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I 
 

Abstract 

 

The aim of the study was to examine and analyze the relationship on emotional 

intelligence with job insecurity and organizational commitment in organizations. 

Sample participants were 109 employees from various public and private sector 

organizations in Småland county, Sweden, with females representing 69.72% (N 

=76). Three instruments were used in the online study survey to collect data and 

these were Trait Emotional Intelligence Questionnaire (TEIQ), Job Insecurity 

Questionnaire and Organizational Commitment Questionnaire. Results indicated 

that emotional intelligence and job insecurity were negatively correlated; emotional 

intelligence and organizational commitment were positively correlated; job 

insecurity and organizational commitment were negatively correlated. Emotional 

intelligence did not moderate the relationship between job insecurity and 

organizational commitment. Given the results, organizations may need to consider 

developing affective organizational commitment of employees and consider 

addressing job insecurity among employees in Sweden and promote emotional 

intelligence. Therefore, emotional intelligence may be worth the investment for 

employees in organizations in Sweden. 

 

Keywords: Emotional intelligence, job insecurity, organizational commitment, affective 

commitment, downsizing, psychological contract. 
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Introduction 

Over the past decade, the concept of emotional intelligence and its application to 

organizational behavior has become commonplace in organizational science. The psychologist 

Daniel Goleman made the concept of emotional intelligence famous. In his publication, Goleman 

(1995) developed five factors connected to effective emotional intelligence and these included 

self-awareness, motivation, self-regulation, empathy and social skills. It was Goleman who linked 

the concept of emotional intelligence to organizational performance. Goleman (2004a) argued that 

emotional intelligence was a crucial element of excellent performance and provided evidence that 

it was twice as important as other job factors at all levels. Although Goleman made the concept of 

emotional intelligence famous, the concept of emotional intelligence was originally developed by 

Salovey and Mayer (1990), in their paper called Emotional Intelligence. They defined the terms 

emotions and intelligence separately. Salovey and Mayer (1990) developed a hierarchical model 

of emotional intelligence which comprised four different components; - appraisal and expression 

of emotion in the self, appraisal and expression of emotion in others, regulation of emotions, and 

utilization of emotional information in thinking and motivating.  

Given the wide applied interest in the concept of emotional intelligence, there is need to 

further demonstrate the utility of the construct. This has sparked the need for further study on the 

subject among academics. Popular press books such as Emotional Intelligence 2.0 (Bradbery & 

Greaves, 2009) make many claims about potential benefits of having high emotional intelligence. 

However, research on the topic is quite limited. A meta-analysis by O’Boyle, Humphrey, Pollack, 

Hawver, and Story (2011) showed that emotional intelligence was related to job performance, but 

at similar levels as some personality traits. Moving beyond job performance and focusing on the 

ever-changing nature of modern organizations, which constantly present different challenges to 

employees, can emotional intelligence be used to understand issues of job insecurity in 

organizations as well as organizational commitment of employees? In this study, I will endeavor 

to investigate and understand how emotional intelligence relates to job insecurity and 

organizational commitment in organizations. 

Study Aim and Research Question 

Studies have shown some links between emotional intelligence and important 

organizational criteria (Goleman 1999). While there have been significant amounts of work done 

on emotional intelligence and leadership in organizations, research on the relation between 
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emotional intelligence and organizational attitudes is not as developed. The aim of the study was 

to examine and analyze the relationship of emotional intelligence with job insecurity and 

organizational commitment in organizations. The primary research question is whether emotional 

intelligence can influence the level of job insecurity and organizational commitment in Swedish 

employees?  

Literature Review 

Emotional intelligence  

The concept behind emotional intelligence can be traced to Edward Thorndike who 

hypothesized three types of intelligence; abstract, mechanical and social intelligence (Thorndike, 

1920). He proposed that social intelligence was the ability to understand and manage people and 

was part of general intelligence. Later, Gardner (1983) proposed the theory of multiple intelligence 

in which he categorized different types of intelligence including, intrapersonal and interpersonal. 

He believed that interpersonal intelligence was the ability to have awareness of others’ emotions, 

while intrapersonal intelligence was the ability to have self-management of emotions.  

Later, Sternberg (1985) argued intelligence was composed of several different skills and 

proposed three distinct intelligence types: componential, experiential and contextual. He suggested 

componential intelligence involved thinking analytically and critically. For experiential 

intelligence he believed it focused on the ability to formulate new ideas, being decisive, goal-

focused and adaptive, while contextual intelligence emphasized the practical and social aspects of 

human intelligence. It was five years later that Salovey and Mayer (1990), developed and defined 

the term emotional intelligence, stressing that the expression of emotions was different from the 

content of emotional intelligence in practice. Goleman (1999) then applied emotional intelligence 

to business and education, asserting that emotional intelligence likely predicted achievement in 

life, leading to personal and organizational success, hence the world-wide recognition of emotional 

intelligence in organizations today. 

To properly understand emotional intelligence, a brief grasp of the general outlook of 

emotions is helpful. Leeper (1948) viewed emotions as consisting of motivating forces and 

processes that arouse, sustain and direct various activities in the human body. Leeper (1948) 

argued that emotions are due to different chemical processes that are presented in physical form 

of peptides. In this regard, emotions are seen as motivating forces that transfer information 

between the mind and the body. Pert (1999) observed that emotions transmit information that 
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connect key systems of the body, which are cellular signals involved in processing information 

into reality, and therefore serve as a link between the mind and matter. This entails that emotions 

function as messengers that can carry information that can be used to make decisions. 

Internal and external environmental changes can trigger emotional reactions, and this is 

based on previously stored emotional memories of data banks, with the same neural pathways the 

brain has on similar events (Carter, 1998). This supports the view that emotional memories of 

events can create and sustain a set of neural pathways that direct activities of people (Carter, 1998). 

Interestingly, Goleman (2004) argued that people have the rational and emotional brain, which 

determine how people act in life. The interaction between the rational and emotional brains 

produce and regulate emotions, leading to Goleman’s conclusion that the rational brain plays a 

significant executive role in emotions. As noted earlier, emotions are the primary motivating forces 

that transfer information between the body and the mind, and the ability to control these emotional 

forces relates to emotional intelligences. Communication that occurs between the emotional brain 

and the rational brain, essentially become the basis for emotional intelligence. 

