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Changing Competency Expectations in the Labor Market

Introduction
Technological progress leads to the disappearance of certain professions, the creation of new job roles,
and the significant transformation of existing positions. The rise of automation and generative artificial
intelligence continuously reshapes the world of work, generating entirely new job structures that
demand new types of competencies from employees (Frey & Osborne, 2017; McKinsey, 2022). Repet0
itive tasks are increasingly performed by machines, leading to the gradual disappearance of routine
jobs while elevating the importance of roles that require human skills, creativity, and strategic thinking.
Data0driven decision0making and the management of automated systems have become fundamental
requirements across most industries, making digital literacy and technological adaptability essential
competencies. Emerging technologies not only transform communication methods but also redefine
collaboration and work organization (Manyika & Sneader, 2018).

The globalization of the labor market and the rise of the gig economy have introduced new challenges to
the economy. The increasing prevalence of flexible, digital work necessitates different skills from em0
ployees, including independent time management, virtual teamwork, and intercultural communication.
The COVID019 pandemic (2020 – 21) accelerated these changes, leading to the widespread adoption of
remote, hybrid, and online work arrangements (World Economic Forum, 2020). The expansion of the
gig economy has also compelled workers to adopt an entrepreneurial mindset, as more people engage
in contract0based or project0based employment rather than traditional full0time jobs.

Demographic changes, increasing diversity, and efforts to promote inclusion also shape the labor mar0
ket (OECD, 2021). Aging societies necessitate lifelong learning and continuous upskilling of employees.
Companies are increasingly recognizing the benefits of a diverse workforce and placing greater empha0
sis on equal opportunities and inclusive corporate cultures. These factors underscore the increasing
importance of soft skills, including empathy, teamwork, and cultural awareness. Over the past decade,
lifelong learning and retraining programs have gained increasing importance, becoming essential due
to the rapidly evolving competency requirements (Lukács & Dorner, 2021).

Along with technological, economic, and social changes, the skills and competencies required for
high0level professional practice are evolving, raising employers' expectations regarding workforce
qualifications (Tóth et al., 2015). Employers are placing greater emphasis on both transferable and
specific competencies. Transferable skills – such as communication, critical thinking, problem0solving,
and adaptability – have become particularly valuable as they enable workers to adjust swiftly to an
ever0changing environment (Cimatti, 2016; Bridgstock, 2009). At the same time, demand for industry0
specific skills is also increasing, such as proficiency in programming languages, financial analysis, or
project management (Autor et al., 2023). Knowledge economies thrive on employees continuously
developing and updating their skills (upskilling). Knowledge workers, in particular, play a crucial role
by contributing their creativity and problem0solving abilities to the advancement of economies driven
by cutting0edge technology (Haragi, 2010). Acquiring a broad skill set, often requiring expertise in new
disciplines, builds upon a high level of general education and continuous learning, enabling workers to
perform various roles. In more flexible employment relationships (Szabó & Hámori, 2006), the focus
is on task completion, and employers increasingly expect employees to adopt a responsible and self0
sufficient approach to their work (Kiss0Répátzky, 2012). Consequently, future expectations anticipate a
growth in the demand for transferable competencies that are applicable in various work situations and
capable of evolving with experience.

Workforce (2016) described these evolving competency expectations as a "skills revolution". The report
highlighted the enduring importance of skills such as creativity, emotional intelligence, and cognitive
flexibility, which are essential for solving complex tasks or complementing machine functions. Over the
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past decade, employers have increasingly sought workers with transferable expertise alongside special0
ized knowledge, valuing those who can adapt flexibly to rapidly changing circumstances (Zerényi, 2017).
Randstad's 2025 report states, "In times of unprecedented change, as traditional job roles transform and
new ones emerge, skills can quickly become obsolete. Our study indicates that ensuring future-ready
skills is more critical than ever for both employers and employees. This necessity is not only driven by
the expected economic transformation due to artificial intelligence but also by the imminent emergence
of the next disruptive technology, poised to push boundaries even further" (Randstad, 2025, p. 30).

This study aims to explore labor market competency requirements over the past decade by analyzing
literature and large0scale research findings. Our objective is to examine the restructuring of competen0
cies essential for successful employment, identifying which skills are losing relevance, which remain
critical, and what new knowledge, abilities, or personal attributes will become defining factors in the
evolving labor market.

