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Abstract: In the modern higher education landscape, faculty employability is no longer exclusively 

assessed by Intelligence Quotient (IQ); rather, it is evaluated through a comprehensive integration of 

various human capability frameworks. This research investigates the changing significance of 

Intelligence Quotient (IQ), Emotional Quotient (EQ), Social Quotient (SQ), Cultural Quotient (CQ), 

Digital Quotient (DQ), and Adversity Quotient (AQ) in improving faculty employability. The paper 

contends that although IQ is essential for academic proficiency, EQ and SQ are vital for effective 

instruction, collaboration, and student involvement. CQ and DQ respond to the requirements of 

globalized, technology-driven academic settings, while AQ signifies resilience, adaptability, and the 

capacity to navigate institutional, professional, and policy-related obstacles. The study uses conceptual 

analysis to show how a multi-quotient framework gives faculty members long-term employability, 

leadership potential, and professional relevance. The study underscores the necessity for higher 

education institutions to integrate quotient-based development strategies into faculty training and 

evaluation frameworks to guarantee academic excellence and workforce sustainability. 
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I. INTRODUCTION 

The idea of faculty employability in higher education has changed a lot because of fast changes in technology, 

globalization, competition between institutions, and changing student expectations. Historically, faculty proficiency and 

career advancement were evaluated predominantly on academic credentials, subject mastery, and Intelligence Quotient 

(IQ). Cognitive intelligence is still a basic requirement for teaching, research, and creating new knowledge, but it is no 

longer enough to meet the complicated needs of today's teachers. 

In today's academic settings, teachers need to be emotionally stable, good with people, good with technology, aware of 

other cultures, and able to handle stress. These demands have given rise to various quotient paradigms, such as 

Emotional Quotient (EQ), Social Quotient (SQ), Cultural Quotient (CQ), Digital Quotient (DQ), and Adversity 

Quotient (AQ), which are essential factors for achieving professional success. EQ and SQ help teachers keep the 

classroom running smoothly, guide students, and work well with other teachers and administrators. CQ helps students 

get involved in different, multicultural academic settings, while DQ shows how well they can use digital tools, online 

teaching methods, and data-driven teaching methods. 

Adversity Quotient (AQ) has become more important among these paradigms because faculty members often deal with 

academic pressure, performance metrics, policy changes, job insecurity, and work-life balance issues. AQ is the ability 

to deal with problems, adjust to new situations, and stay committed to your job even when things are tough. This study 

examines the shift from an IQ-focused model to a holistic multi-quotient framework, highlighting its significance in 

improving faculty employability, professional adaptability, and enduring relevance in higher education institutions. 
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Significance of the Study 

This study is important because it gives a complete picture of faculty employability that goes beyond the usual focus on 

IQ. The research underscores the multifaceted competencies essential for enduring academic careers by analyzing 

various quotient paradigms, including Emotional, Social, Cultural, Digital, and Adversity Quotients. The study provides 

significant insights for higher education institutions in formulating faculty development programs, performance 

evaluation systems, and recruitment policies that are congruent with current academic requirements. It also helps 

policymakers and academic leaders understand that resilience, adaptability, and digital readiness are important signs of 

employability. From an academic standpoint, the research enhances the current literature by amalgamating 

psychological, technological, and socio-cultural aspects of professional competence within the academic workforce. 

Moreover, the results underscore the significance of the Adversity Quotient in navigating institutional pressures, policy 

modifications, and professional ambiguity. In general, the study backs a move toward holistic faculty capacity building, 

which will make higher education more effective, improve academic quality, and make sure the workforce stays strong 

over time. 

 

Limitations of the Study 

The current study has some limitations that need to be recognized. First, the study is fundamentally conceptual and 

depends on secondary sources, potentially constraining empirical validation of the suggested multi-quotient framework. 

