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Abstract

Purpose: The main purpose of this article is to present the stereotypes which — to the authors’
mind — are the most common on the Polish labour market and their relation to employability.

Methodology/approach: The basic methodological approach profited from in this article is descrip-
tive and has been on literature.

Findings: The article can serve as inspiration to break down stereotypes regardless of the geographi-
cal location of the organization. It can also contribute to growth and the change of the perception
of own employability.

Implications/limitations: The paper aims to show how stereotypes at work can affect employ-
ability. But it would be advisable to perform profound empirical studies, revealing the relationships
between an individual’s employability and stereotypes in the workplace. On the other hand, however,
this issue would be an extremely challenging research process due to the ambiguity of stereotype
category in a theoretical view.

Originality/value: The article includes recommendations for practical application drawn from theo-
retical reflections, which can be an inspiration to break stereotypes and contribute to the increase
and alteration of perceived employability.

Keywords: organizational behaviour, human in the organization, stereotypes in the workplace,
employability

Paper Type: Viewpoint
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1. Introduction

In the labour market those who are seeking employment, or are already part of
the corporate structure, must possess specified features and skills that give them
the ability to get and keep a satisfying job (Hillage and Pollard, 1998). This is
closely related to the concept of employability, which — in the circumstances
where an organisation is no longer capable of guaranteeing long-term employment



and cannot be responsible for an individual’s professional development — should
become an element of the brand new psychological contract between the employee
and the employer (Marzec, 2010). Nowadays, it is employees that become the
architects of their own career path, taking care of their own job security (Van der
Heijden and Bakker, 2011).

The level of employability may be influenced by a number of factors: individual,
organisational, directly related to work or situational (Berntson, 2008). Apart from
the aforementioned issues, the stereotypes cultivated by employers are another
significant factor influencing the level of employability. These stereotypes can
effectively distort an individual’s image, regardless of their personal endeavours,
and thus influence the perceived employability and employees’ discriminatory
behaviour (Janowska, 2010). This refers, in particular, to stereotypes related to
physical attractiveness, sex, assigned social roles and disability. Naturally, there are
other stereotypes which also restrict the chances of employment and professional
development on the labour market. However, due to their limited manifestation
(the Polish labour market is relatively homogeneous as far as the ethnic or
religious background of the workforce is concerned), the scope of their influence
is respectively lesser. Of course, the direction of change currently taking place
leads to the assumption that diversity in Polish companies in these respects will
rise significantly.

Taking into account the aforementioned deliberations, the main purpose of
this article is to present the stereotypes which — to the authors’ mind — are the most
common on the Polish labour market and their relation to employability, on the
basis of a literature review. Additionally, the publication includes some a major
recommendations for practical application drawn from theoretical reflections,
which can possibly be an inspiration to break stereotypes and may contribute to
the increase and alteration of perceived employability.

2. The essence of the stereotype

The concept of ‘stereotype’ etymologically comes from Greek, where the
word stereos means ‘solid’, ‘hard’, ‘massive’, and fypos — ‘impress’ or ‘pattern’
(Chlewinski and Klucz, 1992). Walter Lippmann, who coined the term ‘stereotype’,
played the main role in the development of its sociological theory, by defining it
as the ‘projection upon the world of our own sense of our own value, our own
position and our own rights’ (Lipmann, 1998). Lippmann compared a stereotype
to a green window pane through which the displayed object can only be seen in
green light. This metaphor leads us to the temporary definition of the concept
applied in modern psychology (Mandal, 2004), where stereotypes are interpreted
as simplified imaginations and beliefs which are emotional and judgmental in
nature, shared by the members of a group or community and expressed in a verbal,
figurative or symbolic fashion (Mudyn, 1998). This definition refers to patterns
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representing a group or people selected by any specific, easily noticeable feature
that determines their social identity (Wojciszke, 2004). Today a stereotype is
understood as a generalization referring to a group, where identical features are
attributed to all its members, regardless of the actual differences between them
(Aronson et al., 1997). Therefore, the perception of a stereotype as an exclusively
negative phenomenon is being abandoned, as — on numerous occasions — they are
considered useful. In this approach, stereotypes sometimes provide an individual
with hints on how to behave in any given social circumstances and in contact with
particular social groups (Stephan and Stephan, 2007).

