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Introduction: In the modern dynamic labor market, perceived employability, 
defined as an individual’s self-assessed capability to obtain and retain employ-
ment and to make labor-market transitions, becomes particularly important. In 
this context, it is relevant to empirically disclose the role of work-related personal 
resources and the mechanism linking them to perceived employability in the 
external labor market.
The aim: Building on the Job Demands-Resources framework, this study exam-
ines the relationships between work-related personal resources and perceived 
external employability and the mediating role of work engagement.
Methods: The study sample included 1,032 employees from various Lithuanian 
organizations: 54.8 percent were female, and the mean age was 42.5 years 
(SD = 11.85). The survey questionnaire included self-report measures assessing 
personal resources (adaptability, job crafting, and strength use), work engage-
ment, and perceived employability.
Results and conclusion: Structural equation modeling reveals that adaptabil-
ity and job crafting were positively related to work engagement and perceived 
employability; work engagement mediated the relationships among adaptability, 
job crafting, and the utilization of strengths and perceived employability, high-
lighting the motivational pathway proposed by the Job Demands–Resources 
framework.
Implications: The results extend the theory by showing that employability is a 
key outcome of employees’ investment in personal resources and engagement. 
In practice, the findings suggest that organizations and employees themselves 
can enhance perceptions of employability by developing a range of personal 
resources, such as adaptability, job crafting, and strengths utilization, and by pro-
moting work engagement. The study provides empirical evidence supporting the 
role of work engagement in linking personal resources to perceived employability 
in today’s labor markets.
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1 Introduction

The world of work is an inexhaustible engine of social progress, a 
source of innovation, and a space for research relevant to society and 
its members. Employability is one of those phenomena that encom-
passes and combines the interests of society, organizations, and indi-
viduals, helping to assess employment processes, assumptions, and 
consequences, ranging from labor market dynamics to issues of pro-
fessional career development for each individual. As Vanhercke et al. 
(2014) state, the broadly defined term employability combines the 
words “employment” and “ability” and describes a person’s ability to 
find and keep a job.

Processes in the labor market, employment, and employability can 
be examined from various perspectives, broadly divided into macro-, 
meso-, and micro-levels (Vanhercke et al., 2014). The macro-level 
approach focuses on society, employment policy, and the labor 
market. The meso-level concerns personnel policy, recruitment, reten-
tion, career management, professional growth strategies, and mea-
sures implemented within organizations. The micro-level is the 
individual-level approach to employability, focusing on factors that 
ensure opportunities for employees, graduates, or unemployed indi-
viduals to get employed, retain employment, or move to another orga-
nization. Our research was conducted from the individual-level 
perspective. Each of these levels is intertwined with various challenges 
and opportunities to consider when making decisions at the state 
policy level, planning and implementing organizational measures, or 
managing the individual professional career.

From 2020 to 2024, Lithuania was in a relatively strong position 
in the labor market compared with other EU countries. During this 
period, the employment rate in Lithuania rose by 2.5 percentage 
points, while the EU average rose by 4.1 percentage points. In 2024, 
the average annual total employment rate in Lithuania was 79.2 per-
cent, while in the European Union it was 75.8 percent (Eurostat, 
2025). The unemployment rate in Lithuania has also been rising in 
recent years. From 2022 to 2024, it increased from 5.9 to 7.1 percent. 
In 2024, the average annual unemployment rate was 7.1 percent, 
exceeding the EU average of 6.0 percent (Eurostat, 2025). In the con-
text of our research, it is important to note that the number of job 
vacancies was also increasing. According to data from the State Data 
Agency (Valstybės duomenų agentūra, 2025), job vacancies in 
Lithuania steadily increased from 2020 to 2024, reaching 28.2 thou-
sand in 2024. As Bloom et al. (2018) indicate, “between 2010 and 
2030, global labor markets will face the daunting task of generating 
roughly three-quarters of a billion new jobs” (p. 2).

Vacancies, in themselves, do not guarantee that there will be 
people willing and able to fill them. Various factors influence the 
labor-market activity of working-age employed, unemployed or grad-
uated individuals, including their perceptions of personal employabil-
ity. Berntson et al. (2006) were among the first to point out that 
employment depends not only on actual professional abilities to find 
a job but also on self-assessment of employability opportunities, which 
was described as “the individual’s perception of his or her possibility 
to achieve a new job” (p. 225).

Perceived employability of employees can be viewed in different 
ways, considering factors such as age, gender, occupation, and even 
place of residence. Studies indicate that individuals with higher educa-
tion, younger age, and more work experience generally rate their per-
sonal employability higher (De Lange et al., 2021; Bennett et al., 2022). 
Research confirms that the work performed is also important for 

enhancing a person’s chances of employment in another organization 
by providing professional and social experience, helping to acquire, 
highlight, and strengthen professional skills, and creating social con-
nections necessary for employment (van Hetty Emmerik et al., 2012). 
Research on work-related personal employability resources supple-
ments this field by emphasizing individual factors that not only enable 
effective performance but may also improve workers’ perceptions of 
external employability opportunities.

In this study, we focus on employees from various Lithuanian 
organizations. The identification of determinants of perceived employ-
ability is facilitated by applying the Job Demands-Resources model 
(Bakker and Demerouti, 2017; Bakker et al., 2023). According to 
Berntson et al. (2006), research on the antecedents of perceived 
employability should examine a broad range of individual factors. We 
conceptualize employee adaptability, job crafting, and strengths use as 
work-related personal resources that reflect the capacity to adapt to 
job requirements, proactively shape the work environment, and mobi-
lize personal assets to meet job demands. These resources may foster 
work engagement, motivate achievement of work goals, accumulate 
professional experience, and strengthen subjectively evaluated per-
sonal employability.

The overall aim of our study is to investigate the relationships 
between employees’ work-related personal resources and perceived 
employability and to examine the mediating role of work engagement 
in these relationships. We pursue this goal in three steps. First, we test 
the expectation that employees who place greater value on personal 
resources will report higher perceived employability. Second, we 
expect that those more engaged in their work will also report higher 
perceived employability. Third, we expect that work engagement will 
mediate the relationships between personal resources and perceived 
employability, thereby explaining the mechanism underlying these 
relationships.

2 Theoretical framework

2.1 Perceived employability

In its general sense, the term „employability “refers to “an indi-
vidual’s chance of a job in the internal and/or external labor market” 
(Forrier and Sels, 2003, p. 106). Employability has been widely studied 
among the unemployed (Fernández-Valera et al., 2020), students 
(Baluku et al., 2021), and graduates beginning their professional 
careers (Grosemans et al., 2023). In recent years, attention has increas-
ingly focused on the employability of working individuals. As a per-
sonal resource, employability has been shown to positively influence 
boundaryless career orientations (Redondo et al., 2024), support 
career continuity (Lo Presti and Pluviano, 2016; Seibert et al., 2024), 
and strengthen active job search behavior (De Battisti et al., 2016; 
Biramo et al., 2025). Due to economic, technological, and structural 
changes, a person’s career is no longer tied to a single organization. 
Career continuity is more assured by an individual‘s professional 
potential and the demand for their competencies in the labor market 
than by an employer’s guaranteed career opportunities within a single 
organization (Peeters et al., 2020). As Forrier and Sels (2003) state, a 
successful career is believed to be assured by having the appropriate 
personal capacities to remain continuously employable in the internal 
and external labor markets throughout one’s working life.
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The agentic perspective in employability research emphasizes that 
individuals are responsible for managing their careers and that career 
success, employment, and retention depend more on them than on 
their employers (Forrier et al., 2018). According to three main 
assumptions of the employability studies based on the agentic per-
spective, employability is a personal worth, employable individuals 
themselves control their careers, are free to make career-related deci-
sions, and, lastly, the outcomes of employability first of all have a posi-
tive value for employees, as it encourages professional development, 
personal growth, and well-being (Vanhercke et al., 2016) and increases 
job search intensity and reemployment in case of job loss (Koen et al., 
2013). In this context, the importance of the employee’s own view of 
personal employability, i.e., perceived employability, increases.