There are various definitions of emotional intelligence, but for the purposes of this study, 

I will focus on definitions by modern day advocates of emotional intelligence. The leading 

proponents of emotional intelligence in modern day studies in the recent decades can be attributed 

to the works of Salovey and Mayer (1990) and Goleman (1995). Salovey and Mayer (1990) defined 

emotional intelligence as the ability to monitor one’s own and other people’s feelings, to 

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

essentially combined emotional expression, empathy and verbal communication to highlight 

emotional intelligence. Goleman (1998) defined emotional intelligence as the capacity for 

recognizing our own feelings and those of others, for motivating ourselves and for managing 

emotions well and in our relationships.  He noted the need for emotions in the thought process as 

well as the decision-making process. 

Emotional intelligence models 

Given the ever-increasing attention of emotional intelligence in organizational science, 

various models have been developed to understand the concept. Hence three models of emotional 

intelligence will be highlighted, and these include the ability model, the mixed model and the trait 

model. 
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Ability model 

The Salovey-Mayer ability model of emotional intelligence presents different components 

and highlights the ability to perceive, understand, manage and use emotions (Salovey & Mayer, 

1990). This model suggests emotional intelligence is an area of intelligence that helps analyze 

precise emotions and mental abilities. The model posits that emotionally intelligent people can feel 

emotions of the self and others and use that knowledge to influence and change the environment. 

The model combines different facets of intelligence and highlights people’s ability to sense and 

use emotions (Salovey & Mayer, 1990). 

In the component on perceiving emotions, they posit that this involves the ability to detect 

emotions from the surrounding and provides the beginning of more advanced understanding of 

emotions through the facial expressions and the voices of other people (Mayer & Salovey, 1997). 

In the use of emotions component, this basically involves the facilitation of the cognitive and 

thought process of decision-making (Mayer & Salovey, 1997). That is, a good structure of 

emotional input influences how the process of thinking can help focus on things that are important. 

Therefore, if something is important to a person, emotions generally play a significant part in the 

process of decision-making, and as noted by Salovey and Mayer (1990), emotions show various 

states of mind and connect people to the environment, as every emotion is connected to the various 

messages. Accordingly, a person who is emotionally intelligent can adequately utilize this 

information in different circumstances for a positive outcome.   

On understanding emotions, this involves the ability to understand emotional language and 

motives that are behind certain behaviors as a powerful tool in changing behavior (Salovey & 

Mayer, 1990). Additionally, Salovey and Mayer contend that people who understand emotions 

make good decisions, and this is an essential aspect of personal development. With this ability, 

they can make decisions that are fair to themselves and others in the environmental context. Lastly, 

the managing emotions component entails the ability to accept the influence of emotions on 

personal and social lives. Mayer and Salovey (1997) posit that managing emotion involves the 

ability to regulate emotions in others and ourselves and in doing so helps people direct their 

emotions in attaining some targets. Knowing, recognizing and managing emotional messages 

within the environment can enhance social lives.  
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Mixed model 

The mixed model is ascribed to Goleman (1995), which highlights the contextual meaning 

of emotional intelligence, with two abilities being personal skills and social skills. Personal skills 

determine how people manage themselves while social skills determine how people handle 

relationships. Basically, this model takes into considerations feelings and social capabilities. Its 

four components are self-awareness, self-management, social-awareness and relationship 

management. Goleman (1998) posits that emotional awareness, accurate self-assessment and self-

confidence are the competencies that make up the emotional intelligence dimension of self-

awareness 

The component of self-awareness is the ability to know one’s internal state, preferences 

and intuition. It is a measure of honesty regarding one’s capabilities (Goleman, 1998). Goleman 

argues that people with strong self-awareness can reliably determine their own strengths and 

weakness. Therefore, it is essential that these people work in positive environments in 

organizations and receive recognition where it is due, as not doing so could easily affect their 

performance or drive them away from the organization. The self-management component entails 

the ability to control the inner states, impulses and emotions, and reflects the ability to control 

negative emotions, trustworthy and conscientious, adaptable or the drive to achieve (Goleman, 

1995). Thus, self-management can be a vital aspect for motivating individuals to achieve their 

goals. 

Social awareness is the ability to form relationships with other people and involves working 

with different people. Goleman (1998) postulates that social awareness has different social skills 

like communication, being able to influence and inspire others and promote teamwork among 

others. Relationship management falls under social competencies, made of two dimensions being 

empathy and relationship management or social skills in which empathy is an essential aspect of 

social intelligence (Goleman, 1995). Goleman asserts that empathy is shown by the ability to 

perceive others’ feelings, anticipate their needs and cultivate opportunities through development 

of various approaches to people. Thus, when applied to organizational context, empathy is seen as 

a critical feature in contexts where uncertainties or changes are likely to occur. Particularly so 

when people are insecure about their future jobs, empathy can give them the hope and motivation 

to deal with such times. Goleman (1998) also observed that empathy can involve the use of 

emotions to empower interpersonal relationships and help decision making better.   
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Trait model 

The trait model describes emotional intelligence as a self-perception of emotional ability 

and collection of individual traits (Petrides, 2000). That is, these traits influence a person’s state 

of mind and life expectations and predict happiness and ability to cope with stressful events. 

Petrides (2001) defines trait emotional intelligence as a constellation of self-perceptions located at 

the lower levels of the personality hierarchy. Trait emotional intelligence basically focuses on 

people’s perceptions of their emotional world. The model aims to provide comprehensive coverage 

of the emotion-related aspects of personality and rejects the view that emotions can be objectified 

and made amenable to traditional scoring, along IQ lines (Petrides, Pita, & Kokkinaki, 2007). The 

trait model thus stresses the interpersonal aspects of a person and aids in building a mindset that 

can cope with the environment.  

Petrides et al. (2007) posit that trait emotional intelligence is about perceptions and not 

about abilities, competencies or skills. They further argue that trait emotional intelligence is not a 

cognitive ability, skill or competency but simply emotion related self-perception. Additionally, 

they believed trait emotional intelligence has adaptive value that depends on context and 

situational demands, that is, in some situations being high in emotional intelligence maybe good 

while in other situations it may not. The same applies for low emotional intelligence in which 

being low may be good or it may not be good depending on the situation. However, they concluded 

that trait emotional intelligence self-perceptions are generally stable during adulthood. The current 

study was based on this model due to ease of access and availability of measurement instrument.  

