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Preface 

The Nordic project “Building engagement and healthy organisations” 

started in 2009, building on results from the previous Nordic project 

“Positive factors at work”. Both projects have been financed by the Nor-

dic Council of Ministers. The current project is based on collaboration 

between researchers from four different Nordic countries: Denmark 

(National Research Centre for the Working Environment in Denmark 

(NRCWE)), Finland (Finnish Institute of Occupational Health), Norway 

(Department of Psychology, NTNU) and Sweden (Department of Psy-

chology, Stockholm University).  

The main aim has been to investigate the predictors of positive work-

related states and attitudes, e.g. work engagement, meaning at work and 

personal growth, and healthy organisations. We have worked on the 

assumption that work-life quality, organisational health, and productivi-

ty can and should be improved simultaneously. Building genuinely posi-

tive employee well-being characterised by, for example, engagement and 

a strong sense of meaning at work, together with fostering organisation-

al resources and healthy practices, will also benefit the innovativeness 

and success of organisations. 

The first project, “Positive factors at work” began in 2006. Two re-

ports were published during the course of the project and this material 

has constituted background for the research presented in the current 

report. In the project “Building engagement and healthy organisations” 

we first developed and designed a questionnaire to measure positive 

factors at work, individual well-being and positive organisational per-

formance. Further, we pilot-tested the questionnaire through data col-

lections in chosen companies in Norway and Sweden. The results of 

these studies were used as a basis for a preliminary validation of the 

Nordic Questionnaire on Positive Organisational Psychology (N-POP) 

published in this report. 

We would like to express our gratitude to the respondents who 

agreed to be part of the two studies in Norway and Sweden. We are ex-

tremely grateful for your response, feedback and interest in this field of 

research. Use of the questionnaire (N-POP) by both researchers and 

practitioners in the field is encouraged. Quality assurance through vali-

dation in future studies is a further aspiration. 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Abstract 

This report is based on the results of the project “Building engagement 

and healthy organisations” financed by the Nordic Council of Ministers.  

The main aim of the project was to investigate the predictors of posi-

tive work-related states and attitudes, e.g. work engagement, meaning at 

work and personal growth, and healthy organisations. In the first year of 

the project we developed and designed a questionnaire in order to 

measure positive factors at work, individual well-being and positive 

organisational performance. The questionnaire has been translated into 

both Norwegian and Swedish. In the second year of the project we 

planned and pilot-tested the questionnaire through data collection in 

chosen companies in Norway and Sweden. The Swedish participants 

were employed in a medium-sized bank and worked within financial 

services and within departments such as private marketing, develop-

ment and administration (N=180). The Norwegian questionnaire was 

distributed to eight different workplaces. These eight workplaces were 

categorised into three different categories: accounting/revision (n = 44), 

hospitals (n = 69), and university college (n = 89). The total Norwegian 

sample consisted of 202 respondents. The results of these studies were 

used as a base for a preliminary validation of the Nordic Questionnaire 

on Positive Organisational Psychology (N-POP) published in this report.  

The introduction provides a theoretical foundation for the develop-

ment of the questionnaire. A description of a working model is included 

together with a more detailed description of the concepts involved in the 

questionnaire. The aims of the project are also referred to in more detail.  

The method section describes the samples in Norway and Sweden used 

as a basis for the validation study. Both the sampling procedure and the 

respondents are described. The result section provides the results for the 

reliability of the different measures included in the questionnaire, and the 

intercorrelations between the measures representing the construct validity 

of the measures included in the N-POP instrument. In the discussion, the 

working model is a central part of the discussion, and it is concluded that 

the N-POP constitutes a reliable and valid instrument for assessing the psy-

chosocial work environment, work-related states and attitudes and a series 

of organisational and individual outcomes in modern work organisations. In 

addition, the discussion section gives advice and information on when and 

how to use the instrument. The concluding summary suggests that the con-

cepts of work environment, health and productivity do indeed seem able to 

flow together to reach an optimal point at which well-being at the individual 

level is coexistent with efficient and productive work organisations.  



 

 

 

 

 

 

 

 

 

 

 

 

 



1. Introduction 

1.1 The case for positive work and organisational 
psychology 

Nordic welfare societies are currently facing two major challenges. The 

first challenge stems from changes in the demographic composition of 

the Nordic countries (Nordic Council of Ministers, 2006, p. 61). These 

demographic changes may, in combination with widespread early re-

tirement from the labour market (Nordic Council of Ministers, 2006, p. 

109), result in a shortage of labour in the Nordic countries in the coming 

decades. The field of positive work and organisational psychology ap-

pears to offer some interesting insights in response to this challenge, as 

the knowledge generated might help to increase labour supply through 

its emphasis on building on factors related to intrinsic job motivation 

(Turner, Barling, & Zacharatos, 2002). The issue of labour supply is tra-

ditionally approached in terms of establishing economic incentives but 

an alternative strategy towards increasing labour supply is offered by 

the field of positive work and organisational psychology (Clausen, 2009). 

Another challenge that confronts the Nordic countries is related to 

the consequences of competition in an increasingly globalised economy. 

The dynamics of a globalised economy have helped to increase the work-

related demands experienced by large segments of the labour force. 

First, the pace of skill change and the frequency of organisational reor-

ganisations have increased job insecurity. Second, the competitive pres-

sure of a globalised economy and a tendency towards increased worker 

autonomy in the production process puts increased pressure on em-

ployees to perform (Esping Andersen, 2002; Wrzesniewski & Dutton, 

2001). Certainly, these developmental tendencies will have an impact on 

the well-being of employees in the contemporary labour market. Thus, 

in order to counter the increasingly stressful nature of contemporary 

work life (Ferrie et al., 2001) it appears crucial to focus on the develop-

ment of a series of positive work-life resources that could increase em-

ployees’ abilities to cope with work-related demands. 
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1.2 Positive psychology as a response to the 
challenges ahead 

Positive psychology may provide some interesting responses to the chal-

lenges confronting Nordic welfare societies. The school of positive psy-

chology complements mainstream psychology and its focus is on creat-

ing a body of knowledge that focuses on human well-being and growth 

(e.g. Seligman & Csikszentmihalyi, 2000). 

From the perspective of positive psychology, concurrent experiences 

of positive affect are viewed as the fuel in processes that enhance indi-

vidual and collective experiences of well-being, engagement and human 

growth (Frederickson & Losada, 2005; Gable & Haidt, 2005). According 

to Meyer and Allen (1997), experiences of positive affect are positively 

correlated with job performance whereas experiences of positive affect 

have been found to be negatively correlated with turnover intentions 

(see also Clausen & Borg, 2010). Furthermore, research into the implica-

tions of positive experiences shows that experiences of positive affect 

are associated with creativity (Isen, Daubman, & Nowicki, 1987) and 

intuition (Bolte, Goschkey, & Kuhl, 2003). Also, Frederickson et al. have 

found that concurrent experiences of positive affect result in increases in 

individual resilience (Frederickson, Tugade, Waugh, & Larkin, 2003). 

Experiences of positive affect at work have furthermore been found to 

increase the individual’s capacity to cope with stress (Glazer & Kruse, 

2008), reduce the risk of long-term sickness absence (Clausen, Christen-

sen, & Borg, 2010) and increase the possibilities of returning to work 

after long-term sickness absence (Clausen, Friis Andersen, Bang Chris-

tensen, & Lund, 2011). In a Swedish population study the work envi-

ronment variables that were most clearly differentiated with regard to 

long-term good health related to a cluster of quality aspects, including 

being satisfied with the quality of one’s own work and having the re-

sources to perform work tasks well (Aronsson & Lindh, 2004; Aronsson 

& Blom, 2010). In addition, studies of Finnish teachers and dentists 

show that various energising job resources not only mitigate the nega-

tive impacts of job demands and work-life changes on work engagement 

but also seem to boost work engagement, particularly when job de-

mands are high (Hakanen, Bakker, & Demerouti, 2005; Bakker, Hakanen, 

Demerouti, & Xanthopoulou, 2007). 

Thus, creating a working environment that draws upon the 

knowledge generated within the field of positive work and organisation-

al psychology could contribute to the ability of Nordic welfare societies 

to meet the aforementioned labour market challenges, both now and in 

the future. In order to reap these rewards, however, it is important to 

study the antecedents and consequences of experiences of positive affect 

in a variety of work settings.  
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1.3 Positive psychology and healthy organisations 

The conceptual framework presented in the model appears to be closely 

related to the concept of organisational health as it focuses on psychoso-

cial work environment factors, individual well-being and indicators of 

organisational performance. According to Kivimäki and Lindström 

(2006), a healthy organisation has a dual focus, as the well-being of em-

ployees and organisational performance are simultaneously at the cen-

tre of attention. Accordingly, organisational health is construed as “the 

capability of the organisation to function effectively in relation to various 

environmental factors and to respond to various environmental changes” 

(Kivimäki & Lindström, 2006, p. 811). 

The concept of organisational health thus constitutes a nexus that al-

lows the concepts of work environment, health and productivity to flow 

together to reach an optimal point at which well-being at the individual 

level is coexistent with efficient and productive work organisations. In 

terms of positive psychology the concept of organisational health thus 

appears to have interesting potential. 

Drawing on Schaufeli and Bakker’s Job Demands-Resources model 

(JD-R) (Schaufeli & Bakker, 2004), we see that the individually experi-

enced balance between job demands and job resources in the psychoso-

cial work environment has an impact on the well-being of the individual. 

Schaufeli and Bakker describe job demands as “the things that have to be 

done and job resources as the aspects of the job that either/or (1) reduce 

job demands and the associated physiological and psychological costs; (2) 

are functional in achieving work goals; (3) stimulate personal growth, 

learning and development” (Schaufeli & Bakker, 2004, p. 296). It fur-

thermore follows from the JD-R model that the presence of resources in 

a work organisation predicts employee health and well-being whereas 

excessive demands predict burnout and ill-health.  

Furthermore, Harter, Schmidt, and Hayes (2002) show that employee 

engagement are positively correlated with a series of organisational 

outcomes such as customer satisfaction, profits, turnover, and produc-

tivity. Taken together, the findings of Harter et al. (2002) and Schaufeli 

and Bakker (2004) lend credibility to the notion of a dynamics inherent 

in organisational health as they establish a link between factors in the 

psychosocial work environment and positive organisational outcomes 

via work-related well-being at the individual level. In measuring organi-

sational health we thus need to focus on the following three aspects of 

the concept: psychosocial work environment, individual well-being and 

organisational performance. 
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1.4 Aims of the project and the report 

The aim of the project was to develop methods for measuring organisa-

tional health. The three dimensions of the concept of organisational 

health – psychosocial work conditions, employee well-being and organi-

sational performance – were measured with a questionnaire that was 

developed by the research group. 