G. Allport described stereotyping as “law of less effort” - people have
a limited ability to process information, so they use cognitive shortcuts and apply
some practical rules when attempting to understand the others. As long as the
resulting stereotype stems from experience and is generally adequate, it is a form
of dealing with the excess of stimuli that we encounter every day. Sometimes,
however, stereotype makes it difficult to perceive particular persons as individual
and original entities - and thus it begins to pose a problem for a person using it, as
well as for the environment (Aronson et al., 1997). Simplification of the obtained
information, due to the use of the stereotype, meets the needs for explaining the
world and prediction, and protects individual values. For groups, stereotypes
allow for avoiding or mitigating the fear of change and the unknown, resulting
from the attachment to the current situation or pursued lifestyle. Another function
of the stereotype is creation of the basis for a process of self-identification of
an individual - stereotypes provide people with knowledge of the important
components of their own “I”. Moreover, the stereotype is a kind of cultural
heritage, as a kind of common knowledge of the species, which allowed in the
past and still allows survival (Mandal, 2004).

The process of stereotype acquisition is connected with the long-term
socialization of humans, and the ‘ready-made’ convictions regarding traits,
predispositions and inclinations of various groups are implemented in the period
of adolescence. According to Mackie, ‘we learn stereotypes’, adopting them from
society (Macrae et al., 1997).

3. Employability — theoretical deliberations

Nowadays, the uncertainty on the labour market has triggered debates on the
issue of employability (Van Selm and Van der Heijden, 2013; Van der Heijden
and Bakker, 2011; Hillage and Pollard, 1998), a term which is the combination
of the words ‘employment’ and ‘ability’, and which describes one’s ability to
be employed (Vanhercke et al., 2014). In the context of Poland, it is, however,
quite a challenge to present a literal translation of the term. Therefore, it is most
commonly interpreted as attractive employment perceived from two different
points of view: the employee’s and the employer’s (Sienkiewicz, 2010).



The term began to appear in the subject literature as early as in the 1950’s,
and ever since has been under scrutiny of theoreticians and practitioners (Van
der Heijde and Van der Heijden, 2006). The term of employability has evolved
and its various aspects have been analysed and researched (Berntson, 2008).
Initially, it was scrutinised from a macroeconomic perspective and focused on the
issue of unemployment and the difficulties of the unemployed in finding a job. In
later years, employability was identified with an employee’s adjustability to the
requirements of any given profession, i.e. their professional suitability (Marzec,
2010). Currently the microeconomic perspective is emphasised (referring to the
organisation and the individual), where the concept of employability is examined
in relation to an individual’s professional development on the external and
internal labour market and emphasises the actions aimed at the enhancement of
employability (Wisniewska, 2015).

In the literature, there are numerous definitions of employability that focus
on its miscellaneous attributes. Some are based on the conceptual approach (Van
der Heijde and Van der Heijden, 2006; York and Knight, 2006, Saha et al., 2013)
which relate employability to ‘permanently fulfilling, acquiring or creating work
through the optimal use of competencies’ (Van der Heijde and Van der Heijden,
2006), while others focus on abilities, personal features, skills and knowledge
that influence an individual’s employability, thus determining his or her
attractiveness on the labour market (Vanhercke et al., 2014; Berntson, 2008). For
instance, Berntson and Marklund (2007) define employability as ‘the individual’s
perception of his or her possibilities to get a new job’.

Having analysed the relevant subject literature, Sienkiewicz singled out several
categories of employability, depending on the applied perspective (Sienkiewicz,
2010). These are, for instance, definitions focusing on employability understood
as (Sienkiewicz, 2010):

* a set of features and attributes possessed by an individual,

* an ability to find and keep work,

* an ability to demonstrate features and skills to potential employers or their
practical application,

* the specific transactional nature of the employer-employee relationship,

e personal responsibility, including the specificity of any given labour
market,

* anegative term — as a trend or slogan.

