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Abstract:
Purpose: The authors set two main goals to analyze the significance level and difficulty of
obtaining particular types of employee competencies and, on this basis, to build a twodimensional perception map. In addition to conduct a segmentation and analysis of the
surveyed entities according to their demand profile for critical competencies, characterised
by high significance and difficulty of obtaining.
Design/Methodology/Approach: The research was conducted among 381 managers of
companies operating in Eastern Poland. The evaluation concerned employees’ competencies
in terms of their significance and the difficulty of obtaining on the market. The obtained
results were used by the authors to develop a perception map and to identify critical
competencies, subsequently used as enterprise segmentation criteria. Finally, the enterprise
clusters obtained in the segmentation process were analysed according to a number of
differentiating variables.
Findings: As a result of the research, a perception map describing employees’ competencies
enabling the designation of 4 groups called by the authors, ‘inconvenient’, ‘secondary’,
‘must have’ and ‘critical’. The group of critical competencies includes 3 constructs, each
from among personal and professional competencies. Furthermore, the segmentation
analysis has shown that the most optimal way to divide the surveyed entities into 3 segments
differ from each other in the surveyed issues.
Practical Implications: The competence perception map presented in this article allows for a
precise determination of the significance level with simultaneous market supply in
comparative terms. This approach allows for better, more market-efficient management of
both the directions and education processes in the region as well as the budgetary resources
allocation in the training area and qualification improvement.
Originality/value: The development of a significance and difficulties perception map in
acquiring employee qualifications on the market should be treated as an original and
authorial concept. However, the authors' use of the issue of supply and demand for
employees’ qualifications in the process of market segmentation is an innovative approach
that has not been seen in the literature so far. Moreover, the results developed
significantly expand the available knowledge on the regional labour market.
Keywords: Employees’ competencies, perception map, segmentation.
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Paper Type: Research paper.
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1. Introduction
Human learning outcomes are referred to as competencies. Competencies
determine a person's suitability for a certain profession, decides about tasks and
functions allocation, and designate career advancement. From a market
perspective, the education process should focus on developing competencies
corresponding to market needs. This will ensure that people coming to work are the
effective competencies providers desired by the organisation. From the
organisation's perspective, this is crucial for building its long-term market position,
as competencies are the significant source of the organisation's market value.
2. Literature Review
2.1 Competencies
There is no one universal approach to defining competencies. Meanwhile, two
approaches are dominant in the management literature: 1) employee-oriented and
2) work-oriented (requirements).
The first approach, pioneered by White (1959), developed by McClelland (1973)
and popularised by Boyatzis (1982) views competency as the underlying attributes
of a person, the personality traits, motives for action, experience and behavioural
characteristics that influence whether a person is more or less successful at work.
The second approach focuses on describing the tasks or expected outcomes of
activities associated with a particular job or occupation (Woodruffe, 1991;
Motowidlo, Borman, and Schmit, 1997). In this concept, competencies are not seen
in terms of differences between individuals, but in terms of expected behaviour.
Success requires the skilful use of multiple competencies at the same time,
adequately to the requirements of the situation (Jurek, 2019). Collaterally there are
two main schools of thought that define the concept of competency: (1) the
American approach referring to Boyatiz's concept and (2) the British approach that
views competency as a set of performances and standards, concerning the
performance of designated tasks and activities, expressed in a way that allows them
to be observed and evaluated (Woodruffe, 1992; Hoffman, 1999).
The concept of competency then can be classified into two major categories,
namely: (1) personal competencies (differentiating employees) constituting a set of
knowledge, skills and attitudes manifested by individuals, which enable the
ongoing functioning of the company, shape its important competence such as
organisational memory and show a significant positive effect on employee
commitment and performance (Ida Ayu Oka et. al., 2020) and (2) task or job-based
competencies (Hoffman, 1999), in which the starting point is to identify the
activities necessary to perform a specific job in a given organisation, and then
determine the competencies that an employee should display. The indicated
division relates to employee competencies. However, it should be noted, that the