Emotional intelligence and the workplace 

Given the enormous popularity of emotional intelligence in organizations over the past 

decade, scholars and practitioners alike have debated the successes of employees considered to be 

emotionally intelligent. As globalization impacts on organizations’ growth and development, the 

need for organizations to have people who can appropriately respond to the dynamic nature of 

organizations and the diverse workforce as well as the global markets is paramount to the growth 

and survival of organizations. This further leads to employee wellbeing and creates a conducive 

work environment given the ever-increasing interaction of people in the workplace, for which 

emotional intelligence thus become necessary for employees to fit in organizations and contribute 

to highly productive workplaces (Goleman, 1998). 
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Job insecurity 

The ever-changing nature of organizations and work environments continue to present 

various challenges for many employees in organizations. Over the years, organizations have 

experienced tremendous changes that have come in the form of new policies, an ever-increasing 

ageing workforce, work processes being automated and new technological changes (Sverke, 

Hellgren, & Näswall, 2006). Given the increased competitive nature of the global business 

environment and global markets, and the need for organizations to survive the prevailing economic 

conditions, organizations engage in strategies that lead to restructuring and downsizing to reduce 

costs (Sverke et al., 2006). Cascio (1998), argued that to cope with economic demands and remain 

afloat, organizations could either work at increasing their profitability and gains or they could 

decrease their cost of operations, which unfortunately involves a reduction in labor personnel. 

Most organizations generally use downsizing as a common means of sailing through the 

various tough economic situations they find themselves in.  Sverke et al. (2006) defined 

downsizing as the organizations’ decision aimed at reducing the workforce and improving 

organizational performance. Unfortunately, this strategy often leads to employees developing 

anxieties due to uncertainties in the organization and it raises concerns about long-term projections 

for the organizations and the jobs of employees. This is well noted in the observations by Sverke, 

Hellgren and Naswall (2002). They argue that, the transformation of working life has brought 

about insecure working conditions because of the social, technological, and economic issues. 

Consequently, job insecurity has emerged as one of the most significant issues in modern-day work 

life for employees, a phenomenon that has great concern in organizational studies and 

management. 

Job insecurity is defined as the perceived powerlessness to maintain desired continuity in 

a threatened job situation (Greenlagh & Rosenblatt, 1984). Additionally, Sverke et al. (2006) 

argued that job insecurity is based on the individuals’ perceptions and misinterpretation of the 

immediate work environment, that entails that the subjective threats experienced by individuals 

are derived from the objective threats through the individual's perceptual and cognitive processes. 

De Cuyper, Bernhard-Oettel, Bernston, De Witte, and Alarco (2008) postulates that job insecurity 

is one of the major stressors in working life for modern day employees.  De Cuyper, et al. (2008) 

further asserts that changes in the economic and labor markets have resulted in an increase of job 

insecurity perceptions from the 1980s to present times. 
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It is worth noting that while job insecurity as a construct has had divergent views in terms 

of its definition and measurement (Klandermans & van Vuuren, 1999).  There is agreement to the 

fact that it is viewed from two perspectives, the qualitative and quantitative perspective. The 

quantitative view of job insecurity relates to the amount of uncertainty an employee feels about 

their job continuity and the continuity of certain dimensions of the job like opportunities for 

promotion or fluctuations (Hellgren, Sverke, & Isaksson, 1999). The qualitative view of job 

insecurity relates to the perception of potential loss of quality in the employment relationship like 

the deterioration of working conditions, demotion, lack of career opportunities, decreasing salary 

development and concerns about the person-organization fit (Hellgren et al., 1999). 

Effects of job insecurity on organizations 

Job insecurity can have significant negative effects on the organizations as well as the 

individual employees. Research has overwhelmingly demonstrated the impact of job insecurity 

and often, these are negative outcomes (Ashford, Lee, & Bobko, 1989; Greenlagh & Rosenblatt, 

1984; Rosenblatt & Ruvio, 1996). While in the past people would be expected to work for the 

organization for a very long time without worrying about the security of their jobs, there has been 

a dramatic change in recent decades regarding job security. These changes have affected the 

behavior of employees and the wellbeing of organizations. Studies have shown that job insecurity 

badly affects work attitudes and behavior of employees. For example, Greenlagh and Rosenblatt 

(1984), observed that employees’ reactions to job insecurity had repercussions for organizational 

effectiveness and wellbeing. Rosenblatt and Ruvio, (1996) observed that job insecurity was linked 

to reduced organizational support, as well as negatively associated to perceived work performance. 

Furthermore, job insecurity has been linked to reduced organizational trust (Ashford et al, 1989) 

and reduced organizational loyalty (Loseby, 1992). Ashford et al. (1989) also found that job 

insecurity affects organizational commitment, resistance to change and intention to leave.  

Characteristics of job insecurity 

Job insecurity is characterized by different factors in the work environment. Individuals 

interact differently with situations in the environment to make sense of the workplace. Hence, 

organizational scholars have classified the different characteristics that help explain job insecurity 

into three groups: personal characteristics such as personality, individual and positional 

characteristics like age and social-economic aspects, and organizational and environmental 

conditions like restructuring (Greenlagh & Rosenblatt, 1984). Therefore, job insecurity largely 
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emanates from the interaction among these three characteristics and the interpretation an individual 

makes from these interactions. 

Organizational commitment 

Although organizations have consistently become more volatile for most employees, 

employers nonetheless still want their employees to be fully committed to their organizations and 

their work. Therefore, organizational scholars have taken considerable efforts to understand the 

concept of commitment as applied to organizations, referred to as organizational commitment. 

Meyer and Allen (1991) described commitment as a psychological state of mind that is composed 

of affective attachment to the organization, perceived costs associated with leaving the 

organization and obligation to remain with the organization. They labeled these components as 

affective commitment, continuance commitment and normative commitment. Meyer and Allen 

(1991) thus opined that understanding workplace commitment in organizations was also very vital 

in understanding commitment in other areas. 

Organizational commitment is essentially a mutual interplay between the employee and the 

organization. That is, employees have some expectations from the organization in the form of some 

benefits to consolidate the commitment, while the organizations have expectations from their 

employees in the form of commitment to the organization. Meyer and Allen (1997) described a 

committed employee as one who stays with the organization in both good and bad times, goes to 

work regularly and works, puts in full effort, keeps company assets safe and shares company 

values. They observed that at the core of commitment is a reciprocity in which the employees offer 

their commitment to the organization and in return the organization fulfills its psychological 

contract. Rousseau (1989, 1995) defined psychological contract as the employees’ beliefs 

concerning mutual obligations between the employee and the organization. That is, the 

organization must meet its obligation to the employees by, for instance, providing career 

development and wages, while the employee’s obligations include being committed to the 

organization and performing the task assigned. This is an essential component of organizational 

commitment.  

