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Abstract

The Irish labour market is undergoing significant transformation due to technological
advancements, globalization, and demographic changes. This PhD research aims to explore the
growing misalignment between the competencies required by employers and those possessed
by employees, and to propose practical, evidence-based solutions that include enhancing
Vocational Education and Training (VET) programs as part of an ongoing lifelong learning
process. In an era marked by rapid technological innovation and shifting workforce dynamics,
aligning educational outcomes with labour market needs is critical for ensuring economic

stability and competitiveness.

The research will analyze current and future competencies that are essential for
workforce readiness and employability, examining how these competencies align with the
outputs of VET and broader educational systems. It will evaluate the effectiveness of current
VET programs and other educational initiatives in preparing individuals for the changing labour
landscape, identifying areas of strength as well as gaps that need addressing. The focus will be
placed on key sectors in Ireland, including the administrative, educational, and commercial

sectors, which play significant roles in the country’s economy.

To achieve a comprehensive understanding, this study will use a mixed-methods
approach that includes Computer-Assisted Web Interviewing (CAWI) surveys targeting
employers, desk research on the competencies and skill development needs of employees, and
focus groups involving both employers and employees. This methodological approach will
allow for the collection of both quantitative and qualitative data to gain a nuanced perspective

on the skills gap and how best to address it.

The findings from this research will inform a set of tailored recommendations for
stakeholders, including policymakers, educators, and employers. The recommendations will
focus on strategies for curriculum development, policy enhancement, and fostering stronger
partnerships between employers and educational institutions to align training programs with
real-world job requirements. Additionally, this thesis will propose a pilot program designed to
test strategies for bridging the skills gap and to develop sector-specific solutions within

Ireland’s administrative, educational, and commercial sectors.

This PhD thesis is expected to contribute valuable insights to inform policies and

practices that promote a future-ready and resilient workforce in Ireland. By aligning education
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and training with the demands of the labour market, this research will also provide a broader
contribution to the European Union’s understanding of future competencies and help shape
strategic responses to the challenges posed by the Fourth Industrial Revolution (Industry 4.0).
Ultimately, the work aims to support policymakers, educators, and industry leaders in fostering
an ecosystem where the workforce is well-equipped to adapt to changing economic conditions

and drive sustainable growth.

Keywords: Irish labour market, employers, employees, Vocational Education and Training

(VET), lifelong learning, competencies of the future 4.0., skills gap, workforce readiness
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CHAPTER 1: INTRODUCTION AND AIM OF STUDY

1.1.Background of the Study

The Irish labour market has been experiencing considerable transformations in recent
years, driven by factors such as rapid technological advancements, evolving global economic
conditions, and significant demographic changes. These shifts present unique challenges and
opportunities for both employers and employees, demanding an adaptive and forward-thinking
approach to workforce development.Technological innovation, particularly in sectors such as
information and communication technology (ICT), finance and administration, has reshaped
the skills required for many roles. The increasing reliance on digital technologies has created
a surge in demand for employees proficient in data analysis, coding, artificial intelligence, and
cybersecurity, among other specialized skills. Yet, the rapid pace of technological change often
outstrips the ability of education and training systems to provide the necessary expertise. This
misalignment results in skill shortages, contributing to job vacancies that remain unfilled and
hindering economic growth. The global economic landscape further complicates the situation,
with fluctuations due to geopolitical tensions, trade policies, and economic crises impacting
demand for specific industries and skill sets. Additionally, the economic implications of the
COVID-19 pandemic underscored the importance of workforce resilience and adaptability,
highlighting gaps in both hard and soft skills. The result is a labour market that is not only
impacted by the need for technological proficiency but also requires critical thinking,
adaptability, and collaborative skills that can transcend industry boundaries. Demographic
changes, including an ageing population and shifting workforce demographics, are adding to
the complexity of workforce planning in Ireland. An ageing population poses challenges related
to workforce participation rates, knowledge retention, and the ability to fill roles that rely
heavily on experienced professionals. This demographic trend, combined with an influx of
younger generations entering the workforce, creates a need for educational and training systems
that can bridge generational divides and align the competencies of new graduates with the

expectations of modern employers.

A key player in addressing these challenges is the vocational education and training
(VET) sector, which has the potential to play a crucial role in aligning educational outcomes

with the needs of the labour market. VET programs, through targeted training and
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apprenticeship models, have historically provided pathways that equip individuals with the
practical skills needed in various sectors. However, the alignment between VET curricula and
the evolving needs of employers remains a point of contention. The current mismatch has led
to calls for a more integrated approach that can respond dynamically to the changing economic

landscape and technological environment.

Employers report facing difficulties in finding candidates who meet the technical and
interpersonal requirements of modern jobs. This skills gap has significant implications for
businesses, potentially impacting productivity, innovation, and competitiveness. In response,
policy discussions and research efforts have been directed towards better integration of VET
education and the broader educational framework to address these issues. Strategies to improve
alignment between VET education and labour market needs have become essential for
developing a workforce capable of meeting future demands. Given this context, this study seeks
to explore the current challenges and gaps between employers’ needs and employees’
competencies in the Irish labour market. The research will focus on how the VET sector can be
more effectively aligned with labour market demands and will propose recommendations and
solutions aimed at enhancing this alignment. By identifying best practices, evaluating existing
VET initiatives, and exploring successful international models, this study aims to contribute
valuable insights and practical strategies that can inform policy, educational practices, and
workforce development in Ireland. The outcomes of this study are anticipated to support
stakeholders in creating policies and programs that bridge the skills gap, fostering an adaptable,

skilled, and future-ready workforce that meets the evolving needs of the Irish economy.

1.2.Statement of the Problem

The Irish labour market is facing a significant and persistent challenge: the gap between
the competencies that employers seek and the skills that employees possess. This misalignment
has wide-ranging consequences, stifling economic growth, reducing productivity, and hindering
innovation. Employers frequently report difficulties in finding candidates who meet the
technical, professional, and interpersonal requirements necessary for modern job roles. At the
same time, employees, particularly those entering the workforce or transitioning between
sectors, often find themselves inadequately prepared for the specific demands of available

positions. This skills gap is particularly pronounced in sectors driven by technological
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advancements and evolving industry standards, where the rapid pace of change outstrips the
capacity of traditional education and training systems to keep up. Vocational education and
training (VET) programs, while designed to bridge this divide by providing practical, job-
specific skills, have not always been successfully aligned with the evolving needs of employers.
Consequently, this misalignment has led to increased unemployment, job vacancies that remain
unfilled for long periods, and a workforce that lacks the adaptability needed to thrive in an ever-
changing economic landscape. Moreover, the problem is compounded by demographic changes
in the Irish workforce, such as an ageing population and an influx of younger generations with
differing educational and career expectations. This demographic shift presents further
challenges to ensuring that employees possess the relevant skills to fill the roles that businesses
need to remain competitive. Addressing this gap requires coordinated action from multiple
stakeholders, including policymakers, educators, and employers, to create and implement
strategies that bridge the divide between workforce competencies and employer expectations.
Without a comprehensive approach to realign VET education and other educational frameworks
with labour market demands, Ireland risks stalling its economic potential and falling behind in
an increasingly competitive global economy. This study seeks to identify and analyze the nature
and extent of the competencies gap in the Irish labour market, evaluate current VET strategies
and their effectiveness, and propose solutions that can enhance the alignment between
educational outcomes and employer needs. The objective is to provide actionable
recommendations for creating a more responsive, skilled, and adaptable workforce that fosters

economic growth and innovation.

1.3.Main Research Question and subquestions

How can the alignment between employers’ needs and employees’ competencies in Ireland be
improved to bridge the skills gap and enhance workforce readiness, particularly in the

administrative, educational, and commercial sectors?

Sub-Research Questions

1. What are the key competencies and skills that are currently in demand by employers in
Ireland’s administrative, educational, and commercial sectors? This question seeks to
identify the specific skills and competencies that employers prioritize in these key

sectors to meet current operational and strategic needs.

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|




2. What competencies are expected to be crucial for future workforce readiness in these
sectors? This question aims to forecast the skills that will be critical for future
employment and the potential changes in industry requirements driven

by technological, economic, and demographic shifts.

3. What are the expectations of employers regarding the skill sets and competencies of
employees in the administrative, educational, and commercial sectors in Ireland? This
question explores the specific expectations and standards employers hold for their
workforce, including both technical and soft skills, and how these expectations align

with the actual competencies employees possess.

4. What are the strengths and limitations of existing initiatives and policies aimed at
addressing the skills gap in Ireland? This question evaluates current VET programs,
educational curricula, and government policies to assess their effectiveness and identify

areas that require improvement.

5. What strategies and recommendations can be implemented to enhance workforce
readiness through improved policies, curriculum development, and collaboration
among stakeholders? This question seeks to propose practical strategies for aligning
educational outcomes with employer needs, involving key stakeholders such as
policymakers, educators, industry leaders, and training providers. The focus is on
policy reform, curriculum enhancements, and fostering collaboration to bridge the

skills gap effectively.

1.4. Aims of the PhD Research:

2. To identify and analyze the current and future competencies and skills that are most in
demand by employers in Ireland’s administrative, educational, and commercial sectors.

3. To assess how well Vocational Education and Training (VET) programs and the broader
educational system align with the competencies required by employers, and to
determine the gaps that exist.

4. To explore and understand the expectations of employers regarding the competencies

and skill sets of employees in the identified sectors.
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5. To evaluate the strengths and weaknesses of existing policies, programs, and initiatives
in addressing the skills gap and preparing the workforce for future demands.

6. To propose practical and evidence-based recommendations that can guide
policymakers, educators, and employers in developing strategies to enhance workforce
readiness.

7. To design a pilot program that tests strategies for bridging the skills gap, including
curriculum reform, training programs, and stakeholder collaboration, specifically

targeting the administrative, educational, and commercial sectors in Ireland.

1.5.Contribution of the Research

This research aims are to make significant contributions to both academic literature and
practical strategies concerning workforce development in Ireland and any other EU country.
By investigating the misalignment between employers’ expectations and employees’
competencies, this research will fill a crucial gap in the understanding of skills shortages and
workforce readiness. The findings of this study will offer valuable insights into the
competencies that are essential for meeting the current and future demands of the Irish labour

market, with a particular focus on the administrative, educational, and commercial sectors.

My research will also contribute to the existing body of knowledge by examining how
competencies in different sectors can be better aligned with market needs. It will integrate
current theories with real-world data, bridging gaps in the literature related to workforce skills

and vocational education.

An essential part of this research is a literature review — a chronological review of
definitions outlined by type of competencies. This analysis will help differentiate between
technical, soft, and transferable skills, offering clarity on how these competencies interact and
contribute to overall workforce readiness. By defining and categorizing competencies
effectively, my research will provide a foundation for future research in education and labour
market alignment. Recommendations derived from the study including training programs will
focus on adjusting vocational and educational strategies to improve skills development and
better prepare the workforce for current and future economic challenges. Educators will benefit

from an understanding of which competencies are most needed by employers, allowing them
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to adjust curricula and training programs to better equip students and trainees with relevant

skills.

The study will identify best practices and strategies for incorporating emerging and in-
demand skills and competencies of the future into educational programs. Employers will gain
insight into the educational and training gaps that may contribute to workforce shortages. My
research will help them collaborate more effectively with educational institutions to provide
input on training needs and consider internship, apprenticeship, or on-the-job training programs
that align with desired competencies to encourage partnerships between educational
institutions, VET providers, and industry stakeholders, promoting programs and initiatives that
foster better preparation of the workforce. In summary, my study’s comprehensive examination
of the competencies required by employers, their expectations, and the current capabilities of
employees will provide a framework for effective alignment. By recommending strategies for
policy, curriculum development, and stakeholder collaboration, the research aims to enhance
workforce readiness and close the skills gap in Ireland’s labour market. This will ultimately
contribute to the development of a more adaptable, skilled, and competitive workforce,

supporting sustainable economic growth and innovation.

1.6.Research Methodology

This research adopts a mixed-methods approach, integrating both qualitative and
quantitative research methods to ensure a comprehensive exploration of the research questions.
The mixed-methods design is particularly suited to this research because it allows for a nuanced
understanding of the skills gap by combining statistical data with in-depth qualitative insights
from key stakeholders. This approach enhances the validity and depth of the findings and

ensures that the complexities of the issue are fully addressed.
Methods:

1. Surveys (CAWI — Computer-Assisted Web Interviews)
2. Focus Groups

3. Desk Research
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Target Population: Employers, employees, and other stakeholders (e.g., educators and

olicymakers) in Ireland’s administrative, educational, and commercial sectors.
y 5

Purpose: To collect large-scale quantitative and quantitatvie data on the competencies
employers seek, the skills employees possess, and the perceived gaps between them. Surveys
will also examine future skill demands and the effectiveness of existing educational and training

programs.

Sample Size and Selection: A stratified random sampling technique will ensure representation

from different sectors, company sizes, and geographical regions across Ireland.
Mixed-Methods Integration

The mixed-methods approach ensures that quantitative and qualitative findings complement

each other. For instance:

Triangulation: Quantitative survey data will be validated and enriched by qualitative findings

from focus groups and desk research.

Complementary Insights: Quantitative data will identify broad trends and patterns, while

qualitative data will provide context, explanations, and detailed understanding of these patterns.

Sequential Analysis: Preliminary desk research will inform the design of surveys and focus
group discussion guides. Likewise, survey results will guide specific lines of inquiry in the

focus groups.

1.7.Ethical Considerations

Ethical considerations are a fundamental component of this research, ensuring that the study
is conducted responsibly and respects the rights, privacy, and dignity of all participants.
Adherence to ethical standards not only builds trust with participants but also strengthens the
validity and credibility of the research findings. Key ethical principles that will guide this study
include informed consent, confidentiality, data protection, transparency, neutrality, and

inclusivity.
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Informed Consent

Voluntary Participation: All participants were informed that their involvement in the research
is entirely voluntary. They had the right to decline participation or withdraw at any stage of the

study without penalty or explanation.

Comprehensive Information: Participants were provided with a detailed information sheet
outlining the purpose of the study, the methods of data collection, and how the data will be used.

They will also be informed about the potential risks and benefits of participating.

Consent Documentation: Consent was formally obtained before participation, either in written
form or electronically, depending on the mode of engagement (e.g., surveys, focus groups).
Special measures were taken to ensure that consent is informed, such as offering opportunities

for participants to ask questions before providing consent.

Data Anonymization: To protect participants’ identities, all collected data were anonymized.
Any identifying information (e.g., names, company affiliations) were removed or replaced with

codes to prevent attribution to specific individuals or organizations.

Secure Data Storage: Data was stored securely on encrypted devices or password-protected
databases, accessible only to the research team. Physical documents were be stored in locked

cabinets.

Reporting Practices: When presenting findings, results were aggregated to ensure individual
responses cannot be traced back to specific participants. Quotes or specific insights used in the

research had also been anonymized.

Participants were fully informed about the research objectives, processes, and the intended use
of the findings. A plain-language summary of the study’s purpose and methodology had been
provided to all participants at the outset. Participants had access to updates on the research

process ensuring they feel informed and respected throughout the study.

Results Sharing: A summary of the research findings had been made available to participants

upon completion, further enhancing transparency and accountability.

Expected Outcomes
This mixed-methods approach will generate a well-rounded and evidence-based

understanding of the skills gap in Ireland’s labour market. It will provide actionable insights for
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developing effective policies, educational strategies, and collaborative approaches to workforce
development. By combining quantitative data on trends with qualitative perspectives on
stakeholder experiences, this methodology ensures a balanced and robust foundation for

the study’s conclusions and recommendations.

Sampling and Population

This research focuses on understanding and addressing the skills gap in the Irish labour
market by examining the alignment between employers’ needs and employees’ competencies.
The target population includes both employers and employees in the administrative,
educational, and commercial sectors. The sampling strategy will ensure representation across
a diverse range of industries, job roles, and demographic groups, allowing for comprehensive
insights into the research questions. Participants will be stratified based on their sector
(administrative, educational, or commercial) to ensure balanced representation across these
fields. Separate strata for employers and employees will enable distinct analyses of their
perspectives, facilitating a comparison of skill demands and competencies. The sample will
include participants from organizations of various sizes (e.g., SMEs, large corporations) and

geographic regions across Ireland to capture the broadest range of experiences and challenges.

Participants were recruited through industry sssociations and networks: collaboration
with industry bodies and professional networks to identify and recruit employer participants,
job boards and social media: outreach to employees through online platforms where job seekers
and professionals actively engage, educational and training institutions: partnering with VET
providers and educational institutions to identify employees or recent graduates who have
undergone skills training. This comprehensive sampling approach ensures, that the research
captures a diverse range of perspectives, enabling the identification of actionable strategies to

bridge the skills gap in Ireland’s labour market.

1.8.Limitation of the Scope of Study

While this research provides valuable insights into the alignment between employers’
needs and employees’ competencies in the Irish labour market, it is subject to certain limitations
regarding its scope. The research is specifically focused on Ireland, examining the unique
challenges and opportunities within its labour market, particularly in the administrative,

educational, and commercial sectors. Ireland’s economic landscape, labour policies, and
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vocational education and training (VET) systems are distinct, influenced by its unique socio-
economic conditions, government strategies, and industry structure. The findings and
recommendations derived from this research may not be fully applicable to other European

Union (EU) countries.

Differences in economic conditions, educational systems, cultural factors, and labour
market dynamics across the EU mean that the challenges and solutions identified in this
research may require adaptation for relevance in other contexts. The research focuses on three
key sectors—administrative, educational, and commercial—which are critical to Ireland’s
economy. While these sectors provide valuable insights into the broader skills gap, they do not
encompass the entire spectrum of industries in Ireland. Industries such as technology,
healthcare, and manufacturing, which may face distinct challenges in workforce readiness, are
outside the scope of this research. The research reflects the labour market conditions at the time
of the study. Labour market needs are subject to rapid changes due to factors such as
technological advancements, economic shifts, and global trends. The relevance of findings may
diminish as these conditions evolve. The research uses a mixed-methods approach, including
surveys, focus groups, and desk research, to explore the skills gap. While the combination of
qualitative and quantitative methods ensures a comprehensive analysis, the findings are based

on data collected from a specific sample.

Sampling constraints, such as the willingness of participants to engage or
representativeness of the sample, may influence the generalizability of the results. This research
provides in-depth insights into skills alignment in Ireland’s labour market, but its applicability
beyond the Irish context is limited due to geographic, sectoral, and temporal constraints. By
focusing on specific sectors and leveraging a mixed-methods approach, the research offers
actionable recommendations tailored to Ireland. However, adaptations will be necessary to

apply its findings to other EU countries or industries outside the scope of this research.
1.9. Structure of the PhD thesis

The phd thesis is divided into 7 chapters that cover the background with an introduction,
literature review, research design, recommendations, and a proposed pilot program closing with
conclusion. Chapter 1 Introduction and aim of study focuses on background of the study, main
research question and subquestions, aims of the PhD research, contribution of the research,

research methodology, ethical considerations, limitation of the scope of study, structure of the
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PhD thesis. Chapter 2 focuses on the competencies of the future in the European Union:
administrative, educational, and commercial sectors establishes the foundational context for
understanding competencies of the future within the European Union. It highlights the
importance of aligning national policies with EU frameworks, the strategic drivers influencing
workforce needs, and the theoretical underpinnings that shape the discourse on skills
development. By examining Ireland’s integration into the EU competencies framework and
comparing it with other member states, this chapter sets the stage for a deeper exploration of
how employers’ needs and employees’ competencies can be better aligned in subsequent
chapters. Chapter 3 Competencies of the future in Ireland: administrative, educational, and
commercial sectors — literature review provides a thorough review of the literature on
competencies of the future in Ireland. By exploring definitions, policy frameworks, sectoral
trends, and the roles of education and stakeholders, this chapter establishes a strong foundation
for understanding how Ireland can address the skills gap and align with both national and EU
priorities. The insights gained from this review inform the research’s subsequent analysis and
recommendations for bridging the needs gap in Ireland’s labour market This chapter provides
a comprehensive review of existing literature on competencies of the future within the Irish
context, focusing on the administrative, educational, and commercial sectors. Chapter 4
Research design and summary of the research — data and methodology provides a detailed
overview of the research design and methodology, demonstrating how a mixed-methods
approach was tailored to address the complexities of the research problem. By combining
CAWI surveys, desk research, and focus group discussions, the research captures a
comprehensive and multidimensional view of the skills gap in Ireland. The methods outlined in
this chapter ensure that the findings are both robust and actionable, setting the stage for
subsequent analysis and recommendations. Chapter 5 Contents and results of the research
presents the findings of the research and provides an in-depth analysis of the results in relation
to the research objectives and questions. It begins with an introduction outlining the purpose of
the chapter and the approach taken to organize and present the data. The context of the research
is briefly revisited, providing essential information about the methodology and any relevant
limitations that may affect the interpretation of the findings. Chapter 6: Discussion — a detailed
discussion of theoretical frameworks supporting competencies of the future in the EU - practical
contributions and recommendations, addressing future challenges and emerging trends,

hallenges and opportunities in the development of future competencies in Ireland.
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recommendations and further research direction. It is to address skill gaps in the Irish labour
market, specifically within the administrative, educational, and commercial sectors. This
chapter critically examines objectives, implementation strategies, and practical contributions,
offering evidence-based recommendations to inform future initiatives including Polish migrants
as the largest group of immigrants working in Ireland. Chapter 7: Conclusion reflects on the
broader implications of the research for policymakers, educators, and employers. It concludes
by reiterating the value of a cohesive approach to competency development, one that bridges
the gap between education and industry while preparing learners to meet the challenges of the
future labour market. This chapter serves as the culmination of the thesis, offering actionable
insights and a solid foundation for further research and initiatives aimed at strengthening the
Irish labour market, including cloding the gap between employers' needs and employees' skills,
evolving dynamics of the labor market with a critical role of Vocational Education and Training

(VET).
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CHAPTER 2: COMPETENCIES OF THE FUTURE IN THE EUROPEAN UNION:
ADMINISTRATIVE, EDUCATIONAL, AND COMMERCIAL SECTOR

2.1.Introduction to competencies of the future 4.0. in the EU

The term competence derives from the Latin word competentia. It is most commonly
understood as the ability to perform an activity effectively, or a specific range of knowledge
needed to perform a job, i.e., professional skills. The global economy is undergoing significant
transformations driven by rapid technological advancements, globalization and evolving social
dynamics. These changes demand a workforce equipped with new and advanced competencies
to meet the challenges of the future. In the context of the European Union (EU), the focus on
developing competencies of the future has become a cornerstone of policy and strategic
frameworks aimed at maintaining global competitiveness, fostering innovation, and ensuring
social cohesion. This chapter explores the concept of competencies of the future, their relevance
within the EU policy context, and their implications for key sectors such as administrative,
educational, and commercial domains. It provides a comprehensive overview of how these
competencies are being integrated into EU strategies, with a particular focus on Ireland’s
alignment with the broader European framework.

Competencies of the future, often referred to as “Competencies 4.0,” are those skills,
knowledge, and abilities required to thrive in a rapidly changing, technology-driven
environment. These competencies go beyond traditional technical skills to include critical
thinking, problem-solving, adaptability, creativity, and digital literacy. The EU recognizes the
importance of these competencies in addressing the challenges posed by Industry 4.0,
characterized by automation, artificial intelligence, and interconnected systems. This section
introduces the foundational concepts of Competencies 4.0 and positions them within the
broader European policy framework.

The European Union has established a robust policy framework to support the development
of competencies of the future. Initiatives such as the European Skills Agenda, the Digital
Education Action Plan, and the New Industrial Strategy for Europe highlight the EU’s
commitment to equipping its workforce with the skills required for a digital and sustainable
economy. These policies emphasize lifelong learning, digital transformation, and the inclusion
of marginalized groups to ensure that all citizens benefit from emerging opportunities.

This chapter delves into how these policies shape the discourse on future competencies and
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influence the administrative, educational, and commercial sectors across member states.
Developing competencies of the future requires an understanding of the trends and drivers
shaping the global and European landscapes.

Key trends include the increasing role of artificial intelligence, the transition to a green
economy, demographic shifts, and the growing emphasis on social and emotional skills.
The EU’s strategic frameworks, such as the European Green Deal and the Pact for Skills,
provide a roadmap for addressing these trends and ensuring that competencies development
aligns with broader societal and economic goals. This section explores the interplay between
these trends and the strategic priorities of the EU, offering insights into the evolving nature of
workforce needs in the administrative, educational, and commercial sectors.

As a EU member state, Ireland has actively aligned its policies and initiatives with the EU’s
competencies framework. Ireland’s integration into this framework reflects its commitment to
fostering innovation, enhancing digital and green skills, and addressing sector-specific
challenges. The administrative sector in Ireland has embraced digital transformation, while the
educational sector focuses on modernizing curricula to meet future demands.

The commercial sector, driven by small and medium-sized enterprises (SMEs) and
multinational corporations, plays a critical role in implementing EU policies on skills
development. This section examines Ireland’s approach to aligning with EU priorities and
highlights the successes and challenges in integrating competencies of the future into its
national strategies. Understanding competencies of the future requires a strong theoretical
foundation. This section reviews key theories and models that inform the development of future
skills in the EU context.

These frameworks include human capital theory, which emphasizes the economic value of
skills; socio-constructivist theories, which highlight the importance of collaborative learning
and adaptability; and systems theory, which underscores the interconnected nature of education,
policy, and industry. By grounding the discussion in these theoretical perspectives, this section
provides a comprehensive understanding of how competencies of the future are conceptualized
and operationalized within the EU.

The EU’s diverse member states adopt varying approaches to developing competencies of
the future, influenced by their unique economic conditions, educational systems, and cultural
contexts. This section provides a comparative analysis of these approaches, identifying best

practices and areas for improvement. It examines how countries such as Germany, known for
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its vocational education and training system, and Finland, recognized for its innovative
educational practices, address the challenges of future competencies. By comparing these
approaches, this section offers valuable insights into how Ireland and other countries can refine
their strategies to better align with EU priorities.

The transformative impact of Industry 4.0 is reshaping workforce requirements across the
European Union, demanding a comprehensive shift in the competencies needed across sectors.
This shift emphasizes the importance of hybrid competencies that combine technical skills—
such as IT knowledge, data analysis, and software development—with essential soft skills,
including communication, teamwork, adaptability, and critical thinking (Lenarc¢i¢, 2019;
Jurburg & Cabrera, 2019; Beke et al., 2020). Despite the growing emphasis on these skills, the
mismatch between higher education outputs and labor market demands continues to widen,
compelling new strategies to equip workers with the skills needed for Industry 4.0 (Walaszczyk,
2022; Alhloul & Kiss, 2022).

One such strategy is the creation of “learning factories,” which integrate practical training
into educational programs, fostering collaboration between industry, governments, and
universities (Kipper et al., 2021). The concept of Competencies 4.0 has emerged from these
developments, positioning itself as a cornerstone in the academic discourse on workforce
readiness for the fourth industrial revolution (Poszytek, 2021). Research highlights the gradual
shift in the ICT sector, where strictly technical skills are increasingly complemented by
interdisciplinary knowledge and socio-emotional competencies due to the growing integration
of ICT with other socio-economic sectors (Rawboon et al., 2021). This shift is particularly
pronounced in the EU’s efforts to address future labor market demands. In the agro-industry,
for instance, workers need a combination of IT literacy, adaptability, and analytical reasoning,
as well as the ability to interact with advanced interfaces (Lenarcic, 2019). These requirements
underscore the necessity for educational reforms that align curricula with emerging industry
needs. Similarly, the ICT sector—a driving force of Industry 4.0—demonstrates a clear trend
toward hybrid competencies, reflecting the increasing reliance on both technological expertise
and creative problem-solving (Gudanowska, 2017; Kipper et al., 2021).

Pawetl Poszytek (2021) highlights the historical and scientific significance of the
Competencies 4.0 framework, which originated from Germany’s high-tech Industry 4.0
strategy launched in 201 1. Since then, this framework has gained prominence across disciplines

such as education, human resources, management, and psychology, offering a roadmap for
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addressing current and future socio-economic challenges. The concept not only identifies
critical competencies but also provides practical insights for policymakers, educators, and
businesses to align workforce development with the demands of the fourth industrial revolution.
Emerging as a pivotal area of research, Competencies 4.0 reflects a dynamic and

interdisciplinary approach to understanding and preparing for the workforce needs of the future.

2.2.Competencies of the future 4.0. and European Union Policy Context

The European Union (EU) has recognized the transformative impact of Industry 4.0 on
workforce competencies and has implemented various policies and initiatives to address the
emerging skills gap. The shift towards digitalization, automation, and interconnectivity requires
a new blend of technical, digital, and social-emotional competencies to prepare the workforce
for future challenges. The EU has integrated Industry 4.0 objectives into its industrial and
competition policies to support innovation and enhance workforce skills. These efforts focus
on promoting research and development (R&D) in digital technologies, particularly for small
and medium enterprises (SMEs), which are vital to the European economy (Tvaronaviciené,
2020). The European Commission emphasizes the need for lifelong learning and digital
upskilling through programs such as the Digital Europe Programme and the European Skills

Agenda, which aim to foster digital competencies among workers.

The implementation of Industry 4.0 technology and meeting the expectations of
employers, the labour market, and, in fact, sustainable development are new challenges for
industry employees, especially for their knowledge and skills. The changes introduced during
industrial revolutions have always affected the job market and employees’ required
competencies. The same can be said for the latest industrial revolution, Industry 4.0, in which
the human factor plays an important role, mainly because new challenges are posed by human
beings’ role in digitised reality. Currently, the world is undergoing many technological,
economic, and social changes. The fourth industrial revolution has initiated many changes in
production companies concerning the technologies or solutions that directly affect an
organisation, including the workforce. The increasingly widespread use of technologies such
as the Internet of Things cyber-physical systems causes not only technological development but

also social and personal changes. In connection with the development of Industry 4.0, there is
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also a growing demand for unprecedented employee competencies, which are becoming

necessary in the efficient management of companies.

According to Fareri et al. technical competencies will still be necessary. However,
horizontal competencies (e.g., methodological, personal, social) will be the essential
competencies in Industry 4.0. It is also emphasised that the combination of work organization
and new digital technology will have a determining role in further competence and skills
development. The rapid development of the idea of the fourth industrial revolution creates both
new opportunities and challenges for organisations and universities in the context of the human
factor, especially in terms of employees' competencies. These challenges relate to leadership in
organisations, markets, business ecosystems and value creation. For investors, attractiveness is
perceived by the creation of a favourable feedback loop between the development of

competence and the inflow of capital.

The market value of a company is the primary determinant of its position in the market.
It consists of both basic and intellectual capital. Human resources and competencies are the
most valuable capital in a company and sources of created value and permanent competitive
advantage in dynamically changing environments. These additional benefits for the company
are generated by intellectual property, which, as a new type of asset, fits into the concept of
Industry 4.0. In recent years, a trend referred to as the competence revolution has developed.
It is characterised by the appreciation of the role of competencies. As a key element of
resources, the characteristic and distinguishing feature of competencies is their unique and

difficult-to-replace character.

