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PECSI IFJUSAG - HELYZETKEP A PECSETT ELO FIATALOKROL
Juhasz Gabor

Pécsi Tudomanyegyetem Bolcsészettudomanyi Kar Tarsadalmi Felzarkoézas és
Szocidlis Gazdasag Kutatokdzpont

juhaszgaborx@gmail.com

Abstract

The results of previous research on this topic and the results of this study have also
shown that in the case of youth, complex interventions involving several partners
and actors can be successful. In doing so, it is necessary to provide young people
with the opportunities which help them become independent, self-sufficient,
responsible and well-informed adults with proper insight and judgement.

From the examination of problems affecting young people, it can be generally stated
that the family background plays a primary role in dealing with their problems.
Consequently, the importance of the parents’ conscious, supportive contribution to
their children's independence is emphasised. In this respect considerable
differences can be found among young people today, and it can be stated that those
who do not have the right supportive and encouraging family background can be
seriously disadvantaged and their social is hindered. Accordingly, it is a prerequisite
for keeping young people in the city to ensure the integration of young people in
social and local sense by means of complex interventions.

Keywords: youth, youth affairs, youth policy

Bevezetés

Pécs Megyei Jogi Varos Onkormanyzata Ifjusagpolitikai koncepcidjanak
megalkotidsat megalapozd tarsadalomtudomdanyi kutatas elsédleges célkitiizése a
Pécsett €16 fiatalok aktudlis életkoriilményeinek, élethelyzetének, az Gket érintd
legfontosabb kérdéseknek és problémaknak - mint példaul az oktatasi, képzési, a
szabadid6é eltoltésével kapcsolatos, az életkezdési, lakhatasi, foglalkoztatasi,
jovedelemszerzési feltételeknek és lehet6ségeknek - a feltérképezése volt. A
felsorolt témateriiletek, fontos kérdések a targykorben a korabbiakban
megvalositott hazai és nemzetkdzi kutatdsok alapjan kertiltek meghatarozasra.

A {6 célkitiizések kozott szerepelt azon f6 kérdésekre torténd valaszadas, hogy
milyen igények, elképzelések, célok, vélemények és javaslatok meriilnek fel a varos
fiatalsaga részérdl sajat maguk és a varos jovéjéhez és fejlédéséhez kothetd kozos
perspektivak tekintetében. A kutatassal alatdmasztott helyzetfeltaras és elemzés egy
altalanos, atfogod kép felrajzolasat tiizte ki célként a hazai fiatalokrél. Ehhez tobbek
kozott felhasznalasra keriiltek a 15-29 éves korosztalyra fé6kuszalo ifjusag kutatasok
eredményei. Az eredmények alapjan azok a tényezok, folyamatok keriiltek el6térbe,
amelyek hatast gyakorolnak az ifjusdghoz tartozé korcsoportok iskolaztatasi,
foglalkoztatasi és 6nallésodasi torekvéseire, életmodjuk, szokasaik, tevékenységeik
alakulasara. Ugyancsak a helyzetfeltaras részeként Kkeriiltek megvizsgalasra a
Pécsett él6 fiatalokra vonatkozoé életkorilményeket, feltételeket és lehetéségeket
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meghatarozo6 kornyezet sajatossagai. Az ezeket megjelenit6 tényezéket a kovetkezd
témakorok kutatasa tette kézzelfoghatova: oktatasi, képzési, a szabadidé eltoltését
biztosité kiilonboz6 lehetdségek (kultira, szabadid6, sport); a munkavallalas,
jovedelemszerzés feltételei, beleértve a fiatalok vallalkozéva valasanak lehetGségeit
is; kozlekedési infrastruktira, kozlekedési lehetdségek; egészségiigyi és szocidlis
szolgaltatasok; Kkereskedelem, vasarlasi lehet6ségek; kozhivatalok, hivatali
igyintézési lehet6ségek; koziizemi szolgaltatdsok; kozteriiletek mindsége,
rendelkezésre allasa.

A targykorben folytatott kutatasok és jelen vizsgalat eredményei is ramutattak, hogy
az ifjusdg esetében komplex, tobb szerepld partneri egyiittmiikodése altal
megvaldsuld intervenciok vezethetnek eredményre. Ezek soran biztositani
szlikséges a fiatalok szdmara azokat a lehetdségeket, amelyek 6ndllo, autoném,
felelsségvallalasra képes, megfelel6 belatassal rendelkez6 feln6tté valasukat segiti
eld.

Kulcsszavak: ifjusag, ifjasagiigy, ifjasagpolitika

Metodoldgia

Az ifjusagpolitikai koncepcié és a hozzad kapcsolédd cselekvési program
értelemszeriien az ,ifjusaggal”, mint tarsadalmi csoporttal foglalkozik. Ennek
megfelel6en az alkalmazott megkodzelitésmod elsésorban szocioldgiai természetd,
azonban a feltarasra Kkeriilt Kkérdések, problémak mentén interdiszciplinaris
néz6pont keriilt megjelenitésre. A hazai és nemzetkozi szakirodalomban fellelhet6
meghatarozdsokat tanulmanyozva lathatéva valik, hogy az ,ifjisdgot’, mint
vizsgalati kategériaba vonhaté entitdst a kutaték kiilonb6zé id6szakokban,
differencialt médon definidltak. Fontosnak tartva a felgyorsult valtozasokbol ad6do
alkalmazkodasi kihivasokat, elvarasokat, az altaldnos meghatarozas konkretizalasa
érdekében segitséget nyujt Somlai Péter definicidja, mi szerint a gyermeki és a
feln6tt 1ét  hataran, egyfajta  koztes életformaban él6  tarsadalmi
csoportot nevezhetjik ,4j ifjisdgnak” (Somlai, 2007).

Az ifjasaggal foglalkozd, szakmai értelemben vett életkor-meghatarozasok a
hatalyos jogszabalyokhoz illeszked6en altalanosan fiatalnak tekintik a 15-29 éves
korosztalyhoz tartozé korcsoportokat. Ennek megfelel6en a pécsi ifjusag korében
végzett kutatdas - kovetve a megel6z6 vizsgalodasok életkori lehatarolasat -
ugyancsak a 15-29 éveseket megjelenitd célcsoportra fokuszalt.

