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Abstract: Understanding the relationship between job characteristics and participation in adult
learning is essential for fostering sustainable development. This study explores how employment
factors such as job characteristics, work autonomy, and required skills influence participation in
adult learning, which is important for economic resilience and social cohesion. The research utilizes
data from the 2021 Labor Force Survey (LFS) in Slovenia, examining adults aged 25–64 and their
participation in formal and non-formal education. Findings reveal significant correlations between
employment status, type of contract, company size, and adult learning participation. Specifically,
individuals in larger companies and those with flexible working hours are more likely to engage
in educational activities. Additionally, the ability to work from home is strongly associated with
higher participation rates in adult education, highlighting the role of flexible work arrangements
in promoting lifelong learning. These insights underscore the importance of creating supportive
job environments and equitable access to educational resources to achieve sustainable economic
growth and reduce inequalities. By addressing the factors that influence adult learning, policymakers
and organizations can develop strategies to enhance workforce adaptability and lifelong learning,
ultimately contributing to the broader goals of sustainable development.

Keywords: workplace characteristics; participation in adult education; sustainable development;
flexible work schedules

1. Introduction

In the context of an evolving and competitive labor market, the importance of adult
learning in enhancing employment opportunities is important. The employment landscape
has undergone significant transformations in recent years. As Bessen [1] highlights, rapid
technological advancements and demographic shifts have redefined workplaces, rendering
them dynamic and continuously evolving. This evolution has been further accelerated by
the COVID-19 pandemic, which caused unprecedented disruptions in the labor market,
leading to profound economic changes and a heightened demand for adult learning [2].
Adult education has thus emerged as a crucial mechanism for retraining and upskilling
individuals across various sectors, serving a dual purpose: keeping pace with the changing
world and empowering individuals to thrive. Scholars such as Boeren et al. [3], Košmerl [4],
and Popescu [5] have strongly advocated for the importance of adult education. From a soci-
etal perspective, promoting participation in adult learning has far-reaching implications. It
contributes to a more skilled and competitive workforce, which in turn stimulates economic
growth, fosters innovation, enhances social cohesion, and supports personal development.

The relationship between adult education and sustainability is significant. Adult
education contributes to sustainability by fostering a skilled workforce capable of adapting
to changing economic demands, promoting social equity through accessible education, and
encouraging lifelong learning, which is essential for continuous adaptation and innova-
tion [6]. It is important for education to focus on values, teamwork, and human behav-
ior to achieve sustainability goals, helping society move towards a greener future [7,8].
Charatsari et al. ([9] stress that participation in adult education programs focused on sus-
tainability boosts awareness, empathy, and pro-environmental behaviors. Investing in
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adult education helps people continually improve their skills, innovate, and adapt to chang-
ing economic conditions [10]. These programs also promote sustainable development,
create jobs, foster self-reliance, and ensure fair access to justice. Emphasizing lifelong and
broad learning experiences in both formal and informal settings is key to developing the
knowledge, skills, attitudes, and behaviors needed for sustainability throughout life [11].

This study aims to unravel the complex interplay of work-related factors that influence
participation in adult learning. These factors include the type of work, organizational size,
and working hours. By analyzing these employment characteristics, we seek to uncover
trends that can inform policy measures designed to promote lifelong learning. Our goal
is to provide insights that will help shape policies to support continuous and sustainable
education that contributes to a more resilient and adaptable workforce. This, in turn, fosters
sustainable development by ensuring that the workforce remains capable of meeting the
evolving demands of the labor market and contributing to the overall well-being of society.

2. Literature Review
2.1. Job Characteristics and Participation in Adult Learning

Understanding the factors associated with employment characteristics and participa-
tion in adult learning is crucial for promoting sustainable development. Lifelong learning
is intricately linked to economic growth and social aspects such as employability, career
advancement, and development [12–14]. Notably, adult participation in learning varies
significantly across occupational groups, with job characteristics like complexity, autonomy,
and requisite skills playing pivotal roles in determining learning opportunities. Sustain-
ability, in this context, refers to the capacity to maintain and improve economic and social
systems over time. Enhancing adult learning contributes to sustainability by fostering
a more educated and adaptable workforce, which is essential for long-term economic
resilience and social cohesion [15]. By facilitating continuous skill development, adult
learning supports sustainable economic practices, reduces inequalities, and promotes
inclusive growth [6].

