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EMOTIONAL INTELLIGENCE AND ITS 

RELATIONSHIP TO EMPLOYABILITY 

SKILLS AND EMPLOYER SATISFACTION 

WITH FRESH ENGINEERING GRADUATES 

 
Abstract: The purpose of this research paper is to understand 

the role of employability skills and emotional intelligence 

toward employer satisfaction in recruiting fresh information 

technology engineering graduates from institutions of higher 

learning in India. Using a structured questionnaire, the study 

surveyed 507 employers from the information technology 

sector companies in India, who as recruiters conduct campus 

placement drives across various engineering schools in the 

country. An application of structured equation modeling to 

the data revealed emotional Intelligence partially mediates in 

the relationship between employability skills and employer 

satisfaction while recruiting these fresh engineering IT 

graduates. The finding of the study will be supportive for the 

students, academicians and practitioners in   recognizing the 

need of soft skills for making young engineering graduates 

employable.   

Keywords: IT graduates, employability skills, emotional 

intelligence and employer satisfaction.  
 

 

 

1. Introduction  
 

India is ahead in Information Technology 

sector and has drawn the attention of global 

business leaders for investing in the India 

(Kearney, 2011; Dana, 2005). The prominent 

reasons for growth of outsourcing in India 

are low cost of operations which attract the 

developed nations to invest for outsourcing, 

urge of global competition, access to global 

market and availability of quality 

employability skills in the population 

(Kakabadse & Kakabadse, 2005; Pai & Basu, 

2007; Dana et al., 2000; Mittal et al., 2019). 

FICCI and NASSCOM (2017) discussed in 

the report ‘Future of skills and jobs in India’. 

India shares 24% in global online and the 

factors such as globalization, demographics 

and industry 4.0/exponential technologies 

will be accountable for the need of new 

employability skills in the information 

technology sector Dana (2001). Hence, there 

will be good demand of engineering 

graduates with quality employability skills in 

India. There also will be good probabilities 

of new job openings for white collars in 

internet and exponential technologies related 

jobs which is also recognized as gig 

economy. Aspiring Minds (2016) India based 

company providing employability solution to 

worldwide multi- national companies 

discussed in ‘National employability report 

on engineers’ that India has low rate of 

availability in employability skills among 

Information technology sector engineers. 

18.43% of employability skills in software 

services, 3.21% of employability skills in 

development of software products and 
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39.84% of availability of employability skills 

for BPOs. 

Knight and York (2003) considered 

employability skills as understandings, 

achievements and personal qualities that 

make the fresh engineering graduates to 

convince the employers with their abilities 

and ensure the selection in job. Knight and 

York (2003) state self-efficacy is to believe 

in self by graduates when facing the 

challenging circumstances and situations. 

Lumley and Wilkinson (2014) discussed 

Emotional intelligence concerns to self-

efficacy of individuals, an ability to choose 

right option in making career decisions. 

Puffer (2011), Carson & Carson (1998) 

discussed that emotional intelligence has 

positive significant relationship with job 

experiences and emotional attachments to 

the job. Bandura (1997), Kanfer et al. (2001) 

and Van der Velde and Van den Berg (2003) 

discussed the significant role of self-efficacy 

in employability, self-efficacy relates to job 

search behavior and positive job outcomes. 

Coetzee and Beukes (2010) explain that an 

individual with ability to understand self-

emotions and make their use effectively for 

career goals must have higher confidence 

level and high success rate in career, their 

findings of the research study also discussed 

about scarcity of research in recognizing the 

relationship between emotional intelligence 

and career anchors and how career anchors 

leads to employability satisfaction. 

Employers like the graduates who can easily 

accommodate himself/herself in existing 

work culture, individual willingness to 

initiate their abilities and skills towards 

organizational goals and who can contribute 

in team with the innovative ideas (Harvey et 

al. 1997; Little, 2001). Employers appreciate 

the quality of deliberative thinking in 

graduates as this contributes to anticipate 

change (Harvey 1997).Salovey and Mayer 

(1990) explain in their model on emotional 

intelligence that emotional intelligence 

covers four mental processes First, 

understanding the social problem and 

effective handling Second, recognizing the 

need of expression of emotions in self and 

for others Third, regulations of emotions 

Fourth, effective use of emotions to achieve 

personal and organizational goals. The 

ability of an individual to monitor and 

control emotions leads to gain of self – 

knowledge and helps in initiating the 

decisions Goleman (1998) and Brown et al. 

(2003). Present study is an earnest effort to 

understand employability skills, emotional 

intelligence as determinants for employer 

satisfaction in IT Sector - India. 

 

2. Review of Literature 
 

Mishra and Khurana (2017), Kalbande and 

Handa (2015) explained choosing right 

employability skills in engineering graduate 

cannot be ignored from global economy 

aspects. The findings of their study focus on 

six important employability skills in IT 

industry such as technical, cognitive, 

personal, social, generic and self-perceived 

skills. Mishra (2016) acknowledged that in 

India Engineering education impart 

knowledge, principles and professional 

practices to students. The researcher 

discussed about various types of 

employability skills required at workplace. 

The study findings recommend that 

engineering graduates must have good 

command over demonstrating skills as 

generic, personal presentation, technical, 

leadership, self-assessment and goal setting 

skills. Koka and Raman (2015), Maran and 

Chandra Shekar (2015), Gowsalya and 

Kumar (2015) in the research study 

investigated the attributes of engineering 

students towards employer expectations for 

employability. The finding of study reveals, 

engineering graduates lack the understanding 

of employability skills during their course of 

graduation. Hence the requirements of soft 

skills in engineering graduates are high. Aziz 

and Pangil (2017), Matsouka and Mihail 

(2016), Jameson et al. (2016), Belagodu 

(2013) explained that employers favor the 

candidature of graduate for employability 

who possessed high emotional intelligence. 
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The finding shows the discrepancy between 

expectation of employers towards emotional 

intelligences and emotional intelligence 

possessed by the graduate employees. The 

researchers recommend the graduates to 

improve emotional intelligence to meet with 

employability skills standards of employers. 

Ahangar (2012), Varghese et al. (2013), 

Sadri (2012), Tan and French-Arnold (2012)  

acknowledged that individual with high 

emotional intelligence have more success 

than individual with low emotional 

intelligence, because individual with good 

emotional intelligence has good emotional 

self-awareness and can manage other people 

well,  perform better under pressure and can 

adapt to organization change. 

Lawrence (2006) discussed the importance 

of self-esteem in employability model. Self- 

esteem in educational psychology explains 

that individual’s achievements are 

influenced by how he/she feels about self. 

