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ABSTRACT

This study focuses on the changing nature of careers that require people to take ownership of their careers
and to develop and sustain their employability. Career counselors and human resource practitioners have
been concerned for a long time about employees' psychological career resources or career metfa-

mpetencies that enable them to take ownership of their careers and be proactive in managing their
careers and improving their employability

As a result, current research has {ocused on career meta-competencies, like self-esteem {md emotional

acy, as frs;;@ﬂf’;ar “syd‘; logical career resources. Self-esteem can predict employability s gnificantly.
e a icc< o% msecrm in ;néia on how people's self-esteem ;aimes to their

ing diversity in workplaces. It requires employers to understand how p eople's
(age, race, gender, marital status and employment status) influence their

employability attributes.

Given the current skills shortages and concerns about attracting and retaining young falent in business

organizations, the secondary aim of this study was to investig

ate whether people's age, race, gender,
marital status and employment status significantly predict their self-esteem and employability atfributes.

Keywords: Employability, Core Competency, Entrepreneurial Orientation.

1. Introduction sustain their employability. The increased concerns about
the employability of young adults, especially in India, has
led to more emphasis on employability and helping
people to increase their employability.

In today's challenging world of work, technical skills and
ac ad@mm knowledge are no longer e xouqh fora pe=mon
d work (Fallows & Steven, 2000; Savickas et al.,

in the traditional career context, the o:gamza—*imw took
responsi b Ty fora person’s career. However, in the new
world of work, the responsibility shified to individuals. They
now had to market themselves and increase their
employability skills {De Vos & Soens, 2008: Forrier & Sels,
2003; Hall, 2004; Racbe, frese & Beehr, 2007).
McQuaid ond Lindsoy (2005} dlso believe that the
responsibility for emy onob ity has now shifted from h
organization fo the employese. This means that the main
responsibility now lies with employees tor their growth and
continued professional development.

ires young adults, who are entering
mo ’7;5){}15’ and to susiain their
3 that career

ot n;/@iw
{Coetzee, )00&

’359(}’7(5\‘{33?53
ang mt; technolo g;f The new relationship between the worker and the -
work has made it necessary to develop ¢
and development interventions. These

5, 10 'eslgim‘af&é their skills
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take ownership of their careers and be proactive in
managing them whilst reflecting on their career meta-
competencies as key resources for sustaining  their
employability (Baruch, 2004; Coetzee, 2008; Fugate et
al., 2004; Savickas ef al., 2009). Fugate et ol. (2004)
argue that it is the responsibility of employees to find
information about careers. They also need to develop their
skills and capabilities as well as other abilities, which

current and

sustain their employobi

-reloted and
ne-Jocobs,
mer & Niles,
20046).

ies to maoke

)
peoo

r development
Coetze e nologico! resources include
attribut ties like behavioural adaptability, self-
knowledge, career orientation awareness, sense of
purpose, self-esteemn and emotional literacy. They allow
people o be self-sufficient learners and ogents in
managing their own careers (Coetzee, 2008 Briscoe &
Hall, 1999; Coetree & Roythorne-Jucobs, 2007; Hall &
Chandler, 2005; Herretal., 2004).

People who have a wide range of psychological care
generally more able to adapt to changing
1 to have high

/e hi
e d isTaTal
3l., 2004,

mis g

sir, 2009).
2. Literature Review

Employability attributes

| 1), there isno agreement about
uld define employability. Hillage and Pollard
(1998} suggest that employability is the ability to find and
keep rewarding work and 1o move self-sufficiently in the
labour market 1o > ones potential  through
sustainable employrment,

how one u

nce, Core Competency and Employability skills of the Management Students

In the context of the present study, an employability
oftribute is o psychosocial construct that describes career-
reloted characteristics. It promotes adaptive cognition,
behaviour and affect. It also improves a person's suitability
for appropriate and sustainable employment
{Bezuidenhout, 2010; Coetzee, 2011, Fugate et al,
2004 ; Yorke & Knight, 2007).

Therefore, employability is an attribute that includes self-
directedness or personal agency for retaining or securing
a job or form of employment. It uses a range of personal
careger-related aftributes that are generally regorded as
alternatives to job security in an unstable world of work
{Rothwell, Jewell & Hardie, 2009; Schreuder & Coetree,
2011). Various authors have found that self-perceived
employability, increases feelings of being in control of
one's career and confident to secure o suitable posifion in
the lobour market (De Cuyper, Bernhard-Cetiel, Ber 3
De Witte & Alarco, 2008). Furthermore, employability

i

value- and identity-driven — it relates fo a person’s own
affributes and biography (Tomlinson, 2007). A
Waters, Briscoe and Haoll (2007 suggest that
identity and adaptability are vital aspects of o person's s
perceived employability, Accore 9
Van der Velde and Van den Berg
employability depends on o person
Warnberg and Kantrowitz (2001) found that self-efficc cy
has a positive relationship with employment outcomes.
Employability is also beneficial for present performance on
the job and for career and business outcomes {Van der
Heljde & Van der Heijden, 2006).

s self-efficacy. Kanfer,

Bezuidenhout (2010) and Coetzee [2010) developed an
employability attributes framework specifically for students
in the Indian higher education context. It consists of eight
core career-related employability oftributes that are
important for increasing a person's chances of s BCUTING
and  sustaining  employment {(Bezuidenhowut, 2010;
Coetzee, 20711).