Income and employment status significantly influence participation in adult education.
Higher-income individuals can better afford the financial costs of educational programs,
acquire necessary learning materials, and offset potential income losses due to time spent
in education. Financial stability often correlates with job stability, leading to increased
employer support through educational funding and flexible working hours [16]. These
dynamics are essential for creating equitable access to lifelong learning opportunities, thus
contributing to social sustainability.

Job characteristics, such as the level of difficulty, employee independence, and required
skills, critically impact learning opportunities. Research indicates that job demands, and
autonomy positively influence learning processes, resulting in favorable outcomes [17–19].
Autonomy and financial benefits at work promote employees’ learning intentions, while
an organizational climate fostering autonomy optimally utilizes employees’ skills [17].
Encouraging adult education participation, as highlighted by the OECD, has a broader
social impact by cultivating a more competent and competitive labor force [13].

This research underscores the critical role of adult learning in promoting sustainability.
By identifying and addressing the factors influencing participation in adult education,
policymakers and organizations can develop strategies that support continuous learning
and skill development. This, in turn, enhances economic sustainability through a more
capable workforce and social sustainability through reduced inequality and increased social
mobility. Consequently, fostering adult learning is essential for achieving the broader goals
of sustainable development.

2.2. Flexible Work and Its Implications for Adult Learning

The COVID-19 pandemic and other recent events have accelerated the adoption of
various forms of teleworking, particularly working from home, profoundly impacting
adult learning. While teleworking presents challenges for individuals and employers, it
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also creates opportunities for adult education by disrupting traditional approaches to work
and learning [20]. Although teleworking is not the only form of flexible work (others
include shift work, part-time work, etc.), it has recently become the most prominent due to
the pandemic, spurring debates about transforming the work practices of certain occupa-
tional profiles, especially office workers, knowledge workers, and IT professionals [21–24].
Flexible working arrangements provide employees with greater flexibility in managing
their time between work and educational tasks, thereby promoting sustainability. For
instance, workers can effectively utilize the time they would normally spend commut-
ing to take online courses, enhancing their skills and contributing to sustainable career
development [25]. This shift not only supports individual growth but also contributes to
sustainable economic and social systems by fostering a more adaptable and continuously
learning workforce [6,15].

However, flexible working can also be a challenge for individuals. Despite the greater
flexibility, teleworkers may have difficulty defining the boundaries between work and private
life. The combination of work and private life can lead to schedule creep’, where work
commitments interfere with private life. This process, especially if it is long-term, can have
negative effects on an individual’s psychological well-being, stress, and motivation [26,27].

2.3. Research Objectives

The main objective of this research is to examine the complex relationship between
employment characteristics and adult participation in learning in the Slovenian labor
market, with a focus on sustainability. By analyzing data from the Labor Force Survey (LFS)
2021, this study has two main objectives:

• To determine how job characteristics are related to adult participation in formal and
non-formal education: This objective includes a detailed analysis of how specific
workplace-related factors such as type of employment (full-time vs. part-time), type
of employment contract (permanent vs. fixed-term), company size, and industry
sector influence the propensity of adult learners to engage in educational activities.
This objective aims to gain insights into which employment characteristics are most
conducive to lifelong learning and how these can be optimized to increase adult
participation in education.

• To assess the role of workplace flexibility, including teleworking, in facilitating adult
learning participation: This objective focuses on understanding how recent shifts
towards more flexible working arrangements, such as teleworking, have impacted
adult learning activities. We will examine whether there is a significant relationship
between the flexibility of work arrangements and the likelihood of adults engaging in
learning activities. The analysis will consider different forms of workplace flexibility,
including but not limited to teleworking, flexible working hours, and job-sharing
arrangements, to identify how these factors potentially promote or hinder continuous
learning. This objective is particularly important given the change in work practices
brought about by technological advances and the societal trend towards a more
dynamic work environment.

Research questions:

1. How are workplace characteristics, including employment status, type of contract,
etc., correlated with participation in adult education?

• Hypothesis 1: Individuals with fixed-term contracts are more likely to participate
in adult education compared to those with permanent contracts.

• Hypothesis 2: Full-time employees are more likely to engage in adult education
compared to part-time employees.

• Hypothesis 3: Employees in larger organizations are more likely to participate in
adult learning activities than those in smaller organizations.
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2. Is there a substantial difference in adult education participation rates regarding em-
ployment flexibility (e.g., flexible working hours, working on weekends, working
from home)?

