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Abstract

The subject of key competencies in the labour market has been discussed in many pub-
lications and reports in recent years, presenting the point of view of researchers and
employers on the issue. However, the perspective of future employees also seems to be
worth discussing; hence this research covers university students currently entering the
labour market. Ten competencies identified as key in the labour market are examined:
problem-solving, creativity and innovation, analytical and critical thinking, active learning
and teaching, interdisciplinarity, emotional intelligence, social intelligence, intercultural
competencies, virtual cooperation, digital competency. The study aimed to determine
the respondents’ opinions and beliefs about selected key competencies on the labour
market, their willingness to develop them, and their declared level of these competencies.
The survey was carried out using the quantitative method, using the CAWI technique, on
a sample of 352 respondents — students of the University of Lodz. The results indicate
that the students mostly share the view that the competencies indicated as being key will
be expected by employers in the labour market in the next five years. Moreover, for most
of the competencies being studied, they assess their current level to be high and see the
need to develop them for professional purposes. Discrepancies are also indicated between
the students’ self-assessment of their competencies and their employers’ assessment.

Keywords: labour market, key competencies, students’ competencies, competency level,
expectations of employers

Introduction

Competencies have long been recognised as the most important component of
human capital (Beck, 2003). During recruitment processes, employers are guided by
personal and interpersonal competencies in more than 32% of their choices, and intel-
lectual and academic competencies also influence the selection of applicant in about
25% of cases (Piasecka-Robak, 2016). At the same time, it has been noted for years that
transformations in the macro- and microeconomic environment also cause changes in
competencies expected in the labour market (Marszatek, 2011), hence the proposal to
focus on competencies of the future in educational planning (Turek, 2015). Currently,
researchers emphasise that in the face of the changes taking place, new flexible labour
markets that require new competencies are taking shape (Rakowska & Sitko-Lutek,
2016), and professional activity in the current economy 4.0 requires different charac-
teristics and skills than in the traditional labour market (Janowska & Skrzek-Lubasinska,
2019). Meanwhile, the OECD recommends focusing on developing the most relevant
competencies from an economic and social perspective and viewing them in the short
and long term (OECD, 2012).

Research to date on key competencies on the labour market is mostly based on
employers’ and experts’ opinions on the competencies desired in future employees.
However, it is also worth investigating the opinions of future employees themselves
on competencies of the future in the labour market. Obtaining the perspective of this
group will allow us to compare the opinions of employers and potential employees on
key competencies and perform a more complete analysis of the phenomenon under
study. This approach constitutes the originality of the research and is an attempt to
fill a significant research gap in this respect. Hence the research aimed to find out the
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opinions of university students currently entering the
labour market on the competencies of the future.

Key competencies in the labour market

In recent years, the topic of competencies desired
now and in the future in the labour market has been the
focus of many researchers and institutions. Research-
ers say that in the future, employees will be required
to have “interdisciplinary competencies that combine
IT knowledge, creative/cognitive skills, intercultural
skills, emotional and social intelligence, and the ability
to work collectively (in virtual, multicultural teams)”
(Przytuta, 2018, p. 202). Today’s workers should be
able to adapt to sudden changes in the labour market
and be equipped with meta-competencies (Sopegina
etal., 2016). The authors of a recent World Economic
Forum report (2020) predict that the key competencies
by 2025 will be analytical thinking and innovation,
active learning and learning strategies, complex prob-
lem-solving, critical thinking and analysis, leadership
and social influence, technology use, monitoring and
control, programming and technology development,
stress resilience and flexibility, reasoning, problem-
solving and thinking, emotional intelligence, user
experience, service orientation, systems analysis and
evaluation, and persuasion and negotiation. A similar
list of future competencies was created for 2022 and
described in an earlier edition of the Future of Jobs
report. It includes the following competencies: ana-
lytical thinking and innovation, active teaching and
learning strategies, creativity, originality and initiative,
technology design and programming, critical thinking
and analysis, complex problem-solving, leadership and
social influence, emotional intelligence, reasoning and
problem-solving, and systems analysis and evaluation
(World Economic Forum, 2018).

Another report — Future Work Skills 2020 — includes
among the competencies of the future: sense-making,
social intelligence, novel and adaptive thinking, cross-
cultural competency, computational thinking, new-
media literacy, transdisciplinarity, design mindset,
cognitive load management, and virtual collaboration
(Davies et al., 2011). A very similar list of competencies
was created by the authors of the report Future Skills:
Update and Literature Review, adding resilience, i.e.
using resources to achieve a long-term goal or positive
outcome (Fidler, 2016).

Research has also been conducted in Poland. The
“Employee of the future” report (Infuture Institute,
2019) gives the following list of competencies of the
future: skills in STEM sciences, the ability to share
knowledge, design thinking, critical thinking, dig-
ital skills, a problem-solving attitude, active learning
ability, creativity, negotiation, and cooperation skills.
Another Polish report, “Active+ Future on the labour
market”, includes, among others, digital competen-
cies, the ability to cooperate with other people and
machines, and emotional intelligence among the
competencies desired by employers (DeLab UW &
Gumtree, 2017). In turn, according to the authors of

the report “Shoulder to shoulder with a robot. How
to use the potential of automation in Poland”, the
key competencies on the labour market in the future
are creativity, teamwork, empathy, critical thinking,
problem-solving, and using technical knowledge with
the help of technology (McKinsey & Company, 2018).
Some of the competencies — design thinking, the
ability to adapt easily to changes, and the ability to
communicate effectively — were also indicated as com-
petencies of the future by members of the discussion
panel of the 2nd Adult Education Forum (Buks, 2017).

Analysing the lists of key competencies mentioned
in the above studies, there is an incomplete semantic
consistency and similar competencies are named dif-
ferently (e.g. similar in meaning, although not identi-
cal: “non-standard and adaptive way of thinking” and
“creativity”). In addition, some of the competencies
were included more broadly, and others in a narrower
way (e.g. “empathy” being one of the areas of “emo-
tional intelligence”).

Bearing in mind the above limitations and inaccu-
racies, an attempt was made to select the ten most
frequently indicated key competencies described in
the cited publications. They were divided into three
categories, using Smoétka’s (2008) typology:

* cognitive competencies — problem-solving,
analytical and critical thinking, active learning
and teaching, interdisciplinarity;

* social competencies (social-psychological,
soft) — creativity and innovation, emotional
intelligence, social intelligence, intercultural
competencies, virtual cooperation;

¢ hard (technical) competencies — digital compe-
tencies.

The ten competencies were the subject of the re-

search carried out and described in this article.

Methodology

The research aimed to find out the respondents’
opinions on selected key competencies in the labour
market, including the declared level of competen-
cies they possess, their willingness to develop them,
and an assessment of their degree of desirability to
employers. The results can be used to compare the
perspective of experts and employers with that of
students entering the labour market in the area of key
competencies. They may be helpful in exploring the
topic of young people’s awareness of how prepared
they are to enter the labour market. The selected
competencies are indicated as key competencies in
the labour market and were described in the earlier
parts of this article.

