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ABSTRACT 
Given the changing nature of the modern economy, technological advances and increasing globalization, labor markets 
are presenting university graduates with new challenges in terms of the competences expected of them. The aim of this 
article is to evaluate and forecast the future of labor market demands in relation to the competences of future employees. 
A comprehensive analysis of these expectations is presented, drawing on findings from the desk research method, 
further supplemented with a qualitative study. The discussion focuses on identifying key competences that employers 
are looking for in today’s business environment and the competences that will be necessary in the long term. The paper 
contributes to the ongoing debate on the transformation of curricula in higher education, especially in relation to business 
schools, emphasizing the need to continually monitor market expectations and make necessary adjustments to curricula. 
The conclusions from this study are intended to serve as a source of inspiration for decision-makers responsible for 
educational programs at universities, especially those with a business profile, and other stakeholders aiming to bridge 
the gap between the academic world and the dynamically changing labor market. 
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ABSTRAKT 
Zmieniający się charakter gospodarki, rozwój technologii i postępująca globalizacja sprawiają, że rynki pracy stawiają 
nowe wyzwania przed absolwentami uczelni wyższych w odniesieniu do oczekiwanych kompetencji. Celem artykułu  
była ocena i predykcja przyszłych oczekiwań rynku pracy w odniesieniu do kompetencji pracowników przyszłości. 
Przedstawiono kompleksową analizę tych oczekiwań na podstawie uzyskanych wyników badania metodą desk research, 
uzupełnioną badaniem jakościowym. W centrum dyskusji znalazła się identyfikacja kluczowych kompetencji, których 
pracodawcy poszukują w dzisiejszym środowisku biznesowym oraz które będą niezbędne w perspektywie wieloletniej. 
Artykuł ten stanowi wkład w debatę nad transformacją programów nauczania w edukacji wyższej, zwłaszcza w odniesieniu 
do uczelni biznesowych, kładąc nacisk na potrzebę stałego monitorowania oczekiwań rynku i wprowadzania niezbędnych 
modyfikacji i zmian w programach nauczania. Wnioski z niniejszej analizy powinny stać się inspiracją dla decydentów 
odpowiedzialnych za programy kształcenia na uczelniach wyższych, zwłaszcza o profilu biznesowym oraz innych 
interesariuszy, którzy dążą do łączenia świata akademickiego z dynamicznie zmieniającym się rynkiem pracy. 
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Introduction 

One of the important issues related to higher education is how the role  
of universities in the modern world is to be understood. An essential task of 
higher education institutions is to prepare specialists with competences that 
correspond well to employer expectations. The challenge facing the 
educational system, however, is to curate their curricula so as to teach 
competencies that not only meet current market demands, but will also 
remain relevant in a future marked by uncertainty. This is because ongoing 
socio-economic transformations induced by the fourth industrial revolution 
– where digitalization, automation, and globalization play the dominating 
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role – in tandem with the diversity of values, cultures, and customs, demand  
a reevaluation of the competences necessary for both present and future 
employees. It is therefore imperative for both Polish and foreign universities 
to aim for better alignment between their curricula and the competency 
requirements of businesses and institutions. 

The mismatch between competences taught by universities and the needs 
of employers translates into difficulties in finding suitable candidates for 
employment – approximately 33% of companies in Poland, for instance, 
report disparities between the desired competences and those possessed by 
job candidates. This issue is particularly emphasized in the services sector 
(where one in two companies is affected), as well as in medium-sized (44%) 
and large (33%) enterprises (Gi Group Holding Polska, 2023). Furthermore, 
research findings (Dąbkowska et al., 2022) indicate that this mismatch serves 
as a barrier to the growth of one in every three companies. 

Universities and other institutions providing vocational education 
services face challenges in addressing the demands of the labor market. This 
is particularly evident from the perspective of state-owned institutions, 
following traditional education models, which require more time to 
effectively develop and implement new or modified programs that respond 
to evolving labor market needs . This sluggishness, sometimes further 
compounded by the bureaucratic hurdles inherent in state educational 
institutions, often opens up opportunities for alternative education 
providers, such as e-learning platforms, to fill the gap with flexible and 
widely accessible training options catered to specific market needs.  
The changing dynamics pose a threat to the long-standing supremacy of 
universities in credentialing highly qualified professionals, prompting  
a reimagining of the corporate education landscape. Beyond their rigid 
program-development procedures, other factors also deserve mention, such 
as inadequate state funding for higher education, the pauperization of  
the academic environment, and constraints in adopting new technologies, 
all of which determine the functioning of universities in shaping useful 
competences. 

The objective of this article is to diagnose the current and future 
requirements of the labor market regarding employee competences, 
including those of graduates from business universities. Based on an analysis 
of secondary and primary data, we strive to infer the desired directions for 
competence development within universities. Given the relatively limited 
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engagement of the latter sources, this article is of an exploratory nature, 
providing a general overview of anticipated labor market needs in the near 
future. Nevertheless, we believe that these insights will prove useful  
in designing and adapting business education programs facilitating the 
acquisition of valuable competences by students. Universities offering such 
competences will strengthen their competitive position, while businesses 
will be able to more successfully execute their strategies. 

Nature and Types of Competences 

The meaning of the term “competence” has evolved over time. Initially, 
it referred to a narrow concept – the formal authority to handle specific 
matters on behalf of an organization and to make decisions within  
a defined scope. This understanding later expanded to encompass the  
range of powers, duties, and responsibilities assigned to an employee’s 
organizational position. In 1973, McClelland associated competence with 
education. Boyatzis, regarded by many researchers as the pioneer of 
integrating the concept of competence into the field of human resource 
management (Sidor-Rządkowska, 2008), defined it in 1982 as “the potential 
existing in man, leading to such behavior that contributes to meeting  
the requirements of a given workplace within the parameters of the 
organization’s environment, which in turn provides the desired results” 
(Oleksyn, 2006). In the 1980s, the notion of competence was linked with the 
professional realm, particularly with human resources development, while 
in the 1990s, it came to be associated with the learning paradigm. A report 
to the National Institute of Education in the United States defines 
competence as “a fundamental characteristic of an individual that results in 
effective and/or excellent performance at work”. 

