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Investment in Career Capital as an Important Factor  
in the Individual’s Employability Development:  
Educational Challenges

abstract
The increasing flexibility and uncertainty of permanent employment as well as 
the complexity of career paths in the modern labor market makes the ability to 
acquire, maintain and change employment in the long term critically important. 
In a situation in which a professional career is perceived as a status owned by 
an individual, it is worth looking at factors determining employability in the 
individual and social dimension. All the entity’s activities aimed at investing in 
shaping their professional future have measurable value for increasing its com-
petitiveness on the labor market, which is not without significance for building 
career capital. The aim of the article is to present the assumptions of the modern 
concept of employability and its importance for the individual’s career capital. 
The article also attempts to analyze the tasks set for education in the area of   
employability development of young people preparing to take up professional 
activity.
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introduction

The modern labor market is constantly fluctuating, which makes it difficult to 
predict the course of a human career. The professional biography of the subject 
is conditioned not only by individual factors, such as the level of activity and 
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mobility manifested, or the qualifications and competences possessed, but also 
external factors, such as the current economic situation in the country, economic 
innovativeness, demography, or the inflation rate. The unit is obliged to undertake 
projects enhancing its employment attractiveness, inter alia, through the develop-
ment of competences, networking and the improvement of self-promotional skills 
in the world of work. This task is not always the easiest one due to the competency 
gap resulting from the mismatch between the educational offer and the needs of 
the labor market, and thus – the surplus of people with higher or under-education 
and their qualifications inadequate to the current requirements. The uncertainty of 
the professional situation of a human being contributes to emphasizing in many 
theoretical terms that it is the individual who becomes the planning, monitoring 
and managing entity of his own career, caring for the renewable and permanent 
building of his career capital (Bańka, 2016b; Myszka, 2015; Cybal-Michalska, 
2012; Sullivan & Arthur, 2006; Dickmann & Harris, 2005). 

Due to changes in the labor market, the issue of employability, i.e., individual 
resources that determine success in finding a job, remains constantly valid. Euro-
stat statistics indicate that the unemployment rate in the European Union countries 
remained at the level of 7.1% at the end of June 2020.2 Data from the Central Statis-
tical Office indicate that the unemployment rate in Poland at the end of December 
2019 was 5.2% of the professionally active civilian population.3 In turn, the end 
of June 2020 showed an unemployment rate of 6.1%.4 These results prove a rela-
tively good situation on the labor market, which makes it possible to consider the 
discussion on seeking employment by people of working age as not very heated. 
However, bearing in mind the epidemiological situation caused by the spread of 
the SARS-CoV-2 coronavirus and the COVID-19 disease it causes, it should be 
forecasted that in the near future the percentage of unemployed will increase. 
Moreover, it is worth emphasizing that the unemployment situation affects mainly 
young people starting their activity in the world of work,5 therefore, this arti-
cle focuses on the development of youth employability. Studies on the concept 
of employability may bring benefits not only for the supply and demand side of 

2 https://ec.europa.eu/eurostat/statistics-explained/index.php/Unemployment_statistics
3 The term ‘economically active civilian population’ is understood as “persons working 

in public and private sector entities, as well as unemployed persons” (Pasierowska, Strużyńska, & 
Cendrowska, 2020, p. 5).

4 https://stat.gov.pl/obszary-tematyczne/rynek-pracy/bezrobocie-rejestrowane/bezrobotni-
zarejestrowani-i-stopa-bezrobocia-stan-w-koncu-marca-2020-r-,2,92.html

5 At the end of 2019, the most numerous group among the unemployed were people aged 
25–34, which meant 27.3% of the total number of unemployed (Pasierowska et al., 2020, p. 11).
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the labor market, but also, consequently, allow for the determination of certain 
educational implications.

employability: ways of understanding, dimensions, 
determinants

The issues addressed are characterized by a certain complexity resulting mainly 
from various approaches and methods of defining employability. Trying to organ-
ize them may be a challenge due to the ambiguity of many positions and adopting 
different theoretical perspectives in them. One of the reasons for such a state of 
affairs can be seen at the level of the naming of the employability concept itself, 
resulting from the difficulty in finding an appropriate Polish equivalent for Eng-
lish employability. Therefore, in Polish literature you can find such defined catego-
ries as: career potential (Świgoń, 2014a; Nawrocka, Kramer, & Korcz, 2019), the 
ability to find employment (Kabaj, 2012), employment potential (Sławecki, 2012; 
Paszkowicz, 2008), or employment attractiveness (Sienkiewicz, 2010; Mazurek- 
-Kucharska, 2011; Szulc, 2015). The method of determining employability is also 
determined by the subject to which it relates. The existing solutions consider it 
from the point of view of young people completing formal education, people with 
disabilities, the unemployed and employed, and organizations, considering it in the 
micro- and macroeconomic, social, group and individual context, adopting spe-
cific positions on the issue of taking up their first job, returning to it or maintain-
ing it as well as maintaining competitiveness on the labor market (Wiśniewska, 
2015; Jeruszka, 2019; Paszkowicz, 2008). In addition, there are three perspectives 
for analyzing this construct: related to the government employment policy, human 
resource management strategies and optics adopted by employers, and related to 
the education sector and its tasks of preparing young people to enter the labor 
market (Świgoń, 2014a). The indicated aspects prove the necessity to undertake 
procedures leading to a more in-depth diagnosis of employability due to the unifi-
cation of the way it is defined, but also to specify its dimensions and determinants, 
in order to clarify its significance for the career capital of an individual and recog-
nize their readiness to work.

Bernard Gazier (2001) provides an interesting cognitive review of the devel-
opment of the employability concept. In the opinion of this French economist, 
the sources of these approaches should be sought at the beginning of the 20th 
century, when employability was considered from the dichotomic employability 
perspective, including people able and willing to work, and unemployed (unable to 
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work), focusing on the analysis of factors conditioning their professional situation. 
Subsequent debates over the analyzed category evolved towards the concept of 
socio-medical employability, manpower policy employability, flow employability, 
labor market performance employability, initiative employability, and interac-
tive employability. The last one emphasizes the importance of involvement of an 
individual in the course of their career and their skills, which are closely related 
to the current situation on the labor market – employment policy and activation 
programs for the unemployed.