Models of organizational commitment 

Although different scholars have viewed organizational commitment from different 

perspectives, the work by Meyer and Allen (1991) is referenced most often. Meyer and Allen 

(1991) viewed organizational commitment as composed of three components. The three 
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component models of organizational commitment include: affective, continuance and normative 

commitment models. 

Affective commitment  

Affective commitment is grounded in a sincere feeling of desire to stay with the 

organization and to be part of the organization from the employees’ point of view (Meyer & Allen, 

1997). They also observed that employees in organizations who have a strong affective 

commitment pursue a course of action that is seen as relevant to the organization, and thus 

employers want to give special attention to this component. While some studies have linked 

organizational and personal factors such as job experience to affective commitment, Allen and 

Meyer (1990) focused on the role of psychological themes in building this commitment. Meyer 

and Herscovitch (2001) later argued that affective commitment developed as employees became 

more involved with organizational goals, recognized the relevance and importance of these 

organizational goals, and derived their identity from their association with the organization.  

Continuance commitment 

Meyer and Allen (1997) proposed that continuance commitment is a result of any 

investments that increases the cost of leaving the organization. This is because, as people work in 

their organizations, they develop social attachments that involve friendships as well as financial or 

economic attachments like pension plans. Investments are viewed as actions that connect a person 

to a course of action since something would be lost if the individual stopped the activity (Allen, 

Meyer & Gellatly, 1990). Additionally, Meyer, Allen and Gellatly, (1991) posit that leaving the 

organization could mean that the investments in the organization could be forfeited, and that time, 

effort and the money would be lost. Regarding alternatives, Meyer and Allen, (1997) contend that 

employees who have good alternatives to work somewhere else will have less continuance 

commitment than those who perceive fewer alternatives. They propose that various factors may 

contribute to this perception such as economic conditions, employment situations, having relevant 

skills and previous job search experiences. It is worth noting that this type of commitment is not 

generally very attractive to organizations and thus may not often be focused on.   

Normative commitment 

There are three views that relate to the development of normative commitment: obligations, 

reciprocity and psychological contract. Meyer and Allen (1991) contend that normative 

commitment comes from feelings of obligation by the individuals, such as family concerns and 
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pressures, socializations within the organization that determines attitudes and behaviors, feelings 

of what is expected of the employee, and the internalized belief about loyalty to the organization. 

Meyer and Allen (1997) propose that employees feel obliged to reciprocate based on perceived 

imbalances created by employment. They contend that those trained by the organization feel they 

need to repay the debt and choose to remain with the organization, which lead to feelings of 

indebtedness. On psychological contract, Meyer and Allen (1997) defined it as the “belief of the 

parties involved in an exchange of relationship regarding their reciprocal obligation”. 

Psychological contract is likened to reciprocity. They posit that psychological contracts are 

subjective and seen differently, and that they change overtime. That is, a new hire for instance may 

feel indebted to the organization for the job and experience gained, but lack of career development 

and progression over time may cause them to reconsider the psychological contract. Therefore, 

under normative commitment, an individual may stay with the organization for moral reasons and 

the belief that it is the right thing to do.  

Significance of organizational commitment to organizations 

The significance of organizational commitment by employees has fundamental 

implications for organizations especially in modern economic times due to the ever-changing 

nature of organizations. Organizations require employees who are committed to their goals and 

success within the highly competitive global labor market. Meyer and Allen (1991), identified 

three crucial areas that relate to organizational commitment and these include performance at 

work, employee wellbeing and employee retentions. It is worth noting that of the three components 

of commitment studied, affective commitment is often the focus of organizational researchers and 

practitioners, and findings seem to suggest that employees with strong affective commitment are 

more valuable than those with weak affective commitment, while continuance and normative 

commitment generally seem to be less associated with outcomes (Allen & Meyer, 1990). 

Meyer and Allen (1997) identified attendance at work, performance of duties and 

organizational citizenship behavior as aspects of assessing the link between performance at work 

and the different components of commitment. They examined the relations between attendance 

and organizational commitment, with affective commitment being positively related while 

normative and continuance commitment was not. Regarding performance of duties, studies 

indicate that employees with higher affective commitment tend to; report higher levels of 

compliance with strategic decision-making at corporate level (Kim & Mauborgne, 1993), have 
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high sales figures (Bashaw and Grant, 1994) and follow the corporate policy and budgetary 

regulations (Nouri, 1994). On organizational citizenship, studies have shown that employees with 

strong affective commitment engage in more organizational citizenship behavior and selfless acts 

towards certain members of the organization and compliance with organizational norms and rules 

than employees with weak affective commitment (Organ & Ryan, 1995). 

Meyer and Allen (1997) also observed that commitment is important for employee 

wellbeing, as it is connected to perceptions of stress. Employees with affective commitment to the 

organizations generally experience positive effects of stress, while studies on continuance and 

normative commitment tend to have weaker effects and no correlations with wellbeing. 

Organizations generally want to retain the best employees who are committed. Given the high 

competition for skilled labor being sought by various organizations, it becomes relevant that 

organizations pay attention to issues of commitment. Meyer and Herscovitch (2001) observed that 

the three components of commitment correlate differently with affective commitment being the 

strongest, followed by normative and lastly continuance commitment. They argued affective 

commitment had a stronger negative influence on turnover due to the behavior of desire involved 

in this type of commitment. Hence, organizations should engage in practices that promote affective 

commitment. Thus, the motivation to focus on affective commitment in the present study. 

Current Study 

Given the foregoing context observed in the literature on emotional intelligence, job 

insecurity and organizational commitment in organizations, the current study seeks to understand 

the relationship that exist between these variables. As discussed below, there is reason to believe 

that emotional intelligence is an important predictor of job insecurity and affective commitment. 

In addition, there is reason to believe that emotional intelligence might reduce the negative effects 

of job insecurity on organizational commitment. This is especially important for organizational 

studies because research has shown that emotional intelligence can be trained in employees 

(Schutte, Malouff, & Thorsteinsson, 2013). Research in these areas is discussed more below. 

Organizational commitment appears to be connected to emotional intelligence.  Wong and 

Law (2002) in an exploratory study of leader and follower participants in Hong Kong, and 

Nikolaou and Tsaousis (2002) in a survey study of 212 participants in health sector in Greece, 

observed a significant positive relationship between emotional intelligence and organizational 

commitment. In an empirical study of ninety-eight (98) Senior Managers on emotional intelligence 
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in Israel by Carmeli (2003), he observed that emotional intelligences had a positive relationship 

with affective commitment and attachment to the organization, while there was a negative 

correlation between emotional intelligence and continuance commitment. However, there has been 

conflicting evidence.  Guleryuz et al. (2008) found that emotional intelligence had no significant 

direct effect on organizational commitment. 