A koncepcié készitésekor a varos lakossaganak kozel otode tartozott az ifjusagi
korosztalyhoz az aktudlis adatok (KSH) szerint. A demografiai adatokat vizsgalva
megdllapithaté volt, hogy az elmult évtizedben mind Pécs varosaban, mind
orszagosan az Oregedési index értéke jelentésen romlott. A valtozas egyértelmien
egy 1d6sod6 helyi tarsadalom képét jeleniti meg, ahol a fiatal korcsoport
létszamahoz képest az id6sdd6 népesség aranya viszonylag gyors iitemben
noévekszik.

Az alapsokasdg meghatarozdsdhoz a Kozponti Statisztikai Hivatal Pécs Varosara
vonatkoz6 adatai szolgaltattak kiindulasi alapot. A kutatds demografiai vetiiletei
statisztikai adatgytjtés és feldolgozas révén keriiltek feltarasra. A KSH T-Star
adatbazis adatai szerint Pécsett, 2015 végén 28.185 {6 15 és 29 év kozti fiatal lakos
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élt (KSH, 2016). Pécsi fiatalnak a pécsi allandé lakcimmel vagy tartézkodasi hellyel
rendelkez6k mindstiltek.

A minta lehatarolasa érdekében a pécsi fiatalnak szamitok kozil kivalasztasra
keriiltek a varos kozépiskolaiba jaré diakok, valamint az egyetemi hallgatok. A pécsi
kozépiskoldsokra - koztiik az allami és az egyhazi fenntartdst intézményekben
tanuldkra - irdnyulé empirikus adatfelvétel mintajaba tehat a 9-13. évfolyamos,
pécsi allandd laké- vagy tartédzkodasi hellyel rendelkezé intézményekben tanuld
diakok keriiltek a fentiek alapjan.

Az alkalmazott moédszertan részeként, a személyes lekérdezés utjan torténd
adatgy(ijtés modszerei kozill a kérddives vizsgalat (survey) elvégzése valt
célszer(ivé az interjuk mellett. A lokalis keresztmetszet(i, varosi (Pécs Megyei Jogu
Varos) mintan alapulé kutatds mérdeszkozei kozott két darab kérddiv kertilt
kialakitasra, amelyeket az el6bbi csoportokba sorolt pécsi didkok, valamint a Pécsi
Tudomanyegyetem hallgatéi toltottek ki a képzdintézményekkel tortént
kapcsolatfelvételt kovetéen 2017 januarjaban és februarjaban.

A kérdéivek online verziéi egy, a megkérdezésbe bevont minden didk és hallgatd
szamara hozzaférhetd elektronikus feliileten valtak elérhetévé. A kérdéives
megkérdezés soran mindosszesen 956 értékelheté kérd6iv kertlt kitoltésre. A
kérd6ives megkérdezés soran nyert adatokbol képzett eredmények és az ezekbdl

levont kovetkeztések lokalis metszetben érvényesek.

Az ifjisdg altalanos helyzetével, a hozzajuk kapcsolodd f6bb kérdésekkel,
problémakkal kapcsolatos attekintést szakirodalmi forraskutatas és feldolgozas,
illetve statisztikai adatfeldolgozas szavatolta. Ennek keretében attekintetésre
keriiltek a hazai nagymintds nemzeti ifjisagkutatasi projektek, amelyek mellett a
pécsi kozépiskolasokra és egyetemistdkra fokuszalé kutatdsok is a figyelem
kozéppontjaba keriiltek.

A kérdbives megkérdezés mellett a kutatds soran részben strukturdlt és
fékuszcsoportos interjuk lebonyolitdsara is sor keriilt 2017. januar és februar
hénapokban. Az interjualanyok egyfeldl az ifjusag problémaival, kérdéseivel, a fiatal
korosztalyok fejlédésével, illetve fejlesztésével foglalkoz6é szakemberek (egyes
onkormanyzati  teriileteket  képvisel6  vezet6  tisztvisel6k,  kiilonb6z6
tevékenységeket ellat6 Onkormanyzati fenntartast intézmények, valamint civil
szolgaltatd szervezetek vezet6i, illetve munkatarsai, gyakorlé pedagodgusok,
pszicholdgusok, szociolégusok, szocidlis szakemberek, egyetemi oktatok) voltak. A
pécsi fiatalokra vonatkozo6 konkrét feltételrendszer bemutatasa érdekében az ifjisag
kérdéskoréhez tartozo teriiletek képvisel6i szélaltak meg az interjuk soran, egyuttal
a varosban miikods, az ifjasdg szolgalataban (is) all6 intézményi és human-
erdforras kapacitasokat is szamba véve.

Demografia helyzetkép

A koncepcié készitésekor hozzaférhetd legfrissebb adatok (KSH) szerint a varos
lakossaganak kozel o6tode tartozott az ifjisagi korosztilyhoz. Az elmult tiz év
valtozasait vizsgalva lathatéva valt (1. diagram), hogy a teljes lakossagon beliil az
ifjusagi korcsoportokhoz tartozdk aranya nem valtozott szamottevé mértékben.
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A vizsgalat ala vont tiz éves intervallumon beliil a kiindulasi év és az utolsé vizsgalt
év adatai kozott az ifjusagi korcsoporthoz tartozok ardanyanak kismértéki
emelkedése tapasztalhatd, ami a teljes népességszam csokkenése eredményeképpen
allt el6. Ugyanakkor ez az adat arra is kovetkeztetni enged, hogy mig a
népességszam csokkenése megkozelitette a 8%-ot, addig az ifjasagi
korcsoportokhoz tartozék aranya éppen ellenkezd irdanyd valtozdst mutatott.
Mindebbdl valdszintsithetd, hogy az ifjasdghoz sorolt népesség kevésbé érintett a
népességfogyas tekintetében a helyi kozdsség tagjainak mas korcsoportjaihoz
képest.