The Labor Market Implications of Competency Restructuring
Technological, economic, and social changes significantly reshape the value and content of compe0
tencies required in the labor market. This restructuring may involve different directional changes
in qualification and skill expectations. The increasing requirements for workforce qualifications are
referred to as "upskilling," while the expansion of required skill sets and the broadening of qualification
content are termed "multiskilling" (Czibik et al., 2013). The 2018 Cedefop forecast projected a significant
increase in the proportion of highly skilled job positions, expected to rise from 31% in 2016 to 40% by
2030. Concurrently, in some areas, a decline in expectations has been observed; the phenomenon of
"deskilling" emerges in connection with automation and the spread of computer0controlled technolo0
gies. According to the 2018 Cedefop forecast, the share of low0skilled jobs is expected to decrease from
21% in 2016 to 15% by 2030 (Cedefop, 2018).

More recent forecasts from Cedefop in 2023 reaffirm these trends and emphasize the importance of
skill development in adapting to changes in the labor market. According to the projections, European
employment is expected to grow by 3.4% between 2021 and 2035, equating to approximately 7 million
new jobs. This growth is primarily attributed to the green transition, the expansion of the service
sector, and the increasing demand in the social care and healthcare sectors due to aging populations.
The forecast for 2035 anticipates the dominance of skill0intensive employment in the labor market.
The demand for highly skilled workers is expected to increase. In contrast, demand for medium0skilled
workers is projected to remain relatively stable, and the number of low0skilled job positions is antici0
pated to decline (Figure 1). The new job opportunities created by 2035 are also expected to be more
accessible to highly skilled individuals (Cedefop, 2023).

Figure 1 — Skills upgrading in the EU labour force, 2015035

Source: (Cedefop, 2023)

The determination of which competencies lose value, which remain crucial, and what new knowledge,
skills, or personal attributes will become dominant in the ongoing labor market transformation is
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ultimately shaped by the interactions of key stakeholders. From a market perspective, workplace com0
petency expectations emerge and evolve through the dynamic relationship between employers and
employees, influenced by broader market changes (Tóthné & Hlédik, 2019). Consequently, expectations
within organizations are not static variables but continuously adapt to the interplay between supply and
demand. A more profound understanding of this process and the evolution of requirements is valuable
for all stakeholders, including employers, employees, and the educational institutions preparing the
workforce.

Demand-side changes in the labor market primarily drive the restructuring of competencies. In
modern developed societies, it is economically advantageous for employers to hire only adequately
skilled workers. As technological advancements progress, the demand for low0skilled labor is expected
to decrease. At the same time, the need for highly qualified workers continues to grow – even
though acquiring such talent becomes increasingly costly and often requires attracting workers from
competitors (Kopátsy, 2011). The impact of technological, economic, and social changes is prompting
significant transformations within companies, leading employers to rethink and extensively modify
their organizational operations, human resource management, and employee expectations. However,
employers may differ in their evaluation of the role of specific competencies, both currently and in the
future. Some companies proactively build personal and organizational conditions aligned with expected
macroeconomic shifts, while others respond more slowly, relying on previously established success
criteria essential for maintaining their current performance. As a result, the timeline for changes in
employee expectations can vary significantly across organizations.

Naturally, the skills and knowledge considered valuable differ across industries, as corporate strategies
dictate diverse competency needs. The emergence of skill shortages is not solely driven by new
demands from companies but also by the labor market's inability to adapt to these expectations swiftly.
Wage disparities between workers with varying skill levels indicate that the economy increasingly favors
highly skilled labor. The root cause of unequal compensation lies in the lag between labor supply
and evolving employer expectations (Velden0García, 2010). Employers can choose among candidates
with stronger or weaker qualifications, and the outcomes of these selection processes are reflected in
salary distributions and job placements. Some workers adapt more easily to the changing expectation
framework, while others struggle. Modernization has led to an expansion in employers' competency
demands. However, in some areas, the workforce struggles to keep pace with new expectations, while
in others, it may even exceed them.

Randstad's (2025) latest research report highlights that "the workforce is well aware of economic
changes and feels compelled to keep up with them." In the workplace, employers and employees share
a mutual responsibility for skill development, albeit to varying extents. According to the survey, 64% of
respondents (56% in Hungary) reported that their employers helped them acquire future0proof skills
in the past year, marking an increase from the previous year's figures (52% globally, 46% in Hungary).
More than one0third (35%) of employees believe that they are more responsible for keeping up with
technological advancements than their employers (27%). In Hungary, the results suggest the opposite:
25% attribute responsibility to employees, while 35% consider it the employer's duty (Randstad, 2025).

