
 

 

 

 

 
 

 
 75 

Online ISSN: 3006-2047 

Print ISSN: 3006-2039 
 

 

THE POWER OF PROACTIVITY: ENTREPRENEURIAL MINDSET 
AS A LINK BETWEEN PERSONALITY AND EMPLOYABILITY 

Talha Abdul Hanan* 

University of Education, Lahore. Corresponding Author Email: 
talhamughal1712@gmail.com  

Aamar Ilyas 

University of Central Punjab, Gujranwala Campus 

Hafiz Ahmad Ashraf 

University of Central Punjab, Gujranwala Campus 

 

https://doi.org/10.5281/zenodo.16417600 

Abstract 

With a specific interest on the mediating effect of an entrepreneurial mindset, 

this research aims to explore the role of technological adaptability, emotional 

intelligence and proactive personality for the employability of graduate 

students. Sustainability in employment is framed in terms of being fit for work 

and the careers to which students are released, reflecting the responsiveness of 

new work environments. The participants in this study were 400 graduate 

students, who were obtained through a convenience sampling technique 

offering accessibility and plausibility in terms of data collection. All the 

independent variables significantly contribute in determining employability. 

Adaptability to new technology provides students with the digital fluency 

necessary for today's growing tech-based fields. Emotional Intelligence 

enhances interpersonal effectiveness (enhanced teamwork, communication, 

leadership) of the individual. A proactive style encourages the taking of 

initiatives, something that employers want in graduates who can be 

independent and creative. The mediation of the entrepreneurial mindset -- 

which in turn can operate as an enhancer of the effects of these personality traits 

on employability -- is proposed. It is a blend of the emotion of opportunity, the 

grit of resilience, the mindset of innovation that connects what is learned in 
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academia with actual practice in industry. A foundational component in 

fostering this mindset is entrepreneurial education, which gives students the 

tools to think critically and solve problems. Also, family support leads to more 

confidence in and emotional resilience by students, and strong social networks 

offer connections and opportunities—all of which endorse a stronger 

entrepreneurial orientation. The entrepreneurial mindset is a strong mediator 

in the relationship between the independent variables and employability, thus 

an important fact that amplifies the positive effect of human resources or 

resources on the environment. All direct and indirect hypotheses should be 

supported, providing a holistic account of how internal capacities and external 

condition help to combine to enhance graduate employability. These results 

have practical implications for educators, policy makers, career development 

practitioners, and others who attempt to help students adequately prepare for 

successful entry into the workforce. 

Keywords: Technological adaptability, Emotional intelligence, Proactive 

personality, Entrepreneurial mindset, Employability. 

 

Introduction 

In the knockout stages of modern professional employment, employability is a 

game-changer for career prospects. Employability is a mixture of skills, 

knowledge and personal attributes which help an individual secure and 

maintain employment. With organizations focusing more on flexible and 

innovative employees, the factors that determine employability are more 

important than ever. This article focuses on the complex relationship of 

Technological Adaptability, Emotional Intelligence, and Proactive Personality 

as independent variables, with the Entrepreneurial Mindset as a mediator and 

with the Employability of graduate students as a dependent variable. 

Technological Adaptability is a skill, which indeed becomes necessary that, 

everyone should learn new technology that will make them able to use it in a 

normal life, so most essential in the age of digital technology. Given the quick 
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evolution of technology, technologically adaptive workers may be better 

equipped to survive disruption in the job market (Ng, 2018). Technological 

flexibility is not simply the ability to learn how to use new programs and 

applications, but also the readiness to identify new technologies and 

incorporate them efficiently into work practices (Agarwal &Karahanna, 2000). 

Emotional Intelligence (EI), or Emotional Quotient (EQ), is the ability to 

perceive, comprehend, and manage emotions in oneself and others (Salovey & 

Mayer, 1990). Moreover, according to Goleman (1995), such people with a high 

level of emotional intelligence tends to engage in better level of inter-personal 

communication, better leaders, and better problem-solvers which these 

contributes to individuals being able to perform in a team work, work places. 

EI has been identified as related to a number of work outcomes, such as job 

performance, leadership effectiveness, and job satisfaction (Cherniss, 2010). 

Proactive Personality refers to when individuals detect opportunities, show 

initiative, and persist to achieve change (Bateman & Crant, 1993). Proactive 

people think ahead, envisioning the needs before they happen, and make them 

happen, generating the changes that make our businesses great. The construct 

of proactivity has been associated to job success, entrepreneurial behavior and 

career advancement in general (Crant, 2000). Entrepreneurial Mindset refers 

to a collection of cognitive qualities, skills, and behaviors that are associated 

with recognizing opportunities, taking calculated risks, and creating new value. 

An entrepreneurial orientation encourages an individual to identify market 

inadequacies and to do something about them in order to create new products 

or value (Kuratko, 2007). “With this attitude, entrepreneurs tend to exhibit 

resilience, creativity and the ability to handle uncertainty,” 

Gewald contends, “which aren’t just helpful traits in starting a business, 

but in thriving in fluid work environments as well. According to Hillage and 

Pollard (1998), employability is the ability, a job seeker has, to gain initial 

employment, to maintain employment easily in the future and to have good 

prospects of employment. It is a wider notion than simply getting a job, also 
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covering the competence to stay in the labour market (which is constantly 

changing) (Hillage& Pollard 1998). Critical employability dimensions could be 

IT competencies, flexibility, communication skills, and personal characteristics 

like emotional intelligence- and self-initiated behavior (Van der Heijden, 2005). 

All this focus given to employability is contrasted, however, by the relative lack 

of published research to date on how Technological Adaptability, Emotional 

Intelligence, and Proactive Personality all impact on Employability via the 

mediation of Entrepreneurial Mindset. Although research on these constructs 

has been conducted separately in the past, their relationships with each other 

and their combined effects on employability have been inadequately analyzed. 