Boussiakou et al. (2006) considered 

emotional intelligence as benchmark in 

human resources management practices 

followed for recruitment and selection of job 

aspirants. Employers’ two benchmark 

priorities in recruitment and selection of 

college graduates are teamwork and 

communication (Bhavnani & Aldridge, 

2000). Hidalgo et al. (2004), Quek (2005), 

Riemer (2003) acknowledged that earning 

technical expertise cannot affirm engineering 

graduates for better performance and 

successful career. Fresh engineering 

graduate with high emotional intelligence 

can better handle the work better because 

he/she is found to be competent in 

integrating technical and emotion concepts 

for analyzing the circumstances and 

initiating decisions. Palmer and Gignac 

(2012) affirmed emotional intelligence as 

increasingly validated predictor for job 

performance. Wong and Law (2002) 

considered that emotional intelligence 

significantly influence job satisfaction in 

spite of nature of job. According to Goleman 

(1996) emotional intelligence affects 

individual’s physical and mental state and 

career achievements. Dulewicz and Higgs 

(1999) acknowledged the significant effect 

of emotional intelligence in organization 

performance. Harvey (2001) considered that 

students during their graduation work 

laboriously to improve themselves in 

academic and do compromise with co-

curricular activities, which affect their 

personality and they cannot groomed 

appropriately with the need of employability 

skills by employers. The blend of 

employability skills exists in competing with 

hard and soft skills both. Warn and Tranter 

(2001), Yorke (2001), Cherniss and 

Goleman (2001) state that while recruiting 

engineering graduates, employers show their 

interest in employable skills among 

graduates as personal and intellectual 

attributes which include subject knowledge, 

leadership quality, better communication 

skills, teamwork, problem analyzing skills 

and self-management. Seal et al. (2011), 

Gryn (2010), Chisholm (2010) considered 

that fresh engineering graduates are in the 

age group of 18- 24 years. During their 

graduation degree program, they must need 

to prepare for intellectual, social and 

emotional learning’s in order to minimize 

negative career effects and for academic 

readiness, but it has been noticed that 

universities academic curriculum are least 

bothered about the demographic, social and 

emotional concept of students; they like to 

make them technically experts only. 

H1: Emotional intelligence will be a 

significant mediator between employability 

skills and employer satisfaction in the 

context of recruiting fresh engineering 

graduates. 

 

3. Theoretical Framework  
 

Knight and Yorke (2004) in the USEM 

model discuss four interlocking components 

of employability as Understanding of 

subject, Skillful practices, Efficacy beliefs 

and Meta cognition. According to Bandura 

(1995) person with high EI understands the 

feelings of others and makes an effective use 
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of group dynamics in achieving the goals of 

an organization. JET model discusses the 

four factors such as Self-esteem, Autonomy 

and control, Grit and determination, 

Empathy in understanding EI towards 

employability model (Copps & Plimmer, 

2013). 

 

4. Research Methods 
 

Descriptive research design was used in the 

research study followed by standardized 

survey questionnaire for primary data 

collection. Purposive sampling technique 

was used 507 employers of IT sector 

companies in India were chosen as 

respondents, who as recruiters conduct 

campus placement drive in the Public and 

Private Technical Institution and 

Universities for the recruitment and selection 

of B. Tech CSE/IT fresh engineering 

graduates except the -IIT’s candidates for 

their company. The companies studied in the 

research study were MNCs and national IT 

companies, performing IT functions such as 

Information Technology Enabled Service/ 

Business Process Outsourcing, Development 

of software products, Information 

Technology services, Research and 

Development activities, Hardware and E-

commerce. These companies are located in  

several parts of India with its operational 

branches and offices in Chennai, Kolkata, 

Delhi, Mumbai, Pune, Hyderabad, Delhi-

NCR, Bengaluru, Coimbatore, Mysuru, 
Thiruvananthapuram, Madurai, Nagpur, 

Kochi, Gurugram, Noida, Chandigarh, 

Ahmadabad, Nellore and Vijayawada. 

The companies in the capacity as employers 

assigned their delegates in two different 

capacities which is relevant to this research, 

one is to conduct campus placement drive 

for recruitment and selection of the B. Tech 

CSE/IT fresh engineering graduates for the 

IT sector, and another one is employing 

these selected graduates in the various 

projects and programs that the company 

executes and delivers for their customers. 

Among the total 507 respondents 312 were 

Males and 195 were the Females. The Total 

sample size of 507 respondents is in 

conjunction with the studies of Israel (1992) 

and Hinkin (1995) researchers recommend 

the item to response ratios generally ranged 

more than 1:10.  The respondents were Vice 

President, Sr. Director, Associate Director, 

HR Director, General Manager HR, Senior 

Executive HR, Associate Manager Delivery, 

Employee Relation Manager, Executive HR, 

Chief HR Officer, Assistant HR Manager, IT 

Project Manager, Chief IT officer,IT 

Administrator,Associate Architect, Zonal 

Operational Manager, Process Manager, 

Software Developer, Business Analyst- 

Team Leader, Deputy General Manager, 

Customer Service Team Leader and Leader 

Consultant. Total 43 items statements 

selected in the questionnaire. 

Employability skills were measured using 

Blom and Saeki (2011), 24 item scale which 

included the three sub-constructs as 

Management Skills, Technical Skills and 

Communication Skills. Management Skills 

included 12 items, Technical Skills included 

8 items and Communication Skill included 4 

items. All the item statements were on Likert 

scale, scoring as ‘1’ Strongly Disagree to ‘7’ 

Strongly Agree. 

The Emotional Intelligence was evaluated by 

following Wong and Law (2002), 16 items 

scale which included the four sub-constructs 

as Self-emotional appraisal, Other emotional 

appraisal, Regulation of emotion and Use of 

emotion. Self-emotional appraisal included 4 

items, Other emotional appraisal 4 items, 

Regulation of emotion 4 items and Use of 

emotion 4 items. All the item statements 

were on Likert scale, scoring as ‘1’ Strongly 

Disagree to ‘7’ Strongly Agree. 

The Employer Satisfaction was assessed by 

using Jeswani (2016), 3 items scale. All the 

item statements were on the Likert scale, 

scoring as ‘1’ Strongly Disagree to ‘7’ 

Strongly Agree. All the respondents took 

time of about 45 minutes to fill the survey 

questionnaire. The purpose of the research 

study was made clear to all the respondents. 
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The respondents were instructed to fill the 

survey questionnaire remembering the recent 

years 2016 to 2018 status of employer 

satisfaction in reference to the employability 

skills and emotional intelligence. This is to 

get the latest information on the topic of 

interest.  

 

5. Results and Discussion 
 

H1: Emotional intelligence will be a 

significant mediator between employability 

skills and employer satisfaction in the 

context of recruiting fresh engineering 

graduates. 

The collected was analyzed using structure 

equation modeling using the software’s 

SPSS 21.0 and AMOS 20.0. SEM 

concentrates more on confirmatory factor 

analysis. SEM follows the multiple 

regression and path analyses to explore 

latent variable relationship. CFA 

Confirmatory Factor Analysis measures the 

reliability and validity of the constructs. 

Reliability score shows the consistency in 

the data obtained from the respondents. 