1. diagram: Pécs vdros teljes lakossdgszdmdnak és ezen beliil az ifjusdgi
korcsoportokhoz tartozék ardnydnak vdltozdsa 2006-2015 kozott

156 646 149992 145347
b | | — —N
2006 2011 2015
B 15-29 éves korcsoport M teljes varosi népesség

Forrds: KSH TEIR adatbdzis és sajdt szamitds

A népességszam nemek szerinti megoszlasa tekintetében vald valtozast vizsgalva
tapasztalhato, hogy mig a teljes népességen beliil mind a férfiak, mind a n6k szdma -
a koradbbiakban részletezett népességfogyasi tendenciabdl kovetkezben -
folyamatosan csokken, addig az ifjusagi korcsoport tekintetében nem valtozik
jelent6sen. Az ifjisagot megjelenitd korcsoportokon beliili nemek k6zotti megoszlas
szerint a férfiak képeznek tobbséget a n6khoz képest.

2. diagram: Pécs vdros és az orszdg lakossdga dregedési indexének vdltozdsa
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250,0%
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Forrds: KSH TEIR adatbdzis és sajdt szamitds
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A helyi és az orszagos népesség viszonylataban a kiilonb6z6 korcsoportok kdzotti
lakossag-hanyadot vizsgalva lathaté, hogy az elmult évtizedben mind Pécs
varosaban, mind orszagosan az oOregedési index! értéke jelentsen romlott.
Ugyanakkor az adatok alapjan az is megallapithaté, hogy a vizsgalt populacidk tagjai
kozott az eloregedés mértéke a vizsgalt idészakban helyi szinten gyorsabb volt, mint
orszagosan. Mindez azt jelenti, hogy mig 2006-ban egy 14 éves vagy fiatalabb pécsi
lakosra valamivel tobb, mint 1,5 fényi id6s lakos jutott, addig ez az arany 2015-re
meghaladta a 2 f6t, mig orszagosan az dregedési index kozel 30%-kal alacsonyabb
értéket mutatott (2. diagram).

Ez a valtozas egyértelmiien egy id6s6do helyi tarsadalom képét jeleniti meg, ahol a
fiatal korcsoport 1étszamahoz képest az id6s6d6 népesség aranya viszonylag gyors
iitemben novekszik. A helyi tarsadalom eloéregedésének egyik meghataroz6 okaként
a gyermekszam csokkenése volt azonosithatd.

Az interjuk feldolgozasanak és elemzésének eredményeibdl szarmazé fébb
megallapitasok

A Pécsett é16 fiatalokkal, az 6ket érintd kérdésekkel, problémakkal, jelenségekkel és
folyamatokkal kozvetve vagy kozvetleniil foglalkozé szakemberekkel részben
strukturalt, illetve fékuszcsoportos interjuk késziiltek.

A fiatalokat érinté problémakat szemiigyre véve a valaszadok egyetértettek abban,
hogy az egyre tobb kihivast felvonultaté valtozasoknak vald megfelelés és
alkalmazkodas, a fokoz6dé verseny, az allandé bizonytalansag és az ezekkel jaré
kockazatok és fesziiltségek olyan terheket rénak a mai fiatalokra, amelyekkel
egyedil nem képesek megbirkdzni. Az egyik legfontosabb kihivas az alkalmazhaté
tudast jelenté szakképzettség, végzettség megszerzése és ehhez kapcsoléddan a
munkavallalds kérdése. A gyakorlatban alkalmazhaté tudds hidnydban hatranyt
szenvedhetnek a szamukra megfelel6 munkalehetségek megszerzésében.

A megfelel§ képzettség és munka megszerzéséhez kapcsoléddéan motivacidkra,
0sztonzésre, orientdciéra és céltudatossdgra egyarant sziiksége van a mai
fiataloknak. Esetiikben a célok kijeldlése és megfogalmazasa sokkal nehezebb, mint
a korabbi generaciok esetében a felmertild bizonytalansagok és kockazatok miatt.

A fiatalok életkezdési, 6nallésodasi lehetéségeit jelentés mértékben meghatarozza,
hogy hozzajutnak-e a lakéhelyiikon megfelel6 munkaalkalomhoz, j6vedelemszerzési
lehet6séghez. Azok a fiatalok, akik nem dolgoznak vagy dolgoznak ugyan, de
viszonylag alacsony jovedelemmel birnak, jelentés problémaként élik meg a
jovedelemhianybdl szarmazé kockazatokat, félnek attél, hogy nem tudjak
megteremteni az igényeiknek megfeleld egzisztenciat, s elszegényednek vagy
tartésan az alacsony jovedelm, korlatozott fogyasztoi képességgel rendelkezok
kozott rekednek.

A korcsoporthoz tartozé fiatalokat a magany, az egyediillét is prébara teszi: egyfel6l
egyre kevesebb id6t toltenek el az emberek otthon, csaladi korben vagy barati

1 Az éregedési index a 60 évesnél idGsebb népesség 14 évesnél fiatalabb népességhez viszonyitott
ardnydt mutatja.
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tarsasagban egymassal foglalkozva, mivel egyre tobbet dolgoznak. Masfelél a
fiatalok a tarsas helyzetekben valé ,jelenlétet” is sokszor maganyosan, egymastol
selkiiloniilve” (nem fizikai értelemben) élik meg. A folyamatos ,online jelenléthez”
kapcsolédo egyik problematikus kérdés példaul az, hogy a virtualis térben hogyan
lehet egyaltalan megfelel6 médon fenntartani valoés tarsas kapcsolatokat.

A fiatalokat érint6 tovabbtanuldsi, munkavallalasi és életkezdési problémakhoz
kapcsolédéan az a vélemény is fontosnak tekinthets, amely szerint a fiatalok
tényleges lehetGségei és a sajat boldogulasukkal kapcsolatos elképzelései sok
esetben viszonylag tavol esnek egymastol. Szamos olyan hatas, befolyas éri ket ti.,
amely megtéveszti, tévitra vezetheti 6ket. Ez részben annak a tarsadalmi
értékvalsagnak is koszonhet6é (amelynek felerdsitésében a tomegmédia is szerepet
jatszik), amelyben a kordbbiakhoz képest bizonyos tevékenységek és kapcsolodd
perspektivdak - igy példaul a szakmunkds 1ét - leértékelédtek, s amelynek
eredményeként ma a fiatalok korében egyaltalan nem népszerliek a szakmai
képzések és a szakmunkas lét. A negativ értékitéletekhez tévesen kddolt, nem
megfelelGen értelmezett jelentések tarsulnak, illetve a képzési szisztémat képviseld
intézményrendszer is sokszor eleve tévutakat ajanl fel a fiatalok szamara: hiszen
latni kell, hogy szamos esetben tényleg nem valnak valéra azok a lehetéségek, nem
teljesiilnek azok a perspektivak, amelyek példaul egy kémiives végzettséggel és
allassal kapcsolatban el6zetesen kinyilatkoztatasra kertltek. Mindez a szakképzés
devalval6dasat okozza, amelynek hatasara a fiatalok tobbsége a szakképzés helyett
ma is inkdbb az egyetemet valasztja, fiiggetleniil tényleges képességeiktdl és a
munkaer6-piaci igényektol.

