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ABSTRACT 

 

Purpose: The purpose of this study is to provide some insights related to the role of 

individual and work related factors for enhancing employability and offers some 

propositions for empirical testing.  

 

Design and Methodology: The current study used literature search method by first 

searching available literature and then extracting information related to study 

variables. Further, past literature reviewed and synthesized for building a conceptual 

framework. 

 

Findings: An overarching theoretical framework developed which draws on 

conservation of resources theory, human capital and social capital theory. Based on 

these, it is focused on how individuals’ resources can be best utilized for gaining 

employability. Resources, such as networking and mastery orientation may help to 

build employability within and outside the organization. Labor market competitiveness 

may also play a role and can strengthen the relationship between individual factors and 

employability. 

 

Implications: Present study extends the employability literature by explaining the 

mechanism and interaction of individual, social factors and labor market 

competitiveness for employability enhancement. The current work holds significant 

contribution for the practitioners to guide them about how to increase the human 

potential to full extent. So, that organizational competitiveness can be improved. Also 

this study provides managers with valuable insights about factors responsible for 

enhancing the employee’s employability.  

 

Keywords: Employability, Resources, Networking, Mastery orientation, Labor 

market, Human capital, Social capital. 

 

1. Introduction 

 The labor market conditions changed drastically after Covid-19 and led to turbulent 

organizational environments and economic downturns in most parts of the world including 

European and Asian countries (Weerasombat et al., 2022). This scenario also led to technological 

changes, globalization and changes in employment conditions which in turn increase the demand 

for flexible and employable workers (Dinh et al., 2023). Considering this, employability became 



ISSN: 2523-0417(Online), 2521-5876 (Print) 
Individuals’ Resources and Employability: Roles of Human and Social Capital and the Labor Market Competitiveness 

 

 

2 
 

prominent phenomenon in literature as well as among workers (De Vos et al., 2021; Fugate et al., 

2021). 

Employability concept emerged during 1990’s (Thijssen et al., 2008) and it help employees 

to adapt career mobility attitudes (De Lange et al., 2021; Nilsson & Ellström, 2012), so, they can 

switch jobs within and outside the organization without any difficulty (Fugate et al., 2021; Wong & 

Mohd Rasdi, 2015). Forrier and Sels (2003) posited that the concept of life time employment is 

eroded day by day and ability of employees to survive in internal and external labor market 

guarantees a successful career (Peeters et al., 2019). Few studies in the past explore employability 

from these dimensions such as Groot and De Brink (2000) distinguished the internal and external 

mobility of employees. They suggested external employability as the ability of an individual to move 

through similar job in some other organization and internal employability as the capability to 

perform the same job efficiently (Eby et al., 2003; Heijde & Van Der Heijden, 2006; Rothwell & 

Arnold, 2007). 

Several studies proposed positive outcomes of employability such as employees’ task 

performance (Camps & Rodríguez, 2011), well-being, job satisfaction (Gowan, 2012), career 

satisfaction (Nauta et al., 2009), employees’ positive emotions, affective commitment, self-esteem 

(Fugate & Kinicki, 2008) and increased employment opportunities (Van Harten, Knies, & Leisink, 

2016). Many studies have also  indicated various determinants of employability such as education, 

training and development, mobility supporting activities (Groot & De Brink, 2000; Veld etal., 2015), 

Psychological capital resources (Bakari, & Khoso, 2017), job related qualifications, competency 

development (Wittekind etal., 2010), openness initiative, tenure, perceived organizational support, 

career development support (Van Dam, 2004) self-efficacy, culture (Nauta et al., 2009), job 

resources , HR practices (Hetty van Emmerik etal., 2012; Van Harten etal., 2016), core self-

evaluations (Onyishi, Enwereuzor, Ituma, & Omenma, 2015), protean career attitudes (Lin, 2015) 

especially in Pakistan (Zafar etal., 2017) and career competencies (Blokker et al., 2019).  