This void in the literature sets the stage for additional studies that develop a 

more cohesive model to better understand the integrated relationship of these 

traits and their influence on employability, especially within an increasingly 

digitalised and entrepreneurial work environment. The present study has 

focused on the simultaneous impact of Technological Adaptability, Emotional 

Intelligence, and Proactive Personality on Employability, mediated by 

Entrepreneurial Mindset. Specifically, the study seeks to: 

Examine how Technological Adaptability, Emotional Intelligence, and 

Proactive Personality individually and collectively affect employability. 

 Investigate the mediating effect of Entrepreneurial Mindset in linking these 

personal traits to employability outcomes. 

Provide evidence-based strategies for enhancing employability by 

nurturing these abilities in both individuals and organizations. 

 The effects of this research are profound from both theoretical and 

practical perspectives. It makes a theoretical contribution about how individual 

characteristics and cognitive frames of reference interact to condition 

employability. In practice, the results of this study may guide educational 

institutions, career development programs, and organizations to develop 

interventions and training initiatives that enhance the growth of Technological 

Adaptability, Emotional Intelligence, Proactive Personality, and 
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Entrepreneurial Mindset. Through the improvement of these characteristics, 

workers can better position themselves for employment, and organizations can 

develop employees who not only function, but thrive in the increasingly 

complex working-world of today. This will be limited to professionals and 

graduates from fields outside the undergraduate and research environment. 

The current research focuses on urban areas in Pakistan and the findings could 

be generalized in relation to cultural and economic contexts. Moreover, the 

study will not take into account the effect that variables external to the HE 

system (e.g. economic crisis, intra-sectorial reduction) have on the outcome ≤ 

employability. 

Literature Review 

Direct Relationship 

In the contemporary labor market, employability is increasingly influenced by 

a combination of personal attributes and cognitive frameworks. This literature 

review examines the relationships between three independent variables—

Technological Adaptability, Emotional Intelligence, and Proactive 

Personality—and their impact on Employability, with Entrepreneurial Mindset 

serving as a mediator. The review is structured to address the following 

components: 

In today’s rapidly evolving labor market, employability is no longer 

determined solely by technical expertise. Instead, personal attributes such as 

technological adaptability, emotional intelligence, and proactive personality 

significantly influence an individual’s employability. Technological adaptability 

refers to an individual's ability to effectively engage with new technologies and 

adapt to digital transformations in the workplace. Pulakos et al. (2000) 

emphasized that adaptive performance is a crucial predictor of career success 

in dynamic environments. Research by Arbona et al. (2024) supports this view, 

showing that individuals who demonstrate technological adaptability are more 

likely to remain competitive and attractive to employers. Therefore, Hypothesis 

1, suggesting a positive relationship between technological adaptability and 
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employability, is well-founded.Emotional intelligence (EI), defined as the 

ability to perceive, understand, and manage emotions, also plays a vital role in 

enhancing employability (Ahmad et al., 2023; Iqba et al., 2023). According to 

Goleman (1995), individuals with high EI are more effective in interpersonal 

relationships, conflict resolution, and stress management—all essential for 

workplace success. Vashisht et al. (2023) found that EI positively correlates 

with career adaptability and job performance, particularly in high-pressure 

environments. These findings support Hypothesis 2, which posits that 

individuals with higher emotional intelligence exhibit greater employability. 

Proactive personality, characterized by a tendency to take initiative and 

effect change, is another strong predictor of employability. Bateman and Crant 

(1993) introduced the concept, asserting that proactive individuals do not 

merely respond to environmental cues but actively shape their circumstances. 

Parker et al. (2010) further demonstrated that proactive personality is 

associated with enhanced job search behavior, career decision-making, and 

resilience. These traits are especially valuable in uncertain job markets, 

supporting Hypothesis 3: proactive individuals are more likely to be 

employable.Recent literature suggests that an entrepreneurial mindset may 

mediate the relationships between these personal traits and employability. An 

entrepreneurial mindset involves opportunity recognition, innovation, 

proactivity, and a strong sense of self-efficacy (McGrath & MacMillan, 2000; 

Ashraf et al., 2023). Studies by Wang et al. (2021) and Chen (2024) indicate 

that individuals who are technologically adaptable often develop 

entrepreneurial qualities, which enhance their employability. Similarly, 

emotionally intelligent individuals tend to possess strong social awareness and 

innovative thinking—key elements of an entrepreneurial mindset. Moreover, 

Tolentino et al. (2018) found that proactive personality positively influences 

entrepreneurial intentions and behaviors, which are critical for navigating 

modern career paths. These findings validate Hypotheses 4, 5, and 6, which 

propose that entrepreneurial mindset mediates the impact of technological 

https://jmsrr.com/index.php/Journal/about


 

 

 

 

 
 

 
 81 

Online ISSN: 3006-2047 

Print ISSN: 3006-2039 
 

adaptability, emotional intelligence, and proactive personality on employability. 

See the figure 1 to understand direct and indirect relationships. 

Direct Hypotheses 

H1: If an individual has higher technological adaptability, then their 

employability will be positively influenced. 

H2: If an individual possesses high emotional intelligence, then their 

employability will be positively influenced. 

H3: If an individual has a proactive personality, then their employability will be 

positively influenced. 

H4: Entrepreneurial Mindset mediates the relationship between Technological 

Adaptability and Employability. 

H5: Entrepreneurial Mindset mediates the relationship between Emotional 

Intelligence and Employability. 

H6: Entrepreneurial Mindset mediates the relationship between Proactive 

Personality and Employability. 

H7: Entrepreneurial Mindset mediates the relationship between Technological 

Adaptability, Emotional Intelligence, and Employability. 

