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ABSTRACT 

In the article the  implementation stages  of 21st century manager’s  competency profile in municipal  sector  were
presented.  The main managers’ occupational competencies were described: communication skills,  organizational
skills, ethics management skills, team management skills and  creative thinking skills. In the practical part of this
paper examination of managers’ professional competencies in selected enterprises of Wielkopolska municipal sector
was performed. At the same time methods of occupational skills development were assessed. Current  managers’
knowledge and skills level were taken into account during planning of their development.
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INTRODUCTION

“Modern  organizations  find  that  only  the  ability,  experience,  knowledge,  skills  and  other  characteristics  that
employees have, may lead the company to implement its strategy, meet customer needs and the conditions dictated
by the competition” (Rostkowski, 2004, s.38). However, to manage the professional competencies of employees, it
is necessary to explore them and evaluate what competencies are necessary for the proper functioning of the given
organization in the future (Boyatzis, 2008, Czapla, 2011, Filipowicz, 2004, Rakowska, 2007, Walkowiak, 2004). Such
task  is  carried  out  within  the  project:  "Model  of  validation  of  competencies  for  employees  of  MSME  of
Wielkopolska’s municipal sector." The project is co-financed by the European Union under the European Social
Fund. Implementation timeframe is from September 2011 to August 2013. The main implementers of the project are
practitioners - executives and managers of municipal sector companies and a specialist in the field of designing
competency profiles.

The purpose of this article is to present the main steps in the designing competencies profile for the 21st century
manager of the Wielkopolska’s municipal sector and to show the results of research of the managers’ professional
competencies (Spychała 2012, 2013).

Personal  profile  based  on  competencies  has  been  created  for  managerial  positions  and  concerns  the  required
technical competencies as well as social competencies in the workplace in the future. This profile can be used during
the various stages of human resource management (including the selection of managers to project tasks, creating
career paths, training and development and evaluation of managers) (Dubois, Rothwell, 2004, Whiddett, Hollyforde,
2003).
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Knowledge about  the  quantity  and  quality  of  occupational  competencies  of  municipal  sector  managers  will  be
gathered during the actual test of professional competencies of managerial personnel in mentioned sector. It will
allow to determine the competency gap as well as a surplus of knowledge and skills of managers compared to the
competency requirements in the future.

To develop  the  municipal  sector  organizations,  human  resources  management  should  be  based  on  employees’
competencies, which can be already developed among future managers. Therefore knowing competencies matrixes,
that will be required in the future, the management staff can be improved much earlier. 

THE CURRENT KNOWLEDGE IN THE FIELD OF RESEARCH TOPIC  

Enterprises of municipal sector do not have designed and implemented catalogue of competencies consistent with
Polish  and  European  Qualifications  Framework  for  executive  and  managerial  personnel  (Babiak  2012,
Krawczykowski 2012). There is also no developed system of validation and certification of competencies acquired
in non-formal education (Babiak, 2012, Krawczykowski, 2012). Therefore, a team of experts undertook the task to
determine  the current  status  of  the competencies  of  human resources  in  the municipal  sector  of  Wielkopolska.
Examination,  identification  and  assessment  of  professional  competencies  of  managers  (ie,  the  development  of
methods and tools)  are necessary  steps  for  the strategic management  of  company’s  community (Babiak,  2012,
Spychała 2012).

Thus for effective management of professional competencies of municipal sector managers it is necessary to acquire
the relevant knowledge, and then organize, analyze, disseminate and apply it to achieve the desired result.

IMPLEMENTATION  STAGES  OF  21ST CENTURY  MANAGER’S
COMPETENCY PROFILE IN MUNICIPAL SECTOR 

“Competency comprises the specification of knowledge and skills. The application of knowledge and skills to the

standard of performance requires completing a task.” (Jui-Lan Wu, 2013). Thereforethe first stage of the project was
to analyze the tasks performed in the workplace by managers of the municipal sector. The aim of the project team
was to develop a detailed list of tasks and activities that they do working on their positions. Brainstorming method
was used and the analysis of documentation of municipal companies (Spychała 2012).

The next stage of  the project  was to design the position description for  the municipal  sector  manager.  During
position description creation, the methods of interview with managers has been used and directors have made self-
assessment  about range of  the tasks on given positions.  Documents  of  studied municipal  enterprises  were also
examined. 

