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Introduction

Th e demand for specifi c competencies at work is a  result of, the 
progress of civilisation the development of new forms of work 
organisation, and globalisation. Another factor is the development 
of the sphere of services, digitisation processes, development of 
knowledge- and creativity-based industries, and the popularisation 
of non-standard forms of employment. Progressive changes aff ect 
the demand for specifi c competencies. Some traditional 
competencies disappear and new ones appear in their place. 

Competencies prioritise employees and 
determine their value and professional 
status. Th e development of employee 
competencies is one of, the requirements of 
contemporary changes in the sphere of 
work as well as changes in the labour 
market. A lack of opportunities for 
competence development leads to the 
emergence of a competence gap and to 
employees not fulfi lling job requirements. 
Th e aim of this article is to provide a critical 
discussion on the lack of opportunities for 
competence development in „precarious 

work” according to Guy Standing (2011). 
Th is study also discusses the stages of the 
development of competencies at work and 
analyses their depreciation in „precarious 
work” (Standing 2011). Th is article uses 
the results of POLPAN the Polish Panel 
Survey (1988–2013).
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m e n t ,  P O L P A N  ( P o l i s h  P a n e l 
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R. Sennett wrote: „discontinuity of work shapes the attitude of job 
insecurity” (2006, p. 22). Th e „discontinuity of work” (Sennett 
2006) also translates into the „discontinuity” of the development 
of competencies. It does not favour investment in competencies 
and does not motivate employees to improve them. Th is type of 
employment contracts divides employees into benefi ciaries of jobs 
who are employed on the basis of an employment contract for an 
indefi nite period of time and temporary workers who are employed 
on the basis of short-term contracts or „trunk contracts”. Temporary 
work raises employees’ concerns about job security. Th e feeling of 
job insecurity shapes an “attitude of temporariness”, which is 
defi ned as „being here and now”. Such a  professional situation 
encourages employees employed on the basis of a  short-term 
contracts to continuously search for jobs, which results in the 
limitation of time and their own budget for the development of 
competencies. Th e lack of employment stability according to Guy 
Standing shapes „a class of precarity and precarious work” (Standing 
2011). According to the author, „precarity and precarious work” 
limit the opportunities for development and employee promotion” 
(Ibidem, 2011). Th e term „precariat”, which was proposed by the 
author, combines the two following terms: precarious, which means 
uncertain, and the proletariat, which refers to the class described 
by Karl Marx. Guy Standing has stated that the common 
denominator of the social class of the precariat is employment 
insecurity, and the lack of job security, a  steady income and 
a  promotion path (Ibidem, 2011). Th e status of temporary 
employees does not favour the development of competencies or 
professional identifi cation. In this type of employment, the 
competencies of employees are depreciated, while opportunities are 
marginalised. Th e aim of this article is to fi nd an answer to the 
following question: How can the depreciation of competencies be 
reduced in “precarious work”? Th e main thesis of this elaboration is 
the following statement: „Precarious work” depreciates the 
competencies of employees and does not create opportunities for 
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career development. Based on the analysis of the ways of 
de preciating the competencies of employees, diverse forms of such 
type of activities can be observed. Firstly, these are methods which 
can be divided into fi nancial and non-fi nancial ones. Th e former 
translates into inadequate remuneration in relation to competencies 
and a decrease in work pay rates. Th e latter results in the marginali-
sation of competencies, depreciation of employees’ achievements, 
and the inability to develop professionally. Non-standard 
employment limits the development of competencies and orientates 
the activities of employees towards continuous searching for a job 
to secure primarily income which ensures existence. Such a situation 
does not shape attitudes aimed at the development of competencies 
but rather shapes behaviours; whose aim is to seek sources of 
support.