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subject literatures also include the category of organisational competencies, on
which the authors of this article will focus their attention.
2.2 Organizational Competencies
The concept of organisational competencies derives from the work of Selznicka
(1957) and Penrose (1959), in which organizations are perceived as a set of
differentiated resources, on the basis of which it is possible to identify differences
between the competitive positions occupied in practice by individual companies.
The organisation's competencies consist primarily of the owner's managerial
competencies and the employees and collaborators competencies who create the
company's human resources. Other competencies, such as collective knowledge
and memory, competencies acquired externally (in the form of licences, patents),
product and technological competencies and social competencies (generated
through cooperation with the external and internal environment) are derived from
the competencies possessed by human resources, considered in relation to
individual, specific skills.
Importantly, organisational competencies do not refer to the knowledge, skills and
attitudes of individual employees, but are a combination of the complementary
knowledge and skills of employee groups and teams. The organisation's
competencies are shaped by the synergy effect of the company's tangible,
intangible and, above all, human resources (Oleksyn, 2006). Analysing
competencies at the organisational level, we may notice that each area of company
operation is characterised by certain variables determining success. These factors
correspond to the core competencies that a company should possess in order to be
successful in a particular field (Athey and Orth, 1999).
2.3 Core Competencies
Identifying organisational competencies is crucial to the success of organisations
(Bryson et al., 2007; Garman and Johnson, 2006). Core competence is an
important source of sustained competitive advantage and greater is its economic
return. The organizational learning, strategic flexibility, effective technology
management, and people provide the important sources of core competence (Kak,
2002; 2008).
The creators of the core competencies for organisations concept, Hamel and
Prahalad (Lindgren et al., 2004), describe core competencies as “...the collective
knowledge and capabilities that are embedded in the organisation, they are central
determinants of the organisation’s competitiveness due to their centrality to
customer value, their resistance to imitation and their ability to extend to new
business applications”. Hill and Johnes (1992) highlighted the company's
distinctive skills, which consist of unique and value-creating resources. Resources
are valuable to a company if they help create strong demand for the company's
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products. The company's management capability is the ability to coordinate and
organise the effective application of resources. As Woodruffe (1992) notices, a set
of crucial competencies or “core competencies” need to be established and
identified regardless of roles, positions and levels that exist in the organisations.
These core competencies are essential in order to perform the job well.
Moreover, a core competency must be essential to corporate survival, invisible to
competitors, difficult to imitate, unique to the corporation, a mix of skills,
resources and processes, sustainable over time, greater than the competence of an
individual, essential to the development of the core products, essential to the
strategic vision and decision of the organization, marketable and commercially
valuable, and few in number (Tampoe, 1994). Core competencies should also
create new opportunities, constitute a gateway to the "tomorrow's markets" (Chan,
2005). The organisation's competitive advantage then comes from competencies
that provide the possibility to adapt, integrate but also reconfigure internal and
external organisational capabilities, resources and functional competencies (Tecce,
Pisano, and Shuen, 1997).
Therefore, the essence of the organisation's competencies management process, in
the context of the company's strategy implementation, is the ability to identify core
competencies for the organisation and their supplementation within the
organisation (e.g. through training or as a result of the recruitment process for new
employees).
However, as emphasised by Filipowicz (2016) the process of identifying core
competencies should result in the selection of those competencies on which the
performed tasks' efficiency and quality depend to the highest extent. These
competencies in particular should be developed and acquired. Unfortunately, there
is often a significant discrepancy between the requirements of employers regarding
the desired competencies and the actual resource and level of their possession by
current and potential employees. Therefore, it is important to identify the
organisation's needs in terms of different types of competencies and the difficulties
faced by employers in the labour market in this area.
3. Research Methodology
2.1 Research Aim
The discussed research was designed to achieve two main goals:
a) To examine the significance level and difficulties in obtaining particular types of
employee competencies in the opinion of the interviewed managers and, on this
basis, to build a two-dimensional perception map;
