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SELF-MANAGEMENT
AS A KEY COMPETENCE
OF EMPLOYEES IN THE
LABOR MARKET

The essence and significance of working time
self-management as a strategic professional
competence for employees in a volatile and
digitalized socio-economic environment (VUCA
world) are substantiated. The relevance of the
study is driven by the transformation of time
management from a supplementary "soft skill"" into
a fundamental determinant of professional value
and psychological resilience of human capital in
the era of the Fourth Industrial Revolution. The
hypothesis is proposed, according to which a high
level of individual self-organization acts as a
strategic buffer, which allows for minimizing
"switching costs" by up to 40% and ensures the
professional longevity of an employee in conditions
of digital overload. To verify the hypothesis, a
complex of scientific methods was applied:
monographic analysis and bibliometric review
were used to systematize the evolution of
management paradigms; a systemic approach was
used to analyze individual efficiency as a
component of corporate success; the method of
deduction was applied to evaluate time resources
through the lens of opportunity cost; as well as
descriptive modeling to develop a competency
structure. The research results demonstrate that
the modern self-management model integrates
cognitive, functional, and social components. It
was established that digital interruptions lead to a
loss of 2—3 hours of productive time daily, while the
implementation of "Deep Work" methods and
the 60:40 rule is critical for neutralizing "virtual

CTEMILJIEBCBKA JIrogmuaa
https://orcid.org/0000-0002-4465-8918

I. H. €., aCHCTEeHT-TIpodecop Kadeapu
MEHEDKEMTY (aKyJIbTeTy Oi3Hecy

Ta MDDKHAPOJHUX BiJTHOIICHb
VuiBepcurery Bictyna y Bapmasi
Stoktosy, 3, Bapwasa, 02-787, Ilorvwa

L.stemplewska@Uvistula.edu.pl

CAMOMEHEOXMEHT
AKKJTIOHOBA
KOMMETEHTHICTb
HA PUHKY MPAL|

Obrpynmosano cymHicmo ma 3HAYEHHA CAMO-
MeHeOdCMeHmy poboY020 Yacy SIK CMpameidHoi
npogheciinoi  KOMNemeHmHOCE  NPAYIGHUKIE Y
BONAMUTLHOMY MA  YUPPOBIZ08AHOMY COYIATLHO-
exoHomiunomy cepeoosuui (VUCA-ceim). Akmyano-
HiCMb Q0CTIOMNCEHHS 3YMOBNEHA MPAHCHOpMAayicro
VAPAGIHHA YacoM 3 00NoMidCcHOI "M sikoi Hasuuku'
Ha 6a306y OemepMIHAHMY NPOPECIHOL YiHHOCME ma
NCUXONIOSTYHOT CMILIKOCMI I0OCbK020 Kanimany 8
ymoeax Hemeepmoi npomucnosoi pesomoyii. Bre-
CeHo 2inomesy, 32I0HO 3 SIKOI0 GUCOKULL DI6EeHb
iHOUBIOyanbHOI camoopeanizayii ucnynae cmpame-
2iuHum  Oyghepom, w0 0036015€  MIHIMIZyBAMU
"eumpamu na nepemuxanns’' 0o 40% ma 3abe3-
neuye npogeciiine 006201IMMsA  NPAYIGHUKA 6
ymoeax — yughpogoco  nepesammadicenus. [l
nepesipKu 2inomesiu 3acmoCcO8aHO KOMIIEKC HAYKO-
6UX Memooie: MoHozpapiunuil ananiz ma Oionio-
MempuyHUl 021510 0I5l cucmemamu3ayii eeomoyii
napaouem  YAPANiHHA, CUCMEMHUL Nioxi0 0
ananizy HOUBIOYAIbHOL egheKmueHOCmI K CKIA0-
HUKA KOPNOPAMUBHOR0 YCHIXY, MEMOo0 0edyKyii 0s
OYIHKU 4ACO8UX pecypcig uepe3 npusmy anbmep-
HAMUBHOT 8apMOCmi, a MAKodC OecKpunmusHe
MoOenioganus  0d  pPO3POOKU  CIPYKmypu
Komnemenmuocmel. Pesymomamu  0ocniodcenmst
O0eMOHCIPYIOMb, WO CYYACHA MOOeNb camoMeHe-
OdicmMeHmy  iHmespye  KoeHimuenuil, — QyHKyio-
HAbHULL Ma coyianbHull KOMnoHeHmu. Bemaros-
JIeHO, W0 Yu@posi nepepuearHs Npu36005ims 00
empamu 2—3 200ul NPOOYKIMUBHO20 HACY WOOHS, A
6NPOBAOIICEHHsT MemoOie 2mboKoi pobomu ma
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presenteeism.” It has been proved that effective
self-management directly correlates with the level
of engagement and a reduction in the risk of
emotional burnout in remote and hybrid work