Despite the growing interest in the human factor and employees' competencies, in the
context of Industry 4.0, the literature shows directions of research covering the external
environment, e.g., production audits or warehouse systems but not the internal work
environment and the employees themselves. The research on the content of the available
literature on Industry 4.0 presented in showed that the issues related to the human factor
discussed in the relevant publications relate to purely technical aspects. However, the literature
on the subject also includes research and considerations of human beings' role in Industry 4.0.

Universities play a crucial role in aligning educational programs with the demands of
Industry 4.0. Initiatives like “learning factories” provide practical, hands-on experiences that
integrate technical and interdisciplinary skills (Kipper et al., 2021). By redesigning curricula to

include competencies such as data analysis, problem-solving, and teamwork, higher education

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|




institutions are helping bridge the gap between academic training and labor market
requirements (Tabunshchyk et al., 2021). These efforts align with the EU’s focus on fostering
innovation and employability through education. Industry 4.0 underscores the importance of
hybrid competencies, which combine technical expertise with soft skills such as adaptability,
creativity, and collaboration (Jurburg & Cabrera, 2019). The European ICT sector, for instance,
requires workers who can integrate technological capabilities with cross-domain problem-
solving and communication skills. The EU’s Digital Skills and Jobs Coalition highlights the

need for these hybrid skills as key to competitiveness in a globalized economy.

SMEs, which constitute the backbone of the EU’s economy, face unique challenges in
adapting to Industry 4.0. The EU provides financial and technical support to these businesses
to facilitate the adoption of new technologies and workforce upskilling. For example, programs
like Horizon Europe encourage innovation and collaboration between academia, industry, and

government to create training solutions tailored to specific sectors (Walaszczyk, 2022).

In addition to economic competitiveness, the EU emphasizes the importance of
sustainability in Industry 4.0. Workforce training programs are increasingly incorporating green
skills to align with the EU’s Green Deal objectives. This integration ensures that the
development of future competencies supports both technological advancements and
environmental sustainability (Poszytek, 2021). The EU’s response to the competencies required
for Industry 4.0 reflects a comprehensive strategy that integrates policy, education, and industry
collaboration. By addressing the skills gap through initiatives that promote hybrid
competencies, practical training, and sustainability, the EU is laying the foundation for a
workforce capable of thriving in the digital era. These efforts not only enhance individual
employability but also strengthen the EU’s global competitiveness in the face of rapid

technological change.

2.3. Competencies of the future and strategic frameworks with trends and drivers

The development of frameworks for 21st-century competencies reflects a growing
recognition of the need to equip individuals with skills that meet the demands of rapidly
changing global workplaces (Salas-Pilco, 2013). These frameworks emphasize a blend of

technical, cognitive, and social-emotional competencies that are crucial for navigating complex
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and interconnected environments. Central to these frameworks are strategic foresight, change
management, and proactive decision-making, which enable individuals and organizations to
anticipate challenges, adapt to shifts, and seize emerging opportunities (Gudanowska et al.,
2020).

Future leadership in this evolving context requires not only the ability to manage
technological changes but also to maintain geopolitical awareness and articulate strategic
visions that align with long-term organizational goals (Horey et al., 2004). Effective leaders
must be equipped with competencies to address dynamic stakeholder expectations, balancing
innovation with organizational stability. Universities play a critical role in fostering these
competencies by integrating agile leadership development into their curricula, ensuring
graduates can respond to evolving industry and societal needs (Mahlangu & Moloto, 2022).

The shift towards management by competencies has emerged as a strategic approach to
achieve sustainable competitive advantage. By aligning organizational objectives with
employee capabilities, this model emphasizes the importance of leveraging individual strengths
to drive collective success. This competency-based management strategy is gaining traction as
businesses seek to remain competitive in a rapidly evolving global marketplace (Rosso &
Garcia-Salirrosas, 2023).

Active learning methodologies are integral to developing these competencies, particularly
in enhancing digital literacy and ICT skills. These methods, which prioritize hands-on,
experiential learning, are instrumental in equipping the workforce with the technological and
analytical skills required for the future (Canavesi & Ravarini, 2024). Moreover, the integration
of ICT competencies within educational frameworks has become a cornerstone for preparing
individuals to thrive in digitalized workplaces. ICT literacy is not only essential for technical
proficiency but also for fostering innovative thinking and collaborative problem-solving (Salas-
Pilco, 2013). To ensure relevance and applicability, competency models must undergo
continuous refinement. Emerging trends, such as the rise of artificial intelligence, shifts in
global labor markets, and increased emphasis on sustainability, require organizations to reassess
and adapt their competency frameworks regularly. This ongoing process is vital for aligning
skills development with evolving organizational and societal demands (Horey et al., 2004).

The evolution of 21st-century competency frameworks underscores the importance of
a multidisciplinary and future-oriented approach to skills development. These frameworks are

built on the understanding that traditional models of education and training are no longer

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|




sufficient to address the demands of a rapidly changing global landscape. By integrating
strategic foresight, individuals are equipped to anticipate trends, identify opportunities, and
navigate challenges proactively. Digital literacy is equally vital, as technological advancements
continuously reshape industries, requiring leaders and teams to adapt quickly and leverage
emerging tools effectively.

Agile leadership forms another cornerstone of these frameworks, emphasizing flexibility,
collaboration, and innovation in decision-making processes. In a world characterized by
volatility, uncertainty, complexity, and ambiguity (VUCA), leaders must inspire trust, foster
resilience, and build adaptive cultures within their organizations. Furthermore, 21st-century
competency frameworks recognize the interplay between technical expertise and human-centric
skills such as emotional intelligence, creativity, and cultural competence, ensuring that leaders
can connect with diverse stakeholders and foster inclusive, high-performing environments.
By embedding these competencies into education systems and workforce development
initiatives, individuals and organizations are better prepared to thrive. They gain the ability to
respond dynamically to disruptions, seize new opportunities, and contribute meaningfully to
society in a complex and uncertain future. This holistic approach to skills development not only
enhances personal and organizational effectiveness but also ensures sustainable growth in

a rapidly evolving global economy.

2.4. Ireland’s Integration into the EU Competencies Framework

Ireland's integration into the European Union (EU) competencies framework marks
a significant milestone in the country's development, as it navigates the complex and evolving
landscape of global economics, governance, and education. Over the past few decades, Ireland
has worked to align its education and workforce strategies with EU-wide frameworks, ensuring
that its policies are consistent with the Union’s goals of fostering economic growth, social
cohesion, and sustainability. This chapter examines Ireland’s journey of integration into the EU
competencies framework, focusing on its alignment with EU education, skills development,
and leadership initiatives.

Ireland's membership in the European Union, which began in 1973, has played a crucial
role in shaping its policies and competencies framework. Initially, the country sought to
modernize its economy through integration into the EU's common market, taking advantage of

trade opportunities, subsidies, and access to EU policies and programs. Over time, this
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membership catalyzed significant changes in Ireland’s educational system and workforce, with
a growing emphasis on meeting EU standards for skills development and competencies. The
early years of membership saw Ireland focusing primarily on economic integration, but as the
EU expanded its competencies to include social policy, education, and employment, Ireland
began adapting its frameworks to meet the emerging EU goals of skills alignment and economic
resilience. This evolution reflected the EU's broader vision for a knowledge-based economy
and the increasing need for member states to harmonize their educational systems and
workforce capabilities to meet the demands of the globalized world. Ireland’s efforts to align
its policies with EU competencies frameworks have been rooted in the recognition that skills
development and education are central to the Union’s overarching goals of economic growth,
innovation, and social inclusion. The EU’s competencies framework, which outlines the key
areas of knowledge, skills, and attitudes required for the 21st century, has been a critical
reference for Ireland as it developed its national education and workforce policies.

The European Qualifications Framework (EQF), introduced in 2008, has been pivotal in
Ireland’s efforts to integrate into the EU competencies framework. The EQF aims to improve
the transparency, comparability, and recognition of qualifications across Europe, allowing for
easier mobility of learners and workers. Ireland adopted the EQF as part of its national
qualifications system, ensuring that the country’s qualifications align with EU standards. This
move has helped enhance Ireland's education system, making it more flexible and responsive
to the demands of both local and international labor markets. In addition to the EQF, Ireland
has also engaged with the European Skills Agenda, which provides a framework for addressing
skills shortages and mismatches across the EU. The Skills Agenda promotes the development
of key competencies, such as digital literacy, foreign language proficiency, and entrepreneurial
skills, which are essential for Ireland's continued integration into the knowledge economy.
Ireland has implemented numerous initiatives to promote these competencies, ensuring that
both the current and future workforce are equipped to meet the challenges of a rapidly evolving
global environment.

One of the most significant areas of alignment between Ireland’s education and workforce
frameworks and the EU competencies framework has been the emphasis on digital literacy and
lifelong learning. With the rapid advancement of technology, the EU has identified digital
literacy as a cornerstone of its competitiveness and innovation strategies. Ireland has responded

by prioritizing the development of digital skills across all levels of education, from primary
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school to higher education and vocational training. Ireland's integration into the European
Union (EU) has been a significant and evolving process, shaping the country’s political,
economic, and social landscape over several decades. This literature review examines key
aspects of Ireland’s integration, focusing on its institutional adaptations, the country’s approach
to immigration, and the broader EU competencies framework. Ireland's integration into the EU
competencies framework has involved substantial adaptation in the country’s executive
structures, especially in managing EU affairs. Following its entry into the European Economic
Community (EEC) in 1973, Ireland undertook various institutional reforms to manage its
relationship with the EU. Laffan (2017) highlights how the Ministry of Foreign Affairs has
played a central role in coordinating Ireland’s EU policies and representing the country in EU
institutions. This adaptation process was not immediate but rather gradual, with each new phase
of European integration necessitating changes in governance structures and policymaking.
The trajectory of Ireland's EU integration can be described as "path-dependent," where past
decisions and historical context significantly influenced future developments (Laffan &
O'Mahony, 2007).

The formalization of Ireland’s integration processes became particularly noticeable after the
rejection of the Nice Treaty in 2001. The subsequent reforms, including the strengthening of
EU-related structures within the Irish government, reflect the growing complexity of Ireland’s
relationship with the EU. Ireland's approach contrasts with that of the UK, which, despite being
a member of the EU for several decades, exhibited a more ambivalent and often contentious
relationship with the Union. Post-Brexit, Ireland has had to reevaluate its position within
the EU, as it now shares a border with a non-EU country. Burca (2023) suggests that Ireland’s
integration has remained distinct in its support for deeper EU involvement, positioning the
country as a steadfast EU member in contrast to the UK’s withdrawal. Integration of Immigrants
and EU Ireland’s integration policies have also been shaped by its membership in the EU,
particularly in terms of immigration and citizenship.

EU integration has led to the formulation of various immigration policies, designed to
facilitate the integration of migrants within the country. As Carrera (2006) notes, the EU has
increasingly promoted mandatory participation in integration programmes for immigrants,
which Ireland has incorporated into its own national strategies. These integration programmes
aim to foster social inclusion and ensure equal opportunities for migrants, aligning Ireland’s

policies with broader EU goals.
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Despite the advances in integration policies, challenges remain. Gilmartin & Migge (2015)
identify that while EU migrants benefit from certain rights under EU law, they still face
integration challenges in Ireland. These challenges often mirror those faced by non-EU
migrants, including issues of social exclusion, discrimination, and economic marginalization.
The complex process of migration and settlement, especially for low-skilled workers, has raised
concerns about the effectiveness of Ireland’s integration measures. Thus, while Ireland has
made strides in aligning with EU policies on migration and integration, gaps persist, particularly
in addressing the needs of marginalized immigrant communities. The economic transformation
of Ireland since its entry into the EU has been largely driven by industrial policy, European
integration, and social partnership. O'Donnell (1999) emphasizes that Ireland’s economic
success story can be attributed to its strategic alignment with EU policies, including structural
funds, regional development, and trade liberalization. These policies have helped modernize
Ireland’s economy, turning it from one of Europe’s poorest nations into one of its fastest-
growing economies in the late 20th and early 21st centuries. The process has also been marked
by a strong social partnership, wherein the Irish government, employers, and trade unions have
worked together to foster economic growth and social cohesion.

However, while Ireland’s integration into the EU has facilitated remarkable economic
growth, it has also highlighted challenges related to social inequality and the uneven distribution
of benefits. Economic growth driven by EU policies has not always translated into universal
social benefits, and issues such as regional disparities and income inequality persist.
These challenges underscore the complexity of Ireland’s integration into the EU competencies
framework, where economic integration is not always accompanied by social integration. As
Ireland continues to align itself with EU policies, balancing economic growth with social
inclusivity remains a key challenge for the future.

The EU competencies framework has continuously evolved, influencing Ireland’s political
system and its interaction with other member states. According to Benz & Zimmer (2008), the
EU's competencies have grown significantly since Ireland’s accession, shifting the Union from
a primarily economic project to a broader political entity. This expansion has led to the
development of a multilevel political system, where decision-making power is shared between
national governments, regional authorities, and EU institutions. For Ireland, this shift has
required ongoing adjustments in its governance structures to ensure effective participation in

EU decision-making processes. Ireland’s commitment to the EU's multilevel governance

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|




system has been a key factor in its successful integration. By participating actively in EU
institutions, Ireland has shaped its own policies while also aligning with broader EU objectives.
However, the complexity of multilevel governance also poses challenges, as the EU’s
competencies in areas such as social policy, environmental protection, and trade governance
continue to evolve. Ireland must navigate these changes to maintain its influence within the EU
and ensure that its national interests are adequately represented.

Ireland’s integration into the EU competencies framework has been a dynamic process,
characterized by both progress and challenges. Over the years, Ireland has adapted its
institutional structures, economic policies, and social strategies to align with EU goals. While
significant achievements have been made, such as the successful integration of EU migrants
and the modernization of Ireland's economy, issues related to social inclusion and immigrant
integration remain important concerns. Moreover, as the EU competencies continue to evolve,
Ireland must remain flexible and responsive to new challenges, ensuring that it continues to
benefit from EU membership while addressing the complexities of a multilevel political system.

The Irish government has invested heavily in digital infrastructure in schools and
universities, creating environments where students and professionals alike can develop the
necessary skills to thrive in the digital economy. Ireland's National Digital Strategy, launched
in 2013, has been instrumental in promoting digital skills and ensuring that Ireland’s workforce
is digitally literate and equipped for the challenges of the Fourth Industrial Revolution. Lifelong
learning, another key component of the EU competencies framework, has also gained
increasing attention in Ireland. The country's journey reflects broader trends within the EU,
including the shift towards social inclusion, the growing importance of multilevel governance,
and the continuous adaptation of policies to meet the demands of an increasingly interconnected
and complex world. Ireland’s future within the EU will depend on its ability to maintain this
adaptability and ensure that its policies continue to align with the evolving EU competencies
framework.

As part of its commitment to the EU's vision of inclusive education and employment,
Ireland has introduced policies aimed at fostering a culture of continuous learning. These
include adult education programs, upskilling initiatives, and vocational training opportunities
designed to help individuals at all stages of their careers adapt to changing job markets and

technological advancements. Through initiatives such as the National Skills Strategy and the
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Action Plan for Education, Ireland has sought to ensure that the Irish workforce remains
adaptable, resilient, and competitive on the global stage.

Aligned with the EU’s emphasis on innovation and entrepreneurship, Ireland has made
significant strides in fostering a culture of entrepreneurship, both within its educational system
and across its business landscape. The EU’s innovation agenda, which focuses on strengthening
Europe’s global position in science and technology, has been mirrored by Ireland’s own national
strategies to support research and development (R&D) and foster entrepreneurial thinking
among students and workers. Ireland’s commitment to entrepreneurship is evident in its support
for initiatives such as the Innovation 2020 Strategy, which aims to position Ireland as a global
leader in R&D, innovation, and entrepreneurship. This strategy supports the development of
a highly skilled workforce, capable of engaging in creative problem-solving and innovation,
both in traditional industries and in emerging sectors such as technology, green energy, and life
sciences. The integration of entrepreneurship education into Irish schools and universities has
also been a key component of Ireland’s alignment with EU competencies frameworks, ensuring
that future leaders possess the skills needed to create and sustain innovative enterprises.

While Ireland has made considerable progress in integrating into the EU competencies
framework, several challenges remain. One of the primary obstacles is the need to address skills
mismatches within the labor market, as the demand for high-level digital, technical, and soft
skills outpaces the supply of qualified workers. Despite the significant investments in education
and training, there is still a gap between the skills required by employers and the qualifications
of the available workforce. Furthermore, the rapid pace of technological change presents both
opportunities and challenges for Ireland’s workforce. While Ireland has positioned itself as a
hub for innovation, particularly in the technology and pharmaceutical sectors, it must continue
to invest in developing its workforce’s capacity to adapt to new technologies and trends. This
requires a concerted effort to enhance digital literacy, foster a culture of lifelong learning, and
provide ongoing support for workers who need to reskill or upskill. However, these challenges
also present significant opportunities. By continuing to align its education system with the EU
competencies framework and investing in digital skills, lifelong learning, and innovation,
Ireland can strengthen its position as a global leader in the knowledge economy. Furthermore,
the country’s commitment to inclusivity and diversity in education and employment presents
an opportunity to build a more resilient and adaptable workforce, capable of thriving in an

increasingly complex and uncertain global environment.
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Ireland’s integration into the EU competencies framework has been a pivotal development
in the country’s evolution as a modern, knowledge-based economy. Through its alignment with
EU initiatives such as the European Qualifications Framework, the Skills Agenda, and the focus
on digital literacy and lifelong learning, Ireland has made significant strides in equipping its
workforce with the skills necessary to succeed in the 21st century. The country’s ongoing
commitment to innovation, entrepreneurship, and inclusive education positions it well for future
success, even in the face of the challenges posed by rapid technological change and global
competition. As Ireland continues to adapt and evolve its education and workforce strategies in
response to EU competencies frameworks, it will play a critical role in shaping the future of
Europe’s knowledge economy, ensuring that its citizens and businesses remain competitive,

innovative, and resilient in the face of global uncertainty.
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CHAPTER 3: COMPETENCIES OF THE FUTURE IN [IRELAND:
ADMINISTRATIVE, EDUCATIONAL, AND COMMERCIAL SECTOR -
LITERATURE REVIEW

3.1. Literature review on future competencies in Ireland

This literature review chapter explores how future competencies are conceptualized,
defined, and integrated into national policies, with a particular focus on the specific skills
demanded across various sectors in Ireland. By examining the challenges and opportunities in
developing future competencies, this chapter underscores the importance of education, training,
and stakeholder collaboration in bridging the skills gap in Ireland. As the global economy
evolves rapidly, the need for Ireland to develop future competencies to remain competitive is
critical. Scholars and policy reports emphasize the key roles of digitalization, automation, and
sustainability in reshaping the skills landscape. This chapter synthesizes findings from
academic research, government publications, and industry reports to offer insights into Ireland’s
preparedness to meet emerging workforce demands.

Competencies in Ireland’s context are understood as a combination of knowledge, skills,
and attitudes that enable individuals to perform effectively in their roles. The chapter
distinguishes between general competencies, such as adaptability and problem-solving, and
sector-specific competencies, such as digital literacy, sustainability expertise, and technical
skills. Chapter 3 provides a critical analysis of various definitions and conceptual frameworks
of competencies, assessing their relevance to Ireland’s labor market and how they align with
broader EU priorities. The chapter offers a foundation for analyzing the application of these
competencies across key sectors, including administration, education, and commerce.

Ireland’s national policy landscape reflects a strong commitment to addressing the
evolving skill needs of its workforce. Policies such as the National Skills Strategy 2025, the
Action Plan for Education, and the Future Jobs Ireland framework focus on fostering
innovation, digital skills, and lifelong learning. Chapter 3 reviews academic research,
definitions, and their alignment with EU priorities, emphasizing their role in shaping the
development of competencies for the future. It also examines initiatives undertaken by state
agencies such as Skillnet Ireland and the Higher Education Authority, which aim to implement

these policies and enhance workforce readiness.
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The administrative, educational, and commercial sectors in Ireland are undergoing
significant transformations, each driven by unique trends and challenges. In the administrative
sector, digital transformation and process automation are generating demand for skills related
to data management, digital tools, and project coordination. In the educational sector, the
emphasis is on integrating digital pedagogies, fostering critical thinking, and addressing the
needs of a diverse student population. Meanwhile, the commercial sector, particularly small and
medium-sized enterprises (SMEs), faces the dual challenges of digitalization and sustainability,
requiring employees to possess a combination of technical and interpersonal skills. A detailed
analysis of these emerging competencies, drawing on sector-specific reports and case studies,
is provided in this chapter.

Despite considerable progress, Ireland still faces challenges in developing the
competencies needed for its future workforce. Skills shortages in critical areas, gaps in
vocational education and training (VET), and regional disparities in access to educational
resources continue to hinder workforce development. However, these challenges also present
opportunities for innovation and collaboration. Ireland’s robust educational system, growing
tech industry, and active participation in EU initiatives provide a strong foundation for
addressing these challenges. Chapter 3 explores these issues in depth, offering a balanced view
of the obstacles and opportunities Ireland faces in its pursuit of workforce readiness.

Education and training are at the core of developing future competencies, and their
success depends on effective collaboration among multiple stakeholders. In Ireland, higher
education institutions, VET providers, industry partners, and government agencies play crucial
roles in equipping individuals with the necessary skills. This chapter examines the contributions
of these stakeholders, focusing on initiatives such as apprenticeships, reskilling programs, and
industry-academia partnerships. It also emphasizes the importance of fostering a culture of
lifelong learning and inclusivity to ensure that individuals, regardless of their background or
location, can access opportunities for skills development. Through these collaborative efforts,
Ireland aims to build a resilient, adaptable workforce capable of meeting the demands of a
rapidly evolving global economy.

By critically reviewing the relevant literature, Chapter 3 highlights the complex
interplay of policies, initiatives, and sectoral challenges shaping Ireland’s efforts to develop

future competencies. It provides an in-depth overview of the strategies currently being
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implemented and suggests areas for further development, emphasizing the need for ongoing
adaptation to emerging global trends.

Theoretical frameworks supporting the competencies of the future in the EU are vast and
multifaceted, encompassing everything from digital literacy and entrepreneurial spirit to
sustainability and public health leadership. These frameworks are designed to equip individuals
with the competencies necessary for success in a rapidly changing world. Ireland’s integration
into these frameworks highlights its commitment to adapting its education and workforce

training systems to the needs of the future.
3.2.Definitions and conceptual framework of competencies in the Irish context

By aligning national policies and practices with EU-wide competency frameworks, Ireland
has ensured that its workforce is prepared to meet the demands of the future, while also
contributing to the broader goals of economic, social, and environmental sustainability. The
continuing evolution of these frameworks will play a crucial role in shaping the competencies
required for the future workforce in Ireland and the EU.

Seikkula-Leino et al. (2021) discuss the EntreComp framework, which is designed to
promote entrepreneurial competencies essential for fostering economic sustainability in the EU.
The EntreComp framework highlights the importance of innovation, risk-taking, and problem-
solving, which are critical to fostering entrepreneurial spirit and leadership within the
workforce. According to Seikkula-Leino et al. (2021), entrepreneurship is not only about
starting new businesses but also about promoting an entrepreneurial mindset that encourages
creative thinking, adaptability, and proactive engagement with challenges.

As the EU continues to prioritize green and sustainable development, there has been
a growing recognition of the importance of green competencies. Bianchi et al. (2022) present
GreenComp, a framework that outlines the essential competencies needed to support
sustainability goals. These competencies include the ability to understand and contribute to
environmental responsibility, climate change mitigation, and resource efficiency. Ireland has
increasingly integrated sustainability into its educational policies, aligning with EU directives
to equip future generations with the skills needed to address global environmental challenges.
GreenComp promotes environmental literacy and sustainability-focused problem-solving,

which are crucial for preparing the workforce to support the transition to a low-carbon economy.
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By embedding these competencies within educational frameworks, Ireland and other EU
member states aim to create a workforce that is capable of supporting the EU’s ambitious
climate goals. Czabanowska et al. (2014) develop a public health leadership competency
framework that aims to guide professional development in Europe. This framework focuses on
leadership competencies within the public health sector, emphasizing the importance of
decision-making, collaboration, and ethical responsibility. The public health leadership
competencies are designed to address the growing demand for leaders who can manage health
systems and initiatives in an increasingly complex and interconnected world. Ireland’s public
health leaders have been involved in shaping public health policy across the EU, particularly
during the COVID-19 pandemic. The competencies highlighted by Czabanowska et al. (2014)
were crucial in ensuring that Ireland’s response to the crisis was effective, inclusive, and aligned
with EU public health standards. The development of leadership competencies in public health
continues to be a priority in Ireland, with educational institutions offering specialized programs
to develop the necessary skills among future leaders.

Ireland has been particularly active in fostering entrepreneurial competencies through its
educational institutions and startup ecosystem. Programs aimed at enhancing entrepreneurship
have been integrated into both higher education and vocational training, with the goal of
promoting economic resilience and sustainability. The Entrepreneurial Universities initiative,
for example, encourages universities to create an environment where students can develop

entrepreneurial skills while also engaging with local and regional business networks.

Table 1: Key theoretical frameworks inform executive leadership competencies in the EU

Author Theory Definition Integration of
Ireland with
the EU
competencies

Bass, 1985 | Transfor | This theory stresses the importance of leaders who can
mational | inspire and motivate followers by focusing on shared Yes
Leadershi | goals, intellectual stimulation, and individual
p Theory | development. In the context of Ireland, transformational
leadership competencies are crucial for managing the
challenges that arise from EU integration, such as policy
harmonization, economic crises, and the evolving
demands of the labor market.
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Goleman,
1995

Emotional
Intelligen
ce

Emotional intelligence (EQ) is an essential leadership
competency in the EU's competency framework.
Goleman’s theory highlights that leaders must possess a
high degree of self-awareness, self-regulation, social
skills, empathy, and motivation to navigate
organizational complexities. Ireland's executive leaders
have increasingly adopted EQ principles to foster
cooperation, drive innovation, and ensure effective
communication, especially in multicultural and multi-
stakeholder environments.

Yes

Benz &
Zimmer,
2008

Multilevel
Governan
ce

In the context of EU integration, Ireland’s executive
leadership also involves navigating multilevel
governance structures. Multilevel governance refers to
the complex interrelationships between various layers
of government, such as local, national, and EU
institutions. Effective executive leadership in Ireland
requires the ability to balance national interests with EU
policy frameworks, while also managing relationships
with regional and local stakeholders.

Yes

Attar,
2020

Agile
Leadershi
p

As the world becomes more dynamic, agile leadership
has emerged as a crucial competency for effective
executive leadership in both Ireland and the EU at large.
Agile leadership focuses on the capacity of leaders to
adapt quickly to changes, manage uncertainty, and
foster a culture of continuous improvement and
innovation. This competency framework has become
particularly relevant for Ireland’s leaders in the face of
global challenges, including Brexit, the COVID-19
pandemic, and rapid technological advances. Agile
leadership is crucial for developing organizational
agility in the face of a complex and volatile business
environment.

Yes

Aggestman,
2017

The
leadership
paradox

Leadership in EU foreign policy should be understood
as a social role shaped through the interaction between
leaders and followers - There are role conflicts over the
formal leadership functions in EU foreign policy, and
new informal leadership practices are emerging among
EU member states - There is a "leadership paradox" in
EU foreign policy, where the demand for effective
European leadership is in tension with leadership being
embedded in state practices

Yes

Pavchenko,
2023

Strategic
Foresight

In a rapidly changing world, executive leaders must
anticipate future trends and develop long-term
strategies. Strategic foresight involves understanding
emerging issues, risks, and opportunities, enabling
leaders to make informed decisions about the future.
Strategic foresight is characterized as an opportunity to
explore the potential consequences of trends and their
impact on economic security. - The European

Yes
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Commission focuses its strategic foresight activities on
socio-economic, geopolitical, green, and digital
dimensions of sustainable development..

Source: original work

In a rapidly changing world, Irish executive leaders must anticipate future trends and
develop long-term strategies. Strategic foresight involves understanding emerging issues, risks,
and opportunities, enabling leaders to make informed decisions about the future. This
competency is essential for Ireland as it continues to integrate into the EU’s broader
geopolitical, economic, and technological frameworks.

In the contemporary landscape of executive leadership, several theoretical frameworks
offer valuable insights into the competencies needed for navigating complex and rapidly
changing environments, especially within the context of the European Union (EU). These
frameworks are particularly relevant for Ireland, which has faced significant challenges and
opportunities due to its integration into the EU, including policy harmonization, economic
crises, and shifting labor market demands. The evolving nature of leadership within the EU
requires the integration of various competencies that align with global trends, such as
digitalization, sustainability, and agility, while also responding to national-specific needs.

One prominent theory, Bass's Transformational Leadership Theory (1985), underscores
the importance of leaders who can inspire and motivate their followers by focusing on shared
goals, intellectual stimulation, and personal development. This theory is particularly significant
in the context of Ireland’s relationship with the EU, where leaders are required to guide the
country through complex policy landscapes while maintaining alignment with broader EU
objectives. Transformational leadership competencies enable Irish leaders to manage and adapt
to the challenges posed by EU integration, particularly during periods of economic instability
or policy shifts. By fostering a vision of progress and innovation, transformational leadership
is key to Ireland’s continued success within the EU framework.

Another critical competency is Emotional Intelligence (Goleman, 1995), which has
become an essential aspect of executive leadership in the EU. Emotional intelligence
encompasses self-awareness, self-regulation, empathy, and strong social skills—all crucial
qualities for leaders operating within multicultural and multi-stakeholder environments. For

Ireland, where relationships with diverse EU member states and institutions are key to effective
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collaboration, emotional intelligence fosters positive interactions, smooth communication, and
effective conflict resolution. As EU policies and decision-making processes become
increasingly intricate, the role of emotional intelligence in leadership becomes even more
important to ensure cooperation and alignment.

The theory of Multilevel Governance (Benz & Zimmer, 2008) also plays a central role
in shaping executive leadership competencies within the EU. Ireland’s leadership must navigate
the multi-layered governance structures that exist between local, national, and EU institutions.
Effective leadership in this context requires balancing national priorities with broader EU
mandates, while also managing relationships with regional and local stakeholders. Ireland’s
executive leaders are tasked with negotiating complex political and institutional landscapes,
necessitating competencies in both governance and diplomacy. Multilevel governance theory
highlights the need for leaders to possess the ability to coordinate across different levels of
authority, ensuring that national policies are in sync with EU objectives.