The following research objectives, presented in
the form of research questions, were set out in the
research:

1. To what extent do the respondents think the
competencies will be desired by employers in
the labour market in the next five years?

2. How do the respondents assess their compe-
tency level?
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3. How willing would the respondents be to
develop their competencies for professional
purposes?

4. Is there a statistically significant relationship
between the competencies that the respondents
believe employers want and how they assess
their level of this competency?

5. Is there a statistically significant relationship
between how the respondents assess their level
of a given competency and their willingness to
develop it for professional purposes?

The relationship between the fourth and fifth re-

search objectives is shown in Figure 1.

The research used a quantitative method, using the
survey (CAWI) technique. It was conducted between
June and December 2020 and was based on purposeful
selection. It covered a group of 352 full- and part-time

Figure 1

The relationship between the fourth and fifth research objectives

students in the last two years of undergraduate studies
and in postgraduate studies at the University of Lodz.
The structure of the sample is presented in Table 1.

The first research objective was to ascertain to what
extent the respondents think the competencies will be
desired by employers in the labour market in the next
five years. It was measured on the Likert scale from 1
to 5, where 1 meant that the competency will not be
desired at all, and 5 — it will be very highly desired by
employers. The answers are presented in Figure 2.

As the results indicate, the students believe that the
most desirable competencies in the labour market in
the next five years will be digital competencies, crea-
tivity and innovation, virtual cooperation, analytical

Assessment of
employers' desire
for competencies

Declared level of
competency

Willingness to
develop
competencies

Source: author’s own work.

Table 1
Structure of the surveyed sample
Total number Number of respondents Number of respondents Number of respondents
of respondents by gender by level of study by mode of study
Female Male Undergraduate | Postgraduate Full-time Part-time
352 studies studies studies studies
251 101 78 274 285 67

Source: author’s own work.

Figure 2

Evaluation of the degree of desirability of the competencies to employers in the next few years according to respondents

Digital competency (j)

Virtual cooperation (i)

Intercultural competences (h)

Social intelligence (g)

Emotional intelligence (f)

Interdisciplinarity (e)

Active learning and teaching (d)
Analytical and critical thinking (c)
Creativity and innovation (b)

Problem-solving (a)

34%
I

0% 10% 20% 30%

40% 50% 60% 70% 80% 90% 100%

- very highly desired (5) |:| highly desired (4) - moderately desired (3) |:| slightly desired (2) - not desired (1)

Source: author’s own work 2020, N = 352.
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and critical thinking, and problem-solving. At least 87%
of'the respondents indicated that these competencies
will be very highly or highly desired by employers.
From the competencies listed, the least desired will
be emotional intelligence, social intelligence and
intercultural competencies. However, even for these
competencies, at least 57% of respondents said they
believe that they will be very highly or highly desired
by employers. At the same time, the percentage of re-
spondents who think that a given competency will be
little or not desirable in the labour market is, at most,
15% (in the case of emotional intelligence). Therefore,
it may be assumed that those surveyed mostly share
the view that the competencies indicated as compe-
tencies of the future will be expected by employers
in the labour market in the next five years.

The second research objective concerned the
respondents’ assessment of the competencies they
possessed. This assessment was measured on the
Likert scale from 1 to 5, where 1 meant a very low
level and 5 meant a very high level. The respondents’
answers are presented in Figure 3.

As the results indicate, the respondents assessed
the majority of the competencies at a very high or high
level, i.e., problem-solving, creativity and innovation,
analytical and critical thinking, active learning and
teaching, emotional intelligence, social intelligence,
virtual cooperation, digital competency. As regards
the two remaining competencies — interdisciplinarity
and intercultural competencies — most respondents
assessed their level as medium.

The third research objective concerned the re-
spondents’ willingness to develop the indicated com-
petencies for professional purposes. This willingness
was measured on the Likert scale from 1 to 5, where
1 meant extremely unlikely and 5 meant extremely
likely. The answers are presented in Figure 4.

Figure 3
Assessment of the current level of competencies

As the results indicate, the students overwhelm-
ingly expressed their willingness to develop all the
indicated competencies for professional purposes. For
each of the competencies, at least 72% of respondents
indicated that they were extremely likely or likely to
develop them. The competencies that students are
most willing to develop are problem-solving, analytical
and critical thinking, creativity and innovation, and
digital competencies. In contrast, they are least likely
to develop emotional intelligence.

The fourth research objective determined whether
there is a statistically significant relationship between
the competencies that the respondents believe
employers want and how they assess their level of
these competencies. For this purpose, for each pair
ofvariables related to a given competency (perceived
assessment of the desirability of the competency and
the assessment of their level of this competency), the
Spearman rank correlation coefficient was calculated
along with the test of statistical significance, which
are presented in Table 2.

As Table 2 shows, for each competency, there is
a statistically significant correlation between the
competencies that the respondents believe employ-
ers want and how they assess their level of these
competencies (p < 0.05). This means that as the
respondents’ assessment of the desirability of a given
competency to employers increases, how they assess
their level of the given competency also increases,
which is confirmed by positive values of the Spearman
rank correlation coefficient. However, the low values
of that coefficient indicate that for almost all analysed
competencies, the relationship is weak — the weak-
est being “Problem-solving”. The only exception is
“Interdisciplinarity”, where the coefficient reached the
highest value among the competencies studied, and
this relationship can be considered moderate (Cohen,

Digital competency (j)

Virtual cooperation (i)

Intercultural competences (h)

Social intelligence (g)

Emotional intelligence (f)

Interdisciplinarity (e)

Active learning and teaching (d)

Analytical and critical thinking (c)

Creativity and innovation (b)

Problem-solving (a)

0%
- very high level (5)

Source: author’s own work 2020, N = 352.

42% | 27% | 12% 2%
| | | | | |
39% | 30% | 7% [|1%
| | | | |
39% | 8% 3%
| | | |
39% | 25% 9% ||1%
| | | | |
34% | 24% | 1% [l
| | | | | I
33% 38% | 12 2%
| | | | |
41% | 27% 9% 1%
| | | | |
43% | 27% | 10% i
| | | | | |
43% | 31% | 10% B2%
| | | | | |
50% | 32% ag 2%
1 1 1 1 1 1 1
10%  20%  30%  40%  50%  60%  70%  80%  90%  100%
|:| high level (4) |:| medium level (3) |:| low level (2) - very low level/none (1)
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Figure 4

Willingness to develop the indicated competencies for professional purposes

Digital competency (j)

Virtual cooperation (i)
Intercultural competences (h)
Social intelligence (g)

Emotional intelligence (f)
Interdisciplinarity (e)

Active learning and teaching (d)
Analytical and critical thinking (c)
Creativity and innovation (b)

Problem-solving (a)

18% | 058 Jasd] ¢

I | 129|6
| I13% ||8% 3%
| :16% :| 6% 3%

4% 1%

16% | 8% 4%
| I16% I| 7% Pl2%

|I 15%I 5% J|1%
zo‘%i | I9% B

[ |
1% | 9% poflix
[ [
18% | 10% By

0% 10% 20% 30%

40% 50% 60% 70% 80% 90%  100%

- extremely likely (5) |:| likely (4) |:| neutral/unsure (3) |:| unlikely (2) - extremely unlikely (1)

Source: author’s own work 2020, N = 352.