Reliability can be measured with Cronbach 

alpha whose measuring values vary from 0 

to 1 Hatcher (1994). Validity is assurance 

about the instrument for measuring the 

accuracy of an item statement content which 

is of high interest (Hair et al., 2011). Table 1 

Discuss the reliability and validity measures 

for the Employability Skills and Employer 

Satisfaction. 

Reliability measure on Cronbach alpha 

between 0 and 1 for Employability Skills and 

Employer Satisfaction are discussed in Table 

1 which shows ‘Management Skills’ with 

0.956, ‘Technical Skills’ with 0.943, 

‘Communication Skills’ with 0.886 and 

‘Employer Satisfaction’ with 0.820 value. 

All reported values confirm good reliability. 

Composite reliability in Table 1 for 

‘Management Skills’ with 0.957, ‘Technical 

Skills’ with 0.944, ‘Communication Skills’ 

with 0.889 and ‘Employer Satisfaction’ with 

0.828 value. All reported values are above 

.70 and confirm good composite reliability. 

 

Table 1. Reliability and Validity measures for the Employability Skills and Employer 

Satisfaction 

Construct Indicators AVE MSV ASV CR 
Factor 

Loading 

Cronbach 

Alpha 

 MS1     .722  

 MS2     .816  

 MS3     .765  

 MS4     .811  

 MS5     .782  

MS MS6 0.649 0.011 0.006 0.957 .834 0.956 

 MS7     .829  

 MS8     .776  

 MS9     .851  

 MS10     .789  

 MS11     .813  

 MS12     .867  

 TS1     .704  

 TS2     .846  

 TS3     .879  
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Table 1. Reliability and Validity measures for the Employability Skills and Employer 

Satisfaction (continued) 

Construct Indicators AVE MSV ASV CR 
Factor 

Loading 

Cronbach 

Alpha 

TS TS4 0.681 0.035 0.018 0.944 .846 0.943 

 TS5     .883  

 TS6     .804  

 TS7     .838  

 TS8     .788  

 CS1     .794  

CS CS2 0.668 0.017 0.012 0.889 .821 0.886 

 CS3     .863  

 CS4     .789  

 ES1     .797  

ES ES2 0.617 0.035 0.016 0.828 .847 0.820 

 ES3     .706  

Note: MS-Management Skills, TS- Technical Skills, CS-Communication Skills, ES-Employer Satisfaction AVE - 
average variance extracted, ASV -average shared variance, MSV - maximum hared variance, CR - composite 

reliability. 

 

Convergent validity confirms when all the 

standardized items factor loadings should be 

above .70 (Hair et al., 2010). Table 1 shows 

factor loadings values varies maximum with 

item statement ‘TS 5’ .883 to minimum with 

item statement ‘TS1’ .704. All the factor 

loadings in Table 1 for ‘Management Skills’, 

‘Technical Skills’, ‘Communication Skills’ 

and ‘Employer Satisfaction’ are above .70 

and confirms the Convergent validity. Hair 

et. al., (2010) explain to measure the 

Convergent validity, CR to be above .7 and 

must be  greater than AVE, AVE must be 

above .5, Discriminant validity assessed 

when MSV should be less than AVE and 

ASV to be less than AVE. All AVE’s were 

reported more than 0.5 in Table 1 and were 

higher from MSV and ASV. Hence meet to 

the condition of discriminant validity also. 

CFA measure for Employability Skills and 

Employer Satisfaction signified good model 

fit indices with the values χ2 / df = 2.77, CFI 

= .943, GFI = .874, AGFI=.850, NFI = .913 

and RMSEA= .061.Recommended values 

for goodness of fit Indices are χ2 / df= < 3.0 

(Kline,1998), CFI should be greater than or 

equal to.90, GFI should be greater than or 

equal to .90, AGFI should be greater than  or  

equal to  .90  (Bentler,  1990),  NFI  be  

should  greater than or equal to.90 and 

RMSEA < .05.Hence CFA model of 

Employability Skills and Employer 

Satisfaction can further be tested for 

structural relationship. 

Cronbach alpha measure for reliability 

between 0 and 1 for Emotional Intelligence 

are discussed in Table 2 which shows ‘Self –

Emotional Appraisal’ with 0.871, ‘Other 

Emotional Appraisal’ with 0.876, 

‘Regulation of Emotion’ with 0.899 and 

‘Use of Emotion’ with 0.870 value. All the 

reported values confirm good reliability. 

Composite reliability in Table 2 for ‘Self –

Emotional Appraisal’ with 0.871, ‘Other 

Emotional Appraisal’ with 0.877, 

‘Regulation of Emotion’ with 0.901 and 

‘Use of Emotion’ with 0.875 value. All the 

reported values are above .70 and confirm 

the good composite reliability. 
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Table 2. Reliability and Validity measures for the Emotional Intelligence 

Construct Indicators AVE MSV ASV CR 
Factor 

Loading 

Cronbach 

Alpha 

 SEA1     .838  

SEA SEA2 0.632 0.060 0.035 0.871 .916 0.871 

 SEA3     .698  

 SEA4     .707  

 OEA1     .745  

OEA OEA2 0.641 0.031 0.012 0.877 .801 0.876 

 OEA3     .866  

 OEA4     .787  

 ROE1     .745  

ROE ROE2 0.695 0.042 0.028 0.901 .866 0.899 

 ROE3     .885  

 ROE4     .832  

 UOE1     .715  

UOE UOE2 0.638 0.060 0.024 0.875 .839 0.870 

 UOE3     .850  

 UOE4     .783  

Note: SEA- Self-emotional appraisal, OEA - Other emotional appraisal, ROE- Regulation of emotion, UOE- Use of 

emotion 
 

Convergent validity in Table 2 shows factor 

loadings values varies maximum with item 

statement ‘SEA 2’ .916 to minimum with 

item statement ‘.698’. All factor loadings are 

good and above .70 or very close to that. 

Hence confirms the convergent validity. All 

AVEs value in Table 2 are more than .5 and 

are above MSV and ASV. Hence confirms 

discriminant validity also. CFA measure for 

Emotional Intelligence signified good model 

fit indices with the values χ2/df = 2.46, CFI 

= .967, GFI = .943, AGFI=.921, NFI = .945 

and RMSEA= .055.Hence CFA model of 

Emotional Intelligence can further be tested 

for structural relationship. 

Mediation shows the causal relationship in 

the form of a model which explains the 

process of cause and effect of ‘why’ and 

‘how’ such relationship happens with an 

effort to recognize the intermediary process 

where independent variable affects the 

dependent variable. (Muller et al., 2005; 

Frazier et al., 2004; Rose et al., 2004; 

Wegener & Fabrigar 2000; Baron & Kenny, 

1986). Mediation effect of structural model 

in Figure 1 was assessed with an SPSS 

PROCESS macro and AMOS to examine the 

indirect effect of independent variable in the 

presence of a mediator Hayes (2013). 

