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ABSTRACT 

With the dynamic nature of the present-day workforce, soft skills have become as important as 

technical skills, if not more. The rapid changes in the working environment and increasing 

technological adaptations like Artificial Intelligence highlights the need to understand the 

employee’s attitudes towards advancements like the use of AI and how satisfied they are with 

their present jobs, while also tap into the role of psychological resources such as emotional 

intelligence and self- efficacy in the process The present study aims to find whether cognitive 

flexibility influences an employee’s job satisfaction and attitude towards artificial intelligence 

when it is mediated by emotional intelligence and whether the level of self- efficacy has a role to 

play in the relationship using a sample of 110 working professionals employed in organizations 

making use of AI. Moderated Mediation Model was employed to conduct the analysis. Result 

showed that cognitive flexibility is a valuable skill with a positive relationship with emotional 

intelligence, depending on the degree of self-efficacy. Mediation analysis also identified that 

emotional intelligence is an essential mechanism accounting for the relationship between 

cognitive flexibility and job satisfaction and attitude towards artificial intelligence. Additionally, 

the analysis of moderated mediation showed strong evidence that self-efficacy is an important 

factor in furthering the influence of cognitive flexibility on emotional intelligence and, as such, 

highlighting their significance in enabling an employee's mindset towards artificial intelligence 

in evolving work environments and encouraging positive workplace results such as job 

satisfaction.  

Key words: Cognitive Flexibility, Self-Efficacy, Emotional Intelligence, Artificial Intelligence, 

Job Satisfaction 

  



CHAPTER 1 

INTRODUCTION 

1.1 Adaptation to changing work environments 

The advances in technology and the growing application of artificial intelligence 

in today's workplace are creating tremendous alterations in workplace settings. With the blink of 

an eye, the jobs roles and skill set of the employees have become obsolete and the 

only thing that is constant is the need to adapt to the new trends that are on the rise, while also 

tapping into the key skillsets relevant in today’s time.  A survey by Work Trend Index 2024 

found that 91% of the Indian leaders believe that their companies need to adopt AI to stay 

competitive and 80% of the Indian leaders stated that they would prefer to hire a less experienced 

candidate with AI skills over someone who lacks AI skills but is experienced.  

Digital Transformation is reshaping the nature of employment and the skills of employees across 

industries at a considerable extent. It has been shown to reduce the need for manual repetitive 

work, while increasing the need for digitally competent workers (Obermayer et al., 2022; 

Wahyudi et al., 2023). This shift requires the employees to acquire both digital and soft skills 

such as critical thinking, complex problem solving, adaptability and creativity (Obermayer et al., 

2022). Employees feel that human skills remain irreplaceable by AI, but they need to consider AI 

as an opportunity rather than a threat. (Bhargava et al., 2020). 

In the Indian IT sector in particular, job roles are being transformed with the rapid integration of 

AI wherein, some of the work has become automated and the remaining augmented, resulting in 

improved productivity and job satisfaction. New roles such as AI ethics officer and AI architects 

have emerged, necessitating the need for employee reskilling (Grover, 2024). However, despite 



concerns about job displacement, AI is accompanied with the potential for innovation and 

efficiency and requires careful implementation and additional research to address challenges and 

unleash its potential (Bahurunnisa & Dass, 2023; Raj, 2024) 

Such massive changes in the workforce, make it appealing to explore if the attitude of the 

employees towards Artificial Intelligence and the Satisfaction towards their Job is affected by 

their ability to adapt in such circumstances. However, research on the psychological resources 

such as an individual’s emotional capacities and self- beliefs that might help the employees to 

adapt to changing trends remains limited.   

 

1.2 Cognitive Flexibility 

With the changing world, Cognitive Flexibility (CF) is becoming an essential skill. It is an 

executive process that encompasses awareness of other actions and the ability to change (Martins 

& Gonçalves, 2022). Cognitive Flexibility is defined as the ability to switch cognitive sets to 

adapt to changing environmental stimuli (Dennis & Vander Wal, 2010). CF is not only a 

competency but also an executive function that encompasses a range of complicated behaviors 

and talents that are necessary for creativity and creative activities, adjusting to changes in the 

environment, planning strategically. making decisions; and solving problems (Martins & 

Gonçalves, 2022). 

Cognitive flexibility refers to the ability to change cognitions in difficult situations, such as 

viewing difficult situations as controllable, considering various interpretations of human 

behaviors and events in life, and developing novel solutions to problems (Dennis & Vander 



Wal,2010). It assists an individual to adapt behavior and mindset in order to achieve goals under 

novel conditions (Bressler & Bressler, 2023).  

Although research has established correlations with cognitive flexibility and capacity to adjust to 

diverse problems, we do not have a thorough knowledge of mechanisms at the individual level. 

(Martínez & Brusoni, 2018) 

1.2.1 Cognitive Flexibility Theory  

The theory suggests that effective learning in complex domains requires the ability to adaptively 

restructure one’s knowledge, or in simple terms, to look at the same information from multiple 

perspectives depending on the context.  (Spiro et al., 1988) 

Key Features of the Theory (Spiro et al., 1988)  

 Multiple Representations- Learning should be such that the exposure to content is 

in multiple formats and contexts so as to avoid rigid structures of knowledge. 

 Context-Dependent Learning- Emphasis on situated cognition, i.e. 

learning tied closely to the specific context that it will be used in. 

 Nonlinear Knowledge Organization- Learners should be capable of reorganizing 

and recombining knowledge rather than retrieving it from fixed schemas.  

 Case-Based Learning- Implementation of case-based examples to enable learners 

to understand the complexity of the real-word problems. 

Cognitive Flexibility Theory resists the concept of fixed, rule-governed knowledge transfer and 

favors adaptive expertise—the capacity to use knowledge flexibly and imaginatively in novel 

contexts. 



1.3 Attitude towards Artificial Intelligence 

Artificial Intelligence (AI) refers to the technology through which machines and/or computer 

programs may simulate human intelligence. As artificial intelligence becomes increasingly 

ingrained in most technical systems and, therefore, people's everyday lives, it comes to be of 

vital importance that many scientific fields gain more insight into users' reaction to—and 

adoption of—artificially intelligent technology. Accordingly, AI is an umbrella discipline 

that encompasses a very broad category of science disciplines including computer science, 

engineering, biology, neuroscience, and psychology. (Sindermann et al., 2021).  

With each advancement in technology, human beings are being replaced by machines at the 

workplace, and this results in a large numbers of job layoffs each year. Though there are people 

who are seemingly afraid and anxious about the new impacts of AI products, there are others that 

appear open to the entry of AI into everyday life, appreciate its advantages and think that AI 

might create new job opportunities rather than replacing humans. Furthermore, privacy concerns 

over data are more frequently debated in the context of increasing incorporation of AI products 

within daily life. (Sindermann et al., 2021). 

In light of the current advantages, as well as limitations, of AI, it is not surprising that there are 

those who have a very liberal perspective and embrace the utilization of AI and acknowledge its 

advantages to mankind. While, there are also some who seem skeptical, if not afraid and 

suspicious, of the growing popularity of AI. This goes as far as influential personalities like 

Stephen Hawking and Elon Musk, voicing openly that progress in AI research can mean the 

demise of humankind. (Sindermann et al., 2021). 

