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OSSZEFOGLALO

A gazdasdgi felsdoktatdsi intézmenyeknek a hallgatdik képzése sordn egyrésgt meg kell
Selelniiik a munkaerdpiaci igényeknek, masrésgt a Képzeési és Kimeneti Kovetelményekben
szerepld kompetencidikat is fejles3tentiik kell.

Ez a tanulminy a gazdasdg felsifokii szakképésre dsszpontosit. A tanulmany célja annak
bemutatdsa, hogy a munkaerd-piaci elvdrdsok tiikrig0dnek-¢ a képési és kimeneti
kdvetelmenyekben Bz a publikdcid szekunder és primer kutatdsok alapjan mutatia be, hogy a
munkaerd-piaci elvdardasok tikrozddnek a Képzési és Kimeneti Kovetelményekben. Az
eredmenyek  azt mmutatiak, hogy a megkérdezett villalkozdsok vezetdi a kivetkezd
kompetencidkat virjak el a palyakezds, gazdasdgi végettséggel rendelfezd jelolteretdl:
pontossdg,  meghizhatisdg,  teljesitményorientltsag,  s3orgalom,  fejlodiképesség  és
problémamegolds készség.

A kiilfoldi tulajdonii villalatok  munkaerdpiaci tudatossiga magasabb, mint a magyar

vallalatoké.

SUMMARY

When higher education institutions for business and industry train their students, they both nust
meet the needs of the labour market and develop the competences set out in the I earning and
Skills Eramework.

This publication focuses on higher-level vocational training in business. The aim of this study is
to show whether the labour market expectations are reflected in the Training and Output
Regquirements. Based on secondary and primary research, this publication presents that labonr
market expectations are reflected in the Training and Output Requirements. The results show
that managers of the enterprises surveyed excpect from candidates with a business degree who are
starting their careers the following competences: to be punctual and accurate, reliable, performance-
oriented, hard-working, and able to work under pressure and have problem-solving skills.

The labour market awareness of foreign-owned companies is higher than that of managers in

Hungarian companies.
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INTRODUCTION

Challenges of globalisation have put the European Union at a crossroads. The
EU responded to these challenges in 2008. First, the European Council
formulated the main guidelines in the Copenhagen Declaration. These are:
investment into human resources and Life Long Learning (LLL), promoting the
creation of high quality education, thereby achieving a knowledge-based society
and the paradigm shift. Later on, even more emphasis was placed on the
guidelines listed above, and education has become one of the five most important
objectives of the Europe 2020 strategy. Specifically, to reduce the early school
leaving rate by 10% and to achieve at least 40% of EU residents aged 30-34 with
tertiary education (Hungary has committed to 30.3%) (Europe 2020). Yet higher
education still plays a subordinate role in convergence efforts and attempts to
improve EU competitiveness (T6rok, 2000).

Education is important for companies because it is the returns on human
resources that really determines the performance of an organisation (Drucker,
1992), and it is therefore essential to understand the role of the human factor.
Furthermore, the need to adapt to a changing world, to ensure a competitive
supply and to launch R&D and innovation projects are among the most important
reasons for unlocking the institutional knowledge assets (Bognarné, 2011).
However, the question arises as to what kind of workforce companies need to
achieve these goals.

Thus, this study seeks to answer the question of what kind of workforce with the
right competences is needed by enterprises. The focus of the research is on
students of higher-level vocational training in economics.

The research examines what the job market expects from these recent graduates.
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THEORETICAL BACKGROUND

In order to examine the labour needs of firms, it is essential to first analyse the
accumulated knowledge and experience of companies (Stiglitz, 1999).
According to Sveiby (2001), human capital consists of knowledge, skills and
competence. He also uses the term competence instead of knowledge, as there
are different interpretations of the concept of knowledge in the literature
(Klimko, 2001).

According to Mihaly (2010), the definition of competence and then of key
competence was especially justified by the continuous aging of the European
population, increasing migration, the growing importance of individual life paths
and the high level of unemployment. Competence is a good way to describe the
requirements for corporate and organisational success. The competences required
in the company can also be used to derive the expectations of individuals.

The concept of competence is first discussed in a 1965 study by structuralist
linguist Noam Chomsky. According to him, competence can be interpreted as a
complex system of learned, acquired 'skills', innate (inherent) 'abilities’ and
motivation. In his view, it is more complex than the sum of ability, skill,
motivation and performance.

