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I thought that this would be a job,
but it became so much more, it be-
came a part of my life” (Unknown)






Abstract

The aim of the present thesis was to investigate emotional and cognitive per-
sonal and collective work-identity in predicting employees’ work-related mo-
tivation, organizational justice perceptions, general mental health and exhaus-
tion; as well as if psychosocial working conditions might explain some of these
relationships. Emotion and cognition in formation of personal and collective
work-identity were also investigated. The sample consisted of 768 teachers re-
sponding to a questionnaire (Study I-IV) during spring 2016. The results
showed that personal work-identity positively predicted self-determined work
motivation, accounted for by the emotion component, and collective work-
identity positively predicted organizational pay justice, accounted for by the
cognition component (Study I). Emotional personal and cognitive collective
work-identity positively predicted general mental health and negatively pre-
dicted exhaustion. Reversed relationships were found for cognitive personal
and emotional collective work-identity (Study II). Teachers’ psychological job
demands and resources mediated the relations between emotional and cogni-
tive personal and collective work-identity, respectively, and exhaustion and
self-determined work motivation, respectively (Study III). Emotional pro-
cesses positively predicted cognitive processes, and emotional profile showed
effects on cognitive processes regarding personal work-identity formation,
while cognitive processes positively predicted emotional processes, and cog-
nitive profile showed effects on emotional processes regarding collective
work-identity formation (Study IV).

In conclusion, emotional and cognitive personal and collective work-iden-
tity play significant but different roles in predicting work-related motivation,
organizational pay justice as well as general mental health and exhaustion.
Also, teachers’ psychosocial working conditions may contribute to explaining
some of these associations. Finally, emotion and cognition may play different
roles in the formation of personal and collective work-identity.

Keywords: personal and collective work-identity, emotion, cognition, work
motivation, organizational pay justice, general mental health, exhaustion,
teachers’ psychosocial working conditions, work-identity formation






Sammanfattning

Syftet med foreliggande avhandlingen var att undersdka om emotionell och
kognitiv personlig och kollektiv arbetsidentitet predicerar anstilldas arbetsre-
laterade motivation, upplevd organisatorisk rattvisa, mental hélsa, utmattning
och ifall psykosociala arbetsvillkor kan forklara en del av dessa samband, samt
att undersdka emotioner och kognitioner och deras roll i formationen av per-
sonlig- och kollektiv arbetsidentitet. Urvalet bestod av 768 larare som svarade
pa en enkét (Studie I-IV) under varen 2016. Resultaten visade att personlig
arbetsidentitet positivt predicerade sjélvbestimd arbetsmotivation, diar den
emotionella komponenten stod for detta samband, och att kollektiv arbetsiden-
titet positivt predicerade organisatorisk 16nerittvisa, dir den kognitiva kompo-
nenten stod for detta samband (Studie I). Emotionell personlig och kognitiv
kollektiv arbetsidentitet predicerade positivt allmidn mental hilsa och negativt
utmattning medan kognitiv personlig och emotionell kollektiv arbetsidentitet
uppvisade omvanda relationer med dessa utfallsmatt (Studie II). Arbetsrelate-
rade psykologiska krav och resurser hos ldrare stod for en medierande roll i
forhéllandet mellan emotionell och kognitiv personlig respektive kollektiv ar-
betsidentitet och utmattningsproblem respektive sjdlvbestdmda arbetsmotivat-
ion (Studie I1I). Emotionella processer predicerade positivt kognitiva processer
och emotionell profil visade effekter pa kognitiva processer géllande format-
ionen av personlig arbetsidentitets, och kognitiva processer predicerade posi-
tivt emotionella processer, och kognitiv profil visade effekter pa emotionella
processer géillande formationen av kollektiv arbetsidentitets (Studie IV).

Sammanfattningsvis spelar emotionell och kognitiv personlig och kollektiv
arbetsidentitet betydande men olika roller gillande hur de predicerar arbetsre-
laterad motivation, organisatorisk 16nerittvisa samt allmidn mental hélsa och
utmattning. Dessutom kan lérares psykosociala arbetsvillkor delvis forklara en
del av dessa samband. Slutligen verkar emotion och kognition spela olika roller
i formationen av personlig- och kollektiv arbetsidentitet.

Nyckelord: personlig och kollektiv arbetsidentitet, emotion, kognition, arbets-
motivation, organisatorisk loneréttvisa, allmidn mental hilsa, utmattning, lara-
res psykosociala arbetsvillkor, arbetsrelaterad identitetsformation
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Introduction

When you meet other people one of the first questions you ask each other is
often: What do you do for living? The reason why we ask such a question may
be that occupational work gives information about who you are. Thus, occu-
pational work may say something about how you define yourself and may be
a part of your identity (Knez, 2016).

But why do we work? For many people, the motivation to work might be
based on something else than monetary payment. For example, development
of the individual self in combination with interpersonal relationships might be
stronger motives to work than monetary payment (Ritter & Anker, 2002). Ac-
cordingly, many people do not work just to live but live to work (Bond, &
Howgego, 2016; Thompson & Bunderson, 2001), or to paraphrase conversely
the existential philosopher Sartre, for humans “’the existence precedes the es-
sence”. For many people, occupational work may be the essence that precedes
their existence (Sartre, 1946/2007). In the same way, paraphrasing the philos-
opher Descartes’ “Cogito ergo sum”, i.e. “I think therefore I am” (Descartes,
1644/1983), many people stick to the principle of “Labero ergo sum”, i.e., “I
work therefore I am” (Bond, & Howgego, 2016; Dang, 2014). Occupational
work may thus constitute a main objective, a life goal that we strive for (Knez,
2017) and by which we may “taste” some meaning in our life (Gini, 1998;
Sartre, 1946/2007). This kind of person-work bonding also includes work-re-
lated feelings (emotion) and thinking (cognition), defining ourselves as indi-
vidual and social beings (Knez, 2016).

Occupational work has several psychological- and health-related implica-
tions for the individual, e.g., employment reduces the risk of depression and
improves general well-being. The person-work bonding may affect our indi-
vidual health, development and social life (Dang, 2014; van der Noordt et al.,
2014; Waddell & Burton, 2006).

Additionally, different psychosocial characteristics of the work environ-
ment may influence work motivation and mental health (Waddell & Burton,
2006). Psychological job demands and resources are two important aspects of
the work environment associated with burnout, engagement and mental health
(Demerouti et al., 2001; Hakanen et al., 2006; Hakanen et al., 2008). Employ-
ees’ mental health may also be affected by an effort-reward imbalance, where
a combination of high work-related effort and low rewards increases the risk
of adverse mental health (Siegrist, 2013; Unterbrink et al., 2007).

Occupational work as a part of our self also implies that we identify with
our personal work and with the occupational organization/collective (Knez,
2016). In a Gallup survey from 2014, 55 per cent of US workers reported that
they got a sense of identity from their job, a number that increases to 70 per
cent for college graduates. In a historical perspective, it was with the rise of
paid employment in the 19th century that the notion of work as an end in itself
and as a source of identity started to emerge. Before that time people’s sense
of belonging was more determined by family, religion or the place where they
lived (Bond & Howgego, 2016).



Although the concept of occupational work still seems to lack a common
definition (Karlsson, 2017), one common notion states that occupational work
is a business or activity on which a person builds his/her livelihood. This de-
notes a contractual employment relationship and/or an occupational work for
which an individual receives a salary. In other contexts, the concept of work
may however, also include unpaid work (Aronsson et al., 2012).

In view of this, the present thesis is about personal and collective work-
identity including emotion and cognition components. These constructs may
predict employees’ work-related motivation, justice perceptions, mental health
and exhaustion, which will be delineated below. Due to the teacher sample of
the present thesis, teachers’ psychological job demands and resources will be
related to the constructs previously mentioned. Additionally, emotion and cog-
nition may play significant roles in the formation of personal collective work-
identity, which also will be described in the present thesis.

Identity and work-identity

The interweaving of oneself and certain interests, values, social groups or oc-
cupations implies a process of identification where one internalizes a concep-
tual definition, i.e., an identity, of oneself. Some identity theorists treat the
concepts of identity and identification as synonyms (Brewer & Gardner, 1996)
while others contrast these two concepts (see Sluss & Ashforth, 2007). Identity
is then regarded as a state and a general definition of the self, while identifica-
tion is regarded as a self-defining process with a certain focus/target with
which one identifies. Identification thus implies internalization of an identity
(see Albert et al., 2000; Ashforth & Schinoff, 2016; Johnson et al., 2018; Sluss
& Ashforth, 2007).

A work-identity organizes and gives meaning to our memories and behav-
iors in an occupational context and, by that, defines our work-related self (Con-
way, 2005; Ferris et al., 2018; Klein & Nichols, 2012; Knez, 2014; 2016). The
work-related self is the entirety of the work-related thoughts, feelings and be-
haviors (Hogg & Terry, 2000; Kihlstrom & Klein, 1994; Knez, 2014; Van
Knippenberg & Sleebos, 2006).

To some extent, work-identity may overlap with the concepts of work com-
mitment, job involvement, work engagement- and motivation in that these con-
cepts include identification and/or affective commitment to occupational work.
However, these concepts are more of an attitude, thereby separating the self
from the occupational work, which makes them conceptually and empirically
different from work-identity (see Ashforth & Mael, 1989; Bakker &
Demerouti, 2008; Knez, 2016; Paullay et al., (1994); Pinder, 2008; van Knip-
penberg & Sleboos, 2006).

When related to work, identity formation implies a self-construal by which
people define and categorize themselves in terms of work-related interests, val-
ues, groups etc. (Brewer & Gardner, 1996; Brown, 2017; Hogg & Terry, 2000;
Van Knippenberg & Sleebos, 2006). This implies that behaviors, intentions
and preferences in a working context belong to oneself (Kihlstrom et al., 2003;
Klein, 2014).



A work-identity may consist of multiple foci of identification. Different foci
of identification, i.e., different entities or “targets” are, for example, identifi-
cation with a place (Knez, 2014), a work role (Sluss & Ashforth, 2007), a per-
sonal occupational career (Pate et al., 2009) a work group and an organization
(Blader et al., 2017; He & Brown, 2013; van Knippenberg & Van Schie, 2000).
Also, work-identity consists of different identity levels in terms of, e.g., per-
sonal and collective work-identity.

Personal and collective work-identity

Work identity can be broadly divided into personal (I/Me-descriptions) and
collective work-identity (We-descriptions) (Millward & Haslam, 2013; Knez,
2016), see Figure 1 below. This type of division concerns the individual and
collective self-construal, in terms of individual/personal and social/collective
work-related self, respectively. By this, the self is represented at two different
identity levels: a personal and a social identity level (Knez, 2016; Xenikou,
2014). These levels involve three aspects of the self: 1) individual/personal self
(defined by personal traits); 2) relational self (defined by dyadic relationships
with other people); and 3) collective self (defined by group membership)
(Brewer & Gardner, 1996; see also Brown, 2006; Haslam & Ellemers, 2011).

The theoretical framework on which the present thesis is based is twofold;
personal and collective work-identity.