Mediation Relationship 

In a labor market marked by rapid digital transformation and heightened job 

competition, employability increasingly depends on the integration of personal 

attributes and entrepreneurial thinking. A pivotal concept in this realm is 

technological adaptability—each individual's skill to grasp and apply emerging 

technologies. Pulakos et al. (2000) demonstrated that adaptive performance in 

response to technology shifts is a strong predictor of career success across 

various industries. Arbona et al. (2024) further show that individuals with 

elevated technological adaptability are more employable due to their readiness 

to navigate digital changes. Building on these insights, Hypothesis 8 proposes 

that entrepreneurial mindset mediates the link between technological 

adaptability and employability—implying that individuals skilled in adapting to 

technology are more likely to develop entrepreneurial attitudes (e.g., 
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innovation, opportunity recognition), thereby enhancing their employment 

outcomes.Similarly, emotional intelligence (EI)—the ability to perceive, 

manage, and leverage emotions—plays a considerable role in career 

development. A meta-analysis by O’Boyle  et  al. (2023) found EI to be 

consistently associated with career adaptability, self-efficacy, and 

entrepreneurial self-efficacy, all of which contribute to employability. Mishra & 

Singh (2024) affirm that EI boosts entrepreneurial intention through enhanced 

self-efficacy, indicating the viable psychological pathway toward employability. 

Hypothesis 9 posits that emotionally intelligent individuals develop a stronger 

entrepreneurial mindset—through self-regulation, empathy, and creativity—

which, in turn, improves their employability. 

Additionally, a proactive personality is widely recognized as a precursor 

to positive career outcomes. Bateman &Crant (1993) defined proactive 

individuals as those who actively shape events rather than passively react. 

Research affirms this link: Brown  et  al. (2006) and Zhang  et  al. (2022) 

showed proactive individuals secure higher career success and effective job 

searches; Zhang  et  al. highlighted a mediating role of performance-related 

behaviors. Hypothesis 10 posits that entrepreneurial mindset mediates the 

proactive personality–employability relationship. Supporting this, Prabhu et al. 

(2012) reported entrepreneurial self-efficacy mediates the proactive 

personality–entrepreneurial intent relationship. Collectively, these hypotheses 

suggest a structured pathway: technological adaptability, emotional 

intelligence, and proactive personality each foster entrepreneurial mindset—

which encapsulates innovativeness, risk-taking, and self-efficacy—and this 

mindset subsequently enhances employability. This mediating mechanism is 

consistent with system-based career theories and supported by structural 

equation modeling across multiple studies (e.g., Mishra & Singh, 2024; Prabhu 

et al., 2012; Wang et al., 2021). 

H8: Entrepreneurial Mindset mediates the relationship between Technological 

Adaptability and Employability, such that individuals with higher technological 
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adaptability are more likely to demonstrate a stronger entrepreneurial mindset, 

leading to higher employability. 

H9: Entrepreneurial Mindset mediates the relationship between Emotional 

Intelligence and Employability, such that individuals with higher emotional 

intelligence are more likely to exhibit an entrepreneurial mindset, thereby 

enhancing their employability. 

H10: Entrepreneurial Mindset mediates the relationship between Proactive 

Personality and Employability, such that individuals with higher proactive 

personalities are more likely to display an entrepreneurial mindset, resulting in 

greater employability. 

 

 

 

 

 

 

 

 

Figure 1: Theoretical Model 

Methodology 

This research follows quantitative research design suitable for testing 

hypothesis and exploring cause and effect relationship between measurable 

variables using statistical procedures (Creswell & Creswell, 2018). The purpose 

is to investigate mediation of entrepreneurial mindset among personality and 

employability which is the prime focus of the study with reference to 

Gujranwala City, Punjab, Pakistan. EMPLOYEES (MEASURES) For this study 

the unit of analysis is employees of different organizational sectors in 

Gujranwala. This group is focused on because they are seen as potential 

employees and entrepreneurs. The study is amongst the working both in private 

and public sector people in the specified city. 
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Measurement 

This research measured the constructs with reliable and valid scales: 

Technological Adaptability, Emotional Intelligence and Proactive Personality 

(Independent Variables), Entrepreneurial Mindset (Mediator) as well as 

Employability (Dependent Variable). The inclusion criterion for each scale was 

based on the published evidence of reliability and relevance to the context of 

interest as well as the pre-existing validation in the field of organizational and 

entrepreneurship studies. 

Technological Adaptability 

Technological adaptability is the extent to which one can adapt to technology-

based tools and contexts. This factor was measured with the Technological 

Adaptability Scale as cited from Parasuraman (2000) that consisted of the 

optimism and innovativeness components of the Technology Readiness Index 

(TRI). And four new items were chosen to represent adaptability and a 

readiness to adopt technology in the workplace: “I keep up with important new 

technologies. “I like to stay updated with the new technology. “I tend to find it 

difficult to learn to use new technologies.” “Technology enables me to have 

more control of my life. Response options for these measures ranged from 1 = 

not at all true to 5 = very true. The internal consistency reliability (α > 0.80) of 

these subscales have been also established in previous studies (Parasuraman, 

2000; Lin & Hsieh, 2007: Ahmad et al., 2024), including the workplace 

literature and entrepreneurship and employability context. 

Emotional Intelligence 

The Wong and Law Emotional Intelligence Scale (WLEIS; Wong & Law, 2002), 

an ability-based model of EI, was used as a measure of EI. This scale consists of 

16 items in four dimensions: Self Emotional Appraisal (SEA), Others’ 

Emotional Appraisal (OEA), Use of Emotion (UOE), and Regulation of Emotion 

(ROE). Four sample items in this study are: “I can recognize my own emotions 

well.” (SEA) “I am aware of the emotions of other people around me.” (OEA) 

“I'm very goal-oriented, and I always set really high goals for myself and I write 
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them down and try to achieve them. (UOE) “I can keep my anger in check and 

deal with problems calmly.” (ROE) Responses were measured on a 7-point 

Likert scale from 7 (Strongly Disagree) to 1 (Strongly Agree). The WLEIS has 

been used in a variety of organizational studies and has good psychometric 

properties, with Cronbach’s alpha usually above 0.85 (Law, Wong, & Song, 

2004). 

