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Abstract

The purpose of this survey is to explore the relationship among cultural intelligence, psychological well-being,
and employability using a questionnaire. The research used survey sampling to target aboriginal college students
and collected 268 effective samples from among public and private universities. The study then adopted
structural equation modeling (SEM) to examine the models for study and the tenability of the hypothesis. The
data indicated that (1) cultural intelligence positively influences psychological well-being; (2) cultural
intelligence positively influences employability; (3) psychological well-being positively influences
employability; and (4) psychological well-being’s influence on employability is greater than cultural
intelligence’s influence on employability. Finally, the meanings and implications of this study are offered in
terms of both practical and academic aspects.

Keywords: cultural intelligence, psychological well-being, employability, indigenous undergraduate students,
SEM

1. Introduction

Globalization forces us to understand the different cultures and to interact with people from various countries.
Therefore, understanding how to interact effectively with people from different countries and applying the
experiences to develop cultural intelligence and multicultural working skills are crucial factors for employability
(Malik, Cooper-Thomas, & Zikic, 2014; Thomas & Inkson, 2004).

Taiwan’s aboriginals’ cultural intelligence includes the ability to adapt to the mainstream society, thereby
demonstrating that they can develop a good interpersonal relationship. This skill is essential to employability.
The employment rate of aboriginals is not yet satisfactory. Aboriginal college students accounted for only 0.35%
of all college students in 1998 due to the lower education rate (The Ministry of Education and Statistics
Department, 2014). In addition, in 2009, the unemployment rate of aboriginals with degrees below the secondary
level was up to 9.83% whereas that of the majority with the same degree was 5.35%. In the same year, the
unemployment rate of aboriginals with a college degree or more was 2.8%. Thus, aboriginals’ high
unemployment rate is related to their low education attainment.

Due to the expansion of Taiwan’s higher education since 2000, the population of aboriginal college students
increased rapidly until 2013. However, the unemployment rate of aboriginals who pursued higher education
remained above 4%, which was the same as that of the majority (Commission of Indigenous Affairs, 2014). This
statistic indicated that the advantage that aboriginals gained through higher education was lost. The author
wonders if high cultural intelligence (CQ) has a positive impact on employability for the rapidly increasing
highly educated aboriginal in the globalization era.

CQ refers to an individual’s capability to acquire, interpret, and act on different cues to perform effectively in
culturally diverse situations (Earley & Peterson, 2004). Employment and adaptability determine cultural
intelligence. CQ 1is helpful for newcomers’ employability and adaptability (Malik et al., 2014). An
interrelationship among CQ, cultural adaptability, and work performance was also identified (Ang et al., 2007).

The common point between aboriginals and newcomers is the position of inferiority when the former have to
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adapt mainstream society’s rules to enhance their employability. However, it seems that no research has directly
dealt with the relationship between CQ and aboriginal college students’ employability. As a result, this study will
explore the relationship between aboriginals’ CQ and employability.

In addition, previous research has demonstrated that cross-cultural transition and adaptation as a normal part of
life generate stress, thereby leading to the need to appraise and cope with it through acculturation strategies; thus,
these factors influence well-being psychologically (Berry, 2006; Berry & Sam, 1997; Ward & Kennedy, 2001).
Ang et al. (2007) found that CQ is related to cultural adaptation, including the aspect of psychological well-being.
When it comes to the relationship between psychological well-being and employability, some scholars have
noted that it is necessary to cover the index of psychological well-being because the one-sided cultural survey in
employment is not enough. Therefore, the relationship between well-being and employability is discussed (De
Cuyper, Bernhard-Oettel, Berntson, De Witte, & Alarco, 2008).

In terms of cultural aspects, CQ affects employability, while well-being also affects employability
psychologically. No direct research has addressed this topic, not to mention the intensity of the two paths of CQ
and well-being. To support the related research, this study explores the impacts of CQ and psychological
well-being on employability, with a focus on aboriginal college students. The article aims to determine whether
CQ positively affects aboriginal college students’ psychological well-being and employability and whether
psychological well-being positively influences their employability.