A personal work-identity account is based on an autobiographical memory
perspective, asserting that the relationship between memory and the self is re-
ciprocal (Klein, 2014). This implies that the individual self, by our memories,
is a narrative product of its past and vice versa (see Knez et al., 2017; Knez &
Nordhall, 2017). Accordingly, autobiographical memory plays a crucial role in
our lives and is an essential component of the self and our identity. Autobio-
graphical memories contribute to the insight into who we are as individuals,
i.e., they are self-defining (Baddeley et al., 2015; Conway, 2005; Williams et
al., 2008). Thus, autobiographical memories create a sense of self-continuity
over time in line with the wording of, “I was therefore I am” (Bluck & Liao,
2013, p. 7). Autobiographical memories concern: 1) personal experiences, i.e.,
the episodic part of the autobiographical memory (see Baddeley, 2015a; 2015b
for overviews), e.g., “when and where did I eat my breakfast yesterday morn-
ing?”. Autobiographical memories also concern: 2) general facts, i.e., semantic
memory (see Eysenck, 2015 for an overview), about e.g., our place of resi-
dence, type of occupation and degree, etc. Personal work-identity concerns
memories about one’s personal work and thus has the personal work or career
as the focus of identification and expresses a need to distinguish oneself from
others (Brewer & Gardner, 1996), “in order to preserve the personal self, the
personal story and its memories” (Knez, 2016, pp. 3). Thus, personal work-
identity accounts for personal autobiographical work-related experiences
(Knez, 2016).

According to the second theoretical framework, the collective work-iden-
tity account is based on a social identity perspective (e.g., Ashforth & Mael,
1989) including social identity theory (Tajfel & Turner, 1986) and self-catego-
rization theory (Turner et al., 1987). According to these theoretical accounts,



individuals define themselves in terms of membership of social categories,
thereby attributing prototypes of such social categories to themselves. By so-
cial identification, individuals perceive themselves in terms of the characteris-
tics they share with other in-group members (Haslam & Ellemers, 2011; van
Knippenberg & Van Schie, 2000). In- vs. outgroups is one example of such
social categorization, e.g., “We who belong to organization/group A” (in-
group categorization) vs. “They who belong to group/organization B” (out-
group categorization) (see Caza et al., 2018; Tajfel, 1982). In collective work-
identity the focus of identification is the workgroup or organization as a whole
(see e.g. Brewer & Gardner, 1996; Riketta & van Dick, 2005). Collective
work-identity emanates from the need to belong to a certain group “in order to
be part of the collective self, the collective story and its memories” (Knez,
2016, p. 3) and implies perception of oneness with, for example, a work organ-
ization.

A collective identity can be defined as, “the individual’s knowledge that he
[or she] belongs to certain social groups together with some emotional and
value significance to him [or her] of his [or her] group membership” (Tajfel,
1972, p. 292). Such a group membership implies a conceptual/cognitive deper-
sonalization of the individual self and an emotional attachment to the group/or-
ganization (Tajfel & Turner, 1986; see Hogg, 2012 for a review). Here, the
work organization may be regarded as the salient foci of collective work-iden-
tity in that organizations compared to workgroups constitute larger and more
abstract/symbolic type of the occupational collective, thereby providing the
self with more encompassing and depersonalizing “we-descriptions”. Organi-
zational identity is also one of the most frequently studied types of social work-
identity (see Hogg & Terry, 2000; Mael & Ashforth, 1989; Miscenko & Day,
2016).

Finally, personal and collective work-identity are to some extent independ-
ent of each other (see Brewer & Gardner, 1996; Pate et al., 2009). By this,
having a strong work-identity at one level does not rule out a similarly strong
identity at another level Accordingly, personal and collective work-identity
shape, “functionally independent cognitive structures, leading to separate mo-
tivations and influences on work-related satisfaction” (Knez, 2016, p.1).

Also, personal and collective work-identity consists of emotion and cogni-
tion components which will be outlined below.

Emotion and cognition in work-identity

The personal and collective work-identity involves two basic psychological
processes of emotion (feeling) and cognition (thinking) about oneself in rela-
tion to one’s work (Brown, 2017; Conway, 2005; Haslam & Ellemers, 2011;
Klein et al., 2004). These two types of psychological processes may be grouped
into emotion and cognition components, respectively, that account for people-
work bonding phenomena, see Figure 1 (Knez, 2016, see also Van Dick &
Wagner, 2002). Also, emotional and cognitive self-related processes may be
involved in the work-identity formation and may be affected by external fac-
tors, such as work environment, and organizational and social structures (Day
et al., 2006; Hogg, 2012; Gioia et al., 2013).



In personal work-identity, the emotion component indicates an affective
closeness/attachment/belonging between an employee and his/her employ-
ment, while the cognition component denotes, e.g., reflections upon memories
and agency in the self-work relation across time (Knez, 2016; see also Knez,
2014). Previous studies show that emotion compared to cognition may regulate
intrinsic psychological processes, and enhance retention and recall in autobio-
graphical memory (Knez, 2014; 2016; Knez et al., 2017).

In line with a social identity perspective and self-categorization theory, col-
lective work identity is supposed to be more of a cognitive entity (see Ashforth
& Mael, 1989; Harquail & King, 2003; van Knippenberg & Sleebos, 2006;
Turner et al., 1987). Collective work-identity may be described as, “a product
of the dialectic relationship between collective, shared cognition on the one
hand and socially structured individual cognitions on the other” (Corley et al.,
2006, p. 88). This kind of cognitive bonding to the collective implies percep-
tion of oneness and belongingness to, e.g., a work organization (Ashforth,
2016; Ashforth and Mael, 1989). Such an organizational belongingness refers
to a cognitive bond to the organization in terms of incorporation of the organ-
ization into ones’ self-concept. This contrasts with the emotional belonging-
ness to the personal work, which, as previously stated, denotes an affective
closeness/attachment between the employee and his/her work (see Knez,
2016).

An emotion component of collective work-identity has also been suggested,
which, in contrast to the cognition component, concerns, e.g., affective com-
mitment to a particular organization (Ellemers et al., 1999; 2004; Johnson et
al., 2018; Xenikou, 2014).

Additionally, personal and collective work-identity, including emotion and
cognition, has shown implications for employees’ work-related attitudes,
judgements and mental health.
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Work-related motivation, justice, mental health and
exhaustion

Employees’ work-identity influences their social interactions, judgements,
performance at work, as well as mental health in a broad sense (Ferris et al.,
2018; Jetten et al., 2012; Johnson et al., 2010). Thus, knowledge of employees’
personal/collective work-identity may enhance our understanding of their
work-related motivation, justice perceptions, general mental health and ex-
haustion (see Jetten et al., 2012; Riketta, 2005; Knez, 2016; Lee et al., 2015).

Motivation in a work context

Work-identity may relate to the question of, “Why do you work?” which con-
cerns the motivational aspects of occupational work (see Bjorklund, 2001; Lat-
ham & Pinder, 2005). Work motivation might be defined as “the energetic
forces that initiate work-related behaviour and determine its form, direction,
intensity and duration” (Pinder, 2008, p. 11).

According to Self-Determination Theory (SDT), occupational work per se
has the potential to promote the psychological needs of competence, related-
ness and autonomy, and thereby influence self-determined, i.e., intrinsic, work
motivation (Deci & Ryan, 2000; Ryan & Deci, 2017a; Van den Broeck et al.,
2016). Stronger self-determined work motivation may in turn promote well-
being and mental health for the employee (Deci & Ryan, 2008; Deci et al.,
2001; Ryan & Deci, 2017b). Self-determined work motivation implies that oc-
cupational work is an expression of volition. This concerns to what degree the
work-related values, regulations and behaviors are autonomous and thus inter-
nalized into the self (Kasser & Ahuvia, 2002). Individual/personal rather than
group-based needs and motivation are highlighted by SDT, thus having the
individual as its focus (Gagne & Deci, 2005; Ryan & Deci, 2012).

Individual differences in perceived control, self-esteem, ego-development,
defensive functioning and basic need satisfaction, have been suggested as an-
tecedents of work motivation (Gagne & Deci, 2005; Latham & Pinder, 2005).

Previous studies on work-identity and work motivation have reported that
a high level of organizational (i.e., collective) identification at work may im-
prove performance for both organizations and individuals. Also, stronger
work-identity is associated with stronger engagement and satisfaction at work
(Bjerregaard et al., 2015). Primarily, a general collective work-identity is not
associated with individual internal work motivation (van Knippenberg & Van
Schie, 2000). Instead, a positive relation between collective work-identity and
organizational-related motivation and behaviors is stronger in a collectivistic
vs. an individualistic organizational culture (Lee et al., 2015). Also, the more
one identifies with one’s work tasks (personal work-identity) the stronger
one’s basic need satisfaction, which in turn may promote personal work moti-
vation. However, the stronger one identifies with the views of one’s organiza-
tion (collective work-identity), the weaker one’s self-determined motivation
(Deci & Ryan, 2000; Van den Brock, et al., 2016).

Previous studies have mostly addressed work-motivation as related to so-
cial work-identity (relational and/or collective work-identity). This implies a



focus on group-based motivation on behalf of the organizational collective as
opposed to the personal motivation to perform well (Bjerregaard et al., 2015;
van Knippenberg, 2000).

Besides work motivation, work-identity may also be associated with per-
ceptions of organizational justice.

Justice in an organizational context

Organizational justice denotes processes of perceived fairness within the or-
ganization, with implications for employees’ occupational behavior and men-
tal health (see Greenberg & Colquitt, 2005 for an overview). A well-supported
model has argued in favor of four independent justice dimensions (Ambrose &
Arnaud, 2005; Colquitt, 2001; Nicklin et al., 2014), defined as:

Procedural justice concerns fairness perceptions in relation to organiza-
tional procedures (Greenberg, 2011). Here, the opportunity to “voice”, i.e., to
express one’s opinions and concerns is one such central issue (Thibaut &
Walker, 1975). Also, consistency, correctness, lack of bias, and accuracy are
involved in this justice dimension (Leventhal, 1980).

Distributive justice concerns fairness perceptions in relation to the distribu-
tion of outcomes, such as money, rewards, and time (Greenberg, 2011). Dis-
tributive justice is facilitated when outcomes are consistent with respect to eq-
uity and equality (Adams, 1965; Leventhal, 1980) and when personal effort-
outcome ratios match effort-outcome ratios of significant others (Adams,
1965).

Interpersonal justice concerns perceptions of the decision-maker’s conduct,
e.g., being courteous. Decisions might be perceived as fair even though they
have negative consequences for the recipient, if the recipient recognizes
him/herself to be respectfully treated by the decision-maker (Greenberg, 1993).

Informative justice concerns timing, amount and quality of information that
the recipient receives (Greenberg, 1993). Also, opportunities to receive rele-
vant and adequate explanations of, and arguments for, e.g., payment decisions
should be applied regularly (Anderson-Straberg et al., 2007; Bobocel & Zda-
niuk, 2005).

Stronger perceptions of organizational justice have been associated with
better mental health and lower degree of sick leave, stress-related problems,
cardiovascular problems, burnout and exhaustion (Greenberg, 2010; Ndjaboué
et al., 2012; Robbins et al., 2012).

Work-identity has been associated with organizational justice in terms of
the mediating role of work-identity in the relations between organizational jus-
tice and different outcomes (Cho & Treadway, 201; Olkkonen & Lipponen,
2006; Blader & Tyler, 2009). This has been done to clarify the role of identity-
based information incorporated in organizational justice. Also, interactions be-
tween social identity and organizational justice dimensions on different work-
related outcomes have been investigated (see Lipponen et al., 2011). For ex-
ample, experiences of procedures as unfair predict stronger acts of revenge,
but mainly for those with strong vs. weak organizational identification (De
Cremer, 2000).