Wisniewska, on the other hand, treats the term of employability in its narrow
and broad meanings. As far as the narrow approach is concerned, the concept of
employability refers to skills that in a specified amount of time render any given
individual more attractive to employers. The broad approach, however, defines
employability in the context of a new psychological contract and is connected not
only with gaining but also with keeping a job in the long run (Wisniewska, 2015).
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On the grounds of psychology, employability is scrutinised in respect of
perception since — as claimed by Vanhercke, De Cuyper, Peeters, De Witte (2014)
— it reflects the focusing of the term on an individual level and accentuates the
subjectivity of man. The perceived employability is an individual perception,
the perception of one’s chances and abilities on the labour market as well as the
possibility to gain and keep one’s current job (Berntson and Marklund, 2007). This
approach bears a resemblance to the aforementioned definitions: the approach based
on competences and on the perception of natural persons. The differences, however,
manifest themselves in an alternate perception of employment by miscellaneous
groups on the labour market and at various stages of their career paths (Vanhercke
et al., 2014). On the other hand, one’s own employability is most commonly seen
through individual features (demographic factors, skills and knowledge) (Berntson,
2008), while its interpretation may turn out to be different for each individual.
The authors of this publication also argue that stereotypes related to physical
attractiveness (Hosoda et al., 2003), sex (Agars, 2004), age (Van Selm and Van
der Heijden, 2013), assigned social roles (Warzecha, 2014) and disability (Scott,
1995; Watermeyer, 2014) are also significant factors influencing the perceived
employability. The stereotypes listed above may be of great importance, especially in
respect of employability in Poland, where such events as the political transformation
and the accession of Poland to the European Union have resulted in the growth of
social awareness of the continuous necessity to develop and expand the education
of knowledge and competences of Polish entrepreneurs and employees in order to
meet the requirements of the modern knowledge-based economy (Marzec, 2009).

4. Stereotypes in the workplace and employability

Stereotypes influence the perception of another man, and how information related
to his traits and behaviour is processed, stored and remembered (Macrae et al.,
1999). As mental constructs, they contribute to the making of conducts and
relations in various types of institutions and enterprises. There is also a number
of stereotypes that make it difficult for the members of the affected groups to
perform their role or function, e.g. the stereotype of the affectionate, emotional and
delicate woman who is just ‘unfit’ to occupy a managerial position and succeed
in so called ‘male professions’ (Mandal, 2004). This is related to the fact that
individuals are attributed with various professional values, developed as an image
of personal observations or adaptation of different attitudes created in a social
context. In the professional sphere (and not only there) stereotypes may also draw
a simplified picture of reality and influence the perceived employability, chiefly
in regard to the interpretation of one’s own prospects on the labour market. Thus,
people representing a similar professional profile may have different perceived
employability, based on the knowledge on the labour market and/or the assessment
provided by others which is often distorted by stereotypes.



As mentioned above, the article distinguishes several categories of
stereotypes which are typical in Poland and can, in their peculiar manner,
obstruct the normal functioning of an individual in their workplace and limit their
perceived employability. These categories include stereotypes related to physical
attractiveness, sex, age and disability.

One of the most significant stereotypes that impact our functioning in social
and professional life is the one related to our physical attractiveness. It originates
from the statement ‘what is beautiful must also be good’, according to which
attractive people are attributed with various positive traits and features (Dion et
al., 1972). As pointed out by Jarmuz (Jarmuz, 2007), in numerous psychological
studies there is a substantial amount of data on the perception of the influence
that physical attractiveness has upon the opinion of other individuals. In the
professional context it can be noted that physical attractiveness has an impact on
employment decisions and, most importantly, upon the phase of initial assessment
of a potential employee. Physical attractiveness may also be decisive as far as
promotion is concerned, especially in the situation where numerous candidates
boasting comparable achievements are being assessed. Another interesting fact
is that attractive people generally record higher yearly incomes in comparison
to those less attractive. This, however, refers to men and older people, and is
common in typically male professions (Jarmuz, 2007). Studies on the influence
exerted by the stereotype of physical attractiveness in the workplace also confirm
that, when compared to less physically attractive candidates, attractive ones are
perceived as being better qualified (Bardack and McAndrew, 1985; Beehr and
Gilmore, 1982), are assessed and treated better (Hosoda et al., 2003), and are
more likely to be professionally successful (LoSardo, 2014).