Labor market surveys do not distinguish between the demand for talent, knowledge, skills, and compe-
tencies, as these factors are difficult to separate in practice (Szabó, 2011). Gallardo et al. (2013) also
highlight the similarities between the concepts of talent and competency. In the definition provided
by Ulrich and Smallwood (2012), these two terms are treated as categories with overlapping content.
Talent is a complex phenomenon with multiple interpretations in the literature. Renzulli (2003) defines
talent as the intersection of exceptional intellectual abilities, creativity, and strong motivation. Talent
can be understood as an inherent aptitude, potential, or outstanding performance (Szabó, 2011). This
definition closely relates to the concept of competency in management, which links competency to
excellent performance (McClelland, 1973). According to Szabó (2011), employers "purchase talent as
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a package," seeking individuals with various competencies who can complete tasks. Achieving this
level of general action competence (Wilkens, 2004) requires knowledge, expertise, aptitudes, skills,
and motivation. According to Leplat, competency dynamically structures and integrates these compo0
nents (Szelestey, 2008). From a pedagogical perspective, these elements consist of inherited motives
and learned components, which determine their potential for development (Nagy, 2007). However,
from a corporate perspective, the focus is primarily on identifying the personal success criteria and
competency components necessary for outstanding performance (Tóthné Téglás, 2016). However, from
a corporate perspective, the focus is primarily on identifying the personal success criteria and compe0
tency components necessary for outstanding performance.

Given that in the study of talent shortages, it is difficult to separate the demand for talent, competency,
knowledge, or skills (Hámori0Szabó, 2017), a detailed examination of performance0related competency
components can contribute to a more accurate understanding of talent shortages. In our study, we
utilize the concept of competency expectations, as applied in management literature, to analyze
employer expectations. This perspective primarily focuses on identifying the success criteria necessary
for job performance and corporate operations.

Competency Expectations – International Trends
Over the past decade, expectations for competencies in the labor market have undergone a significant
transformation, influenced by technological advancements, globalization, and economic and social
changes. The objective of our research is to explore the direction and extent of these changes, with
a particular focus on the evolving role of transferable competencies. The core of our analysis is to
understand which competencies have gained value in the eyes of employers and what factors currently
define workforce expectations.

The presented findings are based on a systematic review of the literature and a synthesis of large0
scale international studies. Our study compares labor market expectations from ten years ago with
current trends, with a particular emphasis on the observed changes in employers' general competency
expectations. The analysis aims to identify which transferable competencies have become the most
crucial and how their content components have expanded with new dimensions recently.

In tabular form (Figure 2.), we have organized large0scale empirical studies and labor market reports
that provide relevant data for understanding changes in competencies. The analysis is based on global
economic and regional trend reports.

Figure 2 — Large0Scale Labor Market Reports Analyzed in the Study

Source: (Own editing)
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Labor Market Expectations According to 2015 Forecasts
As mentioned in the introduction, Manpower described the changes in competency expectations for
employees as a "skills revolution" in 2016. However, how did key labor market players and experts in
2015 – 16 perceive the personal factors that would determine success in the coming years? Our exami0
nation of competency expectations from a decade ago is based on the findings of two labor market
forecasts. The key personal attributes identified by experts are presented in Figure 3.

The Institute for the Future (IFTF) is a non0profit organization with decades of experience in forecasting
the future of work. It has played a leading role in the development of future research methodologies,
such as the Delphi technique, expert opinion aggregation methods, and the use of gaming platforms. In
their research (ITFI, 2011), these diverse methods were applied in surveys of Fortune 500 companies,
government agencies, and non0profit organizations. As a result of the study, 10 key competencies were
identified as crucial for success in the workplace by 2020. In 2016, the organization collaborated with
the ACT Foundation to further refine its research through a literature review and expert consultations,
which led to the development of detailed descriptions of these ten competencies, along with measure0
ment and development methodologies (IFTF, 2016).

The World Economic Forum (WEF) regularly publishes reports on global economic trends, including
expected changes in the world of work. The WEF's 2016 labor market report was produced with the
support of the Adecco Group, Manpower Group, and Mercer. Their large0scale survey gathered insights
from human resource executives of the world's largest employers, asking how they expected jobs in
their industries to evolve by 2020. Given that these multinational employers serve as reference points
for smaller market participants, they were seen as playing a decisive role in shaping labor market trends.

According to the HR leaders surveyed, by 2020, more than one-third of the core skills required for most
occupations would consist of skills that were not yet considered essential by employers at the time
of data collection. The report projected that between 2015 and 2020, the most significant increases
in importance would be seen in complex problem-solving, social skills, process regulation, systems
thinking, and cognitive abilities (WEF, 2016). According to the report, the competency list published on
the WEF website (Zahidi & Leopold, 2016) presents the success criteria projected for 2020 in order of
importance.