.(I;‘:)I;llzlgtion. between the competencies that the respondents believe employers want and how they assess their level of these
competencies

Competency Significance Spearman rank correlation coefficient
a. Problem-solving 0.007; p < 0.05 0.144

b. Creativity and innovation 0.001; p < 0.05 0.169

c. Analytical and critical thinking 0.005; p < 0.05 0.203

d. Active learning and teaching p < 0.001 0.271

e. Interdisciplinarity p < 0.001 0.374

f.  Emotional intelligence p < 0.001 0.198

g. Social intelligence p < 0.001 0.225

h. Intercultural competencies 0.001; p < 0.05 0.184

i.  Virtual co-operation p < 0.001 0.185

j.  Digital competency 0.004; p < 0.05 0.155

Source: author’s own work 2020, N = 352.

1988, after Field et al., 2012, p. 58). This means that
there is a moderate, positive relationship between
how desirable the respondents believe “Interdisci-
plinarity” is for employers and how they assess their
level of this competency.

The fifth research objective was to check whether
there is a statistically significant relationship between
how the respondents assess their level of a given
competency and their willingness to develop it for
professional purposes. For this purpose, for each pair
of variables related to a given competency (how the
respondents assess their level of a given competency
and their willingness to develop it for professional
purposes), a Spearman rank correlation coefficient

was calculated along with the test of statistical sig-
nificance, which are presented in Table 3.

As Table 3 shows, for each competency, there
is a statistically significant relationship between
the respondent’s declared assessment of a given
competency and their willingness to develop it for
professional purposes (p < 0.05). This means that as
the respondent’s assessment of the level of a given
competency increases, so does their willingness to
develop it for professional purposes, which is con-
firmed by the positive values of the Spearman rank
correlation coefficient. However, low values of this
coefficient indicate that this relationship is weak for
all surveyed competencies (Cohen, 1988).
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Table 3

Relationship between the respondent’s evaluation of the level of a given competency and their willingness to develop it

Competency Significance Spearman rank correlation coefficient
a. Problem-solving 0.001; p < 0.05 0.169
b. Creativity and innovation p < 0.001 0.220
c.  Analytical and critical thinking p < 0.001 0.248
d. Active learning and teaching p < 0.001 0.265
e. Interdisciplinarity p < 0.001 0.239
f.  Emotional intelligence 0.005; p < 0.05 0.149
g. Social intelligence 0.001; p < 0.05 0.183
h. Intercultural competencies p < 0.001 0.269
i.  Virtual co-operation 0.007; p < 0.05 0.143
j.  Digital competency p < 0.001 0.231

Source: author’s own work 2020, N = 352.

Discussion

The research results provide answers to the research
questions posed. Regarding the first research question,
the majority of students believe that the competencies
will be desired by employers in the labour market in
the next five years. They consider digital competen-
cies, creativity and innovation, virtual cooperation,
analytical and critical thinking, and problem-solving to
be the most desirable. These indications correspond
to the results of other studies, where the surveyed stu-
dents and graduates of Polish universities “are aware
of'the importance of competencies of the future in the
context of the efficient functioning on the changing
labour market” (Wtoch & Sledziewska, 2019, p. 11).

The students’ opinions on the competencies desired
in the labour market are worth juxtaposing with the
employers’ perspective. Table 4 presents the results
of 17 surveys of Polish and foreign employers regard-
ing the competencies expected from employees, and
reveals that they largely overlap with the ten compe-
tencies described in this article. Employers most often
indicated the following competencies expected from
employees: communication skills, interpersonal skills,
teamwork, establishing relations (which is included in
social intelligence), creativity and innovation, prob-
lem-solving and decision-making, analytical thinking,
active learning, and digital skills. In contrast to what
the above-cited publications indicate, employers did
not specify (or rarely specified) interdisciplinarity,
intercultural competencies or virtual cooperation as
desirable. The differences between the employers’
expectations presented in those studies may be due
to the specifics of the individual countries, industries,
or organisations.

To a large extent, the opinions of the students
presented in this article coincide with the opinions of
employers (presented in Table 4). Both groups most
often recognised creativity and innovativeness, prob-
lem-solving and decision-making, analytical thinking,
active learning, and digital skills. Some differences

between the opinions of the students and employers
may be observed in the area of “social intelligence”,
the elements of which (communication skills, interper-
sonal skills, teamwork, establishing relations) are very
often listed by employers, while only 36% of students
considered them, at most, moderately desirable.
However, this discrepancy may be due to inconsistency
in the meaning of the names of the competencies or
a lack of knowledge of the elements that constitute
social intelligence. On the other hand, 87% of students
considered virtual cooperation as highly or very highly
desirable — a competency that was not listed as ex-
pected in the analysed opinions of employers.

At this point, it is worth emphasising the issue of
inconsistency and ambiguity in defining particular
competencies, which was mentioned earlier in this
article. This is connected with the various names given
to competencies of similar meaning and the different
levels of detail and generality of a given competency,
an example of which may be the aforementioned “so-
cial intelligence”. This problem was also highlighted
by Pater (2019), who, citing the International Labour
Organisation (2014), among others, emphasised the
lack of a coherent, universal typology of competencies
and the lack of an integrated approach to measuring
the demand for skills.

Regarding how the students assess their competen-
cies, which is the crux of the second research question,
most of them evaluated their level as very high or high
in eight out of ten competencies, i.e., problem-solv-
ing, creativity and innovation, analytical and critical
thinking, active learning and teaching, emotional intel-
ligence, social intelligence, virtual cooperation, and dig-
ital competency. It is also worth comparing the results
with other studies of students from the University of
Lodz regarding their competencies (Pamuta, 2018;
Popczyk, 2018). The results are also consistent with
those of other Polish studies concerning students from
universities with an academic profile, which showed
that 45% of respondents rated their skills (such as
communication, organisational, analytical, teamwork,
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Table 4

Employers’ expectations regarding employees’ skills

Authors

Surveyed employers

Employers’ expectations regarding employees’ skills

Azmi et al., 2018b

Employers from
Malaysia

leadership skills, teamwork skills, critical thinking and problem skills,
communication skills and resource skills, communication skills (the ability
to speak English)

