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Abstract 
The main objective of this paper is to analyse the current factors related to dispositional employability 
in online university. Specifically, it takes into account the Fugate's five latent factors (2006): 1) 
openness to changes at work; 2) work and career resilience; 3) work and career proactivity; 4) career 
motivation; and 5) work identity. On this basis, it uses a survey data developed with 930 online 
students at the Open University of Catalonia in 2016. 

Exploratoy Factor Analysis (EFA) and Confirmatory Factor Analysis (CFA) done with 30 variables 
prove (p=0.000; CFI=0.92; TLI=0.91; RMSEA=0.07; SRMR=0.06) that there are eight latent factors 
related to dispositional employability: i) three factors are identical to Fugate's proposal: openness to 
changes at work; work and career proactivity; and work identity; ii) work and career resilience is 
divided in two new factors, which are related to self-concept, and employment security; iii) career 
motivation is divided in two new factors, which are related to organisational culture, and knowledge-
related jobs; and iv) there is a new factor related to social capital, which is related to collaboration 
skills. 

Results allow us to detect that dispositional employability needs to be adapted to new topics related to 
career development and lifelong e-learning for employability, such as the organisations' practices and 
knowledge workers' interests. Moreover, the analysis highlights the importance of social capital. 
Consequently, the research concretes dimensions that lifelong online learning has to take into account 
for developing the dispositional employability of its students. 

Keywords: dispositional employability, work and career resilience, work and career motivation, social 
capital, lifelong e-learning. 

1 INTRODUCTION 
Recently, employability has been studied from many points of view, which have taken into account 
issues related to differences between theory and reality [1], as well as human, cultural, and social 
capital topics [2]. Researchers have shown that employability has ties with skills, personality, 
education, and social networking. Thus, several instruments have been developed in order to its 
measurement. For instance, there is a competence-based tool, based on occupational expertise, 
anticipation and optimization, personal flexibility, corporate sense, and balance [3]. Moreover, there is 
another approach related to dispositional employability, according to personal adaptability, social and 
human capital, and career identity [4]. Looking at the present situation, with many labor changes 
because of financial crisis [5], numerous disruptive technologies in high education and online learning 
[6], and lifelong learning policies differentiating between high and low knowledge-skilled learners [7], 
this paper analyses the current factors existing in dispositional employability by proposing an update 
of their dimensions and latent constructs with online students. 

2 THEORETICAL CONTEXT AND RESEARCH QUESTIONS 
This paper uses as a theoretical approach the one suggested by Fugate and his dispositional 
employability definition [8], which is based on the following dimensions: 1) openness to changes at 
work, 2) work and career resilience, 3) work and career proactivity, 4) career motivation, 5) work 
identity, and 6) social capital (social networks). Moreover, the research has many links with the theory 
of human capital [9], the analysis of employability based on self-eficacy [10], and the point of view of 
companies [11]. 

Specifically, these six theoretical dimensions are according to numerous studies and researchers: 1) 
openness is related to [12], [13], and [14]; 2) resilience has to do with [14], [15], and [16]; 3) proactivity 
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is related to [4], [12], and [17]; 4) motivation has to do with [18], [19], and [20]; 5) identity is related to 
[21], [16], and [22]; and 6) social capital has to do with [23], [24], and [24]. 

Thus, the research question (Q) and the four hypotheses (H) that will be proved below are the 
following ones: 

• Q: What are the current dispositional employability latent factors? 

• H1: There are three dimensions like in Fugate's approach (2006): openness to changes at work; 
work and career proactivity; and work identity. 

• H2: Work and career resilience is divided in two new factors: self-concept, and employment 
security. 

• H3: Career motivation is divided in two new factors: organisational culture, and knowledge-
related jobs. 

• H4: There is a new factor related to collaboration skills for social capital. 