1.5 Conceptual framework 

The project group developed a questionnaire – the Nordic Questionnaire 

on Positive Organisational Psychology (N-POP) – that provides a full 

measure of organisational health by focusing on six dimensions of or-

ganisational life: 

 

 individual resources 

 job resources 

 job demands 

 work-related states and attitudes 

 individual well-being 

 organisational performance 

 

This report is the product of research undertaken by a project group on 

positive work and organisational psychology that has been supported by 

the Nordic Council of Ministers since 2006. The project group has pub-

lished two reports on Nordic research on positive work and organisa-

tional psychology in Sweden, Norway, Finland and Denmark (Christen-

sen, 2008, 2009). In the first two reports, the project group devised and 

investigated a model of the relationship between job resources and indi-

vidual resources on the one hand and work-related experiences and atti-

tudes and organisational and individual outcomes on the other (Christen-

sen, 2008, 2009). For the present report we have adapted the model 

from the first two reports, so that it reflects the concepts that we meas-

ure in the Nordic Questionnaire on Positive Organisational Psychology. 

Figure 1 presents the concepts that are measured in the N-POP; for a 

more complete description of these concepts, please refer to Appendix A.  
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Figure 1. Conceptual framework of the Nordic Questionnaire on Positive Organi-
sational Psychology  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

In this report, we present results for the reliability and construct validity 

of the scales that we included in the questionnaire. The analyses are 

based on responses from two study populations. The first study popula-

tion consists of 180 Swedish white-collar workers and the other consists 

of a mixed sample of 202 Norwegian employees. 

It is the hope of the researchers in the Nordic project group on posi-

tive work and organisational psychology that the findings in the present 

report will move the insights generated in the literature to the forefront 

of the Nordic agenda on how to create and sustain organisational health. 

It is furthermore hoped that the questionnaire developed during the 

present project will inspire work organisations to assess their organisa-

tional health – i.e. the mutually reinforcing presence of high organisa-

tional performance and high individual well-being. 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



2. Method 

2.1 Sweden: Participants and procedure 

The Swedish participants were employed in a medium-sized bank and 

worked within financial services and within departments such as private 

marketing, development and administration. The bank is tied to a larger 

business group within the trade area and has about 300 employees, in-

cluding the headquarters, which were not included in the study. A web 

survey was sent to 147 people. After three reminders the questionnaire 

was answered by 119 people, a response rate of 81 per cent. Some de-

partments did not allow the web survey for safety reasons so instead a 

paper questionnaire was used. We sent out 100 paper questionnaires 

and received 61answers after three reminders. The overall response 

rate was thus 73 per cent. The Swedish survey consisted of 118 items 

that were essentially sub-questions of different scales and background 

questions (see Appendix B). The respondents were anonymous. For an 

overview of the Swedish questionnaire, see Appendix C. 

2.2 Norway: Participants and procedure 

The questionnaire was distributed to eight different workplaces. These 

eight workplaces were categorised into three different categories: ac-

counting/revision (n = 44), hospitals (n = 69), and university college (n = 

89). The total sample consisted of 202 respondents. The first category 

“accounting/revision” included five different accounting units located in 

the middle of Norway. The second category “hospitals” included two 

hospitals situated in Trondheim and Tromsø. The third category “uni-

versity college” included employees at a university college located in 

Trondheim. The eight included workplaces were quite similar to each 

other with some exceptions. The web survey was sent to 62 employees 

in accounting/revision, and was answered by 44 respondents, which 

gave a response rate of 71 per cent. Further, 158 employees in two hos-

pitals received questionnaires; some 69 answered, which provided a 

response rate of 44 per cent. Finally, there were 89 respondents out of 

713 in the university college, a response rate of 12 per cent. The data 

were treated with confidentiality and the respondents were anonymous. 

The Norwegian Social Science Data Services were asked for approval. 

The Norwegian survey consisted of 119 items that were mainly sub-

questions related to different dimensions, in addition to background 
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questions (see Appendix B). For an overview of the Norwegian ques-

tionnaire, see Appendix D. 

2.3 Description of respondents in Sweden and 
Norway 

As can be seen in Table 1 the Swedish and Norwegian respondents were 

rather similar with regard to background variables with a few excep-

tions. In general the respondents were highly educated with a somewhat 

lower proportion of highly educated employees in the Norwegian ac-

counting firm. Another exception is that the hospitals in this sample are 

predominantly staffed by women. 

Table 1. Description of the participants in Norway and Sweden 

 Sweden Norway 

Variable Bank Accoun-

ting  

Hospitals University Total 

Norway 

Number of respondents 180 44 69 89 202 

Age (m) 40 45 43 48 46 

Women (%) 64 52 94 63 71 

Married or cohabiting (%) 77 82 68 76 75 

Living with children at home (%) 54 61 66 57 39 

University education (%) 45 23 61 78 60 

>7 year at the workplace 50 68 41 41 47 

Permanent employment (%) 96 100 88 92 93 

 



3. Results 

In the present chapter, we assess the reliability and construct validity of 

the scales included in the Nordic questionnaire on Positive Organisa-

tional Psychology. The internal consistency of the scales (reliability) is 

assessed using Cronbach’s alpha coefficient and the construct validity of 

the scales are assessed using Pearson’s r correlations in order to investi-

gate whether our measures are meaningfully associated with related 

constructs.  

3.1 Internal consistency of the scales  

Cronbach’s alpha coefficient (α) (Cronbach, 1951) was used to evaluate 

the internal consistency (reliability) of the scales in this report. The 

Cronbach’s alpha coefficient is an estimate of the correlation between all 

the included items and all of the included items and the construct 

(Cronbach, 1951), and the coefficient varies in value between zero and 

one. In his original article published in 1951, Cronbach assumes that if a 

scale has high internal consistency it is psychologically interpretable. 

The coefficient is dependent on the number of items, and generally it is 

easier to obtain a satisfactory alpha when many items are included. It 

should be noted that a high alpha value is ideal, although a scale does not 

necessarily need a high Cronbach’s alpha to be useful. 

In this report, we tested the alphas of both the Norwegian and the 

Swedish sample, also providing the total value. There are small differences 

in the values between the countries, and we chose also to report the total 

score as it is based on a larger number of respondents and is representa-

tive for the Nordic context. The internal consistencies of the scales varied 

between 0.66 and 0.87 as measured by Cronbach’s alpha (see Table 2). To 

view the items, see Appendix B. Skill variety contained only two items, 

showing satisfactory intercorrelations in the two samples. Challenge de-

mands consisted of aspects of quantitative, learning, and decision-making 

demands. It showed the lowest alpha value, i.e. 0.66 for the total sample. 

All scales representing positive factors, however, showed satisfactory 

alphas ranging from 0.70 (competence in personal growth) to 0.87 for 

meaning at work, in-role performance, and life satisfaction.  
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Table 2. The scales and their internal consistencies (Cronbach's alphas) and single items in the 
questionnaire  

Content area and 

scale 

Scale  

(see appendix B for items) 

Number of 

items  

Alpha  

(Norwegian 

sample) 

Alpha  

(Swedish 

sample)  

Alpha 

(Total)  

Individual resources 

 

Optimism 3 .79 .85 .82 

Job demands Role conflicts 

Challenge Demands 

 

3 

7 

 

.72 

.68 

 

.70 

.68 

.71 

.66  

Job resources Skill variety*  

Positive feedback 

Trust 

Justice 

Co-operation 

Innovative climate 

 

2 

6 

4 

4 

6 

3 

.67 

.70 

.77 

.86 

.85 

.66 

.62 

.80 

.67 

.82 

.81 

.72 

.63 

.75 

.74 

.84 

.84 

.71 

Work-related states 

and attitudes 

Personal  

Growth: 

Curiosity 

Absorption 

Complexity 

Competence** 

Engagement 

Meaning at work 

Organisational  commitment 

 

 

17 

4 

3 

5 

5 

3 

7 

4 

 

.87 

.69 

.80 

.68 

.81 

.84 

.90 

.72 

 

 - 

.84 

.81 

.74 

 - 

.73 

.83 

.74 

 

.87 

.78 

.80 

.70 

 - 

.77 

.87 

.76 

Individual and organi-

sational outcomes 

Personal  initiative 

In-role performance 

Extra-role performance 

Work-family enrichment 

Family-work  enrichment 

Life satisfaction 

Recovery and  relaxation 

Sickness absence 

Sickness  presenteeism 

Sleep quality 

4 

3 

4 

3 

3 

5 

4 single items 

2 items 

1 item 

3 single items 

.78 

.86 

.75 

.87 

.78 

.86 

 

 

.72 

.86 

.75 

.82 

.72 

.76 

.76 

.87 

.74 

.85 

.75 

.87 

* The intercorrelations between the two items measuring skill variety are 0.51 for Norwegian study 

populations, 0.46 for Swedish study populations and 0.46 for the entire study population.  

** Competence dimension of personal growth was not included in the Swedish sample. 

3.2 Intercorrelations between the measures 

The bivariate intercorrelations of the scales are described in Tables 2 to 

4. We grouped the variables into analyses that follow the structure of 

our working model (relationship between job and individual resources 

and job demands on the one hand, and work-related states and attitudes 

and organisational and individual outcomes on the other); see Figure 1.  

As regards the associations between job and personal resources and job 

demands, and the positive states and attitudes, we first noticed that op-

timism showed the highest correlation with personal growth (see Table 

3). Interestingly, role conflicts were also positively correlated with per-

sonal growth, albeit negatively correlated with all other work-related 

experiences and attitudes. Personal growth was also more positively 

correlated with task-level resources and challenge demands than with 

social and organisational resources. Engagement, meaning at work, and 

organisational commitment all showed similar relationships with job 
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and personal resources and job demands. They correlated positively 

with optimism, job resources, and challenge demands, and negatively 

with role conflicts (hindrance stressor). It could be seen that engage-

ment and meaning at work correlated somewhat higher with task-level 

resources (skill variety and positive feedback), whereas organisational 

commitment had higher positive correlations with organisational re-

sources such as trust and justice. 

Table 3. Correlations
1
 between personal resources, job demands and job resources (row) and 

work-related states and attitudes (column)  

Content area Scale Personal 

growth 

Engagement Meaning 

at work 

Organisational 

commitment 

Personal resources Optimism .37 *** .28 *** .30 *** .29 *** 

Job demands Role conflicts .13 * -.18 ** -.20 *** -.22 *** 

 Challenge demands .21 *** .35 *** .36 *** .23 *** 

Job resources Skill variety .26 *** .50 *** .59 *** .31 *** 

 Positive feedback .28 *** .45 *** .59 *** .49 *** 

 Trust .08  .27 *** .31 *** .45 *** 

 Justice .08  .37 *** .39 *** .54 *** 

 Cooperation .10  .37 *** .48 *** .53 *** 

 Innovative climate .13 * .34 *** .42 *** .49 *** 

***Correlation is significant at the 0.001 level. 

**correlation is significant at the 0.01 level. 

*correlation is significant at the 0.05 level (two-tailed). 

 

Table 4 shows the associations between job and individual resources 

and job demands, and several outcomes. For personal resources, opti-

mism was positively related to all forms of good job performance: per-

sonal initiative, in-role performance, and extra-role performance. Simi-

larly, job resources were generally positively, albeit more weakly than 

optimism, related to self-reported performance measures. Role conflicts 

were negatively associated and challenge demands not associated with 

in-role performance. Challenge demands were, however, positively re-

lated to personal initiative and extra-role performance.  

