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Abstract: The research paper aims to examine the mediating role of employee engagement in the relationship between 

emotional intelligence and change management. It focused on organizational leaders at a water utility company on the 

Copperbelt province of the Republic of Zambia. The study was driven by five research questions on what the relationship 

between employee engagement and emotional intelligence was; what the relationship between employee engagement and 

change management was; what the relationship between emotional intelligence and change management was; what the 

mediating role of employee engagement in the relationship between emotional intelligence and change management was; 

and, what the implication of the study was in the water sector in the Republic of Zambia. Four hypotheses were developed 

and tested using well established scales. The research employed both quantitative and qualitative methodology in its 

approach. A sample of 31 respondents was taken and data collected through a questionnaire with variables of interest being 

employee engagement as a mediator variable, emotional intelligence as an independent variable and change management 

as a dependent variable. The outcomes of the study indicated that employee engagement partially mediated the relationship 

between emotional intelligence and change management. The results also indicated that besides emotional intelligence and 

employee engagement being significantly related, they were also significantly related to change management. Implications 

of the results and opportunities for further research were then advanced. 

 

Index Terms: Emotional intelligence, employee engagement, change management.  

I. INTRODUCTION  

The COVID-19 pandemic has shaken the already ailing Zambian economy with innumerable damaging effects on the 

welfare of its people and the water sector has not been spared [1], [2]. It has resulted in water utilities and many organizations being 

forced to undergo significant transformation, re-thinking key elements of their business processes and the use of technology as they 

grapple to maintain operations, whilst adhering to a changing landscape of procedures and guidelines [3], [4]. 

The present-day world is at the same time facing a growing number of complex and interrelated issues such as slower 

economic growths, geo-political tensions, climate change, the accelerating pace of the Fourth Industrial Revolution and persistent 

economic inequality [5]. Such issues have compounded typical problems of capacity limitations, lack of investment, ill-defined 

institutional frameworks, neglect of rural areas and inappropriate technologies faced by water utilities in developing countries [6].  

However, even as firms strive to survive and meet their economic goals in a world full of uncertainties, they are sites of 

continuously evolving human action that makes it extremely hard if not impossible to make successful organizational change in the 

long run without the willing or proactive engagement of the organization’s employees [7], [8], [9]. Motyka [10] stated that one of 

the most alarming global economic problems is the low level of employee engagement at work. Consequently, the human resource 

of organizations has become key in the sustainable realization of organizational outcomes such that the effects of the emotional 

intelligence of, especially their leaders could not be overlooked for firms striving for competitive advantage [11], [12], [13]. 

Statement of the Problem 

Past studies have posited a direct relationship between emotional intelligence constructs and change management 

dimensions; however, an inquiry into the mediating role of employee engagement in the relationship has been ignored despite some 

scholars having stated it as a key variable and outcome of emotional intelligence, while others have advanced it as an important 

antecedent of change management outcomes [14], [15], [16], [17], [18], [19]. Consequently, there exists a knowledge gap in 

literature in the water sector concerning informing organizational managers of the process through which emotional intelligence 

relates with change management as they draft strategies for desired change initiatives. 

The results of the study would address the knowledge gap that exists in the water sector and inform utility leaders about 

the process through which emotional intelligence affects change management dimensions as they develop strategies for targeted 

change outcomes. 

Purpose of the Study 

The aim of the research paper is to examine the mediating role of employee engagement in the relationship between 

organizational leaders’ emotional intelligence and successful change management at a water utility company on the Copperbelt 

province of the Republic of Zambia. 
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Scope of the Study 

The study was undertaken at a water utility company on the Copperbelt province of the Republic of Zambia. It covered a 

duration of three months commencing December 2021 to March 2022. 

Sampling and Instrumentation  

The focus of the study was on employees in leadership positions at the water utility company. The population of interest 

included managers, middle managers and shop floor supervisors that would include departmental managers, officers, engineers, 

superintendents and supervisors. Participants were selected using convenience sampling technique and data collected using both 

closed and open-ended self-report questionnaire surveys. 

Limitations of the Study 

The study relied on self-report measurement scales in its data collection which could be prone to subjective bias arising 

from participant internal biases. The allocated duration of the study leading to its cross-sectional research design might not have 

been sufficient to adequately draw conclusions and hence could require further studies with elongated timeframes to conduct similar 

studies. 

Objectives of the Study 

The following five objectives were set out to fulfill the aim of the study: 

Objective 1: Establish the relationship between emotional intelligence and employee engagement. 

Objective 2: Establish the relationship between employee engagement and change management. 

Objective 3: Determine the relationship between change management and emotional intelligence. 

Objective 4: Determine how employee engagement affects the relationship between emotional intelligence and change management. 

Objective 5: Make conclusions based on observations and findings. 

Significance of the Study 

The findings of the study become helpful and beneficial to the following: 

1. To the water sector employees. It would highlight the importance of their emotional intelligence skills as they get exposed to 

leadership positions both at work and in their private lives. 

2. To the water sector management. It would help them appreciate the process that could effectively realize their change objectives 

as they draft strategies using their strategic human resource. 

3. To future researchers. The study lays an important groundwork upon which future scholars could build on. 

Research Questions 

The study specifically sought answers to the following sub-problems: 

1. What is the relationship between employee engagement and emotional intelligence? 

2. What is the relationship between employee engagement and change management? 

3. What is the relationship between emotional intelligence and change management? 

4. What is the mediating role of employee engagement in the relationship between emotional intelligence and change 

management? 

5. What is the implication of the study in the water sector in the Republic of Zambia? 

Conceptual Framework 

Figure 1 in the following highlights the study’s conceptual framework depicting relationships among the constructs under 

study from four proposed hypotheses and gathered theoretical models and literature. Emotional intelligence is an independent 

variable, whereas, change management is a dependent variable and employee engagement a mediating variable. 

 

 
 

Figure 1 Conceptual Framework 

Note. Source: Author’s proposal from research literature. 

Research Hypotheses 

Four hypotheses were developed and set out to further guide the study as stated in the following: 

1) Hypothesis 1 (H1): There is a statistically significant positive relationship between emotional intelligence and employee 

engagement. 

2) Hypothesis 2 (H2): There is a statistically significant positive relationship between employee engagement and change 

management. 

Employee 

Engagement 

Change 

Management 

Emotional 

Intelligence 

H1 

H2 

      H3 

      H4 
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3) Hypothesis 3 (H3): There is a statistically significant positive relationship between emotional intelligence and change 

management. 

4) Hypothesis 4 (H4): Employee engagement has a mediating role in the relationship between emotional intelligence and change 

management. 

II. LITERATURE REVIEW 

Emotional Intelligence 

In the early 1990s, emotional intelligence was conceptualized as a set of abilities largely analogous to general intelligence 

and emerged as a major psychological construct [20]. Nguyen, Nham and Takahashi [21] observed that over the last three decades, 

progress has been made indicating that emotional intelligence is a valid and independent construct of intelligence which 

encompasses emotions. Two major conceptual approaches to emotional intelligence in ability emotional intelligence and trait 

emotional intelligence currently co-exist despite a large number of proposed definitions and theoretical models having been made 

by scholars in the recent past [22].  

The ability emotional intelligence perspective was first developed by Salovey and Mayer [20] who defined it as the ability 

to monitor others and one’s own emotions and feelings, to among them discriminate and guide one’s actions and thinking based on 

the information. The developed four-branch ability model divided emotional intelligence into four abilities of perceiving emotions, 

using the emotions to facilitate thought, understanding the emotions and managing the emotions [22], [23], [24].  

As opposed to the cognitive ability as espoused in the ability emotional intelligence model, trait emotional intelligence is 

a personality trait which encompasses self-perceptions and emotion-related dispositions measured through self-report [25], [26]. 

Mixed models such as Bar-On ’s model of emotional social intelligence has been developed by other scholars that do not see the 

ability and trait models being in opposition to each other; and considers among others non-cognitive characteristics such as empathy, 

adaptability and social skills [22], [27].  

In the quest to reconcile previous theoretical arguments, some scholars have developed integrative models which considers 

three levels of emotional intelligence that include dispositions related to emotions, abilities related to emotions and knowledge 

related to emotions [22].  

Studies that have explored emotional intelligence in the workplace have found it to have a major influence on employees 

and organizational outcomes such as employees’ positive attitudes and behaviors, teamwork and organizational performance [28], 

[29], [30], [31]. The outcomes have, mostly been further validated by studies that have explored the construct in the water sector of 

developing countries [32], [33]. 

