kandidatexamen eller liknande  

... Magisterexamen eller liknande  

... Masterexamen eller liknande  

... Doktorsexamen 

... Professor 

... Övrigt  

 

TEIQue-SF 

  

Instruktioner: Var snäll att ringa in den siffra som, för dig, stämmer bäst överens med påståendena här 

nedanför. Tänk inte allt för länge på den exakta betydelsen av påståendet. Arbeta snabbt och försök att 

svara på påståendena så korrekt som möjligt. Det finns inget rätt eller fel svar. Det finns sju möjliga svar 

på varje påstående som sträcker sig från “Håller inte alls med” (nummer 1) till “Håller helt med” 

(nummer 7). 

 

1 . . . . . . . . . 2 . . . . . . . . . . 3 . . . . . . . . . . 4 . . . . . . . . . . 5 . . . . . . . . . . 6 . . . . . . . . . . 7 

Håller inte alls med                                       Håller helt med

  

Fråga  Gradering 

1. Att uttrycka mina känslor med ord är inget problem för mig.  

2. Jag tycker ofta att det är svårt att se saker från en annan persons 

synvinkel. 

3. På det stora hela, är jag en mycket motiverad person.  

4. Jag finner det vanligtvis svårt att reglera mina känslor. 

5. Generellt så tycker jag inte livet är särskilt njutbart. 

6. Jag kan hantera människor på ett effektivt sätt. 

7. Jag tenderar att ofta ändra mig. 

8. Det är ofta som jag inte kan räkna ut vilken känsla jag känner. 

9. Jag känner att jag har ett antal bra egenskaper. 

10. Jag har ofta svårt att stå upp för mina rättigheter. 

11. Vanligtvis kan jag påverkar hur andra människor känner. 

12. I det stora hela så har jag en väldigt dyster syn på det mesta. 

13. De närmast  mig klagar ofta på att jag inte behandlar dem okej. 

14. Jag har ofta svårt att anpassa mitt liv enligt omständigheterna. 

15. På det stora hela, så kan jag hantera stress.  

16. Jag tycker ofta att det är svårt att visa tillgivenhet för de som står mig 

närmast. 

17. Normalt så kan jag “gå in någons skor” och uppleva deras känslor. 

18. Normalt så tycker jag det är svårt att hålla mig motiverad. 

19. Jag brukar kunna hitta sätt att kontrollera mina känslor när jag vill. 
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20. På det stora hela, är jag nöjd med mitt liv. 

21. Jag skulle beskriva mig själv som en god förhandlare. 

22. Jag tenderar att bli involverad i saker som jag senare önskar att jag 

kunde dra mig ur. 

23. Jag stannar ofta upp och tänker på hur jag känner. 

24. Jag tycker att jag har många personliga styrkor. 

25. Jag tenderar att "backa tillbaka" även om jag vet att jag har rätt. 

26. Jag verkar inte ha någon makt alls över andra människors känslor. 

27. Generellt så tror jag att saker och ting kommer gå bra i mitt liv. 

28. Jag tycker det är svårt att känna tillhörighet även med de som står mig 

närmast. 

29. Generellt så kan jag anpassa mig till nya omgivningar. 

30. Andra beundrar mig för att jag är avslappnad. 
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JISQ 

Instruktioner: Anta att dessa påståenden är aktuella för dig i er nuvarande jobbsituation. Vänligen fyll 

i ett av de sju alternativen gällande hur korrekt de är för dig personligen när de gäller följande händelser. 

Det finns sju möjliga svar till varje fråga och sträcker sig från väldigt okorrekt (1) till väldigt korrekt 

(7). 

Fråga  Gradering 

1. Risken att förlora mitt jobb upptar mina tankar hela tiden. 

2. Oavsett hur hårt jag jobbar finns det ingen garanti för att jag ska behålla mitt 

jobb. 

3. Jag är säker på att jag kommer förlorar mitt jobb. 

4. Jag är inte säker på hur länge mitt jobb kommer finnas kvar. 

5. Jag är osäker på min framtid med den här organisationen. 

6. Sannolikheten att bli av med jobbet är hög. 

7. Ledningen försöker verkligen bygga den här organisationen och göra den 

framgångsrik. 

8. Ledningen verkar förbereda sig i förväg och planera för framtiden. 

9. Den här organisationen verkar ha tydliga mål och en bestämd strategi för att 

uppnå dem. 

10. Sammantaget kommer mina fysiska arbetsförhållanden sannolikt att 

försämras. 

11. Jag förväntar mig ogynnsamma förändringar i mitt jobb. 

12. Jag förväntar mig att få färre resurser för att uppfylla prestationskraven i 

mitt jobb. 

13. Belöningarna för mitt jobb kommer sannolikt att minska. 

14. Jag kommer förmodligen att förlora många funktioner i mitt jobb som jag 

värdesätter mest. 

15. Jag önskar att mitt jobb kunde gå tillbaka till det sätt som det brukade vara. 

16. Jag känner att jag får den "tysta behandlingen/silent treatment" i den här 

organisationen. 

17. Jag är ofta utesluten från diskussioner eller möten som påverkar mig. 

18. Jag känner att ledningen undviker mig. 
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Tack för din medverkan! 