Optimism also seems to be an important personal resource for recov-

ery &relaxation, sleep quality, and life satisfaction. Moreover, optimistic 

employees seemed to be less absent from work, and they were less sick-

ness present. Job resources did not correlate with sickness absenteeism 

and presenteeism, except for trust and justice that correlated negatively 

with sickness presenteeism. In addition and similarly to optimism, job 

resources associated positively with recovery and sleep variables and 

with life satisfaction.  

As regards job demands, challenge demands were unrelated to sick-

ness absenteeism and presenteeism and to recovery and sleep quality. 

Interestingly, challenge demands were positively related to life satisfac-

tion. In contrast, role conflicts were negatively associated with life satis-

faction, recovery and sleep quality, and positively with presenteeism, 

indicating that challenge and hindrance (role conflicts) demands relate 

differently to employee well-being. 
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Finally, job resources and optimism were positively associated with 

both work-to-family and family-to-work enrichment. Similar positive 

associations could be found with work-family variables and challenge 

stressors. Role conflicts were not related to enrichment experiences 

between work and family. 

Table 4. Correlations
1
 between personal resources, job demands and job resources (row) and 

work-related outcomes 

Content  

area 

Scale Personal 

initiative 

In-role 

perfor-

mance 

Extra-role 

performance 

Sickness 

absence 

Sickness 

presence 

WF  

enrich-

ment 

FW  

enrichment 

Recovery 

and  

relaxation 2 

Sleep 

quality 3 

Life satis-

faction 

Personal re-

sources 

 

Optimism .37 *** .32 *** .30 *** -.17 ** -.17 ** .13 * .27 ** .32 *** .24 *** .42 *** 

Job demands 

 

Role conflicts .11  -.20 *** .06  -.01  -.14 * .00  -.02  -.23 *** -.16 ** -.17 ** 

 Challenge 

demands 

 

.28 *** .06  .24 *** -.01  .06  .21 *** .19 *** .04  .01  .16 ** 

Job resources 

 

Skill variety .23 *** .28 *** .24 *** .02  .01  .32 *** .11 * .22 ** .11* * .26 ** 

 Positive 

feedback 

 

.32 *** .27 *** .30 *** -.06  -.06  .31 *** .19 *** .21 *** .14 * .29 *** 

 

 

Trust .14 * .08  .11 * -.06  -.20 *** .11 * .07  .21 *** .14 ** .16 ** 

 

 

Justice .15 ** .09  .12 * -.06  -.25 *** .18 ** .12 * .21 *** .12 * .24 *** 

 

 

Cooperation .23 *** .25 *** .22 *** -.03  -.08  .22 *** .23 *** .21 *** .09  .30 *** 

 Innovative 

climate 

.18 ** .16 ** .18 ** -.04  -.05  .28 *** .26 *** .16 ** .07  .29 *** 

Note 1. *** Correlation is significant at the 0.001 level **; correlation is significant at the 0.01 level; 

*correlation is significant at the 0.05 level. 

Note 2. The recovery and relaxation item used in this Table was “I feel rested and recovered when I 

return to work after a weekend. 

Note 3. Sleep quality used in this Table was “Upon waking during the past week, how often have 

you felt that you have had sufficient sleep. 

 

In Table 5 we present the associations between work-related states and 

attitudes, and the outcomes included in our questionnaire. Table 4 

shows that all the positive states and attitudes were positively related to 

the self-reported performance measures, i.e. personal initiative and in-

role and extra-role behaviour. Personal growth, however, had the high-

est positive correlations with different types of job performance.  

As regards the positive states and attitudes and sickness absenteeism 

and presenteeism the associations were negative but did not reach sta-

tistical significance except between organisational commitment and 

presenteeism.  

In addition, personal growth, engagement, meaning at work, and or-

ganisational commitment were all positively correlated with both work-

to-family enrichment and family-to-work enrichment. Of the positive 

state measures meaning at work showed the highest associations with 

work and family enriching each other.  
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Moreover, engagement, meaning at work, and organisational com-

mitment were positively associated with recovery and relaxation and 

with sleep quality. Personal growth, however, was unrelated to these 

variables. Finally, all the positive states and attitudes positively correlat-

ed with life satisfaction, engagement and meaning at work scoring 

somewhat higher than personal growth and organisational commitment. 

Table 5. Correlations
1
 between work-related states and attitudes (row) and individual and  

organisational outcomes  

Content area Scale 

P
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e
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 p
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n
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n
es

s 
p
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se

n
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e
is

m
 

W
F 

e
n
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m
en

t 

FW
 e

n
ri

ch
m

en
t 

R
e

co
ve

ry
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n
d

 r
e
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xa
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o

n
 2

 

Sl
e

ep
 q

u
al

it
y 

3 

Li
fe

 s
at

is
fa

ct
io

n
 

Work-related 

states and 

attitudes 

 

Personal 

growth 

.64 ** .43 ** .29 ** -.03  .12 * .27 ** .26 ** .07  .02  .20 ** 

 

 

Engage-

ment 

.26 ** .21 ** .20 ** -.08  -.04  .31 ** .19 ** .32 ** .24 ** .40 ** 

 

 

Meaning  

at work 

.30 ** .31 ** .32 ** -.05  -.10  .48 ** .31 ** .33 ** .20 ** .41 ** 

 

 

Organi-

sational 

commit-

ment  

.27 ** .19 ** .22 ** -.04  -.12 * .31 ** .29 ** .26 ** .17 ** .31 ** 

Note1. *** Correlation is significant at the 0.001 level; ** correlation is significant at the 0.01 level; 

*correlation is significant at the 0.05 level. 

Note 2. Recovery and relaxation item used in this Table was “I feel rested and recovered when I 

return to work after a weekend".  

Note 3. Sleep quality used in this Table was “Upon waking during the past week, how often have 

you felt that you have had sufficient sleep?” 

 

Table 6 shows the intercorrelations between personal resources, job 

demands and job resources. It shows that all the correlations came out 

as positive except those with role conflicts. The highest correlations 

emerged between cooperation and justice, cooperation and innovative 

climate, and trust and justice. The results showed further that challenge 

demands did have a significant correlation with trust or justice. 
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Table 6. Intercorrelations between personal resources, job demands and job resources 

Content  

area 

Scale Optimism Role 

conflicts 

Challenge 

demands 

Skill 

variety 

Positive 

feedback 

Trust Justice Coopera-

tion 

Innovative 

climate 

Personal  

resources 

 

Optimism  -.16 ** .13 * .16 ** .35 *** .13 ** .23 *** .29 *** .22 *** 

Job demands 

 

Role conflicts    .24 *** -.15 ** -.24 *** -.37 *** -.41 *** -.41 *** -.30 *** 

 Challenge 

demands 

 

     .33 *** .34 *** .03  .10  .23 *** .20 *** 

Job resources 

 

Skill variety        .47 *** .14 ** .23 *** -35  .23 *** 

 Positive 

feedback 

 

         .38 *** .52 *** .57  .50 *** 

 Trust 

 

           .66 *** .44  .50 *** 

 Justice 

 

             .64  .56 *** 

 Cooperation                .64 *** 

Note. *** Correlation is significant at the 0.001 level; ** correlation is significant at the 0.01 level; 

*correlation is significant at the 0.05 level. 

 

Table 7 presents intercorrelations between work-related experiences 

and attitudes. The results showed that all intercorrelations were posi-

tively and significantly associated with each other. The highest correla-

tions emerged among meaning and work and organisational commit-

ment, and meaning at work and engagement. The lowest correlation was 

found between personal growth and organisational commitment. 

Table 7. Intercorrelations between work-related experiences and attitudes 

Content area Scale Personal 

growth 

Enga-

gement 

Meaning 

at work 

Org. com-

mitment 

Work-related experiences and attitudes Personal growth  .21*** .31*** .19*** 

 Engagement   .56*** .39*** 

 Meaning at 

work 

   .58*** 

Note. *** Correlation is significant at the 0.001 level; ** correlation is significant at the 0.01 level; 

*correlation is significant at the 0.05 level. 

 

In Table 8 the intercorrelations between work-related outcomes were 

presented. The results showed that the highest correlations appeared 

between recovery-relaxation and sleep quality, family-work enrichment 

and life satisfaction, and personal initiative and extra role performance. 

Many of the intercorrelations between the outcome variables did not 

emerge as significant. 
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Table 8. Intercorrelations between work-related outcomes 

Scale 
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Personal initiative 

 

 .44 *** .32 *** -.01  .09  .10  .24 *** .09  -.01  .24 *** 

Extra-role  

performance 

 

   .43 *** .00  -.00  .21* *** .16 ** .14 ** .10  .21 *** 

In-role  

performance 

 

     -.05  -.02  .17 ** .16 ** .19 ** .18 ** .28 *** 

Sickness absence 

 

       .10  .03  .07  -.13  -.23 *** -.20 *** 

Sickness  

presenteeism 

 

         .04  .01  -.13 * -.12 * -.15 * 

WF enrichment 

 

           .40* *** .21 *** .08  .22 *** 

FW enrichment 

 

             .17 ** .05  .45 *** 

Recovery and 

relaxation 

 

               .59 *** .41 *** 

Sleep quality                  .29 *** 

Note. *** Correlation is significant at the 0.001 level; ** correlation is significant at the 0.01 level; 

*correlation is significant at the 0.05 level. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



4. Discussion 

The aim of this report was to investigate the relevance of a series of pos-

itive psychological concepts in a Nordic context. As stated in the intro-

duction, Nordic welfare societies are faced with a dual challenge in 

terms of ageing populations on the one hand and increasing competitive 

pressures from a globalised economy on the other. It is the contention of 

the authors of the present report that the insight of positive work and 

organisational psychology could contribute to enhancing the long-term 

sustainability of the Nordic economies as on the one hand it helps to 

increase the labour supply in the Nordic countries and on the other hand 

an increased focus on a positive psychosocial work environment could 

help to bolster the productive capacities of employees and organisations 

without compromising the long-term health of either. 

In this report we test the working model that we put forward and 

tested in previous reports (Christensen, 2008, 2009). As stated in the 

introduction, using the first two reports we have adapted the model to 

reflect the concepts that we measure in the Nordic Questionnaire on 

Positive Organisational Psychology (N-POP). See Figure 1. 

The working model posits that job and individual resources and job 

demands have an impact on a series of work-related states and attitudes 

that again are of importance for a variety of individual and organisation-

al outcomes such as employee retention, sickness absence, well-being 

and productivity. In this respect the working model links factors in the 

psychosocial work environment with a series of positive psychological 

states and outcomes that are of simultaneous importance at the individ-

ual, the organisational and the societal level (see Figure 1).  

