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Abstract 

SMEs are constantly demanded of changes in the rapidly-evolving business environment, which involves the fourth industrial revolution 
and the COVID-19 pandemic. In this period, management consulting service becomes more in demand to provide technical and strategic 
solutions for management problems. This study aimed to empirically analyze the direct effects of emotional intelligence on job satisfaction 
and the indirect effects of such parameters as learning agility and self-efficacy on job satisfaction in management consultants. On the basis 
of a literature review, inter-variable association was designed in the research model. Based on an online survey of those in the Korean 
SME management consultants, this study collected 221 questionnaires then used structural equation modeling for statistical analysis.  
The results reveal that emotional intelligence significantly affected job satisfaction and, also significantly positively affected learning 
agility and self-efficacy. In addition, a significant indirect correlation could be found between learning agility and self-efficacy. Meanwhile, 
if learning agility and self-efficacy mediated job satisfaction, emotional intelligence had no significant effect on job satisfaction and fully 
mediated learning agility and self-efficacy. It is necessary to develop an emotional intelligence education program that can help management 
consultants improve their emotional intelligence with the objective of giving successful management consulting services. 
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increased on the basis of the knowledge-based businesses 
in the global economy since the 1990s, emphasis has been 
placed on the importance of the management consulting 
industry (Berry et al., 2006; Albats et al., 2020).

In particular, management consulting, which is a 
strategic means of coping with the rapidly-changing 
management environment and maintaining a competitive 
edge, has become a crucial management value creation 
activity in small- and medium-sized enterprises (SMEs) 
(Deshpande, 1996). Contrary to large companies, SMEs 
operate management consulting in the form of policy- 
based support by the government in many cases (Ezell 
& Atkinson, 2001; Spharira et al., 2011). Consultants 
participating in the process become keenly aware of the 
limitations in the restrictions, including low wage and short 
duration, which characterize consulting in public sectors and 
SMEs, who are recipients. These indicate problems with the 
quality and competitiveness of consulting service SMEs, 
which are constantly demanded to change in the rapidly-
changing business environment, which involves the fourth 
industrial revolution and the COVID-19 pandemic (Jatmiko 
et al., 2021).
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1.  Introduction 

Management consulting refers to “an independent type 
of professional service to help managers and organizations 
achieve their goals by solving problems in management 
and by detecting and using new opportunities in an effort to 
achieve the organizational goal” Kubr (2002). Yeo and Lim 
(2016) defined a consultant who gives consulting service as 
“a person who diagnoses problems in business management, 
provides solutions to them, and gives consulting service, 
contributing to the achievement of a managerial goal.” As 
value-added creation and inter-industrial synergy effects have 
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In this period, management consulting services become 
more in demand to offer technical and strategic solutions 
to the management problems (Deshpande, 1996). For this 
reason, what is most of all-important is to consider providing 
high-quality management consulting and generating good 
management consultants. Still, government-led management 
consulting services for SMEs in each country actually 
lack legal and institutional support for its advancement 
and efforts to improve the quality of consulting, which 
involve specialization in each area and strategic partnership 
(Demartini & Beretta, 2020; Sahela et al., 2021).

As for the existing research in the area of management 
consulting and the analysis of the research trend, the majority 
of them addressed technical factors affecting management 
consulting performance, including consulting performance 
measurement, methodology, policies, directions, and the 
government’s policies for SMEs (Harvey et al., 2017; 
Heusinkveld & Visscher, 2012). In particular, while studies 
have been conducted on capabilities or competition factors 
for successful consulting services, empirical research 
has rarely been conducted on the job factors, such as job 
satisfaction or commitment, taking consultants’ personal 
situation into account.

2. � Literature Review and  
Hypothesis Development

2.1.  Emotional Intelligence and Job Satisfaction 

Hoopock (1935) defined job satisfaction as a combination 
of the psychological and environmental factors for employees 
to say “I am satisfied with my job.” Vroom (1964) defined 
job satisfaction as attitude toward the current job; Spector 
(1997) has described that it is individuals’ emotional attitude 
toward the current working role. Ultimately, job satisfaction is 
positive job attitude of employees and affects job commitment 
or performance. Management consultants also see their 
job satisfaction positively affect immediate performance. 
Yousef (2016) has demonstrated that social support is one 
of the factors significantly affecting job satisfaction of SME 
management consultants. Churchill et al. (2018) have indicated 
that bosses, jobs, colleagues, and wages affect job satisfaction. 
The majority of previous studies have found that emotional 
intelligence also positively affects job satisfaction (Kerr et al., 
2006; MacCann et al., 2020; Malik & Shujja, 2013).