It has also been shown that one crucial psychological foundation of per-
ceived justice is constituted by the self (Skitka, 2003). This may be due to or-
ganizational justice as determined by self-regulatory process and self-related
goals and knowledge (Johnson et al., 2006). The association between organi-
zational justice and work-identity primarily concerns the collective self, where
organizational justice and collective work identity both are focusing the work
organization. Here, stronger collective work-identity associates with stronger
perceptions of organizational justice (Olkkonen & Lipponen, 2006; Cho &
Treadway, 2011; He et al., 2014). In view of this, work-identity also associates
with mental health as well as exhaustion.

Mental health and exhaustion related to work

In the context of work, mental health has been suggested to be reciprocally
associated with job characteristics (De Lange et al., 2004). One general notion
asserts that mental health is more than the mere lack of mental disorders. Men-
tal health is defined by WHO (2001, p 1) as, “a state of well-being in which
the individual realizes his or her own abilities, can cope with the normal
stresses of life, can work productively and fruitfully, and is able to make a
contribution to his or her community”. According to WHO (2003), mental
health also comprises perceived self-efficacy, autonomy, competence, inter-
generational dependence and recognition of one’s intellectual and emotional
potential.

However, one important adverse mental health construct related to work is
burnout. Burnout may be described as the major manifestation of work-related
psychological distress and it has been conventionally defined in terms of a core
component of exhaustion, together with depersonalization (cynicism) and re-
duced efficacy (Maslach & Jackson, 1981; Maslach & Leiter, 2008; Maslach
et al., 2001; Saboonchi et al., 2012). Whereas burnout is an overreaching con-
struct predominately outlined as a process rather than as an end state (Hallsten,
2017), exhaustion delineates an ill-health status and symptoms of an individual
that has been exposed to prolonged stress (for an overview see Schaufeli et al.,
2017). Several studies ascribe exhaustion to a lack of energy in social interac-
tions, physical fatigue, inability to cope with everyday demands, impaired
memory, concentration difficulties, sleeping problems and emotional instabil-
ity (see Grossi et al., 2015; Saboonchi et al., 2012). In view of this, work en-
gagement might be considered as the opposite side of the burnout syndrome
(Maslach, 2011; Maslach & Leiter, 2008).

Work environmental factors have been considered as primary predictors of
burnout (De Lange et al., 2004). Individual differences in, e.g., personality
have also been addressed to account for the variability in manifestations of
burnout syndrome among individuals within similar work environments (see
Alarcon et al., 2009; Langelaan et al., 2006). Negative work-related outcomes
of burnout, particularly exhaustion, are job turnover, lower job satisfaction,
productivity and performance, as well as increased job absenteeism. Addition-
ally, exhaustion has been associated with increased risk of cardiovascular dis-
ease and heart attacks (Ybema et al., 2010).



The health-related effects of work-identity have mostly been analyzed from
a social identity perspective, asserting identification with a social collective at
work as positively predicting one’s mental health (see Jetten et al., 2012 for an
overview). High levels of collective work-identity may operate as a psycho-
logical buffer against the negative impact of work-related stress and by that
reduce problems of burnout and exhaustion (Haslam et al., 2009a; 2009b).

Findings have indicated that stronger identification with the organiza-
tion/workgroup implies a sense of social belongingness and support that in turn
entails less mental health-problems but stronger mental health and well-being
(Crabtree et al., 2010; Haslam et al., 2005). Relationships between collective
work-identity and mental health are also indicated to be even stronger when,
e.g., cognitive dimensions, such as, perceived control (Greenaway et al., 2015)
and positive attributions of collective work-identity are involved (Cruwys et
al., 2015). Accordingly, by stronger self-categorization and belongingness to a
certain organization/group, i.e., cognitive components of collective work-iden-
tity, individuals may achieve better mental health and fewer exhaustion prob-
lems (van Dick & Haslam, 2012).

The links between personal work-identity and health-related outcomes have
been addressed by only a few studies. For example, stronger emotional identi-
fication with one’s personal work associates with less burnout and exhaustion
problems (Edwards & Dirette, 2010; Fisherman, 2015; Lammers et al., 2013).
A stronger emotional personal work-identity implies an attachment/belonging-
ness/closeness to work. This type of stronger emotional self-concept may pro-
vide a buffer against stress-related experiences at work, thereby decreasing
one’s burnout and exhaustion problems (see Knez, 2016; Knez & Eliasson,
2017).

However, it has been reported that stronger cognitive identification with
one’s personal work associates with stronger burnout and exhaustion problems
(Fisherman, 2015). For example, Stets and Burke (2000) have indicated that
job stressors positively relate to psychological distress in employees reporting
high levels of job involvement, that is closely connected to the cognitive com-
ponent of personal work-identity (see Frone & Russell, 1995).

In view of this, psychosocial working conditions may also play crucial roles
for employees’ mental health and work motivation.

Psychosocial working conditions: demands and resources

In a work environmental context, situational and organizational job character-
istics have been shown to play a crucial role for outcomes like work motiva-
tion, mental health and burnout (Angerer, 2003; Badawy, 2015; Maslach et al.,
2001; Schaufeli et al., 2009). Employees may for example, experience differ-
ent psychological job demands and resources that are crucial conditions of the
psychosocial work environment (De Lange et al, 2004; Van den Broeck et al.,
2008).

According to the Job Demands-Resources (JD-R) model, job demands are
those physical, psychological, social or organizational aspects of the job that
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require sustained physical and/or psychological effort and therefore are asso-
ciated with physiological or psychological costs (Demerouti et al., 2001). Psy-
chological job demands, like low social support, dysfunctional interactions
with colleagues and expectations to care for others in a prosocial way consti-
tute efforts. As such, psychological job demands may affect employees in
terms of increased stress, anxiety and exhaustion problems (Bakker &
Demerouti, 2017; Schaufeli & Bakker, 2004).

Job resources are physical, psychological, social or organizational aspects
of the job, e.g., autonomy, skill variety, opportunities for growth, and experi-
ences of occupational inspiration, which may promote work goals, personal
growth, development and learning (see Bakker & Demerouti, 2008;
Choochom, 2016; Vansteenkiste et al., 2007). Psychological job resources may
enhance employees’ work motivation, performance and mental health (Bakker
& Demerouti, 2017; De Lange et al., 2004; Schaufeli & Bakker, 2004).

The JD-R model also asserts that job resources may reduce the impact of
job demands on, e.g., psychological distress and exhaustion (Bakker &
Demerouti, 2017; Demerouti & Bakker, 2011; Hakanen et al., 20006).

Psychological job demands and resources may also explain organizational
effects on the employees’ psychological functioning, mental health and work
engagement and motivation (Hakanen et al., 2008; Van den Broeck et al.,
2008). For example, personal resources in terms of intrinsic values and self-
efficacy may mediate the negative relationship between perceived organiza-
tional support and exhaustion, and turnover intentions (Karatepe, 2015).

One group of importance, regarding their mental health and work motiva-
tion in relation to psychosocial working conditions, is that of teachers.

Teachers’ psychosocial working conditions, mental health and
work motivation

Since the studies in the present thesis are based on a sample of feachers, there
is a need to clarify teachers’ psychosocial working conditions as well as their
mental health and work motivation status.

Working as a teacher may be stressful, making them especially vulnerable
to psychological distress, such as burnout, particularly exhaustion (Grossi et
al.,2015; Hakanen et al., 2006; Maslach et al., 2001). To some extent, teachers’
daily work consists of several demands and difficulties, such as, general work
overload, large classes, pupils’ complex learning needs, low social support,
dysfunctional interactions with colleagues, perceived expectations to care for
others, e.g., students/pupils and colleagues, in a prosocial way (Aloe et al.,
2014; Gray et al, 2017; Santavirta et al., 2007).

Based on the Effort-Reward model (Siegrist, 2002; 2008), a study by Hinz
et al. (2016) showed that teachers are exposed to more effort-reward imbal-
ance, and experience more mental health problems compared to the general
population.

The disadvantageous working situation of teachers might to some extent,
be a result of dysfunctional educational reforms and monetary savings in the
public sector, which in combination with unsupportive administration and



leadership may have reduced job resources like time and autonomy (Gray et
al., 2017; Hinz et al., 2016).

In line with the Job Demands-Resources (JD-R) model (Demerouti et al.,
2001), teachers’ job demands, especially emotionally demanding social inter-
actions, constitute stressful situations with an increased risk of teachers being
affected by adverse mental health like burnout and exhaustion problems (Gray
et al., 2017, Mojsa-Kaja et al., 2015). Demanding social interactions may in-
crease the “good soldier syndrome”, i.e., the voluntary, extra-role performance
that is not formally recognized by the official procedures, rules and work-de-
scriptions in the organization but that contributes to social and effective organ-
izational functioning (Organ, 1997; Organ & Ryan, 1995; Podsakoff et al.,
2009). When extra-role behavior is performed in terms of caring for others, it
is prosocial. Although the voluntary aspect of prosocial extra-role performance
is emphasized, other studies have shown that this is rarely the case (see Bolino
et al., 2013; Bolino et al., 2010; Vigoda-Gadot, 2007). While some previous
studies have shown health promoting effects of prosocial extra-role perfor-
mance (see Lam et al., 2016; Simbula & Guglielmi, 2013), several others have
demonstrated that there also is a “dark side” of prosocial extra-role perfor-
mance, due to the demanding and adverse mental health aspects of this behav-
ior, e.g., increased stress reactions (see Bolino et al., 2013 for an overview).
Vigoda-Gadot (2007) showed that extra-role performance positively predicts
burnout, especially if the employees feel pressured to engage in the perfor-
mance (Bolino et al., 2010). Accordingly, teachers’ prosocial extra-role per-
formance may constitute a psychological job demand (see Bolino et al., 2010;
Demerouti et al., 2001).

However, most teachers are not suffering from insurmountable job de-
mands, adverse job stress and exhaustion problems (or other kinds of burnout
problems). Instead, many find their teaching satisfying and inspiring, showing
a great amount of motivation, engagement and commitment (see Gray et al.,
2017; Hakanen et al., 2006; Zee & Koomen, 2016). This is because teachers
also have access to psychological job resources such as autonomy, skill variety,
performance feedback, opportunities for growth (Bakker & Demerouti, 2017;
Klusmann et al., 2008) as well as mastery of skills and experiences of educa-
tional inspiration (Choochom, 2016; Hultell & Gustavsson, 2011; Vansteen-
kiste et al., 2007).

By experiencing educational inspiration, teachers may attain increased en-
gagement and motivation in their work (see Hakanen et al., 2006; Klusmann
et al., 2008). More precisely, educational inspiration may positively predict
teachers’ intrinsic work motivation; that is, “by satisfying the basic psycholog-
ical needs of autonomy, belongingness and competence, job resources are also
intrinsically motivating for employees” (Hakanen et al., 2008, p. 225).

In general, teachers’ job resources have been shown to associate positively
with work engagement and motivation, constituting positive antipodes to burn-
out and exhaustion that are characterized by, e.g., lack of energy (Hakanen et
al., 2006; Saboonchi et al., 2012).