In the subject literature, slightly greater attention is paid to sex-related
stereotypes in the professional context (Cabrera et al., 2009). According to
Grabowska, this process seemingly occurs at the wider, social level, but not without
some negative consequences for the individual level. A division into typically male
and female professions is noted, which results in the weakening of the professional
identification of women and men, and limits the capacity of self-actualisation
in any specific job, in exchange offering greater chances of identification in
the stereotypically perceived roles of men and women (Grabowska, 2007). Not
only does a stereotypically formulated professional role influence the process of
identification, but also personnel selection. Therefore, this is very meaningful as
far as gender inequality on the labour market is concerned, since men and women
still are not treated equally in the aspect of employment, assessment, promotion
and remuneration. Undoubtedly, this stems from the stereotypes related to gender
discrimination on the labour market (Warzecha, 2014). The stereotypes related
to the social roles of men and women are conditioned culturally and originate
from a general assumption on the abilities and predispositions of either sex and
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the specific features attributed to different genders. Thus, women are supposed to
be more caring and sensitive to the needs of others, whereas men are considered
to be more decisive, emotionally cool, resilient and power orientated. Such
stereotypisation has its measurable consequences in the professional context where
these stereotypes are activated (White and White, 2006) and it influences the
perceived employability. For instance, those women who, during a job interview,
emphasise their submission to the interlocutor are more likely to be employed than
the ones who demonstrate a more dominating attitude. On the other hand, men
who are modest, submissive and show low self-esteem are less likely to be taken
on (Warzecha, 2014).

The stereotypes related to assigned social roles frequently become visible
in the professional context and contribute to the division of professions into
typically ‘male’ and ‘female’ jobs, which results in the inequality on the labour
market as well as the so called sectoral feminisation (Warzecha, 2014), (in which
the employment structure of any given profession is dominated by women) and
the masculinisation of some professions. However, while a man with a typically
‘female’ profession usually raises admiration and respect, a woman involved
in a ‘male’ job frequently suffers from depreciation, as her competences are
questioned. This stems from the fact that women are often perceived through
the prism of their stereotypical features, e.g. thoughtfulness. Thus, they find
it more difficult to hold typically male positions and, even if they eventually
succeed in getting one, their results and performance are usually assessed
through the stereotype of sex, which translates into them being perceived as
less competent, hardworking and committed (Eagly and Mladanic, 1994; after:
Rudman and Goodwin, 2004). Taking into account the abovementioned division
of professions within the organisational structure, it is also essential to mention
the stereotypes related to managerial positions. Even though numerous reports,
e.g. the 2014 Report by the Polish Ministry of Labour and Social Policy, show
that on a year-to-year basis more and more women hold such positions, they
are still by far in the minority in the top ranks (the PMLSP Report, 2014). This,
in turn, strengthens the well-established belief on the inequality of the sexes
and encourages men to apply for leadership roles, supporting their endeavours
and cementing the status quo to an even greater extent (Ibarra, 2014). Here the
blame ought to be put on the so called second-generation prejudices, which
may not lead to open discrimination, but which still create a specific corporate
atmosphere where women cannot fully exploit their potential. These prejudices
result in weaker bonds between employees representing the different sexes. At
the same time, women are frequently advised to occupy staff or administrative
positions in order to compromise between professional and family life, which
in the future has a negative influence on the path and dynamics of their career
(Crosby after: Ibarra et al., 2014).



Another group of stereotypes which may significantly impact on an
individual’s employability are those related to age. As pointed out by van
Selm and Van der Heijden, it is reflected in the traditional perception of ‘older
employees’ (Van Selm and Van der Heijden, 2013). Age, along with sex and
social class, is one of the most important dimensions determining an individual’s
social standing. Discriminating against employees and candidates on the basis of
their age is called ageism (Szukalski, 2008). In practice, the term and its negative
consequences mainly refer to older people (Solcovd, 2011). Ageism aimed
at persons of advanced age is based on the conviction that an individual over
a particular age is incapable of performing certain social roles in due manner,
and especially those which are socially perceived as productive, i.e. professional
duties (Szukalski, 2008). At an institutional level, however, ageism is mostly
manifested in the sphere of recruitment, human capital investment, promotion
and redundancy policies. The scale of the issue on the Polish labour market is
considerable — as shown by the research performed among a sample representative
group of Polish citizens on behalf of the Government Plenipotentiary for Equal
Treatment between 2011-2012, every third interviewee stated that the problem
of age discrimination persists. 12% of the respondents admitted to having been
discriminated against on the basis of their age. Additionally, 13% reported
personally knowing another individual over 50 who was a victim of ageism in their
workplace (the 2011 Report ‘Equal Treatment - a Standard of Good Governance’).
Other Polish studies (including Study of Human Capital) indicate that the age
of job applicants was important for 83%employers. The highest acceptable age
limit of a candidate for the job in most positions considered according to Polish
employers was 45 years, and the age proved to be a more important recruitment
criterion than experience (Mockatto, 2015).