 

Literature has mainly emphasized on the individual factors responsible for enhancing 

employability and less attention has been paid to the contextual factors (De Vos et al., 2021). The 

role of work context in the development of employability has been ignored such as studying the role 

of market competitiveness (Almeida, 2007) which have been studied only in relation to graduate 

employability (Donald et al., 2018; Krasna et al., 2021). The literature demands a composite 

framework of resources which include work context factors Akkermans et al., 2023) and its link 

with individual factors to explain the employability enhancement process (Dinh etal., 2023; Forrier 

etal., 2018). Henceforth, this study proposes that the interaction between resources (both personal 

and learned), social networking (Khan, 2021), mastery approach and labor market competitiveness 

can help individuals to achieve meaningful employment ability. 

The various resources serve as core ingredients for employees to enhance employability in 

a composite way. Vanhercke etal., (2014) suggested that employability can be best understood 

through the lens of conservation of resource (COR) theory by Hobfoll (1989). COR theory advocates 

the phenomenon of personal resources as a signal of control and mastery through which individuals 

have confidence in their abilities to hold and protect such resources for their internal and external 

employability (De Cuyp et al., 2012). However, employability cannot be solely explained with a 
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single theory and needs to be grounded with an overarching theoretical framework. Therefore, 

theories such as human capital theory (Becker, 1993), social capital theory (Baker, 2000) and 

conservation of resource theory (as presented here in this study) in an integrated form better explain 

the various determinants of employability.  

 

In this regard, human capital theory in the present study suggests that learned resources 

(organizational skills and occupational expertise) lead to both dimensions of internal and external 

employability. Social capital theory argues gaining success through personal relationships and thus, 

is appropriate to explain the mechanism of networking behaviors and work context factors for 

employability development. The present paper seeks to advance the literature of employability from 

its resource development perspective and presents several propositions to be tested empirically in 

future.  

To this end, we first discuss employability phenomenon. Second, we describe various 

resources of employability. Third, we formulate conceptual linkages and present propositions based 

on available past literature. Lastly, we present discussion based on previous study results and 

implications. Future research directions and conclusion of the study are presented at the end of 

paper.  

 

2. Literature Review 

2.1 Conceptualizing Employability 

There exist several studies on the notion of employability in past (Clarke, 2009) because 

the economic conditions were fluctuating during 1970’s and 1980’s and increased trend of 

globalization led the organizations in competitive situation (Nauta et al., 2009; Schyns etal., 2007). 

The scenario grabs the researchers’ attention to highlight and find out the causes and implications 

of employability on workers and unemployed individuals. Thijssen et al., (2008) describe the 

historical development of employability and explain it as a phenomenon being studied from 1955 

and tested empirically in late 1990’s. McQuaid and Lindsay (2005) also provide details of the 

development of employability concept and its historical evolution based on seven versions of 

employability concepts namely dichotomic employability (opposite poles of employable and 

unemployable), socio-medical employability, Manpower policy employability, flow employability, 

labor market performance employability, initiative employability and interactive employability.  

The definition of employability portrayed from various contexts such as from education, 

psychology and human resources (Romgens et al., 2020). The conceptual definition changed over 

last 30 to 40 years and has been used differently in positive or negative connotations. Such as 

positively the employability concept is related to labor market mobility (De Vos et al., 2021) and 

negatively it has been taken as a struggle people make with low self-management capabilities 

(Thijssen et al., 2008) and lack of job security (Schyns etal., 2007; Wittekind et al., 2010). 