There is also a need to outline the working conditions for the specific group
of Swedish teachers, some of whom constitute the sample of the present thesis.
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Teachers’ psychosocial working conditions in a Swedish context

In the context of teachers’ working conditions, Swedish teachers have experi-
enced financial savings on an organizational level and an increased workload
in terms of, e.g., more administrative work, e.g., formal documentation of pu-
pils’ performance (Mansson, 2002; Méansson & Persson, 2004). Also, the lower
results by Swedish pupils according to PISA investigations (OECD, 2017)
have put stronger pressure on teachers to change the ongoing downward trend
in the pupils’ results. Thereby, the already heavy workload for Swedish teach-
ers has increased (Lararnas Riksforbund, 2013). In relation to this, the propor-
tion of cases of sick leave with adverse mental diagnoses among teachers is
higher than the average in the general Swedish population. Problems with sleep
due to not being able to drop thoughts about work during leisure time are more
common among teachers than in many other Swedish occupational groups.
Such problems may cause failure to recover, which in turn may increase accu-
mulated stress resulting in some Swedish teachers leaving the teaching occu-
pation due to the stressful working situation (Forsékringskassan, 2014). The
prevalence of burnout syndrome among Swedish teachers has also been higher
than in other professional groups: 9.6 % of Swedish teachers may suffer from
this syndrome compared to a prevalence of 6% among other work groups in
Sweden (Hallsten et al., 2002). Such a situation with increased job demands,
heightened job stress and subsequent adverse mental health is similar for teach-
ers in many other countries (Gray et al., 2017).

The formal work of improving the working conditions for the 240 000
teachers in Sweden (Sveriges Kommuner och Landsting, 2018) is carried out
by the national political and educational authorities and is performed by the
employers (municipalities and school administration). Also involved are the
two trade unions for Swedish teachers: “Teachers Union” (in Swedish
“Lararforbundet’) with 234 000 members in total, including all kinds of teach-
ers (mostly preschool- and primary teachers) but also other types of occupa-
tions (see Lérarforbundet, n.d.), and “The National Union of Teachers” (in
Swedish “Lérarnas Riksforbund”) with 90 000 members in total, including cer-
tificated teachers (mostly secondary- and upper secondary teachers) and study
advisors (see Lararnas Riksforbund, n.d.). The latter of these trade unions is of
relevance to the present thesis (see Method section).

Work-identity formation

The previous sections show that emotion and cognition in personal and collec-
tive work-identity have implications for psychological and environmental do-
mains at work concerning the employees’ mental health, attitudes at work and
perceptions of psychological job demands and resources. However, there is
also a need to understand the role of emotion and cognition in the formation of
personal and collective work-identity, i.e, the “how?” and “why?” of work-
identity, to get a clearer picture of one of the psychological foundations of em-
ployees’ working life.

In the general identity formation, the ability to view oneself in the third
person, i.e., the sense of a “Me” that may be described or judged by an “I”



(James, 1890 in Leary & Tangney, 2012) is of importance. The development
of the autobiographical memory, where one gets an increased sense of different
possible selves and a sense of self-coherence across time, is also crucial in
identity formation. This may imply a sense of past vs. future selves, e.g.,
“When I was younger, I liked doing...and now I like doing... but when I start
working, I will do...” (Fivush, 2011).

In the context of work, identity formation takes place during young adult-
hood due to the development of autobiographical memory and abstract think-
ing (Fivush, 2011; Knez, 2016; Skorikov & Vondracek, 2011). Work-identity
formation also involves social comparison and relationships, and the need for
connection vs. independence by, e.g., categorization of self and others in terms
of in- vs. outgroup membership (Chen et al., 2011; Harter, 2012).

Previous studies on work-identity formation have, for example, suggested
vocational activities, personality, gender, family and peers, social and eco-
nomic conditions as well as generic developmental factors as explaining ante-
cedents of work-identity formation (see e.g. Lee et al., 2015; Miscenko & Day,
2016; Postmes et al., 2018; Riketta, 2005; Riketta & Dick, 2005; Skorikov &
Vondracek, 2011). Similarly, social-cognitive factors, such as the need for af-
filiation, belonging, self-esteem, security, positive affectivity, organizational
justice, self-categorization, and work role have been used to understand how
and why work-identity takes place (see Cho & Treadway, 2011; Haslam &
Ellemers, 2011; He et al., 2013; Johnson et al., 2018; Olkkonen & Lipponen,
2006; Stets & Burke, 2000).

Also, the employment/organizational time may be one of the main constit-
uents of work-identity formation in that a period of employment may affect
employees’ identification with the occupational work and/or the organization
(see Haslam & Ellemers, 2011; Knez, 2016; van Dick et al., 2004).

Additionally, work-identity formation might involve specific emotional and
cognitive processes, which will be outlined below.

Processes of emotion and cognition

In previous research, there has been a focus on effects of work-identity for-
mation regarding personal/individual, relational/interpersonal and collec-
tive/organizational types of work-identifications (Hogg & Terry, 2000; Knez,
2016). There has been less focus on the different emotional and cognitive self-
related processes involved in work-identity formation (see Day et al., 2006;
Hogg, 2012).

In personal work-identity, processes of work-related familiarity, missing
(of ones work when not at the working place), emotional bonding, proudness
and emotional agency (work as part of oneself) are involved in the emotion
component. Processes of work-related coherence (continuity), correspondence
(adaptive interactions between the self and its working contexts), mental time
(temporality in the person-work bonding), reflection (upon one’s work-related
memories) and cognitive agency (work-related memories as part of oneself)
are included in the cognition component of personal work-identity (see Knez,
2014; 2016). For an overview, see Figure 1 above.
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In the collective work-identity, the emotion component involves processes
of proudness (of organizational belonging), esteem (of organizational belong-
ing), and affective commitment (to the organization). In contrast, the cognition
component of collective work-identity comprises processes of incorporation
(of peoples’ organizational perceptions), identification (“we” descriptions of
the organization) and assimilation (of organizational successes) (Nordhall &
Knez, 2018 based on Ashforth & Mael, 1989; Harquail & King, 2003; Mael &
Ashforth, 1992; Mael & Tetrick, 1992). For an overview, see Figure 1 above.

These processes are of importance in understanding the formation of per-
sonal and collective work-identity from an autobiographical memory and so-
cial identity perspective (Knez, 2014; 2016).

It has been indicated that the emotion component temporally precedes and
affects the cognition component in the formation of personal work-identity
(see Knez, 2014; 2016; Knez & Eliasson, 2017; Knez et al., 2018a, b). How-
ever, and in contrast to personal work-identity formation, the cognition com-
ponent of collective work-identity formation may be supposed to temporally
precede and affect the emotional one since collective identity is supposed to be
more of a cognitive entity, where cognitive/ perceptual awareness of the or-
ganization as part of the self is the foundation of organizational identification
(see Ashforth & Mael, 1989; Harquail & King, 2003; Mael & Ashforth, 1992;
van Knippenberg & Sleebos, 2006). For example, van Dick et al. (2004) have
indicated that collective work identification involves cognitive processes (em-
ployee identifying him-/herself as a member of an organization) which acti-
vates affective commitment/reactions to the organization.

Variable- and person-oriented analyses

When investigating attitudinal, health-related or formation aspects of work-
identity there has been a strong trend in using variable-oriented analyses (see
Haslam & Ellemers, 2011; Haslam et al., 2009a; Gioia et al., 2013; Jetten et
al., 2012; Johnson et al., 2018; Knez, 2016; Riketta, 2005).

In variable-oriented analyses, each variable is treated as a separate entity
meaning that levels, components or processes of work-identity are analyzed as
separated factors/entities. By a variable-oriented analysis, e.g., work-identity
formation is investigated in terms of linear relationships between these sepa-
rated factors/variables (see Bergman, 2000; Bergman, et al., 2000; Magnusson,
2000).

In contrast to a variable-oriented analysis, a person-oriented analysis may
investigate how individuals group into different clusters (i.e., profiles). A per-
son-oriented analysis may enhance the understanding of, e.g., work-identity
formation (Day et al., 2006; Dutton et al., 2010; Gioia et al., 2013) as it entails
a holistic approach of the individual as an organizing whole. Here individuals
may be grouped into different clusters with different profiles (i.e., combina-
tions) of a set of seemingly compartmentalized factors, e.g., work-identity pro-
cesses (see Bergman, 2000; Bergman, et al., 2000; Magnusson, 2000). How-
ever, person-oriented analyses have been less common in research on work-
identity formation (e.g., see Canrinus, 2011; Endedijk et al., 2017; Groth et al.,
2017; Pillen et al., 2013).



Rationale and general aim of the thesis

Previous research on work-identity has focused mostly on different identity
levels; personal, but foremost collective levels (Millward & Haslam, 2013;
Riketta & Dick, 2005; Van Dick & Wagner, 2002; van Knippenberg & van
Schie, 2000). However, such accounts may not acknowledge the role of emo-
tion and cognition components (but see Xenikou, 2014 for an exception) and/or
psychological processes involved in personal and collective work-identity pre-
dictions and formations, which otherwise may shed some light on the emo-
tional and cognitive operations in work-identification and their relationships
with occupational and health-related factors (Day et al., 2006; Gioia et al.,
2013; Knez, 2016).

Although little research has investigated cognitive and emotional constructs
involved in work-identity (see Knez et al., 2019), some “identity-based ap-
proaches to understanding thoughts, feelings, and actions in organizations have
produced, particularly in recent years, an array of rich insights that truly have
broadened the domain of organizational behavior” (Brief & Walsh, 2001, p.
xi). The present thesis adds a more detailed understanding of emotion and cog-
nition in personal and collective work-identity in relation to work and health-
related outcomes. In doing so, the present thesis contributes to the fields of
occupational health science and work/organizational psychology.

In view of this, the general aim of the present thesis was to investigate emo-
tional and cognitive personal and collective work-identity in predicting em-
ployees’ work-related motivation, justice perceptions, general mental health,
exhaustion, and if psychosocial working conditions might explain some of
these relationships, as well as to investigate emotion and cognition in for-
mation of personal- and collective work-identity.

Note: Conceptualizations of “prediction” and “predict” in this thesis do not
imply a prediction in an absolute causal terminology but in a statistically/math-
ematical sense. This implies a prediction of a criterion value given a specific
predictor value on a regression line (see e.g. Tabachnick & Fidell, 2012).
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Summary of studies

Aims and hypotheses
Study I

The aims of Study I were to investigate relationships between personal and
collective work-identity, respectively, and work-related motivation and justice
perceptions. It was hypothesized that personal work-identity compared to col-
lective work-identity would show stronger positive association with self-deter-
mined work motivation, and that emotional compared to cognitive personal
work-identity would account for this association. It was also hypothesized that
collective work-identity compared to personal work-identity would show
stronger positive association with organizational pay justice, and that cognitive
compared to emotional collective work-identity would account for this associ-
ation.

Study Il

The aim of Study II was to investigate relationships between emotional and
cognitive personal and collective work-identity, respectively, and general men-
tal health and exhaustion. Emotional personal work-identity was hypothesized
to positively associate with general mental health and negatively associate with
exhaustion. These associations were expected to reverse for cognitive personal
work-identity, which was hypothesized to negatively associate with general
mental health and positively associate with exhaustion. Furthermore, emo-
tional collective work-identity was hypothesized to negatively associate with
general mental health and positively associate with exhaustion. These relation-
ships were expected to reverse for cognitive collective work-identity that was
hypothesized to positively associate with general mental health and negatively
associate with exhaustion.