However,  the  project  does  not  concern  the  tasks  of   managers  performed  at  workplace,  so  the  project  team
developed a twenty-first century manager’s position model. Involvement of  management staff in the development
of managerial competency profile allowed to become familiar with it before realization and a better understanding of
the purpose of its implementation (Spychała 2012).

During creation of the position description for the manager of twenty-first century in municipal sector brainstorming
method has  been  used,  where  a  team of  experts  defined  the  tasks,  which  will  be  implemented  by  managerial
personnel  in the future.  The results are  presented in Table 1.  Analyzing these data,  as well  as  interviews with
managers of the municipal sector, a list of future tasks of twenty-first century manager was developed.
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Table 1. Range the tasks of the twenty-first century manager in the municipal sector - the results of tests on 08.02.2012. (Source:
own study based on data from the conducted research)

1. Strategic management

2. Supervising activities in organization

3. Activities planning

4. Activities organizing

5. Tasks delegating

6. Safety management

7. Documentation management

8. Quality management

9. Information management

10. Team management

11. Negotiating with contractors
12. Management of organization development
13. IT assets management
14. Management of employees development

15. Management of communication in organization
16. Communication with surroundings
17. Selection of employees to given tasks
18. Procedures management
19. Financial management

On the basis of the tasks to be implemented in the future by managers the professional competencies have been
identified, which the person performing the task on a given position must have. Based on the position description ,
competency model of twenty-first century manager of municipal sector was developed (Spychała, 2012).

“Competency models offer  the possibility of creating an integrated  and consistent  framework  for  the selection,
appraisal,  training  and  development  of  HR practitioners,  as  well  as  a  mechanism for  linking HR strategy  and
business performance (Boyatzis, 1982, 1993; Ulrich et al., 1995; Baill, 1999; Ulrich et al., 2008, Caldwell, 2010).

Having  analyzed the literature in the field of managerial competences it turned out communication skills are the
most important. Therefore, they have been discussed in detail in the practical part of the article. (Cameron., Whetten,
1983, Dickson, Hargie, 2004, Platonoff, 2001, Rakowska 2008, Smółka 2008).

A set of related examples of behaviors and actions determines the specific competency (Filipowicz 2004, Jurek
2008, Walkowiak 2008). To be sure that those will be understood in the same way by all employees of the municipal
sector, it is necessary to describe every occupational competency of manager.

Social and Organizational Factors  (2020)

https://openaccess.cms-conferences.org/#/publications/book/978-1-4951-2102-9



Applied Human Factors and Ergonomics International

Figure 1 . Competency profile of XXI century manager of municipal sector. (Spychała 2012)

Competency profile is a basic tool for planning of self-development of every manager. Allows for clear definition of
the objectives of development, the implementation of which will be the basis for the realization of all pre-planned
activities. It is a document that contains 8 levels of professional competencies developed by the project team. Each
level has been characterized in table 2.

Table 2. Characteristics of particular levels of professional competencies of the municipal sector managers, (Source: own study
within the project: “Model of validation of competencies for employees of MSME of Wielkopolska’s municipal sector”)

Levels Characteristics
1 Given competency not absorbed. Lack of behaviors indicating its mastering and use in activities.

2
Acquisition of competency in a basic level. It is used irregularly. Required supervision of more
experienced people and giving their support.

3
Competency sufficiently absorbed, it can be used by oneself in practice, but there are situations
that require supervision of experienced persons.

4
Competency satisfactorily absorbed, it can be used by oneself in practice, in the performance of
professional tasks.

5
Competency absorbed in a good level, which allows better fulfilling tasks in the  given field and
passing experience to others.

6
Competency absorbed in a very good level, which allows very good fulfilling tasks in the given
field.

7
Competency  absorbed  in  a  great  extent.  The  ability  to  creative  usage  and  development  of
knowledge, skills and desired attitudes in the given range of activities.

