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Abstract 
Emotional Intelligence is the most important construct of Industrial 

Psychology, which can affect organizational outcomes employees’ 

performance; psychological ownership and job satisfaction.  This study 

investigates the impact of emotional intelligence (EI) on job 

satisfaction and psychological ownership among employees of different 

public and private organizations. The randomly selected sample 

consisted of 175 employees, 100 from public and 75 from private 

organizations. Emotional Intelligence (EI) scale (Saima Cheema, 

2005), Psychological Ownership scale (James, Bruce, Craig and Fred, 

2009), and job satisfaction scale (Hackman & Oldham, 1975) were 

used. Results of the study indicate that emotional intelligence has 

significant impact on job satisfaction, and psychological ownership. 

Income level differences were significant that indicate job satisfaction 

and psychological ownership is high among employees with high level 

of income but emotional intelligence does not vary in terms of income 

level of employees. Research findings suggest that employees should be 

motivated and encouraged by improving coworker relationships, 

healthy communication through social skill trainings, conducting 

seminars, fulfilling their needs and dealing their concerns.  

 

Keywords:  Emotional intelligence, job satisfaction, psychological ownership, public 

and private employees 

 

I. Introduction  
Modern work environment has recent trends in testing the psychological aspects 

of employees have led to assumed emotional intelligence as one of the most important 

factors that determine job satisfaction and organizational behaviors like job commitment, 

job stress, job burnout and others. Organizational efficiency, outcomes and performance 

are directly related to Emotional Intelligence and Job Satisfaction of its employees. 

Present study is conducted to explore relationship of emotional intelligence, job 

satisfaction, and psychological ownership and how these organizational behaviors vary in 

terms of, level of income and organization types.  
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Emotional Intelligence is defined as "a set of skills hypothesized to put in to the 

exact evaluation and appearance of sentiment in oneself and others, the successful 

regulation of emotion in oneself and others, and the use of approach to stimulate, plan, 

and accomplishment in one's life (Salovey & Mayer, 1990). Mayer and Salovey defined 

emotional intelligence as "the capability to recognize and convey emotion, incorporate 

feeling in thought, comprehend and reason with emotion, and control emotion in self and 

others" (1997). This notion emphasizes the significance of self-awareness and the talent 

to re-examine and balance a person's intelligence and sentiment inside a typical daily life. 

Zeidner, Matthews and Roberts (2004) summarized emotional intelligence as "a mixture 

of competencies and common dispositions for adaptive individual performance and 

coping with environmental strain". 

 

Job satisfaction is “a gratifying or helpful emotional condition resulting from the 

review of one’s job or job experiences” (Locke, 1976), and Smith, Kendall and Hulin 

(1969) “constant feelings toward discriminative aspects of the job situation”. Job 

satisfaction bases on individuals' occurrences which are associated with individuals’ 

requirements, hope and settlement of their jobs (Locke, 1976). Dormann and Zapf (2001) 

affirmed that job satisfaction has turn into one of the most seriously vital and broadly 

research concepts in organizational psychology. These authors have speculated that job 

satisfaction can be significantly predisposed by a wide variety of task characteristics 

including responsibility, task variety and exchanges/reaction mechanisms. Research 

recommended that present studies lean to focus more on personal temperament with 

relation to job satisfaction in the work place (Staw, 2004). For instance, numerous studies 

have reported that there were noteworthy associations among self-esteem, employee 

enthusiasm and job satisfaction; however, these studies have ignored to inspect two 

potentially key predictors of job satisfaction-emotional intelligence and trust (Dormann & 

Zapf, 2001).  

 

 Psychological ownership reflects an affiliation connecting an individual and an 

object in which the object is experienced as having a secure connection with the self 

(Litwinski, 1942) becoming part of the ‘extended self’ (Belk, 1988; Dittmar, 1992). It is 

suggested by the conventional wisdom that people will take good care of, and struggle to 

continue and foster the belongings they own. The ‘‘sense’’ of ownership, and the 

‘‘motivation’’ to guard and develop the object of the ownership, has enthused 

organizational behavior scholars to understand the positive construct of psychological 

ownership. For example, current interest has focused on what constitutes employee 

ownership and the outcomes it may fabricate (Cram & Paton, 1993; Pierce, O’Driscoll, & 

Coghlan, 2004; Rousseau, 2003; Wagner, Parker & Christianson, 2003). As noted by 

O’Reilly (2002): ‘‘when managers speak about ownership, what they usually want to 

inculcate is not financial ownership but psychological ownership—a sentiment on the 

part of the employees that they have a duty to make decisions that are in the long term 

concentration of the company.’’ More accurately, psychological ownership has been 

described as a cognitive-affective build defined as, ‘‘the status in which individuals feel 

as though the object of ownership or a piece of that object is theirs,’’ and reflects ‘‘an 

individual’s alertness, views, and attitude concerning the object of ownership’’ (Pierce, 

Kostova & Dirks, 2003).  