3 METHODS 

3.1 Instrument 

3.1.1 Description 

A questionnaire was designed to analyse the current situation of dispositional employability in lifelong 
e-learning. Basically, the questionnaire contained information relating to the following areas: 
dispositional employability, skills, ideas about the future, and educational and socioeconomic status. A 
blueprint was designed [26], shared, and validated by a lecturer at the University of Barcelona. The 
interviewees were e-learners at the Universitat Oberta de Catalunya (UOC), a fully online university. A 
pilot process with a sample of UOC students was made and validated as well. 

3.1.2 Data Collection 

9,621 online UOC students were invited to answer the online questionnaire and two reminders were 
made between February and April 2016. The response rate was 9.7%, according to [27] and [28]. The 
final sample (N=930) was validated, with maximum error margin of ±3.18% (p=q=0.50, confidence 
level of 95.5%, and finite population). 

3.2 Measures on Dispositional Employability 

3.2.1 Openness to Changes at Work 
People answered to several issues related to this dimension by using the following question: “The 
online education impacts on...”, which items with a Likert scale (5-point) were: job search; getting a 
job; changing of job or sector; and wage increase. The definition of these items used several 
references, such as [29], [30], and [31]. 

3.2.2 Work and Career Resilience: Self-concept 
Respondents also answered to the following question related to career resilience: “The online 
education develops skills oriented to...”, which items with a Likert scale (5-point) were: self-confidence; 
self-esteem; self-efficacy; and adaptation to circumstances. The definition of these items used various 
references, such as [32], [33], and [34]. 

3.2.3 Work and Career Resilience: Employment Security 

Moreover, respondents also evaluated a question related to employment security: “The future 
depends on...”, which items with a Likert scale (5-point) were: part-time jobs will replace full-time jobs; 
temporary jobs will replace fixed jobs; and variable pay will replace fixed pay. The definition of these 
items used several references, such as [35], [18], and [36]. 

3.2.4 Work and Career Proactivity 

Interviewees also assessed several skills related to proactivity via the following question: “The online 
education develops skills oriented to...”, which items (5-point Likert-type scale) were: identifying labour 
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market demands; analysing of job offers according to my profile; handling a job interview; and writing a 
cover letter and an adapted cv. The definition of these items were related to several references, such 
as [37], [38], and [39]. 

3.2.5 Career Motivation: Knowledge-related Jobs 

Moreover, respondents also evaluated their career motivation by answering the following question: 
“The future depends on...”, which items (5-point Likert-type scale) were: technical skills will be 
important; instrumental skills will be important; work will need continuous training; and work will require 
more ICT for mobility. Items were related to references, such as [18], [20], and [40]. 

3.2.6 Career Motivation: Organizational Culture 

In this way, interviewees answered to career motivation via the following question: “The future 
depends on...”, which items (5-point Likert-type scale) were: companies will create conditions for 
continuous learning and relationships; workplaces will be much more open and flexible; people, 
culture, and relationships will be important; and social capital will be a key factor for professional 
development. The definition of items used several references, such as [41], [18], and [42]. 

3.2.7 Work Identity 
People answered to several issues related to work identity dimension and the following question: “The 
online education impacts on...”, which items had a Likert scale (5-point): coordinating teams and 
problem management; assumption of key rol in decision-making; developing new projects, actions, 
and strategies; and assumption of new tasks or projects with high visibility. The definition of these 
items used several references, such as [43], [44], and [45]. 

3.2.8 Collaboration Skills for Social Capital 
Finally, respondents also evaluated a question related to collaboration skills: “The online education 
develops skills oriented to...”, which items with a Likert scale (5-point) were: teamwork; cooperation; 
and learn from peers and fellow students. The definition of these items used several references, such 
as [45], [46], and [47]. 