As the world continues to experience rapid and unpredictable changes, Agile Leadership
(Attar, 2020) has emerged as a crucial competency. This framework emphasizes the need for
leaders to be adaptable, resilient, and proactive in the face of uncertainty. Ireland’s executive
leadership must be equipped to respond to dynamic challenges such as Brexit, global economic
shifts, and technological advances. Agile leadership encourages the continuous reassessment of
strategies and processes, allowing organizations to quickly adapt to changes in the business and
policy environment. In the context of the EU, where decision-making is often influenced by a
variety of external and internal factors, agile leadership enables Irish leaders to foster
innovation, manage change, and maintain long-term competitiveness.

The Leadership Paradox (Aggestman, 2017) theory introduces an important perspective
on leadership within the EU, especially in relation to foreign policy. It suggests that EU
leadership is shaped through the interactions between formal leadership roles and informal
practices, creating a tension between the demand for effective leadership and the way leadership
is actually enacted within the state-centered practices of EU member countries. For Ireland, this
paradox requires leaders to navigate between formal EU directives and informal negotiations
with member states, managing both the expected roles within the EU and the informal alliances
that often shape policy outcomes.

Lastly, Strategic Foresight (Pavchenko, 2023) provides a forward-looking framework

for leadership, emphasizing the importance of anticipating future trends and preparing for
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potential challenges. For Irish executive leadership, strategic foresight allows for long-term
planning in the face of global economic shifts, technological disruption, and environmental
concerns. The EU’s focus on sustainable development, digitalization, and geopolitical changes
makes strategic foresight essential for Irish leaders who must make informed, proactive
decisions that shape the country’s role within the EU for years to come.

Collectively, these theoretical frameworks highlight the multifaceted competencies
required for effective executive leadership in Ireland, particularly in its interactions with the
EU. By integrating principles of transformational leadership, emotional intelligence, multilevel
governance, agility, strategic foresight, and addressing leadership paradoxes, Ireland’s leaders
can better navigate the complexities of the EU and shape the future direction of the country
within the European context. These competencies are critical not only for managing current
challenges but also for ensuring Ireland’s sustained competitiveness and influence within the
EU’s ever-evolving political and economic framework. These theoretical frameworks
collectively shape the competencies required for effective executive leadership in Ireland,
particularly in the context of its evolving role within the EU. They provide a comprehensive
approach to leadership that integrates adaptability, emotional intelligence, governance
complexity, and future-oriented thinking, all of which are essential for addressing the challenges

and opportunities in the modern EU landscape.
3.3.National policy landscape for future competencies

The National Skills Strategy 2025 and the Action Plan for Education are two key documents
that guide Ireland’s education and training policies. These strategies emphasize the
development of competencies such as digital literacy, critical thinking, problem-solving, and
communication skills. In line with EU frameworks, these strategies have been designed to
provide individuals with the competencies necessary for a rapidly evolving labor market, while
also addressing the specific needs of Ireland’s economy and workforce. One key element of
Ireland’s response to future competencies is the emphasis on lifelong learning. Ireland has
invested heavily in initiatives designed to upskill its workforce and ensure that individuals,
regardless of age or career stage, have access to the training needed to remain competitive
within the EU. As a result, Ireland has developed a culture of continuous learning, which is

central to its leadership development programs. Ireland has also prioritized the development of
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leadership skills in both public and private sectors. Executive leadership training programs,
such as those offered by the Institute of Public Administration (IPA) and Enterprise Ireland,
provide tailored programs aimed at developing the strategic, interpersonal, and technical
competencies needed by Ireland's future leaders. These programs align with the EU’s broad
competency frameworks, equipping leaders with the necessary tools to manage change, foster
innovation, and collaborate effectively across various levels of governance.

The role of executive leadership in shaping Ireland’s response to future competencies is
critical in ensuring that the country remains competitive and adaptive to EU policies. Ireland’s
executive leaders must be capable of managing the balance between national priorities and EU
goals, while also fostering innovation, inclusion, and resilience. The increasing emphasis on
sustainability, digital transformation, and social inclusion within EU competency frameworks
reflects the growing importance of responsible leadership in addressing contemporary
challenges. Irish leaders, in both public and private sectors, must not only focus on economic
growth but also on social and environmental sustainability, ensuring that Ireland's long-term
development aligns with EU-wide objectives.

Furthermore, the leadership competencies of Irish executives will play a pivotal role in
managing the country’s ongoing transformation as part of the EU’s broader economic and
political integration. The successful development and implementation of Ireland’s policies on
immigration, economic recovery, and social cohesion will rely heavily on the ability of Irish
leaders to manage complex cross-border relationships and align national strategies with EU-
wide frameworks.

Ireland's national policy landscape for future competencies is characterized by a
comprehensive, multi-dimensional approach that seeks to address a range of emerging
challenges and priorities. This landscape reflects the nation's responsiveness to the evolving
global context, its commitment to aligning with EU frameworks, and its drive to innovate and
strengthen key sectors such as healthcare, integration, education, and environmental
sustainability. This chapter examines key policy areas in Ireland related to future competencies,
reflecting on their scope, challenges, and strategic priorities.

The healthcare sector in Ireland has undergone significant reforms and policy development
aimed at meeting future workforce needs. One of the landmark policy frameworks is the
Slaintecare report, which outlines a 10-year strategy to deliver universal healthcare in Ireland.

The report emphasizes the importance of strengthening primary care and community-based
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services, which aligns with broader EU goals of improving health outcomes through prevention
and integrated care (Burke et al., 2018). The development of workforce competencies is central
to achieving these aims, particularly in addressing the evolving needs of an aging population
and rising demand for healthcare services.

Ireland faces substantial challenges related to doctor emigration and retention, with many
medical professionals seeking opportunities abroad due to better career prospects or working
conditions (Humphries et al., 2021). Addressing these issues is critical to reducing reliance on
internationally trained doctors and ensuring the sustainability of the healthcare workforce. A
range of policies are being introduced to tackle retention, such as initiatives to improve the
work environment and career progression for medical professionals. The implementation of
initiatives such as expanding the role of healthcare professionals, including paramedics, in
primary care is another response to workforce shortages and increasing demands (Barry et al.,
2022).

These healthcare policies demonstrate Ireland's commitment to addressing the competency
gaps in a critical sector. However, the challenge lies in ensuring that workforce planning and
development align with future trends, such as the shift toward digital health technologies and
the increasing reliance on multidisciplinary teams. To remain competitive within the EU
context, Ireland must continue adapting to changing healthcare delivery models and focus on
improving the recruitment, training, and retention of healthcare professionals.

Ireland’s immigration and integration policies have been evolving to ensure that migrant
populations are fully integrated into Irish society. The White Paper on Ending Direct Provision
(Coakley, 2021) represents a significant shift in the country’s approach to asylum seekers,
seeking to replace the controversial direct provision system with a more humane and inclusive
model. This new system focuses on providing asylum seekers with better access to rights,
including housing, education, and healthcare, and emphasizes social inclusion.

Ireland’s National Strategy for Migrant Integration outlines broader objectives of
facilitating the participation of migrants in social, economic, and political life (McGinnitty et
al., 2018). These efforts are not only about ensuring access to basic services but also about
empowering migrants to become active participants in Irish society, thus contributing to the
country’s economic and cultural dynamism. Furthermore, policies are being developed to
ensure that migrant populations have access to fundamental human rights, such as housing,

education, healthcare, and employment, ensuring that they can achieve economic self-
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sufficiency and social inclusion (Murphy et al., 2019). Ireland’s approach to integration and
inclusion aligns with broader EU principles of social cohesion, yet challenges remain,
particularly in ensuring that policy implementation keeps pace with the evolving demographic
makeup of the country. Moreover, there is a need for more targeted support for different migrant
groups, such as refugees and low-skilled migrants, who face greater barriers to integration.
Ireland must also continue to refine its integration policies to address issues such as housing
shortages and cultural integration, which are critical for long-term social cohesion.

As Ireland continues to position itself as a global leader in knowledge-based industries,
education and skills development are central to its national policy priorities. Policies have been
introduced to ensure that Ireland’s education system is agile enough to meet the needs of future
competencies, with a particular focus on aligning education with labor market demands. Ireland
is leveraging tools like the International Education Index to assess its education system and
inform policy decisions (Clark et al., 2022). This approach ensures that Ireland’s educational
offerings remain aligned with global standards and European Union frameworks, while also
addressing the specific needs of its workforce.

A significant focus of Ireland’s education policy is the development of competencies that
can support a diverse range of learners, including asylum seekers and other migrant populations.
The country’s educational policies aim to facilitate their integration into the workforce by
providing relevant skills training and qualifications, thus fostering inclusion and equal
opportunities for all (O’Callaghan et al., 2021). As part of this strategy, [reland has committed
to improving its vocational education and training (VET) systems, ensuring that both general
and sector-specific competencies are developed to meet the demands of future industries.

Ireland’s educational policies demonstrate a strong commitment to developing
competencies that will be essential for future success in a globalized world. However, there is
a growing need to address skills mismatches and ensure that the education system can provide
the necessary technical skills for emerging sectors, particularly in digital technologies and green
industries. Ensuring access to quality education for all groups, including marginalized
populations, will be key to building a resilient and competitive workforce. Ireland’s policy
landscape also reflects the evolving relationship between economic development and
environmental sustainability, particularly in light of its commitments under the EU Green Deal
and the Paris Agreement on climate change. The intersection of economic and environmental

policy in Ireland has become increasingly important as the country seeks to balance economic
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growth with environmental responsibility. Policies in this area emphasize green skills and the
transition to a low-carbon economy, with a focus on innovation, technology, and sustainability
(Murphy & O’Brennan, 2019).

The Irish government has committed to developing competencies related to sustainable
development, acknowledging that the economic future of the country will depend on its ability
to adapt to global sustainability trends. This includes fostering competencies in areas such as
renewable energy, sustainable agriculture, and eco-innovation, which are critical to supporting
both national and EU-wide environmental goals. Economic policies also highlight the need to
align Ireland’s workforce skills with green growth opportunities, which will be central to
meeting future EU targets. The integration of green competencies into Ireland’s national
policies is commendable, as it aligns with the EU’s broader sustainability goals. However, the
challenge lies in ensuring that the workforce is adequately prepared for the transition to a green
economy.

Ireland must not only develop the necessary skills but also ensure that these skills are widely
accessible, particularly in sectors most at risk of job displacement due to automation or
environmental regulations. Ireland's national policy landscape for future competencies reflects
a nuanced, multi-faceted approach aimed at addressing both current challenges and future
opportunities. Through its healthcare, integration, education, and environmental policies,
Ireland is actively working to ensure that its workforce is equipped to meet emerging demands
in a rapidly changing global context.

These policies are aligned with broader EU frameworks, yet they also take into account
Ireland’s unique demographic, economic, and social characteristics. While significant progress
has been made, ongoing challenges, particularly around workforce shortages, skills
mismatches, and the integration of migrant populations, require continuous policy innovation
and stakeholder collaboration. The evolving policy landscape indicates that Ireland is prepared
to meet future competency needs, but this preparation will require sustained commitment,
particularly in fostering inclusive and forward-looking competencies across all sectors.

As we move further into the 21st century, the competencies required for future leadership,
workforce participation, and overall societal advancement have undergone significant
transformation. This chapter will focus specifically on the competencies 4.0 that Ireland must
develop and prioritize to remain competitive in a rapidly evolving global economy, particularly

in the context of Industry 4.0, digitalization, automation, and sustainability. These

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|




competencies reflect the shifting demands of the labor market, technological advancements,
and the broader challenges posed by climate change, demographic shifts, and social
integration.

The four key competencies that are crucial for Ireland’s future success in the evolving
landscape are digital literacy, agile leadership, green competencies, and entrepreneurial
thinking. These competencies have been chosen because they directly address the systemic
changes happening at the global and European levels and align with Ireland's strategic goals
in adapting to the future economy. The importance of these competencies is supported by a
broad range of academic literature and EU policy frameworks that highlight the necessity of
these skills for both personal and organizational development.

Digital literacy has emerged as one of the most critical competencies in the context of
Industry 4.0 and digital transformation. In Ireland, the integration of digital technologies into
everyday life, business operations, and government services requires a workforce proficient in
digital tools, data analysis, cybersecurity, and software development. The EU’s Digital
Education Action Plan underscores the importance of digital skills in shaping the future
workforce (European Commission, 2020). As the digital landscape evolves, Ireland must
prioritize digital literacy across all sectors to ensure that its workforce is prepared for the
challenges and opportunities that come with the growing reliance on technology.

Digital literacy is vital because it enables individuals to not only use digital tools but also
understand and engage with the complex technologies that are becoming integral to all
industries. Ireland’s national strategies, such as the National Skills Strategy 2025, emphasize
the need for digital skills training to boost competitiveness and prepare workers for future roles
in technology-driven industries (Department of Education and Skills, 2020). In a world where
technology increasingly influences nearly every facet of life—from education to business to
healthcare—digital literacy is foundational for enhancing productivity and fostering
innovation.

In a rapidly changing global environment, agile leadership is increasingly recognized as
an essential competency. Agile leadership focuses on a leader's ability to adapt quickly to
change, manage uncertainty, and create an environment conducive to continuous learning and
innovation (Attar, 2020). This competency has become critical as Ireland faces the dynamic
challenges of globalization, digital transformation, and geopolitical uncertainties such as

Brexit. Leaders in both the public and private sectors must demonstrate the flexibility and
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foresight to navigate these changes, ensuring organizational resilience and fostering innovation
in times of crisis.

Agile leadership is necessary because it equips leaders with the skills to lead effectively in
volatile, uncertain, complex, and ambiguous (VUCA) environments. As Ireland’s economy
increasingly relies on global trade, technological innovation, and EU integration, leadership
must be adaptable and forward-thinking. Agile leadership is not just about managing change
but also about creating a culture that embraces it. In Ireland, where innovation-driven
industries such as tech and pharmaceuticals are key, agile leadership ensures that businesses
can pivot quickly to new trends, seize emerging opportunities, and remain competitive in an
ever-changing market.

Green competencies are essential as Ireland transitions toward a more sustainable, low-
carbon economy in alignment with the EU’s green goals. These competencies encompass skills
and knowledge related to environmental sustainability, renewable energy, eco-innovation, and
circular economy practices (Bianchi et al., 2022). Ireland, like other EU countries, is tasked
with reducing carbon emissions and promoting green growth. The integration of green
competencies into Ireland’s workforce is not only critical for meeting EU sustainability targets
but also for ensuring that Ireland can capitalize on green growth opportunities, especially in
sectors like renewable energy, agriculture, and sustainable manufacturing. Green
competencies are crucial because they enable workers to contribute to sustainable
development, one of the most pressing issues facing Europe today. Ireland has already
committed to significant reductions in its carbon footprint and the creation of a green economy.
By developing green skills, Ireland can position itself as a leader in the green transition, attract
investment in eco-friendly industries, and enhance the overall sustainability of its economic
model. These competencies also prepare Ireland's workforce for the evolving demands of
green technology and the circular economy, which will require new types of skills across
various sectors, from energy to transport to agriculture. Entrepreneurial thinking is a critical
competency for fostering innovation and economic resilience in Ireland. The EntreComp
framework

(Seikkula-Leino et al., 2021) highlights that entrepreneurial competencies go beyond
starting new businesses and include skills such as opportunity recognition, problem-solving,
risk management, and creativity. As Ireland seeks to diversify its economy and encourage

innovation in both established and emerging sectors, fostering entrepreneurial thinking within
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its workforce is essential. This competency supports the development of a culture that is
proactive, solutions-oriented, and able to navigate uncertainty, which is crucial in a time of
rapid technological advancement and economic disruption.

Entrepreneurial thinking is necessary to adapt to the future economy because it drives
innovation and the ability to turn new ideas into practical solutions. As Ireland continues to
prioritize knowledge-based industries and technology, fostering an entrepreneurial mindset
within the workforce will be essential for addressing emerging challenges, including those
posed by digital transformation and sustainability. Moreover, entrepreneurial thinking
encourages individuals to take ownership of their professional development and contribute to
Ireland’s competitiveness by identifying new opportunities and transforming them into viable
business models.

The selection of digital literacy, agile leadership, green competencies, and entrepreneurial
thinking as the core future competencies in Ireland is driven by their direct relevance to the
evolving demands of Ireland’s economy and society. These competencies reflect the key
challenges posed by digital transformation, sustainability goals, and economic globalization.
The development of these competencies is central to Ireland’s ability to maintain its
competitive edge, create new opportunities, and respond effectively to the changing global
landscape. Policymakers, educational institutions, and industry stakeholders must continue to
collaborate in fostering these competencies across all sectors to ensure that Ireland’s workforce

is prepared for the future challenges and opportunities of the 4.0 era.

Table 2: Future Competencies in the European Union

Author Definition Future
Competencies
Halasz and Michel, | Engaging in analytical thinking to identify | Critical Thinking and
2011 challenges and develop innovative solutions. | Problem Solving
Maniscalco, Understanding social dynamics and civic | Social and  Civic
2012 responsibilities for active societal | Competences
participation.
Athanasiou & | Proficiency in wusing digital tools and | Digital Competence
Anagnostopoulou, technology to enhance learning and
2013 professional skills.
Panitsides & | The capacity to think innovatively, take | Entrepreneurial Skills
Anastasiadou, initiative, and manage projects effectively.
2015
Greer et al., 2016 Understanding ethical considerations in Ethical Competence
decision-making, especially in technology
and health-related fields.
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Cleynenbreugel, Understanding of regulatory frameworks at Regulatory

2016 EU and national levels for compliance and Competence
governance.

Baskova & Strukova, | Ability to adapt to rapidly changing Adaptability

2017

circumstances and environments in the global
landscape.

Baskova & Strukova,

Competence in planning, executing, and

Project Management

2017 managing projects to meet organizational Competence
goals.

Baskova & Strukova, | Creativity and problem-solving abilities to Innovation

2017 develop innovative solutions that drive Competence
progress and competitiveness.

Baskova & Strukova, | Skills related to innovation, risk-taking, and | Entrepreneurial

2017 business management to drive economic Competence

growth and job creation.

Sumuer, 2018;
Zahorodnia et al.,
2021

Strong interpersonal skills, including
negotiation, persuasion, and effective
communication.

Interpersonal Skills

Sumuer, 2018;
Zahorodnia et al.,
2021

Ability to collaborate with diverse groups,
with skills in communication, empathy, and
conflict resolution.

Social Competence

Ravenscroft et al.,
2018

Skills related to self-awareness, empathy, and
interpersonal relationships for personal
success.

Emotional Intelligence

Sumuer, 2018

Engaging in continuous education and self-
directed learning to adapt to rapid changes in
the job market.

Lifelong Learning
Competence

Tuncel, Appreciation for cultural diversity and the | Cultural Awareness and
2019 ability to express oneself in various cultural | Expression

contexts.
Capello & Perucca, Active participation in democratic processes | Civic Competence
2019 and understanding of EU governance

structures.
Aykag et al., The ability to manage one’s own learning | Self-Regulation  and
2020, processes, including goal setting and strategy | Adaptability
Cilek et al., adjustment.
2023

Tuparevska et al,
2020

The ability to communicate effectively,
including proficiency in foreign languages.

Communication Skills

Aykag et al.,
2020

The promotion of environments that
encourage  continuous  learning  and
professional development.

Lifelong
Culture

Learning

Gontariuk et al.,
2021;

Greer et al.,
2016

Ability to conduct research, analyze data, and
make evidence-based conclusions for policy-
making and business.

Research and
Analytical
Competence

Zahorodnia et al.,
2021;

Capello & Perucca,
2019

Understanding and appreciating cultural
diversity to foster social cohesion and mutual
respect in the EU.

Cultural Competence
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Guy, Skills in teamwork, collaboration, and Collaborative

2020 problem-solving to address complex Competence
challenges.

NASIOS, Knowledge of financial principles and Financial Literacy

2021 managing finances for personal and

Saraceno et al.,
2020

organizational economic stability.

NASIOS, Understanding economic policies and their Economic

2021 impact on employment, social welfare, and Competence
Saraceno et al., adaptation to economic changes.

2020

Gontariuk et al., Skills related to managing public health Health Competence

2021 crises and health policy formulation,
Alemanno, especially in emergencies like pandemics.
2020
Su et al., The ability to use digital technologies Digital Competence
2022 effectively, including Al, machine learning,
and blockchain.
Su et al., Knowledge of green technologies and Green Competence
2022 practices that contribute to sustainability and
environmental stewardship.
Aykag et al., The ability to manage one’s own learning | Self-Regulation  and
2020, processes, including goal setting and strategy | Adaptability
Cilek et al., adjustment.
2023

Nacaroglu & Mutlu,

2023

The capacity to search for, access, and
critically evaluate information in various

formats.

Source: orginal work

Information Literacy

The exploration of future competencies in Ireland across the administrative, educational,

and commercial sectors reveals a complex interplay of skills and demands shaped by economic,

social, and technological changes. This literature review synthesizes key findings from various

studies to highlight the competencies that will be essential for navigating the evolving landscape

of work in Ireland. In the administrative sector, the ability to adapt to economic fluctuations is

paramount. Pater et al. discuss the counter-cyclical nature of competencies required by

employers, suggesting that during economic downturns, the mismatch between available skills

and job requirements can exacerbate unemployment issues, leading to slower job creation

despite an increase in the unemployed pool (Pater et al., 2019). Egeraat further emphasizes the
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importance of regional economic resilience, noting that administrative regions must develop
competencies that allow them to withstand future economic shocks, particularly in the context
of Ireland's post-2011 recovery (Egeraat, 2023). This indicates a need for administrative
professionals to possess not only technical skills but also strategic foresight and adaptability to
changing economic conditions.

In the educational sector, the focus is increasingly on developing competencies that align
with the demands of the modern workforce. Grebe highlights the significance of intercultural
competencies, collaboration, and critical thinking as essential skills for students entering a
globalized job market (Grebe, 2023). The need for curriculum adaptations that integrate these
competencies is echoed in the literature, with calls for closer cooperation between educational
institutions and industry to ensure that graduates are equipped with the necessary skills to
enhance their employability (Grebe, 2023).

Furthermore, the shift towards competency-based curricula, as discussed by Ruth,
underscores the importance of aligning educational outcomes with labor market demands,
particularly in fostering skills that promote job readiness among graduates (Ruth, 2020). In the
commercial sector, the demand for specific competencies is shaped by technological
advancements and changing market dynamics. Ahsan et al. identify communication, cost
management, and technical skills as critical across various industries, highlighting the need for
project managers to possess a diverse skill set that includes both hard and soft skills (Ahsan et
al., 2013).

The rise of automation and artificial intelligence further necessitates the development of
behavioral competencies that can complement technical skills, as noted by Bonesso et al., who
argue that organizations must focus on nurturing these competencies to remain competitive
(Bonesso et al., 2022). This trend is particularly relevant in the context of Ireland's growing
tech sector, where the ability to adapt to rapid changes is crucial for success. Moreover, the
healthcare sector in Ireland is facing unique challenges that require specific competencies
among practitioners. The increasing demand for general practice services due to an aging
population necessitates a workforce equipped with advanced skills, as highlighted by the
projected need for more general practice nurses ("Current and projected demand for nurses
working in general practice in Ireland", 2024). Casey et al. suggest that expanding the roles of

practice nurses to include advanced competencies could alleviate some of the pressures on
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general practitioners, thereby enhancing the overall efficiency of the healthcare system (Casey
et al., 2022).

The competencies of the future in Ireland are characterized by a blend of adaptability,
technical proficiency, and interpersonal skills across various sectors. The literature indicates a
pressing need for educational reforms that prioritize competency development, alongside a
recognition of the evolving demands within the administrative and commercial landscapes. As
Ireland continues to navigate economic and social changes, fostering these competencies will

be crucial for ensuring a resilient and capable workforce.
3.4.Sectoral analysis of emerging skills in Ireland

The competencies of the future in the European Union (EU) encompass a wide range of
skills and abilities that are increasingly necessary for individuals and institutions to navigate
the evolving socio-economic landscape. These competencies are shaped by various factors,
including technological advancements, globalization, and the need for sustainable
development. As Ireland continues to adapt to the rapidly evolving demands of a global
economy, the country has been focusing on building the Future Competencies 4.0 necessary to
thrive in an increasingly digital, interconnected, and sustainable world. These competencies are
essential to address the challenges of technological advancement, shifting labor markets, and
the need for social and environmental responsibility. In this chapter, we provide an in-depth
exploration of the key competencies required for the future workforce in Ireland. This includes
critical thinking, digital competence, entrepreneurial skills, emotional intelligence, and a
culture of lifelong learning, among others. Critical thinking and problem-solving are
foundational to Ireland’s development of a skilled and adaptable workforce. These
competencies enable individuals to assess situations, analyze data, identify patterns, and
develop innovative solutions. In the context of a rapidly changing world, the ability to think
critically and solve problems is essential across sectors such as healthcare, education, and
business. Ireland’s education system and training programs have increasingly emphasized the
importance of fostering critical thinking among students and professionals alike.

Educational reforms, such as those outlined in the Action Plan for Education 2016-2019,
emphasize problem-based learning and inquiry-based approaches to prepare students for the

complexities of the labor market. The integration of critical thinking into curricula ensures that
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individuals can approach challenges with analytical precision and creativity, enabling them to
contribute effectively in the workplace. Social and civic competencies are essential for fostering
an engaged, responsible, and active citizenry. These competencies include understanding and
participating in democratic processes, respecting diversity, and contributing to community well-
being.

In Ireland, these competencies are crucial in the context of EU integration, immigration,
and the country’s evolving social fabric. Ireland’s National Strategy for Migrant Integration
(2017) highlights the importance of civic engagement , ensuring that both native and migrant
populations are equipped to actively contribute to Irish society. Programs aimed at promoting
social cohesion and civic responsibility are key to ensuring that Ireland remains an inclusive,
dynamic, and resilient society in the face of demographic shifts. In a digital-first world, digital
competence is a vital skill for the workforce of the future. Ireland’s economy has been
significantly shaped by its technological sector, with the country being a hub for multinational
tech companies. As such, ensuring that individuals possess the necessary digital skills is
paramount.

The National Digital Strategy emphasizes the need for widespread digital literacy,
covering competencies in basic IT skills, data management, coding, and the ethical use of
technology. Digital competence encompasses the ability to navigate digital tools, critically
evaluate online content, and use technology to improve efficiency and creativity in various
professional domains. Moreover, digital competence is not limited to technical abilities but also
includes understanding cybersecurity, data privacy, and the potential implications of emerging
technologies such as artificial intelligence (Al), blockchain, and machine learning. By fostering
a digitally literate workforce, Ireland can better position itself to take advantage of the digital
economy. The ability to think entrepreneurially is critical in Ireland’s push to enhance economic
growth and employment. Entrepreneurial skills encompass creativity, risk-taking, adaptability,
and the capacity to innovate. With Future Jobs Ireland emphasizing the need for a dynamic,
knowledge-driven economy, cultivating entrepreneurial thinking is central to Ireland’s future
success. Entrepreneurial competence goes beyond starting businesses; it also involves adopting
an entrepreneurial mindset within existing organizations. This includes innovation competence,
problem-solving, and the ability to spot opportunities in the marketplace.

Programs and initiatives, such as Enterprise Ireland’s New Frontiers Program, focus on

fostering entrepreneurial skills, ensuring that future leaders can drive innovation and tackle
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societal challenges. As Ireland continues to integrate into global networks and face the
implications of digital transformation, ethical competence is becoming increasingly important.
This competence is concerned with making decisions that align with societal values,
environmental sustainability, and fairness. Ethical competence helps individuals and
organizations navigate complex moral dilemmas and is essential in sectors like healthcare,
business, and public governance. Ireland has embraced ethical frameworks within its National
Ethics Committee, which addresses issues such as digital rights, privacy, and environmental
ethics. Ethical decision-making processes will be crucial as new technologies continue to
challenge traditional models of governance and business.

Regulatory competence involves understanding and navigating the legal frameworks,
policies, and regulations that govern various industries. With Ireland’s role in the EU,
individuals must be equipped to operate within the complex regulatory environment of the
European Union, particularly with regard to GDPR, environmental laws, and trade agreements.
As Ireland continues to prioritize innovation and sustainability, it is essential for individuals in
administrative and legal roles to understand evolving regulations and ensure compliance. This
competence also extends to managing risk and maintaining legal integrity within digital and
global supply chains. Adaptability is a critical skill in an era marked by rapid technological
advancements, economic fluctuations, and environmental challenges. Self-regulation and
adaptability are closely linked to resilience, the capacity to adjust to new situations, and the
willingness to embrace change. In Ireland, the evolving labor market demands that individuals
develop a mindset of continuous adaptation. Programs that encourage reskilling and upskilling
are central to Ireland’s approach to ensuring that workers can transition between roles and
industries, thus maintaining economic stability. Project management competence involves
planning, executing, and overseeing projects to achieve specific goals within a defined timeline
and budget. As businesses and public organizations strive to implement large-scale digital and
sustainability projects, project management skills become essential to ensure successful
outcomes. Ireland’s emphasis on Agile project management reflects the need for leaders and
employees to be flexible, collaborative, and responsive to changing project dynamics. Strong
project management competencies are particularly important in sectors like construction,
technology, and government administration. Innovation competence includes the ability to

think creatively, experiment with new ideas, and apply novel solutions to complex problems.
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With Ireland being a leader in tech and research-driven sectors, fostering innovation
competence is crucial for economic growth and global competitiveness. Ireland's investment in
R&D and innovation clusters, particularly in tech hubs such as Dublin, is key to supporting this
competency. Through partnerships between industry and academia, innovation is being
embedded within Irish industries, fostering a culture of creativity and problem-solving across
sectors. Emotional intelligence (EQ) is essential in today’s workplace, particularly in leadership
and team collaboration. EQ encompasses self-awareness, empathy, self-regulation, and social
skills, which are critical in navigating the complexities of multicultural teams, client
relationships, and workplace dynamics. Ireland’s approach to leadership development
increasingly incorporates EQ principles, reflecting a growing recognition of the importance of
emotional and interpersonal skills in ensuring effective communication, collaboration, and
conflict resolution. Lifelong learning is at the core of Ireland’s vision for a future-ready
workforce.

The rapidly changing nature of the labor market means that individuals must
continuously update their skills and knowledge. Ireland's strong commitment to lifelong
learning is reflected in policies such as the National Skills Strategy 2025 and various Adult
Learning Programmes that encourage ongoing professional development. Promoting a culture
of lifelong learning ensures that Irish workers are well-equipped to handle emerging
technologies, shifts in global economic conditions, and evolving consumer demands. Cultural
competence is the ability to understand, communicate with, and effectively interact with people
across cultures. Ireland’s increasing demographic diversity, along with its prominent role within
the EU, underscores the need for cultural competence in all sectors, particularly in public
services, healthcare, education, and business.