b) To conduct segmentation and analysis of the surveyed entities due to their profile
of demand for critical competencies, characterized by high significance and
difficulty of obtaining.
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3.2 Research Tool
While creating the research tool, the authors in the process of determining the
categories and measurement criteria decided to use both the works of Eicker,
Kochbeck, and Schuler (2008), Zaim, Yaşar, and Ünal (2013,) Grzybowska and
Łupicka (2017), as well as the Universal Competence Model framework developed
by Filipowicz (2016), in which 4 categories of competencies have been identified:
1. Social competencies – influence the quality of the performed tasks related to
contacts with other people from inside and outside the organisation who
influence the organisation's operation, determine the effectiveness of cooperation,
communication and affecting others. The following competencies were
distinguished within this group, teamwork, communicativeness, identification
with the company, customer focus, intra-company cooperation, solving the
conflicts, social influence, sharing knowledge and building relationships.
2. Personal competencies – related to the tasks performed by the employee and
achieving a certain level of their quality, speed and reliability. The group of
personal competencies includes, scrupulousness, kindness, oneself and time
management, professional/work development, problem solving, self-reliance,
decision making, the pursuit of results, analytical thinking and innovativeness.
3. Managerial competencies – related to employee management. This group of
competencies includes, motivating others, planning, strategic thinking, team
building, company organizing, delegating, project management, leadership and
team management.
4. Professional competencies – related to specialized tasks for a given group of
positions, they relate to specific scopes of knowledge or skills. The group of
discussed competencies includes, knowledge and application of hygiene and
health and safety rules, professional knowledge, knowledge and application of
procedures, technical skills, knowledge and application of the principles of
ecology and sustainable development, business orientation, administration/record
keeping, negotiating, foreign languages, process management and IT skills.
In the case of competence assessments, the research tool included a 1-5 scale,
where 1 corresponded to the lowest level of the examined issue and 5 to the
highest. The significance and difficulty of obtaining particular competencies were
analysed.
3.3 Research Sample
The research was conducted in 14 districts included in 2 regions of Eastern Poland.
The data on the number and structure of educational institutions' representatives
and the enterprise structure for 2018 presented in the publications of the Polish
Central Statistical Office were used to determine the sample and its layers. The
target sample size was determined using sample size binding formulas (Tortoa,
1978; Mynarski, 2000; Kaczmarczyk, 2003):
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a) for estimating the mean value of the population parameter - with the acceptable
error rate of the parameter estimate, the population standard deviation of the
parameter and the confidence level used;
b) for estimating the proportion of fractions in the population – with the acceptable
error rate of the proportion estimate, the proportion ratio of this characteristic in
the population under survey and the assumed confidence level, corrected by the
coefficient for multivariate populations (containing more than two fractions)4.
The minimum sample size was determined due to the questions that were used to
calculate the central tendency measures (ordinal and higher scales) and the
questions leading to the determination of the responses proportion in the sample
(nominal scales). The higher of these two values was taken as the target number
(which eventually amounted to 381 entities).
The following assumptions were made to determine the sample size:
a) the confidence level indicating how certain the estimated parameter or proportion
of the population is that it lies within the interval defined by the sampling result
+/- the acceptable error rate - set at 95%;
b) the acceptable error rate for the mean value estimation is set at 0.15 - assuming
five-point scales are used, this means an acceptable error rate of 3%;
c) the acceptable estimation error of the fractional proportions is set at 7.5%.
The standard deviation values were determined by a pilot survey - the standard
deviation for each variable from the questionnaire was calculated and the highest
value was taken. A value of 0.5 was used as an feature aspect ratio for the
population under analysis, i.e. the highest value that could be obtained, thus
maximising the minimum sample size.
A similar procedure was conducted for the criterion deciding on the layers'
structure, i.e. the size of the entity expressed by the employee number.
Unfortunately, in this structural system, it is noted that enterprises with up to 9
employees account for as much as 96.3% of all enterprises in the regions under
consideration, which would make up almost the entire sample (367 out of 381
cases), making it impossible to analyse representatives of other groups of entities.
Therefore, the stratified disproportionate sampling procedure was again applied
using a weighting mechanism - in this procedure:
4

