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Abstract: The challenges of the modern labor market determine increased job insecurity and the 

growing importance of sustainable employability. Today, in an era of the growth of the world’s 

knowledge resources, permanent learning is indispensable in order to maintain or strengthen one’s 

employability. Therefore, this article aims to determine the relationship between organizational 

learning solutions at the individual level and perceived employability in the modern labor market 

according to the workers’ opinions. Studies conducted on the subject literature confirm the lack of 

research in this field. A survey was conducted among 351 employees from a number of organiza-

tions based in Poland and was performed using a computer-assisted web interview (CAWI). The 

study’s results indicate that out of eleven analyzed solutions, people value those connected with 

sustainable actions the most, such as learning from one’s own mistakes (own mistakes), observing 

other employees’ work (observing others), self-education, incentive systems (contributing to an in-

crease in the commitment to competency development), and providing employees with feedback 

on the results of their work (feedback). Moreover, it is important to state that EFA first revealed, 

and CFA subsequently confirmed, two factors: Factor 1, Practical Aspects, which includes organi-

zational learning that covered such activities as incentive systems, feedback, self-education, modern 

technologies, and the use of case studies, and Factor 2, Active Learning, which consists of two ac-

tivities—one’s own mistakes and observing others. The research results lead to the conclusion that 

Factor 1, Practical Aspects, had a significant impact on perceived employability, while Factor 2, 

Active Learning, did not have an impact on the general assessment of organizational learning in the 

context of perceived employability. The authors also present the diamond attempt toward actions 

that might be taken by organizations in order to enhance the employability of workers in general. 

The conducted research is considered to be idiographic and exploratory. 

Keywords: perceived employability; sustainable employability; organizational learning; labor  
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1. Introduction 

Progressing globalization, the increasing scale of migration, global economic crises, 

digital transformations, and changes in the labor market all mean that employers have 

been demanding increasingly higher levels of competencies from workers [1–4]. Today, 

these conditions determine increased job insecurity and the growing importance of sus-

tainable employability in the modern labor market [5,6]. Sustainable employability is un-

derstood as “individuals’ long-term abilities to work and remain employed” [7]. Sustain-

ability is “the use of a resource over time, without the utility value of that resource being 

negatively and preferably positively affected by its use” [7]. It is worth emphasizing that 
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employability is an important and impactful research subject in the contemporary world 

[8–10]. Although the notion of employability was introduced into the subject literature in 

the early 20th century by Beveridge [11] and became prevalent in the 1990s, in the 21st 

century, theoreticians and practitioners are still wrestling with the concept [12–14]. More-

over, the current market conditions imply a need for continuous learning and the perpet-

ual development of competencies as the basis for increasing one’s employability in the 

present-day labor market. In an age of constant increases in global knowledge resources, 

which are subject to obsolescence, organizations are faced with the necessity of enhancing 

learning process dynamics [15]. 

Empirical research results indicate that the performance of professional work with a 

high learning value contributes to employee development [16–18] and to self-perceived 

employability [19–21]. Importantly, research conducted in the discussed area also indi-

cates that the level of a worker’s employability depends on learning in the workplace [22–

26]. Furthermore, the results of empirical studies confirm that diversity in worker profes-

sional tasks has a positive impact on informal learning, which in turn determines the level 

of workers’ employability [27]. One of the key factors affecting worker employability is 

lifelong learning [25,28,29]. It has also been highlighted that creating opportunities for 

learning in the workplace facilitates enhanced worker employability in the long term [30]. 

It is worth noting that preliminary empirical research results indicate that respondents 

evaluate the importance of organizational learning for the development of employability 

in the modern labor market to be very high. Conclusions drawn from the research show 

that the individual level of organizational learning is especially considered highly signif-

icant by the respondents [15,31]. The results of these pilot studies prompted the authors 

of this article to undertake exploratory research on the relationship between organiza-

tional learning solutions used at the individual level and perceived employability in the 

modern labor market. 

Concluding the above considerations, it is worth noting that in the subject literature, 

there is a research gap in exploring the relationship between organizational learning so-

lutions used at the individual level and perceived employability in the modern labor mar-

ket. Therefore, and based on the previous outline, the aim of this article is to determine 

the relationship between organizational learning solutions at the individual level and per-

ceived employability in the modern labor market, according to the opinions of the work-

ers. 