Dorozynski et al.,
2016

Employers from Poland

being able to discuss and present arguments in an understandable way,
working under time pressure, teamwork, drawing conclusions, decision-
making under conditions of risk, managing teams of workers, presentation
skills, using numerical and statistical data, drafting analyses and syntheses,
ability to find creative solutions to various problems, persistence and self-
discipline in completing long-term activities, coping with stress, foreign
languages, Internet literacy, good command of Polish, ability to use nego-
tiating techniques, ability to conduct a SWOT analysis

Dryl and Dryl, 2016

Employers from Poland

creativity, innovation, dealing with stress, ability to work as part of a team

Dymek-
-Maciejewska, 2018

SME, employers from
Poland

ability to work as part of a team, knowledge gained from experience, ability
to deal with stressful situations

Dyrla-Mularczyk et
al., 2018

SME, employers from
Poland

willingness to learn, organisational skills, communication and interpersonal
skills

Guardia et al., 2021

Employers from East
Africa

Knowledge of a foreign language, cross-cultural and diversity competency,
the set of subject-specific skills required to successfully perform a specific
occupation, results-oriented performance, digital skills, teamwork, stress
management, conflict management, the ability to cope with change, self-
management, problem-solving, communication and interpersonal skills,
decision-making, creative thinking, analytical thinking, learning to learn

Kocor et al., 2020

Employers from Poland

Self-organisation competencies (time management and punctuality,
readiness to take responsibility, self-organisation of work and coping with
stressful situations), Interpersonal competencies (being communicative,
easily establishing contact with people, teamwork), Cognitive competen-
cies (learning new things, inventiveness, creativity, analysing information
and drawing conclusions)

Kudzia, 2017

Employers from Poland

communication skills, technical and computer skills, personal skills (e.g.
empathy, willingness to learn and improve one’s qualifications, ability to
make decisions in time-pressured stressful situations, willingness to learn
in order to acquire experience, creativity and innovative approach, learning
speed), general professional skills (e.g. attitude to perform tasks efficiently,
resistance to stress)

Kurantowicz et al.,
2017

Employers from Poland
and Spain

employers from Poland: social competency, ability to establish and maintain
contacts, ability to cooperate, dealing with difficult situations, teamwork
and work organisation skills and curiosity about the world employers from
Spain: the ability to adapt to the working environment and labour market
situation, often also referred to as the flexibility or versatility of the job
applicant, to take on different tasks, ready to take on new challenges, in
a constant state of readiness to learn, social, communication and work-
team competencies, professional/industry competencies, computer skills
and experience of working in an international environment

Lisa et al., 2019

Employers from
Slovakia

engagement and willingness to take on extra work, a responsible approach
to work, moral and ethical behaviour, learning from feedback, flexibility and
adaptability to changes, the ability to achieve the goal; the conviction that
I can finish my job; psychological resilience, burden and stress management;
flexibility, adaptation to change; overcoming obstacles

Low et al., 2016

Employers from New
Zealand (accounting
sector)

interpersonal skills, the ability to work with the organisational culture of the
firm, oral communication skills, listening skills, teamwork skills, problem-
solving skills, perceived ambition/motivation, emotional intelligence

Malik and
Venkatraman, 2017

Employers from India

technical skills, soft skills, team building, overall attitude, ethics and
values

Polanska, 2019

Employers from Poland

digital skills, teamwork, creativity, work experience, language skills

Rios et al., 2020

Employers from the
USA

oral and written communication, collaboration, problem-solving, social
intelligence, self-direction
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Table 4, continue

Authors Surveyed employers

Employers’ expectations regarding employees’ skills

Roszyk-Kowalska

and Krasniak, 2020 (hi-tech sector)

high level of entrepreneurship, high level of creativity, effective processes
of acquiring, using and sharing knowledge, high level of use of the po-
Employers from Poland | tential of teamwork, high level of innovativeness, ability to cooperate in
relational arrangements, high level of independence of employees, skilful
management of R&D activity, basing communication systems on modern
IT technologies

Rézanski, 2018 and the USA

employers from Poland: relationship building, decision-making skills, spe-
Employers from Poland | cialist knowledge, organising teamwork;

employers from the USA: communication skills, specialist knowledge,
relationship building, creativity, readiness to develop

Employers from

Suleman et al., 2020 .
European countries

cognitive (analytical skills), interpersonal (communication) and organisa-
tional abilities (orientation towards results)

Source: author’s own work based on indicated studies.

problem—solving, computer, creativity skills, etc.) as
high or very high, and 64% rated their social compe-
tencies (such as resistance to stress, assertiveness,
willingness to learn, commitment to work, the ability
to elicit appropriate responses in other people, etc.) as
high or very high (Bartczak & Szymankowska, 2020).
On the other hand, a study conducted within the
framework of the Human Capital Balance shows that
respondents aged 18-35 rated their competencies high-
est (a mean score of 3.8 to 4.2 on a scale from 1 to 5) in
terms of using new technologies, learning new things
and analysing information, independent work organisa-
tion, easily establishing contact with people, working in
a group, performing simple accounts, and a willingness
to take responsibility. The level of “Working with
people of different nationalities” was rated slightly
slower (a mean score of 3.4), which corresponds to
intercultural competencies in this study (Czarnik et al.,
2020). The results are worth comparing with a similar
study of Italian students. The areas in which students
perceive themselves to be more skilled are relational
(knowing how to resolve conflicts, communicate, and
work in a group), with an average score of 4.5 on
a 6-point scale, and the area of the self (self-enhance-
ment, emotional management, resourcefulness),
with an average score of 4.24. On the other hand,
the greatest perceived difficulties concern soft skills
(organisation of time and space, study strategies,
problem-solving and decision-making), which fall within
the task area, and motivation (goal orientation, causal
attribution, resilience), with an average score of 3.96
and 3.86, respectively (Ricchiardi & Emanuel, 2018).
Students’ opinions on their competencies should be
compared with the employers’ perspective. According
to a survey of Polish enterprises, the strengths of uni-
versity graduates that employers indicated included
the ability to search for different kinds of information
quickly, the ability to use IT tools, the willingness to
learn and improve professional qualifications, and
knowledge of foreign languages. Meanwhile, the
weaknesses included poor self-presentation, a lack
of independence in solving problems, a lack of self-
confidence during interviews, and a lack of ability to
use acquired knowledge in practice (Kudzia, 2017).

Jasinska and Podgoérska’s (2015) study showed
that employers pointed out students’ difficulties with
teamwork, communication and self-presentation, a re-
luctance to make decisions or look for solutions, and
continued learning. When it came to their strengths,
they pointed mainly to digital competencies. Slightly
different conclusions were drawn from a study by
Zukowska and Kuzniar (2019), where the largest
competency gap of university graduates was noted
by employers in the areas of IT and communication,
while the smallest competency gaps were identified
in the area of general competencies.