2. Literature Review
2.1 Cultural Intelligence (CQ)

Earley and Ang (2003) first introduced CQ, defining it as an individual’s capability to manage and perform
effectively in an intercultural environment. Earley and Mosakowski (2004) further defined cultural intelligence
to refer to the ability of newcomers to act like their colleagues or collaborators to understand unfamiliar things
and even imitate to adapt to cross-cultural lives. Earley and Peterson (2004) defined cultural intelligence as a
person’s capability to perform effectively in culturally different situations due to their ability to acquire, interpret,
and behave based on different cues. Earley and Mosakowski (2004) divided cultural intelligence into cognition
CQ, physical CQ, and emotional/motivational CQ. Previous researchers have used metacognition to separate it
from cognition when defining CQ (Ang et al., 2007; Early & Ang, 2003; Earley & Mosakowski, 2004; Earley &
Peterson, 2004). Some scholars have integrated CQ into three dimensions—namely, cognition, behavior, and
emotion—which are often clarified in knowledge/cognition, behavior, and motivation/mindfulness (Thomas,
2006; Thomas & Inkson, 2004). The system has a strong connection to theories put forth by Early and Ang
(2003). The current study adopts the viewpoints of Thomas and Inkson (2004), and Thomas (2006) to calculate
the average of aboriginal college students’ cognitive/meta-cognitive behavior and motivation to measure CQ.

2.2 Psychological Well-Being

Psychological well-being is what makes people evaluate their lives through the mutual effect among their
psychological resources, circumstances, and activities. Social psychologists have endeavored for many years to
find out how an individual’s psychology functions by measuring their psychological well-being (La Placa,
McNaught, & Knight, 2013). National Wellness Institute of Australia (NWIA) defined well-being as the
prevalence of positive attributes (NWIA, 2011). The Department for Environment, Food and Rural Affairs in
United Kingdom (DEFRA) defined well-being as giving a sense of purpose and satisfying an individual’s need
regarding attractive environments, financial rewards, and personal relationships (DEFRA, 2009; La Placa et al.,
2013). Six general characteristics are often included in positive psychological definitions of well-being: a
balance of attributes; the active pursuit of well-being; prosocial behavior; positive affect or life satisfaction;
multiple dimensions; and personal optimization. In Ryff’s scales, psychological well-being consists of autonomy
and self-acceptance, quality ties to others and continued growth, environmental mastery, the pursuit of personal
needs, and meaningful goals in life (Ryff & Keyes, 1995).

The current study integrates these theories and refers to Ryff’s scale to discuss the average of aboriginal college
students via the measurement of psychological well-being in autonomy and self-acceptance (autonomy,
self-acceptance), life satisfaction (environmental mastery, meaningful goals in life), and positive relationships
and growth (the quality ties to others and continued growth, the pursuit of personal needs). The study uses these
dimensions—namely, self-acceptance, life satisfaction and positive relationships—to measure psychological
well-being of the aboriginal college students.

2.3 Employability

Employability refers to the capability to seek, maintain work, and obtain employment, if necessary. Generally
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speaking, employability arises from one’s ability to learn. Based on the definition put forth by Harvey, Locke,
and Morey (2002), employability is an individual’s ability to take up, remain in, and engage in an occupation
well after the process of learning. Briefly, employability includes the ability to look for jobs, complete tasks, and
realize one’s own potential through sustainable employment in the labor market.

Employability has a close correlation with an individual’s work competence. An individual plans and performs
tasks, then accommodates his or her knowledge, attitude, and behavior during employment to show
employability (Herr & Long, 1983). Harvey et al. (2002) highlighted core employability, which refers to the
capacity to adapt to and be flexible for different occupations. It involves many parts: traits and attitudes that are
beneficial for employment, facilities in self-marketing and career management, and a strong will to learn and
introspection. Self-marketing and career management generalize to the dimension of professional knowledge
management. A strong will to learn and introspection generalize the scope of learning and thinking. The study
adopts Harvey et al.’s (2002) standpoint to discuss aboriginal college students’ attitudes and traits, learning and
thinking, and professional knowledge in order to measure employability of the aboriginal college students.

3. Methodology
3.1 Research Framework and Hypothesis

This research examines the relationships among cultural intelligence, employability, and psychological
well-being. The whole research framework is depicted in Figure 1. The proposed assumptions of the
relationships among the constructive concepts in the study are discussed in the following subsections.

Employability

Cultural

intelligence

Psychological
well-being

Figure 1. Framework of the research

Relationship between culture and employability. Humans’ actions, gestures, and speech patterns tend to be
misunderstood because of the wider range of interpretations, which can lead to cooperation being impossible.
However, occasionally an outsider can interpret someone’s unfamiliar and ambiguous gestures naturally in the
same way that an insider can. CQ provides employees, supervisors, and organizations with the ability to deal
with multicultural situations that engage them in cross-cultural interactions and helps them perform effectively in
culturally diverse workplaces (Haghighatian, Sadeghi, & Shahcheraghi, 2015). Those who possess higher CQ
would be able to understand and accept those cultural differences that affect the rules and expectations of the
new work culture to engage in intercultural communication so they can perform effectively (Malik et al., 2014).