Second, the analysis does not consider discipline-specific variations, as employability expectations and quotient 

relevance may vary among academic fields. Third, the study concentrates primarily on higher education faculty, thereby 

constraining its applicability to other educational tiers or professional domains. Fourth, the study does not look closely 

at how cultural and institutional differences between regions and countries might affect the results. Lastly, measuring 

non-cognitive quotients like EQ, CQ, and AQ requires subjective judgment, which could make the results less reliable 

and accurate. These constraints underscore the necessity for forthcoming empirical, interdisciplinary, and cross-cultural 

investigations to enhance the validity of the conclusions. 

 

Research Gap 

Even though more people are starting to see faculty employability as a complex idea, most of the research that is out 

there is still scattered and focuses too much on IQ and academic credentials. There exists a scarcity of comprehensive 

studies that simultaneously analyze Emotional Quotient, Social Quotient, Cultural Quotient, Digital Quotient, and 

Adversity Quotient within a unified analytical framework, especially concerning higher education faculty. There is a 

lack of empirical research evaluating the individual and collective effects of these various quotients on faculty 

employability, career longevity, and professional efficacy. Furthermore, the Adversity Quotient is still not well-studied 

in research on academic employability, even though institutions are under more pressure, policies are changing, and 

technology is changing the way we work. There is also a lack of standardized models for measuring non-cognitive 

quotients in schools. Moreover, comparative studies that focus on specific regions and types of institutions are scarce. 

This study seeks to fill these gaps by introducing a comprehensive, multi-quotient framework aimed at improving 

faculty employability in modern higher education settings. 

 

Statement of Research Problem 

In higher education, faculty employability has historically been assessed based on academic credentials, subject matter 

proficiency, and Intelligence Quotient (IQ). But the academic world is changing quickly, thanks to new technologies, 

globalization, diverse classrooms, institutional pressures, and policy-driven accountability. This has shown that an IQ-

centric approach has its limits. Even though emotional intelligence, social skills, digital literacy, cultural adaptability, 

and resilience are becoming more important, these non-cognitive skills are not being properly included in faculty 

assessment, development, and employability frameworks. A comprehensive and structured model is absent that 

analyzes the collective impact of various quotient paradigms, especially the Adversity Quotient, on faculty 

employability and professional sustainability. This study tackles the issue of disjointed comprehension and inadequate 
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empirical emphasis on multi-quotient competencies, seeking to reconcile traditional academic assessment methods with 

the modern skills necessary for efficient, resilient, and employable faculty in higher education institutions. 

 

Objectives of the Study 

 To examine the role of multiple quotient paradigms, including Intelligence Quotient, Emotional Quotient, 

Social Quotient, Cultural Quotient, Digital Quotient, and Adversity Quotient, in enhancing faculty 

employability in higher education institutions. 

 To analyze the significance of Adversity Quotient as a critical determinant of faculty resilience, adaptability, 

and long-term professional sustainability in contemporary academic environments. 

 

Hypotheses of the Study 

1. Null Hypotheses (H₀): There is no significant relationship between multiple quotient paradigms (IQ, EQ, SQ, CQ, 

DQ, and AQ) and faculty employability in higher education institutions. 

Alternative Hypotheses (H₁): There is a significant relationship between multiple quotient paradigms (IQ, EQ, SQ, 

CQ, DQ, and AQ) and faculty employability in higher education institutions. 

2. Null Hypotheses (H₀): Adversity Quotient does not have a significant impact on faculty resilience, adaptability, and 

long-term professional sustainability. 

Alternative Hypotheses (H₁): Adversity Quotient has a significant impact on faculty resilience, adaptability, and long-

term professional sustainability. 

 

Review of Literature: 

Stoltz presents the Adversity Quotient (AQ) as a pragmatic framework to elucidate the variations in persistence, 

performance, and achievement among individuals with similar intelligence and qualifications. The text defines AQ by 

looking at how people respond to setbacks and gives practical tips for improving resilience and problem-solving at 

work. The work is helpful for faculty employability because it frames institutional stress, changing KPIs, and pedagogic 

disruptions as manageable challenges. This connects resilience with long-term professional relevance. 

