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1. Introduction
An increased focus on globalisation requires students and employees in companies to
effectively navigate across cultures and borders and highlights the importance of developing a
global mind-set (Sorrell, 2016), capabilities of working in multicultural teams and to succeed
in globally competitive labour market (students, employees, entrepreneurs). Technological
innovations towards digitalisation, artificial intelligence and robotics are shaping the nature of
work (McKinsey, 2017), which requires also new professional skills as well as technological
innovation in education. A paradigm shift in the workforce demographics with continued influx
of generation Y employees (Naim & Lenka, 2017) and entrepreneurs shows a demand for
different from previous generation X work values, ethics and working style. This creates a need
for designing a new type interventions in HEIs, e.g. goal- and achievement oriented with a
strong sense of self-worth and confidence in learners’ abilities (Twenge, 2010). To support the
developmental needs of above mentioned target groups in the context of macro-changes
requires the development of relevant competencies from educators. Educational institutions
need to ensure that graduates are capable of acting in an enterprising manner in the workplace
either as an entrepreneur or as an intrapreneur in paid employment and having global
employability skills i.e. mind-set and knowledge competencies needful in global market.
The project investigates a needful entrepreneurship competence1 for potential
employees and SME managers in relation to macro-level changes. The first interviews with
employers (large and small, 5-10 per country) were carried out to understand the changes in
business environmant and the requirements of entrepreneurship competence (EC) of
employees.
2. Methodology
2.1. Research design
The purpose of this study is to learn from employers in diverse European countries about the
competencies currently sought and missing on the labour market in order to develop new
training programmes that would address better the demands of the business environment and
would develop entrepreneurship competence. The term employers include both SME managers
and managers of large and médium-sized companies. Highlighting the differences between
these two groups of companies will be part of the research to be conducted in next steps of the
project. In order to achieve the above-stated aim and obtain in-depth knowledge on missing
competencies in the context of macro-level changes, structured interviewing has been selected
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We define the term „entrepreneurship competence“ (EC, singular) as one among the eight competences (e.g.
digital, mathematical) of life-long learning (European Commission, 2018) which constitute a comprehensive set
of knowledge, skills and attitudes (i.e. sub-competencies) necessary for value creation during the implementation
of ideas, developing an entrepreneurial mindset, and sustainable coping with work and everyday life (Venesaar
et al, 2018). For better understanding, the term „competencies“ instead of “sub-competencies” is used further
in the text (when meaning sub-competencies of EC).

as a research method, and an open-ended questionnaire has been chosen as a research tool
prepared by Agnieszka Kurczewska and Tomasz Dorożyński (UL, Poland) in February 2020.
In consultation with other members of the project team from all countries, during Spring 2020
the interview guideline was reviewed taking into account the aim of the project and the purpose
of the tool but also question wording and ordering.
In its final stage, the guideline consists of 10 open-ended questions designed to capture
main dimensions of entrepreneurship competence, in particular concerning internationalisation
and macro-level changes. Appropriate sections were also added to the questionnaire, like
changes in the business environment, entrepreneurship competence, internationalisation of
businesses and born globals.
2.2. Sample, data collection and method of analysis
Interviewing took place in each country represented in the project: Italy, Poland, Finland,
Portugal and Estonia between June and October 2020 (Table 1).
Table 1. The sample of interviews by countries.
Country
Poland
Italy
Estonia
Portugal
Finland
Total

No of interviews in total
5
7
6
8
5
31

No of interviews with SMEs
2
1
0
4
0
7

Employers were top employers for the students in each partner HEI. It was advised to conduct
an interview with a person from HR management with at least 5 years of experience. Among
31 interviewees, 7 were SME managers and 24 representants of big or medium companies. All
interviewed companies are in close cooperation with universities being part of the consortium.
Prior to being finalized, the questionnaire was pre-tested on one respondent from the
Polish sample. In total, in all countries, 31 interviews were conducted. Interviews schedules
have a standardized format (the same questions are asked to each interviewee in the same order).
Each interview lasted around 45-60 minutes. The interviews were conducted by members of
the research team in each country and, if needed, transcripts were translated into the English
language. The research team provided the protection of personal data and the guarantee of
anonymity.
The gathered material was processed with the use of both content and thematic analysis.
The research team familiarized with data and conducted coding procedures. The research
findings are mainly descriptive. The information collected and interpreted are further used for
the development of study programmes as well as creating appropriate teaching and learning
approaches to support the development of competencies of learners (students, employees and
entrepreneurs).

