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1 The survey was done in mid 2012. It was based on the methodology and tools developed as part of the project Study of Human 
Capital in Poland (BKL), carried out by the Polish Agency for Enterprise Development (PARP), in collaboration with the Jagiellonian 
University’s Center for Evaluation and Analysis of Public Policies. The survey covered 2,586 Małopolska employers.
2 This percentage was slightly lower than during the previous survey of mid 2011 (difference of one percentage point).

Demand for employees1 
In mid 2012, recruitment was done by 

16% of the employers2. Amongst private 
businesses, the figure was 21%, and in 
public sector – 8%. The employees in de-
mand were primarily in sales-related oc-
cupations. In the situation of a worse bu-
siness climate and a drop in demand for 
goods and services, people highly skilled 
in sales may improve the organisation’s 
market competitiveness. 

Employees in highest demand:
sales workers,• 
business and administration mid-level • 
personnel (including mainly agents and 
commercial sales representatives),
business and administration professio-• 
nals (including: sales, marketing and 
public relations, administration and fi-
nancial professionals), 
building frame and related trades wor-• 
kers (bricklayers, concrete placers, 
concrete finishers and related workers, 
roofers, etc.) and building finishers 
(plumbers and pipe fitters, floor layers, 
etc.),
metal workers, machinery mechanics • 
and repairers (welders, metal machine-
ry operators, motor vehicle mechanics 
and repairers, etc.).



Employers’ recruitment plans
Most employers did not plan to in-

crease the number of their employees in 
the following year. The lower the employ-
ment level, the higher its stability with the 
employer concerned. No change in the 
employment level was mentioned predo-
minantly in the following industries: estate 
agency and administrative services, he-
alth care and public administration.

The employers who were most incli-
ned to reduce their employment were the 
largest ones. The area which was clearly 
distinctive amongst all the others was edu-
cation. Most optimistic about employment 
forecasts at the time of the survey were 
representatives of the following industries: 
transport, accommodation and restaurant 
services, as well as construction.

Factors important in 
recruitment

Employers who were recruiting staff 
at the time the survey, put more emphasis 
on the candidates’ occupational experien-
ce than their level of education even tho-
ugh the latter was not without significance 
either. Education was a very important 
criterion for public organisations. In the 
private sector, it was occupational expe-
rience which mattered much more.

Key competences of future 
employees 

The competences which the candida-
tes for work were expected to have most 
frequently:

individual/psychological: responsibility, • 
work discipline, honesty, reliability, di-
ligence, conscientiousness, accuracy; 
willingness to work, assiduousness; in-
dependence; good manners, politeness, 
self-presentation;
interpersonal: rapport with clients, com-• 
munication skills – clear conveyance of 
ideas;  ability to work in a group;
typical of the occupation – skills relating • 
directly to occupational activities, e.g. the 
skill of bread baking for bakers, or we-
lding for welders.



Methods of staff recruitment
The services of local labour offices and 

recommendations from family and friends 
proved to be the most popular forms of staff 
recruitment. It was also quite frequent to ad-
vertise vacancies on the Internet and in the 
press. The differences in the popularity of 
the particular forms of staff recruitment wi-
thin the sectors are presented in the chart. 
They relate, amongst other things, to the 
specificity of the employers’ business within 
the public and private sectors. Most varied 
recruitment methods were used by the lar-
gest employers with more than 250 staff. In 
the employers’ opinion,  recommendations 
from family and friends and vacancies ad-
vertised on the Internet proved to be most 
effective. Even though most popular, the se-
rvices of local labour offices were conside-
red moderately effective.

Causes for recruitment 
difficulties

Most employers considered that the 
difficulties in recruitment were due in par-
ticular to the characteristics of the candi-
dates which did not match the expectations 
of the former (82%). Potential employees 
did not have, in the first place, the required 
skills and competences and lacked work 
experience. The difficulties concerned lar-
gely the recruitment of craft and related tra-
des workers (48%) and, to a lesser extent, 
professionals (24%), service and sales wor-
kers (22%) and technicians (20%).

The key competences which the candi-
dates for work lacked included: 

individual/psychological: independence, • 
willingness to work, assiduousness, re-
sponsibility, work discipline, time mana-
gement, etc., 
typical of the occupation,• 
relating to the absence of adequate work • 
experience.



Most popular training subjects:
law•  (30%): tax law, labour law, public procurement law, 
construction and industry•  (25%): courses for operators of industrial machinery, backhoes, 
cranes and other mobile plant, electrical assemblers and electrical trades workers, welders,
bookkeeping and accounting•  (22%): general bookkeeping, personnel and payroll in an 
organisation, social security (ZUS) accounts,
training courses for teachers•  (19%): various aspects of education, pedagogy, pupil-te-
acher relations, work with children, 
medical•  (19%): psychology, psychotherapy, sociotherapy, other specialist courses for medi-
cal doctors and nurses,
sales•  (18%): sales and customer service techniques.
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Training policy 
A total of two thirds of the employers dec-

lared that during the year preceding the survey, 
they had provided their employees with non-o-
bligatory training (i.e. excluding training in oc-
cupational health, fire-prevention, etc.). Such a 
high percentage was due mainly to declarations 
from representatives of the public sector (87%). 
Amongst private employers, non-obligatory tra-
ining had been provided by slightly more than 
half of their number.

An active training policy was the domain 
of the largest companies. For employers having 
more than 250 staff, employee training was 
a standard (88% of them did train their staff). 
Amongst the smallest businesses, only 40% 
ensured staff development during the year pre-
ceding the survey, and amongst organisations 
with more than 10 employees – more than a 
half.

The most popular training themes to which 
the employers sent their employees demonstra-
te that the training was mainly about what was 
required as part of the occupational responsibi-
lities. Most courses were therefore obligatory, 
in a sense, in the context of the tasks perfor-
med on the job (amendments to legal regula-
tions, certifications to operate specific machi-
nes, etc.). A decisive majority of the employers 
were satisfied with the effects of the training 
organised during the previous year.

More than one third of the employers in 
the year preceding the survey had not sent the-
ir employees to any courses. The reasons for 
non-training were similar amongst public and 
private sectors’ employers. The main, most fre-
quently mentioned reasons were that:

employees had the required skills (80%)• 
the cost of training was too high (55%)• 
other investment projects were of key impor-• 
tance (51%)
employees had no time for training (46%).• 

Thus, in addition to their satisfaction with their employees’ skills, most reasons for no training 
related to the financial aspect. 

Complete results and a summary with the key conclusions can be found in Polish in the publication:
„Pracodawca – Rynek – Pracownik. Badanie zapotrzebowania na pracowników wśród małopolskich pracodawców 
2012” available from the project website at www.obserwatorium.malopolska.pl.