The working model is inspired by the Job Demands-Resources (JD-R) 

model (Schaufeli and Bakker, 2004) and the Conservation of Resources 

(COR) theory (Hobfoll, 2001). According to the JD-R model, job re-

sources are primarily associated with positive work-related states (e.g. 

high levels of work engagement), which again have an impact on em-

ployee commitment and performance, whereas job demands are primar-

ily associated with more negative work-related states (e.g. high levels of 

burnout), which again are expected to have an adverse impact on the 

health of the individual. In addition, the COR theory posits that resources 

are central in determining the adaptive capacities of the individual. The 

availability of work-related resources (in terms of job resources and 

positive work-related states and attitudes) can therefore be considered 

of great importance for the abilities of individual employees to deal with 
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the stresses and strain of their daily working life while still maintaining 

their health and well-being in the long term.  

In the working model we therefore accord theoretical primacy to job 

and individual resources and job demands. Accordingly, these entities are 

expected to have an impact on the work-related states and attitudes that 

are placed at the centre of the working model, and these work-related 

states and attitudes are then expected to be important in the framing of a 

variety of organisational and individual outcomes. The positioning of the 

concepts is largely done for analytical purposes, however, and it is rea-

sonable to assume that some reversed and reciprocal causality may also 

be at play (e.g. Hakanen, Perhoniemi, & Toppinen-Tanner, 2008; Hakanen, 

Peeters, & Perhoniemi, 2011). For instance, the outcomes at the individual 

or organisational level could be expected to have an impact on both work-

related states and attitudes of individual employees and on the psychoso-

cial work environment in the work organisation. For analytical purposes, 

however, we stuck to the working model when analysing associations 

between job demands, job resources, work-related states and various 

outcomes, but in the real world it is important to be aware that the empir-

ical phenomena that we investigate are intertwined. 

4.1 Discussion of results 

In this report we have evaluated the psychometric properties of the 

scales we included in the Nordic questionnaire on Positive Organisa-

tional Psychology – N-POP – that was administered to a Norwegian 

(N=202) and a Swedish (N=180) sample of employees. We decided to 

assess the internal consistencies of the included scales as well as the 

construct validity of the scales. 

We assessed the internal consistency of the scales by calculating 

Cronbach’s alpha coefficients for all scales including three items or 

more. By and large all 17 scales that included three or more items exhib-

ited satisfactory Cronbach’s alpha values. When we compared the two 

samples the results showed that there were some differences in the in-

ternal consistencies of the scales between the two samples. These differ-

ences were relatively small, however, which leads us to conclude that 

the scales must be considered to be relatively robust measures of the 

empirical phenomena that they are supposed to measure, as the internal 

consistency measures are similar in the Swedish and the Norwegian 

study populations. 

In assessing the construct validity of the measures included in the N-

POP, we conducted a correlation analysis of the included measures. We 

conducted tests of the construct validity of the included measures in 

three steps.  

In the first step we correlated scales measuring job resources, per-

sonal resources and job demands with scales measuring work-related 
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states and attitudes. These analyses showed that job resources by and 

large correlated positively and significantly with the four scales measur-

ing work-related states and attitudes. The results therefore affirm the 

construct validity of the measures of job resources and work-related 

states and attitudes as these measures are statistically associated while 

still being empirically distinguishable. This conclusion also holds true for 

the assessment of the construct validity of our one measure for personal 

resources (optimism) vis-à-vis the four measures of work-related states 

and attitudes, as these scales also exhibit moderate to strong correla-

tions. Finally, in this first step of the analysis we examined the construct 

validity of the scales measuring job demands with reference to our four 

scales measuring work-related states and attitudes. This analysis 

showed that three of our four measures of work-related states and atti-

tudes correlated negatively with experiences of role conflicts whereas 

one measure of work-related states and attitudes correlated positively 

with role conflicts. Surprisingly, our more general measures of job de-

mands correlated positively with the four scales measuring work-

related states and attitudes. These findings leads us to conclude that 

some job demands such as role conflicts may be considered occupational 

hindrances that could prevent employees from doing their job properly, 

thereby clashing with professional identities, whereas other types of job 

demands may be considered challenges that, if dealt with successfully, 

could affirm the professional identities of employees (cf. Podsakoff, 

LePine, & LePine, 2007). 

In the second step of the analysis we investigated the construct valid-

ity of job resources, personal resources and job demands vis-à-vis the 

scales measuring organisational and individual outcomes. The correla-

tion analysis showed that job resources by and large correlated positive-

ly with the scales measuring organisational and individual outcomes, 

which supports the construct validity of the included measures. No sig-

nificant correlations were found between job resources and sickness 

absence, which is surprising as other studies have demonstrated robust 

associations between job resources and risk of sickness absence (e.g. 

Clausen, Nielsen, Caneiro, & Borg, 2012). The correlation analyses fur-

thermore showed that trust and justice were negatively associated with 

instances of sickness presenteeism, which indicates that employees who 

experience organisational trust and justice may be confident in the abili-

ties of their colleagues to do the job properly, which reduces their pro-

pensity to go to work in spite of illness. The personal resource of opti-

mism also showed moderate to strong positive correlations with most of 

the scales measuring organisational and individual outcomes and opti-

mism was furthermore negatively correlated with both sickness absence 

and sickness presenteeism. The results regarding job demands and or-

ganisational and individual outcomes are in line with the findings ob-

served above as role conflicts (hindrance demands) are associated with 

reduced in-role performance, recovery, family-work enrichment and 



30 Building engagement and healthy organisations 

sleep quality and increased risk of sickness absence, whereas the gen-

eral job demands (challenge demands) are associated with increased 

personal initiative, extra-role performance, work-family enrichment and 

sleep quality. 

In the third step of the analysis of the construct validity of the scales 

in the N-POP we correlated the scales measuring work-related states 

and attitudes with the scales measuring organisational and individual 

outcomes. The results of these analyses showed that all four measures of 

work-related states and attitudes were positive and significantly corre-

lated with personal initiative, role-performance, work-family/family-

work enrichment and life satisfaction. The scales measuring work en-

gagement, meaning at work and organisational commitment were fur-

thermore significantly positively associated with the sleep quality and 

recovery of the respondents. The results of the third step of the analysis 

of the construct validity of the scales in the N-POP therefore support the 

construct validity of the included scales as the analysis shows that the 

scales are statistically associated in accordance with our expectations 

while still being empirically distinguishable. 

All in all the analyses of the reliability (internal consistency) and con-

struct validity of the scales included in the Nordic questionnaire lead us 

to conclude that the N-POP constitutes a reliable and valid instrument 

for assessing the psychosocial work environment, work-related states 

and attitudes and a series of organisational and individual outcomes in 

modern work organisations. The fact that the N-POP was tested and 

yielded similar results in two countries furthermore lends credibility to 

the robustness of the measures in the questionnaire. 

4.2 When to use the N-POP 

The N-POP can be used as a survey instrument for investigating the 

working climate in modern work organisations. The N-POP has been 

constructed for assessing employees' perceptions of their work condi-

tions, work-related states and various individual and organisational 

outcomes in order to: 

 

 provide a basis for organisational development and interventions 

 document changes in working conditions and evaluate organisational 

interventions 

 aid research into associations between work, individual well-being, 

health, and productivity 
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4.3 How to use results from the N-POP 

The N-POP gives an impression of employees' perceptions of their work 

conditions, work-related states and various individual and organisation-

al outcomes. It is important, however, to state that a survey of this na-

ture does not yield the full truth of perceptions, feelings and sentiments 

in a modern work organisation but must rather be seen as a snapshot of 

organisational life that reflects the perceptions, feelings and sentiments 

of the employees who respond to the questionnaire. It may well be that a 

survey of this nature over- or underestimates the problems that exist in 

an organisation and it is therefore important to discuss the results of the 

survey thoroughly in the work organisation so that the findings are put 

into a proper perspective. It is also important to be aware of the possible 

need to deal with the problems uncovered in a survey. It may well be 

that it is difficult to deal with some issues that appear to constitute a 

problem for the employees. For instance, in working with people it may 

be difficult to escape emotional strain, or in the knowledge industry it 

may be difficult to escape experiences of cognitive strain. It is important 

to be aware of these issues and to support employees to cope as well as 

possible with the demands: for instance, by boosting job resources, de-

veloping competences or changing the organisation so that the work is 

more conveniently planned. 

It is essential that the findings of the survey are discussed thoroughly 

at the workplace, as it is important to identify and deal with the actual 

causes of the observed problems rather than just treating the symptoms 

identified in the survey. In addition, it is up to the organisational mem-

bers to determine if the identified issues really constitute a genuine 

problem in the organisation that must be dealt with or whether the iden-

tified issues are trivial for the organisational members. It is important to 

point out that the members of the organisations are the actual experts 

on their work environment and well-being and that decisions about 

which issues to deal with are therefore influenced by the members of the 

organisation. 

Finally, it is worth noting that the true aim of positive work psychol-

ogy does not include a primary focus on risks and problems. Using the N-

POP gives an excellent opportunity to identify existing and potential 

resources and strengths that, once recognised, can be further enhanced 

in the organisation. Developing flourishing workplaces is not only about 

solving problems but also, more importantly, about building positive 

qualities, such as personal growth, engagement, and healthy practices in 

the organisation. 
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4.4 Strengths and limitations 

It must be considered a major strength of the Nordic questionnaire on 

Positive Organisational Psychology that it is part of a long-standing Nordic 

collaboration looking into positive factors at work. The research group 

that consists of researchers from Norway, Sweden, Finland and Denmark 

has collaborated since 2006 and the N-POP can therefore be considered a 

product of the accumulated experiences of the research group. 

Second, it can be considered a strength of the N-POP that it is in-

formed by two of the most dominant theories within the field of positive 

organisational psychology – namely the Job Demands-Resource model 

(Schaufeli & Bakker, 2004) and the conservation of resources theory 

(Hobfoll, 2001). The questionnaire is therefore solidly anchored within 

the research traditions of positive organisational psychology, which 

emphasises that work must be considered a creative activity that, poten-

tially, contributes to enhancing well-being and personal growth. Third, 

the measures that have been included in the N-POP have been validated 

and used in other research. Many of the applied measures, however, 

have been abbreviated in the N-POP, which enhances the feasibility of 

using these measures in the practical assessment of the work climate in 

modern work organisations. 

It can, however, be considered a limitation of the validation of the N-

POP that the validation procedure is based on relatively small samples. It 

is furthermore important to stress that the data have been collected in 

only one Swedish company and four Norwegian companies and that the 

results therefore cannot be considered representative of the Swedish 

and Norwegian working populations. Finally, the results are based on 

cross-sectional data and it is therefore not possible to draw causal infer-

ences from the results presented in the present report. Furthermore, the 

fact that all data are collected at one time-point also means that it cannot 

be ruled out that some of the observed correlations could be owed to 

common method biases (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). 