As globalization continues to integrate diverse workforces, cultural competence ensures
that individuals are prepared to work in a multicultural environment, fostering inclusion,
respect, and collaboration. The competencies of the future (4.0) outlined in this chapter are
pivotal to Ireland's success in a rapidly evolving global context. From critical thinking and
entrepreneurial skills to digital competence and emotional intelligence, these competencies are
critical to shaping a future-ready workforce. Ireland’s national policies, such as the National
Skills Strategy 2025 and Future Jobs Ireland, underscore the importance of these competencies
in driving economic growth, social cohesion, and sustainability. By embedding these

competencies across sectors—administrative, educational, and commercial—Ireland is
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positioning itself to remain competitive in a digitalized, interconnected world. Promoting a
culture of lifelong learning, encouraging innovative thinking, and developing emotional
intelligence are key to ensuring that Ireland’s workforce remains agile, adaptable, and prepared
for the challenges and opportunities of the future.

In summary, the competencies of the future in Ireland reflect a comprehensive
framework of the EU, that integrates digital skills, sustainability, health awareness, and social
engagement. These competencies are essential for individuals and institutions to thrive in an

increasingly interconnected and complex world.
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CHAPTER 4: RESEARCH DESIGN AND SUMMARY OF THE RESEARCH - DATA
AND METHODOLOGY

4.1. Rationale for the research approach - administrative, educational, and commercial

sector in Ireland

This chapter outlines the research design and methodology used to explore the
alignment between employers’ needs and employees’ competencies in the Irish labour market.
It details the rationale for the chosen research approach, emphasizing the significance of
focusing on the administrative, educational, and commercial sectors in Ireland. The chapter also
describes the methods used to collect and analyze data, including surveys, desk research, and
focus groups with both employers and employees. This mixed-methods approach ensures
a comprehensive understanding of the skills gap and informs actionable recommendations.

The rationale for the chosen research approach stems from the need to understand the
dynamic and complex relationship between the competencies demanded by employers and
those possessed by employees in Ireland. A mixed-methods approach was deemed most
appropriate, combining qualitative and quantitative methods to capture both broad trends and
in-depth insights. Focusing on the administrative, educational, and commercial sectors allows
the research to address key areas of Ireland’s economy where workforce readiness is critical.
These sectors represent a diverse range of skills requirements, from digital and managerial
competencies in the administrative sector to innovative teaching strategies in education and
customer-centric skills in the commercial domain. By targeting these sectors, the research
captures a holistic view of the challenges and opportunities in bridging the skills gap.

The Computer-Assisted Web Interviewing (CAWI) method was employed to gather data
from employers across the administrative, educational, and commercial sectors. This approach
allowed for the efficient collection of quantitative data on employers’ perceptions of current
and future skills requirements. The survey was designed to capture a range of information,
including: key competencies in demand, expectations for future workforce readiness,
challenges faced in recruiting skilled employees. Employers from various regions and
organizational sizes were included to ensure representativeness.

The use of CAWI facilitated large-scale participation, enhancing the robustness and

reliability of the findings. Desk research was conducted to examine existing data on employees’
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skills, educational backgrounds, and professional experiences. This method involved analyzing
secondary data sources, including government reports, industry publications, and academic
studies. The desk research provided a foundational understanding of the competencies
employees currently possess and identified gaps relative to employers’ expectations.

This approach allowed for an exploration of trends in workforce development, including
the impact of education and training programs on employees’ readiness for the future labour
market. It also highlighted disparities in skills acquisition across different demographic and
regional groups in Ireland. Qualitative data was collected through focus group discussions with
employers from the administrative, educational, and commercial sectors.

These discussions provided deeper insights into employers’ perspectives on skills
alignment and workforce challenges. Key themes explored included sector-specific skills gaps,
effectiveness of existing policies and training initiatives, recommendations for improving
collaboration with educational institutions. Focus groups enabled employers to share detailed,
context-specific experiences and offered a nuanced understanding of their needs and
expectations.

This qualitative dimension complemented the quantitative findings from the CAWI
surveys. Similar focus group discussions were held with employees from the targeted sectors.
These sessions aimed to capture employees’ perspectives on their skills, professional
development opportunities, and challenges in meeting employers’ expectations. Participants
included individuals at different career stages, from recent graduates to experienced
professionals, ensuring a diverse range of viewpoints. The discussions explored employees’
experiences with vocational education and training (VET), perceptions of their own
competencies, and suggestions for improving alignment with labour market demands. These
insights added depth to the desk research findings and highlighted areas where targeted
interventions could enhance workforce readiness.

This chapter provides an overview of the research conducted between January 1, 2024,
and November 30, 2024, in Ireland, focusing on the perspectives of both employers and
employees in the administrative, educational, and economic sectors. The research aimed to
explore the skills and competencies necessary for individuals, particularly those with limited
professional experience, to adapt and thrive in the evolving economic landscape.

By investigating industry requirements and employee capabilities, this study seeks to identify
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existing gaps and inform the development of targeted Vocational Education and Training (VET)
programs to bridge these disparities.

The methodology employed a multi-faceted approach:

1. Computer-Assisted Web Interviewing (CAWI) with Employers
2. Focus Groups with Employers

Three focus groups, each consisting of ten participants from the target sectors, offered
qualitative insights into employer needs. This approach illuminated the specific requirements
and expectations of employers, particularly concerning skill gaps and their implications for the
labor market. The discussions served as a cornerstone for developing VET programs aimed at
equipping employees with the necessary skills and competencies.

3. Desk Research on Employees

Employee-focused desk research included an analysis of responses to a structured forty-
question survey. This study aimed to uncover employees’ current skill levels, educational
backgrounds, and professional experiences within the sectors of interest.

The findings from this research will be presented separately in the following sections.
Chapter 4 will integrate these results, summarizing the disparities between employer
expectations and employee competencies, and providing actionable recommendations to
address these gaps. Through this analysis, the research aspires to create a practical framework
for fostering a more adaptable, skilled workforce aligned with the demands of Competencies

4.0.
4.2.CAWI employers research

The research analysis aims to explore the competencies necessary for individuals,
particularly those with limited professional experience, to adapt and thrive in the economic
landscape. The demographic data of the participants provides a backdrop for the study,
revealing a diverse group with varied educational and professional backgrounds.

CAWI employers research

Thirty-question surveys were designed to measure the perceived importance of various

competencies on a five-point scale ranging from “Not Necessary” to “Crucial.” This
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quantitative analysis provided a broad understanding of the competencies employers value in
new employees within the administrative, educational, and economic sectors. This survey also

contains four metric questions.

1.What is your gender?

@® Female
46% @ Male
® Other
Female - 54
Male - 46
Other -0

2. Where do you currently live?

@ City
@ Village
@ Another residential area

City — 38
Village - 62
Another residential area — 0
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3. What is your highest completed education?

@ Secondary education

@ BA Degree or Equivalent
@ MA Degree or Equivalent
@ Doctorate degree

Secondary education - 4

BA Degree or Equivalent - 23
MA Degree or Equivalent — 71
Doctorate degree — 2

4. Professional experience in years

@ 0-5 years

@ 5-10 years
® 11-15 years
® over 15 years

0-5years -1

5-10 years - 14
11-15 years - 43
over 15 years — 42
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5. In your opinion, are technical skills of employees important in the work performed at your workplace?

@ Not necessary

@ Somewnhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 1
Moderately necessary - 18
Necessary - 46

Crucial — 35

6. In your opinion, are time and task management skills important in terms of employee competence at
your workplace?

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 7
Necessary - 31

Crucial — 62
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7. In your opinion, are communication skills, including non-violent and transformative communication,
important from the point of view of the competences of employees at your workplace?

@ Not necessary
44% @ Somewhat necessary
@ Moderately necessary
@ Necessary
‘ @ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 3
Necessary - 53

Crucial — 44

8. In your opinion, are the skills of working as part of a team are important from the point of view of
employee competences?

@ Not necessary

49% @® Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

@

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 8
Necessary - 43

Crucial — 49
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9. As an employer, do you think programming skills of employees are important for your company?

Not necessary - 0
Somewhat necessary - 1
Moderately necessary - 54
Necessary - 11

Crucial - 34

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

10. As an employer, do you think conflict solving skills of employees are important at your company?

e

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 5
Necessary - 56

Crucial = 39

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial
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11. As an employer, do you think self-presentation skills of employees are important at your company?

%

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 1
Necessary - 54

Crucial - 45

@ Not necessary

@ Somewhat necessary
© Moderately necessary
@ Necessary

@ Crucial

12. As a employer, do you think working under pressure are important skills of employees at your
company?

@ Not necessary

58% @ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

38%

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 4
Necessary - 38

Crucial — 58
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13. Do you think that the ability to work with the MS OFFICE is an important skill of employees?

@ Not necessary

@ Somewnhat necessary
© Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 0
Necessary — 47

Crucial = 53

14. Do you think that the ability to use online meeting programs such as Zoom, Click Meeting,
Teams, Google Meet, Skype is an important skill of employees you want to hire?

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

4

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 3
Necessary — 50

Crucial — 47
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15. Do you think delegating tasks is an important skill of employees you want to hire?

@ Not necessary

@ Somewhat necessary
® Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 20
Necessary — 31

Crucial - 49

16. Do you think analytical skills are an important as a set of skills of employees you want to hire?

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 23
Necessary — 41

Crucial - 36
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17. Do you think that the ability to motivate others is important skill of employees in your company?

3

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 12
Necessary — 57

Crucial - 31

@ Not necessary

@ Somewnhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

18. In your opinion, are the skills of organizing and motivating others are important skills of employees in
your company?

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 5
Necessary — 52

Crucial — 43
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19 In your opinion, is the ability to work under pressure important from the point of view of the
competences of the employees you want to hire?

@ Not necessary

@ Somewhat necessary
© Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 2
Necessary — 39

Crucial = 59

20. In your opinion, are negotiation skills important from the point of view of the competences of
employees you want to employ?

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 6
Necessary — 35

Crucial = 59
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21. Inyour opinion, are creative thinking skills important from the point of view of the competences of
employees you want to hire?

L3

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 15
Necessary — 53

Crucial - 32

@ Not necessary

@ Somewhat necessary
® Moderately necessary
@ Necessary

@ Crucial

22. In your opinion, are the skills of working in a virtual team important from the point of view of the
competences of the employees you want to hire?

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 10
Necessary — 56

Crucial - 34
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23. Do you think that stress coping skills are important from the point of view of the competences of
employees you want to hire?

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 0

Necessary — 53
Crucial — 47

24. Do you think that skills of dealing with difficult customers are important from the point of view of the
competences of employees you want to hire?

@ Not necessary

60% @ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 2
Necessary — 38

Crucial — 60
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25. Watch the videos and choose the employee with the most preferable style.

@ D style https://youtu.be/SJ1AVh47c4c?
si=qSiKekXMgCTQ9jQB

@ | style https://youtu.be/j_5zpwBylbY?
Si=TEWxXTZ2MLSx4uW-

© S style https://youtu.be/Qg17KT2gtql?
si=7p1a4tWNLeZNOyqT

@ C style https://youtu.be/ccBw74BP4oc?
si=-BdSAveZgDPu_PKs

@ None of the above
@ Characteristics from each of the styles

D style https://youtu.be/5)1AVh47¢c4c?si=qSiKekXMgCTQIjQB - 51
I style https://youtu.be/j_5zpwByIbY?si=7EWxXjTZ2ZMLSX4uW- - 15
C style https://youtu be/ccBw74BP4oc?si=-BdSAveZgDPu PKs - 17
None of the above - 0

Characteristics from each of the styles — 0

26. From the image below choose the most desirable set of characteristics of your future employee

@® D Red

@ | Yellow

® S Green

@ CBlue

@ None of the above

@ From each set some characteristics

D Red - 51

I Yellow - 15

S Green - 17

C Blue - 17

None of the above - 0

From each set some characteristics — 0
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27. Do you think multitasking is important as a skill of employees in your company?

@ Not necessary

@ Somewhat necessary
© Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 0
Necessary — 38

Crucial — 62

28.Is the ability to work in a global multicultural environment important from the point of view of the
competences of employees in your company?

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

48%

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 0
Necessary — 48

Crucial = 52
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29. In your opinion the ability to write e-mails, prepare memos and write projects are important from the
point of view of the competences of employees in your company?

@ Not necessary

@ Somewhat necessary
@ Moderately necessary
@ Necessary

@ Crucial

Not necessary - 0
Somewhat necessary - 0
Moderately necessary - 0
Necessary — 39

Crucial - 61

30. From your point of view, which employee competencies are more importantat in your company?

av

@ Hard Skills - technical and those that
include specialist knowledge, knowledge
of foreign languages, ability to operate
computer programs or a cash register.
Hard skills are those easy to define. You
have them or do not have them. There...

@ Soft Skills - these are psychosocial
skills, e.g. communication skills,
creativity, dynamism of action, or
flexibility

® 50/50

Hard Skills - technical and those that include specialist knowledge, knowledge of foreign
languages, ability to operate computer programs or a cash register. Hard skills are those
easy to define. You have them or do not have them. There... - 24

Soft Skills - these are psychosocial skills, e.g. communication skills, creativity, dynamism of
action, or flexibility - 22

50/50 - 54
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4.3. Focus Groups employers research

Focus groups are an essential tool in shaping educational and training programs,
offering in-depth insights directly from stakeholders. This approach has proven especially
valuable in developing targeted Vocational Education and Training (VET) programs. The
comprehensive findings from recent focus groups will play a crucial role in designing a VET
program which will focus on boosting skills and competencies in the administrative,
educational, and economic sectors.

The focus group reserch identifies industry requirements, skills, competencies and what
employers are looking for, when selecting new employees to work in the administrative,
educational, and economic sectors. This objective has been achieved by conducting 3 focus
groups with 10 participants each who are employers within the above-mentioned sectors. The
summary of the reserch will showcase the results and specific needs of employers identified by

them through participating in focus groups.

4.4.Methodology and data analysis

The data derived from these focus groups addresses real-world challenges and
opportunities, ultimately fostering a more skilled and adaptable workforce. A focus group is a
qualitative research method used to gather in-depth insights and opinions from a diverse group
of participants about a specific topic or issue. Typically consisting of 6 to 12 participants, focus
groups are moderated by a facilitator who guides the discussion according to a set of questions.
This research method was selected to stimulate creative thinking and brainstorming.
Participants often build on each other's ideas, which can lead to the generation of new concepts
or solutions that might not emerge from individual interviews or surveys. By bringing together
a group of participants with similar characteristics or experiences, focus groups can help
identify trends, patterns, and common themes that might be missed in more quantitative
research methods. As part of the research, we have selected employers across Ireland and
recruited 30 participants in total who are employers within administrative, educational, and
economic sectors. This allowed to create 3 focus groups containing 10 participants each with
each focus group lasting 4 hours in total. Each participant was given an invite and a set of

questions.
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Each focus group contained 10 following questions:

1. What technical skills do you believe are most sought after in these industries?

2. Inyour opinion, are there any specific soft skills that are key to the success of
employees in these sectors? If so, what are they?

3. What professional or educational experience is preferred when hiring for these
industries?

4. Are there any new trends or technologies that are influencing the required
competencies in these sectors? If so, what are they?

5. What interpersonal skills are particularly important in these industries?

6. Are there any specific certifications or courses that are highly regarded in these
sectors? If so, what are they?

7. What time management and organisational skills are important for employees in these
industries?

8. What analytical and problem-solving skills are important in these sectors?

9. Focus Group QuestionAre there any communication skills that are key for employees
in these industries? If so, what are they?

10. Are there any specific requirements regarding knowledge of computer programs or

technological tools in these industries? If so, what are they?

An experienced facilitator was appointed for each session who can effectively guided the
discussion, kept participants engaged, and managed group dynamics. Each 4-hour session
started with a brief introduction outlining the purpose, objectives, and format of the
discussion and the facilitator took notes from the focus groups which were in turn used to

produce the key findings in this report.
Data analysis

After conducting the focus groups with employers in the administrative, educational,
and economic sectors, we have identified 10 key findings which offer valuable insights
regarding the necessary skills and qualifications for effective work in these industries. The most
sought-after technical skills in these industries include proficiency in software applications,

data analysis, project management, digital marketing, and financial modelling. Employers
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emphasised the importance of specific soft skills such as communication, teamwork,
adaptability, problem-solving, critical thinking, and leadership abilities. These skills contribute
to the overall success of employees in these sectors. When hiring for these industries, employers
preferred candidates with relevant professional experience and educational qualifications, such
as degrees or certifications in business administration, education, economics, or related fields.
New trends and technologies that are influencing the required competencies in these sectors
include artificial intelligence, data analytics, cloud computing, virtual collaboration tools, and
online learning platforms. Employers highlighted the significance of strong interpersonal skills,
including effective communication, relationship-building, empathy, and conflict resolution
abilities. These skills are crucial for collaborating with colleagues, clients, and stakeholders.
Certain certifications and courses highly regarded in these sectors include project management
certifications (e.g., PMP), teaching certifications (e.g., TESOL), financial analysis courses (e.g.,
CFA), and digital marketing certifications (e.g., Google Ads). Employers emphasised the
importance of employees having good time management and organisational skills, including
prioritisation, multitasking, meeting deadlines, and maintaining attention to detail. Employers
value analytical and problem-solving skills in these sectors, including the ability to analyse
data, think critically, make informed decisions, and propose innovative solutions to challenges.
Effective communication skills, both written and verbal, were identified as essential for
employees in these industries. This includes active listening, clear and concise writing,
presentation skills, and the ability to convey complex information to different audiences.
Knowledge of computer programs and technological tools is necessary in these industries.
Proficiency in Microsoft Office Suite, project management software, data visualisation tools,
CRM systems, and industry- specific software was highlighted as important. These findings
will inform the development of a VET (Vocational Education and Training) program designed
to enhance the skills and competencies of employees in the administrative, educational, and
economic sectors. Thank you to all the employers who participated in the focus groups and
contributed to this valuable research.

The focus groups conducted with employers in the administrative, educational, and
economic sectors provided further insights into the necessary skills and qualifications for
effective work in these industries. Technical Skills: Employers identified a range of technical
skills that are highly sought after in these industries. Some specific examples include

proficiency in programming languages, database management, web development, digital

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|




marketing strategies, financial analysis tools, and data visualisation software. Employers
emphasised the importance of staying updated with the latest technological advancements to
remain competitive in the market.

In addition to technical skills, employers recognised the significance of specific soft
skills that contribute to the success of employees in these sectors. Effective communication
skills, verbal and written, were identified as essential for building relationships with clients,
colleagues, and stakeholders. Employers also stressed the importance of problem-solving,
critical thinking, adaptability, and creativity in navigating complex challenges and driving

innovation.

4.5.Desk Research employees

The Desk Research (DR) was designed with the goal of assessing the current professional
competencies and identifying the developmental needs of a diverse group of individuals. By
understanding the self-assessed skill levels across various domains such as technical abilities,
communication, and problem-solving, the study aims to inform the creation of a targeted
training program. This program will be tailored to address the specific gaps and enhance the
skills necessary for professional growth and adaptability in the evolving job market. The
ultimate objective is to empower participants with the tools and knowledge required to succeed

in their current roles and future career endeavors.

1.What is your geder?

@® Female
® Male
Other

Female - 62
Male - 38
Other - 0
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2. Where do you currently live?

City - 52
Village — 47
Another residential area - 1

@ City
@ Village
@ Another residential area

3. What is your highest completed education?

¢

Primary education - 3
Secondary education - 54

BA Degree or Equivalent - 39
MA Degree or Equivalent - 3
Doctorate degree - 1

@ Primary education

@ Secondary education

© BA Degree or Equivalent
@ MA Degree or Equivalent
@ Doctorate degree
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4. Professional experience in years

@0
o1
o2
@3

Y

0-7

1-39
2-35
3-19

"5. How would you rate your technical skills? Select only one answer.

@ Very weak
@ Weak

© Average
@® Good

@ Very good

Very weak - 47
Weak - 40
Average - 10
Good - 3

Very good - 0

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership| m



6. Are you able to manage tasks effectively and yourself within a time limit?

Please select only one answer.

@ Not at all
@ Not really
® Sometimes
@ Mostly

@ Very well

Not at all - 47
Not really - 48
Sometimes - 0
Mostly - 5
Very well — 0

7. How would you rate your communication skills? Please select only one answer.

@ Very poor
@ Poor

© Average
@® Good

@ Very good

Very poor - 46
Poor - 45
Average - 4
Good - 3

Very good - 2
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8. Are you able to work effectively in a team? Please select only one answer

@ Not at all

@ Not really

® Sometimes

@ Most of the time
@ Absolutely

Not at all - 35
Not really - 56
Sometimes - 3
Most of the time - 5
Absolutely - 1

9. How would you rate your technical skills in programming? Please select only
one answer.

@ Very weak
©® Weak

© Average
@® Good

@ Very good

Very weak - 58
Weak - 39
Average - 0
Good - 3

Very good - 0
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10. Are you able you effectively solve problems? Please select only one answer.

@ Not at all

@ Not really

® Sometimes

@ Most of the time
@ Absolutely

Not at all - 41
Not really - 48
Sometimes - 8
Most of the time - 3
Absolutely - 0

11. How would you rate your interpersonal skills? Please select only one answer.

@ Very weak
46% @ Weak
@ Average
» @ Good
,—‘__. @ Very good

Very weak - 44
Weak - 46
Average - 6
Good - 3

Very good - 1

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|



12. Are you able to delegate tasks effectively? Please select only one answer.

@ Not at all

@ Not really

® Sometimes

@ Most of the time
@ Absolutely

Not at all - 43
Not really - 54
Sometimes - 1
Most of the time - 2
Absolutely - 0

13. How would you rate your analytical skills? Please select only one answer.

@ Very weak
@ Weak

@ Average
@ Good

@ Very good

Very weak - 56
Weak - 31
Average - 8
Good - 3

Very good - 0
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14. Are you able to resolve conflicts effectively? Please select only one answer.

@ Not at all

@ Not really

@ Sometimes

@ Most of the time
@ Absolutely

Not at all - 40
Not really - 52
Sometimes - 4
Most of the time - 2
Absolutely - 2

15. How would you rate your presentation skills? Please select only one answer.

@ Very weak
@ Weak

© Average
@® Good

@ Very good

Very weak - 49
Weak - 44
Average - 3
Good - 2

Very good - 2
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16. Are you able to motivate others effectively? Please select only one answer.’

@ Not at all

@ Not really

® Sometimes

@ Most of the time
A @ Absolutely

Not at all - 42
Not really - 53
Sometimes - 3
Most of the time - 0
Absolutely - 2

17. How would you rate your planning and organizational skills? Please select
only one answer.

@ Very weak
@ Weak

@ Average
@® Good
s | @ Very good

-l

Very weak - 42
Weak - 46
Average - 8
Good - 4

Very good - 0
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18. Are you able to perform effectively under pressure? Please select only oné
answer.

@ Not at all
@ Not really
© Sometimes
@ Most of the time
‘ ,__,._“_‘—-—" @ Absolutely
Not at all - 55
Not really - 41
Sometimes - 2

Most of the time - 1
Absolutely - 1

19. How would you rate your project management skills? Please select only
one answer.

@ Very weak
40% @ Weak

© Average

@® Good
‘ ‘A @ Very good

Very weak - 55
Weak - 40
Average - 4
Good - 1

Very good - 0
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'20. Are you able to work effectively under time pressure? Please select
only one answer.

@ Not at all

@ Not really

® Sometimes

@ Most of the time
@ Absolutely

Not at all - 59
Not really - 37
Sometimes - 2
Most of the time - 2
Absolutely = 0

21. How would you rate your negotiation skills? Please select only one
answer.

@ Very weak
©® Weak
® Good
@ Very good

Very weak - 53
Weak - 42
Good - 4

Very good - 1
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22. Are you able to solve team problems effectively? Please select only one
answer.

Not at all - 47
Not really - 48
Sometimes - 2
Most of the time - 2
Absolutely - 1

@ Not at all

@ Not really

® Sometimes

@ Most of the time
@ Absolutely

23. How would you rate your creative thinking skills? Please select only
one answer.

@ Very weak
@ Weak

@ Average
@® Good

@ Very good

Very weak - 53
Weak - 39
Average - 5
Good - 2

Very good - 1
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24. Are you able to collaborate effectively with different people? Please
select only one answer.

@ Not at all

@ Not really

@ Sometimes

@ Most of the time
@ Absolutely

Not at all - 40
Not really - 50
Sometimes - 4
Most of the time - 5
Absolutely — 1

25. How would you rate your technical problem-solving skills? Please select
only one answer.

@ Very weak
©® Weak

® Average
@ Good

@ Very good

58%

Very weak - 58
Weak - 34
Average - 5
Good - 3

Very good - 0
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26. Are you able to work effectively in a virtual team? Please select only
one answer.

@ Not at all

@ Not really

® Sometimes

@ Most of the time
@ Absolutely

Not at all - 47

Not really - 45
Sometimes - 5
Most of the time - 3
Absolutely — 0

27. How would you rate your stress management skills? Please select only
one answer.

@ Very weak
® Weak

© Average
@® Good

@ Very good

64%

Very weak - 64
Weak - 34
Average - 0
Good - 2

Very good - 0
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28. Are you able to handle difficult clients effectively? Please select only
one answer.

@ Not at all

@ Not really

® Sometimes

@ Most of the time
@ Absolutely

Not at all - 44
Not really - 52
Sometimes - 2
Most of the time - 2
Absolutely - 0

29. How would you rate your ability to adapt to changes? Please select only
one answer.

@ Very weak
® Weak

@ Average
@® Good

@ Very good

Very weak - 61
Weak - 35
Average - 2
Good - 1

Very good - 1
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30. Watch each of videos and choose your preferable style:

@ D style https://youtu.be/5J1AVh47c4c?
38% si=qSiKekXMgCTQ9jQB

@ | style https://youtu.be/j_S5zpwBylbY?
SI=TEWXTZ2MLSx4uW-
© S style https://youtu.be/Qg17KT2gtql?
si=7p1a4tWNLeZNOyqT
. @ C style https://youtu.be/ccBw74BP4oc?
si=-BdSAveZgDPu_PKs

D style https://youtu.be/5]J1AVh47c4c?si=qSiKekXMgCTQ9jQB - 5

I style https://youtu.be/j_5zpwByIbY?si=7EWxjTZ2MLSx4uW- - 10
S STYLE HTTPS://YOUTU.BE/QG17KT2GTQI?SI=7P1A4TWNLEZNOYQT - 47
C STYLE HTTPS://YOUTU.BE/CCBW74BP40C?S1=-BDSAVEZGDPU PKS - 38

31. Choose one set of characteristics that describes you the most:

2]
Y

®s
ecC

@ O - | am able to make use of my
potential equally within any description
| am flexible.

D-3
I-10
S-46
C-40

O - I am able to make use of my potential equally within any description -I am flexible — 1
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32. How would you rate your professionals skills in writing your resume?

@ Very weak
® Weak
Average
8% ® Averag
@® Good
‘ @ Very good

Very weak - 37
Weak - 50
Average - 8
Good - 5

Very good - 0

33. How would you rate your competence in terms of job interview?

@ Very weak
@ Weak
© Average

.Q

Very weak - 57
Weak - 35
Average - 4
Good - 4

Very good - 0
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34. How would you rate your professionals skills in operating with Microsoft
Office?

@ Very weak
@ Weak
© Average

A @ Good
 — @ Very good

Very weak - 43
Weak - 40
Average -9
Good - 6

Very good — 2

35. How would you rate your practical skills in operating with Canva?

@ Very weak
® Weak
@ Average

@® Good
‘ @ Very good

Very weak - 68
Weak - 27
Average - 5
Good - 0

Very good - 0

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|



36. How would you rate your professionals skills in self-presentation and
conducting and hosting meeting?

@ Very weak

® Weak

© Average
/ @ Good
Qe @ Very good

Very weak - 63
Weak - 31
Average - 2
Good - 2

Very good - 2

37. How would you rate your professionals skills in stakeholders management and
service?

@ Very weak
@ Weak

© Average
@ Good

@ Very good

very weak - /3
Weak - 22
Average - 3
Good - 1

Very good -1
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38. How would you rate your professionals skills in professional social media
management?

@ Very weak
® Weak

® Average
A . Good
g @ Very good

Very weak - 63
Weak - 28
Average - 7
Good - 2

Very good — 0

39. Which advert is the most attractive for you? Choose one.

@ 1. D Advertisement of a sports car with
an installment system

@ 2. | Advertisement of limousine rental for
various occasions/celebrations

® 3. S Advertisement of a family car
instalment system

@ 4. C Advertisement of a city car with a
low installment, which you can park in...

@ 5. O - | would love to watch any of these
commercials

1. D Advertisement of a sports car with an installment system - 24

2. I Advertisement of limousine rental for various occasions/celebrations - 21

3. S Advertisement of a family car instalment system - 21

4. C Advertisement of a city car with allow installment, which you can park in... - 20
5. O - I would love to watch any of these commercials — 14
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40.Which advert is the most attractive for you? Choose one.

@ 1 D - Advertisement of a boxing centre
offer

® 2| - Advertisement of Gala (Ball and
networking)
3 S - Advertisement of Children's Day

@ 4 C - Advertisement of Online Video
Game Tournament

@ 5. O - | would love to watch any of these
commercials

. D - Advertisement of a boxing centre offer - 17

. I - Advertisement of Gala (Ball and networking) - 21

. S - Advertisement of Children's Day - 19

. C - Advertisement of Online Video Game Tournament - 19
. O - I would love to watch any of these commercials - 24

D WN =

The administrative, educational, and commercial sectors in Ireland are at the forefront
of the country’s workforce development strategy. The competencies required within these
sectors—ranging from digital literacy and innovation to entrepreneurial skills and sustainability
knowledge — reflect broader global trends and local challenges. As Ireland continues to
navigate the complexities of EU integration, digital transformation, and economic uncertainties,
these sectors must develop and cultivate future competencies that enable adaptability,
resilience, and competitiveness. Understanding these competencies and how they are integrated
into sectoral policies and practices will be essential in ensuring that Ireland’s workforce remains
prepared for the evolving demands of the future.

While advancements in corporate governance and port administration played a role in
Ireland’s economic development, challenges in educational equity and diminishing returns to
higher education have highlighted the complexity of achieving sustainable progress. Ireland’s
continued focus on improving educational standards, as reflected in initiatives like PISA,
demonstrates the ongoing importance of education as a critical factor in the country’s social and
economic development. However, the need to address broader structural issues in education,

such as access and quality, remains paramount.
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CHAPTER 5: CONTENTS AND RESULTS OF THE RESEARCH
5.1. Results of the research

This chapter examines the current state of VET in Ireland and summarize the results of
the research. It answers the research questions and identifies key challenges, and proposes
strategies to enhance its effectiveness.