  



1.4 Job Satisfaction 

Job satisfaction is defined as “a pleasurable or positive emotional state resulting from the 

appraisal of one’s job or job experiences” (Locke, 1976). Job Satisfaction is simply how people 

feel about their jobs and different aspects of their jobs. It is the extent to which people like 

(satisfaction) or dislike (dissatisfaction) their jobs. (Spector, 1997)  

 Among the workplace outcomes, job satisfaction is of utmost importance from both the worker's 

point of view as well as the organizational point of view (Spector, 2012).  The job satisfaction of 

a worker is a topic that has gained universal appreciation within the academicians as well as in 

different industrial setups. It refers to an employee's involvement and emotional reaction to the 

work he or she is undertaking in the profession in terms of how much it would satisfy and the 

expected consequences (Rao et al., 2018). 

Employees' attitudes toward jobs show the degree to which they are satisfied with it. When 

employees experience a shift in their duties and face the threat of being fired, they 

start questioning their value and worth which might have a discouraging effect on their self-

esteem and overall happiness in their lives (Bhargava et al., 2021). On the other hand, improved 

satisfaction results in the organizations having reduced turnover and improved efficiency and 

returns (Rao et al., 2018). 

Previously, job satisfaction had been tackled by some researchers from the perspective of need 

satisfaction—that is, whether or not the job satisfied the employee's physical and psychological 

needs for the things provided by work, such as pay. However, this approach has been 

downplayed since majority of the researchers now prefer to focus emphasis on cognitive 

processes rather than on underlying needs (Spector, 2012).  



1.5 Self-Efficacy 

Self-efficacy pertains to optimistic belief that one can perform a novel or difficult tasks, or cope 

with adversity in various domains of human functioning (Schwarzer & Jerusalem, 1995).  

Self-Efficacy refers to one’s confidence in being able to accomplish a task or a goal. It also 

corresponds to the beliefs that we have regarding how capable we are of finishing a specific task.  

Albert Bandura is called the father of self- efficacy and defined it as “people’s beliefs about their 

capabilities to produce designated levels of performance that exercise their influence over events 

that affect their lives” (Bandura, 1977). 

1.5.1 Theories of Self- Efficacy 

Among some theories that provide frameworks for understanding and explaining self-efficacy, 

the two prominent ones are: 

1.5.1.1 Social Cognitive Theory (SCT) by Albert Bandura:  

In Albert Bandura’s Social Cognitive Theory, self- efficacy can be understood in various contexts 

including the organizational set up. It is found to be influenced by four primary sources(Krcmar, 

2019): 

 Mastery Experiences: Success or mastery experience on prior similar tasks or activities 

can develop self-efficacy. Having successfully done a hard task makes one confident that 

they will perform well in the future. 

 Vicarious Learning: Seeing someone like oneself accomplish a task can enhance self-

efficacy. Seeing someone else succeed can give a sense of "If they can do it, so can I." 



 Social Persuasion: The supportive feedback, assistance, and confirmation provided by 

others can help in enhancing self-efficacy. Since individuals are reinforced by credible 

sources in their opinion, it can enhance the belief in what they are capable of doing. 

 Emotional and Physiological States: An individual's physical and emotional states, for 

instance, stress, anxiety, or confidence, can affect self-efficacy. Stress management and 

positive thinking can reinforce self-efficacy beliefs. 

 

Bandura's model focuses on the interaction between personal, environmental, and behavior 

factors and strongly emphasizes observation, modeling, and observing others in occupational 

self-efficacy development. 

 

1.5.1.2 Social Cognitive Career Theory (SCCT) by Robert Lent, Steven Brown, and Gail 

Hackett(Sheu & Phrasavath, 2018): 

Social Cognitive Career Theory, based on Bandura's Social Cognitive Theory particularly 

focuses on career development and vocational decisions. SCCT suggests the significance of 

occupational self-efficacy in the process of career decision making, goal setting, and sustaining 

the commitment to seek desired careers. The theory sees the influence of contextual factors, 

including family, schools, and work experience, to determine the development of self-efficacy 

beliefs towards occupational activities. SCCT also demonstrates the essential role of outcome 

expectations, interests, and personal goals in occupational self-efficacy development. 

 



Both theories acknowledge that occupational self-efficacy is shaped through interactions in the 

social world, past experiences, and personal characteristics and is not just an individual 

characteristic.  Both of the theories offer an explanation of how self-efficacy beliefs affect career-

related performance and behavior, and how self-efficacy beliefs can be acquired and developed 

through different processes. 

1.6 Emotional Intelligence 

Trait emotional intelligence (trait EI) describes our perceptions of our emotional world: what our 

emotional dispositions are and how good we believe we are in terms of perceiving, 

understanding, managing, and utilizing our own and other people’s emotions (Petrides et al., 

2018) 

Emotional Intelligence is gaining increasing attention the modern workplace for evaluating 

employee behavior, management styles, attitudes, interpersonal skills. Not only this emotional 

intelligence is considered to be useful in work roles to conduct recruitment, selection, job 

profiling and planning (Ealias & George, 2012). Thus, it becomes important to study emotional 

intelligence in the organizational context and its gratification of the workplace outcomes.  

 

 

 

  



CHAPTER 2 

REVIEW OF LITERATURE 

2.1 Working sector and the recent trends 

Research work carried out by Wahyudi et al. (2023) revealed that the digital transformation is 

changing the workplace practices across industries to a significant degree, indicating less need 

for repetitive manual work but more for digitally skilled labor. The transformation implies the 

necessity for the employees to concentrate on developing digital and soft skills like analytical 

thinking, complex problem-solving, adaptability and creativity (Obermayer et al., 2022). 

Grover (2024) revealed in another study that in the Indian IT industry, job functions are 

being redefined with the acceleration of AI integration where some of the work is automated and 

the rest augmented. New job titles like AI ethics officer and AI architects have been 

created, making reskilling for employees an important requirement. 

From the results of the studies by Bahurunnisa & Dasin (2023) and Raj (2024), it can 

be deduced that in spite of the fear of job loss, AI comes with the promise of innovation and 

efficiency but needs prudent application and further research to solve problems and unleash its 

potential. A study by Bhargava et al. (2020) brough to attention that employees feel that human 

skills remain irreplaceable by AI, but they need to consider AI as an opportunity rather than a 

threat. 

2.2 Importance of Cognitive Flexibility 

Martins & Gonçalves (2022) have contributed to the field by helping understand that an 

important executive function necessary for adjusting to changes in the environment and planning 



strategically is Cognitive Flexibility. Thus, it wouldn’t be wrong to say that with the changing 

world, Cognitive Flexibility (CF) is becoming an essential skill and is defined by Martins & 

Gonçalves (2022) as an executive process that encompasses awareness of other actions and the 

ability to change. A study by Bressler & Bressler (2023) highlights cognitive flexibility is 

essential in navigating unpredictable work conditions. Although the studies have correlated 

cognitive flexibility and the ability to adapt to diverse problems, we have limited knowledge of 

the mechanisms at the individual level underlying it (Martínez & Brusoni, 2018). 

