
KEOB: Context analysis + conclusions incompany trajectories / SLOVAKIA 

• Employment rate : 71.80% 

• UNEMPLOYEMNT RATE: 5.7% 

• What are the keyfactors for sustainable employability:  

o In general (survey)?  

▪ Skills Development: Continuous learning and skill development are crucial for 

sustainable employability. Individuals need to acquire and update their skills to 

adapt to changing work environments and technological advancements. 

Employers can support this by providing training and development opportunities 

for their employees.  

▪ Health and Well-being: Physical and mental well-being is essential for sustained 

employability. Organizations should promote a healthy work-life balance, 

encourage regular exercise, and provide resources for managing stress. Health 

and wellness programs can help employees maintain their energy, resilience, and 

productivity. 

▪ Work-Life Balance: Achieving a healthy balance between work and personal life is 

important for long-term employability. Flexibility in work arrangements, such as 

remote work options or flexible hours, can enable employees to manage their 

personal responsibilities effectively and reduce burnout. 

▪ Social Responsibility: Incorporating social responsibility into organizational 

practices can enhance sustainable employability. Companies that demonstrate a 

commitment to environmental sustainability, community engagement, and 

ethical business practices are more likely to attract and retain socially conscious 

employees. This, in turn, contributes to long-term employability. 

 

o In the specific companies you worked with? 

▪ career growth and job satisfaction. 

▪ inclusive work environment that values diversity can enhance sustainable 

employability and to long-term employee engagement and loyalty. 

▪ By peer to peer learning we have defined potential skill gaps, and implemented 

measures to bridge those gaps, such as training programs, recruitment strategies, 

and talent retention initiatives. 

▪ Age Management: An aging workforce presents unique challenges and 

opportunities for sustainable employability. Organizations should consider age-

friendly policies and practices, such as phased retirement options, flexible work 

arrangements for older workers, and knowledge transfer programs. Recognizing 

and utilizing the skills and experience of older employees can contribute to a 

multi-generational and sustainable workforce. 

▪ Employee Engagement: Engaged employees are more likely to be committed to 

their work and have higher levels of sustainable employability. Organizations 

should foster a positive work environment, encourage employee involvement 

and participation, recognize and reward achievements, and promote open 

communication channels. 

 

• What are the risk indicators for sustainable employability?  

o Inadequate skill development 

o Health issues and absenteeism 



o Work-life imbalance 

o Limited career development opportunities 

o Age discrimination 

o Lack of workforce diversity and inclusion 

o Technological disruption 

o Economic downturns and industry changes 

o Low employee engagement and job satisfaction 

• What are the (possible) solutions?  

o In general (survey)? 

o Encourage and provide opportunities for continuous skill development. 

o Promote employee health and well-being through wellness programs and work-life 

balance initiatives. 

o Offer competitive compensation and benefits to enhance job satisfaction. 

 

• In the specific companies you worked with? 

o Offer clear career paths and opportunities for advancement. 

o Implement age-inclusive practices and combat age discrimination. 

o Foster diversity and inclusion in the workplace. 

o Provide training and support for technological advancements. 

o Implement proactive workforce planning and adapt to industry changes. 

o Foster employee engagement through recognition, feedback, and involvement. 

 

• What were the most important challenges for employers concerning 21th century skills on the 

workplace and working with employees aged 55+? 

For 21st Century Skills 

o Identifying and addressing skill gaps in the workforce 

o Adapting to rapidly evolving job requirements and technological advancements 

o Promoting and cultivating 21st-century skills, such as digital literacy, critical thinking, and 

problem-solving 

o Fostering a culture of continuous learning and upskilling 

o Encouraging creativity, innovation, and adaptability 

For Employees Aged 55+: 

o Overcoming ageism and biases in the workplace 

o Providing training and development opportunities to enhance relevant skills 

o Facilitating knowledge transfer from experienced employees to younger colleagues 

o Supporting the health and well-being of older employees to maintain productivity 

o Creating flexible work arrangements to accommodate the needs and preferences of older 

workers 

o  

• What was the impact of the buddy-method on the 21th century skills of employees in your 

specific testcases? 

o Skill Development: Mentees can acquire and enhance 21st-century skills through 

guidance and support from mentors. 



o Knowledge Transfer: Experienced mentors can share industry-specific knowledge, best 

practices, and insights with mentees. 

o Confidence Building: Mentees can gain confidence in applying 21st-century skills through 

the support and feedback provided by mentors. 

o Networking and Collaboration: The buddy-method facilitates networking opportunities 

and collaboration, fostering teamwork and interpersonal skills. 

o Adaptability and Growth Mindset: Mentors can help mentees develop an adaptability 

mindset, preparing them for evolving work environments. 

o Continuous Learning: The buddy-method promotes a culture of continuous learning, 

encouraging mentees to actively seek new knowledge and skill development. 