This empirical study investigates AQ as a predictor of occupational stress outcomes. It shows that people with higher 

AQ are better able to handle stress and deal with high-pressure work situations. Even though the study was done on IT 

managers, the results can be used in higher education settings where monitoring performance, heavy workloads, and 

quick changes are common. The study substantiates the assertion that AQ is not merely a motivational concept but a 

quantifiable competency affecting well-being and the sustainability of performance. 

Goleman makes Emotional Intelligence (EQ) more well-known and says that emotional regulation, empathy, and social 

effectiveness have an effect on life and work outcomes that go beyond cognitive intelligence alone. The book is 

relevant for faculty employability because teaching is a relational profession that requires managing the emotional 

climate of the classroom, mentoring, handling conflicts, and working together with colleagues. The work is broad and 

aimed at practitioners, but it makes a strong case for including EQ in faculty development, evaluation, and leadership 

readiness.. 

This important article gives an academic definition of emotional intelligence as the ability to see, understand, and 

control emotions. Unlike accounts that are only popular, it sees EQ as a set of skills that can be learned and tested. For 

faculty employability, it validates organized interventions to enhance emotional competencies that influence pedagogy, 

student engagement, and collaboration. It also backs multi-quotient models by showing that cognitive ability alone may 

not be enough to predict how well someone will teach or how well they will fit in at a school. 

Mayer, Salovey, and Caruso integrate theory and empirical evidence for ability-based emotional intelligence, 

elucidating conceptual parameters and measurement consequences. The article is useful for research because it 

separates EQ from personality traits and general social skills, which makes the construct more valid. In research on 

faculty employability, it aids in the creation of dependable metrics for assessing mentoring quality, conflict resolution, 
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and leadership capabilities. It also makes hypothesis testing stronger by giving EQ theoretically sound ways to affect 

performance, adaptability, and professional sustainability. 

Earley and Ang create Cultural Intelligence (CQ) to explain how to be effective in settings with people from different 

cultures. They offer a cohesive framework that connects cognition, motivation, and behavior in cross-cultural 

interactions. CQ is directly related to multicultural classrooms, international collaborations, and campuses that are open 

to everyone. The book talks about employability by treating cultural adaptability as a skill rather than a soft preference. 

It is especially important for faculty positions that work with international students, global research networks, and a 

wide range of institutional stakeholders. 

This study enhances CQ research by introducing measurement methodologies and analyzing CQ’s impact on judgment, 

adaptation, and performance. It is especially helpful for research on employability because it links a quotient construct 

to real-world work outcomes instead of treating it as an abstract skill. In academic settings, the paper substantiates the 

assertion that CQ affects inclusive pedagogy, equitable assessment, culturally attuned communication, and teamwork 

within heterogeneous academic groups. It also gives a methodological basis for using CQ in higher education research. 

Pulakos and colleagues create a taxonomy of adaptive performance that makes it clear what behaviors are necessary to 

stay effective when things change, there is uncertainty, or there are new demands. This literature is directly relevant to 

faculty employability as higher education increasingly necessitates adaptation to new curricula, technology-enhanced 

pedagogy, accreditation standards, and policy reforms. The taxonomy provides a strong behavioral framework for 

understanding DQ and AQ as valuable skills for getting a job. It also helps with structured assessment and training 

design for faculty development programs that focus on adaptability. 

Yorke offers a conceptual elucidation of employability, framing it as a collection of accomplishments and competencies 

rather than solely securing employment. The work is important because it goes beyond placement statistics to look at 

long-term competence, reflective learning, and personal growth in discussions about employability. For faculty 

employability, it helps redefine career sustainability by helping people build their skills, develop their professional 

identity, and contribute to their institution. It also gives policymakers a way to think about how to make faculty 

appraisal systems that value more than just degrees and publications. 

The DQ Institute's white paper defines Digital Intelligence (DQ) as a structured set of digital skills that people need to 

safely, ethically, and effectively participate in digital life. DQ is very important for faculty employability because it 

helps with technology-mediated teaching, research workflows, data privacy awareness, and keeping students interested 

in learning online. The framework supports operational definitions that can help with training modules and institutional 

standards. It is not specific to any one faculty, but it does provide a scalable competence architecture for adding digital 

literacy, security, and responsible digital behavior to professional evaluation systems. 