2. Literature Review 

The term employability is a composite word merging “employ” and “ability” and 

can be interpreted as the “ability to employ” [5] (p. 3). The subject literature presents var-

ious definitions of employability. Employability, in general, is one’s ability to be em-

ployed [32,33]. A widely cited definition formulated by Van der Heijde and Van der 

Heijden [34] describes employability as “the continuous fulfilling, acquiring or creating of 

work through the optimal use of competences”. According to McArdle et al. [35], employ-

ability is defined as “the ability to gain and maintain employment, both within and across 

organizations”. Similarly, Rothwell and Arnold [36] suggest that employability is “the 

ability to keep the job one has or to get the job one desires”. The importance of developing 

employability throughout a worker’s entire life is reflected in the definition developed by 

Bennett et al. [8], who define it as “the ability to find, create and sustain meaningful work 

across the career lifespan”. Furthermore, Vanhercke et al. [37], in their definition, indicate 

the subjective aspect of employability, emphasizing that employability is “the individual’s 

perception of his or her possibilities of obtaining and maintaining employment”. Berntson 

[38] claims that perceived employability, which is a subjective assessment of employabil-

ity, means “how easy (or difficult) people believe it would be for them to get a new em-

ployment”. It is worth noting that perceived employability refers to subjective considera-

tions of ability for employment and one’s possibilities for employment [39]. 
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It is worth emphasizing that employability contains work-related knowledge and 

skills that allow for the continuous employment of an individual in the labor market in 

addition to active adaptability and execution ability, which are used to understand 

changes in the environment and circumstances and to achieve sustainable employment 

within them [5]. Therefore, employability is understood as the ability to exploit one’s own 

potential to maintain sustainable employment security [33]. Moreover, in the subject lit-

erature, it is emphasized that employability is the result of the combination of knowledge, 

skills, and ability to change these resources and to adapt to new conditions [40,41]. 

Measures of employability involve both subjective and objective dimensions. A sub-

jective dimension discusses the individual perception of one’s possibilities of obtaining 

and maintaining sustainable employment suitable to one’s level of competencies [42]. In 

turn, an objective dimension refers to the individual’s ability to obtain and maintain em-

ployment either in the present organization or with a different employer [43,44]. 

In connection with the above considerations, it is worth noting that employability is 

a multidimensional construct with objective and subjective elements that is studied from 

both an individual perspective [41,42,45] and an organizational perspective [29,46]. The 

issue of employability is also considered at the macroeconomic level [11,47]. Moreover, 

the level of employability determines the individual’s situation in the labor market and 

affects the person’s chances of career success [35]. It is worthwhile to add that employa-

bility has a future-oriented and dynamic nature, in contrast to employment, which adopts 

a static perspective [43]. 

Van Raemdonck [48], inspired by Pollet et al. [49] and Landau et al. [50], identified 

three components of employability: “(1) An employable person is a person who takes 

learning initiatives, (2) is able to remain employed (job tenure), and (3) is able to obtain 

new employment after being unemployed or as the result of active career planning (career 

realizations)”. These components are considered as indicators of employability and em-

phasize the importance of learning in developing employability in the modern labor mar-

ket. 

There are numerous factors that may impact one’s employability. Hillage and Pollard 

[33] claim that employability depends on the individual’s personal and external circum-

stances and the inter-relationship between them. McQuaid and Lindsay [51] propose a 

multidimensional approach to individual employability, including the following three di-

mensions: individual factors, personal circumstances, and external factors. Wiśniewska 

[52] suggests that employability is conditioned by various factors, including demand side, 

supply side, or mixed (demand and supply side). Demand-related factors include, among 

others, the demand for labor, the labor market capacity, and attitudes of employers to-

wards the unemployed. Supply side determinants include, among others, the size of the 

labor supply as well as organizational and individual factors. Mixed determinants, in 

turn, can be represented by the structure and policies of the labor market. Almeida [53] 

proposed that employability is a result of the interaction between the individual and the 

labor market. It is worth noting that individual factors that impact the self-perception of 

employability include, among others, individual knowledge and skills acquired through 

formal or informal learning as well as through work experience [54–56]. 

The popularity of the concept of organizational learning is a consequence of seeking 

new opportunities for creating competitive advantage based on the knowledge of organ-

izations and their employees [57]. In building a knowledge-based economy, organiza-

tional learning might be classified as one of the primary factors in employee development, 

including their employability [15]. Learning and employability seem to be highly related 

and complementary research constructs [58,59], but they lack a clear understanding 

mainly due to limited research focus on these two concepts and their association. 