npasuna 60:40 ¢ kpumuunum Ons Heumpanizayii
"sipmyanvroco npesenmeizmy”.  JJogedeno, o
eexmusHull  camomeneoNHcMenm  0e3nocepeoHboO
KOpemoe 3 piBHeM 3aLy4eHOCHi Ma 3HUIICEHHAM

environments. DUBUKY eMOYIIIHO20 BUCOPAHHS 8 YMOBAX OUCIAH-

yitiHoi ma 2iopuoHoi npayi.

Keywords: self-management, working time,
labour market, key competences, efficiency,
human capital, digital burnout.

Kniouoei cnosa: caMOMEHEHKMEHT, po0O-
Yuii Yac, pPHHOK TIpalli, KIIFOUYOBI KOMITETEHIII], edek-
THBHICTb, JTFOJICKU KaITiTaJl, I(PPOBE BUTOPAHHS.

JEL Classification: J24, M12, M54.

Introduction

In the era of the Fourth Industrial Revolution and the total digitalization
of economic relations, the nature of professional activity is undergoing
fundamental changes. Contemporary organizations operate in a VUCA world
(Volatility, Uncertainty, Complexity, Ambiguity), which requires them not only
to have high technological equipment but also to have an extremely flexible
management system. Under such conditions, the primary resource for ensuring
the competitiveness of an enterprise is no longer financial capital or material
assets, but human capital, specifically the level of development of professional
and self-management competencies of employees.

One of the most critical, yet often underestimated, resources in
management is time. Time is a unique economic category; it is absolutely
inelastic, non-renewable, and cannot be accumulated for future use. In a market
economy, the efficiency of an enterprise is directly determined by the efficiency
of its leaders and specialists. The quality of management today is not limited to
strategic planning at the corporate level; it begins with the individual’s ability
to exercise effective self-leadership and manage their own working time.

The relevance of this study is driven by the growing gap between the
increasing volume of information tasks and the limited temporal resources of
employees. Professional burnout, decreased productivity, and loss of
strategic focus are often consequences of poor self-management. Therefore,
the transformation of time self-management from a "soft skill" into a core
professional competence is a necessary condition for the sustainable
development of modern organizations.

The intellectual roots of time management can be traced back to the
early schools of scientific management. F. Taylor and H. Fayol were among
the first to emphasize the rationalization of labour processes and the
optimization of time costs. However, their approach was primarily "top-
down," focusing on the external control of workers’ time. In the second half
of the 20th century, the focus shifted toward the internal resources of the
individual. Peter Drucker (2007) argued that "knowledge workers™ must,
above all, be able to manage themselves.

A significant contribution to the development of practical tools was
made by Seiwert (1998), whose "ALPEN" method became a standard. In the
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Polish scientific tradition, Kiezun (1997) and Kozminski (2013) provide a
deep systemic analysis of management quality, while Olejniczak (2013)
explores these issues in the context of institutional innovation.

Recent academic discourse emphasizes that in the post-pandemic
landscape, self-management has become a critical factor for professional
success and psychological well-being. Ahieieva and Plotnichenko (2023)
highlight that self-management is no longer an optional skill but a fundamental
driver of a manager’s professional success in a competitive environment. The
shift to remote models has further complicated this dynamic; Wang et al. (2020)
demonstrate that effective remote working is deeply rooted in work design and
the individual’s ability to maintain autonomy.