Studies have also demonstrated a link between emotional intelligence and job insecurity. 

Jordan, Ashkanasy, and Hartel (2002), reviewed several studies reporting that low emotional 

intelligence employees were more likely than high emotional intelligence employees to experience 

negative emotional reactions to job insecurity and to adopt negative coping strategies. They 

advanced a model of the effect of employee perceptions of job insecurity on negative coping 

behaviors and argued this relationship was mediated by affective reactions to job insecurity. They 

also argued that emotional intelligence moderated the links between affective reactions and 

perceptions of job insecurity, and the links between affective reactions and behavior. 

In a longitudinal study of 157 employees in China by Cheng, Huang, Lee, and Ren (2010), 

the authors sought to investigate the moderating effects of employees’ individual resources 

(emotional intelligence) and social resource (leader member exchange) in the context of job 

insecurity. They specifically examined whether emotional intelligence could attenuate the 

immediate and long-term negative impacts of job insecurity on employee outcomes (organizational 

commitment and somatic well-being), and the effects of employee reactions at different time 

periods. The findings revealed that emotional intelligence moderated the relationship between job 

insecurity and somatic complaints at two-time intervals and that the leader-member exchange 

relationship buffered the effects of somatic complaints at Time 1 and on organizational 

commitment at Time 2. Generally, the study revealed the ability of employees to deal with their 

emotions and their relationships with their supervisors is an important resource that serves to 

protect employee outcomes when job security is uncertain (Cheng et al., 2010). 

Based on previous studies, the following hypothesis were developed:  

Hypothesis 1:  - Emotional intelligence will be negatively correlated with job insecurity. 

Hypothesis 2: - Emotional intelligence will be positively correlated with organizational 

commitment and job insecurity will be negatively correlated with organizational commitment. 

Hypothesis 3: - Emotional intelligence will moderate the relationship between job 

insecurity and organizational commitment such that the relationship between job insecurity and 
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organizational commitment will be weaker when emotional intelligence is higher and stronger 

when emotional intelligence is low. That is, job insecurity will be more likely to lead to a lack of 

commitment when employees have lower levels of emotional intelligence than when employees 

have high levels of emotional intelligence. 

Methods 

The study design used a correlational approach and self-report questionnaires were used to 

gather information in the survey. Previously well-validated instruments were used to collect data 

in the survey.  

Participants  

Participants were recruited from organizations in Småland county of Sweden. A total of 

109 participants responded to the invitation to complete the questionnaire. Participants were 

69.70% (N = 76) females. The age range of the participants was between 19 and 66 years old (M 

= 47.51, SD = 9.62). The participants consisted of employees in both private and public-sector 

organizations in Ämlhult, Växjö and Kalmar municipalities from Kronoberg county, Småland 

region, in the Southern part of Sweden, with 70.64 % (N = 77) working in the public sector and 

the rest in the private sector.  Participants reported the following levels of education: High School 

Level (N = 18), Bachelors (N = 45), Magister (N = 12), Masters (N = 16), Ph.D (N = 4) and Other 

qualifications (N = 10), while education data was not provided by four participants.  

Instruments 

Links to the online survey instrument was sent to participants via email. The survey took 

approximately 10 minutes to complete. Participants completed three research measures and a 

voluntary demographics component included at the end of the survey. Demographic data collected 

included age, gender, work experience and qualifications. Participants completed the survey 

without reward or payment of any sort.  

Trait Emotional Intelligence Questionnaire - Short Form (TEIQ-SF)  

Emotional Intelligence was measured using the Trait Emotional Intelligence Questionnaire 

Short Form (TEIQ-SF) version of the original TEIQue (Petrides, 2001). The instrument contains 

30 items and uses a 7-point Likert scale format in which participants rate the extent to which they 

either agree or disagree with each of the given statement ranging from (1) “Completely Disagree” 

to (7) “Completely Agree”. Examples of items in the scale included: “Expressing my emotions 

with words is not a problem for me” “I usually find it difficult to regulate my emotions” and “I 
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can deal effectively with people”. The instrument takes about 5 minutes to complete. The 

instrument has a high reported Cronbach Alpha coefficient of 0.89 (Cooper & Petrides, 2010). 

Other studies have also shown good psychometric properties of the instrument (Freudenthaler, 

Neubauer, Gabler, & Scherl, 2008). The instrument has four components: wellbeing, self-control 

emotionality and sociability.  A Cronbach Alpha of 0.89 was calculated for the current study. 

Given the limited time available for this study and availability, the short form was very appropriate 

to use. 

Job Insecurity Questionnaire (JIS) 

Job insecurity was measured using the Job Insecurity Scale (JIS) (O’Neill & Sevastos, 

2013), an 18-item instrument that uses a 7-point Likert scale ranging from (1) “Very Inaccurate” 

to (7) “Very Accurate”, in which participants rate the extent to which each of the given statements 

accurately represented them. Examples of the statements included “The possibility of losing my 

job occupies my thoughts constantly”, “I’m not sure of how long my job will last”. The instrument 

has four components being: job loss, organizational survival, job change and marginalization. 

Studies have demonstrated good validity and reliability (O’Neill & Sevastos, 2013). The 

instrument takes less than 3 minutes to complete. A Cronbach Alpha of 0.81 for reliability was 

observed for the current study.  

Organizational Commitment Questionnaire (OCQ)  

Organizational commitment was measured using the Organizational Commitment 

Questionnaire (OCQ), a widely used organizational commitment scale with good psychometric 

properties (Lok, Westwood, & Crawford, 2005). The 15-item instrument uses a 5-point Likert 

scale ranging from (1) “Strongly Disagree” to (5) “Strongly Agree” on which the respondent rated 

the extent to which they agreed or disagreed with each item. The scale also had reverse scored 

items. Examples of items on the scale included the following: “I am proud to tell others that I am 

part of this company”, while an example of reverse score question included, “I feel very little 

loyalty to this organization”. Other researchers have also reported good psychometric properties 

of the instrument (Lok, Westwood, & Crawford, 2005; Kannin & Hill, 2013). The instrument has 

three components: affective, continuance and normative commitment. This study used the 

affective commitment section of the scale and a Cronbach Alpha of 0.88 was observed for the 

current study.  
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Procedure 

The survey was conducted using the online platforms Qualtrics. This procedure was used 

because it was more convenient for the participating organizations and their employees. After 

discussions with the prospective organizations to participate in the research and seeking approval 

from the organization representatives, the questionnaires were translated from English to Swedish 

using back-to-back translation (without altering the original English version of the scale) as some 

organizations requested the questions be in Swedish. The translation was done by five different 

people proficient in the Swedish and English languages from one language to the other until the 

translation was consistent and verified by a teacher of English, also undertaking graduate studies 

at the University at the time of the study. An online survey was then developed and pre-tested to 

ensure proper functioning. Having proven effective, the links to the online survey were sent to all 

the contact persons at participating organizations who distributed the links and instructions to 

potential participants. The online survey took 10 minutes to complete and the participants had a 

two-week period in which to respond and voluntarily answer the questionnaires. 