Today’s work environments force people to be familiar with different cultures and communicate well with other
people with heterogeneous cultures (Afkaneh & Beyginia, 2014). Effective cross-cultural communication is a
significant criterion for organizations (Haghighatian et al., 2015). Ang et al. (2007) demonstrated that CQ has a
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positive and meaningful relationship with occupational performance

Employability is the capacity to adapt to and be flexible for different occupations, including attitudes and
characteristics, learning and thinking, and professional knowledge (Harvey et al., 2002). Possessing the skills
that the supervisors need would boost employees’ work performance (Abas-Mastura, Imam, & Osman, 2013).
Those who possess higher CQ would be able to understand and accept the cultural differences that affect the
rules and expectations of the new work culture to engage in intercultural communication so they can perform
effectively (Malik et al., 2014).

Based on the discussion thus far, a person’s higher employability causes better performance in work. In addition,
those who have high CQ perform well when working and adapting. The acquisition and competence of
employability skills valued by employers require continuous enhancement to succeed in job performance
(Abas-Mastura et al., 2013).

Employability is related to the concepts of attitudes and characteristics, learning and thinking, and professional
knowledge. Janssens and Cappelen (2008) demonstrated that relationships between the factors and CQs,
including knowledge of workplace behaviors and norms, by collecting data from global managers about their use
of cultural intelligence in their positions. CQ symbolizes the ability of a person to adapt to values, customs, and
traditions that differ from those in which they worked in different cultural environments (Thomas, 2006). In
cross-cultural conditions, CQ would allow a recent immigrant to not only seek content knowledge (i.e., learn
about the individualistic culture) but also gather process knowledge on how the individualistic culture affects
employees’ behaviors (Malik et al., 2014). Following similar reasoning, it can be argued that higher CQ can
enable individuals to more easily adapt and adjust their thinking and behaviors to fit local norms and develop
within the profession (Malik et al., 2014). All of these elements could be classified in concepts of employability.

Templer et al. (2006) found that CQ has prominent connections with study of cross-culture, including general
research, learning to adapt, and interactive adaptation. An individual with higher CQ is better able to face culture
shock (Earley & Ang, 2003). Based on this discussion, this study proposes the following hypothesis:

HI1: CQ has a positive impact on employability

Relationship between CQ and psychological well-being. Lazarus and Folkman (1984) noted that the
adaptability during a stress-provoking life in cross-cultural transition would be reflected in psychological
well-being, and its predictors have been linked to life changes, personality, stress appraisal, coping styles, and
acculturation strategies (Berry, 2006; Berry & Sam, 1997; Ward & Kennedy, 2001).

CQ refers to the ability to interact effectively with people from different cultures. This is a multi-dimensional
ability, and its elements include cultural knowledge, attitude, and cross-cultural ability (Thomas & Inkson, 2004).
Peterson (2004) claimed that CQ would be a self-adapting ability that helps individual adapt effectively in
different countries, organizations, and cultures. As such, it can boost the adaptability of individuals to be familiar
with strange surroundings (Earley & Mosakowski, 2004) and has a prominent impact on general adaptation
(Yesil, 2013).

Malik et al. (2014) used recent immigrant newcomers as an example. Those with a higher CQ were expected to
better understand and appreciate other cultures and behave appropriately and flexibly in cross-cultural settings.
CQ’s functions include boosting integrations of the role in the process of socialization as well as increasing
self-achievement and self-acceptance to behave appropriately (Malik et al., 2014; Ozcelik & Paprika, 2010).

CQ helps people understand nuances and develop relationships with their colleagues, which can motivate them
to further develop their CQ by interacting with others. The functions of CQ help people develop effectively in
terms of cultural differences and well-being (Malik et al., 2014). Based on this discussion, this study proposes
the following hypothesis:

H2: CQ has a positive impact on psychological well-being.