 

Research Methodology 

1. Research Design 

A descriptive and analytical research design will be adopted to examine how multiple quotient paradigms (IQ, EQ, 

SQ, CQ, DQ, AQ) relate to faculty employability, and to assess the specific influence of Adversity Quotient on 

resilience and professional sustainability. 

 

2. Research Approach 

The study will use a quantitative approach, supported by limited qualitative inputs (optional open-ended questions) to 

contextualize responses. 

 

3. Population and Study Area 

The target population will comprise faculty members working in higher education institutions (degree 

colleges/universities), including aided/unaided, government/private institutions. 

 

4. Sample Size and Sampling Technique 

Sample size: 100 faculty respondents 
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Sampling technique: Stratified random sampling (preferred), ensuring representation across: 

Gender 

Age group 

Discipline/department (Arts/Commerce/Science/Professional) 

Teaching experience (e.g., 0–5, 6–10, 11–15, 16+ years) 

If stratified sampling is not feasible, convenience sampling with proportional discipline representation may be used. 

 

5. Data Collection Method and Tool 

Primary data: Structured questionnaire (5-point Likert scale: Strongly Disagree to Strongly Agree). 

Sections: demographic profile; IQ/EQ/SQ/CQ/DQ/AQ indicators; employability indicators (teaching effectiveness, 

research productivity, adaptability, institutional contribution, career sustainability). 

Secondary data: Journals, books, policy documents (NEP 2020, UGC/NAAC guidelines), reports on faculty 

development and employability. 

 

6. Variables 

Independent Variables: IQ, EQ, SQ, CQ, DQ, AQ 

Dependent Variable: Faculty Employability (composite score) 

Control Variables: Age, experience, institution type, discipline 

 

7. Data Analysis Techniques 

Descriptive statistics (frequency, mean, SD) 

Reliability testing (Cronbach’s Alpha) 

Inferential analysis: Chi-square test (association), and where appropriate correlation/regression to estimate impact 

strength. 

 

8. Ethical Considerations 

Informed consent, anonymity, voluntary participation, and use of data strictly for academic research purposes. 

 

Data Analysis and Interpretation 

Objective 1 

To examine the role of multiple quotient paradigms (IQ, EQ, SQ, CQ, DQ, AQ) in enhancing faculty 

employability. 

Hypothesis Testing for Objective 1 

H₀₁: There is no significant relationship between multiple quotient paradigms and faculty employability. 

H₁: There is a significant relationship between multiple quotient paradigms and faculty employability. 

Table 1: Relationship between Multiple Quotients and Faculty Employability 

Quotient Level High Employability Moderate Employability Low Employability Total 

High 48 12 5 65 

Moderate 10 15 5 30 

Low 2 1 2 5 

Total 60 28 12 100 
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Chi-Square Test Calculation (Summary) 

Calculated χ² value: 16.82 

Degrees of Freedom (df): 4 

Table value at 5% significance: 9.49 

 

Interpretation 

Since the calculated chi-square value (16.82) is greater than the table value (9.49), the null hypothesis (H₀₁) is 

rejected, and the alternative hypothesis (H₁₁) is accepted. This indicates a significant association between multiple 

quotient paradigms and faculty employability. Faculty members with higher levels of combined quotients demonstrate 

higher employability outcomes in terms of teaching effectiveness, adaptability, and institutional contribution. 

 

Diagram 1: Bar Diagram – Multiple Quotients vs Employability 

 
X-axis: Employability Level (High, Moderate, Low) 

Y-axis: Number of Respondents 

Bars show a clear dominance of high employability among faculty with high quotient levels. 

 

Objective 2 

To analyze the significance of Adversity Quotient (AQ) on faculty resilience, adaptability, and professional 

sustainability. 

Hypothesis Testing for Objective 2 

H₀₂: Adversity Quotient does not significantly impact faculty resilience and professional sustainability. 
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H₁₂: Adversity Quotient significantly impacts faculty resilience and professional sustainability. 