Competence is perceived as a general ability, rooted in knowledge, 
experience, values, and inclinations, that a person has developed as a result 
of involvement in educational practices (Hutmacher, 1997). Competence 
cannot be reduced to knowledge based on facts or routine; being competent 
is not always equivalent to having knowledge or cultural awareness. In the 
broadest sense, competence is understood as encompassing knowledge, 
skills, attitudes and values, whereas in a more pragmatic understanding, as 
the indispensable prerequisites for meeting complex requirements, making 
decisions or performing work. 
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In the 21st century, the understanding of the concept of “competence” 
increasingly emphasizes independence and responsibility in the 
performance of tasks by employees, conscious engagement in work, and  
the associated accountability for its execution, in line with mutually agreed 
standards . When reviewing different approaches to this concept, it should 
be borne in mind that competences and their scope are in each case relevant 
to specific individuals working within a specific enterprise. Hence, we 
should acknowledge Wawrzyniak’s view that “an approach to managing 
the human factor within an organization based solely on formal 
qualifications and experience measured by seniority is not sufficient at the 
current stage of organizational development. The particular significance (of 
this factor) for the organization is associated with competences, understood 
as the knowledge, skills, motivation, attitudes, and behavior of employees.” 
These narrower and broader approaches to the concept of competence do 
not fully resolve the challenge of defining the term, but instead indicate the 
existence of varying aspects of the subject in question. 

In this article we embrace a comprehensive interpretation of competences, 
following Le Boterf in defining it as the individual’s capacity to execute tasks 
by mobilizing appropriate resources (skills, knowledge, know-how, behaviors, 
and attitudes) among those previously acquired through education or prior 
experiences (Lamri, 2019). Furthermore, we assume that competences yield 
outcomes consistent with the strategic intentions of the company. 

The existing literature on the subject presents various categorizations of 
competences, with authors dividing them up according to the characteristics 
they possess and functions they perform (Oleksyn, 2006; Moczydłowska, 
2008; Rostkowski, 2002). Competences are commonly categorized into  
four main types: professional competences (primarily relating to job- 
related knowledge and skills), methodological competences (problem-
solving and decision-making skills), social competences (cooperative  
and communicative skills), and personal competencies (social values, 
motivations, and attitudes). Lamari (2021), in turn, introduces a somewhat 
different categorization of competences into technical, behavioral and 
motivational, cognitive and civic competences, with the latter pertaining to 
the world and the position of the individual.  

Another type of classification scheme differentiates between key 
competences and specific competences. According to Oleksyn (2006),  
key competences hold significance for the company, the job and the 

MARKETING OF SCIENTIFIC AND RESEARCH ORGANIZATIONS, 2024, Vol. 51, Issue 1,  p. 117–147

www.minib.pl 121



individual employee, as from the organization’s point of view they represent 
what the organization excels at, and considering the job they are crucial  
for performing tasks and duties within a job role. The key competences 
possessed by employees relate to the employees themselves, encompassing 
their distinguishing traits. Specific competences, on the other hand, pertain 
to employees’ features that are indispensable and characteristic for  
a particular position. 

Sidor-Rządkowska (2008), in turn, argues that of the numerous potential 
classifications, it is most useful from the perspective of company practice to 
divide competences into company-related (corporate) competences that are 
common to employees of a given company, professional (vocational) 
competences that are closely related to the type of work performed, and 
social competences that are related to the need to establish and maintain 
contacts with other people. 

The increasingly prevalent dichotomy between hard vs soft skills is 
perhaps the most straightforward classification of competences, adopted 
across various industries, regardless of their specific nature. Hard skills 
relate to specific theoretical knowledge and the ability to apply various 
methods, techniques, tools, procedures, or processes, usually stemming from 
the acquired education. Soft skills, on the other hand, mainly encompass 
interpersonal skills, individual predispositions, behavior, and the manner 
of cooperation with others (Oleksyn, 2011). 

The overview provided here of various competence classifications 
captures only a fraction of the discourse within the academic literature, 
representing the viewpoints of select scholars. The field is abundant with 
diverse frameworks and typologies of competences, each offering unique 
insights and categorizations. For the purposes of this study, competences 
will be categorized into three distinct groups: social, cognitive, digital, and 
technical competences (as distinguished by Włoch & Śledziewska, 2023). 
However, it is important to bear in mind certain inherent limitations of this 
approach. 

Research Methodology  

We began our study using the desk research method. In order to explore 
the research topics from diverse perspectives, this initial phase involved  
a thorough analysis of existing data, focusing on reviewing the latest 
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available publications, reports, data and other secondary sources. This 
enabled us to obtain a comprehensive understanding of the future labor 
market and the anticipated competences expected of employees within it. 
Desk research may provide important guidance to educational institutions, 
helping them adapt to the evolving professional landscape.  

In the initial stage of the analysis, a total of 47 sources were gathered, 
comprising 34 Polish-language and 13 English-language materials. Prior to 
reviewing the secondary data, three research questions were formulated  
to support the process of analyzing the collected materials, ensuring their 
relevance to achieving the research objectives: 

1. What criteria should be used to evaluate sources of information 
relevant to the labor market? 

2. What are the main changes and trends that are expected in the coming 
years in terms of employees’ professional competences? 

3. According to existing research and reports on the labor market, what 
are the key competences of the future? 

 
Materials were selected based on their recency (published by 2017), 

reliability (including a clear description of the methodology for obtaining 
information, and the credibility and integrity of the author/institution), and 
relevance. In the selection stage, having analyzed the content of the materials 
in terms of information regarding requirements or expectations of the 
competences of future employees, we selected 16 items for the final analysis, 
including 11 in Polish and 5 in English. The selected reports were 
characterized by different research approaches, socio-demographic profiles, 
and time horizons. All of them, however, identified common areas of 
competence for employees of the future, perceived from different perspectives. 
Key pieces of information on expected competences were inventoried from 
these sources and compiled in Table 1 and Figure 1. 

This preparatory work laid the groundwork for conducting our empirical 
primary research, aiming to gather opinions on future labor market 
competences, particularly from university graduates at the onset of their 
careers. Given the exploratory nature of the study, semi-structured 
individual interviews were used, allowing for a high degree of flexibility in 
question selection and scenario adaptation depending on the course of the 
conversation. This method facilitated the inclusion of additional questions, 
not provided for in the scenario, thereby allowing for deeper topic 
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engagement (Mościchowska & Rogoś-Turek, 2019). Two perspectives were 
adopted for labor market competence analysis: a general perspective, which 
pertains to the entire economy at both national and European levels, and  
a sectoral perspective, which arises from the respondent’s industry of 
employment. A five-year horizon for assessing the labor market was 
adopted: the evaluation was requested for both the present and the 
perspective of the next five years. Based on this desk research study, 
competences were categorized into three main groups: cognitive, social, and 
technical-technological. These categories were then subjected to a detailed 
assessment over the two designated periods.  

In the initial part of the interview, closed questions were posed to 
determine which specific questions should be asked next. Conversely, open 
questions were employed to elicit longer statements, thereby laying the 
foundation for drawing several insightful conclusions from this study. We 
inquired about which categories of competences are currently relevant and 
will be crucial in the future, what competences are lacking among university 
graduates, which ones will be needed on the labor market, and how business 
practices could shape the direction of competences taught at universities. 