Relationship between well-being and employability. When ethnic minority college students are under pressure
in international and diverse work environments, the psychological capital is their psychological source of
well-being (Ang & Inkpen, 2008). Few articles discuss the relationships between well-being and other variables,
such as employability, unemployment, insecurity, and satisfaction with work. Chen and Lim (2012) found that
psychological capital was positively related with employees’ perceived employability. Some research has
indicated that psychological capital has a positive relationship to well-being (Avey, Luthans, Smith, & Palmer,
2010; Sabaityté, 2014). However, few studies have directly coped with the relationships between well-being and
employability. Employability might matter directly for the employed because it could be part of a new
psychological contract. (De Cuyper et al., 2008).
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Employability is broadly defined as the possibility to acquire a job; it can also represent people’s competences
(Bernston, Sverke, & Marklund, 2006; Van der Heijde & Van der Heijde, 2006). De Cuyper et al. (2008) showed
that employability is positively correlated with well-being. Carrieri, Novi, Jacobs, and Robone (2014) found that
psychological well-being is mediated by factors such as the level of employability. As psychological well-being
seems to positively impact employability, this study proposes the following hypothesis:

H3: Psychological well-being has a positive impact on employability.
3.2 Variables and Study Design

The survey in this study uses a Likert scale as the standard of measurement, ranging from “strongly disagree” (1
point) to “strongly agree” (5 point). Table 1 shows the instruments and the operational definitions of each
variable.

Table 1. Operational definitions

Variable Definition Sub-construct Reference
A person’s capability o o Early and Ang (2003);
Cultural to perform and  Cognitive/meta-cognitive CQ Earley and Mosakowski
intelligence manage effectively - Behavior CQ (2004); Ang et al. (2007);
(CQ) in an intercultural . pjosivation cQ Thomas and Inkson
environment (2004); Thomas (2006
The capacity to adapt - Traits and attitudes Herr and Long (1983);
. to and be flexible for . S Harvey et al. (2002);
Employability different occupations Learning and thinking Harvey, Locke, and
- Professional knowledge Morey (2002)
A sense of how Placa, McNaught, &
people’s lives are Knight(2013);
) going through the -[Ljfe satisfaction Ryff and Keyes (1995);
Psychological  interaction between DEFRA (2009):
) . . - Autonomy and self-acceptance ( );
well-being their circumstances, N _ ' NWIA (2011)
activities, and - Positive relationship
psychological
resources

3.3 Survey and Analytic Method

Participants in this study include indigenous students in a national university, private university, or university of
technology. According to the ratio of indigenous students studying in national and private universities, 500
questionnaires were issued; 294 were returned, with 26 being removed as they were deemed to be invalid or have
incomplete answers. This resulted in a 53.6% rate of valid returns. The study used descriptive statistics in SPSS
to explain the characteristics in interviewed samples and examined hypothetical paths using AMOS.

4. Results
4.1 General Information on Samples

Table 2 summarizes the descriptive statistics of the 268 valid samples from the interviewed samples. In terms of
gender, males accounted for 50.4% of the sample and females for 49.6%. In the schools dimension, private
universities are the majority, accounting for 43.1%, followed by national universities (23.6%) and private
universities of technology, including institutes of technology (22.8%). In the college dimension, 32% of the
sample was enrolled in humanities and arts, 31.6% in other programs, and 15.8% in management. The majority
(44.3%) were born in non-indigenous areas. In terms of annual household income, 57.9% and 34.5% earn less
than 20,000 USD and 20,000 to 40,000 USD, respectively. Fathers and mothers are guardians in 97.7% of the
cases, and 71.1% work as non-skilled workers and laborers in agriculture or sales, machine-operating workers,
and skilled workers.

151



www.ccsenet.org/res

Review of European Studies

Vol. 7, No. 11; 2015

Table 2. Descriptive Statistics

Characteristic Category Quantity Percentage (%)
Gender Males 1 134 50.4
Females 2 132 49.6
National University 63 23.6
National University of Technology 13 4.9
University Private University 115 43.1
Private University of Technology 61 22.8
Private Junior College 15 5.6
Education College 20 7.5
Humanities, Arts, and Social Science College 85 32.0
Science and Engineering College 18 6.8
College Management College 42 15.8
Biological Sciences College 7 2.6
Agricultural Sciences College 10 3.8
Others 84 31.6
Born in non-indigenous areas 117 443
Before elementary school 24 9.1
Time of leaving During elementary school 20 7.6
tribe During junior high school 37 14.0
During senior school 35 13.3
At university 31 11.7
Under 20,000 USD 151 57.9
Annual income 20,000 to 40,000 USD 90 34.5
40,000 to 60,000 USD 17 6.5
60,000 to 80,000 USD 3 1.1
Father 113 50.4
Mother 106 473
Guardian
Grandparents 4 1.8
Others 1 0.4
Guardian’s Junior high school (including lower levels) 81 30.6
academic Senior and vocational high school 119 449
background College or university 52 19.6
Postgraduate (including above) 13 4.9
Non-skilled laborers 95 37.1
Guardian’s Sales or semi-skilled laborers 87 34.0
occupation Staffs, officers 23 9.0
Technicians and assistant professionals 18 7.0
Technicians, professionals, or managers 33 12.9
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4.2 Second-Order Confirmatory Factor Analysis