The way of understanding ‘employability’ has therefore evolved from inter-
preting it as the ability of a person to be employed, or having psychophysical 
and situational (e.g., family) predispositions to consider it as a certain individual 
property conditioning competitiveness on the labor market, and therefore having 
competences sought by potential employers or possible to use for self-employment 
(Bańka, 2006). This perspective has serious implications for specifying the role of 
the subject in shaping one’s own professional biography, and thus for formulating 
the goals of education. A person focused on achieving an established position on 
the labor market is obliged not only to feel responsible for managing and monitor-
ing his own career, but also to have skills that develop employability. In turn, 
the teleological educational assumptions should include the creation of situations 
resulting in the improvement of competences such as adaptability, strategic think-
ing, proactivity or prodevelopment.

L. Dacre Pool and P. Sewell define employability as “having a set of skills, 
knowledge, understanding and personal attributes that make a person more likely 
to choose and secure occupations in which they can be satisfied and successful” 
(2007, p. 280). On the other hand, Y. Wang and C. Tsai (2014), in the way they con-
struct this category, emphasize that it is important for the choice of career and free 
movement in the labor market, and affects the development of the individual, the 
quality of professional duties performed by them, commitment to work, a sense 
of fulfillment and use of personal potential. With regard to graduates entering the 
labor market, M. Yorke (2006) points to individual skills and characteristics that 
increase the likelihood of young people finding employment and achieving suc-
cess in their careers, which brings benefits not only for the entity itself, but also 
for the entire society6. The above-mentioned definitions show that employability 
can be perceived as a relative ability (possibility) to be employed, a set of features 

6 It is a definition created by ESECT (Enhancing Student Employability Co-ordination 
Team). In the original wording: “Employability is a set of achievements, skills, understandings and 
personal attributes that make graduates more likely to gain employment and be successful in their 
chosen occupation” (https://www.qualityresearchinternational.com/esecttools/definition.php).
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and skills leading to finding and keeping a job, and the ability to independently 
navigate the labor market.

Employability can be viewed in various dimensions. The subjective dimen-
sion refers to the individual capabilities of the subject, such as: knowledge, skills, 
qualifications, or strategies used in the job search process, as well as to the manner 
of their perception and attitude towards them. In turn, objective employability 
is related to factors independent of the human, such as: current expectations of 
employers, adequacy of qualifications to the situation on the labor market, pres-
tige of education (Bańka, 2016b, p. 36). This distinction is supplemented by the 
types of employability: initiatory (characterizing people completing the stage of 
formal education who are predisposed to take up their first job), internal (relating 
to promotion and increasing the scope of responsibility taking place within one 
organization), and external (related to taking up employment with various employ-
ers and at various positions) (Hofaidhllaoui, 2013, pp. 25–26).

M. Yorke and P.T. Knight (2004) indicate four components of employability 
(acronym USEM): understanding, skills, efficacy beliefs, metacognition. J. Hillage 
and E. Pollard (1998) indicate on four other components of its composition, such 
as: employability assets, i.e. the knowledge, skills and attitudes of an individual, 
deployment, relating to the ability to manage one’s own professional development, 
presentation of their person in front of potential employers, job getting skills, 
including writing application documents. Researchers point out that they should 
be analyzed in the context of personal circumstances, e.g., the current family 
situation and conditions on the modern labor market. Phillip Brown, Anthony 
Hesketh and Sara Wiliams also look at the duality of employability (2003, p. 
120). The first aspect relates to individual attributes that determine employment, 
such as accumulated educational capital, skills, or involvement in planning one’s 
own professional career and performing duties in a given workplace. The second 
dimension concerns the laws of supply and demand governing the functioning 
of the labor market. Therefore, it is responsible for the actual confrontation of an 
individual’s resources with the current situation related to job positions offered by 
employers and the number of people having the appropriate qualifications to take 
them. In a situation of universal access to education, and, consequently, of people 
having comparable educational capitals, the factor differentiating the employabil-
ity of potential candidates is their social and cultural capital, which may constitute 
a competitive value on their path to professional success (Tomlinson, 2008). 

The employability model constructed by L. Dacre Pool and P. Sewell (2007) 
is also worth noting. Researchers analyze employability on two levels. The higher 
of them includes such skills as self-efficacy, self-confidence, and self-esteem, how-
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ever, reflection and evaluation of experiences gained at a lower level are of key 
importance for their development. The lower level components are, respectively: 
1. Career Development Learning, 2. Experience of Work & Life, 3. Degree Subject 
Knowledge, Understanding & Skills, 4. Generic Skills, otherwise understood as key 
or transferable skills, and 5. Emotional Intelligence.7 This model is an example of 
a tool that can be used in the process of preparing curricula or initiatives aimed 
at developing employability, as it indicates which areas of individual development 
should be included in them.

Employability is therefore manifested in the individual’s traits, skills, knowl-
edge, attitudes and beliefs, ways of behavior, coping with the changes and pre-
senting their attributes in the labor market, which may increase their chances of 
obtaining and maintaining employment and experience job satisfaction. Invest-
ments in the development increase the professional attractiveness of the entity and 
its competences in terms of adapting to changing conditions in work environments 
and the productive use of available resources. One should bear in mind the dynamic 
nature of employability, which makes the skills possessed by an individual have 
a variable value in the labor market. This means that at a certain point in time they 
may be a guarantee of obtaining employment, while at another point they may 
lose their importance (Clarke, 2008). The liquidity of employment attractiveness  
will have an impact on career capital, which, due to the impact of various indi-
vidual conditions and external contextual factors, will also be characterized by 
volatility.

investment in career capital

Each type of capital is the result of past or present activities of the entity that 
can be used in the future and therefore is assigned an investment and revolving 
value. According to A. Bańka, the concept of career capital should be understood 
as “accumulated competences that an individual acquires in the course of educa-
tion, work, life experience, social and cultural experience” (Bańka, 2006, p. 80). 
In another publication, the same author defines career capital as “the subjective 
perceived value of human resources (competences) enabling the establishment 
and maintenance of an individual’s employability” (Bańka, 2016b, p. 64). This 
definition shows important links between career capital and human employability. 
A similar observation is made by E. Turska, who emphasizes that “capital con-

7 These factors can be combined with the abbreviation CareerEDGE.
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sists of important assets or advantages that enable undertaking activity aimed at 
maintaining or increasing the position and prestige held, and such that allows for 
more effective and efficient functioning in everyday social, cultural, political and 
economic reality” (Turska, 2014, p. 35).