Vanhercke et al. (2014) described employability in its simplest form as a combination of two words, 

employment and ability, which means a person’s ability to get employment. Generally defined by 

Forrier and Sels (2003) as a person’s ability to attain or maintain a job. Broadly Thijssen et al. (2008, 
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p. 168) defined it as “the possibility to survive in the internal or external labor market”. Thus, the 

conceptualization of employability phenomenon in literature necessitates the inclusion of its 

important dimensions. Fugate et al. (2004) shed light on the employability dimensions and its 

applications. They conceptualize it as a psycho-social construct, a phenomenon related to enhance 

individuals’ competencies and to advance their career with personal knowledge, skills and abilities 

and other characteristics (KSAO’S). It is a person-centered approach related to the three dimensions 

of career identity, personal adaptability and social and human capital (McArdle et al., 2007). 

Aligned with the concept of personal competencies and skills, Heijde and Van Der Heijden (2006)  

proposed the competence based approach of employability. They put forth five dimensions of 

employability such as 1) occupational expertise, which is more related to other four general skills 

including 2) anticipation and optimization (proactivity), 3) personal flexibility, 4) corporate sense 

and 5) balance (between employers and own interest). The two major dimensions of employability 

are internal and external dimensions (Lin, 2015). Few studies in past have explored employability 

from these dimensions. In the light of human capital theory Groot and De Brink (2000) distinguished 

the internal and external mobility of employees. They suggested that investment efforts of training 

and education by the company enhances the internal mobility of employees but reduces the external 

mobility. They define external employability as the ability of an individual to move through similar 

job in some other organization. Internal employability is the capability to perform the same job 

efficiently (De Vos et al., 2021). 

In lieu to that most of the literature stressed the importance of employability at the 

individual level who are responsible for their own employability (Iles et al., 1996; Rothwell & 

Arnold, 2007).  This aspect largely ignored the role of other economic and market related factors 

which can have a great impact on employability thus, employability depends on the interaction of 

both individual and labor market factors (McQuaid & Lindsay, 2005). 

2.2  Individuals Resources Affecting Employability 

 Hobfoll, Johnson, Ennis, and Jackson (2003) described personal resources as the abilities 

and characteristics of individuals to cope with challenging situations and adaptability to resist 

dynamic circumstances. Among the intrinsic and personal resources of individuals, personality has 

its distinctive place because people have different personalities, which affect their attitudes and 

responses. Personality characteristics have been classified in many ways by researchers in past, such 

as proactive personality (Chiaburu, Baker, & Pitariu, 2006; Presbitero, 2015), Machiavellianism, 

self-monitoring, self-esteem, optimism and locus of control (Lau & Shaffer, 1999) A-type and B-

type personality characteristics (Billing & Steverson, 2013). 

 

 

 

 

2.2.1 Proactive Personality 
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Proactive personality is the most effective individual difference variable responsible for 

coping with change and initiate developmental career activities (Seibert et al., 2001). Proactive 

personality depicts proactive behaviors Hobfoll et al., (2003) in individuals therefore they are more 

likely to explore external an internal opportunities for self-improvement (Seibert, Crant, & Kraimer, 

1999). Meta-analysis of Fuller Jr and Marler (2009) describe that according to literature proactivity 

among employees is more related to the employability characteristics and lead toward career 

success. Presbitero (2015) put forth proactivity processes in career development of employees and 

emphasizes the need to be proactive in one’s own career planning and career enacting in order to 

face dynamic organizational or industrial environment. 

2.2.2 Self-Monitoring 

 Self-Monitoring is one of the important personality attributes to be studied in relation to 

employability literature. It has been considered as a self-motivating factor for maintaining one’s 

career progress and goal setting to achieve career targets (Presbitero, 2015). Self-monitoring is the 

individual difference variable, which is responsible for sensing and responding to the social 

situations appropriately and monitor behaviors according to the social cues (Turban & Dougherty, 

1994). Hence, it is a crucial factor in maintaining the employment ability. As high self-monitors are 

better able to take advantage of situations that can lead towards career attainment within and outside 

the organization. Study of Kilduff and Day (1994) proposed that self-monitoring personality is more 

likely to be associated with higher career mobility and internal organizational promotions therefore 

in line with literature it would be interesting to study the process through which self-monitoring 

affecting internal and external employability. 