The alignment between employers' needs and employees' competencies remains
a critical challenge in Ireland’s labor market, particularly within the administrative, educational,
and commercial sectors. Rapid technological advancements, evolving industry requirements,
and changes in global work dynamics have significantly widened the skills gap, leaving
employers struggling to find suitably skilled candidates. Simultaneously, employees and job
seekers often face barriers to upskilling or reskilling, resulting in underutilized talent and lost
productivity opportunities.

Research indicates that several factors contribute to this misalignment, including
mismatched educational outcomes, limited access to continuous professional development, and
insufficient collaboration between industry and academic institutions. In Ireland, while strides
have been made to address these challenges—such as through initiatives like the National Skills
Strategy 2025 and Skillnet Ireland—there remains a pressing need for a more cohesive and
dynamic framework that bridges the divide.

This research explores strategies to improve workforce readiness and reduce the skills
gap by examining best practices, innovative training models, and collaborative solutions.
In doing so, it emphasizes the importance of aligning educational curricula with industry
demands, fostering partnerships between employers and training institutions, and promoting
lifelong learning opportunities. The ultimate goal is to equip Ireland’s workforce with the skills
necessary to meet present and future demands, thereby enhancing productivity, economic
growth, and job satisfaction across sectors.

Vocational Education and Training (VET) has become a critical component of its
education and workforce development strategy. VET serves as a bridge between education and
the labor market, addressing skills shortages and fostering economic growth. However, the
rapid pace of technological advancements, globalization, and sustainability challenges

necessitates a reimagining of VET to ensure its relevance and effectiveness.

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership| m




The strategies are grounded in the Competencies 4.0 framework, emphasizing
adaptability, digital literacy, green skills, and lifelong learning. The core of the chapter focuses
on the presentation of reserch results, which are organized in alignment with the research
questions. Key themes, trends, and patterns that emerged from the data are detailed, supported
by appropriate evidence such as quotes, tables, graphs, or charts.

The findings are carefully connected to the research objectives, with attention given to
any unexpected results that emerged during the analysis. Following the presentation of findings,
the chapter offers a thorough analysis and interpretation. This includes a thematic analysis of
the results, highlighting significant insights and drawing connections between the findings and
existing literature. The analysis also discusses how the results contribute to addressing the
research questions, while considering their implications within the theoretical framework.
Additionally, the chapter reflects on unexpected outcomes, examining their relevance and
potential impact on the overall research conclusions. The chapter concludes with a reflection
on the research process, offering insights into how methodological choices and potential biases
may have influenced the findings. A summary of the key results and their significance
is provided, along with a transition to the subsequent chapter, which will explore the broader
implications and contributions of the research. Through this structured approach, chapter 4
ensures a comprehensive and critical presentation of the research findings, laying the
foundation for the discussion and conclusions to follow.

A mixed-method approach is essential for addressing the multifaceted and dynamic
nature of the workforce challenges faced by these sectors in the context of the evolving global
economy. The decision to use CAWI, focus groups, and desk research is informed by the unique
advantages these methods offer in capturing both qualitative and quantitative data, ensuring the
research findings are robust, reliable, and grounded in the specific contexts of Ireland's key
sectors. CAWI allows for the rapid distribution and collection of surveys across a diverse
geographic region. Given the broad scope of the study, CAWI enables the researcher to reach
a wide range of participants, including administrators, educators, business leaders, and
employees across Ireland. This is especially important in the context of Ireland's dispersed
population and its diverse regional economic landscape. CAWI also offers a high level of
anonymity to participants, which can increase the likelihood of receiving honest and unbiased
responses. Given the sensitive nature of certain topics, such as workforce competencies,

technological adaptation, and strategic decision-making, CAWI ensures that individuals feel
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comfortable sharing their perspectives without concerns over privacy. The structured nature of
CAWTI allows for the collection of quantitative data, which can be easily analyzed and compared
across different sectors. This is particularly useful for generating statistical insights on
competencies in the administrative, educational, and commercial sectors, and for identifying
common trends and challenges that may exist. In the context of this research, CAWI is used to
gather data on the current and future skills and competencies in the three sectors, as perceived
by key stakeholders. These stakeholders include government officials, business leaders,
educators, and employees who are directly involved in shaping and responding to the evolving
workforce demands in Ireland.

While CAWI offers a broad and quantitative perspective, focus groups provide in-depth
qualitative insights that are crucial for understanding the complex nuances and underlying
reasons behind the views, perceptions, and experiences of participants. Focus groups involve
guided discussions among small groups of individuals from a targeted demographic. In this
study, focus groups are conducted within each of the three sectors: administrative, educational,
and commercial. Focus groups allow for detailed conversations on topics related to the future
competencies of the workforce. Through open-ended questions and group dynamics,
participants can express their opinions, share personal experiences, and discuss challenges and
opportunities they face in adapting to future skills demands. This qualitative data complements
the quantitative findings from CAWI, providing a deeper understanding of sector-specific
issues. Competencies of the future, such as adaptability, digital literacy, and emotional
intelligence, are multifaceted and often difficult to capture through structured surveys alone.
Focus groups allow participants to elaborate on their experiences and challenges in these areas,
offering insights into how they view the competencies required for the future workforce.

The interactive nature of focus groups fosters a collaborative environment where
participants can build on each other’s ideas, leading to richer discussions and a broader range
of insights. This is particularly useful for understanding the shared experiences of participants
from similar professional backgrounds, and for uncovering common themes that may be critical
in shaping policy recommendations. By conducting separate focus groups within the
administrative, educational, and commercial sectors, the research can delve into the unique
challenges and opportunities faced by each sector. For instance, the administrative sector may
focus on leadership competencies, while the educational sector may discuss the integration of

digital tools and curricula. Focus groups provide the opportunity to explore these sector-specific
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needs in more depth. In this research, focus groups will be used to explore the perception of
future competencies by industry experts, practitioners, and stakeholders within each sector.
Discussions will center around how these competencies are being integrated into current
training programs, organizational practices, and government policies.

Desk research refers to the process of gathering and analyzing secondary data from
existing sources such as reports, academic studies, government publications, and sector-specific
documents. Desk research serves as a foundational component of the methodology, providing
a contextual framework for understanding the current state of competencies within the
administrative, educational, and commercial sectors in Ireland. It provides background
information on the national and sectoral policies, strategies, and frameworks that are guiding
workforce development in Ireland. Desk research enables the researcher to identify existing
competency frameworks and their application within Ireland's administrative, educational, and
commercial sectors. Desk research allowed to compare Irish employers needs and approaches
to workforce competency of employees and their needs. By reviewing comparative results bot
of the gropus this summary will evaluate gaps, strengths and weaknesses in preparing its

workforce of employees for future demands of employers and a labour market in Ireland.

Main Research Question

How can the alignment between employers’ needs and employees’ competencies in Ireland be
improved to bridge the skills gap and enhance workforce readiness, particularly in the

administrative, educational, and commercial sectors?
Sub-Research Questions

6. What are the key competencies and skills that are currently in demand by

employers in Ireland’s administrative, educational, and commercial sectors?

5.2. CAWI research results employers

The research analysis aims to explore the competencies necessary for individuals,
particularly those with limited professional experience, to adapt and thrive in the economic
landscape. The demographic data of the participants provides a backdrop for the study,

revealing a diverse group with varied educational and professional backgrounds.
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Participant Demographics:

Gender Distribution: The study included a nearly balanced gender representation, with
females constituting 54% and males 46%.

Residential Distribution: A significant majority of the participants reside in rural areas
(62%), with the rest living in urban settings (38%).

Educational Attainment: The respondents are highly educated, with the bulk holding
Master’s degrees or equivalent (71%). Bachelor’s degree holders account for 23%, while
a small fraction has completed secondary education (4%) or holds Doctorate degrees
(2%).

Professional Experience: The experience levels of participants are skewed towards the
higher end, with 43% having 11-15 years of experience and 42% having over 15 years. A
smaller segment has 5-10 years (14%), and a minimal number have 0-5 years (1%) of
experience.

This demographic information is crucial as it influences the design and implementation
of the educational program. The high level of education among participants suggests that the
program can incorporate advanced concepts and methodologies. The significant professional
experience of many participants indicates that the program should not only introduce basic
skills but also focus on enhancing existing competencies and introducing new, relevant skills
that align with current market demands.

Research objectives: the primary objective of the research was to identify the key
competencies and skills that are currently in demand by employers, as well as those that will be
important in the future. This involved analyzing the expectations of employers and managers
regarding the skill sets of employees, especially those with less professional experience.
The research sought to bridge the gap between the existing skills of the workforce and the
competencies required for economic adaptation and success.

Research methodology: the study utilized a comprehensive survey approach, engaging
employers and managers to gather detailed insights into the competencies they value.

The survey covered a wide range of skills, from technical abilities to soft skills like
communication and teamwork.The methodology ensured a thorough understanding of the
current labor market needs and future trends.

Implications for educational program development: the findings from this research are

instrumental in shaping an educational program that is responsive to the needs of the labor
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market. The program developers can leverage this data to create a curriculum that is both
relevant and forward-looking, equipping participants with the skills necessary to succeed in
a dynamic economic environment. The program should be flexible, allowing for customization
based on individual needs and backgrounds, and should include continuous learning
opportunities to keep pace with the evolving demands of employers.

The research provides a comprehensive analysis of the competencies required for
economic adaptation. It offers a clear direction for the development of an educational program
that addresses the skill gaps identified, ensuring that participants are well-prepared to meet the
challenges of the modern workplace.

The research results states as follow: QS5: technical skills are highly valued, with a
majority considering them either necessary (46) or crucial (35) for workplace performance. 1%
sees them as somewhat necessary, 18% as moderately necessary. The strong emphasis on
technical skills underscores their importance in today’s work environment, reflecting the need

for a technically proficient workforce.

7.  What competencies are expected to be crucial for future workforce readiness in these
sectors?

Q6: Time and task management skills are overwhelmingly seen as crucial (62) or necessary

(31) for employee competence, with few considering them moderately necessary (7).

Conclusion: the strong consensus on the importance of time and task management skills

highlights their critical role in workplace efficiency and productivity.

Q7: Communication skills are highly prioritized, with a strong majority considering them
necessary (53) or crucial (44) for employee competencies. Conclusions: the data underscores
the critical importance of communication skills, including non-violent and transformative

communication, in the workplace.

Q8: Teamwork skills are overwhelmingly seen as crucial (49) or necessary (43) for employee
competencies, with few considering them moderately necessary (8). Conclusion: the strong
emphasis on teamwork skills reflects their perceived importance in collaborative work

environments and successful project execution.
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Q9: Programming skills are recognized as moderately necessary by a majority (54), with
a significant number considering them crucial (34) or necessary (11) for their company.
Conclusion: programming skills are considered important, with a strong inclination towards
them being more than just moderately necessary, indicating their relevance in today’s

workplace.

Q10: Conflict resolution skills are highly valued, with most employers considering them
necessary (56) or crucial (39) for their company. Conclusion: the data underscores the
importance of conflict resolution skills in the workplace, highlighting them as essential for

maintaining a cohesive work environment.

QI11: Self-presentation skills are deemed highly important, with the majority of employers
finding them necessary (54) or crucial (45) in their company. Conclusion: the strong emphasis
on self-presentation skills indicates their perceived value in professional settings, particularly

for creating positive impressions and effective communication.

Q12: The ability to work under pressure is highly prioritized, with a significant majority
considering it crucial (58) or necessary (38) in the workplace. Conclusion: the consensus
indicates that handling pressure is a key skill, essential for maintaining performance and

meeting deadlines in high-stress situations.

Q13: MS Office proficiency is unanimously considered a significant skill, with all respondents
finding it either necessary (47) or crucial (53) for employees. Conclusion: the unanimous
response highlights the universal importance of MS Office skills in the workplace, reflecting

their role in daily business operations.

Q14: The ability to use online meeting tools is widely recognized as important, with most
respondents considering it necessary (50) or crucial (47) for potential hires. Conclusion: the
strong consensus on the importance of online meeting skills reflects the modern workplace’s

reliance on digital communication platforms.

Q15: Delegating tasks is considered a significant skill, with a large number of employers
finding it crucial (49) or necessary (31) for employees they wish to hire. Conclusion: the data
indicates that the ability to delegate effectively is highly valued in the workplace, reflecting its

importance in efficient task management and leadership.
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Q16: Analytical skills are highly regarded, with employers considering them necessary (41) or
crucial (36), and a notable number seeing them as moderately necessary (23). Conclusion: the
data reflects a strong demand for analytical skills in the workplace, emphasizing their

importance in problem-solving and decision-making processes.

Q17: The ability to motivate others is seen as a significant skill, with most employers
considering it necessary (57) or crucial (31), and some viewing it as moderately necessary (12).
Conclusion: the responses indicate that motivational skills are highly valued in the workplace,

essential for leadership roles and team dynamics.

Q18: Organizing and motivating others are predominantly viewed as necessary (52) or crucial
(43), with a small number considering them moderately necessary (5). Conclusion: the strong
emphasis on these skills indicates their importance for leadership and team cohesion within

companies.

Q19: The ability to work under pressure is overwhelmingly considered crucial (59) or necessary
(39) by employers, with very few viewing it as moderately necessary (2). Conclusion: the strong
emphasis on this skill highlights its critical importance in the workplace, especially for roles

that involve tight deadlines and high-stakes decisions.

Q20: Negotiation skills are highly valued, with the majority of employers considering them
crucial (59) or necessary (35), and a few viewings as moderately necessary (6). Conclusion:
the strong emphasis on negotiation skills indicates their importance in the workplace,

particularly for roles that involve decision-making and conflict resolution.

Q21: Creative thinking skills are widely recognized as important, with most employers
considering them necessary (53) or crucial (32), and some as moderately necessary (15).
Conclusion: the emphasis on creative thinking skills reflects their value in innovation and

problem-solving within the workplace.

Q22: Skills for working in virtual teams are widely acknowledged as important, with most
employers rating them as necessary (56) or crucial (34), and a smaller group as moderately
necessary (10). Conclusion: the data indicates a strong demand for virtual teamwork skills,

reflecting the increasing trend of remote work and global collaboration.

Q23: Stress coping skills are unanimously considered important, with all employers finding

them either necessary (53) or crucial (47). Conclusion: the unanimous importance placed on
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stress coping skills highlights their critical role in maintaining employee well-being and

productivity.

Q24: Skills in handling difficult customers are overwhelmingly seen as crucial (60) or necessary
(38), with very few considering them moderately necessary (2). Conclusion: the strong
emphasis on these skills indicates their critical importance in customer-facing roles and

maintaining high-quality service standards.

Q25: The D style is the most preferred employee style, chosen by a majority (51), while the I,
S, and C styles are equally preferred by fewer respondents (15, 17, 17 respectively). Conclusion:
the preference for the D style suggests that employers value decisiveness, assertiveness, and

results-oriented characteristics in employees.

Q26: The D Red style is the most preferred, with a clear majority (51) selecting it, while the I
Yellow, S Green, and C Blue styles are less favoured (15, 17, 17 respectively). Conclusion: the
strong preference for the D Red style suggests employers’ value assertive, result-oriented, and

risk-taking characteristics in employees.

Q27: Multitasking is unanimously seen as an important skill, with all employers considering it
either necessary (38) or crucial (62) for their employees. Conclusion: the unanimous importance
placed on multitasking skills underscores their perceived value in managing multiple tasks

efficiently in today’s fast-paced work environment.

Q28: The ability to work in a global multicultural environment is unanimously seen as
important, with all employers considering it either necessary (48) or crucial (52). Conclusion:
the unanimous importance placed on this ability highlights its critical role in today’s

interconnected and diverse work settings.

Q29: Writing skills, including e-mails, memos, and projects, are unanimously considered
important, with all employers finding them either necessary (39) or crucial (61). Conclusion:
the unanimous importance placed on writing skills underscores their critical role in professional
communication and documentation.

Q30: The survey shows a balanced view on the importance of hard and soft skills, with a slight
majority favouring an equal emphasis on both (50/50). Conclusion: The close split suggests that
employers recognize the value of both technical expertise and interpersonal abilities in their

employees.
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The research aimed to identify and develop a non-school educational program to enhance
adaptation in the economic life of individuals with little to no professional experience. The goal
was to make them more attractive to the labour market as employees or micro-entrepreneurs.
The research unfolded in phases, starting with identifying current and future competencies
expected by employers, followed by creating an educational program based on these findings,
and culminating in pilot training sessions. The research involved a detailed survey targeting
employers and managers to understand the desired competencies and skills in the workforce.
The survey covered various aspects, including technical skills, time and task management,
communication, teamwork, programming, conflict resolution, self-presentation, working under
pressure, MS Office proficiency, online meeting tools, delegation, analytical skills, motivation,
organizing, negotiation, creative thinking, virtual teamwork, stress coping, customer handling,

and the balance between hard and soft skills.

What are the expectations of employers regarding the skill sets and competencies of employees

in the administrative, educational, and commercial sectors in Ireland?

Key findings:

1.technical skills considered necessary or crucial by most employers, indicating the need
for a technically proficient workforce.

2.time and task management overwhelmingly valued, highlighting their role in workplace
efficiency.

3.communication skills seen as essential, including non-violent and transformative
communication.

4.teamwork critical for collaborative work environments.

5.programming skills important, especially as technology becomes more integral to
business operations.

6.conflict resolution is also essential for maintaining a cohesive work environment.

7.self-presentation: highly valued for creating positive impressions.

8.working under pressure: a key skill for performance in high-stress situations.

9. MS Office proficiency: universally important for daily operations.

10. online meeting tools: reflecting the reliance on digital communication platforms.

11. delegation: important for leadership and efficient task management.

12. analytical skills: in demand for problem-solving and decision-making.
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13. motivation: essential for leadership roles and team dynamics.

14. organizing: important for leadership and team cohesion.

15. negotiation: critical for decision-making and conflict resolution.
16. creative thinking: valued for innovation and problem-solving.

17. virtual teamwork: important due to the trend of remote work.

18. stress coping: critical for maintaining well-being and productivity.
19. customer handling: crucial for customer-facing roles.

20. hard vs. soft skills: a balanced view, with a slight preference for an equal emphasis on
both.

Conclusions:

The research highlighted the importance of both hard and soft skills, with a slight
preference for a balanced approach. Employers value a range of competencies, from technical
skills to interpersonal abilities, reflecting the diverse demands of the modern workplace.
Recommendations:

The educational VET programs should be comprehensive, addressing the identified skills
gaps and focusing on practical application. It should cater to individuals with varying levels of
experience and provide continuous learning opportunities. The program should also be
adaptable, reflecting the dynamic nature of the labour market and the evolving needs of
employers. The research provides valuable insights into the competencies valued by employers,
which can inform the development of effective educational programs aimed at enhancing

employability and economic adaptation.

What are the strengths and limitations of existing initiatives and policies aimed at addressing
the skills gap in Ireland?

Vocational Education and Training (VET) plays a pivotal role in equipping Ireland’s
workforce with the skills required to meet evolving economic and technological demands.
Despite significant progress in recent years, challenges such as skills mismatches, regional
disparities, and limited collaboration between stakeholders persist. This article explores
strategies to enhance VET in Ireland by aligning it with industry needs, integrating digital and
green competencies, fostering inclusivity, and strengthening partnerships among educational
institutions, government agencies, and employers. Recommendations are based on empirical

evidence, policy analysis, and best practices from international contexts.
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Enhancing VET in Ireland requires a multifaceted approach that addresses both
systemic and sector-specific challenges. By aligning VET programs with industry needs,
integrating digital and green competencies, fostering inclusivity, and promoting lifelong
learning, Ireland can create a robust and future-ready workforce. Stakeholder collaboration and
leveraging international best practices will be pivotal in achieving these goals. As the global
economy continues to evolve, a dynamic and responsive VET system will be instrumental in

ensuring Ireland’s economic competitiveness and social cohesion.

5.3. Focus group research results employers
Sub-Research Questions

1. What are the key competencies and skills that are currently in demand by employers in

Ireland’s administrative, educational, and commercial sectors?
M

12 Expanded Discussion and Focus Group Results

Professional/Educational Experience: When it comes to hiring for these industries,
employers expressed a preference for candidates with a combination of relevant professional
experience and educational qualifications. For administrative roles, experience in office
management, project coordination, and customer service was valued. In the educational sector,
teaching experience, curriculum development expertise, and knowledge of educational policies
and systems were emphasised. In the economic sector, experience in financial analysis, market
research, and business development played a crucial role. Trends and Technologies: Employers
highlighted various trends and technologies that are currently influencing the required
competencies in these sectors. Automation and artificial intelligence are transforming
administrative tasks, while e-learning platforms and virtual collaboration tools are reshaping
the educational landscape. In the economic sector, big data analytics, blockchain technology,
and sustainable business practices are gaining prominence. Employers stressed the importance
of being adaptable and continuously updating skills to stay abreast of these trends. Interpersonal
Skills: Employers emphasised the significance of strong interpersonal skills for employees in
these industries. Building and maintaining relationships with clients, colleagues, and

stakeholders is crucial. Employers highlighted the need for empathy, cultural sensitivity,
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negotiation skills, and conflict resolution abilities. Effective teamwork and collaboration were
also identified as key for achieving organisational goals. Certifications and courses: certain
certifications and courses were highly regarded by employers in these sectors. For
administrative roles, certifications in project management, office administration, and customer
service were valued. In the educational sector, teaching certifications such as TESOL and
subject-specific certifications were considered important. In the economic sector, certifications
such as CFA (Chartered Financial Analyst) and industry specific courses in finance, marketing,
or business management were well-regarded. Time management and organisational skills:
employers emphasised the importance of employees having strong time management and
organisational skills. Being able to prioritise tasks, meet deadlines, and manage multiple
projects simultaneously were identified as crucial competencies.

Attention to detail, accuracy, and the ability to work efficiently under pressure were also
highlighted. Analytical and problem-solving skills: analytical and problem-solving skills were
identified as important attributes for employees in these sectors. The ability to collect and
analyse data, identify patterns, make informed decisions, and propose effective solutions to
challenges were valued by employers. Critical thinking, creativity, and a proactive approach to
problem solving were also highlighted. Communication skills: effective communication skills
were considered essential for employees in these industries.

Employers emphasised the need for clear and concise written and verbal
communication. Active listening, the ability to convey complex information in a simplified
manner, and presentation skills were identified as important for effective communication with
clients, colleagues, and stakeholders. Computer programs and technological tools: knowledge
of computer programs and technological tools was deemed necessary for employees in these
industries. Proficiency in Microsoft Office Suite (Word, Excel, PowerPoint), project
management software (e.g., Trello, Asana), data visualisation tools (e.g., Tableau), customer
relationship management (CRM) systems, and industry - specific software or tools were
highlighted as important for efficient workflow and productivity. As a result of the focus group
the employers from each sector; administrative, educational and economic have identified

specific sought after technical skills by employers.

2. What competencies are expected to be crucial for future workforce readiness in these

sectors?
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The results have been broken down into each sector:

Administrative Sector:;

Proficiency in office productivity software such as Microsoft Office Suite (Word, Excel,
PowerPoint), Google Suite, and document management systems.

Knowledge of project management tools like Trello, Asana, or Jira.

Experience with customer relationship management (CRM) systems to manage client
interactions and sales processes.

Familiarity with accounting software for financial management and bookkeeping tasks.
Competence in data entry and database management.

Understanding of cybersecurity practices to protect sensitive information.

Educational Sector:

Expertise in learning management systems (LMS) for online course delivery and
content management.

Knowledge of educational technology tools such as interactive whiteboards, video
conferencing software, and online collaboration platforms.

Proficiency in content creation software for designing engaging learning materials, such
as Adobe Creative Suite or Canva.

Familiarity with student information systems (SIS) for managing student data and
tracking academic progress.

Understanding of educational data analytics tools for assessing student performance and
identifying areas for improvement.

Experience with instructional design software for creating effective lesson plans and

curriculum development.

Economic Sector:

Proficiency in data analysis and statistical software like Excel, SPSS, or R for
conducting financial analysis and market research.
Knowledge of financial modeling tools for forecasting and evaluating investment

opportunities.
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e Experience with economic forecasting software to analyze market trends and make
informed business decisions.

e Familiarity with industry-specific software such as trading platforms or ris management
systems.

e Understanding of data visualization tools like Tableau or Power BI to present comple
financial data in a visually appealing manner.

e Competence in using econometric software for economic modeling and simulations.

3. What are the expectations of employers regarding the skill sets and competencies of
employees in the administrative, educational, and commercial sectors in Ireland?
These specific technical skills are highly valued by employers in their respective sectors.
However, it's important to note that the specific skills required may vary depending on the
organization, industry, and job role within these sectors. It is recommended for individuals to
conduct further research and keep themselves updated with the latest technological
advancements in their field to stay competitive in the job market. The employers further
identified specific sought after soft skills by employers with administrative, educational and

economic sectors.

The results identified 10 key soft skills:

1. effective communication: the ability to clearly convey ideas, listen actively, and
collaborate with team members is crucial in all sectors. Good communication skills help
employees build strong relationships with clients, colleagues, and stakeholders

2. adaptability: the marketing, healthcare, and technology sectors are constantly evolving,
and employees need to be adaptable to changing technologies, trends, and market
conditions. Being open to learning new skills and embracing change is highly valued.

3. problem-solving: employers look for employees who can identify and solve problems
efficiently. Being able to think critically, analyze situations, and propose innovative
solutions is a valuable skill in all sectors.

4. creativity: in marketing and technology, creativity plays a significant role in developing
unique campaigns, designing engaging user experiences, and finding innovative
solutions. Creative thinking helps employees stand out and bring fresh perspectives to

their work.
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5. time management: the ability to prioritize tasks, meet deadlines, and manage time
effectively is essential in fast-paced industries. Employers value employees who can
handle multiple projects and deliver high-quality work on time.

6. collaboration: working in teams is common in all sectors, and employers emphasize the
importance of collaboration. Employees who can work well with others, contribute
ideas, and support team goals are highly valued.

7. leadership: while leadership roles may not be the immediate goal for all employees,
employers appreciate individuals who show leadership qualities. Taking initiative,
motivating others, and demonstrating a strong work ethic are key attributes.

8. emotional intelligence: having empathy, self- awareness, and the ability to manage
emotions is crucial in sectors like healthcare and marketing, where interactions with
clients and patients require sensitivity and understanding.

9. resilience: the ability to bounce back from setbacks, handle stress, and maintain a
positive attitude in challenging situations is highly regarded. Resilient employees can
adapt to adversity and continue performing at a high level

10. customer focus: in marketing and healthcare, understanding and meeting the needs of
customers or patients is vital. Employers value employees who prioritize customer

satisfaction and strive to deliver exceptional service.

4. What are the strengths and limitations of existing initiatives and policies aimed at

addressing the skills gap in Ireland?

Based on the comprehensive findings from the focus groups conducted with employers in
the administrative, educational, and economic sectors, here are ten recommendations to guide
the development of a Vocational Education and Training (VET) program: incorporate key
technical skills: develop training modules that focus on essential technical skills identified
across the sectors, including proficiency in software applications (e.g., Microsoft Office Suite,
Google Suite), project management tools (e.g., Trello, Asana), and industry-specific software
(e.g., CRM systems, financial modeling tools). Ensure that these modules are up-to- date with
current industry standards and technologies. Emphasize soft skills development: design

components of the VET program to enhance critical soft skills such as effective communication,
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adaptability, problem-solving, creativity, and time management. Include interactive workshops,

role-playing exercises, and teamwork projects to cultivate these skills.

5.4. Desk research results employees

The subjects of the study comprised 100 participants, with a gender distribution of 62%
female and 38% male. The majority of participants reside in urban (52%) and rural (47%) areas,
with single respondent from another nresidential area. In terms of educational attainment, the
group presents a varied picture: the majority have completed secondary education (54%),
followed by those holding a Bachelor’s degree or equivalent (39%). A smaller segment has
completed primary education (3%) or a Master’s degree (3%), and one individual holds a
Doctorate degree. Professional experience among the subjects ranges from none to three years,
with 7% having no professional experience, 39% with one year, 35% with two years, and 19%
with three years of experience. This demographic data provides a foundation for understanding
the current skill levels and potential training needs of the participants, which will be addressed
through the study’s findings and subsequent recommendations for a tailored training program.

To ensure a comprehensive and future-ready program, it is vital to integrate elements
that address emerging trends, industry standards, and essential skills. The program must include
coverage of new and emerging trends and technologies relevant to the sectors, such as artificial
intelligence, data analytics, cloud computing, and online learning platforms. Courses should
provide practical, hands-on experience with these tools to ensure participants are equipped for
the evolving demands of the industry. The program should offer training pathways that prepare
participants for widely recognized certifications and courses that hold value in the respective
sectors. Examples include project management certifications (PMP), teaching certifications
(TESOL), and financial analysis certifications (CFA).

Establishing partnerships with certification bodies can facilitate credentialing and
provide participants with access to valuable professional qualifications. The curriculum should
be designed to align with the professional and educational experiences preferred by employers.
This can be achieved by incorporating hands-on projects, internships, and practical case studies.
Such components will bridge the gap between academic learning and real-world application,
making participants better prepared for the workforce. Interpersonal skills are critical in any

professional environment. The program should include training modules that focus on
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strengthening skills such as empathy, relationship-building, and conflict resolution. Real-life
scenarios can be simulated through case studies and group discussions to help participants
practice and refine these skills. Time management and organizational skills are essential for
maintaining productivity and meeting professional expectations. Training sessions should teach
effective time management strategies and organizational techniques. Participants should be
introduced to tools and techniques that help prioritize tasks, meet deadlines, and handle multiple
responsibilities efficiently.

To foster strong analytical and problem-solving abilities, the program should include
exercises and challenges that encourage critical thinking and data analysis. Training on
decision-making processes should also be provided, ensuring participants can approach
complex problems with confidence and precision. Strong communication skills are a
cornerstone of professional success.

The VET program should offer specialized training on written and verbal
communication, active listening, and presentation skills. Participants should have ample
opportunities to practice these techniques and receive constructive feedback to refine their
abilities. Proficiency in technological tools is crucial for improving efficiency and productivity
in the modern workplace. The program should include training on essential computer programs
and industry-specific tools, such as data visualization software (e.g., Tableau), project
management applications, and other relevant technologies. Participants must gain confidence
and competence in using these tools effectively. By integrating these components, the program
will provide participants with the knowledge, skills, and credentials needed to excel in their
respective fields, preparing them for the challenges and opportunities of the modern
professional landscape. By implementing these recommendations, the VET program will be
well-positioned to meet the specific needs of employers in the administrative, educational, and
economic sectors, thereby enhancing the skills and competencies of current and future

employees

Desk research results employees

The survey was designed with the goal of assessing the current professional competencies

and identifying the developmental needs of a diverse group of individuals. By understanding

the self-assessed skill levels across various domains such as technical abilities, communication,
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and problem-solving, the study aims to inform the creation of a targeted training program. This
program will be tailored to address the specific gaps and enhance the skills necessary for
professional growth and adaptability in the evolving job market. The ultimate objective is to
empower participants with the tools and knowledge required to succeed in their current roles
and future career endeavours.