Selected stages of competency development at work

Competency development requires constant improvement and 
learning throughout an employee’s entire life. Competencies can be 
developed through various forms of formal and informal education, 
as well as at work. Competencies of employees, which are adequate 
for workplaces, foster the eff ective performance of professional 
roles and assigned duties. Th e more responsible job is, the higher 
the requirements are regarding the competencies of employees. 
Organisational culture, which encourages competency development, 
is an essential component in the process of developing training 
programs and outlining career paths of employees. Competencies 
in the work process can be defi ned as „the ability to eff ectively carry 
out specifi c tasks related to work or to achieve the desired and 
measurable results, the ability to implement specifi c model 
behaviours” (Whiddett, Hollyforde 2003, p. 15). Th e process of 
competency development at work can be presented in the selected 
stages:

• Preliminary diagnosis of competencies 
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• Competence improvement
• Th e assessment of competence by others
• Th e mature competence profi le stage 
• Competence professionalization 
Th e stage of the preliminary diagnosis of competencies includes 

a self-analysis of the competencies of an employee by assessing his/
her own skills, talents and personality which defi ne his/her 
professional profi le. An employee and his/her competence profi le 
are also analysed by entities responsible for the development of 
employees in the workplace.

Th e stage of competence improvement includes its various 
forms as well as developing and acquiring professional experience 
through work. Th e development of competencies at a workplace is 
a formalised programme of competence development in an organi-
sation. It, shapes the competence profi le and professional identity 
of employees.

Th e stage of competence assessment by others constitutes 
information about the results of work, competence assessment and 
their relevance to work. Diff erent entities and units established for 
that purpose can participate in the assessment of the competencies 
of employees. Th e assessment of employees’ competencies of is 
a procedure typical for each workplace.

Th e mature competence profi le stage involves the awareness of 
one’s own competencies and the strengthening of one’s professional 
status at work. Th is stage specifi es the highest level of competencies, 
which can be also referred to as advanced competencies. Employees, 
who have achieved such a competency profi le, can be a role model in 
terms of developing competencies at work and planning professional 
self – development.

Th e stage of competence professionalization covers employees 
with the highest level of competence development. Employees, who 
are professionals, gain an unquestioned reputation and professional 
position, while their competencies become their recognisable asset. 
Competencies, professionalism, and their unique knowledge and 
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experience give them recognition and encourage them to perform 
expert roles (Kolasińska 2014, p. 139). Th e development of the 
competencies of an employee can be presented in the following 
stages: fi rstly, starting with initial competencies at the beginning of 
one’s career; secondly, by considering competence improvement, 
this is the expansion of knowledge and experience acquired at work 
and through work; thirdly, by analysing one’s professional 
environment and workplace in the context of competence 
development; fourthly, by assessing the eff ects, the development of 
competencies and the competency profi le. Competence development 
is a multi-dimensional process related to the competence profi le of 
an employee and the profi le of the workplace. By promoting a work 
culture based on the competencies of an employer, employees 
should not forget about their responsibility for competence 
development. Shaping the culture of work on the foundation of 
competence is a sign of concern for investing in the competencies 
of employees. Th e culture stimulates employees to develop 
competencies, provides an opportunity to gain new experiences, as 
well as to learn from others and with the help of others. According 
to Michael Armstrong, „competent people at work (...) are able to 
use their skills and personal qualities to achieve the objective and 
standards assigned to their roles” (Armstrong 2001, p. 241). Th e 
competencies of employees are associated with their profession, 
which determines their status in a society and at work. In developed 
societies, an increased demand for new skills and new professions 
can be observed. However, in „precarious work” it is not possible to 
develop competencies because they are depreciated. 