Career self-management: This refers to a person's ability
fo sustain employment through career plonning,
continuous learning and career management {Schreuder
& Coeizee, 2011,

The set of attributes that is associated with career self-
management:

¢ The ability to reflect on one's career aspiratio

have g Ciear sense of what one wanis
one's carger

e The ability to recognize the skills one

successiul in one's coreer and the actions or
to take to achieve one

goals

sue and

e The con e ond ¢ nination to pu
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achieve one's career gouls
® Continuous engagement in development activities in

order to uchieve one's goals.

Cultural competence: This refers 1o o person's meta-
cognitive ability to understand, oct and interact effectively
in diverse cultural environments.

The set of attributes thot follows is associated with cultural
competence:

and

people from

, ions of the
serformance-related
> attempt and their
sble 1o carry out the
he extent

oé;@é”? @%fm;iy

o which

, fot

hersist da«%p;? e obstacles [Schreuder
‘ Self-efficacy also refers 1o the esti
that people make of their ability to cope, perform and
thrive (a&ezmdmhom, 2010). The set of aftributes that
follows is associaied with self-efficacy:

imate

«  Being able to function independently of others
o Being obleto make decisions
«  Havingthe confidence to achieve one's goals

«  Being persistent with chall

enges

ve
with
one's job and career.

up o date

Coreer resilience:
adapt to «
one's oo

forward 1o working
ness 1o take risks

Apr B mmire
e &« LDogviee,

resilience as o
o high level of

competence and
oot situations.,

at follows is associated with career

o Having a high regard tor one's personal gualities
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« Being open to feedback from others about one's

strengihs ond weaknesses
o Being confident about one’s accomnplishments

» Beingopen to, and being able to adapt to, changes in

one's environment,

Entrepreneurial orientation: This refers to a person's
preference tor innovation and creativity, o tendency to take
risks, o need for achievement, a tolerance for uncertainty
as well as o preference for autonomy when exploiting
opportunities in the working environment ond when
creating something voluable (Bezuidenhout, 2010}

The set of atfributes that follows is associated with

enirepreneurial orientation:

s Being interested in, und continvously underiaking,
new busitiess opporiunities being open o new ideas

= Hoving o positive aftitude 1o the implicatic

change in one’s workplace or studies

(/7

s Being comiortable in unfamiliarsituations

s Being able 1o accept responsibility £
failure of one's career.

Proactivity: This refers to a person’s
in active roles that lead to i’u*ur% ori
initiated action in order to
situation {Bezuidenhout, 207(

The set of attributes that follows is associated with
proactivity:

»  Being able o take accountabilityfor one's decisions

»  Being able o set challenging targets for oneself
«  Being abletoidentily opportunities before others do

«  Being able to improve one's krowledge and skills in
order ensure career progress

s Beingobleto adaptio changingsituations

s+ Being oble o persist despile difficult career

circumstances.

Emotional literacy: This refers 1o people’s ability i«
emotions adapiively and their abifity fo read, underst
and conirol their own ond f*ﬁ*er people’s emotions
(Bezuidenhowt, 2010, Coetzes, 2070

elf-esteem

Self-esteem {as o career meta-competer
element of any person's dsng e e
theretore, an essential psych ,
the way people feel about themselves. It um%
affects their dealings with the environment and the people

BRI
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otional Infellige

ernis, 2003}

Rosenberg (1965) described self-esteern os the positive or
negative aftitudes that people have about themselves.
High self-esteem means that people feel that they are
good enough whereas o low self-esteem means that they
feel that they ore not. Baumeister (1997) describes self-
esteern as the evaluative dimension of the self-concept.
Bottle (2002) describes self-esteem os the perception that
people have of their self-worth. It develc

becomes more
Q{ nieroc

with whom they come info contact {

elops grodually and
differentioted with adulthood and because
with others. (:may ittle and Haotdahl (2000)

an behaviour and

"%zls/ ing princ

its

‘ H“ es %defn construct in o social iy embedded
he workplace). 7 "’fh«—”("‘&5 self-esteemis o

i (1982; §§9?‘
nal theorefical opproach fo
the construct of self-esteem. He proposes that
se em consists of general self-esteem, social or peer
selt-esteern ond personal self-esteem.