The subjects of the study comprised 100 participants, with a gender distribution of 62%
female and 38% male. The majority of participants reside in urban (52%) and rural (47%) areas,
with a single respondent from another residential area. In terms of educational attainment, the
group presents a varied picture: the majority have completed secondary education (54%),
followed by those holding a Bachelor’s degree or equivalent (39%). A smaller segment has
completed primary education (3%) or a Master’s degree (3%), and one individual holds a
Doctorate degree. Professional experience among the subjects ranges from none to three years,
with 7% having no professional experience, 39% with one year, 35% with two years, and 19%
with three years of experience. This demographic data provides a foundation for understanding
the current skill levels and potential training needs of the participants, which will be addressed

through the study’s findings and subsequent recommendations for a tailored training program.

Q5: The survey among employees regarding their self-assessment of technical skills reveals
that a significant number consider their skills to be very weak (47) or weak (40). A smaller
group rates their skills as average (10), and very few view their skills as good (3). None of the
respondents rated their technical skills as very good. Conclusion: the results indicate a perceived
deficiency in technical skills among the employees, suggesting a need for improvement and

development in this area to enhance their competencies and confidence in the workplace.

Q6: Survey Results: the survey among employees regarding their ability to manage tasks
effectively within a time limit shows that a significant number struggle with this skill, with 47
respondents indicating “Not at all” and 48 choosing “Not really’’. ”A small group feels they
can manage “Mostly” well (5), while none of the respondents feel they can manage “Very well”
or even “Sometimes.” Conclusion: the results highlight a notable challenge among employees
in effective task and time management, suggesting a need for focused training to develop these

competencies.

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|

117



Q7: Survey Results: the survey among employees regarding their self-assessment of
communication skills shows that a significant number consider their skills to be very poor (46)
or poor (45). A small group rates their skills as average (4), good (3), or very good (2).
Conclusion: the results indicate a perceived deficiency in communication skills among the
employees, suggesting a need for improvement and development in this area to enhance their

effectiveness in the workplace.

Q8: Survey Results: the survey among employees regarding their ability to work effectively in
a team shows that many find it challenging, with 35 respondents indicating “Not at all” and 56
choosing “Not really. “’A small number feel they can work effectively “Sometimes” (3) or
“Most of the time” (5), and only one respondent feels they can “Absolutely” work effectively
in a team. Conclusion: the results suggest that there is a significant need for improvement in
teamwork skills among employees, indicating a gap that could be affecting team performance

and cohesion.

Q9: Survey Results: the survey among employees regarding their technical skills in
programming shows that a significant majority consider their skills to be very weak (58) or
weak (39). A small number rate their skills as good (3), while none of the respondents rated
their programming skills as average or very good. Conclusion: the results indicate a substantial
need for programming skills development among employees, suggesting that many feel

underprepared in this area, which is increasingly important in the modern workplace.

Q10: Survey Results: the survey among employees regarding their problem-solving abilities
indicates that many find it challenging, with 41 respondents feeling they cannot solve problems
effectively “Not at all” and 48 choosing “Not really. *’A small number believe they can solve
problems “Sometimes” (8) or “Most of the time” (3), while none feel they can “Absolutely”
solve problems effectively. Conclusion: the results suggest a significant need for development
in problem- solving skills among employees, indicating a gap that could be impacting their

performance and the overall problem-solving capacity within the workplace.

Q11: Survey Results: the survey among employees regarding their interpersonal skills shows
that a significant number consider their skills to be very weak (44) or weak (46). A small group
rates their skills as average (6), good (3), or very good (1). Conclusion: the results indicate a

perceived deficiency in interpersonal skills among the employees, suggesting a need for
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targeted improvement and development in this area to enhance their workplace interactions and

relationships.

Q12: Survey Results: the survey among employees regarding their ability to delegate tasks
effectively shows that a significant majority struggle with this skill, with 43 respondents
indicating “Not at all” and 54 choosing “Not really. ”Only a small number feel they can delegate
effectively “Sometimes” (1) or “Most of the time” (2), while none feel they can “Absolutely”
delegate effectively. Conclusion: the results suggest a substantial need for development in
delegation skills among employees, indicating a gap that could be impacting their leadership

potential and overall team efficiency.

Q13: Survey Results: the survey among employees regarding their analytical skills shows that
a significant majority consider their skills to be very weak (56) or weak (31). A small group
rates their skills as average (8), and very few view their skills as good (3). None of the
respondents rated their analytical skills as very good. Conclusion: the results indicate a
substantial need for development in analytical skills among employees, suggesting that many
feel underprepared in this area, which is increasingly important for data-driven decision-making

in the modern workplace.

Q14: Survey Results: the survey among employees regarding their ability to resolve conflicts
effectively shows that many find it challenging, with 40 respondents indicating “Not at all” and
52 choosing “Not really. ’A small number believe they can resolve conflicts “Sometimes” (4)
or “Most of the time” (2), and only two respondents feel they can “Absolutely” resolve conflicts
effectively. Conclusion: the results suggest a significant need for development in conflict
resolution skills among employees, indicating a gap that could be impacting workplace

harmony and productivity.

Q15: Survey Results: the survey among employees regarding their presentation skills shows
that a significant majority consider their skills to be very weak (49) or weak (44). A small group
rates their skills as average (3), good (2), or very good (2). Conclusion: the results indicate a
substantial need for development in presentation skills among employees, suggesting that many
feel underprepared in this area, which is important for effective communication and

professional success.
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Q16: Survey Results: the survey among employees regarding their ability to motivate others
effectively shows that many find it challenging, with 42 respondents indicating “Not at all” and
53 choosing “Not really. ”A small number believe they can motivate others “Sometimes” (3),
while only two respondents feel they can “Absolutely” motivate others effectively. Conclusion:
the results suggest a significant need for development in motivational skills among employees,

indicating a gap that could be impacting team morale and productivity.

Q17: Survey Results: the survey among employees regarding their planning and organizational
skills indicates that a significant majority consider their skills to be very weak (42) or weak
(46). A small group rates their skills as average (8), and very few view their skills as good (4).
None of the respondents rated their planning and organizational skills as very good. Conclusion:
the results highlight a perceived deficiency in planning and organizational skills among the

employees, suggesting a need for targeted training to enhance these competencies.

Q18: Survey Results: the survey among employees regarding their ability to perform effectively
under pressure reveals that a significant majority struggle with this aspect, with 55 respondents
indicating “Not at all” and 41 choosing “Not really. ”Only a few report being able to handle
pressure “Sometimes” (2), “Most of the time” (1), or “Absolutely” (1). Conclusion: the results
highlight a notable challenge among employees in managing performance under pressure,
suggesting a need for focused training to develop coping mechanisms and resilience.

Q19: Survey Results: the survey among employees regarding their project management skills
indicates that a significant majority consider their skills to be very weak (55) or weak (40). A
small group rates their skills as average (4), and only one views their skills as good. None of
the respondents rated their project management skills as very good. Conclusion: the results
highlight a perceived deficiency in project management skills among the employees, suggesting

a need for targeted training to enhance these competencies.

Q20: Survey Results: the survey among employees regarding their ability to work effectively
under time pressure shows that a significant majority struggle with this aspect, with 59
respondents indicating “Not at all” and 37 choosing “Not really. ” Only a few report being able
to handle pressure “Sometimes” (2) or “Most of the time” (2), while none feel they can

“Absolutely” work effectively under time pressure. Conclusion: the results highlight a notable
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challenge among employees in managing performance under time pressure, suggesting a need

for focused training to develop coping mechanisms and resilience.

Q21: Survey Results: the survey among employees regarding their negotiation skills shows that
a significant majority consider their skills to be very weak (53) or weak (42). A small group
rates their skills as good (4), and only one views their skills as very good. Conclusion: the results
indicate a substantial need for development in negotiation skills among employees, suggesting
that many feel underprepared in this area, which is crucial for effective communication and

business dealings.

Q22: Survey Results: the survey among employees regarding their ability to solve team
problems effectively shows that many find it challenging, with 47 respondents indicating “Not
at all” and 48 choosing “Not really. ” A small number believe they can solve team problems
“Sometimes” (2) or “Most of the time” (2), and only one respondent feels they can “Absolutely”
solve problems effectively. Conclusion: the results suggest a significant need for development
in team problem-solving skills among employees, indicating a gap that could be impacting team

dynamics and overall productivity.

Q23: Survey Results: the survey among employees regarding their ability to collaborate
effectively with different people shows that many find it challenging, with 40 respondents
indicating “Not at all” and 50 choosing “Not really. ”A small number believe they can
collaborate effectively “Sometimes” (4), “Most of the time” (5), and “Absolutely” (1).
Conclusion: the results suggest a significant need for development in collaboration skills among
employees, indicating a gap that could be impacting team dynamics and overall workplace

productivity.

Q24: Survey Results: the survey among employees regarding their ability to collaborate
effectively with different people shows that many find it challenging, with 40 respondents
indicating “Not at all” and 50 choosing “Not really. ”A small number believe they can
collaborate effectively “Sometimes” (4), “Most of the time” (5), and “Absolutely” (1).
Conclusion: the results suggest a significant need for development in collaboration skills among
employees, indicating a gap that could be impacting team dynamics and overall workplace

productivity.
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Q25: Survey Results: the survey among employees regarding their technical problem- solving
skills shows that a significant majority consider their skills to be very weak (58) or weak (34).
A small group rates their skills as average (5), and very few view their skills as good (3). None
of the respondents rated their technical problem-solving skills as very good. Conclusion: the
results indicate a substantial need for development in technical problem-solving skills among
employees, suggesting that many feel underprepared in this area, which is crucial for effective

troubleshooting and technical task management.

Q26: Survey Results: the survey among employees regarding their ability to work effectively
in a virtual team shows that many find it challenging, with 47 respondents indicating “Not at
all” and 45 choosing “Not really. “’A small number believe they can work effectively
“Sometimes” (5) or “Most of the time” (3), while none feel they can “Absolutely” work
effectively in a virtual team. Conclusion: the results suggest a significant need for development
in virtual teamwork skills among employees, indicating a gap that could be impacting team

dynamics and overall productivity in a remote work environment.

Q27: Survey Results: the survey among employees regarding their stress management skills
shows that a significant majority consider their skills to be very weak (64) or weak (34). Only
a small group rates their skills as good (2), and none of the respondents rated their stress
management skills as average or very good. Conclusion: the results indicate a substantial need
for development in stress management skills among employees, suggesting that many feel
underprepared in this area, which is crucial for maintaining well-being and productivity under

pressure.

Q28: Survey Results: the survey among employees regarding their ability to handle difficult
clients effectively shows that many find it challenging, with 44 respondents indicating “Not at
all” and 52 choosing “Not really. ”A small number believe they can handle difficult clients
“Sometimes” (2) or “Most of the time” (2), while none feel they can “Absolutely” handle them
effectively. Conclusion: the results suggest a significant need for development in customer
service skills, particularly in managing challenging client interactions, which is crucial for

maintaining high-quality service and client satisfaction.

Q29: Survey Results: the survey among employees regarding their ability to adapt to changes
shows that a significant majority consider their adaptability to be very weak (61) or weak (35).
Only a small group rates their adaptability as average (2), good (1), or very good (1).
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Conclusion: the results indicate a substantial need for development in adaptability skills among
employees, suggesting that many feel underprepared to handle changes, which is crucial in a

rapidly evolving work environment.

Q30: Survey Results: the survey among employees regarding their preferred working style
shows a strong preference for the S style (47), followed by the C style (38). The I style received
some preference (10), while the D style was the least preferred (5). Conclusion: the results
indicate that employees value the S style, which is typically associated with steadiness,
cooperation, and supportiveness. The C style, known for compliance, accuracy, and analytical
thinking, is also well-regarded. The preferences suggest that employees prioritize a

collaborative and stable work environment.

Q31: Survey Results: the survey among employees regarding their self-identification with a set
of characteristics shows a strong preference for the S characteristics (46), closely followed by
the C characteristics (40). The I characteristics received some preference (10), while the D
characteristics were the least identified with (3). Only one respondent felt they could make use
of their potential equally within any description, indicating flexibility. Conclusion: the results
indicate that employees predominantly see themselves as steady, cooperative, and supportive
(S) or as compliant, analytical, and detail-oriented (C). There is a lesser inclination towards
dynamic, influential (I), and decisive, result-oriented (D) traits. The preference for S and C
characteristics suggests that employees value a collaborative, stable, and systematic work

environment.

Q32: Survey Results: the survey among employees regarding their professional skills in writing
their resume indicates that a significant majority consider their skills to be very weak (37) or
weak (50). A small group rates their skills as average (8), and very few view their skills as good
(5). None of the respondents rated their resume writing skills as very good. Conclusion: the
results highlight a perceived deficiency in resume writing skills among the employees,

suggesting a need for targeted training to enhance these competencies.

Q33: Survey Results: the survey among employees regarding their competence in job
interviews shows that a significant majority consider their skills to be very weak (57) or weak
(35). A small group rates their skills as average (4), and very few view their skills as good (4).

None of the respondents rated their job interview skills as very good. Conclusion: the results
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indicate a substantial need for development in job interview skills among employees,

suggesting that many feel underprepared for this crucial aspect of career advancement.

Q34: Survey Results: the survey among employees regarding their professional skills in
operating Microsoft Office indicates that a significant majority consider their skills to be very
weak (43) or weak (40). A small group rates their skills as average (9), good (6), and very good
(2). Conclusion: the results highlight a perceived deficiency in Microsoft Office skills among

the employees, suggesting a need for targeted training to enhance these competencies.

Q35: Survey Results: the survey among employees regarding their practical skills in operating
with Canva shows that a significant majority consider their skills to be very weak (68) or weak
(27). A small group rates their skills as average (5), and none of the respondents rated their
skills as good or very good. Conclusion: the results indicate a substantial need for development
in Canva skills among employees, suggesting that many feel underprepared in using this graphic

design tool, which is valuable for creating visual content.

Q36: Survey Results: the survey among employees regarding their professional skills in self-
presentation and conducting and hosting meetings shows that a significant majority consider
their skills to be very weak (63) or weak (31). A small group rates their skills as average (2),
good (2), or very good (2). Conclusion: the results indicate a substantial need for development
in self-presentation and meeting facilitation skills among employees, suggesting that many feel
underprepared in these areas, which are important for professional communication and

leadership.

Q37: Survey Results: the survey among employees regarding their professional skills in
stakeholder management and service indicates that a significant majority consider their skills
to be very weak (73) or weak (22). A small group rates their skills as average (3), and very few
view their skills as good (1) or very good (1). Conclusion: the results highlight a perceived
deficiency in stakeholder management and service skills among the employees, suggesting a

need for targeted training to enhance these competencies.

Q38: Survey Results: the question on social media management shows that a significant
majority consider their skills to be very weak (63) or weak (28). A small group rates their skills
as average (7), and very few view their skills as good (2). None of the respondents rated their

social media management skills as very good. Conclusion: the results indicate a substantial
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need for development in social media management skills among employees, suggesting that
many feel underprepared in this area, which is increasingly important for business marketing

and communication.

Q39: Survey Results: the survey among employees regarding the most attractive advertisement
shows a preference for the D style advertisement of a sports car with an instalment system (24),
followed closely by the I style advertisement for limousine rental (21), the S style advertisement
of a family car instalment system (21), and the C style advertisement of a city car with a low
instalment (20). A smaller group is open to watching any of these commercials (14).
Conclusion: the results indicate a diverse range of preferences among employees, with a slight
inclination towards advertisements that offer practical benefits such as instalment systems, but

also an interest in luxury and special occasion services.

Q40: Survey Results: the survey among employees regarding the most attractive advertisement
shows a diverse range of preferences. The option O, indicating a willingness to watch any of
the commercials, received the highest preference (24). This was followed by the I style
advertisement for a Gala (21) and closely matched by the S style Children’s Day advertisement
(19) and the C style Online Video Game Tournament advertisement (19). The D style
advertisement for a boxing centre offer received the least preference (17). Conclusion: the
results suggest that employees have varied interests when it comes to advertisements, with a
slight inclination towards social and entertainment events, as well as a general openness to

different types of commercials.

Q41: Survey Results: the survey among employees regarding the virtual meeting platforms they
use or have used for work or professional development shows a clear preference for Zoom (64),
followed by Microsoft Teams (24). Google Meet (5) and Skype (3) are less commonly used,
while Click Meet has not been used by any respondents. A small group has experience using
all of the mentioned platforms (4). Conclusion: the results indicate that Zoom is the most widely
adopted platform for virtual meetings among the employees, suggesting familiarity and comfort
with its features and functionality. Microsoft Teams also has a significant user base, likely due

to its integration with other Microsoft Office tools.

Q42: Survey Results: the survey among employees regarding their ability to create reports
shows that a significant majority struggle with this task, with 66 respondents indicating “Not at

all” and 27 choosing “Not really. A small number feel they can create reports “Sometimes”
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(3) or “Most of the time” (4), while none feel they can “Absolutely” create reports effectively.
Conclusion: the results suggest a substantial need for development in report creation skills
among employees, indicating a gap that could be impacting their ability to effectively

communicate information and findings.

The comprehensive survey conducted among a diverse group of employees aimed to
assess their self-perceived professional competencies across various domains. The study
encompassed 100 participants, with a gender distribution of 62% female and 38% male, residing
primarily in urban (52%) and rural (47%) areas. Educational backgrounds ranged from primary
to doctoral levels, with the majority holding secondary education (54%). Professional

experience varied from none to three years, indicating a relatively junior workforce.
Key Survey Findings

1. technical skills: a significant majority reported very weak or weak technical skills,
highlighting a critical area for development.

2. time management: many employees struggle with managing tasks within time limits,
suggesting a need for training in time and task management.

3. communication: the perceived deficiency in communication skills points to the

4. necessity for enhanced training in this fundamental area.

5. teamwork: difficulty in working effectively in teams was evident, indicating the importance
of fostering collaborative skills.

6. programming: the lack of confidence in programming skills among employees suggests a
gap in essential technical knowledge.

7. problem-solving: many employees reported challenges in solving problems effectively,
underscoring the need for analytical and creative thinking training.

8. interpersonal skills: weakness in interpersonal skills was noted, necessitating

9. training that focuses on empathy, conflict resolution, and relationship building.

10. stress management: the majority of employees indicated very weak stress management

skills, calling for training in resilience and coping strategies.
Recommendations - directions for the training program

Based on the survey results, the following key directions are recommended for the

training program:
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1.technical proficiency: develop foundational courses in technical skills relevant to the
industry, with a focus on practical application.

2.time and task management: offer workshops that teach prioritization, goal

3.setting, and the use of productivity tools.

4.effective communication: implement communication training that covers verbal, non-
verbal, and written skills, tailored to various professional contexts.

5.collaborative teamwork: facilitate team-building activities and exercises that promote
cooperation and understanding among team members.

6.programming knowledge: provide beginner to intermediate programming courses that are
aligned with job requirements and industry standards.

7.problem-solving techniques: introduce problem-solving frameworks and encourage
innovative thinking through interactive sessions.

8.interpersonal development: focus on enhancing empathy, active listening, and positive
interaction within the workplace. stress and resilience: incorporate stress management

techniques and resilience- building into the curriculum to support employee well-being.

The training program should be dynamic, allowing for customization based on
individual needs and learning paces. Continuous assessment and feedback mechanisms will be
integral to ensure the effectiveness of the training and to facilitate ongoing improvement. By
addressing the identified skill gaps, the program aims to empower employees with the
competencies required for professional growth and adaptability in the evolving job market.

In the contemporary workforce, the development of a diverse skill set is paramount for
ensuring both individual and organizational success. Recent survey results reveal significant
gaps in various competencies among employees, highlighting critical areas for targeted
training and development initiatives. This chapter synthesizes the findings from the survey,
which assessed employees' perceptions of their skills in several key domains, including
technical skills, time management, communication, teamwork, programming, problem-
solving, interpersonal skills, and stress management.

The survey results indicate that a substantial majority of respondents reported very
weak or weak technical skills. This finding underscores a pressing need for development in
this area, particularly as industries increasingly rely on advanced technologies and specialized

knowledge.
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The lack of technical proficiency can hinder employees' ability to perform effectively in their
roles, suggesting that organizations must prioritize technical training programs that address
specific skill deficiencies. Research by Tiitlys et al. (2023) supports this notion, emphasizing
the importance of continuous technical education in maintaining a competitive workforce.

Time management emerged as another significant challenge, with many employees
struggling to manage tasks within designated time limits. This deficiency not only impacts
productivity but also contributes to employee stress and burnout. Training in time and task
management is essential to equip employees with the tools and strategies necessary to
prioritize tasks effectively and meet deadlines. According to (DeiBBinger, 2018), effective time
management training can lead to improved performance and job satisfaction, making it
a critical area for organizational intervention.

The perceived deficiency in communication skills among employees points to the
necessity for enhanced training in this fundamental area. Effective communication is vital for
collaboration, conflict resolution, and overall workplace efficiency. The survey results suggest
that organizations should implement comprehensive communication training programs that
focus on both verbal and written communication skills. Research by Roos et al. (2021)
highlights the correlation between strong communication skills and improved team dynamics,
further emphasizing the need for targeted training initiatives.

The survey revealed difficulties in working effectively in teams, indicating the
importance of fostering collaborative skills. Teamwork is essential in today's interconnected
work environments, where cross-functional collaboration is often required to achieve
organizational goals. Training programs that promote teamwork and collaboration can enhance
employees' ability to work cohesively with colleagues, leading to improved outcomes.
As noted by (Zhang et al., 2022), organizations that invest in team-building initiatives often
experience higher levels of employee engagement and productivity.

A notable gap in programming skills was identified, with many employees expressing
a lack of confidence in this area. As digital transformation accelerates across industries,
programming skills are becoming increasingly essential. Organizations should consider
offering coding boot camps or workshops to enhance employees' programming capabilities,
thereby equipping them with the skills necessary to navigate the digital landscape. Research
by Tuatlys & Spottl (2017) indicates that programming literacy is a valuable asset in various

roles, making it imperative for organizations to address this skills gap.
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The survey results also highlighted challenges in effective problem-solving,
underscoring the need for training in analytical and creative thinking. Problem-solving is
a critical competency that enables employees to navigate complex situations and make
informed decisions. Organizations should implement training programs that encourage critical
thinking and innovative problem-solving approaches. According to (Chen, 2023), fostering
a culture of problem-solving can lead to improved organizational resilience and adaptability.

Weakness in interpersonal skills was noted among respondents, necessitating training
that focuses on empathy, conflict resolution, and relationship building. Interpersonal skills are
crucial for fostering positive workplace relationships and enhancing collaboration. Training
programs that emphasize emotional intelligence and interpersonal communication can
significantly improve employees' ability to interact effectively with colleagues and clients.
Research by Kamandhari et al. (2022) supports the notion that strong interpersonal skills
contribute to a positive organizational culture and employee satisfaction.

Finally, the majority of employees indicated very weak stress management skills,
calling for training in resilience and coping strategies. The ability to manage stress is essential
for maintaining employee well-being and productivity. Organizations should prioritize stress
management training that equips employees with techniques to cope with workplace pressures
effectively. According to (Lazarenko, 2023), effective stress management training can lead to
reduced absenteeism and improved employee morale.

In conclusion, the survey results reveal critical skills gaps across various competencies
in the workforce. Addressing these deficiencies through targeted training and development
initiatives is essential for enhancing employee performance and organizational success.
By prioritizing technical skills, time management, communication, teamwork, programming,
problem-solving, interpersonal skills, and stress management, organizations can foster a more
competent and resilient workforce capable of thriving in an increasingly complex and dynamic

work environment.
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CHAPTER 6: DISCUSSION

6.1.Theoretical frameworks supporting competencies of the future in the EU

The findings discussed in this thesis have many limitations. But it suggest several avenues
for future research. Longitudinal studies could track the effectiveness of training programs in
reducing the skills gap over time. Comparative analyses across industries or regions across
different EU countries could highlight specific challenges and opportunities in aligning skills
with EU market needs. Moreover, qualitative research focusing on employee perspectives could
shed light on the barriers to acquiring future competencies and the support mechanisms required
to overcome them.

The evolving landscape of global markets, technology, and societal challenges requires
a comprehensive approach to workforce and educational development. In the European Union
(EU), this transformation is guided by a range of theoretical frameworks that focus on the
competencies of the future. These frameworks encompass several dimensions, including policy
processes, educational reforms, and sustainability. This chapter examines key theoretical
frameworks that support the competencies of the future in the EU, offering insights into the
strategic directions taken by the EU to equip its workforce with the necessary skills to meet
emerging challenges. EU policy-making is a central aspect of shaping the competencies of its
member states. According to Zahariadis (2013), EU policies often rely on robust frameworks
that integrate multiple levels of governance and policy instruments. These frameworks are
designed not only to address the immediate needs of the member states but also to create
a cohesive strategy for long-term economic, social, and political stability. In the context of
future competencies, EU policies have evolved to emphasize digitalization, green technologies,
social inclusion, and entrepreneurship as core areas of development.

Zahariadis (2013) highlights that EU decision-making processes are characterized by
complex interactions between national governments, EU institutions, and private stakeholders.
The evolving policy landscape is framed by cooperative governance , which requires member
states to adopt common frameworks for education, training, and workforce development. These
frameworks support the integration of national and regional efforts towards common EU goals,
thereby fostering cross-border collaboration on issues such as digital transformation,
sustainability, and innovation. As the EU moves forward, these policy frameworks will continue

to adapt to ensure that Europe remains competitive in an increasingly globalized world.
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Educational reforms are at the heart of EU competency frameworks, with a primary focus
on preparing individuals for the future workforce. The development of these frameworks often
seeks to bridge the gap between the intentions of policymakers and the actual practices within
national education systems. A key observation by Voogt and Roblin (2012) is that there remains
a significant disconnect between the competencies outlined in EU policy documents and the
reality of how these competencies are implemented at the national level. They analyze eight
competency frameworks and point out that, while these frameworks are theoretically
comprehensive, they often fail to align with national curricula and educational practices.
The inconsistency in the implementation of these frameworks is attributed to various factors,
including cultural differences, historical legacies, and the varying pace at which national
systems adapt to EU directives. This issue underscores the importance of not only creating
robust frameworks but also ensuring that there is an alignment between the policy goals set at
the EU level and the practices adopted at the national and institutional levels.

To address these challenges, Voogt and Roblin (2012) argue for a more cohesive approach
that includes greater involvement from educators, policymakers, and industry stakeholders in
developing and adapting curricula that are more closely aligned with the future competencies
needed in the workforce. Salas-Pilco (2013) emphasizes the critical role of Information and
Communication Technology (ICT) skills in the competencies required for the future workforce.
In an era of digital transformation, the integration of ICT into education and training systems
has become essential to ensuring that individuals possess the skills needed to thrive in
a technology-driven environment. Salas-Pilco (2013) provides a comprehensive review of the
evolution of 21st-century competencies, noting that digital literacy is no longer a peripheral
skill but a core competency for both personal development and professional success.

In Ireland, as in other EU member states, there has been a concerted effort to integrate digital
skills into educational frameworks. This includes incorporating coding, data analytics, and
digital problem-solving into curricula, from primary education to higher education. The
integration of ICT skills is seen as a vital component of ensuring that individuals are ready for
the future workforce, which is increasingly shaped by automation, artificial intelligence, and
the Internet of Things (IoT). Kotsiou et al. (2022) identify nine key categories of future skills,
which they believe are crucial for preparing individuals for the evolving labor market. These
include digital literacy, creativity, critical thinking, collaboration, and entrepreneurship. These

competencies are not limited to technical skills but extend to interpersonal and cognitive
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abilities that enable individuals to adapt to rapid changes in their environment. One of the most
significant recommendations from Kotsiou et al. (2022) is the need for cohesive educational
strategies that integrate these future skills into both formal education and professional training
programs. The authors argue that the development of these competencies requires
a multidisciplinary approach that encourages collaboration across various sectors, including
education, business, and government. They highlight that addressing the skills gap is a shared
responsibility among stakeholders at all levels, with particular emphasis on lifelong learning
programs that allow individuals to continuously upskill and reskill throughout their careers.

European Union (EU) has increasingly recognized the importance of competencies that not
only address the current needs of its workforce but also anticipate the skills necessary for future
economic, social, and political landscapes. Ireland, as a member of the EU, has been an active
participant in shaping and adapting to the EU’s evolving competencies framework. This chapter
explores the theoretical frameworks that support the competencies of the future within the EU,
with a particular focus on executive leadership in Ireland. By examining these frameworks, we
will see how Ireland has integrated these competencies into its educational system, workforce
training, and leadership development. The EU’s competency frameworks have evolved
significantly in response to technological advancements, globalized markets, and complex
socio-political challenges.

The concept of "competency" in the EU context is multifaceted, encompassing not only
technical skills but also soft skills, cognitive abilities, and emotional intelligence that enable
individuals to navigate an increasingly interconnected and uncertain world. Executive
leadership in Ireland has undergone significant transformation which is not only the result of
Ireland's economic growth but also the evolution of its political and institutional landscape,
shaped by the broader EU competencies framework. Ireland’s adaptation to these competencies,
particularly in executive leadership, is crucial for understanding how the country navigates
future challenges and remains competitive within the EU. In the EU context, executive
leadership competencies are framed within a broader theory of transformational leadership,
which emphasizes the ability of leaders to inspire, motivate, and engage individuals to achieve
common goals. The competency framework for executive leadership in Ireland draws heavily
from this concept, recognizing that leaders must be equipped with the necessary skills to lead

organizations and institutions through complex changes.
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Ireland’s approach to executive leadership development is embedded in its policy and
institutional frameworks, which have been increasingly aligned with EU competency goals.
Over the years, Ireland has integrated various EU-supported competencies into its national
education and training systems, ensuring that future leaders are equipped with the skills needed
to navigate the challenges of globalization, technological change, and EU integration.

Ireland’s integration into the EU competencies framework represents a dynamic and
ongoing process that is influenced by a range of theoretical frameworks. As executive
leadership continues to evolve in response to these competencies, Ireland’s future leaders must
be equipped with the skills, knowledge, and resilience to navigate the complexities of a rapidly
changing global landscape. Through an emphasis on transformational leadership, emotional
intelligence, agile decision-making, and strategic foresight, Ireland has positioned itself to meet
the future challenges of EU integration. By aligning its leadership development with EU
competency frameworks, Ireland ensures that its leaders are well-prepared to shape the future

of the country and contribute to the continued success of the EU as a whole.