8
Expert level, the ability to creatively share their knowledge and skills with other managers and
employees.

Presented levels of competencies relate to the requirements for the twenty-first century managers. Therefore during
assessment of the actual competencies of the municipal sector managers there will often situation  occur  where the
level of competencies of the manager will be lower than required. The work of the municipal sector organizations
will be taking actions to place  a person on a particular position in the future, whose level of competencies will be as
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close as possible to those specified in the profile. Manager that has insufficient competencies will perform his work
poorly, while one whose knowledge and skills far exceed the requirements of the position will not be fully utilized.

Competency profile of twenty-first century manager enables to raise the quality of human resources management
(Boyatzis, 2008, Dubois, Rothwell, (2004). However, it will play its role only if it is consistent with the strategy and
culture of the organization. Because it must take into account not only the current situation of the organization, but
also a vision of the future, it allows to prepare managers  for the changes in the organization. (Bratton, Gold, 2007). 

EXAMINATION OF PROFESSIONAL COMPETENCIES OF MANAGERS
IN  SELECTED  ENTERPRISES  OF  WIELKOPOLSKA  MUNICIPAL
SECTOR

The main objective of the research was to recognize the professional competencies of the municipal sector managers
and identify needs to acquire new skills and knowledge useful in performing tasks in the future. The study was
conducted in selected small and medium-sized enterprises of municipal sector in the region of Wielkopolska (38% -
small enterprises, 62% - medium-sized enterprises). 125 managers were surveyed: 73 men and 49 women (3 persons
did not reveal their gender). The research was conducted in the period of March - April 2012.

54% of   tested  were  the  middle  level  managers,  who have  superiors  and  are  managing  subordinates.  30% of
respondents are the lowest level managers who are direct superiors of subordinates and are subject to the mid-level
manager. Using a 360-degree approach to study professional competencies of managers in these groups one can
obtain more reliable and objective results as superior and subordinates will assess the knowledge and skills of the
manager.  Another group of 14% are executives,  who are not subject  of supervision and are superiors for other
directors. The smallest group is the only-level managers who have no superiors, but subordinates only.

74% of managers are aged 31 - 50 years old, 22% of managers are people over 51 years old, a very small group
consists of people younger than 30 years - 3%.

74% of respondents have University level education, 18% high school education, and 5 managers have a vocational
education.

The questionnaire addressed to the managers of the municipal sector contained 18 questions: 9 closed and 9 open.
Field of research, which managers were subject to, concerned the actual technical and social competencies, used on
existing positions as well as an excess of competencies, which they do not use at work. Another question concerned
the tasks they have problems with, or lack of competencies, and how to improve and develop skills. The professional
competencies of municipal sector managers required currently on given position and competencies necessary for the
implementation of future tasks were analyzed.

47% of respondents believe that the position occupied by them corresponds to their qualifications in a good degree.
A large part of respondents, as many as 34% think that their competencies are matched to their position in a very
good extent. This result is very satisfactory, but attention should be paid to a group of managers who feel that they
are not matched to the position in terms of qualifications - 6 managers, and that they are prepared only in sufficient
extent. Analysis of the knowledge and skills of those managers should be done and identification of the areas which
they have problems with. The nature and level of competency gaps should be examined as soon as possible and be
developed and improved.

 Next  question concerned  the  tasks  that  the manager  performs better  than  his  colleagues.  69% of respondents
answered positively. Table 3 presents the tasks which managers perform better than their colleagues.
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Table 3. Tasks which are performed by managers better than by their colleagues.( Source: own study based on data from the
conducted research within the project of Polish Chamber of Commerce)

Tasks of managers Answers of respondents Number of
respondents

Activities organizing Organization of work, organization of meetings, implementation of several
tasks simultaneously; Organizing tasks

11

Team management Coordination of teamwork, Motivation, Managing subordinates; Leading;
Controlling

9

Interpretation of legal
provisions

Knowledge of the regulations,  Knowledge and interpretation of taxation
laws, social security laws, budget accounting, issues related to the acts on
local government

5

Documentation
management

Databases, Computer use, Keeping personal and personnel documentation;
Creating documents, Organization of Document circulation

5

Supervising and
delegating tasks

Delegation of tasks, Decision making 5

Information management Analysis of data and its interpretation; Using various information sources;
Giving information; Implementation of programs

4

Communication with
environment

Acquisition  of  services  customer,  Public  procurement;
Communicating with customers