3.3 Data Analysis 
A dataset with variables related to measures were created. Missing values were deleted. The factor 
structure (exploratory and confirmatory factor analysis) and psychometric properties with these online 
students were analysed [48]. Exploratory Factor Analysis (EFA) [49] and Confirmatory Factor Analysis 
(CFA) [50] were carried out. EFA was useful for detecting latent constructs by considering the 
following statistics [51]-[52]: Kaiser-Meyer-Olkin measure of sampling adequacy, Bartlett's test of 
sphericity (Chi-square, degrees of freedom, and significance), communalities, % variance explained, 
structure matrix, and Cronbach's Alpha. 

CFA was made for testing the consistency of the constructs analytically identified by EFA. The CFA 
goodness-of-fit statistics are [53]: estimator: maximum likelihood (ML) for continous data, p-value (Chi-
square), CFI (comparative fit index), TLI (Tucker-Lewis index), RMSEA (root mean square error of 
approximation), and SRMR (standardized root mean square residual). 

Data analysis was done with SPSS [54], R [55], and lavaan [56] software. 

4 RESULTS 

4.1 Exploratory Factor Analysis for Dispositional Employability 
Table 1 shows the exploratory factor analysis results, which show the existence of eight components: 
i) openness to changes at work; work and career proactivity; and work identity; ii) work and career 
resilience is divided in two new factors, which are related to self-concept, and employment security; iii) 
career motivation is divided in two new factors, which are related to knowledge-related jobs, and 
organisational culture; and iv) there is a new factor related to social capital, which is related to 
collaboration skills. 
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Table 1.   Exploratory factor analysis for dispositional employability (N=500). 

Dispositional employability F1 F2 F3 F4 F5 F6 F7 F8 

Work and career proactivity 
– Writing a cover letter and an 
adapted cv 
– Analysing of job offers 
according to my profile 
– Handling a job interview 
– Identifying labour market 
demands 

 
0.847 
0.844 
0.836 
0.770 

 
0.161 
0.199 
0.156 
0.273 

 
0.174 
0.208 
0.160 
0.189 

 
0.196 
0.182 
0.233 
0.170 

 
-0.019 
0.056 
-0.016 
0.121 

 
0.152 
0.089 
0.108 
0.100 

 
0.100 
0.096 
0.062 
0.133 

 
0.048 
0.031 
0.013 
0.025 

Work identity 
– Developing new projects, 
actions, strategies, etc. 
– Coordinating teams and 
problem management 
– Assumption of key rol in 
decision-making 
– Assumption of new tasks or 
projects with high visibility 

 
0.167 
0.160 
0.268 
0.230 

 
0.818 
0.812 
0.797 
0.740 

 
0.271 
0.180 
0.267 
0.366 

 
0.081 
0.126 
0.079 
0.039 

 
0.096 
0.046 
0.098 
0.045 

 
0.119 
0.106 
0.105 
0.166 

 
0.037 
0.241 
0.148 
0.051 

 
0.057 
0.014 
0.026 
0.036 

Openness to changes at work 
– Job search 
– Getting a job 
– Changing of job or sector 
– Wage increase 

 
0.222 
0.217 
0.107 
0.154 

 
0.176 
0.214 
0.255 
0.386 

 
0.855 
0.849 
0.787 
0.651 

 
0.079 
0.095 
0.156 
0.051 

 
0.042 
0.033 
0.062 
0.125 

 
0.077 
0.111 
0.045 
0.065 

 
0.041 
0.116 
0.064 
-0.005 

 
0.031 
0.043 
0.044 
-0.028 

Work and career resilience: Self-
concept 
– Self-confidence 
– Self-esteem 
– Self-efficacy 
– Adaptation to circumstances 

 
0.212 
0.190 
0.157 
0.341 

 
0.071 
0.078 
0.081 
0.105 

 
0.105 
0.100 
0.098 
0.102 

 
0.906 
0.892 
0.857 
0.543 

 
0.043 
0.021 
0.132 
0.150 

 
0.090 
0.113 
0.075 
0.074 

 
0.155 
0.133 
0.219 
0.284 

 
0.074 
0.079 
0.062 
0.019 

Career motivation: knowledge-
related jobs  
– Instrumental skills will be 
important 
– Technical skills will be 
important 
– Work will require more ICT for 
mobility 
– Work will need continuous 
training 