Goleman (1996) defined it as “an ability to motivate 
themselves even in a difficult situation, suppress any 
impulsive emotion, and empathize with others”; Wong and 
Law (2002) put emphasis on the importance of emotional 
intelligence as ‘a key factor affecting performance of leaders.’ 
They also indicated that emotional intelligence positively 
affected job satisfaction, irrespective of job characteristics. 

Mayer and Salovey (1993) observed emotions of themselves 
and others, differentiated them, and described them as the 
ability to use emotional information in their own thinking 
and behavior. They presented such components of emotional 
intelligence as self-emotion awareness, other emotion aware-
ness, emotion control, motivation, and emotion application. 

Many studies have empirically demonstrated that 
emotional intelligence is correlated with job satisfaction of 
employees. Greiner and Ennsfellner (2010) indicated that 
SME employees have turnover intention correlated with 
job satisfaction. Sarinnapakorn and Sucaromana (2013) 
showed that emotional intelligence positively affected job 
satisfaction and customer satisfaction among employees 
of consulting companies. Psilopanagioti et al. (2012) 
indicated that emotional intelligence affected burnout. In 
short, emotional intelligence can affect job satisfaction and 
job activity of those engaged in management activity. Such 
a trend can be found among SME management consultants 
as well. This study postulated Hypothesis 1 as follows: 

H1: SME management consultants’ emotional intelli-
gence will positively affect their job satisfaction. 

2.2.  Emotional Intelligence and Learning Agility

Individuals’ psychological variables, including perso-
nality, values, attitudes, and motives, can lead to diverse 
responses to the same stimulus. Human feelings and emotions 
can affect a variety of interpersonal relationships, collective 
actions, decision-making, and consumers’ choices (Robbins 
& Judge, 2011). In particular, employees’ emotional 
intelligence in the process of organizational and management 
activity can affect learning agility (Lombardo & Eichinger 
(2000) and improvement in self-efficacy (Bandura, 1993). 

As De Meuse et al. (2017) indicated, self-awareness is 
included in people agility among the components of learning 
agility. Individuals with high learning agility actively pursue 
personal growth and development, have strong needs for new 
experiences and learning, are very curious and inquisitive, 
and are open to a new situation (Dries et al., 2012). 

Olderbak et al. (2019) indicated that emotional intelligence 
could affect empathy and interpersonal relationships and 
reinforce people agility among the sub-areas of learning agility. 
Alhashemi (2014) described that emotional intelligence could 
affect empathy, reliance, confidence, and responsiveness and 
positively affect mental agility and change agility among 
the sub-areas of learning agility. Ultimately, emotional 
intelligence positively affects personal growth, experiences, 
and learning, and also affects learning agility. Based on these 
findings, Hypothesis 2 is formulated as follows:

H2: SME management consultants’ emotional intelli-
gence will positively affect their learning agility.
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2.3.  Emotional Intelligence and Self-Efficacy

Like learning agility, emotional intelligence also affects 
self-efficacy. Humans have the ability to control their 
own emotions, thinking, and actions. One of the strongest 
self-controllers is self-efficacy. It has been contended 
that individuals’ self-efficacy is generated from mastery 
experiences or performance outcomes, vicarious experience 
or social role model, verbal persuasion, and physiological 
feedback Bandura (1993). In addition, self-efficacy is the 
belief in one’s own ability to perform and organize a certain 
job, is exerted through the process of choosing cognitive, 
behavioral, and emotional resources, and is inevitably affected 
by emotional intelligence. 