4

Communication
management in company

Communication in writing; Communication with other employees 4

Negociations with
contractors

Negotiating with customers, Quick response to problem atic cases, Solving
problems

4

Financial management Salaries settlement, Finance, International Accounting Standards 3
Strategic management  Strategy development for company 2

Selection of employees to
tasks

Staff planning 1

Project management Coordination of EU projects 1
Change management Reacting to changes 1

Using knowledge of the
branch

Knowledge of the branch 1

Number of answers 60

 In  table 1,  tasks highlighted in  blue are  the ones which appeared  first  on the list  of  tasks  carried  out by the
municipal sector managers as well as on the list of tasks that may be implemented in the future by the managers of
the twenty-first century. The color gray marks tasks to be implemented in the future and not included in the list of
tasks carried out at present. The research shows that managers handle the best organizing activities -11 respondents.

They feel that they cope better with organizing and executing several tasks at the same time, than their colleagues.
The next tasks are related with the team management.  9 respondents believe that they motivate, coordinate and
mostly lead a team of employees better than their co-workers. This is a very good result, because it is essential task
for the manager's future. 5 respondents believe that they can interpret the law much better than their colleagues. This
ability  is  used  in  many  tasks,  for  example,  during  negotiations,  managing  a  team,  managing  projects  and
communicating with others. 

Another task, with which 5 managers do not find problem with is document management in the organization. It is
the  task  of  the  future,  which  will  be  realized  in  every  company  oriented  on  development.  Organization  of
documentation circulation, creation of databases and personal records facilitate performance of tasks and help in the
analysis of enterprises indicators.

Another group of managers surveyed (5 people) think that they can supervise and delegate tasks better than their
colleagues. It is the basic responsibility of every manager, which will be carried out in the future. 

Although 69% of respondents declared themselves that they can perform tasks better than others in the team, only
48% of managers were able to name the task. This can result from high self-esteem, or lack of ability to name tasks.

Respondents  were  also  asked  about  the  reasons  for  the  development  and  improvement  of  their  professional
competencies.  Table 4 shows the results of the research. The criteria represent the levels of needs in Maslow's
pyramid, starting with the lowest level (salary) to the highest (self-improvement and development). The main reason
respondents indicated was willingness to self-development (17%), followed by meeting the needs of appreciation
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(12%) and promotion (7%). In the last place managers positioned salary. For managers surveyed, money is not the
main reason for improvement and development of own competencies. Analyzing these reasons it can be concluded
that  the needs  of  the respondents  are  of the highest  level  of  Maslow's pyramid, they are  ready for  continuous
development and improvement of their competencies.

Table 4. Why do employees want to improve and develop their competencies?  Source: own study based on data from the
conducted research within the project of Polish Chamber of Commerce.

Criteria Answers of respondents Number of
respondents

Satisfying the needs of
higher payment

Salary increase
Financials, earnings

4

Satisfying the needs of
safety on labor market

Increased mobility on the labor market
Position in the labor market
Competitiveness on the labor market

6

Satisfying the needs of
appreciation

Working better and more efficiently
Effective performance the tasks
Efficient staff management
The pressure of working environment

15

Satisfying the needs of
promotion

Promotion
Competitiveness against other co-workers
Expanding the scope of activities
New perspectives
More certainty in taking tasks

8

Satisfying the needs of self-
development

Personal development
Self-fulfillment
Improving knowledge related to the industry
Improving creativity
Familiarizing with the methods of team management
Perfecting the competencies of foreign languages;

21

Other No professional burnout syndrome
Possibility to choose
Expanding the business opportunities
The welfare of company

4

In the testing period (March - April 2012) managers widened their knowledge and skills in the field of tasks (44%). 
Perfected themselves using the following methods:
a) the professional literature - magazines,  internet (7 persons);
b) information and tips acquired from other professionals (2 persons)
c) postgraduate education (1 person);
d) higher education (1 person)
e) e-learning (1person);
f) participation in the conference, (1 person)
g) training, specialized courses (3 persons)
h) branch related meetings (2 persons)

It  should  be  noted  that  managers  primarily  use  informal  methods  of  improvement  (professional  literature,  the
experience of others,  industry meetings) and non-formal (e-learning, training, specialist courses). Only two people
use formal methods for improving themselves, which are higher and postgraduate education.