In general, organizational learning is defined as a process of the generation, transfer, 

and/or modification of knowledge carried out by an organizational member and/or 

groups of members in order to improve organizational outcomes and performance [60]. 

Organizational learning is also defined as “a learning process within organizations that 
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involves the interaction of individual and collective (group, organizational, and inter-or-

ganizational) levels of analysis and leads to achieving organizations’ goals” [61]. Organi-

zational learning is considered to be an effective strategy for enhancing and maintaining 

a company’s sustainable performance improvements and competitive advantage in the 

market [62]. In the strategic management literature, organizational learning is described 

as a systematic change in organizational behavior as a result of new knowledge that the 

organization creates by sharing former experiences [63–65]. Organizational learning is 

also understood as an experience-driven change process in the organizational knowledge 

base [63]. Organizational learning is considered a process rather than a set of capabilities 

[66]. Moreover, the process of organizational learning is performed by the concurrent pro-

cesses of the verification of existing knowledge and the development of new knowledge, 

and unlearning is part of learning here [67]. It is worth emphasizing that organizational 

learning is a process that “links cognition and action” [68] and is, therefore, a fundamental 

framework for creating and adapting changes in organizations [69]. Organizational learn-

ing is enormously important in an organization because it is associated with the process 

of creating value from an organization’s intangible assets. Furthermore, it combines no-

tions from several various domains, such as human resource management, organizational 

behavior, artificial intelligence, and information technology [70]. 

The process of organizational learning occurs at various levels, i.e., individual, team, 

organizational, and interorganizational [31,71–75]. Organizational learning at the individ-

ual level involves processes occurring in employee minds, which result in the creation and 

modification of individual knowledge connected with working in a given organization 

(this knowledge determines the performance of professional tasks by particular employ-

ees). The result of learning at this level is the deepening of knowledge by employees, 

which they should use both for their own professional development and the organiza-

tion’s development [76–79]. Next, at the team level, learning concerns processes which are 

effects of interactions between employees who form a given team. These processes are 

oriented towards group problem solving and decision making, which provide a basis for 

subsequent joint operation [61,76–79]. Learning at the next level, i.e., organizational, re-

lates to changes occurring in elements such as organizational structure, strategy of opera-

tions, or organizational culture. Learning at this level results in institutionalized 

knowledge of the organization, consolidated under the aforementioned elements [76,80]. 

Finally, learning at the interorganizational level takes place while cooperating with stake-

holders functioning in the organization’s environment [81,82]. The individual level of or-

ganizational learning presented above was analyzed in the conducted survey, which al-

lowed an empirical exemplification of the discussed theoretical issues. Organizational 

learning solutions at the individual level analyzed in the exploratory research were se-

lected on the basis of the subject literature [15,31] (Figure 1). 
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Figure 1. Conceptual model of the individual level of organizational learning in the context of 

perceived employability based on [15,31]. 

3. Materials and Methods 

In order to achieve the aim of the article, two research questions were formulated. 

The first was: what organizational learning solutions used at the individual level are the 

most important in developing workers’ employability? Apart from describing the indi-

vidual level of organizational learning, it was possible to formulate a hypothesis about its 

impact on employability: 

H1: Employees perceive that organizational learning at the individual level has an 

impact on their employability. 

The second question was connected with personal characteristics that affect per-

ceived employability. Due to the lack of prior publications, there was no hypothesis intro-

duced by the authors, but an exploratory study was performed to confirm areas such as 

gender, age, education level, workplace, professional status, work experience, company 

size, company profile, and generation. 

For the needs of the research, it was assumed that perceived employability is one’s 

perception of his or her opportunities for taking, maintaining, and changing employment 

and developing a professional career in the internal and external labor market, resulting 

from both individual and contextual factors. Moreover, in the conducted research, organ-

izational learning was understood as the process of the acquisition, generation, develop-

ment, and use of knowledge by employees in response to the organization’s mission and 

objectives as well as to market challenges. This study focused on the part of organizational 

learning at the individual level and covered topics from the perspective of employees 

[31,71,73,74]. The research analyzed the following organizational learning solutions ap-

plied at the individual level: (1) learning from one’s own mistakes (own mistakes); (2) 

Individual level 

Solutions: 