6.2.Addressing future challenges and emerging trends

The future of competence development, particularly in the context of Competence 4.0, is
poised to face several challenges and emerging trends that will shape vocational education and
training (VET) systems globally. As industries evolve with rapid technological advancements,
the demand for competencies that align with the Fourth Industrial Revolution is becoming
increasingly critical. One of the foremost challenges is the need for curricula that can adapt to
the fast-paced changes in technology and labor market requirements. Kamandhari et al. (2022)
emphasize the importance of iterative curriculum revisions that incorporate stakeholder
perspectives and emerging trends, highlighting the necessity for educational frameworks to
remain relevant and responsive to industry needs (Kamandhari et al., 2022). Moreover, the
integration of digital competencies into VET is essential for preparing learners for a workforce
that increasingly relies on technology.

Lazarenko (2023) discusses the modeling of training programs that equip future educators
with the digital skills necessary to thrive in information-rich environments, underscoring the
importance of digital literacy as a core competency for both educators and students (Lazarenko,

2023). This trend is echoed by (Chow, 2023), who identifies emerging leadership competencies
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that are crucial for organizational success in a digital age, suggesting that VET must also focus
on developing soft skills alongside technical abilities (Chow, 2023). Another significant
challenge is the alignment of VET with lifelong learning principles, which are essential for
fostering adaptability in the workforce. Bashirynejad (2024) highlights the importance of
lifelong learning in ensuring that individuals can continuously update their skills throughout
their careers, a necessity in an era characterized by rapid change (Bashirynejad, 2024). This
alignment requires educational institutions to not only provide initial training but also to
facilitate ongoing professional development opportunities. Furthermore, the issue of skill
mismatches remains a persistent challenge in VET. Rodzalan et al. (2022) note that the gap
between the skills provided by educational institutions and those demanded by employers can
lead to graduate unemployment and underemployment, particularly in technical and vocational
fields (Rodzalan et al., 2022).

Addressing this mismatch necessitates closer collaboration between educational providers
and industry stakeholders to ensure that training programs are aligned with current and future
labor market needs. In addition to these challenges, the emergence of new pedagogical
approaches, such as project-based learning, is gaining traction as a means to enhance
competency development in VET. Megayanti et al. (2020) provide evidence that project-based
learning can effectively link theoretical knowledge with practical skills, thereby fostering the
competencies required for the 21st century (Megayanti et al., 2020). This approach not only
engages students but also prepares them for real-world challenges by simulating workplace
scenarios. Lastly, the increasing globalization of the workforce presents both opportunities and
challenges for VET. Young & Hordern (2020) highlight that the integration of vocational and
academic pathways is becoming more prevalent, necessitating a reevaluation of traditional
definitions of vocational education (Young & Hordern, 2020). This trend calls for a more
holistic approach to education that recognizes the value of diverse learning pathways and the
skills they impart.

The future challenges and emerging trends in Competence 4.0 highlight the need for VET
systems to be agile, inclusive, and forward-thinking. By addressing rapid technological
changes, fostering digital and soft skills, aligning with lifelong learning principles, and bridging
the skills gap, vocational education can better prepare learners for the complexities of the

modern workforce. The integration of innovative pedagogical strategies and a commitment to
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collaboration with industry will be essential in navigating these challenges and ensuring the
relevance of VET in the years to come.

In terms of government sector size, Ireland experienced fluctuations between 1926 and
1952. The relative size of the government sector during this period was influenced by political
and economic conditions, such as the country’s recovery from the aftermath of the Civil War
and its gradual movement towards a more centralized state. These fluctuations reflected broader
trends in the Irish economy, as the government played a significant role in shaping policies and
strategies to stimulate industrial growth and manage the country's infrastructure (O'Hagan,
1980).

Despite the educational advancements brought on by the expansion of higher education,
social mobility in Ireland remained largely static. The widening access to higher education did
not seem to translate into substantial changes in the social mobility patterns of the population.
This was particularly evident in the fact that the returns to higher education began to diminish
over time. This phenomenon was partly driven by the oversupply of graduates in certain fields,
which reduced the economic value of a degree in certain sectors. As Breen and Whelan (1993)
argued, although education was expected to provide a pathway to upward mobility, the social
class background remained a significant factor in determining one's success in the labor market.
The diminishing returns to higher education were a challenge for Ireland's educational system,
as it revealed the limitations of relying solely on education as a tool for social mobility.

Despite these challenges, Ireland’s educational system and cultural values continued to be
seen as assets for technological and industrial development. The country’s emphasis on literacy,
technical skills, and a strong work ethic helped lay the groundwork for Ireland’s eventual
transformation into a global hub for technology and innovation. As Healy (1983) noted, the
Irish educational system was critical in fostering the skills and values needed for the country’s
industrialization. The government’s focus on education was an essential part of the country's
broader economic strategy, which involved building an educated workforce capable of
competing in global markets.

Moreover, the Programme for International Student Assessment (PISA) has played
a significant role in evaluating and benchmarking Ireland’s educational standards on an
international scale. The PISA assessments, which focus on the academic performance of
15-year-old students, have provided valuable insights into the strengths and weaknesses of

Ireland’s education system. As Finn (2012) noted, the results from PISA have been instrumental
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in shaping policy decisions and fostering discussions around improving educational outcomes,
particularly in areas such as literacy, numeracy, and science. Ireland’s consistent performance
in PISA rankings has served as a testament to the country’s commitment to educational
improvement, although challenges remain in terms of addressing disparities in educational
outcomes among different socio-economic groups. The expansion of higher education in
Ireland through the establishment of RTCs and other educational reforms helped diversify and
modernize the country’s educational system, but the benefits of this expansion in terms of social
mobility have been limited.

The educational sector in Ireland has undergone significant transformation in recent
decades, with a greater emphasis on skills development, digital education, and
entrepreneurship. The sector must align with the evolving needs of the labor market, ensuring
that students are equipped with the necessary competencies to thrive in an increasingly complex
and digitalized world. As education becomes more digitalized, educators must be proficient in
digital teaching methodologies, online learning platforms, and digital literacy. Initiatives like
Digital Learning Framework for Schools underscore the importance of integrating digital tools
into teaching and learning practices. Teachers must be equipped to foster critical thinking,
problem-solving, and collaborative competencies in students using technology. Moreover, they
must model digital citizenship and ensure students are well-prepared for a workforce shaped by
technology.

In line with the EU's focus on entrepreneurship, Ireland's educational sector is increasingly
emphasizing entrepreneurial competencies (Bleaney, 2020). From primary to higher education,
the development of creativity, innovation, and business skills is essential for encouraging
students to think entrepreneurially. Programs like the entrepreneurship education program aim
to inspire the next generation of innovators and job creators. These competencies are necessary
not only for those pursuing careers in business but also for fostering a mindset that thrives on

innovation across all sectors.

6.3.Challenges and opportunities in the development of future competencies in Ireland

The development of future competencies 4.0 in Ireland faces several challenges,

including high costs, lack of state support, and fear of choosing incorrect solutions (McDermott

et al., 2023). Small and medium enterprises (SMEs) struggle with organizational and technical
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barriers in adopting Industry 4.0 technologies (Acendino Neto et al., 2023). There is a
significant knowledge gap regarding Industry 4.0 based on seniority, function, and industry
(Reinhardt et al., 2020). The skills required for the future workforce combine human, digital,
and traditional skills (Woods et al., 2021). Implementing learning factories in universities can
address the need for developing necessary skills (Quinn et al., 2022). To overcome these
challenges, Ireland needs stronger partnerships between educational institutions and industry
(Bukartaite & Hooper, 2023), revamped curricula (Woods et al., 2021), and a focus on lifelong
learning (Bukartaite & Hooper, 2023). Additionally, novel HR interventions and government
support are crucial for successful adaptation to Industry 4.0 (Bukartaite & Hooper, 2023).

The development of future competencies 4.0 in Ireland presents both challenges and
opportunities. While Industry 4.0 offers potential benefits for manufacturing and productivity,
small and medium enterprises (SMEs) face organizational and technical barriers in adoption
(Acendino Neto et al., 2023). The transition requires upskilling the workforce, cultivating soft
skills, and fostering a lifelong learning attitude (S. McKee & D. Gauch, 2020). There is a need
to bridge the knowledge gap between senior management and other employees regarding
Industry 4.0 awareness (Ingrid Carla Reinhardt et al., 2020). Universities can play a crucial role
by creating work-integrated learning environments and collaborating with industry partners
(Kadri-Liis Kusmin et al., 2018; William Quinn et al., 2022). Developing technological
competencies and strengthening university-industry collaboration are key areas of opportunity
(Patricia Avitia-Carlos et al., 2019). While experts do not expect mass displacement in Ireland's
knowledge economy, novel HR interventions and curriculum revamps are necessary to meet
future skills needs (Raimunda Bukartaite & Daire Hooper, 2023).

In response to the evolving demands of the global economy, Ireland is increasingly
focused on equipping its workforce with the necessary competencies to thrive in a digital,
interconnected, and sustainable future. The competencies of the future—referred to as Future
4.0 competencies — are crucial for Ireland's continued success across its key sectors. This
chapter provides a detailed sectoral analysis of the emerging skills required in Ireland, focusing
on the administrative, educational, and commercial sectors. The analysis draws upon recent
reports and policy documents, including the National Skills Strategy 2025, the Action Plan for
Education, and the Future Jobs Ireland framework, as well as sector-specific research on
emerging skills demands (Department of Education and Skills, 2020; Department of Business,

Enterprise, and Innovation, 2021). The administrative sector in Ireland is undergoing
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significant changes as digital transformation, automation, and the need for more agile
governance reshape the public sector landscape. The Public Sector Reform Plan (Department
of Public Expenditure and Reform, 2017) outlines key priorities for transforming public
services, including enhancing digital capacity, improving citizen engagement, and fostering
innovation in service delivery.

As Ireland moves toward a more digitally enabled public sector, there is a growing demand
for civil servants to develop competencies in digital governance, which includes managing e-
government services, ensuring data privacy, and using data analytics to drive decision-making.
Understanding cybersecurity and compliance with data protection regulations (e.g., GDPR) is
also critical in ensuring that digital initiatives are both efficient and secure.

Agile methods are increasingly being adopted in the public sector to enhance the
flexibility and responsiveness of government services. Leaders in the administrative sector
must be skilled in agile leadership, fostering collaboration, iterative problem-solving, and
managing change in a rapidly shifting environment. The ability to adapt to changes in policy
and service delivery, especially in the face of disruptions like the COVID-19 pandemic or
Brexit, is a key competency.

As Ireland continues to integrate more complex policies related to environmental
sustainability, digitalization, and public health, there is a growing demand for administrative
professionals who can analyze, implement, and evaluate policies effectively. This requires a
mix of analytical, communication, and leadership skills to navigate the complex web of local,
national, and EU policies.

The educational sector in Ireland is experiencing profound transformation, driven by
advances in technology and the increasing need to prepare students for a future shaped by
digitalization and globalization. The Action Plan for Education (Department of Education and
Skills, 2019) and the Digital Education Action Plan (European Commission, 2020) emphasize
the development of a modern, future-ready educational system that equips students with the
necessary competencies to succeed in a rapidly evolving world.

As technology becomes central to the learning process, both teachers and students must
develop advanced digital literacy competencies. Educators must not only be proficient in using
digital tools but also be capable of integrating these tools into their teaching methods to engage

students effectively. This includes the use of online learning platforms, interactive
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technologies, and virtual classrooms. Competencies in digital pedagogies—such as adapting
teaching methods to online and hybrid learning environments—are also essential for educators.

The demand for lifelong learning is paramount as the future of work is marked by
constant technological change. Ireland’s education system is moving towards fostering a
culture where individuals, regardless of age, continue to upgrade their skills throughout their
careers. Educational institutions, both at the higher education and vocational training levels,
play a critical role in delivering programs aimed at reskilling and upskilling the workforce to
meet the evolving needs of the labor market. With increasing diversity in student populations,
Irish educators are expected to foster inclusive education practices that address the needs of
students from various socio-economic and cultural backgrounds. This requires developing
competencies in differentiating instruction, managing diverse classrooms, and creating
equitable access to educational opportunities.

The commercial sector in Ireland, particularly small and medium-sized enterprises

(SME?s), faces growing pressure to innovate, adapt, and embrace new technologies in the face
of global competition, digital transformation, and sustainability concerns. The Future Jobs
Ireland framework (Department of Business, Enterprise and Innovation, 2020) places a strong
emphasis on fostering innovation, digitalization, and entrepreneurship as key drivers of
economic growth. The commercial sector requires a workforce equipped with both technical
skills and soft skills to thrive in a highly competitive and technology-driven global market.
In a rapidly changing business landscape, entrepreneurial thinking has become an essential
competency for business leaders and employees alike. This involves identifying new
opportunities, being innovative in product development, and creating value in the marketplace.
Ireland’s commercial sector, particularly its SMEs, needs leaders and employees who can think
critically, take calculated risks, and drive new business models in response to digital disruption
and changing consumer demands.

The commercial sector requires agile leadership to help businesses navigate market
changes and technological advancements. Agile methodologies allow businesses to remain
flexible and responsive to emerging trends, customer needs, and economic uncertainties.
Competencies in agile project management, iterative processes, and collaborative decision-
making are becoming essential for business leaders and employees alike. As businesses in
Ireland continue to embrace digital tools, competencies in digital business transformation are

crucial for maintaining competitive advantage. This includes the ability to implement digital
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solutions that enhance customer experience, streamline operations, and enable data-driven
decision-making. Employees must possess skills in cloud computing, big data analytics to
support the digitalization of business operations and enhance productivity.

As the EU pushes for a green transition, businesses in Ireland must develop
competencies related to sustainable practices and environmental stewardship. This includes
integrating green innovation into business models, reducing carbon footprints, and complying
with environmental regulations. As sustainability becomes an increasingly important
consideration for consumers and investors, businesses that embrace these principles will have
a competitive edge in the market.

The competencies required for success in Ireland’s administrative, educational, and
commercial sectors are increasingly aligned with the demands of Future 4.0. Digitalization,
innovation, sustainability, and adaptability are central to ensuring that Ireland’s workforce
remains competitive in an interconnected and rapidly changing world. By focusing on digital
literacy, entrepreneurial thinking, agile leadership, and sustainability competencies, Ireland
can position itself as a leader in these critical sectors. To meet the evolving demands of these
sectors, Ireland must continue to invest in education and training, foster cross-sector
collaboration, and create policies that align with the competencies needed for the future. This
requires a whole-of-government approach, with active participation from educational
institutions, industry leaders, and policymakers to build a workforce that is agile, adaptable,

and equipped with the skills necessary to thrive in the emerging global economy.

6.4. Recommendations

Answering the main PhD research question: How can the alignment between employers’
needs and employees’ competencies in Ireland be improved to bridge the skills gap and enhance
workforce readiness, particularly in the administrative, educational, and commercial sectors?
The research results state as follow: recent research highlights several strategies for enhancing
Vocational Education and Training (VET) within the European Union, focusing on the need for

systemic reforms that align educational outcomes with labor market demands.
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A primary approach involves improving the attractiveness of VET and establishing parity with
general education, as emphasized by Lasonen and Manning (2001) and Pukhovska (2018).
These strategies aim to dismantle the stigma often associated with vocational pathways,
promoting VET as a viable and respected alternative to traditional academic routes. This shift
is crucial in encouraging a broader demographic of students to engage with vocational training,
thereby addressing skill shortages in various sectors. Recent research highlights a significant
gap between the skills employers need and those possessed by employees, particularly in the
context of future competencies. Studies indicate that while both employers and educators
recognize the importance of soft skills, there is often a mismatch in their prioritization (Juhasz
et al.,, 2023; Alshare & Sewailem, 2018). The gap extends across various industries and
organizational types (Grubi¢ Nesi¢ et al., 2023). To address this, researchers suggest continuous
monitoring of market expectations and curriculum adjustments in higher education (Mruk-
Tomczak & Jerzyk, 2024; Stimac & Bilandzi¢ Tanasié¢, 2023). Key competencies identified for
future-oriented employees include proactivity, change management, strategic foresight, and the
ability to interpret weak signals of change (Gudanowska et al., 2020). Bridging this gap requires
collaboration between academia and industry, with recommendations for simultaneous action

from students, educational institutions, and employers (Sarin, 2019; Zeidan & Bishnoi, 2020).

Integrating VET into Smart Specialisation Strategies for regional growth is another
significant approach identified by Négele (2019). This integration facilitates a more tailored
response to regional economic needs, ensuring that VET programs are not only relevant but
also contribute to local development. By aligning VET with regional priorities, educational
institutions can foster stronger connections with local industries, enhancing employment
opportunities for graduates. Furthermore, aligning VET with lifelong learning principles, as
discussed by Gordon (2015), underscores the importance of continuous skill development in
a rapidly changing job market. This alignment ensures that VET is not viewed as a one-time
educational experience but as part of an ongoing journey of professional growth and adaptation.
The European Union has also implemented various legislative and institutional tools aimed at
reorganizing VET systems to enhance educational and employment mobility, as noted by
Boutsiouki (2014). These reforms focus on developing competence-based curricula that are
responsive to the evolving needs of the labor market. Harris et al. (2009) further emphasize the
importance of enhancing links between VET and higher education, which can facilitate

smoother transitions for students and promote a culture of lifelong learning.
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Validating non-formal and informal learning is also a critical component of these
reforms, recognizing the diverse pathways through which individuals acquire skills and
competencies outside traditional educational settings. Moreover, the EU's focus on improving
VET teachers' professional development is vital for ensuring high-quality instruction and
effective learning environments. Strengthening employer engagement in the VET process is
equally important, as it fosters collaboration between educational institutions and industry
stakeholders, ensuring that training programs are aligned with real-world requirements.
Incorporating key competencies for lifelong learning into VET curricula is essential for
preparing learners to navigate the complexities of modern workplaces, as highlighted by Harris
et al. (2009). These competencies include critical thinking, problem-solving, and adaptability,
which are increasingly demanded by employers in a dynamic economic landscape.

In the contemporary workforce, the success of organizations hinges on their ability to
align the needs of employers with those of employees. However, a persistent gap exists between
the expectations and requirements of employers and the aspirations, preferences, and potential
of employees. This misalignment can lead to a range of challenges, including reduced job
satisfaction, lower productivity, high turnover rates, and a failure to foster innovation and
adaptability in the workplace. Addressing this gap requires a multifaceted approach, wherein
vocational education and training (VET) systems integrate a deeper understanding of individual
temperaments, personality types, and team dynamics, such as those explored through models
like DISC (Dominance, Influence, Steadiness, and Conscientiousness).

Employers often prioritize competencies and performance metrics directly tied to
organizational goals, such as efficiency, technical proficiency, and adaptability to rapidly
changing market demands. Conversely, employees increasingly seek work environments that
offer personal growth, psychological safety, recognition, and alignment with their values and
strengths. While these priorities may overlap in some instances, the absence of a deliberate
effort to harmonize these needs can lead to conflict, disengagement, and inefficiencies.

For example, employers may implement standardized expectations without fully
considering the diversity of working styles and intrinsic motivators among their workforce. At
the same time, employees may struggle to articulate their potential and developmental needs in
ways that align with organizational objectives. This disconnect underscores the necessity of

fostering mutual understanding and alignment.
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Personality and behavioral assessment tools, such as the DISC model included in the
research surveys (4 colours: D —red, I — yellow, S — green, C — blue), offer a robust framework
for bridging the gap between employer and employee needs. DISC categorizes individuals into
four primary personality dimensions—Dominance, Influence, Steadiness, and
Conscientiousness—each with distinct preferences, strengths, and communication styles. By
applying DISC and similar frameworks, HR professionals and organizational leaders can gain
insights and expand further research by exploring basic questions: how employees naturally
approach tasks and interpersonal interactions? What are the environments and management
styles that enhance employee motivation and performance? What are the strategies for fostering
collaboration across diverse teams?

For employers, this knowledge enables the design of roles, expectations, and
development opportunities that align with the strengths of their workforce. For employees, it
provides a means of understanding their own tendencies and how to leverage them effectively
within the organizational context.

Vocational Education Training (VET) systems are uniquely positioned to address the
employer-employee gap by equipping future workers with not only technical skills but also
self-awareness and interpersonal competencies. Traditional VET curricula often emphasize
industry-specific knowledge, yet neglect the psychological and relational dimensions of
workplace dynamics. To address this shortcoming, VET programs should integrate modules
that focus on:

1. Understanding individual potential: encouraging learners to explore their
personality types, strengths, and areas for growth through tools like disc or similar models.

2. Workplace communication skills: teaching adaptable communication
strategies tailored to diverse temperaments and team dynamics.

3. Aligning personal and organizational goals: helping students identify
and articulate how their skills and preferences can meet organizational needs.

4. Leadership and collaboration: preparing individuals to navigate
hierarchical and team-based structures effectively by understanding different work styles.

By embedding these competencies into VET curricula, graduates enter the workforce
better equipped to meet employer expectations while also advocating for their own needs and

growth opportunities.
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Human Resources (HR) professionals are critical in operationalizing the insights gained
from personality and temperament frameworks. Through initiatives such as tailored
onboarding, personalized professional development plans, and conflict resolution strategies,
HR can play a pivotal role in aligning employer and employee goals. Moreover, HR
practitioners must advocate for the integration of personality and behavioral training within
VET and other professional development contexts, ensuring that future talent pipelines are

prepared to thrive in diverse workplace environments.

Training proposal as a strategy to close the gap between employers and employees

needs

The European Union (EU) operates within a rapidly evolving socioeconomic landscape
that demands innovative approaches to workforce development and organizational
effectiveness. Key to this evolution is bridging the persistent gap between employer
expectations and employee aspirations. Personality frameworks like DISC (Dominance,
Influence, Steadiness, and Conscientiousness) offer valuable tools for understanding individual
and group dynamics, while Vocational Education and Training (VET) systems provide a
platform for equipping workers with the skills and competencies needed in a competitive labor
market. This chapter explores how DISC, employer-employee alignment, and targeted training
initiatives align with EU strategic goals and policies, highlighting their interconnectedness and
relevance to addressing contemporary challenges.

The EU emphasizes building a competitive, inclusive, and sustainable economy through
initiatives such as the European Skills Agenda, the European Pillar of Social Rights, and the
Green Deal. These policies underscore the importance of fostering:

1. A skilled and adaptable workforce capable of meeting the demands of
digitalization, globalization, and environmental sustainability.

2. Inclusive labor markets that support diversity, equity, and lifelong
learning opportunities.

3. High-quality jobs and employee well-being, contributing to social

cohesion and economic resilience.
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Addressing the employer-employee gap is crucial for achieving these goals, as
misalignments can hinder productivity, innovation, and workforce engagement. By integrating
knowledge of personality dynamics and temperaments into VET and organizational practices,
the EU can advance its vision of a more harmonized and future-ready labor market.

DISC provides a practical framework for understanding behavioral preferences,
communication styles, and team dynamics. Its application aligns directly with several EU
priorities:

1. Promoting Lifelong Learning: DISC-based training fosters self-awareness and interpersonal
skills, empowering individuals to navigate career transitions and diverse workplace
environments.

2. Encouraging Diversity and Inclusion: By recognizing and valuing different temperaments
and personalities, DISC helps create inclusive organizational cultures that reflect the EU’s
commitment to equality and social cohesion.

3. Enhancing Workforce Agility: Understanding DISC dimensions enables employers to
assign tasks and responsibilities that align with employees’ natural strengths, improving
adaptability and job satisfaction in a changing economic landscape.

From an employer perspective, European businesses face challenges such as labor
shortages, skill mismatches, and the need for innovation to remain competitive globally.
Employers seek workers who possess not only technical expertise but also soft skills like
adaptability, collaboration, and problem-solving.

Employees, on the other hand, increasingly prioritize jobs that offer personal growth,
psychological safety, and alignment with their values. The EU’s focus on quality jobs and work-
life balance reflects these shifting employee needs. However, the lack of a structured approach
to understanding and addressing these differences often results in dissatisfaction and
disengagement. DISC provides a language and methodology for identifying and reconciling
these contrasting priorities.

Vocational Education and Training (VET) plays a pivotal role in aligning employer and
employee needs. Traditional VET programs have focused primarily on technical skills, but
integrating personality and temperament training into VET curricula would enhance workforce

readiness and adaptability. This approach aligns with EU objectives by:
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1. Supporting Skills Development: DISC-based training equips learners with soft skills
such as emotional intelligence, effective communication, and conflict resolution, which
are increasingly essential in modern workplaces.

2. Improving Employability: By helping individuals understand their strengths and
potential, DISC enhances their ability to secure jobs that match their skills and
aspirations

3. Promoting Inclusive Growth: Tailored training programs ensure that diverse groups,
including women, minorities, and individuals with disabilities, are empowered to
participate fully in the labor market.

To scale the impact of DISC and related frameworks, dedicated programs and tools
should be developed and deployed across EU member states. These programs should include:
1. Digital platforms for DISC assessments and personalized learning pathways.

2. Workshops and seminars to train HR professionals and VET instructors in applying DISC
insights.
3. Case studies and best practices to demonstrate the value of DISC in various industries.

EU funding mechanisms, such as Erasmus+, the European Social Fund (ESF), and Horizon
Europe, provide critical resources for developing and implementing these initiatives. For
example, employers can apply for funding to create customized DISC-based training programs
that align with their specific workforce needs. Similarly, VET institutions can use EU grants to
integrate DISC and related frameworks into their curricula, ensuring that future workers are
equipped with both technical and interpersonal skills.

The integration of DISC, employer-employee alignment, and VET into EU workforce
development strategies represents a powerful opportunity to address key socioeconomic
challenges. By fostering greater understanding of individual and organizational dynamics, these
initiatives support the EU’s vision of a competitive, inclusive, and adaptable labor market. With
targeted investments in DISC-based training and the strategic use of EU funding, employers,
employees, and policymakers can work together to build a future-ready workforce that meets

the evolving needs of European society.

DISCO VET PROGRAM with 5 modeles

D — Diagnosis of needs
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I — Inclusion

S — Social Response to vulnerability
C—-CSR & ESG

O — Openness for a change

General requirements for each Module:

Scenarios: Each module must provide 16 hours of training content, including at least one

scenario lasting 6 hours.

PowerPoint Presentations: Each module will include four 40-slide presentations for use during

the training sessions.

Workcards: 50 workcards per module will be created to provide learners with hands-on

activities and practice.

Podcasts: Two 15-minute podcasts will be developed per module. These podcasts will be

available in written form and also recorded.

Exercises: A set of 10 exercises will accompany each module, offering learners opportunities

for active engagement.

Evaluation Tests: Pre- and post-tests will assess learners’ knowledge before and after each

module.

Mini Lecture: A 20-page mini lecture will be produced for each module, summarizing the main

1deas and outcomes.

EPALE Articles: Each partner will be responsible for writing and publishing 3 articles on the
EPALE platform to promote the project and share insights.

This structured and comprehensive programme ensures that participants receive a well-
rounded education across all modules, with diverse learning materials and methods to
accommodate different learning styles. The gap between employer and employee needs
represents a significant challenge in today’s workforce, but it also offers a profound opportunity
for transformation. By expanding knowledge around personality frameworks like DISC and
embedding these insights into VET programs, organizations can foster environments where

employees and employers work in harmony toward shared success. In doing so, the workplace
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can evolve into a space where both individual potential and organizational goals are realized,

ultimately driving innovation, productivity, and satisfaction for all stakeholders.

6.5.Further research direction

The ongoing evolution of the labor market necessitates a deeper understanding of the
interplay between employers' expectations and employees' competencies. This research
proposal aims to explore the role of management styles and managerial practices in bridging
the gap between the skills that employers require and those that employees possess. The focus
will be on how different leadership styles influence employee performance, skill development,
and overall job satisfaction, thereby impacting employability outcomes. The gap between the
skills required by employers and those possessed by employees has been widely documented
in literature. For instance, studies have shown that employers increasingly value soft skills
alongside technical competencies, yet many graduates lack these essential interpersonal skills
Singh & Jaykumar (2019). Furthermore, the influence of management styles on employee
performance and satisfaction is critical, as effective leadership can foster an environment
conducive to skill development (Purwaningsih, 2024; , Sousa, 2024)

The strategies for enhancing VET in the European Union are multifaceted and
interconnected, addressing the changing socioeconomic landscape and preparing learners for
future workforce demands. By focusing on improving the attractiveness of VET, integrating it
into regional growth strategies, aligning it with lifelong learning principles, and enhancing the
quality of instruction and employer engagement, the EU aims to create a robust vocational
education system that meets the needs of both individuals and the economy.
This comprehensive approach not only seeks to elevate the status of VET but also to ensure that
it plays a pivotal role in fostering a skilled and adaptable workforce capable of thriving in an
increasingly complex global environment.

Migration has long been a significant phenomenon in the global labor market. Among
European countries, Ireland stands out as a primary destination for Polish migrants, who
constitute the largest group of foreign workers in the country. The aim of further research is to
provide insights into how these gaps affect migration patterns and labor market dynamics, and
to propose recommendations for addressing these challenges and expand the research in Poland

to study the trends and fullfil the needs of the labour market as Poland has experienced
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substantial labor migration to Ireland, driven by economic disparities, wage differences, and
better opportunities abroad. This migration has created a dynamic where Polish workers
contribute significantly to the Irish economy but often face challenges in fully meeting
employer expectations. Conversely, Poland faces a “brain drain” phenomenon, with skilled
workers leaving the country, exacerbating labor shortages in key sectors. Understanding these
dynamics requires an examination of labor market structures, educational systems, and
employer expectations in both countries. Poland’s labor market has undergone significant
transformation since joining the European Union. Despite a growing economy, the country
faces challenges in aligning education and training systems with labor market demands.
Employers in Poland often report difficulties in finding workers with the necessary technical
skills, soft skills, or language competencies. This skills mismatch is particularly evident in

sectors such as manufacturing, information technology, and healthcare.

Ireland, as a popular destination for Polish migrants, faces its own set of labor market
challenges. While Polish workers often fill critical roles in sectors such as construction,
hospitality, and healthcare, employers frequently highlight gaps in language proficiency,
cultural integration, and sector-specific skills. These mismatches can lead to underemployment

or limited career progression for Polish workers.
Key themes for further research:

1. Skills Shortages: both countries experience skills shortages but in different sectors. Poland
struggles to retain highly skilled workers, while Ireland relies on migrant workers to fill
gaps in low- and mid-skilled positions.

2. Language and cultural barriers: language proficiency is a recurring issue for Polish workers
in Ireland, limiting their ability to meet employer expectations. In contrast, Poland’s
education system emphasizes technical skills over language and intercultural training.

3. Training and education alignment: while Ireland invests heavily in workplace-based
training, Poland relies more on formal education, which may not align with dynamic market

needs.