Moreover, contemporary research links self-organization directly to
mental health. Arnold and Sonnentag (2023) emphasize the role of recovery
and the management of daily mood trajectories, noting that effective time use
must include structured rest to maintain productivity. Morikawa et al. (2024)
provide evidence that both individual and organizational self-management
are significantly related to levels of work engagement and the prevention of
burnout. Building on these theoretical foundations of labor market dynamics
and automanagement (Stemplewska, 2023), this article aims to address
existing gaps by synthesizing these modern perspectives into a functional
framework for the contemporary employee.

The purpose of this study is to theoretically substantiate and develop
a structural model of working time self-management as a fundamental
professional competence, and to quantify its impact on the economic
efficiency and psychological resilience (burnout prevention) of human
capital in the contemporary digitalized labour market. This involves defining
the essence of "automanagement,” investigating its structural components,
and establishing a theoretical link between individual time-management
efficiency and the strategic resilience of an organization.

The research is based on the hypothesis that in a post-pandemic,
digitalized economy, high levels of individual self-management act as a
strategic buffer that not only reduces "switching costs" by up to 40% but also
serves as a primary determinant of an employee’s professional value, career
longevity, and immunity to digital burnout.

To achieve the stated purpose, a qualitative research design based on
a multi-methodological approach was employed. The study is grounded in
the fundamental principles of management science, organizational psycho-
logy, and labour economics. The following specific scientific methods were
utilized:

« monographic analysis and bibliometric review: to systematize existing
theoretical approaches to time management, from the classical schools of
Taylor and Fayol to modern paradigms of self-leadership;

* systemic approach: to examine self-management as an integral part of
an organization’s management system, where individual efficiency serves as
a building block for corporate success;
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* logical synthesis and deduction: to apply general economic laws (such
as the law of diminishing returns and the principle of opportunity cost) to the
individual’s use of working time;

» comparative analysis: to evaluate the effectiveness of various time-
management tools (e.g., the Eisenhower Matrix, Pareto Principle, and
ALPEN method) in different professional contexts;

« descriptive modeling: used to develop conceptual frameworks (figures
and tables) that illustrate the structure of competencies and the cycle of self-
management.

The empirical basis of the study includes reports from international
organizations (ILO, OECD), research data from the SGH Warsaw School of
Economics, and current labour market statistics.

The research logic is structured as follows: identification of the para-
digm shift from external control to "automanagement"; evaluation of the
economic nature of time through opportunity costs; quantitative analysis of
"time thieves" and switching costs in the digital environment; and finally,
validation of self-management frameworks as tools for maintaining
professional engagement and preventing burnout.

1. The essence of self-management
1.1. Self-management as a modern management paradigm

In classical management theory, the focus has traditionally been on
the external regulation of labour — how an organization can optimize the time
of its workforce through supervision, standardization, and hierarchy.
However, the shift toward a knowledge-based economy has rendered these
"top-down™ methods insufficient. In a digital environment where remote
work and flexible schedules are becoming the norm, the locus of control has
shifted from the manager to the employee (Table 1).

Table 1
Structure of professional competencies
in the context of self-management

Competence

Key characteristics Self-management application
component

Theoretical understanding of
Cognitive management principles, labour
(knowledge) economics, and professional
specialization

Practical ability to apply methods, Mastery of time-management tools:

Understanding the value of time as a
non-renewable resource and the logic
of strategic planning

Functional (skills) use technical tools, and solve Eisenhower matrix, ALPEN method,
organizational problems digital planners, and software
Ethical behavior, responsibility, Self-discipline, emotional intelligence,
Social (attitudes) communication skills, and the resilience to stress, and the ability to
ability to work in a team set personal boundaries

Source: compiled by the author.
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Self-management, or "automanagement,” represents a higher stage of
professional development where an individual consciously applies manage-
ment functions — planning, organizing, motivating, and controlling — to their
own activities (Figure 1).

Goal Setting

Control
and
Evaluation

Planning
and Decision
Making

Self-Leadership
& Time Optimization

Implementation
and
Organization

Figure 1. The cycle of individual self-management
in professional activity

Source: compiled by the author.

It is a process of self-regulation that involves setting clear professional
goals, prioritizing tasks, and mobilizing personal resources to achieve these
goals with minimal stress and maximum efficiency. In this context, self-
management is not about "working harder," but about "working smarter" by
aligning daily actions with long-term strategic objectives.