Employee Engagement 

Past studies have well established the conceptualization of employee engagement in that all of them were based on Kahn’s 

concept of personal engagement despite their varying levels of detail in their definitions [10], [34], [35], [36]. Kahn [34] defined 

engagement in psychological terms when he defined it as the simultaneous expression and employment of a person’s preferred self 

in task behaviors that promote connections to personal presence physically, cognitively, emotionally; to work and active full 

performances. Eldor and Vigoda-Gadot [35] viewed employee engagement as a representation of a state of mind that is work-related 

and characterized by feelings of vigor, enthusiasm, absorption, fulfillment and dedication. 

Sun and Buchapattanasakda [36] referred employee engagement to employees’ cognitive, emotional and physical input 

into their work and stated that it could be divided into three categories of antecedent variables, although most past studies mostly 

used one or two of the three factors, that include individual factors such as extraversion, self-consciousness and resilience; job 

factors such as job participation, job enrichment and work environment; and organizational factors such as superior support, job 

resources, fairness and leadership.  

Barik and Kochar [37] also posited common key driving factors of employee engagement that included the organization’s reward 

system, job enrichment, effective leadership, scope of advancement and self-development, employment security and self-managed 

team and decision-making. Bailey, Madden, Alfes and Fletcher [38] added that factors that included leadership, psychological 

states, organizational and team factors, organizational interventions and job design served as antecedents to employee engagement. 

Past scholars that have explored employee engagement have shown that it has a negative effect on turnover intention and 

a positive effect on employee task performance and organizational performance [39], [40], [41]. Some similar studies that have 

been done in the work place in developing countries have further validated the outcomes [42], [43], [44]. In support of other research 

work, studies in the water sector such as Firdaus, Hamidah and Sutanto [45] noted that employee engagement was instrumental in 

addressing labor turnover and posited that job satisfaction and the work environment, that included the physical and social 

environment, were significantly related to employee engagement.  

Change Management 

In view of the theoretical perspective, according to Price and Chahal [46], the concept of organizational change has a close 

alignment with the conflict theory and theory of social change. Moran and Brightman [47] defined change management as the 

process of continuously renewing an organization’s direction, capabilities and structure so as to serve the ever-changing internal 

and external needs of customers. Al-Haddad and Kotnour [48] observed that, while psychology and sociology explains how and 

why people respond to change, management provides practices and principles that assist organizations to plan, organize and direct 

people and resources towards the accomplishment of the desired change. Past scholars have argued that change is necessary and 

inevitable because with each new day the business environment is no longer the same [49], [50], [51]. 

The literature on change management has been filled with prescriptive models, largely aimed at advising senior 

organizational managers on steps to take in the implementation of planned organizational change interventions; and some of the 
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most widely used models include Lewin’s three-phase process, Beer’s six-step change management model, Appreciative inquiry, 

Judson’s five steps, Kanter, Stein and Jick’s ten commandments, Kotter’s eight-step model and Hiatt’s ADKAR model [52]. 

Previous scholars have posited that change management has an influence on employees’ performance in various 

dimensions [53], [54], [55]. Hornstein [56] stated that organizational change management had an impact on the success or failure 

of project implementation. 

Some studies that have looked into change for sustainability in the water sector such as Straith, Adamowski and Reilly 

[57] posited the significance of key behavioral strategies such as both informal and formal relationships, passion in communication, 

work relations along necessary risk taking, humble and respectful networking; and the need to understand the mandate gaps and 

their contextual realities. 

The study considered dimensions of change management as deduced by Bouckenooghe, Devos and Van den Broeck [58] 

from literature and stated as: climate of change variables such as trust in leadership, politicking and cohesion; process variables 

such as participation, support by supervisors, quality of change communication, ability of management to lead change and attitude 

of top management towards change; and, readiness for change variables such as cognitive readiness for change, intentional readiness 

for change and emotional readiness for change. These variables as predictors of effective change management are further supported 

by Makumbe [59] who posited that change leadership, communication, employee engagement and employee commitment were key 

variables in successful implementation of organizational change.  

Emotional Intelligence and Employee Engagement 

Past studies have, mostly, argued that emotional intelligence has positive effects on employee engagement [17], [60], [61]. 

Milhem, Muda and Ahmed [61] posited that the relationship between transformational leadership and employee engagement was 

strengthened by leaders’ emotional intelligence. Deshwal [62] observed that biggest factors that contribute to successful 

organizations are emotional intelligence and employee engagement; and argued that, highly emotional intelligent employees 

showed high engagement at the workplace because such people are able to know and manage their emotions properly hence work 

more competently and in turn bring about employee engagement. Brunetto, Teo, Shacklock and Farr-Wharton [63] added by arguing 

that emotional intelligence leads to well-being and job satisfaction with positive path relationships leading to organizational 

commitment and employee engagement. 

Employee Engagement and Change Management 

Islam, Furuoka and Idris [64] posited that engaged employees are one of the key success factors for effective organizational 

change management. Some previous scholars have argued that employee engagement is one of the predictors of change management 

and contributes to individuals’ readiness to change [59], [65]. Gill [66] observed that it is important for organizations to invest in 

the early stages of any of their change management processes so as to prepare their individual employees and embed behavioral 

change more effectively and quickly. Swarnalatha and Prasanna [18] argued that organizations could have employees that were 

better able to adapt to their changing business environment if they promoted a positive organizational culture and got their 

employees to become more engaged. Other studies into the construct of employee engagement have, also posited that it is key for 

organizations to have engaged employees because they are a competitive advantage in the attainment of change initiatives [67], 

[68]. 

However, Parent and Lovelace [69] argued that despite organizational engagement having a positive effect on the ability 

of individuals to adapt to changes, job engagement had the opposite effect as a result of a tendency to resist job changes by 

employees registering high levels of job engagement and enjoying what they do. Consequently, employees with high levels of job 

engagement, as opposed to organizational engagement, would be less adaptable to change because the root of their engagement 

could be altered by the adopted changes [69]. 

Emotional Intelligence and Change Management 

Ugoani [70] posited that emotional intelligence had a strong positive relationship with successful change management; and that 

through emotional intelligence competencies, employees were able to remove barriers to change, acknowledge the need for change 

and enlist others towards organizational change initiatives. Previous scholars have argued that emotional intelligence and leadership 

behavior had significant effects on employees’ readiness for change [71], [72]. Sharma and Singh [73] also posited that the training 

of organizational managers on emotional intelligence could help them better deal with change more appropriately and effectively. 

Dhingra and Punia [74] added that emotional intelligence dimensions related with change management skills with, particularly, self-

awareness and self-management being significant contributors and predictors in change management skills. 

III. RESEARCH DESIGN AND METHODOLOGY 

Methodology 

Quantitative and qualitative approaches to research are two of the most commonly used research methodologies [75], [76]. 

Qualitative research provides a conceptual base for discovery and anchored on explaining a theory behind captured data by focusing 

on the understanding and explanation of the dynamics of social relations [76], [77]. It is often difficult to quantify its subject of 

research as it is concerned with aspects of reality that could not be quantified and relies on verbal and visual cues [76], [78].  

Quantitative studies focus on objectivity and are appropriate where there is a possibility of collecting quantifiable measures 

of variables and inferences from population samples [76]. They provide more information to test the hypotheses and are capable of 

reaching more participants than other study designs [79]. However, they may fail to provide an in-depth description of the 

experience of the affected population and characteristics that cannot be meaningfully reduced to numbers [75].  

Quantitative research approach has been used in studies that have explored the relationship between emotional intelligence 

and change management [70], [74]. It has been useful in answering some questions regarding change management and employee 
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engagement [68]. Similarly, many studies that have inquired into the constructs of emotional intelligence and employee engagement 

have widely used quantitative research in their approaches [16], [17].  

The study used mixed – methods or triangulation in its approach by using both quantitative methodology in order to test 

the four hypotheses and qualitative methodology in order to capture participants’ experiences. The use of the methodology derives 

from documented research works that have explored the individual constructs under study. 

Research Method 

Population and Sampling Technique 

 The research focused on employees of a water utility company on the Copperbelt province of the Republic of Zambia. 

Participants were drawn from employees in leadership positions from managers, middle managers to shop floor supervisors that 

would include departmental managers, officers, engineers, superintendents and supervisors. All participants were selected using 

convenience sampling technique for data capture and participation was on voluntary basis.  