Bootstrapping reinforce the indirect effect in 

mediation with additional features (Preacher 

& Hayes, 2008; Baron & Kenney, 1986). 

Figure 1 and Table 3 shows the Regression 

outcomes for direct and indirect effect of 

Employability Skills on Employer 

Satisfaction in the presence of mediating 

construct Emotional Intelligence. The level 

of significance set at 0.05. The mediation 

was assured by bootstrap estimates on 2,000 

bootstrap samples. 

Results in Table 3 shows that Emotional 

Intelligence mediates between relationship 

of Employability Skills and Employer 

Satisfaction. The total (direct) effect c of 

Employability skills on Employer 

Satisfaction was significant β = 0.573, SE = 

0.042, p = .000 and direct effect c’ of 

Employability Skills on Employer 

Satisfaction was significant with reduced 

effect β = 0.141, SE = 0.032, p = .000.
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Figure 1. Direct effects of Employability skills on Employer Satisfaction in the presence of 

mediating construct Emotional Intelligence 
Note: EI- Emotional Intelligence, SEA - Self –Emotional Appraisal, OEA-Other Emotional Appraisal, ROE- 

Regulation of Emotion, UOE-Use of Emotion, MS-Management Skills, TS- Technical Skills, CS-Communication 
Skills, ESK -Employability Skills ESAT-Employer Satisfaction 

 

Table 3. Regression outcomes for direct and indirect effect of Employability Skills on 

Employer Satisfaction in the presence of mediating construct Emotional Intelligence 

Bootstrapping 

BC 95% CI 

Bootstrap result for Direct and Total 

Effect 
Β SE CR Lower Upper p Results 

The Total Effect (c) of ESK on ESAT 0.573 0.042 7.231 0.479 0.783 .000 Supported 

The Direct Effect (a) of ESK on EI 0.643 0.053 6.305 0.520 0.755 .001 Supported 

The Direct Effect (b) of EI on ESAT 0.582 0.043 6.554 0.680 0.874 .000 Supported 

The Direct Effect (c’) of ESK on ESAT 0.141 0.032 5.504 0.323 0.543 .000 Supported 

Bootstrap result for indirect effect Effect SE CR Lower Upper p  

The Indirect effect (ab) of ESK on ESAT 0.432 0.033 6.411 0.437 0.812 .001 Supported 

Note: ESK=Employability Skills, EI= Emotional Intelligence, ESTAT= Employer Satisfaction, N= 507, Bootstrap 
sample size = 2000, BC= Bias corrected, CI= confidence interval, β= standardized regression estimate, SE= standard 

error, CR= critical ratio, p= level of significance 

 

Therefore, we have a pattern consistent with 

mediation difference between the total 
(direct) effect c of Employability Skills on 

Employer Satisfaction and direct effect c’ of 

Employability Skills on Employer 

Satisfaction is the indirect (mediated) effect 

of Employability Skills on Employer 

Satisfaction, with a point estimate of 0.423, 

SE = 0.03, p = .001 was significant and 95% 

BC, bootstrap CI of 0.437 to 0.812 did not 
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contain zero value and p value is significant 

less than .05 Hence, Emotional Intelligence 

partially mediated the relationship of 

Employability Skills on Employer 

Satisfaction as shown in the Figure 1. 

Structural Model Fit Indices Figure 1 of 

Employability Skills, Emotional Intelligence 

and Employer Satisfaction signified a good 

model fit with χ2 / df = 2.84, CFI = .910, 

GFI = .913, AGFI=.857, NFI = .867 and 

RMSEA= .024. 

 

5.1 Discussion 

 

The literature on Employability skills 

concerns to emotional intelligence, self-

efficiency and personal attributes among 

graduates shows skills deficiency (Tran, 

2016; Feldmann, 2015; Jackson, 2015; 

Rateau et al., 2011; Pillai, 2009; Dacre Pool 

& Sewell, 2007; Knight & Yorke, 2003; Jain 

& Jain, 2013; Nauta et al., 2009; Brown et 

al., 2006; Finch et al., 2015; Dacre Pool & 

Qualter, 2012; Kirk et al., 2008). Dacre Pool 

et al. (2014) state that very few models in 

previous research studies tested broad 

concepts of employability among graduates 

for job readiness, researchers recommend the 

need to include theme in the model. The 

present study with its earnest efforts has 

tested Emotional Intelligence as mediator 

between the relationship of Employability 

Skills and Employer Satisfaction in 

recruiting Fresh Engineering Graduates in IT 

Sector of India. Emotional Intelligence has 

shown significant mediation effect. Beukes 

(2010) findings shows Emotional 

Intelligence is significantly related to 

graduate employability, Apart from 

academic qualification employer prefers 

emotional intelligence, client service and 

computer skills in the graduates. 

Mousavi et al. (2012), Kreitz (2009), Serrat 

(2009), Hernon et al., (2007), Hopper 

(2005), Zeidner et al., (2004), Goleman, 

(1998), Salovey and Mayer (1990), Goleman 

(1998) explained the significant relationship 

of emotional intelligence with productivity, 

commitment and job outcomes. Goleman 

theory (1998) emphasize the four factor such 

as self-awareness, social interactions, self-

management and relationship building 

approach are crucial in managing emotional 

intelligence. Hernon et al., (2007) 

recognized emotional intelligence as 

significant skills to understand the feelings, 

moods and social interaction of the others at 

workplace. Bande et al., (2015); Cullen et al., 

(2014); Nesbit and Lam (2014); Pulakos et 

al., (2000) consider emotional intelligence as 

an important factor for organization 

performance and customer satisfaction.  

Singh et al., (2017) had put the efforts to 

understand the determinants of 

employability skills from employer 

perspective, the research findings shows that 

knowledge, emotional intelligence, 

personality factors, innovative practices 

followed and self-efficacy are the significant 

determinant, researchers recommend the role 

self-assessment of employability skills by 

graduates play a vital role in their personal 

and professional development. 

Bar-On (2006) discussed emotional 

intelligence as managing social and 

emotional skills to recognize self, expressing 

self, understand emotions of others, and deal 

with life challenges. Job performance 

enhanced when one is in optimistic state and 

recognizes his/her abilities to manage social 

and emotional skills (Moon and Hur, 2011). 

People with good emotional intelligence 

skills were able to manage life challenges 

and workplace obstacles (Slaski & 

Cartwright, 2003). 

Sy et al, (2006), Wong and Law (2002), 

Villard (2004), Patra (2004), Cooper and 

Sawaf, (1997), Johnson and Indvik (1999) 

research findings discussed High Emotional 

Intelligence individual at work place has 

high level of Job Satisfaction and can 

contribute high to the productivity and 

organization development. 

Law et al., (2008); Mikolajczak et al., 

(2007); Zhou and George, (2003); Carmeli, 

(2003); Bar On et al., (2000); Dulewitz and 

Higgs, (1999) and Scott – Halsel et. al., 
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(2008) found an individual with High 

Emotional Intelligence has good leadership 

qualities, creativity and career achievements. 