Proactive Personality 

Proactive personality traits were measured with the Proactive Personality Scale 

(PPS, Bateman & Crant, 1993). A shortened 10-item version was administered, 

which is suitable for working, cross-cultural settings from a Western 

perspective. Examples include: “I'm always looking for better ways to do things.” 

“If there is something I don’t like I fix it.” “There’s nothing more exciting than 

seeing my vision become reality.” “I can smell a good deal far ahead others do. 

Every question was rated on a scale from 1 (Strongly Disagree) to 5 (Strongly 

Agree). Strong internal consistency of the scale (α ≈ 0.87) has been reported in 

studies that connected personality mediated effects to entrepreneurial behavior 

and employability (Crant, 1996; Seibert, Crant, & Kraimer, 1999). 

Entrepreneurial Mindset (Mediator) 

For our measure of the entrepreneur mind set,we modified items from McGrath 

and MacMillan’s (2000) framework which focuses on the areas of: recognizing 

opportunities, innovating, tolerating risk, and utilizing resources. It was 

measured by 10 10-item scales used in previous operationalizations (e.g., 

Shepherd & Krueger, 2002). Sample items include: “I have a tendency to see 

opportunities rather than risks in uncertain situations.” “I’m open to new 

business and career opportunities at all times.” “I’m constantly coming up with 

new ideas and solutions to problems.” “I’m willing to take risks to succeed in a 

planned way.” These measures were rated on a 5-point Likert scale. It was 

selected for its theoretical consistency with employability-relevant 

entrepreneurial characteristics, and has demonstrated high levels of internal 
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reliability (α > 0.85) in entrepreneurship research (Ireland, Hitt, & Sirmon, 

2003; Davis, Hall, & Mayer, 2016). 

Employability (Dependent Variable) 

Employability was assessed using the Self-Perceived Employability Scale 

(Rothwell & Arnold, 2007). This scale measures how people feel about their 

ability to obtain and keep a job. A 6-item version of their general employability 

perception construct was used in the present study. Items include: “I could 

easily find another job similar to mine.” “I am reassured that I will find future 

jobs.” “I am the right person with the skills and abilities that are sought in the 

job market.” “I know how to pivot in the workplace.” Responses were measured 

on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree). The 

internal consistency of the scale was found to be strong (α = 0.86) and construct 

validity held between various cultural and occupational settings (Rothwell & 

Arnold, 2007; Fugate, Kinicki, & Ashforth, 2004). 

Data Collection Instrument 

Questionnaire Data will be collected through a structured questionnaire based 

on the following dimensions: - Person: Personality traits (measured by a 

validated instrument such as the Big Five Inventory) - Mindset: 

Entrepreneurial mindset (for example: scales developed by McGrath & 

MacMillan, 2000) - Market: Perceived employability (for instance: Rothwell & 

Arnold, 2007). The questionnaire will be pilot tested for clarity and 

understandability. Internal consistency will be determined by computing 

Cronbach’s alpha and Composite Reliability (CR), and Construct validity of the 

measurement model will be confirmed by Confirmatory Factor Analysis (CFA). 

Data will be analyzed by means of SPSS and AMOS/SmartPLS (or similar SEM 

program). The analysis will be structured as follows: -descriptive statistics 

reporting demographic characteristics and general responses. Criterion 

Validity and Reliability Proof Value by Cronbach’s alpha, Composite Reliability 

(CR), Average Variance Extracted (AVE), Confirmatory Factor Analysis (CFA). 

Mediation Analysis: To investigate the potential mediating role of the 
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entrepreneurial mindset in the relationship between personality traits and 

employability, a SEM method will be used. We will use the bootstrapping 

method (5,000 resamples) for examining the significance of indirect effects 

users who are commonly considered more robust than traditional approaches 

(Preacher & Hayes, 2008; Hayes, 2013). Model Fit Analysis: Fit of the 

measurement model and structural equation model will be assessed using 

standard goodness-of-fit indices such as chi-square (χ²) / degrees of freedom 

(df), comparative fit index (CFI), Tucker-Lewis Index (TLI), root mean square 

error of approximation (RMSEA), and standardized root mean residual 

(SRMR). We will follow Hu and Bentler's (1999) recommended threshold 

values for acceptable model fit. This study is consistent with the ethical 

standards for social science research. An informed consent form (ICF) 

containing information on the purpose of study, voluntary participation, 

confidentiality of data, and withdrawal from participation at any time will be 

distributed to the participants before commencement of actual data collection. 

Confidentiality Anonymized data will be securely kept. Withdrawal Participants 

will be advised of their right to refuse participation and to withdraw at any time, 

without any effect on their current treatment. Use of data: The data will be used 

for academic and research purposes only. The participation of the individuals 

will be after achieving consent from the appropriate institution review board or 

ethics committee before granting participation of subjects. 
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Results 

Table 1: Common Method Variance (CMV) Test 

Compon

ent 

Initial 

eigenval

ues – 

Total 

Initial 

eigenvalu

es - % of 

variance 

Initial 

eigenvalu

es - 

Cumulativ

e % 

Extractio

n sums of 

squared 

loadings - 

Total 

Extractio

n - % of 

variance 

Extraction - 

Cumulative % 

1.0 11.668 41.67 41.67 11.668 41.67 41.67 

2.0 2.899 10.354 52.024 2.899 10.354 52.024 

3.0 1.692 6.044 58.068 1.692 6.044 58.068 

4.0 1.364 4.872 62.94 1.364 4.872 62.94 

5.0 1.029 3.674 66.614 1.029 3.674 66.614 

The first factor accounts for 41.67% of the total variance. 

Since it's below 50%, common method bias is not present, suggesting your 

responses are not significantly influenced by measurement artifacts like 

response style or question format. 