Figure 3 — Success Criteria Projected for 2020 Based on IFTF and WEF Forecasts
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Sources: (IFTF, 2011 ; IFTF, 2016; WEF, 2016; Zahidi & Leopold, 2016)

Based on labor market analyses, the content components of employer competency expectations were
categorized into four competency groups in our study to ensure comparability. By examining the range
of skills and knowledge included in the forecasts, we summarized the success criteria for the future as
projected by experts a decade ago.

Personal and social skills necessary for work appear as fundamental success criteria in both of the
examined forecasts and in other international labor market analyses (PwC, 2017; Manpower, 2016;
Tóthné & Hlédik, 2019). These skills can be clearly interpreted as transferable competencies, as they
provide a foundation for work regardless of context. Among personal competencies, Harangi (2010)
highlights motivational skills and an open, research-oriented attitude, while the IFTF (2011) forecast
emphasizes new and flexible thinking, and the World Economic Forum (2016) projection underscores
the importance of emotional intelligence. The PwC (2017) CEO survey draws attention to the fact that
future workers will need a significantly more flexible approach and greater autonomy than before. Ac0
cordingly, companies will require ambitious, enthusiastic, and highly performance-oriented employees
to achieve their future business objectives.

Among social competencies, the IFTF (2016) forecast emphasizes the importance of collaboration in
multicultural and virtual environments, while Harangi (2010) considers effective verbal and written
communication, as well as the ability to communicate proficiently in both private and public settings, to
be equally critical.

The competency of learning did not appear among the top ten most important categories in either the
IFTF (2016) or WEF (2016) reports. However, the concept of lifelong learning has been widely discussed
in academic literature. The observed labor market transformations require the simultaneous presence
of multiple competencies, favoring versatile (versatil) and learning-capable (docilis) employees (Szabó &
Hámori, 2006). In this context, learning takes on a new meaning, extending beyond externally directed
education to self-directed learning, which enables individuals to adapt to changing conditions (Cserné,
2017).

In a narrower sense, the "learning to learn" concept refers to learning skills and techniques. Habók
(2004) interprets learning more broadly, defining it as a cognitive ability that facilitates higher-level
information processing and problem-solving. Based on international DPR research, Sági (2013) empha0
sizes that individuals must not only be prepared to update and expand their knowledge within their
field rapidly but also to acquire multidisciplinary expertise. Moreover, it is essential not only to adapt to
constantly changing challenges but also to interpret them as sources of new opportunities and capitalize
on them.

The competency of problem-solving is identified as a key driver of future labor market success by
Harangi (2010), particularly in relation to knowledge workers. According to Harangi, these are highly
competent, up-to-date, and creative employees with strong problem-solving skills. The World Economic
Forum (2016) research ranked complex problem-solving as the most critical competency for the future
workforce. The IFTF (2016) and WEF (2016) forecasts highlight the importance of flexible yet critical
thinking, as well as information processing, situational awareness, and decision-making skills in ensur0
ing employee success. These forecasts also predict a growing emphasis on employee responsibility,
risk-taking, and creativity. Regarding professional expectations, some labor market projections (Man0
power, 2016) anticipate the emergence of new specialized knowledge areas and increasingly specific
requirements in response to rapidly evolving professions driven by technological changes. Forecasts
from PwC (2017) and IFTF (2016) also emphasize higher levels of autonomy and advanced problem-
solving abilities, which inherently imply heightened professional expectations.

At the same time, the IFTF (2016) report identifies proficiency across multiple disciplines as a key
competency for the future workforce. The seemingly contradictory forecasts – one predicting highly
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specialized professional requirements and the other emphasizing broad, multidisciplinary knowledge
– suggest that employers may adopt different approaches to workforce expectations, tailoring compe0
tency requirements to their specific industry needs.

The role of digital competencies, specifically information and communication technology (ICT) literacy,
has become indisputable for individuals in the 21st century. However, there is no single, universally ac0
cepted definition of this emerging competency, as interpretations continue to expand and incorporate
new elements (Tongori, 2012). The concept of digital competence is evolving both in name and content;
in academic literature, digital literacy is no longer limited to the knowledge and use of computers,
digital mobile devices, and basic software applications. Instead, it now encompasses cognitive abilities,
social skills, and the legal and ethical competencies necessary for the responsible use of technology. The
elements of ICT literacy are increasingly integrated into the complex framework of 21st0century skills
(Horváth et al., 2022).

Harangi (2010) includes analytical skills, while the IFTF (2016) report emphasizes computational
thinking and the use of new media as key success criteria. According to Manpower's (2016) research
report, although automation may lead to the disappearance of many jobs in the long run, in the short
term, the preparation and implementation of digitalization have generated labor demand. Among the
surveyed companies, only 12% planned workforce reductions due to automation, while 83% maintained
or increased their workforce in the following year. As a result of technological advancements, not only
the quantity of employees but also their qualifications and competencies are playing an increasingly
significant role (Szabó, 2011).