Instrument and Measurement 

Data to be collected was premised on the constructs of emotional intelligence as an independent variable, employee 

engagement as a mediator variable and change management as the dependent variable. A questionnaire with both closed-ended and 

open-ended questions was used for primary data collection. 

Emotional intelligence was measured using the Wong Law Emotional Intelligence Scale (WLEIS) [80], [81], [82]. The WLEIS is 

a valid and widely used 16-item scale used to measure emotional intelligence and captures dimensions that include regulation of 

emotion (ROE), self-emotion appraisal (SEA), use of emotion (UOE) and others’ emotion appraisal (OEA) [83]. The WLEIS 

questionnaire questions were based on a 7-point Likert scale with ratings ranging from: 1 – strongly disagree to 7 – strongly agree. 

Employee engagement was measured using the 9-item Utrecht Work Engagement Scale (UWES) because of its good 

construct validity and ability to capture factors that include vigor (VI), dedication (DE) and absorption (AB) [84], [85], [86]. The 

UWES questionnaire questions were based on a 7-point Likert scale with ratings ranging from: 0 – never to 6 – always. 

The construct of change management was measured as adopted from scales from 18 internal context items and 9-item 

readiness for change from Bouckenooghe, Devos and Van den Broeck [58]. The questionnaire questions were based on a 5-point 

Likert scale with ratings ranging from: 1 – strongly disagree to 5 – strongly agree. 

The open-ended questions on questionnaires included a question on how emotional intelligence skills impact the participants’ 

successful management of change initiatives. Another open-ended question was on how employee engagement affects the 

participants use of their emotional intelligence skills in realizing desired change outcomes.  

Reliability and Validity 

The questionnaire’s Cronbach ‘s Alpha of the variables contained in it were tested using IBM Statistical Package for the Social 

Sciences (SPSS) version 28.0 software; and ascertained to be above the satisfactory level of 0.5 as a measure of the questionnaire’ 

s consistency in achieving the same results when applied in another area. Table 1 in the following highlights the questionnaire’s 

Cronbach’s Alpha at 0.89 which demonstrates greater internal consistency of its variables in the scales. 

 

Table 1 Reliability Statistics 

 

Cronbach's 

Alpha 

Cronbach's Alpha 

Based on 

Standardized 

Items N of Items 

.89 .90 60 

Note. Source: SPSS version 28.0, Research findings. 

 

The questionnaire questions were test run on three (3) pilot employees to teeth out any challenges that respondents could 

face and only the two open-ended questions were observed with the need for clarity and were adjusted accordingly. 

Data Collection  

The questionnaires distributed to participants for data collection were administered to them either through mail or in person 

for those that preferred hard copies. A code of ethics was distributed together with the questionnaires to the participants. The 

participants were taken through on what the research was all about and any clarification they needed concerning the questions in 

the questionnaire or the code of ethics. In order to assure the participants of the confidentiality of their data, the questionnaires 

would bear no name, address or office location of the respondents to ensure that their identity was as anonymous as possible as 

guided in the code of ethics. 31 respondents delivered questionnaires without missing values. Questionnaires with incomplete values 

were discarded. 

Data Analysis 

The data captured during the research using questionnaires without missing values was input into Microsoft Excel 2016 

spreadsheet. The input data in excel was then imported into IBM Statistical Package for the Social Sciences (SPSS) version 28.0 

software for coding and analysis. Descriptive analysis was carried out to describe the results obtaining from the sample. Inferential 

analysis was then used to analyze the relationships of the variables and test the research’s hypotheses. The study used Pearson ‘s 

correlation to ascertain the relationships between variables and used Linear regression to establish the statistical significance 

between variables as well as, predict the outcome of one variable given the other. The hypotheses were tested with the relationship 

of their variables said to be statistically significant when their p-values of predictability were less than 0.05. A bootstrapping method 

was then performed using Hayes Process Macro version 4.0 in SPSS software to test for mediation.  

Ethical Consideration 
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The study guaranteed the confidentiality and anonymity of all participants and stakeholders through a strict shared code of ethics. 

All information shared was guaranteed for academic purposes only and participation was voluntary. Stakeholders and participants 

reserved the right to request for a copy of the report. 

IV. RESULTS 

Table 2 in the following describes the participants’ responses in view of emotional intelligence, employee engagement and 

change management. 

 

Table 2 Description of Variables 

 

 N Minimum Maximum Mean Std. Deviation 

Emotional Intelligence 31 3.81 6.06 5.00 .66 

Employee Engagement 31 2.00 3.41 2.83 .40 

Change Management 31 2.52 3.52 3.04 .29 

Valid N (list wise) 31     

Note. Source: SPSS version 28.0, Research findings. 

 

From Table 2, it could be noted that emotional intelligence among respondents was medium (Mean=5.00, SD=0.66). 

Employee engagement among the respondents was low (Mean=2.83, SD=0.40). Respondents’ view on change management was 

medium (Mean=3.04, SD=0.29). 

 

Table 3 Correlations of Variables 

 

 

Emotional 

Intelligence 

Employee 

Engagement 

Change 

Management 

Emotional Intelligence Pearson Correlation 1 .48** .66** 

Sig. (2-tailed)  .01 <.00 

Employee Engagement Pearson Correlation .48** 1 .80** 

Sig. (2-tailed) .01  <.00 

Change Management Pearson Correlation .66** .80** 1 

Sig. (2-tailed) <.00 <.00  

**. Correlation is significant at the 0.01 level (2-tailed). 

Note. Source: SPSS version 28.0, Research findings. 

 

Table 3 highlights results when Pearson’s correlation was run on all the four variables in SPSS version 28.0. It could be 

noted that emotional intelligence had a positive and significant correlation with employee engagement (0.48) and a positive 

correlation with change management (0.66). Employee engagement had a positive and significant correlation with change 

management (0.80).  

When respondents were further asked on how emotional intelligence skills impacted their successful management of 

change initiatives, their common theme responses included being focused, flexible, unreactive and positive minded. 

 

Table 4 Mediation Analysis 

 

Variable/Effect b SE t p 
95% Confidence 

Interval 

 

EI            CM 
 

0.16 0.05 3.35 0.00 0.06 0.26 

 

EI             EE 
 

0.29 0.10 2.95 0.00 0.09 0.49 

 

EI            EE             CM 
 

0.46 0.08 5.71 0.00 0.29 0.62 

Effects       

Direct 0.16 0.05 3.35 0.00 0.06 0.26 

Indirect* 0.13 0.05   0.02 0.20 

Total 0.29 0.06 4.81 0.00 0.17 0.42 

Based on 5000 bootstrap samples 

Note. Source: SPSS Process Macro version 4.0, Research findings. 

 

The results of the mediation analysis derived from a bootstrapping method performed using SPSS Process Macro were as 

highlighted in Table 4. Firstly, the results of the regression analysis showed that emotional intelligence was a significant predictor 

of employee engagement (b= .29, t= 2.95, p< 0.01). And then, while controlling for employee engagement, second regression 

http://www.ijsdr.org/


ISSN: 2455-2631                                                       May 2022 IJSDR | Volume 7 Issue 5 

IJSDR2205042 www.ijsdr.orgInternational Journal of Scientific Development and Research (IJSDR)  252 
 

analysis results showed that emotional intelligence was a significant predictor of change management (b= .16, t= 3.35, p< 0.01). 

Based on 5000 bootstrap samples, the results of the indirect effect showed a significant indirect positive relationship between 

emotional intelligence and change management mediated by employee engagement (a*b= .16, Bootstrap CI95= 0.02 and 0.20). 

Employee engagement, as a mediator, accounted for approximately 45% of the total effect on change management, indicating partial 

mediation. The direct effect of emotional intelligence on change management was statistically significant (b= .16, t= 3.35, p< 0.01).  

When respondents were further asked on how employee engagement affected their use of emotional intelligence skills in 

realizing desired change outcomes, their common identified themes from responses included giving feedback, realizing an 

understanding and opportunity for alternatives. 

Discussion and Implications 

Results of the study support Hypothesis 1 which posits that emotional intelligence is significantly related to employee 

engagement. Self-emotional appraisal and others’ emotional appraisal significantly affected employees’ vigor, while regulation of 

emotion significantly affected dedication. The result is consistent with the results of other researchers that emphasize emotional 

intelligence as a predictor of employee engagement [16], [17]. Management in the water sector could use the information obtaining 

to develop more focused strategies that increase employee engagement. 

