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Abstract— Non cognitive intelligences are currently
drawing the attention of researchers. The role of these
intelligences is remarkable especially within the
workplace. This study examines the influence of
spiritual and emotional intelligences on the
organizational commitment among a Tunisian university
staff. 54 employees were surveyed through a
questionnaire composed of: King’s (2008) spiritual
intelligence scale (SISRI 24), the Wong and Law’s (2002)
emotional intelligence scale (WLEIS) and the Meyer et
al.’s (1993) six-item scales of affective, continuance and
normative commitment. Using Pearson correlation
coefficient and linear regression analysis, the results
revealed the positive impact of spiritual and emotional
intelligences, separately, on the organizational
commitment. Furthermore, a strong relationship
between spiritual and emotional intelligences was

discovered and the impact of both abilities’ combination
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was found to significantly affect the organizational

commitment.
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l. INTRODUCTION

Decision making is never fully rational nor fully irrational
[34] and cognition is constantly subjected to emotional and
spiritual influences ([19] [42]. The spiritual and emotional
abilities will take the charge once rationality has no addition
to offer, especially in times of ambiguity and crisis.

Accordingly, spiritual intelligence is “the ability to apply
and embody spiritual resources and qualities to enhance
daily functioning and wellbeing” [2, p.2], whereas emotional
intelligence is “the ability to monitor one's own and others'
feelings and emotions, to discriminate among them and to
use this information to guide one's thinking and actions”
[30, p. 189].

It might seem odd for the majority of management
theorists and practitioners to link the organization and the
work environment with philosophical issues such as
discerning one’s greater purpose in life and feeling the urge
to connect to others and to a higher power. Yet all of these
feelings and spiritual needs constitute a greater part of
individuals’ lives, personalities and thinking processes.

Nevertheless, knowing the true self of the employees
assists in clarifying their ideological orientations and
tolerance towards others’ differences [40].

In addition, understanding their spiritual capacities and
emotional stability and abilities would give managers the
opportunity not only to boost the organization’s
performance and increase its success rates; but also it would
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help them to be truly beneficial for the social environment
[19, 3, 20]. Therefore, it is fundamental for managers to
consider the philosophical aspects of dealing with
employees as human resources. It is not sufficient today to
consider only rational and cognitive dimensions of a person.
It is useful to think about spirituality and emotion within
organizations in order to ensure a brighter future for them
and for the society as a whole [40].

Even though spiritual and emotional dimensions seem to
be influential in business and human resources management
field, there is a noticeable lack of academic research
investigating these philosophical issues within the
workplace.

Therefore, this paper aims to explain the role of these two
non-cognitive intelligences (spiritual and emotional
intelligences) [11] in the organizational behavior tendencies
and specifically their impact on employees’ commitment to
their organizations.

It is important to point out that being spiritually and
emotionally intelligent will help the cognition in the
decision making process, will enhance organizational
behavior and will help clearing the view in times of crisis
[22, 3]

On the other hand, the interest in organizational
commitment among university staff comes from a belief that
a successful organizational administration has the ability to
enhance the education quality within university.

1. LITERATURE REVIEW AND HYPOTHESIS
DEVELOPMENT
A. SPIRITUAL INTELLIGENCE (SI)

Spiritual intelligence is the ability to understand deeply
the existential questions, to have an insightful consciousness
and a great awareness of the physical and non physical
matters in life [39].

According to King [22], p.56, spiritual intelligence is “a
set of mental capacities which contribute to the awareness,
integration, and adaptive application of the nonmaterial and
transcendent aspects of one’s existence, leading to such
outcomes as deep existential reflection, enhancement of
meaning, recognition of a transcendent self, and mastery of
spiritual states”. King [22] identified four components
forming the spiritual intelligence:

e Critical existential thinking (CET): capacity to
critically contemplate existential and
metaphysical issues;

e Personal meaning production (PMP): the ability
to construct personal meaning and purpose in all
physical and mental experiences, including the
capacity to create and master a life purpose;

e Transcendental awareness (TA): the capacity to
identify transcendent dimensions of the self, of
others, and of the physical world during the
normal, waking state of consciousness;

e Conscious state expansion (CSE): the ability to
enter and exit higher/spiritual states of
consciousness at one’s own discretion.