According to M. Lamb, career capital includes: qualifications and education, 
technical skills, functional skills, competences and possibilities (2007, p. 90). The 
researcher also points out that the distinctive components of career capital, which 
are recognizable in the modern world of work and knowledge-based economy, are 
a high level of adaptability to changes, emotional maturity and internal locus of 
control, the ability to use past professional experiences, entrepreneurial thinking, 
qualifications perceived as potential, sense of duty and action orientation, a wide 
network of international contacts, a sense of personal worth and the ability to iden-
tify opportunities for personal development (Lamb, 2007, p. 73). Due to the mul-
tidimensionality of career capital, its various forms are indicated, which include 
human capital and agentic/developmental capital, network capital, otherwise 
known as social capital and information capital. P. Bohdziewicz in the proprietary 
model of individual career capital lists five of its separate values: individual talent 
resources, habitus (the result of professional and life experiences gained in the 
course of socialization), information capital (knowledge and professional skills), 
social capital (contacts established with the professional community), capital of 
intermediary skills (a set of competences enabling the accumulation of informa-
tion and social capital) (Bohdziewicz, 2012, pp. 298–301).

The structure of career capital is characterized by significant flexibility, which 
means that it can change, i.e., decrease, increase, be modified. It is worth noting, 
however, that its individual components are characterized by a certain suscepti-
bility to change. This means that while knowledge, qualifications and skills are 
relatively easy to obtain, adopting a different system of values and beliefs or modi-
fying certain innate predispositions will be very difficult or impossible. Career 
capital is shaped in specific macro-social realities, which proves the importance 
of the social context, such as interpersonal relations or institutional socialization. 
The course of the professional career is also influenced by other factors not always 
dependent on the subject. However, each person has the opportunity to consciously 
and purposefully invest in a specific type of capital.

A. Bańka distinguishes two basic investment strategies in career capital: 
present strategy, and investment strategy (2016b, pp. 82–85). The first one is aimed 
at obtaining immediate gratuities for the expenditures made for professional 
development. According to the aforementioned researcher, it is characterized by 
people who have high social expectations as to their position. The way they oper-
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ate finds its application in the traditional career model rather than in the unpredict-
able conditions of today. In turn, the investment strategy is characteristic of people 
ready to long-term expectation of future profits, open to experimenting in the area 
of career, able to cope with changes and proactively striving to implement the 
adopted assumptions. Individuals operating under this strategy take into account 
the risk of failure and are distinguished by a sense of responsibility for their own 
future. The activities performed under the investment project may be directed 
at various levels of professional participation of the entity: enterprise, profession 
(performed or new), education (professional development), area of social life. It is 
worth noting that convincing a person about having a subjective power of agency 
increases his involvement in facing challenges and contributes to the accumula-
tion of experience and skills that increase the value of their career capital and thus 
increase their employment attractiveness. Thanks to this, they become the authors 
of their own professional biography (Savickas, 2011, pp. 179–181).

transitional career capital

A. Bańka points out that the paradigm of an individual’s professional development 
includes transitions, which always take place at the moment of transition on the 
career path, e.g., from an unemployed person to employment, from part-time to 
full-time work, from one career stage to the other, or from a specific social role to 
another (Bańka, 2016a). A young person experiences a triple transition not only 
from the area of education to the labor market and from adolescence to adulthood 
(Cybal-Michalska, 2013, p. 109 et seq.), but also the dominant plane of formal 
education to non-formal education, which is a test for self-education skills. In 
a transition situation, the individual skills of the entity are verified and their quali-
fications are compared with the current requirements of the labor market. It can 
therefore be regarded as a kind of test for the actual employability of a person.

With reference to the previous considerations, it is worth referring to the cate-
gory of transition career capital characteristic of young people preparing for active 
participation in the labor market. It is one of the types of career capital, and its 
components are transitional educational capital, transitional work experience capi-
tal, transitional entrepreneurial capital, transitional language capital, transitional 
cultural capital, transitional social capital (Barwińska-Małajowicz, 2015, p. 382). 
In the current of career development concepts, in which it is considered a lifelong 
process, the transition to the labor market is considered to be one of the moments of 
key importance in the professional biography of a person. In counseling reflection, 
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transition is defined as “various phenomena of continuity disturbances in the life 
of individuals” (Guichard & Huteau, 2005, p. 8), “transition from one existential 
situation to another” (Rożnowski, 2009, p. 21), or “sequence of processes (dimen-
sions) of accumulation of life competences” (Bańka, 2003, p. 20). Therefore, it 
applies to all situations in which the subject is obliged to change his behavior, way 
of thinking, or choose a different course of action. The process of transition from 
education to the labor market requires a young person to learn new competences 
and acquire new qualifications, which may prove useful in a previously unknown 
space. Despite the fact that the vocational orientation process conducted in schools 
is aimed at learning about the labor market and developing skills that may prove 
useful in it, it is faced with the task of redefining its social role and finding a new 
place in the world, which in turn is to lead to achieving independence character-
istic of adults.

The basic sources of transitional career capital are education and individual 
experiences gained in the course of their participation on the social, economic, 
cultural and institutional levels. It is impossible to ignore the issue that in many 
biographies of young people one can see the disappearance of a clear line between 
studying and professional activity, as evidenced by their practice of combining 
studies with work (Jacob & Weiss, 2008, p. 30). Universal access to educational 
institutions means that many of them are distinguished by a similar educational 
capital determined by the type of university, degree of completed studies, therefore 
qualitative indicators such as achieved results in the form of assessments, skills 
or activities undertaken in self-education (Piróg, 2013, p. 132). The individual 
involvement of the subject in the transition process, manifested in his aspirations, 
motivation, gaining additional experience or the goal he has, is also important. 
Transitional career capital is therefore a kind of multi-stage and complex process 
taking the form of an individual’s original project.