As the research structure contains three second-order concepts (CQ, employability, and well-being), this study
uses three second-order confirmatory factor analyses to examine the fit of these three second-order concepts. The
second-order confirmatory factor analysis of CQ indicates that the factor loadings of the second question in CQ
(Q2: You think about the goals or tasks before interacting with people from different cultural backgrounds) and
the tenth question (Q10: You use pauses and silence to adapt to different cross-cultural situations) are lower than
0.5, so they were removed. The second-order confirmatory factor analysis of employability indicated that the
factor loadings of the sixth question in employability (Q6: You have the ability to think creatively), the thirteenth
question (Q13: You have the ability to manipulate information technology), and the fourteenth question (Q14:
You have the ability to communicate) are lower than 0.5, so they were deleted. The second-order confirmatory
factor analysis of psychological well-being indicated that the factor loadings of the eleventh question in
well-being (Q11: You cannot fit in with the groups around you) and the twelfth question (Q12: You often feel
lonely because you have few close friends to share your worries) are lower than 0.5, so they were excluded.

The study then conducted another second-order confirmatory factor analysis. The results of the fix index in CQ
were x2 = 136.015, df = 62, ¥2/d.f. = 2.194, GFI = 0.929, RMSEA = 0.067, NFI = 0.867, AGFI = 0.896, CFI =
0.922, TFI = 0.923, RFI = 0.833, PNFI = 0.689, and PGFI = 0.633. In employability, they were 2 = 164.650, df
=52, ¥2/d.f. = 3.166, GFI1 = 0.901, RMSEA = 0.090, NFI = 0.863, AGFI = 0.852, CFI = 0.901, IFI = 0.902, RFI
=0.827, PNFI = 0.680, and PGFI = 0.601. In well-being, they were ¥2 = 165.522, df = 63, ¥2/d.f. = 2.627, GFI =
0.915, RMSEA = 0.078, NFI = 0.856, AGFI = 0.878, CFI = 0.904, IF1 = 0.906, RFI = 0.822, PNFI = 0.691, and
PGFI = 0.634. Most fix indices are above or close to the standard value, indicating that these three second-order
modes fit well with the provided information. Therefore, this study chose the average number for each aspect to
represent it. CQ, employability, and psychological well-being become one-order modes, which is beneficial for
proving the construct validity and system modes later.

4.3 Construct Validity and Reliability Analyses

Construct validity analysis. Construct validity is “the degree to which a test measures what it claims, or
purports, to be measuring” (Brown, 1996). This leads to two subtypes: convergent validity and discriminant
validity. The study used confirmatory factor analysis to examine the convergent validity and discriminant
validity of the three constructs: CQ, employability, and psychological well-being.

In convergent validity, we can take a close look from three aspects: individual item reliability, composite
reliability (CR), and average variance extracted (AVE). First, in individual item reliability, the standardized
factor loadings corresponding to CQ, employability, and psychological well-being are 0.650, 0.712, and 0.663;
0.608, 0.903, and 0.795; and 0.400, 0.767, and 0.798, respectively. Except for the factor loadings corresponding
to psychological well-being that are slightly lower than 0.5, the statistics meet the suggested level that Hair et al.
(1998) mentioned and all questions reached the obvious level of 0.001. Second, in terms of the composite
reliability, the three constructs of the CR values are 0.715, 0.818, and 0.705, which are higher than standard 0.6
that Fornell and Larcker (1981) required. Third, the AVE values for the three concepts are 0.456, 0.606, and
0.462, which are close to the 0.5 level Fornell and Larcker (1981) mentioned. Based on these data, the three
constructs in this study must have some convergent validity.

To determine discriminant validity, the square root of the average amount of AVE should be larger than the
correlation coefficient of each construct pair (Fornell & Larcker, 1981; Hair et al., 1998). The square roots of the
average amount of AVE in all constructs are shown in Table 3. Significant discriminant validity existed for each
construct pair.
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Table 3. Correlation coefficient matrix

. Psychological
Construct CQ Employability well-being
CQ 0.675"
Employability 0.646 0.778
Psychological
well-being 0.479 0.759 0.680

* The value of positive diagonal (in bold) stands for the square root of AVE

Reliability analysis. Table 4 shows the Cronbach’s a of each construct and relative sub-construct. Apart from
the behavior construct of CQ being 0.661 and that of employability being 0.676, all others are higher than the
recommended 0.7 level (Nunnally, 1978). However, Peterson (1994) pointed out that the o value should be
higher than 0.6 for the criterion in use. Therefore, the scale this study used is convincing.