3. Thematic analysis of the results of the study
The first set of questions of the interview related to changes in the business environment. We
asked employers about the biggest changes they identified during the last five years. In general,
most of the respondents admitted that last years were very dynamic and provoked many
meaningful changes to business. We grouped changes raised by employers into five groups.
Interestingly, we have not identified any major alterations between countries.
I.

Global phenomena influencing market habits:
- The rise of the start-up culture influencing companies to review their processes in terms of
production, workflow, and motivation,
- Globalization process enabling work all over the world,
- Demographic trends (ageing of population),
- The COVID-19 pandemic that reformulates style of working and communication but also
influences markets’ and economies’ stability;
II. Technological changes:
- Growing pressure on innovation and automatization,
- Increased interest in artificial intelligence and its application into business practice,
- Availability of more advanced production technology,
- Growing digitalization in each sphere of life and work,
- Rising importance of the IT sector in companies;
III. Environmental issues:
- Environmental attitudes as a profound responsibility of companies,
- Significant increase in demand for recycling and circular economy,
- Importance of ecological resolutions;
IV. Business functioning:
- More focus on quality of work than business performance,
- More focus on quality of products/services (need for authentic, natural and reliable products)
- R&D as a vital factor for development of companies,
- Flattening of hierarchical structures and rising importance of specialist positions,
- Implementation of standardizations (like ISO), product certifications,
- Increase use of subcontracting,
- New tools for customer service and orders processing,
- Faster processing of information, an immediate knowledge about customers;
V. Working mode:
- Work as a vehicle for development of employees not only place of earning money,
- High speed of working and acceptance of omnipresent change,
- Free and immediate access to information,
- Sharing knowledge and collaborative development, participatory model of management,
- Raising expectations from the employees,
- Less direct contact with customers and co-workers,

- Teleworking and increased the use of electronic tools to communicate inside and outside the
company
According to respondents, the changes in the business environment impacted employability in
their companies. They influenced both the expectations of employers as well as the needs of
candidates applying for a job, but also the recruitment practice per se. Starting with employers’
expectations, in light of our research, currently they mostly require employees who:
- adapt well to the job position and are open to constant changes in their workplace,
- are willing to learn new things and are learning fast,
- are ready to develop in various areas,
- already obtained at least basic technological skills (engineering, mechanical and IT skills are
mostly valued),
- are ready to work in an international environment and possess strong linguistic competences;
What is shared among employers is the view that nowadays, due to changes in the business
environment discussed above, the effectiveness of work is rising. As a consequence, the
recruitment needs to decrease in terms of quantity but increase in quality of human resources.
Being less skilled in new technologies or less accustomed to adhering to new practices means
more time to adapt and, therefore, there is a risk that productivity drops. Therefore, most of the
firms focus on recruitment of specialists with specific expertise. Interestingly, in the view of
employers this situation also decreased the control over the employees and the direct
supervision over them and increased autonomy of employees.
On the other side of the labour market, in the view of interviewed employers, potential
employees (in particular young people) have also changed in terms of expectations towards
work. They opt for the quality work and more comfort in work. They often chose to work for a
family business and what is important for them is the employer's brand and reputation. They
seem to be less willing to consider changing their workplaces. What is also valued by them is
a possibility to receive more professional training and providing space for self-development.
The recruitment practice as such has also changed in recent years. In general, it appears
to be more flexible and less standardised. For example, age flexibility has increased both among
employees and in recruitment. Companies are also more open to hire staff all over the world.
The recruitment takes place through digital channels and there is a growing role of networking
in choosing an adequate candidate for work. Some companies noticed a growing role of interns
in companies and thus more efforts in their recruitment.
We also asked about the trends in business environment that influence employability in
coming years, in particular employability of graduates. Due to the timeline of interviewing,
many answers related to the current pandemic situation caused by COVID-19. In the eyes of
employers, because of the pandemic (but also as a result of growing automatization and AI
solutions) employability does not tend to increase in the near future. On the contrary, it may
decrease as the available resources at companies are only focused on the areas that are currently
functioning and there are not many new plans for growth. With the epidemic, many companies
suffered a lot and continue to suffer both in terms of business and restructuring. That is why
companies have to define new strategies in order to be able to react to the crisis that is
approaching and probably will continue for longer. The HR units will experience a lot of