 

• What other impact did this form of internal (intergenerational) learning have on the other key 

and risk indicators for sustainable employability? 

 

Key Indicators for Sustainable Employability: 

• Increased skill development and upskilling opportunities 

• Improved employee engagement and job satisfaction 

• Enhanced knowledge sharing and institutional memory retention 

• Fostered collaboration and teamwork within the organization 

• Promoted a culture of continuous learning and innovation 

Risk Indicators for Sustainable Employability: 

• Mitigated ageism and biases through intergenerational collaboration 

• Addressed skill gaps and reduced the risk of inadequate skill development 

• Improved health and well-being through knowledge transfer and support systems 

• Increased career development opportunities and reduced limitations 

• Enhanced workforce diversity and inclusion 

 

• What does this tell you about the quality of this form of internal learning? What are lessons 

learned? What should be done more?  

Quality of Internal Learning: 

• Facilitates effective knowledge transfer and skill development 

• Promotes intergenerational collaboration and diversity of perspectives 

• Enhances employee engagement, job satisfaction, and retention 

• Supports a culture of continuous learning and innovation 

Lessons Learned: 

• Effective mentorship and guidance are crucial for successful internal learning 

• Creating a supportive and inclusive learning environment is important 

• Tailoring the program to meet the specific needs of participants is essential 

• Regular evaluation and feedback mechanisms can help identify areas for improvement 

Areas for Improvement: 

• Provide structured training and resources for mentors to ensure consistent quality 



• Foster a culture that values and recognizes the contributions of both mentors and mentees 

• Offer opportunities for reverse mentoring, where younger employees mentor older employees 

on relevant skills 

• Regularly assess and update the program to address changing needs and emerging skills 

• Incorporate technology-enabled learning platforms to facilitate remote and flexible learning 

 

Summary: 

In today's rapidly evolving work environment, sustainable employability has become a critical factor 

for individuals and organizations alike. This essay explores the context analysis and draws conclusions 

on the trajectories of companies in Slovakia, focusing on key factors, risk indicators, and possible 

solutions for sustainable employability. Furthermore, it examines the impact of intergenerational 

learning, particularly the buddy-method, on 21st-century skills and other key and risk indicators for 

sustainable employability. 

Employers face specific challenges when it comes to managing employees aged 55+ in the context of 

21st-century skills. One of the primary challenges is overcoming ageism and biases that can limit the 

opportunities for older employees and hinder their sustainable employability. Age discrimination in 

the workplace is detrimental not only to the individual's career prospects but also to the 

organization's ability to retain valuable talent. Employers should actively address these biases and 

create a work environment that values the contributions of employees across all age groups. 

 

Another challenge is ensuring that older employees have access to training and development 

opportunities. Offering relevant training programs tailored to the needs of older workers can enhance 

their skills and keep them up to date with technological advancements. By investing in the 

development of older employees, organizations can tap into their wealth of knowledge and 

experience, making them valuable assets in the workplace. 

 

Facilitating knowledge transfer is also crucial for sustainable employability among older employees. 

Their experience and expertise can be shared with younger colleagues through mentorship programs 

or other knowledge-sharing initiatives. By creating opportunities for intergenerational collaboration, 

organizations can bridge the generation gap and foster a learning culture that benefits employees of 

all age groups. 

 

Supporting the health and well-being of older employees is equally important. As individuals age, 

their physical and mental well-being may require more attention. Organizations can provide resources 

such as wellness programs, health screenings, and flexible work arrangements to accommodate the 

specific needs and preferences of older workers. By promoting a healthy and supportive work 

environment, employers can help maintain the productivity and engagement of older employees. 

 

Creating flexible work arrangements is another essential aspect of age management. Offering options 

such as phased retirement or reduced working hours allows older employees to balance their work 

commitments with personal responsibilities or other interests. Flexibility in work arrangements not 

only benefits older workers but also contributes to a more inclusive and accommodating workplace 

culture. 

 

In conclusion, age management is crucial for sustainable employability in the workplace. Employers 

must address ageism and biases, provide training and development opportunities, facilitate 

knowledge transfer, support health and well-being, and create flexible work arrangements for 

employees aged 55+. By embracing age diversity and implementing age-friendly practices, 



organizations can leverage the skills and experience of older employees and create a sustainable 

workforce that values the contributions of all generations. Effective age management contributes to 

key indicators for sustainable employability, such as increased skill development opportunities, 

improved employee engagement and job satisfaction, and enhanced knowledge sharing and 

institutional memory retention. 

 

 

 

 