Perceived employability reflects an individual’s self-assessed abil-
ity to obtain and retain employment and to make labor-market transi-
tions (Vanhercke et al., 2014) or one’s ability to realize job 
opportunities within and between employers over time” (Fugate et al., 
2021, p. 266). De Cuyper and De Witte (2010) highlighted perceived 
employability as a guarantee of job security in a changing professional 
environment. Employment opportunities can be perceived within the 
current organization, for example, when an individual seeks career 
advancement (internal employability), or when considering the pos-
sibility of working with another employer (external employability) 
(Vanhercke et al., 2014; Van Harten et al., 2022; Forrier et al., 2015). 
In this study, we examine employee-perceived employability in the 
external labor market, which refers to one’s employment opportunities 
independent of the organization in which the individual works.

From the perspective of the Job Demands–Resources model 
(Bakker and Demerouti, 2017; Bakker et al., 2023), we examine adapt-
ability, job crafting, and strengths use behaviors as work–related per-
sonal resources and valued characteristics that contribute to optimal 
employee functioning, control over job processes and the work envi-
ronment, and may be significant to employees’ perceptions of employ-
ability in the labor market.

2.2 The job demands-resources model

The Job Demands–Resources model (Bakker and Demerouti, 
2017; Bakker et al., 2023) integrates traditions in research on work-
related stress and motivational processes and is used to assess the sig-
nificance of demands, resources, and psychological states (burnout 
and work engagement) for employee job performance (Lazauskaite-
Zabielske et al., 2018), organizational commitment (Akkermans et al., 
2019), well-being (Vanhercke et al., 2016), work-life balance (Brough 
et al., 2020), and other outcomes. We analyse perceived employability 
as one of these consequences, linking the current job to the continu-
ation of a professional career with the current employer or to a move 
to another organization.

Job demands—the physical, psychological, social, or organiza-
tional aspects of work that require sustained physical and/or psycho-
logical (cognitive and emotional) effort and are associated with 
physiological and/or psychological costs (Bakker and Demerouti, 
2017; Bakker et al., 2023). High work demands, long working hours, 
time pressure, and work overload require significant time, energy, and 
personal effort, deplete internal employee resources, and are directly 
associated with stress and burnout processes (Bakker et al., 2023). On 
the other hand, the requirements for a specific position define the 
content of the work, for which a worker not only uses (adapts) profes-
sional competencies but also, while overcoming work challenges, has 

the opportunity to strengthen professional potential, learn, acquire 
new knowledge and skills, and improve in the profession (Fajaryati et 
al., 2020).

Job resources—organizational, social, physical, or psychologi-
cal job and personal characteristics that help achieve work goals 
and purposefully promote personal growth and development 
(Bakker and Demerouti, 2017). Resources provide the conditions 
necessary to meet work requirements; they are associated with 
motivation processes and many positive consequences for the orga-
nization and the employee (Schaufeli and Taris, 2013; Sánchez-
Cardona et al., 2023; Galanakis and Tsitouri, 2022). When 
examining the relationships between job resources and employ-
ability, social support, feedback, autonomy, and job variety were 
found to positively impact employability (Jabeen et al., 2022; van 
Leeuwen et al., 2022; van Hetty Emmerik et al., 2012; Marzec et 
al., 2021).

Personal resources are aspects of the self that reflect individuals’ 
sense of their ability to control and influence their environment suc-
cessfully (Hobfoll et al., 2003). In the JD-R model, personal resources 
are defined as positive self-evaluations, psychological characteristics, 
or traits (Schaufeli and Taris, 2013). These resources include self-effi-
cacy, organization-based self-esteem, psychological capital, resilience, 
and personality traits. Like job-related resources, these characteristics 
can be examined as direct predictors of positive employee outcomes, 
including job satisfaction, well-being, and organizational commit-
ment, or as predictors of intermediate motivational states, such as 
work engagement. Xanthopoulou et al. (2007) were among the first to 
argue that personal resources should be included in the Job Demands-
Resources model. They found that self-efficacy, occupational-based 
self-esteem, and optimism positively influenced work engagement, 
mediated the relationship between job resources and engagement, 
and, together with job demands and job resources, explained variance 
in work engagement. Low et al. (2020) found that personal resources 
(career-enhancing strategies and personal initiative) predicted per-
ceived employability under both normal and harsh labor conditions.

As noted earlier, perceived employability can also be viewed as a 
resource that enables active participation in the labor market, whether 
seeking a job or maintaining employment in the current organization, 
and that supports career stability (Forrier and Sels, 2003; Redondo et 
al., 2024; Lo Presti and Pluviano, 2016; Seibert et al., 2024). Consistent 
with the Conservation of Resources theory (Hobfoll, 2002; Hobfoll et 
al., 2018), this resource needs to be created, protected, nurtured, and 
accumulated. In this way, work-related personal resources may 
enhance perceived employability, and, drawing on the Job Demands-
Resources model, work engagement may explain the mechanism 
underlying these associations.

In this study, personal resources include adaptability, job crafting, 
and the use of strengths. The harmony of these employability assump-
tions is supported by Griffin et al. (2007) Performance theory, which 
holds that work processes in any position are dynamic and can change 
when new requirements are placed on employees or when the work 
environment or the functions performed change. Therefore, to act 
effectively, it is important to adapt to and accept these changes (adapt-
ability), proactively model the work performance process to conserve 
external and personal resources, and know and apply one’s profes-
sional strengths (strengths use). All this helps to work creatively and 
may strengthen work engagement, a central factor in the motivational 
process within the Job Demands-Resources model and the outcome—
perceived employability.
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2.3 Personal resources, engagement, and 
perceived employability

2.3.1 Adaptability and perceived employability

Employee adaptability is an individual’s ability to adapt to chang-
ing job demands, roles, and environments (Griffin et al., 2007). 
Pulakos et al. (2000) analyze adaptive employee performance as a mul-
tidimensional construct, with specific knowledge, skills, and abilities 
underlying dimensions such as handling work stress, solving problems 
creatively, etc. Adaptable workers tend to show openness to change, 
initiative, and resilience in the face of shifting work requirements or 
new, unfamiliar tasks that must be quickly mastered and performed 
efficiently. Taormina (2015) analyzed adaptability as one of four 
dimensions of the adult resilience construct and defined it as “. the 
capacity to be flexible and resourceful, and to cope with adverse envi-
ronments and adjust oneself to fit into changing conditions” (p. 37). 
In that study, adaptability was not examined in relation to perceived 
employability; however, the author reported empirical data showing 
that employed professionals’ adaptability was significantly higher than 
that of unemployed respondents.

Forrier et al. (2009) identified adaptability as one of four dimen-
sions of movement capital, directly linked to career mobility and, as 
research has shown, positively affecting perceived employability. The 
authors conducted a two-wave longitudinal study of working Flemish 
individuals and found a significant positive relationship between 
adaptability and perceived external employability (Forrier et al., 2015). 
In another study in line with the career mobility model, Peeters et al. 
(2020) conducted a longitudinal study examining the relationship 
between adaptability and perceived employability in employee sam-
ples from Belgian private- and public-sector organizations. The 
authors state that the central aspect of adaptability is openness to 
changes at work and the ability to adjust behavior in response to them. 
Adaptability was hypothesized to be related to perceived employabil-
ity. However, the results of this study did not confirm a positive rela-
tionship between adaptability (openness to change) and perceived 
employability; instead, a negative relationship was observed in a pri-
vate sector sample.