The results, furthermore support Hypothesis 2 which posits that employee engagement is significantly related to change 

management. Employees’ vigor particularly indicated to have a significant influence on their readiness for change. The finding is 

consistent with results of other scholars that posit employee engagement as an important antecedent of successful change 

management [59], [64]. It provides water sector leaders with knowledge that could help them formulate more effective ways of 

actualizing set change goals. 

Findings of the study also support Hypothesis 3 which posits that emotional intelligence is significantly related to change 

management. Self-emotional appraisal and others’ emotional appraisal also indicated to have significant influence on intentional 

readiness for change. The result is consistent with the findings of other studies that emphasize the relationship of emotional 

intelligence with successful change management [70], [73], [74]. The implication for organizational managers with the goal of 

continuously delivering successful change initiatives, is to implement strategies that increase the emotional intelligence of their 

employees. 

Furthermore, the results support Hypothesis 4 which posits that employee engagement has a mediating role in the relationship 

between emotional intelligence and change management and indicates that mediation to be partial. The result suggests that emotional 

intelligence and employee engagement are key variables in the process of successful change management. 

V. CONCLUSION AND RECOMMENDATIONS 

It is imperative that leaders in the water sector embrace emotional intelligence competencies and support employee 

engagement as they are two key drivers in the process of realizing sustainable change outcomes. Emotionally intelligent leaders not 

only influence employees’ readiness for change but also enhance employee engagement which is vital in the attainment of 

sustainable change. Despite its limitations, the study lays an important foundation and adds to the body of knowledge in the sector. 

The following recommendations could be made from the conclusions of the study: 

1. To the water sector employees:  

a. Acquire emotional intelligence skills. Increased emotional intelligence levels help employees to better focus and 

manage stress both at work and in their private lives. 

b. Embrace employee engagement as through it an understanding of change initiatives results and leaders are able to 

receive the necessary feedback and possible alternatives that could effectively realize change goals.  

2. To the water sector management:  

a. Recruit emotionally intelligent personnel into leadership positions. Emotionally intelligent leaders are more likely to 

drive employee engagement and result in the sustainable realization of desired change outcomes. 

b. Include emotional intelligence skills as a requirement in the recruitment of frontline staff. Emotionally intelligent staff 

are better handlers of their emotions and those of others and mostly effective communicators. 

c. Budget for and conduct training in emotional intelligence skills for each employee. Increasing the emotional awareness 

of staff increases the likelihood of enhanced employees’ readiness for change. 

d. Provide staff with an environment that supports employee engagement by availing them with resources they need to 

effectively carry out their work. Increased employee engagement enhances the attainment of sustainable change 

initiatives. 

3. To future researchers:  

a. Further research could be conducted in similar industries and across cultures in longitudinal study designs. An 

examination into how educational level moderates the relationship between emotional intelligence and change 

management could also be considered. 

VI. ACKNOWLEDGMENT 

The author gratefully acknowledges the support and services of Dr. Charito Wui and the Astria learning team at the Copperbelt 

University. 

REFERENCES 

[1] J. Kayula, “COVID-19 and labour law: Zambia”, Italian Labour Law e-Journal, vol. 13, no. 1, pp. 1-8, 2020. Accessed 

on: Jan. 22, 2022. [Online]. Available: https://illej.unibo.it/article/view/10938 

http://www.ijsdr.org/
https://illej.unibo.it/article/view/10938


ISSN: 2455-2631                                                       May 2022 IJSDR | Volume 7 Issue 5 

IJSDR2205042 www.ijsdr.orgInternational Journal of Scientific Development and Research (IJSDR)  253 
 

[2] M. J. Neal, “COVID-19 and water resources management: reframing our priorities as a water sector”, Water 

International, vol. 45, no. 5, pp. 435-440, 2020. Accessed on: Feb. 2, 2022. [Online]. Available: 

doi:10.1080/02508060.2020.1773648 

[3] E. Amaechina, A. Amoah, F. Amuakwa-Mensa, S. Amuakwa-Mensa, E. Bbaale, J. A. Bonilla, J. Brühl, J. Cook, N. 

Chukwuone, D. Fuente, R. Madrigal-Ballestero, R. Marin, P. K. Nam, J. Otieno, R. Ponce, C. A. Saldarriaga, F. V. 

Lavin, B. Viguera, and M. Visser, “Policy note: policy responses to ensure access to water and sanitation services during 

COVID-19: snapshots from the environment for development (EfD) network”, Water Economics and Policy, vol. 6, 

no.4, pp. 2071002, 2020. Accessed on: Dec. 18, 2021. [Online]. Available: doi:10.1142/S2382624X20710022 

[4] Y. K. Dwivedi, D. L. Hughes, C. Coombs, I. Constantiou, Y. Duan, J. S. Edwards, B. Gupta, B. Lal, S. Misra, P. 

Prashant, R. Raman, N. P. Rana, S. K. Sharma, and N. Upadhyay, “Impact of COVID-19 pandemic on information 

management research and practice: transforming education, work and life”, International Journal of Information 

Management, vol. 55, pp. 102211, 2020. Accessed on: Dec. 18, 2021. [Online]. Available: 

doi:10.1016/j.ijinfomgt.2020.102211 

[5] V. A. Tsvetkov, A.G. Gurinovich, I. V. Afanasiev, M. S. Anastasov, M. N. Vrazhnova, and V. V. Churin, “Effective 

management of a company’s economic security: 21st century challenges”, International Journal of Civil Engineering 

and Technology, vol. 10, no. 2, pp. 1810-1820, 2019. Accessed on: Dec. 18, 2021. [Online]. Available: 

https://www.researchgate.net/publication/332251230_Effective_management_of_a_company’s_economic_security_21st

_century_challenges 

[6] I. Nhapi, “Challenges for water supply and sanitation in developing countries: case studies from Zimbabwe”, in 

Understanding and Managing Urban Water in Transition, vol. 15. Q. Grafton, K. A. Daniell, C. Nauges, J-D. Rinaudo, 

and N. Chan, Eds. Dordrecht: Springer, 2015, pp. 91-119. Accessed on: Dec. 18, 2021. [Online]. Available: 

doi:10.1007/978-94-017-9801-3_4 

[7] C. D. Enyia, and C. A. Nwuche, “Innovation: a catalyst for effective engagement and economic growth in challenging 

times”, European Journal of Management and Marketing Studies, vol. 5, no. 4, pp. 82-95, 2020. Accessed on: Dec. 18, 

2021. [Online]. Available: https://oapub.org/soc/index.php/EJMMS/article/view/911 

[8] G. Jacobs, A. van Witteloostuijn, and J. Christe-Zeyse, “A theoretical framework of organizational change”, Journal of 

Organizational Change Management, vol. 26, no. 5, pp. 772-792, 2013. Accessed on: Dec. 19, 2021. [Online]. 

Available: doi:10/1108/JOCM-09-2012-0137 

[9] H. Tsoukas, and R. Chia, “On organizational becoming: rethinking organizational change”, Organizational Science, vol. 

13, no. 5, pp. 567-582, 2002. Accessed on: Dec. 19, 2021. [Online]. Available: doi:10.1287/orsc.13.5.567.7810 

[10] B. Motyka, “Employee engagement and performance: a systematic literature review”, International journal of 

Management and Economics, vol. 54, no. 3, pp. 227-244, 2018. Accessed on: Dec. 22, 2021. [Online]. Available: 

doi:10.2478/ijme-2018-0018 

[11] B. Alston, B. Dastoor, and C. Chin-Loy, “Emotional intelligence and transformational leadership to foster 

sustainability”, International Journal of Business and Social Science, vol. 7, no. 5, pp. 9-20, 2016. Accessed on: Dec. 23, 

2021. [Online]. Available: https://ijbssnet.com/journals/Vol_7_No_5_May_2016/2.pdf 

[12] S. B. Merriam, S. D. Rothenberger, and J. A. Corbelli, “Establishing competencies for leadership development for 

postgraduate internal medicine residents”, Journal of Graduate Medical Education, vol. 13, no. 5, pp. 682-690, 2021. 