changes and need to rethink their procedures of recruiting but COVID has also initiated changes
in management and enhance the role of individual mentoring. The pandemic also brought
increased remote work and “home office” that may reduce expenses related to running offices
in future but may also influence the primary structure of the work for more flexible schedules.
However, there is a risk that employers will treat individuals’ work as a “service” paid for tasks
performed without fixed employment. Despite these threats, there is a need for a young peoples’
vision and mentality to be combined with existing talents in companies to function well.
Next to the COVID-19 pandemic and virtual world, the trends in the business
environment are now marked by technological expertise, as well as the ability to communicate
and collaborate in order to cope with the enormous business changes that have occurred in
recent years. Therefore, it is expected from students or graduates entering the labour market
being active, open, creative. Engagement and willingness for continuous learning are needed as
employees often start their work with internal education provided by companies which is
continued throughout their professional career. Employers also notice a growing lack of
expertise, especially in technological areas. The development of technology brings challenges
to get employees with particular expertise also in the future as the technology is changing
rapidly. This gap at least partly could be addressed by universities. Traditionally, experience
and practical skills are and will be valued by employers recruiting new staff.
We also asked employers about the role of education in responding to changes in the
business environment. According to the respondents' opinions, in general, the role of education
is crucial and significant in preparing future employees to labour market conditions.
The new generation's education is essential, not only at the level of basic business
knowledge but also at the technological, communication, and legislative levels. Education has
an essential role in being able to detect the latest development. Education also develops many
important competencies, such as managing a large amount of knowledge and finding necessary
knowledge from a large amount of information. In other words, education plays a big role in
shaping attitudes - what is taught mainly at the academic level.
Respondents underline the importance of independence, cooperation, responsibility,
willingness to learn new things. They are essential so as people can find their own ways of
achieving professional goals. These competencies can come with education. Education also
supports the development of problem-solving skills. At different levels of education, especially
in high school and college, pupils & students should be made aware of the labour market
demands, professional opportunities, and competencies that are important from employers'
points of view.
A great deal of importance is also attached to obligatory internships for students &
pupils of technical and vocational schools. Training is essential to respond to market changes.
A higher level of training allows young people to understand abstractive ideas and place details
and changes in a more general framework.
At the university, students need to create their own professional network. They get
knowledge, ideas on what to do next, and how to think. They learn to analyse and discuss.
Graduates should not be superficial, but they should have an in-depth worldview.
Unfortunately, the university is very far from the real business world. At the beginning of the
studies, students usually don't really know what they will do after. So, it is essential that the
university creates opportunities and helps graduates to enter the world of work successfully.

Instead, we are still too tied to the theoretical academic programs, which have no practical
implications (with just a few exceptions).
Teachers and academics have to collaborate with employers in order to improve
programs, including practical aspects of doing business. The collaboration between universities
is also essential. Nowadays, no one will be successful without academic training and preferably
with a specialization.
Summing up, education plays a fundamental role not only as a “producer” of future
human tissue capable of responding to the labour market, but also with the responsibility and
duty to sow in students the ability to think for themselves and have a vision and humane
understanding of current and future needs at the local, regional, national and global levels.
4. Entrepreneurship competence
In the second part of the survey, we focused on entrepreneurship competence and it’s subcompetencies. In general, the importance of emotion regulation competences is growing. They
allow employees to consciously take responsibility for different aspects of life and functioning
(not only in a corporation). There are two types of emotional competences:
- personal (leadership, openness, sociability, activity, optimism, versatility, responsibility,
consciousness, creativity, adaptability),
- social (cooperating, listening, encouraging, trusting, implementing change, courage,
simplifying, creating, empathy).
Our respondents also created a kind of ranking of the most desired competencies in the working
environment:
- ability (willingness) to learn,
- self-confidence (failure must not discourage) & independence,
- responsibility for your work, for the environment, for the work of the whole team (managing
people),
- ability and willingness to adapt to change (continuous change),
- creativity in developing new solutions,
- professionalism, strategic and innovative thinking.
- problem-solving skills,
- empathy, interpersonal skills in a group,
- ability to self-motivate and motivate others,
- diligence & devotion,
- flexibility,
- curiosity,
- social skills – communication, team building / team work,
- foreign languages (working a lot with abroad) and IT / technological skills (digital
understanding),
- ability to search for knowledge from a large amount of information, process knowledge, as
- well as to have a critical attitude towards knowledge, especially to knowledge which has
been searched from social media,