• Hypothesis 4: Employees with flexible working hours are more likely to partici-
pate in adult education compared to those with fixed working hours.

3. How are the educational level, type of employment, and economic activity of the
company related to the possibility of working from home?

• Hypothesis 5: Employees with non-traditional work schedules are less likely to
participate in adult education compared to those with traditional work schedules.

• Hypothesis 6: Individuals who have the option to work from home are more
likely to participate in adult education than those who do not have this option.

3. Materials and Methods
3.1. Data Source

For the purposes of this study, we have used the 2021 questionnaire of the “Labor
Force Survey” (hereafter LFS) [28]. EUROSTAT monitors the participation of adults in
education and training through two questionnaires, the LFS and the Adult Education
Survey (hereafter AES). The LFS measures the participation of adults in education and
training in the last four weeks or the last twelve months prior to the survey and is conducted
annually, while the LFS measures the participation of adults in education and training in
the last four weeks or the last twelve months prior to the survey. LFS is the most exhaustive
governmental household survey conducted in Slovenia. Its primary objective is to gather
information regarding the state and fluctuations within the Slovenian labor market. This
survey yields data concerning the magnitude, composition, and attributes of both the active
labor force and the non-participating populace in Slovenia. The unit of analysis in the LFS
is an individual residing in Slovenia, specifically a member of a private household. This
analysis is stratified across various dimensions, including economic activity, gender, age
categories, employment conditions, occupational classifications, and fields of work within
regional contexts of cohesion.

3.2. Sample

The analysis refers to a sample of 25–64-year-olds with regard to their participation
in formal and non-formal education in the last 12 months. Therefore, only data from
wave 1 of the ADS 2021 (n = 18,591) were analyzed. In the ADS, the unit of observation is
the population of Slovenia living in private households. The sampling frame was based
on the latest available monthly data from the Central Population Register (CRP). The
sampling design was a stratified systematic simple random design. In selecting the units,
the Statistical Office of the Republic of Slovenia stratified by settlement type and statistical
region. For each selected adult, all household members were interviewed. For our analysis,
we restricted ourselves to people aged 25–64 and used variables on formal and non-formal
education in the last 12 months.

3.3. Procedure

The statistical analyses were conducted in June of 2023 at the Statistical Office of the
Republic of Slovenia (SORS), as the LFS database is protected. SORS provides researchers
with access to data for research purposes in a secure environment (the “SORS Secure
Room”). The individual microdatabases, which can be accessed in the secure room or
remotely, are prepared by SORS for researchers by removing the identifiers from the data.
However, only statistically protected microdata derived from certain small sample surveys
are made available to them via the SORS online file repository. SORS also allows researchers
to use aggregated data that is not statistically protected. In addition, SORS also provides
researchers with the individual data required to conduct the survey (person’s first and
last name, place of residence, year of birth, and gender), but only to a limited extent, i.e.,
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in the form of a so-called person sample. For the statistical surveys carried out by SORS,
researchers also have access to questionnaires and methodological explanations for these
surveys. Selected examples of exploratory analyses of national statistics data are available
on the website. The researcher must announce his/her arrival in the safe room one day
in advance by e-mail. The researcher will receive an attendance registration card when
visiting the institute. This card is used to register arrivals and departures. The researcher
undertakes not to bring any devices with which data or databases (laptops, smartphones,
etc.) can be taken into the secure room.

4. Results
4.1. Employment Status, Job Type, Company Size, and Adult Learning

To explore the complexity of educational participation, we first present the results
of our study of individuals’ participation in formal and non-formal learning in the last
12 months. Only statistically significant correlations (p < 0.001) are presented in the results,
and Cramer’s coefficient (V) values are shown in parentheses in the table. It is important to
note that the results in this and other tables reflect correlation and do not imply causality.
There could be numerous causes for these correlations, and factors not considered in this
study could also have an influence.

The data in Table 1 reveals that adults with fixed-term contracts (contracts that have
an end date) tend to engage more in educational activities. More specifically, 44.4% of them
participate in some kind of education; in contrast, those with permanent contracts (which
are open-ended and flexible) have a lower level of participation in education at 39.1%.

Table 1. Participation in adult education in the last 12 months by activity, employment status, type of
employment, and company size.