Accessed on: Dec. 23, 2021. [Online]. Available: doi:10.4300/JGME-D-21-00055.1 

[13] W. Widyanty, A. Daito, S. Riyanto, and D. Nusraningrum, “Gaining a competitive advantage through strategic human 

resource management in Indonesian construction industry”, Management Science Letters, vol. 10, no. 9, pp. 2021-2028, 

2020. Accessed on: Dec. 24, 2021. [Online]. Available: doi:10.5267/j.msl.2020.2.010 

[14] L. R. Men, M. Neill, and C. A. Yue, “Examining the effects of symmetrical internal communication and employee 

engagement on organizational change outcomes”, Public Relations Journal, vol. 13, no. 5, pp. 1-19, 2020. Accessed on: 

Dec. 26, 2021. [Online]. Available: https://prjournal.instituteforpr.org/wp-content/uploads/Men_Neill_Yue_PRJ_Oct-

2020.pdf 

[15] G. Rexhepi, and B. Berisha, “The effects of emotional intelligence in managing changes: an entrepreneurial 

perspective”, World Review of Entrepreneurship, Management and Sustainable Development, vol. 13, no. 2-3, pp. 237-

251, 2017. Accessed on: Dec. 23, 2021. [Online]. Available: 

https://www.inderscienceonline.com/doi/abs/10.1504/WREMSD.2017.083018 

[16] S. Sarangi, and A. Vats, A. “Role of emotional intelligence on employee engagement: a study among Indian 

professionals”, International Journal of Business and Management, vol. 10, no. 6, pp. 431-443, 2015. Accessed on: Dec. 

10, 2021. [Online]. Available: doi:10.5539/ijbm.v10n6p224 

[17] N. Sudibjo, and T. Sutarji, “The roles of job satisfaction, well-being, and emotional intelligence in enhancing the 

teachers’ employee engagements”, Management Science Letters, vol. 10, no. 11, pp. 2477-2482, 2020. Accessed on: 

Dec. 8, 2021. [Online]. Available: doi:10.5267/j.msl.2020.4.002 

[18] C. Swarnalatha, and T. S. Prasanna, “Employee engagement and change management. International Journal of Business 

and Management Invention, vol. 2, no. 6, pp. 01-06, 2013. Accessed on: Dec. 28, 2021. [Online]. Available: 

https://www.ijbmi.org/v2i6(version1).html 

[19] M. K. Tai, and O. A. Kareem, “The relationship between emotional intelligence of school principals in managing change 

and teacher attitudes towards change. International Journal of Leadership in Education, vol. 22, no. 4, 469-485, 2018. 

Accessed on: Dec. 28, 2021. [Online]. Available: doi:10.1080/13603124.2018.1481535 

http://www.ijsdr.org/
https://www.tandfonline.com/doi/full/10.1080/02508060.2020.1773648
https://www.worldscientific.com/doi/abs/10.1142/S2382624X20710022
https://doi.org/10.1016/j.ijinfomgt.2020.102211.
https://www.researchgate.net/publication/332251230_Effective_management_of_a_company's_economic_security_21st_century_challenges
https://www.researchgate.net/publication/332251230_Effective_management_of_a_company's_economic_security_21st_century_challenges
https://link.springer.com/chapter/10.1007/978-94-017-9801-3_4
https://oapub.org/soc/index.php/EJMMS/article/view/911
https://www.emerald.com/insight/content/doi/10/1108/JOCM-09-2012-0137/full/html
https://pubsonline.informs.org/doi/abs/10.1287/orsc.13.5.567.7810
https://doi.org/10.2478/ijme-2018-0018
https://ijbssnet.com/journals/Vol_7_No_5_May_2016/2.pdf
https://doi.org/10.4300/JGME-D-21-00055.1
https://doi.org/10.5267/j.msl.2020.2.010
https://prjournal.instituteforpr.org/wp-content/uploads/Men_Neill_Yue_PRJ_Oct-2020.pdf
https://prjournal.instituteforpr.org/wp-content/uploads/Men_Neill_Yue_PRJ_Oct-2020.pdf
https://www.inderscienceonline.com/doi/abs/10.1504/WREMSD.2017.083018
http://dx.doi.org/10.5539/ijbm.v10n6p224
http://doi.org/10.5267/j.msl.2020.4.002
https://www.ijbmi.org/v2i6(version1).html
https://doi.org/10.1080/13603124.2018.1481535


ISSN: 2455-2631                                                       May 2022 IJSDR | Volume 7 Issue 5 

IJSDR2205042 www.ijsdr.orgInternational Journal of Scientific Development and Research (IJSDR)  254 
 

[20] P. Salovey, and J. D. Mayer, “Emotional intelligence”, Imagination, Cognition and Personality, vol. 9, no. 3, 185-211, 

1990. Accessed on: Dec. 15, 2021. [Online]. Available: doi:10.2190/DUGG-P24E-52WK-6CDG 

[21] N. N. Nguyen, P. T. Nham, and Y. Takahashi, “Relationship between ability – based emotional intelligence, cognitive 

intelligence, and job performance”, Sustainability, vol. 11, no. 8, pp. 2299, 2019. Accessed on: Jan. 5, 2022. [Online]. 

Available: doi:10.3390/su11082299 

[22] T. Pirsoul, M. Parmentier, and F. Nils, “One step beyond emotional intelligence measurement in the career development 

of adult learners: a bi-factor exploratory structural equation modeling framework”, Current Psychology, 2021. Accessed 

on: Jan. 5, 2022. [Online]. Available: doi:10.1007/s12144-021-01772-x 

[23] R. E. Boyatzis, “Competencies as a behavioral approach to emotional intelligence”, Journal of Management 

Development, vol. 28, no. 9, pp. 749-770, 2009. Accessed on: Jan. 8, 2022. [Online]. Available: 

doi:10.1108/02621710910987647 

[24] N. Gayathri, and K. Meenakshi, “A literature review of emotional intelligence”, International Journal of Humanities and 

Social Science Invention, vol. 2, no. 3, pp. 42-51, 2013. Accessed on: Dec. 2, 2021. [Online]. Available: 

https://www.researchgate.net/profile/Nelavoy-Gayathri/publication/281361394_A_Literature_Review 

[25] P. J. O’Connor, A. Hill, M. Kaya, and B. Martin, “The measurement of emotional intelligence: a critical review of the 

literature and recommendations for researchers and practitioners”, Frontiers in Psychology, vol. 10, pp. 1116, 2019. 

Accessed on: Dec. 11, 2021. [Online]. Available: https://www.frontiersin.org/articles/10.3389/fpsyg.2019.01116/full 

[26] K. V. Petrides, R. Pita, and F. Kokkinaki, “The location of trait emotional intelligence in personality factor space”, 

British Journal of Psychology, vol. 98, no. 2, pp. 273-289, 2007. Accessed on: Dec. 11, 2021. [Online]. Available: 

doi:10.1348/000712606X120618 

[27] R. Bar-On, “The Bar-On model of emotional -social intelligence (ESI)”, Psicothema, vol. 18, pp. 13-25, 2006. Accessed 

on: Dec. 10, 2021. [Online]. Available: https://reunido.uniovi.es/index.php/PST/article/view/8415 

[28] H.-M. Choi, A. A. A. Mohammad, and W. G. Kim, “Understanding hotel frontline employees’ emotional intelligence, 

emotional labor, job stress, coping strategies and burnout”, International Journal of Hospitality Management, vol. 82, 

pp. 199-208, 2019. Accessed on: Dec. 10, 2021. [Online]. Available: doi:10.1016/j.ijhm.2019.05.002 

[29] P. Dhani, and T. Sharma, “Effect of emotional intelligence on job performance of IT employees: a gender study”, 

Procedia Computer Science, vol. 122, pp. 180-185, 2017. Accessed on: Dec. 12, 2021. [Online]. Available: 

doi:10.1016/j.procs.2017.11.358 

[30] C. Prentice, S. D. Lopes, and X. Wang, “Emotional intelligence or artificial intelligence – an employee perspective”, 

Journal of Hospitality Marketing and Management, vol. 29, no. 4, pp. 377-403, 2020. Accessed on: Dec. 12, 2021. 

[Online]. Available: doi:10.1080/19368623.2019.1647124 

[31] I. G. M. Suwandana, “Role of transformational leadership mediation: effect of emotional and communication 

intelligence towards teamwork effectiveness”, International Research Journal of Management, IT and Social Sciences, 

vol. 6, no. 2, pp. 52-62, 2019. Accessed on: Dec. 14, 2021. [Online]. Available: doi:10.21744/irjmis.v6n2.608 

[32] N. Harry, and T. Malepane, “Gender and emotional intelligence as predictors of career adaptability in the department of 

water and sanitation in South Africa”, SA Journal of Industrial Psychology, vol. 47, pp. 1-7, 2021. Accessed on: Dec. 13, 

2021. [Online]. Available: doi:10.4102/sajip.v47i0.1828 

[33] D.-B Letam, “Emotional intelligence and organizational commitment in three industrial sub-sectors in Rivers State”, 

International Journal of Advanced Academic Research, vol. 3, no. 9, pp. 1-17, 2017. Accessed on: Dec. 16, 2021. 