Last part of the survey involved future tasks and professional competencies. Responses are shown in Table 6 and 7.
Due to the fact that each of the managers could include several sentences, only selected responses will be presented
(Table 5).
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Table 5. List of future tasks
Source: own study based on data from the conducted research within the project of Polish Chamber of Commerce

Lp. Future task Examplary answers of managers
Number of

respondents

1. Team management

Building effective teams, based on knowledge, experience and creativity
Encouraging others
Motivating, stimulating commitment of employee
Creative personnel management
Increasing the efficiency of employees
Teamwork and taking care of the results of work

28

2.
Change management

in organization

Efficient identification and naming of the changes  in environment of 
enterprise
Leading in changes
Monitoring the process of change and coordinating the process
Flexible adaptation to changes in the company
Analysis of changes in the environment

26

3.

Management of
employees’

development

Taking care of staff development
Educational programs for professionals experiencing occupational burnout
Developing competencies of employees
Lifelong learning

18

4.
Communication with

environment

Acquisition and keeping customers in the company
Gaining customer confidence
A flexible approach to the customer
Developing the right relationship with the environment
Meeting the demands of our customers

17

5.

Communication
management in

organization

Tolerance and skillful listening to others
Encouraging others to provide feedback
Developing interpersonal skills
Building relationships
Cooperation with labor unions gaining power

15

6. Project management

Implementation of new systems and procedures
Designing solutions
Introduction of new technologies
Acquisition of new solutions in order to commercialize
The integration of  management process with modern technology

15

7.
Strategic

management

Building effective development strategies
Predicting the direction of energy sector development
Predicting future market behavior
Anticipation of technical changes strategic thinking
Acquisition of new opportunities to develop company

12

8.
Negotiating with

contractors

Solving difficult tasks
Making the right decisions
Optimization of conflicts
Creative problem-solving

10

9.
Financial

management

Dealing with rising labor costs
Acquiring funds for the development of company
Minimizing operating costs
Acquisition of EU funding

8

10.
Information
management

Fast and efficient flow of information 7

11. Delegation of tasks
Delegation of authority-the understanding of subordinates
Delegation of authority, duties and responsibilities

6

12.
IT assets

management

Acquisition and skillful use of information
Information management
Quick acquisition of information and  appropriate usage

6

13.

Selection of
employees to given

tasks

HR problems solving
Creating teams to new challenges

5

14.
Documentation

management

Information technology - the electronic flow of documents
The introduction of procedures that will motivate employees to work
Adapting (for example) global procedures to real conditions

5

15. Organizing activities Effective time management
The introduction of the new organization of work, which will increase the 

4
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discipline and efficiency

16.
Supervising activities

in organization
Monitoring of progress and assessment of implementation of tasks
Determination of the appropriate objectives

3

17. Activities planning Creating new structures to achieve expected objectives 3

18. Other Creating Entrepreneurs Club
Skillful combination of interests of the company with the interests of 
employees
Environmental targets (ecology)
Self- improvement, implementation of the results of progress
Raising the attractiveness of the company
The use of the process of globalization

16

Total 206

Managers  think  that  the  most  important  task  is  to  manage  a  team  of  employees  (28  respondents)  and  the
management of change in organizations (26 answers). Building effective teams, based on knowledge, experience
and creativity, as well as creative management of those teams are the tasks of the future, which are challenge for
manager of municipal enterprise. Respondents are aware that changes in the test sector are inevitable. Hence it is
vital to flexibly adapt to changes taking place in the company, to monitor and coordinate the process. Managers also
point out that their main task will be to adapt the professional competencies to changing economical, social and legal
conditions. They need to develop own skills but also ensure that employees improve their competencies.  Some
respondents (5 people) believe that municipal companies should base their actions on the continuous training of
human resources across the organization. Which means that enterprises should become learning organizations.

Another future task is to communicate with the external environment (17 managers) and internal environment (15
people). Respondents believe that their main task will be the developing of an appropriate image of the company and
establishing appropriate relations with the environment. Thrust of customers and meeting their requirements should
be achieved. 8th position is assigned to the task of negotiating with contractors (10 people). Managers think that this
is a very important task, which is why they distinguish this task separately from communication with environment,
which  of  course  should be included  within external  communication group.  In  addition to  communicating  with
customers, managers will also communicate with their employees. Thus they think that interpersonal skills should be
developed, such as tolerance and skillful listening to others, to build positive relationships and work together.