Ethical considerations 

Ethical concerns were in consideration throughout the entire course of study. The need to 

observe ethical concerns is an essential component of scientific research, and particularly so in 

psychological sciences which helps ensure that studies are conducted in a way that does not harm 

the participants in any way. Hence the researcher took special note to observe all the necessary 

ethical issues in the study. The participants were informed of the fact that the study was voluntary, 

and that they were free to withdraw at any time or not respond to the survey request to participate 

in the study. The participants were also briefed on the purpose of the study through the 

organizational representative and assured of confidentiality and anonymity with their response and 

given assurance that the study results would only be used for research purposes. The participants 

also had the privacy to respond to the survey instrument at a convenient time of their choosing 

within the requested time framework and gave consent by opening the link to respond to the 

questionnaire voluntarily. It is therefore worth noting that the researcher, to uphold and maintain 

quality of research, observed ethical concerns and no harm was inflicted on any participant 

(Saunders, Lewis, & Thornhill, 2009). 
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Results 

Data Cleaning  

One hundred twenty-four participants from various Swedish organizations responded to 

the survey. However, during the cleaning process, it was observed that some participants had not 

answered either one or two entire sections of the survey, perhaps due to response fatigue or desire 

to withdraw. As a result, 12 participants were deleted for missing more than 33% of an entire scale. 

Additionally, three participants were observed as outliers, and removed from the sample because 

at least one of their scores were more than three standard deviation from the mean, which initially 

skewed the distribution of the sample but corrected after the removal to meet the requirements for 

statistical analysis of the data.  

Data Analysis  

Results from the study were analyzed using IBM Statistical Package for Social Sciences 

(SPSS) 25. Descriptive statistical analysis was performed to summarize the data and give a 

description of the sample participants. Correlational analyses were performed to test the linear 

relationships between variables. Finally, a moderated hierarchical regression analysis was 

conducted to test for potential interactions between emotional intelligence and job insecurity.  

Selected descriptive statistics and correlational results are presented in Table 1 below. 

Table 1:  

Selected descriptive statistics and correlations among study variables 

  M SD 1 2 3 4 5 6 

1. Age  47.51 9.62 -      

2. Gender  0.70 0.46 -0.11 -     

3. Tenure  24.77 11.09 0.93** -0.16 -    

4. Job insecurity 2.26 0.95 -0.02 -0.13 0.03 -   

5. Emotional intelligence 5.41 0.71 0.03 -0.02 0.03 -0.32** -  

6. Affective commitment  4.02 0.65 0.05 -0.15 0.05 -0.54** 0.26** - 

N = 109, M = mean, SD = Standard deviation, * = Coefficient significant at *p < .05, **p < .01 (2 tailed), 

Gender statistics = .70, females (coded as males = 0, females = 1). 

 

To test Hypothesis 1, a Pearson product-moment correlation coefficient was computed to 

test if emotional intelligence was negatively correlated with job insecurity. The result was a 

negative correlation between the two variables, r = -0.32, p < .01. Overall there was a medium, 
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negative correlation between emotional intelligence and job insecurity. Increases in emotional 

intelligence were associated with decrease in job insecurity across participants.  

To test Hypothesis 2, two Pearson product-moment correlation coefficients were computed 

to test if emotional intelligence was positively correlated with organizational commitment and if 

job insecurity was negatively correlated with organizational commitment. The result was a positive 

correlation between emotional intelligence and organizational commitment, r = 0.26, p <.01, and 

a negative correlation between job insecurity and organizational commitment, r = -0.54, p < .01. 

Generally, a positive correlation was observed between emotional intelligence and organizational 

commitment, indicating that an increase in emotional intelligence was associated with an increase 

in organizational commitment across participants, while a strong negative correlation was 

observed between job insecurity and organizational commitment, indicating that an increase in job 

insecurity was associated with a decrease in organizational commitment across participants. 

Hierarchical multiple regression was conducted to test Hypothesis 3. Preliminary analyses 

were conducted to ensure no violation of the assumptions of normality and outliers as noted earlier 

in the participants section, as was homoscedasticity, through residual and scatter plots. Additional 

inspection of Mahalanobis distance scores further indicated no multivariate outliers. Further 

analysis to check for relevant assumptions where also conducted. A correlational analysis of 

variables indicated that independent (predictor) variables were not highly correlated. Collinearity 

statistics (Tolerance and VIF) were well within acceptable limits, thus multicollinearity was 

considered to have been fulfilled (Pallant, 2016; Tabachnick & Fidell, 2001).  

Hierarchical multiple regression was used to test if emotional intelligence moderated the 

relationship between job insecurity and organizational commitment.  Emotional intelligence and 

job insecurity were entered in step 1, explaining 29.70%, of the variance in organizational 

commitment, F (2, 106) = 22.38, p < .001. The cross product, created by multiplying job insecurity 

and emotional intelligence together, was entered in step 2. In step 2 the total variance explained 

by the model as a whole was 30.60%, F (3, 105) = 15.40, p < .01. The interaction explained an 

additional 0.9% of the variance in organizational commitment above and beyond the main effects 

of emotional intelligence and job insecurity, ΔR2 = 0.01, FΔ (1, 105) = 1.30, p = .26. Thus in the 

final model, the interaction was not statistically significant. This indicates that the relationship 

between job insecurity and organizational commitment does not depend upon the participant’s 
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level of emotional intelligence. Regression coefficients are presented in Table 2 and the 

relationship is presented in Figure 1.   

Table 2. 

Model coefficient and beta values for each predictor  

 B Std. Error Beta 

(Constant)  3.30 1.02  

Emotional intelligence .28 .19 .31 

Job insecurity .10 .39 .15 

EQ*JIS -.08 .07 -.11 

 

N =109, p = ns, EQ = Emotional intelligence, JIS = Job insecurity, EQ*JIS = Interaction effect 

Figure 1. 