Building on the Job Demands-Resources model, we analyze work-
ers’ adaptability as a personal resource and propose that it may 
enhance perceptions of employability, as individuals who can and are 
motivated to respond flexibly to changing work requirements may 
perceive themselves as better able to secure alternative employment 
opportunities outside the current organization. Therefore, employee 
adaptability may be expected to be positively related to perceived 
employability.

H1: Employee adaptability is positively related to perceived 
employability.

2.3.2 Job crafting and perceived employability

Job crafting is broadly defined as an employee’s proactive response 
to job design aimed at improving performance and the work environ-
ment. A role-based approach, introduced by Wrzesniewski and 
Dutton (2001), links job crafting to changes in job design and the 
social environment. From this perspective, job crafting is defined as 
“the physical and cognitive changes individuals make in the task or 
relational boundaries of their work” (p. 179). Tims and Bakker (2010) 

developed the resource-based approach and incorporated job crafting 
into the Job Demands–Resources model as a process in which employ-
ees change the levels of job demands and job resources to “align them 
with their own abilities and preferences” (p. 4). The broader concep-
tualization presented by Vanbelle et al. (2023) emphasizes that it is 
appropriate to integrate these perspectives and analyze job crafting as 
a purposeful, proactive behavior that considers “both what employees 
may craft and why they engage in job crafting” (p. 6).

Job crafting, a proactive, change-oriented behavior, involves 
employees shaping their work environment to enhance work perfor-
mance, engagement, and job satisfaction (Demerouti, 2026). It creates 
opportunities to apply professional knowledge and skills, to acquire 
new professional competencies, and supports professional growth. As 
Vanbelle et al. (2023) note, employees may adjust job demands and 
resources to align with their abilities and preferences. Applying job-
crafting strategies makes work more enjoyable and enriched (Tims 
and Bakker, 2010; Tims et al., 2012), providing opportunities to 
increase work variety and perform more complex tasks. By crafting a 
job, employees can take on more responsibilities and apply innova-
tions that require new skills and knowledge.

Employees may be more likely to improve their jobs (adapt to 
challenging job requirements and maintain a balance between job 
demands and resources) when they believe doing so will advance their 
careers. In other words, by learning and performing more complex 
tasks, employees build the professional foundation necessary for sus-
tainable employability or promotion (Sartori et al., 2023). Akkermans 
and Tims (2017) show that expanding job resources or demands trig-
gers personal growth and is positively associated with perceived 
employability. The effort invested in learning new skills to keep up 
with workplace changes helps maintain high employability. In this 
way, job crafting helps employees redesign their jobs to achieve per-
sonally valued outcomes at work (Wrzesniewski and Dutton, 2001; 
Tims and Bakker, 2010) and to enhance employability in the labor 
market (Irfan and Qadeer, 2020; Signore et al., 2023; Tims et al., 2012).

Job crafting involves proactive efforts to shape and redesign tasks, 
relationships, and cognitive perceptions of work (Wrzesniewski and 
Dutton, 2001) and to adjust job demands and resources to better align 
with employee strengths, interests, abilities, preferences, and optimal 
functioning at work (Tims et al., 2015). Crafting a job creates a more 
meaningful, motivating, and diverse work environment, applies a 
wider range of knowledge and skills, and strengthens professional 
competencies. This experience may increase confidence in profes-
sional capabilities and positively influence perceptions of employabil-
ity outside the current organization. Therefore, we hypothesize that 
job crafting is positively related to perceived external employability.

H2: Job crafting is positively related to perceived employability.

2.3.3 Strengths use and perceived employability

Strengths use behavior refers to the extent to which employees 
actively apply personal and professional strengths in performing work 
roles (Wood et al., 2011). Professional strengths, such as positive, well-
developed skills, knowledge, and character traits, contribute to effec-
tive job performance and the ability to deliver consistent, high-level 
performance in a given activity (Clifton and Harter, 2003). Assessing 
the professional characteristics of candidates for a job, even at the 
stage of employee selection, helps define the profile of required quali-
ties for a specific job position and justify employment decisions. 

https://doi.org/10.3389/fpsyg.2026.1814522
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However, it is only after starting work that the correspondence 
between professional competencies and the position’s requirements 
becomes apparent. Therefore, when discussing an employee’s level of 
professionalism, the most important consideration is not how many 
qualities he has or what they are, but whether and how he uses them, 
and what features of the work and social environments create favor-
able conditions for applying his strengths (Van Woerkom et al., 2016).

As Forrier et al. (2015) argued, the concept of employability cen-
ters on personal strengths that enable participation in the labor market 
and the maintenance of employment. The links between employability 
and an individual’s knowledge, skills, and abilities are well grounded 
in theory (Fugate and Kinicki, 2008; Vanhercke et al., 2014) and sup-
ported empirically (Forrier et al., 2015; Peeters et al., 2020). In the 
context of our study, research examining the links between another 
aspect of strengths - strengths use - and perceived employability is 
relevant; however, these links have been examined in only a few stud-
ies. For example, Gürbüz et al. (2022a) found that strengths use was 
positively related to sustainable employability and mediated the rela-
tionships between inclusive leadership and human resource practices 
and sustainable employability. In another study, Matsuo (2022) found 
that strengths use behavior was positively related to perceived employ-
ability and mediated the relationship between supervisor support for 
strengths use and perceived employability. Having competencies is not 
the same as using them; only using them helps active engagement in 
work, achieving work goals, revealing areas of professional develop-
ment, fostering mastery experiences, and may also increase the evalu-
ation of one’s abilities for employment. Thus, we hypothesize that 
using strengths at work may be positively associated with employee 
perceptions of external employability.

H3: Strengths use is positively related to perceived employability.

2.3.4 Work engagement and perceived 
employability

Work engagement is “a positive, fulfilling, work-related state of 
mind that is characterized by vigour, dedication, and absorption” 
(Schaufeli et al., 2002, p. 74). Engagement indicates whether the work 
is stimulating, whether employees are willing to devote time and effort 
to it (the vigour, energy component), whether it is significant and 
meaningful (the dedication component), and whether the activity is 
attractive and encourages full concentration (the absorption compo-
nent). Engaged employees are energetic, work independently, enjoy 
their work, and describe post-work fatigue as a pleasant state because 
it is associated with positive achievements and satisfaction with results 
(Bakker and Demerouti, 2017). Separate studies have found positive 
links between work engagement and job performance (Corbeanu and 
Iliescu, 2023), innovative behavior (Ali et al., 2022), and citizenship 
behavior (Gupta et al., 2017). Mazzetti et al. (2023), in a recent meta-
analytic study based on 113 independent samples from prior research, 
reported that work engagement positively correlated with job satisfac-
tion, job commitment, performance, and health, and negatively cor-
related with turnover intention and psychological distress.

When it comes to research on work engagement and perceived 
employability, there are only a few studies worth mentioning. Gürbüz 
et al. (2023) found that work engagement mediated the relationship 
between sustainable employability (an independent variable) and two 
dependent variables, task performance and job satisfaction. Liu et al. 
(2022) surveyed nurses during the COVID-19 pandemic and found 

that employability, as a boundary condition, negatively moderated the 
relationship between employee health and work engagement. Zhang 
and Liu (2023) found that employability, as a contextual variable, 
negatively moderated the relationship between workplace relational 
civility and nurses’ engagement.

In this study, we analyze work engagement as a prerequisite for 
perceived employability within the Job Demands-Resources model. 
Work that gives employees a sense of meaning, energizes them, and 
immerses them helps reveal one’s professional potential. Work engage-
ment is an active state; it is expressed in work that draws on knowl-
edge, skills, and abilities. Engaged workers accumulate experience by 
applying professional knowledge and skills, learn, and acquiring new 
competencies (Gürbüz et al., 2023). The results and experience 
achieved lay a foundation for professionalism, contribute to achieving 
career goals, and strengthen confidence in employability opportunities 
in the labor market (Matulcikova and Brevenikova, 2015). Thus, we 
expected that perceived employability, defined as employees’ percep-
tions of their ability to obtain and maintain employment (Vanhercke 
et al., 2014), may result from work engagement.