There are previous studies on the association between 
emotional intelligence and self-efficacy. Wright et al. 
(2012) noted that the higher emotional intelligence, the 
higher self-efficacy and emphasized that self-efficacy 
was an important factor for emotional labor. Wu et al. 
(2019) empirically demonstrated significant relations 
between emotional intelligence and self-efficacy among 
knowledge service providers. Asumeng (2013) indicated 
that emotional intelligence affected self-efficacy and 
job stress. Ugwuanyi et al. (2020) noted that emotional 
intelligence meaningfully affected self-efficacy and self-
esteem. On the basis of the literature review, this study 
formulated Hypothesis 3: 

H3: SME management consultants’ emotional intelli-
gence will positively affect their self-efficacy.

2.4.  Emotional Intelligence and Learning Agility

Learning agility is a concept used to find out a highly 
potential leader and is defined as the will and ability to 
apply experience-based learning through flexible thinking 
in pursuit of success in a new environment or condition 
(De Meuse, 2017). Learning agility is divided into people 
agility, results agility, mental agility, and change agility. 
Dries et al. (2012) described that individuals with high 
learning agility might actively pursue personal growth and 
development, have strong needs for new experiences and 
learning, be very curious and inquisitive, and be open to a 
new situation. 

Individuals’ learning agility may ultimately have a positive 
impact on their job satisfaction (Randhawa, 2007; Reukauf, 
2018). Edwards and Bell (2008) contended that learning agility 
had a stronger impact on job satisfaction than expertise did. Jiusto 
and Dibiasio (2013) indicated that learning agility in addition 
to positive psychological capital had a crucial impact on job 
satisfaction. Tripathi et al. (2020) noted that learning agility was 
significantly positively effective in reducing turnover intention 

and was strongly correlated with job satisfaction. On the basis of 
the literature review, Hypothesis 4 was postulated:

H4: SME management consultants’ learning agility will 
positively affect their job satisfaction.

2.5.  Self-Efficacy and Job Satisfaction

Self-efficacy refers to judgment of individuals’ ability to 
decide on motivational, cognitive, and behavioral directions 
necessary for job performance (Gist & Mitchell, 1992). 
Bandura and McClelland (1977) defined self-efficacy as 
personal belief that one could successfully perform a task. 
As  a result, the higher level of self-efficacy, the higher 
level of job satisfaction, based on more successful task 
performance (Spieker & Hinsz, 2004). 

Chen and Liu (2012) indicated that service providers had 
their job stress and self-efficacy affect their job satisfaction; 
Elci et al (2007) noted that self-efficacy and emotional 
intelligence affected job satisfaction, even forming 
organizational civil behaviors. Hong (2018) empirically 
demonstrated that management consultants’ self-efficacy 
directly affected their job satisfaction. Alonderiene (2010) 
indicated that self-efficacy as positive psychological capital 
positively affected job satisfaction. On the basis of the 
literature review, Hypothesis 5 is proposed as follows: 

H5: SME management consultants’ self-efficacy will 
positively affect their job satisfaction.

2.6.  Learning Agility and Self-Efficacy

Qureshi et al. (2019) noted that the sources of self-
efficacy were mastery experience through challenging job 
performance, vicarious experience through others’ success, 
social persuasion given by others, and contemplation on action 
and were revealed through cognitive, motivational, affective, 
and selective processes, which were not independent from 
one another but overlapped and interactive. 

Self-efficacy as the experience of achievement is the 
ability and will to learn from experiences and is affected by 
learning agility, which is the ability to practice and apply 
learning quickly and flexibly in an unfamiliar situation and 
condition (DeRue et al., 2012). Learning agility refers to 
learning speed and cognitive flexibility and Schmidt and 
Hunter (1998) have contended that the most reliable tool to 
measure knowledge acquisition and performance prediction 
is ‘general mental ability.’ Ultimately, individuals’ learning 
agility within experiences and performance is exerted as the 
ability to acquire and apply necessary knowledge quickly 
in a new environment and condition and may lead to high 
performance (De Meuse, 2017).
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Fry and Kim (2012) contended that the emphasis and 
level of self-efficacy could depend on the degree of learning 
agility. Yakin and Erdil (2012) indicated that learning 
agility might lead to quick learning and flexible application, 
improving self-efficacy and positively affecting potential 
reinforcement of leadership. The same effect is expected to 
be found among SME management consultants. On the basis 
of the contention in the literature review that learning agility 
could contribute to improvement in self-efficacy, Hypothesis 6 
is postulated:

H6: SME management consultants’ learning agility 
would positively affect their self-efficacy.