  

 Study done by Fisher (2006) on mood, emotions and job satisfaction exposed that 

mood and emotions accounted for exclusive variation for general job satisfaction. In the 
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past, emotions were overlooked in the study of organizational behavior. The place of 

work was measured a balanced environment, this idea sustained till research conclusions 

have shown the important function of emotions in illumination of many workplace 

phenomena and organizational outcomes. Emotional intelligence is associated to 

"sentiment, enthusiasm, personality traits, disposition, spirit, and public skills" (Zeidner 

et al., 2004). Golemam (1998) recommended that emotional intelligence is comprised of 

self-awareness, self-administration, social alertness and social supervision. Therefore, 

emotional intelligence allows individuals to not only identify their own emotions in and 

outside of firmly logical situations, but also to make out the emotions of others. As 

people know their emotions and those of others, they are afterward capable to enhance 

control and/or adjust those emotions. Boyatzis and McKee (2005) sustained their research 

on primitive leadership, presenting how "leaders can generate quality in their 

associations, their teams, and their organizations". They pointed out that great leaders are 

emotionally smart and they are awake, aware, and familiar to themselves, to others, and 

to the world around them. They consign to their viewpoint, stand strong in their morals, 

and survive full, zealous lives" (Goleman, Boyatzis & McKee, 2002).Emotional 

intelligence plays a great role in determining individuals. 

 

 The aim of present study is to explore the impact of emotional intelligence (EI) on 

job satisfaction and psychological ownership among employees of different public and 

private organizations and employees varies in terms of different demographic variables. 

Researchers have been done on EI and job satisfaction but a little work is available on 

psychological ownership. Present study also explores variations in the level of EI, job 

satisfaction, and psychological ownership in terms of level of income, and organization 

types. The results of the study will be helpful in order to evaluate the impact of these 

variables in determining the level of emotional intelligence, job satisfaction, and 

psychological ownership among employees of private and public sector. This research is 

helpful to enable organizations to promote the development of emotional intelligence as a 

coping skill against maintaining job satisfaction, sense of organizational ownership, stress 

and other organizational attitudes. Consequently, the significance of the study may 

provide additional evidence added to the current knowledge on organizational and 

occupational commitment. 

 

II. Objectives of the study 
 The objectives of the present study are: 

 

 To examine impact of emotional intelligence on job satisfaction and Psychological 

Ownership 

 To determine the differences in emotional intelligence, job satisfaction and 

psychological ownership among employees of public and private sectors 

 To explore the income difference in emotional intelligence, job satisfaction and 

psychological ownership among employees of private and public sectors 

 

III. Hypotheses of the study 
 The hypotheses of the study are: 

 

 Emotional Intelligence will have impact on job satisfaction and psychological 

ownership among private and public employees. 
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 Emotional Intelligence, Job satisfaction and psychological ownership will vary in 

terms  of organizational types among private and public employees. 

 Emotional Intelligence, Job satisfaction and psychological ownership will vary in 

terms  of income level among private and public employees. 

 

IV. Method 
A. Participants  

  The sample of present study consisted of randomly selected 175 private and 

government employees (100 governments and 75 private) employees from private and 

government organizations and institutes of Multan. Age range of sample was 24-54 years. 

All employees were similar with educational, economical, and cultural background.  

 

B. Instruments  

 Following instruments were used in this study:  

 

1. Emotional Intelligence Scale 

2. Job Satisfaction Scale 

3. Psychological Ownership Scale 

 

Emotional Intelligence Scale 

 Emotional Intelligence Scale (Saima Cheema, 2005) consisting of 12 items. 

Participant’s responses were measure on 5 point likert scale as: 1 for “Strongly 

Disagree”, 2 for “Disagree”, 3 for “Neutral”, 4 for “Agree”, 5 for “Strongly Agree”. 

       The score may range from 20-50 as average emotional intelligence. High score show 

high emotional intelligence.  

 

Job Satisfaction Scale 

Job satisfaction scale was developed by Hackman and Oldham (1975) was used which 

measure responses on 5 point likert scale. 

 1 for “strongly disagree”, 2 for “middle disagree”, 3 for “uncertain”, 4 for “middle 

agree”and 5 for “strongly agree”. High score indicates high job satisfaction.  