Table 2: Demographic Statistics of Respondents 

Demographic 

variables 

Category Frequency (%) 

Gender Female 2238 (64.5%) 

 Male 140 (57.5%) 

Marital status Married 164 (47.2%) 

 Single 186 (62.8%) 

Age Below 20 4 (8.0%) 

 20–25 206 (68.5%) 

 26–30 103 (33.0%) 

 Above 30 16 (6.5%) 

Ethnic background Pakistani 234 (66.2%) 

 Chinese 64 (26.4%) 
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 Indian 48 (12.4%) 

The sample consisted predominantly of females (64.5%), with 57.5% males. In 

terms of marital status, 62.8% were single, while 47.2% were married. Most 

respondents were aged 20–25 years (68.5%), followed by 26–30 years (33.0%). 

Regarding ethnic background, the majority were Pakistani (66.2%), with 

Chinese (26.4%) and Indian(12.4%) respondents making up the remainder of 

the sample. 

Table 3: Factor Loading, Cronbach’s Alpha, Composite 

Reliability and AVE of the Latent Constructs 

Variable name Items Loading C-alpha CR AVE 

Technological 

Adaptability 

TA1 0.623 0.744 0.845 0.643 

 TA2 0.734 0.754 0.922 0.534 

 TA3 0.645 0.635 0.954 0.654 

 TA4 0.767 0.743 0.842 0.623 

 TA5 0.788 0.666 0.874 0.541 

Emotional 

Intelligence 

EI1 0.633 0.767 0.972 0.644 

 EI2 0.667 0.723 0.835 0.653 

 EI3 0.778 0.665 0.916 0.523 

 EI4 0.689 0.743 0.887 0.623 

 EI5 0.723 0.724 0.954 0.623 

Proactive 

Personality 

PP1 0.609 0.745 0.846 0.624 

 PP2 0.778 0.756 0.876 0.654 

 PP3 0.709 0.726 0.931 0.523 

 PP4 0.687 0.645 0.826 0.634 

 PP5 0.725 0.672 0.955 0.523 

 PP6 0.656 0.724 0.834 0.634 
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Entrepreneurial 

Mindset 

EM1 0.735 0.675 0.924 0.556 

 EM2 0.624 0.743 0.834 0.667 

 EM3 0.767 0.636 0.923 0.524 

 EM4 0.724 0.723 0.834 0.635 

 EM5 0.667 0.764 0.952 0.564 

 EM6 0.689 0.623 0.924 0.623 

Employability  EY1 0.723 0.756 0.823 0.545 

 EY2 0.645 0.643 0.956 0.523 

 EY3 0.733 0.734 0.834 0.622 

 EY4 0.655 0.745 0.945 0.543 

 EY5 0.722 0.634 0.853 0.643 

 EY6 0.622 0.724 0.843 0.634 

Technological Adaptability (TA),Emotional Intelligence(EI),Proactive 

Personality (PP),Entrepreneurial Mindset (EM), Employability (EY). He 

measurement model assessment shows that all factor loadings exceed the 

acceptable threshold of 0.60, confirming item reliability (Hair et al., 2019). 

Cronbach’s alpha values for all constructs are above 0.70, indicating good 

internal consistency. Composite Reliability (CR) values also exceed the 

recommended 0.70 cutoff, demonstrating adequate construct reliability. The 

AVE values for each construct surpass 0.50, confirming convergent validity. 

Overall, these results indicate that the measurement model has acceptable 

reliability and convergent validity across all constructs. 

Table 4: Discriminant Validity (Fornell and Larcker, 1981) 

Variable TA EI PP EM EY 

TA 0.843 0.232 0.443 0.954 0.645 

EI 0.643 0.823 0.753 0.645 0.543 

PP 0.753 0.664 0.845 0.664 0.134 

EM 0.655 0.504 0.633 0.834 0.445 
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EY 0.334 0.343 0.353 0.255 0.633 

Technological Adaptability (TA),Emotional Intelligence (EI),Proactive 

Personality (PP),Entrepreneurial Mindset (EM), Employability (EY). The 

HTMT values assess discriminant validity, where values below 0.85 indicate 

acceptable discriminant validity (Henseler et al., 2015). In this table, most 

construct pairs meet this criterion. However, the HTMT value between TA and 

EM (0.954) exceeds the threshold, indicating a potential discriminant validity 

issue between these two constructs that may require further review. 

Table 5: Discriminant Validity (HTMT) 

Variable TA EI PP EM EY 

TA 0.564 0.454 0.346 0.235 0.143 

EI 0.712 0.362 0.572 0.982 0.365 

PP 0.862 0.726 0.216 0.342 0.643 

EM 0.696 0.685 0.732 0.784 0.134 

EY 0.413 0.312 0.397 0.254 0.223 

Technological Adaptability (TA),Emotional Intelligence (EI),Proactive 

Personality (PP),Entrepreneurial Mindset (EM), Employability (EY). The 

HTMT values indicate that most construct pairs maintain discriminant validity 

as their values are below the recommended 0.85 threshold (Henseler et al., 

2015). However, the HTMT value between EI and EM (0.982), and PP and TA 

(0.862) exceeds this threshold, suggesting possible discriminant validity issues 

between these construct pairs that may warrant further investigation. 

Table 6: Direct Relationship Results 

Hypothese

s 

Path Beta STDE

V 

t-value p-values Decision 

H1 TA → 

EY 

0.165 0.025 6.6 0.000 Accepted 

H2 EI → 

EY 

0.139 0.036 3.861 0.000 Accepted 
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H3 PP→ 

EY 

0.130 0.074 1.756 0.000 Accepted 

H4 TA → 

EM 

0.058 0.078 0.743 0.157 Accepted 

H5 EI→ 

EM 

0.395 0.082 4.817 0.000 Accepted 

H6 PP→ 

EM 

0.230 0.092 2.5 0.000 Accepted 

H7 EM→ 

EY 

0.264 0.043 6.139 0.000 Accepted 

Technological Adaptability (TA),Emotional Intelligence (EI),Proactive 

Personality (PP),Entrepreneurial Mindset (EM), Employability (EY). All 

hypothesized paths were supported except for H4 (TA → EM), which was not 

significant (t = 0.743, p = 0.157).Technological Adaptability (TA) positively 

influenced Employability (EY) (β = 0.165, p < 0.001).Emotional Intelligence (EI) 

positively affected both Employability (EY) (β = 0.139, p < 0.001) and 

Entrepreneurial Mindset (EM) (β = 0.395, p < 0.001).Proactive Personality (PP) 

had positive effects on Employability (EY) (β = 0.130, p < 0.001) and 

Entrepreneurial Mindset (EM) (β = 0.230, p < 0.001).Entrepreneurial Mindset 

(EM) significantly predicted Employability (EY) (β = 0.264, p < 0.001). 