The constant fluctuations, the emergence of new professional specializations, 
changes in employment conditions and the dynamics of transformations taking 
place on the modern labor market imply the perception of the subjective dimension 
of career capital shaped over the course of life in terms of a “series of transitions” 
(Giddens, 2001, pp. 110–111). The ability to deal with various types of transitions 
becomes an inseparable element of the crystallization of one’s own “I” by a per-
son. The consequences of the individualization of professional resources can be 
seen in the subjective decisions of an individual, which gives a career a peculiar 
shade. This aspect of transitional career capital is pointed out by James Côté in his 
identity capital model, in which he points to the importance of personal properties 
optimizing the development of an individual and its adaptation possibilities to the 
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conditions of the labor market (Côté, 2005). Among these features, he mentions 
the internal locus of control, a sense of purpose in life, self-reflection and deci-
sion-making skills, awareness of responsibility for the course of one’s own career 
development path. This researcher notices a significant relationship between iden-
tity and social capital. It proves that personal resources can contribute to easier 
adaptation of a person to specific working conditions, and that an individual func-
tioning in safe conditions based on community will be distinguished by a greater 
sense of agency and striving to achieve the set goals. In this approach, employabil-
ity will be considered as one of the dimensions of the social structure of identity 
and individual adjustment of one’s own aspirations to the current opportunities on 
the labor market.

the relationship between employability and career capital: 
discussion

Employability can be understood as an opportunity to pursue various forms of pro-
fessional activity aimed at returning investments made in career capital. Return 
on investment should be understood as any benefits experienced by an individual 
in the form of professional satisfaction, job security, financial gratification, inde-
pendence or prestige in a given field. By participating in the educational process 
and social life as well as undertaking various activities, they gather competences 
important from the perspective of building their “individual competitiveness” on 
the labor market, which in turn contribute to the accumulation of career capi-
tal (Bohdziewicz, 2012, p. 293). The basic concepts relating to it: Knowing-why, 
Knowing-how, and Knowing-whom (DeFillippi & Arthur, 1994, 1996), constitute 
the foundation of human employability. They indicate which sources of knowledge 
should be used to shape specific skills, what is the foundation of professional excel-
lence and what interpersonal relations are significant for the process of developing 
one’s own career. K. Inkson and M. Arthur (2001) propose to extend the range 
of these dimensions by three more types of knowledge: Knowing when, Knowing 
where, Knowing what. They are to be helpful in choosing the right moment for 
taking specific actions in a given area of the labor market, using the appropriate 
opportunities and opportunities in this process. In turn, M. Lamb and M. Suther-
land (2010) add emotional maturity and intelligence as knowing-oneself to these 
concepts. These researchers also point to two types of career capital. One of them 
is related to the resources that an individual must have (must have), and the other 
relates to their knowledge and skills considered as welcome in the labor market 
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(nice to have). This distinction may be helpful in the analysis of individual aspects 
of employability, because the employment attractiveness of an entity in specific 
industries is determined both by the properties commonly required in a given 
area, as well as its peculiarities, which additionally strengthen its employment 
competitiveness.

Dispositional employability (Fugate & Kinicki, 2008), which determines the 
proactive behavior of an individual, is of significant importance for the develop-
ment of career capital. It emphasizes the aspect of coping by the subject in the 
labor market space by activating resources allowing him to recognize and use the 
opportunities to implement his own vision of professional development. It is related 
to the phenomenon of externalization of employment, which consists in transfer-
ring responsibility for one’s professional development from the organization to the 
employee. Instability of the level of employment attractiveness of an individual 
contributes to the accumulation of various skills, knowledge and experience, 
which become the basis of its professional profile, which determines its prestige 
and reputation on the labor market as a professional in a given area (Tomasze-
wska-Lipiec, 2016, pp. 146–147). Admittedly, this regularity does not guarantee 
her permanent professional position, but it increases the probability of maintain-
ing career continuity. Individualization of a person’s professional resources and 
the accompanying efforts aimed at their improvement make their career capital 
take on a peculiar character. In this approach, career capital becomes “a subjec-
tive concept reflecting in the mind of an individual the diagnosis and forecast of 
accumulated personal resources” (Bańka, 2016b, p. 72).

In the context of the deliberations, it is worth mentioning the concept of profes-
sional capital by Michael Fullan and Andy Hargreaves (2012), which, although it 
was developed with the teaching profession in mind, can be successfully applied to 
every person striving to achieve mastery in a given profession. In its assumption, 
professional capital is a product of human capital, social capital, and decisional 
capital. All the indicated types of capital in this approach are perceived as individ-
ual resources based on the self-educational and proactive abilities of the subject, 
and their possession is intended to increase their chances of achieving professional 
success. It is worth emphasizing, however, that despite the individual shading of 
professional capital, effective results of its development should be expected when 
it is shaped in the space of social learning and a sense of mutual responsibility of 
all entities participating in the process of its crystallization (Fullan, Rincón-Gal-
lardo, & Hargreaves, 2015).

Human capital is associated with human cognitive skills, and therefore with 
the creation and modification of knowledge that is relevant at a given time, in 
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accordance with the domain of “here and now”. As a consequence, the information 
obtained is to contribute to changes in various aspects of an individual’s func-
tioning (e.g., attitude, value system, behavior) and result in certain benefits in the 
future. One can see its relationship with proactivity, because it incorporates the 
ability to recognize development prospects and “reflectively engage in solving 
problems encountered on an ongoing basis” (Bańka, 2015, p. 98). Social capital 
concerns interpersonal competences, such as establishing and maintaining rela-
tionships, team cooperation, networking, that are not irrelevant to achieving and 
maintaining a specific professional position, or the presentation of resources. In 
turn, the decision capital is responsible for independent decision-making by the 
entity based on previously made independent and critical judgments. It can be seen 
as a complementary property, and at the same time being the result of the other two 
types of capital, because based on the acquired knowledge and built social posi-
tion, the individual makes choices leading to the implementation of the adopted 
plans. Therefore, it is characterized not only by the cognitive dimension, but also 
by the behavioral one. One of the constructive features of professional capital is 
the continuous human development linked to the implementation of the principle 
of permanent learning (Rosalska, 2013, p. 202). This type of capital is essential for 
career capital and the development of an individual’s employability. It determines 
the effectiveness of efforts to shape the professional path and reflects the degree of 
resourcefulness and adaptation to the dynamic conditions of the present day.