2.2.3 Political skill 

 Political skill defined by Ferris et al. (2005, p. 127) as “the ability to effectively understand 

others at work, and use such knowledge to influence others to act in ways that enhance one’s 

personal and/or organizational objectives”. Thus, political skill have been characterized as ability, 

a major form of individual difference variable necessary to survive in work environment (Gentry et 

al., 2013). Organizations today have been considered as political arenas where political skill is 

necessary for career survival (Munyon et al., 2015). Politically skilled individuals influence others 

in a way to build confidence and trust and by hiding their actual motives for achieving desired 

outcomes (Liu et al., 2007). Todd et al. (2009) studied political skill as responsible for bringing out 

the positive career consequences such as career satisfaction, promotions and perceived external 

marketability.  

2.3 Learned resources of employability 

Specific set of skills are required to manage one’s career and these skills can be derived 

from various resources provided in employee’s external or social environment. These resources are 

categorized in this study as learned resources. Some scholars viewed these resources differently 
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such as meta-skills resources. Finch et al. (2016) propose that listening, communication, teamwork, 

adaptability, social sensitivity, time management, goal orientation and task completion are the most 

important meta-skills required to enhance employability. Based on previous literature meta-skills 

can also be categorized as interpersonal and organizational skills. These skills are critical because 

they enable one to effectively communicate within the organization and outside the organization for 

building strong relations thus, managing and exploring career opportunities (Bambacas & 

Patrickson, 2008). These skills if possessed by employees are known as learned resources of 

individuals necessary for employability development. 

2.3.1 Organizational skills 

One of the types of learned resources are organizational skills, which include the general 

management skills. Organizational skills are part of employability skills necessary for enhancing 

work performance and to meet organizational objectives (Rosenberg et al., 2012). Employers expect 

both management and technical skills from employees however, management skills are considered 

more important than technical skills (Y.-L. Huang & Lin, 2010). The management and technical 

skills are alternatively conceptualized as organizational soft and hard skills necessary for performing 

job. Soft skills are defined as those intangible skills, abilities and personal attributes, which are not 

a part of technical knowledge and can be used within the work environment (Chamorro‐Premuzic 

et al., 2010). Robles (2012) suggested a list of ten skills (integrity, communication, courtesy, 

responsibility, interpersonal skills, positive attitude, professionalism, flexibility, teamwork skills, 

and work ethics) that are considered most important workplace skills, which are expected from 

employees and recommend investigating these skills in future. The most important facet of 

organizational skills is the interpersonal skills, which help to effectively communicate within the 

organization and outside the organization for building strong relations and to manage employment. 

(Bambacas & Patrickson, 2008). 

2.3.2 Occupational expertise 

Another important facet of learned resource conceptualized in this study is occupational 

expertise. It has been defined as the expertise needed to perform the various tasks and 

responsibilities of a job adequately (Van Der Heijden et al., 2009, p. 20). Occupational expertise 

also termed as professional expertise is known as one of the major job resource and comprises 

different dimensions such as knowledge, meta-cognitive knowledge, skills, social recognition, 

growth and flexibility (Johanna & van der Heijden, 2000). Occupational expertise later became an 

important part of employability conceptualization (Heijde & Van Der Heijden, 2006). Occupational 

expertise play a vital role in career development and increases the employability orientation of 

employees (Evers et al., 2011; Van Der Heijden et al., 2009). 

2.3.3 Networking 
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Networking defined by Forret and Dougherty (2004, p. 420) as “individuals' attempts to develop 

and maintain relationships with others who have the potential to assist them in their work or career”. 

Individuals try to build and maintain contacts with other colleagues and with supervisors for the 

support they needed to assist them in their career. Therefore, networking behaviors have strong 

relationship with career success. In past literature networking found to be related with social capital. 