2.3 Cognitive flexibility and Attitude Towards AI 

Evidence supports that high cognitive flexibility workers show less resistance to change in the 

company (Su et al., 2012), further establishing that there could be a possibility that cognitive 

flexibility enables adaptation to AI adoption. However, studies have pointed that employee 

sentiments towards AI continue to be mixed. Some fear loss of human touch, while others 

welcome the advantages of automation. These opposing attitudes i.e. "no-human-interaction 

attitudes" and "intelligent-automation attitudes" show how complex emotional responses workers 

have towards AI (Lichtenthaler, 2019). Study by Warning et al. (2022) also found that the more 

conventional the mental work that is performed by AI, the more employers ask employees to be 

increasingly cognitively flexible. What this shows is the value of fundamental human abilities 

such as empathy and imagination skills that are hard to automate and are made possible through 

cognitive flexibility (Cady et al., 2024). 

2.4 Cognitive Flexibility and Job Satisfaction 

In organizational contexts, cognitive flexibility has also been studied with respect to job 

satisfaction. There was a strong but not significant correlation between cognitive flexibility and 



job satisfaction in school counselors (Aydın & Odacı, 2020). Both life satisfaction and cognitive 

flexibility are found to be low in the Indian IT industry. These findings suggest that cognitive 

flexibility across the organizations might have the potential to affect attitude towards AI and job 

satisfaction (Allahverdi & Bayer, 2024; Joshua et al., 2020).  

2.5 Cognitive flexibility and psychological resources (Emotional Intelligence, Self- Efficacy) 

Studies suggest that the onset of cognitive flexibility depends on different psychological 

resources. Study by Mishra & Singh (2022) found that cognitive flexibility is positively 

correlated with entrepreneurial intention and is mediated through entrepreneurial self-efficacy. 

General, social, academic, and emotional self-efficacy as well as academic success are found to 

be predictors of cognitive flexibility among students (Kiran Esen et al., 2017). This highlights 

the role played by emotional competencies and self-efficacy when it comes to flexible thinking, 

though this has not been studied in the context of working professionals. 

Studies have suggested that emotional intelligence increases cognitive flexibility. Cognitive 

Flexibility is found to partially mediate the relationship between emotional intelligence and 

academic self-regulated learning (Florivic & Apostol, 2024), and emotional intelligence and 

cognitive flexibility have also both been found to predict leadership adaptability together 

(Kösterelioğlu,2021).  

 

2.6 Role of Psychological Resources and their relationship  

 Self-Efficacy is also among the most important variables that play a major role in workplace 

adaptation. Khalique & Singh (2019) found that self- efficacy influences employees' thinking 

process, emotions, and workplace performance. Self- Efficacy and emotional intelligence have 



shown to have an interdependent relationship in which one of them is capable of predicting the 

other one (Kalpana et al., 2019). Furthermore, research suggests that people with a high sense of 

self-efficacy possess greater cognitive flexibility (Kiran Esen et al., 2017; Laçin & Yalçin, 2019). 

Douglas Aguirre et al. (2021) found that cognitive flexibility among young entrepreneurial 

leaders is significantly correlated with entrepreneurial self-efficacy and is important in problem-

solving and innovating (Douglas Aguirre et al., 2021). 

Research has also indicated that psychological assets like emotional intelligence rank higher than 

technical skillset (Arora, 2017), and contributes to an extent in managing stress, teamwork, and 

adaptability (Kargeti, 2023). Emotional intelligence has been found to significantly contribute to 

job satisfaction across sectors (Abi Ealias & George, 2012; Thiruchelvi & Supriya, 2009). In 

addition, those with greater emotional intelligence can adapt more effectively and stay open to 

artificial intelligence technologies (Koç & Inandi, 2022). Both artificial intelligence and 

emotional intelligence have been found in service settings to be of importance with regard to 

performance and well-being (Prentice et al., 2019). Considerably, results of these studies help 

infer that organizations may need recognize emotional intelligence and self-efficacy, along with 

cognitive flexibility in empowering their workers in the right way to prepare for an AI- driven 

future.  

 

  



CHAPTER-3 

OBJECTIVES AND HYPOTHESES 

3.1 Research Gap  

Whereas previous research has linked cognitive flexibility and emotional intelligence separately 

to job adaptability and satisfaction, fewer have been concerned with whether or not emotional 

intelligence is a psychological process by which cognitive flexibility affects employees' attitude 

towards AI and working place satisfaction. While general self-efficacy has been found to be 

positively correlated with both emotional intelligence and cognitive flexibility, very few 

empirical studies have examined whether self-efficacy will actually moderate the indirect 

relationship between cognitive flexibility and job performance through emotional intelligence.  

Emotional Intelligence has been widely accepted as a measure of workplace success. 

These mental resources correlate positively with variables such as increased innovativeness, 

reduced resistance to change, and job satisfaction. Yet despite the magnitude of studies 

conducted in these avenues, there scarcely are any empirical researches that perform an analysis 

among these variables within a composite paradigm. Above all, the mediational function of 

emotional intelligence might most likely have been overlooked in mediating the relations 

between work performance and intellectual flexibility and general self-efficacy's social learning 

element, its function as a moderator in mediating indirect effects. 

Overall, the literature above sets up the individual relevance of cognitive flexibility, emotional 

intelligence, and overall self-efficacy to improve work adaptability, but with the dynamic nature 

of the modern workplace especially with technological progress and AI adoption, there is a need 

to understand not only what influences employees' job satisfaction and attitude towards AI, but 



also how such influences work. The current research tries to bridge this gap by examining a 

moderated mediation model where emotional intelligence is the mediator between cognitive 

flexibility and two outcome measures—AI attitude and job satisfaction—and general self-

efficacy as the moderator. The model provides a more robust psychological account of employee 

adaptation in technologically evolving work environments. 

3.2 Objectives  

The main objective of the study is to find whether cognitive flexibility influences an employee’s 

job satisfaction and attitude towards artificial intelligence when it is mediated by emotional 

intelligence and whether the level of self- efficacy has a role to play in the relationship. 

3.3 Hypotheses 

H1: Cognitive Flexibility would be positively associated with Attitude Towards Artificial 

Intelligence. 

H2: Cognitive Flexibility would be positively associated with Job Satisfaction. 

H3: Cognitive Flexibility’s effect on Attitude Towards AI would be mediated through Emotional 

Intelligence depending on the level of General Self- Efficacy. 

H4: Cognitive Flexibility’s effect on Job Satisfaction would be mediated through Emotional 

Intelligence depending on the level of General Self- Efficacy. 

H5: General Self- Efficacy might moderate the relationship between Cognitive Flexibility and 

Emotional Intelligence.  

 

 



3.4 Research Model 

Figure 1: Moderated Mediation Model 

 

 

 

   



CHAPTER 4 

METHODOLOGY 

4.1 Sample 

Sample Description. 

Male and female working professionals in the young adult category belonging to age group of 28 

to 40 and employed in the service sector industry such as IT/ Banking were considered for the 

study. 

Sample Size. 

The sample comprised of 110 participants out of which the participants had a mean age of 33 

years. All the participants were working professionals working either in the Banking or IT sector. 

The sampling technique utilized for the current study was convenience sampling, a non-

probability sampling technique that selects units for the sample depending on how easily they 

can be accessible to the researcher. We also utilized snowball sampling where volunteers were 

referred to us by other participants.  

Inclusion Criteria. 

1. Participants belonging to the age range from 28 to 40 years 

2. Participants employed on a full-time basis 

3. Participants working in sectors of IT/ Banking. 

4. Participants with work experience of minimum 3 years 

5. Participants who can read and write English 

 



Exclusion Criteria. 