It should be noted at the same time that these relationships are appropriate for variables
assuming normal distribution, while, due to the lack of other methods, they are also adopted
for studies based on ordinal data, including those derived from declarative measurement see e.g., Norman, G. (2010). Likert scales, levels of measurement and the “laws” of
statistics. Advances in health sciences education, 15(5), 625-632 or Park, J.W., & Jung, M.S.
(2009). A note on determination of sample size for a Likert scale. Communications for
Statistical Applications and Methods, 16(4), 669-673.
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a) Entities with the lowest number of employees received a weighting of 0.05, so
that only 5% of their number resulting from the structure was included in the
sample estimation,
b) the least represented districts received a weighting of 1.5, resulting in 50% more
entities being included in the sample than would result from this structure.
The remaining sampling spots were distributed among the other companies
according to the corresponding proportion. This sample weighting procedure made
it possible to reduce the share of enterprises with up to 9 employees to around
55%. In the further part of the procedure, in each region, the number of enterprises
whose representatives were asked to participate in the survey was selected based
on publicly available lists. In case of refusal, subsequent entities were sampled
until the target number of strata was filled. The survey was carried out in the period
from May 11, 2020 to June 28, 2020 by means of an online survey among
representatives of the management staff of the assumed number of 381 enterprises
registered in 14 districts of Eastern Poland.
The final analysis of the sample structure allows us to note that micro entities,
which employ from 1 to 9 employees (55.6% of the sample), clearly prevail among
the respondents. Medium-sized organizations with 10 to 49 employees (35.9%)
constitute the second largest representation. Large entities employing over 250
employees, which constitute less than 1% of the surveyed sample, are definitely the
least numerous. These results confirm the conclusions from the wealth analysis
(both in terms of enterprises and employed persons number, as well as gross
monthly remuneration per 1 employed person) of the Polish inhabitants that the
examined area is the least developed region of the country.
4. Research Results
The main area of the authors' scientific considerations was the analysis of
entrepreneurs' opinions on the significance level of particular competencies among
the workforce and the scale of difficulties in obtaining them. The most important
step of the employers' expectations survey became the assessment and evaluation
of the competencies they were looking for, which could be assigned to four areas:
social, personal, managerial and professional competencies. The companies'
representatives were asked to estimate the significance of each, and whether it was
easy to obtain in the labour market (on a scale from 1 to 5).
As regards social competencies (Figure 1), all analysed competencies achieved an
average score above the middle of the scale, which means that the representatives
of the entities considered them to be relatively important. The highest importance
was ascribed in this case to teamwork (mean score of 4.20, the lowest standard
deviation also indicates agreement between the responses regarding this
competence), while slightly lower importance was ascribed to communicativeness
(4.17), customer focus (4.15) and identification with the company (4.15).
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The lowest in this group, although still high significance was indicated for building
relationship (3.90). On the other hand, when considering the difficulty of
acquisition, it is worth noting that it was very similar in most of the competencies
in this group, ranging from 2.87 to 2.97, which is about half of the adopted
measurement scale. This suggests that companies have no major problems in
recruiting people with the competencies in question.
Figure 1. Means and standard deviations of the Social Components