Competencies vs. precarious work according 
to Guy Standing

Temporary work, short-term professional contracts, and the 
“concept of fl exicurity” (Wilthagen, Tross 2004) disrupt the 
professional stability of employees if they are not their choice but 
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an imposed necessity. Flexibility had many dimensions: wage 
fl exibility meant speeding up adjustments to changes in demand, 
particularly downwards; employment fl exibility meant easy and 
costless ability of fi rms to change employment levels, particularly 
downwards, implying a  reduction in employment security and 
protection; job fl exibility meant being able to move employees 
around inside the fi rm and to change job structures with minimal 
opposition or cost; skill fl exibility meant being able to adjust 
workers’ skills easily” (Standing 2011, p. 6.). „Th e type of an 
employment contract divides employees into “core workers” and 
“periphery workers” (Harvey 1995, p. 150–151). Th e fi rst category 
includes workers who are crucial in a workplace; they are employed 
on a permanent and full-time basis, and receive diff erent employee 
benefi ts. Th e other group includes workers who are employed on 
the basis of temporary employment contracts and do not enjoy 
employee rights and privileges. 

Guy Standing wrote that „precariat is characterised by four A’s: 
anger, anomie, anxiety, and alienation. Anger is an eff ect of the 
inability to meet the needs and growing frustration due to the lack 
of promotion. Anomie is passivity and despair associated with 
a sense of defeat and failure. Anxiety is a continuous fear of losing 
a  job and current status. Alienation is associated with isolation, 
passivity and despair, a  sense of meaninglessness and „work 
without success” (Standing 2011, p. 19–21). Th e factors men tioned 
by the author also translate into the perception of com petencies by 
employees and employers. „Anger” is a  response to the lack of 
opportunity for competence development at work. In „precarious 
work”, competencies are depreciated and are not an indicator of 
one’s status, promotion or development. Th e lack of opportunity to 
develop competencies by employees causes a  sense of 
disappointment and non-use of competencies. According to 
Standing, anomie leads to the employees’ perception of com-
petencies in the context of a  temporary and „trunk” contract. 
“Precarious work” is an obstacle which prevents employees from 
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developing their competencies. Firstly, it is a mental block, which is 
associated with the inability to change one’s professional position. 
Secondly, it is an institutional block associated with non-standard 
employment, which results in the lack of concern, on the part of 
employers, about the development of competencies of temporary 
workers. “Anxiety” in turn, forms a passive attitude of „precarious 
workers”, who do not invest in the development of their com-
petencies because have lost faith that they can change something in 
their professional situation. Employees employed in “precarious 
work” may perceive their competencies as less valuable because 
these competencies do not guarantee an employment contract for 
an indefi nite period of time or an adequate professional position. If 
competencies do not constitute an asset, a  doubt arises among 
employees whether or not it is worth developing the competencies 
and bearing the costs, which may not be returned in the future. Th is 
type of thinking may be an eff ective mental barrier to the 
development of competencies, particularly if it is combined with 
the fear of losing a job and being left without any fi nancial resources. 
Alienation results in isolation from a professional community and 
a  sense of incomplete use of competencies. If employees are 
removed from the frame of work, a sense of loneliness arises, which 
does not foster competence development. Th e fears of losing a job 
aff ect the assessment of one’s own competencies and lower one’s 
self-esteem among „precarious workers”. According to Guy Standing, 
„precarious places” of work are heterogeneous, as is the work 
undertaken by workers. However, their common core, as stated by 
Guy Standing, is the lack of seven types of labour security (Standing 
2011, p. 10). He has distinguished (Table 1) the following types of 
labour-related security in the industrial era (Standing 2011).
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Table 1. Forms of labour security under industrial citizenship

Labour market security – Adequate income earning opportunities; at the macro –level 
this is epitomized by a government commitment to full employment
Employment security – Protection against arbitrary dismissal, regulations on hiring and 
fi ring imposition of costs on employers for failing to adhere to rules and so on
Job security – Ability and opportunity to retain a niche in employment, plus barriers to 
skill dilution and opportunities for upward mobility in terms of status and income
Work security – Protection against accidents and illness at work, through for example, 
safety and health regulations, limits on working time, unsociable hours, night work 
women, as well compensations for mishaps
Skill reproduction security – Opportunity to gain skills, through apprenticeships, 
employment training and so on, as well as opportunity to make use of competencies
Income security – Assurance of an adequate minimum wage machinery, wage 
indexation, comprehensive social security, progressive taxation to reduce inequality and 
to supplement low incomes
Representation security – Possessing collective voice in labour market, through, for 
example, independent trade unions, with right to strike.