 
-0.031 
0.080 
0.031 
0.035 

 
0.044 
0.072 
0.067 
0.053 

 
0.011 
0.097 
0.056 
0.046 

 
0.054 
0.060 
0.081 
0.054 

 
0.872 
0.803 
0.765 
0.709 

 
0.116 
0.128 
0.244 
0.211 

 
0.082 
0.059 
0.056 
0.097 

 
0.090 
0.038 
0.118 
0.149 

Career motivation: 
organizational culture 
– People, culture and 
relationships will be important 
– Workplaces will be much more 
open, flexible, informal, etc. 
– Social capital will be a key 
factor for professional 
development 
– Companies will create 
conditions for continuous 
learning, relationships, etc. 

 
0.076 
0.117 
0.065 
0.128 

 
0.157 
0.126 
0.007 
0.102 

 
0.023 
0.083 
0.098 
0.069 

 
0.102 
0.073 
0.068 
0.052 

 
0.081 
0.135 
0.263 
0.272 

 
0.835 
0.792 
0.734 
0.715 

 
0.061 
0.027 
0.087 
0.081 

 
-0.037 
-0.068 
-0.008 
0.006 
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Dispositional employability F1 F2 F3 F4 F5 F6 F7 F8 

Collaboration skills for social 
capital 
– Teamwork 
– Cooperation 
– Learning with peers 

 
0.092 
0.107 
0.102 

 
0.193 
0.145 
0.017 

 
0.014 
0.086 
0.071 

 
0.155 
0.239 
0.166 

 
0.089 
0.072 
0.114 

 
0.113 
0.039 
0.077 

 
0.828 
0.803 
0.764 

 
-0.004 
0.009 
0.033 

Work and career resilience: 
employment security 
– Part-time jobs will replace full-
time jobs 
– Temporary jobs will replace 
fixed jobs 
– Variable pay will replace fixed 
pay 

 
-0.037 
0.035 
0.088 

 
-0.020 
0.003 
0.102 

 
0.061 
0.029 
-0.015 

 
0.106 
0.008 
0.059 

 
0.045 
0.159 
0.146 

 
-0.062 
-0.154 
0.111 

 
0.015 
-0.043 
0.063 

 
0.852 
0.844 
0.755 

Statistics 

KMO=0.874 
χ2 Bartlett=10,179.537 
p-valor=0.000 
Communalities>0.541 
Total variance=74.970% 
Cronbach's alpha: Total=0.914; F1=0.926; F2=0.912; F3=0.883; 
F4=0.901; F5=0.841; F6=0.832; F7=0.803; F8=0.776 

Source: Authors 

4.2 Confirmatory Factor Analysis for Dispositional Employability 
Table 2 shows the confirmatory factor analysis results. According to theory, there are eight latent 
dimensions: 1) openness to changes at work; 2A) work and career resilience on self-concept; 2B) 
work and career resilience on employment security; 3) work and career proactivity; 4A) career 
motivation on organisational culture; 4B) career motivation on knowledge-related jobs; 5) work identity; 
and 6) collaboration skills for social capital. CFA goodness-of-fit statistics are validated: P-value (Chi-
square)=0.000; CFI=0.919; TLI=0.906; RMSEA=0.065; and SRMR=0.062. 

Table 2.  Confirmatory factor analysis for dispositional employability (N=430). 