3.  Research Methods 

3.1.  Research Model 

This study aimed to empirically analyze the direct 
effects of emotional intelligence on job satisfaction and the 
indirect effects of such parameters as learning agility and 
self-efficacy on job satisfaction in management consultants.  
On the basis of literature review, inter-variable association 

was designed in the model shown in Figure 1 and six 
hypotheses were postulated.

3.2.  Variables and Data Collection 

According to the research model, the four manipulative 
variables were defined as presented in Table 1. Emotional 
intelligence means an ‘ability to understand one’s own 
emotions and those of others and control and apply one’s 
own emotions’ (Mayer & Salovey, 1997). This study used 
the Wong and Law Emotional Intelligence Scale (WLEIS) 
developed by Wong and Law (2002), which contained a 
total of 16 items, with four item in each of four sub-factors: 
self-awareness, social awareness, self-management, and 
relationship management. Learning agility refers to an ‘ability 
to practice and apply learning quickly and flexibly even in a 
new or unfamiliar situation’ (Lombardo & Eichinger, 2000). 

Self-efficacy means general belief in one’s own ability to 
perform and organize a certain kind of task (Bandura, 1993) 
and management consultants’ self-efficacy can be defined 
as belief in successful performance of an assigned task. In 
this study, a total of seven items were made on the basis of 
Salanova et al. (2011) and Tierney and Farmer (2011) Lastly, 
job satisfaction refers to favorable attitude individuals have 
toward their own job. In this study, a total of seven items 
were made on the basis of Price and Muller (1981) and 
Roberts and David (2020).

Google-based online questionnaires were distributed 
from November 19 to December 26, 2020, to 985 persons 
– management and technology consultants registered in 
the Ministry of SMEs and Startups and consultants, with 
membership of the International Council of Management 
Consulting Institutes and were registered in the Korea 
Management and Technology Consultant Association. 
A total of 237 questionnaires (24.0%) were returned, of 
which 221 were valid and empirically analyzed. Mastery 
Validity of AMOS25 Plugins (James et al., 2019) was 
used along with supplementary SPSS 25, which involved 
Cronbach’s Alpha.Figure 1: Research Model

Emotional Intelligence Job
Satisfaction

Learning
Agility

Self-Efficacy

H2

H3

H4

H5

H1

H6

Table 1: Variable Definitions and Measurement Items

Variable Operational Definition Items Reference

Emotional Intelligence (EI) Ability to understand one’s own emotion and that of 
others and control and use their own emotion

16 Mayer and Salovey (1990) 
Wong and Law (2002)

Learning Agility (LA) Individuals’ judgment of their own ability to organize 
and perform behavior necessary to fulfill a given task

5 Lombardo and Eichinger (2000) 
DeRue et al. (2012)

Self-Efficacy (SE) Confidence in one’s own ability and belief in 
possibility of fulfilling given assignment successfully

7 Salanova et al. (2011) 
Tierney and Farmer (2011)

Job Satisfaction (JS) Favorable attitude toward one’s own job 7 Price and Muller (1981)Roberts 
and David (2020)
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3.3.  Demographic Information

The demographic characteristics of the sample are 
presented in Table 2. Of the 221 respondents, 89.6% were 
men and 10.4% were women. 23.1% were in their 40s, 
39.8% were in their 50s, and 27.6% in their 60s. 70.7% had 
less than 10 years of career in consulting, 25.4% between 
6 and 10 years, 25.8% between 3 and 5 years, and 19.5% 

less than 3 years. The most common area of consulting was 
management in general (31.7%), followed by sales marketing 
(24.4%), financial management (14.5%), human resource 
management (11.3%), and production management (10.9%). 
As for the target of consulting, 40.7% were in manufacturing, 
24.0% were in wholesale, retail, and distribution business, 
and 24.0% were in IT services. 