Some authors approach the concept of competence from the perspective of the
individual (student, pupil, employee, manager, etc.), others from the perspective
of the organisation (or the daily work schedule, the subject matter to be taught).
Two basic types of approaches to competence are summarised by Martin and
Staines (1994) in their work Managerial Competences in small firms. Competency
approaches from the perspective of the individual are referred to as income
approaches, while approaches focusing on jobs, tasks and areas of competence
are referred to as outcome approaches.

As the concept of competence has been widely used since the 1990s, yet there
was no single definition of competence, the Organisation for Economic Co-

operation and Development (OECD) launched the DeSeCo (Defining and
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Selecting Key Competencies) programme in 1997 to standardise the concept. This
programme provided both an interpretation of the concept of key competences
and a list of key areas in addition to the definition. According to the DeSeCo
interpretation, a competence is the ability to successfully solve complex tasks in a
given context (Mihaly, 2010).

The 2006 Recommendation of the European Commission and the Council on
‘Key Competences for Lifelong Learning’ sets out a European reference
framework identifying the key competences that all people need for personal
fulfillment and employability in a knowledge-based society.

The Framework identifies the following key competences (2006/962/EC: 13):

1) Literacy competence;

2) Multilingual competence;

3) Mathematical competence and competence in science, technology and
engineering;

4) Digital competence;

5) Personal, social and learning to learn competence;

6) Civic competence;

7) Entrepreneurship competence;

8) Cultural awareness and expression competence.

Although the European Qualifications Framework integrates all these skills,
Mihaly (2010) argues that the European Union's catalogue of competences does
not fully cover labour market requirements. This makes it difficult for higher
education institutions to decide what to include in their training portfolios.
According to Krisztian (2010), the concept of competence has been defined in
Hungary as the ability to perform a job task in Hungary. Therefore, two
dimensions have been created to it: competence expectations related to the
occupation / job (as a task profile) and a set of competences related to the

employee's personality (as a characteristic competence profile) (Henczi, 20000).
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The task profile contains a list of work tasks (task groups, activities, operations)
that an employee must be able to perform with a professional qualification. The
tasks formulated in this profile have been determined by the experts after a
detailed job analysis based on professional conventions, standards and legislation.
The attribute competence profile defined the professional, personal, social and
methodological competences expected as a result of learning,.

General and specific knowledge and skills required to perform the essential
functions of the profession / job are included in the category of professional
competences.

The concept of personal competences includes the personal qualities that help to
carry out work activities efficiently and effectively. It includes two further
categories: aptitudes and traits. Aptitudes include the physical, physiological and
psychological abilities required to perform the tasks of the occupation. The
category of competences consists of personality traits that motivate and organise
valuable and effective work.

The components of the personal competence category are: commitment,
development, responsibility, perseverance, risk-taking, reliability, tolerance of
monotony, autonomy, decision-making, self-discipline, punctuality, flexibility,
stress tolerance and resilience, organisation, diligence, and patience.

Social competence consists of those characteristics that describe the direct
relationship with the participants in the work activity, the actions related to them,
in particular the nature of cooperation, communication and conflict management.
Elements: communication and maintenance skills, politeness, decisiveness,
initiative, persuasiveness, consensus, helpfulness, motivation, motivation skills,
feedback skills, controllability and management skills and tolerance,
communication flexibility, presentation skills, effective questioning skills, listening
skills, listening skills, drafting skills, grammatical accuracy, conciseness,
communication flexibility, comprehensibility, presentation skills, effective

questioning skills, listening skills and appropriate metacommunication skills.
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Methodological competence is something that characterises the person's working
method and style, problem solving and thinking during work activities, and the
criteria that describe the person's role in determining the work process, his or her
relationship to the activity and the quality of the activity.

The category of methodological competences can be divided into three groups
of competences: thinking, problem solving and working methods and style.

The Thinking group contains the cognitive competences required to perform
frequently changing, novel and specific tasks, i.e. abstract thinking, recognising
connections and contradictions, inventiveness, and the acquisition and application
of new knowledge.

The elements of the Thinking competence group are: logical thinking, critical
thinking, ability to organise and review, abstract (theoretical) thinking, creativity,
inventiveness, application of knowledge, trying out new ideas and solutions,
general learning ability, perceptiveness, memory (retention), numerical
thinking/mathematical skills, information gathering and reasoning.