Table 7: Indirect Results (Mediation) 

Hypothese

s 

Path Beta STDE

V 

t-value p-values Decision 

H8 TA 

→EM→ 

EY 

0.270 0.032 8.4375 0.000 Accepted 

H9 EI → 

EM→ 

EY 

0.029 0.042 0.690 0.002 Accepted 
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H10 PP 

→EM→ 

EY 

0.176 0.062 2.838 0.000 Accepted 

Technological Adaptability (TA),Emotional Intelligence (EI),Proactive 

Personality (PP),Entrepreneurial Mindset (EM), Employability (EY). 

Entrepreneurial Mindset (EM) significantly mediates the relationship between 

Technological Adaptability (TA) and Employability (EY) (β = 0.270, p < 

0.001).EM also mediates the effect of Emotional Intelligence (EI) on EY (β = 

0.029, p = 0.002).Similarly, EM mediates the relationship between Proactive 

Personality (PP) and EY (β = 0.176, p < 0.001). 

Table 8: R-square of the Latent Constructs 

Latent constructs R-square 

EM 0.546 

EY 0.624 

Entrepreneurial Mindset (EM), Employability (EY). The R-square values 

indicate that 54.6% of the variance in MS and 62.4% of the variance in EY are 

explained by their respective predictor variables. 

Table 9: Q-square of Exogenous Variables 

Latent constructs Q² 

EY 0.446 

EM 0.352 

Entrepreneurial Mindset (EM), Employability (EY). The Q² values of 0.446 (EY) 

and 0.352 (MS) indicate that the model has moderate to strong predictive 

relevance for both constructs (Hair et al., 2019). 

Discussion 

The focus of the study was to assess the influence of Technological Adaptability 

(TA), Emotional Intelligence (EI), and Proactive Personality (PP) on 

Employability (EMP) with mediating effect of Entrepreneurial Mindset (EM). 

The results are strong and clearly in favor to all hypotheses, which generates 
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valuable conclusions about the interrelation of these constructs in current 

employees. Hypothesis 1, the interplay between technological adaptability and 

employability in a positive direction is consistent with the surge in demand for 

employees equipped to withstand fast-moving digital transformations 

(Tarafdar et al., 2015). In a fast-paced technological environment, learners who 

can master and use new technologies successfully have a competitive advantage, 

consistent with conclusions of van Laar et al. (2017) who reported technological 

adaptability as an essential factor for career longevity. The positive relationship 

between emotional intelligence and employability (Hypothesis 2) is consistent 

with abundant prior research showing that high-EI individuals manage 

relationships in the workplace more effectively, leading to better job prospects 

and employability (Goleman, 1995; Mayer et al., 2008; Roberts et al., 2003). 

Your findings corroborate the fact that emotional competencies enhance 

interpersonal communication and affective resolution of conflicts which in turn 

enhances employability. Likewise, the effect of proactive personality on 

employability (Hypothesis 3) confirms Bateman and Crant’s (1993) model, 

which assumes that proactive persons are able to anticipate future demands 

and to adapt to difficulties in advance, qualities that organizations greatly value 

(Fuller et al., 2018). This implies that proactive behavior does indeed directly 

lead to career advancement by allowing people to take advantage of proactive 

opportunity finding. It is crucial to realize that the mediating role of 

entrepreneurial mindset (Hypotheses 4–10) indicates that TA, EI, and PP 

influence employability indirectly via the drive to be entrepreneurial (Process).  

This finding affirms Baron’s (2006) model suggesting entrepreneurial 

cognition, which involves opportunity recognition, innovation, and risk taking, 

serves as the translation mechanism accounting for the influence of personal 

characteristics on employability. Findings are aligned with Ajzen’s (1991) TPB 

in that entrepreneurial mindset influences employment-related intentions and 

behavior. For instance, as suggested by H 8, employees with high technology 

adaptability have a greater likelihood to cultivate entrepreneurial orientation 
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and promote employability, through fostering innovation and work role 

flexibility (Hmieleski and Carr, 2008). Also, according to Hypothesis 9, 

emotional intelligence develops an entrepreneurial attitude that can result 

resilient behavior and social ability to share more relationship issues at work 

(Baron & Markman, 2003). 

Finally, Hypothesis 10 suggests that proactive personalities positively 

influence entrepreneurial cognition, which in turn can lead to positive 

relationships with employability through the taking of initiative and pursuit of 

opportunity (Bateman &Crant, 1993). The findings of the study add new 

insights into the area of employability since the role of individual differences is 

supplemented adding personality and entrepreneurial cognitions. Previous 

research findings have reported positive direct effects of technological 

competences on employability (van Laar et al., 2017) and highlighted the 

contribution of emotional intelligence to the prediction of success at work 

(Mayer et al., 2008).  

This study contributes detail by showing that entrepreneurial mindset is 

an important link in the chain where such characteristics lead to enhanced 

employability. In addition, the mediating effects we found add up with those 

found by Fayolle and Liñán (2014) and justify the transformation that a 

(thinking) mindset has on people, providing them with the ability to overcome 

personal characteristics from a cognitive point of view for entrepreneurship and 

career success. The finding is also consistent with the studies of Fuller et al. 