Social capital constitute resources, information and protection a person has due to the relationships 

like support provided from colleagues during work (de Janasz & Forret, 2008). Social capital and 

the relationship individual build have important implication for the career success outcomes. People 

differ in their ability to build and maintain contacts with others for taking benefits. Networking 

behaviors have also been categorized as internal networking (contacts within the organization) and 

external networking behaviors (contacts and relationships outside the organization) (Forret & 

Dougherty, 2001; Y. McCallum et al., 2014). Networking is a very important factor in career success 

both objective form of salary progression and promotions and subjectively career satisfaction (Mohd 

Rasdi, N. Garavan, & Ismail, 2013). Networking is also used for job mobility and for boundary less 

career as person utilize social relationships for switching a better desired job (Gowan, 2012; Wolff 

& Moser, 2009, 2010). Therefore, it is vital factor for  career success and internal and external 

employability (Mohd Rasdi et al., 2012).  

2.3.4 Mastery orientation 

The concept of mastery orientation stems from the goal orientation theory. Goal orientation 

have dichotomous conceptualization of mastery orientation and performance orientation (Dysvik & 

Kuvaas, 2010). Mastery orientation is the self-belief of having dynamic attributes, which lead to 

improve one’s performance by exerting efforts (Janssen & Van Yperen, 2004). Both mastery and 

performance orientation have been described under the umbrella of achievement goal theory, which 

explained that individuals are strongly motivated to achieve their goals by mastering the tasks and 

activities needed to reach their high-performance goals (Lee et al., 2010). Employees having 

mastery goal approach are intrinsically motivated to master a challenging task and perform 

effectively based on their competence and capabilities (I. Wong Humborstad et al., 2014). Human 

capital in the form of mastery oriented individuals have better comprehensibility towards learning 

new things and tasks and they have high resistance when face any difficulty (Ford, Smith, 

Weissbein, Gully, & Salas, 1998; Zarankin, 2008). Thus, in the present study mastery orientation of 

employees proposed as influential factor for internal employability rather than external due to its 

relevance to task or job-related dimension.       

        

The overall argument for the present study is grounded into three theoretical foundations of 

employability, namely conservation of resource theory (COR) (Hobfoll, 1989), human capital 

theory (Becker, 1993) and social capital theory (Baker, 2000). This is presented in an overarching 

theoretical framework (see Figure 1).   
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2.4 Conceptual Development and Propositions 

The resource building for employees’ employability and how it improves one’s capability 

for well-being in the internal and external labor market. This argument draws upon mainly COR 

theory suggesting that possession of resources improves well-being. Now the question involved 

what resources are needed and how resources are most effective for shaping employability and when 

these resources work best in different situations. The main tenet of conservation theory is the 

utilization of individual’s personal resources like proactivity, self-monitoring and political skills as 

proposed in this study. As Yang and Chau (2016) posits positive impact of proactive personality on 

career success of employees in terms of enhancing their internal and external marketability. 

Similarly, the construct of self-monitoring personality has also been studied with its impact on career 

related outcomes especially promotions within the organization and high outside career mobility 

(Kilduff & Day, 1994). Previous literature indicates that political skills have positive impact on 

career success (Blickle et al., 2010) in the form of increased hierarchical position and career 

satisfaction (Ferris et al., 2008), promotions and perceived external job mobility (Todd et al., 2009). 

Therefore, we can propose that these personal resources are important resource reservoirs and are 

responsible for enhancing employability of employees. 

P1: Personal resources positively influence an individual’s employability. 

Personal resources are not sufficient for gaining both internal and external market competencies and 

capabilities. So, here learned resources from individual’s external environment play pivotal role like 

that of organizational skills and occupational expertise. These resources are best explained using 

human capital theory as most of the employability research drawing on human capital theory 

suggests that job related skills, learning and mastering job related tasks proves to enhance 

employability. Rosenberg et al. (2012) suggested organizational skills are basic component of 

employability skills, which employers look forward to in employees and thus can help to maintain 

job. In a similar way, Evers et al. (2011) suggested occupational expertise as one of the key variable 

to determine career progress and employability. 