A munkaerdé-piaci elvarasokat és a szakképzési lehet6ségeket ismerdk szerint a
fiatalokat mar idejekoran megfelel6 informacidkkal és személyes tapasztalatokkal,
valamint tandcsokkal célszerii felvértezni ahhoz, hogy tovabbtanulasi és
palyavalasztasi-, illetve munkavallalasi dontéseik megalapozottabbak legyenek.

A fiatalok munkanélkiiliségének megel6zése érdekében palyaorientaciéra lenne
szlikség, valamint az aktiv munkaerd-piaci eszkozok (képzés, atképzés és
tovabbképzés, vallalkoz6va valas tamogatasa) hatékonyabb alkalmazasara. A bérek
tekintetében torténd felzark6zas ugyancsak napirenden szerepl6 kérdés, amelynek
szavatolasa hathatés lehet Budapest és a kilfold elszivé szerepének
ellensulyozasaban.

A fiatal korosztalyok életkori sajatossagaibol kovetkezik az az igény is, hogy
kiprébalhassak és megtapasztalhassak a sajat hataraikat és lehetségeiket. A mai
kérnyezet azonban egyre tobb valasztasi lehetdséget és egyben kockazatot kinal fel
ugyanazon kérdések megvalaszolasara vonatkozodan, azonban egyaltaldn nem
mindegy, hogy a fiatalok melyek mellett teszik le a voksot. igy példaul sorsdonté
lehet, hogy a stresszel valé megkiizdés eszkozeként a csalad, esetleg szakember
segitségét veszik igénybe vagy az egyre nagyobb kinalatot jelentd pszichoaktiv
szerek felé fordulnak. Az elmagdnyosodas, a céltalansag, a vagyak és a valdsag
Osszeegyeztetése mind komoly kihivasokat jelentenek a fiatalok szdmara, ezek
megélése nagyon nehéz szamukra, s a negativ tapasztalatok és sorozatos kudarcok
miatt a ,gyorsan megszerezhetd boldogsag” keriilhet el6térbe a ,bulizassal” vagy
,partizassal”, illetve az ezekhez kapcsol6dé szerhasznalattal. A normal igényeknek,
elvarasoknak megfelelni kivan6, azokhoz igazodni képes fiatalok ambicidit
gyengitheti, ha olyan kdrnyezetbe, feltételrendszerbe keriilnek, amely nem képes
szamukra megfelel§ tdmogatast és irdnymutatast, illetve pozitiv 6sztonzdéket
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felmutatni. Az ilyen léthelyzetbe keriil6k ,boldogsagkeresése” nagyon hamar
Osszetalalkozhat valamiféle devianciaval, igy példaul a szerhasznalattal.

A fentiek alapjan ugyancsak megallapithatd, hogy a fiatalok legfontosabb
problémainak kezelésében els6rend(i szerepet jatszik a csaladi hattér. Ahhoz, hogy a
fiatalok normal megélhetést tudjanak maguknak kialakitani, tobbségiiknek sziil6i
tdmogatasra van sziiksége. Az tutkeresések, a kisérletek, a probalkozasok soran
nagyon fontos, hogy megfelel§ tdmogatast kapjanak ahhoz, hogy kompetenciaik
kialakitasa mellett képesek legyenek a mindenkori tarsadalmi elvarasoknak eleget
tenni, s meger6sddjon benniik egy olyan konkrét erkdlcsi mérce, ami hozzasegiti
6ket ahhoz, hogy képesek legyenek felvallalni dontéseik felelGsségét és
kovetkezményeit.

Mindezek alapjan felértékelddik a sziil6k gyermekeik dnall6sodasahoz valé tudatos,
tdmogato jellegli hozzajarulasa. A fiatalok ,el6menetele” nagymértékben fiigg attol,
hogy milyen csaladi, szocialis hattérrel rendelkeznek, milyen motivacidkat,
Osztonzést és felkészitést kapnak, milyen mintidkat és értékrendet sajatitanak el,
milyen képzettségekre és jartassdgokra tesznek szert. Az emlitettek tekintetében
jelentés killonbségek fedezhet6k fel a mai fiatalok kozott: azok, akik nem
rendelkeznek megfelel6 tAmogatast és 6sztonzést biztosité hattérrel, eleve komoly
hatranyba Kkeriilhetnek, s tartésan megrekedhetnek olyan élethelyzetekben,
amelyek nem képesek biztositani szdmukra a tényleges igényeiknek és
sziikségleteiknek megfelelé tovabblépést, fejlédést. Igy kialakulhatnak olyan
csoportok a fiatalok kozott, akiknek az esetében nem megy végbe megfelel6en a
tarsadalmi mobilitas.

A fiatalok érdekében végzett tevékenységek javitasa, fejlesztése érdekében csaknem
minden valaszad6 kiemelte a fiatalok bevonasanak fontossagat az Oket érintd
intervenciokba, kezdeményezésekbe, hogy megfelel tapasztalatokat
szerezhessenek oOntevékeny és kreativ aktivitasuk folytatasdhoz, készségeik
fokozédasahoz. Fokozni kell a fiatalok részvételét az 6ket érinté dontés el6készitd és
dontéshoz6 folyamatokban, hogy ténylegesen és célszerlien megjelenhessenek az 6
szempontjaiknak és igényeiknek megfelel6 megoldasok a programok, projektek
megvaldsitasa, kivitelezése soran. Igy biztosithaté szamukra egy realis, elfogadhato,
szerethet6 jovokép, amelyben megtalalhatjdk a maguk helyét és szerepét, egyuttal
amelynek feltételrendszerében kielégitésre keriilhetnek a résziikrél jelentkez6
igények. Olyan kornyezetet sziikséges biztositani, ami a fiatalok szamara meggy6z6
és elfogadhat6 megoldasokat, lehet6ségeket, az altaldnoshoz és atlagoshoz képest
bizonyos ,tobbletet” kindl fel szamukra mind az egészségligyi-, mind a szocidlis-, a
kulturalis, az oktatasi, a sportolasi elképzeléseiket illetéen, de elsésorban a
munkavallalas és a csaladalapitas terén.