Source: G. Standing, 2011, The Precariat: The New Dangerous Class, Bloomsbury Academic, 
London–New York, p. 10.

Guy Standing has stated that the absence of these seven types of 
labour security places workers in the “class of the precariat”. 
Analogically to the author’s concept of “precarious work”, we can 
formulate “competence precarity”. Its common denominator will be 
the depreciation of employees’ competencies, lack of the oppor-
tunities for career development based on competence, remuneration 
inadequate to competence, and a  lack of programs for developing 
competencies. “Precarious workplaces” limit investments in 
competencies and inhibit the development potential of employees. 
“No security on the labour market and no employment security” 
(Standing 2011, p. 20) aff ect the lack of investment in competencies 
based on stable jobs. Employers do not invest in the competencies 
of employees, who are employed on the basis of term contracts. 
Th is form of employment eliminates “precarious workers” from 
competence development programs. “Workplace security and work 
security” (Standing 2011) in turn translate in to the perception of 
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employees’ competencies, which do not constitute an indicator of 
one’s professional status, a guarantee of being employed or having 
professional stability. “Th e lack of security of skill reproduction and 
income security” (2011, p. 20) aff ects the lack of continuity of 
competence development and remuneration corresponding to 
skills. Such a situation favours the marginalisation of competencies 
and depreciation of human labour. “Precarious work forces workers 
to follow the principle, which states that there is nothing certain or 
permanent. Hence, the development of the competencies of 
precarious workers is not a priority for them. Th eir main objective 
is to continue searching for a job and to keep one’s workplace at any 
price so as not to be unemployed. On the other hand, referring to 
the “lack of representation”, according to the author, one can 
conclude that in “precarious work” there is nobody, who represents 
the employees’ interests or plans for the development of their 
competencies. “Precarious work” shapes the gap between the desire 
for competence development and a temporary contract. In this type 
of employment, there is no place for the development of com-
petencies but their depreciation can be noticed instead. Such 
a situation causes dissatisfaction and a sense of meaninglessness. It 
is known from social theories that work satisfaction and competence 
appreciation are, among other things, factors which increase 
satisfaction and motivation to work (McClleand 1987, Herzberg 
1968). Depreciating the competencies of employees is an obvious 
example of the lack of respect for human skills. Guy Standing has 
listed seven types of the lack of security at work (Standing 2011) 
but it is also possible to also add incomplete social relations at work 
in connection with a  fi xed-term contract, the lack of integration 
with one’s work team, as well as the lack of identifi cation with one’s 
workplace. If work does not provide fi nancial and professional 
stability, and the workplace does not create opportunities for com-
petence development, employees feel cheated. Steady employment 
is related to competence development and its lack is an important 
inhibiting factor of competence development. Employees, who are 
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afraid of losing their jobs, are threatened and this does not foster 
the plans for competence development. Employers often use their 
professional position to infl uence employees and marginalise their 
competencies, particularly in “precarious work” (Standing 2011).

However, not every temporary contract can generate a  “pre-
carious workplace”. Guy Standing wrote about the diversity of 
precarity and stated that a precarious job was not a temporary job, 
which was the choice of a worker (2011). It does not depreciate the 
employee’s competencies, does not limit the employee, and does 
not attach him/her to one job. Employees, who values their occu-
pational freedom, consciously chooses non-standard employment, 
which does not limit their autonomy and does not anchor them to 
one employment contract. Th is category may include employees 
who perform freelance professions of a  high social status and 
specialised competencies. “Employment based on a  short-term 
contract is a  bridge to professional stability and promotion for 
professionals, while for workers it is often a  trap, in which their 
chances for making a career are limited” (Domański 2007, p. 86). 
Th e category of work benefi ciaries can include individuals with 
professional competencies, who have a chance to receive a contract 
of employment. Th e category of the excluded includes individuals 
with low competencies, who have little opportunities of being 
off ered a contract of employment for an indefi nite period of time. 
Such a situation leads to a waste of employees’ competencies and 
fi nancial impoverishment, if a temporary or “trunk” contract is the 
only source of income. Short-term contracts prevent employees 
from outlining their professional development plans, and limit the 
development of competencies and professional identifi cation. 