Source: Own creation.

Figure 2. Means and standard deviations of the Personal Components

Source: Own creation.

In the area of personal competencies (Figure 2), the highest mean values of their
significance ratings were observed among all the surveyed groups. The highest was
assigned to scrupulousness (4.54) and courtesy and kindness (4.50) and, very
significantly, oneself and time management skills (4.50). These values are
approaching the end of the scale, indicating very high importance for the surveyed
entities. The lowest, although still very high values were observed for
innovativeness (4.06) and analytical thinking (4.08). In assessing the difficulty of
obtaining the aforementioned features, it is important to note again that all of these
features received relatively similar ratings - the highest was for oneself and time
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management (3.34) and scrupulousness (3.33), all exceeding half of the scale used,
suggesting that while they are not highly problematic, there is some difficulty in
acquiring them.
Another area of competence analysed was managerial competencies (Figure 3).
Interestingly, all competencies in this area obtained quite similar values, ranging
from 2.79 (team management) to 2.93 (planning), which suggests their relative
importance, although not decisive. Similar evaluation values may suggest that these
competencies are difficult to differentiate for companies, while the evaluation
values of the difficulty of obtaining them, also similar to each other, exceed half of
the scale, suggesting some problems with their availability. However, it should be
additionally noted that the respondents were much more unanimous in assessing
the difficulty level of obtaining employees with the given competencies than in
assessing their significance (as evidenced by noticeably lower levels of standard
deviation).
Figure 3. Means and standard deviations of the Managerial Components

Source: Own creation.

The last set of competences to be evaluated was professional competencies (Figure
4). It is interesting to note that knowledge and application of the hygiene and health
and safety rules was the most important (mean score of 3.99), while professional
knowledge (3.87) and knowledge and application of procedures (3.63) were
slightly lower. The lowest significance was assigned to IT skills (2.54), which may
also come as quite a surprise, followed by process management (2.80) and foreign
languages (2.83).
All the competences analysed were assessed as relatively difficult to obtain, the
most difficult appearing to be professional knowledge (3.63), which is also very
important, and IT skills (3.68). Similarly to managerial competencies, professional
competencies were also characterised by a higher level of respondents' agreement
in the assessment of their difficulty level to obtain on the labour market compared
to the assessment of significance.
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Figure 4. Means and standard deviations of the Professional Components

Source: Own creation.

The last stage of assessing the significance and difficulty of obtaining further
competencies was the preparation of a perception map visualizing their distribution
in the space defined by these two dimensions (Figure 5). Using the perception map,
four categories of features can be easily identified:
a) competencies more important than others and simultaneously more difficult to
acquire, called "critical" by the authors - gathered in the upper right part of the
figure;
b) competencies less important than the rest, but also difficult to acquire, called
"inconvinient" - gathered in the upper left part of the figure;
c) competencies that are more important than others and easier to obtain, called
"must have", constituting a kind of market standard due to their high level of
availability - gathered in the lower right part of the figure;
d) competencies less important than others and easier to acquire, called "secondary"
- gathered in the lower left part of the figure.
Discussing the presented map, it should be remembered that "assigning" particular
competencies to the designated groups is relative, it concerns comparing
competencies among themselves, and not the absolute significance and difficulty of
obtaining - in order to assess them, it is necessary to relate competencies to the
applied measurement scale. In this analysis, the reference lines separating the
categories on the perception map were established as the distributions means of the
responses obtained.
When analysing the map prepared for all the companies that responded to the
question concerning competencies, four groups of factors can be observed. Firstly,
a group of factors that are clearly important, but relatively possible to obtain on the
labour market ("must have"), identical to the set of social competencies. Secondly a group of factors that are important and relatively difficult to obtain ("critical") -
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covering personal and professional competencies (it should be noted here that these
competencies are the most difficult to obtain in the educational process). Thirdly a group of factors difficult to obtain, but of average or low importance
("inconvinient") - managerial competencies and selected professional
competencies, e.g. IT skills, process management. And fourthly - a group of
competencies that are relatively easy to obtain, of moderate importance
("secondary") - this is where knowledge of foreign languages was qualified.
Figure 5. Perception map of the significance and difficulty of obtaining employee
competencies

Source: Own creation.