A total of eleven in-depth interviews were conducted, with the selection 
of participants aimed at capturing a broad spectrum of viewpoints.  
A detailed description of the research sample is given in the table provided  
in the Annex to this paper. To ensure inclusivity, all interviews were 
conducted remotely, either online or by phone, utilizing available automatic 
transcription methods (MsTeams, Microsoft Word, Zoom), with prior 
consent obtained from respondents. Interviews were conducted over a five-
week period, typically lasting about an hour, scheduled in advance in order 
to minimize potential disruptions. 

We individually familiarized ourselves with all transcripts of the 
interviews and independently outlined preliminary results. Subsequently, 
we discussed our findings collectively and formulated a list of synthesized 
conclusions. 

Analysis of Research Results 

The analysis of secondary data reveals several key challenge areas in the 
labor market concerning the expected competences and skills of future 
employees, particularly in an era characterized by dynamic social, economic 
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and business-related changes. The source materials repeatedly emphasized 
the importance of cognitive and social competences. Practically all of the 
analyzed sources emphasized the importance of creative thinking 
(innovative thinking, unconventional thinking, innovation). The ability to 
solve problems, including complex problems, emerged as an equally 
important competence, linked with the frequently mentioned ability to make 
decisions and take responsibility for them. The vast majority of the reports 
highlighted the importance of interpersonal competences related to 
communication and negotiation, and teamwork, across various settings 
including stationary, virtual, and intercultural teams. Furthermore, dynamic 
changes in the work environment require the employees to be flexible, able 
to adapt quickly, and to learn continuously, as emphasized in many of the 
analyzed materials. Data from the analyzed reports showed that in a world 
dominated by technology, technical skills, alongside those related to the 
digital domain, are becoming increasingly essential. 
Overall, the review of data in the initial stage of the study, employing the 
desk research method, clearly indicates that expectations regarding the 
competences of future employees revolve around the integration of diverse 
skills, encompassing interpersonal, cognitive, technical and digital abilities. 
Likewise, flexibility and readiness for continuous development can be key 
factors in securing a foothold in the future labor market. These findings are 
summarized in Figure 1 and Figure 2.  
 
Table 1. Competences of the future – desk research report   

Title of report,  
author, year 

Research methodology Key competences/skills that will  
increase in importance in the future / 

competences of the future 

“Industry Balance of  
Human Capital II:  

Marketing  
Communications Sector”  

(in Polish),  
Krygowska-Nowak et al.  

(2022)

Qualitative survey: 
Employers, industry experts,  
education and HR experts,  

employees and clients. 
 

Quantitative survey: 
Employers (n=813) and  

employees (n=819) in the  
key jobs of marketing  

communication sector, from  
February to August 2021. 

Competences to have greater  
significance in the future: 

 •    Effective/efficient communication 
(including brand trust building 
and negotiation skills) 

  •    Analytical (including trend 
analysis) 

  •     Specialized, i.e. handling specific 
tools and processes 

  •    Conduct in accordance with 
ethical principles 

  •    Creativity
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Cont. table 1.  

 

Title of report,  
author, year 

Research methodology Key competences/skills that will  
increase in importance in the future / 

competences of the future 

“Talent shortage in  
Poland” (in Polish),  
ManpowerGroup 

(2022)

Quantitative survey 
with a sample of over 

40,000 employees from 
40 countries, including 

Poland.

Top 5 soft skills most difficult to acquire: 
  •  Resistance to stress and adaptability 
  •  Reliability and discipline 
  •  Creativity 
  •  Analysis and critical thinking 
  •  Ability to solve problems

“Competences of  
the future: How to 

shape them in a flexible 
education ecosystem?” 

(in Polish) 
Włoch & Śledziewska 

(2023)

Non-representative 
survey (n=1062). 

Questionnaire included 
questions on 

competences identified 
in the WEF and 

McKinsey analyzes as 
key competences for 

employees in the 
changing labor market. 

 

Competences of the future divided into  
three groups of skills: cognitive, social and 
technical: 

  •  Cooperation with others (s) 
  •  Emotional intelligence (s) 
  •  People management (s) 
  •  Entrepreneurship (s) 
  •  Cognitive flexibility (c) 
  •  Critical thinking (c) 
  •  Creativity (c) 
  •  Solving complex problems (c) 
  •  Engineering competences (t) 
  •  Advanced digital competences (t) 
  •  Basic digital competences (t)

“Young Poles  
in the labor market”  

(in Polish),  
PwC, Well.hr, &  

Absolvent Consulting 
(2022)

Online quantitative 
survey (n=3207),  

the analysis takes into 
account the responses 
of individuals up to  

27 years of age 
(n=2023), conducted 
March–April 2022.

The most important competences on  
the labor market in the future according  
to young people: 

  •  Openness to change and quick adaptation 
       in new conditions 
  •  Combining different skills 
  •  Fast learning 
  •  IT and knowledge of programming  
       languages 
  •  Effective time management 
  •  Dealing with stress 
  •  Interdisciplinarity 
  •  Big Data analysis and its understanding 
  •  Communication skills 
  •  Application of artificial intelligence 
  •  Self-management of one’s own work 
  •  Teamwork 
  •  Remote work skills 
  •  Managing virtual teams 
  •  Ability to use new media 
  •  Trend watching 
  •  Operation of advanced robots
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Cont. table 1.  

 
 
 
 
 
 
 
 
 
 

Title of report,  
author, year 

Research methodology Key competences/skills that will  
increase in importance in the future / 

competences of the future 

“Employee competences 
today and tomorrow”  

(in Polish),  
Dębkowska et al. (2022)

Quantitative survey  
(CATI, n=1000) among  

enterprises, 
Representative in terms  

of size and indicated 
code of Polish  
Classification  

of Activities, November 
2021.

  Competences of the future: 
• Acting in a situation of uncertainty 
• Cooperation with others 
• Creativity 
• Taking responsibility 
• Industry-specific professional competences 
• Critical thinking 
• Negotiation skills 
• People management 
• Systemic thinking 
• Technical competence 
• Balancing tensions and solving problems 
• Basic digital competences 
• Emotional intelligence 
• Solving complex problems 
• Cognitive flexibility 
• Advanced digital competences

“The employee of the  
future” (in Polish), 

infuture.institute (2019)

Quantitative survey 
(CAWI, n=1327), and 

qualitative survey  
(3 FGI and 10 individual 

interviews).

 Competences of the future: 
• Creativity 
• Negotiations 
• Ability to cooperate 
• STEM Science Skills 
• Ability to share knowledge 
• Design thinking 
• Critical thinking 
• Digital skills 
• Problem-solving mindset 
• Ability to actively learn
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Cont. table 1.  