[Online]. Available: https://www.ijaar.org/articles/Volume3-Number9/Social-Management-Sciences/ijaar-sms-v3n8-

aug17-p21.pdf 

[34] W. A. Kahn, “Psychological conditions of personal engagement and disengagement at work”, Academy of Management 

Journal, vol. 33, no. 4, pp. 692-724, 1990. Accessed on: Dec. 16, 2021. [Online]. Available: doi:10.5465/256287 

[35] L. Eldor, and E. Vigoda-Gadot, “The nature of employee engagement: rethinking the employee-organization 

relationship”, The International Journal of Human Resource Management, vol. 28, no. 3, pp. 526-552, 2017. Accessed 

on: Dec. 16, 2021. [Online]. Available: doi:10.1080/09585192.2016.1180312 

[36] L. Sun, and C. Bunchapattanasakda, “Employee engagement: a literature review”, International Journal of Human 

Resource Studies, vol. 9, no. 1, pp. 63-80, 2019. Accessed on: Dec. 5, 2021. [Online]. Available: 

doi:10.5296/ijhrs.v9i1.14167 

[37] S. Barik, and A. Kochar, “Antecedents and consequences of employee engagement: a literature review”, International 

Journal of Latest Technology in Engineering, Management and Applied Science, vol. 6, no. 4, pp. 33-38, 2017. Accessed 

on: Dec. 5, 2021. [Online]. Available: https://www.ijltemas.in/DigitalLibrary/Vol.6Issue4/33-38.pdf 

[38] C. Bailey, A. Madden, K. Alfes, and L. Fletcher, “The meaning, antecedents and outcomes of employee engagement: a 

narrative synthesis”, International Journal of Management Reviews, vol. 19, pp. 31-53, 2017. Accessed on: Dec. 8, 

2021. [Online]. Available: doi:10.1111/ijmr.12077 

[39] M. Kang, and M. Sung, “How symmetrical employee communication leads to employee engagement and positive 

employee communication behaviors the mediation of employee – organization relationships. Journal of Communication 

Management, vol. 21, no. 1, pp. 82-102, 2017. Accessed on: Nov. 28, 2021. [Online]. Available: doi:10.1108/JCOM-04-

2016-0026 

[40] S. Osborne, and M. S. Hammoud, “Effective employee engagement in the workplace”, International Journal of Applied 

Management and Technology, vol. 16, no. 1, pp. 50-67, 2017. Accessed on: Dec. 14, 2021. [Online]. Available: 

doi:10.5590/IJAMT.2017.16.1.04 

http://www.ijsdr.org/
https://doi.org/10.2190/DUGG-P24E-52WK-6CDG
https://doi.org/10.3390/su11082299
https://doi.org/10.1007/s12144-021-01772-x
https://doi.org/10.1108/02621710910987647
https://www.researchgate.net/profile/Nelavoy-Gayathri/publication/281361394_A_Literature_Review
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.01116/full
https://www.doi.org/10.1348/000712606X120618
https://reunido.uniovi.es/index.php/PST/article/view/8415
https://doi.org/10.1016/j.ijhm.2019.05.002
https://doi.org/10.1016/j.procs.2017.11.358
https://doi.org/10.1080/19368623.2019.1647124
https://doi.org/10.21744/irjmis.v6n2.608
https://doi.org/10.4102/sajip.v47i0.1828
https://www.ijaar.org/articles/Volume3-Number9/Social-Management-Sciences/ijaar-sms-v3n8-aug17-p21.pdf
https://www.ijaar.org/articles/Volume3-Number9/Social-Management-Sciences/ijaar-sms-v3n8-aug17-p21.pdf
https://doi.org/10.5465/256287
https://www.tandfonline.com/doi/abs/10.1080/09585192.2016.1180312
https://doi.org/10.5296/ijhrs.v9i1.14167
https://www.ijltemas.in/DigitalLibrary/Vol.6Issue4/33-38.pdf
https://doi.org/10.1111/ijmr.12077
https://doi.org/10.1108/JCOM-04-2016-0026
https://doi.org/10.1108/JCOM-04-2016-0026
https://doi.org/10.5590/IJAMT.2017.16.1.04


ISSN: 2455-2631                                                       May 2022 IJSDR | Volume 7 Issue 5 

IJSDR2205042 www.ijsdr.orgInternational Journal of Scientific Development and Research (IJSDR)  255 
 

[41] C. Wang, J. Xu, T. C. Zhang, and Q. M. Li, “Effects of professional identity on turnover intention in China’s hotel 

employees: the mediating role of employee engagement and job satisfaction”, Journal of Hospitality and Tourism 

Management, vol. 45, pp. 10-22, 2020. Accessed on: Dec. 3, 2021. [Online]. Available: doi:10.1016/j.jhtm.2020.07.002 

[42] F. L. K. Ohemeng, T. O. Darko, and E. Amoako-Asiedu, “Employee engagement and task performance in state – owned 

enterprises in developing countries: the case study of the power sector in Ghana”, Journal of Public Affairs, vol. 20, no. 

2, pp. e2021, 2019. Accessed on: Dec. 7, 2021. [Online]. Available: doi:10.1002/pa.2021 

[43] J. J. Owor, “Human resource management practices, employee engagement and organizational citizenship behaviours in 

selected firms in Uganda”, Academic Journals Publication, vol. 10, no. 1, pp. 1-12, 2016. Accessed on: Dec. 4, 2021. 

[Online]. Available: doi:10.5897/AJBM2015.7954 

[44] A. T. Tensay, and M. Singh, “The nexus between HRM, employee engagement and organizational performance of 

federal public service organizations in Ethiopia”, Heliyon, vol. 6, no. 6, e04094, 2020. Accessed on: Dec. 9, 2021. 

[Online]. Available: doi:10.1016/j.heliyon.2020.e04094 

[45] M. A. Firdaus, H. Hamidah, and S. Sutanto, “Antecedent direct and indirect of employee engagement”, Journal of 

Business and Behavioral Entrepreneurship, vol. 3, no. 1, pp. 14-26, 2019. Accessed on: Dec. 15, 2021. [Online]. 

Available: doi:10.21009/JOBBE.003.1.02 

[46] A. D. F. Price, and K. Chahal, “A strategic framework for change management”, Construction Management and 

Economics, vol. 24, pp. 237-251, 2006. Accessed on: Dec. 10, 2021. [Online]. Available: 

doi:10.1080/01446190500227011 

[47] J. W. Moran, and B. K. Brightman, “Leading organizational change”, Career Development International, vol. 6, no. 2, 

pp. 111-119, 2001. Accessed on: Dec. 2, 2021. [Online]. Available: 

https://www.ingentaconnect.com/content/mcb/137/2001/00000006/00000002/art00006 

[48] S. Al-Haddad, and T. Kotnour, “Integrating the organizational change literature: a model for successful change”, Journal 

of Organizational Change Management, vol. 28, no. 2, pp. 234-262, 2015. Accessed on: Dec. 6, 2021. [Online]. 

Available: doi:10.1108/JOCM-11-2013-0215 

[49] N. Aboudzadeh, A. Shoshtari, and S. Hashemnia, “Crisis management: planning for the inevitable”, Management 

Science Letters, vol. 4, no. 6, pp. 1191-1196, 2014. Accessed on: Dec. 18, 2021. [Online]. Available: 

https://growingscience.com/msl/Vol4/msl_2014_132.pdf 

[50] L. Kornélia, “Innovation – the role of trust”, Serbian Journal of Management, vol. 12, no. 2, pp. 331-344, 2017. 

Accessed on: Dec. 22, 2021. [Online]. Available: doi:10.5937/sjm12-12143 

[51] K. L. Rieck, “Inevitable change: the “new normal”, Oral Surgery Oral Medicine Oral Pathology Oral Radiology, vol. 

130, no. 6, pp. 611, 2020. Accessed on: Dec. 12, 2021. [Online]. Available: doi:10.1016/j.oooo.2020.10.003 

[52] J. Stouten, D. M. Rousseau, and D. De Cremer, “Successful organizational change: integrating the management practice 

and scholarly literatures”, Academy of Management Annals, vol.12, no. 2, pp. 752-788, 2018. Accessed on: Dec. 14, 

2021. [Online]. Available: doi:10.5465/annals.2016.0095 

[53] N. Anand, and J.-L. Barsoux, “What everyone gets wrong about change management”, Harvard Business Review, vol. 