A kérddives megkérdezés eredményei

Az ifjusagi koncepcié kidolgozasanak el6készitése soran a helyi ifjisag tagjainak
véleménye is leképezésre Kkeriilt. Ennek érdekében kérdéives adatgydjtés kertiilt
megvaldsitasra két kiillonb6zé kérddiv alkalmazdsaval. Az els6 méréeszkoz a
varosban jelenleg rendelkezésre 4all6 kiilonb6z6é szolgaltatasokkal vald
elégedettségre és az adott teriilethez kapcsolddo fejlesztési igényekre, javaslatokra
kérdezett ra. A masodik kérdéiv a fiatalokat és kornyezetiiket érinté problémakkal
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foglalkozott. A kérddivek elérhet6ségét és a minél egyszer(ibb kitoltés lehetdségét
az interneten valod lekérdezés biztositotta. A valaszaddk onkéntesen, anonim moédon
tolthették ki a kérddiveket. Az adatgylijtés lezarasakor a varosban jelenleg
rendelkezésre allé6 kiilonb6z6 szolgaltatasokkal valo elégedettségre fokuszald
kérdéivet dsszesen 472 f6, mig a fiatalokat és kornyezetiiket érinté problémakkal
kapcsolatos kérddivet osszesen 484 f6 toltotte ki. Az eredmények megfeleld
értékelése érdekében hangsulyozni sziikséges, hogy a valaszad6i minta nem szamit
reprezentativnak, igy az eredmények alapjan a varosban él6 ifjisag egészére
érvényes kovetkeztetések e korilmény szem el6tt tartdsa mellett vehetdk
figyelembe.

A pécsi ifjiisdg vdrosban tapasztalhaté feltételekkel és lehetdoségekkel valo
elégedettségének, illetve a kapcsolodo fejlesztési igények felmérése

Osszegzésképpen elmondhaté, hogy az egyes kérdésekre adott, nagyjabél az
atlagoshoz Kkozeli értékeket képvisel6 valaszok egyfel6l inkabb semleges
véleményeket tiikroznek vissza az egyes teriiletekre vonatkozd jelenlegi helyzet
megitélése szempontjabol, masfeldl a fejlesztések sziikségességét viszont mar
konkrétabban, nagyobb mértékben emelték ki a valaszaddk, azaz ezen részkérdések
tekintetében inkdbb kritikai észrevételeket fogalmaztak meg, kiilondsen az
egészségligyi és szocidlis ellatasokat illetéen. Az alabbi tablazat (1. tablazat) az
egyes kérdésekre adott valaszok Kkerekitett értékeit és a kapcsolédd fébb
javaslatokat 6sszegzi.

1 tabldzat: A pécsi ifjusdg vdrosban tapasztalhaté feltételekkel és
lehetdségekkel valé elégedettsége és kapcsolddo fejlesztési igényeik, javaslataik
0sszegzése

Milyenek itéli az adott teriilet helyzetét Mennyire tartja fontosnak az adott teriilet
jelenleg Pécs varosaban? fejlesztését a 2017-2020 kozotti idészakban?

Oktatasi, képzési lehetoségek

1‘2‘3‘4‘5‘1‘2‘3‘4‘5

Az adott teriilet fejlesztésére iranyuld f6bb javaslatok voltak:

- a kozépiskolas valaszadok részérdl: kevesebb 6raszam, a felesleges orak elhagyasa, tobb
segitség a tovabbtanulasra val6 felkésziilésben;

- az egyetemista valaszadok részérdl: ,tolteléktargyak” elhagyasa, a tananyagok
egyenletesebb elosztidsa és ,rendes” leadasa, az MA szintli képzések és a gyakorlati
oktatas lehet6ségeinek bovitése.

A szabadidé eltoltését biztosito kiillonbozo lehetéségek (kultira, szabadidd, sport)

1‘2‘3‘4‘5‘1‘2‘3‘4‘5

Az adott teriilet fejlesztésére iranyul6 f6bb javaslatok voltak:

- a kozépiskolas valaszaddk részérdl: Gj uszoda és Aquapark kialakitasa, kozosségi
rendezvények szervezése, ahol a didkok tobbet talalkozhatnak egymassal;

- az egyetemista valaszadok részérdl: Gj uszoda, szabadtéri sportpalyak kialakitasa, a
tomegsport tovabbi fejlesztése, fesztivalok szervezésére alkalmas teriilet Pécsett torténd
kialakitasa.
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A munkavallalas, jovedelemszerzés feltételei, beleértve a fiatalok vallalkozoéva valasanak
lehetdségeit is

1|2|3‘4‘5|1|2|3|4‘5

Az adott teriilet fejlesztésére iranyul f6bb javaslatok voltak:

- mind a kozépiskolas, mind pedig az egyetemista valaszaddk részérdl egyezben: tdobb,
diakmunkaként végezhet6 munkalehetdség biztositasa, inkubator haz a fiatal vallalkozok
szamara, tobb munkalehetdség biztositasa a friss, palyakezdd diplomasok szamara, a
tanulmanyok abszolvalasahoz sziikséges gyakorlati hely biztositasa.

Kozlekedési infrastruktiira, kozlekedési lehetdségek

1|2|3‘4‘5|1|2|3|4‘5

Az adott teriilet fejlesztésére iranyul6 f6bb javaslatok voltak:

- a kozépiskolas valaszadok részérdl: kerékparos kozlekedési lehetdségek fejlesztése (Uj
kerékparutak, kerékpar taroldk kialakitasat, kerékpar-bérlési lehet6ségek rendelkezésre
bocsatésat), a buszmenetrend siiritése, az utak adllapotanak javitasa.