(1) Own mistakes 

(2) Observing others 

(3) Self-education 

(4) Incentive system 
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(7) Modern technologies 

(8) Knowledge acquisition 

(9) Information transfer 
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observing other employees’ work (observing others); (3) self-education; (4) incentive sys-

tem (including financial and nonfinancial instruments, contributing to an increase in the 

commitment to competency development); (5) providing employees with feedback on the 

results of their work (feedback); (6) employee participation in codeciding on the learning 

areas connected with specific tasks and objectives (participation); (7) application of mod-

ern technologies in the learning process (modern technologies); (8) acquisition of 

knowledge by informal contact with clients, suppliers, etc. (knowledge acquisition); (9) 

transfer of information from the environment to the organization’s knowledge bases (in-

formation transfer); (10) use of case study; and (11) job rotation [15,31]. 

There was also a need to operationalize other possible variables. Gender was coded 

on a dichotomic scale (Women, Men) with the possibility of not answering this question. 

Age was coded in years. The educational level was an eight-level ordinal variable that 

represents the types of education that one is allowed to achieve in Poland, namely pri-

mary, vocational, secondary, secondary technical, postsecondary, bachelor’s degree, mas-

ter’s degree, and “other”, which was the classification for any answer that was outside the 

provided categories. Workplace was understood as hierarchical levels forming the organ-

izational structure of the enterprises, namely the positions of manager, team leader, spe-

cialist position, and others. Professional status was described as the sector-based variable: 

public sector, private sector, entrepreneur, and others. Work experience was measured in 

years. Company profile was introduced to research participants as industrial, services, 

mixed, and others. The size of the company was described as large, medium, small, and 

micro according to the classification presented by OECD [83]. The generations were clas-

sified as a comparison of various approaches that resulted in categories such as Boomers 

(1943–1960), Generation X (1961–1981), Generation Y (1982–1995), Generation Z (1996–

2010) [15]. 

The survey was conducted among 351 employees from a number of organizations 

based in Poland and was performed with the use of a computer-assisted web interview 

(CAWI). The statistical analysis of the study results was conducted using the IBM (Ar-

monk, USA) Predictive Solution 6 and IBM AMOS for SEM. 

3.1. Applied Statistical Methods 

Several statistical methods were introduced in the research procedure, described be-

low in chronological order of usage. The main were EFA and CFA. Exploratory factor 

analysis (EFA) was conducted in order to identify the factor structure of variables and 

decrease their number by identifying the metalevel [84,85]. The maximum likelihood ex-

traction method within the CFA maximizes the reliability of the parameters and, as such, 

minimalizes the discrepancy function [86]: 

𝐹𝑀𝐿 = 𝑙𝑜𝑔 |∑(0)| + 𝑡𝑟 (𝑆 ∑(0)−1) − 𝑙𝑜𝑔|𝑆| − 𝑞  

where S = covariance and variance matrix calculated from N-element test, ∑(0) = covari-

ance and variance matrix resulting from the model, 0 = vector of model parameters, and 

q = number of observable variables. Even though the research samples do not meet the 

multivariate normal distribution condition, the authors decided to use that statistic be-

cause the ML estimator is treated as robust and resistant [87] for the lack of normality. 

Confirmatory factor analysis (CFA) was applied to check the internal validity of the 

model of employee perspectives on organizational learning, created within the covari-

ance-based structural equation modeling (CB-SEM). Confirmative factor analysis serves 

to test hypotheses that can be formulated in accordance with this model [88]: 

𝑥𝑗 = 𝑎𝑗1𝑓1 + ⋯ + 𝑎𝑗𝑘𝑓𝑘 + 𝑑𝑗𝑢𝑗 + 𝛿𝑗  

where 𝑥𝑗—j-variable (j = 1,…,m), 𝑓1, …, 𝑓𝑘—common factors, 𝑎𝑗1, …, 𝑎𝑗𝑘—loads of com-

mon factors, 𝑢𝑗—specific factor, 𝑑𝑗—load of specific factor, and 𝛿𝑗—random component. 

It was important to prove that the model created with EFA could be fully trusted. Apart 
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from the two main tools, Cronbach’s alpha coefficient, CFI, RMSEA, and PCLOSE were 

also calculated to confirm the results. 