1. Participants employed as a part timer or freelance consultant. 

2. Participants who do not identify themselves as either males or females. 

 

4.2 Design 

A Correlational design was utilized to explore the impact of Cognitive Flexibility on Attitude 

Towards Artificial Intelligence and Job Satisfaction. In order to comprehend the psychological 

resources that may affect this relationship, emotional intelligence and general self-efficacy were 

taken into consideration as the mediating and moderating variables respectively.  A more 

thorough grasp of the interactions between the variables to understand the psychological 

resources necessary to adapt and develop a favourable attitude towards AI and be satisfied with 

one’s job, we made use of a moderated mediation method which was used to analyse the data. 

This method allowed for simultaneous evaluation of multiple variables and their individual 

effects. 

4.3 Tools used 

As per the objective of the investigation, five measures were used to assess Cognitive Flexibility, 

Attitude Towards Artificial Intelligence, Job Satisfaction, Emotional Intelligence and General 

Self- Efficacy. The following tools were used for the study: - 

4.3.1 Cognitive Flexibility Inventor (CFI):  

The Cognitive Flexibility Inventory (CFI) is a 20-item self-report measure designed to measure 

three aspects of cognitive flexibility (Dennis & Vander Wal, 2010): 



a) The tendency to perceive difficult situations as controllable 

b) The ability to perceive multiple alternative explanations for life occurrences and human 

behavior; and  

c) The ability to generate multiple alternative solutions to difficult situations.   

Developed by Dennies E. Dennis and John D. Vander Wal in 2010, CFI has shown to have high 

test-retest reliability (r = .81) and Cronbach’s alpha value. (alpha = .90; Dennis & Vander Wal, 

2010). Furthermore, convergent construct validity of the CFI was also evidenced via their 

associations with other measures of cognitive flexibility, depressive symptomatology, and coping 

(Dennis & Vander Wal, 2010). 

4.3.2 Attitude Towards Artificial Intelligence Scale (ATTARI-12), English version: 

The AATARI-12 scale was developed by Jan Philipp Stein and her colleagues in 2024. The 12- 

item questionnaire captures attitudes towards AI as a single construct, independent of specific 

contexts or applications (Stein et al., 2024). 

The scale has excellent reliability in terms of internal consistency (Cronbach’s α = .93) and has 

also demonstrated a good construct (CFI = 0.98, RMSEA = 0.06), convergent (r = 0.60-0.68) and 

discriminant validity (r = 0.04).  

4.3.3 Job Satisfaction Survey (JSS): 

The Job Satisfaction Survey (JSS) is a 36-item scale used to assess employee attitudes about the 

job and aspects of the job. Although the JSS was originally developed for use in human service 

organizations, it is applicable to all organizations.  



JSS demonstrates excellent internal consistency (Cronbach’s α = .91), good test- retest reliability, 

and strong construct, convergent and discriminant validity.  

4.3.4 Trait Emotional Intelligence Questionnaire– Short Form (TEIQue-SF): 

Emotional Intelligence Questionnaire– Short Form (TEIQue-SF) was developed by K.V. Petrides 

in the mid-2000s. This 30-item form is designed to measure global trait emotional intelligence 

and is based on the full form of the TEIQue. It is usually used in research designs with limited 

experimental time or wherein trait EI is a peripheral variable. This is a 30-item questionnaire 

(Cooper & Petrides, 2010; Petrides & Furnham, 2006). 

The TEIQue-SF demonstrates high internal consistency (Cronbach’s α = 0.84-0.89), strong test-

retest reliability (r =0.89) and robust construct, convergent and discriminant validity.  

4.3.5 General Self- Efficacy Scale (GSE): 

The General Self- Efficacy Scale (GSE) was developed by Ralf Schwarzer & Matthias Jerusalem 

and was adapted in the English language in the year 1995. It consists of 10 items and was created 

to assess a general sense of perceived self-efficacy with the aim in mind to predict coping with 

daily hassles as well as adaptation after experiencing all kinds of stressful life events. 

GSE demonstrates fair internal consistency (Cronbach’s α = 0.76 - 0.90), good test- retest 

reliability, and established construct and cross- cultural validity.  

4.4 Procedure for Data collection 

Participants fulfilling the criteria of the study were approached, rapport was established, and 

consent to participate in the study was obtained. Socio demographic data (SDD) was collected 

using the SDD form developed by the researcher. The instruction of the assessment was given 

http://www.ralfschwarzer.de/
http://psilab.educat.hu-berlin.de/


and then the questionnaire was administered to the participant. Following this procedure the data 

was collected from each of the participants. The information collected from the subjects was kept 

strictly confidential. There were five questionnaires and the subjects were only allowed to move 

on to the following questions after finishing the first. Later, the scoring was completed, and the 

results were analyzed.  

4.5 Statistical Analyses  

IBM Statistical Package for Social Science (SPSS) version 25, Analysis of Moment Structure 

(AMOS) version 24 and Microsoft Excel were used to analyze the data. Descriptive statistics 

were computed to find out the mean and standard deviation. A moderated mediation analysis 

using Structured Equation Modeling (SEM) was performed to calculate the results of the 

obtained data. 

  



CHAPTER 5 

RESULTS 

5.1 Descriptives 

Table 1: 

 Descriptive statistics  

 Mean Std. Deviation N 

Cognitive Flexibility 107.65 14.869 110 

Emotional Intelligence 147.59 19.517 110 

 Self- Efficacy 32.25 5.323 110 

Attitude Towards AI 145.77 26.101 110 

Job Satisfaction 42.12 8.235 110 

Note. The above table shows mean and SD of all variables. 

Table 1 presents the mean and standard deviation for the five main variables measured in the 

study: Cognitive Flexibility, Emotional Intelligence, General Self- Efficacy, Job Satisfaction and 

Attitude Towards Artificial Intelligence. The sample consisted of 110 participants. The mean 

score for Cognitive Flexibility was 107.65 (SD = 14.869), Emotional Intelligence was 147.59 

(SD = 19.517), General Self- Efficacy was 32.25 (SD = 5.323), Job Satisfaction was 42.12 (SD = 

8.235), and Attitude Towards Artificial Intelligence was 145.77 (SD = 26.101).  

 



Table 2 

Correlation. 

 

Cognitive 

Flexibility 

Emotional 

Intelligence   

Self- 

Efficacy 

Attitude 

Towards AI 

Job 

Satisfaction 

Cognitive Flexibility 1     

Emotional Intelligence .651** 1    

 Self- Efficacy .557** .674** 1   

Attitude Towards AI .134 .233* .314**      1            

 

 

Job Satisfaction .224* .497** .360**    .167 1 

Note. N=110. *p<.05, **p<.01 

Table 2 shows the Pearson correlation coefficients computed to examine the relationships among 

Cognitive Flexibility, Emotional Intelligence, General Self- Efficacy, Attitude Towards Artificial 

Intelligence and Job Satisfaction. 

Cognitive Flexibility is found to be positively correlated with Emotional Intelligence, r (108) = 

.651, p < .01, and General Self- Efficacy, r (108) = .557, p < .01. A small, yet statistically 

significant positive correlation was also observed with Job Satisfaction, r (108) = .224, p < .05. 

Emotional Intelligence was significantly positively correlated with General Self-Efficacy r (108) 

= .674, p < .01; Attitude towards AI, r (108) = .233, p < .05 and Job Satisfaction, r (108) = .497, 

p < .01.  General Self- Efficacy showed significant positive correlations with Attitude towards 

AI, r (108) = .314, p < .0, and Job Satisfaction, r (108) = .360, p < .01. 