Study Il

The first aim of Study III was to investigate if, Hypothesis 1: a positive rela-
tionship between teachers’” cognitive personal work-identity and emotional
collective work-identity, respectively, and exhaustion is mediated by psycho-
logical job demands. The second aim was to investigate if, Hypothesis 2: a
positive relationship between teachers” emotional personal work-identity and
cognitive collective work-identity, respectively, and self-determined work mo-
tivation is mediated by psychological job resources.

Study IV

The aim of Study IV was to investigate the role of emotion and cognition re-
garding personal and collective work-identity formation. It was hypothesized
that emotional processes positively predict cognitive processes of personal
work-identity; and that cognitive processes positively predict emotional pro-
cesses of collective work-identity. It was also hypothesized that there are ef-
fects of emotional profile on cognitive processes of personal work-identity;



and that there are effects of cognitive profile on emotional processes of collec-
tive work-identity.

Note: In Study IV the formation of work-identity was not measured across
time. Instead, data were obtained on the momentary set up of work-identity in
individuals with a mean employment time of 14 years (see Method/Participants
section). The difference between the development of work-identity across time
(work-identity formation per se, see Haslam & Ellemers, 2011; Knez 2014;
2016; van Dick et al., 2004; Riketta, 2005) and the momentary set up of work-
identity formation obtained in Study IV is that the present data concern the
momentary set up of work-identity relative to the period of employment. By
this, the present thesis may tentatively suggest how the identity-profession re-
lationship may converge into the phenomenon of work-identity across the em-
ployment.

Note: The conceptualization of “effects” relates to the use of a quasi-exper-
imental design with independent and dependent variables where these effects,
however, do not indicate causation in an equally strong sense as in studies with
an experimental design. For these types of arguments, see Knez et al. (2018a;
2019) and Tabachnick & Fidell (2012).

Methods
Participants

For all the Studies (I-IV) the participants consisted of members of the Swedish
trade union, “The National Union of Teachers” (see above). The participants
represented eleven different local branches of the union and worked in the
southern and the middle part of Sweden. The response comprised 768 (26%)
questionnaires that were returned (out of 2,905 individuals that received the
questionnaire), with an internal non-response rate of 0.003% for some
measures (see Table 2 for details). Due to lack of information, no analysis of
the non-respondents could be performed. For the demographical data of the
participants and a comparison sample of Swedish teachers (Skolverket n.d.),
see Table 1.

Table 1. Demographical data for the participants (N= 768) and for a comparison
sample of Swedish teachers (N=133 741) based on statistics from year 2016.

Demographical data Participants Comparison sample
(N=768) (N=133 741)

Teachers/ Educational function 99.0 100

(%)

Permanent employment (%) 99.0 85.0

Non-private sector (%) 92.1 89.4

Full-time employment (%) 80.5 73.0

Gender/ females (%) 75.5 76.0

Education/University studies (%)  68.0 81.3

Age (Mean years and SD) 46.3 (SD=10.1) 46.0 (SD=11.4)

Mean employment time within 14 135

the organization (years)
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Procedure and Ethical considerations

Chairpersons of the 11 municipal branches of the “The National Union of
Teachers” were contacted and informed of the aim of the project: to investigate
relations between work-related identity, motivation, justice, mental health and
working conditions. After permission from the chairpersons, a web-link to the
questionnaire was distributed to the union members by the chairpersons during
four weeks in April-May 2016 including two reminders. This was done be-
cause Swedish juridical restrictions do not permit a chairperson of a trade un-
ion to distribute individual e-mail addresses of the members outside the union.
A covering letter accompanying the questionnaires described the purpose of
the project and informed the participants that completion of the questionnaire
was taken as an assurance of their informed consent to participate, that partic-
ipation was voluntary, and that confidentiality and anonymity were assured.
However, the participants were asked to fill in their name and address after
completion of the questionnaire if they wanted to receive a cinema ticket as
compensation for their participation. The participants were informed that no-
body, but the researchers of the present project, would have access to their
names and addresses.

For all the Studies (I-IV) an ethical application was reviewed and approved
by the Swedish Regional Ethical Review Board of Uppsala (Dnr 2015/423).

Measures

In the present thesis, the following measures/variables were used (also see Ta-
ble 2 for more details):

Emotional and cognitive personal work-identity, based on Knez (2014,
2016) and constructed by Nordhall & Knez (2018). Acceptable construct va-
lidity was shown for the scales by a confirmatory factor analysis, including a
second-order factor representing a general personal work-identity construct,
with cognitive and emotional components as first-order factors: Chi2 = 188.57,
df =28 (p< 0.001), CFI = 0.95 and RMSEA = 0.08, indicating acceptable fit
between model and data (see Byrne, 2016).

Emotional and cognitive collective work-identity, operationalized by “Iden-
tification with a Psychological Group Scale” constructed by Mael & Tetrick
(1992), validated by Mael & Ashforth (1992, see also Riketta, 2005) and trans-
lated to Swedish by O. Nordhall. Acceptable construct validity was shown for
the scales by a confirmatory factor analysis, including a second-order factor
representing a general collective work-identity construct, with cognitive and
emotional components as first-order factors:, Chi2 = 64.09, df = 7 (p< 0.001),
CFI = 0.97 and RMSEA = 0.10, indicating acceptable fit between model and
data (see Byrne, 2016).

Self-determined work motivation, measured by the “Work Extrinsic and In-
trinsic Motivation Scale”, constructed and validated by Tremblay et al. (2009)
and translated to Swedish by O. Nordhall.



Procedural pay justice; distributive pay justice; interpersonal pay justice;
and informative pay justice, operationalized by scales constructed and vali-
dated by Colquitt (2001) and translated to Swedish by Anderson-Straberg et
al., (2007).

Exhaustion, operationalized by the Karolinska Exhaustion Scale 26, con-
structed, validated and translated to Swedish by Saboonchi et al. (2012).

General mental health, measured by a single item (“How do you rate your
mental health at the present?”, see Ahmad et al., 2014; Hays et al., 2017). A
single self-rating item of general mental health was used in line with studies
showing that self-evaluation of health status shows good predicting capability
above and beyond the contribution made by indices based on the presence of
health problems (see Ahmad et al., 2014; Hays et al., 2017). The use of a three-
point Likert scale was based on previous studies indicating that when a general
health measure contains a higher number of response categories, the extreme
categories indicate a low response frequency and thus are redundant (see Idler
& Kasl, 1991; Idler & Benyamini, 1997).

Demographical variables, measured and controlled for in the statistical
analyses of Studies I-II.

Psychological job demands, measured by three items (“extra role social
support given to the pupils; colleagues; pupils” parents”, respectively), con-
structed by O. Nordhall (see Nordhall et al., 2020).

Psychological job resources, measured by two items (“stimulating educa-
tional interactions with the students”; “overall educational work as incentive”)
constructed by O. Nordhall (see Nordhall et al., 2020).

Emotional and cognitive processes of personal work-identity (see above
and Knez, 2016), measured by single item questions (one item per process)
constructed by Nordhall & Knez, 2018 (see also Nordhall et al., Under revi-
sion). The emotional processes were: familiarity; missing; bonding; proudness;
and emotional agency: and the cognitive processes were: coherence; corre-
spondence; mental time; reflection; and cognitive agency.

Emotional and cognitive processes of collective work-identity (see above
and Mael & Tetrick, 1992; Mael & Ashforth, 1992; Xenikou, 2014), measured
by single item questions (one item per process). The emotional processes were:
proudness; esteem; and affective commitment: and the cognitive processes
were: incorporation; identification; and assimilation (see also Nordhall et al.,
Under revision).

Emotional profiles of personal work-identity, constructed by grouping in-
dividuals along the emotional processes (see above) of personal work-identity
into four different clusters, i.e., profiles.

Cognitive profiles of collective work-identity, constructed by grouping in-
dividuals along the cognitive processes (see above) of collective work-identity
into four different clusters, i.e., profiles.
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Table 2: Variables measured in each Study (I-IV), respectively, together with
numbers of participants (N) and internal consistency (Cronbach alpha (a)) for
each measure/variable.

Variable N Cronbach Study Study Study Study
alpha (a) I II I v

1. Personal work-identity 767 .86 X

2. Emotional personal work-identity 767 .75 X X X

3. Familiarity 767  N.A* X

4. Missing 767  N.A* X

5. Bonding 767 N.A* X

6. Proudness 767  N.A* X

7. Emotional Agency 767 N.A* X

8. Emotional profiles of personal 767  N.A* X

work-identity

9. Cognitive personal work-identity 767 .84 X X X

10. Coherence 767  N.A* X

11. Correspondence 767 N.A* X

12. Mental Time 767  N.A* X

13. Reflection 767  N.A* X

14. Cognitive Agency 767  N.A* X

15. Collective work-identity 767 .87 X

16. Emotional collective work-iden- 767 .78 X X X

tity

17. Proudness 767 N.A* X

18. Esteem 767  N.A* X

19. Affective commitment 767  N.A* X

20. Cognitive collective work-iden- 767 .77 X X X

tity

21. Incorporation 767  N.A* X

22. Identification 767  N.A* X

23. Assimilation 767  N.A* X

24. Cognitive profiles of collective 767  N.A* X

work-identity

25. Self-determined work motiva- 766 .74 X X
tion

26. Procedural Pay Justice 767 91 X

27. Distributive Pay Justice 767 .95 X

28. Interpersonal Pay Justice 767 .93 X

29. Informative Pay Justice 767 .94 X

30. General mental health 767  N.A* X

31. Exhaustion 767 .95 X X
32. Psychological job demands 766 .64 X
33. Psychological job resources 766 .73 X
34. Monthly income 768  N.A* X

35. School sector 768  N.A* X X

36. Years of employment 768  N.A* X X

37. Permanent employment 768  N.A* X

38. Age 768  N.A* X

39. Gender 768  N.A* X

40. Full time employment 768  N.A* X

41. Educational level 768  N.A* X

*N.A = not applicable
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Designs and Data analyses
Study |

Based on cross-sectional data, four types of multiple hierarchical regression
analyses were performed: (1) Personal and collective work-identity (predic-
tors) and self-determined work motivation (criterion variable); (2) Emotional
and cognitive personal work-identity (predictors) and self-determined work
motivation (criterion variable); (3) Personal and collective work-identity (pre-
dictors) and procedural, distributive, interpersonal, and informative organiza-
tional pay justice dimensions as criterion variables; (4) Emotional and cogni-
tive collective work-identity (predictors) and procedural, distributive, interper-
sonal, and informative organizational pay justice dimensions as criterion vari-
ables. Also, the effects of four potential confounders were controlled for, and
these covariates were entered in step one (and the predictors in step two) in all
four analyses: monthly income; school sector (public vs. private); years of em-
ployment; and permanent employment (no vs. yes).

Study II

Based on cross-sectional data, four different multiple hierarchical regression
analyses were performed: (1) Emotional and cognitive personal work-identity
(predictors) and general mental health (criterion variable); (2) Emotional and
cognitive personal work-identity (predictors) and exhaustion (criterion varia-
ble); (3) Emotional and cognitive collective work-identity (predictors) and
general mental health (criterion variable); (4) Emotional and cognitive collec-
tive work-identity (predictors) and exhaustion (criterion variable). Also, the
effects of six potential confounders were controlled for, and these covariates
were entered in step one (and the predictors in step two) in all four analyses:
age; gender (male vs. female); teachers with full-time employment (%); school
sector (public vs. private); years of employment; and educational level (low
vs. high).