Variables Percent

Type of job contract (V = 0.03)
Permanent job 39.1
Fixed-term job 44.4

Working hours (V = 0.02)
Full-time job 38.9
Part-time job 35.3

Company size (V = 0.13)
1 to 9 employees 24.9

10 to 49 employees 32.1
50 to 249 employees 37.4

250 or more employees 43.4
Source: LFS, 2021. Note: p < 0.001 for all comparisons. V = Cramer’s V.

The available data also reveal a subtle but significant difference between the type of
employment contract (full vs. part-time) and its correlation with participation in adult
education. A participation rate of 38.9% indicates that full-time employees appear to be
slightly more likely to participate in educational activities in comparison with part-time
employees at 35.3%. The correlation is highly significant (p < 0.001) but insignificant
(V = 0.02) according to Akoglu’s [29] classification. In his classification, a correlation
greater than 0.25 is categorized as very strong; between 0.15 and 0.25 as strong; between
0.11 and 0.15 as moderate; between 0.06 and 0.10 as weak; and between 0.01 and 0.05 as
an insignificant correlation. The hypothesis that individuals with fixed-term contracts are
more likely to participate in adult education compared to those with permanent contracts
is confirmed (H1), as evidenced by the higher participation rate of 44.4% for fixed-term
contract holders versus 39.1% for permanent contract holders. On the other hand, the
hypothesis that full-time employees are more likely to engage in adult education compared
to part-time employees is not confirmed (H2), as the difference in participation rates (38.9%
for full-time and 35.3% for part-time employees) is statistically significant but the correlation
is insignificant (V = 0.02).
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A remarkable trend becomes clear when analyzing the relationship between the size
of a company and the availability of learning opportunities for adults. Essentially, it can
be observed that employees in larger organizations are more likely to participate in learn-
ing activities than their counterparts in smaller organizations. The discrepancy between
the participation rates of employees in so-called “micro-enterprises” with 1–9 employees
(24.9%) and those in larger companies with 250 or more employees (43.4%) is evident.
The Cramer coefficient (V = 0.13) in this case indicates a moderately strong correlation
between organization size and the likelihood of adult learning. The hypothesis that em-
ployees in larger organizations are more likely to participate in adult learning activities
than those in smaller organizations is confirmed (H3), with a higher participation rate in
larger organizations compared to smaller ones.

4.2. Employment Flexibility and Lifelong Learning Engagement

Our research also included an examination of the impact of different modalities and
employment structures on participation in adult learning. As mentioned in the introductory
chapter, empirical evidence suggests that both working time arrangements and flexible
working arrangements can have an impact on an individual’s propensity and incentive to
engage in educational activities. The data presented in Tables 2 and 3 show the participation
of adults in formal and non-formal learning in the last 12 months in education based on
their occupational characteristics. Again, it should be noted that all the correlations shown
in this table are statistically significant (p < 0.001).

Table 2. Adult education participation by variable working hours.

Type of Work Percent

Flexible hours 58.5
Fixed hours 33.3

Source: LFS, 2021. Note: p < 0.001; Cramer’s V = 0.22.

Table 3. Adult education participation by non-traditional work schedules (%).

Work Schedules Often Sometimes Never

Shift work (V = 0.10) 32.0 30.7 42.8
Working in the evening (V = 0.03) 39.3 36.0 36.0

Working at night (V = 0.03) 36.4 35.3 39.1
Working on Saturday (V = 0.10) 32.5 33.7 43.2
Working on Sunday (V = 0.10) 33.6 43.3 38.2
Working from home (V = 0.22) 60.1 57.5 32.9

Source: LFS, 2021. Note: p < 0.001 for all comparisons. V = Cramer’s V.

The results in Table 2 confirm the hypothesis that employees with flexible working
hours are more likely to participate in adult education compared to those with fixed work-
ing hours (H4), as indicated by the significantly higher participation rate (58.5% for flexible
hours versus 33.3% for fixed hours) and a strong association (V = 0.22). This indicates that
the type of work schedule is a substantial factor influencing whether adults participate in
educational activities, with flexible hours being associated with higher participation rates.

Table 3 presents the participation rates of adults in education or training activities
in relation to their employment schedules. Respondents answered on a scale of “Never”,
“Sometimes”, “Often”.