(2018) to identify that proactive personality is the basis for entrepreneurial 

behaviors and context as it shapes employability. Situated within these 

theoretical constructs, the study provides further support to the literature, thus 

confirming that employability does not depend only on the technical or affective 

characteristics, but also on the way in which such characteristics manifest in 

entrepreneurial thinking and action. The study is not without a limitation, 

although it adds value. The university student—early professional age profiles 

of the sample may limit the generalizability of findings across 000 industries, 
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cultures and/or age ranges. Rinck, BeckerHo, Schulze, Werheid, & 

JaspersHerring,2010One limitation in the current study is the relatively 

homogeneous Dutch sample which might restrict the generalizability of the 

results (Bornstein, Jager,&Putnick, 2013). Causal inference cannot be made 

due to the cross-sectional design. 

A longitudinal study would provide some insight into this dynamic 

development of entrepreneurial mindset and employability over time 

(Ployhart& Vandenberg, 2010). Moreover, bias may also arise from the use of 

self-reported data, such as the social desirability effect. Using multi-informant 

data (e.g., supervisor ratings) would enhance measurement reliability 

(Podsakoff, MacKenzie, & Podsakoff, 2012). Finally, although the mediating 

role of entrepreneurial mindset has been highlighted, other potential mediators 

and moderators, including self-efficacy or organizational support, have not 

been addressed, which we suggest to be examined in future research. 

Suggestions for Future Research 

To remedy these limitations, future studies could conduct longitudinal research 

on the ways in which TA, EI, and PP develop and influence employability via 

EM in various career stages and cultural situations (Ng & Feldman, 2013). 

Furthermore, studying moderating variables such as industry context or 

organizational climate would increase the understanding of boundary 

conditions related to these relationships (Bettencourt and Brown, 1997). In 

addition, qualitative research such as interviews or case studies could offer 

more in-depth insights into mechanisms through which entrepreneurial 

mindset emerges from these qualities. Such a mixed-methodemics may unveil 

bodies of thought that a purely quantitative measure would not have detected 

(Creswell & Plano Clark, 2017). Third, exploring other mediators (e.g., self-

efficacy, learning agility) and interactions between the independent variables 

might provide more complete models of employability. This research adds to 

the multidisciplinary literature on employability, bridging between psychology, 

entrepreneurship and workforce development. In times of digital disruption 
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and economic instability, examining how adaptability, emotional capacities, 

and proactivity, within individuals, contribute towards an entrepreneurial 

spirit becomes particularly instructive in the manner to enhance resilience in 

the workplace (Fayolle&Liñán, 2014). In addition, the results emphasize the 

importance that employability be perceived in a dynamic sense including 

cognitive/behavioral processes beyond skills and personality. This cross-

pollinates two fields by bringing trait theories and entrepreneurial cognition 

frameworks together. Human Resources: Integrate TA, EI and PP evaluations 

into recruitment and training systems, with special focus on developing an 

entrepreneurial mindset in support of employees’ employability relative to the 

need for organizational agility (van Laar et al., 2017). Education: Design the 

curriculum where technical skills and emotions and proactivity are combined, 

encourage entrepreneurial thinking on a wider scale, and develop students with 

the competencies demanded by the future labor market (Fayolle&Liñán, 2014). 

Policymakers: Employment policies need to be geared towards lifelong learning, 

entrepreneurship education and workforce adaptability, especially in sectors 

subject to rapid technological change (OECD, 2019). Career Counseling: 

Counselors may act as facilitators in order to encourage entrepreneurial 

mindsets as a means of increasing employability, and assist clients in the 

cultivation of “initiative, opportunity recognition, and resilience” (Baron, 2006). 

Through the empirical evidence, this study further contributes to the knowledge 

on the mechanisms of employability in the contemporary workforce by proving 

the mediating effects of entrepreneurial mindset in the relations between the 

essential psychological influences and employability. It calls for researchers to 

move forward with integrated models of individual differences, cognitive 

orientations, and behavioral outcomes that will continue to shape theory and 

practice. 
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Conclusion 

Moreover, this study examined the complex relationships between TA, EI and 

PP as antecedent variables of EMP and EM as a mediator. The evidence 

presented is clear: these psychological and skill-based characteristics greatly 

contribute to most employability, not only in a direct way, but also indirectly 

when considering entrepreneurial mindset. In line with Hypotheses 1 through 

3, participants with a high level of technological adaptability, emotional 

intelligence, and proactive personality were more employable. These findings 

reinforce the importance of dynamic skills and characteristics for success in the 

newer labor market where employees have to continually adapt to state-of-the-

art technology, manage interpersonal relationships successfully, and seize new 

opportunities (van Laar et al., 2017; Goleman, 1995; Bateman &Crant, 1993). 

More importantly, this study contributes to the current knowledge by verifying 

the mediating effect of entrepreneurial mindset (Hypotheses 4 to 10), 

explaining the underlying mechanism through which TA, EI, and PP drive 

entrepreneurial cognition and behaviors, and eventually promote employability. 

This leads to the conclusion that employability is a matter not only of personal 

attributes of an individual, but also strongly depends on the cognitive and 

behavioural orientation induced by these attributes, characterized above all by 

entrepreneurial thinking such as opportunity recognition, innovation and 

resilience (Baron, 2006; Fayolle&Liñán, 2014).  

Theoretical and practical implications Theoretically, this study makes a 

major contribution to employability research, entrepreneurship and 

personality psychology by bringing together several constructs that are usually 

studied separately. The mediating mechanism by which the entrepreneurial 

mindset is manifested, insights interceding the translation of personality and 

adaptability on employability, offers empirical evidence to support integrative 

models linking individual traits to cognitive orientations (Ajzen, 1991; Baron, 

2006). This research extends Ajzen's Theory of Planned Behavior by 

introducing entrepreneurial mindset as an underlying cognitive mechanism 
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influencing employability intentions and behavior. Further, it adds to trait 

theory by demonstrating that personality such as proactive personality and 

emotional intelligence influence directly as well as indirectly by manner of its 

influence on entrepreneurial cognitions (Fuller et al., 2018; Mayer et al., 2008). 