Figure 2 Moderated Mediation Model 

 

Figure 1 represents the moderated mediation model where Cog F Total, GSE Total, CF_GSE, AI 

Total and JS Total representing Cognitive Flexibility, Self- Efficacy, Interaction between 

Cognitive Flexibility and Self-Efficacy, Attitude Towards AI and Job Satisfaction respectively.  

  



Table 3 

Baseline Comparisons for Model Fit 

Model Chi- square NFI RFI CFI  RMSEA 

Default Model  6.866 .990 .970 1.000 .059 

 

Table 3 presents the model fit indices for the hypothesized moderated mediation model. The 

model demonstrated a strong fit, as indicated by a small chi square value, and high values across 

NFI (> .90), RFI (> .90), and CFI (> .95). The RMSEA value of .058 also falls within the 

acceptable range (< .08).  

  



Table 4 

Regression Weight: Direct Effects 

 Estimates S.E. C.R. P 

Cognitive Flexibility Emotional Intelligence -.563 .430 -1.310 .190 

Cognitive Flexibility Attitude Towards 

Artificial Intelligence 

-.017 .068 -.246 .806 

Cognitive Flexibility Job Satisfaction -.302 .190 -1.589 .112 

Emotional Intelligence  Attitude Towards 

Artificial Intelligence 

.107 .052 2.062 .039 

Emotional Intelligence  Job Satisfaction .815 .145 5.629 *** 

General Self- Efficacy  Emotional 

Intelligence  

-1.610 1.286 -1.252 .211 

Cognitive Flexibility * General Self- Efficacy 

 Emotional Intelligence 

.033 .013 2.597 .009 

Note: N = 110. 

*p< .05; **< .01; ***p< .001 

Table 4 displays the regression weights for the direct paths within the moderated mediation 

model, showing that cognitive flexibility did not significantly predict emotional intelligence, nor 

did general self- efficacy. However, the interaction term i.e. Cognitive Flexibility * General Self- 

Efficacy significantly predicted emotional intelligence indicating a significant moderation effect. 

Emotional Intelligence significantly predicted both Attitude Towards Artificial Intelligence and 



Job Satisfaction. Direct effects of Cognitive Flexibility on Attitude Towards Artificial 

Intelligence and Job Satisfaction were not found to be statistically significant.    

 

Figure 3 

Figure 1 shows that Self- Efficacy moderates the relationship between Cognitive Flexibility and 

Emotional Intelligence  

 

X axis shows Cognitive Flexibility ranging from low to high and Y axis shows Emotional 

Intelligence scores. It can be interpreted from the graph that General Self-Efficacy moderates the 

relationship between Cognitive Flexibility and Emotional Intelligence. The higher a person’s 

Self-Efficacy, the more their Cognitive Flexibility enhances their emotional intelligence. If 



someone has low self-efficacy, even if they have high Cognitive Flexibility, it doesn’t impact 

their emotional intelligence much. 

 

Table 5: Indirect Effects 

Tables in this section show the moderated mediation analysis to see whether the indirect effect of 

Cognitive Flexibility on Job Satisfaction and Attitude Towards AI via Emotional Intelligence was 

moderated by General Self- Efficacy. 

Table 5.1: Indirect Effects- Lower Bounds 

Table 5.1 shows the lower bounds of 95% confidence intervals for the indirect effects.  

 Cognitive 

Flexibility* Self- 

Efficacy 

Self -Efficacy 

Cognitive 

Flexibility  

Emotional 

Intelligence 

Emotional 

Intelligence  

<.001 <.001 <.001 <.001 

Job Satisfaction .009 -2.651 -.940 <.001 

Attitude Towards 

AI 

.001 -.472 -.193 <.001 

 

  



Table 5.2: Indirect Effects- Upper Bounds 

Table 5.2 shows the upper bounds of the 95% confidence intervals for the indirect effects.  

 

Cognitive 

Flexibility* Self- 

Efficacy 

Self -Efficacy 

Cognitive 

Flexibility  

Emotional 

Intelligence 

Emotional 

Intelligence  

<.001 <.001 <.001 <.001 

Job Satisfaction .043 .882 .080 <.001 

Attitude Towards 

Artificial 

Intelligence 

.008 .017 -.006 <.001 

 



Table 5.3: Indirect Effects- Two Tailed Significance  

Table 5.3 shows significance levels for each indirect effect.  

 

Cognitive 

Flexibility* 

Self- 

Efficacy 

Self-Efficacy 

Cognitive 

Flexibility 

Emotional 

Intelligence 

Emotional 

Intelligence  

… … … … 

Job Satisfaction .025 .218 .141 … 

Attitude Towards 

Artificial 

Intelligence 

.030 .143 .066 … 

 

From tables 5.1, 5.2 and 5.3 it can be seen that both the lower and upper bounds are found to be 

positive for both job satisfaction and attitude towards artificial intelligence. This indicates that 

the indirect effect of the interaction between Cognitive flexibility and General Self- Efficacy on 

Job Satisfaction (p = .025) and Attitude towards AI (p =.030) are both statistically significant 

through the model pathways.   

 

  



CHAPTER 6 

DISCUSSION 

Through the study it was found that cognitive flexibility is not positively associated with Attitude 

towards Artificial Intelligence, thus rejecting Hypothesis 1. Another research examining the 

relationship between cognitive flexibility and attitude towards AI found a positive association 

between them, but it becomes important to note that such studies have been conducted on 

students studying sports sciences, limiting the generalizability of its results to the working 

industry and their trends. (Özsoy, Karataş, 2023) 

 In the organizational context, studies in the past have found that cognitive flexibility reduces an 

employee’s resistance to organizational change (Su et al., 2012) and increases technological 

adaptation (Joshua et al., 2020). Studies have also found an association between cognitive 

flexibility and AI usage (Szymkiewicz et al., 2024) and all these findings put together make it 

possible to think that there could be a positive association between cognitive flexibility and 

attitude towards AI in the working sector.  Nonetheless, there are no studies that have explored 

the direct relationship between cognitive flexibility and attitude towards AI in the Indian working 

context. The results of the present study make it is compelling to explore the other factors that 

may influence an employee’ attitude to the use of such novel advancements in the working sector 

and lack of association could possibly be due to some contextual or situational factors like the 

purpose for use of AI, cultural narratives etc.  

Cognitive flexibility is found to have a significant positive association with Job Satisfaction, 

accepting Hypothesis 2. Multiple researchers in the past across varied occupational contexts 

(counselling, farming, nursing) have also pointed to the fact that cognitive flexibility can 



enhance job satisfaction (Allahverdi & Bayer, 2024; Joshua et al., 2020). Studies also suggest 

that employees who have high cognitive flexibility are better equipped to handle workplace 

stressors and may lead to improves job satisfaction (Khan & Kewalramani, 2025). The Job 

Demand Resources Model by Demerouti and colleagues (2001) also states that that the use of 

personal resources helps the employees to better cope with the organizational demands and may 

lead to improved workplace outcomes like job satisfaction.   