For those engaging in shift work, participation rates are relatively evenly distributed,
with 32.0% participating often, 30.7% sometimes, and 42.8% never, and a weak association
(Cramer’s V = 0.10). Evening workers show a similar distribution across categories, with
39.3% participating often and an equal 36.0% participating sometimes or never, reflecting
an insignificant association (V = 0.03). Night workers also display minimal variation, with
36.4% participating often, 35.3% sometimes, and 39.1% never, again with an insignificant
correlation (V = 0.03). Saturday workers have participation rates of 32.5% often, 33.7%
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sometimes, and 43.2% never, with a weak association (V = 0.10). Sunday workers exhibit
a somewhat different pattern, with a higher rate of participation sometimes (43.3%) com-
pared to often (33.6%) or never (38.2%), yet still maintaining a weak association (V = 0.10).
Notably, those working from home have the highest rates of often (60.1%) and sometimes
(57.5%) participation in adult education and the lowest rate of never participating (32.9%),
indicating a moderate association (V = 0.22). All these associations are statistically sig-
nificant (p < 0.001), emphasizing the clear differences in adult education participation
among various non-traditional work schedules. The results indicate that working from
home is associated with the highest participation in adult education, showing a moderate
correlation, while other non-traditional work schedules demonstrate weaker or insignifi-
cant associations with adult education participation. The hypothesis that employees with
non-traditional work schedules are less likely to participate in adult education compared
to those with traditional work schedules is therefore not confirmed (H5), as participation
rates are relatively evenly distributed across different non-traditional work schedules with
weak or insignificant correlations.

4.3. Working from Home: Correlations with Education, Job Type, and Industry

Our research so far has revealed a significant determinant for enhancing adult partici-
pation in education: the possibility to work from home. That is why we have performed an
additional analysis to have a more comprehensive understanding of this phenomenon.

In Table 4, we compare the educational level, type of employment, and sectors by
economic activity of people who have the advantage of being able to work from home.
Respondents answered on a scale of “Never”, “Sometimes” and “Often”. The table shows
only the proportions of adults who answered “Sometimes” or “Often”.

Table 4. Remote work opportunities by education, employment type, and economic sector (%).

Variables Often/
Sometimes

Educational attainment (V = 0.21)
ISCED 0–2 8.4
ISCED 3–4 11.6
ISCED 5–8 35.9

Type of employment (V = 0.17)
Employee 18.9

Self-employed 41.5
Free-lance job, Farmer 45.5

Economic activity (V = 0.24)
Information and communication 52.6

Real estate activities 43.1
Education 42.2

Financial and insurance activities 42.1
Source: LFS, 2021. Note: p < 0.001 for all comparisons. V = Cramer’s V.

Our results demonstrate a strong correlation between education level and the flexibility
of working hours (V = 0.21). Adults with higher education (ISCED 5–8) have significantly
more opportunities to work remotely, with 35.9% doing so often or sometimes, while
those with lower education levels (ISCED 0–2) rarely have this option, with 91.6% stating
it is not possible. Freelancers, farmers, and self-employed individuals show a notable
likelihood of working from home (V = 0.17), with 45.5% of freelancers and 41.5% of the
self-employed working remotely frequently or occasionally, compared to just 18.9% of the
general workforce. The correlation is strongest with economic activity (V = 0.24), with 52.6%
of employees in the information and communications sector, 43.1% in real estate, 42.2% in
education, and 42.1% in finance and insurance working from home. Conversely, industries
like catering, transport and storage, and manufacturing are resistant to remote work due to
the nature of their tasks, physical presence requirements, technological infrastructure, and
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legal regulations. The hypothesis that individuals who have the option to work from home
are more likely to participate in adult education than those who do not have this option is
confirmed (H6), with a significantly higher participation rate for those who can often or
sometimes work remotely.

5. Discussion
5.1. Workplace Characteristics and Their Relationship to Adult Education Participation

The results presented in Table 1 provide valuable insights into the relationship between
various employment characteristics and participation in adult education. These findings
have important implications for understanding the dynamics of lifelong learning in the
context of different employment relationships and organizational structures. The data
show that adults with fixed-term contracts are more likely to participate in educational
activities than adults with permanent contracts. This finding is consistent with previous
research suggesting that people on fixed-term contracts may be more motivated to engage in
continuous learning to improve their employability [30]. While the correlation is statistically
significant, it is weak, suggesting that while there is a link, other factors may also play an
important role in participation in adult learning. This trend could be attributed to various
factors, such as job insecurity, where temporary employees see a greater need to upskill
or retrain to secure future employment opportunities [31], or that companies are more
inclined to offer training opportunities to temporary employees to bring them up to speed
quickly [32]. Some studies also attribute this to individual motivation: those in temporary
positions may be more proactive in seeking learning opportunities to improve their career
prospects [33].