Study 1l

Based on cross-sectional data, four different mediation analyses were per-
formed: (1): Cognitive personal work-identity (predictor), exhaustion (crite-
rion variable) and psychological job demands (mediator), see Figure 2a; (2)
Emotional collective work-identity (predictor), exhaustion (criterion variable)
and psychological job demands (mediator), see Figure 2a; (3) Emotional per-
sonal work-identity (predictor), self-determined work motivation (criterion
variable) and psychological job resources (mediator), see Figure 2b; (4) cog-
nitive collective work-identity (predictor), self-determined work motivation
(criterion variable) and psychological job resources (mediator), see Figure 2b.

The mediation, i.e., the indirect effect of the predictor on the criterion vari-
able, was defined as the product of path a and b, i.e., ab (see Figure 2 and
Preacher & Hayes, 2004). In the analyses of Study III, the potential confound-
ers analyzed in Study I and Study II were not included due to the results of
these two studies, which showed that the potential confounders did not affect
the relationships between the predictors and the criterion variables.
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Study IV

Based on cross-sectional data, two types of multiple regression analyses, i.e,.
variable-oriented analyses, were performed, including: (1) emotional pro-
cesses (predictors) predicting cognitive processes (criterion variables) in the
personal work-identity formation; (2) cognitive processes (predictors) predict-
ing emotional processes (criterion variables) in the collective work-identity
formation.

Also, based on cross-sectional data and person-oriented analyses, individ-
uals were clustered to obtain different clusters, i.c., profiles, in emotional per-
sonal and cognitive collective work-identity. The emotional process of per-
sonal work-identity and the cognitive processes of collective work-identity, re-
spectively, were used to form clusters, resulting in four emotional profiles of
personal work-identity and four cognitive profiles of collective work-identity,
respectively. Additionally, two multivariate analyses of variance were per-
formed to investigate: (1) effects of emotional profile (independent variable
with four levels, i.e., profiles) on cognitive processes (dependent variables) of
personal work-identity formation; (2) effects of cognitive profile (independent
variable with four levels i.e., profiles) on emotional processes (dependent var-
iables) of collective work-identity formation.
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Results
Study |

The results of Study I showed that personal, but not collective, work-identity
positively associated with self-determined work motivation, accounted for by
the emotion component of personal work-identity, after controlling for the four
potentially confounding variables.

Furthermore, the results showed that collective, but not personal, work-
identity positively associated with all four organizational pay justice dimen-
sions (procedural, distributive, interpersonal and informative pay justice), ac-
counted for by the cognitive component of collective work-identity (except for
the distributive dimension), after controlling for the four potentially confound-
ing variables.

Study Il

The results of Study 11 showed that emotional personal work-identity and cog-
nitive collective work-identity positively associated with general mental health
and negatively associated with exhaustion, after controlling for the six poten-
tially confounding variables. The reverse results were found for cognitive per-
sonal work-identity and emotional collective work-identity in that they nega-
tively associated with general mental health (although the effect of the emo-
tional collective work-identity was not significant) and positively associated
with exhaustion, after controlling for the six potentially confounding variables.

Study Il

The results of Study III showed that teachers’ psychological job demands (pro-
social extra role performance) mediated the positive relationships between
cognitive personal work-identity and emotional collective work-identity, re-
spectively, and exhaustion. By this, teachers’ cognitive personal work-identity
and emotional collective work-identity, respectively, positively predicted ex-
haustion indirectly via psychological job demands.

Furthermore, the results showed that teachers” psychological job resources
(educational inspiration) mediated the positive relationships between emo-
tional personal work-identity and cognitive collective work-identity, respec-
tively, and self-determined work motivation. By this, teachers” emotional per-
sonal work-identity and cognitive collective work-identity, respectively, posi-
tively predicted self-determined work motivation indirectly via psychological
job resources.

Study IV

The results of Study IV showed that, by variable-oriented analyses, emotional
processes (Familiarity, Missing, Bonding, Proudness and Emotional Agency),
in general, positively predicted cognitive processes (Coherence, Correspond-
ence, Mental Time, Reflection and Cognitive Agency) in the personal work-
identity formation, with the exception of Proudness that negatively, or not at
all, associated with the cognitive processes. Also, the results showed that the
cognitive processes (Incorporation, Identification and Assimilation) positively
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predicted emotional processes (Proudness, Esteem and Affective Commit-
ment) in the collective work-identity formation.

Furthermore, and by person-oriented analyses, the results showed effects
of the emotional profile on cognitive processes of personal work-identity.
More precisely, individuals with Profile 1 (“Strong and Consistent Emotion-
als”) and Profile 2 (“Strong but Moderate Inconsistent Emotionals™), respec-
tively, scored higher on the five cognitive processes of personal work-identity
compared to Profile 3 (“Moderate Strong and Moderate Consistent Emotion-
als”) and Profile 4 (“Moderate Strong but Moderate Inconsistent Emotionals™),
respectively.

The results also showed effects of the cognitive profile on emotional pro-
cesses of collective work-identity. More precisely, individuals with Profile 1
(“Strong and Consistent Identifiers™) scored highest, followed by Profile 2
(“Moderate Strong and Consistent Identifiers”), followed by Profile 3 (“Mod-
erate Weak and Moderate Inconsistent Identifiers”), followed by Profile 4
(“Weak but Consistent Identifiers™) on the three emotional processes of col-
lective work-identity.

Summary of results
The following four main results were obtained:

1. Personal work-identity positively predicted self-determined work motiva-
tion, accounted for by the emotion component, and collective work-identity
positively predicted organizational pay justice, accounted for by the cognition
component.

2. Emotional personal and cognitive collective work-identity, respectively,
positively predicted general mental health and negatively predicted exhaustion,
while cognitive personal and emotional collective work-identity, respectively,
negatively predicted general mental health and positively predicted exhaustion.

3. Teachers’ psychological job demands and resources played mediating roles
in the relation between emotional and cognitive personal and collective work-
identity, respectively, and teachers’ exhaustion problems and self-determined
work motivation, respectively.

4. Emotional processes positively predicted cognitive processes, and the emo-
tional profile showed effects on cognitive processes regarding the personal
work-identity formation. Also, cognitive processes positively predicted emo-
tional processes, and the cognitive profile showed effects on emotional pro-
cesses regarding the collective work-identity formation.
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General discussion

Work-identity predictions and formations are important given that the psycho-
logical bonding to work might be fundamental to us as individuals and social
beings, with implications for our work-related attitudes, behavior and mental
health. Accordingly, the aim of the present thesis was to investigate emotional
and cognitive personal and collective work-identity in predicting employees’
work-related motivation, organizational justice perceptions, general mental
health and exhaustion. Also to investigate if psychosocial working conditions
might explain some of these relationships. Additionally, the aim was to inves-
tigate emotion and cognition in formation of personal and collective work-
identity in order to gain more understanding of emotional and cognitive pro-
cesses, and individual profiles involved in work-identity formation.

Here, the above will be discussed, as well as an overall synthesis, theoretical
and practical implications, limitations and concluding remarks.

As previously noted, the conceptualization of “prediction” and “predict” in
this thesis does not imply a prediction in an absolute causal terminology but,
in a statistically/mathematical sense; implying a prediction of a criterion value
given a specific predictor value on a regression line.

Personal and collective work-identity predicts motivation
and justice at work

Personal, but not collective, work-identity positively predicted self-determined
work motivation (Study I). This finding may indicate personal work-identity
as a source of basic psychological need satisfaction at work. This is because
Self-Determination Theory suggests satisfaction of basic needs (competence,
relatedness and autonomy) as crucial for self-determined motivation (Deci &
Ryan, 2000; Van den Broeck et al., 2016, 2008).

The results of Study I are in accordance with “the identity-matching princi-
ple” (Ullrich et al., 2007) and “the notion of foci of identification and its asso-
ciated effects” (van Dick & Wagner, 2002; Riketta & van Dick, 2005; Olkko-
nen & Lipponen, 2006). These principles assert that when the level/focus of
identity (e.g., personal/occupation) matches the level/focus of outcome (e.g.,
personal/individual self-determined work motivation), the association will be
stronger compared to when level/focus of identity and outcome does not
match. For example, collective work-identity (collective level/organizational
focus) does not match self-determined work motivation (personal level/occu-
pational focus). Accordingly, these two constructs were not significantly re-
lated in Study I.

In Study I, collective, but not personal, work-identity positively predicted
organizational pay justice. This is also in line with “the identity-matching prin-
ciple” and “the notion of foci of identification and its associated effects”. This
is because both collective work-identity and organizational pay justice are cat-
egorized on a collective level/focusing on the work organization, while per-
sonal work-identity is not.
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Similar findings have previously been shown both with cross-sectional and
experimental data. These findings suggest that the collective self-concept is
(positively) associated with different organizational justice dimensions (see
Johnson et al., 2006).

In sum, the results of Study I extend “the identity matching principle” and
“the notion of foci of identification and its associated effects” by showing that
these principles not only apply to social work-identities (e.g., workgroup vs.
organization, see Riketta & van Dick, 2005), but also apply to personal vs.
collective work-identity.

Emotion and cognition in personal work-identity predict
work motivation, mental health and exhaustion

The results of Study I indicate that when employees experience stronger emo-
tions in their personal work bonding, they are also more self-determined work
motivated in terms of pure satisfaction and interest in their work. Additionally,
in Study II it was shown that stronger emotional personal work-identity asso-
ciated with increased mental health and decreased exhaustion.

Self-Determination Theory asserts that stronger self-determined motivation
may increase employees’ mental health and decrease their exhaustion (see
Ryan & Deci, 2017b; Ryan & Deci, 2000). Accordingly, self-determined work
motivation might play an explaining role in the relationships between employ-
ees’ emotional personal work bonding and mental health and exhaustion prob-
lems (see Crawford et al., 2010; Kuvaas, 2006; Simpson, 2009).

According to the Job Demands-Resource model (Crawford et al., 2010;
Schaufeli & Bakker, 2004), employees may experience less exhaustion prob-
lems due to increased work motivation. However, strong work motivation and
engagement may turn into over commitment, thereby increasing the risk of
exhaustion problems (Preckel et al., 2005; Van den Broeck et al., 2008).

The results of Study I and II are in line with an autobiographical memory
perspective on work-identity, suggesting that emotional attachment/belonging-
ness/closeness accounts for positive relationships with outcomes related to
well-being and mental health (Knez, 2016; Knez & Eliasson, 2017). In view
of this, “the storage of important information for the episodic memory will be
enhanced by the emotional context of that information” (Knez, 2014, p. 184-
185). Also, we have stronger memories for events that are emotionally pro-
cessed than those that are not (Knez, 2014; Knez & Eliasson, 2017). Accord-
ingly, by the emotional context and content of the work-related memories, the
corresponding emotional personal work-identity may promote our wellness at
work.

In Study II, it was found that cognitive personal work bonding negatively
related to general mental health and positively related to exhaustion. These re-
sults parallel findings of job-involvement as positively associated with exhaus-
tion (Donahue et al., 2012). Job-involvement implies intense but unintentional
rumination about ones work, i.e., a strong cognitive self-work bonding, which
may constitute a stressor for the employees that increases their exhaustion
problems (Frone & Russell, 1995; Stets & Burke 2000). The results of Study
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IT also parallel findings within clinical psychology where it has been shown
that repetitive and unintentional (negative) thoughts heighten responses to
stressful events in terms of increased depression and anxiety symptoms
(Ruscio et al., 2015).