Analysing the results of foreign employer surveys,
it is worth mentioning that Suleman and Laranjeiro
(2018) presented many examples of surveys in which
the results indicate employers’ dissatisfaction with
the competency level of graduates (mainly teamwork
and problem-solving skills). Additionally, in their own
research, almost all the employers were dissatisfied
with graduates’ level of soft skills (communication and
ability to adapt) and other personal traits. Nevertheless,
the firms highlighted good academic knowledge and
good technical skills (Suleman & Laranjeiro, 2018). Sur-
veys of Russian employers also indicate inadequate soft
skills among modern university graduates for effective
professional work (Gruzdev et al., 2018). The results of
these studies may therefore indicate some discrepan-
cies between students’ self-assessment of their com-
petencies and how employers perceive them.

The third research question concerned the willing-
ness of students to develop the indicated competen-
cies for professional purposes. The vast majority
of students expressed a desire to develop all the
indicated competencies for professional purposes,
in particular, problem-solving, analytical and critical
thinking, creativity and innovation, and digital com-
petencies. These results correspond to the Human
Capital Balance survey, according to which over 80%
of adult Poles are developing their competencies, and
the main motivators for the development of profes-
sional competencies are the importance of work and
the need to meet the challenges it poses (Gérniak
et al., 2020, p. 30, 37). A similar opinion was also
expressed by students and graduates participating
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in the “Competencies of the future” study, where
97% of the respondents considered that “nowadays,
it is necessary to constantly improve one’s education,
and studies are only one stage in a lifelong process of
acquiring new knowledge and experience” (Wtoch &
Sledziewska, 2019, p. 25).

The next two research questions concerned the re-
lationship between three variables — the competencies
that the respondents believe employers want, how
they assess their level of these competencies, and their
willingness to develop competencies in the future for
professional purposes. Regarding the fourth research
question, for each competency, there is a statistically
significant positive correlation between the compe-
tencies that the respondents believe employers want
and how they assess their level of these competencies.
For most of the competencies, this relationship is
weak, and moderate only in the case of “interdisci-
plinarity”. In response to the fifth research question,
for each competency, there is a statistically significant
positive correlation between how the students assess
their level of a given competency and their willingness
to develop it for professional purposes. For all the
surveyed competencies, the relationship is weak. As
regards examining the interdependencies between the
above three variables, for each competency and de-
pendence, a statistically significant positive relation-
ship was found. This may prove that the respondents
perceive the need to develop these competencies
even when they assess their level as high. Moreover,
their declared willingness to develop competencies
is connected with their perception of what will be
expected in the labour market in the future.

The literature existing today lacks similar broader
research on the relationship between the assessment
of the desirability of a given competency by employ-
ers according to students, the assessment of the level
of this competency declared by the student, and the
desire to develop the competency in the future for
professional purposes. However, it is worthwhile to
analyse the individual studied variables in a broader
context. The first of these is the issue of assessing
competencies by means of self-assessment. There
are many tools available in literature for students to
self-assess their competencies, e.g. self-assessment of
incoming students’ base competencies (Zehetmeier
et al., 2014) or assessment of students’ innovation
competencies (Keindnen et al., 2018). There is also
research based on self-assessment of competencies
of students, e.g. on how prepared they are to the
modern labour market (Gawrycka et al., 2021), on
the effect of self-assessment on students’ independ-
ence and writing competency (Ratminingsih et al.,
2018), on the ability of first-year students to self-as-
sess communication skills (Mort & Hansen, 2010), on
the impact of self-assessment by students on their
learning (Sharma et al., 2016) or on self-assessment
and peer-assessment as the strategies to empower
learning (Seifert & Feliks, 2019). However, despite
the popularity of self-assessment of competency,
this approach is associated with serious limitations.

As Ward and colleagues (2002) point out, despite the
accepted theoretical value of self-assessment, studies
have consistently shown that the accuracy of self-
assessment is poor. Other research on the accuracy
of students’ self-assessment ability showed that the
overall correlations between the scores of self-, peer
and tutor assessments suggest a weak to moderate
accuracy of student self-assessment ability (Lew et al.,
2010). Similar findings were presented in research on
the consistency between professional assessment and
self- and peer assessment of oral presentation skills,
where there were significant differences between self-
assessment scores and teacher scores. Self-assessment
scores are, for the most part, higher than the marks
given by teachers (De Grez et al., 2012). Therefore
self-assessment of students’ competencies in this
study should be approached with caution.

Apart from the issue of the limitations of self-as-
sessment of competencies, it is also worth discussing
further the issue of the need to develop competencies
— the second variable. The universality of the need to
develop competencies can be related to the concept
of lifelong learning, which is defined as “all purposeful
learning activity, undertaken on an ongoing basis with
the aim of improving knowledge, skills, and compe-
tency” (Commission of the European Communitie,
2000, p. 3). There are numerous studies on the idea
of lifelong learning in the context of higher education
institutions’ activities, such as supporting university
students’ lifelong learning development (Ya-Hui et
al., 2012), factors effecting students’ lifelong learn-
ing in higher education (Bayrak¢y & Dindar, 2015) or
changing curriculum design to engage students to
develop lifelong learning skills (Kuit & Fildes, 2014).
Even a Lifelong Tendency Scale (LLTS) tool has been
developed to determine university students’ lifelong
learning tendencies (Coskun & Demirel, 2010). Thus,
the declared willingness of the surveyed students to
develop competencies in the future for professional
purposes may be due to the necessity of lifelong learn-
ing as a trend already present in the labour market and
ingrained in the students’ consciousness.

The third examined variable is the assessment of the
desirability of a given competency to employers accord-
ing to the respondents, which is related to the broader
topic of students’ awareness of the requirements on
the labour market, preparing them to enter the labour
market and the concept of employability. Employability
is defined as “a set of achievements, skills, understand-
ings and personal attributes, that make graduates
more likely to gain employment and be successful in
their chosen occupations, which benefits themselves,
the workforce, the community and the economy”
(Yorke, 2004, p. 410). There has also been research on
employability from the students’ perspective, on the
understanding of the concept (Gedye & Beaumont,
2018; Tymon, 2013), on employability skills (Azmi et
al., 2018a; Griffin & Coelhoso, 2019; Succi & Canovi,
2020) and on the actions/strategies taken by students
to increase employability (Kinash et al., 2016). When
analysing research findings on the labour market from
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the students’ perspective, students may hold skewed
perceptions of the relevance of generic employability
skills to their chosen career path, and this fact should
be considered when delivering employability skills
programmes (Scott et al., 2017). It therefore seems
important to build awareness among students about
employers’ expectations in the labour market.