The final category of stereotypes discussed in this publication is a set of
stereotypes influencing the employability of the disabled. Each society has
a certain percentage of people who cannot demonstrate their full physical or
mental ability due to an impairment that may be hereditary and inborn, or might
have occurred during a person’s lifetime as a result of an illness, accident or
inappropriate living conditions, and who experience sadness, shame, dependence
and the sense of isolation (Watermeyer, 2014). For those groups who, despite their
disability, are still capable of being professionally active, employment is of special
importance — apart from financial benefits, it provides them with the sense of
being useful and needed, and it satisfies their desire for acceptance, independence
or self-sufficiency. In numerous cases, the lack of objective ‘contraindications’
for employment is outweighed by strong stereotypes regarding the disabled,
which to a great extent lower their employability and limit their chances of
professional development. The results of the research carried out by the Centre
for Public Opinion Research (TNS OBOP) on behalf of the Polish Organisation
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Figure 1. The
consequences of
stereotypes in
the workplace for
employability

Source: authors’ own
elaboration.
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of Employers of the Disabled (POPON) (Gorajewska, 2009) reveal a stereotypical
image of a disabled person who is believed to be less efficient, more prone to
illness, requires expensive disabled facilities and privileges in the workplace, and
is generally ‘problematic’ and ineffective from the potential employer’s point of
view. All this may be accompanied by the aspect of possible discomfort (e.g. fear,
disgust) on the part of clients and colleagues who have contact with the disabled
person. According to the aforementioned report, 49% of the respondents believe
that in Poland people fall victim to discrimination based on their psychosexual
orientation, over 40% notice the issue of racial discrimination, and every fourth
respondent sees indications of religious discrimination (the 2011 Report ‘Equal
Treatment - a Standard of Good Governance’).

The relationships between stereotypes and employability, as indicated in
Figure 1, are meaningful not only to individuals, but also to organisations.

Stereotypes in the

personnel recruitment / workplace
career

promotion l
remuneration
resignations

employability
Consequences for Consequences for Consequences for
organisation individual society
. negative internal and + no employment prospect _+ social costs
external image « lower self-esteem due to « exclusion of certain
. loss of potential negative experiences social groups
. isolation and missing out « change of self-perception - pauperisation of
on new development paths stereotypically
perceived groups

Furthermore, the social consequences of this phenomenon must not be
ignored either, since they obstruct the chances of development for certain
groups, excluding them from the mainstream and condemning them to a lesser
professional, financial and, finally, social position.

5. Conclusions and recommendations for organizational practice

Personnel recruitment and selection, and promotion and career policies are, in
particular, among the sub-processes most sensitive to the influence of stereotypes,
since this is when a supervisor or an HR decision-maker evaluates not only the



qualifications and achievements of a candidate to be employed or promoted, but
also his or her other traits and features such as personality, behaviour, potential for
success or the broadly understood suitability for the organization. Similarly, in the
course of one’s further professional activity, stereotypes in the company may also
directly influence the image of an individual in the professional context, effectively
distorting their reception (e.g. among colleagues, contracting parties or clients)
and limiting the broadly understood employability (Wisniewska, 2015). It should
be stated, however, that the influence stereotypes have upon employability is not
always unambiguous and negative, since the stereotype itself may be a positive and
a negative conviction, i.e. an individual may benefit from its presence, for example
in the case of particularly attractive people (Dion et al., 1972; Hamermesh, 2011).
Nevertheless, this publication focuses on the consequences of stereotypes that
affect employability in a negative manner.

Experience shows that in the recruitment process a candidate whose
background may, for various reasons, ‘trigger’ stereotypes negatively influencing
his employability (e.g. a woman, an older person, etc.), is highly unlikely to
overcome them as, among other things, there is usually too little time to win
over the company’s representative during the relatively short period of a job
interview. An already employed worker, however, stands in a more privileged
position here, as in the course of their daily working routine they are offered
the opportunity to make their employer and colleagues conscious of how unjust,
detrimental and untrue stereotypical assumptions may be. Therefore, in order
to restrict the influence of stereotypes and, at the same time, utilise candidates’
various resources, skills and talents to a larger extent, organisations should
implement appropriate measures. It ought to be noted that the effectiveness of
such measures depends also on broader conditionings: social background and
legal and economic conditions (Table 1). And example of such measures are, inter
alia, national intervention programmes aimed at fighting stereotypical convictions,
and expanding knowledge on, for instance, older employees. Such programmes are
part of the governmental programme related to the reduction of stereotypes in the
workplace (Van Selm and Van der Heijden, 2013).