1.2. The economic nature of time as a critical resource

From an economic perspective, time is perhaps the most paradoxical
resource. Unlike financial capital, which can be borrowed, or human resour-
ces, which can be expanded through hiring, time is absolutely inelastic.
It flows at a constant rate regardless of demand. In the management of an
enterprise, time should be viewed through the lens of opportunity cost — the
value of the next best alternative foregone when a specific amount of time is
spent on a low-priority task (Table 2).
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Table 2
Analysis of "Time thieves™ and their impact on individual productivity

Time thief category Specific examples Estimated daily time ‘

loss (%)
Communication Unplanned phone calls, instant messaging
) . o : - 15-20
interruptions notifications, social media
Inefficient meetings Lack of a clear agenda, excessive duration, low 10-15
relevance to current tasks
Procrastination !Delaylng_ complex tasks, “"doomscrolling, 510
information overload
Disorganization Searching for digital files, lack of a daily plan, poor 10

workplace ergonomics

Source: compiled by the author based on empirical studies of workplace productivity.

The rational use of working time is a fundamental condition for an
organization’s competitive advantage (Roguszczak, 2010).
When employees lack self-management competencies, the organi-
zation suffers from "hidden losses":
« temporal losses: wasted on unproductive meetings, “time thieves," and
poor communication;
* psychological losses: stress and burnout caused by the inability to
manage workloads;
* strategic losses: failure to focus on innovative tasks due to being
overwhelmed by operational routine.
Therefore, the integration of time-management techniques into the
organizational culture is not just a human resources preference but a strategic
necessity for maximizing the return on human capital investment.

2. Implementation of self-management tools & quantified labour
market demands

2.1. Practical implementation of time-management frameworks

Pareto Principle To translate self-mana-
gement from a theoretical concept

into a functional competence,
several classic and modern frame-
works are utilized. Their effective-
ness is supported by empirical data
regarding productivity gains.

The Pareto  Principle
(80/20 Rule) in professional

activity (Figure 2).

Input/Effort Output/Results

20% ’
80% a

Figure. 2. The Pareto Principle The use of the Pareto

in professional activity Principle allows for a significant

Source: compiled by the author based on the  increase in individual efficiency
Pareto Principle. by focusing on the 20% of tasks
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that generate 80% of the results (Forsyth, 2003; Stoilov, 2012). In an
organizational context, identifying this "critical minority" of tasks is vital.
Quantitative analysis shows that employees who fail to apply this principle
spend up to 50% of their working day on "low-value" tasks (emails, minor
administrative duties) that contribute only 5-10% to their key performance
indicators (KPIs). Effective self-management involves a deliberate shift of
temporal resources toward high-impact activities.
The eisenhower matrix and time allocation standards.
High-performing managers and specialists are characterized by their
ability to maximize time spent in Quadrant Il (Important but Not Urgent —
strategic planning, relationship building, professional development). Studies
on executive efficiency suggest the following "ideal™ time distribution for
maximum productivity:
* Quadrant I (urgent/important): 20-25% (Crisis management);
* Quadrant Il (not urgent/important): 65-80% (Strategic growth);
 Quadrant Il & IV (unimportant): < 5% (Elimination of time-wasters).
In contrast, employees with low self-management competencies often spend
over 50% of their time in Quadrant Ill, reacting to perceived urgencies that
do not align with organizational goals (Table 3).
Table 3
Comparative analysis of time allocation and efficiency

Typical employee High-performance Impact on organizational
allocation (%) standard (%0) competitiveness

Task category

Crisis/urgent tasks 40-60 20 Al Siess, (G

management

Strategic development 10-15 60-70 Long-term innovation and
growth

Administrative routine 20-30 10 SEeltiensiiaieleanes

only

Source: compiled by the author based on management efficiency benchmarks.

The ALPEN method and the 60:40 rule.

For effective daily planning, the ALPEN method (Activities, Length,
Period, Extra time, Notes) recommends the 60:40 rule: only 60% of working
time should be strictly scheduled, leaving 20% for unforeseen activities and
20% for spontaneous/social interactions. Failure to include this 40% buffer
leads to the "planning fallacy,” where over-scheduled employees experience
a 30% drop in quality of work due to constant deadline pressure.