Cognitive Flexibility’s effect on Attitude towards AI is mediated though emotional intelligence 

depending on the level of general self- efficacy, since the indirect effect is found to be 

significant, thus accepting Hypothesis 3. This somehow contributes to the understanding that 

psychological resources have a considerable role to play when it comes to dealing with changing 

environmental stimuli and their interaction strengths the effect. Although, recent studies suggest 

that the rising use of AI in organizations demands employees to develop human skills like 

cognitive flexibility (Cady et al., 2024), it has no significant association with attitude towards 

artificial intelligence. However, studies have also provided support for the fact that there is 

positive relationship between cognitive flexibility and emotional intelligence (Esten et al., 2017; 

Laçin & Yalçin, 2019 Kalpana et al., 2019). This thus, helps explain that cognitive flexibility 

may improve an employee’s ability to manage and regulate their emotional response and thus 

impact their attitude towards artificial intelligence. In addition, the level of self- efficacy of the 

employees also affects this effect. Researches also support that self- efficacy has a significant 

impact on the employee emotions and actions (Khalique & Singh, 2019).  

Cognitive Flexibility’s effect on Job Satisfaction is mediated though emotional intelligence 

depending on the level of general self- efficacy, since the indirect effect is found to be 

significant, thus accepting Hypothesis 4. Multiple studies have demonstrated that there is a 



relationship between cognitive flexibility and job satisfaction. However, the strength of the 

relationship has varied across these studies, ranging from low to moderate. (Ram et al., 2022; 

Adyin & Odaci, 2020). This sparked interest in understanding if there are other factors that might 

be affecting the relationship between cognitive flexibility and job satisfaction. Previous 

researches have contributed to understand that cognitive flexibility and emotional intelligence 

have a significant positive relationship and the present study also supports that high cognitive 

flexibility in employees makes them better at managing, regulating and understanding their own 

as well as others’ emotions which enables them to better handle workplace demands and thus 

affect their job satisfaction. In addition, earlier researches have also contributed to the 

understanding by suggesting that both emotional intelligence and self- efficacy are strong 

predictors of job satisfaction (Masrek et al., 2014; Rai &Tandon, 2018; Lee et al., 2017; Rao & 

Aileni, 2018) and in the present study the level of self- efficacy of the employees plays a 

significant role in the relationship between cognitive flexibility, emotional intelligence and job 

satisfaction.   

General Self- Efficacy moderates the relationship between Cognitive Flexibility and Emotional 

Intelligence indicated by statistically significant interaction term thus accepting Hypothesis 5. 

Multiple researches in the past have found that there is a positive relationship between self- 

efficacy and cognitive flexibility; and self -efficacy and emotional intelligence (Esten et al., 

2017; Laçin & Yalçin, 2019 Kalpana et al., 2019). High self-efficacy boosts the employee’s 

confidence in their ability, allowing them to adapt to difficult situations and also better regulate 

their emotional responses. However, cognitive flexibility, self- efficacy and emotional 

intelligence have not been studied in association with each other at the same point in time in the 

context of a working environment. The presented study aimed to fill in this gap and found 



support for the moderating role of self- efficacy in the relationship between cognitive flexibility 

and emotional intelligence backed by Bandura’s Cognitive Theory which states that personal 

belief plays a crucial role in how cognitive and emotional processes translate into behaviour.   

Thus, the present study helps understand psychological resources that affect the workplace 

outcomes like job satisfaction and attitude towards AI and gain better insights into what soft 

skills the dynamic workforce might have to consider in the times of increasing technological 

advancements.  



CHAPTER 8 

CONCLUSION AND FUTURE IMPLICATIONS 

Conclusion 

The present study adds significant value to the existing literature by exploring a moderated 

mediation model that highlights the intricate interplay between cognitive flexibility, 

psychological resource, skillsets and workplace outcomes in employees. The findings underscore 

that cognitive flexibility serves as an important skill that has a positive association with 

emotional intelligence, depending on the level of self- efficacy. Mediation analysis further 

revealed that emotional intelligence acts as a key mechanism explaining the relationship of 

cognitive flexibility with job satisfaction and attitude towards artificial intelligence. Moreover, 

the moderated mediation analysis provided compelling evidence that self- efficacy plays a vital 

role in enhancing the impact of cognitive flexibility on emotional intelligence, thereby 

emphasizing their importance in facilitating an employee’s attitude towards artificial intelligence 

in changing workplace environments and promoting positive workplace outcomes like job 

satisfaction. 

Practical Implications 

The change of circumstances requires an individual to adapt effectively to the environmental 

conditions and the same remains relevant in workforce settings as well. With these changing 

trends follows the need for understanding the skillsets requited to adjust to such novel situations 

effectively. And over time many organizations have begin to make use of psychometric 

assessments to tap in to find the presence of such skill sets in applicants/ employees in order to 



make important workplace decisions like hiring, performance appraisals, understanding turnover 

etc.  

Through the present study we have explored the psychological resources that help understand 

what influences an employee’s job satisfaction and attitude towards artificial intelligence (a 

recent and significant trend) and an understanding of such psychological resources can help the 

workforce settings identify what specific skillsets apart from technical skills they must look out 

for in order to leverage the key performance indicators.  

Limitations 

There are limitations to the current investigation. The research used self-reported 

Measures, which may be subject to response bias. Each question may have a varied meaning to 

different respondents, and each respondent will answer according to how they understand the 

question. Moreover, social-desirability bias may influence their responses. Considering that the 

sample size was small, a larger sample with additional variables might provide effective results.  

Future Direction 

Future research could make use of qualitative research designs to gain an understanding of the 

employee’s perception and response to what contributes to their satisfaction on the job and 

ability to adapt. A longitudinal study may help get deeper insights on how these resources 

develop with the time and changing environmental stimuli in the context of a work setting.  

  



CHAPTER 9 

REFERENCES 

Aguirre, D., Lizote, S., & Guerra, M. C. (2021). Cognitive flexibility and entrepreneurial self-

efficacy of Young Entrepreneurs’ Alliance Leaders and the Ibero-American Federation of 

Young Entrepreneurs. REGEPE - Revista De Empreendedorismo E Gestão De Pequenas 

Empresas. https://doi.org/10.14211/regepe.e1964 

Allahverdi, F. Z., & Bayer, N. (2024). Cognitive Control/Flexibility, Social isolation, and 

intrinsic job satisfaction of intensive care unit nurses. Behavioral Sciences, 14(7), 605. 

https://doi.org/10.3390/bs14070605 

Arora, B. (2017). Importance of emotional intelligence in the workplace. International Journal 

of Engineering and Applied Sciences (IJEAS), 4(4), 257492. 

https://www.neliti.com/publications/257492/importance-of-emotional-intelligence-in-the-

workplace 

Aydin, F., & Odaci, H. (2020). School Counsellors’ Job Satisfaction: What is the Role of 

Counselling Self-Efficacy, Trait Anxiety and Cognitive Flexibility? Journal of 

Psychologists and Counsellors in Schools, 30(2), 202–215. 

https://doi.org/10.1017/jgc.2019.32 

Ayla, K., & Yusuf, İ. (2022). Examining the relationship between teachers’ emotional 

intelligence and their openness to change. I-manager’s Journal on Educational 

Psychology, 16(2), 1. https://doi.org/10.26634/jpsy.16.2.18962 



Bhargava, A., Bester, M., & Bolton, L. (2020). Employees’ perceptions of the implementation of 

robotics, Artificial intelligence, and Automation (RAIA) on job satisfaction, job security, 

and employability. Journal of Technology in Behavioral Science, 6(1), 106–113. 

https://doi.org/10.1007/s41347-020-00153-8 

Bressler, M. S., & Bressler, M. E. (2023). New tactics for the rapidly changing business 

environment: How cognitive flexibility can help small business withstand the next storm. 