and Bottle

k4

dimensio

o people's overall perceptions
of, and feelings about, hsesr worth. Social seslhes%eem is
the aspect of self-esteem that relates to people's
perceptions of, and feelings about, the quality of their
relationships with their peers. Personal self-esteem relates
to people's most innate perceptions ond feelings of self-
worth. General self-esteem, social self-esteem and
personal WH -esteem combined make up people’s overall
self-esteem. In addition, each of these components of self-
esteem consisis on various factors. Battle (1982) focused
onthe cognitive il '

General self-esteem refers

sffective foctors (subjeciive
interpersonal needs

{social acceptance

3 positive self-
need esteem
others also feel
apts them). To
strive  for
ol the cio-cultural
n order 4\,-« the group o
ect from others, they behave

| confident, competent, strong,
% hey hove satisfied their needs for

nd, when people have not
sotisfied their need tor selie
inferior, anxious, worried, depressed, weck and helpless

w% -esteam. if,m ?%‘w? othe

eern, they fend io feel

tency and Employability skills of the Management Students

Therefore, identilying, measuring, improving and
sustaining high self-esteem have become important issues
for educators, teachers, trainers and career counsellors.
Helping people o improve ond sustain a healthy and
positive self-esteem is o practical application of the
knowledge currently available about it (Coetzee, 2005).

Brockner and Guare {1983) and Kerka {1998) found that
people wi?’ low self-esteem are more likely to perform
poorly and achieve less compared fo people with high
self- ﬁs?ec'ﬂ In addition, Baumeisiter (1997) found that
people wii
sense of who and what they are and are not confident that
they will succeed in what they try. Therefore, it seems that
people with low self-esteem are less likely to hove well
developed employability skills compared 1o peo
high seli-esteem.

i low self-esteemn do not seem to have o cleor

Various authors found that one could improve low
esteem through training (Brockner & {.%(;;U“-
Fugate etal., 2004; Smoll, Smit, Barmet &
Therefore, one con conclude that %mimmg
graduates and people who are lookin
develop self-esteem. Usi ng these research fin ng,/ the
researcher formulated the hypothesis that follo
objective 1:

s

Hypothesis 1:
relationship with employability aftributes.

Self-esteem has o signiticant positive

The aiw; of this arficle also cover differences in
biographical details. Therefore, the researcher conducied
o mermbre review of significantdifferences.

Orth, Robins and Trzesniewski [2010) found that middle-

aged people have a slightly higher sel f-e*sfeem than older
adults do. However, other studies have failed to show any
significant age differences (Brandstadier & Gr
Demo, 1992).

eve, 1994;

Yan Rooy, Alonso and Viswesvaran (2005) found o
positive relationship between age ond employability.
Many older Qmpécyees find themselves in 1
position as new job applicants because of
in the market environment. This resulls in r
and job changes Von Rooy et al, 2005). b
’EUOé and Van der Heijde and Van der Hejj
found thot employability decreases with
when g person moves inlo o new ‘fée%d [elgite

position. Vorious authors have [
iess employable than men ore. In
tend to have lower employab
(Clarke, 2008; Lee, 2007; Scan
They explained that m
against women because

sOamMe

resnons) ibilities.
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Using these research findings, the researcher formulated
the hypotheses that follow:

Hypothesis 2: Age, gender, race, marital status, job level,
current employment status and employability satisfaction
significantly  predict self-esteern  and  employability
aftributes.

Hypothesis 3: Men and women differ significantly in self-
esteerm and employability attributes.

3. Research objectives

termine

the relationship

Hity attr ;mea;

e ang ﬁ‘f‘f)ﬁ(‘)yf‘ﬂi

putes; an d
ter xgr’zs‘hc:afﬁ%y

y su%h%ba;?@&

valﬁtaﬂsh;p

Ir addition, the study could add new knowledge and
insight thot might help 1o improve career development
support practices. It could also assist career-counselling

practitioners to help young adulls, who are entering the
world of work, to improve their employobility attributes.

4. Research design

Research approoch

o

Vs comprised o convenience sample

students who were ;tv;r

i1 Varo

ventory. ine AL

(el

reporting inventory developed over
course of severa il years’ work with students and

Visa se
adult
'?he: CFSEIZ-AD, which meosures o person's

fions of self-worth and achievement compared to

"Pragyoan: Journal of Management" Volume 111 Issue 2
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those of others, has been valuable because it offers
greater insights into clients' subjective feeli
psychological states of wellbeing.

elings and their

It consists of four sub-sc
(16 items), social

ales. They ars general self-esteem
or peer self-esteem (eight items),
personal self-esteem {eight items) and lie or defensiveness
items (eight items). The lie subtest measures
defensiveness. People who respond defensively to self-
esteemn items refuse to admit that they have characteristics
of a generally valid but socially unacceptable nature. For
the purpose of this study, the researcher measured
participants' responses using a six-point Likert-type scale.