Nair et al. (2009) discussed the need of 

employability skills in engineering graduate 

from employer satisfaction perspectives and 

found emotional intelligence, 

communication, decision initiating skills, 

knowledge of social ethics are important but 

found they are missing in Indian engineering 

graduates.   Koka and Raman (2015), 

Kulkarni and Chachadi (2014) shared 

communication skills, interpersonal skills, 

problem analyzing skills were the most 

required expectations of top IT companies in 

fresh engineering graduates in their 

employability skills requirements. Padhi, 

(2014) shared the views of former president 

Dr. APJ Abdul Kalam in which The 

President had addressed in the meeting of 

Vice chancellors in the association of Indian 

universities he had mentioned that Indian 

graduates are lacking in technical skills, 

English proficiency and critical thinking. 

Mitra (2011) and Dearing (1997) shared 

English language is the way which the 

graduates need to understand for its 

significance in communication. Besides the 

learning’s of technical concepts of 

engineering, math and science. The smart 

spoken, and written knowledge of English is 

a must for the graduates. English is an 

international language. In India, English is 

the official language but still many of them 

do not officially speaking well in the IT 

sector. It was found even the top officials in 

Human Resource Departments of IT sector 

are lacking to communicate in English. This 

is because of the dominancy of local 

languages accent in India. Patil (2013) found 

English as a career booster for graduates’ 

employability skills from employer 

satisfaction aspects. 

Washer (2007) and Shafie et. al, (2010) 

recommend for employer satisfaction 

regarding employability skills of graduates, 

it is imperative that educational institutions 

and universities must design their 

undergraduate curriculum contemplating the 

need of employers for soft skills. 

 

6. Conclusion 
 

Emotional Intelligence partially mediates in the 

relationship of Employability Skills and 

Employer Satisfaction in recruiting the Fresh 

Engineering IT graduates. 

 

7. Practical Implications 
 

The research study findings show that 

emotional intelligence as the significant 

mediator in the relationship of employability 

skills and employer satisfaction while 

recruiting the fresh engineering graduates in 

the IT sector of India. The present finding 

will be supportive for the academicians in 

designing the course curriculum concerning 

the need of soft skills for engineering or 

other graduates in Indian universities and 

institutions. The finding will also be useful 

for the employers who are investing in India 

for outsourcing, because the study gives the 

idea about the competencies and 

employability skills of Indian graduates. The 

study also highlights the gaps between 

education and industry sector in identifying 

the employability skills in the graduates. 

 

8. Limitations and Future Scope 
 

Data were collected from employers and 

they were enquired about fresh engineering 

IT graduates for their employability skills 

and emotional intelligence. However, IT 

companies in India beside FEG also recruit 

other degree graduates such as BCA and 

BSC (IT)etc., which were not included in the 

study. Hence for the study on IT sector more 

generalized and holistic outcomes may be 

generated, if all such graduate’s degree 

courses are also considered. 

The study has examined employability skills 

with the sub-factors as management skills, 

technical skills and communication skills. 

Emotional Intelligence with sub-factors as 
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self–emotional appraisal, other emotional 

appraisal, regulations of emotion and use of 

emotion for employer satisfaction in IT 

sector. However, to generalize more better 

results on IT sector. Future scope of study is 

recommended to include more dimensions 

for employability skills and emotional 

intelligence as planning and organizing, 

problem solving, self-management, learning, 

initiatives, stress handling and ability to 

adapt the change process. 

The research study has collected the data by 

following the close ended questions using 

Likert scale options which had made 

respondents to answer the questions 

accordingly. However, if mixed approach 

was followed, following both quantitative 

and qualitative methods with some open-

ended questions could have generalized 

more results for understanding the concept. 

Acknowledgment: The Authors 

acknowledge thanks to the Doctoral 

Research Centre, Chitkara Business School, 

Chitkara University,Punjab, India for their 

support.  

 

References: 
 

Ahangar, R. G. (2012). Emotional Intelligence: The Most Potent Factor of Job Performance 

among Executives. Emotional Intelligence-New Perspectives and Applications, 1(1), 121-

138. 

Aspiring Minds Report (2016). Retrieved from https://www.aspiringminds.com/ 

sites/default/files/National%20Employability%20Report%20-%20Engineers%20Annual%20 

Report%202016.pdf. 

Aziz, A., & Pangil, F. (2017).Moderating Effect of Emotional Intelligence on the Relationship 

between Personality Traits and Employability. Saudi Journal of Humanities and Social 

Sciences, 2(2), 132-139. 

Bande, B., Fernández-Ferrín, P., Varela, J. A., & Jaramillo, F. (2015). Emotions and 

salesperson propensity to leave: The effects of emotional intelligence and resilience. 

Industrial marketing management, 44, 142-153. 

Bandura, A. (1995). Exercise of personal and collective efficacy in changing societies. In: A. 

Bandura (Ed.), Self-efficacy in changing societies (pp. 1-45). New York, NY, US: 

Cambridge University Press. 

Bandura, A. (1997). Self-efficacy: The exercise of control. Macmillan. 

Bar-On, R. (2006). The Bar-On model of emotional-social intelligence (ESI). Psicothema, 18, 

Suppl: 13-25. 

Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable distinction in social 

psychological research: Conceptual, strategic, and statistical considerations. Journal of 

Personality & Social Psychology, 51(6), 1173-1182. 

Bar-On, R., Brown, J. M., Kirkcaldy, B. D., & Thorne, E. P. (2000). Emotional expression and 

implications for occupational stress: an application of the Emotional Quotient Inventory 

(EQ-I). Personality and Individual Differences, 28(6), 1107-1118. 

Belagodu, S. (2013). Agile Scaling Models. Computer Science and Education in Computer 

Science, 9(1), 16-21. 

Bentler, P. M.  (1990). Comparative fit indexes in structural models. Psychological Bulletin, 

107(2), 238-246. 

Beukes, C. J. (2010). Employability and emotional intelligence of the individual within the 

school-to-work transition phase (Doctoral dissertation, University of South Africa). 

https://www.aspiringminds.com/sites/default/files/National%20Employability%20Report%20-%20Engineers%20Annual%20Report%202016.pdf
https://www.aspiringminds.com/sites/default/files/National%20Employability%20Report%20-%20Engineers%20Annual%20Report%202016.pdf


 

746                                  P. Kumar Chand, A. Sadasiva Kumar, A. Mittal  

Bhavnani, S. H., & Aldridge, M. D. (2000). Teamwork across disciplinary borders: a bridge 

between college and the work place. Journal of Engineering Education, 89(1), 13- 16. 

Blom, A., & Saeki, H. (2011). Employability and skill set of newly graduated engineers in 

India. The World Bank. 