4.  Results 

4.1.  Analysis Results of Reliability and Validity

As a result of the confirmatory factor analysis, relationship 
management was removed among the four components of 
emotional intelligence – self-awareness, social-awareness, 
self-management, and relationship management – and 3 out 
of 5 items from learning agility and 5 out of 7 items from self-
efficacy remained. The reliability test found that every variable 
had construct reliability (CR) of ≥ 0.7 and average variance 
extracted (AVE) of ≥  0.5, securing internal consistency 
reliability (Nunnally & Bernstein, 1994). Convergent validity 
is determined by factor loading, Cronbach’s Alpha, and 
construct reliability; factor loading ≥ 0.5 and Cronbach’s 
Alpha ≥ 0.6, which is statistically significant, can mean 
convergent validity (Gefen et al., 2000). On these criteria, 
every variable had good factor loading ≥ 0.5 (range: 0.604 
– 0.880) and significant internal consistency reliability with 
composite reliability ranging from 0.798 to 0.872. Statistical 
significance was confirmed by t-value ≥ 6.5. AVE was 0.585 
– 0.718 and Cronbach’s Alpha was 0.832 – 0.906, securing 
convergent validity (see Table 3).

As for structural equation model goodness-of-fit,  
χ2 = 245.456, p = .000, χ2/df = 2.172, NFI = 0.896, TLI = 
0.940, and RMSEA = 0.074. Goodness-of-fit of the model 
was favorable with CFI ≥ 0.09, TLI ≥ 0.90, and RMSEA 
≤ 1, indicating that the variables were reliable and valid. 
Every variable had a favorable result, as presented in Table 
4. It can be said that when the square root of AVE among 
latent variables is larger than correlation coefficient of each 
latent variable, discriminant validity between latent variables 
is secured (Bagozzi & Yi, 1988). When AVE among the 
latent variables and correlation coefficient were analyzed 
according to this criterion, the square root of AVE of each 
latent variable was larger than the correlation coefficients 
among the latent variables, as presented in Table 4, securing 
discriminant validity.

4.2.  Analysis Results of Structural Model 

The results were as presented in Table 5 and the structural 
model goodness-of-fit index χ2(p) = 260.664 (p < 0.000),  
χ2/df = 2.188, RMR = 0.027, GFI = 0.890, AGFI = 0.847, 
NFI = 0.893, TLI = 0.939, CFI = 0.938, and RMSEA = 0.073; 

Table 2: Demographic Characteristics

Category Frequency %

Gender Male 198 89.6
Female 23 10.4
Total 221 100

Age
(years)

30s 21 10.4
40s 51 23.1
50s 88 39.8
60s 61 27.6
Total 221 100

Consulting 
Career 
(years)

Under 5 57 25.8

6–10 65 29.4

11–16 27 12.2

16–25 25 11.3

Over 25 4 1.8

Consulting 
Area

General management 70 31.7

Financial 
management

32 14.5

Sales marketing 54 24.4

Production 
management

24 10.9

Human resources 
management

25 11.3

Other 16 7.2

Total 221 100

Target of 
Consulting

Agriculture, 
stockbreeding, 
fisheries

8 3.6

Manufacturing 90 40.7

Wholesale, retail, 
distribution

53 24.0

IT service 53 24.0

Other 17 7.7

Total 221 100
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most values of goodness-of-fit were favorable and model 
goodness-of-fit was at a satisfactory level. In particular, the 
basic model was found to have goodness-of-fit with CFI 
of 0.938 for explanatory power of the model, though not 
affected by the sample, and TLI of 0.939 for determining 
explanatory power of the structural model.

The path analysis of the structural equation model was 
as presented in Table 6. The empirical analysis found that 
emotional intelligence had no significant effect on job 
satisfaction (0.358). In contrast, emotional intelligence 
positively affected self-efficacy (0.439, p < 0.001). Learning 
agility also positively significantly affected self-efficacy 
(0.400, p < 0.001). Learning agility positively affected job 

satisfaction (0.358, p < 0.001). Self-efficacy also signifi-
cantly affected job satisfaction (0.320, p < 0.0001).