H4: Work engagement is positively related to perceived 
employability.

2.3.5 The mediating role of work engagement

Based on the above discussions, empirical evidence and the theo-
retical background were presented to propose the direct effects of 
personal resources (adaptability, job crafting, and strengths use) on 
perceived employability. Along the motivational path of the Job 
Demands-Resources model, personal resources may be indirectly 
linked to perceived employability through work engagement as a 
mediating variable. As Bakker (2022) states, “work engagement refers 
to a motivational and fulfilling state characterized by high levels of 
mental and physical energy, enthusiasm about and dedication to work, 
and complete absorption in work activities” (p. 37). Work engagement 
can be stimulated by various organizational, social, work, and personal 
resources (Galanakis and Tsitouri, 2022) and leads to a wide range of 
outcomes for organizational, team, and individual performance 
(Corbeanu and Iliescu, 2023). Research also shows that work engage-
ment serves as a mediator. For example, Gupta et al. (2017) found that 
work engagement mediated the relationship between psychological 
capital and organizational citizenship behavior. Sánchez-Cardona et 
al. (2023) confirmed that job resources are indirectly associated with 
the intention to stay in the organization through two mediators, 
meaningful work and work engagement.

Personal resources, as aspects of the self, refer to individuals’ sense 
of their ability to control and influence their environment (Hobfoll et 
al., 2003). They support goal achievement, protect against threats, 
reduce physiological and psychological costs, and promote profes-
sional growth and development (Xanthopoulou et al., 2007). 
Adaptable employees effectively manage change and uncertainty 
(Griffin et al., 2007). Job crafters proactively redesign their work, 
including tasks, workplace relationships, and cognitions about work, 
to increase meaning and compatibility (Wrzesniewski and Dutton, 
2001). Employees who actively apply their professional strengths can 
achieve higher work outcomes and derive greater satisfaction from 
their work (Van Woerkom et al., 2016). In this study, we examine indi-
rect associations between these work-related personal resources and 
perceived employability across the following aspects. Drawing on the 

https://doi.org/10.3389/fpsyg.2026.1814522
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org


Bagdžiūnienė and Okunevičiūtė Neverauskienė� 10.3389/fpsyg.2026.1814522

Frontiers in Psychology 06 frontiersin.org

Job Demands–Resources model, we expect that adaptability, job craft-
ing, and strengths use may be positively associated with employee 
engagement at work. Work engagement activates professional skills 
and knowledge to meet work demands, stimulates the acquisition of 
new skills, and contributes to employee learning and professional 
growth. This helps implement work goals effectively and strengthens 
professional potential. In this way, personal resources may indirectly 
affect perceived employability through work engagement, which may 
serve as a mediating variable in the relationships among adaptability, 
job crafting, strengths use, and perceived employability.

H5: Work engagement mediates the relationship between 
employee adaptability and perceived external employability.

H6: Work engagement mediates the relationship between job 
crafting and perceived external employability.

H7: Work engagement mediates the relationship between 
employee strengths use at work and perceived external 
employability.

The hypothesized research model is presented in Figure 1.
According to the research aim and hypotheses, the model suggests 

that adaptability, job crafting, and strength use behavior may predict 
perceived employability, and that work engagement may mediate the 
relationships between each personal resource and perceived 
employability.

3 Materials and methods

3.1 Research procedure and sample

This study was conducted in Lithuania from April to June 2025, 
and data were collected using a cross-sectional design by a market and 
public opinion research company. The survey was administered via 
Computer-Assisted Telephone Interviewing (CATI) and Computer-
Assisted Web Interviewing (CAWI). The sample included 1,032 
employees from state and private Lithuanian organizations. Our 
sample consisted of 492 (47.7%) men and 540 (52.3%) women, with 
ages ranging from 19 to 64 years (M = 42.5; SD = 11.85). 637 (61.7%) 
individuals had higher education, including university or non-univer-
sity higher education, while 395 (38.3%) had vocational or secondary 

education. 374 (36.2%) worked in the public sector, 632 (61.2%) in the 
private sector, and 26 (2.5%) respondents indicated that they worked 
in the non-governmental sector. Regarding position, 266 (25.8%) of 
the study participants held managerial positions, while 766 (74.2%) 
held non-managerial positions. Length of organizational tenure 
ranged from 1 to 44 years (M = 9.54; SD = 8.94).

The research was conducted in accordance with the ICC/Esomar 
International Code on Market, Opinion and Social Research and Data 
Analytics (International Chamber of Commerce (ICC)/Esomar, 
2025). Participants were informed that the study was conducted in 
accordance with research ethics requirements, that their participation 
was voluntary, and that they could withdraw from the study at any 
time. The anonymity and confidentiality of the study participants were 
ensured. Participants were informed that any personal information 
would not be disclosed when responding, and that the results would 
be analyzed in aggregate for scientific purposes only.

3.2 Measures

Respondents were asked to provide background information, 
including their gender, age, education, work sector, job tenure within 
the organization, and managerial position, and to respond to the ques-
tionnaire scales.

Adaptability, job crafting, strengths use, and perceived external 
employability were measured on a five-point Likert scale ranging from 
1 (totally disagree) to 5 (totally agree). The response options for work 
engagement ranged from 1 (never) to 7 (always/every day). Cronbach’s 
alpha coefficients for all scales used in our study are shown in Table 1. 
The questionnaire was administered in Lithuanian, and all measures 
were translated from English into Lithuanian using a translation-back 
procedure.

Adaptability was assessed using a five-item adaptability sub-
scale (“I am well able to adjust to problems that confront me”) 
from the Adult Personal Resilience scale developed by Taormina 
(2015). The adaptability score was calculated as the average of 
responses to the scale items, with higher scores indicating stron-
ger employee adaptability. The exploratory factor analysis con-
firmed a one-factor scale structure (Varimax rotation, 
KMO = 0.913, Bartlett’s test of sphericity Chi square = 4116.8, 
df = 15, p < 0.001) explaining 71.1% of variance with factor load-
ings ranging from 0.769 to 0.861.

Job crafting was measured using the four-item Broad Job Crafting 
Scale (BJCS) (“I make changes to my job to perform better”), devel-
oped by Vanbelle et al. (2017, 2023). The job crafting score was 

FIGURE 1

Research model.
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computed as the mean of responses to the scale items, with higher 
scores indicating stronger job crafting. The exploratory factor analysis 
confirmed a one-factor structure (Varimax rotation, KMO = 0.833; 
Bartlett’s test of sphericity, Chi-square = 2669.5, df = 6, p < 0.001), 
explaining 77.2% of the variance, with factor loadings ranging from 
0.827 to 0.911.

Strengths use was assessed using the Strengths Use Behavior scale 
(“In my job, I make the most of my strong points”), developed by Van 
Woerkom et al. (2016). The original scale comprises six items; how-
ever, two items with the lowest factor loadings, as identified by the 
scale’s authors, were excluded. The scale score was computed by aver-
aging responses, with higher scores indicating better application of an 
individual’s strengths at work. The exploratory factor analysis con-
firmed a one-factor structure (Varimax rotation, KMO = 0.834, 
Bartlett’s test of sphericity Chi-square = 2541.3, df = 6, p < 0.001), 
explaining 77.0% of the variance, with factor loadings ranging from 
0.863 to 0.892.