3.2. Collecting Data and Research Sample 

The questionnaire, mostly composed of close-ended questions in the form of so-

called table questions or scale questions, was developed on the basis of the literature re-

view. Particular questions in the questionnaire were constructed based on the Likert scale 

with the following answer choices: 0—a given solution is not important to 7—very high 

importance. In the questionnaire, there was also the possibility to indicate that a given 

solution was not applicable. 

The questionnaire used in the research was presented to the respondents in four 

parts: definitions of organizational learning and employability, assessment of the per-

ceived impact of organizational learning on employability, general perceived impact, and 

personal data. 

The original questionnaire for assessing the perceived importance of organizational 

learning solutions at the individual level in developing worker employability, as pre-

sented in the conceptual model (Figure 1), which was used in this research, was charac-

terized by high reliability. The Cronbach’s alpha reliability coefficient, where reliability is 

understood as the internal consistency of a tool, was 0.957 for the whole sheet and ranged 

between 0.714 to 0.914 for particular measurements. Therefore, all items of the general 

scale as well as the particular subscales were considered reliable and were included in the 

questionnaire. A statistical analysis of the findings was performed using IBM Predictive 

Solution 6 and IBM AMOS for SEM. 

Purposive sampling was applied in the research in order to maintain the structure of 

education levels among employees [89] excluding physical workers—as such, there are 

not many organizational learning determinants used for this kind of employee. A diag-

nostic survey was carried out among employees from a number of organizations operat-

ing in Poland. Between September and November of 2019, a pilot study was conducted, 

which led to questionnaire verification and necessary adjustments. The main study was 

conducted between March and May of 2020. It involved 351 working individuals, includ-

ing 274 women (78.1%) and 77 men (21.9%), in the age range of 19 to 64 years old. The 

respondents had 1 to 40 years of work experience. They represented the following educa-

tion levels: basic vocational—3 people (0.9%), secondary general—55 people (15.7%), sec-

ondary technical—62 people (17.6%), postsecondary—12 people (3.4%), higher under-

graduate—118 people (33.5%), higher engineering—15 people (4.3%), higher graduate—

81 people (23.1%), and Ph.D.—5 people (1.5%). The participants were employed at enter-

prises of various sizes: micro—73 people (20.8%), small—97 people (27.6%), medium—66 

people (18.8%), and large—115 (32.8%). The research also involved representatives of var-

ious generations present in the labor market: Baby Boomers (5.7%), Generation X (8.5%), 

Generation Y (53.8%), and Generation Z (30.08%), while four people did not admit their 

age. 

The empirical research was conducted in accordance with ethical standards. The par-

ticipants volunteered to participate in the research. As it was performed on the basis of 

the CSAQ made with the use of Google (Mountain View, USA) forms, each participant 

had to agree to participate in the research by selecting the appropriate answer before tak-

ing part in the research. The questionnaire did not collect any email addresses or personal 

data that allowed for identifying the respondents. Each respondent was also informed 

about the possibility of freely withdrawing from the research at any time. The question-

naire was located on a secured G-SUIT drive, to which only researchers had access, in 

accordance with the EU General Data Protection Regulation. 
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4. Results 

To obtain the answer to the first research question, based on the organizational learn-

ing solutions at the individual level, respondents were asked to assess 11 different activi-

ties supporting organizational learning in the context of employability. The Cronbach’s 

alpha reliability coefficient, where reliability is understood as the internal consistency of 

this scale, was equal to 0.908. The mean value for the general assessment of this level (in-

dividual level) was equal to M = 5.38, SD = 1.443. The results of each of the criteria given 

are presented in Table 1. 

Table 1. Descriptive statistics of the individual level determinants (each determinant is coded with 

the letter “I” and number in brackets). 

Specification N Mean Std. Deviation 

Own mistakes (I6) 341 5.51 1.360 

Observing others (I7) 345 5.39 1.318 

Self-education (I1) 345 5.24 1.536 

Incentive system (I11) 331 5.23 1.672 

Feedback (I3) 335 5.23 1.455 

Participation (I8) 325 5.05 1.447 

Modern technologies (I4) 331 5.05 1.553 

Knowledge acquisition (I2) 336 5.02 1.508 

Information transfer (I10) 329 4.79 1.461 

Use of case study (I9) 316 4.76 1.586 

Job rotation (I5) 320 4.32 1.569 

Valid N (listwise) 265   

According to the respondents, eight activities received a mean value higher than 5.0. 