Conclusion

Summing up the research results, the majority of
students surveyed share the view that the competen-
cies indicated as competencies of the future will be
expected by employers in the labour market in the
next five years. Moreover, although they assess most of
their competencies at a high level, they definitely see
the need to develop them for professional purposes.
These results may prove the high level of awareness
of the students surveyed regarding the expectations
on the changing labour market and their perception of
the need to invest in their professional development.
It is also worth noting that the competencies studied
are, to a large extent, universal, which means that
they may be seen as important for future employees
in various industries for various positions. Addition-
ally, comparing the results with the perspective of
Polish and foreign employers, both the students and
employers agree that most of the competencies will
be desirable in the labour market. However, discrep-
ancies appear when assessing the level of students’
competencies, with employers in the quoted studies
assessing them lower (especially social competen-
cies) than the students themselves. This discrepancy
may be due to the subjectivity of the students’ self-
assessment, and thus the lack of awareness of what
observable behavioural indicators demonstrate the
possession of a given competency.

The results and limitations of the research point
to possible directions for further research in this
area. First of all, the author sees the need for more
detailed research on key competencies that take
into account the division into industries and areas
of the labour market, which was not considered in
the research presented in this article. From a broader
perspective, research on the opinions and beliefs
about key competencies of people already working,
including a breakdown into employees by generation
present on the labour market, also seems worth fur-
ther attention. Moreover, due to the aforementioned
semantic inconsistency and ambiguity of the names
of the competencies surveyed, the author suggests
that further research should use more precise expla-
nations, short descriptions of the competencies, or
a coherent typology of competencies, which could
standardise the way they are understood among the
respondents. This issue also has practical implica-
tions. It is recommended to build young people’s
awareness (including when they study at university)
regarding the competencies they possess, in particu-
lar specifying them, ways of measuring them, and
ways of improving them.

References

Azmi, A.N., Kamin, Y., Noordin, M. K., & Nasir, A. N. M.
(2018a). Towards industrial revolution 4.0: Employers’
expectations on fresh engineering graduates. Interna-
tional Journal of Engineering and Technology (UAE), 7(4),
267-272.

Azmi, I. A. G., Hashim, R. C., & Yusoff, Y. M. (2018Db).
The employability skills of Malaysian University students.
International Journal of Modern Trends in Social Sciences,
1(3), 1-14.

Bartczak, M., & Szymankowska, A. (2020). Self-assess-
ment of the usefulness for work of young people from
Generation Z and their opinion on the expectations
of employers. Zarzgdzanie Zasobami Ludzkimi, 5(136),
107-129.

Bayrakgi, M., & Dindar, H. (2015). Factors effecting stu-
dents’ lifelong learning in higher education. International
Journal on Lifelong Education and Leadership, 1(1), 11-20.

Beck, S. (2003). Skill and competence management
as a base of an Integrated Personnel Development (IPD)
— A Pilot Project in the Putzmeister. Journal of Universal
Computer Science, 9(12), 1381-1387.

Buks, 1. (2017). 1l Forum Edukacji Dorostych — rela-
cja. e-mentor, 4(71), 50-52. https://doi.org/10.15219/
em71.1311

Cohen, ]. (1988). Statistical power analysis for the be-
havioral sciences (2nd ed). Academic Press. https:/doi.
org/10.4324/9780203771587

Commission of the European Communities. (2000, Oc-
tober 30). A memorandum on lifelong learning. https:/arhiv.
acs.si/dokumenti/Memorandum_on_Lifelong_Learning.
pdf

Coskun, Y. D., & Demirel, M. (2010). Lifelong learn-
ing tendency scale: the study of validity and reliability.
Procedia — Social and Behavioral Sciences, 5, 2343-2350.
https://doi.org/10.1016/j.sbspro.2010.07.461

Czarnik, S., Goérniak, J., Jelonek, M., & Kasparek, K.
(2020). Raport z badania ludnosci w wieku 18—69 lat. Bilans
Kapitatu Ludzkiego 2019. PARP. https:/www.parp.gov.
pl/storage/publications/pdf/01-BKL---Raport-z-badania-
ludnosci_ostateczny.pdf

Davies, A., Fidler, D., & Gorbis, M. (2011). Future Work
Skills 2020. Institute for the Future for the University of
Phoenix Research Institute.

DeLab UW, & Gumtree. (2017). Raport Gumtree: Ak-
tywni+ Przysztosc rynku pracy. https://www.delab.uw.edu.
pl/wp-content/uploads/2017/04/DELabUW _raport_Ak-
tywni.pdf ]

Dorozynski, T., Swierkocki, J., & Urbaniak, W. (2016).
Oczekiwania pracodawcéw w zakresie kompetencji
absolwentéw studiow ekonomicznych. Wyniki badania
bezposredniego. Comparative Economic Research. Central
and Eastern Europe, 19(2), 93-109. https://doi.org/10.1515/
cer-2016-0015

Dryl, W., & Dryl, T. (2016). Kompetencje absolwentow
uczelni wyzszych z perspektywy ich przydatnosci na
wspolczesnym rynku pracy. Zarzqgdzanie i Finanse, 14(2),
33-48. httpy//zif.wzr.pl/pim/2016_2 2 3.pdf

Dymek-Maciejewska, M. (2018). Idealny pracownik?
Kompetencje pozaformalne — oczekiwania i rzeczywi-
stosc. Journal of Modern Science, 2(37), 11-21.

Dyrla-Mularczyk, K., Plucinski, M. A., & Borowiec,
A. (2018). Kompetencje migkkie absolwentéw uczelni
wyzszych — perspektywa pracodawcéw sektora MSP.
Przedsigbiorczosc i Zarzgdzanie, 8(3), 213-226.

78 e-mentor nr 5 (92)



Fidler, D. (2016). Future skills. Update and literature
review. Institute for the Future.

Gawrycka, M., Kujawska, J., & Tomczak, M. T. (2021).
Self-assessment of competencies of students and
graduates participating in didactic projects — Case study.
International Review of Economics Education, 36, 100204.
https:/doi.org/10.1016/j.iree.2020.100204

Gedye, S., & Beaumont, E. (2018). “The ability to get
a job”: student understandings and definitions of employ-
ability. Education + Training, 60(5), 406—420. https:/doi.
org/10.1108/ET-10-2017-0159

Gorniak, J., Strzebonska, A., & Worek, B. (2020). Rozwaj
kompetencji. Uczenie sie dorostych i sektor rozwojowy. PARP.
https://www.parp.gov.pl/storage/publications/pdf/3-BKL-
Uczenie-sie-doroslych-OK_201027.pdf

Grez De, L., Valcke, M., & Roozen, I. (2012). How
effective are self- and peer assessment of oral presenta-
tion skills compared with teachers’ assessments? Active
Learning in Higher Education, 13(2), 129-142. https:/doi.
org/10.1177/1469787412441284

Griffin, M., & Coelhoso, P. (2019). Business students’
perspectives on employability skills post internship
experience: Lessons from the UAE. Higher Education,
Skills and Work-Based Learning, 9(1), 60-75. https:/doi.
org/10.1108/HESWBL-12-2017-0102

Gruzdev, M., Kuznetsova, I., Tarkhanova, 1., & Ka-
zakova, E. (2018). University graduates’ soft skills: the
employers’ opinion. European Journal of Contemporary
Education, 7(4), 690-698.