Looking at the academic work of leading Polish professors in the future competence agenda
and reserach this is what has been summarised: the author emphasizes that future competencies
must include not only technical skills related to sustainable practices but also strategic thinking

and problem-solving abilities to navigate the complexities of transitioning to low-carbon
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operations (Gajdzik, 2024). Professor Gajdzik argues that professionals in the manufacturing
industry will need to be equipped with a comprehensive understanding of environmental
regulations, carbon accounting, and the integration of renewable energy sources into existing
processes. This aligns with the broader discourse on the necessity of developing a workforce
capable of implementing innovative solutions to meet sustainability goals. Theoretical
foundations of human capital education highlights the importance of aligning educational
frameworks with the competencies needed for economic growth and development management.
Future professionals must possess a blend of technical, managerial, and interpersonal skills to
effectively contribute to economic development initiatives. This perspective is crucial as it
underscores the need for educational institutions to adapt their curricula to foster competencies
that are relevant to the evolving demands of the labor market, particularly in sectors undergoing
significant transformation, such as manufacturing (Piontek, 2019). Professor Sulkowski's
exploration of leadership evolution from ancient times to the digital age provides a historical
context for understanding the competencies required for effective leadership in contemporary
settings. The paper suggests that future leaders must cultivate a diverse skill set that includes
emotional intelligence, adaptability, and digital literacy. As organizations increasingly face
challenges related to sustainability and technological advancement, leaders will need to inspire
and guide their teams through periods of change, making these competencies essential for
success in the modern business landscape (Sutkowski, 2024). Professor Makieta's research on
the impact of economic awareness on sustainable practices emphasizes the necessity for future
professionals to be well-versed in economic principles that underpin sustainable development.
This includes understanding the economic implications of energy consumption and the role of
policy in promoting sustainable practices. The findings suggest that integrating sustainability
into economic education is vital for preparing graduates to make informed decisions that align
with both economic and environmental objectives (Makieta, 2019). Competencies of graduates
in higher education business studies highlights the importance of equipping students with skills
relevant to the manufacturing sector, particularly in the context of Industry 4.0. The paper
discusses the need for competencies related to data analytics, automation, and digital
transformation, which are increasingly critical in modern manufacturing environments. As
industries evolve, the ability to leverage technology and data will be paramount for

professionals seeking to drive efficiency and innovation (Szczepanska — Woszczyna, 2019)
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Table 3: Comparison Table of leading papers by Polish researchers and professors

Competence of the Future 4.0.

Gajdzik, B., R., Wolniak (2024). The implementation of Industry 4.0 concept in Smart City
Article in Scientific Papers of Silesian University of Technology Organization and

Management Series - October 2023

Gajdzik, B., Jaciow, M., Hoffmann-Burdzinska, K., Wolny, R., Wolniak, R., & Grebski, W. W.
(2024). Impact of Economic Awareness on Sustainable Energy Consumption: Results of

Research in a Segment of Polish Households. Energies, 17, 2483.

Stuss, M. M., Szczepanska-Woszczyna, K., & Makieta, Z. J. (2019). Competences of Graduates
of Higher Education Business Studies in the Labor Market I (Results of Pilot Cross-Border
Research Project in Poland and Slovakia). Journal of Economics, Finance, and Management,

Department of Management, WSB University

Sulkowski, L., Dacko-Pikiewicz, Z., & Szczepanska-Woszczyna, K. (2024). Philosophy and
Leadership: An Evolution of Leadership from Ancient Times to the Digital Age. Routledge

Open Business and Economics, New York and London.

Piontek, B. (2019). Theoretical Foundations of Human Capital Education in Economic Growth

and Development Management. Problemy Ekorozwoju, January 2019, WSB University

EU Competency Focus

Papers' Contribution

Alignment

Green and sustainable skills

Decarbonization,
efficiency awareness.

energy

Strong alignment with green
deal goals

Digital and technological
skills

10T, Al, industry 4.0, graduate
digital skills.

Fully aligned with digital
compass 2030

Lifelong learning Lifelong education and | Matches european skills agenda
adaptability. objectives

Leadership and ethical | Ethical, philosophical, and | Complements eu leadership

competencies digital leadership. vision

Entrepreneurial Innovation, creativity, and | Directly tied to eu

competencies problem-solving. entrepreneurship goals

Social and emotional skills

Teamwork, intercultural skills,
ethical reasoning.

Source: original work

Supports eu social pillar of
rights
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In conclusion, the collective insights from these papers underscore the necessity for a
multifaceted approach to developing future competencies. Emphasizing technical skills related
to decarbonization, human capital development, leadership evolution, economic awareness, and
technological proficiency will be crucial in preparing the workforce for the challenges and
opportunities presented by the rapidly changing landscape of manufacturing and economic
growth. The labor market gaps between employer needs and employee skills in Poland and
Ireland are influenced by complex factors, including migration patterns, educational systems,
and sectoral demands. Addressing these gaps requires a multifaceted approach that combines

policy interventions, educational reforms, and international collaboration.

By bridging these gaps, both countries can create more inclusive and dynamic labor
markets, benefiting employers, employees, and society as a whole. The Strategic Challenges of
the Decarbonisation of the Manufacturing Industry emphasizes the need for technical skills in
sustainable manufacturing and regulatory knowledge. Impact of Economic Awareness on
Sustainable Energy Consumption highlights public education in sustainability and energy
efficiency. Both align with EU goals of fostering 'green skills' for the transition to carbon
neutrality by 2050. The Implementation of Industry 4.0 Concept in Smart City focuses on
technical skills in [oT, Al and data analysis—core to the EU's Industry 4.0 vision. Competences
of Graduates of Higher Education Business Studies in the Labor Market I discusses the need
for digital tools proficiency among graduates. These papers reflect the EU’s emphasis on
equipping the workforce with advanced digital and technological skills. Theoretical
Foundations of Human Capital Education in Economic Growth and Development Management
underscores the importance of adaptability and continuous learning. This directly supports the
EU's vision of empowering workers with flexibility and resilience through ongoing education.
Philosophy and Leadership: An Evolution of Leadership from Ancient Times to the Digital Age
advocates for ethical reasoning and digital fluency in leadership. These competencies align with
EU calls for leaders capable of driving sustainable, human-centric growth. Competences of
Graduates of Higher Education Business Studies highlights entrepreneurial skills and
innovative problem-solving as crucial graduate attributes. Theoretical Foundations of Human
Capital Education supports fostering innovation to drive economic growth. These ideas resonate

with the EU's focus on entrepreneurship and innovation. Competences of Graduates of Higher
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Education Business Studies emphasizes teamwork and cross-cultural communication, which

directly support the EU's vision for social cohesion.

Philosophy and Leadership reflects the need for emotional intelligence and ethical
leadership in managing diverse teams. The competencies outlined in the analyzed papers align
strongly with the EU's framework for future skills, particularly in the areas of digital
transformation, green skills, lifelong learning, and leadership. However, there is room for
greater emphasis on entrepreneurship and social-emotional skills to fully reflect the EU's

holistic vision for future competencies.
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CHAPTER 7: CONCLUSION

7.1. The gap between employers' needs and employees' skills

The gap between employers' needs and employees' skills is a pressing concern in the
context of rapidly evolving job markets, particularly in light of the Fourth Industrial Revolution.
This gap is characterized by a mismatch between the competencies that employers expect from
graduates and the skills that educational institutions impart. Research indicates that this
discrepancy is not merely a matter of technical skills but also encompasses essential soft skills
and employability competencies that are increasingly valued in the workplace. One significant
area of concern is the perception gap between students and employers regarding the skills
necessary for employment. Aryanti and Adhariani Aryanti & Adhariani (2020) highlight that
students often have a different understanding of the skills required by employers, particularly
in fields such as accounting. This finding is echoed by Truong et al. (Truong et al., 2018), who
note that many graduates lack the work-ready competencies that employers expect, particularly
in soft skills.

The importance of soft skills is further emphasized by Kenayathulla et al. (Kenayathulla
et al., 2019), who argue that employers are looking for candidates who possess not only basic
academic skills but also higher-order thinking skills, such as problem-solving and decision-
making. Moreover, the rapid pace of technological advancement necessitates a reevaluation of
the skills taught in educational institutions. Meta (2022) points out that the skills required for
future employment are often not aligned with those acquired through traditional education,
leading to a significant skills gap. This sentiment is supported by Mcgunagle and Zizka
(McGunagle & Zizka, 2020), who identify specific employability skills that are lacking in
STEM graduates from the perspective of employers. The need for educational institutions to
adapt their curricula to better prepare students for the workforce is critical, as highlighted by
various studies ("Bridging The Skill Chasm: An Analytical Analysis Of Industry-Academia
Collaboration In Management Education And Corporates Within India", 2024; , Tee, 2024). In
addition to technical skills, the role of soft skills in enhancing employability cannot be
overstated.

Yong and Ling Yong & Ling (2023) emphasize the importance of soft skills in bridging
the employability gap, suggesting that both employers and graduates need to align their

perceptions of these competencies. Similarly, Fernando Fernando (2024) discusses the
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implications of skill deficiencies in specific sectors, such as maritime technical education,
underscoring the need for targeted training programs that address these gaps. Furthermore, the
collaboration between industry and academia is essential for bridging the skills gap. Research
by Chhinzer and Russo Chhinzer & Russo (2018) indicates that employers value a combination
of technical knowledge and soft skills, suggesting that educational institutions must foster
partnerships with industry to ensure that curricula remain relevant.

This collaboration can also facilitate internships and co-curricular activities, which have
been shown to enhance employability outcomes for graduates (Jackson & Bridgstock, 2020).
In conclusion, further research is needed to explore innovative strategies for bridging the gap
between employers' needs and employees' skills. This includes investigating the effectiveness
of industry-academia partnerships, the integration of soft skills training into curricula, and the
development of professional courses that align with the evolving demands of the job market.
Addressing these issues will be crucial for preparing graduates to meet the challenges of the

future workforce.

7.2. The evolving dynamics of the labor market

The evolving dynamics of the labor market present a critical challenge in aligning
employer needs with employee skills, particularly regarding competencies required for the
future. This discussion explores the key areas where gaps persist, analyzes their implications,
and identifies opportunities for further research and practical interventions to address these
disparities. The insights gained can inform policies, workforce strategies, and education
systems aimed at creating a more harmonized labor market. One of the most pressing areas of
inquiry is identifying the competencies that will be most essential over the next decade. Rapid
technological advancements, global shifts toward sustainability, and evolving workplace

paradigms demand a reevaluation of traditional skillsets.

Research indicates a growing emphasis on green competencies related to renewable
energy, climate adaptation, and environmental management. Similarly, digital competencies—
including data analytics, artificial intelligence, and cybersecurity—are becoming prerequisites
across various sectors. In addition to technical skills, interpersonal abilities, such as emotional
intelligence, adaptability, and cross-cultural collaboration, are increasingly valued. This

suggests a need for future studies to focus on sector-specific demands and the interplay between
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technical and soft skills in creating a resilient workforce. Purwaningsih Purwaningsih (2024)
emphasizes that a leader's belief in their subordinates' abilities directly influences employee
performance. Similarly, Sousa (2024) highlights the importance of leadership characteristics
in bridging the gap between training and employer needs, suggesting that competencies such
as flexibility and communication are increasingly valued. Moreover, Finch et al. Finch et al.
(2013) argue that interpersonal skills, which are often developed under supportive

management, are crucial for employability.

7.3. A Critical role of Vocational Education and Training (VET)

Vocational Education and Training (VET) plays a critical role in equipping individuals
with the skills and competencies necessary to meet the demands of an evolving labor market.
In the European Union (EU) and Ireland, VET is increasingly recognized as a key driver for
economic development, social inclusion, and innovation. This chapter explores strategies to
enhance VET systems in these contexts, with a focus on addressing skill gaps, fostering
adaptability, and aligning educational outcomes with industry needs.

In both the EU and Ireland, VET systems are undergoing transformation to respond to
rapid technological advancements, globalization, and shifting workforce demands. These
changes are driven by initiatives such as the European Skills Agenda and the push for
Competencies 4.0, which emphasize the need for continuous upskilling and reskilling. Ireland,
as part of the EU, faces unique challenges and opportunities in adapting its VET framework to
support growth in sectors such as technology, education, and administration

The higher education system in Ireland expanded significantly with the establishment
of Regional Technical Colleges (RTCs), which broadened the scope of educational
opportunities beyond the traditional universities. This expansion was essential in meeting the
growing demand for skilled workers in a rapidly changing economy. These institutions helped
diversify Ireland's educational landscape by offering technical and vocational qualifications
alongside academic degrees, which was seen as a critical step in addressing the country's
evolving labor market needs (Clancy, 2008). The expansion of the higher education system also
played a vital role in the democratization of education, as it provided more access to tertiary
education, especially to those from less advantaged backgrounds.

Parallel to educational reforms, Ireland’s commercial landscape saw significant

changes, particularly in port administration. Efforts to improve the efficiency and
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competitiveness of the Irish ports were a response to the growing need for modernization in
commercial infrastructure. The reforms aimed at improving the commercial performance of the
port sector helped Ireland become more integrated into the global economy, particularly in
terms of trade and shipping. This transformation in port administration was part of a broader
push towards modernization and economic development during the late 20th century (Mangan
& Furlong, 1998).

Corporate governance also underwent major shifts during this period, with significant
adaptations in company secretarial services to keep pace with evolving standards and
regulations. The role of company secretaries expanded as corporate governance structures
became more complex and aligned with international practices. This shift in company
secretarial functions highlighted the growing importance of compliance, transparency, and
accountability in Ireland’s corporate sector. The evolution of governance standards was not only
in response to internal needs but also in alignment with global trends, which required Irish
businesses to adopt internationally recognized practices to attract investment and enhance their
competitiveness in the global market (Akagha et al., 2023).

The administrative sector in Ireland encompasses a broad range of government
functions, including public administration, policy-making, and service delivery. As Ireland
continues to adapt to EU regulations, global economic shifts, and an increasingly digital world,
the administrative sector must develop key competencies to manage these changes effectively.
Public leaders in Ireland must possess strong leadership competencies to manage the increasing
complexity of governance in a multilevel political system. Competencies such as strategic
foresight, decision-making, and multilevel governance (Benz & Zimmer, 2008) are critical for
navigating the interrelationships between national, regional, and EU levels of governance.
In light of the increasing demands for transparency, accountability, and responsiveness,
leadership in the public sector must be adaptive and resilient. The increasing digitization of
public services, such as e-Government initiatives, requires a robust understanding of digital
literacy, data management, and cybersecurity (Schmidt, 2020).

Public sector employees need to develop strong digital competencies to implement and
maintain digital platforms and data systems. The Irish government’s commitment to digital
transformation through the Digital Strategy for Schools and other initiatives demonstrates the
growing need for administrative professionals to be tech-savvy and capable of leading digital

innovation in public services. As Ireland continues to respond to both domestic and EU policy
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changes, public sector leaders must exhibit strong project management skills (APM, 2020).
The complexity of projects, such as implementing EU directives, managing large-scale public
infrastructure, and navigating economic crises, demands administrators with the ability to
manage resources, timelines, and teams effectively. Furthermore, change management
competencies are required to manage the ongoing transformations in public services and adapt
to new policy frameworks.

The Irish government has emphasized the importance of lifelong learning as a critical
component of national skills development (Department of Education and Skills, 2018). Lifelong
learning competencies, which involve the continuous acquisition of knowledge and skills, are
essential for adapting to an ever-changing job market. In the context of the educational sector,
this includes offering training and professional development for educators to ensure they stay
current with emerging trends in education, technology, and pedagogy.

With increasing diversity in classrooms, Ireland's educational institutions must foster
cultural awareness and inclusive education. Educational professionals must develop
competencies to support students from various cultural and linguistic backgrounds, ensuring
they can integrate effectively into the academic environment. The emphasis on diversity in the
Irish education system promotes civic competencies and the development of social skills
necessary for students to thrive in a multicultural society.

The commercial sector in Ireland, including SMEs (small and medium-sized
enterprises), plays a pivotal role in driving the country's economic growth. Ireland’s commercial
enterprises must continuously evolve to stay competitive, embracing innovation, digital
transformation, and sustainability as core business strategies. These areas have become even
more critical in light of external challenges, such as Brexit, the COVID-19 pandemic, and
global supply chain disruptions.

Innovation is at the heart of Ireland's commercial sector. With a highly dynamic market,
companies need employees who can drive product development, process improvement, and
technological advances. Innovation competencies include the ability to generate creative ideas,
evaluate risks and opportunities, and implement new solutions in the face of market challenges.
A culture of innovation is essential to Ireland’s continued economic competitiveness, especially
in high-growth sectors such as technology, pharmaceuticals, and green energy.

Ireland's commercial sector is undergoing a digital transformation, with businesses

embracing digital tools, e-commerce, automation, and data analytics to stay competitive.
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The rise of machine learning, and blockchain technology is driving the demand for workers
with advanced digital skills. The focus on digital competencies goes beyond technical expertise
and includes digital leadership, which is necessary to guide businesses through the challenges
and opportunities of the digital economy (Rogers, 2020).

As Ireland and the EU focus on achieving sustainability goals, the commercial sector
must adapt to meet environmental regulations and sustainability standards. Green competencies
encompass knowledge of environmental laws, eco-friendly practices, and sustainable business
models. In particular, the green economy has opened new opportunities for businesses,
especially those focused on renewable energy, waste reduction, and sustainable agriculture.
As such, businesses need to equip their workforce with skills related to environmental
stewardship, green technologies, and sustainable supply chains.

As companies across Ireland increasingly work on complex projects, project
management competencies become critical to ensuring that initiatives are completed on time,
within budget, and according to specifications. In addition to traditional project management
skills, agile leadership competencies, which emphasize flexibility, rapid decision-making, and
iterative processes, are becoming more important, particularly in tech-driven and startup
environments.

With businesses increasingly required to operate in an uncertain economic environment,
financial literacy is becoming a critical competency for employees at all levels. Understanding
financial principles, managing budgets, and evaluating investment opportunities are essential
skills for sustaining business growth. Ireland's emphasis on fostering financial competence at
the educational level reflects the growing recognition of the need for these skills in the
commercial sector. A significant issue in the labor market is the mismatch between the skills
employees possess and those employers require. Many educational institutions and training
programs are still geared toward traditional roles, leaving employees underprepared for rapidly
evolving industries. Theoretical frameworks, such as human capital theory, suggest that
investments in education and training can yield economic benefits. However, these investments
must align closely with market demands to be effective. Further research is needed to evaluate
the effectiveness of existing educational curricula and workforce development programs in
addressing this mismatch. Comparative studies across countries or regions could provide

insights into best practices for aligning education with labor market needs.
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Technology plays a dual role in exacerbating and mitigating the skills gap. On one hand,
automation and artificial intelligence are displacing workers in certain roles, creating an urgent
need for upskilling and reskilling. On the other hand, technology offers tools for personalized
learning and skills assessments. For instance, Al-driven platforms can identify individual skill
gaps and recommend tailored training programs. Research into the integration of technology in
education and workplace training could explore how these tools can be scaled to meet the needs
of diverse industries. Additionally, examining the long-term impacts of technology-driven
learning on employee performance and job satisfaction could provide valuable insights.

Another critical aspect of the employer-employee skills gap is the divergence in
priorities between different generations in the workforce. Employers often prioritize
productivity and technical proficiency, while employees—particularly younger generations—
increasingly value flexibility, work-life balance, and a positive workplace culture. These
differences highlight the need for research into cultural and generational influences on
workforce expectations. Understanding how these factors affect employee engagement,
retention, and performance can help organizations create more balanced and inclusive policies.
Policy interventions play a crucial role in addressing labor market disparities. Governments and
industry bodies can collaborate to develop frameworks that incentivize skills development in
high-demand areas. For instance, subsidies for training programs, tax incentives for employers
investing in employee development, and public-private partnerships can drive progress. Further
research is needed to evaluate the impact of such interventions and identify the most effective
policy measures. Additionally, structural changes within organizations, such as creating clear
career pathways and fostering continuous learning cultures, warrant further exploration.

Bridging the gap between employer needs and employee skills in future competencies
requires a multifaceted approach that integrates education, technology, policy, and workplace
culture. This discussion highlights the importance of identifying emerging competencies,
addressing discrepancies in skill supply and demand, leveraging technology, and considering
cultural and generational factors. By pursuing these research directions, stakeholders can create

a more dynamic and equitable labor market that benefits both employers and employees.
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I APPENDIX CAWI EMPLOYERS

1. What is your gender?
o Female

o Male

o Other

2. Where do you currently live?
o City
o Village

0 Another residential area

3. What is your highest completed education?

o Secondary education
o BA Degree or Equivalent
o MA Degree or Equivalent

o Doctorate degree

4. Professional experience in years
o 0-5 years

0 5-10 years

o 11-15 years

o over 15 years

5. In your opinion, are technical skills of employees important in the work performed at your

workplace?

o Not necessary

o Somewhat necessary
o Moderately necessary
o Necessary

o Crucial
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6. In your opinion, are time and task management skills important in terms of employee
competence at your workplace?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

7. In your opinion, are communication skills, including non-violent and transformative
communication, important from the point of view of the competences of employees at your
workplace?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

8. In your opinion, are the skills of working as part of a team are important from the point of
view of employee competences?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

9.As an employer, do you think programming skills of employees are important for your
company?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial
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10. As an employer, do you think conflict solving skills of employees are important at your
company?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

11. As an employer, do you think self-presentation skills of employees are important at your
company?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

12. As a employer, do you think working under pressure are important skills of employees at
your company?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

13. Do you think that the ability to work with the MS OFFICE is an important skill
o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial
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14. Do you think that the ability to use online meeting programs such as Zoom, Click Meeting,
Teams, Google Meet, Skype is an important skill of employees you want to hire?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

15. Do you think delegating tasks is an important skill of employees you want to hire?
o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

16. Do you think analytical skills are an important as a set of skills of employees you want to
hire?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

17. Do you think that the ability to motivate others is important skill of employees in your
company?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial
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18. In your opinion, are the skills of organizing and motivating others are important
skills of employees in your company?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

19. In your opinion, is the ability to work under pressure important from the point of view of
the competences of the employees you want to hire?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

20. In your opinion, are negotiation skills important from the point of view of the competences
of employees you want to employ?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

21. In your opinion, are creative thinking skills important from the point of view of the
competences of employees you want to hire?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial
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22. In your opinion, are the skills of working in a virtual team important from the point of view
of the competences of the employees you want to hire?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

23. Do you think that stress coping skills are important from the point of view of the
competences of employees you want to hire?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

24. Do you think that skills of dealing with difficult customers are important from the point of
view of the competences of employees you want to hire?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

25. Watch the videos and choose the employee with the most preferable style.
o D style https://youtu.be/5J1AVh47c4c?si=qSiKekXMgCTQ9;QB

o I style https://youtu.be/j 5zpwBylbY ?si=7TEWxjTZ2MLSx4uW-

o S style https://youtu.be/Qgl17KT2gtql?si=7p1adtWNLeZNOyqT

o C style https://youtu.be/ccBw74BP4oc?si=-BdSAveZgDPuPKs

o None of the above

o Characteristics from each of the styles
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26. From the image below choose the most desirable set of characteristics of your future

employee

Precise Decis

Follows rules

Logical, caretu Competitve
Formal, disciplined Independent. self confident
Withdrawn, shy Aggress

Does not express opinions

Gets stuck in details

Does not take risks Exceeds authority

oo
oD Red
o I Yellow
o S Green
o C Blue

o None of the above

o From each set some characteristics

27. Do you think multitasking is important as a skill of employees in your company?

o Not necessary

o Somewhat necessary
o Moderately necessary
o Necessary

o Crucial
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28. Is the ability to work in a global multicultural environment important from the point of view
of the competences of employees in your company?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

29. In your opinion the ability to write e-mails, prepare memos and write projects are important
from the point of view of the competences of employees in your company?

o Not necessary

o Somewhat necessary

o Moderately necessary

o Necessary

o Crucial

30. From your point of view, which employee competencies are more importantat in your
company?

o Hard Skills - technical and those that include specialist knowledge, knowledge of foreign
languages, ability to operate computer programs or a cash register. Hard skills are those easy
to define. You have them or do not have them. There are defined as hard competence.

o Soft Skills - these are psychosocial skills, e.g. communication skills, creativity, dynamism
of action, or flexibility

0 50/50
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II APPENDIX FOCUS GROUP EMPLOYERS

Focus group invite:

Dear Participant,

I are pleased to invite you to participate in the focus group research, which focuses on
identifying the necessary skills in the job market in the administrative, educational, and
economic sectors. I am interested in the opinions of employers regarding the skills, experience,
and qualifications of employees, that are crucial for effective work in these sectors. My goal is
to gather a diverse group of employers representing different companies and organisations in
the administrative, educational, and economic sectors to gain a broad perspective on the
required competencies and market trends. During the focus group, I will ask you to share your
experiences, opinions, and observations regarding the necessary skills. The discussion will be
conducted in a friendly atmosphere, and your knowledge and perspective will be extremely
valuable to my PhD research. Research results will be produced based on the findings, to which
you will have access. Thank you for your interest in my research, and I look forward to your
participation in my focus group.

Focus group questions:

1.What technical skills do you believe are most sought after in these industries?

2. In your opinion, are there any specific soft skills that are key to the success of employees in
these sectors? If so, what are they?

3. What professional or educational experience is preferred when hiring for these industries?
4. Are there any new trends or technologies that are influencing the required competencies in
these sectors? If so, what are they?

5. What interpersonal skills are particularly important in these industries?

6. Are there any specific certifications or courses that are highly regarded in these sectors? If
so, what are they?

7. What time management and organisational skills are important for employees in these
industries?

8. What analytical and problem-solving skills are important in these sectors?

9. Are there any communication skills that are key for employees in these industries? If so, what
are they?

10. Are there any specific requirements regarding knowledge of computer programs or

technological tools in these industries? If so, what are they?
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III APPENDIX DESK RESERCH EMPLOYEES

1. What is your gender?
o Female

o Male

o Other

2. Where do you currently live?
o City
o Village

0 Another residential area

3. What is your highest completed education?
o Primary education

o Secondary education

o BA Degree or Equivalent

o MA Degree or Equivalent

o Doctorate degree

4. Professional experience in years
00
ol
02
03

5. How would you rate your technical skills? Select only one answer.

o Very weak
o Weak

o Average

o Good

o Very good
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6. Are you able to manage tasks effectively and yourself within a time limit? Please select only
one answer.

o Not at all

o Not really

o Sometimes

o Mostly

o Very well

7. How would you rate your communication skills? Please select only one answer.
o Very poor

o Poor

o Average

o Good

o Very good

8. Are you able to work effectively in a team? Please select only one answer.
o Not at all

o Not really

o Sometimes

o Most of the time

o Absolutely

9. How would you rate your technical skills in programming? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good
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10. Are you able you effectively solve problems? Please select only one answer.
o Not at all

o Not really

o Sometimes

0 Most of the time

o Absolutely

11. How would you rate your interpersonal skills? Please select only one answer.

o Not at all

o Not really

o Sometimes

o Most of the time

o Absolutely

12. Are you able to delegate tasks effectively? Please select only one answer.
o Not at all

o Not really

o Sometimes

o Most of the time

o Absolutely

13. How would you rate your analytical skills? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good
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14. Are you able to resolve conflicts effectively? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good

15. How would you rate your presentation skills? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good

16. Are you able to motivate others effectively? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good

17. How would you rate your planning and organizational skills? Please select only one
answer.

o Very weak

o Weak

o Average

o Good

o Very good
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18. Are you able to perform effectively under pressure? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good

19. How would you rate your project management skills? Please select only one answer.

o Very weak
o Weak

o Average

o Good

o Very good

20. Are you able to work effectively under time pressure? Please select only one answer
o Very weak

o Weak

o Average

o Good

o Very good

21. How would you rate your negotiation skills? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good
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22. Are you able to solve team problems effectively? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good

23. How would you rate your creative thinking skills? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good

24. Are you able to collaborate effectively with different people? Please select only one answer.

o Very weak
o Weak

o Average

o Good

o Very good

25. How would you rate your technical problem-solving skills? Please select only one answer
o Very weak

o Weak

o Average

o Good

o Very good
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26. Are you able to work effectively in a virtual team? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good

27. How would you rate your stress management skills? Please select only one answer.
o Very weak

o Weak

o Average

o Good

o Very good

28. Are you able to handle difficult clients effectively? Please select only one answer
o Very weak

o Weak

o Average

o Good

o Very good

29. How would you rate your ability to adapt to changes? Please select only one answer
o Very weak

o Weak

o Average

o Good

o Very good
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30. Watch each of videos and choose your preferable style:

o D style https://youtu.be/5J1AVh47c4c?si=qSiKekXMgCTQ9;QB
o I style https://youtu.be/j 5zpwBylbY ?si=7TEWxjTZ2MLSx4uW-
o S style https://youtu.be/Qgl7KT2gtql?si=7p1adtWNLeZNOyqT
o C style https://youtu.be/ccBw74BP4oc?si=-BdSAveZgDPuPKs

31. Choose one set of characteristics that describes you the most:

oD
ol

oS
oC

Precise

extended

_ tools

0 O - I am able to make use of my potential equally within any description - I am flexible.
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32. How would you rate your professionals’ skills in writing your resume?
o Very weak

o Weak

o Average

o Good

o Very good

33. How would you rate your competence in terms of job interview?
o Very weak

o Weak

o Average

o Good

o Very good

34. How would you rate your professionals skills in operating with Microsoft Office?
o Very weak

o Weak

o Average

o Good

o Very good

35. How would you rate your practical skills in operating with Canva?
o Very weak

o Weak

o Average

o Good

o Very good

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership|

199



36. How would you rate your professionals skills in self-presentation and conducting and

hosting meeting?
o Very weak

o Weak

o Average

o Good

o Very good

37. How would you rate your professionals’ skills in stakeholders’ management and service?

o Very weak
o Weak

o Average

o Good

o Very good

38. How would you rate your professionals skills in professional social media management?

o Very weak
o Weak

o Average

o Good

o Very good

39. Which advert is the most attractive for you? Choose one.
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o 1. D Advertisement of a sports car with an instalment system

o0 2. I Advertisement of limousine rental for various occasions/celebrations

o0 3. S Advertisement of a family car instalment system

0 4. C Advertisement of a city car with a low instalment, which you can park in even a narrow
parking space

0 5. O - I would love to watch any of these commercials

40. Which advert is the most attractive for you? Choose one.

competition

# D Qduertisemt:

o 1. D - Advertisement of a boxing centre offer

0 2.1 - Advertisement of gala (ball and networking)

0 3. S - Advertisement of children's day

0 4. C - Advertisement of online video game tournament

0 5. O - I would love to watch any of these commercials

| PhD Thesis | Faculty of Business & Media | Department of Executive Leadership| 20 ']



41. Which of virtual meeting platforms you use / used as part of your work / professional

development?

0 Zoom

o Microsoft Teams
o Google Meet

o Skype

o Click Meet

o Other

o All of them

42. Can you create reports?
o Not at all

o Not really

o Sometimes

o Most of the time

o Absolutely

FINAL
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