 
Fig. 1. Relationship between job insecurity and organizational commitment at different levels of 

emotional stability.  

 

Discussion 

The aim of the study was to examine and analyze the relationship of emotional intelligence 

with job insecurity and organizational commitment in organizations. Results from the analysis 
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show that two hypotheses were supported from the study while one was not supported. The results 

are now discussed below.   

In support of Hypothesis 1, correlational results suggest that employees with high 

emotional intelligence are negatively related to a decrease in job insecurity. Without implying 

causation, the results seem to show that employees would experience low job insecurity when 

emotional intelligence is high. Employees high in emotional intelligence may be able to regulate 

and control their emotions well and thus manage their perceptions of job insecurity. This reflects 

the view by findings that have demonstrated a link between emotional intelligence and job 

insecurity. As noted by Jordan, Ashkanasy, and Hartel (2002), employees with low emotional 

intelligence are more likely to experience negative emotional reactions to job insecurity and adopt 

negative coping strategies than employees with high emotional intelligence. This being largely 

supported, it may well be a good starting point to deal with issues of job insecurity given the effects 

it has on employees and organizations as literature suggest. 

Data also shows that Hypothesis 2 was supported. Correlational analysis showed that 

emotional intelligence is positively correlated with organizational commitment, while job 

insecurity is negatively correlated with organizational commitment. That is, emotional intelligence 

is related to organizational commitment of employees, and specifically affective organizational 

commitment. This association is most likely a reinforcement of the view that affective commitment 

is grounded in a sincere feeling of desire to stay with the organization and being part of an 

organization, which could be understood from the perception that understanding the self through 

emotional intelligence help individual employees to be positively motivated to commit themselves 

to the organization. This further supports studies that show that emotional intelligence has a 

significant positive relationship with organizational commitment (Nikolaou & Tsaousis, 2002; 

Wong & Law, 2002), and another study by Carmeli (2003) that argued that emotional intelligence 

had a positive relationship with affective commitment and attachment to organizations. 

Interestingly though, job insecurity was strongly negatively correlated with organizational 

commitment. While job insecurity may not be the cause of low organizational commitment, it does 

nonetheless show that job insecurity has an association on employee’s organizational commitment 

in the negative direction that should be of concern to organizations. It appears that employees who 

are less secure with their jobs have less affective commitment. Employees in the sample who felt 

less secure were not as committed to the organization as represented by the correlation between 
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job insecurity and organizational commitment. This being the case, it follows then that there is 

need to focus on and examine this relationship among employees further.  

Hypothesis 3, on the other hand, was not supported. Results from the analysis showed that 

emotional intelligence does not moderate the relationship between job insecurity and 

organizational commitment. These results are rather unexpected and contrary to other studies that 

have demonstrated that emotional intelligence moderated the links between affective reactions and 

perceptions of job insecurity (Cheng et al., 2010; Jordan, Ashkanasy, & Hartel, 2002). Future 

research should examine this moderation effect further.  This is because statistical power could be 

insufficient due to the relatively small sample size negatively affecting the test of moderation.  

The outcome of these results presents an interesting scenario in terms of navigating around 

the subject of emotional intelligence, job insecurity and organizational commitment among 

Swedish employees as observed from the sample participants. This is because Sweden, as a 

country, is generally held as a worker friendly environment with strong labor movements and 

unions and government policies that are relatively stable and pro-employees. Yet what is clear, it 

would appear from the sample outcome, is that some employees are still less secure with their jobs 

despite the pro-employee’s conditions available. Could it be that there are other underlying factors 

contributing to this scenario or that situations on the ground tell a different story of job insecurity 

and organizational commitment? This is especially so given the strong correlation between job 

insecurity and organizational commitment, without suggesting a causal effect. Or it could be that 

these strong pro-employee conditions cause any perceptions of job insecurity to be taken more 

seriously.   

Another interesting observation was the outcome that tenure was not very affected by 

organizational commitment. I would have expected that tenure would be strongly positively 

correlated with organizational commitment. That is, employees with longer tenure would have 

high organizational commitment, particularly high affective commitment that would have 

developed over time and become stronger. However, there was no significant correlation between 

tenure and organizational commitment, which again could be due to job insecurity among 

employees as observed across the sample participants. This is even more interesting considering 

that most participants were from the public-sector organizations, and where participants were from 

the private sector, this was represented by a big stable private sector organization that was a 
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multinational as opposed to if the private sector organizations were from small organizations such 

as small retail stores or gas station work environments. 

From the results in Table 2 and Figure 1, looking at the pattern of coefficient, the 

relationship appears to be going down. That is, as job insecurity increases, organizational 

commitment decreases. The graph shows that the relationship is somehow steeper for individuals 

with high emotional intelligence. Looking at the pattern of coefficients, there is not much of a 

difference between the two patterns. This is reflected by the non-significant moderation test for 

Hypothesis 3. This should be taken with caution as this is a low powered test. Even though this 

must be taken with caution, the pattern of results could be opposite from what was predicted. 

Suffice to state that people high in emotional intelligence could be more likely to not be committed 

to the organization if they were aware that the organization does not value them or perceived higher 

levels of job insecurity. This could suggest a challenge for the organizational performance of 

employees and highlights the need to consider this further.  

In light of the discussion, the overall inference from this is that organizations should 

seriously consider job insecurity as a major issue among their employees and how this may 

possibly affect employees’ performance as well as organizational performance at large. 

Specifically, Swedish organizations may need to seriously consider addressing job insecurity as 

this affects organizational commitment, as well as the role of emotional intelligence among 

employees when dealing with job insecurity and organizational commitment. 

Strengths and Limitations  

This study had a number of strengths worth highlighting. The sample was constituted of 

actual employees working in well-established organizations. This gives credence to the study. 

Additionally, employees came from both the public and private sectors of Swedish organizations 

in the southern part of the country which was a good representation of the Swedish workforce and 

therefore very reliable. The instruments used in the study were validated scales and reliability 

estimates were high. This suggests that the study results should be trusted.  

There were some limitations that may have affected the outcome of the study and thus 

worth taking note of in future studies. One of the limitations faced was having a rather small sample 

size that could have possibly affected results. While within acceptable range, the sample size could 

have possibly influenced results and skewed the outcomes. Thus, generalization of the results 

should be done with caution in organizations in Swedish. Closely connected to the sample size 
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was that there were more females than males and this may have also influenced the outcome of 

the study. Other research evidence seems to indicate that gender affects emotional intelligence, job 

insecurity and organizational commitment of employees in organizations – as such, having a 

gender imbalance could have impacted the results. Additionally, it was also challenging to collect 

certain demographical data that would have been useful for other detailed study of the subject. 