Further, the study is able to add to the literature gap on technological survival 

of the fittest literature by looking at it within the contexts of the entrepreneurial 

mindset-employability nexus and reveals that one is not enough without the 

other for employability payoffs to be maximized (Tarafdar, Pullins, & Ragu-

Nathan, 2015). This integrative view provides a more comprehensive 

theoretical foundation explaining the interrelationships between cognitive, 

affective, and behavioral dimensions of successful working. The results provide 

practical implications for practitioners, educators, institutions, and policy 

makers who would like to develop employability in a fast-moving job market. 

Technology Adaptability, Emotional Intelligence, Proactive Personality NEED 

OF THE HOUR IN HRM: HR Managers should consider assessment trends in 

technology adaptability, emotional intelligence and proactive personality while 

recruiting and developing their workforce. This in turn can develop a workforce 

that can create innovation and that can adjust to changes in the market place, 

resulting in organizations that are more agile and competitive (van Laar et al., 

2017). 

Education and Training: Schools should prepare curriculums that 

include infusion of technical skills and training against emotional intelligence 

and proactivity and entrepreneurship. This holistic skill development will 

enable the graduates to manage the complexity and dynamics of today’s labor 

market successfully (Fayolle&Liñán, 2014). Policy Implications: Policy makers 

should be supportive to the initiatives of lifelong learning and entrepreneurship 

education that will prepare the workforce the mindset and the skills necessary 

to meet the demands of future labor market. Investments in developing skills 

for adaptability and proactivity would generate more people who feel 

employable and more resilient economies at those levels (OECD, 2019). Career 
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Counseling: As pathways to employability, individuals can be the described as 

enabled to their use of technological, emotional and personality-related 

resources for proactive career management and opportunity exploitation 

(Baron, 2006) through the development of entrepreneurial mindset 

competencies, which can be accentuated by counselors or coaches. By turning 

the study’s findings into practical recommendations, together we can arm 

people better for a world of work marked by uncertainty, technological 

disruption and fierce competition. A good summary provides the end to a piece 

of writing; by summarizing your findings you place your research in the context 

of the larger scholarly discourse, demonstrating your conclusions' importance. 

This research also supports past findings concerning the relevance of other 

constructs/traits (i.e., adaptability, emotional intelligence, and proactivity) that 

was not only related to adaptability and emotional intelligence (Goleman, 1995; 

Bateman & Crant, 1993; van Laar et al., 2017), but connected them to the 

entrepreneurial cognition theories (Baron, 2006; Ashraf et al., 2021; 

Fayolle&Liñán, 2014). This synthesis evidences a qualitative model whereby 

personality and skills-based attributes trigger entrepreneurial mindset 

processes that mediate employability outcomes. In so far, the study challenges 

the kind of static or fragmented employability frameworks that underpin HRD, 

arguing for more integrative models of employability that take account of 

psychological complexity and cognitive mediation. This adds new depth to 

academic debates over the future of the labor force in the digital age and 

opportunities for future interdisciplinary research.  

An excellent conclusion increases the academic and practical 

significance of the study by summarizing how the study contributes to 

understanding, knowledge, theory, and practice. For instance, through an 

explicit relationship between individual characteristics and employability 

through entrepreneurial mindset, this study develops a simple yet 

comprehensive theoretical framework that may inform further empirical and 

applied work. Furthermore, the hands-on suggestions were evidence-based and 
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are likely to convert the academic results into the field of human resources 

development, which enhances the societal implications of our work. The 

reference to the existing literature all through the conclusion adds to the 

credibility of the study and situates it in the ongoing scholarly debates, making 

it a valuable reference for researchers, educators, and practitioners (Creswell & 

Creswell, 2018).  

Although the present study provides meaningful findings about the 

interplay between technological adaptability, emotional intelligence, proactive 

personality, entrepreneurial mindset and employability, several promising 

paths for future research are proposed. "First, longitudinal studies are needed 

to investigate the development of these constructs over time and their impact 

on the employability trajectories. Literature review shows that employability is 

a process that develops through learning and experience; therefore, 

understanding temporal patterns and causal mechanisms is crucial (Ployhart& 

Vandenberg, 2010). Studies that follow children over time can inform when in 

development entrepreneurial mindset (and related characteristics) are most 

malleable. Second, comparative cross-cultural research is necessary to evaluate 

the generalizability of these results.  

Cultural framework will play a role in entrepreneurial act, emotional 

expressions as well as proactiveness that could impact the strength and the 

nature of associations under investigation (Ng & Feldman, 2013). Cross-

national comparative studies of contexts with different socio-economic and 

cultural issues are import for targeting intervention strategies to different 

populations and for informing global workforce strategies. Third, other 

potential mediators and moderators for these relationships could be 

investigated in future research. For example, constructs such as self-efficacy, 

learning agility, or organizational support can help to better understand how 

individual characteristics are related to employability (Bandura, 1997). 

Knowledge about boundary conditions (e.g., industry, job complexity, labor 

market situation) could help to sharpen the transferability and precision of the 
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model. Fourth, the qualitative methods (e.g., interviews or ethnographies) may 

enrich the contextualized understanding of how people form entrepreneurial 

mindset throughout the development of their traits and experiences. It might 

reveal more subtle cognitive and affective dynamics that are less accessible to 

quantitative methods (Creswell & Plano Clark, 2017).  

Finally, detailed examination of digital literacy and technological self-

efficacy might provide a better understanding of the effects of technological 

adaptability. Given the pace at which the digital transformation bandwagon is 

picking up steam up, these subtle distinctions can increasingly shape 

employment destinies. In sum, additional studies developing these dimensions 

would contribute to refinement of theoretical models and for more practical 

implications in educational practice, organization and policy-making to 

develop employability in the context of complex, changing labor markets. 
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