Factors in the problem-solving competence group: factors that facilitate the
identification of relevant problems, the identification of causes, the successful
and planned solution of problems, and the control of their implementation. It is
composed of: problem identification and analysis, troubleshooting (diagnosis),
planning of solutions, recognition, evaluation and control.

The work method and work style competence group includes the systemic and
methodological elements of the competencies typically associated with the
occupation, which promote goal-oriented, practical, standard-compliant and
environmentally aware work behaviour. These include systems thinking,
systematic working, practical task interpretation, intensive work, caution,
carefulness, attention sharing, open-mindedness, results orientation and
environmental awareness.

The components of methodological competence can be summarised as: abstract

thinking, mathematical skills, logical and critical thinking, insight, organisation,
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creativity, learning ability, memory, perception, information gathering and
reasoning, intelligence, systems thinking, practical task interpretation, attention
and point opening, results orientation, and environmental awareness (Zachar,

2010).

Higher-level vocational training

The focus of the research is on higher-level vocational training in economics. It
is a highly labour market-accepted practical programme and acts as a bridge
between secondary and higher education in most European countries. According
to the literature, this role is generally not to to help the disadvantaged to catch up,
but to open up higher education and demanding jobs for those with and without
qualifications (Gibson, 1998; Mihaly, 2010, Kirisztian, 2010). In contrast,
Hungarian higher vocational education has not really succeeded in integrating into
the Bologna education structure. This is perhaps due to the fact that this training
has a dual purpose. The first is to prepare students for a BA, the second is to
acquire knowledge that can be put into practice and is demand-driven, i.e. the
acquisition of the necessary competences.

Employers' expectations of competences are best known from job
advertisements. The conclusion of the research is that job advertisements present
a very mixed picture of the perceptions of competences in different
organisations. Most companies do not interpret the concept of competence
correctly and consider it too abstract. (Gaal et al., 2013). In addition, HEIs have
difficulties in adapting to employers' expectations of competences because they
can only tell them about their current competence needs and not about their
future competence expectations.

However, higher education institutions need to organise their activities in such a
way that the students they train have the competences defined in the training
framework (and in the Training and Output Requirements for each degree

programme) at the end of their studies.
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Overall, therefore, the higher education system needs to adapt both to the labour
market expectations and to the Training and Output Requirements set out in the
European Framework.

This research examines whether these expectations are met.

METHODS

The variables were collected and the questionnaire was compiled during the pre-
research period. Then to verify the assumptions summarized in the research
model and formulated in the research hypotheses.

The research seeks to answer the following questions:

To what extent does higher-level vocational training in economics meet the needs
of labour-market?

How conscious is the human resource management in enterprises?

The aim of the research is to support the theoretical ideas in the references with
empirical data and to collect empirical data on the expectations of the Hungarian
workforce in terms of competences.

Two hypotheses were formulated in the research:

Hypothesis 1: In the determination of the output equirements of higher-level
vocational training in economics the authors took into account the requirements
of the labour market.

Hypothesis 2: There is a relationship between the organisational structure of
enterprises and their strategies for staff supply and development.

The study consisted of secondary and primary research. The secondary research
examined whether the competences expected by the labour market are reflected
in the output requirements of higher education in economics. This involved
analysing training and output requirement documents for higher-level vocational
training in economics and processing statistical data. The qualitative research was

based on the’Grounded Theory” method. This is a content analysis in which a
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triple coding method (open coding, data processing, selective coding) consisting
of defined.

The first step of the 'Grounded Theory' method is open coding, which involves
searching for and identifying keywords and topics, and exploring their properties
and meaning. As many categories as possible should be identified. This dense
coding ensures that processing at this stage is truly open to any content that has
been captured in the text of the training and output requirements.

The second step is data processing. This involves finding answers to the 'why,
when, where, how' questions that will help to develop the concept. This is done
using axial coding. The process involves re-reading the text of the training output
requirements, highlighting the main messages in each section. The codes appear
next to the paragraphs.

The third phase is selective coding. The aim is to explore the relationship between
key categories. This process requires a combination of the previous two coding
procedures. From the text, key terms are assigned to the categories highlighted in
the second step. Since a single term occurs in several key categories, this provides
an opportunity to reduce their number and to explore the relationships between
them (Schwartz, 2008). The analysis concludes with a test of the relationships that
emerge through the exploration of the connections between the key content.
The primary research explored the competence expectations of entrepreneurs.
Quantitative, questionnaire-based research was conducted, which provides
quantifiable results and allows for statistical processing of the data.