“Th ose in the precariat cannot be professionalized because they 
cannot specialize and they cannot construct a steady improvement 
in depth of competence or experience” (Standing 2011, p. 23). For 
“precarious workers” work becomes a place, where they earn money, 
while non-material values such as long-lasting professional relation-
ships, solidarity with one’s team and trust towards one’s workplace 
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are found in the background because a  temporary contract of 
employment does not foster integration. “Th e precariousness also 
implies a  lack of a secure work-based identity, whereas workers in 
some low-income jobs may be building a  career” (Standing 2011, 
p. 9). Th e lack of opportunities for competence development under 
this type of employment causes a sense of loss and generates stress. 
If competencies are not a reliable indicator of employees’ professio-
nal positions, they do not perceive them as valuable skills because 
they do not bring benefi ts. Th is situation does not lead to the deve-
lopment of competencies but shapes behaviours aimed at reducing 
the funds for the investment in competencies. Th e lack of competen-
ce development may, in turn, result in a competence mismatch of 
employees to work and vice versa. Boosting self-esteem and appre-
ciating employees for their competencies constitutes an essential 
policy inscribed in the eff ective management of employees and their 
motivation to work. Th e more needed employees feel and the more 
satisfaction they derive from work, the more effi  ciently they engage 
in performing their tasks. If the competencies of employees are 
depreciated, it is then refl ected in a decline in job satisfaction and 
worse results. Being a less worthy worker causes dissatisfaction and 
a sense of professional failure. Depreciating competencies and a pro-
fessional status that is inadequate to the possessed skills prevents 
employees from being committed to their work. Th e higher the sta-
tus, the more positive emotions an individual has. Lowering the sta-
tus escalates negative emotions (Kolasińska 2012, p. 35). 

Competencies and forms of employment 
in POLPAN studies

In this article, the results and analyses of the POLPAN panel study 
were used. Th e head of the study is Kazimierz Słomczyński and the 
study has been carried out every 5 years since 1988 up to the 
present time on a representation of adult Polish citizens. Interviews, 
according to a  standard questionnaire, cover the issues of 
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professional life, qualifi cations, education, professional success, the 
balance between work and personal life, opinions on the state, 
economic processes, confl icts, political attitudes and psycho-physi-
cal condition. In 2013, the study involved 2196 people, who parti-
cipated in previous editions (Słomczyński 2014, p. 1). “In 2003 and 
2008, the study the study was extended to subsamples of 
respondents twenty-one to twenty-fi ve years old. Th us, POLPAN is 
a  panel study with consecutive additional subsamples of younger 
people”. (Słomczyński, Dubrow-Tomescu, p. 3). In this article, 
I used the selected results of POLPAN studies concerning the issues 
of qualifi cations, employment and forms of work provision. “Th e 
percentage of employees with non-standard employment is at 
a high level in Poland, while non-standard employment most often 
concerns employees from the youngest age groups, and – to a lesser 
extent though – less educated people without a specifi c professional 
specialisation”. (Kiersztyn 2014, p. 8). An employment contract 
between an employer and an employee is seen as a relationship of 
equality. However, , in professional practice, it is often characterised 
by asymmetry. Th is situation disturbs a  sense of security among 