Two of them received a score of more than 5.3, namely own mistakes (I6), with (M = 5.51, 

SD = 1.360), and observing others (I7), with (M = 5.39, SD = 1.318). Three of the activities 

were scored below 5.0. Those were: information transfer (I10), with (M = 4.79, SD = 1.461); 

use of case study (I9), with (M = 4.76, SD = 1.586); and job rotation (I5), for which the lowest 

was recorded, with (M = 4.32, SD = 1.569). 

In order to ease the research procedure, an exploratory factor analysis (EFA) was 

performed, utilizing principal component analysis as an extraction method and varimax 

rotation. The EFA revealed two factors. The results of the analysis are shown in Table 2. 

Table 2. Exploratory factor analysis—rotated component matrix for the individual level. 

Specification 
Factor 

1 2 

Incentive system (I11) 0.747 0.274 

Feedback (I3) 0.706 0.242 

Self-education (I1) 0.681 0.262 

Modern technologies(I4) 0.680 0.314 

Use of case study (I9) 0.656 0.381 

Participation (I8) 0.617 0.533 

Information transfer (I10) 0.614 0.528 

Knowledge acquisition (I2) 0.596 0.313 

Job rotation (I5) 0.301 0.301 

Observing others (I7) 0.233 0.837 

Own mistakes (I6) 0.282 0.575 

Extraction Method: Maximum Likelihood. 

Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 3 iterations. 
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Factor 1, Practical Aspects, gathered activities such as incentive system (I11), feed-

back (I3), self-education (I1), modern technologies (I4), use of case study (I9), participation 

(I8), information transfer (I10), knowledge acquisition (I2), and job rotation (I5).  The 

Cronbach’s alpha for Factor 1, Practical Aspects, can be considered as very good, α = 0.898. 

Factor 2, Active Learning, grouped activities such as own mistakes and observing 

others, both of which are focused on active gathering of knowledge. The Cronbach’s alpha 

for Factor 2, Active Learning, can be considered as acceptable, α = 0.702. 

In order to confirm the results, confirmatory factor analysis was performed based on 

CB-SEM methodology and IBM AMOS. The created model is shown in Figure 2. 

 

Figure 2. Model of the individual level in the context of organizational learning with standardized estimates. 

For Factor 1, Practical Aspects, five determinants were matched. They all received 

more than 0.656 of an impact on the first factor itself. These were incentive system (I11), 

feedback (I3), self-education (I1), modern technologies (I4), and use of case study (I9). It is 

important to state that although the EFA revealed Factor 1, Practical Aspects, with nine 

manifested variables, the authors decided to reject four of them. The variable job rotation 

(I5) achieved loading equal to 0.301, which is considered as insignificant [90,91], and what 

is more, variable job rotation was loading both factors on the same level. The variables 

knowledge acquisition (I2)—loading 0.596, information transfer (I10)—loading 0.614, and 

participation (I8)—loading 0.617 were also rejected because of dissatisfactory loadings, as 

satisfactory loading of a factor in EFA is considered to be greater than or equal to 0.65 

[92,93]. Furthermore, CFA models created with nine variables presented dissatisfactory 

fit parameters—CFI < 0.9, RMSEA > 0.1, and PCLOSE < 0.05, in most of the cases. The 

presented model manifested the most accurate fit parameters. 

For Factor 2, Active Learning, two determinants were matched. Both of them scored 

more than 0.575 of an impact on the second factor itself. These were: own mistakes (I6) 



Sustainability 2021, 13, 7561 10 of 17 
 

and observing others (I7). The numerical results of confirmatory factor analysis are pre-

sented in Table 3. 

Most of the relations presented in a model were statistically significant. The impact 

of Factor 1, Practical Aspects, for the assessment of perceived determinants of employa-

bility that are connected with organizational learning at the individual level (Perceived 

Individual Level) was equal to 0.596, p < 0.001. On the other hand, the impact of Factor 2, 

Active Learning, was equal to 0.089, but with p = 0.477, it was not statistically significant. 

There was a strong positive correlation between both factors, equal to r = 0.76, p < 0.001. 

The presented model was tested for accuracy. As the result of the analysis, the following 

indicators were presented: CMIN/DF = 2.153; CFI = 0.973; RMSEA = 0.057; and PCLOSE = 

0.261. All the above values prove the model to be accurate and well fitted. 

Table 3. Confirmatory factor analysis—the individual level. 