Current Labor Market Competency Expectations
To examine the evolving competency expectations of the past decade, we reviewed three international
labor market forecast reports, namely the World Economic Forum (2025), OECD (2024), and Cedefop
(2023). These labor market reports primarily highlight key competencies essential for shaping a digital
and sustainable future.

According to the World Economic Forum's "Future of Jobs Report 2025," analytical thinking remains the
most critical competency required in today's workforce (Figure 4). Additionally, the report emphasizes
the importance of flexibility, adaptability, and agility, as well as leadership and social influence – the
ability to inspire, motivate, and guide individuals or groups. Other key competencies include creative
thinking, motivation, and self-awareness.

The report projects that by 2030, the most in0demand skills will include competencies related to
artificial intelligence (AI) and Big Data, an openness to and ability for lifelong learning, and strong
collaboration skills. Moreover, the analysis highlights that in an increasingly VUCA (Volatile, Uncertain,
Complex, and Ambiguous) world, coupled with slowing economic growth, there will be a growing
demand for resilience, flexibility, and agility among employees.
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Figure 4 — Expected Competencies in 2025

Source: (World Economic Forum "Future of Jobs Report 2025")

The OECD's "Future Skills Summit 2024 0 Issues for Discussion Paper" identifies a broad spectrum of key
competencies necessary for the future economy and society. Among these, fundamental cognitive skills
– such as literacy, numeracy, and digital literacy – are essential, as they enable individuals to access,
analyze, interpret, and communicate information, thereby preventing economic and social exclusion.
Social-emotional and communication skills – including collaboration, emotional regulation, persever-
ance, conflict resolution, and collective knowledge-sharing – are also crucial, as they help individuals
navigate social environments and make responsible decisions.

The report also emphasizes metacognitive skills, referring to competencies that allow individuals to
reflect on, regulate, and evaluate their own thought processes, learning, and understanding. These
include planning, goal0setting, and strategy adjustment, which are essential for successfully achieving
objectives. Metacognitive skills play a pivotal role in enabling individuals to self0regulate their behavior,
adapt to changing situations, and develop more effective learning processes. Additionally, the OECD
highlights the growing demand for AI-related skills in the labor market, including AI development
capabilities, data processing and analysis skills, and AI application proficiency.

The Cedefop report "Skills in Transition: The Way to 2035" emphasizes that Europe requires a "skills
revolution" to navigate sustainable and digital transformations successfully. This shift necessitates
technical, digital, and professional competencies, particularly knowledge and skills related to renewable
energy and the circular economy. The report underscores that the green transition is not only about
job-specific skills but also requires proficiency in STEM fields (Science, Technology, Engineering, and
Mathematics) as well as digital skills at all levels. It forecasts that by 2025, most newly created jobs
will require a high level of qualification. Moreover, the report highlights a transition away from labor
market polarization, where jobs were historically divided between high-skilled, well-paid positions and
low-skilled, lower-paying roles, with a shrinking share of middle-skilled jobs. Instead, the increasing
knowledge intensity of jobs is leading to a "job upgrading" process, where workplaces demand
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higher levels of qualification and expertise. In addition to technical and professional skills, the report
stresses the rising importance of transversal skills and soft skills, including communication, persuasion,
adaptability, systems thinking, and problem-solving abilities. Soft skills that facilitate cross0functional
collaboration within organizations and enable effective engagement with an expanding network of
stakeholders are becoming increasingly valuable. Furthermore, in alignment with the European Green
Deal (EGD), the report highlights the necessity of ensuring a just transition, making empathy and
human0centered approaches essential in management and process planning.

Finally, using the previously identified four competency groups, the study will further analyze how
the three reports discussed above outline employer competency expectations, identify changes, and
predict future labor market trends.

Personal and Social Competencies Required for Work
International labor market reports consistently highlight the increasing significance of personal and
social competencies in employer expectations. Due to technological advancements, globalization,
and economic0social transformations, adapting to the constantly evolving workplace environment
requires not only technical expertise but also high0level interpersonal and self0regulation skills. All
three reviewed reports confirm that employers place growing emphasis on adaptability, leadership,
collaboration skills, and the ability for independent development and learning (WEF, 2025; OECD, 2024;
Cedefop, 2023).