Table 2. The distribution of employment forms in 2008 and 2013

Employment form POLPAN 2008 POLPAN 2013

Number Percentage Number Percentage

Employment contracts for an indefi nite 
period

Employment contracts for a defi nite period

Without the employment contract or occa-
sional work

602

208

63

69,0% 

23,8% 

7,2%

738

216

112

69,2%

20,3%

10,5%

Total (weighted number) 872 100% 1067 100% 

Source: A. Kiersztyn, Niepewność zatrudnienia. Kto jej doświadcza? Czy to stan chwilowy?, 
Zespół Porównawczych Analiz Nierówności Społecznych, IFIS PAN, Warszawa 2014, s. 2, 
Pracownicy najemni w wieku produkcyjnym. Próba ważona ze względu na wiek. Dane bada-
nia POLPAN, 2008 i 2013 rok.
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employees. Th e forms of non-standard employment shape a sense 
of lack of professional stability among employees, while employers 
continue to undervalue employees for their competencies and 
deepen the imbalance in an employer – employee relationship. In 
Poland, there is an increasing trend of temporary employment and 
freelance work (Kiersztyn 2014: 2, table 2).

Th e POLPAN study analyses the sequence of employment for 
respondents; who in 2008 belonged to the youngest age category, 
from 21 to 25 years of age (Table 3). Th e trial included 329 people. 
Th e sequences of professional careers from starting the respondents’ 
fi rst job until 2013, so until the time the respondents were between 
26 and 30 years old, were analysed. 17 people, who were classifi ed 
as those who are entering the labour market, were excluded from 
the trial. Additionally, 4 people were excluded from the study due to 
a lack of data on the form of employment. As a result, the analysis 
included 308 sequences. Th e following sequence types were distin-
guished: stable employment, stabilisation sequences, sequences of 
uncertainty and instability, escape into self-employment (Kiersztyn 
2015, p. 8).

Table 3. Career paths of respondents at the age of 26 to 30 and the risk of unem-
ployment

Percentage of 
respondents who 
were unemployed 
on the day of the 

study in 2013

Average number 
of periods of 

unemployment which 
lasted three months 

or longer

Total 
number 

of months 
without 

a job

Average length 
of a single 

period without 
a job in months

Stable employment
Stability sequences
Sequences of 

uncertainty and 
destabilisation 

Becoming self-em-
ployed

All respondents (308)

9.4%
5.7%

29.2%

13.9%

16.3%

25
89

1.15

53

78

14.8
16.9
28.1

24.7

22.8

13.5
12.8
19.4

17.8

16,4

Source: A. Kiersztyn, Niepewne uczestnistwo – młodzi na polskim rynku pracy, Zespół 
Porównawczych Analiz Nierówności Społecznych, IFIS PAN, Warszawa 2015, s. 10.
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In Poland, according to data from the Central Statistical Offi  ce, 
1087 thousand respondents declared they were employed based on 
non-standard forms of employment, which constitutes 6.9% of all 
workers. Most men work in this type of employment, namely 
55.4%, while women account for 44, 6%. For 700 thousand people, 
this is 44% of the total number of those who work, it was their main 
job (Główny Urząd Statystyczny, 2016: p. 3). When analyzing the 
total number of those who work, I came to the conclusion that they 
constitute a signifi cant percentage of workers employed under civil 
law contracts. Th e lack of employment for an indefi nite period of 
time signifi cantly loosens any employment relationship and an 
employee employed based on this type of contract can be easily 
dismissed. “Nearly one-third of all employed Poles now work on 
limited-term contracts (also called “trash contracts” in Poland); 
most new employment relationships are short-term contracts. In 
addition, one-third of all employed Poles are self-employed” 
(Trappmann 2011, p. 2). Manuell Castells wrote that fl exibility 
covered both skilled and unskilled workers (2008, p. 271). Yet 
another phenomenon associated with non-standard employment is 

Table 4. Percentage of respondents who work below qualifi cations

Percentage of the those 
who work 

below qualifi cations

Among all respondents
(a)

Among respondents 
with at least secondary 

education

All working people at the age of 21 
and older people (b)