Battle {1992) hos found evidence of the validity of the
CFSEIZ-AD. The factor analysis of Batile (1992) confirms
the construct validity of the CFSEZ-AD. In terms of
reliability, Boitle {1 @92) reports fest-retest correlations of
betweer .79 ‘and .82.
coetlicients ranged between
subscales (Battle, 1992).

Internal consisiency reliability

79 and 92 for il the

ployability Attributes Scale: The Employobility
Scale (Bezuidenhout, 2010; Coetzes, 2010) %03 b
developed for the Indian higher "auf(}n
measure students self-perceived em

The EAS (Bezuidenhout, 2010; Coetz

rated, multi-faciorial measure that contains 56 items and

eight sub-scales. They are career self-manag

iterns), cultural competence (five items), self-efficacy (six

items), career re sociability {seven

xter‘rm, entr [seven items),
. literacy (seven

sment (11

silience [six items],

neurial  orientation

) and emotional

Respondents must rate each item on a six-point Likeri-type
Smle The higher the number, the more frue that item is o
espondent. An exploratory factor analysis (Coetzes,
ond infer-item correlational analyses showed thot
the EAS items meet the psychometric criteria of consiruct
validity. In terms of relicbility (internal consistency),
Cronbach's Alpha coefficients range between .78 and .90
for each subscale {Coetzee, 2010).

5. Resulis

Toble 1 gives the infernal consistency of the meosurements

for the item separation index and reliabil Jv, the person
separaiion index and relighil lity, the person reliability in
terms of Cronbach's alpha coeflicients, 4
measurs of each dimension per person and item os

ine infi ang ol stanshics {or S00N GIimension.

Toble 1 shows acceptable item reliabilin
indicates that 1
ed amongst the va

dimensions was sufficien

WS
ions. This

dime
differentiat rioble

for most

seporatios

to the

, Dec. 2013 29




gence, Core {

guideline of > 2.00 (Fox & Jones, 1998). The person fit for
most of the self-esteem variobles was lower that the
proposed guideline (> 2.00). The Cronbach’s alpha
coefficients for all the dimensions were acceptable (cut-off
point of .70). However, social or peer self-esteern (.66)
and the lie items (63) were lower The proactivity

—ompetency and Employability skills of the Management Students

dimension showed the hig
= 1.14) and the items of sell-estes

average measure (-.24, SD = 46). It is clear that the
mean item and person fit were acceptable and that the
responses do not underfit or overfit,

Table1: Person and Item Reliability - Culture Free Self-Esteem Inventory and Employability Attributes Scale.

] Mpmdion  Wladbilty  Mphw
Hisan s

198 ~ 5 i B

s 2 £

s . < i3k &

145 5 2

i =i 152 7

13 42 &

i 58 s
Poruen 15 ~58 i L 8
e i 9 b b

Setfaliany 140

Entragramiriah gewntation  Dursan 1.57 134
e o) &

Progtivity Pecson

£ &0

) Z 7
108 »
; RS, 193 & ®

B0 [Rsr)

-30 ;] 4D
{1 =38 143 ¥
La -.30 | 30 233 2
k] ¥ iz 40 554 ’
¥ i) g -3 1A
=1 ~50 iz Er | 12
15 38 i -8 433 %

arcner regarded the two measuring
useful and reliable for interpreting the

Table 2 shows the means, standard deviations, skewness
and kurtosis for the variables of interest.

In terms of self-esteem, participants obfained the highest

mean scores on the CFSEIZ-AD variable of general self-
esteemn (M = 5.52; SD = 11.11) and the lowest mean
score on the lie items (M = 3.20; 5D ; s of
SMpioyability ofinbutes, participants
mean scores on the EAS varic
management (M = 4,75

SD = 8.14) and self-efficacy (
the lowest mean score on sc

5.90).
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standard
teerm Inventory;

in the CFSEI2-AD)
. Most volues
h extreme values
nave o distribution
s conceniraie on the left

wit
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of the mean, with exireme values o the right (skewness >
0).

All the variables have a platykurtic disiribution, where the
values have a wider spread around the mean.

Toble 3 shows that cpproximately 19% :
were ‘highly sotisfied” with their current empl
levels, whilst approximately 64% of the respond
satistied’ with their current emplovability levels.




Emotional In

ligence, Core Competency and Employability skills of the Management Students

Table 3: Frequency Distribution - Employability Satisfaction.

quww amm |

%ﬁy%}ziy %a‘:ﬁm‘»
Frequency

Percentage

N = 304, sample size of respondents,
Testing the hypotheses

The primary aim of this study was to assess empirically
whether people's self-esteern has o relationship with their
employability attributes.