 
 

Title of report,  
author, year Research methodology

Key competences/skills that will  
increase in importance in the future / 

competences of the future 

“Forecasts of the Future: 
Know How 2021”  

(in Polish) OLX Praca 
(2021)

Quantitative survey 
(CATI, n=302),  

representatives of  
small, medium and  
large enterprises,  

conducted September–
October 2020.  

 
Qualitative survey  

(TDI) with employers 
and HR employees  
of HR consulting  

companies. 
 

 Key competences of the future: 
 • Social competences (substantive exchange 

of opinions without interpersonal conflicts, 
multi-threaded communication, acceptance 
and openness to diversity and differences, 
acceptance and learning to work in an  
environment where relationships are not  
as intimate as before) 

 • Self-awareness regarding occupational 
health and safety, self-monitoring  
(management of your working time,  
energy balance management,  
self-discipline, responsibility for yourself 
and your work) 

 • Learning and critical thinking 
 • Self-motivation 
 • Flexibility in acting, acceptance of change 

and uncertainty 
 • Solving complex problems 
 • Acquiring information from different 

places 
 • Building mutual trust in teams 

 
 Key soft skills in the future: 
 • Communication, relationality 
 • Openness, flexibility, ability to adapt 

quickly to changes 
 • Emotional intelligence and empathy 
 • Good organization of work, independence 
 • Knowledge of cultural differences and the 

ability to navigate them 
 • Resistance to stress

“The future of education: 
Scenarios 2046”  

(in Polish), 
infuture.institute (2021)

Quantitative  
(CAWI, n= 4023)  

and qualitative survey 
(CDV, 2020),  

including university  
undergraduates  

& teachers, secondary 
school students  

& teachers.

  Competences of the future: 
• Collaboration within a team 
• Digital and technical competences 
• Data analysis 
• Solving complex problems 
• Creativity 
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Cont. table 1.  

 
 
 

Title of report,  
author, year 

Research methodology Key competences/skills that will  
increase in importance in the future / 

competences of the future 

“The study of  
competences  

in the modern labor  
market: survey report” 

(in Polish)  
UpSkill (2021)

Quantitative survey 
(CAWI, n=304),  

conducted October– 
November 2020.  

 Key competences for future development: 
• Dealing with stress 
• Negotiations 
• Public speaking 
• Assertiveness 
• Planning and self-management in time 
• Influence 
• Decision-making 
• Self-presentation 
• Logical and critical thinking 
• Building relationships and trust 
• Leadership skills 
• Team building 
• Interpersonal communication 
• Emotional intelligence 
• Creativity 
• Teamwork 

“Foresight of the  
competences  
of the future”  

(in Polish),  
Dębkowska et al., 

 (2022) 

Quantitative survey 
(CAWI, n=65) of experts 

representing science,  
business, public  

administration etc.  
Foresight research  

methodology.  

 Competences of the future in relation to  
the four (1-4) scenarios for the development  
of the labor market (s.). 
• Advanced digital competences (s. 1) 
• Transformational competences (s. 1) 
• Acting in a situation of uncertainty (s. 1) 
• Creativity (s. 1) 
• Technical and digital competence (s. 2) 
• Systems thinking skill (s. 2) 
• Ability to find and interpret signals of 

change in the environment (s. 2) 
• Creativity (s. 2) 
• Industry-specific professional  

competences (s. 3) 
• Responsibility for one’s own actions (s. 3) 
• Competences in the scope of use of pro-

ecological and pro-social solutions (s. 3) 
• Ability to act in a situation of uncertainty 

(s. 3) 
• Ability to work in stationary and distrib-

uted teams (s. 4) 
• Care for work-life balance (s. 4)
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Cont. table 1. 

Title of report,  
author, year 

Research methodology Key competences/skills that will  
increase in importance in the future / 

competences of the future 

“Report on empirical 
research in the field of 

competences and 
professions of the 
future” (in Polish),  
Łapińska et al. (2022) 

Quantitative survey 
(online, n=104), among 
management staff and 
managers of various 
levels coming from 

industrial enterprises 
operating in clusters 

 

Looking ahead to 2030, the following 
competences are projected to be highly 
important and increasingly gaining in 
significance: 

 • Unconventional thinking 
 • Analytical skills using technology 
 • Risk analysis and assessment and 

responsible decision-making 
 • Ability to find deeper significance of 

phenomena 
 • Ability to see and assign meaning that is not 

evident at first glance  
 • Interdisciplinarity, that is, proficiency in 

understanding and combining ideas and 
concepts from different fields 

 • Proficiency in handling new media 
 • Managing information overload 
 • Ability to integrate robotic workstations 
 • Ability to work in multicultural teams 
 • Social entrepreneurship

“The Future of Skills: 
Employment in 2030,”  
Bakhshi, et al. (2017).  

Workshops with experts 
from industry, 

government, academia, 
and the social sector 

(Boston and London);  
data then used to 

prepare a machine 
learning model utilized 

in turn to estimate future 
demand for occupations 

and competences.

The ten most important competences of the 21st 
century in the context of the greatest demand: 
The United Kingdom: 

 • Judgment and decision-making 
 • Ingenuity 
 • Active learning 
 • Learning strategies 
 • Originality 
 The United States:  
 • Learning strategies 
 • Instructing 
 • Social observation skills 
 • Coordination 
 • Originality

“An analysis  
of the demand for skills  

in the labour market  
in 2035,”  

Dickerson et al. (2023)

First stage: literature  
review.  

Second stage: producing 
forecasts and projections 

of the size and  
composition of the labor 

market in 2035.

Fundamental competences needed for  
employment in 2035: 

 • Collaboration 
 • Communication 
 • Innovative thinking 
 • Information acquisition 
 • Organizing, planning and prioritizing work 
 • Problem solving, troubleshooting and 

decision-making
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Cont. table 1. 

 “The Skills Imperative 
2035: what does the 

literature tell us about 
essential skills most 
needed for work?”,  
Taylor et al. (2022)

Study using the  
desk research method, 

reviewing 200 thematic 
reports, 30 items were 
included in the final 

analysis. 

 Essential competences of the future: 
 • Problem solving, troubleshooting and 

decision-making 
 • Critical thinking / analysis and evaluation 
 • Communication 
 • Collaboration / teamwork 
 • Creativity/innovation/originality 
 • Leadership/Management 
 • Self-motivation/learning orientation 
 • Flexibility/adaptability 
 • Resilience/optimism/persistence 
 • Empathy/social perceptiveness

“The Future of Jobs 
Report 

2020”, World Economic 
Forum (2020)

Quantitative survey  
(n=291) of global  

companies collectively 
representing more than  
7.7 million employees 

worldwide. 