According to previous research, cultivating these qualities
would enhance the ability to use the whole brain properly, to
find meaning and sense of purpose and to solve problems in
times of chaos [42].

Spiritual intelligence concerns embracing deeper
meanings, accessing higher states of awareness and
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connectedness, expressing ultimate concerns and solving
problems using spiritual abilities such as openness and
transcendence. It is defined as “the intelligence with which
we access our deepest meanings, values, purposes, and
highest motivations” [42, p.3].

Exploring employees’ spiritual intelligence will provide
an asset for the organizational performance [42]. Spiritual
intelligence was found to help in the personal growth of the
employees [20]. Hence, the moral values that this
intelligence carries, assists in increasing the commitment
level within the workplace.

Spiritual intelligence is the ability to connect oneself to
the transpersonal, to others, to earth and all being. This
connection implies inspiration to the soul, clarity of mind
and openness of the heart. Therefore, being spiritually
intelligent involves being open to change [4], learning from
mistakes [42], feeling calm and collected in time of crisis
and chaos [18, 4], solving problems and coping with the
circumstances through spirituality [14].

B. EMOTIONAL INTELLIGENCE (El)

Salovey and Mayer [30, p. 189] consider emotional
intelligence as the “ability to monitor one's own and others'
feelings and emotions, to discriminate among them and to
use this information to guide one's thinking and actions”.

Emotional intelligence would help in problem solving in
a creative innovative ways [30]. Hence, emotionally skilful
individuals will employ affection in overcoming obstacles
and adopt more adequate motivated behaviour towards risky
challenging situations. In fact, emotionally intelligent
people tend to understand and express their own feelings,
detect and recognize emotions among others and are able to
regulate these affective states.

Scholars [24] distinguish two types of emotional
intelligence models: mixed models and ability models.

Ability models [e.g. 30, 41] focus on emotions as a core
component and on mental abilities resulting from the
interaction of these emotions with cognition and thought,
while mixed models [e.g. 19, 7] consider emotional
intelligence as a combination of these abilities with other
personality attributes such as motivation and states of
consciousness [24]. In this paper, emotional intelligence is
considered as an ability rather than a personality trait.

Wong and Law [41] presented a validated and tested
empirical model inspired by Salovey and Mayer’s studies
[30]. Wong and Law [41] defined emotional intelligence
through four dimensions which are:

Self emotion appraisal (SEA)
Others emotion appraisal (OEA)
Regulation of emotion (ROE)
Use of emotion (UOE)

Accordingly [10], including emotional intelligence in the
workplace is essential; mainly because emotional
competencies are crucial for effective performance, success
and maintaining motivation at work, in addition to the fact
that individuals spend most of their waking hours working.
Hence, emotional competencies will enhance productivity,
career advancement yet also physical and psychological well
being. Besides, employers already have the means to
intervene and boost social and emotional learning which
seems beneficial for the organizations and its employees
[10].
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Accordingly [1], emotionally intelligent employees tend
to be optimistic and resilient. They are able to deal with
conflict and frustration in the work place and find solutions
rather than spending time on faultfinding and blaming the
organization. Manifesting positive emotions towards
negative situations would reinforce satisfaction with the
occupation and consequently improve the commitment
attitude among co-workers.

According to scholars [39, 40] spiritual and emotional
intelligences are related. Wigglesworth [40] confirms the
existence of a mutual influence between spiritual and
emotional intelligences. She considers self awareness and
empathy as a foundation to spiritual development which will
enhance one’s emotional skills. Besides, interpersonal and
intrapersonal skills are part of spiritual competencies [39].
Hence, spiritual and emotional quotients will prop each
other.

Additionally, George [18] considers the self as the source
of all emotions. In fact, self consciousness assists in
exploring one’s needs and feelings which is necessary for
understanding others’ emotions and acting based on their
emotional states.

Accordingly [11], emotional intelligence and spiritual
intelligence are complementary non-cognitive abilities and
combining them has a positive impact on the organization
since it decreases turnover rates and enhances productivity
and teamwork.