Accordingly, it may be suggested that stronger cognitive personal work-
identification may heighten responses to stressful events at work with subse-
quent exhaustion problems. Also, and in line with the model of Effort-Reward
Imbalance, stronger cognitive personal work-identification might constitute a
mental effort (see Siegrist, 2002; 2008) that increases the risk of exhaustion
(Blom, 2012; Hinz et al., 2016).

Emotion and cognition in collective work-identity predict
organizational justice, mental health and exhaustion

Stronger emotional collective work-identity was associated with stronger ex-
haustion problems (Study II), which may relate to the concept of organization-
based self-esteem where the employees generate their self-esteem in connec-
tion with their organizational belongingness (Pierce & Gardner, 2004).
Stronger emotional bonding to the organization in terms of, e.g., organization-
based self-esteem, may make the employee more vulnerable to stress-related
factors in the organizational work setting, e.g., downsizing and work-related
overload, thereby increasing the risk of exhaustion problems.

Stronger cognitive bonding to the organization was associated with stronger
pay-related justice perceptions (Study I), better general mental health and
lower exhaustion (Study II). Accordingly, the present thesis extends
knowledge concerning health-related effects of organizational identity by
showing that organizational work-identity, as positively related to well-being,
mental health, and negatively related to mental health problems, is accounted
for by cognitive rather than emotional collective work bonding (see Jetten et
al., 2012; Haslam et al., 2009a for reviews). This is in accordance with the
predominant theoretical frameworks on organizational identity: social identity
theory (e.g., Ashforth & Mael, 1989; Tajfel & Turner, 1986) and self-catego-
rization theory (Turner et al., 1987). These theoretical accounts emphasize col-
lective work identity as more of a cognitive structure (Harquail & King, 2003),
with perception of belongingness to an organization as the essence of organi-
zational identity.

Finally, organizational justice has shown positive associations with well-
being and mental health, and in Study I, cognitive collective work-identity pos-
itively associated with organizational pay justice. Therefore, it may be as-
sumed that organizational justice perceptions explains to some extent the pos-
itive association, reported in Study II, between employees’ cognitive collective
work bonding and mental health. This was not investigated in the present the-
sis. However, a mediating role of organizational justice has been indicated in
previous research (see Greenberg, 2010; Ndjaboué et al., 2012; Piccoli & De
Witte, 2015; Robbins et al., 2012).
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Work-identity predictions of mental health: a questioning

The results of Study II may question previous findings that stronger work-
identity in general implies better mental health and less exhaustion (e.g., Ed-
wards & Dirette, 2010; Haslam et al., 2009a; Jetten et al., 2012; Steffens et al.,
2016). In Study II it was shown that such relationships might be reversed ac-
counted for by the emotion and cognition component of personal and collective
work-identity, respectively. Thus, there is a need to differentiate between emo-
tional and cognitive personal and collective work-identity, respectively, when
investigating health related predictions of work-identity.

Mediating roles of teachers’ psychological job demands
and resources

The results of Study III showed mediating roles of teachers’ psychological job
demands and resources. This is in line with the Job Demands-Resource model
(Demerouti et al., 2001) which asserts that strenuous psychological job de-
mands positively associate with adverse mental health, such as, burnout and/or
exhaustion, while favorable psychosocial working conditions, such as, psycho-
logical job resources positively associate with engagement and motivation at
work (Bakker & Demerouti, 2008; Bakker et al., 2014; Demerouti et al., 2001).

In view of Study III, teachers’ prosocial extra-role performances might be
regarded as a stressful psychological job demand with a dark side in terms of
increased exhaustion problems (see Bolino et al., 2010; 2013; Vigoda-Gadot,
2007). However, in studies on extra-role performance as promoting mental
health (Lam et al., 2016; Simbula, & Guglielmi, 2013) extra-role performance
might not have been operationalized in terms of prosocial emotionally de-
manding social interactions. This may explain why such extra-role perfor-
mance has not been experienced as stressful and accordingly, not associated
with adverse mental health. Also, extra-role performance experienced as more
or less voluntary, might affect to what extent it has health-promoting effects
(see Bolino et al., 2010; 2013; Vigoda-Gadot, 2007).

Additionally, teachers’ educational inspiration might be regarded as a psy-
chological job resource promoting self-determined work motivation. In ac-
cordance with Self-Determination Theory (Ryan & Deci, 2000), experiences
of educational inspiration, as an intrinsic goal, may facilitate basic need satis-
faction of autonomy, belongingness and competence, thereby increasing teach-
ers’ self-determined work motivation. In addition, it may increase their work-
related well-being and satisfaction (see Bjorklund et al., 2013).

Teachers’ psychological job demands and resources are crucial predictors
of adverse mental health and motivation at work, respectively (Hakanen et al.,
20006). The present thesis suggests that such working conditions are also medi-
ating factors between the individual teacher (work-identity) and his/her ex-
haustion problems and work motivation. This is of importance regarding ante-
cedents and effects of teachers’ social and organizational working conditions
and their relation to mental health and well-being at work (see e.g. Gray et al.,
2017; Hakanen et al., 2006 Mojsa-Kaja et al., 2015).
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Emotion and cognition in work-identity formations

In Studies I-11I, emotion and cognition were shown to play different roles in
personal and collective work-identity predictions of work- and health-related
outcomes. To shed light on such relationships, understanding of emotion and
cognition in the formation of personal and collective work-identity (Study 1V)
may be of importance. This is because there may be an interplay between work-
related identity formations and psychosocial and organizational working con-
ditions in relation to one’s motivation, justice perceptions and mental health at
work (for overviews see Gioia et al., 2013; Knez, 2016; Xenikou, 2014).

An autobiographical memory perspective on work-identity formation sug-
gests that the emotion component temporally precedes and affects the cogni-
tion component. Such results have been empirically demonstrated regarding
formation of place-related identity, a concept closely connected to work-iden-
tity (see Knez, 2014; 2016; Knez & Eliasson, 2017; Knez et al., 2018a; b). The
results of Study IV are in line with this, indicating that emotional processes
positively predict cognitive processes (variable-oriented analyses) and that
emotional profile has effects on cognitive processes (person-oriented analyses)
of personal work-identity.

According to a social identity perspective (e.g., Ashforth & Mael, 1989;
Hogg, 2012; van Dick et al., 2004), the cognitive processes, compared with
emotional processes, are suggested to precede temporally in the formation of
collective work-identity. In line with this, the results of Study IV indicate that
cognitive processes positively predict emotional processes (variable-oriented
analyses) and that cognitive profile has effects on emotional processes (person-
oriented analyses) of collective work-identity.

By a combination of a variable and person-oriented analysis, one may attain
important information about the contribution of the different and separate psy-
chological processes involved, as well as the contribution of individual com-
binations/ profiles of such processes, in the formation of employees’ work-
identity (see Bergman, 2000; Bergman, et al., 2000; Magnusson, 2000).

Work-identity organizes personal experiences and knowledge in the context
of occupational work across time, where time is suggested as one of the main
constituents of human experiences and knowledge acquisition, thereby pre-
suming processes in work-identity formation in a causal relationship. Accord-
ing to an autobiographical memory perspective on work-identity formation,
time (in employment) affects emotional attachment/belonging/closeness to the
work that in turn affects cognitive processing of that work. This implies a tem-
poral dimension in the work-identity formation process (for model overviews
see Knez, 2014; 2016; Knez et al., 2019). Also, from a social identity perspec-
tive, it has been shown that time in an organization is one crucial predictor of
the formation of collective work-identity (see Haslam & Ellemers, 2011; van
Dick et al., 2004; Riketta, 2005). Here, time in the organization may affect to
what extent the organization is incorporated and assimilated in the collective
self, which in turn may activate organizational proudness, esteem and commit-
ment, i.e. emotional identification with the organization.
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Given these theoretical frameworks of work-identity formations, it might
be tentatively assumed that the results of Study IV show not just cross-sec-
tional associations but also may indicate causal relations along a temporal di-
mension regarding the role of emotion and cognition in the formation of per-
sonal and collective work-identity. In Study IV, data were reported on the mo-
mentary set up of work-identity in individuals with a mean employment time
of 14 years. This means that work-identity formation was investigated relative
to the period of employment, suggesting that the longer the employment time
the more the momentary set up of work-identity will correspond to the work-
identity formation measured across time. Accordingly, the present thesis sug-
gests how work-identity formation may develop across the employment.

It might also be suggested that personal and collective work-identity for-
mation to some extent varies between individuals due to their emotional profile
in personal work-identity and their cognitive profile in collective work-iden-
tity.

Theoretical implications
In sum, the theoretical implications of the results obtained are:

1. In personal work-identity predictions, the emotion component positively ac-
counts for the magnitude in work motivation and general mental health, and
negatively accounts for the magnitude in exhaustion. The cognition component
of personal work-identity accounts for the magnitude in these outcomes in re-
verse directions.

2. In collective work-identity predictions, the cognition component positively
accounts for the magnitude in organizational pay justice and general mental
health, and negatively accounts for the magnitude in exhaustion. The emotion
component of collective work-identity accounts for the magnitude in these out-
comes in reverse directions.

3. In particular, these findings suggest that work motivation, organizational
pay justice, general mental health and exhaustion may vary symmetrically
across the: (1) Type of person-work bonding (personal vs. collective work-
identity); and (2) Type of psychological component (emotion vs. cognition)
involved in personal and collective work-identity.

4. Teachers’ psychosocial working conditions in terms of psychological job
demands and resources might explain partly some of the associations men-
tioned above.

5. Finally, emotion and cognition might play symmetrically different roles in
the personal and collective work-identity formation.
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A synthesis of the person-work bonding in a context of
occupational mental health

Based on the present thesis, one may suggest a tentative synthesis concerning
work-identity formations and predictions in a context of occupational mental
health, (see Figure 3 for an overview; and Figure 1 above for a detailed struc-
ture of the work-identity, its levels, components and processes).

In the personal work-identity formation, work-related emotion may consti-
tute the psychological basis of work-related cognition. Additionally, work-re-
lated emotion may provide for increased work-motivation, mental health and
decreased exhaustion problems. Work-related cognition may entail increasing
exhaustion problems and decreasing mental health.

In collective work-identity formation, organizational cognition may consti-
tute the psychological basis of organizational emotion. Additionally, organiza-
tional cognition may provide for increasing work-motivation, perceptions of
organizational justice, mental health and decreasing exhaustion problems.
However, organizational emotion may entail increasing exhaustion problems.

In terms of psychological job distress as a summarizing concept, prosocial
extra-role performances may constitute a psychological job demand, partly ex-
plaining the positive relationships between the individual (work-related cogni-
tion and organizational emotion) and adverse mental health.

In terms of work-related wellness as a summarizing concept, occupational
inspiration may constitute a psychological job resource, partly explaining the
positive relationships between the individual (work-related emotion and organ-
izational cognition) and work motivation and mental health.