Though a minor challenge, conducting data collection online limited the possibility of calculating 

the response rate among the participants because I could not know how many participants received 

the links to the questionnaire. This was due to the need to maintain anonymity of the participants.  

Conclusion and future studies 

From the current study it seems obvious that job insecurity should be a concern of interest 

for many employees in organizations in Sweden irrespective of the sector, private or public, they 

may be working in. Given the impact this has on employees and organization, it becomes necessary 

that organizations not only acknowledge but also make deliberate efforts to lessen the burden of 

job insecurity among employees as this clearly affects employees’ commitment and ultimately 

performance as observed from literature, which may have long lasting negative impact. One way 

of addressing this challenge may thus come in the form of emotional intelligence as the results 

seem to suggest a relationship between emotional intelligence, job insecurity and organizational 

commitment. In this regard, this creates an opportunity to encourage and develop training of 

emotional intelligence that will not only address these concerns but also help with other 

organizational attributes among employees. It should be noted that the current study is only the 

first step in showing this causal relationship. 

There are few directions worth noting for future studies. First, it was observed that the 

rather small sample might have affected the outcome of the study given the small statistical power 

that is affected by small sample size. I therefore would recommend that future studies consider 

having a relatively larger sample to address this challenge and to provide a more powerful test of 

moderation of emotional intelligence in job insecurity and organizational commitment. In addition 

to small sample size, it would also be more meaningful to have a rather equal samples size in terms 

of gender that would also help in giving a close picture of these variables given that research 

suggests that gender does affect emotional intelligence and job insecurity. Data was constrained 

to four organizations, and so future research should attempt to examine more organizations to 

improve the generalization of these results. I would also recommend collecting more demographic 
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data, such as economic data, which might be related to job insecurity and the impact of job 

insecurity. Additionally, future studies could focus on how high emotionally intelligent people 

might be more sensitive to a lack of organizational support. Finally, research should seek to 

provide causal support for the link between emotional intelligence, job insecurity, and 

organizational commitment. This would provide additional support for organizations to provide 

training in emotional intelligence.  
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 Appendices  

1.1 Instrument (English) 

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                       Completely  

       Disagree                      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. 

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 
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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. 

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 

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 

 

 

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. 

1    2    3    4    5    6    7 
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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 

1    2    3    4    5    6    7 

1    2    3    4    5    6    7 

 

OCRQ 

 

Instructions: Please indicated to what extent you agree or disagree with each of the following statements. 

There are no right or wrong answers. There are five possible alternative rating you can choose, where 1 = 

totally disagree 2 = disagree 3 = neither disagree nor agree 4 = agree 5 = totally agree.  

 

Items Rating 

1. I am willing to put in a great deal of effort beyond the normally expected 

in order to help this company be successful.  

2. I talk up this organizations to my friends as a great organization to work 

for. 

3. I feel very little royalty to this organization. 

4. I would accept almost any type of job assignment in order to keep 

working for this company. 

5. I find that my values and the company’s values are very similar. 

6. I am proud to tell others that I am part of this company. 

7. I could just as well be working for a different company as long as the 

type of work were similar. 

8. This company really inspires the very best in me in the way of job 

performance. 

9. It would take very little change in my present circumstances to cause me 

to leave this company. 

10. I am extremely glad that I chose this company to work for over others I 

was considering at the time I joined. 

11. There is not too much to be gained by sticking with this organization 

indefinitely. 

12. Often, I find it very difficult to agree with this company’s policies on 

matters relating to employees. 

13. I really care about the fate of this company. 

14. For me, this is the best of all possible companies to work for. 

15. Deciding to work for this organization was a definite mistake on my 

part. 
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1     2     3     4      5  

 

1     2     3     4      5  

 

 

 

Thank you for your participation! 
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1.2 Instruments (Swedish) 

Linnaeus University 2018 

Work and Organizational Psychology  

Vi är Master studenter inom arbets- och organisationspsykologi so 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.  

Demographics 

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 

  

Intruktioner: 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. 

1   2   3   4   5   6   7 
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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. 

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. 

1   2   3   4   5   6   7 
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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) to 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. 

1  2  3  4  5  6  7 
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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. 

 

1  2  3  4  5  6  7 

1  2  3  4  5  6  7 

1  2  3  4  5  6  7 

 

ORCQ 

Instruktioner: Var vänligen indikera till vilken grad du instämmer med följande påståenden. Det finns inga 

rätta eller felaktiga svar. Det finns fem olika svarsalternativ du kan välja mellan, 1 = håller verkligen inte 

med, 2 = håller inte med, 3 = håller varken med eller inte med, 4 = håller med, 5 = håller verkligen med.  

Fråga  Gradering 

1. Jag är beredd att anstränga mig mer än vad som normalt förväntas av mig 

för att hjälpa detta företag att bli framgångsrikt.  

2. Jag talar varmt för mina vänner att detta är en bra organization att arbeta 

för. 

3. Jag känner väldigt lite lojalitet mot denna organisation. 

4. Jag skulle acceptera nästan vilken typ av arbetsuppgift som helst för att 

fortsätta arbeta för detta företag. 

5. Jag finner att mina värderingar och företagets värderingar är väldigt lika. 

6. Jag är stolt att berätta för andra att jag är en del av detta företaget.  

7. Jag skulle lika gärna kunna arbeta för ett annat företag så länge som 

arbetsuppgifterna var lika. 

8. Detta företag tar verkligen fram det bästa i mig när det kommer till min 

arbetsprestation. 

9. Det skulle inte krävas mycket under de nuvarande omständigheterna för 

att få mig att lämna detta företag. 

10. Jag är väldigt glad att jag valde detta företag att arbeta för över de andra 

jag övervägde när jag sökte jobb. 

11. Det finns inte så mycket att tjäna på att stanna på detta företag under 

obestämd tid. 

12. Jag finner ofta det väldigt svårt att hålla med detta företags policys 

rörande deras anställda.  

13. Jag bryr mig verkligen om detta företags öde. 

14. För mig, så är detta det bästa av alla tänkbara företag att jobba för. 

15. Beslutet att arbeta för denna organisation var ett definitivt misstag från 

mitt håll. 
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Tack för din medverkan 

 

 