 

Psychological Ownership Scale 

 B. Avey, Bruce J. Avolio, Craig D. Crossley and Fred Luthans (2009) developed 

psychological ownership scale. Ten items of the scale were used to measure the 

psychological ownership of the participants. Responses were made on a 6 point Likert-

type scale; 1 for “Strongly disagree”, 2 for “Disagree”, 3 for “Somewhat disagree”, 4 for 

“Somewhat agree”, 5 for “Agree”, 6 for “Strongly agree”. The score was obtained by the 

response of question. Higher score on the scale indicate higher level of psychological 

ownership. 

 

C. Procedure 
 Informed consent along with psychological ownership scale, job satisfaction scale, 

and emotional intelligence scale was provided to the participants of study. Data was 

collected from different Public and private banks, hospitals, army employees in CMH, 

and schools. Those who met the criteria of that sampling were given a brief introduction 

of the study and were requested to participate in the present study. They were assured that 

their views and demographic data provided by them will be kept strictly confidential 

would be used for only research purpose. Most of the questionnaires were collected back 
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at the spot and few were taken back in second or third visit. After the collection of data, 

the scoring of questionnaire and statistical analysis was made by the use of SPSS 

(statistical package for social sciences) version 17.0.  

 

V. Results 
 Regression analysis, ANOVA and T-Independent test were measured through 

SPSS. 

 

Table 1: Descriptive Statistics of variables  

   
Emotional 

Intelligence 
Job 

Satisfaction 
Psychologica
l Ownership 

  N M SD M SD M SD 

Total 
Employees 

 175 44.6 8.3 37.4 8.7 45.6 9.7 

Organization 
Type 

Private 75 44.1 8.1 37.3 7.9 45.6 9.8 

Public 100 44.9 8.5 37.3 7.9 45.6 9.7 

Level of 
Income 

5000 -
25000 

17 44.2 6.1 34.5 8.3 52.4 10.6 

26000-
50000 

80 44.5 8.1 36.3 7.5 45.3 9.2 

50000+ 78 44.6 9.0 39.2 9.6 44.4 9.6 

 

 Above table indicates description of the data. Total sample is 175 employees, 75 

employees are from private organization and 100 are from public sector. Male employees 

are 91 and 84 employees are female. Among them, 17 employees has 5000-25000 level 

of income, 80 employees has 26000-50000 income as 78 employees has 50000+ income 

level. Public employees has Mean of 44.5 and Standard Deviation is 8.5 on emotional 

Intelligence, on job satisfaction Mean is 37.3 and Standard Deviation is equal to 7.9while 

Mean is5.6 and Standard Deviation is 9.7 on psychological ownership. Private employees 

has Mean of 44.1 and Standard Deviation is 8.3 on emotional Intelligence; Mean is 37.3 

and Standard Deviation is 8.5 on job satisfaction; Mean is 45.6 and Standard Deviation is 

987 on psychological ownership. 

  

 Employee’s level of emotional intelligence, job satisfaction and psychological 

ownership varies according their income level. Employees with income level of 5000-

25000 has Mean of 44.2 and Standard Deviation of 6.1 on emotional intelligence; Mean 

is 34.5and Standard Deviation of 8.3 on job satisfaction; Mean of 52.4 and Standard 

Deviation is10.6 on psychological ownership. Employees with income level 26000-

50000 has Mean is 44.5 and Standard Deviation is8.1 on emotional intelligence; Mean is 

36.3 and Standard Deviation is 7.5 on job satisfaction; Mean of 45.3and Standard 

Deviation is 9.2 on psychological ownership. Employees with income level 50000+ has 

Mean is 44.6 and Standard Deviation of 9.0 on emotional intelligence; Mean 39.2 and 

Standard Deviation is 9.6 on job satisfaction; Mean of 44.4 and Standard Deviation is 9.6 

on psychological ownership. 