Work engagement was assessed using the three-item Ultra-short 
Utrecht Work Engagement Scale (UWES-3) (Schaufeli et al., 2019), 
which measures the dimensions of energy (vigor), enthusiasm (dedi-
cation), and immersion (absorption) of engagement (“At my work, I 
feel bursting with energy”). An engagement score was calculated as 
the mean of responses to the three items, with higher scores indicating 
greater employee engagement at work. The exploratory factor analysis 
confirmed the scale’s one-factor structure (KMO = 0.717; Bartlett’s test 
of sphericity: Chi-square = 1698.0, df = 3, p < 0.001), accounting for 
80.4% of the variance, with factor loadings ranging from 0.869 
to 0.927.

Perceived employability was measured with a four-item Perceived 
external employability scale (“I could easily find another job, if I 
wanted to”) (De Cuyper et al., 2014; Vanhercke et al., 2014). The scale 
score was computed by averaging item responses, with higher scores 
indicating greater perceived employability. Exploratory factor analysis 
confirmed a one-factor structure for the scale (Varimax rotation, 
KMO = 0.862, Bartlett’s test of sphericity Chi square = 3288.7, df = 6, 
p < 0.001), explaining 82.5% of the variance, with factor loadings 
ranging from 0.896 to 0.918.

3.3 Data analysis

For this study, data analysis was conducted in three steps using 
IBM SPSS version 21 and IBM SPSS AMOS version 21. First, we 
examined the scales’ construct validity, reliability, and descriptive 
statistics (means, standard deviations, Pearson correlations, 
Student’s t-test). Reliability was assessed by calculating Cronbach’s 
alpha coefficients, and construct validity was evaluated using 
exploratory factor analysis. Hierarchical regression analysis was 
performed to identify predictors of work engagement and 

perceived external employability. To investigate predictors of work 
engagement, control variables were entered in the first step, fol-
lowed by adaptability, job crafting, and strengths use behavior in 
the second step. To examine predictors of perceived external 
employability, it was regressed on the control variables (first step), 
followed by personal resources and work engagement (second 
step). Structural equation modeling (SEM) with 5,000 bootstrap 
resamples was conducted to test research hypotheses, primarily to 
evaluate the direct effects of employee adaptability, job crafting, 
and strengths use on perceived employability, and the mediating 
effect of work engagement in the relationships between personal 
resources and perceived employability. Age, gender, and education 
were included as covariates. Model fit was evaluated using multiple 
fit indices, including the chi-square statistic (χ2), the comparative 
fit index (CFI), the Tucker–Lewis index (TLI), and the root mean 
square error of approximation (RMSEA), with 90% confidence 
intervals. Bootstrapping with 5,000 resamples was used to generate 
bias-corrected 95% confidence intervals for indirect effects.

To mitigate the potential harmful effects of common method 
bias (CMB), respondents’ anonymity was maintained throughout 
data collection. Additionally, we conducted Harman’s single-factor 
test, as suggested by Podsakoff et al. (2024), to assess potential 
common method bias in the dataset. Items from all five scales were 
included in an unrotated exploratory factor analysis using princi-
pal axis factoring. The single factor explained 43% of the total vari-
ance. Since this is below the 50% threshold, the impact of common 
method bias is not considered a significant concern in this data 
(Podsakoff et al., 2024). We also conducted a single-factor CFA 
model in AMOS, with all items loading on a single latent factor, 
which showed poor fit (χ2/df = 44.10; CFI = 0.525; TLI = 0.469; 
RMSEA = 0.204). Conversely, a five-factor measurement model 
provided an acceptable fit (χ2/df = 1.84; CFI = 0.993; TLI = 0.990; 
RMSEA = 0.029). Variance inflation factors (VIFs), including those 
for the mediator work engagement, ranged from 1.367 to 1.867, all 
of which were below 5, indicating no multicollinearity issues. 
Cronbach’s alpha coefficients for all variables exceeded 0.88, 
reflecting good internal reliability of the scales.

4 Results

4.1 Descriptive statistics

Table 1 presents the means, standard deviations, and Pearson cor-
relation coefficients between the study variables.

Intercorrelations indicate that all variables are positively and sig-
nificantly associated. Correlations between perceived employability 

TABLE 1  Means, standard deviations, and Pearson correlations between study variables (N = 1,032).

Variables M SD 1 2 3 4 5

Perceived employability 3.29 0.91 (0.929)

Work engagement 4.45 1.09 0.407** (0.878)

Adaptability 3.65 0.69 0.424** 0.405** (0.915)

Job crafting 3.47 0.70 0.368** 0.443**. 0.464** (0.901)

Strengths use 3.62 0.71 0.366** 0.567** 0.460** 0.590** (0.900)

Cronbach’s alpha coefficients are presented on the diagonal. **p < 0.01. M, mean; SD, standard deviation.
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and other variables ranged from r = 0.366 (p < 0.01) for the use of the 
strengths to r = 0.424 (p < 0.01) for adaptability. Correlations between 
work engagement and personal resources ranged from r = 0.405 
(p < 0.01) for adaptability to r = 0.567 (p < 0.01) for the use of 
strengths.

Comparing variables between the gender groups did not reveal 
any significant differences. Regarding age, negative correlations were 
found with employability (r = −0.239, p < 0.01) and job crafting 
(r = −0.069, p < 0.05), and a weak positive correlation with work 
engagement (r = 0.063, p < 0.05). As employees age, their likelihood 
of being hired by other employers decreases, and they become less 
involved in job crafting, yet their overall engagement with work 
slightly increases, although not all of these connections were strong. 
Regarding education, it was found that education was positively, but 
not strongly, correlated with job crafting (r = 0.104, p < 0.01) and 
strengths use (r = 0.104, p < 0.01).

Summarizing the relationships between demographic charac-
teristics and the independent variables analyzed in this study, it is 
essential to note that the observed significant correlations were 
generally weak, and there were no significant differences in mean 
values across gender groups. Regarding the dependent variable, 
perceived employability, younger employees reported higher evalu-
ations of their personal ability to be employed by other employers, 
whereas gender and education were not significantly associated 
with the employability assessment. Perceived employability was 
rated slightly higher by respondents working in the private sector 
than by those in the public sector organizations (M = 3.34 and 
M = 3.21, respectively; p = 0.034), although the difference is small. 
In this study, the private sector sample is nearly twice as large as 
the public sector sample; therefore, the results are insufficient to 
determine whether the organizational sector is significant for 
employees’ perceived employability. Further research are necessary 
to examine these relationships in more detail.

4.2 Predictors of work engagement and 
perceived employability

At the next stage of analysis, we tested four hierarchical regression 
models to examine predictors of work engagement and perceived 
employability, with gender, age, and education included as control 
variables. For work engagement as the dependent variable, control 
variables were entered in Step 1, and the main study variables were 
added as independent variables in Step 2. In Step 3, perceived employ-
ability was regressed on the control variables, and in Step 4, to predict 
employability, all main study variables were added. The results are 
presented in Table 2.

As shown in Steps 1 and 2 (Table 2), after controlling for demo-
graphic variables, adaptability, job crafting, and strengths use posi-
tively affected employee work engagement, accounting for 35.9% of its 
variance. Data in Steps 3 and 4 showed that adaptability, job crafting, 
strengths use, and engagement positively affected perceived employ-
ability, explaining 32.0% of its variance. Notably, the direct relation-
ship between strengths use and employability was weak (β = 0.077, 
p < 0.05), the weakest of the three compared with adaptability and job 
crafting. The effect sizes for gender, age, and education on the depen-
dent variables in Steps 1 and 3 were small (Cohen’s f2 ranged from 
0.007 to 0.059). After adding independent predictors in Steps 2 and 4, 
the effect size increased to large when predicting engagement (Cohen’s 
f2 = 0.560) and employability (Cohen’s f2 = 0.471). The regression 
results allow us to draw preliminary conclusions regarding hypotheses 
H1–H3, suggesting that personal resources (adaptability, job crafting, 
and strengths use) are positively associated with perceived employ-
ability. Additionally, preliminary findings suggest a positive relation-
ship between engagement and employability. These relationships were 
examined in more detail using structural equation modeling.