 Key competences in the next 5 years (to 2025): 
 • Critical thinking and analysis 
 • Problem solving 
 • Self-management 
 • Active learning 
 • Resilience 
 • Stress tolerance 
 • Flexibility 
 The top 15 skills for 2025: 
 • Analytical thinking and innovation 
 • Active learning 
 • Complex problem-solving 
 • Critical thinking and analysis 
 • Creativity, originality and initiative 
 • Leadership and social influence 
 • Technology use, monitoring and control 
 • Technology design and programming 
 • Resilience, stress tolerance and flexibility 
 • Reasoning, problem-solving 
 • Emotional intelligence 
 • Troubleshooting and user experience 
 • Service orientation 
 • Systems analysis and evaluation 
 • Persuasion and negotiation 
 
 Results for Poland: 
 Skills identified as being in high demand within an 
 organization (from most to least important) 
 • Creativity, originality and initiative 
 • Active learning strategies and self-

development 
 • Resilience, stress tolerance and flexibility 
 • Complex problem-solving 
 • Analytical thinking and innovation 
 • Technology use, monitoring and control 
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Source: Original compilation from the selected sources  
 

The analysis of selected sources facilitated precise planning and 
execution of the study in the form of semi-structured individual interviews. 
Consequently, the second stage of the research aimed to clarify the future 
needs of the labor market for employees and graduates of higher education 
institutions. 

 • Service orientation 
 • Critical thinking and analysis 
 • Technology design and programming 
 • Reasoning and problem-solving 
 • Management of personnel 
 • Emotional intelligence 
 • Management of financial, material resources 
 • Leadership and social influence 
 • Instruction, mentoring and teaching 

“The Future of Jobs 
Report 

2023”, World Economic 
Forum (2023)

Quantitative survey  
(n=803) of global  

companies collectively 
representing more than  
11.3 million employees 

worldwide. 

  Essential competences in 2023: 
 • Analytical thinking 
 • Creative thinking 
 • Resilience, flexibility and agility 
 • Motivation and self-awareness 
 • Curiosity and lifelong learning 
 • Technological literacy 
 • Dependability and attention to detail 
 • Empathy and active listening 
 • Leadership and social influence 
 • Quality control 
  Expectations about employee competences  
  (2023-2027): 
 • Creative thinking 
 • Analytical thinking 
 • Technological literacy 
 • Curiosity and lifelong learning 
 • Resilience, flexibility and agility 
 • Systems thinking 
 • Artificial intelligence and big data 
 • Motivation and self-awareness 
 • Talent management 
 • Service orientation and customer service
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Figure 1. “Tag cloud” summarizing the most common competences identified in the selected 
sources  

 
Source: Original compilation from the selected sources 

 
Responses from the respondents regarding the competences to be crucial 

for the economy in the next five years were quite similar to the conclusions 
drawn from the analysis of the reports. The respondents underlined the 
significance of all competences essential for the development of enterprises:  

 
 

Respondents indicated that the modern labor market is looking for and 
strongly appreciates, in particular, technical and technological competences, 
which result from the need to adopt modern technologies in enterprises: 

(R2): generally speaking, all competences are 
important and it is difficult to identify which are 
more important or less important.

(R4): in general – all of them, the most important is 
an interdisciplinary approach to problem solving, 
logic in combining events.

(R3): all competences are significant, but their relevance emerges from the context. In the recruitment 
process, cognitive skills emerge, whereas technical and social skills are less important. The company’s 
organizational culture – in relation to, for example, social skills – is able to shape them effectively. But later 
it turns out that social and interpersonal skills are key…. many times have I had to let go of a high-class 
expert having advanced technical and technological skills, because they could not get along with the team.
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However, it is worth noting an opposing viewpoint, which, given the 
rapid, not entirely predictable evolution of artificial intelligence, may prove 
to be valid: 

 
 

Respondents also pointed out that not every potential employee should 
possess expert-level technical and technological competences, because in 
business, it is possible to pursue different career paths with different 
requirements: 

 
 

Analytical, critical and creative thinking skills were indicated among the 
cognitive skills that the labor market will demand in the next five years.  
The ability to search for and evaluate the quality of data, as well as the 
correct and independent interpretation of data were emphasized. Such 
opinions are not surprising, because already in 2020 the World Economic 
Forum recognized the ability to solve complex problems, critical thinking 
and creativity as the three most important competences of the future. 
However, as the respondents admit, graduates lack autonomy in solving 
problems: 

(R1): Considering where young  
people seek education, my impression 
is that some professions are 
significantly more technical than 
humanistic, and it is clear that here the 
leaders are IT specialists and 
programmers, and I see that this is the 
widest group that is doing quite well.

(R2): People with 
technological skills are 
well paid, and 
presumably, this will not 
change in the future.

(R6): Technological competences have  
a different weight than cognitive and 
social ones. Graduates from higher 
education institutions often lack these 
technological competences and acquire 
them while working in business – social 
and cognitive skills help in acquiring 
technological competences. 

(R3): Technology surrounds us, and whether we like it or not, 
the demand for technical skills will increase. It’s not about 
technology, but what you can do with it. 

(R7): Technological and cognitive skills 
are generally important, but without 
social skills, they are not useful for 
organizations at all.

(R9):Technical and technological competences will be handled by artificial intelligence in the future and 
they will not be important because AI will take all of them over. 

(R11): I see two paths of competence development: a general one, where a person has the ability to perform 
different but basic tasks, and an expert one, when they have detailed and comprehensive knowledge, but 
it only applies to one task.
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Respondents also noted the importance of responsibility for decisions 

made, although in regard to young employees who are at the early stages 
of their careers, they indicated that their expectations as employers are not 
excessive: 

 
 
The respondents noticed that the increased expectations of employers 

toward the competence to assume responsibility may generate risks in the 
form of higher financial expectations: 

 
 

The opinions repeatedly referenced the pace of market development and 
the changes taking place, which were linked by the respondents to the 
growing demand for interdisciplinary competences from various domains. 
Dealing with current, complex problems requires broad knowledge, hence 
the need for more diverse education that combines, on the one hand, 
technological and engineering knowledge, and on the other hand, economic, 
psychological, and social expertise: 

(R5): Analytical competences are very important – to be able to make 
decisions based on data, not hunches. Do not educate people in data 
generation but educate them in the direction of data aggregation and 
analysis and knowledge of what data is needed. 

(R2): Unconventional thinking 
and courage are necessary because 
competitiveness is growing.

(R3): Critical thinking is very important. Unfortunately, many 
people just follow the crowd. Still, few people take the trouble of 
thinking critically and making self-evaluation, analysis.

(R4): The world will not abandon 
analysis, but what about its 
usefulness in such a rapidly 
changing environment?