One such measure, at the organisational level, is the development of a culture
open to corporate diversity, where ‘diversity’ is understood as the utilisation of
human potential present in employees of various genders, ages, backgrounds,
religions, health conditions, etc. Pressure on the development of all the employed,
linking business incentives and internal decisions made by the management, and
the recognition of equality as the most fundamental principle, are all key features
of diversity management in the corporate structure (Kandola and Fullerton, 1998;
after: Diversity Index). It is also worth emphasising that diversity management
is an essential constituent of corporate social responsibility. Appreciation and
respect for employees’ diversity is one of the most crucial corporate values aimed
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Table 1. Measures
taken to reduce
stereotypes in the
workplace

Source: authors’ own
elaboration based

on Van Selm and
Van der Heijden,
2013; Mockatto,
2015; www.
przedsiebiorstwo.
fairplay.pl.
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at sustainable development (Diversity Index). It must be explicitly stressed that
the most fundamental purpose of diversity management lies in the development of
such working conditions where all employees, regardless of the abovementioned
sources of their diversity, are respected, appreciated and offered an opportunity
to fully exploit their potential (Lewicka, 2010). Diversity management fits in an
extended process of shaping corporate culture, following the idea of openness to
diversity and the provision of equal opportunities. From the corporate point of
view, such an approach stems from applying the assumption that greater diversity
of the employed translates into a wider range of competences and skills at the
company’s disposal and, thus, it facilitates the optimum use of employees’ talents
and potential (Diversity Index).

The abovementioned processes can be supported by more formalised
solutions, regulating appropriate behaviour and attitudes towards representatives
of those groups which are prone to stereotypisation (Table 1). Such solutions
may include relevant stipulations in Rules of Work Procedures, Codes of Good
Practice, Ethics Charters, etc., as well as precisely determined rules of conduct in
employee handbooks or conduct guidelines (e.g. regarding the conduct of solving
sensitive issues) or the appointment of a special corporate body responsible for
the co-ordination and promotion of equality issues, equal treatment of minorities,
and the development of an anti-discrimination policy (Equity Ombudsman,
a dedicated helpline, a complaint box, etc.).

legal regulations concerning equal opportunities for all participants of the
labour market, anti-discrimination laws, legal protection of groups that are
particularly prone/susceptible to stereotypisation

promotion of equal opportunities on the labour market — governmental and

regional programmes
Macro level

social campaigns against stereotypes

work of institutions/bodies/foundations established to fight for equal opportu-
nities on the labour market

educational offer for current and future representatives of the labour market

internal regulations and procedures aimed against stereotypes in the workplace

the development of a culture open to diversity of human capital — diversity

Organisational Mmanagement

level

training courses for employees and management

the modelling of appropriate attitudes initiated by the management and HR
decision-makers

There is one more aspect which must be mentioned at this point. The fact is
that even the best designed procedures will return no desired results unless the
company’s management becomes involved in the struggle against stereotypes, by



giving a personal example of behaviour compliant with the declared standards.
This can be performed through the modelling of attitudes, whose purpose is to
teach and support employees in their functioning within a heterogeneous working
environment. The management can modify the attitudes of its employees mainly
by means of persuasion, positive and negative reinforcement, various learning
mechanisms and techniques, use of social pressure or activation methods such
as workshops and training sessions. It is the methods related to the personal
development of employees within the organisation that are a very specific form
of stereotype prevention in the workplace, since not only do they influence the
acquisition of new knowledge, but also they can modify the attitudes of the
employees in the direction desired by the management.

In conclusion, it should be noted that, due to the complexity of the discussed
issue, the presentation of theoretical divagations does not exhaust the subject.
Certainly, it would be advisable to perform profound empirical studies, revealing
the relationships between an individual’s employability and stereotypes in
the workplace. On the other hand, however, this issue would be an extremely
challenging research process due to the ambiguity of stereotype category in
a theoretical view. It would be of particular interest to analyse the extent to
which the initiatives for combating stereotypes (Table 1), separated in the
text, improve employability of people from groups vulnerable to stereotypes.
Since, assumedly, the effectiveness of these measures depends on social
and economic factors and legal conditions, the next point of research
would be to check the impact of particular conditions on the efficiency
of operations. Nevertheless, the divagations presented above, including
recommendations for practical application, may constitute a vital catalogue of
actions aimed at improving the general functioning of an individual in their
workplace and influencing their perceived employability on the modern labour
market.
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