Contrary to our hypothesis, the data shows little difference in participation rates
between full-time and part-time employees. This finding suggests that working hours
may not have a strong influence on participation in adult learning and challenges some
previous assumptions about the relationship between working hours and lifelong learning.
For instance, a meta-analytic review conducted by Joung et al. [34] indicates that full-time
employees are more likely to receive and participate in workplace training due to their more
stable employment status and the benefits associated with full-time roles. On the other
hand, our study suggests that time availability may not be the primary factor influencing
participation in adult learning and that part-time workers may be equally motivated to
engage in learning activities, possibly to improve their employment prospects or to make
the transition to full-time employment.

The study also shows a moderate correlation between company size and participation
in adult learning activities. Employees in larger organizations have significantly higher
participation rates than employees in smaller companies. This finding is consistent with
previous research showing that larger organizations tend to offer more formal learning
opportunities [35]. As previous studies have shown, several factors may contribute to
this trend. Larger companies often have more financial resources to invest in employee
development programs [36]. In addition, it may be more cost-effective for larger companies
to offer training programs to a larger number of employees [37]. Larger organizations are
more likely to have established HR departments and formal training policies [38], and may
offer more diverse career paths that require continuous learning and development [39].

5.2. Differences in Adult Education Participation Rates Based on Employment Flexibility

The findings of this study provide valuable insights into the relationship between
employment flexibility and commitment to lifelong learning. The results reveal significant
correlations between different employment relationships and participation in adult learning
and highlight the complex interplay between work structures and continuous learning. This
finding is consistent with previous research suggesting that flexible working arrangements
can have a positive impact on employee engagement, but it is also a contradictory concept
since it can have positive or negative consequences [40,41]. The higher participation rate
of those who have flexible working hours could be due to greater autonomy in work–
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life balance, which allows individuals to manage time for educational activities more
effectively [42].

In contrast to our hypothesis (H4), the results presented in Table 3 do not support the
notion that employees with non-traditional working hours are less likely to participate
in adult education compared to employees with traditional working hours. Instead, the
data show a more nuanced picture, with participation rates varying across the different
non-traditional working arrangements. This finding confirms recent research by Wang
et al. [43], highlighting the potential benefits of remote working for career development
and learning opportunities. The weak or insignificant associations observed for other
non-traditional work schedules (shift work, evening work, night work, and weekend
work) suggest that these arrangements do not necessarily hinder participation in adult
learning. This challenges some previous assumptions about the negative impact of non-
traditional working hours on learning participation [44]. These findings have important
implications for both organizational practice and policy in the context of lifelong learning
and sustainable development. The strong positive correlation between flexible working
hours and participation in adult learning highlights the potential of flexible working
arrangements to promote a culture of continuous learning [45]. Organizations and policy
makers should consider promoting and facilitating flexible work options as a means to
improve the skills and adaptability of the workforce, which are critical for sustainable
economic development [46]. The high participation rates among those working from home
also highlight the potential of remote working arrangements to support lifelong learning
initiatives. The increasing prevalence of teleworking can provide new opportunities for
the integration of work and learning, potentially contributing to more sustainable and
inclusive educational practices [47].

However, the relatively even distribution of participation rates across other non-
traditional forms of work suggests that the relationship between work arrangements and
learning readiness is complex. This complexity requires nuanced approaches to the design
of workplace learning initiatives and policies that take account of different work patterns
and individual needs [48].

5.3. Determinants of Remote Work Opportunities in Various Employment Contexts

The findings presented in Table 4 provide valuable insights into the relationship
between the ability to work from home and various socioeconomic factors, including
education level, employment type, and economic sector. The strong correlation between ed-
ucation level and work schedule flexibility underscores the education gap in telecommuting
opportunities. This finding is consistent with Eurofound’s previous research, suggesting
that higher levels of education are associated with greater job flexibility and autonomy [49].
This educational gap in remote working opportunities may exacerbate existing inequal-
ities in the labor market. With the increasing prevalence of remote working, those with
higher levels of education may have better access to flexible working arrangements, which
can lead to better work–life balance and more opportunities for continuous learning [50].
Conversely, those with lower levels of education may have limited access to such benefits,
which could widen the skills gap over time.