Boussiakou, L. G., Boussiakou, I. K., & Kalkani, E. C. (2006). Student development using 

emotional intelligence. World Transactions on Engineering and Technology Education, 5(1), 

53-58. 

Brown, C., George-Curran, R., and Smith, M.L. (2003). The role of emotional intelligence in 

the career commitment and decision-making process. J. Career Assessment, 11(4), 379- 392. 

Brown, D. J., Cober, R. T., Kane, K., Levy, P. E., and Shalhoop, J. (2006). Proactive 

personality and the successful job search: A field investigation with college graduates. 

Journal of Applied Psychology, 91(3), 717-726. 

Carmeli, A. (2003). The relationship between emotional intelligence and work attitudes, 

behavior and outcome. Journal of Managerial Psychology, 18(8), 788-813. 

Carson, K. D., & Carson, P. P. (1998). Career commitment, competencies, and citizenship. 

Journal of Career Assessment, 6(2), 195-208. 

Cherniss, C., & Goleman, D. (2001). The emotionally intelligent workplace: how to select for, 

measure, and improve emotional intelligence in individuals, groups, and organizations. San 

Francisco, CA: Jossey-Bass. 

Chisholm, C. U. (2010).  The formation of engineers through the development of Emotional 

Intelligence and Emotional competence for global practice. Global Journal of Engineering 

Education, 12 (1), 6-11. 

Coetzee, M., & Beukes, C. (2010). Employability, emotional intelligence and career 

preparation support satisfaction among adolescents in the school-to-work transition phase. 

Journal of Psychology in Africa, 20(3), 439-446. 

Cooper, R. K., & Sawaf, A. (1997). Emotional Intelligence in business. Orion. 

Copps, J., & Plimmer, D. (2013). Inspiring impact-The journey to employment: A guide to 

understanding and measuring what matters for young people. NPC. 

Cullen, K. L., Edwards, B. D., Casper, W. C., & Gue, K. R. (2014). Employees’ adaptability 

and perceptions of change-related uncertainty: Implications for perceived organizational 

support, job satisfaction, and performance. Journal of Business and Psychology, 29(2), 269-

280. 

Dacre Pool, L., & Qualter, P. (2012). Improving emotional intelligence and emotional 

selfefficacy through a teaching intervention for university students.  Learning and Individual 

Differences, 22(3), 306-312.  

Dacre Pool, L., & Sewell, P. (2007).  The key to employability: developing a practical model 

of graduate employability.  Education+ Training, 49(4), 277-289. 

Dacre Pool, L., Qualter, P., and Sewell, P. J. (2014). Exploring the factor structure of the 

CareerEDGE employability development profile. Education and Training, 56(4), 303-313.  

Dana, L.-P. (2001). Introduction: networks, internationalization and policy. Small Business 

Economics, 16(2), 57-62. 

Dana, L.-P. (2005). Toward a Multidisciplinary Definition of Indigenous Entrepreneurship.  

The Edward Elgar World Book of Research on Indigenous Entrepreneurship, Cheltenham: 

Edward Elgar. 



 

747 

Dana, L.-P., Etemad, H., & Wright, R.W. (2000). The global reach of symbiotic networks. In 

Dana, L.-P. (Ed.), Global Marketing Cooperation and Networks, International Business 

Press (pp.1-16). Binghamton, NY. 

Dearing, R. (1997). Higher Education in the Learning Society. Report of the National 

Committee of Inquiry into Higher Education, HMSO, Norwich. 

Dulewicz, V., and Higgs, M. (1999). Can emotional intelligence be measured and developed? 

Leadership & Organization Development Journal, 20(5), 242-253. 

Feldmann, L., & Sprafke, N. (2015). How to Design Empowering Work-based Learning 

Settings to Foster Students’ Competence Development. International Journal for Cross-

Disciplinary Subjects in Education (IJCDSE), 6(1), 2081-2089. 

FICCI and NASSCOM (2017). Retrieved from http://ficci.in/PressRelease/2874/FICCI-press-

sep15-gss2.pdf. 

Finch, D., Peacock, M., Lazdowski, D., and Hwang, M. (2015). Managing emotions: A case 

study exploring the relationship between experiential learning, emotions, and student 

performance. International Journal of Management Education, 13(1), 23-36. 

http://doi.org/10.1016/j.ijme.2014.12.001. 

Frazier, P. A., Tix, A. P., & Barron, K. E. (2004). Testing moderator and mediator effects in 

counseling psychology research. Journal of counseling psychology, 51(1), 115-134. 

Goleman, D. (1996). Emotional intelligence: Why it can matter more than IQ. Learning, 24(6), 

49-50. 

Goleman, D. (1998). Working with emotional intelligence. New York, NY: Bantam. 

Gowsalya, G., & Kumar, A. M. (2015). Employability Skill: A Literature Review. 

International Journal of Advance Research in Computer Science and Management Studies, 

3(3), 353-360. 

Gryn, M. (2010). The relationship between the emotional intelligence and job performance of 

call center leaders (Master’s Thesis), University of South Africa, South Africa. Retrieved 

December 20, 2013, from http://uir.unisa.ac.za/bitstream/handle/10500/3537/dissertation 

_gryn_m.pdf?sequence=1. 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data analysis 

(7th ed.). Englewood Cliffs: Prentice Hall. 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: indeed, a silver bullet.  Journal of 

Marketing Theory and Practice, 19(2), 139-151. 

Harvey, L. (2001). Defining and measuring employability. Quality in Higher Education, 7(2), 

97-109. 

Harvey, L., Plimmer, L., Moon, S., & Geall, V. (1997). Student Satisfaction Manual. 

Buckingham: Open University Press. 

Hatcher, L. (1994). A step-by-step approach to using the SAS(R) system for factor analysis and 

structural equation modeling. Cary, NC: SAS Institute. 

Hayes, A. F. (2013). Introduction to mediation, moderation, and conditional process analysis. 

New York: The Guilford Press. 

Hernon, P., Giesecke, J., & Alire, C.A. (2007). Academic Librarians as Emotionally Intelligent 

Leaders. Westport, CT: Greenwood. 

 

 

http://ficci.in/PressRelease/2874/FICCI-press-sep15-gss2.pdf
http://ficci.in/PressRelease/2874/FICCI-press-sep15-gss2.pdf
http://doi.org/10.1016/j.ijme.2014.12.001
http://doi.org/10.1016/j.ijme.2014.12.001
http://uir.unisa.ac.za/


 

748                                  P. Kumar Chand, A. Sadasiva Kumar, A. Mittal  

Hidalgo, J., Diez, M., & Velez, P. (2004). The Use of Emotional Intelligence in the Process of 

Teaching Software Engineering. In International Conference on Engineering Education and 

Research Progress through Partnership, (pp. 861-870). 

Hinkin, T. R. (1995). A review of scale development practices in the study of organizations. 

Journal of Management, 21(5), 967-988. 