- az egyetemista valaszaddk részérdl: kerékparos kozlekedési lehet6ségek fejlesztése, a
menetrend s{ritése, buszjegy-automatak telepitése, a jardak és utak allapotanak javitasa,
a nagyobb magyarorszagi varosok elérését lehetdvé tevo kozlekedés fejlesztése.

Egészségiigyi és szocialis szolgaltatasok

1|2|3‘4‘5‘1‘2‘3‘4‘5

Az adott tertilet fejlesztésére iranyulé f6bb javaslatok voltak:

- mind a kézépiskolas, mind pedig az egyetemista valaszadok részérél egyezéen: a révidebb
varakozasi id6é érdekében tobb orvos, haziorvos és csaladorvos alkalmazasa, tovabbi
fizetésemelés az egészségiigyi dolgozok szamara, a kérhazak, egészségiigyi intézmények
modernizaldsa, az egészségligyi felszerelések, infrastruktira fejlesztése.

Kereskedelem, vasarlasi lehet6ségek

1‘2‘3‘4‘5‘1‘2‘3’4‘5

Az adott teriilet fejlesztésére iranyulé f6bb javaslatok voltak:
- a kozépiskolas valaszad6k részérdl: tobb nagyaruhaz és bevasarlokozpont épitése;

- az egyetemista valaszad6k részérdl: a helyi kistermel6k termékeinek, iizleteinek
hatékonyabb rekldmozasa, illetve propagaldsa, az lizletek nyitva tartdsanak
meghosszabbitasa.

Kozhivatalok, hivatali iigyintézési lehetoségek

1‘2‘3‘4‘5‘1‘2‘3’4‘5

Az adott teriilet fejlesztésére iranyuld f6bb javaslatok voltak:

- mind a kozépiskolds, mind pedig az egyetemista valaszadok részérél egyezden: a
gyorsabb lgyintézés feltételeinek megteremtése, az online {igyintézési lehet6ségek
bévitése.

Koziizemi szolgaltatasok

1‘2‘3‘4‘5‘1‘2‘3‘4‘5

Az adott teriilet fejlesztésére iranyuld f6bb javaslatok voltak:

- mind a kozépiskolds, mind pedig az egyetemista valaszadok részérél egyezden: a
szolgaltatasi dijak mérséklése, illetve az ivoviz keménységének csokkentése.
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Kozteriiletek min6sége, rendelkezésre allasa

1|2|3|4‘5|1|2|3|4‘5

Az adott teriilet fejlesztésére iranyul f6bb javaslatok voltak:

- a kozépiskolas valaszadok részérdl: a kozteriileti padok és kukdk szdmanak novelése, a
parkok tisztantartasanak fokozasa, a tobb zoldteriilet kialakitasa, tisztdbb utcak, graffitik
eltavolitasa;

- az egyetemista valaszadok részérdl: a kozteriiletek allagromlasdanak megakadalyozasa, a
hajléktalanok térfoglalasanak kordaban tartasa a belvarosban, kozbiztonsag fokozasa.

Forrds: sajdt adatok alapjdn

A vdrosban él6 fiatalok élethelyzetének, problémdinak felmérése

A valaszaddék véleményeinek oOsszegzéseként megallapithatd, hogy a jelentésebb
mértékben (30% koriili vagy azt meghalado) sajat problémaként definialt vizsgalati
kérdések kozott szerepel a vizsgalt problémateriiletek donté tobbsége: a
kilatastalansag, az informacidhiany, az elszigeteltség, a céltalansag, a maganyossag,
az unalom, a tdlzott internethasznalat, az elhelyezkedés, allaskeresés, a
feleslegesség érzete, a tanuldsi nehézségek, a beilleszkedési zavarok, a pénz-és
jovedelemhiany, a szérakozasi és kikapcsolodasi lehet6ségek-, a szabadid6-eltoltési
lehet6ségek-, a sorstarsakkal valé taldlkozas hidnya, a természetjaras, kirandulas
hidnya, a tanarokkal, oktatékkal valé konfliktusok, valamint a sziil6kkel vald
egylttélés problémai. Ezek koziil is kirivoan magas értékekkel szerepelnek az
informaciéhiany, az unalom, a tulzott internethaszndlat, a pénz-és jovedelemhiany, a
szorakozasi és kikapcsolddasi lehet6ségek-, a szabadid§-eltoltési lehetségek-, a
természetjaras, kirdndulas hidnya esetében kapott szamadatok, amelyek nagyobb
mértékben dsszefiiggésbe hozhatok és illeszthet6k a nagymintas orszagos kutatasok
eredményeihez, illetve azok f6bb megallapitasaihoz.

A targykorben megvalosult nagymintds, egész orszagra kiterjedé kutatdsok
eredményeibdl is levonhatd kovetkeztetésekkel nagyobb mértékli egyezdség
szliletett a pécsi fiatal korcsoportokra iranyulé vizsgal6das soran. A vizsgalt
célcsoporthoz tartozok az 1980-as évek kozepe és az 1990-es évek kozott sziiletett,
mai 15-29 éves fiatal korosztaly tagjai részben az Y-, de nagyobb mértékben mar
inkdbb a Z generacidhoz tartoznak. Az emlitett generacidk tagjai egy felgyorsult,
alland6 valtozasban 1évd, kiszamithatatlan, mindig Gjabb kihivasokat felvonultaté
vilaggal szembesiilnek. Eletiiket egy olyan szocializaci6s folyamat hatja at, amelyre
az infokommunikacids rendszerek, valamint a tdmegmédia jelentésebb befolyassal
bir, mint a nevelést és oktatast nyudjt6é intézmények vagy a csalad. Az Un. digitalis
szocializaci6 folyamata koriikben 4j szokasokat, magatartasokat, értékeket, uj
kulturat hozott 1étre ez altal.