Table 4. Constructs and Sub-constructs of Cronbach’s a

Sub-construct Whole construct
Construct Sub-construct
of Cronbach’s a of Cronbach’s a
CQ Cognition/Meta-cognition CQ 0.732 0.834
Behavior CQ 0.661
Motivation CQ 0.793
Employability Traits and attitudes 0.820 0.869
Learning and thinking 0.704
Professional knowledge 0.676
Psychological Life satisfaction 0.763 0.843
well-being Autonomy and self-acceptance 0.762
Positive relationship 0.772

4.4 Examination of Model and Hypothetical Path

This study applied structural equation modeling (SEM) to evaluate the models and hypotheses. The analytical
consequences are shown in Figure 2. The model points out that 2 is 72.447 and its degree of freedom is 24 (p <
0.001). However, chi-square is easily affected by the samples; the more samples that are included, the more
significant the chi-square is. Thus, this study can use the chi-square and degree of freedom (Hair et al., 1998),
that it had better less than 3, and the value of the room for fluctuation is less than 5 (Wheaton et al., 1977). The
value of the chi-square (72.447) divided by the degree of freedom (24) in this study was 3.019, which fit the
required value (5). The other adaptation indices were GFI = 0.944, RMSEA = 0.087, NFI = 0.919, AGFI = 0.894,
CFI = 0.943, IF1 = 0.944, RFI = 0.878, PNFI = 0.613, and PGFI = 0.503. These index values fall approximately
within the accepted range. Based on the outcomes, the models given in the study have an appropriate relationship
with the tested data.

In the models in Figure 2, the path coefficients, which also indicate the standardized regression coefficients and t
values, provide a foundation for examining the hypotheses. As shown in Figure 2, the t values for all three
hypotheses are higher than 1.96; thus all three are supported.
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/Employability

0.367(4.695™"")

Cultural
intelligence

0.583(5.036 )

0.479(4.211°")

Psychological
well-being

Figure 2. Estimated results of standardized parameter in overall patterns
Note. The number before parentheses stands for the standardized regression coefficients,
the numbers in parentheses are t values; *** p < 0.001.

— means the remarkable path relationship

5. Findings
5.1 CQs Positive Impact on Employability (H1)

The results confirmed that cultural intelligence has a positive influence on employability, thereby supporting H1.
This finding is consistent with the results of Abas-Mastura et al. (2013), Ang et al., (2007), Earley and Ang
(2003), Haghighatian et al. (2015), Janssens and Cappelen (2008), Malik et al. (2014), Offerman and Phan
(2002), and Templer et al. (2006).

5.2 CQ s Positive Impact on Psychological Well-being (H2)

This study also confirmed that cultural intelligence positively affects well-being, supporting H2. This result is
also consistent with the findings of Ang et al. (2008), Berry (2006), Berry and Sam (1997), Earley and
Mosakowski (2004), Lazarus and Folkman (1984), Malik et al. (2014), Offerman and Phan (2002), Ozcelik and
Paprika (2010), Peterson (2004), Thomas and Inkson (2004), and Yesil (2013).

5.3 Psychological Well-being s Positive Impact on Employability (H3)

The data confirmed that psychological well-being has a positive impact on employability, supporting H3. This
result is consistent with the conclusions of Carrieri et al. (2014), Silla, Gracia, and Peiro (2005), and De Cuyper
et al. (2008).

Based on the results of this paper, CQ (path coefficient 0.367) and psychological well-being (path coefficient
0.583) have a positive influence on employability individually based on the level of standardized path coefficient.
The data indicate that the impact of psychological well-being on employability is much greater than that of CQ
on psychological well-being.

6. Impliciations

The present study also offers several practical and academic implications for universities or colleges. First, based
on these findings, schools and related authorities should pay attention to aboriginal students’ CQ and
psychological well-being; in particular, the more psychological well-being they have, the better their
employability will be. These findings could be valued by the government when it comes to the employability of
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higher-educated aboriginals.

In addition, CQ has a positive relationship with employability and psychological well-being. However, even if
CQ through psychological well-being affects employability, it still requires a theoretical basis and thus further
research. Future research could include variables such as job insecurity, psychological capital, or social
prejudices that the minority experiences. Understanding the relationships among these variables could provide
clearer verification.

Finally, this study focused on aboriginal students. Thus, the findings are not generalizable to majority college
students. Future studies should use majority college students as participants to compare the results.