Hopper, R. (2005). Emotional intelligence in academic library leadership. Library staff 

publications, Paper No. 1, Johnson and Wales University, Providence. Retrieved from 

http://scholarsarchive.jwu.edu/staff_pub/1 (accessed 9 May 2018). 

Israel, G. D. (1992). Determining Sample Size. Program Evaluation and Organizational 

Development. IFAS, University of Florida. 

Jackson, D. (2015). Employability skill development in work-integrated learning: Barriers and 

best practice. Studies in Higher Education, 40(2), 350-367. 

http://doi.org/10.1080/03075079.2013.842221. 

Jain, R., & Jain, S. (2013). Conceptualization, Measure Development and Empirical 

Assessment of Career Oriented Attitudes and Employability of Technology Graduates. 

Vision: The Journal of Business Perspective, 17(2), 143-157. http://doi.org/10.1177/ 

0972262912483528. 

Jameson, A., Carthy, A., McGuinness, C., & McSweeney, F. (2016).  Emotional Intelligence 

and Graduates – Employers’ Perspectives’. Procedia Social and Behavioral Science, 228, 

515- 522. 

Jeswani, S. (2016). Assessment of employability skills among fresh engineering graduates: A 

structural equation modeling approach.  IUP Journal of Soft Skills, 10(2), 7. 

Johnson, P. R., & Indvik, J. (1999). Organizational benefits of having emotionally intelligent 

managers and employees.   Journal of workplace learning, 11(3), 84-88. 

Kakabadse, A., & Kakabadse, N. (2005). Outsourcing: Current and Future Trends. 

Thunderbird International Business Review, 47(2), 183-204. 

Kalbande, V. N., & Handa, C. C. (2015). Identification of Important Parameters and Skills 

Required by Engineering Students in Campus Placement Process. International Journal of 

Engineering Research-Online, 3(2), 1-7. 

Kanfer, R., Wanberg, C. R., & Kantrowitz, T. M. (2001). Job search and employment: A 

personality-motivational analysis and meta-analytical review. Journal of Applied 

Psychology, 86(5), 837-855. 

Kearney, A. T. (2011). Offshoring Opportunities Amid Economic Turbulenc. The A.T. 

Kearney Global Services Location Index. 

Kirk, B. A., Schutte, N. S., & Hine, D. W. (2008). Development and preliminary validation of 

an emotional self-efficacy scale.  Personality and Individual Differences, 45(5), 432-436. 

http://doi.org/10.1016/j.paid.2008.06.010. 

Kline, R. B. (1998). Principles and Practice of Structural Equation Modeling. New York, 

USA: Guilford Press. 

Knight, P., & Yorke, M.  (2004). Learning, Curriculum and Employability in Higher 

Education. London: Routledge Falmer. 

Knight, P., & Yorke, M. (2003). Employability and Good Learning in Higher Education. 

Teaching in Higher Education, 8(1), 3-16. 

Koka, A. S., & Raman, M. (2015). Importance of Employability Skills in Information 

Technology Multinational Corporations.   Asian Journal of Management Research, 6(1), 1-9. 

http://doi.org/10.1080/03075079.2013.842221
http://doi.org/10.1080/03075079.2013.842221
http://doi.org/10.1016/j.paid.2008.06.010


 

749 

Kreitz, P. A. (2009). Leadership and emotional intelligence: A study of university library 

directors and their senior management teams. College & Research Libraries, 70(6), 531-554. 

Kulkarni, N., & Chachadi, A. H. (2014). Skills for Employability: Employers' Perspective. 

SCMS Journal of Indian Management, 11(3), 64. 

Law, K. S., Wong, C. S., Huang, G. H., & Li, X. (2008). The effects of emotional intelligence 

on job performance and life satisfaction for the research and development scientists in China. 

Asia Pacific Journal of Management, 25(1), 51-69. 

Lawrence, D. (2006). Enhancing self-esteem in the classroom. Pine Forge Press. 

Little, B. (2001). Reading between the lines of graduate employment. Quality in Higher 

Education, 7(2), 121-129. 

Lumley, M., & Wilkinson, J. (2014).  Developing Employability for Business (2nd ed.). Oxford 

University Press, Oxford. 

Maran, K., & Chandra Shekar, V. (2015). A study on student’s perception of employability 

skills with respect to engineering institution. International Journal of Research in 

Engineering, Social Sciences, 5(3), 21-34. 

Matsouka, K., & Mihail, D. M. (2016). Graduates’ employability: What do graduates and 

employers think? Industry and Higher Education, 30(5), 321-326. 

Mikolajczak, M., Luminet, O., Leroy, C., & Roy, E. (2007).  Psychometric properties of the 

trait emotional intelligence questionnaire: Factor structure, reliability, construct, and 

incremental validity in a French-speaking population. Journal of Personality Assessment, 

88(3), 338-353. 

Mishra, D.S. (2016). Engineering Employability Skills Required By Employers in India. 

International Research Journal of Engineering and Technology, 3(2), 961-964.  

Misra, R. K., & Khurana, K. (2017). Employability Skills among Information Technology 

Professionals: A Literature Review. Procedia Computer Science, 122, 63-70. 

Mitra, B. K. (2011). Personality Development and Soft Skills. New Delhi: OUP. 

Mittal, A., Chand, P. K., & Rahul, A. (2019). In press, A Framework for Selection of Global 

In-house Centres Outsourcing Destinations in India. International Journal of Business 

Globalisation. 

Moon, T., & Hur, T. (2011). Emotional intelligence, emotional exhaustion, and job 

performance. Social Behavior & Personality: An International Journal, 39(8), 1087-1096. 

Mousavi, S, H., Yarmohammadi, S., & Nosrat, A. B. (2012). The relationship between 

emotional intelligence and job satisfaction of physical education teachers. Annals of 

Biological Research, 3(2), 780-788. 

Muller, D., Judd, C. M., & Yzerbyt, V. Y. (2005). When moderation is mediated and mediation 

is moderated. Journal of Personality and Social Psychology, 89(6), 852-863. 

Nair, C., Patil, A., and Mertova, P. (2009). Re‐ engineering graduate skills – a case study. 

European Journal of Engineering Education, 34(2), 131-139.   

Nauta, A., Vianen, A., Heijden, B., Dam, K., & Willemsen, M. (2009). Understanding the 

factors that promote employability orientation: The impact of employability culture, career 

satisfaction, and role breadth self-efficacy. Journal of Occupational and Organizational 

Psychology, 82(2), 233-251. 

 

 



 

750                                  P. Kumar Chand, A. Sadasiva Kumar, A. Mittal  

Nesbit, P. L., & Lam, E. (2014). Cultural adaptability and organizational change: a case study 

of a social service organization in Hong Kong. C ontemporary Management Research, 10(4), 

303-324.  

Padhi, P. K. (2014). English Competency: The Need of the Hour for Professional Students. 

International Journal of English Language, Literature and Humanities, 2(8), 207-216. 