American Journal of Management, 23(3). https://doi.org/10.33423/ajm.v23i3.6424 

Cady, S. H., Willing, J. G., & Cady, D. A. (2024). The AI imperative: on becoming 

quintessentially human. The Journal of Applied Behavioral Science. 

https://doi.org/10.1177/00218863241284310 

Chung, S., Su, Y., & Su, S. (2012). The impact of cognitive flexibility on resistance to 

organizational change. Social Behavior and Personality an International Journal, 40(5), 

735–745. https://doi.org/10.2224/sbp.2012.40.5.735 

Das, A., & Malik, A. R. (2019). Significance of Emotional intelligence in Occupational 

Perspective: A Critical review. European Journal of Business and Management. 

https://doi.org/10.7176/ejbm/11-18-14 

Dennis, J. P., & Wal, J. S. V. (2009). The Cognitive Flexibility inventory: instrument 

development and estimates of reliability and validity. Cognitive Therapy and Research, 

34(3), 241–253. https://doi.org/10.1007/s10608-009-9276-4 

Dixit, S., & Maurya, M. (2021). Equilibrating Emotional Intelligence and AI Driven Leadership 

for Transnational Organizations. 2021 International Conference on Innovative Practices 



in Technology and Management (ICIPTM). 

https://doi.org/10.1109/iciptm52218.2021.9388350 

Dwivedi, D. (2025). Emotional intelligence and Artificial intelligence Integration Strategies for 

leadership excellence. Advances in Research, 26(1), 84–94. 

https://doi.org/10.9734/air/2025/v26i11235 

Ealias, A., & George, J. (2012). Emotional intelligence and job Satisfaction: A correlational 

study. SSRN Electronic Journal. 

https://papers.ssrn.com/sol3/Delivery.cfm/SSRN_ID2061563_code1601607.pdf?abstracti

d=2061563&mirid=1 

Esen, B. K., Özcan, H. D., & Sezgin, M. (2017). HIGH SCHOOL STUDENTS’ COGNITIVE 

FLEXIBILITY IS PREDICTED BY SELF-EFFICACY AND ACHIEVEMENT. Zenodo 

(CERN European Organization for Nuclear Research). 

https://doi.org/10.5281/zenodo.244470 

Florivic, L. M., & Apostol, R. L. (2024). THE MEDIATING ROLE OF COGNITIVE 

FLEXIBILITY ON THE RELATIONSHIP BETWEEN EMOTIONAL INTELLIGENCE 

AND ACADEMIC SELF-REGULATED LEARNING OF SENIOR HIGH SCHOOL 

STUDENTS. European Journal of Education Studies, 11(5). 

https://doi.org/10.46827/ejes.v11i5.5300 

Fukuzaki, T., & Takeda, S. (2022). The relationship between cognitive flexibility, depression, 

and work performance: Employee assessments using cognitive flexibility tests. Journal of 

Affective Disorders Reports, 10, 100388. https://doi.org/10.1016/j.jadr.2022.100388 



Grover, K. (2024). Impact of artificial intelligence on the job landscape in the Indian IT sector. 

International Journal of Social Science and Economic Research, 09(10), 4835–4863. 

https://doi.org/10.46609/ijsser.2024.v09i10.052 

Hammad, T. (2024). Exploring the intersection of AI and emotional intelligence: Navigating the 

promise and peril. International Journal for Multidisciplinary Research, 6(3). 

https://doi.org/10.36948/ijfmr.2024.v06i03.20375 

Jimmieson, N. L., Terry, D. J., & Callan, V. J. (2003). A longitudinal study of Employee 

adaptation to Organizational Change: The Role of Change-Related Information and 

Change-Related Self-Efficacy. Journal of Occupational Health Psychology, 9(1), 11–27. 

https://doi.org/10.1037/1076-8998.9.1.11 

Jin, C. (2020). Relevance Between Artificial Intelligence and Cognitive Science. ISAIMS 2020: 

2020 International Symposium on Artificial Intelligence in Medical Sciences, 147–151. 

https://doi.org/10.1145/3429889.3429917 

Joshua, J. M., Massawe, F. A., & Mwakalapuka, A. A. (2020). The Relationship between 

Farmers’ Cognitive Flexibility and Adoption of the Improved Cassava Processing 

Technology. International Journal of Asian Social Science, 10(11), 685–697. 

https://doi.org/10.18488/journal.1.2020.1011.685.697 

Kalpana, D., Thomas, A., Roy, P., & Babu, S. (2019). Machine learning and statistical theory 

enabled real time people analytics framework based on emotional quotient intelligence 

and self efficacy. International Journal of Recent Technology and Engineering (IJRTE), 

8(2S11), 3454–3459. https://doi.org/10.35940/ijrte.b1581.0982s1119 



Kaur, S., & Kaur, P. (2018). Fostering employees’ emotional competencies through emotional 

intelligence. International Journal of Research in Finance and Management, 1(2), 98–

107. https://doi.org/10.33545/26175754.2018.v1.i2a.263 

Kaynak, H., Nazlıgül, M. D., & Cengil, B. B. (2024). Your Need for Cognition, Cognitive 

Flexibility, and Cognitive Emotion Regulation Strategies Matter! The Path beyond a 

Satisfied Life. The Journal of Psychology, 158(7), 611–626. 

https://doi.org/10.1080/00223980.2024.2352730 

Khalique, S., & Singh, M. (2019). Role of self efficacy in improving employees performance. 

International Journal of Engineering Research And, 7(12). 

https://www.ijert.org/research/role-of-self-efficacy-in-improving-employees-

performance-IJERTCONV7IS12014.pdf 

Kösterelioğlu, M. A. (2021). SELF-LEADERSHIP PERCEPTION AND EMOTIONAL 

INTELLIGENCE AS THE PREDICTORS OF COGNITIVE FLEXIBILITY. Problems of 

Education in the 21st Century, 79(5), 700–715. https://doi.org/10.33225/pec/21.79.700 

Laureiro‐Martínez, D., & Brusoni, S. (2018). Cognitive flexibility and adaptive decision‐making: 

Evidence from a laboratory study of expert decision makers. Strategic Management 

Journal, 39(4), 1031–1058. https://doi.org/10.1002/smj.2774 

Lee, P. C. B., Chan, B. W. H., & Lee, J. C. M. (2017). Emotional intelligence and information 

technology professionals. 2021 IEEE International Conference on Industrial Engineering 

and Engineering Management (IEEM), 140–144. 

https://doi.org/10.1109/ieem.2017.8289867 



Lichtenthaler, U. (2019). Extremes of acceptance: employee attitudes toward artificial 

intelligence. Journal of Business Strategy, 41(5), 39–45. https://doi.org/10.1108/jbs-12-

2018-0204 

Martins, J. T., & Gonçalves, J. (2022). Cognitive flexibility and the work context: Integrative 

literature review. Psicologia - Teoria E Prática, 24(2). https://doi.org/10.5935/1980-

6906/eptpsp14027.en 

Masrek, M. N., Osman, M. a. F., Khamis, Y., & Paiman, M. J. (2014). The relationship between 

emotional intelligence and job satisfaction: the case of Malaysian information technology 

professionals. International Journal of Multidisciplinary and Current Research, 2. 