95, no. 6, pp. 79-85, 2017. Accessed on: Dec. 12, 2021. [Online]. Available: https://kammsolutions.com/wp-

content/uploads/2019/07/What-Everyone-Gets-Wrong-About-Change-Management.pdf 

[54] L. M. Fonseca, and J. P. Domingues, “Listen to ISO 9001:2015 for organizational competitiveness: correlation between 

change management and improvement”, Proceedings of the International conference on Business Excellence, vol. 11, 

no. 1, pp. 916-926, 2017. Accessed on: Dec. 17, 2021. [Online]. Available: doi:10.1515/picbe-2017-0097 

[55] L. Wanza, and J, K. Nkuraru, “Influence of change management on employee performance: a case of University of 

Eldoret, Kenya”, International Journal of Business and Social Science, vol. 7, no. 4, pp. 190-199, 2016. Accessed on: 

Dec. 8, 2021. [Online]. Available: https://ijbssnet.com/journals/Vol_7_No_4_April_2016/22.pdf 

[56] H. A. Hornstein, “The integration of project management and organizational change management is now a necessity”, 

International Journal of project Management, vol. 33, no. 2, pp. 291-298, 2015. Accessed on: Dec. 11, 2021. [Online]. 

Available: doi:10.1016/j.ijproman.2014.08.005 

[57] D. Straith, J. Adamowski, and K. Reilly, (2014). Exploring the behavioural attributes, strategies and contextual 

knowledge of champions of change in the Canadian water sector”, Canadian Water Resources Journal / Revue 

canadienne des ressources hydriques, vol. 39, no. 3, pp. 255-269, 2014. Accessed on: Dec. 19, 2021. [Online]. 

Available: doi:10.1080/07011784.2014.942576 

[58] D. Bouckenooghe, G. Devos, and H. Van den Broeck, “Organizational change questionnaire – climate of change, 

processes, and readiness: development of a new instrument”, The Journal of Psychology, vol. 143, no. 6, pp. 559-599, 

2009. Accessed on: Dec. 10, 2021. [Online]. Available: doi:10.1080/00223980903218216 

[59] W. Makumbe, “Predictors of effective change management: a literature review”, African Journal of Business 

Management, vol. 10, no. 23, pp. 585-593, 2016. Accessed on: Dec. 2, 2021. [Online]. Available: 

doi:10.5897/AJBM2016.8208 

[60] E. Y. Karamustafa, and O. Kunday, “The relationship between emotional intelligence and employee engagement with 

the moderating role of gender”, International Journal of Economics, Business and Management Research, vol. 2, no. 2, 

pp. 586-603, 2018. Accessed on: Dec. 28, 2021. [Online]. Available: 

https://www.academia.edu/38453530/THE_RELATIONSHIP_BETWEEN_EMOTIONAL_INTELLIGENCE_AND_E

MPLOYEE_ENGAGEMENT_WITH_THE_MODERATING_ROLE_OF_GENDER 

[61] M. Milhem, H. Muda, and K. Ahmed, “The effect of perceived transformational leadership style on employee 

engagement: the mediating effect of leader’s emotional intelligence”, Foundations of Management, vol. 11, no. 1, pp. 

http://www.ijsdr.org/
https://doi.org/10.1016/j.jhtm.2020.07.002
https://doi.org/10.1002/pa.2021
https://doi.org/10.5897/AJBM2015.7954
https://doi.org/10.1016/j.heliyon.2020.e04094
https://doi.org/10.21009/JOBBE.003.1.02
https://doi.org/10.1080/01446190500227011
https://www.ingentaconnect.com/content/mcb/137/2001/00000006/00000002/art00006
https://doi.org/10.1108/JOCM-11-2013-0215
https://growingscience.com/msl/Vol4/msl_2014_132.pdf
https://doi.org/10.5937/sjm12-12143
https://doi.org/10.1016/j.oooo.2020.10.003
http://doi.org/10.5465/annals.2016.0095
https://kammsolutions.com/wp-content/uploads/2019/07/What-Everyone-Gets-Wrong-About-Change-Management.pdf
https://kammsolutions.com/wp-content/uploads/2019/07/What-Everyone-Gets-Wrong-About-Change-Management.pdf
https://doi.org/10.1515/picbe-2017-0097
https://ijbssnet.com/journals/Vol_7_No_4_April_2016/22.pdf
https://doi.org/10.1016/j.ijproman.2014.08.005
http://doi.org/10.1080/07011784.2014.942576
https://www.tandfonline.com/doi/abs/10.1080/00223980903218216
https://doi.org/10.5897/AJBM2016.8208
https://www.academia.edu/38453530/THE_RELATIONSHIP_BETWEEN_EMOTIONAL_INTELLIGENCE_AND_EMPLOYEE_ENGAGEMENT_WITH_THE_MODERATING_ROLE_OF_GENDER
https://www.academia.edu/38453530/THE_RELATIONSHIP_BETWEEN_EMOTIONAL_INTELLIGENCE_AND_EMPLOYEE_ENGAGEMENT_WITH_THE_MODERATING_ROLE_OF_GENDER


ISSN: 2455-2631                                                       May 2022 IJSDR | Volume 7 Issue 5 

IJSDR2205042 www.ijsdr.orgInternational Journal of Scientific Development and Research (IJSDR)  256 
 

33-42, 2019. Accessed on: Dec. 27, 2021. [Online]. Available: https://www.researchgate.net/profile/Habsah-

Muda/publication/334740481_THE_IMPACT_OF_TRANSFORMATIONAL 

[62] S. Deshwal, “Impact of emotional intelligence on employee engagement”, International Journal of Multidisciplinary 

Research and Development, vol. 2, no. 3, pp. 255-256, 2015. Accessed on: Dec. 27, 2021. [Online]. Available: 

https://www.researchgate.net/profile/Shavita-Deshwal/publication/291274292_Impact_of_emotional_intelligence 

[63] Y. Brunetto, S. T. T. Teo, K. Shacklock, and R. Farr-Wharton, “Emotional intelligence, job satisfaction, well-being and 

engagement: explaining organizational commitment and turnover intentions in policing”, Human Resource Management 

Journal, vol. 22, no. 4, pp. 428-441, 2012. Accessed on: Dec. 20, 2021. [Online]. Available: doi:10.1111/j.1748-

8583.2012.00198.x 

[64] M. N. Islam, F. Furuoka, and A. Idris, “Employee engagement and organisational change initiatives: does 

transformational leadership, valence, and trust make a difference”, Global Business and Organisational Excellence, vol. 

40, no. 3, pp. 50-62, 2021. Accessed on: Dec. 20, 2021. [Online]. Available: doi:10.1002/joe.22078 

[65] W. L. H. Mangundjaya, “Are organizational commitment and employee engagement important in achieving individual 

readiness for change?”, Humanitas: Jurnal Psikologi Indonesia, vol. 9, no. 2, pp. 24532, 2012. Accessed on: Dec. 21, 

2021. [Online]. Available: doi:10.26555/humanitas.v9i2.344 

[66] A. Gill, “Employee engagement in a change environment”, Strategic HR Review, vol. 8, no. 2, 19-24, 2009. Accessed 

on: Dec. 24, 2021. [Online]. Available: doi:10.1108/14754390910937549/full/html 

[67] S. F. Rasool, M. Wang, M. Tang, A. Saeed, and J. Iqbal, “How toxic workplace environment effects the employee 

engagement: the mediating role of organizational support and employee wellbeing”, International Journal of 

Environmental Research and Public Health, vol. 18, no. 5, 2294, 2021. Accessed on: Dec. 16, 2021. [Online]. Available: 

doi:10.3390/ijerph18052294 

[68] J. Chien, “The impact of change management on employee satisfaction and engagement”, International Journal of 

Economics and Management Engineering, vol.  9, no. 5, pp. 1717-1722, 2015. Accessed on: Dec. 22, 2021. [Online]. 

Available: http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.820.1268&rep=rep1&type=pdf 

[69] J. D. Parent, and K. J. Lovelace, “Employee engagement, positive organizational culture and individual adaptability”, On 

the Horizon, vol. 26, no. 3, pp. 206-214, 2018. Accessed on: Dec. 15, 2021. [Online]. Available: doi:10.1108/OTH-01-

2018-0003 

[70] J. Ugoani, “Emotional intelligence and successful change management in the Nigerian banking industry”, Independent 

Journal of Management & Production, vol. 8, no. 2, pp. 335-361, 2017. Accessed on: Dec. 18, 2021. [Online]. 