(R1): Certainly analytical skills and data analysis, these types of skills will be in demand. Similarly, 
problem-solving skills. So that they do not come with every problem, but instead take actual responsibility 
for solving it and owning the outcome.

(R9): Cognitive competences, especially critical thinking, will be the most important ones, because this is 
something that artificial intelligence does not yet have. 

(R8): Young people are not required to solve complex problems. You first have to trust them to assign 
them such problems. Once they learn, they are entrusted with more serious problems.

(R2): Responsibility – many companies apply the “owner mindset” approach. This is a policy of shaping 
the attitudes of employees within an organization so that each employee who has to make a decision 
approaches it as an owner would, trying to look at the problem from the perspective of the owner. – What 
decision would they make if they were the owner of the company? 
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The modern market generates many opportunities, but also threats that 
can be predicted and mitigated. According to the respondents, graduates 
have limited competence to plan and perceive themselves, their careers  
in the context of an enterprise where certain processes occur. In their 
opinions, respondents expressed the need for competences of anticipation 
and a holistic approach to the implementation of tasks: 

 
 

The respondents approached the skill of risk perception and assessment 
with caution, indicating that it is an important competence that will continue 
to be desired in the future, but it must not slow down decision-making 
processes or translate into the conservatism of a company that fails to 
capitalize on the emerging opportunities. The competence to anticipate in 
the world of turmoil and black swans constitutes a considerable value:  

 

(R10): Flexibility, the ability to 
quickly adapt to new conditions 
is certainly a feature that will 
become increasingly 
important… being open to 
changes that are indispensable, 
the speed of decision-making.

(R6): Combining is 
fundamental. We are moving 
away from a purely industrial 
economy towards a 
combination (of technology & 
utility). Steve Jobs combined 
science with the humanities.

(R4): The most important thing is an 
interdisciplinary approach. 

(R7): Combining competences – 
empathy with creativity and so 
on –  would certainly be very 
desirable in the labor market, but 
I do not know if it is feasible at 
all. Most likely the labor market 
will look for such conglomerates, 
but I fear that it will be difficult.

(R3): Today, we expect the 
employee to have many skills, 
entrepreneurship, it is 
somehow being forced by the 
market, one employee must be 
able to perform many tasks. 

(R1): Problem-solving skills are  
(and will be) very important at 
higher levels of management. 
Conflicts of needs/interests, different 
goals and resources… someone has to 
be an arbiter, make decisions, this is 
the desired skill and its importance 
will grow.

(R5): Young people look and see in fragments. They lack the skill to look at the issue more broadly, they 
don’t understand interdependence, they fail to see the bigger picture… they don’t have the ability to plan, 
and don’t know what they want to achieve in 10/20 years ...they embark on something and quickly let it go, 
they have no perseverance because they don’t see the aim. 

(R9): Young people do not see the complexity of issues, they lack the ability to think more broadly. This 
stems from a flaw in the education system, which narrows their perspective. But it is also due to 
intellectual laziness. 

(R2): Risk assessment – such competencies are needed, but more so risk awareness… Risk awareness 
should not stop the company from making decisions.
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The topic of customer orientation and the ability to identify the client’s 
needs emerged in the interviews. Some respondents saw the value of this 
competence in the context of the market and quite advanced marketing skills 
(the needs of an external customer), while others identified it with empathy 
towards colleagues. According to the participants, monitoring the evolving 
customer needs, which is the essence of marketing skills, is currently at  
a high level and no changes in this respect should be expected. Several 
participants indicated the need to elevate the skills of empathic, attentive 
approach to internal clients. Cooperation with other employees must be 
based on openness and responsibility, while the lack of the ability to 
empathize with colleagues at work diminishes the effectiveness: 

 
 
Both now and in the future, social skills will be important; the ability to 

communicate in virtual and multicultural teams, which was acquired 
intensively during the pandemic, was particularly appreciated among them. 
Basic competences such as diligence, reliability, listening, and mindfulness 
were also emphasized. The opinions presented suggest that the accelerated 
pace of technological progress does not entail the obsolescence of traditional 
(non-technical) competences: 

 

(R3): I observe a decreased interest in 
skills related to advertising and 
marketing.

(R7): The ability to collaborate—yes, but more the ability to 
listen and speak up when it makes sense, to pay more 
attention to the other person and to what they have to say.

(R11): We live in a world focused on consumer needs, it is already very advanced and probably 
cannot be even more so. There is a high level of these skills on the market today.

(R1): I wish people’s 
communication skills were at a 
higher level. 

(R5): Everyone wants to be 
creative, not hardworking. Goals 
are achieved by diligence, not by 
creativity. 

(R8): The problems of the young 
generation are mainly 
communication problems – they 
cannot compose an e-mail to 
internal or external clients.

(R11): I think it is the ability to cooperate with multicultural contributions. Teams are international, even 
while working in one city, we shouldn’t look at where these people come from, but what competences they 
have… Effective cooperation in stationary teams will not be critical, because today we often work on-line, 
we get hired and get fired, we work with one another remotely.

(R2): The ability to work in stationary teams is decreasing. We have developed tools that allow us to work 
remotely with equal effectiveness. If you work remotely, you have greater access to competences.
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Respondents also pointed to ethics as an important trait of an employee, 
the significance of which will continue to grow. However, the opinions were 
rather normative, that is, they indicated how things should be. Attempting 
to analyze the genuine needs within this area of competence resulted in the 
rather gloomy conclusion that there are dual ethical standards: the first being 
the “employee’s conduct towards the market,” where unethical behavior 
may be tolerated if it benefits the company, and the second being the 
“employee’s conduct towards the company,” where any instances of 
unethical behavior are penalized. Respondents noted that there was no 
“commitment to duration” among young employees (Moczydłowska, 2021): 

 
 
Respondents also shared their insights in the context of personal 

development, self-management and lifelong learning. The collected opinions 
highlight the importance of these skills, which still do not receive sufficient 
attention during education or in the workplace: 

 

(R1): I am afraid that the younger generation 
understands ethics differently; I mean, 
professional ethics and ethics in general. We lack 
honesty, and empathy; young people are very 
egocentric. 

(R3): Ethics – everyone declares that there will be 
improvement, but unfortunately there is none. 
The market rewards unethical behavior, while on 
the other hand, if employees act unethically 
towards the employer, they get fired. This is such 
an inconsistency...

(R9): There is an intensive technological progress, which ethics cannot keep up with, hence its 
importance and role in the future will be indisputable.

(R2): Following ethical principles is crucial and will continue to grow. Today, we are confronted 
with a new generation, who follow no ethics after being employed, only money counts and when 
they get a better offer, they do not even come to talk, but simply make a notice…. I can see the other 
side – a company that should build relationships with employees in an ethical way.