C. ORGANIZATIONAL COMMITMENT (OC)

Meyer and Allen [27, p.67] define organizational
commitment as a “psychological state that has at least three
separable components reflecting a desire (affective
commitment), a need (continuance commitment), and an
obligation (normative commitment) to maintain employment
in an organization”.

Understanding organizational commitment is very
important to predict employees’ behaviour and performance.
Commitment is developed when employees strongly believe
in and agree with the organization's aims, are willing to
exert considerable effort in order to participate in the
achievement of the organizational success, and show a
desire to be a part of this organization.

The Three Dimensional Theory [26] is the most common
approach used by researchers in the field of organizational
commitment. They identified three organizational
commitment dimensions: affective (AC), continuous (CC)
and normative commitment (NC).

Affective commitment stands for the emotional affiliation
and involvement with the organization that employees
exhibit once they’re associated to it, and the desire to
maintain their membership which provides them with a
feeling of comfort and personal competence [27].

As for continuance commitment, it is what has been
identified as a result of side bets [8]. It stems from the need
to belong and to be a part of the organization in addition to
the awareness of the costs of leaving. These costs are
associated with losing time or effort, privileges and benefits
given through the job [27]. In fact, employees, through their
participation in social organizations, deliberately involve
extraneous investments in the job they are engaged
in .Consequently, these investments - or side bets — enable
the existence of commitment. Thus, side bets constrain
employees’ behaviour in the process of conforming to the
organizational system’s requirements. Accordingly [8], the
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decision of quitting the job is directly linked to the
individual’s commitment.

On the other hand, normative commitment is the sense of
obligation to remain a part of an organization, resulting from
the internalization of exerted normative pressures to have a
job, a debt owed through significant costs in providing
employment or loyalty to the organization due to providing
“rewards in advance” such as paying for college tuition [25,
27]

Kalantarkousheh et al. [20] studied the role of spiritual
intelligence on organizational commitment in the context of
universities’ staff. The findings indicate that the higher
spiritual intelligence was, the higher the organizational
commitment among the employees will be.

In addition, a correlation exists between spiritual
intelligence and both the continuous and normative
subscales of organizational commitment, whereas the
hypothesis about the existence of a meaningful relation
between spiritual intelligence and the affective subscale was
rejected.

This study also revealed that the amount of spiritual
intelligence and organizational commitment was higher for
males than for females. Accordingly to [20], spiritual
intelligence helps in the personal growth of the employees.
Additionally, the moral values that this intelligence carries,
assists in increasing the commitment level within the
workplace.

On the other hand, study investigated the relationship
between emotional intelligence and organizational
commitment of college teachers in the Pakistani context
[32]. Results demonstrated positive and significant
correlation between emotional intelligence and overall
teachers’ organizational commitment. The impact of
emotional intelligence is significant and moderately positive
on both affective and normative components of
organizational commitment yet it was not the case for the
third component.

Emotional intelligence had a weaker effect on the
continuance commitment of teachers which could be
explained by the fact that continuance commitment applies
the interest in material gains and future investments that the
organization has to offer, where rational thinking usually
interferes more than emotions.

Furthermore, scholars [31] examined the impact of
emotional and spiritual intelligences on organizational
commitment and job satisfaction. Results showed that
spiritual intelligence directly and significantly affects
organizational commitment and job satisfaction. Emotional
intelligence has also direct effects on job satisfaction and
organizational commitment. Scholars recommend for
companies who seek enhancing their staff performance to
improve the spiritual climate in the workplace through
training of emotional intelligence and spiritual intelligence.

All the above studies have provided sufficient
information to form the following hypotheses:

H1: There exists a positive and significant effect of
spiritual intelligence on organizational commitment.

H2: There exists a positive and significant effect of
emotional intelligence on organizational commitment.

H3: There exists a positive and significant correlation
between spiritual intelligence and emotional intelligence.

H4: The link between spiritual intelligence and emotional
intelligence  positively  and  significantly  affects
organizational commitment.
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Ill.  RESEARCH METHOD

The target population of this research is the staff of
Tunisian universities. Using the clusters sampling method
[9, 13, 37], the staff of the “Faculty of letters, arts and
humanities of Manouba”, was chosen as the research
representative sample. The size of this sample was 61
administrative employees. Only 54 of the responded and
collected questionnaires were fully and properly answered
and thus usable.