Guardia, L., Mancini, F, Jacobetty, P., & Maina, M.
(2021). Graduates’ employability skills in East Africa.
Journal of Teaching and Learning for Graduate Employ-
ability, 12(2), 169-184. https://doi.org/10.21153/jtl-
ge2021vol12no2art988

Infuture Institute. (2019). Pracownik przysztosci. https:/
infuture.institute/raporty/pracownik-przyszlosci/

International Labour Organization. (2014, September).
Skills mismatch in Europe. http:/www.ilo.org/wcmsp5/
groups/public/---dgreports/---stat/documents/publication/
wems_315623.pdf

Janowska, A., & Skrzek-Lubasinska, M. (2019). Kom-
petencje przysziosci w warunkach ekspansji gospodarki
4.0. Studia Ekonomiczne. Zeszyty Naukowe Uniwersytetu
Ekonomicznego w Katowicach, 379, 57-71.

Jasinska, M., & Podgorska, K. (2015). Miedzy oczeki-
waniami a rzeczywisto$cig. Umiejetnosci migkkie u oséb
wchodzacych na rynek pracy. e-mentor, 5(62), 16-20.
https://doi.org/10.15219/em62.1213

Keindnen, M., Ursin, J., & Nissinen, K. (2018). How to
measure students’ innovation competences in higher
education: Evaluation of an assessment tool in authentic
learning environments. Studies in Educational Evaluation, 58,
30-36. https:/doi.org/10.1016/j.stueduc.2018.05.007

Kinash, S., Crane, L., Judd, M. M., & Knight, C. (2016).
Discrepant stakeholder perspectives on graduate employ-
ability strategies. Higher Education Research & Development,
35(5), 951-967. https:/doi.org/10.1080/07294360.2016
.1139555

Kocér, M., Gorniak, J., Prokopowicz, P., & Szczucka, A.
(2020). Zarzgdzanie kapitatem ludzkim w polskich firmach:
obraz tuz przed pandemiq. PARP, Uniwersytet Jagiellonski.

Kudzia, M. (2017). Opinie pracodawcow z wojewo6dz-
twa opolskiego na temat przygotowania absolwentéow
szkot wyzszych do petnienia obowigzkéw zawodowych.
Spoteczenistwo i Ekonomia, 1(7), 22-32.

Kuit, T., & Fildes, K. (2014). Changing curriculum de-

sign to engage students to develop lifelong learning skills
in biology. International Journal of Innovation in Science and
Mathematics Education, 22(2), 19-34.

Kurantowicz, E., Nizinska, A., Padilla-Carmona, T., &
Gonzélez-Monteagudo, J. (2017). Uniwersytet i praco-
dawcy w Polsce i Hiszpanii. Konfrontacje, oczekiwania,
perspektywy. Studia Edukacyjne, 44, 23-43.

Lew, M. D. N., Alwis, W. A. M., & Schmidt, H. G.
(2010). Accuracy of students' self-assessment and their
beliefs about its utility. Assessment & Evaluation in Higher
Education, 35(2), 135-156. https:/doi.org/10.1080/0260
2930802687737

Lisa, E., Hennelova, K., & Newman, D. (2019). Com-
parison between employers’ and students’ expectations
in respect of employability skills of university graduates.
International Journal of Work-Integrated Learning, 20(1),
71-82.

Low, M., Botes, V., Dela Rue, D., & Allen, J. (2016).
Accounting employers’ expectations — the ideal account-
ing graduates. e-Journal of Business Education and Scholar-
ship of Teaching, 10(1), 36-57.

Malik, G., & Venkatraman, A. (2017). “The great di-
vide”: skill gap between the employer’s expectations and
skills possessed by employees, Industrial and Commercial
Training, 49(4), 175-182. https://doi.org/10.1108/ICT-11-
2016-0071

Marszatek, A. (2011). Doskonalenie kluczowych
kompetencji jako wymodg wspolczesnego rynku pracy.
e-mentor, 3(40), 67-73. http:/www.e-mentor.edu.pl/arty-
kul/index/numer/40/id/841

McKinsey & Company. (2018). Ramig w ramig z robotem.
Jak wykorzystac potencjat automatyzacji w Polsce. https://
www.mckinsey.com/pl/our-insights/ramie-w-ramie-z-
robotem

Mort, J.R., & Hansen, D. . (2010). First-year pharmacy
students' self-assessment of communication skills and the
impact of video review. American Journal of Pharmaceutical
Education, 74(5), 78. https://doi.org/10.5688/aj740578

OECD. (2012). Better skills, better jobs, better lives:
A strategic approach to skills policies. https://doi.org/10.17
87/9789264177338-en

Pamuta, A. (2018). Kariera i kompetencje informatycz-
ne w sektorze ustug biznesowych na przyktadzie studen-
tow Uniwersytetu Lodzkiego. Annales Universitatis Mariae
Curie-Sktodowska, Sectio H, Oeconomia, 52(2), 141-151.
https:/doi.org 10.17951/h.2018.52.2.141-151

Pater, R. (2019). Zapotrzebowanie na umiejetnos$ci na
rynku pracy i w przestrzeni zycia spotecznego w Polsce.
Edukacja, 149(2), 85-100. http:/www.edukacja.ibe.edu.
pl/images/PDF/02_2019/8.%20Robert%20Pater%20-%20Z
apotrzebowanie%20na%20umiejetnosci.pdf

Piasecka-Robak, A. (2016). Kompetencje vs. zawdd
— wybor miedzy tradycjag a zmiang? O ocenie kwalifi-
kacji nabytych drogg nieformalna i pozaformalng. In
V. Drabik-Podgérna, M. Podgorny (Eds.), Zawad czy kompe-
tencje? Wymagania rynku pracy a wspieranie rozwoju kariery
(pp. 133-152). Wydawnictwo Adam Marszatek.

Polanska, K. (2019). Wptyw nowych przestrzeni
rozwoju gospodarki oraz oczekiwan pracodawcéw na
ksztalcenie ekonomistéw na przykiadzie SGH. Roczniki
Kolegium Analiz Ekonomicznych / Szkota Gtowna Handlowa,
54, 143-153. http://rocznikikae.sgh.waw.pl/p/roczni-
ki_kae_z54 11.pdf

Popczyk, W. (2018). Kompetencje i motywacje stu-
dentéw zarzadzania Uniwersytetu Lodzkiego. Horyzonty
Wychowania, 17(42), 219-228.

e-mentor nr 5 (92) 79



Przytuta, S. (2018). Kompetencje pracownikéw wobec
wyzwan globalnego rynku pracy. Prace Naukowe Uniwersy-
tetu Ekonomicznego we Wroctawiu, 512, 194-205.

Rakowska, A., & Sitko-Lutek, A. (2016). Kluczowe kom-
petencje pracownikow przysztosci w opinii ekspertow
miedzynarodowych — wyniki badan. Prace Naukowe Uni-
wersytetu Ekonomicznego we Wroctawiu, 429, 173-185.