In the analysis of the interdependence between employability and career 
capital, it is also worth taking into account the perceptual factor, understood as 
a way of perceiving by an individual one’s own career management possibilities in 
relation to the context of the contemporary labor market. An interesting discovery 
in this regard was made by B. Okay-Somerville and D. Scholarios (2015). The 
researchers proved that not only people who perceive their employability posi-
tively, but also those who evaluate it low, have a chance to achieve professional 
success. The main predictor of success in a career is the job search strategy used. It 
turns out that people with a low level of faith in their own employment opportuni-
ties more often use networking when looking for employment, which brings about 
the same beneficial effects as in the case of people who are proactive constructors 
of their career. According to the researchers, other important factors influencing 
the increase in the competitiveness of an individual on the labor market include: 
attitude to failure, emotional state, involvement in career management, and belief 
in the possessed skills.

There is a wide range of options that an individual may undertake to enhance 
and maintain his employability. Among them, the following procedures should be 
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indicated: continuous learning by gaining experience, using the competences in 
new contexts, creating social networks and industry connections, continuous set-
ting of professional goals and creating a vision of one’s own professional future, 
caring for the balance between the professional sphere and other areas of life 
(work–life balance), use of various forms of professional development (Clarke, 
2013; Sutherland et al., 2015). The initiator of these undertakings may be both 
a person who starts his professional activity, participating in the labor market for 
some time, and an employer. According to the research team led by M. Sutherland, 
the main determinants of all career development efforts are: personal achievement 
orientation related to motivation and perseverance to act, as well as emotional 
intelligence and self-knowledge (Sutherland et al., 2015). It is worth noting that 
these properties relate to the internal locus of control aspect. This means that an 
individual, as a conscious constructor of his/her professional life, is obliged to 
participate in the process of accumulating his/her career capital.

implications for educational practice

A factor that significantly contributes to increasing employability is the develop-
ment of transferable, also known as soft, transversal or transitional, competences 
(Dębowski & Stęchły, 2019, p. 92; Bohdziewicz, 2012, p. 294). They refer to the 
individual’s skills that can be used in various workplaces and social situations. Due 
to the high degree of applicability in various life and professional contexts, they 
allow for flexible reaction in changing reality conditions, increase the chances of 
success in a career and guarantee permanent human development (Turek & Wojt-
czuk-Turek, 2010). The group of transferable competences includes: communica-
tion, cooperation, creativity, learning, problem solving, analyticity, consistency 
in undertaken activities, accuracy, and commitment (Turek & Wojtczuk-Turek, 
2010). These skills are extremely important in the process of personal employ-
ability management (Świgoń, 2011). An inseparable element of creating educa-
tional conditions conducive to shaping an individual’s ability to find and keep 
employment are measures aimed at including young people in social participation, 
creating situations conducive to independent decision-making and bearing conse-
quences for them.

The Future of Jobs Report 2020 prepared by the World Economic Forum indi-
cates that the most desirable competences on the labor market include: analytical 
thinking, active learning, complex problem-solving, which they relate to critical 
thinking skills. Developing young people’s ability to think independently, analyti-
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cally, and to solve problems, is one of the most important and at the same time the 
most difficult educational challenges. T. Kalbarczyk (2014) emphasizes that this 
task is not always fulfilled by a Polish school, and its implementation requires 
basing the teaching and learning process of students on the principles of openness, 
free discussion and posing open-ended questions, not having one correct answer 
variant. Educational activities aimed at preparing young people to enter the labor 
market should avoid encyclopedism and focus on improving their permanent 
learning skills and building “global awareness” of the individual (Kukla, 2017). 
A person analyzing the surrounding reality, able to see in it opportunities for their 
own development, making independent decisions – will have a predisposition to 
plan, monitor and manage their own career in conditions of permanent change.

A key issue in developing employability is seeing it as a learning process, not an 
educational “product”. It is worth bearing in mind that the essence of enhancing the 
employability of young people consists not only in shaping a set of specific skills, but 
also in providing them with various types of experiences as a result of which they 
can use them (Harvey, 2004). Due to the smooth nature of employability, an indis-
pensable element influencing its development is the ability of reflective self-analysis 
and verification of one’s own situation in relation to contextual factors. Competen-
cies should not be understood only as specialist knowledge and skills, but also as 
a process aimed at learning about the mechanisms of the labor market and the ability 
to use the resources available. As a consequence, it turns out that it is important 
to develop not so much the cognitive dimension of competences as the behavioral 
aspect related to their effective application in specific situations.

One of the instruments for increasing employability in Poland is the Polish 
Qualifications Framework, which is a reference system to the levels of the Euro-
pean Qualifications Framework. It consists of an 8-point scale covering the 
description of the scope of knowledge, skills and social competences acquired in 
vocational, general and higher education. The Integrated Qualifications System 
aims not only to raise the level of human capital, but also to gather and organize 
various qualifications in one statement.8 This solution contributes to the respon-
siveness of qualifications, that is, their adaptation to the current market needs 
through a flexible response to changes. In the process of determining the position 
and professional role of the subject, attention is paid to his qualifications and com-
petences, which undoubtedly have a measurable commercial value on the labor 
market and at the same time contribute to strengthening the human potential. An 
educational activity supporting the process of efficient management of one’s own 

8  https://kwalifikacje.edu.pl/
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career by an individual is the creation of flexible education programs based on the 
principle of learning outcomes. Such a solution will make it easier to compare the 
achievements obtained in different educational institutions and will contribute to 
increasing the level of employability of potential graduates due to the possibility 
of greater freedom of teachers in the selection of teaching content, increasing the 
importance of the student’s independent learning process, also as a result of expe-
rience (Wyrozębski, 2009).

Among the preventive educational measures aimed at supporting the employ-
ability of young people, one can also mention the dual system of vocational educa-
tion, which involves combining the process of gaining practical experience and 
professional knowledge in the course of education. Significant benefits are also to 
be expected from various undertakings, initiatives and projects aimed at strength-
ening cooperation and relations between employers and the education system. The 
volatility of the modern labor market obliges an individual to constantly improve 
and be ready to deal with its dynamism. Therefore, in the learning process, there 
should be no shortage of designed situations requiring problem thinking, consider-
ing various solutions and course of events.