2.2. The digital environment: quantifying interruptions and "switching
costs"

A critical aspect of the contemporary labour market is the impact of
digitalization on time self-management. Research by the American
Psychological Association (APA, 2006) indicates that multitasking
can reduce individual productivity by as much as 40%.
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Furthermore, data from University of California, Irvine (Gloria Mark)

demonstrates that:

« an average office worker is interrupted every 11 minutes;

« it takes approximately 23 minutes and 15 seconds to return to the
original task with the same level of deep focus after an interruption.

For an employee who checks notifications 15-20 times a day,
the cumulative "switching cost™ can result in the loss of 2 to 3 hours of
productive time daily. This highlights why "Digital self-management” is now
a core sub-competence in modern job descriptions.

2.3. The polish context: competence gap and employer expectations

According to the report by SGH Warsaw School of Economics and
the American Chamber of Commerce, over 75% of employers identify
"organization of work and time management" as one of the most difficult
competencies to find in graduates (SGH Warsaw School of Economics &
American Chamber of Commerce in Poland, 2012). The gap between
theoretical knowledge and practical self-management skills results in a
"training tax" for companies, who must invest an average of 15-20% of
a new hire’s first-year salary into soft skills development and onboarding to
reach acceptable levels of independent productivity.

3. Discussion: self-management in the era of remote and hybrid work

The transition to remote and hybrid work models, accelerated by the
COVID-19 pandemic, has fundamentally redefined the requirements for self-
management competencies. If in a traditional office environment, organizational
structures provided external "temporal boundaries," in a remote setting, the
responsibility for maintaining productivity shifts entirely to the individual.

Data from Global Workplace Analytics indicates that while remote
work can increase productivity by up to 13-15% due to the elimination of
commutes and office distractions, this gain is only realized by employees
with high levels of self-management. Conversely, for employees with a
"competence gap" in self-organization, remote work leads to a 20-25%
increase in working hours without a corresponding increase in output —
a phenomenon known as "virtual presenteeism."

Furthermore, the "always-on" culture facilitated by digital tools
(Slack, Microsoft Teams, Zoom) has created a new challenge: digital fatigue.
A study by Microsoft’s Human Factors Lab showed that brainwave patterns
associated with stress significantly increase after just two hours of back-to-
back video meetings. Effective self-management in this context requires the
ability to implement "Deep Work" blocks (as proposed by Cal Newport) —
periods of at least 60-90 minutes of focused activity without digital
interruptions (Newport, 2016). Organizations that fail to institutionalize these
self-management practices see a 30% higher turnover rate among their high-
potential employees due to burnout.
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Conclusions

Structural model of self-management: It is substantiated that self-
management of working time has evolved from a simple "soft skill" into a
complex professional competence. The developed model integrates three
essential components: cognitive (knowledge of planning logic), functional
(mastery of tools like the Eisenhower Matrix and ALPEN method), and social
(self-discipline and emotional resilience). This multidimensional approach is
critical for maintaining productivity in a volatile VUCA environment.

economic impact and efficiency: The quantitative analysis confirms
that poor self-management leads to significant "hidden losses." Specifically,
digital interruptions and the resulting “switching costs" can waste up to 40%
of an employee’s productive capacity, equivalent to approximately 2—3 hours
per day. Implementing the 60:40 rule and the Pareto principle (focusing on
the 20% of high-impact tasks) acts as a primary driver for increasing the
return on human capital investment.

Psychological resilience and burnout: The study establishes a direct
link between self-organization and mental health. Effective self-
management, including the use of "Deep Work™ blocks and structured
recovery trajectories, significantly reduces the risk of professional burnout
and "virtual presenteeism" in remote and hybrid work models.

The research results fully confirm the advanced hypothesis: in the
post-pandemic digital economy, high levels of individual self-management
act as a strategic buffer. It not only mitigates the negative effects of digital
overload but also serves as a primary determinant of an employee’s
professional value and career longevity.

Future studies should focus on the development of Al-driven
analytical tools that assist in personalized time-planning while respecting the
psychological boundaries of employees. Additionally, further exploration is
needed regarding the adaptation of self-management frameworks within
diverse cross-cultural and multi-generational labor environments.
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