A nagymintas kutatdsokhoz hasonldan jol értékelhetd valt a globalis valtozasok és a
hozzajuk kapcsol6dé, tarsadalmi, gazdasagi és kulturalis téren egyarant végbemend
jelent6sebb mértéki hazai atalakuldsok bizonytalansagot okoz6 hatasa, amely uj
kockazatokat és ezekbdl szarmazo fesziiltségeket kozvetit az ifjisagi korcsoportok
iranyaba. Ez a fiatalokban mintegy ,kdédolt” értelemben létezd, a jovovel
kapcsolatban  kialakult bizonytalansdg 4thatja a  tovabbtanulassal, a
munkavallaldssal, a hazassaggal, a gyermekvallaldssal és mas kérdésekkel és
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problémakkal, jelenségekkel kapcsolatos dontéseiket, megneheziti az egyes
valasztasok mellett vald hosszabb tava elkotelez6désiiket, Kkitartdsukat és
felel6sségvallalasukat egyarant.

A differencialt csaladi hattér (a sziil6k iskolai végzettsége, az altaluk kozvetitett
értékek és mintak, az altaluk biztositott motivacio, 0sztonzés és orientacio, a csalad
anyagi és tarsadalmi helyzete) eltéré lehet6ségeket biztosit, s kiillondsen azon
fiatalok tarsadalmi mobilizaciéja szenved csorbat, ahol a csaldd kevésbé tudja
tdmogatni a fiatalok fejlédését, elémenetelét. A targykorben folyt vizsgalédasok
eredményeibdl egyértelmiien kiolvashatd, hogy a hazai fiatalokra - altalanosan -
viszonylag gyenge tarsadalmi mobilitas jellemzd.

Az elmult idészakban kidolgozott és bevezetett kompenzaciés intézkedések
hatdsara a fiatal korcsoportok koziil els6sorban a hazai egyetemistdk korében
végzett kutatasok - igy példaul a Tarki 2015. 4prilisi Omnibusz adatfelvétele szerint
- eredményei alapjan elmondhatd, hogy a magyar hallgatok jovoképe ma mar
inkdbb kedvezé, mint kedvezétlen. Altalanossagban azonban elmondhaté, hogy
kilonosen a jobb anyagi helyzetben él6, illetve magasabb iskolai végzettségl
sziil6kt6l szarmazo fiatalok jovéképe pozitivabb, ezért kiilonds gondot kell forditani
azon fiatalok tdmogatasara és Osztonzésére, akik nem rendelkeznek megfelel6
anyagiakkal és differencialt csaladi hattérb6l érkeznek.

A mai 15-29 éves fiatal korosztaly tagjai Strauss és Howe (1991) modellje alapjan az
un. ,csendes generacid” tagjaiként élnek, s ez a ,csendesség” tapasztalhatd az egyes
szocializaciés mezdkben, illetve kozegekben (csalad, iskola, munkahely, szabadidds
tevékenységek, ezen belill a kultdra, a sport és a médiafogyasztas, illetve civil
aktivitas stb.) magatartasukat, beallitédasaikat, hozzaallasukat figyelve. A ,csendes
generacié” altalanos karakterisztikajara jellemz6 a konformitas, a céltalansag és
bizonytalansag, a passzivitds egyarant, amelyeket a pécsi fiatalok korében végzett
kérdéives megkérdezés eredményei egyértelmiien visszaigazolnak. 6 lathatéva valt,
hogy a jelenlegi fiatal korcsoportok szabadidejét nagyobb mértékben urald
tomegmeédia jelentds mértékben kiszoritja a valédi értékeket hordozé kulturalis és
sportolasi tevékenységeket, az azokat megjelenitd feltételeket és lehet6ségeket.

Osszegzés

A nagymintashoz kérddives kutatasokhoz hasonléan a pécsi fiatalokra iranyuld
kutatas fontos tapasztalata, hogy a valaszadé fiatalok jellemzden kozépértékeknek
megfeleld, inkabb semleges valaszokat adtak olyan kérdésekre is, amelyek esetében
nagyobb mértékben differencidlhattak volna a valaszaikat, illetve viszonylag magas
aranyban volt tapasztalhat6 koriikben a valaszmegtagadas, illetve valaszelkeriilés (a
y,nem tudom” Kkategéridk valasztdsa). Mindez az emlitett ,csendes attitlid”
fokozo6dasat tiikkrozi vissza a fiatalok esetében.

A fogyatkozé l1étszamu ifjusagi korcsoport tovabbi csokkenésének megallitadsaban
jelent6s szerepet jatszhat a csaladok tovabbi tdmogatisa, megerdsitése, a
szliletésszam novekedése, a fiatalok és csaladjaik varosban valé letelepitése.

A fiatalokat érint§ problémdak vizsgalatabdl altaldnosan megallapithatd, hogy
problémaik kezelésében elsérendli szerepet jatszik a csaladi hattér. Mindezek
alapjan felértékelddik a sziil6k gyermekeik dnallésodasahoz valé tudatos, tamogaté

14



HUMAN INNOVACIOS SZEMLE 2017-2018/1.-2.

jellegli hozzajarulasa. Az emlitettek tekintetében jelentds kiillonbségek fedezhet6k
fel a mai fiatalok kozott, s megallapithatd, hogy azok, akik nem rendelkeznek
megfelel§ tamogatast és Osztonzést biztosité hattérrel, eleve komoly hatranyba
keriilhetnek, s tartésan megrekedhetnek a tarsadalmi mobilitds terén. Ennek
megfelelen a fiatalok varosban valé maradasanak zaloga a fiatalok tarsadalmi és
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YOUTH OF PECS - SITUATION OF YOUNG PEOPLE LIVING IN PECS

Gabor Juhasz

The primary objective of the social science research project, which was launched to
contribute to the Youth Policy Concept of the Local Government of Pécs, is to collect
data and information about the current living conditions, life situations and the
most important issues and problems affecting young people living in Pécs. These
issues and problems include education, training, leisure, independent living,
housing, employment, earning conditions and opportunities. The above mentioned
areas and categories have been determined based on previous domestic and
international research on the same subject.

The primary objectives included discovering the needs, ideas, goals, opinions and
suggestions of the city's youth in terms of the perspectives concerning their own
and the city’s future and development. The examination and analysis supported by
the research was carried out with the aim of getting a general, comprehensive
picture of young people in Hungary. Among other things, the results of previous
youth research focusing on the age of 15 to 29 years have been used. Based on the
results, factors and processes that have an impact on the educational, employment
and self-determination aspirations, as well as lifestyles, habits, and activities of the
youth age groups, have come to the fore. The characteristics of the environment
determining the living conditions, situation and opportunities for young people
living in Pécs were also examined as part of the research. The factors that determine
these were revealed by the research on the following topics: education, training
opportunities; various opportunities for spending leisure time (culture, recreation,
sport); the conditions of employment and earnings, including the opportunities for
young people to become entrepreneurs; transport infrastructure, transport
facilities; health and social services; trade, shopping opportunities; public offices,
administration process of offices; public utility services; the quality and availability
of public premises.