conclusion

Career capital is a specific composition of skills, knowledge, beliefs, predisposi-
tions and qualifications of an individual, reflected in their behavior, decisions, 
adopted system of values and professional orientations, which consequently allow 
them to achieve a certain level of employability. The unpredictability of the mod-
ern labor market, the need for permanent and effective adaptation to socio-eco-
nomic conditions, forces reflection on the idea of lifelong employability (Davies, 
Diemand-Yauman, & van Dam, 2019). The personal commitment of the individual 
and their personality properties related to activities aimed at constructing a profes-
sional biography, resilience and strategies for coping with the unpredictability and 
uncertainty of the present day, are of significant importance for their development, 
because “the lack of investment in career capital is the end not only of a career in 
the meaning of a specific professional work, but an employment career in general” 
(Bańka, 2016b, p. 76). The need to undertake efforts to constantly update one’s 
own employment attractiveness corresponds to the category of “career portfolio”, 
the essence of which lies in reflections, plans and investing in knowledge, skills 
and attitudes that are important for increasing the marketing value of the entity 
(Woodbury, Addams, & Neal, 2009, p. 8).
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The shaping of career capital is influenced by various factors, internal and 
external to the individual. It is worth emphasizing, however, that an important 
role in the process of professional development is played by everyday life situa-
tions related to discovering social roles, building relationships with other people, 
carrying out specific tasks or constituting one’s identity. This regularity shows the 
relationship between the professional activity of a human being and other areas of 
his participation, in relation to which it takes on a special meaning. The adopted 
optics is not without significance for contemporary career counseling, the essence 
of which is to support in “individual learning reflective (re)construction of biog-
raphies, supporting in learning the tolerance of fears and uncertainty” (Wojtasik, 
2003, p. 349), which is an inseparable element of dynamic reality. Therefore, not 
without significance in the process of increasing the employability of young peo-
ple is the development of career management skills, including those related to the 
creation of social networks and self-promotional competences, as well as building 
their awareness in the field of getting to know one’s beliefs not only about one’s 
resources, but also fears and contextual barriers. The identification of individual 
and external factors determining competitiveness in the labor market for the sub-
ject constitutes the basis for self-perceived employability and reflection on their 
professional position (Świgoń, 2014b).

Accumulation of career capital, related to its permanent renewal and under-
taking investment measures aimed at its development, is undoubtedly related 
to the employability of an individual, the value of which depends both on their 
involvement in the course of their own professional biography, as well as on edu-
cational influences and changing conditions of the contemporary labor market. It 
is worth noting, however, that the liquidity of both of these categories indicates 
their specific qualitative relationship, the satisfaction with their development is 
largely determined by the conscious actions of the subject.

References
Bańka, A. (2003). Rola poradnictwa zawodowego w integracji osób niepełnosprawnych 

z rynkiem pracy. In: Poradnictwo zawodowe dla osób niepełnosprawnych (pp. 15–30). 
Warszawa: Biuro Koordynacji i Kształcenia Kadr.

Bańka, A. (2006). Kapitał kariery – uwarunkowania, rozwój i adaptacja do zmian organi-
zacyjnych oraz strukturalnych rynku pracy. In: Z. Ratajczak, A. Bańka, & E. Turska 
(Eds.), Współczesna psychologia pracy i organizacji. Wybrane zagadnienia (pp. 59–117). 
Katowice: Wydawnictwo Naukowe UŚ.

Bańka, A. (2015). Intencjonalne konstruowanie przyszłości i wyprzedzające realizowanie 
celów: walidacja Skali Proaktywności Ogólnej. Czasopismo Psychologiczne, 21(1), pp. 
97–115. DOI: 10.14691/CPPJ.21.1.97.



��  | Lucyna Myszka-Strychalska

Bańka, A. (2016a). Proaktywność a tryby samoregulacji. Podstawy teoretyczne, konstrukcja 
i analiza czynnikowa Skali Zachowań Proaktywnych w Karierze. Poznań–Warszawa: Sto-
warzyszenie Psychologia i Architektura – Poznań. Warszawa: NFDK.

Bańka, A. (2016b). Psychologiczne doradztwo karier. Poznań: Wydawca Stowarzyszenie Psy-
chologia i Architektura.

Barwińska-Małajowicz, A. (2015). Tranzycyjny kapitał kariery absolwentów szkół wyższych 
w Polsce – wybrane aspekty teoretyczne i empiryczne. Nierówności Społeczne a Wzrost 
Gospodarczy, 42, pp. 378–398.

Bohdziewicz, P. (2012). Koncepcja kapitału kariery zawodowej jako wyznacznika indywidu-
alnej konkurencyjności na współczesnym rynku pracy. In: T. Listwan, & M. Stor (Eds.), 
Sukces w zarządzaniu kadrami: elastyczność w zarządzaniu kapitałem ludzkim. Vol. 1: 
Problemy zarządczo-ekonomiczne (Prace Naukowe Uniwersytetu Ekonomicznego we 
Wrocławiu, 248) (pp. 293–303). Wrocław: Wydawnictwo Uniwersytetu Ekonomic-
znego.

Brown, P., Hesketh, A., & Wiliams, S. (2003). Employability in a Knowledge-driven Economy. 
Journal of Education and Work, 16(2), pp. 107–126. DOI: 10.1080/13639080320000706
48.

Clarke, M. (2008). Understanding and Managing Employability in Changing Career Contexts. 
Journal of European Industrial Training, 32(4), pp. 258–284. DOI: 10.1108/0309059081
0871379.

Clarke, M. (2013). The Organizational Career: Not Dead but in Need of Redefinition. The 
International Journal of Human Resource Management, 24(4), pp. 684–703. DOI: 10.108
0/09585192.2012.697475.

Côté, J. (2005). Identity Capital, Social Capital, and the Wider Benefits of Learning: Gen-
erating Resources Facilitative of Social Cohesion. London Review of Education, 3(3), 
pp. 221–237. DOI: 10.1080/14748460500372382.

Cybal-Michalska, A. (2012). Kariera jako „własność” jednostki – rozważania teoretyczne nad 
definicyjnym credo. Kultura – Społeczeństwo – Edukacja, 1, pp. 193–203.

Cybal-Michalska, A. (2013). Młodzież akademicka a kariera zawodowa. Kraków: Oficyna 
Wydawnicza Impuls.

Dacre Pool, L., & Sewell, P. (2007). The Key to Employability: Developing a Practical Model 
of Graduate Employability. Education + Training, 49(4), pp. 277–289. DOI: 10.1108/004
00910710754435.

Davies, B., Diemand-Yauman, C., & van Dam, N. (2019). Competitive Advantage with 
a Human Dimension: From Lifelong Learning to Lifelong Employability. McKinsey 
Quarterly, 2, pp. 1–5.