Data collection was carried out using pre-existing
questionnaires to assess the different constructs in question
since this method provides well-prepared instruments and
prevents wasting time on developing a new survey while
there are already developed, tested and validated
questionnaires. These instruments are:

e The SISRI 24: [22] spiritual intelligence self-
report inventory where spiritual intelligence
levels vary between 0 and 96;

e The WLEIS: [41] emotional intelligence scale
where emotional intelligence levels vary
between 16 and 112.

e The Meyer et al’s [26] six-item scales of
affective, continuance and normative
commitment where the total organizational
commitment score varies between 18 and 126.

Subsequently, a reliability test was performed. Results
reveal that, spiritual intelligence scale has a Cronbach’s
alpha equal to 0.9, the emotional intelligence scale has a
Cronbach’s alpha equal to 0.888, and the organizational
commitment scale has a Cronbach’s alpha equal to 0.891.
The reliability of the three instruments is confirmed.

Findings are detailed in the following table 1.
Table 2: Reliability Test Results

Cronb | Num | Scores
Scale ach's | ber i
Alpha | of mi | ma
item | N X
s
Critical existential thinking | 0,709 | 7 0 28
Transcendental awareness 0,737 |7 0 28
Conscious state expansion 0,863 | 5 0 20
Personal meaning 0835 |5 0 20
production '
Total spiritual intelligence 0,900 | 24 0 96
Self emotions appraisal 0,792 | 4 4 28
Others emotions appraisal 0,797 | 4 4 28
Regulation of emotions 0,809 | 4 4 28
Use of emotions 0932 |4 4 28

Total emotional intelligence | 0,888 16 16 | 112

Affective commitment 0822 |6 6 42
Continuance commitment 0811 |6 6 42
Normative commitment 0,891 |6 6 42
Total _ organizational 0,891 18 18 | 126
commitment

(AVA RESULTS

Before testing the hypotheses and analyzing data, a
description of the sample’s characteristics must be set.
Hence, analysis revealed that the majority of employees are
women (57.4%). Most of the respondents were between 41

CopyrightIPCO-201"
ISSN2356-5608

and 55 years old (55.6% of the sample). The following table
2 summarizes these findings.

Table 3: Means of Spiritual Intelligence, Emotional Intelligence and
Organizational Commitment per Category

Categories N |Percent | Total |Total | Total
ages % | Sl El ocC
Gender | Male 23 42,6 78,7 94,17 |104,78
Female 31 |574 81,68 |100,39 |107,42
Age Between 25 and 40 |17 |31,5 7747 194,88 |101,94
Between 41 and 55 | 30 | 55,6 81,1 98,27 106,57
More than 55 7 13 84,57 102,43 |115,71
Years Less than 5 years 8 14,8 74,63 80,38 89,5
of Between5and 15 |16 |29,6 79,19 |97,69 |105,56
work Between 16 and 25 |16 | 29,6 78,81 100,06 |108
Between 26 and 35 |10 | 18,5 87,8 1053 |[111,9
More than 35 year |4 7.4 84,75 1045 |122
Total 54 | 100 80,41 |97,74 |106,3

According to the previous table, women scored higher
than men in spiritual and emotional intelligences, along with
organizational commitment. Also age and experience seem
to increase the levels of these three constructs among this
university’s staff.

The current research employs Pearson correlation tests in
all the hypotheses analysis to make sure of the existence of a
relationship between the constructs before using regression
to test their independence relationships. The analysis starts
with testing the first hypothesis.

H1: There exists a positive and significant effect of
spiritual intelligence on organizational commitment.