Regarding the research hypotheses, we tested a model with both 
direct and indirect relationships among employee adaptability, job 

TABLE 2  Hierarchical regression models testing predictors of employee work engagement and perceived employability.

Control and independent 
variables

Dependent variables

Work engagement Perceived employability

Step 1 Step 2 Step 3 Step 4

β β β β

Gender −0.009 −0.006 0.048 0.042

Age 0.058 0.053 −0.233*** −0.238***

Education −0.056 0.002 −0.021 −0.016

Adaptability 0.155*** 0.240***

Job crafting 0.128*** 0.094**

Strengths use 0.418*** 0.077*

Work engagement 0.241***

R2 0.007 0.359 0.056 0.320

Δ R2 0.352 0.263

F (3, 1,028) 2.443, 

p = 0.063

(6, 1,025) 95.759*** (3, 1,028) 20.412*** (7, 1,024) 68.730***

Cohen’s f2 0.007 0.560 0.059 0.471

*p < 0.05; **p < 0.01; ***p < 0.001; β, standardized beta coefficient; VIF (Variance Inflation Factor) coefficients for the independent variables in every model did not exceed the statistical level 
of 2.0.
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crafting, and strengths use as independent variables, perceived 
employability as the dependent variable, and work engagement as a 
mediator (see Figure 1). The initial hypothesized model, which 
included direct paths from adaptability, job crafting, and strengths use 
to employability, and indirect paths through work engagement, did 
not fit the data well, χ2 (0) = 0.0, CFI = 1.00, TLI = 0.00, 
RMSEA = 0.384. The direct path from strengths use to perceived 
employability was very weak (β = 0.076, p = 0.034); therefore, it was 
removed, resulting in a final, more parsimonious model with good 
overall fit, χ2 (1) = 1.92, p  = 0.166, CFI = 0.999, TLI = 0.994, 
RMSEA = 0.030, CI [0.00; 0.094]. Conceptually, this modification is 
consistent with theoretical assumptions that the relationship between 
the use of strengths and employability is fully mediated by work 
engagement, and that the use of personal strengths at work enhances 
employability primarily through work engagement, rather than 
directly. That is, using one’s strengths at work predicts motivational 
and affective states (e.g., immersion, energy, enthusiasm), which, in 
turn, predict higher perceptions of employability, indicating a fully 
mediated relationship.

Table 3 presents the standardized weight estimates from the 
AMOS mediation regression, along with their confidence intervals, 
which describe the total, direct, and indirect effects of adaptability, job 
crafting, strengths use, and engagement on perceived employability.

The final research results are presented in Figure 2.
The results indicate that adaptability and job crafting have direct 

positive effects on perceived employability, supporting hypotheses H1 
and H2. Strengths-based behavior did not directly predict employ-
ability; thus, H3 was not confirmed. Personal resources, including 
adaptability, job crafting, and the use of strengths at work, were posi-
tively related to work engagement (β = 0.154, p < 0.001; β = 0.121, 

p < 0.001; and β = 0.425, p < 0.001, respectively). The fourth hypoth-
esis (H4), which posits a positive relationship between work engage-
ment and perceived employability, was also confirmed: the 
standardized effect of work engagement on employability was positive 
and significant. (β = 0.239, p < 0.001). Employees who successfully 
adapt to the demands of work and constant change (adaptability), pro-
actively align their capabilities with work tasks and modify work pro-
cesses to achieve better results (job crafting), and reasonably assess 
their personal strengths, identifying and utilizing them in their work 
(strengths use), are more motivated, energetic, and dedicated. 
Moreover, engagement, which describes the energizing, positive moti-
vational potential of an employee, is positively related to confidence 
in personal employment opportunities in the external labor market.

As shown in Table 3, the indirect effect of employee adaptability 
on perceived employability through work engagement was significant. 
(β = 0.037, p < 0.001, CI [0.020, 0.058]). Although the total effect of 
adaptability on employability was significant (β = 0.298, p < 0.001), 
the direct effect was also significant yet smaller (β = 0.261, p < 0.001). 
Therefore, work engagement partially mediated the relationship 
between adaptability and perceived external employability, supporting 
H5. Another significant mediating effect of engagement was observed 
in the relationship between job crafting and employability (β = 0.029, 
p < 0.001, CI [0.014, 0.050]). The total effect of job crafting on employ-
ability was significant (β = 0.170, p < 0.001). After including the medi-
ator, the effect decreased, but remained significant (β = 0.141, 
p < 0.001). Thus, engagement partially mediated the relationship 
between job crafting and employability, supporting H6.

Finally, consistent with H7, the mediation analysis showed that 
the relationship between strengths use behavior and employability was 
mediated by engagement (β = 0.101, p < 0.001, CI [0.068, 0.145]). The 

TABLE 3  Direct, indirect, and total effects of adaptability, job crafting, strengths use, and work engagement in predicting perceived employability.

Independent 
variables

Mediator Dependent 
variable

Direct effect Indirect effect Total effect

β, 95% CI β, 95% CI β, 95% CI

Adaptability

Work engagement
Perceived external 

employability

0.261*** [0.193, 

0.330]
0.037*** [0.020, 0.058]

0.298*** [0.232, 

0.364]

Job crafting 0.141*** [0.064, 

0.215]

0.029*** [0.014, 0.050] 0.170*** [0.095, 

0.244]

Strengths use 0.000 0.101*** [0.068, 0.145] 0.101*** [0.068, 

0.145]

***p < 0.001, β, standardized beta coefficients, 95% CI, confidence intervals.

FIGURE 2

Empirical structural model presenting direct and indirect standardized effects of adaptability, job crafting, and strengths use on perceived external 
employability. ***p < 0.001.
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total effect was significant (β = 0.101, p < 0.001); however, the direct 
effect of strengths use on employability was not confirmed. Thus, 
engagement fully mediated the relationship between the use of 
employee strengths and perceived external employability, sup-
porting H7.

5 Discussion

In today’s dynamic labor market, employees’ perceptions of their 
external employability - the belief in the ability to find employment 
outside the current organization - are increasingly important (Fugate 
et al., 2004; Vanhercke et al., 2014). The present study was conducted 
with a sample of Lithuanian employees and focuses on the relation-
ships between perceived external employability and work-related per-
sonal resources. Drawing on the Job Demands—Resources model 
(Bakker and Demerouti, 2017; Bakker et al., 2023), we proposed that 
personal resources, such as adaptability, job crafting, and strengths use 
at work, relate to perceived external employability directly and indi-
rectly through work engagement, an active motivational state that may 
explain the underlying mechanism of those relationships. More spe-
cifically, adaptability, job crafting, strengths use, and work engagement 
were analyzed as predictors of perceived external employability. 
Furthermore, work engagement was analyzed as an intervening vari-
able (mediator) in the relationships of adaptability, job crafting, and 
strengths use with external employability.

The first hypothesis (H1) examines the direct positive relationship 
between adaptability, defined as an individual’s ability to effectively 
adapt to job demands, roles, and environments (Griffin et al., 2007), 
and perceived employability. The study found that adaptability is posi-
tively related to perceived employability, thereby confirming the first 
hypothesis. This result is consistent with findings from other authors 
(Forrier et al., 2009, 2015). Adaptability, as the active acceptance of 
changes at work, the adjustment of attitudes and behaviors, the acqui-
sition of new knowledge, or the learning of new skills, helps employees 
accumulate useful experience, expand the range of professional com-
petencies, and serve as an internal force that reveals professional 
opportunities in the external labor market (Collie et al., 2020; Pulakos 
et al., 2000).