As shown on Table 6, bootstrapping was used to analyze 
the direct effects of emotional intelligence on job satisfaction 
and the indirect effects of learning agility and self-efficacy. 
The only factor having no significant direct effect on job 
satisfaction was emotional intelligence (0.066). 

In contrast, emotional intelligence significantly affected 
learning agility (0.266, p < 0.01) and self-efficacy (0.346, 
p < 0.01); learning agility and self-efficacy significantly 
directly affected job satisfaction (0.439, p < 0.001).  
It also significantly directly affected learning agility (0.358,  
p < 0.001), self-efficacy (0.320, p < 0.001), and job  

Table 3: Results of Reliability and Convergent Validity Test

Variables Observed 
Variables

Std. 
Estimates S.E. t (p) CR AVE Cronbach’s 

Alpha

Independent 
Variables

Emotional 
Intelligence (EI)

EI 1 0.793 – – 0.884 0.718 0.881
EI 2 0.845 0.069 13.491***
EI 3 0.900 0.074 14.009***

Dependent 
Variables 

Learning Agility 
(LA)

LA1 0.711 – – 0.833 0.625 0.827
LA2 0.856 0.104 10.914***
LA3 0.798 0.090 10.527***

Self-efficacy 
(SE)

SE1 0.730 – – 0.838 0.565 0.832
SE3 0.753 0.093 10.237***
SE4 0.732 0.122 9.974***
SE5 0.789 0.103 10.666***

Job Satisfaction 
(JS)

JS1 0.768 – – 0.908 0.585 0.906
JS2 0.806 0.085 12.573***
JS3 0.775 0.077 12.003***
JS4 0.788 0.101 12.232***
JS5 0.810 0.089 12.638***
JS6 0.712 0.089 10.869***
JS7 0.688 0.086 10.448***

Note: *p < 0.05, **p < 0.01, ***p < 0.001.

Table 4: Correlation Matrix and AVE

Variables AVE Emotional Intelligence Learning Agility Self-Efficacy Job Satisfaction

Emotional Intelligence 0.718 0.847
Learning Agility 0.625 0.243*** 0.791
Self-Efficacy 0.564 0.428*** 0.586*** 0.751
Job Satisfaction 0.574 0.338*** 0.622*** 0.573*** 0.758

Note: N = 221, *p < 0.05, **p < 0.01, ***p < 0.001.
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satisfaction (0.358, p < 0.001); learning agility (0.141,  
p < 0.001) and self-efficacy (0.320, p < 0.001) significantly 
indirectly affected emotional intelligence and job satisfaction. 
The total effects of the direct effects of emotional intelligence 
on job satisfaction and the indirect effects mediated by learning 
agility and self-efficacy were significant (0.309, p < 0.001).

5.  Conclusion 

This study intended to analyze the association between 
the parameter of learning agility and self-efficacy in 
the correlation between emotional intelligence and job 
satisfaction in management consultants. First, emotional 
intelligence had no direct effect on job satisfaction, but 
affected job satisfaction through the medium of learning 
agility and self-efficacy. This result implies that individuals 
more aware of their feelings or emotions have a better 
understanding of the norms of emotion expression required 
by the organization and improve their learning agility and 
self-efficacy through the efforts to align their own emotions 
with the organizational demand, consequently having their 
job satisfaction affected. It is therefore necessary to develop 
and run various programs that can determine and improve 
emotional intelligence of management consultants. 

Second, emotional intelligence positively affected 
learning agility and self-efficacy and, in particular, had a 
stronger impact on self-efficacy. This result is consistent 
with the finding that if emotional intelligence was improved, 
it could positively affect self-efficacy, as contended by Wu 
et al. (2019) and Easton et al. (2011). It has been confirmed 
that, while it is also important for management consultants 
to improve self-efficacy according to cognitive and objective 
capability and ability assessment, building self-efficacy 
through self-emotion awareness, other emotion awareness, 
and emotion control, based on emotional intelligence, can 
play a crucial role in improving consulting skills and efficacy. 