(R1): People act as if they have only just now discovered that 
there is such a thing as personal development, self-
management, building inner motivation; I assume that this 
will be a competence that will continue to be developed. 

(R3): The growing importance of self-
motivation results from remote work, 
virtual teams; if employees see their boss on 
the screen once a day, then they must be able 
to motivate themselves independently, 
manage themselves.

(R2): Lifelong learning is and will remain important. For 
some people it is easier because they have an innate curiosity 
towards life and a desire to learn. This is not such a 
challenge for young people, they have completely different 
possibilities to elevate their skills.

(R10): Lifelong learning – when you are 
young, you do not know that you should, 
but you should. 
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In addition to those mentioned so far, the competences sought in  
the future include skills related to presenting and implementing 
environmentally and socially friendly solutions. Currently, the market 
interest in such skills is still moderate, but according to the respondents, it 
is important that such skills be taught at universities. The trend of 
sustainable development and the circular economy will require new 
competences based on knowledge of the economic, social and environmental 
conditions of the market, skills of sustainable project management and  
a creative attitude towards social innovation. One of the most critical 
challenges facing businesses is the ESG business area. Increasing competition 
for “green talent” is evident – 74% of global employers are currently or 
planning to actively recruit candidates with “green skills” (ManpowerGroup 
2023). The respondents expect that future graduates will be able to create 
solutions with environmental and social impact. However, they do not 
advocate for adding new subjects to the curricula, but rather see the 
necessity of enriching the educated competences with this new context: 

 
 

Deficiencies in the competences of university graduates relate primarily 
to project management, the ability to identify processes in business project 
management. The respondents indicate that graduates are able to perform 
partial analyzes but have a limited ability to think holistically. In this context, 
some have called for the enrichment of education in engineering fields with 
economic content and for the supplementation of economic disciplines with 
knowledge from other areas of science. Due to the shortage of certain 
specialists on the market, respondents advocate for greater openness of 
universities in terms of offered courses and for enriching curricula with 
content taught by practitioners: 

(R11): The climate has changed and we 
need to start thinking about it and taking 
care to ensure the sustainable operation 
of the company, hence the demand  
for employees who bring ideas related to 
the protection of the environment and 
resources. This is just budding now, but it 
will be important in the future.

(R3): Many companies incorporate sustainable development 
into their strategies, aiming to operate ecologically, develop 
sustainably, and change organizational culture to be more 
empathetic. The direction is such that governments will create 
a system of incentives for companies, and this must translate 
into an appropriate demand for skills in the labor market to 
create sustainable solutions. 
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What is more, the conducted interviews reveal a rather specific outline of 
the competences of future graduates required by the labor market.  
The respondents expect further acceleration of market change, which will 
require flexible adaptation to changing situations and continuous 
improvement of skills. The new employees will enter the labor market 
knowing they cannot stop learning, the end of their university studies is 
simultaneously the beginning of their learning in other forms and training 
systems. Expectations regarding technical and technological competence 
will increase. It is anticipated that technologies will advance to the extent 
that not only knowledge of their use will be required, but also practical 
application skills in implementing advanced business solutions that  
will increase employees’ efficiency will be needed. The opinions of the 
respondents indicated the desire to acquire specific technological skills, but 
in a different form than as a few months of postgraduate studies.  
The respondents’ statements emphasized the need to include the aspect of 
sustainable development in future competences. The transition to a circular 
economy will result in a greater demand for the knowledge and skills to 
cope with such a transformation. 

Conclusions 

Our study, based on both desk research and in-depth interviews, has 
yielded a valuable compilation of competences of tomorrow, the thorough 
analysis of which can offer crucial guidance for educational institutions, in 

(R5): Companies interested in recruiting employees in a particular 
specialization may be interested in sponsoring a specific field of study 
and providing their specialists to teach courses at the university.

(R7): Cooperation in the form 
of practical trainings, paid 
internships, workshops, 
brainstorming meetings.

(R3): …so, of course, university programs give some basic engineering 
or economic knowledge, but the point is that there should be more 
practical classes… During the whole period of study, there are only 4 
weeks of practical training. This is really limited.

(R2): Cooperation with 
business during the creation of 
curricula. 

(R9): Cooperation between businesses and universities is practically nonexistent, and there is no clear 
idea for it. Instead of focusing on corporations, we should turn our attention towards SMEs, which are the 
backbone of the economy. They are the basis that should have an impact on the direction of education and 
it is these companies that should be prioritized for cooperation.
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particular business universities, aiding them to adapt to the evolving 
professional landscape. Table 2 lists the most frequently indicated job 
competences, considering a 5-year perspective, based on both the desk 
research and in-depth interviews. 
 
Table 2. Competences of the future in the 5-year horizon – comparative analysis of research 
results 

 
Source: Own study based on the results of the conducted research.  
 

Our findings indicate that key competences for the future constitute  
a complex and multidimensional set, encompassing both soft and hard 
(technological) areas. Key competences will include the ability to adapt to 
change, flexibility, and openness to new challenges. Both lists point to the 
conviction that employees of the future must be versatile, having not only 
technical abilities but also interpersonal skills and being characterized by an 

Desk research Semi-structured individual interviews
Creativity, creative/innovative thinking Collaboration in virtual teams

Solving (complex) problems Adaptation to change / openness to change
Communication (including negotiation,  
interpersonal skills)

Acting in a situation of uncertainty

Cooperation in stationary, virtual,  
intercultural teams

Competences in the field of pro-ecological and 
environmentally friendly solutions

Decision-making and responsibility for the 
decisions

Internal motivation

Flexibility, adaptability to change, open-
ness to change 

Lifelong learning 

Lifelong learning, self-development Critical thinking

Critical thinking Combining skills

Analytical thinking Ethics

Technical competence Identifying client’s needs

Management of resources (people, talents) Solving complex problems

Digital competences (basic/advanced) Responsibility for the decisions made

Literacy in and use of new technologies Industry-specific professional and  
technological competences
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ethical attitude. Consensus on the role and importance of lifelong learning 
and intrinsic motivation is evident in the results of both desk research and  
in-depth interviews. Similarly, critical thinking is crucial in both compilations. 
Juxtaposition of the results highlights the importance of creativity, innovative 
thinking and problem-solving skills in a dynamic business environment. 
Interpersonal competences, such as effective communication, negotiation, 
and collaboration are important in stationary work and increasingly 
significant while working in virtual and cross-cultural teams, which was 
especially emphasized in the interviews. In the face of emerging technologies, 
the research shows the importance of digital skills, managing new 
technologies and flexible approach to change in the digital environment. The 
results also demonstrate the need to focus on key competences that will be 
sought in the future on the labor market: 

• solving complex problems, including those related to sustainable 
development 

• enhanced analytical skills 
• responsibility for the decisions made. 