According to the latest World Economic Forum (WEF) labor market report, flexibility, adaptability, and
agility rank as the second most important core skills valued by employers (Figure 4). Given the economic
uncertainties, technological disruptions, and geopolitical challenges, both businesses and employees
must rapidly respond to new situations, making these skills indispensable. The report states that 75% of
employers anticipate the increasing importance of these skills by 2030 (WEF, 2025). Similarly, the OECD
employment report highlights that individual resilience and emotional stability are crucial in adapting
to dynamic labor market conditions. The OECD highlights socio0emotional and metacognitive skills –
including self0reflection, conscious application of learning strategies, and goal0oriented thinking – as
determinants of success in future workplaces (OECD, 2024).

Leadership skills and social influence are also becoming key expectations for employees. Employers
seek leaders who can effectively motivate teams, guide subordinates, and exert influence in both
collaborative and negotiation settings. According to the WEF report, leadership and social influence
rank as the third most valued competency, with 76% of employers predicting their growing importance
in the future (WEF, 2025). The Cedefop analysis supports this trend, indicating that collaborative skills
and the ability to manage organizational dynamics have become essential across various industries
(Cedefop, 2023). The OECD research also underscores the increasing importance of leadership and
social competencies, particularly in the areas of conflict resolution, group dynamics, and organizational
efficiency enhancement (OECD, 2024).

Communication and teamwork skills have emerged as fundamental expectations in the labor market.
The Cedefop report highlights that persuasion and communication abilities are gaining importance,
particularly in service0oriented sectors. Effective collaboration and stakeholder engagement are critical
in modern work environments, where digitalization and sustainability concerns demand new forms of
teamwork and interpersonal skills (Cedefop, 2023). Both the OECD and Cedefop reports emphasize
that empathy, active listening, and cultural sensitivity play a pivotal role in workplace collaboration.
These soft skills are particularly valuable as they cannot be easily replaced by automation or artificial
intelligence (OECD, 2024; Cedefop, 2023).

Learning Competency
In earlier labor market reports, learning competency did not feature prominently among the prioritized
skills, despite the widespread recognition of the Lifelong Learning (LLL) concept since the early 2000s.
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However, analyses conducted after 2020 indicate that technological advancements, economic transfor0
mations, and sustainability challenges have made the ability and willingness to engage in continuous
learning not just an advantage but an increasingly essential core competency (WEF, 2025; OECD, 2024;
Cedefop, 2023).

The WEF report highlights curiosity and lifelong learning as crucial factors, ranking them eighth among
the top ten core skills that employers expect. While 50% of employers currently consider this skill
fundamental, 72% anticipate its further rise in importance by 2030. It clearly underscores that contin0
uous self0development and maintaining up0to0date competencies are indispensable for long0term labor
market success. The rapid pace of technological advancement necessitates constant adaptation, and
employees who can quickly acquire new skills and adjust to evolving workplace expectations will have
a competitive edge in the job market.

The growing emphasis on continuous learning is further supported by employers' increasing invest0
ments in upskilling and reskilling initiatives. According to the WEF's 2023 report, 41% of employees
were already engaged in long0term learning strategies, and this figure is expected to rise to 50% by
2025. This trend is not limited to information technology or highly specialized sectors but extends across
various industries, as companies recognize the importance of continuous development and workforce
training. In specific sectors, knowledge updating and learning abilities play a particularly decisive role
– especially in telecommunications, education and training, and the insurance sector, where 83% of
respondents identified lifelong learning as a fundamental skill (WEF, 2025).

The ability for independent development and openness to continuous learning has become a focal point
in labor market forecasts. According to the WEF report, motivation and self0awareness rank as the fifth
most critical core skill, essential for personal development and independent work. 72% of employers
anticipate an increase in the importance of this skill, as technological progress and evolving work
methods demand greater adaptability and a proactive approach to learning (WEF, 2025).

The OECD report reinforces this trend, emphasizing that continuous learning is not only crucial from
an economic perspective but also carries broader societal implications. According to OECD data,
participation in lifelong learning has steadily increased over the past decade. In 2012, 13% of adults in
OECD0EU countries were engaged in learning activities, whereas by 2022, this figure had risen to 16%.
The OECD underscores that lifelong learning enhances employability, workforce flexibility, democratic
participation, and social stability.

The report further highlights that higher levels of education correlate positively with higher employ0
ment rates, increased earnings, greater social engagement, and improved health indicators. The OECD
recognizes the pivotal role of education systems in fostering a culture of lifelong learning. Pedagogical
methods, critical thinking skills, and learning motivation cultivated in educational institutions signifi0
cantly influence an individual's ability to adapt to dynamic labor market demands.

The report suggests that teachers' pedagogical approaches and the promotion of critical thinking in
early education can foster a long0term commitment to lifelong learning. Additionally, family background
and social environment impact an individual's learning willingness, demonstrating that continuous
learning is not just a personal but also a systemic issue. The OECD highlights explicitly the role
of metacognitive skills, which enable individuals to regulate their own learning processes, enhance
problem0solving abilities, and respond effectively to new challenges (OECD, 2024).