Available: https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3001821 

[71] H. M. Gelaidan, A. Al-Swidi, and H. A. Mabkhot, “Employee readiness for change in public higher education 

institutions: examining the joint effect of leadership behavior and emotional intelligence”, International Journal of 

Public Administration, vol. 41, no. 2, pp. 150-158, 2018. Accessed on: Dec. 19, 2021. [Online]. Available: 

doi:10.1080/01900692.2016.1255962 

[72] N. Nordin, “The influence of emotional intelligence, leadership behavior and organizational commitment on 

organizational readiness for change in higher learning institution”, Procedia-Social and Behavioral Sciences, vol. 29, pp. 

129-138, 2011. Accessed on: Dec. 18, 2021. [Online]. Available: 

https://www.sciencedirect.com/science/article/pii/S1877042811026784 

[73] T. Sharma, and S. Singh, “Relationship of emotional intelligence with cultural intelligence and change readiness of 

Indian managers in the service sector”, Journal of Organizational Change, vol. 34, no. 7, pp. 1245-1256, 2018. Accessed 

on: Dec. 16, 2021. [Online]. Available: doi:10.1108/JOCM-05-2017-0193 

[74] R. Dhingra, and B. K. Punia, “Relational analysis of emotional intelligence and change management: a suggestive model 

for enriching change management skills”, Vision, vol. 20, no. 4, pp. 312-322, 2016. Accessed on: Dec. 18, 2021. 

[Online]. Available: doi:10.1177/0972262916668726 

[75] L. T. Choy, “The strengths and weaknesses of research methodology: comparison and complimentary between 

qualitative and quantitative approaches”, IOSR Journal of Humanities and Social Science, vol. 19, no. 4, pp. 99-104, 

2014. Accessed on: Nov. 18, 2021. [Online]. Available: doi:10.9790/0837-194399104 

[76] A. Queirós, D. Faria, and F. Almeida, “Strengths and limitations of qualitative and quantitative research methods”, 

European Journal of Education Studies, vol. 3, no. 9, 369-387, 2017. Accessed on: Nov. 18, 2021. [Online]. Available: 

http://oapub.org/edu/index.php/ejes/article/view/1017 

[77] J. Reades, J. D. Souza, and P. Hubbard, “Understanding urban gentrification through machine learning”, Urban Studies, 

vol. 56, no. 5, pp. 922-942, 2019. Accessed on: Nov. 26, 2021. [Online]. Available: doi:10.1177/0042098018789054 

[78] O. S. Masue, I. L. Swai, and M. G. Anasel, “The qualitative-quantitative disparities in social science research: what does 

qualitative comparative analysis (QCA) bring in to bridge the gap?”, Asian Social Science, vol. 9, no. 10, pp. 211-221, 

2013. Accessed on: Nov. 30, 2021. [Online]. Available: 

https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.897.1415&rep=rep1&type=pdf 

[79] K. Wouters, J. Maesschalck, C. F. W. Peeters, and M. Roosen, “Methodological issues in the design of online surveys 

for measuring unethical work behavior: recommendations on the basis of a split-ballot experiment”, Journal of Business 

Ethics, vol. 120, pp. 275-289, 2014. Accessed on: Nov. 30, 2021. [Online]. Available:                                                                                                                               

doi:10.1007/s10551-013-1659-5 

[80] C. S. Wong, and K. S. Law, “The effects of leader and follower emotional intelligence on performance and attitude: an 

exploratory study”, The Leadership Quarterly, vol. 13, no. 3, pp. 243-274, 2002. Accessed on: Dec. 14, 2021. [Online]. 

Available: doi:10.1016/S1048-9843(02)00099-1 

http://www.ijsdr.org/
https://www.researchgate.net/profile/Habsah-Muda/publication/334740481_THE_IMPACT_OF_TRANSFORMATIONAL
https://www.researchgate.net/profile/Habsah-Muda/publication/334740481_THE_IMPACT_OF_TRANSFORMATIONAL
https://www.researchgate.net/profile/Shavita-Deshwal/publication/291274292_Impact_of_emotional_intelligence
https://doi.org/10.1111/j.1748-8583.2012.00198.x
https://doi.org/10.1111/j.1748-8583.2012.00198.x
https://onlinelibrary.wiley.com/doi/abs/10.1002/joe.22078
https://doi.org/10.26555/humanitas.v9i2.344
https://www.emerald.com/insight/content/doi/10.1108/14754390910937549/full/html
https://doi.org/10.3390/ijerph18052294
http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.820.1268&rep=rep1&type=pdf
https://www.emerald.com/insight/content/doi/10.1108/OTH-01-2018-0003/full/html
https://www.emerald.com/insight/content/doi/10.1108/OTH-01-2018-0003/full/html
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3001821
https://www.tandfonline.com/doi/abs/10.1080/01900692.2016.1255962
https://www.sciencedirect.com/science/article/pii/S1877042811026784
https://www.emerald.com/insight/content/doi/10.1108/JOCM-05-2017-0193
https://journals.sagepub.com/doi/abs/10.1177/0972262916668726
https://doi.org/10.9790/0837-194399104
http://oapub.org/edu/index.php/ejes/article/view/1017
https://journals.sagepub.com/doi/abs/10.1177/0042098018789054
https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.897.1415&rep=rep1&type=pdf
https://link.springer.com/article/10.1007/s10551-013-1659-5
https://doi.org/10.1016/S1048-9843(02)00099-1


ISSN: 2455-2631                                                       May 2022 IJSDR | Volume 7 Issue 5 

IJSDR2205042 www.ijsdr.orgInternational Journal of Scientific Development and Research (IJSDR)  257 
 

[81] K. S. Law, C. S. Wong, and L. J. Song, “The construct and criterion validity of emotional intelligence and its potential 

utility for management studies”, Journal of Applied Psychology, vol. 89, no. 3, pp. 483-496, 2004. Accessed on: Dec. 14, 

2021. [Online]. Available: https://psycnet.apa.org/record/2004-95165-008 

[82] W. S. W. Sulaiman, and M. Z. M. Noor, “Examining the psychometric properties of the Wong and Law Emotional 

Intelligences Scale (WLEIS)”, e-Bangi, vol. 12, no. 3, pp. 82-90, 2015. Accessed on: Dec. 14, 2021. [Online]. Available: 

http://journalarticle.ukm.my/10257/ 

[83] Y. Zhu, C. Liu, B. Guo, L. Zhao, and F. Lou, “The impact of emotional intelligence on work engagement of registered 

nurses: the mediating role of organizational justice”, Journal of Clinical Nursing, vol. 120, no. 15-16, pp. 2115-2124, 

2015. Accessed on: Dec. 28, 2021. [Online]. Available: doi:10.1111/jocn.12807 

[84] W. B. Schaufeli, and A. B. Bakker, “Utrecht Work Engagement Scale: preliminary manual”, Wilmar Schaufeli, 2003. 

Accessed on: Dec. 14, 2021. [Online]. Available: 

https://www.wilmarschaufeli.nl/publications/Schaufeli/Test%20Manuals/Test_manual_UWES_English.pdf 

[85] W. B. Schaufeli, A. B. Bakker, and M. Salanova, “The measurement of work engagement with a short questionnaire: a 

cross – national study”, Educational Psychological Measurement, vol. 66, no. 4, pp. 701-716, 2006. Accessed on: Dec. 

14, 2021. [Online]. Available: doi:10.1177/0013164405282471 

[86] P. Seppälä, S. Mauno, T. Feldt, J. Hakanen, U. Kinnunen, A. Tolvanen, and W. Schaufeli, (2009). The construct validity 

of the Utrecht Work Engagement Scale: multisample and longitudinal evidence”, Journal of Happiness Studies, vol. 10, 

no. 4, pp. 459, 2009. Accessed on: Dec. 21, 2021. [Online]. Available: doi:10.1007/s10902-008-9100-y 

 

 

 

http://www.ijsdr.org/
https://psycnet.apa.org/record/2004-95165-008
http://journalarticle.ukm.my/10257/
https://onlinelibrary.wiley.com/doi/abs/10.1111/jocn.12807
https://www.wilmarschaufeli.nl/publications/Schaufeli/Test%20Manuals/Test_manual_UWES_English.pdf
https://doi.org/10.1177/0013164405282471
https://doi.org/10.1007/s10902-008-9100-y