5. Conclusion 

In the present report we have presented results for the reliability and 

validity of a new Nordic questionnaire on Positive Organisational Psy-

chology – N-POP. The analyses indicate that the N-POP has satisfactory 

reliability and construct validity. The questionnaire contributes a new 

perspective on organisational psychology as it is anchored within the 

research traditions of positive organisational psychology, which empha-

sises that work must be considered a creative activity that, potentially, 

contributes to enhancing well-being and personal growth. Finally, the 

results of the analyses lend credibility to the notion of organisational 

health as the concepts of work environment, health and productivity 

indeed do seem to flow together to an optimal point at which well-being 

at the individual level is coexistent with an efficient and productive work 

organisation.  
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7. Tiivistelmä  

Tämä raportti perustuu Pohjoismaiden Ministerineuvoston rahoittaman 

”Kohti työn imua ja terveitä organisaatioita” -hankkeessa (”Building 

engagement and healthy organisations”) saatuihin tuloksiin. Projekti on 

pohjoismainen yhteishanke, johon osallistuivat Norja (Norjan tiede- ja 

teknologiayliopiston psykologian osasto), Tanska (Työelämän kansalli-

nen tutkimuskeskus), Ruotsi (Tukholman yliopiston psykologian osasto) 

sekä Suomi (Työterveyslaitos).  

Hankkeen päätavoitteena on ollut tutkia terveen organisaation myön-

teisiä tunnuspiirteitä sekä myönteisiä työtä koskevia hyvinvoinnin tiloja ja 

asenteita (mm. työn imua, työn merkityksellisyyttä ja henkilökohtaista 

kasvua työssä) ennustavia tekijöitä. Ensimmäisenä projektivuonna kehi-

timme kyselyn työtä ja työoloja koskevien myönteisten tekijöiden, työhy-

vinvoinnin ja mm. myönteisen organisaatiotoiminnan arvioimiseksi. Kyse-

ly on käännetty ruotsiksi ja norjaksi. Projektin toisena vuotena suunnitte-

limme aineistonkeruun ja testasimme kyselylomakkeen valituissa 

yrityksissä Norjassa ja Ruotsissa. Näihin tutkimusaineistoihin pohjautuvi-

en tulosten pohjalta validoimme pohjoismaisen positiivisen organisaatio-

psykologia-kyselyn, N-POP:in (Nordic Questionnaire on Positive Organiza-

tional Psychology). N-POP julkaistaan käsillä olevassa raportissa. 

Johdannossa esitellään kyselyn kehittämisen teoreettinen tausta. 

Esittelemme hankkeessa kehitetyn tutkimusmallin sekä kuvailemme 

kyselyssä tarkastellut myönteiset käsitteet. Esittelemme myös hankkeen 

yksityiskohtaisemmat tavoitteet. Menetelmäluvussa esittelemme vali-

doinnissa käytetyt norjalaiset ja ruotsalaiset tutkimusaineistot ja aineis-

tonkeruun. Tulosluvussa raportoimme N-POP-kyselyn summamuuttuji-

en reliabiliteetit (sisäinen yhdenmukaisuus) sekä tarkastelemme mitta-

reiden rakennevaliditeettia keskinäisten korrelaatiokertoimien avulla. 

Pohdinnassa palaamme tutkimuksen teoreettiseen malliin, ja päätte-

lemme kyselyn mittareiden olevan sisäisesti yhdenmukaisia sekä valide-

ja. N-POP on luotettava menetelmä erityyppisten organisaatioiden psy-

kososiaalisten voimavara- ja muiden työolotekijöiden, myönteisten työ-

hyvinvoinnin tilojen ja asenteiden sekä monien kyselyssä sovellettujen 

organisatoristen ja yksilöllisten tulosmuuttujien arvioimiseksi. Lisäksi 

pohdintaluvussa esittelemme, milloin ja miten menetelmää voivat kaikki 

kiinnostuneet käyttää omassa työssään. Loppupäätelmämme on, että 

työn ja työolojen myönteiset voimavarat, työntekijöiden aito hyvinvointi 

ja terveys sekä tuottavuus voivat esiintyä optimaalisesti rinnakkain, niin 

että henkilöstön työn imu ja muu hyvinvointi sekä terve ja tuottava or-

ganisaatio mahdollistavat toinen toisensa. 



 

 

 

 

 

 

 

 

 

 

 

 

 

 



8. Sammendrag 

Denne rapporten er basert på resultater fra det Nordiske prosjektet 

«Building engagement and healthy organisations». Prosjektet er finan-

siert av Nordisk Ministerråd. Prosjektet er et samarbeid mellom forskere 

fra Danmark, Finland, Norge og Sverige.  

Hovedformålet med prosjektet var å undersøke prediktorer for posi-

tive jobbrelaterte tilstander og holdninger, f.eks. jobbengasjement, me-

ning i arbeidet og personlig vekst, og sunne organisasjoner. I prosjektets 

første år utviklet og designet vi et spørreskjema for å måle positive fak-

torer i arbeidet, individuell well-being og positiv organisatorisk jobbut-

førelse. Spørreskjemaet ble oversatt til både norsk og svensk. I prosjek-

tets andre år planla vi og gjennomførte en pilotstudie i Norge og Sverige, 

hvor vi sendte ut spørreskjema til utvalgte organisasjoner i de respekti-

ve landene. De svenske respondentene var ansatte i en medium stor 

bank og jobbet innen finans og det private marked, utvikling og admini-

strasjon (N=180). Det norske spørreskjemaet ble fordelt til åtte ulike 

arbeidsplasser. Disse åtte arbeidsplassene ble kategorisert inn i tre ulike 

kategorier: revisjon (n = 44), sykehus (n = 69) og høgskole (n = 89). Det 

totale norske utvalget besto av 202 respondenter. Resultatene fra disse 

spørreskjemaundersøkelsene ble brukt som bakgrunn for en første vali-

dering av The Nordic Questionnaire on Positive Organizational Psycho-

logy (N-POP) som blir publisert i denne rapporten.  

Rapportens introduksjonsdel tilbyr en redegjørelse av den teoretiske 

bakgrunnen for utviklingen av spørreskjemaet. Beskrivelsen inkluderer 

en arbeidsmodell, samt en mer detaljert beskrivelse av konseptene som 

blir brukt i spørreskjemaet. Formålene med prosjektet er også beskrevet 

på en mer detaljert måte. Metodedelen inkluderer en beskrivelse av 

utvalgene i Norge og Sverige som ble brukt som underlag i validerings-

studien. Både samplingsprosedyren og utvalget er beskrevet i denne 

seksjonen. I resultatdelen blir både resultater vedrørende målene i spør-

reskjemaet sin reliabilitet og validitet rapportert. konstruktvaliditet 

rapporteres gjennom korrelasjonsresultater mellom de inkluderte be-

grepene i arbeidsmodellen. I diskusjonsdelen er arbeidsmodellen en 

sentral del av diskusjonen, og det blir konkludert med at resultatene 

viser at spørreskjemainstrumentet (N-POP) viser god reliabilitet og vali-

ditet når det gjelder måling av det psykososiale arbeidsmiljøet, positive 
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arbeidsrelaterte tilstander og holdninger, samt flere organisatoriske og 

individuelle utfallsvariabler. I tillegg gis det informasjon og råd om når 

det anbefales å bruke spørreskjemaet, og hvordan man bør bruke det. 

Tilslutt konkluderes det oppsummeringsvis med at begrepene positive 

prediktorer, individuell well-being, helse og organisatorisk produktivitet 

ser ut til å eksistere sammen i en optimal situasjon hvor well-being på et 

individnivå eksisterer side ved side med effektive og produktive organi-

sasjoner. 



9. Appendix A. Descriptions of 
concepts underlying the 
scales included in the N-POP 

Description of Cooperation 

Cohesion has traditionally been defined as a unitary construct (Mullen & 

Copper, 1994; Zaccaro, 1991) and tended to reflect Festinger’s (1950) 

notion that cohesion is “the total field of forces which act on members to 

remain in the group. These forces may depend on the attractiveness or 

unattractiveness of either the prestige of the group, members of the 

group, or the activities in which the group engages” (p. 274). In this pro-

ject cooperation was measured by three items based on the measurement 

of cohesion in work teams from Carless and DePaola (2000) and three 

items measuring “social community” from COPSOQ (Pejtersen, Kristensen, 

Borg, & Bjørner, 2010) that were collapsed into a single scale.  

Description of Innovative Climate 

Innovative climate is part of organisational culture and entails the exist-

ence of continuous improvement practices in learning organisations. 

Innovative climate is measured with a three-item scale from the QPS-

Nordic (Dallner et al., 2000) 

Description of Job Demands 

Job demands are those aspects of the psychosocial work environment 

that “have to be done” and are associated with risk of psychological or 

physical exertion (cf. Schaufeli & Bakker, 2004). Job demands can consti-

tute quantitative demands, decision-making demands or learning de-

mands. Job demands are measured with a composite seven-item scale 

culled from the QPS-Nordic (Dallner et al., 2000). 

Description of Job Performance 

Three specific aspects of positive job performance have often been dis-

tinguished. In-role performance refers to role-prescribed activities that 

contribute to formal task requirements and directly serve the goals of 

the organisation (Goodman & Svyantek, 1999). Extra-role performance, 

on the other hand, refers to altruistic and other not so formally pre-

scribed activities that support the organisational, social, and psychologi-

cal work environment and are based on employee predisposition and 

volition (Goodman & Svyantek, 1999). Finally, personal initiative (PI) 

refers to active and initiative-taking behaviour that goes beyond the 
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formal requirements of work. More specifically, PI: (1) is consistent with 

the organisation's mission, (2) has long-term focus, (3) is goal-directed 

and action-oriented, (4) is persistent when facing barriers or setbacks, 

and (5) is self-starting and proactive (Frese, Fay, Hilburger, Leng, & Tag, 

1997). Here we used the following scales to measure various aspects of 

job performance. We used the shortened scales by Goodman and 

Svyantek (1999) to measure in-role performance with three items and 

extra-role performance with four items. In addition, we used a shortened 

four-item version of personal initiative by Frese et al. (1997).  

Description of Life Satisfaction 

Life satisfaction is identified as a distinct construct, and represents a 

cognitive and global evaluation of the quality of one’s life as a whole. Life 

satisfaction is measured with the five-item Satisfaction with Life Scale 

(SWLS) (Diener, Emmons, Larsen, & Griffin, 1985) 

Description of Meaning at Work 

Meaning at work relates to the sense that employees subjectively make 

of their work tasks as a central component in experiencing meaning at 

work (Wrzesniewski, 2003). A central feature in experiences of meaning 

at work is the experience of possibilities to express oneself through 

work activities (Chalofsky, 2003), and, accordingly, experiences of con-

gruency between personal values and work activities may help to affirm 

individual identity and enhance individual identification with concrete 

work tasks (Sagiv, Roccas, & Hazan, 2004; Wrzesniewski, 2003). Indeed, 

individuals experience meaning at work when the work roles and work 

context are considered purposeful and significant (Pratt & Ashforth, 

2003), thereby affirming central aspects of individual identity and satis-

fying basic psychological needs, such as self-acceptance, autonomy, and 

purpose in life (Baumeister & Vohs, 2005; Deci & Ryan, 2000; Keyes, 

2007). Experience of meaning at work is measured with a six-item scale. 

Three items were taken from COPSOQ (Pejtersen et al., 2010) and three 

items were developed by researchers at the National Research Centre 

for the Working Environment, Denmark. 