The Cedefop report contextualizes learning competency within the framework of green and digital
transitions. The document asserts that Europe requires a "skills revolution" to ensure that workers can
adapt to rapidly changing industrial and economic environments. Similar to the WEF report, it identifies
skill development, knowledge updating (upskilling), and acquiring new competencies (reskilling) as
fundamental labor market requirements.
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The report also acknowledges that while learning opportunities are available, participation in adult
education remains low. Therefore, collaboration between employers and governments is essential to
develop effective training systems and expand access to learning opportunities. Additionally, flexible
learning formats – such as short courses, micro0credentials, and online training programs – are
playing an increasingly significant role in skill development. The Cedefop report emphasizes that the
most effective learning competency development occurs through the active involvement of employers
(Cedefop, 2023).

Problem-Solving Competency
Problem-solving skills, particularly their analytical and creative components, have become increasingly
crucial in employer expectations. According to the competency framework outlined in the WEF report,
analytical thinking – which is closely linked to problem-solving – is the most important core skill sought
by employers. Seventy percent of companies consider it indispensable, indicating that the ability to
analyze problems and draw logical conclusions is already a critical factor in employability. In addition
to the skills required for analysis and decision0making, creative thinking is also of high significance; the
report ranks it as the fourth most important competency on the list of expected skills. The ability to
think innovatively and develop new solutions to emerging challenges is essential in occupations and
industries experiencing rapid technological and business transformations. The report further highlights
that for jobs with growing demand, analytical and problem0solving skills are becoming increasingly
vital, meaning that workers who possess these competencies are more likely to secure competitive job
opportunities in the labor market. While generative artificial intelligence (AI) can assist in processing
and utilizing theoretical knowledge, solving complex problems continues to require human abilities that
AI cannot fully replace (WEF, 2025).

The OECD report similarly emphasizes the importance of problem0solving, particularly in terms of
transversal skills. According to the OECD, alongside collaboration and creativity, problem0solving is one
of the most critical competencies enabling workers to navigate the evolving labor market successfully.
These skills are not only applicable to specific job roles but are also valuable across industries and
professional domains. The OECD underscores that problem0solving is among the few skills that cannot
be easily automated, emphasizing its growing importance despite AI advancements. Employees must
possess competencies that allow them to rapidly assess situations, make decisions, and take effective
action in unexpected or complex scenarios (OECD, 2024).

While the Cedefop report does not explicitly list problem-solving competency, it highlights several
interrelated skills. Systems thinking is particularly significant in the context of circular economy models
and ecological sustainability, as understanding and effectively managing complex challenges require
identifying interconnections and applying strategic thinking. Analytical skills play a critical role in the
IT and technology sectors, where problem identification and the development of solution strategies
are fundamental expectations. The report also emphasizes critical thinking as a key competency for
addressing labor market challenges and industry transformations. Due to technological and economic
shifts, employees must quickly learn and adapt, necessitating flexible and proactive problem manage0
ment. Innovation is also a central aspect of problem0solving, particularly in the context of the green and
digital transitions, where new, creative solutions are required to enhance the sustainability of industrial
and service processes (Cedefop, 2023).

Digital Competencies
The role of digital competencies, particularly information and communication technology (ICT) literacy,
has become indisputable in the 21st century. All three reviewed reports emphasize that digital skills are
no longer exclusive to the ICT sector, but have become fundamental across all industries and job roles.

According to the WEF report, digitalization is one of the primary drivers of labor market transforma0
tion, with 60% of companies worldwide anticipating that this trend will significantly impact their
organizational operations. The report specifically highlights the increasing demand for generative arti-
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ficial intelligence (GenAI) skills, referring to the capabilities and knowledge necessary for developing,
implementing, and optimizing GenAI0based systems. Between 2022 and 2024, this demand has grown
significantly. Additionally, skills related to artificial intelligence (AI) and Big Data – including data mining
and machine learning applications – are expected to increase in importance, with 81% of respondents
anticipating growing demand for these competencies by 2030.

Among digital skills, expertise in networking and cybersecurity is also receiving considerable attention,
with 70% of employers expecting an increasing need in this area. Furthermore, technological literacy
has become a core competency, with 73% of companies predicting its growing significance in the
coming years. Technological literacy encompasses understanding, applying, and critically evaluating
technological tools, systems, and processes, while also working effectively and responsibly with them.
This competency extends beyond the mere use of tools and software to include understanding their
underlying mechanisms and recognizing the social, economic, and ethical implications of technological
innovations. Programming skills remain highly significant, particularly in technology0driven industries,
but are also increasingly emphasized in sectors undergoing digital transformation. The report highlights
the rising demand for digital transformation specialists and e0commerce professionals (WEF, 2025).