 
Effective cultivation of these skills requires adjustment of curricula and 

close collaboration between practitioners and universities. 
Education systems struggle to respond to the new needs of the labor 

market. There are many factors that prevent rapid reactions from the higher 
education institutions in terms of shaping the competences of their 
graduates. The main external barriers to innovation in education programs 
are the lack of cooperation between academia and business practice and the 
mismatch between the pace of technological evolution and changes in 
educational institutions. The opinions of our respondents indicate a great 
need for cooperation between universities and practice in the field of 
designing curricula, conducting classes, practical trainings and internships. 
Active cooperation with business representatives and employers should be 
a priority. Universities should actively cooperate with representatives of 
employers, invite and engage them in designing educational programs, and 
what is more, adapt the content to real market needs. A lack of dialog 
between universities and businesses will lead to an increase in the gap 
between competences and labor market needs, which in turn will affect the 
growth of educational tourism and the search for valued competences 
abroad (educational tourism). From the perspective of the university, 
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possible problems with the evaluation of the didactic process carried out in 
cooperation with practitioners cannot be overlooked in this context. 

The opinions of practitioners reinforce the ongoing discussion on the role 
of economic universities in shaping the competences of the graduates as 
future employees/managers or researchers. The high quality of education at 
modern universities is an stimulus for and guarantee of growth and 
economic development of the country. The key issue, however, is the utility 
of knowledge and competences developed in the course of education, as 
they are the passport to the labor market. Most of the respondents favor 
greater instrumentalization of education, pragmatism of competences, 
which stands in opposition to legislative changes in Poland and the system 
of financing higher education in recent years. The results of the research 
indicate that universities should be more focused on the competences of 
future managers, not academics. 

Education programs (majors and specialties) should be designed in  
a flexible manner, allowing rapid adaptation to new trends, technologies  
or actual needs of the industry. Therefore, it becomes necessary to 
systematically monitor trends and innovations in particular industries in 
order to adapt the content of the curricula to the expectations of employers 
on an ongoing basis. The introduction of modern technologies and 
innovative teaching methods – i.e., e-learning platforms, simulations or 
virtual reality – can significantly enrich the learning process and may be 
crucial in preparing the employees of the future. 

The main internal obstacles associated with organization and people are 
rigid, long-term, and burdened with bureaucracy operations related to 
designing curricula, unprepared staff, and lack of motivation among 
students and staff members themselves. Therefore, it is important to launch 
plans to overcome these obstacles and promote innovation at universities , 
including the implementation of modern teaching methods – such as 
Problem Base Learning or tutoring – which are more effective in imparting 
skills of design thinking. 

The education sector needs to undergo a large-scale transformation 
process to meet the demands of a turbulent market and reduce the threat of 
climate change. Nowadays, the role of competences in shaping sustainable 
development and social cohesion as well as in the circular economy  is being 
emphasized more and more strongly. It is therefore worth considering 
which competences are most important from the perspective of sustainable 
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development and actions to prevent climate change, and how to teach the 
design and implementation of social innovations. 

Promoting a culture of continuous learning and self-development should 
become an integral part of educational programs so that future graduates 
are prepared to keep up with dynamic changes in industries and sectors. 
What is more, the need for lifelong learning points to the necessity to 
develop an educational offer for graduates – courses, training (apart from 
MBA, postgraduate studies) – of varying degrees of intensity and subject 
matter. The long period between completing university studies and the 
University of the Third Age still remains to be effectively harnessed.  
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Appendix 1. Characteristics of respondents participating in the qualitative survey  

Respondent Characteristics

(R1) Female, 30 years of professional experience, self-employed, 10 years in the real estate market, 
services, co-owner of a company (franchising), employing 12 people, last year hired 1 individual 
after graduation, Wielkopolskie Voivodship (Poland).

(R2) Male, 16 years of professional experience, 11 years in the manufacturing industry, currently the 
President of the Management Board of a company (food and materials science) employing 40 
people, last year the company employed 11–12 persons, including 4 directly after graduation, 
Lubelskie Voivodship (Poland).
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Dobrosława Mruk-Tomczak — Employed as an assistant professor at the Poznań University of 
Economics and Business. She conducts scientific and teaching activities, is a promoter of engineering 
and master’s theses. Area of interest: marketing communication, creativity, sustainability, brand 
management, consumer behaviour. 

Ewa Jerzyk — Employed as a professor at the Poznań University of Economics and Business. She 
conducts scientific and teaching activities, is the promoter of master’s and doctoral theses. Research 
interests: buyer behaviour, marketing communication, design and packaging, neuromarketing.

(R3) Male, 16 years of professional experience, 12 years in a managerial position, 7 years as owner of  
a company (development of technology for the wood and food industry) that employs 30 people, 
hires on average 4–5 new employees annually, last year all of them were higher education 
graduates, Pomorskie Voivodship (Poland).

(R4) Male, 50 years of professional experience, 20 years in a managerial position, Vice-President of the 
Management Board (sports industry) in a small organization, hires on average 3 new employees 
annually, including graduates of higher education institutions, Mazowieckie Voivodship 
(Poland). 

(R5) Female, 24 years of professional experience in the banking industry, working for a large company 
with the headquarters in Warsaw and numerous branches, hires many new employees annually 
(lack of data due to the dispersion of branches), including graduates of higher education 
institutions, headquarters in Mazowieckie Voivodship but also branches in other provinces 
throughout Poland.

(R6) Male, 25 years of experience on the market, including 12 years in a managerial position, 
automotive industry, large company, hires an average of 30–40 individuals annually, including 
approximately 15 university graduates, Wielkopolskie Voivodship (Poland).

(R7) Male, 35 years of professional experience, for 15 years in a managerial position at a large company 
in the energy and fuel industry, hires several dozen individuals a year, including many graduates 
of higher education institutions (lack of precise data due to large fragmentation throughout the 
country), Mazowieckie Voivodeship (Poland).

(R8) Male, 24 years of professional experience, managerial position, a large company in the hospitality 
industry, with headquarters in Germany, active throughout Europe, many people hired annually, 
including graduates of higher education institutions.

(R9) Male, 26 years of experience on the market, President of the Management Board in  
a small enterprise, training and education industry, hires on average 4 individuals annually, 
including 3 graduates of higher education institutions, Wielkopolskie Voivodship (Poland).

(R10) Female, 22 years of professional experience, co-owner in a micro-enterprise in the event industry, 
seasonally hires many students and graduates, Wielkopolskie Voivodship (Poland).

(R11) Female, 27 years of professional experience, in a managerial position at a large company in the 
clothing industry, hires over 20 persons annually, including many students and graduates of 
higher education institutions, Wielkopolskie Voivodship (Poland).
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