Table 4: Correlations between Spiritual Intelligence,
Organizational Commitment and their Subscales: Pearson
Correlation coefficient (R)

Tot
Total al
CET |PMP |CSE |TA |SI AC |NC [CC |OC
CE|R |1
T |Si
g |.
PM|R 0,367
P wx 1
Si
g. 10,006 |.
CS |R | 0,565 | 0,512
E **k ** 1
Si
g. {0,000 | 0,000 | .
TA |R |0,732 10,500 | 0,454
**k ** ** 1
Si
g. {0,000 | 0,000 {0,001 |.
Tot |R 0,8
al 0,859 10,691 | 0,798 | 46*
SI **k ** ** * 1
Si 0,0
g. | 0,000 [ 0,000 | 0,000 | 00
AC |R 0,3
0,564 | 0,371 | 76* | 0,456
0723 ** ** * ** 1
Si 0,0
g. | 0,095 | 0,000 [ 0,006 {05 |0,001 |.
NC |R 0,4 0,4
0,363 10,390 | 0,346 | 53* | 0,479 | 50*
**k ** * * ** * 1
Si 0,0 0,0
g. (0,007 {0,004 {0,001 |01 |0,000 |01
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CC|R 0,6 0,5
0,599 | 0,468 | 0,427 | 66* | 0,675 | 0,3 | 82*
** ** ** * ** 12* * 1
Si 0,0 0,0 10,0
g. (0,000 | 0,000 | 0,001 {00 |0,000 22 |00 |.
Tot R 0,6 0,6 108 10,8
al 0,525 10,580 | 0,479 | 44* | 0,685 | 69* | 60* | 43*
OC ** ** ** * ** * * * 1
Si 0,0 0,0 10,0 |00
g. (0,000 | 0,000 {0,000 {00 ]0,000 |00 |00 |00
Number of respondents | 54

**_Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).

According to the correlation table, the total spiritual
intelligence and the organizational commitment have a
strong positive and significant relationship (R = 0.685; sig=
0.000). Hence, a linear regression analysis will be conducted
to test the spiritual intelligence construct’s prediction of the
organizational commitment levels. The following table

summarizes the regression analysis findings:
Table 5:Regression analysis summary (1)

AC NC CC Total OC

CET R2 10,053 ]0,132 ]0.359 [0.276
Sig | 0,095 ]0,007 |0,000 |0,000

PMP R2 ]10.318 ]0.152 ]0.219 [0.336
Sig ] 0,000 0,004 0,000 |0,000

CSE R2 ]0.138 ]0.119 ]0.183 [0.229
Sig | 0,006 0,01 0,001 |0,000

TA R2 ]10.141 ]0.205 |0.444 ]0.414
Sig | 0,005 ]0,001 |0,000 |0,000

Total SI |R2 [0.208 |0.229 |0.456 |0.470
Sig (0,001 ]0,000 (0,000 |0,000

According to the previous table, spiritual intelligence
positively contributes in the variability of 47% of the
organizational commitment construct and, with a
significance level equal to 0.000<0.005; the regression
model fit the data very well.

Therefore,  spiritual intelligence  positively and
significantly affects organizational commitment. Hence, the
hypothesis H1 is confirmed.

H2: There exists a positive and significant effect of
emotional intelligence on organizational commitment.

Table 6: Correlations between Emotional Intelligence,
Organizational Commitment and their Subscales: Pearson
Correlation coefficient (R)

Si (0,0 {0,00
g.{00 |2
U |[R]05
0] 31*10,33(0,30
E * [0* [8* |1
Si (0,0 {0,01]0,02
g. |00 [5 3
To |R [0,7
tal 99* 10,68 (0,67 0,82
EI * 4** 2** 8** 1
Si (0,0 {0,00)0,00 (0,00
g. |00 [O 0 0
A |R (05
Cc 31*(0,34]0,480,41 (0,56
* 2* 4** 2** 8** 1
Si|0,0 |0,01{0,00(0,00]0,00
g. [00 |1 0 2 0
N |R |05
C 75*10,47(0,42]0,31|0,55(0,31
* 2** 5** 4* O** 2* 1
Si|0,0 |0,00(0,00(0,02]0,00]0,02
g. [00 [O 1 1 0 2
C |R[04
C 77*10,30(0,33(0,290,440,45|0,58
* g* 7* 1* 4** O** 2** 1
Si|0,0 |0,02{0,01(0,03{0,000,00]0,00
g. |00 |3 3 3 1 1 0 .
To |R [0,6 0,8
tal 60* 10,47 (0,51]0,41)0,64 (0,66 (0,84 |60
O * 6** O** 2** 5** 9** 3** ** 1
C [si|0,0 |0,00(0,00]0,00]|0,00(0,00(0,00]0,0
g. |00 [O 0 2 0 0 0 00
Number of
respondents | 54

**_Correlation is significant at the 0.01 level (2-tailed).

*, Correlation is significant at the 0.05 level (2-tailed).