P2: Learned resources positively influence an individual’s employability. 

There is a social environment from which individual learn skills and interact with others for self-

improvement. So, role of social capital cannot be neglected here as skills and learning cannot be 

gained in isolation. One has to seek other’s support and communicate to learn more from their 

experiences. In the present study, networking enhances employability under the umbrella of social 

capital theory. Especially, individual’s possessing strong personality resources and learned skills or 

expertise are more prone to network and socialize better for increasing their employability. Several 

scholars emphasized the role of personality to predict networking behaviors and the impact of 

personality on career outcomes (Lau & Shaffer, 1999; Lyons et al., 2015). So, networking is an 

important factor to boost individual’s employability for future empirical investigation. 

P3: Personal and learned resources have positive impact on individual’s networking which 

further enhance their employability. 
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Another important resource for employability development is mastery orientation of individuals. 

The dynamic capability of mastering tasks and competence is necessary for employees to gain 

career success and job development opportunities (Asuquo & Inaja, 2013). Organizations are keen 

to seek such employees who have mastery learning approach and does not require much training 

to save cost and to create competitive advantage (Y.-M. Huang, 2016). Asuquo and Inaja (2013) 

suggest that individuals with traits of optimism, persistence, risk-taking, planfulness, flexibility and 

teamwork develop mastery orientation thus, be more determined to attain career success and 

employability. This led us to propose that mastery orientation developed form personality traits and 

learning skills and expertise play a vital role to enhance employability.  

P4: Personal and learned resources have positive impact on mastery orientation which further 

enhance employability. 

So far, we have integrated the conceptual linkages between the conservation of resource theory 

explaining personal resources along with the learned resources. Such as job-related skills, expertise 

and mastery through human capital theory and building social alliances/ networking for career 

progression through social capital. Apart from that a broader context is missing, which makes its 

place here in the form of competitiveness in the labor market. Individuals today are not bound with 

a single organization and keep changing their work and profession to meet the need of labor market. 

There is greater competition in the modern economy to maintain as well as sustain employability 

for long period of time. The level of competitiveness in the labor market may enhance individuals’ 

employability. Resources such as networking (social contacts) and task mastery can only play their 

part when employees respond well to the needs of dynamic labor market and have competitive 

abilities. Competition in the labor market is increasing day by day and compel employees to develop 

new skills, which can make them more employable (Joo & Ready, 2012) Individual employees can 

attain more dynamic capabilities and overcome rapidly to the external market changes for gaining 

competitive advantage (Harraf et al., 2015; Zanjirchi et al., 2017) So, it is proposed that: 

P5: Labor market competitiveness moderates the relationship between individual’s networking 

and employability and between mastery orientation and employability.
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Figure 2.1. Research Model 

3. Discussion 

 

The aim of current study is to guide individual employees in many ways such as getting employment 

and to achieve career success by being capable of planning their own career strategies. The current 

work presents some personal factors responsible for enhancing individuals’ employability. Past 

studies also emphasized the role of few personal resources, such as Psychological capital resources 

(Bakari, & Khoso, 2017), Core self-evaluations (Onyishi et al., 2015), Career competencies 

(Blokker et al., 2019). Contextual variables have also been tested in relation to employability such 

as job resources, organizational support and HR practices (Hatty van Emmerik et al., 2012; Van 

Dam, 2004). However, the current study provides a guiding framework constituting both personal 

and contextual variables responsible for employability enhancement. 