The second of the research objectives was to divide the respondents into separate
groups (clusters) characterized with the different levels of interests assigned to
distinguished “critical” competencies. As presented in the Figure 5 the “critical”
variables, which were used in the cluster analysis, are the questionnaire items
concerning the personal (oneself and time management; scrupulousness the pursuit
of results) and professional competencies (professional knowledge; knowledge and
application of hygiene and health and safety rules, and knowledge and application of
procedures). As already mentioned before the questions included a scale of 1-5,
where 1 corresponded to the low and 5 to the high level in the evaluated attitude
raised.
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Primarily, the case classification validity was established using a hierarchical
clustering - an agglomerate approach with the Ward method and the Euclidean
distance measurement. The main result of the conducted clustering analysis is the
dendrogram presented in Figure 6, which evaluation led to the conclusion that it was
justified to distinguish three separate groups of analysed companies. The calculated
number of clusters was later confirmed using other well-established indices applied
in estimating the optimal number of clusters: silhouette index and the CalinskiHarabasz index (Tibshirani, Walther, and Hastie, 2001).
Figure 6. Results of the hierarchical clustering analysis - agglomerative approach

Source: Own creation.

The final cluster analysis was carried out using the expectation-maximization (EM)
algorithm (Dempster, Laird, and Rubin, 1977), whereas the optimal number of
clusters was determined using the v-fold cross-validation (Kawamoto, Kabashima,
2017). Both analysis also indicated three sets of cases as the most reasonable
statistical outcome. Graphical presentation of estimated clusters profiles, being the
result of cluster analysis using the EM algorithm, is presented in Figure 7.
As can be seen in the presented comparison (Figure 7), each of the selected clusters
is characterised by a different set of significance levels of the "critical" employee
competencies selected in the study in the perspective of the answers provided by the
surveyed managers. Cluster 1 should be treated as "the most demanding", as it
groups enterprises in which managers assessed all "critical" competencies as very
important. In the case of the cluster 2 representatives, it can be observed that among
the designated critical competencies, they pay much more attention to personal
competences of their employees in comparison with professional competencies.
Cluster 3 respondents, on the other hand, said that knowledge and application
hygiene and health and safety rules were important to them, while the pursuit
results was considered relatively unimportant (in the case of this group
respondents, the other critical competences identified in the survey were rated
moderately important).

of
of
of
as
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Figure 7. Cluster analysis results for 3 groups – EM algorithm

Source: Own creation.

When analysing the profiles of the three clusters, the industries in which their
representatives operate were surveyed first (Figure 8).
Figure 8. Industries in which representatives of designated clusters operate

Source: Own creation.

The analysis of the presented data shows that among the entities assigned to cluster
1, companies conducting service activities and related to accommodation and
catering services, as well as (although in a smaller representation) companies
related to industrial processing, education, health care and social assistance,
dominate. In case of cluster 2 the dominating industries appeared to be: other
service activities; wholesale and retail trade, vehicle repairs as well as activities
related to accommodation and catering services and to a lesser (though still
statistically significant) degree transport and warehouse management,
administration, culture, entertainment, recreation and education. Cluster 3, on the
other hand, groups mainly companies representing the areas of construction;
wholesale and retail trade, vehicle repair and industrial processing.
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Employme
nt
employee
numbers

0–9
10 – 49
50 – 249
250+

The
company's
operating time
on the market

Table 1. Clusters profile regarding company's operating time on the market and
employees number

Over 10 years
5 – 10 years
3 – 5 years
1 – 3 years
Less than a year

Cluster 1
number
%
63
46,7%
53
39,3%
18
13,3%
1
0,7%
76
25
27
6
1

Cluster 2
number
%
57
63,3%
31
34,4%
2
2,2%
0
0,0%

56,3%
18,5%
20,0%
4,4%
0,7%

46
12
20
12
0

51,1%
13,3%
22,2%
13,3%
0,0%

Cluster 3
number
%
23
43,4%
24
45,3%
4
7,5%
2
3,8%
17
13
18
5
0

32,1%
24,5%
34,0%
9,4%
0,0%

Source: Own creation.