 

 The table 2 indicates the level of psychological ownership, job satisfaction, and 

Emotional Intelligence among private and public employees. Statistics shows that there is 

no significant difference, employee’s level of emotional intelligence, job satisfaction and 

psychological ownership does not vary in terms of private and public organizations.  
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Table 2:  Mean, standard deviation, t- valve and p- value of public and private 

organizations on the scales of Psychological Ownership, Job Satisfaction, 

and Emotional Intelligence  
Scale Organization   

type 

N M SD T P 

Psychological 
ownership 

Private 75 45.68 9.86 
.053 .95 

Public 100 45.60 9.77 

Job 
satisfaction 

Private 75 37.57 9.67 
.148 .87 

Public 100 37.37 9.98 

Emotional 
Intelligence 

Private 75 44.17 8.19 
-.587 .55 

Public 100 44.92 8.51 
Note. N=175. df= 173, p>0.05(ns) 

 

Table 3: One way analysis of variance of different level of income on the scale of 

Psychological Ownership, Job Satisfaction, and Emotional intelligence 

among public and private employees 

Scales 
Source of 
variance 

SS df MS F P 

Psychological 
Ownership 

Between Groups 898.81 2 449.40 4.910 .008* 

Within Groups 15743.78 172 91.53   

Total 16642.59 
174 

 
   

Job 
Satisfaction 

Between Groups 489.70 2 244.57 3.297 .03* 

Within Groups 12760.72 172 74.18   

Total 13249.42 
174 

 
   

Emotional 
Intelligence 

Between Groups 2.754 2 1.37 .019 .098 

Within Groups 121603.24 172 70.71   

Total 12166 
174 

 
   

Note. *p<.05, p=(n.s) 

 

 Table 3 depicts the difference in levels of psychological ownership, job 

satisfaction, and Emotional intelligence among employees of different income levels 

from public and private sector. These statistics show significant difference that level of 

psychological ownership and job satisfaction vary among employees of different income 

levels but there is no significant difference on the level of Emotional Intelligence. It 

implies that level of income varies on the levels of job satisfaction and psychological 

ownership but no differences on their level of emotional intelligence are found. 

 

 Table 4 shows the multiple comparisons of Psychological Ownership of 

employees of different income levels. Employees with salary range 26000-50000 and 

<50000 have significant difference in level of psychological ownership as compared to 

employees with 5000-25000. Statistics implies that employees with income level of 

26000-50000 have high ownership than others and employees with income level of 

50000 have high psychological ownership as compare to other employees. 
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Table 4:  Post Hoc Multiple comparisons with respect to different income levels on 

the scale of Psychological Ownership among employees 

(I) Income              (J) Income            Mean Difference(I-J)        Std. Error     P 

5000-25000          26000-50000           7.042                           2.555      .006* 

                           <50000                   7.975                          2.560          .002*  

26000-50000        <50000                      .926                               1.522      .54  
Note. *p<0.05, *p=0.05 

  

Table 5:  Post Hoc Multiple comparisons of different income levels on the scale of 

job satisfaction among employees  

(I) income         (J) income           Mean Difference(I-J)         Std. Error          P 

5000-25000     26000-50000           -1.820                         2.300           .43 

                           <50000                 -4.701                        2.305                .04* 

26000-50000       <50000                   -2.880                        1.370           .03*  
Note. *p<0.05 

  

 Table 5 shows the multiple comparisons of job satisfaction of public and private 

employees of different income levels. Employees with income range < 50000 have 

significant difference in level of job satisfaction as compared to employees with 5000-

25000 and 26000-50000 income range. Statistics implies that employees with income 

level of 26000-50000 have high job satisfaction than others and employees with income 

level of 50000 have high level of job satisfaction as compare to other employees. 

 

Figure 1:  Income Difference on the level of Emotional Intelligence, Job Satisfaction 

and Psychological Ownership 
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Table 6(a):  Regression Analysis Showing Impact of Emotional Intelligence on Job 

Satisfaction  
Predictors Β Std. Error Beta T P 

(Constant) 2.29 .675  6.27 .002* 

Emotional Intelligence .015 .006 .195 2.64 .02* 
R2 = 0.976, Adjusted R2 = 0.821, (F (3, 171) = 5.666, p < = 0.05),   *p < = 0.05, Independent Variable is 
Emotional Intelligence, Dependent Variable is Job Satisfaction 

 

Table6 (b): Regression Analysis Showing Impact of Emotional Intelligence on 

Psychological Ownership 

Predictors Β Std. Error Beta T P 

(Constant) 2.09 .365  9.071 .003* 

Emotional Intelligence .013 .005 .202 2.482 .002* 
R2 = 0.863, Adjusted R2 = 1.59, (F (3, 171) = 6.160, p < = 0.05),     *p < = 0.05, Independent Variable is 
Emotional Intelligence, Dependent Variable is Psychological ownership 

 

 Table 6(a) and table 6(b) are indicating results of regression statistics of emotional 

intelligence, psychological ownership and job satisfaction. Statistics indicate significance 

impact of emotional intelligence on psychological ownership and job satisfaction among 

employees. Table6 (a) shows significant regression of emotional intelligence on job 

satisfaction, it states that employees emotional intelligent is associated with their job 

satisfaction. Table6 (b) shows significant regression of emotional intelligence on 

psychological ownership, it states that employees emotional intelligent is associated with 

their psychological ownership. These statistics implies that employee’s level of emotional 

intelligence effect on their job satisfaction and psychological ownership.  