22.5 38.9

Those working at the age of 21–25 34.3 46.5

Those working at the age of 26 
and older people

19.8 36.5

a) The sample included 353 people at the age of 21–25 and 671 older people
b) Weighted data in terms of the age category of respondents
Source: A. Kiersztyn, Nadwyżka wykształcenia na polskim rynku pracy: młodzi w zawodach 
poniżej kwalifi kacji, “Studia Ekonomiczne” 2012, vol. 115, p. 77–86.
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the depreciation of the competencies of employees. Work that is 
inadequate to competencies leads to a waste of one’s competencies. 
It also does not allow for recouping investments made by an 
individual in their competence development. According to POLPAN 
studies, work below qualifi cations is taken by 46, 5% of the res-
pondents with at least secondary education. Th is situation aff ects 
mainly young people with at least secondary education (Table 4).

Th e phenomenon of depreciating the competences of young 
people is not optimistic as it constitutes a relatively high percentage. 
“Precarious work” according to Sanding, is the “lack of reproduction 
of skills and lack of job security”. Young people agree to be treated 
in such a way by employers because they fear losing their jobs. Such 
an attitude is also typical for mature and experienced workers. Th e 
labour market, which is a  market ruled by employers, imposes 
solutions in the sphere of work that are detrimental to employees.

A critical analysis of “precarious work” and its impact 
on the development of competences

Competencies and forms of employment are an inherent component 
of the world of work. Th e more unique and scarce the competencies 
are, the more eff ective the job search is, and vice versa – the more 
homogeneous competencies, the easier it is to fi nd oneself in the 
group of the unemployed. “Th e ability to learn is becoming equally 
important: to update knowledge and skills, and acquiring new skills 
and qualifi cations in non-formal and informal learning, especially 
in a workplace” (Federowicz, Sitek 2012, p. 2). Directing the policy 
towards supplementing competencies is not just a  problem of 
employees or employers. Also structural and systemic solutions are 
gaining in importance. An employment policy aimed at building 
a  professional culture based on competencies, work and develop-
ment is the condition for respect for human work. Eliminating 
competence defi cits is a task for all the parties participating in this 
process. However, legislative solutions concerning the development 
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of competencies constitute a  signifi cant issue. Non-standard 
employment favours the development of “precarious work,” which 
leads to a  lack of concern for the development of employee com-
petencies.

In “precarious work”, as stated by G. Standing (2011), there are 
no opportunities for development or professional promotion. It is 
an eff ective barrier to the development of the competencies of 
employees. Constantly changing jobs does not foster the establish-
ment of long-lasting employee relationships but rather establishes 
a network of short-term professional contacts, which can be easily 
broken off . Competencies and work are gaining an instrumental 
value – they are used primarily to obtain income. Moreover, cons-
tant changes do not foster the formation of strong social capital. If 
employees perceive non-standard employment as something, which 
does not meet their expectations, the analysis of these types of 
employment contracts as well as their scale at both national and 
international level becomes signifi cant. According to Henryk 
Domański, there are “good and bad jobs” (1987, p. 112–115). Th e 
workplace aff ects the development of competencies. In places 
known as “good jobs”, the competencies of employees are appre-
ciated, whereas in “bad jobs” competencies are depreciated. 
Knowledge and skills are universal resources, both for employees 
and enterprises (…). Th ey are the fundamental skills conducive to 
fulfi lling professional roles and creative problem – solving in the 
work area and beyond. Knowledge can be acquired through 
education before one starts his/her career, during training, or at 
work. Th is makes it possible for an individual to gain valuable 
experience and learn from others (Kolasińska 2012, p. 180–192). 
According to Guy Standing (2011), “precarious jobs”, which 
depreciate the competencies of employees, are a type of “bad jobs” 
(Domański 1987). It is up to government policies and employers 
what systems of employing workers and forms of work provision 
will be implemented. If non-standard forms of employment are 
developed excessively, it will aff ect the practice of concluding 
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contracts of employment. Fixed-term contracts and civil law 
contracts will dominate. Such types of employment create a sense 
of professional destabilisation in employees. On the other hand, 
employment for an indefi nite period of time reinforces a sense of 
stability and appreciation for competencies. 