The direct positive relationship between job crafting and per-
ceived employability supports the study’s second hypothesis (H2). 
Employees who proactively shape their work, modify job require-
ments and resources (Tims and Bakker, 2010), and improve work 
design and the social environment (Wrzesniewski and Dutton, 2001) 
report higher perceived employability in other organizations. This 
result aligns with previous studies. For example, Sartori et al. (2023) 
examined how job-crafting training affects its applicability and, in 
turn, self-perceived employability. The authors concluded that by 
learning and performing more complex tasks, employees build a pro-
fessional foundation necessary for sustainable employability or pro-
motion. The positive effect of job crafting on employability was also 
confirmed in Signore et al.'s (2023) study. Akkermans and Tims 
(2017) operationalized subjective career success as perceived employ-
ability and found that career competencies lead to higher employ-
ability evaluations through job crafting, which serves as a mediator in 
this relationship. Irfan and Qadeer (2020) also found that employee 
involvement in job crafting behaviors led to sustainable employability 
during the COVID-19 pandemic. If adaptability refers to one’s ability 

to adapt to work, then job crafting is about a person’s ability to adapt 
a job to themselves. Both processes help test and expand the boundar-
ies of professional opportunities and, at the same time, lead to a stron-
ger confidence in individuals’ ability to be employed by multiple 
organizations.

The third hypothesis (H3) examined the relationship between 
using strengths at work and perceived employability. As noted in the 
theoretical section, personal resources are aspects of the self that 
reflect individuals’ sense of their ability to control and influence their 
environment successfully (Hobfoll et al., 2003). According to the 
Performance theory (Griffin et al., 2007), work processes are charac-
terized by stability and uniformity on the one hand and by the con-
stant likelihood of environmental and functional changes on the other. 
Thus, professional strengths are inner forces that help individuals 
adjust to, incorporate into, and perform effectively within these pro-
cesses. However, research on the relationship between strengths use 
and perceived employability is among the least studied, compared 
with adaptability or job crafting. After reviewing the scientific litera-
ture, we identified only a few studies that examined these relationships 
and reported a positive association between strengths use and per-
ceived employability (Gürbüz et al., 2022b; Matsuo, 2022). In our 
study, a positive linear relationship was first observed between 
strengths use and employability (r = 0.366, p < 0.01; see Table 1). 
However, when testing the hypothesized research model (see 
Figure 1), which included all three independent variables and work 
engagement as a mediating variable, the linear relationship between 
strengths use and perceived employability was not confirmed (see 
Table 3 and Figure 2). Thus, we conclude that the third research 
hypothesis (H3) regarding the relationship between strengths use and 
employability was not supported. This result suggests a more complex 
relationship among these constructs, so we tested this by treating work 
engagement as an intermediate variable.

The fourth hypothesis (H4) was also confirmed, stating that work 
engagement is positively correlated with perceived employability. 
Employees who find their work stimulating, feel vigorous and ener-
getic, and enjoy working have a higher view of their personal employ-
ability in the external labor market. This result aligns with findings 
from other studies. For example, Rahi (2022) found that work engage-
ment positively impacts sustainable employability. It is also worth 
noting that the relationship between work engagement and employ-
ability can run in the opposite direction, with employability predicting 
work engagement (Gürbüz et al., 2023). In other studies, employability 
was found to moderate the relationships between employee health and 
workplace relational civility and the dependent variable, work engage-
ment (Liu et al., 2022; Zhang and Liu, 2023). Overall, the diversity of 
relationships between work engagement and perceived employability, 
as revealed across various studies, supports the need for further 
research.

To evaluate the mediating role of work engagement in predicting 
perceived employability, three hypotheses were proposed: that work 
engagement mediates the relationships between adaptability, job craft-
ing, and strengths use and employability. The results confirm that 
engagement partially mediated the relationships between adaptability 
and employability (H5) and between job crafting and employability 
(H6). Regarding the seventh hypothesis, the study found that engage-
ment fully mediated the relationship between strengths use and 
employability (see Table 3), confirming H7. This suggests that using 
one’s strengths does not directly predict perceptions of employability 
but operates primarily through increased engagement. Adaptability, 
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job crafting, and strengths use were indirectly related to higher per-
ceived external employability through stronger work engagement, 
although the direct effects of adaptability and job crafting on perceived 
employability also remained significant.

The current findings should also be considered within the context 
of Lithuania’s labor market. Lithuania is a relatively small and open 
economy that has experienced significant labor market changes over 
the past decades. The transition from a centrally planned to a market 
economy has been accompanied by increased labor mobility, emigra-
tion flows, demographic aging, skills mismatches, and labor shortage 
in several sectors (Labour Market in Lithuania, 2023; OECD, 2025). 
Such conditions may increase the importance of individual career self-
management and personal resources in maintaining employability in 
a dynamic labor market. Within this context, proactive behavior at 
work, which includes employees’ ability to adapt to a dynamic work 
environment and requirements, job improvements through job craft-
ing, and the utilization of strengths, not only enhances their motiva-
tional state—work engagement, but also helps to understand and 
assess their personal professional potential and may increase confi-
dence in being capable to obtain and maintain employment in the 
external labor market.

At the same time, the theoretical mechanism explored in this 
research is based on a widely accepted framework, such as the Job 
Demands–Resources model (Bakker and Demerouti, 2017). This per-
spective suggests that personal resources can foster work engagement, 
which, in turn, supports positive career-related outcomes, including 
perceptions of employability. Therefore, similar relationships can also 
be expected in other studies conducted with employee samples from 
organizations operating in different labor markets. However, the spe-
cific outcomes may vary depending on the institutional conditions, 
labor market regulations, or cultural features. Future research could 
explore whether similar work-related personal antecedents of per-
ceived employability exist across different national contexts to further 
examine potential cross-country differences.

In summary, our study’s results indicate that personal resources, 
such as adaptability, job crafting, and the use of strengths, predict 
positive perceptions of employability, both directly and indirectly by 
strengthening work engagement, a motivational state that mediates 
these relationships. Employees who are open to changes in work and 
the environment, proactive when it comes to new, unfamiliar tasks, 
and who initiate physical and cognitive changes in their tasks, con-
sider and apply personal strengths in the performance process, are 
more engaged in their work—more vigorous, energized, and absorbed, 
and have a positive attitude toward their work. In turn, engaged 
employees have a more positive view of their personal employment 
opportunities in the external labor market and may be more self-
confident in their ability to successfully compete for jobs in other 
organizations.

6 Limitations and suggestions for 
future studies

When presenting the results of this study, it is important to discuss 
the limitations and directions for further research. We found that per-
ceived employability did not differ by age, gender, education, or place 
of residence; however, the public or private sector in which the orga-
nization operates, professional characteristics, such as the person’s 

profession or position held, may also be significant and can be ana-
lyzed in more detail in further studies. In terms of employment status, 
our study focused on employed individuals; therefore, broader studies 
of the assumptions underlying perceived employability in samples of 
students or graduates, as well as the unemployed, are relevant. This 
would help reveal the factors underlying the strengthening of employ-
ability across different employment status groups, its impact on career 
decision-making and active job search, and, more broadly, its impact 
on the supply of specialists of professions in demand in the 
labor market.

This study used a cross-sectional design, in which data were col-
lected at a single point in time. Longitudinal research on perceived 
employability assumptions is also relevant, as it reveals the dynamics 
of these phenomena over time, their causal relationships, and is rele-
vant in at least three aspects. First of all, the perceived employability 
assumptions examined in this study (job crafting, strengths use behav-
iors, and even adaptability), as well as employability perceptions, are 
not fixed phenomena and can change over time. This justifies the rel-
evance of longitudinal research, especially when linking improve-
ments in employability to organizational- and individual-level 
interventions aimed at developing personal competencies, shaping 
working conditions, and addressing other factors. Secondly, longitu-
dinal studies provide an opportunity to supplement subjective assess-
ments of employability with objective indicators of changes in 
employment status among employed, graduates entering the labor 
market, and unemployed individuals over a given period. The third 
aspect concerns perceived employability outcomes, including work 
performance, engagement, professional resilience, job insecurity, or 
intention to leave the organization. Longitudinal studies of these rela-
tionships would confirm the significance of perceived employability 
for employees and the organization, and the measures that strengthen 
it in the long term.