Practical implications

From the perspectives of employees and employers, it is of interest to formu-
late some practical implications of the results obtained, both at the individual
and organizational level (see Lloyd, Bond, & Flaxman, 2016; van der Klink et
al.,2001). Knowledge of emotional and cognitive processes involved in work-
identity formation may be useful in order to understand, and sometimes mod-
ify, unhealthy feeling and thinking in the psychological linkage between the
employee and his/her occupational work/organization (see Klein et al., 2004;
Knez, 2014; 2016). Here, interventions may promote the advantage of stronger
feeling and reduce the disadvantage of stronger thinking in employees’ per-
sonal work bonding. Such interventions should also promote the advantage of
stronger thinking and reduce the disadvantage of stronger feeling in employ-
ees’ collective work bonding. This might enhance employees’ work-related
motivation, justice perception and mental health, and may reduce the risk of
exhaustion problems.
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Teachers’ educational inspiration may constitute a psychological job resource
and therefore it should be promoted to enhance self-determined motivation and
mental health at work. However, teachers’ prosocial extra role performances
may constitute a psychological job demand that increases adverse mental
health. Prosocial extra role performances may be reduced by, for example,
more clear cut and explicit work descriptions and expectations of role vs. extra
role performances within the national educational system’s programs (see
Klusmann et al., 2008; Lei et al., 2012; Somech, 2016). By this, teachers may
increase their knowledge of what performance should and should not be ex-
pected of them in their work role. Such revised work descriptions may reduce
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teachers’ prosocial extra role performances before they become too demand-
ing. Also, interventions focusing on psychological job demands and resources
may increase the sense of self-efficacy and job control, thereby decreasing
teachers’ burnout and exhaustion problems (Siu et al., 2014; Skaalvik &
Skaalvik, 2007; Zoknierczyk-Zreda, 2005). A decrease in teachers’ exhaustion
problems is of importance due to their high prevalence of burnout and exhaus-
tion problems (see Hakanen et al., 2006; Hallsten et al., 2002). In addition,
those teachers exhibiting stronger enthusiasm and intrinsic motivation and a
lesser degree of exhaustion may mobilize interest, energy and curiosity among
pupils (Patrick et al., 2000), and mobilize their own ability to provide adequate
teaching and achieve educational goals (see Hakanen et al., 2006).

Insights into emotional and cognitive processes involved in work-identity
formation may be of some value also in the context of organizational change,
which involves role identity transitions that may imply changing or differenti-
ation in work roles (see Ashforth, 2001; Oreg et al., 2013; Stets & Burke,
2000). Organizational change has been shown to challenge, and be challenged,
by a strong work-identity and it may be difficult to force a change in work-
identity. Reorganization and transitions of work roles during organizational
changes may imply a psychological break up of prevailing work-identities as
well as re-formation of new work-identities, entailing the individual employee
experiencing a loss of control, thereby increasing his/her stress-reactions
(Drzensky & Van Dick, 2013). In view of this, emotional and cognitive work-
identity processes and profiles may have implications for how the individual
employee is affected by the organizational change and for his/her adaption in
its aftermath. Also, insights into, and re-formations of emotion and cognition
in work-identity may enhance the fit between the individual employee (work-
identity profile) and occupational work during and after an organizational
change. This may enhance organizational effectiveness as well as employees’
well-being and mental health (for similar views and practices, see Pellegrini et
al., 2018; Zappal et al., 2019).

More precisely, such interventions as mentioned above may include
adapted application of Cognitive Behavioral Therapy sessions (CBT: see Co-
rey, 2009) as one treatment condition, Acceptance Commitment Therapy ses-
sions (ACT: see Hayes et al., 2012) as another treatment condition and one or
several control groups. In the treatment groups, the participants may be helped
to understand, handle and modify thoughts, feelings and behavioral strategies
of relevance for their personal and collective work-identity as well as for their
occupational inspiration, extra role performances and stress-triggering percep-
tions of their occupational work. Also, pre- and post-interventional measures
of the constructs of relevance should be included in such interventions [see van
Dierendonck et al. (1998) for a similar intervention related to effects of organ-
izational (in-)justice perceptions on burnout].

Considerations and limitations

To large extent, the present thesis rests on the concepts of personal and collec-
tive work-identity, comprehensively accounted for by previous theoretical and
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empirical studies. In general, the present results were in line with these theo-
retical and empirical accounts and additionally, the results were not affected
by potentially confounding (demographical) variables. These aspects may be
considered as strengths of the present thesis. However, it is also necessary to
mention some limitations.

The results of the present thesis were based on cross-sectional data, thus
lacking random assignment to intervention groups or experimental conditions.
This means that it is not possible to draw definite conclusions about causation.
To draw conclusions about causation one should use experimental designs, alt-
hough they are associated with limitations regarding the ecological validity of
the findings, which is of particular relevance in research fields like health and
organizational/work psychology and occupational health sciences. Although
an experimental design seems to be the best way to unravel causal relation-
ships, one may use such a design in many natural settings without having full
experimental control over every potential confounder (see Knez, et al., 2018a;
2019 for this type of argument). This is also the case in the use of longitudinal
designs.

The response rate of 26% might be regarded as quite low, reducing the op-
portunities for more general conclusions. However, nearly 800 participants
participated in the present study, which is sufficient for the statistics used
(Tabachnick & Fidell, 2012). Of relevance is the representativeness of the sam-
ple in relation to the Swedish working population in general. This also relates
to the question of systematic falling off in the participant recruitment, which
was hard to estimate due to lack of information about the non-respondents.

However, concerning demographical data, the present sample (N= 768)
matched the comparison sample of Swedish teachers (N= 133 741), thereby
indicating the participants of the present thesis as representative for Swedish
teachers.

Since the sample consisted of only teachers this may limit general conclu-
sions about employees’ work-identity in relation to their work-motivation, per-
ceived pay justice, general mental health and exhaustion. However, the hy-
potheses in the present thesis were based on theoretical accounts and previous
empirical findings of general associations between the current constructs. The
results obtained showed themselves to be congruent with these standpoints.
Also, the constructs of personal and collective work identity were measured at
levels of certain emotional and cognitive psychological processes. These pro-
cesses have been shown to be fundamental for the general human ability of
psychological (work-)identification (see Hogg & Terry, 2000; Knez, 2014;
2016; van Knippenberg & Sleebos, 2006). Thereby the results of the present
thesis may be tentatively assumed as general and not to a large extent affected
by the sample size or the use of a teacher sample.

Regarding the use of a teacher sample, no specific educational- and/or
school-related factors were included in the analyses as the aim was to investi-
gate general relationships between the phenomena involved, exemplified by a
sample of teachers (see Knez, et al., 2018a for this type of argument).

Another potential limitation might be the operationalization of psychologi-
cal job demands and resources that was limited to teachers’ prosocial extra role
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performance and educational inspiration, respectively. However, the aim of
Study III was to investigate specifically the mediating role of teachers’ psy-
chological working conditions of which prosocial extra role performance has
been shown to be a crucial psychological demand (see e.g., Bolino et al., 2013;
Gray et al., 2017; Santavirta et al, 2007). Concerning educational inspiration
as a psychological job resource, one may ask if this construct constitutes a job
or a personal resource. While personal resources refer to general beliefs, e.g.,
optimism and self-efficacy (Bakker & Demerouti, 2017), job resources specif-
ically refer to the job situation; and therefore educational inspiration may be
regarded as a job resource for teachers (see e.g. Bakker & Demerouti, 2008;
Choochom, 2016).

Another potential limitation might be the lack of formal validation of the
personal work-identity (PWI) measure (including emotion and cognition com-
ponents). This may question the validity and reliability of this instrument.
However, as previously stated (see Measure section), acceptable construct va-
lidity was shown for the PWI-scale by a confirmatory factor analysis (see
Byrne, 2016), including a second-order factor representing a general personal
work-identity construct, with cognition and emotion components as first-order
factors. Also, the scale of general PWI as well as its emotion and cognition
components showed satisfying internal consistency in terms of Cronbach al-
phas (). Additionally, in the PWI-scale, each item denotes a certain self-re-
lated process. Thus, the scale in total denotes ten specific self-related pro-
cesses, which are comprehensively supported by previous theoretical and em-
pirical accounts as crucial autobiographical memory processes. These autobi-
ographical memory processes are of importance in the psychological (work-)
identity formation (see e.g. Klein et al., 2004; Klein & Nichols, 2012; Knez,
2014; 2016).

Finally, the use of self-reported data may run the risk of recall bias as well
as that of being affected by the participants’ attitude towards the current phe-
nomena. The participants may also give socially accepted or their own ideal
responses in self-reporting measures. However, it seems difficult to measure
employees’ perceptions of such constructs as those in the present thesis without
using self-reported data. Additionally, it has been shown that similar results of,
e.g., working conditions, may be obtained regardless of whether one uses self-
reported data or data measured by external assessments (see Harenstam et al.,
2003).

Concluding remarks and future research

The present thesis contributes to the understanding of how emotional and cog-
nitive bonding to occupational work may predict work- and health-related out-
comes and how some of these relationships may be accounted for by psycho-
logical job demands and resources.

The present thesis is in line with the general notion of occupational work
being important for who we are and how self-concepts in terms of work-iden-
tities may predict outcomes of importance, both for employees and organiza-
tions.
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The present thesis shows a less bright side of work-identity. It may be a
disadvantage to identify oneself with occupational work by stronger thinking
in personal work bonding and by stronger feeling in collective work bonding,
respectively. These aspects of work-identity were associated with worse gen-
eral mental health and increased exhaustion problems. This is of importance
given the high prevalence of exhaustion problems among teachers.

The present thesis also points to some bright sides of work-identity. It may
be an advantage to identify oneself with occupational work by stronger feeling
in personal work bonding and stronger thinking in collective work bonding,
respectively. These aspects of work-identity were associated with stronger
work motivation, organizational justice perceptions, general mental health and
lower degree of exhaustion problems.

For teachers it might be a disadvantage to engage in prosocial extra-role
performance because such a psychological job demand was related positively,
for the individual teacher (work-identification), to exhaustion problems. How-
ever, for teachers it might be an advantage to have access to strong educational
inspiration because such a psychological job resource was related positively,
for the individual teacher (work-identification), to self-determined motivation
at work. Similar suggestions may probably also apply to other occupational
groups than teachers.

Thus, by its dark and bright sides, work-identity may constitute a “double-
edged sword” in relation to work- and health-related outcomes.

A deeper understanding of work-identity and its effects may also be en-
hanced by insights into the emotional and cognitive processes involved in per-
sonal and collective work-identity formation. It may be suggested that the re-
lation between emotion and cognition in work-identity may vary between in-
dividuals due to their profile in emotional personal and cognitive collective
work bonding. To grasp such a complexity of work-identity, future research
should involve both personal and social theory perspectives as well as analyses
at different levels (variable- and person-oriented).

For future research, the use of longitudinal or even experimental designs
might be suggested to unveil associations in time and causal effects of work-
identity as well as causation in the formation of work-identity over time. To
strengthen the opportunities for generalizations, it would be of value to use
samples other than teachers. Additionally, it would be of importance to inves-
tigate emotion and cognition components of personal and collective work-
identity in relation to other work- and health-related outcomes, such as sick-
ness absenteeism and presenteeism, work-family conflict, perception of differ-
ent working conditions, e.g., effort-reward imbalance and different job de-
mands and resources. Finally, one might introduce these alternative outcomes
as mediating or moderating variables in the relation between levels, compo-
nents and/or processes of work-identity, and different outcomes, in order to
shed more light on work-identity effects.
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