   Estimate S.E. C.R. P Label 

Employee <--- Factor1_Practical_aspects 0.597 0.092 6.506 *** par_8 

Employee <--- Factor2_Active_learning 0.089 0.125 0.710 0.477 par_9 

I11 <--- Factor1_Practical_aspects 1.000     

I3 <--- Factor1_Practical_aspects 0.856 0.066 12.898 *** par_1 

I9 <--- Factor1_Practical_aspects 0.836 0.074 11.368 *** par_2 

I7 <--- Factor2_Active_learning 1.084 0.132 8.237 *** par_3 

I6 <--- Factor2_Active_learning 1.000     

General <--- Employee 0.451 0.037 12.306 *** par_5 

I1 <--- Factor1_Practical_aspects 0.832 0.070 11.910 *** par_6 

I4 <--- Factor1_Practical_aspects 0.860 0.071 12.108 *** par_7 

***-p < 0.001 

To verify the hypothesis about the positive impact of perceived determinants of em-

ployability that are connected with organizational learning on the perceived general level, 

the results of the CFA were equal to 0.451, p < 0.001, which allowed us to positively verify 

the hypothesis. 

As only Factor 1, Practical Aspects, had a positive impact on the perceived employa-

bility at the individual level of organizational learning, the normality of distribution was 

declined 𝑊(294) = 0.946, p < 0.001. The statistical inference results performed with the 

nonparametric tests for the exploratory study are presented in Table 4. 

Table 4. Results of testing. 

Aspect 

U Mann–Whitney/ 

H Kruskal–Wallis Statistics/ 

R Spearman’s 

df p-Level Decision 

Gender U = 7175.5 - 0.882 No significance 

Age R = 0.092 - 0.059 No significance 

Education level H = 2.256 6 0.894 No significance 

Workplace H = 6.349 3 0.96 No significance 

Work experience R = 0.082 - 0.082 No significance 

Professional status H = 4.936 3 0.177 No significance 

Company size H = 3.231 3 0.357 No significance 

Company profile H = 0.474 3 0.924 No significance 

Generation H = 3.114 2 0.374 No significance 

The conducted analysis allowed the answer to the second research question to be 

obtained. Among all the researched aspects, none of them made a statistically significant 

difference in terms of the perceived impact of determinants of organizational learning at 

the individual level on employability. 
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5. Discussion and Conclusions 

The researchers analyzed the relationship between organizational learning solutions 

at the individual level and perceived employability in the modern labor market, according 

to the opinions of the workers surveyed. The study’s results indicate that out of eleven 

analyzed solutions, people value most those connected with sustainable actions, such as 

learning from one’s own mistakes, observing other employees’ work, self-education, in-

centive systems, contributing to an increase in the commitment to competency develop-

ment, and providing employees with feedback on the results of their work. All of these 

solutions scored more than 5.2 in the survey, which stood for rather high assessment. 

It is also important to state that EFA first revealed, and CFA then confirmed, two 

factors. Factor 1, Practical Aspects of organizational learning, covered such activities as 

incentive system, feedback, self-education, modern technologies, and the use of case 

study. The Factor 2, Active Learning, consisted of two activities: own mistakes and ob-

serving others. Factor 1, Practical Aspects, had a significant impact on the employability 

measured at the individual level of organizational learning. The processes forming Factor 

1, Practical Aspects, assume the conscious incompetence level from the Four Levels of 

Teaching Model by Broadwell [94], also used by Mayer et al. [95], and the support in 

learning processes ensured by technology. Incentive processes also act as the reason for 

learning that may be described by a fourth “practice stage” of Kolb’s cycle [96]. 

At the individual level, activities connected with active learning did not have an im-

pact on a general assessment of organizational learning in the context of employability. It 

was an interesting fact and may be connected with the characteristics of adult learning. 

Kolb [97] set the canon of the andragogic approach for learning by creating a cycle of four 

ways of learning. According to the research results, only step one was presented, which 

is called “experience”. People observe the work of other employees and can see that they 

made a mistake themselves, but there is no drive to conduct the following steps of the 

theory, such as reflection, conceptualization, or future usage—there is a lack of active ap-

proach towards learning [98]. Lack of impact might also be explained by the competency 

matrix introduced by Davis [99]. In this approach, even though people can observe work-

ing conditions and the way others perform tasks, they may not see the logic behind them 

or the real usage at work, and as such, they will not undertake any actions to overcome 

these obstacles. In other words, there is a lack of drive made by organization specialists to 

support these activities by ensuring an understanding of the process of learning its steps 

and the practical implications of learning. 