References

Abas-Mastura, M., Imam, O. A., & Osman, S. (2013). Employability skills and task performance of employees
in government sector. International Journal of Humanities and Social Science, 3(4), 150-162.

Afkaneh, M., & Beyginia, A. (2014). The relationship between cultural intelligence with the individual
performance of staff (case study: Ministry of social welfare and security). International Journal of Business
and Management Invention, 3(6), 57-63.

Ang, S., & Inkpen, A. C. (2008). Cultural intelligence and offshore outsourcing success: A framework of
firm-levelintercultural capability. Decision Sciences, 39(3), 337-359.

Ang, S., Dyne, L. V., Koh, C., Ng, K. Y., Templer, K. J., Tay, C., & Chandrasekar, N. A. (2007). Cultural
Intelligence: Its Measurement and effects on cultural judgment and decision making, cultural adaptation and
task performance. Management and Organization Review, 3(3), 335-371.
http://dx.doi.org/10.1111/j.1740-8784.2007.00082.x

Avey, J., Luthans, F., Smith, R. M., & Palmer, N. F. (2010). Impact of positive psychological capital on
employee well-being over time. Journal of Occupational Health Psychology, 15(1), 17-28.
http://dx.doi.org/ 10.1037/a0016998

Berry, J. W. (2006). Stress perspectives on acculturation. In D. L. Sam, & J. W. Berry (Eds.), The Cambridge
handbook of acculturation psychology (pp. 43-57). New York, NY: Cambridge University Press.

Berry, J. W., & Sam, D. (1997). Acculturation and adaptation. In J. W. Berry, M. H. Segall, & C. Kagitcibasi
(Eds.), Handbook of cross-cultural psychology, Vol. IlI: Social behavior and applications (pp. 291-326).
Boston, MA: Allyn & Bacon.

Brown, J. D. (1996). Testing in language programs. Upper Saddle River, NJ: Prentice Hall Regents.

Carrieri, V., Novi, C. D. Jacobs, R., & Robone, S. (2014). Insecure, sick and unhappy? Well-being consequences
of temporary employment contracts. Research in Labor Economics, 40, 157-193. http://dx.doi.org/
10.1108/S0147-912120140000040006

Chen, D. J. Q., & Lim, V. K. G. (2012). Strength in adversity: The influence of psychological capital on job
search. Journal of Organizational Behavior, 33(6), 811-839. http://dx.doi.org/ 10.1002/job.1814

Commission of Indigenous Affairs. (2014). Employment status senond survey of indigenous peoples in 2014.
Retrieved December 2, 2014 from http://www.apc.gov.tw/portal/docDetail.html?CID=
19F6DD25969C101D&DID=0C3331FOEBD318C27B5FOBA76D1AE6B6

De Cuyper, N., Bernhard-Oettel, C., Berntson, E., De Witte, H., & Alarco, B. (2008). Employability and
employees’ well-being: Mediation by job insecurity. Applied Psychology, 57(3), 48-509. http://dx.doi.org/
10.1111/j.1464-0597.2008.00332.x

DEFRA (Department for Environment, Food and Rural Affairs). (2009). Sustainable development indicators in
your pocket. London: DEFRA.

Earley, C., & Ang, S. (2003). Cultural intelligence. California: Stanford Business Books.
Earley, P. C., & Mosakowski, E. (2004). Cultural intelligence. Harvard Business Review, 82(10), 139-146.

Earley, P. C., & Peterson, R. (2004). The elusive cultural chameleon: Cultural intelligence as a new approach to
intercultural training for the global manager. Academy of Management Learning and Education, 3(1),
100-115. http://dx.doi.org/ 10.5465/AMLE.2004.12436826

Fornell, C., & Larcker, D. F. (1981). Evaluating Structural Equation Models with Unobservable Variables and
Measurement Error. Journal of Marketing Research, 18(3), 39-50.

156



www.ccsenet.org/res Review of European Studies Vol. 7, No. 11; 2015

Haghighatian, Sadeghi, & Shahcheraghi. (2015). The Effect of Cultural Intelligence on Employees’ Job
Performance in Welfare Organization (the Case of Isfahan’s Welfare Organization). Journal of Applied
Sociology, 56(4), 11-12.

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1998). Multivariate data analysis (5th ed.). Upper
Saddle River, NJ: Prentice-Hall.

Harvey, L., Locke, W., & Morey, A. (2002). Enhancing Employability, recognising diversity. London:
Universities UK.

Herr, E. L., & Long, T. E. (1983). Counseling youth for employability: Unleashing the potential. Ann Arbor, MI:
University of Michigan.