According to Guy Standing, “precarious work” does not satisfy 
the need for security (2011) and also promotes depreciation of 
competencies and, hinders professional integration. “Besides 
labour insecurity and insecure social income, those in the precariat 
lack a work-based identity. When employed, they are in career-less 
jobs, without traditions of social memory, a feeling they belong to 
an occupational community steeped in stable practices, codes of 
ethics and norms of behaviour, reciprocity and fraternity” (Standing 
2011, p. 12). Positive professional relationships create a climate for 
the development of competencies, whereas negative relationships 
can be a barrier to their development. Work culture which promotes 
employees, who invest in their competencies, creates opportunities 
for competence development and career path planning. Investing 
in competencies is an individual plan of an employee, but creating 
development opportunities is also one of the responsibilities of an 
employer. Being an employee of a  particular institution means 
benefi tting from competence development programs. Nevertheless, 
an employee’s involvement in improving his/her skills is also 
important. It is therefore essential to reform the policy of employing 
employees in the country and abroad, and to appreciate employees 
for their competencies. Education about employees’ rights and 
obligations can be yet another action, which modifi es the 
relationship between employers and employees. Th e more aware 
employees and employers are, the better the defence of employees’ 
rights. Th e analysis of all entities responsible and co-responsible 
for the process of competence development becomes signifi cant. 
Th ere is a need for an in-depth analysis of the development process 
and competence depreciation, ranging from the lowest level, that 
is, basic education, to secondary and higher education. A  holistic 
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analysis of activities and practices, with the use of which employees’ 
competencies are depreciated is the fi rst step towards indispensable 
reforms in each country as well as in relation to international 
conditions.

Conclusions

Non-standard employment is one of the factors causing the growth 
of “precarious work”, which is not conducive to the development of 
competencies. Employees employed in this manner do not integrate 
with the team of a specifi c organisation or identify with such work. 
Th eir intellectual potential is often seen by the management staff  
of the organisation as secondary in relation to employees employed 
under long-term contracts. “Precarious work” employees are often 
focused on the near future only , that is why investment in 
competences is not their priority. When looking for job vacancies, 
they often do not pay attention to the type of employment contract. 
Th eir choices result from existential needs and are not dictated by 
the development of competences. Such a  situation gives rise to 
a paradox between the demand for work from the employers and 
the employees who are looking for it. “While being in a temporary 
job is an indication of a person being in a career-less job, that is not 
always the case. Indeed, those we are calling profi cians exult in 
a  project-oriented existence in which they move from one short-
term project to another. And long-term jobs in which someone 
must do the same few tasks over and over again are hardly 
aspirational” (Standing 2011, p. 15). In conclusion, temporary work 
which does not diminish the competence of employees and also 
constitutes their conscious decision, may be attractive to them.
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S t r e s z c z e n i e

Dezawuowanie kompetencji w „prekarnej pracy” 

Kompetencje hierarchizują pracowników, określają ich wartość i status zawodowy. Rozwój 
kompetencji pracowników to między innymi wymóg współczesnych przemian w sferze pra-
cy, jak i przemian na rynku pracy. Z kolei brak możliwości rozwoju kompetencji skutkuje 
pojawieniem się luki kompetencyjnej i niedostosowaniem pracowników do wymagań pracy. 
Celem artykułu jest krytyczne omówienie braku możliwości rozwoju kompetencji w „pre-
akarnej pracy” według Guya Standinga (2011). W opracowaniu omówiono także stadia roz-
woju kompetencji w  pracy oraz zanalizowano ich dezawuowanie w  „prekarnej pracy”. 
W  artykule wykorzystano wyniki badań z  Polskiego Badania Panelowego – POLPAN 
((1988–2013). 
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