An interesting outcome may be presented. The five elements that merge in Factor 1, 

Practical Aspects, might be presented in the form of a diamond (Figure 3). 
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Figure 3. Graphic presentation of Factor 1 Practical Aspects. 

Based on the hypothesis verification, it is important to state that it is not only lifelong 

learning [100,101] and general organizational learning [15,31] that may strongly correlate 

with employability. It is important to determine which exact actions may benefit employ-

ability. The highest importance at the individual level of organizational learning relates 

to a properly shaped incentive system, providing employees with feedback on the results 

of their work, self-education of employees, and the use of case studies in the learning pro-

cess as well as application of modern technologies in learning, which corresponds very 

well with the requirements of a knowledge-based economy and Industry 4.0 [102–104]. 

A properly shaped incentive system, including financial and nonfinancial instru-

ments, contributes to an increase in commitment to competency development and is im-

portant in maintaining and increasing employability in the modern labor market. The im-

portance of the motivation to learn in developing employability is emphasized by Ten-

tama et al. [23]. Tymon [105] also claims that the motivation to learn has a positive effect 

on the level of employability. Feedback is also a widely discussed topic in the context of 

employability. Gerken et al. [106] prove that receiving feedback from colleagues is an im-

portant aspect of building employees’ employability, as are feedback loops from leaders 

[107], especially when the feedback relates to current performance [108]. It is worth men-

tioning that self-education is also considered as a factor enhancing employability in to-

day’s society [109]. This is confirmed by the results of empirical studies [20,27]. Further-

more, keeping workers’ competencies up to date through self-education is important for 

their employability because competency demands a constant change in response to or-

ganizational and technological innovations [110]. Therefore, it is important to use modern 

technologies in the learning process. In an educational context, modern technologies have 

the potential to increase access to education and improve its quality and relevance [111]. 

The digital transformation has proved that e-learning systems are to become a crucial 

platform for educational institutions and various organizations as well as for general life-

long learning [112,113]. In addition, an essential importance in the learning process is as-

signed to the use of case studies. The case study is one of the most effective methods of 

learning because this method enables one to acquire the knowledge and skills to deal with 

the problem. People are working on and creating solutions to real-life situations similar 

to the situations they are working with [114,115]. 
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The results of the study complement the gap in knowledge regarding the relationship 

between organizational learning solutions at the individual level and perceived employ-

ability in the modern labor market. The conducted studies of the subject literature confirm 

the lack of research in this field. 

The presented research may have practical implications in two fields. The first of 

them relates to science. It may serve as a base for future in-depth, explanatory research. 

The second practical implication relates to company management. Knowing that employ-

ees perceive the impact of the exact determinants of the individual level of organizational 

learning, HR specialists and managers may focus on just five main activities: incentive 

systems, feedback, self-education, modern technologies, and case studies, because those 

are the activities that are most connected with the development of employability by work-

ers. In the context of the present findings, it is worth mentioning that a human resource 

development strategy should consist of formal and informal learning. The mix of formal 

and informal learning is presumably the best way to maintain and enhance workers’ em-

ployability in the modern labor market. 

5.1. Limitations 

There are a few limitations within the research procedure and sample. The conducted 

research is considered to be idiographic and exploratory. The authors are aware of the 

limited generalization possibility of the research. However, they are an empirical exem-

plification of the undertaken research problem. Another limitation is that the research 

sample was also not properly balanced since it was dominated by women, people from 

Generation Y, and people working in services from the private sector. All these character-

istics did not allow for the use of parametric testing and, at the same time, makes the 

generated conclusions not fully adequate and advanced. It is important to state that this 

research was just an exploration of the perceived impact of the individual level of organ-

izational learning on employability. 

5.2. Future Research 

Future in-depth research in the context of current limitations should be conducted in 

the discussed area among a larger number of respondents in order to develop compre-

hensive recommendations for business practice. A detailed analysis of the effectiveness of 

individual solutions in the field of organizational learning in developing worker employ-

ability also seems justified. This would significantly enrich the results of the empirical 

research presented in this article. 

It is within the plans of the authors to examine and prepare an analysis not only at 

the individual level of organizational learning in terms of perceived employability but 

also focused on both team and organizational levels as well as at the interorganizational 

level. 
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