According to the correlation table, the total emotional
intelligence and the organizational commitment have a
strong positive and significant relationship (R = 0.645; sig=
0.000).

To test the second hypothesis, a linear regression analysis
is conducted and summarized in following table:

Table 7: Regression analysis summary (2)

Total
AC CcC NC ocC

R2 10.282 ]0.330 |0.228 |0.435
SEA | Sig (0,000 |0,000 |0,000 |0,000

R2 ]0.117 ]0.223 |0.095 |0.226
OEA | Sig {0,011 ]0,000 ]0,023 |0,000

R2 10.234 0.181 |0.114 [0.260
ROE | Sig (0,000 |0,001 |0,013 |0,000

R2 10.169 |0.099 |0.084 [0.170
UOE | Sig [ 0,002 |0,021 |0,033 |0,002

Total [R2 ]0.322 [0.303 |0.197 |0.416
El Sig (0,000 |0,000 |0,001 |0,000

To
Tot tal
SE |OE [RO |UO |al Cc |O
A |A E E El |AC |NC |C |C
SE |R 1
A Tsi
g.|.
O |R|04
E 60*
A * 1
Si|0,0
g. |00
R [R |05
(@] 65* | 0,40
E * 9** |1
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According to the previous table, emotional intelligence
positively contributes in the variability of 41.6% of the
organizational commitment construct and, with a
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significance level equal to 0.000<0.005; the regression
model fit the data very well.  Therefore, emotional
intelligence  positively and  significantly  affects
organizational commitment. Hence, the hypothesis H2 is
confirmed.
H3: There exists a positive and significant link between

spiritual intelligence and emotional intelligence.

Table 8: Correlations between Spiritual Intelligence,

Emotional Intelligence and their Subscales: Pearson

Correlation coefficient (R)

According to the correlation table, the total spiritual
intelligence and the total emotional intelligence have a
strong positive and significant relationship (R= 0.705; sig=
0.000).

Ergo, there exists a strong positive and significant link
between spiritual and emotional intelligences that is equal to
70.5%. Hence, the third hypothesis H3 is confirmed.

Data analysis revealed a strong and significant correlation
between emotional and spiritual intelligences which was is
aligned with previous studies [39, 18, 40, and 23].

H4: The link between spiritual intelligence and emotional
intelligence  positively and  significantly  affects
organizational commitment.

The existence of a strong and significant relationship
between the two intelligences was proven. Thus, in order to
facilitate the measurement of their simultaneous impact on
the organizational commitment construct, both intelligences
were combined into a new variable defined as “the non
cognitive intelligence”.

“Non-cognitive abilities refer to the levels of emotional
intelligence and spiritual intelligence” [11, p. 7].

Results of the correlation test were as follows:

Table 9 : Correlations between The Non Cognitive
Intelligence, Organizational Commitment and its Subscales:
Pearson Correlation coefficient (R)

Tot Tot
CE |PM [CS al [SE |OE |RO |UO |al
T P E |TA|SI [A |A |[E E El
CE |R |1
T |Ssi
g |.
PM |R |03
P 67*
* 1
Si 0,0
g. 106 .
CS |R (05 |05
E 65% | 12*
* * 1
Si (0,0 |0,0
g. |00 Joo |.
TA [R |0,7 |05 |04
32* | 00* | 54*
* * * 1
Si (0,0 [0,0 |0,0
g. {00 Joo |01 |.
Tot |[R |0,8 10,6 (0,7 |08
al 59* | 91* [ 98* | 46*
SI * * * * l

non
cogniti
ve

intellig | Total
ence OoC CC NC AC

Si (0,0 0,0 |0,0 (0,0
g. |00 |00 [00 f00

non cognitive|R |1

intelligence Sig

Si |00 [0,0 |00 |00 |00
g. |00 {00 |00 [O0O |00

OE |R |03 (03 |05 |05 (05 |04
A 48* | 96* | 95* [ 63* | 95* | 60*
* * * *

Si |00 (0,0 |00 |00 (0,0 |00

g |1 03 |00 OO |00 j0O |.
RO (R 06 (03 |04 |04 |05 |04
E 0,1 |74*|73*|83*|78*|65* | 09*
18 * * * * * * 1