DeFillippi, R., & Arthur, M.B. (1994). The Boundaryless Career: A Competency-based 
Perspective. Journal of Organizational Behavior, 15(4), pp. 307–324. DOI: 10.1002/
job.4030150403.

DeFillippi, R., & Arthur, M.B. (1996). Boundaryless Contexts and Careers: A Competency-
based Perspective. In: M.B. Arthur, & D.M. Rousseau (Eds.), The Boundaryless Career: 
A New Employment Principle for a New Organizational Era (pp. 116–131). New York: 
Wiley.



|  ��Investment in Career Capital as an Important Factor

Dębowski, H., & Stęchły, W. (2019). Kształcenie dla przyszłości a kompetencje przekrojowe. 
In: E. Chmielecka, & N. Kraśniewska (Eds.), Edukacja dla przyszłości – jakość kształcenia 
(pp. 90–102). Warszawa: Fundacja Rektorów Polskich, Instytut Społeczeństwa Wiedzy.

Dickmann, M., & Harris, H. (2005). Developing Career Capital for Global Careers: The Role 
of International Assignments. Journal of World Business, 40(4), pp. 399–408. DOI: 
10.1016/j.jwb.2005.08.007.

Fugate, M., & Kinicki, A.J. (2008). A Dispositional Approach to Employability: Develop-
ment of a Measure and Test of Implications for Employee Reactions to Organizational 
Change. Journal of Occupational and Organizational Psychology, 81(3), pp. 503–527. 
DOI: 10.1348/096317907X241579.

Fullan, M., Rincón-Gallardo, S., & Hargreaves, A. (2015). Professional Capital as Accountabil-
ity. Education Policy Analysis Archives, 23(15), pp. 1–21. DOI: 10.14507/epaa.v23.1998.

Gazier, B. (2001). Employability – The Complexity of a Policy Notion. In: P. Weinert, 
M. Baukens, P. Bollérot, M. Pineschi-Gapènne, & U. Walwei (Eds.), Employability: From 
Theory to Practice (pp. 3–25). USA: Library of Congress.

Giddens, A. (2001). Nowoczesność i tożsamość. „Ja” i społeczeństwo w epoce późnej nowo-
czesności. Warszawa: PWN.

Guichard, J., & Huteau, M. (2005). Psychologia orientacji i poradnictwa zawodowego. Kra-
ków: Oficyna Wydawnicza Impuls.

Hargreaves, A., & Fullan, M. (2012). Professional Capital: Transforming Teaching in Every 
School. New York: Routledge.

Harvey L. (2004). On Employability. The Higher Education Academy. Retrieved from: https://
www.qualityresearchinternational.com/esecttools/esectpubs/harveyonemp.pdf .

Hillage, J., & Pollard, E. (1998). Employability: Developing a Framework for Policy Analysis. 
Research Brief No. 85. London: Department for Education and Employment.

Hofaidhllaoui, M. (2013). Employability: Individual Initiative or Company Decision. Recher-
ches en Sciences de Gestion: Management Sciences – Ciencias de Gestión, 99, pp. 23–
42.

Inkson, K., & Arthur, M.B. (2001). How to Be a Successful Career Capitalist. Organizational 
Dynamics, 30(1), pp. 48–60. DOI: 10.1016/S0090-2616(01)00040-7.

Jacob, M., & Weiss, F. (2008). From Higher Education to Work Patterns of Labour Market 
Entry in Germany and the US. MZES Working Papers, 110. Mannheim: Mannheimer 
Zentrum für Europäische Sozialforschung.

Jeruszka, U. (2019). Zatrudnialność w perspektywie pedagogiki pracy. Warszawa: Difin.
Kabaj, M. (2012). Wpływ systemów kształcenia zawodowego na zatrudnienie i bezrobocie mło-

dzieży: projekt programu wdrożenia dualnego systemu kształcenia zawodowego w Polsce. 
Warszawa: Instytut Pracy i Spraw Socjalnych.

Kalbarczyk, T. (2014). Nauka krytycznego myślenia. Analiza i Egzystencja, 25, pp. 7–17.
Kukla, D. (2017). Efektywność edukacji wyższej wobec turbulentności rynku pracy. Szkoła 

– Zawód – Praca, 14, pp. 25–36.
Lamb, M. (2007). The Components of Career Capital for Knowledge Workers in the Global 

Economy. A Research Report Submitted to the Gordon Institute of Business Science, 
University of Pretoria, in Partial Fulfillment of the Requirements for the Degree of Mas-
ter of Business Administration. Hatfield: University of Pretoria. Retrieved from: http://
citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.900.6774&rep=rep1&type=pdf.



��  | Lucyna Myszka-Strychalska

Lamb, M., & Sutherland, M. (2010). The Components of Career Capital for Knowledge Work-
ers in the Global Economy. The International Journal of Human Resource Management, 
21(3), pp. 295–312. DOI: 10.1080/09585190903546839.

Mazurek-Kucharska, B. (2011). Uwarunkowania atrakcyjności zatrudnieniowej i sukcesu 
w opinii rodziców powracających na rynek pracy. Edukacja Dorosłych, 1, pp. 77–100.

Myszka, L. (2015). Planowanie i zarządzanie karierą jako podmiotowa „własność” jednostki. 
Ogrody Nauk i Sztuk, 5(5), pp. 345–352. DOI: 10.15503/onis2015.345.352.

Nawrocka, E., Kramer, R., & Korcz, P. (2019). Wybór specjalności Inwestycje i Nieruchomości 
na studiach wyższych w aspekcie potencjału kariery studentów. In: A. Wojewnik-Filip-
kowska, & K. Szczepaniak (Eds.), Inwestycje i nieruchomości: współczesne wyzwania 
(pp. 11–28). Gdańsk: Wydawnictwo Uniwersytetu Gdańskiego.

Okay-Somerville, B., & Scholarios, D. (2015). Career Self-Management, Perceived Employ-
ability, and Employment Success during University-to-Work Transitions: A Social Cog-
nitive Career Theory Perspective. Zarządzanie Zasobami Ludzkimi [Human Resource 
Management], 6, pp. 33–60.

Pasierowska, I., Strużyńska, R., & Cendrowska, A. (2020). Bezrobocie rejestrowane I–IV 
kwartał 2019 r. Warszawa: Główny Urząd Statystyczny.