In addition, for the designated clusters, additional characteristics of enterprises
included in each group were carried out, based on the employees number and
operating time (Table 1). In all selected clusters, the majority of surveyed
enterprises were entities employing up to 9 employees, with their highest share
among the representatives of cluster 2. In the case of cluster 1 the relatively biggest
(in comparison to other clusters) share of medium-sized companies employing
from 50 to 249 employees can be noticed. Large companies with 250 or more
employees were relatively most frequently present among the entities in cluster 3
(although they still made up a small percentage of the surveyed).
Considering the time of entities' functioning on the market it is possible to notice a
big similarity among the representatives of clusters 1 and 2, who in most cases
declared that their companies have been operating on the market for more than 10
years (each time more than 50% of representatives of these groups). In contrast, in
the cluster 3 case we see a relatively greater diversity of responses with three main
ranges: over 10 years; 5-10 years and 3-5 years.
5. Conclusions and Research Limitations
The main conclusions from the conducted research focus on valuing the
significance and difficulty of obtaining employee competencies in the allocation to
four designated groups of competencies: social, personal, managerial and
professional. As a result of the conducted research, the authors developed a twodimensional perception map of supply and relevance of individual competencies
included in the analyses, due to which four categories were determined, namely
competencies: "critical" (comprising three personal and professional competences
each); "must have" (mainly grouping social competencies and some personal
competencies); "secondary" competencies (this group includes language skills) and
competencies of moderate importance and at the same time difficult to obtain,
labelled by the authors as "inconvinient" (this group consists of the remaining
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competencies mainly belonging to the set of managerial competences and some
professional competences).
It is necessary to emphasize at this point that the classification of particular
competencies into four areas of the created perception map presented by the
authors (Figure 5) is only appropriate for the surveyed geographical area, as it
should be remembered that especially the level of people' availability of the given
competencies on the labour market is strongly dependent on the specificity of the
regional labour market covered by the survey (it is a derivative of e.g., population'
socio-demographic structure, the operation of the education system in a given
region and the nature of the industries operating there).
The segmentation results of the surveyed companies according to assessing the
significance of the set of selected critical competencies are also interesting. As
already mentioned, cluster 1 groups companies in which managers rated all
"critical" competencies as very important. The explanation for such a high
assessment of the particular significance of "critical" competencies may be the
structure of industries in which entities belonging to this group operate (dominated
by companies providing services and connected with accommodation and catering
as well as companies connected with education and health care and social
services), for which a designated set of "critical" competencies constitutes a real
area of building competitive advantage on the market. Cluster 2 is mainly
composed of companies conducting other service activities: wholesale and retail
trade, vehicle repairs as well as activities related to accommodation and catering
services and dealing with transport and warehouse management, administration,
culture, entertainment, recreation and education.
The range of conducted activities, largely based on direct contacts at the level of
company employee - customer, explains the respondents' opinion on the supremacy
of the employees significance assessment of "critical" personal competencies
compared to the significance assessment of "critical" professional competences.
However, persons belonging to cluster 3 answered that in their opinion the core
"critical" competencies of employees are knowledge and application of hygiene
and health and safety rules, whereas they treat the pursuit of results as relatively
unimportant, which explains relatively well the character of activity conducted by
representatives of this group of enterprises, that is: construction; wholesale and
retail trade, vehicle repair and industrial processing. Moreover, as the results of the
research show, enterprises belonging to cluster 3 are significantly different from
other clusters also regarding the size of companies (predominance of medium-sized
companies employing from 10 to 49 employees) and more diverse time of their
functioning on the market.
Finally, one should once again indicate that the research results obtained by the
authors are up-to-date and reliable only for the region of Poland covered by the
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research. The specificity of the labour market, both in its demand and supply side,
imposes great caution in trying to relate these results to other geographical regions
or cultures. Nevertheless, the obtained results may be used in the surveyed
geographical area to introduce changes in the training process so that the scope of
particular employee competencies training is adjusted to real expectations of
entrepreneurs local groups.
However, it should be noted that the methodology presented by the authors in this
article to build maps of employee competence perception, regarding their relevance
and difficulty of acquisition, can be successfully applied in other markets and
geographical areas, as both the research method and the research tool are utilitarian
in nature and do not need additional adaptation to the specifics of the particular
region covered by the research.
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