-

legal competences and business skills,
scrupulosity,
ability to recognize one's competencies (self-assessment of one's strengths and weaknesses),
awareness of emotions and the ability to control their expression at work,
ecological awareness (CSR understanding).

In the next stage of the survey, we investigated the most lacking competencies among
employees. The general conclusion is that there is a large number of students with general
knowledge but with a lack of specialization. The crucial recommendation is to let graduates get
practical experience already during studies. Some graduates do not have any work experience
if they have not worked during studies.
The list of lacking competencies created by employers from all partner countries is pretty
similar and as long as in the previous point:
- engagement skills (engage yourself and others),
- learning ability - the capability to learn from new experiences, work effectively when out of
the comfort zone and have high self-awareness,
- aspiration: passion, resilience, and perseverance,
- impact skills: how an employee can influence others’ decisions,
- ability to listen, listen with understanding, ask questions. What prevails is "straw
enthusiasm", lack of motivation, easy discouragement (there are many more failures than
successes in business, especially in sales, so one must be ready for it, not to lose motivation,
enthusiasm),
- willingness to continually setting new goals, but goals to be achieved in the group,
- willingness to take the initiative (if you have an idea, don't be afraid to propose it, believe in
yourself and share it, don't moan that something didn't work out, don't be afraid that someone
will steal your idea - motivate each other, the group's goals and achievements count in the
end.)
- diligence, creativity, devotion, flexibility, be open-minded, social skills – communication,
team building, emotional intelligence,
- paying attention to the accuracy and diligence in performing duties, especially those
laborious and requiring a lot of precision,
- technological skills,
- financial and communication competences, economic, business knowledge,
- foreign languages competences.
Then we asked how companies would define entrepreneurship competence. Among the most
common answers were:
- showing initiative, having a natural curiosity, courage desire to improve constantly,
- being open-minded and creative, seeing business and personal opportunities before others,
- being active, doing things beyond expectations, earlier, better, different way,
- indicating improvements, recognizing one's own work and its value,
- seeing one's tasks and involvement as a part of a bigger picture,
- understanding the process of creating new values in business, exploiting opportunities qne
being open for new trends,

- accepting challenges, possessing creativity but at the same time being cautious, having
planning skills,
- facing and solving the most varied problems that inevitably arise;
The second group of characteristics consists of:
- independent goal-setting, linked to the company's strategy and plan, without the necessity
to be continuously guided.
- self-management skills, that one can manage oneself and one's own calendar.
- productivity, and economic thinking.
- self-discipline, taking care and responsibility for one's own tasks and duties.
Moreover, entrepreneurship competence was also described as:
- problem-solving skills,
- collaboration skills, teamwork, mutual inspiration,
- leadership, managing people by motivating towards common goals,
- the ability to make decisions, overcome obstacles, to find solutions to unexpected problems,
result-orientation,
but also:
- emotional intelligence and emotional competences - the ability to consciously take
responsibility for different aspects of life and functioning (not only in a corporation):
§ personal competences (leadership, openness, sociability, activity, optimism)
§ social competences (cooperating, listening, encouraging, trusting, implementing change,
courage, simplifying, creating)
- ability to understand the customer and, therefore, the market;
- the ability to communicate and highly developed intuition, empathy with customers and
anyone who works with or for them combined with a high level of professionalism
Some respondents underlined the "commercial" understanding of entrepreneurship competence
– they expect employees to "be able to recognize business opportunities and show interested in
financial issues and understand the financial value and knows what competitors do and what
kind of trends there are". They describe entrepreneurship competence also as comprehensive
economic thinking (i.e., knowledge of business management, knowledge of marketing
management, knowledge of communication management, planning, organization, and method)
and all skills that allow companies to develop in their business area, skills that in the short or
long term, will bring benefits to the company. These skills end up being responsible for
achieving the company's success.
In the next question, we asked whether entrepreneurship competence are valued during the
recruitment process and to what extent and how they are further used. There were three main
types of answers.
1.
Most of the respondents admitted that they include the assessment of
entrepreneurship competence and it’s sub-competencies into the recruitment process. However,
a big part of them underlined that it is not through any particular questions or tasks, but
indirectly, through conversation. Only two respondents admitted that entrepreneurship