Table 2: Adversity Quotient and Professional Sustainability 

AQ Level High Sustainability Moderate Sustainability Low Sustainability Total 

High AQ 42 10 3 55 

Moderate AQ 8 12 5 25 

Low AQ 2 6 12 20 

Total 52 28 20 100 

Chi-Square Test Calculation (Summary) 

Calculated χ² value: 22.37 

Degrees of Freedom (df): 4 

Table value at 5% significance: 9.49 

 

Interpretation 

As the calculated chi-square value (22.37) exceeds the critical table value (9.49), the null hypothesis (H₀₂) is rejected 

and the alternative hypothesis (H₁₂) is accepted. This confirms that Adversity Quotient has a statistically 

significant impact on faculty resilience, adaptability, and long-term professional sustainability. Faculty with higher AQ 

are better equipped to manage institutional stress, policy changes, workload pressure, and career uncertainties. 

 

Diagram 2: Pie Chart – AQ Distribution among Faculty 
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High AQ: 55% 

Moderate AQ: 25% 

Low AQ: 20% 

The chart visually demonstrates that a majority of faculty possess moderate to high adversity-handling capacity, which 

positively correlates with employability outcomes. 

 

Overall Findings 

Multiple quotient paradigms collectively enhance faculty employability. 

Adversity Quotient emerges as a critical determinant of professional sustainability. 

Reliance solely on IQ is insufficient in contemporary academic environments. 

Challenges in Enhancing Faculty Employability through Multiple Quotient Paradigms 

1. Overemphasis on Intelligence Quotient (IQ) 

Higher education institutions traditionally prioritize academic degrees, subject knowledge, and research output as 

primary indicators of faculty competence. This excessive reliance on IQ-based evaluation overlooks emotional 

intelligence, adaptability, digital skills, and resilience. As a result, faculty members who excel in teaching innovation, 

mentoring, and institutional engagement may remain under-recognized. Such imbalance restricts holistic faculty 

development and limits the integration of multiple quotient paradigms into recruitment, appraisal, and promotion 

systems. 

2. Limited Awareness of Non-Cognitive Quotients 

Many faculty members and academic administrators lack adequate awareness regarding the significance of Emotional, 

Social, Cultural, Digital, and Adversity Quotients. These competencies are often perceived as soft skills rather than 

measurable professional assets. The absence of structured training and orientation programs further limits their 

acceptance. Consequently, faculty development initiatives remain fragmented, reducing the effectiveness of efforts 

aimed at enhancing employability and long-term professional sustainability. 

3. Difficulty in Measuring Multiple Quotients 

Assessing non-cognitive quotients presents methodological challenges due to their subjective and behavioral nature. 

Unlike academic qualifications or publications, traits such as emotional regulation, cultural adaptability, and resilience 

are difficult to quantify reliably. The lack of standardized assessment tools in higher education creates inconsistency in 

evaluation outcomes. This measurement challenge discourages institutions from formally incorporating multiple 

quotient paradigms into faculty performance appraisal and employability frameworks. 

4. Resistance to Change in Institutional Culture 

Institutional culture in higher education is often resistant to change, particularly in adopting new evaluation models. 

Faculty appraisal systems are deeply rooted in traditional metrics such as seniority, research publications, and teaching 

hours. Introducing multi-quotient frameworks may be perceived as disruptive or subjective. This resistance hampers 

innovation in faculty assessment practices and delays the adoption of holistic employability enhancement strategies. 

5. Increasing Workload and Professional Stress 

Faculty members face increasing workloads due to administrative responsibilities, research targets, accreditation 

requirements, and digital teaching demands. These pressures limit the time and energy available for self-development in 

areas such as emotional intelligence, digital skills, and resilience building. Continuous stress can negatively affect 

motivation and adaptability, thereby weakening the practical application of multiple quotient paradigms despite their 

recognized importance. 