Through this study, employees would better be able to assess their own competencies by 

developing goals and to handle setbacks of career with mastery orientation approach and by building 

appropriate networks. The current work may enable individuals to define and shape their 

marketability matched with external market demands and competitiveness. It would also be helpful 

in developing understanding of employees who want to move from current organization to explore 

better career opportunities in similar industries. In this way, the conceptual framework of the study 

energizes and encourages both organizations and individuals to capitalize on the benefits of 

employability and thus, contribute towards sustainable employment and their well-being. From a 

societal perspective, this study contributes to enhancing individual career success and increasing 

their career competencies, which boosts human capital of organizations. The organizational success 

is a symbol of prosperous economy of a developing country, which needs human potential to 

maximize the revenues. 
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3.1 Implications of the Study 

 

The current study extends the employability literature by explaining the mechanism and 

interaction of individual level factors, social networking and labor market competitiveness for 

employability enhancement. The present study also holds significant contribution for the 

practitioners to guide them about how to increase the human potential to full extent. So, that 

organizational competitiveness can be improved and demands of current labor market can be met. 

The study provides managers with valuable insights about factors responsible for enhancing the 

employee’s employability and lighten up their ways to invest on their employees in appropriate way. 

The study also contributes to help organizations and management professionals to plan strategies 

for retaining employees by focusing on their employability to build commitment of competent 

employees. Thus, avoiding turnover of employees, which can contribute towards the success of 

organization. This study also contributes to management practices by monitoring and evaluating the 

competences of employees, which helps to plan future strategy of company policies. 

 

3.2 Limitations and Recommendations 

 

The present paper gives some propositions to be tested empirically in future to address the 

question involved what resources are most effective for shaping individuals’ employability. 

However, the model as a whole cannot be tested rather few resources such as personal resources 

e.g., political skills can be studied along with individuals’ tendencies to develop networks for 

enhancing their employability. Similarly, learned resources e.g., occupational expertise and the 

mediating role of mastery approach can also guarantee a significant addition to the employability 

research. In addition to that, some demographic factors such as age or employee experience can also 

be tested along with resources because they may have an impact on individual’s employability. 

Akkermans et al., 2023 also suggested that with age and time employability may vary thus it should 

be tested overtime. Furthermore, labor market competitiveness should also be analyzed as a 

contextual factor. This variable is important to study in context of employability and may be tested 

alongside its dimensions to elaborate the model. Henceforth, we offer several opportunities for 

future research aiming to boost employability for those who are employed but seeking rewarding 

jobs.  

The current paper offers a comprehensive review of possible resources for the employability 

enhancement of employees working especially in the private sectors where there is less job security 

– and also, by keeping in view the characteristics of turbulent labor market today, there is crucial 

need of investigating such factors which could help make employees more self-reliant in shaping 

and advancing their career by being more employable. Therefore, the propositions could be tested 

empirically drawing on employees working under dynamic employment conditions such as project-

based organizations. Many studies tested determinants and resources for employability mentioned 

in the current study but a comprehensive framework including the impact of macro level variables 

should also be tested. In this regard, competition in the labor markets of developing countries should 



ISSN: 2523-0417(Online), 2521-5876 (Print) 
Individuals’ Resources and Employability: Roles of Human and Social Capital and the Labor Market Competitiveness 

 

 

12 
 

be analyzed as most of the studies relevant to employability only address the European market 

competitiveness (Nilsson & Ellström, 2012).  

4. Conclusion 

This paper attempts to make several significant theoretical contributions to the employability 

literature by putting the fragmented antecedents in a composite way. It also extends the micro theory 

of employability resources as well as offers some for the macro level overarching theories (e.g., 

conservation of resource theory, human capital and social capital theory). The present work 

suggested few practical implications for management. The present research aims to unravel various 

predictors of employability and extend the employability literature by analyzing both personal and 

contextual factors. While there has been extensive literature available on several antecedents of 

employability, this study takes a route offering a rather comprehensive examination of various 

factors responsible for increasing employability of employees, such as personal and learned 

resources, networking and mastery orientation and role of labor market competitiveness to aid in 

the development of resources of employees. Previous literature focus on either personal resources 

or social context only which reflected only half of the employability stance. Thus, the current study 

provides a unique contribution towards employability and career development literature.  
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