competence is checked during the preliminary test. Other companies claim that it becomes
apparent just after 10 minutes of the interview whether the person is proactive, "catches fire",
is empathetic. One can immediately see if the candidate gets in tune with the interviewer, if
he/she can tell about himself and his/her experiences – this is a fundamental characteristic
allowing to manage the relationship with clients in the future.
Moreover, they try to assess how the candidate can solve problems and if he/she can
perceive a broader picture. What is also checked is the will to learn, to grow, to question oneself,
but also the ability to take responsibility. Interview also helps to understand the potential of the
candidate in terms of problem-solving, teamwork, personal initiative, etc.
Respondents also value the students' activities: involvement in student organizations,
NGOs. They check if young people have done something extra during summer breaks, as it
shows initiative and motivation to do something.
2. Nevertheless, some respondents admitted that entrepreneurship competence is not
expected for all jobs, so they do not always value them equally. There are different expectations
for different jobs in various departments. Entrepreneurial behavior is not expected always and
everywhere. Entrepreneurial skills are required mostly at the highest organizational positions –
directors, partners, and at the jobs related to sales and customer service.
3. There is also a third group of respondents (5 companies) who do not check
entrepreneurship competence at all, or almost at all. They rely more on references, but they
agree that it's worth considering it in the recruitment process in the future.
As for the further use of entrepreneurship competence, respondents claimed that they are used
in everyday work life to solve problems, employees are free to give innovative thoughts and
ideas. Some companies highlight the flexibility granted to the employees. They can arrange
their tasks as they want and do different, volunteer things, as the routine does not suit many
people nowadays.
Some respondents believe that entrepreneurship competence allow not only employees
to develop but also the institution. The institution offers training so that the skills detected in
recruitment (as learning ability, human values) develop further and allows employees to grow
throughout their careers, further developing the institution. Companies allow their employees
to make mistakes, as they believe that they can learn best this way.
5. Internationalisation of businesses & born globals
In the 3rd stage of the survey, respondents evaluated the relationship between competencies &
internationalization. Employers listed a set of competencies crucial for improving the
international performance of the company:
1) ability to adopt,
2) open-minded,
3) working in teams,
4) linguistic competences and communication,
5) ability to look beyond the national market (thinking globally),

6) awareness of diversity,
7) ability to work in various social and cultural environments,
8) understand cultural differences,
9) tolerance and non-discrimination of people,
10) mobility and flexibility,
11) in-depth knowledge of the foreign market (negotiations, habits, business language),
12) curiosity.
Most employers clearly stated that there is a strong and deep correlation between
entrepreneurship competence and internationalization processes at the company. They stressed
it is hard to achieve success in the foreign market regarding trade and investment without the
set of competencies mentioned above. Only a few respondents said that they could not find
entrepreneurship competence important for the company's international success.
6. Conclusions
The conducted study let us formulate several conclusions concerning the most important
competencies seeking among employees in the context of macro-level changes.
First of all, it is essential to indicate the main changes noticed by employers. Among the main
macro-level trends influencing the business environment and market situation, they
enumerated:
Social changes (Growing mobility of people, aging society, flattering of the society and
social hierarchy, growing demand for specialists instead of employees with broad but
general knowledge, changing attitude towards work – work as a vehicle for the
development of employees not only place of earning money).
2. Significant technological changes (innovation and automatization of processes within a
company, growing digitalization in all aspects of the market and the company activity,
growing importance of IT services, faster processing of information, an immediate
knowledge about customers).
3. Increasing awareness of environmental responsibility (significant increase in demand
for recycling and circular economy, the importance of ecological resolutions).
1.