Ratminingsih, N. M., Marhaeni, A., & Vigayanti, L. P. D.
(2018). Self-assessment: The effect on students’ inde-
pendence and writing competence. International Journal
of Instruction, 11(3), 277-290. https://doi.org/10.12973/
iji.2018.11320a

Ricchiardi, P., & Emanuel, F. (2018). Soft skill assess-
ment in higher education. Journal of Educational, Cultural
and Psychological Studies (ECPS Journal), 18, 21-53.

Rios, J. A., Ling, G., Pugh, R., Becker, D., & Bacall,
A. (2020). Identifying critical 21st-Century skills for
workplace success: A content analysis of job advertise-
ments. Educational Researcher, 49(2), 80-89. https:/doi.
org/10.3102/0013189X19890600

Roszyk-Kowalska, G., & Krasniak, J. (2020). Kluczowe
kompetencje kadry kierowniczej przedsiebiorstw sektora
Hi-Tech. Diagnoza luki umiejetnosci. Przeglgd Organizacji,
4, 38—-44. https:/doi.org/10.33141/p0.2020.04.05

Rézanski, A. (2018). Kompetencje spoleczne mene-
dzeréw — oczekiwania pracodawcéw w Polsce i USA
w $wietle opublikowanych ofert pracy. Edukacja — Technika
— Informatyka, 3(25), 139-145. https://doi.org/10.15584/
eti.2018.3.19

Scott, F. J., Connell, P.,, Thomson, L. A., & Willi-
son, D. (2017). Empowering students by enhancing
their employability skills. Journal of Further and Higher
Education, 43(5), 692-707. https://doi.org/10.1080/
0309877X.2017.1394989

Seifert, T., & Feliks, 0. (2019). Online self-assessment
and peer-assessment as a tool to enhance student-teach-
ers’ assessment skills. Assessment & Evaluation in Higher
Education, 44(2), 169-185. https://doi.org/10.1080/0260
2938.2018.1487023

Sharma, R., Jain, A., Gupta, N., Garg, S., Batta, M.,
& Dhir, S. K. (2016). Impact of self-assessment by stu-
dents on their learning, International Journal of Applied
& Basic Medical Research, 6(3), 226-229. https://doi.
org/10.4103/2229-516X.186961

Smoétka, P. (2008). Kompetencje spoteczne. Metody po-
miaru i doskonalenia umiejetnosci interpersonalnych. Wolters
Kluwer.

Sopegina, V. T., Chapaev, N. K., & Simonova, M. V.
(2016). Integration of pedagogical and technological
knowledge in forming meta-competencies of a modern
worker. International Journal of Environmental and Science
Education, 11(15), 7836-7846.

Succi, C., & Canovi, M. (2020). Soft skills to enhance
graduate employability: comparing students and em-
ployers’ perceptions. Studies in Higher Education, 45(9),
1834-1847. https://doi.org/10.1080/03075079.2019.1
585420

Suleman, F, & Laranjeiro, A. M. C. (2018). The employ-
ability skills of graduates and employers’ options in Por-
tugal: An explorative study of anticipative and remedial
strategies. Education + Training, 60(9), 1097-1111.

Suleman, F, Suleman, A., & Cunha, F. (2020). Employ-
ability skills of graduates: Insights from job advertise-
ments. 6th International Conference on Higher Education
Advances (HEAd’20) (pp. 247-254). https:/doi.org/10.4995/
HEAd20.2020.11029

Turek, D. (2015). Kompetencje os6b miodych na rynku
pracy — oczekiwania pracodawcow. e-mentor; 3(60), 8-16.
https:/doi.org/10.15219/em60.1179

Tymon, A. (2013). The student perspective on em-
ployability. Studies in Higher Education, 38(6), 841-856.
https:/doi.org/10.1080/03075079.2011.604408

Ward, M., Gruppen, L., & Regehr, G. (2002). Measur-
ing self-assessment: Current state of the art. Advances in
Health Sciences Education. Theory and Practice, 7(1), 63-80.
https:/doi.org/10.1023/A:1014585522084

Wtoch, R., & Sledziewska, K. (2019). Kompetencje
przysztosci. Jak je ksztattowac w elastycznym ekosystemie edu-
kacyjnym? DELab Uniwersytet Warszawski. https:/www.
delab.uw.edu.pl/wp-content/uploads/2020/07/Kompeten-
cje_przyszlosci_Raport.pdf

World Economic Forum. (2018). The Future of Jobs
Report 2018. https://www.weforum.org/reports/the-future-
of-jobs-report-2018

World Economic Forum. (2020). The Future of Jobs
Report 2020. https:/www.weforum.org/reports/the-future-
of-jobs-report-2020

Ya-Hui, S., Li-Yia, F, Chao-Chin, Y., & Tzu-Ling, C.
(2012). How teachers support university students’ life-
long learning development for sustainable futures: The
student's perspective. Futures, 44(2), 158-165. https:/doi.
org/10.1016/j.futures.2011.09.008

Yorke, M. (2004). Employability in the undergraduate
curriculum: Some student perspectives. European Journal
of Education, 39(4), 409-427. https://doi.org/10.1111/
j-1465-3435.2004.00194.x

Zehetmeier, D., Kuhrmann, M., Bottcher, A.,
Schlierkamp, K., & Thurner, V. (2014). Self-assessment of
freshmen students' base competencies. 2014 IEEE Global
Engineering Education Conference (EDUCON) (pp. 429—-438).
IEEE. https://doi.org/10.1109/EDUCON.2014.6826130

Zukowska, J., & Kuznar, A. (2019). Kompetencje
absolwentéw w oczach przysziych pracodawcéw na
przyktadzie absolwentéw Szkoty Gloéwnej Handlowej
w Warszawie. Education of Economists and Managers.
Problems. Innovations. Projects, 52(2), 135-146. https://doi.
0rg/10.5604/01.3001.0013.2380

Acknowledgement

The research presented in this article was carried
out as part of the research work of young scientists
co-financed from the Dean’s Reserve at the Faculty of
Economics and Sociology of the University of Lodz.

Agata Matuszewska-Kubicz holds a PhD in economic sciences in the field of management, an organisational psy-
chologist, a career counsellor, and a soft skills trainer. She works as an assistant professor at the Department of Labour
and Social Policy at the Faculty of Economics and Sociology of the University of Lodz and as an entrepreneurship
specialist in the Career Service of the University of Lodz. She has several years of professional experience in career
guidance and training in soft skills and entrepreneurship. Her scientific interests include human resources management,
competencies in the labour market, changes on the labour market, psychology of labour, and employer branding.

80 e-mentor nr 5 (92)




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /SyntheticBoldness 1.000000
  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002000d>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002000d>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /GRE <>
    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002000d>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e000d>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