 

VI. Discussion 
 The aim of present study was to investigate the impact of emotional intelligence on 

job satisfaction and psychological ownership among public and private employees.  This 

research also measures the variations of different demographic variables as level of 

income, and organization types. Table 1 is indicating demographics variables. Sample 

consists of 175 employees, in which 75 employees are from private organization and 100 

are from public sector. 91 employees are male and 84 employees are female. 17 

employees has 5000-25000 level of income, 80 employees has 26000-50000 income as 

78 employees has 50000+ income level. 

  

 Hypothesis regarding demographics states that Emotional Intelligence, Job 

satisfaction and psychological ownership will vary in terms of organizational types 

among private and public employees. Table 2 indicates that level of emotional 

intelligence, job satisfaction and psychological ownership does not vary among public 

and private employees. Hence second hypothesis is rejected. There is no valid evidence 

found to support above findings of research, the mediating factors for this finding may be 

the increased difficulties of unemployment and demands and competition of current job 

market. 

 

 Hypothesis states that Emotional Intelligence, Job satisfaction and psychological 

ownership will vary in terms of income level among private and public employees. Table 

4 indicates that level of psychological ownership and job satisfaction vary among 

employees with different income levels but level of Emotional Intelligence does not vary. 
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Table 4 indicates employees with salary range 26000-50000 and <50000 have significant 

difference in level of psychological ownership as compared to employees with income 

range of 5000-25000 and their level of psychological ownership is high which means 

higher level of psychological ownership among employees is associated with higher level 

of income. Results of job satisfaction of public and private employees were measured and 

table 5 shows that employees with salary range of <50000 have higher level of job 

satisfaction as compare to employees with income range with 5000-25000 and 26000-

50000. Previous researches provide supporting evidence to finding of this study. As result 

of this stud relates to the study of Nelson and Moberg (2006), there is positive influence 

of pay on job satisfaction and it can obviously observe in every field of life. It was 

concluded that the employee satisfaction level has little relationship to income and is 

similar across most variables for example working environment, professional uniqueness 

and amount of scientific activity in work. They also originate that the association between 

job satisfaction and pay satisfaction is high, whereas job satisfaction is not connected 

with experience Sweet et al. (2006).  

 

 Hypothesis regarding impact of emotional intelligence on job satisfaction and 

psychological ownership among public and private employees was tested through 

regression. Table6 (a) and table (b) statistics show significant impact of emotional 

intelligence on job satisfaction and psychological ownership. These statistics support the 

hypothesis of the study and confirms the impact if of emotional Intelligence on job 

satisfaction and psychological ownership. It implies that employees having high level of 

emotional intelligence have job satisfaction and psychological ownership. Previous 

finding of a study by Dyne & Pierce (2004) confirm current findings demonstrating that 

positive association of emotional intelligence on employee attitudes such as; 

organizational commitment, job satisfaction, psychological ownership, organization-

based self-esteem, and link with work behavior like performance and organizational 

citizenship. Impact of psychological intelligence on job satisfaction and psychological 

ownership are as fellows; 

 

Figure 2: 
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VII. Conclusion 
 Emotional intelligence, Job satisfaction and psychological ownership have been 

researched in different industrial environment and also at different level of employee's 

roles and responsibilities dimensions. This study aims to explore relationship impact of 

emotional intelligence on job satisfaction and psychological ownership. This research 

concludes that there is a significant impact of emotional intelligence on job satisfaction 

and psychological ownership. There are no variation found in level of emotional 

intelligence, job satisfaction and psychological ownership among employees of public 

and private organizations. Employees with high level of income have high level of 

psychological ownership and job satisfaction. Income plays a critical role in enhancing 

psychological ownership, job satisfaction, and emotional intelligence among employees.  

 

VIII. Limitations and Suggestions 
 The study entails some limitation. Future researches should focus on some 

suggested aspects. 

 

1. Sample was only restricted to Multan city and the time period of research was very 

short.  

2. More diverse population (sample size) can be increased to make the result more 

valid and reliable. 

3. Different samples across the Pakistan should be taken for increased generalization 

of the research findings.  

4. Other variables like personality, job tasks and specifications and organizational 

culture, management styles should be encountered. 
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