Third, management consultants had their job satisfaction 
more strongly affected by the improvement in learning 
agility than by the improvement in self-efficacy, based on 
emotional intelligence. Ultimately, it has been confirmed 
that while the improvement in emotional intelligence 
more directly stimulates improvement in self-efficacy, 
the improvement in learning agility based on emotional 
intelligence more directly affects job activity. Biong et al. 
(2010) and Agnoli et al. (2012) indicated that the higher 
emotional intelligence, the better interpersonal competence 
and the better learning ability, the improvement in emotional 
intelligence may lead to good learning and interpersonal 

Table 5: Results of Hypothesis Test

Hypothesis Path Estimate C.R. (p) Results R2

H1 Emotional Intelligence → Job Satisfaction 0.066 1.102 Rejected 0.388
H2 Emotional Intelligence → Learning Agility 0.266 4.088*** Supported
H3 Emotional Intelligence → Self-Efficacy 0.346 6.356*** Supported
H4 Learning Agility → Job Satisfaction 0.358 5.746*** Supported 0.394
H5 Self-efficacy → Job Satisfaction 0.320 4.726*** Supported
H6 Learning Agility → Self-Efficacy 0.439 8.071*** Supported 0.071

Note: *p < 0.05, **p < 0.01, ***p < 0.001.

Table 6: Direct, Indirect and Total Effect

Independent Variables Dependent Variables Direct Effect Indirect Effect Total Effect

Emotional Intelligence Learning Agility 0.266*** – 0.266***
Emotional Intelligence Self-efficacy 0.346*** 0.117*** 0.463***
Learning Agility 0.439*** – 0.439***
Emotional Intelligence Job Satisfaction 0.066 0.243*** 0.309***
Learning Agility 0.358*** 0.141*** 0.498***
Self-efficacy 0.320*** – 0.320***

Note: *p < 0.05, **p < 0.01, ***p < 0.001.
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management competence, resulting in good job outcomes, 
among management consultants. 

On the basis of these results, this study can make the 
following suggestions: First, while SME management 
consulting requires high-level cognitive and intellectual 
activity, it is characterized by knowledge service and 
implies the nature of emotional labor within the persuasion 
and communication process. For this reason, management 
consultants can also lead to negative job effects, such as job 
dissatisfaction, job burnout, and emotional burnout, according 
to emotional labor inharmonious climate and labor intensity. 
It is therefore necessary to undertake a new approach to 
education and development styles, taking into account the 
importance of emotional intelligence and emotional labor of 
management consultants, at the organizational level. 

Second, as companies now manage mental and emotional 
labor of employees with the temporal and environmental 
changes, management consultants also need to present 
alternative ways of improving the working environment to 
meet the improved emotional intelligence and emotional 
labor. In particular, it is essential to meet SME officers 
and employees in terms of their management consulting 
performance. So, it is necessary to allow enterprises 
participating in a consulting-supporting project to pay 
attention to the need to improve emotional intelligence, 
including psychological factors, in evaluating the consultants’ 
job performance. The government and relevant institutions 
that train and support management consultants can consider 
discussing the assessment criteria or supporting programs to 
improve emotional intelligence of management consultants.

This study suggests the need of emotional intelligence 
for management consultants, who play a central role in 
improving SMEs. Ultimately, as emotional intelligence 
serves to improve self-efficacy and learning agility for SME 
management consultants and affects their job satisfaction 
(Cha & Kim, 2019), this study is significant in that it has 
suggested the need for changes in the consultant training 
centers and the supporting government. However, while 
many studies have been conducted on emotional intelligence 
and emotional labor in employees of companies, limited 
research has been conducted in consultants working at SMEs 
or management consulting enterprises. In this respect, this 
study is academically significant in that it has empirically 
discussed the roles of emotional intelligence for consultants 
giving consulting service.

Despite its significance, however, this study has the 
following limitations: First, a single-dimensional approach 
was made to the constructs of emotional intelligence to analyze 
them. In particular, the variable of emotion application was 
removed, efforts were made to explore the associations of 
emotional intelligence with self-emotion awareness, other 
emotion awareness, and emotion control. Further research 
should be based on more multi-layered emotional intelligence 

factors, taking management consultants into consideration. 
Second, management consultants participating in this study 
had different areas of expertise. It is therefore necessary to 
perform comparative analysis by subdividing them in terms 
of expertise and career.
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