http://ijmcr.com/wp-content/uploads/2014/11/Paper21106-1111.pdf 

Mishra, A., & Singh, P. (2022). Effect of emotional intelligence and cognitive flexibility on 

entrepreneurial intention: mediating role of entrepreneurial self-efficacy. Journal of 

Entrepreneurship in Emerging Economies, 16(3), 551–575. https://doi.org/10.1108/jeee-

05-2022-0142 

Navandar, P. (2022). The intersection of artificial intelligence and emotional intelligence: 

transforming workplaces and consumer experiences. International Journal of Science and 

Research (IJSR), 11(8), 1525–1526. https://doi.org/10.21275/sr24716002604 

Obermayer, N., Csizmadia, T., Banász, Z., & Purnhauser, P. (2023). importance of digital and 

soft skills in the digital age. European Conference on Knowledge Management, 24(2), 

978–987. https://doi.org/10.34190/eckm.24.2.1550 

Obermayer, N. D., Csizmadia, T. D., & Banász, Z. D. (2022). Companies on thin ice due to 

digital transformation: The role of digital skills and human characteristics. International 



and Multidisciplinary Journal of Social Sciences, 11(3), 88–118. 

https://doi.org/10.17583/rimcis.10641 

Oliver, T. (2019). The importance of subordinate emotional intelligence development in the 

workplace. The International Trade Journal, 34(1), 162–172. 

https://doi.org/10.1080/08853908.2019.1651680 

Pandey, P. (2023). Emotional Intelligence skills in the Age of AI – A Review. International 

Journal for Multidisciplinary Research, 5(5). 

https://doi.org/10.36948/ijfmr.2023.v05i05.7196 

Petrides, K. V. (2009). Psychometric Properties of the Trait Emotional Intelligence Questionnaire 

(TEIQUE). In Plenum series on human exceptionality (pp. 85–101). 

https://doi.org/10.1007/978-0-387-88370-0_5 

Petrides, K. V., & Mavroveli, S. (2020). Theory and applications of trait Emotional intelligence. 

Psychology the Journal of the Hellenic Psychological Society, 23(1), 24. 

https://doi.org/10.12681/psy_hps.23016 

Petrides, K. V., Sanchez-Ruiz, M., Siegling, A. B., Saklofske, D. H., & Mavroveli, S. (2018). 

Emotional intelligence as Personality: Measurement and role of trait emotional 

intelligence in educational contexts. In Plenum series on human exceptionality (pp. 49–

81). https://doi.org/10.1007/978-3-319-90633-1_3 

Prentice, C., Lopes, S. D., & Wang, X. (2019). Emotional intelligence or artificial intelligence– 

an employee perspective. Journal of Hospitality Marketing & Management, 29(4), 377–

403. https://doi.org/10.1080/19368623.2019.1647124 



Rai, A., & Tandon, D. (2018). Emotional Intelligence & Job Satisfaction in IT Industry 

Employee. Asian Journal of Research in Social Sciences and Humanities, 8(5), 139. 

https://doi.org/10.5958/2249-7315.2018.00086.2 

Raj, H. (2024). The impact of AI on job roles, workforce and employment. INTERANTIONAL 

JOURNAL OF SCIENTIFIC RESEARCH IN ENGINEERING AND MANAGEMENT, 

08(05), 1–5. https://doi.org/10.55041/ijsrem33782 

Ram, D., Mushtaq, N. F., Honnugudi, B. D., & Alammar, M. A. (2022). Level and Relationships 

of Life Satisfaction with Cognitive Flexibility and Resilience in IT Professionals. Indian 

Journal of Occupational and Environmental Medicine, 26(2), 84–90. 

https://doi.org/10.4103/ijoem.ijoem_213_21 

Rao, M. S. K., & Aileni, V. R. (2018). Emotional Intelligence and its Impact on Employee Job 

Satisfaction of IT Companies in Hyderabad: A Case Study. International Journal of Trend 

in Scientific Research and Development, Volume-2(Issue-6), 1640–1647. 

https://doi.org/10.31142/ijtsrd19101 

Schwarzer, R., & Jerusalem, M. (1995). Generalized Self-Efficacy scale. In J. Weinman, S. 

Wright, & M. Johnston, Measures in health psychology: A user’s portfolio. Causal and 

control beliefs (pp. 35-37). Windsor, UK: NFER-NELSON. 

Szymkiewicz, V., Carvalho, E., & Ford, E. (2024). A Correlational Study of the Relationship 

Between ChatGPT Usage & Cognitive Flexibility. Vertices: Duke’s Undergraduate 

Research Journal, 3(1). https://doi.org/10.55894/dv3.13 

Sindermann, C., Sha, P., Zhou, M., Wernicke, J., Schmitt, H. S., Li, M., Sariyska, R., Stavrou, 

M., Becker, B., & Montag, C. (2020). Assessing the attitude towards artificial 



intelligence: Introduction of a short measure in German, Chinese, and English language. 

KI - Künstliche Intelligenz, 35(1), 109–118. https://doi.org/10.1007/s13218-020-00689-0 

Spector, P. (1997). Job Satisfaction: Application, assessment, causes, and consequences. 

https://doi.org/10.4135/9781452231549 

Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of the Job 

Satisfaction Survey. American Journal of Community Psychology, 13(6), 693–713. 

https://doi.org/10.1007/bf00929796 

Spiro, R., Coulson, R., Feltovich, P., & Anderson, D. (2013). Cognitive Flexibility Theory: 

Advanced knowledge acquisition in Ill-Structured domains. In International Reading 

Association eBooks (pp. 544–557). https://doi.org/10.1598/0710.22 

Stein, J., Messingschlager, T., Gnambs, T., Hutmacher, F., & Appel, M. (2024). Attitudes towards 

AI: measurement and associations with personality. Scientific Reports, 14(1). 

https://doi.org/10.1038/s41598-024-53335-2 

Szymkiewicz, V., Carvalho, E., & Ford, E. (2024). A Correlational Study of the Relationship 

Between ChatGPT Usage & Cognitive Flexibility. Vertices: Duke’s Undergraduate 

Research Journal, 3(1). https://doi.org/10.55894/dv3.13 

Thiruchelvi, A., & Supriya, M. V. (2009). Emotional intelligence and job satisfaction. Asia 

Pacific Business Review, 5(2), 109–115. https://doi.org/10.1177/097324700900500209 

Tsouvelas, G., Nikolaou, I., & Koulierakis, G. (2022). Emotional processes, leadership, gender 

and workplace affect in interdisciplinary teams. Psychology the Journal of the Hellenic 

Psychological Society, 27(1), 161–174. https://doi.org/10.12681/psyhps.27093 



Venkatesh, S., & Fischer, C. E. (2019). Cognitive factors associated with emotional intelligence. 

International Psychogeriatrics, 31(9), 1229–1231. 

https://doi.org/10.1017/s1041610219000917 

Warning, A., Weber, E., & Püffel, A. (2022). On the Impact of Digitalization and Artificial 

Intelligence on Employers’ Flexibility Requirements in Occupations—Empirical 

Evidence for Germany. Frontiers in Artificial Intelligence, 5. 

https://doi.org/10.3389/frai.2022.868789 

  



APPENDIX 

  

 



 



 



 



 

 



 

 

 

 

 