15 managers selected project management as a major task in the future in the municipal sector. Tasks will consist
not only of standard and repetitive activities, will be largely separate and very complicated:  Implementing new
systems and procedures,  modernization  of  economical  facilities,  introduction of  new technologies,  are  just  few
examples of challenges to be faced by managers of municipal companies in the future.

Another task that is in the top ten, is strategic management. It was listed up by 12 respondents. Managers think that
the prediction of future behavior of the market  and then building effective development strategy is essential to
succeed.

None of the 125 managers chosed quality management and safety management as an important task in the future.
Nevertheless these are fundamental tasks for the operation of any organization. Organizations must ensure quality of
service, and must meet the demands of customers. In such situation effective quality management is a necessity.

The last point of the study was self-assessment of professional competencies of managers necessary to perform the
tasks in the future. The results are presented in Table 6. Managers previously acquainted with the competency levels
of 1-8. Each of them has been precisely characterized. Examined competencies were described in details as well.
Skills from the first to the seventh line are included as communication competencies. Due to a fact those play an
important role on managerial position, they have been examined in detail. Subsequent competencies are a set of
future competencies that have been proposed by a group of experts.
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Table 6.  Self-assessment of occupational competencies required to realize future tasks.
Source: own study based on data from the conducted research within the project of Polish Chamber of Commerce.

Professional competencies 1 2 3 4 5 6 7 8
Ability to cope with impetuous feelings 12 8 22 27 36 12 5
Ability to listen 2 9 20 34 35 18
Ability to sense the needs of others 11 14 21 39 35 4
Ability to gain others 8 8 11 20 37 25 8
Ability to search for understanding 9 15 31 32 27 1
Ability to Foster enthusiasm 8 12 14 31 37 20 2
Presenting skills 4 10 34 42 28 8
Conflicts solving skills 2 18 35 32 28 9
Information management skills 18 26 40 33 6
Ability to communicate with environment 2 15 16 41 40 10
Team management skills 1 9 36 35 33 7
Decision making skills 5 28 34 48 9
Knowledge of the branch 3 14 47 42 18
Knowledge of the law 2 3 10 36 34 31 8
Strategic management skills 1 2 14 42 41 22 2
Creative thinking skills 2 17 23 42 31 7
Organizational skills 1 12 40 53 17
Ethical management skills 7 17 38 49 13

The managers assessed their professional skills very high. As many as 18 people considered to be the perfect listener
(level 8 - expert), the same number of people knows the industry excellent and is able to transfer this knowledge,
and 17 managers evaluates their organizational skills at the highest level as well. It should also be noted that 13
managers  considered  to  be  experts  when  it  comes  to  ethical  management  of  municipal  company,  49  of  the
respondents are convinced to manage ethically perfectly, and 38 people have rated their competencies in this area
very high. This is a very good result. Similar marks are regarding organizational skills and ability to communicate
with the environment.

The research shows that the majority of respondents have a problem with strategic management (one manager rated
his abilities at level 1, which means no competencies in this area), only 2 people have stated that they are experts.
Respondents think that they have the deficiencies when it comes to creative thinking skills, knowledge of the law
and the ability of fostering enthusiasm in others.

Only 8% of questioned, responded that they can adequately manage a team of employees, the remaining part, which
is 92% rated their skills in this area good (29%), very good (28%), excellent (26%) and at the level of an expert
(5%) . Managers said they are ready for management of the project team in the future.

Self-assessment of competencies is an important source of information, but should be verified. Therefore, the next
stage of research will be examination of occupational competencies of managers and assessment of their skills and
knowledge through Assessment Center and 360 degrees methods. Only after this evaluation objective assessment of
the competency level of the respondents can be done.