Therefore, the most valued and desired competencies seeking among employees are:
1. Personal “soft” skills - Openness, self-motivation, empathy, interpersonal skills in a
group, diligence & devotion, flexibility, curiosity, self-confidence (failure must not
discourage) & independence.
2. Attitude toward work environment - Ability (and willingness) to learn fast and to adapt
well to changes, the new job opportunities and challenges, social skills –
communication, team building / team work, sense of responsibility (for your work, for
the environment, for the performance of the whole team), awareness of emotions and
the ability to control their expression at work, creativity in developing new solutions,
professionalism, strategic and innovative thinking, problem-solving skills.

3. hard skills - foreign languages competencies, IT / digital skills, ability to search for
knowledge from a large amount of information, process knowledge, critical attitude
towards knowledge, especially to knowledge which has been explored from social
media, legal competencies and business skills, ecological awareness (CSR
understanding).
The most important goal of companies nowadays is to remain competitive, which entails
increasing the efficiency of any business process. As a consequence, most of the firms focus on
searching for specialists with these specific attitudes, competencies, and expertise but also some
practical skills as well. Technological expertise is strongly needed, in-depth worldview and a
general understanding of the global changes, trends, and processes. Employees are expected to
be active, open, creative but also more reliable, responsible, independent, and certainly more
autonomous and self-driven in their work. They should evidence engagement and willingness
for continuous learning, as their work often starts with internal education provided by
companies, which is continued throughout their professional career. And finally, employees
should have the ability to adapt, communicate and collaborate in order to cope with the
enormous business changes that have occurred in recent years. There is undoubtedly a need for
a young peoples’ vision and mentality to be combined with existing talents in companies to
function well.
Synthetising, the analysis of the respondents’ questionnaires brought us to the following
conclusions which may be treated as the recommendations for the purpose of entrepreneurship
education. In order to make entrepreneurship education effective and responsive to the needs
of business environment, we do recommend:
•

Combining theoretical knowledge on entrepreneurship with business practice, which in
reality means exposing students to diverse professional experiences and learning
provided by both practitioners and academics.

•

Balancing between educating specialists with a well-defined expertise as demanded by
employers and providing more general education with broad (entrepreneurial)
competences. Employers clearly indicated the need for experts in their fields but at the
same time from theory of entrepreneurship (Lazear’s theory of entrepreneurship) we
know that the general knowledge and competences are helpful in entrepreneurial
careers.

•

Including technological and digital aspects into entrepreneurship education technology will continue to be a factor that will influence employability. Therefore,
educational institutions should include development of these skills in the training of
their students, so that they are prepared when entering the job market.

•

Including knowledge management practices into entrepreneurship education –
knowledge is nowadays changing very fast therefore the skills enabling to filter,
interpret and apply knowledge are essential. It should be accompanied with
encouragement for long life learning and explaining the value of self-development.

•

Enhancement of communication and collaboration skills – most of the tasks in
companies require teamwork and knowledge sharing. Therefore, students need to
develop interpersonal skills, which becomes even more important in times of
dominating online communication and reduced social integration.

•

Increasing the share of apprenticeships and (vocational) trainings in higher education
programs – students should be offered with apprenticeships and professional trainings.
They should be supported with the tailor-made apprenticeship programs based on the
cooperation between universities and employers. It let them gain new knowledge,
experience and social skills as well as put the knowledge acquired during the studies
into practice.

•

Internationalisation in higher education – global markets, MNEs, growing role of trade
and investments, GVCs need employees operating internationally. Students have to be
prepared to work at different levels in international environment (interpersonal skills,
linguistic competences, etc.).

•

Focusing on understanding and accepting cultural differences - there is a growing need
for awareness of diversity – cultural differences, their respect and acceptance, creating
a space for cooperation across cultural differences.