Description of Optimism  

Optimism implies positive expectations about the future (Scheier, Carver, 

& Bridges, 1994). Dispositional optimism is defined as generalised posi-

tive expectations of the future. Optimists expect good things to happen to 

them and pessimists expect the opposite (Carver & Scheier, 2002). Carver 

and Scheier (2002) define optimism as the global generalised tendency to 

believe that one will generally experience good outcomes in life rather 

than bad ones. In this project optimism was measured by three items tak-

en from the Life Orientation Test (Scheier et al., 1994). 
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Description of Organisational Justice 

According to Colquitt (2001) it is possible to differentiate between four 

types of organisational justice, namely distributive, procedural, informa-

tional and interpersonal justice. In the present report we provide a meas-

ure of procedural justice. A central point of the concept of procedural jus-

tice is that decisions in organisations are results of fair decision-making 

processes, where all relevant parties are heard before a decision is taken 

(cf. Thibaut & Walker, 1975). Organisational justice is measured by a four-

item scale taken from COPSOQ (Pejtersen et al., 2010). 

Description of Organisational Commitment 

Organisational commitment can be construed as a force that binds an 

individual to an organisation and elicits behaviour relevant to the organ-

isation (Meyer et al., 2006). Meyer and Allen (1997) identify three dis-

tinct forms of organisational commitment: affective commitment, con-

tinuance commitment, and normative commitment. In this report, we 

measure the affective commitment component, and the affective organi-

sational commitment of employees refers to “… the employee’s emotional 

attachment to, identification with, and involvement in the organization. 

Employees with a strong affective commitment continue employment with 

the organization because they want to do so” (Meyer & Allen, 1997, p. 11). 

Another conceptualisation of organisational commitment points to-

wards “ … a strong belief in and acceptance of the organization’s goals 

and values,[…] a willingness to exert considerable effort on behalf of the 

organization, […] and a definite desire to maintain organizational mem-

bership” (Porter, Steers, Mowday, & Boulian,1974, p. 604). These two 

conceptualisations of AOC thus point towards the employee’s attach-

ment to his or her work organisation, where participation in organisa-

tional life becomes an end in itself and is increasingly characterised by 

intrinsic motivation (Deci & Ryan, 1985) as the feelings of AOC intensify 

(Meyer & Herscovitch, 2001). Organisational commitment is measured 

by a four-item scale taken from COPSOQ (Pejtersen et al., 2010). 

Description of Personal Growth and Personal Growth Composite 

Well-being researchers often distinguish between hedonic and eudai-

monic dimensions. Hedonic well-being is usually associated with life 

satisfaction and emotions like pleasure and enjoyment, whereas eudai-

monia concerns personal growth and emotions like engagement, inter-

est and inspiration. Personal growth is commonly defined as the tenden-

cy to realise one's potentialities, to be open to new experiences, and to 

continuously develop oneself as a person (e.g. Ryan, Huta, & Deci, 2008; 

Waterman, 1993, 2008).  

Using theoretical evaluations in psychological and philosophical tra-

ditions, Vittersø and colleagues have operationalised personal growth to 

involve curiosity, complexity, competence and absorption. The Personal 

Growth Composite (PGC) has proven to be a valid and reliable measure 
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of eudaimonia and to be distinguishable from hedonic well-being 

measures. For example, in one study Vittersø and Søholt (2011) used a 

longitudinal design to demonstrate that the PGC measured at Time 1 

predicted the experience of interest as measured approximately two 

months later (T2). In the same study, the Satisfaction With Life Scale 

(SWLS; Diener et al., 1985) measured at T1 predicted pleasant episodes 

at T2 but no interesting episodes at T2. In another study, PGC was asso-

ciated with positive affect in difficult and unfamiliar situations whereas 

the SWLS was associated with positive affect in simple and familiar situ-

ations (Vittersø, Søholt, Hetland, Thorsen, & Røysamb, 2010). The PGC 

has proven to be both reliable and valid in both the above-mentioned 

studies, as well as in several others (e.g. Straume & Vittersø, 2012; 

Træen, Martinussen, Vittersø, & Saini, 2009). The PGC combines four 

sub-dimensions from established inventories (see Vittersø, in press, for 

further details).  

Description of Positive Feedback  

Feedback from the job itself is defined as the degree to which carrying 

out the work activities required by the job results in the employee ob-

taining direct and clear information about the effectiveness of his or her 

performance (Hackman & Oldham, 1975). In this project positive feed-

back was measured by three items taken from the Job Diagnostic Survey 

of Hackman and Oldham (1975) and three items taken from the Healthy 

Orgnization Barometer (Lindström, 1997; Lindström et al., 2000). 

Description of Role Conflicts 

Role conflicts can be characterised as a psychological job demand that 

arises when employees are placed in a situation with the simultaneous 

occurrence of two (or more) sets of pressures. This situation means that 

compliance with one would make it more difficult to comply with the 

other (Warr, 1987), and accordingly role conflicts are characterised as 

hindering job demand to the extent that they block the performance of 

the job tasks (cf. Podsakoff, LePine & LePine, 2007). Role conflicts are 

measured with a three-item scale from COPSOQ (Pejtersen et al., 2010). 

Description of Skill Variety 

The concept of skill variety taps into the possibilities of employees being 

able to utilise and develop their skills while performing their job func-

tions. Skill variety is measured with a two-item scale from QPS-Nordic 

(Dallner et al., 2000). 

Description of Trust 

The willingness of a party to be vulnerable to the actions of another par-

ty based on the expectation that the other will perform a particular ac-

tion important to the trustor, irrespective of the ability to monitor or 

control that other party (cf. Mayer, Davis, & Schoorman, 1995). In organ-
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isational research it is common practice to distinguish between vertical 

trust – i.e. trust across hierarchies – and horizontal trust – i.e. trust with-

in hierarchies (cf. Kristensen, Hasle, & Pejtersen, 2008). In the present 

questionnaire we measure the vertical trust of employees towards their 

managers with a four-item scale from COPSOQ (Pejtersen et al., 2010). 

Description of Work Engagement 

Work engagement is defined as a positive, fulfilling, affective-

motivational work-related state of well-being that is characterized by 

vigor, dedication, and absorption. Rather than a momentary and specific 

state, engagement refers to a more persistent and pervasive affective-

cognitive state that is not focused on any particular object, event, indi-

vidual, or behavior (Schaufeli & Bakker, 2003; Schaufeli, Salanova, Gon-

zález-Romá, & Bakker, 2001). 

In this project, work engagement was measured by three items taken 

from the Utrecht Work Engagement Scale (UWES) (Schaufeli & Bakker, 

2003). 

Description of Work-Family and Family-Work Enrichment 

Work-family literature today acknowledges that in addition to possible 

conflicts between the two domains, there can also be positive interaction 

between work and family and combining work and family can have posi-

tive consequences (Wayne, Grzywacs, Carlson, & Kacmar, 2007). Green-

haus and Powell (2006, p.73) define work-family enrichment as: “the 

extent to which experiences in one role improve the quality of life in the 

other role”, referring to a transmission of positive experiences from one 

role to another. Similarly to work-family conflict, enrichment can also be 

divided into work-family enrichment (WFE) – positive influence of the 

work role on the family role – and family-work enrichment (FWE) – 

positive impact of the family role on the work role – (Frone, 2003). In a 

previous three-year follow-up study we found that WFE positively pre-

dicted work engagement and vice versa, and in addition that FWE posi-

tively predicted marital satisfaction (Hakanen, Peeters, & Perhoniemi, 

2011). In this project both WFE and FWE were measured by three items 

from Grzywacs and Marks (2000). 
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10. Appendix B  
Scale information 

Means and standard deviations are based on the Norwegian (N = 202) 

and Swedish (N = 180) datasets used in developing and validating the 

Nordic Positive Organisational Psychology Questionnaire (N-POP) 

Job and personal resources and job demands 

Table 1. Skill variety 

Item  Mean Standard 

deviation 

1 Are your skills and knowledge useful in your work? (Är dina kunskaper 

och färdigheter till nytta I ditt arbete?) 

 

4.23  .79 

2 Do you consider your work meaningful? (Tycker du att ditt arbete är 

meningsfullt?) 

 

4.29  .76 

Scale  4.27  .66 

 

Reference: Dallner, M., Elo, A.-L., Gamberale, F., Hottinen, V., Knardahl, S., Lindström, K., Skogstad, A., & 

Orhede, E. (2000). Validation of the General Nordic Questionnaire (QPS Nordic) for psychological and social 

factors at work. (Nord 2000:12). Copenhagen: Nordic Council of Ministers. 

Table 2. Positive feedback 

Item  Mean Standard 

deviation 

3 The work itself provides me with information about how well I am doing 

(I mitt arbete finns många tillfällen att bedöma hur väl jag klarar arbetet) 

 

3.74  .87 

4 My manager provides me with constant feedback about how I am doing 

(Mina chefer talar ofta om för mig hur de anser att jag klarar mitt arbete) 

 

3.00 1.18 

5 The results of my efforts are clearly visible and identifiable (Det är lätt för 

mig att se mitt arbetes effekter) 

 

3.77  .80 

6 Does your superior appreciate your work? (Min arbetsledare uppskattar 

mitt arbete) 

 

3.73 1.01 

7 Is your work appreciated outside the workplace? (Mitt arbete uppskattas 

utanför arbetsplatsen)  

 

3.52  .90 

8 Do you yourself consider your work important and significant? (Jag anser 

själv att mitt arbete är viktigt)  

 

4.31  .69 

Scale  

 

3.68  .61 

Reference: The first three items were taken from: 

Hackman, J.R., Oldham, G.R. (1975). Development of the Job Diagnostic Survey. Journal of Applied Psychology, 

60, 159-170. 

The last three items were taken from Lindström, K. (1997). Assessing and promoting healthy work organiza-

tions. In P. Seppälä, T. Luopajärvi, C. Nygard, & M. Mattila (Eds.), From experience to innovation (pp. 504-506). 

Helsinki: Finnish Institute of Occupational Health and Lindström, K., Hottinen, V., & Bredenberg, K. (2000). 

Työilmapiiri- ja hyvinvointibarometri. [The Healthy Organization Barometer]. Helsinki: Työterveyslaitos. 
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Table 3. Cooperation 

Item   Mean  Standard 

deviation 

9 Our team is united in trying to reach its goals for performance (Vår arbets-

grupp är ense när det gäller satsningar för att nå våra prestationsmål)  

 

3.77  .94 

10 I am happy with my team’s commitment to the task (Jag är nöjd med min 

arbetsgrupps insats för att nå målen) (Adapted from original item) 

 

3.94  .81 

11 The team gives me enough opportunities to improve my personal perfor-

mance (Jag har stora möjligheter att förbättra mina personliga prestationer 

I den här arbetsgruppen) (Adapted from original item) 

 

3.53  .95 

12 Is there a good atmosphere between you and your colleagues? (Det är god 

stämning mellan mig och mina kollegor)  

 

4.27  .72 

13 Is there good co-operation between the colleagues at work? (Det är gott 

samarbete på min arbetsplats)  

 

3.99  .86 

14 Do you feel part of a community at your place of work? (Jag känner att jag 

är en del av gruppen på min arbetsplats) 

 

4.09  .90 

Scale  

 

3.93  .65 

Reference: The three first items were taken from Carless, S.A., De-Paola, C. (2000). The measurement of cohe-

sion in work teams. Small Group Research.  31(1), 71-88. The three last items were taken from Pejtersen, J. H., 

Kristensen, T. S., Borg, V., and Bjørner, J. B. (2010), “The second version of Copenhagen Psychosocial Question-

naire (COPSOQII)”, Scandinavian Journal of Public Health, 38(suppl 3), 8-24. 