Paszkowicz, M.A. (2008). Zdolność do zatrudnienia – stulecie idei. Koncepcje – definicje 
– wyznaczniki. Problemy Profesjologii, 2, pp. 71–81.

Piróg, D. (2013). Wybrane determinanty tranzycji absolwentów studiów wyższych na rynek 
pracy. Studia Ekonomiczne, 160, pp. 131–138.

Rosalska, M. (2013). Doradztwo akademickie w kontekście kształtowania kapitału profesjon-
alnego studentów. Dyskursy Młodych Andragogów, 14, pp. 201–213.

Rożnowski, B. (2009). Przechodzenie młodzieży z systemu edukacji na rynek pracy w Polsce. 
Analiza kluczowych pojęć dotyczących rynku pracy u młodzieży. Lublin: Wydawnictwo 
Katolickiego Uniwersytetu Lubelskiego.

Savickas, M.L. (2011). Constructing Careers: Actor, Agent and Author. Journal of Employ-
ment Counseling, 48(4), pp. 179–181. DOI: 10.1002/j.2161-1920.2011.tb01109.x.

Sienkiewicz, Ł. (2010). Atrakcyjność zatrudnieniowa. Problemy definicyjne i ich konsek-
wencje. Edukacja Ekonomistów i Menadżerów, 2, pp. 27–43.

Sławecki, B. (2012). Rola uczelni ekonomicznych w kształtowaniu postaw wobec rynku pracy 
– od oczekiwań studentów do kształtowania potencjału do zatrudnienia. Zeszyty Nau-
kowe/Uniwersytet Ekonomiczny w Poznaniu, 240, pp. 63–78.

Sullivan, S.E., & Arthur, M.B. (2006). The Evolution of the Boundaryless Career Concept: 
Examining Physical and Psychological Mobility. Journal of Vocational Behavior, 69(1), 
pp. 19–29. DOI: 10.1016/j.jvb.2005.09.001.

Sutherland, M., Naidu, G., Seabela, S., & Crosson, S. (2015). The Components of Career Capital 
and How They Are Acquired by Knowledge Workers across Different Industries. South 
African Journal Business Management, 46(4), pp. 1–10. DOI: 10.4102/sajbm.v46i4.104.

Szulc, A. (2015). Możliwości zmniejszania atrakcyjności zatrudnienia nierejestrowanego. 
Polityka Społeczna, 42(7), pp. 38–41.

Świgoń, M. (2011). Personal Knowledge Management (PKM) and Personal Employability 
Management (PEM) – Concepts Based on Competences. In: G. Turner, & C. Minonne 
(Eds.), Proceedings of the 3rd European Conference on Intellectual Capital, University of 
Nicosia, Cyprus, 18–19 April 2011 (pp. 432–438). Reading, UK: Academic Publishing 
International Limited.



|  ��Investment in Career Capital as an Important Factor

Świgoń, M. (2014a). Potencjał kariery studentów kierunków i specjalności informatologic-
znych. Teraźniejszość – Człowiek – Edukacja, 66(2), pp. 79–90.

Świgoń, M. (2014b). Samoocena potencjału zawodowego studentów informacji naukowej i bi-
bliotekoznawstwa oraz specjalności info- i bibliologicznych. Wyniki badań z przełomu 
2010 i 2011 roku. Zagadnienia Informacji Naukowej – Studia Informacyjne, 52(2), pp. 
135–148.

The Future of Jobs Report 2020 (2020, October). Retrieved from: http://www3.weforum.org/
docs/WEF_Future_of_Jobs_2020.pdf.

Tomaszewska-Lipiec, R. (2016). Eksternalizacja odpowiedzialności w obszarze kariery zawo-
dowej. Ruch Pedagogiczny, 1, pp. 143–150.

Tomlinson, M. (2008). ‘The Degree Is Not Enough’: Students’ Perceptions of the Role of 
Higher Education Credentials for Graduate Work and Employability. British Journal of 
Sociology of Education, 29(1), pp. 49–61. DOI: 10.1080/01425690701737457.

Turek, D., & Wojtczuk-Turek, A. (2010). Kompetencje transferowalne. Przegląd definicji, 
modeli i stanowisk teoretycznych. In: S. Konarski, & D. Turek (Eds.), Kompetencje trans-
ferowalne. Diagnoza, kształtowanie i zarządzanie (pp. 13–32). Warszawa: SGH.

Turska, E. (2014). Kapitał kariery ludzi młodych. Uwarunkowania i konsekwencje. Katowice: 
Wydawnictwo Uniwersytetu Śląskiego.

Wang, Y.F., & Tsai, Ch.T. (2014). Employability of Hospitality Graduates: Student and Indus-
try Perspectives. Journal of Hospitality & Tourism Education, 26(3), pp. 125–135. DOI: 
10.1080/10963758.2014.935221.

Wiśniewska, S. (2015). Zatrudnialność: pojęcie, wymiary, determinanty. Edukacja Ekono-
mistów i Menedżerów, 1, pp. 11–24.

Wojtasik, B. (2003). Refleksyjne konstruowanie kariery życiowej w ponowoczesnej 
codzienności. Teraźniejszość – Człowiek – Edukacja, Special Issue, pp. 343–351.

Woodbury, D., Addams, L., & Neal, W. (2009). The Career Portfolio: A Practical Job Search 
Tool. Journal of College Teaching & Learning, 6(4), pp. 7–14. DOI: 10.19030/tlc.v6i4.1148.

Wyrozębski P. (2009). Podejście do tworzenia programów nauczania oparte na efektach 
kształcenia. E-mentor, 3, pp. 18–26.

Yorke, M. (2006). Employability in Higher Education: What It Is – What It Is Not. Learning & 
Employability, Series 1. York: The Higher Education Academy.

Yorke, M., & Knight, P.T. (2004), Embedding Employability into the Curriculum. Learning & 
Employability. York: The Higher Education Academy.

Internet Sources
https://kwalifikacje.edu.pl/
https://ec.europa.eu/eurostat/statistics-explained/index.php/Unemployment_statistics
https://stat.gov.pl/obszary-tematyczne/rynek-pracy/bezrobocie-rejestrowane/bezrobotni-

zarejestrowani-i-stopa-bezrobocia-stan-w-koncu-marca-2020-r-,2,92.html
https://www.qualityresearchinternational.com/esecttools/definition.php