The OECD report asserts that digital skills have become essential for active participation in society
over the past few years. The COVID019 pandemic accelerated the shift toward remote work and online
learning, further increasing the demand for digital competencies. The report highlights that information
management skills are also becoming increasingly important, as navigating the digital environment and
processing information efficiently are now essential for employees. Digital literacy is identified as a key
factor for labor market success, with its development being a priority not only for younger generations
but also for adults. However, according to OECD data, as of 2023, only 55% of adults in the EU possessed
at least basic digital skills, indicating a significant gap in this area. The lack of digital competencies
can hinder adults' participation in online and hybrid learning opportunities, ultimately affecting their
employability and integration into the labor market (OECD, 2024).

The Cedefop report underscores that digital skills have become a transversal requirement across almost
all job roles. The accelerated digitalization triggered by the COVID019 pandemic has further increased
the value and demand for digital competencies, a trend observed across all industries. The report high0
lights that workplaces are becoming increasingly digital0intensive, even in occupations that traditionally
required lower levels of qualification. The expansion of automation, robotics, and AI is raising digital skill
requirements at all levels of employment. According to the report, the European Commission's Digital
Decade program has set ambitious targets for 2030, including the training of 20 million ICT specialists
and ensuring that at least 80% of the population possesses basic digital skills (Cedefop, 2023).

Conclusion
The labor market transformations presented in this study necessitate adaptation from all labor market
stakeholders, including employers, employees, and educational institutions responsible for workforce
preparation. As stated in the World Economic Forum report, "Given the rapid pace of change, disrup-
tions to business models almost simultaneously impact employment and the demand for new skills,
necessitating urgent and coordinated efforts for adjustment." (WEF, 2025, p. 8). As a result of techno0
logical, economic, and societal transformations, industries are adapting, workplaces are restructuring
employment models, and the nature, location, and content of work are evolving. Many occupations
are undergoing fundamental transformations, requiring the acquisition of new knowledge and compe0
tencies.

These ongoing changes are reshaping the scope and content of competencies required in the labor
market. In this study, we examined the growing significance of transferable competencies in the labor
market, aiming to identify and understand the components of these broad labor market expectations.
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Figure 5 — Comparative table, own editing based on the forecasts presented in the study

Sources: (IFTF, 2011 ; IFTF, 2016; WEF, 2016; Zahidi 0 Leopold, 2016; WEF, 2025; OECD, 2024)

International labor market reports consistently indicate that technical expertise and professional com0
petencies alone are no longer sufficient for labor market success. Employers are increasingly prioritizing
personal and social skills, including adaptability, leadership, collaboration, and a willingness to engage
in lifelong learning. The findings suggest that as workplace expectations evolve, human0centric skills
are becoming more valuable, as they enable employees to adapt swiftly to an ever0changing work
environment.

Labor market reports strongly reinforce the rising importance of learning competencies and lifelong
learning expectations. Employers recognize that successful employees not only rely on their existing
knowledge but must also quickly adapt to new challenges, acquire new skills, and respond to technolog0
ical and economic shifts. According to survey data, 72% of employers expect learning competencies to
become even more critical in the future, while 50% already consider them a fundamental requirement
today. The OECD and Cedefop emphasize that continuous learning extends beyond individual benefits,
holding significant economic and societal value by enhancing employability, social participation, and
labor market flexibility.

Problem-solving skills are among the most essential current and future labor market expectations.
According to employers, 70% consider analytical thinking a key skill today, while creative thinking is also
ranked among the most in0demand competencies. The OECD underscores the importance of transversal
skills, which allow workers to apply their problem0solving abilities across different work environments
and industries. The Cedefop report highlights that systems thinking, analytical skills, and critical thinking
are essential for effectively addressing labor market challenges. Despite the advancements in artificial
intelligence (AI), human problem0solving skills and creative thinking remain irreplaceable, as they
complement automated processes and enable the resolution of complex tasks.

Digital competencies have also become a fundamental requirement across nearly all professions. 81%
of employers identify AI and Big Data skills as highly important by 2030, while 73% predict that
technological literacy will play an even greater role in shaping workforce expectations. Reports from
the OECD and Cedefop emphasize that digital skills are not only crucial for high0skilled occupations but
are increasingly required in lower0skilled roles as well, due to the widespread adoption of automation
and digital systems across all sectors. Thus, developing digital competencies is not only essential for
enhancing individual employability but also serves as a key driver of economic and social progress.
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