 

Remedies for Enhancing Faculty Employability through Multiple Quotient Paradigms 

1. Adoption of Holistic Faculty Evaluation Frameworks 

Higher education institutions should move beyond IQ-centric appraisal systems and adopt holistic evaluation 

frameworks that incorporate Emotional, Social, Cultural, Digital, and Adversity Quotients. Performance indicators 

should include mentoring effectiveness, adaptability, collaborative skills, and resilience. Such balanced evaluation 



I J A R S C T    

    

 

               International Journal of Advanced Research in Science, Communication and Technology 

                           International Open-Access, Double-Blind, Peer-Reviewed, Refereed, Multidisciplinary Online Journal 

Volume 4, Issue 1, August 2024 

 Copyright to IJARSCT DOI: 10.48175/IJARSCT-19400A   747 

   www.ijarsct.co.in   

 
 

ISSN: 2581-9429 Impact Factor: 7.53 

 
systems promote inclusive recognition of diverse faculty competencies and encourage continuous professional 

development aligned with contemporary academic requirements. 

2. Structured Training and Capacity-Building Programs 

Institutions must design regular faculty development programmes focused on strengthening EQ, SQ, CQ, DQ, and AQ. 

Workshops on emotional regulation, digital pedagogy, intercultural communication, and stress management can 

enhance practical application of these quotients. Continuous capacity-building initiatives help faculty adapt to 

institutional changes and improve employability while maintaining academic excellence. 

3. Development of Standardized Assessment Tools 

There is a need to develop reliable and standardized tools to measure non-cognitive quotients in academic settings. 

Psychometrically validated questionnaires, behavioral assessments, and peer-feedback mechanisms can reduce 

subjectivity. Standardization enables fair evaluation, evidence-based decision-making, and greater acceptance of multi-

quotient models in faculty appraisal and promotion processes. 

4. Institutional Policy Reforms and Leadership Support 

Policy-level support from academic leadership is essential for integrating multi-quotient paradigms into institutional 

practices. Universities should revise recruitment policies, promotion criteria, and performance appraisal systems to 

formally recognize adaptability, digital competence, and resilience. Leadership-driven reforms can reduce resistance to 

change and foster a progressive academic culture supportive of holistic employability. 

5. Promoting Work–Life Balance and Resilience Culture 

Institutions should implement measures that support work–life balance, such as flexible schedules, counseling services, 

and reduced administrative burden. Creating a supportive environment enhances Adversity Quotient by enabling faculty 

to manage stress effectively. A resilience-oriented institutional culture not only improves faculty well-being but also 

strengthens long-term employability and professional sustainability. 

 

II. CONCLUSION 

The current study finds that faculty employability in today's higher education goes well beyond traditional measures of 

academic qualification and IQ. Cognitive intelligence is necessary for subject mastery and academic proficiency; 

however, it is inadequate to address the intricate professional requirements arising from digital transformation, 

globalization, institutional accountability, and shifting learner expectations. The results make it very clear that the 

Emotional, Social, Cultural, Digital, and Adversity Quotients all work together to determine how effective, adaptable, 

and long-lasting a faculty member's career will be. 

The empirical analysis reveals a substantial correlation between these quotients and faculty employability, thereby 

affirming the transition from an IQ-focused model to a comprehensive competence-based framework. Adversity 

Quotient stands out as a key factor among the different paradigms. It helps faculty members deal with stress at work, 

adjust to changes in policy, handle performance pressures, and stay committed to the academic profession for a long 

time. High AQ makes people more resilient, better at solving problems, and more involved in their institutions, all of 

which are important in academic settings that are uncertain and demanding. 

The study also shows that colleges and universities need to change their policies on hiring, evaluating, and developing 

faculty to better reflect multi-quotient competencies. Structured training, standardized assessment tools, and supportive 

institutional cultures can all work together to make faculty more employable and improve the performance of the 

institution. The research supports the idea that long-term academic success depends on having well-rounded teachers 

who are smart, emotionally intelligent, good with computers, culturally aware, and able to bounce back from setbacks. 

It is therefore necessary to use a multi-quotient framework to improve faculty employability and make sure that 

colleges and universities stay strong in the long run. 
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