H"}Q resewcher anal Z(’?d hy 3(?)”"/6355} ] é&f%” s by computing
YF y oy g
“55(','3%’550’77 ;}f'i,’}{ﬂjuﬁfn!.OIH&-’",N 107?(320'(”}/" an

sl

o0n C 3 S

i

ables) had

with - employability

s empirically
job level,
satistaction
selfi-esteem and

2 by using categorical
using independent t-iests

trybmat iy o
Correlational statistics

The Pearson product-moment correlations allowed the
researcher to identify the direction and strength of the
relationships between each of the voriables,

Table 4 shows that the researcher observed o number of

10 33

41 135

63.5

19.1
g

significantly positive relationships between the CFSEI2-AD

and EAS variables. The significant correlations range
between r = 12 and 4] o= .05r< 30 < 49.

medium practical effect).

Table 4 shows significant positive relationships between all
subscales of the two variables.

General self-esteem hod o significant relationship with:

*  career sell-management {r = .32, medium effect, p
<.05)

*  culturalcompetence (r = .16: small effect, p = O

*  self-efficacy {r = .22, smalleffect, p < -05)

e
*  sociability (r = .37, medium effect, p = .05)
®  enfreprensurial orieniation {r = 28, small ¢
effect, p < (05)

proacthivity [r = .36, medium effect, p

*  emotionatliteracy {r = 32, medium effect p <

scictl ar nesr sol actonm
with:

*  career self-management (r = .23
.05)

*  cultural competence (r = 18 smo

* selfeefficacy r = .12, small effect, p < .05)

* career resilience (r = 32, medium effect, p = 05)
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eftect, p < ,05)
* samrepmnewsal orientation (r= 17, small effect, p <

05)
*  proachivity {r =

28, small effect, p < .05)

*  emotional literacy (r = .24, smoll effect, p = .05).
Personal self-esteem had o pomhve, correlation with:

*  caoreer self-management (r :

21, small effect, p <

(05")
L]
W
.
®
¢ g?mm%iviiv{r = 28,3

= emotional lit

tional Intelligence, Core Competency and Employability skills of the Management Studer
; ¥ ¥ y €

it is interesting fo note that personal : ]
only varioble that did not correlate sign Tifi car Jiy with self-
efficacy. The lie items {os measured by the CFSEI2-AD)
revealed o negative »,gzmaccm. relotionship between ol
variables of the employability attributes.

Therefore, the lie iterns had negative relationships with:

»  career self-management (r = -.15, small effect, p =

01)

= cultural competence (r = -.16, p= .01, small effect)

= self-efficacy{r=-.16, p = .01, small effect)
e careerresilience {r = -.28, p < .00, small effect)

= sociability [r = -.27,p < .00, smoll effect)

¢ entrepreneurial orientation {r = - 21, p
effect)

00, small

¢ proachvily [r =

=23, p = .00, small effect)

e emotiondl literacy [r = -.24, p < .00, small effect).

Table 4: Pearson-product Moment Correlations — Culture Free Self-Esteem

inventory and Employability Atiributes Scale

[emasion
Careersell.  Cltord  Sellefloay Eang
management  compelinde Herary
CFSE-AD Ae N i A
Sotigh or pesr bl 8% A% 2
BB
Personal sef-estesm il 15" - ¥ 24*% 2 .
Uie items 154 ~16*"4 15" - 28"+ =17 110 -23"%4 - 474
RN AR B

= 304, sample size of respondents.

25) practical

e ragression of

management

gni fu:m model

: s tor 1 U% ismall prochicol effect) of

ance. G@z“ami self-esteem (B = .31, p 2 .01
Y

contributed signif
variance in career ﬁ@?? management (R? = 10%, small
practical effect). The regression of the self-esteern variable
o the cultural competence vorioble produced o

*Pragyaan: Journal of Monagement” Volume 11: Issue 2, De

statistically significant model

2

[F(83.09; 21.30)
.001] and accounts for 4% of the variance. Social seli-
?:’rf‘ﬂm B = 14; p 2 .05) contrbuted signiticantly to
explaining éhe percentage of variance in  culurgl

3.90; p

compelence (R? = 4%, small proctical effect). The

regression of the self-esteem variable on the self-efficacy

variable &*aduped a stofistically c%gnifi::c;n model
£

[FI86.07; 15.66) = 5.50; p 2 .000] and occounts for &
{small practical effect] of the varionce. The varicbles that
follow contribuied significantly to exp ;amsr“q f

percentage of varionce in self-efficey (6%, small practic

effect]: genercl self-esteem

(74
7

o

il

B = 32;p2.001} and personal seli-esteem (§ = -.
2 05). The beto-weights showed that general sel

rirkee the b

st rontribiotion o exnlain

in the self-efficacy varioble.

The regression of the self-esteem varic
resilience vorioble produced a statistic a?iy
model [FI262.18; 15.04) = 17.44; p ¢

f

sccounts for 18% Ir

000] ond
i

edium practical effect) of the

o
&3
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variance, General self-esteem {53 26; p 2 .01) and
social or peer self-esteem (B = .15; p 2 .05) are variables
thot significantly cont rxbu‘refcmxplomw the percentage of
variance of career resilience (R? = 18%, medium practical
effect).