Variables were developed and the questionnaire was designed during the
preliminary research. Then, in order to test the hypotheses formulated in the
research hypotheses, descriptive and mathematical statistical tools were used to
examine the characteristics of the research sample. The following statistical
methods were applied using the SPSS software package: absolute and relative

frequency series, descriptive statistical indicators (mean, mode, standard

41



deviation), and hypothesis testing procedure (correlation analysis) to characterise

the relationship between the criteria.

SAMPLE OF RESEARCH

To examine the labour market demand, the primary research was carried out by
means of a quantitative questionnaire survey among middle and senior managers
in Hungarian enterprises.

The first version of the entrepreneur questionnaire, which was compiled on the
basis of a literature analysis, was tested by a pilot survey. Middle and senior
managers of 12 small and medium-sized enterprises were involved in the testing.
The managers were asked to list the key competences expected from a recent
economics graduate. Thus, the range of competences listed in the theoretical part
was narrowed down in the light of the results of the testing and only the 22 most
frequently mentioned competences were asked in the final questionnaire.

Based on the responses, clarifications and corrections received, the questionnaire
was evaluated and modified in terms of research methodology.

Respondents were asked yes/no questions, given the opportunity to provide
additional textual comments on their opinions/comments, and asked to rate their
opinions/comments on a seven-level Likert scale.

Respondents were selected randomly. The response was voluntary. A total of 631

evaluable responses were sampled and processed.

RESEARCH RESULTS

The secondary research was used to describe the competences included in the
outcome and examination requirements for higher-level vocational training in
economics.

The aim of the secondary research is to show what competences are included in
the outcome requirements of this training and how these competences have

changed with changes in education. The competences were analysed in the
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Borbély (2006) structure. The personal, social and methodological competences
in each module were collected and compared with each other.

Based on the study, it can be concluded that the Training and Output
Requirements of higher-level vocational training in economics contain the key
competencies recommended by the European Commission and the Council, but

the structure is not the same.

Table 1. The order of the average of the competencies evaluated by the
interviewed company managers

Group of
Actual employer expectations , | NValid | Mean | Std.Dev. | Variance | Mode
competence
Ability to work accurately P 391 545 0,785 0,617 6
Reliability P 434 542 0,88 0,775 6
Load capacity, working capacity P 371 5,12 0,869 0,756 5
SDkielxlfselopmental ability, learning P 376 511 1,048 1,008 6
Skills of solving a problem M 391 5,09 1,037 1,074 6
Performance and result orientation M 396 5,08 0,957 0,915 6
Humility at work P 400 4,99 1,123 1,26 6
Independence P 384 4,95 1,052 1,107 6
Stress tolerance P 397 4,92 0,993 0,986 5
Flexibility P 440 4,92 0,985 0,971 5
i};eiztli]i}r]lship building, ability to keep S 378 488 1,151 1324 6
Communication skills S 358 485 1,082 1,17 5
Creativity M 338 4,71 1,244 1,546 6
Theoretical expertise, preparedness PR 419 4,68 1,163 1,354 5
Ability to teamworking S 400 4,67 1,41 1,988 5
Applying expertise in practice M 372 4,66 1,159 1,342 5
Computer skills, I'T skills PR 380 4,62 1,335 1,781 5
Proactivity, initiative M 360 445 1,225 1,502 5
Organizational skill S 361 433 1,253 1,571 4
Foreign language skills PR 352 4,06 1,579 2,492 5
Analytical approach, analytical skills M 357 4,04 1,381 1,908 4
Ability to motivate other people S 345 3,74 1,461 2,134 4

"Group of competence: PR: Professional, P: Personal, S: Social, M:
Methodological
Source: Own calculation based on the primary research entreprenenrial questionnaire
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Primary research was used to identify the characteristics of the demand side of
the labour market and to present their expectations.

The results of the primary research therefore provide an indication of the
competences that business managers expect from graduates in higher-level
vocational training in economics.

Managers were asked to evaluate the competences listed on a Likert scale from 0-
6 according to how important they consider them to their expectations of new
graduates (0: not important at all; 6: essential (Table 1.).

The average scores/values indicating the importance of each competence were
generally high.