The moderate correlation between types of employment and remote working oppor-
tunities shows interesting patterns. Freelancers, farmers, and the self-employed are more
likely to work from home than traditional employees. This finding confirms existing studies
that suggest that non-traditional employment relationships often offer greater flexibility
in terms of work location [45]. The higher prevalence of remote working among the self-
employed and freelance workers may be attributed to the nature of their work, which often
allows for greater autonomy in choosing where to work. This flexibility could potentially
facilitate greater participation in lifelong learning activities, as these workers have more
control over their schedules [51].

The strongest correlation is observed between economic sectors and remote working
opportunities. Industries such as information and communication, real estate, education,
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finance, and insurance have high rates of remote working. This is consistent with Sostero’s
et al.’s [52] findings that suggest that knowledge-intensive sectors tend to favor remote
work arrangements. In contrast, sectors such as hospitality, transportation and storage, and
manufacturing are more averse, likely due to the nature of the tasks, physical presence
requirements, technological infrastructure, and legal regulations. This sectoral disparity in
remote work opportunities may have implications for workforce development and lifelong
learning strategies across industries.

Several factors may contribute to this increased participation in adult learning among
remote workers. One of these factors is certainly time flexibility. Remote work often allows
for more flexible scheduling, so workers may be able to schedule time for educational
activities more easily [53]. Remote work is also associated with less time spent commuting,
reduced fatigue, and increased productivity [54]. Time saved could be converted into
learning activities. Some studies also argue that remote workers develop better digital skills
through the use of ICT, which could facilitate the use of online learning platforms [52], and
that they are more autonomous, which can promote a mindset conducive to self-directed
learning [43].

5.3.1. Limitations of the Study

While our research offers a robust and comprehensive view of the labor market in
Slovenia, particularly in terms of educational engagement and employment conditions,
its scope and generalizability are limited by demographic and geographic focus and the
nature of self-reported data. A significant limitation is the potential bias in self-reported
data, which could lead to inaccuracies in reporting educational participation. The survey’s
emphasis on formal and non-formal education may also neglect important aspects of
informal learning. Furthermore, the analysis based on a one-year timeframe may not
adequately reflect long-term educational and labor market trends, especially in the context
of extraordinary events like the COVID-19 pandemic. A significant limitation of this study
is also the restricted access to essential data, which could only be obtained through the
national statistical office’s, thereby limiting the breadth and depth of analysis that could
be conducted.

5.3.2. Future Research

Future research should focus on three areas: the impact of employment contract types
(fixed term vs. permanent) on employee education and career advancement; the disparity in
educational opportunities between small and large companies and its effects on employee
performance; and the influence of flexible working arrangements, like teleworking, on
educational participation and overall employee well-being. These areas are crucial for
developing effective workplace policies and strategies that support lifelong learning and
employee satisfaction.

6. Conclusions

The findings of this study highlight the critical role of adult education in fostering
sustainable development across various dimensions. First, economic sustainability is sig-
nificantly influenced by adult education. The strong correlation between participation in
adult education and certain employment characteristics, such as fixed-term contracts and
organizational size, underscores the importance of continuous learning for economic re-
silience. Promoting adult education, particularly in larger organizations and for those with
less stable employment contracts, enhances workforce adaptability and productivity. This,
in turn, supports sustainable economic growth by ensuring that the labor force can meet
the evolving demands of the market. Secondly, the study reveals the importance of social
equity and inclusion. The disparity in educational participation based on employment
status and work schedule flexibility highlights the need for equitable access to learning
opportunities. Policies that support flexible work arrangements and provide financial and
logistical support for education can help bridge this gap. Ensuring that all individuals,
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regardless of their job type or work schedule, have the opportunity to upskill and reskill
promotes social equity and inclusion, contributing to a more cohesive society. Finally, the
study underscores the importance of adaptability and innovation. The correlation between
remote work opportunities and higher educational engagement suggests that flexible work
environments can enhance learning and innovation. Encouraging remote work and other
flexible arrangements provides employees with the time and resources needed to pursue
further education. This adaptability fosters a culture of continuous improvement and
innovation, essential for sustainable development in a rapidly changing world.
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