According to the bela-weighis, general self-esteem was

the variable that contributed most ?(ﬁW()S’d explaini

carger resilience construct, Tt e regres ssion of the self-
1 variable « i

:"‘;n»f'fim mo

g the

=T

The

regression

pranaurial produced ¢
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statistically significant model [F(171.0
¢ .000] and accounts for 8% (smalipracti
variance. General self-esteem B = .1 9; pe.
the perr ntage of variance for entrepr
%, small practical effect).

P

); 0K¥};x sTIOE]
neurial orientation

Finally, the regression of the self-esteem variable on the i

proactivity varic able produced o stotfistically significant .

mode! [F(280.77; 22.43) = 1252; p 2 .000] and

accounts for 13% (medium practical effect) of the

General self-esteem B = 23; p 2 .01) and

sial or peer self-esteem (B = 12, p 2 05) contribute
significantly to ex;}l ining the percentage of variance of

proachivity (R? = }

nee.

13%, medium pracical effect). The betg-
weights indicote that general self-esisem is the biggest
contributor to exploining the varionce in the proactivity
variable.

Table 5: Multiple Regression Analyses — Culture Free Self-Esteem
inveniory und Employchility Atiributes Scale
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collinearity statistics, the variance inf
ues were lower than the cut-off of > 4.0 o
cerns. These values sugge

researcher could rule out multi-collinearity wh

The results show

ved that the relationshi
measured were statistically si
relationships he tested. Therefore, it support
that self-esteem has a signiticont positive relatic

employability aftributes.




Categorical regression analysis: Culture Free Self-
Esteem Inventory and Emplovability Atiributes Scole

Table 6 shows that the regression models exploined o
small (RY 2 .12) practical effect percentage of variance
(Cohen, 1992). The regression of biographical
information on the career self-management variable
produced a stofistically significunt model [F(2.15; .93) =
2.32; p ¢ .002] and accounts for 8% (small prac cel
effect) of the variance.

The variables

le

rmgiion on the
ically significant

> ¢ 001] and acco unts tor 9%
variance. The variobles that
significantly 1o explaining  the
vamu ce in s@ciobimy (?17 = 9%, small
-21;p
? O%} marit = N},‘ D ? VOO ), ob level (B =
22 p 7 ,OO ), emp!wymbiﬂ?y satisfaction {B 44444 22:p?

The b&zra—we;gﬁ?s showeé fhaif pan‘icipara‘is* own
employability satisfaction (satisfied or 'not satisfied)
contributed most to explaining variance in the
sociability construct.

The regression of biographical information on the
entrepreneurial  orientation variable produced c:

statistically significant model [F(1.82; .95) = 1.91;
03] and accounts for 6% (small practical effect) of he

variance.

The voriables that ? Gu*! contributed  significantly o

explaining th he percent e of varionce in entrepreneurial
origntation [R? éa 6, small proctical effect]: roce (B
19, 0¢ GJ },ioblevel (B = 23, p 2 .001) and current
/ x Y E

employment status (B = .20; p 2 .001). Job level is the
mosi significant contributor to entrapreneurial orientation,

The regression of biographical information on the
proactivity variable produced o siotistically significant
model [F(2.48; .90) =

10% (small prociical effect) of the variance.

2.75; p 2 .000] and ceeounts for

The variobles that foliow contributed signi
explaining the percentage of variance in ) proa
10%, small p*@c?!csi effect): race f =
gender (8 = .10; p 2 .05), maritc| status
job level (B = 22; p 2 .001) and current employment
status (B = .17, p 2 .001). The beta-weights 5’ﬂow d that
race contributed most to explaining the varionce in
proactivity.

-

f), y‘z Cw;

Table 6: Categorical Regression Analysis — Employability Attributes Scale
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B, wix; SE B, standard error xxx; p, probability value; df,
degree of freedom; F, frequency; R2, coefficient of
determination; EAS, Employability Attributes Scale

12 (small practical effect size).

*p .05, p=.01;"",p<.00]

The categorical regression analysis for  self-esteem
revealed no statistically significant positive relationships
w%ﬂ’\ m”f r*@hdw age, maritol status, job level,
fur* on or r‘urm"‘ evmpfm ment status.

i . support for
marital sto iof
and

Core Competency and Employability skills of the Management Students

em Inventory and

Independent t-test: Culture Free Self-Este
Employability Attributes Scale

The independent t-test results and mean scores {see Table
7) showed that the men paorticipants obtoined a
significantly higher mean score than did their women
counterparts on the EAS career sel-management variable
(M = 453.41; SD = 7.97). The women participants
obtained slightly higher mean scores on the lie items of the
self-esteem construct (M = 26.32;5D = 5.95).

The researcher observed no ofher significant gende
differences for any of the other self-esteem and
employability oftributes variables. The results provid
some support for hypothesis 3 (men and women differ
significos ,,é;zsgif—eséeemGnéempioyﬁ’ciiify sttributes).