Table 4. Trust 

Item   Mean Standard 

deviation 

15 Does the management trust the employees to do their work well? (Led-

ningen litar på att medarbetarna gör ett bra arbete) 

4.07  .75 

16 Can you trust the information that comes from the management? (Man kan 

lita på den information som kommer från ledningen) 

 

3.72  .89 

17 Does the management withhold important information from the employees? 

(Ledningen undanhåller viktig information från medarbetarna) (Reversed) 

 

2.45  .99 

18 Are the employees able to express their views and feelings? (De anställda kan 

fritt uttrycka sin mening och känsla) (det är ”högt i tak” på arbetsplatsen) 

 

3.53 1.05 

Scale  

 

3.72  .69 

Reference: Pejtersen, J. H., Kristensen, T. S., Borg, V., and Bjørner, J. B. (2010), "The second version of Copenha-

gen Psychosocial Questionnaire (COPSOQII)", Scandinavian Journal of Public Health, 38(suppl 3), 8-24. 

Table 5. Justice 

Item  Mean Standard 

deviation 

19 Are conflicts resolved in a fair way? (Konflikter löses på ett rättvist sätt) 

 

3.40  .89 

20 Are employees appreciated when they have done a good job? (Anställda 

visas uppskattning när de gör ett bra arbete)  

 

3.46  .92 

21 Are all suggestions from employees treated seriously by the management? 

(Förslag från de anställda tas seriöst av ledningen)  

 

3.46  .87 

22 Is the work distributed fairly? (Arbetsuppgifter fördelas rättvist) 

 

3.31  .86 

Scale  

 

3.40  .72 

Reference: Pejtersen, J. H., Kristensen, T. S., Borg, V., and Bjørner, J. B. (2010), "The second version of Copenha-

gen Psychosocial Questionnaire (COPSOQII)", Scandinavian Journal of Public Health, 38(suppl 3), 8-24. 
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Table 6. Innovative climate 

Item  Mean Standard 

deviation 

23 We regularly make improvements in our work (Det görs ständigt förbätt-

ringar i verksamheten) 

 

3.50  .89 

24 Joint discussions are held concerning tasks,  goals and how to attain them 

(På min arbetsplats diskuterar vi tillsammans arbetsuppgifter, målsättning-

ar och sätt att uppnå målen) 

 

3.54  .98 

25 We obtain feedback and suggestions for improvements from clients (Vi 

skaffar oss feedback och förbättringsidéer från våra kunder) 

 

3.09  .95 

Scale  

 

3.37  .75 

Reference: Hakanen, J.J., Bakker, A., & Schaufeli, W. (2006). Burnout and engagement among teachers. Journal 

of School Psychology, 43, 495-513. 

Table 7. Optimism 

Item  Mean Standard 

deviation 

26 In uncertain times, I usually expect the best )Under osäkra tider tror jag att 

allt kommer att ordna sig) 

 

3.57  .87 

27 I am always optimistic about my future (Jag ser alltid optimistiskt på 

framtiden) 

 

3.69  .81 

28 Overall, I expect more good things to happen to me than bad (Allmänt sett 

väntar jag mig att det händer mig mera positiva än negativa saker)  

 

4.01  .77 

Scale  

 

3.75  .70 

Reference: Life Orientation Test – Revised (LOT-R) Scheier, M. F., Carver, C. S., & Bridges, M. W. (1994). 

Distinguishing optimism from neuroticism (and trait anxiety, self-mastery, and self-esteem): A reevalutation of 

the Life Orientation Test. Journal of Personality and Social Psychology, 67(6), 1063-1078.  

Table 8. Role conflicts 

Item  Mean Standard 

deviation 

29 Do you sometimes have to do things, which ought to have been done in a 

different way? (Måste du utföra saker som du tycker skulle göras an-

norlunda?) 

 

2.80  .83 

30 Are you asigned work tasks without being given the required resources to 

complete your work tasks? (Får du arbetsuppgifter utan att få de resurser 

som behövs för att utföra dem?) 

 

2.57  .98 

31 Are contradictory demands placed on you at work? (Ställs det oförenliga 

krav på dig från två eller flera personer?) 

 

2.07  .97 

Scale  

 

2.48  .74 

Reference: Item 29 and 31 were taken from: Pejtersen, J. H., Kristensen, T. S., Borg, V., and Bjørner, J. B. 

(2010), "The second version of Copenhagen Psychosocial Questionnaire (COPSOQII)", Scandinavian Journal of 

Public Health, 38(suppl 3), 8-24.Item 30 was adapted from the COPSOQ-item: Do you do things at work, which 

are accepted by some people but not by others? (cf. Pejtersen, J. H., Kristensen, T. S., Borg, V., and Bjørner, J. 

B. (2010), "The second version of Copenhagen Psychosocial Questionnaire (COPSOQII)", Scandinavian Journal 

of Public Health, 38(suppl 3), 8-24.) 
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Table 9. Demands 

Item  Mean Standard 

deviation 

32 Do you have to work very fast? (Arbetar du i mycket högt tempo?) 

 

3.73  .74 

33 Does your work require quick decisions?(Kräver ditt arbete snabba beslut?)  

 

3.44  .87 

34 Are your work tasks too difficult for you? (Är dina arbetsuppgifter för svåra för dig?) 

 

2.02  .76 

35 Does your work require maximum attention? (Kräver ditt arbete maximal uppmärk-

samhet?) 

 

3.95  .79 

36 Does your work require complex decisions? (Kräver ditt arbete komplicerade beslut?) 

 

3.26  .84 

37 Do you perform work tasks for which you need more training? (Utför du arbetsuppgif-

ter som du skulle behöva mera utbildning för?) 

 

2.64  .84 

38 Does your job require that you acquire new knowledge and new skills? (Kräver ditt 

arbete att du skaffar dig nya kunskaper och färdigheter?) 

 

3.83  .82 

Scale  

 

3.27  .47 

Reference: The first item is from Pejtersen, J. H., Kristensen, T. S., Borg, V., and Bjørner, J. B. (2010), "The second version of 

Copenhagen Psychosocial Questionnaire (COPSOQII)", Scandinavian Journal of Public Health, 38(suppl 3), 8-24. The last six 

items are from Dallner, M., Elo, A.-L., Gamberale, F., Hottinen, V., Knardahl, S., Lindström, K., Skogstad, A., & Orhede, E. 

(2000). Validation of the General Nordic Questionnaire (QPS Nordic) for psychological and social factors at work. (Nord 

2000:12). Copenhagen: Nordic Council of Ministers. 
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Work-related states and attitudes 

Table 10. Personal growth 

Item  Mean Standard 

deviation 

 Curiosity   

39 I enjoy tackling problems that are completely new to me (Jeg nyter og hanskes med 

problem som er helt nye for meg) 

 

3.59 .86 

40 I enjoy trying to solve complex problems (Jeg nyter å forsøke å løse kompliserte pro-

blemer) 

 

3.68 .88 

41 41 I want my work to provide me with opportunities for increasing my knowledge and 

skills (Jeg vil at mitt arbeid skal gi meg muligheter til å øke mine kunnskaper og ferdig-

heter) 

 

4.38 .64 

42 Curiosity is the driving force behind much of what I do (Nysgjerrighet er drivkraften bak 

mye av det jeg gjør)   

 

3.94 .81 

Scale  

 

3.90 .63 

 Absorption   

43 When I am participating in an activity, I tend to get so involved that I lose track of time (Når 

jeg deltar i en aktivitet har jeg en tendens til å bli så involvert at jeg «glemmer tiden») 

 

3.50 .91 

44 When I am actively interested in something, it takes a great deal to interrupt me (Når 

jeg er intenst interessert i noe, skal det mye til for å avbryte meg) 

 

3.53 .87 

45 My friends would describe me as someone who is “extremely intense” when in the 

middle of doing something (Mine venner vil beskrive meg som «ekstremt intens» når 

jeg er midt oppe i noe) 

 

2.91 .99 

Scale  

 

3.32 .79 

 Complexity   

46 I believe in the importance of art (Jeg tror på betydningen av kunst) 

 

3.24 1.07 

47 I love to think up new ways of doing things (Jeg elsker å komme på nye måter å gjøre 

ting på) 

 

3.66 .85 

48 I enjoy hearing new ideas (Jeg liker å høre om nye ideer)  

 

4.08 .65 

49 I can carry the conversation to a higher level (Jeg kan løfte en samtale til et høyere nivå)  

 

3.46 .85 

50 I prefer variety to routine (Jeg foretrekker variasjon fremfor rutine) 

 

3.90 .88 

Scale  

 

3.67 .59 

 Competence   

51 I like to solve complex problems (Jeg liker å løse kompliserte problemer)  

 

3.15 .87 

52 I feel up to any task (Jeg mestrer de fleste oppgaver) 

 

3.77 .60 

53 I can perform a variety of tasks (Jeg kan utføre en rekke ulike oppgaver)  

 

4.07 .53 

54 I accept challenges (Jeg møter gjerne utfordrende oppgaver) 

 

3.93 .61 

55 I know how to apply my knowledge (Jeg vet hvordan jeg skal anvende mine kunnskaper)  

 

4.04 .56 

Scale  

 

3.91 .47 

Total 

scale 

Personal Growth 

 

3.69 .51 

Reference: Vittersø, J. (in press). Personal growth. In A. Michalos (Ed.), Encyclopedia of quality of life studies. New York: 

Springer  
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Table 11. Work engagement 

Item  Mean Standard 

deviation 

56 At my job, I feel strong and vigorous (Jag känner mig stark och energisk på 

jobbet) 

4.00 1.36 

57 I am enthusiastic about my job (Jag känner entusiasm över mitt jobb)  

 

4.06 1.42 

58 I am immersed in my work (När jag jobbar fokuserar jag helt och håller på uppgif-

ten) 

 

4.02 1.40 

Scale  

 

4.02 1.16 

Reference: Utrecht Work Engagement Scale (UWES) Schaufeli, W., Bakker, A. B., & Salanova, M. (2006). The Meas-

urement of Work Engagement With a Short Questionnaire: A Cross-National Study. Educational and Psychological 

Measurement, 66, 701-716. 

Table 12. Meaning at work 

Item  Mean Standard 

deviation 

59 Are your work tasks meaningful? (Är dina arbetsuppgifter meningsfulla?) 

 

4.09  .73 

60 Do you feel motivated and engaged in your work? (Känner du dig motiverad och 

engagerad i ditt arbete?) 

 

3.91  .80 

61 Do you feel that you do an important job at work?(Känner du att du utför ett 

betydelsefullt arbete?) 