Si |03 (0,0 |00 |00 (0,0 |00 |00
g. |97 [00 [06 [00 |00 [O0 |02

uo (R 0,4 0,4 (05
E 03 |03 |82*|0,2 [45*|31*(0,3 |0,3
44* | 23* | * 73* | * * 30* 1 08* |1
Si |00 |00 0,0 10,0 0,0 [0,0

g. |11 |17 O 46 101 |0 15 |23

Total OC R |[0,719*
* 1
Sig
. 0,000 |.
CcC R |[0,659* 10,843
* ** 1
Sig
. 0,000 0,000 .
NC R ]0,498* [0,860 |0,582
* ** *%x 1
Sig
. 0,000 0,000 |0,000 .
AC R |0,558* 10,669 |0,312 [0,450
* ** * ** 1
Sig
. 0,000 0,000 {0,022 {0,001
Number of| 54
respondents

Tot (R |04 |05 |06 |05 (07 |07 |06 |06 |08
al 38* [ 93* | 69* | 89* [ 05* | 99* [ 84* | 72* | 28*

EI * * * * * * * * * 1

**_Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).

Si |00 (0,0 (0,0 |00 |00 |00 [0,0 (0,0 [0,0
g. |01 |00 [O0O OO J0OO |0OO J00 |00 |00
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The non cognitive intelligence and the organizational
commitment have a strong positive significant relationship
(R =0.719; sig= 0.000).

To test the fourth hypothesis, a linear regression analysis
was conducted and summarized in following table:
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Table 10: Regression analysis summary (3)
AC cC NC Total
oC

non R2 | 0.312 | 0.434 | 0.248 | 0.517
cognitive Sig | 0,000 | 0,000 | 0,000 | 0,000
intelligence

According to the previous table, the non cognitive
intelligence contributes in 31.2% of the affective
commitment  variability 24.8% of the normative
commitment variability and 43.4% of the continuance
commitment variability. Additionally, the non cognitive
intelligence positively and significantly contributes in 51.7%
of the variability of the organizational commitment
construct. Hence, hypothesis H4 is confirmed.

V. DISCUSSION AND CONCLUSION

The university staff showed high levels of spiritual
intelligence, emotional intelligence and organizational
commitment. In addition, spiritual and emotional
intelligences manifested a significant impact on
organizational commitment among the university staff.

Also, it was found that combining both intelligences and
seeking their simultaneous action have stronger influence
within the workplace.

Female employees were found to be slightly more

emotionally and spiritually intelligent than male employees.
Even though there is little or no studies dealing with gender
differences in spiritual intelligence, researchers found that
women are more emotionally intelligent than men and that
women have the ability to better understand and regulate
their emotions and use them adequately [38, 35].
Also, women were found to be more committed to their
workplace probably because they don’t want to risk the
benefits they find in their current organization. While men
can endure the pressure and the possible negative
consequences of a new job, women rather keep working in
the same organization than facing new challenging issues
and difficulties. The findings match previous studies such as
[12, 33, 29], etc.

On the other hand, age and experience were found to
reinforce spiritual and emotional abilities along with
encouraging commitment. These findings were similar to
existent studies that confirm the evolution of spiritual and
emotional intelligences through maturity and experience,
where time gives these abilities a boost to grow and develop
[42, 15, 40].

Growing up implies new experiences and different view
points on the same matters. With age comes wisdom, higher
consciousness and caring for bigger problems and issues in
life. Spiritual and emotional growth is constantly built with
time, since both age and work experience allow individuals
to enhance the appraisal of others’ emotions, face a variety
of people and experiences that would shape their conception
of the material world and allow them to transcend their
physical limitations. Also, older employees tend to regulate
and better control their emotions than young ones.

Moreover, organizational commitment evolution is
probably due to the increase of responsibilities with age and
the need for a steady outcome in addition to the fact that
spending a long time in the organization will grow a
sentiment of attachment to it [28, 21, 6].