Table 7: Independent i-test - Differences in Gender Scores on the Measurement Dimensions.

£

Dhmensionm

B fevenss el Hhed &
squaliyel  vrames
F 8

i Ba i B E 5 i E ki o
L 1% g8 - - . . -
L s ben il 14 S50 k. 53 154 w e
1% X1 55 - .
N, number; SD, standard deviation; F, frequency; Sig.,  The significant relationship the researcher observed

significance; 1, tiest; df, degree of freedom; EAS,
Employability Attributes Scale; CFSEIZ-AD, Culture Free
Self-esteem Inventory.

05;**, p = .01

6. Findings and Discussions

The et

P

{
tewer

employment

b security, increased personal

08

;Qme zee, 20

prwrf ve in
neir employability

Guserved
butes suggests
have higher

: festeem and employability aft
{ people with higher sell-esteem
employability attributes. J“GSL findings agree with
Fugate et al. (2004) and those of Griften and Hesketh

(2005).

.1
witl

those of
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i

al or peer self-esteem,

self-management
owed that people whe 1 themselves and feel
good about themselves are more ak@iy to take prooactive
steps to develop and manage their own careers. Marock
(2008) suggested that people should tuke responsibility
for managing their careers and posits that people who
have higher levels of psychological coreer resources are
generally more able to manage their careers and adapt to
chc;r‘gif‘sg circumstances. As a result, they showed higher
levels of employability (Fugate,

et al., 2004; Grifiin & Hesketh, 2005). Bezuidenhout
(2010) associates confidence with achieving one's ¢
goals, and persistence in doing so, with efficient level
coreer self-management. Any person who hos hi
onfidence should have a high level of generdl
eer and personal self-esteern. Therefore, pe
high self-esteem should be able to mana
efﬁvie"sw Similarly, the significant
researcher found between general, s
personal self-esteem as well
seems 1o suggest that people
be able to unders
eftectively with diverse culturalen

between general self- G’ST@F’W., s0cia

Q”“‘c:rw\ self-esteem

W

&y

_T""CJ

asteem will

This study confirms B
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Emotional Intell

competence, where confident people find it easy (
enjoyable) to communicate inter-culturally and are abi& t@
initigte, interact and mointain relationships with people
from diverse cultures. Baumeister (2005) confirms that
people who are able to initiate and maintain relationships
generally have higher levels of self-esteern.

Therefore, one can conclude that people with high self-
esteern will show higher levels of culturol competence.

The relationship the
self-esteern  and

een general
self-efficacy
p up fo date
]

in

Shs o e
;%* d that people with r|g¥* self-
esteermn are able *05 ,1{7 on independently, make theirown
isions (:mﬁ are confident about accomplishing
| 1998) ms these findings. He
ore generally more
ieve their gogls.
2 showed

~

with the

r

(%l

addition,

their

b high general, social or
] /e significantly higher
ﬂ% of coreer resilience. A(:a@ i% to Schreuder and
. se (201 reer resilience refers 1o the obility fo
,:,,.ffgﬁ o ch ang Wg C m(turméf:zs'sces by welcoming job and
organizational changes, looking forward to warking with
new and different people, having self-confidence and
being willing 1o take risks. The researcher found that
people with high levels of self-confidence and high self-
esteern influence eoch other significantly. Therefore,
parficipants with high self-esteern moy have higher career
resilience.

observed
r peer and nr»raoml self-esteem

fiths

The significant m[mbmh';’) the researcher
mﬁtwm,u Qmwwi, social o
with so

igh self-esteem
will be - maintaining social
formal gfj :T“E srmal networks to
enhout ‘4’01“} also noted
idence and that
overall sel-
" may appear
‘fw researcher
sonal self-

showed  thot
@x;sm%% career
%ez”den'hou?

advance their care

503

fou

4 fealing Ju:m;?@ table in uncertain situations.
y measures self-esteern against
fings (Maslow, 1970). Th
selt-esteern will be

becoming entrepreneurs as they

ssitive oF

refore, participants

negative fee

with hi ientated towards

ore On

eel positive about
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themselves and will show high levels of self-confidence

and ability to adapt to changing circumstances.

The researcher also found that general, social and
personal self-esteem have significant relationships with
proactivity. According to Bezuidenhout {2010), people
with high proactivity will typically initiote self-improvement
and accept responsibility for their decisions. People who
have high career meta-competencies {like self-esteem)
are generally more able to adapt to changing
circumstances, take risks, initiate sei%deve%opmem and
make career decisions more sasily (Fugate et al,, 2004;
Griffen & Hesketh, 2005). Parficipanis with hg% self.
esteem seem more proactive compared to participants
with low self-esteem.