Janssens, M., & Cappelen, T. (2008). Contextualizing cultural intelligence: The case of global managers. In S.
Ang, & L. Van Dyne (Eds.), Handbook of cultural intelligence: Theory, measurement, and applications (pp.
356-371). Armonk, NY: M.E. Sharpe

La Placa, V., McNaught, A., & Knight, A. (2013). Discourse on wellbeing in research and practice. International
Journal of Wellbeing, 3(1), 116-125. http://dx.doi.org/ 10.5502/ijw.v3il.7

Lazarus, R. S., & Folkman, S. (1984). Stress, appraisal, and coping. New York: Springer.

Malik, A., Cooper Thomas, H. D., & Zikic, J. (2014). The neglected role of cultural intelligence in recent
immigrant newcomers’ socialization. International Journal of Cross-Cultural Management, 14(2), 195-213.
http://dx.doi.org/ 10.1177/1470595813507245

Nunnally, J. C. (1978). Psychometric theory (2nd ed.). New York: McGraw-Hill.

NWIA (National Wellness Institute of Australia). (2011). Definitions of wellbeing, quality of life and wellness.
Retrieved December 2, 2014, from http://nwia.idwellness.org/2011/02/28/definitions-of-
wellbeing-quality-of-life-and-wellness/#sthash.8Kx11j2j.dpuf.

Offermann, L. R., & Phan, L. U. (2002). Culturally intelligent leadership for a diverse world. In R. E. Riggio, S.
E. Murphy, & F. J. Pirozzolo (Eds.), Multiple intelligences and leadership (pp. 187-214). Mahwah, NJ:
Lawrence Erlbaum.

Ozcelik, H., & Paprika, Z. Z. (2010). Developing emotional awareness in cross-cultural communication: A video
conferencing approach. Journal of Management Education, 34(5), 671-699. http://dx.doi.org/
10.1177/1052562910362664

Peterson, B. (2004), Cultural intelligence: A guide to working with people from other cultures. Yarmouth, MA:
Intercultural Press.

Ryff, C., & Keyes, C. (1995). The structure of psychological well-being revisited. Journal of Personality and
Social Psychology, 69, 719-727.

Sabaityté, E. (2014). Relationship between positive psychological capital and elements of subjective well- being:
Systematic review. Social Work, 13(2), 221-233. http://dx.doi.org/10.13165/SD-14-13-2-08

Silla, 1., Gracia, F., & Peird, J. M. (2005). Job insecurity and health-related outcomes in different types of
temporaries. Economic and Industrial Democracy, 26(1), 89-117.
http://dx.doi.org/10.1177/0143831X05049404

Templer, K., Tay, C., & Chandrasekar, N. A. (2006). Motivational cultural intelligence, realistic job preview,
realistic living conditions preview, and cross-cultural adjustment. Group & Organization Management,
31(1), 154-173. http://dx.doi.org/ 10.1177/1059601105275293

The Ministry of Education and Statistics Department. (2014). Analysis overview of Indigenous students in 2013
academic year. Retrieved December 2, 2014, from https://stats.moe.gov.tw/files/analysis/102native.pdf

Thomas, D. C. (2006). Domain and development of cultural intelligence: The importance of mindfulness. Group
& Organization Management, 31(1), 78-99.

Thomas, D. C., & Inkson, K. (2004). Cultural Intelligence: Living and working globally. Berrett-Koehler
Publishers.

Van der Heijde, C. M., & Van der Heijden, B. 1. J. M. (2006). A competence-based and multidimensional
operationalization and measurement of employability. Human Resource Management, 45, 449-476.
http://dx.doi.org/ 10.1002/hrm.20119

157



www.ccsenet.org/res Review of European Studies Vol. 7, No. 11; 2015

Ward, C., & Kennedy, A. (2001). Coping with cross-cultural transition. Journal of Cross-cultural Psychology, 32,
636-642.

Wheaton, B., Muthén, B., Alwin, D., & Summers, G. (1977). Assessing reliability and stability in panel models.
In D. R. Heise (Ed.), Sociological methodology (pp. 84-136). San Francisco: Jossey-Bass.

Yesil, S. (2013). The Impact of Cultural Intelligence (CQ) on Cross-Cultural Job Satisfaction (CCJS) and
International Related Performance (IRP). Journal of Culture, Society and Development, 1, 41-54.

Copyrights
Copyright for this article is retained by the author(s), with first publication rights granted to the journal.

This is an open-access article distributed under the terms and conditions of the Creative Commons Attribution
license (http://creativecommons.org/licenses/by/3.0/).

158