Dispositional employability Estimate 

Openness to changes at work 
– Job search 
– Getting a job 
– Changing of job or sector 
– Wage increase 

 
1.000 
1.062 
0.906 
0.889 

Work and career resilience: Self-concept 
– Self-confidence 
– Self-esteem 
– Self-efficacy 
– Adaptation to circumstances 

 
1.000 
1.006 
0.868 
0.607 

Work and career resilience: employment security 
– Part-time jobs will replace full-time jobs 
– Temporary jobs will replace fixed jobs 
– Variable pay will replace fixed pay 

 
1.000 
1.207 
0.658 

Work and career proactivity 
– Writing a cover letter and an adapted cv 
– Analysing of job offers according to my profile 
– Handling a job interview 
– Identifying labour market demands 

 
1.000 
1.087 
0.935 
1.020 
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Career motivation: organizational culture 
– People, culture and relationships will be important 
– Workplaces will be much more open, flexible, informal, etc. 
– Social capital will be a key factor for professional development 
– Companies will create conditions for continuous learning, relationships, etc. 

 
1.000                            
1.077 
0.830 
0.940 

Career motivation: knowledge-related jobs  
– Instrumental skills will be important 
– Technical skills will be important 
– Work will require more ICT for mobility 
– Work will need continuous training 

 
1.000 
1.168 
1.123 
0.946 

Work identity 
– Developing new projects, actions, strategies, etc. 
– Coordinating teams and problem management 
– Assumption of key rol in decision-making 
– Assumption of new tasks or projects with high visibility 

 
1.000                           
1.017 
1.044 
1.003 

Collaboration skills for social capital 
– Teamwork 
– Cooperation 
– Learning with peers 

 
1.000                            
0.903 
0.678 

Covariances Estimate 

Openness to changes at work 
Work and career resilience: Self-concept 
Work and career resilience: employment security 
Work and career proactivity 
Career motivation: organizational culture 
Career motivation: knowledge-related jobs  
Work identity 
Collaboration skills for social capital 

 
0.365 
-0.037 
0.594 
0.295 
0.148 
0.935 
0.439 

Work and career resilience: Self-concept 
Work and career resilience: employment security 
Work and career proactivity 
Career motivation: organizational culture 
Career motivation: knowledge-related jobs  
Work identity 
Collaboration skills for social capital 

 
0.107 
0.554 
0.251 
0.178 
0.449 
0.425 

Work and career resilience: employment security 
Work and career proactivity 
Career motivation: organizational culture 
Career motivation: knowledge-related jobs  
Work identity 
Collaboration skills for social capital 

 
0.094 
-0.094 
0.149 
0.055 
0.072 

Work and career proactivity 
Career motivation: organizational culture 
Career motivation: knowledge-related jobs  
Work identity 
Collaboration skills for social capital 

 
0.279 
0.181 
0.731 
0.496 

Career motivation: organizational culture 
Career motivation: knowledge-related jobs  
Work identity 
Collaboration skills for social capital 

 
0.255 
0.420 
0.259 

Career motivation: knowledge-related jobs  
Work identity 
Collaboration skills for social capital 

 
0.163 
0.201 

Work identity 
Collaboration skills for social capital 

 
0.539 
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CFA goodness-of-fit statistics  

Estimator ML: P-value (Chi-square)=0.000 
Comparative Fit Index (CFI)=0.919 
Tucker-Lewis Index (TLI)=0.906 
RMSEA=0.065 
SRMR=0.062 

Source: Authors 

5 DISCUSSION AND CONCLUSION 

According to Fugate [8], there are seven dimensions related to dispositional employability: 1) 
openness to changes at work; 2) work and career resilience; 3) work and career proactivity; 4) career 
motivation; 5) work identity; 6) social capital (social networks); and 7) human capital (age, education, 
work experience, training, job performance, organization tenure, etc.). Fugate and Kinicki [21] found 
five latent constructs for the first five dimensions. The research consolidates this approach, but specify 
that resilience and motivation each have two subscales: self-concept, and employment security; and 
organizational culture, and knowledge-related jobs, respectively. Moreover, it validates a scale useful 
for estimating collaboration skills for social capital. This research add new empirical results related to 
employability [33] and lifelong e-learning [16]. 
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