CONCLUSIONS

The main conclusions of the research include the following statements:

1) 69% of the surveyed managers distinguished group of tasks, which they perform better
than  co-workers.  These  are  the  tasks  related  with  the  organization  of  activities,
managing  a  team  of  employees,  interpretation  of  regulations  and  documentation
management.  According  to  above  list  those  are  the  future  tasks  of  managers.  This
means that some of the respondents already have professional competencies that will be
essential to manage the company in the future.
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2) 17% of respondents have difficulty with the current tasks on their positions. These are
tasks  such  as  personnel  management,  document  management,  supervision  and
delegation  of  tasks,  management  of  communication  in  the  organization,  financial
management and change management.

3) 24% of the examined managers of the municipal sector have competencies not used at
work. These are competencies such as the ability to communicate with others,  team
management skills, knowledge of the law, financial management skills and skills related
with their interests.  Diagnosis  of competencies excess will  allow assigning them new
tasks and increase the motivation to act.

4) 82%  of  respondents  want  to  broaden  their  competencies.  As  the  main  reason  for
improvement,  surveyed  managers  indicate  willingness  to  self-development  (17%),
followed by meeting the needs of  appreciation (12%) and promotion (7%). The least
important were answers related to the salary.

5) 44% of managers currently gain additional competencies in the field of performed tasks
through  training,  courses,  postgraduate  studies,  literature,  and  e-learning.  Managers
mainly broaden their knowledge and skills in informal and formal manner. Formal way
(postgraduate studies) is a small percentage (2%) of the respondents.

6) 77% of  managers  want  to  participate  in  the  nearest  future  in  training  and  courses
perfecting their skills. Looking for training they are mostly guided by its topic, quality of
training,  skills  of  the  coach  and  the  possibility  to  use  gained  knowledge  on  given
position.

7) As the main tasks of the future managers, surveyed persons have selected:
- Creative  team management;
- The management of change in organizations;
- Management of employees’ development
- Effective communication with internal and external environment;
- Continuous  development and improvement of their skills;

8) Analyzing  the  self-assessment  of  professional  competencies  of  municipal  sector
managers  it  is  concluded that  about  70% of respondents  rate their  competencies at
good, very good and excellent level. Most respondents have a problem with the strategic
management,  creative  thinking  skills,  knowledge  of  the  law,  and  skills  to  foster  the
enthusiasm in others.

Analysis of the knowledge and skills of managers of municipal sector enables to recognize
competency gaps and the excess of competencies, and thus affects the rational design of
specific development programs for managers. Conducted research of competencies is a first
part of study that will cover whole Poland. This action will allow to diagnose real knowledge
and  skills  of  managers  of  the  municipal  sector,  and  thus  allow to  create  plans  for  the
development and improvement of their professional competences required in the future.
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	“Modern organizations find that only the ability, experience, knowledge, skills and other characteristics that employees have, may lead the company to implement its strategy, meet customer needs and the conditions dictated by the competition” (Rostkowski, 2004, s.38). However, to manage the professional competencies of employees, it is necessary to explore them and evaluate what competencies are necessary for the proper functioning of the given organization in the future (Boyatzis, 2008, Czapla, 2011, Filipowicz, 2004, Rakowska, 2007, Walkowiak, 2004). Such task is carried out within the project: "Model of validation of competencies for employees of MSME of Wielkopolska’s municipal sector." The project is co-financed by the European Union under the European Social Fund. Implementation timeframe is from September 2011 to August 2013. The main implementers of the project are practitioners - executives and managers of municipal sector companies and a specialist in the field of designing competency profiles.
	The purpose of this article is to present the main steps in the designing competencies profile for the 21st century manager of the Wielkopolska’s municipal sector and to show the results of research of the managers’ professional competencies (Spychała 2012, 2013).
	Personal profile based on competencies has been created for managerial positions and concerns the required technical competencies as well as social competencies in the workplace in the future. This profile can be used during the various stages of human resource management (including the selection of managers to project tasks, creating career paths, training and development and evaluation of managers) (Dubois, Rothwell, 2004, Whiddett, Hollyforde, 2003).
	Knowledge about the quantity and quality of occupational competencies of municipal sector managers will be gathered during the actual test of professional competencies of managerial personnel in mentioned sector. It will allow to determine the competency gap as well as a surplus of knowledge and skills of managers compared to the competency requirements in the future.
	To develop the municipal sector organizations, human resources management should be based on employees’ competencies, which can be already developed among future managers. Therefore knowing competencies matrixes, that will be required in the future, the management staff can be improved much earlier.