 

4.05  .74 

62 My job is important for my self-esteem (Mitt jobb är viktigt för min självkänsla)  

 

3.84  .88 

63 My work tasks make my life meaningful (Mina arbetsuppgifter gör att jag känner 

mening med mitt liv) 

 

3.36  .94 

64 My job is important for my personal development (Mitt jobb betyder mycket för 

min personliga utveckling) 

 

3.69  .89 

65 My job means something for other people (Mitt arbete betyder något för andra) 

 

3.93  .78 

Scale  

 

3.84  .62 

Reference: The first three items are from Pejtersen, J. H., Kristensen, T. S., Borg, V., and Bjørner, J. B. (2010), “The 

second version of Copenhagen Psychosocial Questionnaire (COPSOQII)”, Scandinavian Journal of Public Health, 

38(suppl 3), 8-24. The last four items have been developed by researchers from the National Research Centre for 

the Working Environment from the National Work Cohort 2010 study. 

Table 13. Organizational commitment 

Item   Mean  Standard 

deviation 

66 Do you enjoy telling other people about your workplace? (Jag berättar med 

glädje om min arbetsplats för andra människor) 

 

3.65  .93 

67 Would you recommend a good friend to apply for a job at your workplace? (Jag 

skulle rekommendera en god vän att söka anställning på min arbetsplats) 

 

3.79 1.00 

68 How often do you think about looking for another job? (reversed) (Jag funderar 

sällan på att söka ett annat arbete)   

 

3.28 1.19 

69 Do you think that your workplace is of great personal significance to you? (Jag 

anser att min arbetsplats har stor betydelse för mig)  

 

3.81  .85 

Scale  

 

3.63  .76 

Reference: Pejtersen, J. H., Kristensen, T. S., Borg, V., and Bjørner, J. B. (2010), "The second version of Copenhagen 

Psychosocial Questionnaire (COPSOQII)", Scandinavian Journal of Public Health, 38(suppl 3), 8-24. 
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Individual and organizational outcomes 

Table 14. Personal initiative 

Item  Mean Standard 

deviation 

70 Whenever something goes wrong, I search for a solution immediately (När 

något går fel söker jag genast en lösning)  

 

4.28  .63 

71 Whenever there is a chance to get actively involved, I take it (Om det bara 

är möjligt vill jag aktivt vara med) 

 

3.92  .77 

72 I take initiative immediately even when others don't (Jag tar genast 

initiativet också när andra inte gör det)  

 

3.55  .83 

73 Usually I do more than I am asked to do (I allmänhet gör jag mer än vad 

som krävs av mig) 

 

3.81  .75 

Scale  

 

3.89  .57 

Reference: Frese, M., Fay, D., Hilburger, T., Leng, K., & Tag, A. (1997). The concept of personal initiative: 

operationalization, reliability and validity in two German samples. Journal of Occupational and Organizational 

Psychology, 70, 139-161. 

Table 15. In-role performance 

Item  Mean Standard 

deviation 

74 I demonstrate expertise in all job-related tasks (Jag har kompetens inom 

alla delområden i mitt arbete) 

 

3.87  .80 

75 I am competent in all areas of the job, and handle tasks with proficiency 

(Jag är kompetent inom alla arbetets olika delområden, och jag sköter 

mina uppgifter med yrkesskicklighet) 

 

4.03  .73 

76 I perform well in the overall job by carrying out tasks as expected (Jag 

klarar av mitt arbete väl i dess helhet, genom att utföra arbetet så som det 

skall göras) 

 

4.21  .60 

Scale  

 

4.03  .63 

Reference: Goodman, S. A., & Svyantek, D. J. (1999). Person-organization fit and contextual performance: Do 

shared values matter. Journal of Vocational Behavior, 55, 254-275. 

Table 16. Extra-role performance 

Item  Mean Standard 

deviation 

77 I volunteer to do things not formally required by the job (Jag gör frivilligt 

sådant som inte formellt krävs i mitt arbete) 

 

3.66  .83 

78 I make innovative suggestions to improve the overall quality of our work-

place (Jag föreslår åtgärder för att förbättra kvaliteten på verksamheten på 

vår arbetsplats) 

 

3.53  .90 

79 I help others when their work load increases (assist others until they get 

over the hurdles) (Jag hjälper andra om deras arbetsbörda ökar, tills de 

kommit över det värsta) 

 

3.61  .79 

80 I help other employees with their work when they have been absent (Jag 

hjälper mina arbetskamrater med deras uppgifter) 

 

3.76  .75 

Scale  

 

3.64  .62 

Reference: Goodman, S. A., & Svyantek, D. J. (1999). Person-organization fit and contextual performance: Do 

shared values matter. Journal of Vocational Behavior, 55, 254-275. 
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Table 17. Work-family enrichment 

Item  Mean Standard 

deviation 

81 The things I do at work help me deal with personal and practical issues at 

home (Det jag gör i mitt arbete har jag nytta av när jag ska sköta människore-

lationer och praktiska angelägenheter i hemmet) 

 

2.79  .93 

82 The things I do at work make me a more interesting person at home (Det jag 

gör i mitt arbete gör mig också till en intressantare person hemma) 

 

2.79  .89 

83 The skills I use on my job are useful for things I have to do at home (De 

färdigheter jag använder i mitt arbete är till nytta också när jag sköter mina 

hemangelägenheter) 

 

2.81  .89 

Scale  

 

2.80  .80 

Reference: Grzywacz, J. G., & Marks, N. F. (2000). Reconceptualizing the work-family interface: an ecological 

perspective on the correlates of positive and negative spillover between work and family. Journal of Occupati-

onal Psychology, 5, 111-126. 

Table 18. Family-work enrichment 

Item  Mean Standard 

deviation 

84 Talking with someone at home helps me deal with problems at work )Arbets-

problem känns lättare att hantera när jag har någon att diskutera med 

därhemma) 

 

3.13 1.00 

85 The love and respect I get at home makes me feel confident about myself at 

work (Den kärlek och respekt jag får av min familj stärker mitt självförtro-

ende i arbetet) 

 

3.72 1.01 

86 My home life helps me relax and feel ready for the next day’s work (Mitt 

hemliv hjälper mig att koppla av och förbereda mig inför nästa arbetsdag) 

 

3.72 1.00 

Scale  

 

3.52  .82 

Reference: Grzywacz, J. G., & Marks, N. F. (2000). Reconceptualizing the work-family interface: an ecological 

perspective on the correlates of positive and negative spillover between work and family. Journal of Occupati-

onal Psychology, 5, 111-126. 

Table 19. Life satisfaction  

Item  Mean Standard 

deviation 

87 In most ways my life is close to my ideal (Mitt liv är på många sätt nära det 

som är idealiskt för mig) 

 

5.03 1.30 

88 The conditions of my life are excellent (Mina levnadsförhållanden är mycket 

goda)  

 

5.64 1.09 

89 I am satisfied with my life (Jag är nöjd med mitt liv) 

 

5.72 1.07 

90 So far I have gotten the important things I want in life (Hittills har jag uppnått 

det som varit viktigt för mig att uppnå) 

 

5.43 1.19 

91 If I could live my life over, I would change almost nothing (Om jag kunde leva 

om mitt liv skulle jag inte göra mycket annorlunda) 

 

4.77 1.49 

Scale  

 

5.31 1.01 

Reference: Diener, E., Emmons, R. A., Larsen, R. J., & Griffin, S. (1985). The Satisfaction with Life Scale.  

Journal of Personality Assessment, 49, 71-75. 
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Table 20. Single items on work-family conflict, recovery and sleep quality, and sickness behavior. 

Item   Mean Standard 

deviation 

Work-family conflicts   

92 Do the demands of your work interfere with your home and family life? 

(Påverkar kraven i ditt arbete ditt hem och familjeliv på ett negativt sätt?) 

 

2.49  .84 

93 Do the demands of your family or spouse /partner interfere with your work 

related activities? (Påverkar kraven i ditt hem/din familj ditt arbete på ett 

negativt sätt?) 

 

2.01 .81 

Reference: Dallner, M., Elo, A.-L., Gamberale, F., Hottinen, V., Knardahl, S., Lindström, K., Skogstad, A., & 

Orhede, E. (2000). Validation of the General Nordic Questionnaire (QPS Nordic) for psychological and social 

factors at work. (Nord 2000:12). Copenhagen: Nordic Council of Ministers. 

Recovery and relaxation   

94 I feel rested and recuperated when I start working in the morning (Jag 

känner mig utvilad och återhämtad när jag börjar arbetet på morgonen) 

 

3.71  .91 

95 I feel energetic during a work day (Jag känner mig fylld av energi under 

arbetsdagen) 

 

3.63  .82 

96 I feel very tired during the work day (Jag känner mig mycket trött under 

arbetsdagen) 

 

2.63  .79 

97 I feel rested and recuperated when I start work again following several 

weeks ’leave’ from work /vacation (Jag känner du mig utvilad och återhäm-

tad när jag börjar arbeta igen efter en helgledighet) 

 

3.91  .82 

Reference: Gustafsson K, Lindfors P, Aronsson G; Lundberg U. (2008). Relationships between self-rating of 

recovery from work and morning salivary cortisol. J of Occup Health, 50(1), 24-30. 

Sleep quality   

98 Have you fallen asleep easily? (Haft svårt för att somna? ) 

 

1.75  .92 

99 Have you slept soundly all through the night? (Sovit bra hela natten?)  

 

3.98 1.27 

100 Have you slept without waking up too early in the morning and not being 

able to fall asleep again? (Sovit utan att ha vaknat upp tidigt på morgonen 

utan att kunna somna om?) 

 

2.90 1.62 

101 How often have you felt well-rested when you woke up in the past week? 

(Hur ofta har du känt dig utsövd när du vaknat under den senaste veckan?) 

 

2.49  .80 

Reference: Partinen, M., & Gislason, T. (1995). Basic Nordic Sleep Questionnaire (BNSQ): a quantitated meas-

ure of subjective sleep complaints. Journal of Sleep Research, 4 (Suppl. 1), 150-155. 

Sickness behavior   

102 How many times in the past 12 months have you been absent from work 

due to illness? (Hur många gånger under de senaste 12 månaderna har du 

sammanlagt varit borta från arbetet på grund av egen sjukdom (sjukskriv-

ning, vård, behandling eller undersökning)?) 

 

2.27  .93 

103 How many days in the past 12 months have you been absent from due to 

illness? (Hur många dagar – ungefär - har du varit frånvarande p.g.a. sjuk-

dom de senaste tolv månaderna?) 

 

6.46 18.94 

104 Has it happened in the past 12 month that you have gone to work despite 

feeling that you really should have taken sick leave due to your state of 

health? (Har det under de senaste 12 månaderna hänt att Du gått till 

arbetet, trots att Du med tanke på Ditt hälsotillstånd, egentligen borde ha 

sjukskrivit dig?) 

 

2.47 1.25 

Reference: Aronsson G, Gustafsson K, Dallner M. Sick but yet at work. An empirical study of sickness presentee-

ism. Journal of Epidemiology & Community Health, 54(7), 502-509. 
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