General, social or peer and personal self-esteem have
significant relationships with emotional literacy. People
with high eméiéoﬁ& fiteracy are cble to use emotions
odaptively, read, understand and manage their own
emotions as well os the emotions of others. i
authors suggest that emotiona! literacy and self-esteem
have close relationships with each other and that peopl
with high self-esteemn and emotional literacy show
levels of overall employability {Briscoe & Hall, 1999;
Coetzee, 2008, Coeizee & Roythorne-Jacobs, 2007; Hall
& Chandler, 2005, Herr et al., 2004). Therefore,
participants with high self-esteem are more emotionally
literate than are those with low self-esteem,

Seve

The researcher found no significont relationships between
oge, gender, roce, marital status, job level, current
emaénymenf status and employability safisfaction or self-

2steemn. Therefore, it is not necessary to consider these
varsm[ s during career development support practices
and career counselling sessions that oim to improve self-
esteem. However, these findings contradict those of
rﬁra::r;d{’fmd‘@f and Greve (1994}, Demo (1 99?,, Orthetal.
{(2010) and Xu et ol. {(2009). The signiticant relationships
ﬂ]e researcher observed betwsen age, gender, roce,
marital stotus, job level, current employment staius and
employability safisfaction showed that one should
consider these varicbles during coreer development
support practices and career counselling interventions that
Gim fo improve employability atiributes.

The study revealed that the men pariicipants seem o be
slightly better at managing their coreers thon the women
porficipants ore. Therefore, they showed slighily hi
employability affributes. These f{?bd;f:x agree wi
s#gdteﬁ of Clarke 2&;%’38;, L89 !

are snﬁh?iy more emp! ObGSi% than wom
to consider these differences duri

aim to improve employability attributes. T
should introduce interventions that are more extensive to

improve the employability aliributes of womer

Dec. 2013 .




ce, Core Competency and Em

wployob

Race, marital status, job level, current employment status
and employability satisfoction showed o significont
v”@lmiorﬂ ip with career self-monagement. However,
researchers need to conduct further studies on which race,
marital status and job level groups display higher levels of
career self-management. The results showed that race,
age, 1 marital siatus, Iob éﬁw»,,f:)rwn em(l@ymmﬁ status as
well as  employabili f\g tion hmv '
relationships with so

predict 1

ers neesd io
race, job
most signitican

yhich

factors during

improve the

7. Conclusions

The world of work ond work contexts have changed
dramatically during the 27t century {Amundson, 2006;
Blickle & Witzki, 2008; Burke & Ng, 2006; Hall &
Chandler, 2005; Jones & DeFillipi, 1996; Luthans
Luthans & Luthans, 2004; Richardson, 2002). As a result,
careers have also changed and moved away from the
fr‘c:xdii‘icmcsi career confext fo boundaryless coreers. The
skills and abili h 88 mz;mr:za fram youm adults who cre

changed.

”‘emce and
cademic

iévegs {like
rpersonal skills)
rrent  career-
because of the
“hnological

For people o stond the best chance of finding
which they will be satisfied and successful, education in
career self-monagement and career development
learning is important (Coetzee & Beukes, 2010; Pool &

Sewell, 2007). Carser development learning typically

jobs in

38 "Pragyaan: Journal of Management" Volume 11

skills of the Monagement Students

f

includes activities to help people become more self-
aware. It allows them to do

the things that they are
inferested in, enjoy doing and thet motivate them.

In od . people
themselves to pros

on need to learn how best to present

pective employers, how to behave in
interviews and in jobs and howto make careful decisions
about their careers (Coetzee & Beukes, 2010). Therefore,
it is important fo help people to improve their
employability skills

The ?éﬂding( o? this study confirmed that career meta-
competencies (like self-esteem) do influence mp toyability
aftributes sagmﬁccmi}a uld address
them during coreer development suppori practices and
career-counselling interventions thot aim to improve
Q’“ﬁ](}‘;{zbi,ﬁy attributes.

Theretore, one sh

in Gddi?i"‘s?’? this study confirmed that biographic
{like age, gender, race, mariidl status, job leve
employment status and employability satisfo
also predict employabi atiributes. One
consider these differences when one aims
employability afiributes.

The findings highlight the need for further res
explore the relationships
competencies, biographical prediciors «
atiributes. The practical value of the findi
knowledge they yielded about the relationshi
these variables and ﬂ'».ge

between career

as
steem, Gckranwiwi(;m(
diversity and improving @mpmyab ility attributes.

factors  they

utors 1o ’l" Orovin

Possible limitotions of th

research

e study and suggestions for future

The researcher limited the present study o porficipants
who were studying for an honours degree in business
management in ¢ Indian hq%‘ﬁ education institution.
ore, one connot genercdlise the findings to other
given the exploratory
maoke no

Ther
occupational contexis. Furthermore,
nature of the research design, this study can
stafernents about cousation. Therefore, the rese
only inferred that there are associations between the
variables but has not establihed any. Conseque
needs to repliceie these findings with broader sar
different occupational groups ond  econor
betore one con drow comprehensive conclusi
the relotionships between people's self-esteem ¢
employability affributes.
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