Table 1 shows that the differences between the means are not very large, i.e. there
is not much difference in the importance of each competence, with each
competence being considered more important than average, with the lowest mean
score being 3.74 (ability to motivate others). However, despite the relatively
compressed scale, it is clear that the importance of soft skills is clearly the most
important for the business leaders surveyed.

The importance of language skills, at 4.00, is a striking result, given that it is always
at the forefront of employers' expectations, both in job advertisements and in the
literature. One reason for the low score is perhaps the over-representation of
micro and small enterprises in the sample. For them, the problem is generally that
most are less open to foreign markets than medium-sized or large companies. The
importance of foreign language skills is therefore neglected.

Labour market awareness of the leaders surveyed

The labour market awareness of the executives was also explored in the analysis
of the labour demand of the companies.

The survey revealed that a quarter of managers (26.3%) prepate a recruitment

and workforce development plan (Table 2.).



Table 2. Distribution of responses according to their workforce
replacement and development habits and ownership structure

Ownership stucture Preparation of the recruitment and
development plan
No Yes Sum
Hungarian owner 78,3% 21,7% 100%
Foreign owner 53,4% 46,6% 100%
Sum 73,7% 26,3% 100%

Pearson’s x*=30,713 Level of significance= 0,000 Cramers’s V= 0,221
Source: Own calculation based on the primary research entreprenenr questionnaire

The analysis did not show a correlation between firm size indices (number of
employees and turnover size) and the preparation of workforce replacement and
development plans, so firm size categories do not differ significantly between
groups that prepare and do not prepare workforce development plans.

In contrast, significant differences are found between ownership structure and
the level of development of the replacement strategy. The Cramer V-index is
0.221, indicating a weak but significant relationship between ownership structure
and the propensity to prepare a workforce reallocation and development plan.
Thus, with 99% confidence, it can be concluded that foreign-owned firms are
more likely to prepare a plan than Hungarian-owned firms. Thus, the emergence
of foreign ownership has increased the likelihood of preparing a replacement

plan. It means, Hypotesis 2 is partly confirmed.

DISCUSSION

Comparing the results of the primary research with the secondary sources, it can
be concluded that the competences most frequently mentioned by employers
were reliability, punctuality and autonomy, but not workload, learning and
development, organisation and stress tolerance. However, leadership, flexibility
and decision-making (which are included in the Training and Output

Requirements) are not important requirements for employers.
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The gap between employers' expectations and the Training and Output
Requirements for social competences is even greater. The ability to maintain and
build relationships was the only common element. In addition, the competency
elements of proficiency, conciseness and clarity identified in the training and
output requirements were not mentioned by employers, who preferred
communication, teamwork, proactivity and the ability to motivate others.
Creativity, analytical skills, as well as the ability to apply expertise in practice, are
among the methodological competences mentioned in both employers'
expectations and Training and Output Requirements.

The ability to think logically appears as a requirement in the Training and Output
Requirements, while humility at work is only a requirement of employers.
Opverall, it can be concluded that the majority of the competences required by the
labour market are found in the Training and Output Requirements. Thus,
Hypotesis 1 is confirmed.

The difference in wording and the level of detail of the competences is most
noticeable for the different competences. Thus, it can be concluded that labour
market expectations have been taken into account by professionals in the
formulation of the Training and Output Requirements. In many cases, the
problem is more pronounced in the accountability of training, where
competences are also indicated, but this is difficult to follow, especially in the oral

examination.

CONCLUSION

The study of Training and Output Requirements showed that they reflect the
competences expected by the labour market.

The responses from enterprises showed that a quarter of enterprises prepare
recruitment and development plans. However, foreign and majority foreign-

owned enterprises are over-represented among enterprises that prepare
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workforce development plans, while Hungarian and mainly Hungarian-owned
enterprises are significantly under-represented.

The labour market mainly requires training institutions to develop the practical
applicability of professional skills. To this end, internships should be given a
prominent role and much more attention should be paid to the preparation of
internships in enterprises. This requires closer cooperation between the labour
market and higher education.

It is possible that those organisations that maintain closer links with higher
education institutions, thereby gaining a deeper knowledge of the competences
of new entrants to the labour market and, where possible, participating in their
training, will be successful in their workforce development and supply activities.
In order to explore this, it is worth exploring in the future the existence of
cooperation between enterprises and higher education institutions and the

possibilities of expanding it.
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