CopyrightIPCO-201
ISSN2356-5608

This research proved that high spiritual intelligence levels
contribute in increasing the organizational commitment
levels [20, 17]. In fact, transcending the physical world and
feeling a deeper connection with others will lead to
selflessness, altruism and tolerance in the employees’
actions.

Spiritually intelligent workplace inspires ethics and
humanitarian values in addition to its help in adopting
positive behaviours and attitudes towards the organization.
Hence, having a good work climate will enhance the
commitment level within the staff.

Moreover, spiritual intelligence  enlightens  the
perceptions and opinions about the work. A spiritually
intelligent person will consider his job as sacred and as a
mission to deliver. Thus, he will strongly commit to its
success and prosperity.

Additionally, emotional intelligence was found to
increase 41.6% of the organizational commitment levels [5,
32].

Thus, being emotionally intelligent implies having a
sense of attachment and responsibility towards the
organization. Also, high emotional intelligence levels will
create a sentiment of belonging to the workplace and
developing strong relationships with other members of the
organization and thereby stronger connection to the
organization itself. They will consider the organization as
their own and will show a feeling of gratitude and owe
towards it.

Furthermore, spiritual and emotional intelligences
revealed strong correlation (R= 0,705). Accordingly [16],
spiritually intelligent people adjust their emotions easily. In
fact, finding one’s way in life and discerning one’s purpose
of existence will provide a better chance to know and
understand oneself which ultimately strengthens the ability
to adjust and regulate feelings and mood swings.
Accordingly [40], both emotional and spiritual quotients are
related; they reinforce and boost the growth of each other.

Moreover, combining  spiritual and  emotional
intelligences into non cognitive intelligence and testing its
impact on organizational commitment revealed that non
cognitive intelligences positively influence 51.7 of the
organizational commitment variability.

Results showed that combining both intelligences has a
greater impact on the workplace behavioural tendencies than
separately.

Scholars [23] consider spiritual and emotional
intelligences as alternatives whereas, according to this
research’s results, they seem to be complementary since
their simultaneous effect -by combining them- is stronger
than their impact separately.

This conclusion was also approved by Chin et al.’s [11]
studies since they agree that these intelligences support each
other and their combination has positive output to the
workplace.

Non cognitive intelligences proved their strong and
significant influence on the organizational commitment
since more than half of this behaviour (51.7%) can be
altered by the combination of both spiritual and emotional
intelligence. Spiritual and emotional intelligences imply
transcending all differences, embracing them and being able
to control and understand emotions [39].

According to the literature review, there are no empirical
studies carried on the subject of the simultaneous influence
of emotional and spiritual intelligences on the organizational
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commitment or even the combination of both of them.
Therefore, this study might be pioneer in this subject.

VI. Implications

There is little work that links the non cognitive
intelligences with the workplace and organizational
behaviours, especially in the case of the spiritual
intelligence. This paper tried to highlight this relationship
and emphasize the existence of multiple intelligences that
affect the workplace other than the rational quotient.

Non cognitive intelligences were found to be beneficial
for the workplace. Therefore, managers should plan training
sessions as initiation to the emotional and spiritual abilities
in order to create an appealing successful work climate.

Moreover, the recruiter must take in consideration the
emotional capacities and the spiritual tendencies of the
candidate to better understand their way of thinking and
whether they will contribute to the success and growth of the
establishment or not.

Additionally, organizational commitment was found to
predict turnover and absenteeism [36]. Hence, managers
should set the example for their co-workers to follow and
manifest their commitment.

VII. Limitations and suggestion for future research

Despite this study’s contributions, few research gaps need
to be clarified. One of the limitations of this study is the lack
of generalization. The sample is too small to generalize the
findings to the whole population.

Also, in this study a quantitative approach was adopted to
reveal the impact of both emotional and spiritual
intelligences on the organizational commitment. Yet, an
exploratory research using triangulation of data collection
methods and an extended amount of time could be optimal
to additionally increase the value of the study.

Future research should try to generalize this paper’s
findings to test their applicability on a wider sample.

Additionally, an exploratory study is suggested in order to
examine the relationship of both spiritual and emotional
intelligences within organizations and how these two
abilities could affect the work climate, performance or even
the management styles.
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