The employees who participated in the study were the only source 
of information that revealed subjective perceptions of personal experi-
ences. Interpretation of the findings may be limited when results are 
based solely on the participants’ self-observation. The impact of this 
limitation on the results may be mitigated by using additional sources 
of information. These may include objective indicators of work per-
formance, career advancement, or other professional achievements. 
Combining quantitative and qualitative research methods can also 
provide additional insights into employees’ experiences and their sig-
nificance for perceived employability.

Future research should also focus on a broader range of factors 
that enhance or limit perceived employability, as well as on mediators 
and contextual conditions. From both theoretical and practical per-
spectives, research examining combinations of organizational, leader-
ship, work, and individual factors, in which they may supplement each 
other or, conversely, may act as restraining forces that limit each oth-
er’s positive effects on employability, is also valuable.

7 Implications

From a theoretical perspective, the focus on work-related personal 
resources and work engagement confirms the value of applying the Job 
Demands-Resources model to investigate the antecedents of perceived 
employability (van Hetty Emmerik et al., 2012) and complements pre-
vious research in this field in several ways.
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First, the received results add to studies on the personal predictors 
of perceived employability, as the group of personal resources in the 
Job Demands—Resources model is complemented by characteristics 
such as adaptability, job crafting, and strengths use behaviors.

Second, personal resources are traditionally conceptualized as ante-
cedents of work engagement and performance-related outcomes 
(Xanthopoulou et al., 2007). Our study demonstrates that adaptability, 
job crafting, and strengths use predict employees’ perceptions of employ-
ability in the external labour market and, in this way, expand the out-
come domain of the Job Demands -Resources model by including 
career-related outcomes. This suggests that the motivational pathway 
strengthens in-role functioning, well-being, and positive attitudes 
towards work and the organization (Bakker et al., 2023); however, it is 
not limited to the work process and may also impact employees’ broader 
perceptions of their labor market value.

Third, we found that personal resources are not only directly 
but also indirectly related to perceptions of employability through 
the mediator work engagement. These resources primarily function 
as predictors of the motivational states that energize employees and 
promote engagement. Engaged employees are more likely to experi-
ence positive emotions, demonstrate initiative, and feel capable of 
adapting to changing work demands, which, in turn, enhances their 
perceptions of employability. Therefore, the analyzed resources 
appear to contribute to employability indirectly by nurturing moti-
vational and affective processes that make individuals more proac-
tive and confident at work and also in managing their careers. This 
shows that personal resources in the Job Demands-Resources 
model operate through multiple pathways, complementing the 
motivational process, and reveals that engagement is the main, but 
not the only, mechanism linking personal resources with career-
related outcomes.

Finally, it is important to note that this study is one of the first con-
ducted in Lithuania to examine employees’ perceived external employ-
ability and its personal prerequisites. This opens up opportunities for 
future research to clarify the antecedents and directions for enhancing 
the perceived employability of labor market participants across various 
employment statuses. Adaptability, crafting, and using strengths are not 
limited to work activities; a person can apply these qualities in various 
contexts, for example, in studies or a job search. Thus, the principles of 
the Job Demands-Resources model developed for the work environment 
can also be applied to other activities related to job search or employ-
ment. Strengthening the perceived employability resources analyzed in 
this study can be useful not only for those already working but also for 
graduates starting their professional careers or for unemployed persons 
engaged in job search activities.

In conclusion, our study complements existing research in this field 
and highlights the importance of personal facets associated with work, 
thereby strengthening the potential for employability in the external 
labor market. Research results contribute to understanding whether 
adaptability, job crafting, and strengths use, as work-related personal 
resources, together with work engagement, which reflects the motiva-
tional path in the Job Demands-Resources model, may be considered 
when analyzing individual-level predictors of employee perceived exter-
nal employability in the labor market.

The research findings offer several practical implications for organi-
zations, HR professionals, managers, as well as employees seeking to 
increase employee engagement and long-term career sustainability. By 
showing that adaptability, job skill development, and leveraging strengths 
positively predict employees’ perceived employability—both directly and 

through job engagement—the study underscores the strategic value of 
investing in personal resource development.

Organizations should view employees’ personal resources as strate-
gic capabilities that can be developed. Training interventions can be 
designed to enhance adaptability through change-readiness and resil-
ience-improving workshops, rotational assignments that expose employ-
ees to diverse tasks and contexts, to build job-crafting skills by teaching 
employees to proactively adjust task boundaries, manage relationship 
interactions, to promote strengths use through strengths assessments, 
coaching conversations, and job redesign initiatives that align roles with 
employees’ core competencies. From a Job Demands—Resources per-
spective (Bakker et al., 2023), strengthening these personal resources 
enhances the motivational process that drives engagement. From a 
Conservation of Resources perspective (Hobfoll et al., 2018), such invest-
ments help employees build resource reserves that generate further ben-
efits over time, including stronger perceptions of employability.

The role of line managers is particularly important. Leaders can 
strengthen adaptability, job crafting, and strengths use by encouraging 
employees to actively participate in implementing changes, discussing 
current work challenges and obstacles with them, providing support 
when needed to solve complex work issues, and promoting their innova-
tive behavior and professional growth. The autonomy and feedback pro-
vided at work help employees adapt their work flexibly, enabling them to 
better apply their knowledge and skills, achieve goals effectively, and 
meet their most important personal needs. Strengths-based leadership 
motivates employees to engage in tasks aligned with their strengths, fos-
ters a positive psychological climate within the work group, and encour-
ages colleagues to complement one another’s professional strengths in 
joint projects. This helps reinforce an attitude toward developing profes-
sional strengths as an organizational value, since, from a positive psy-
chology perspective, it is easier to improve than to work on weaknesses 
(Bakker and van Woerkom, 2018; Ghielen et al., 2018).

Employees must also take responsibility for their employment secu-
rity, as no organization can guarantee a job for life. The changing nature 
of work, rapid technological innovations, and shifts in the business envi-
ronment affect the labor market, job demand, and the professional train-
ing requirements for job seekers. According to Van Dam (2004), 
organizational employability should be distinguished from individual 
employability, meaning that employees themselves must be actively 
involved in managing their careers and, first of all, in self-development 
and continuous learning. In this way, the conditions that support 
employability combine organizational measures that promote profes-
sional development with employees’ participation in activities that 
strengthen their professional potential.

8 Conclusion

A study of Lithuanian employees found that work–related personal 
resources - adaptability, job crafting, and strengths use - were positively 
associated with work engagement and perceived external employabil-
ity. Work engagement partially mediated the relationships of adapt-
ability and job crafting with employability, and fully mediated the link 
between strengths use and employability, highlighting the motivational 
pathway proposed by the Job Demands–Resources framework. 
Engaged employees are more likely to experience positive emotions, 
demonstrate initiative, and feel capable of adapting to changing work 
demands. Adaptability, job crafting, and strengths use contribute to 
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work engagement by nurturing motivational and affective processes 
that, in turn, strengthen perceived employability and make employees 
more proactive and confident in managing professional careers. These 
results extend the theory by showing that self-perceptions of one’s 
employment prospects are a key outcome of employees’ resource 
investment and engagement. Practically, the findings suggest that orga-
nizations and employees can enhance perceived employability by 
developing a range of personal resources, such as adaptability, job craft-
ing, and strengths use, and by promoting work engagement, a link that 
connects these resources to perceived employability.
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