Pai, A. K., & Basu, S. (2007). Offshore technology outsourcing: overview of management and 

legal issues.  Business Process Management Journal, 13(1), 21-46. 

Palmer, B. R., & Gignac, G. E. (2012). The impact of emotionally intelligent leadership on 

talent retention, discretionary effort and employment brand.  Industrial and Commercial 

Training, 44(1), 9-18. 

Patil, M. (2013). Importance of English Communication for Engineering Students from Rural 

Areas and Its Remedies. IOSR Journal of Mechanical and Civil Engineering (IOSR-JMCE), 

2(19), 35-38.  

Patra, S. (2004). Role of emotional intelligence in educational management. Journal of Indian 

Education, 30(1), 98-104. 

Pillai, S. (2009). Enhancing graduate employability through University-Industry Partnerships. 

Sub Theme D - University Industry Partnership, ASAIHL 2009 D-5, pp.247-254. University 

of Kelaniya, Sri Lanka. 

Preacher, K. J., & Hayes, A. F. (2008). Assessing mediation in communication research (pp. 

13-54). London: The Sage sourcebook of advanced data analysis methods for 

communication research. 

Puffer, K. A. (2011). Emotional intelligence as a salient predictor for collegians’ career 

decision making. Journal of Career Assessment, 19(2), 130-150.  

Pulakos, E. D., Arad, S., Donovan, M. A., & Plamondon, K. E. (2000). Adaptability in the 

workplace: development of a taxonomy of adaptive performance.  Journal of Applied 

Psychology, 85(4), 612-624. 

Quek, A. H. (2005). Learning for the workplace: A case study in graduate employees’ generic 

competencies. Journal of Workplace Learning, 17(3), 231-243. 

Rateau, R. J., Broyles, T. W., Fowler, S. B., & Robinson, J. S. (2011). Understanding the 

Employability of College Graduates for Success in the Workplace (Doctoral dissertation, 

Virginia Tech). 

Riemer, M. J. (2003). Integrating emotional intelligence into engineering education. World 

Transactions on Engineering and Technology Education, 2(2), 189-194. 

Rose, B. M., Holmbeck, G. N., Coakley, R. M., & Franks, E. A. (2004). Mediator and 

moderator effects in developmental and behavioral pediatric research. Journal of 

Developmental and Behavioral Pediatrics, 25, 58-67. doi: 10.1097/00004703-200402000-

00013. 

Sadri, G. (2012). Emotional intelligence and leadership development. Public Personnel 

Management, 41, 535-548. doi:10.1177/009102601204100308.. 

Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, cognition and 

personality, 9(3), 185-211. 

Scott-Halsell, S., Shumate, S. R., & Blum, S. (2008). Using a model of emotional intelligence 

domains to indicate transformational leaders in the hospitality industry. Journal of Human 

Resources in Hospitality & Tourism, 7(1), 99-113. 

 



 

751 

Seal, C. R., Naumann, S. E., Scott, A. N., & Royce-Davis, J.(2011). Social emotional 

development: A new model of student learning in higher education.  Research in Higher 

Education Journal, 10(1), 1-13. 

Serrat, O. (2009). Understanding and Developing Emotional Intelligence. Retrieved from 

https://digitalcommons.ilr.cornell.edu/intl/189/ 

Shafie, L. A., & Nayan, S. (2010). Employability awareness among Malaysian undergraduates. 

International Journal of Business and Management, 5(8), 119-123. 

Singh, R., Chawla, G., Agarwal, S., & Desai, A. (2017).  Employability and innovation: 

development of a scale. International Journal of Innovation Science, 9(1), 20-37. 

Slaski, M., & Cartwright, S. (2003). Emotional intelligence training and its implications for 

stress, health and performance. Stress and Health, 19(4), 233-240. 

Sy, T., Tram, S., & O’Hara, L.A. (2006). Relation of employee and manager emotional 

intelligence to job satisfaction and performance. Journal of Vocational Behavior, 68(3), 461- 

473. 

Tan, L. C., & French-Arnold, E. (2012). Employability of graduates in Asia: an overview of 

case studies. Bangkok, Thailand: Asia and Pacific Regional Bureau for Education, 

UNESCO. 

Tran, T. T. (2016). Enhancing graduate employability and the need for university- enterprise 

collaboration.  Journal of Teaching and Learning for Graduate Employability, 7(1), 58-71. 

http://doi.org/10.21153/jtlge2016vol7no1art598. 

Van der Velde, M., & Van den Berg, P. (2003). Managing functional flexibility in a passenger 

transport firm. Human Resource Management Journal, 13(4), 45-55. 

Varghese, B., Sageer, A., & Agarwal, P. (2013). Emotional Intelligence, Core Competency and 

Employability skills of the Management Students: A Relationship Study. Pragyaan: Journal 

of Management, 11(2), 25-40. 

Villard, J. A. (2004). Determining the relationship between job satisfaction of county extension 

unit employees and the level of emotional intelligence of extension county chairs (Doctoral 

dissertation, The Ohio State University). 

Warn, J. and Tranter, P. (2001). Measuring quality in higher education: a competency 

approach. Quality in Higher Education, 7(3), 191-198. 

Washer, P. (2007). Revisiting key skills: a practical framework for higher education. Quality in 

Higher Education, 13(1), 57-67. 

Wegener, D. T., & Fabrigar, L. R. (2000). Analysis and design for nonexperimental data: 

Addressing causal and non causal hypotheses. In H. T. Reis & C. M. Judd (Eds.), Handbook 

of research methods in social and personality psychology (pp. 412-450). New York: 

Cambridge University Press. 

Wong, C. S., & Law, K. S. (2002). The effects of leader and follower emotional intelligence on 

performance and attitude: An exploratory study. The leadership quarterly, 13(3), 243-274. 

Yorke, M. (2001). Employability in first cycle higher education A working paper prepared for 

the'Skills Plus' Project. Liverpool: John Moores University. 

Zeidner, M., Mathews, G., & Roberts, R.D. (2004). Emotional intelligence in the workplace: A 

critical review. Applied Psychology: An International Review, 53(3), 371–399. 

Zhou, J., & George, J. M. (2003). Awakening employee creativity: The role of leader 

emotional intelligence, Leadership Quarterly, 14 (5), 545-568. 

http://doi.org/10.21153/jtlge2016vol7no1art598


 

752                                  P. Kumar Chand, A. Sadasiva Kumar, A. Mittal  

Pawan Kumar Chand 
Chitkara Business School, 

Chitkara University, Punjab, 

India.  

pawan.chand@chitkara.edu.in 

Ashwin Sadasiva 

Kumar 
Chitkara Business 

School, Chitkara 

University, Punjab, India.  

ashwins1974@gmail.com  

Amit Mittal 
Chitkara Business School, 

Chitkara University, Punjab, 

India.  

amit.mittal@chitkara.edu.in 

 