The results of previous research on this topic and the results of this study have also
shown that in the case of youth, complex interventions involving several partners
and actors can be successful. In doing so, it is necessary to provide young people
with the opportunities which help them become independent, self-sufficient,
responsible and well-informed adults with proper insight and judgement.

From the examination of problems affecting young people, it can be generally stated
that the family background plays a primary role in dealing with their problems.
Based on these, the conscious, supportive contribution of parents to their children's
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independence is appreciated. Considerable differences can be found among young
people today, and it can be stated that those who do not have the right support and
incentive background can be seriously disadvantaged and persist in social mobility.
Accordingly, it is a prerequisite for staying young people in the city to ensure the
integration of young people into the social and local sense with the help of complex
interventions.
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Abstract

This paper presents the main tendencies and today’s situation of women's
participation in the Hungarian labour market. After the political transition in 1989-
1990, employment levels have fallen and unemployment has risen, the general
participation rate of women in the Hungarian labour market is below the EU
average, women'’s social position has worsened. In recent years gender inequalities
have been reduced, although they remain in many cases. Women still do not
participate to the same degree as men in the labour market. The traditional role of
women is related to the family, thus they are often treated as secondary actors in
the labour market. The role of women in society and in the economy have been
changing in the past centuries. Within the framework of Hungarian employment
policy, women's employment as a separate policy issue emerged five years ago.
Increasing the economic activity of women is an important strategic goal for the EU
and for Hungary as well. Over the last decades, major initiatives have emerged.
Despite the projects to strengthen the economic role of women, the situation is not
considered to be acceptable and there is room for improvement.

Keywords: gender, employment rate, unemployment, labour market, gender
differences

Introduction

Recently, large amounts of research have been carried out in Hungary and
worldwide on the position of women in the labour market (CSEHNE, 2015). Why
increasing female labour force participation is a relevant topic in Hungary, and also
in the European Union and worldwide?

Population of European countries is aging, and productivity growth has declined. In
addition, the working-age population is expected to continue to shrink over the
coming decades. As a result, fewer people have been entering the labour market and
old-age dependency ratios are rising. Gender gaps in labour market participation,
especially in the case of senior positions are significant. Women participate less
actively in the European labour market than men. In 2014, only 89 women were
working for every 100 men of prime working age. Higher participation of women in
the economy can help support Europe’s economic performance. Gender equality in
the labour market is an important social objective and goal of development, because
it can bring significant macroeconomic benefits. First, increasing female
employment could compensate for the shrinking labour force. It can also help to
improve firm financial performance by involving women in senior management.
Figure 1 presents the main drivers and benefits of increasing female employment
(BROOKS et. al., 2016).
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Under communism, large number of Hungarian women entered the labour market,
which brought fundamental changes in family relations and women'’s roles. The
rapid increase in women’s employment modified the traditional allocation of roles
both in society and within the family (KONCZ, 1989). In Western Europe, though, at
the same time the opposite tendency was observed: women’s participation rate was
just 40% in the early 1980s in advanced European countries (BROOKS, et al, 2016),
while in Hungary it was 82.0% KONCZ (2000:27).

Figure 1: Drivers and economics benefits of raising female labour supply
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Although the present employment situation for women in Hungary seems to be
more favourable than it was in the past 27 years, on the basis of relevant research
and recent data it is still not satisfactory. (FEDOR and TOLDI, 2017). The Hungarian
labour market conditions are inflexible and insecure especially from the point of
view of women; the share of part-timers is very low. The disadvantages of women
are manifest in various ways. Female workforce plays a secondary role in the labour
market due to their traditional family role. Women often interrupt their careers for
childbirth and childrearing, and it is difficult for them to return to labour market.
(KONCZ, 2008). The traditional role of women is promoted by current leave and
other employment-related policies of Hungarian legislation. Maternity leave
legislation is extensive, the duration of leave (before and after birth) can be 24
weeks, but at least two weeks are obligatory. The maternity leave can be extended
to a period of up to three years. The starting date can be from four weeks prior to
birth up to the birth itself. Paternity leave was introduced in 2002, but fathers can
take only five days off in the first two months of the child’s life (KORINTUS-GABOS,
2016). One of the major disadvantages women experience is called the glass-ceiling
effect meaning that career advancement opportunities of women are limited. Since
employers tend to offer unfavourable conditions for them, women are employed at
the lower levels of the corporate hierarchy and they generally earn less than a man
in the same position. Opportunities for women to assert their interests are weak and
basically have worsened after the democratic transition (KONCZ, 2008).
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Materials and methods

After a short historical review, I present the main tendencies and the situation of
women's participation in the Hungarian labour market from the communist era
until the present day based on data of Hungarian Central Statistical Office and the
Eurostat database.

Results and discussion
Women's position in the labour market before the democratic transition

In the socialist era, similarly to former Soviet countries, female employment in
Hungary has become "full"; women's entry into paid work has changed the domestic
labour force supply and the balance between men and women. From 1949 to 1982,
the total number of employees increased by 917,000, while the number of female
employees grew by 1 055 000. The enhancement of female employment on the
supply side was a result of the low wage levels. Since wage of one person did not
cover the whole cost of the family, dual-earner family model was introduced. The
proportion of women has increased in almost all sectors and occupations (KONCZ,
1989). Despite the higher rates of female employment, the principle of equal
opportunity for women in the labour market has not been realized:

¢ Women have access to the least favourable segment of the labour market,
and their conditions and positions are difficult to change. they cannot make
progress from that segment.

e Their chances of improving their career interests are limited.
e Their vertical advancement is more restricted than men’s.

e Earning differences are typical of the whole of their career and increase
with age. Women are paid 70 to 80 percent of men's wages. (KONCZ, 1989).

LOKAR (2000) points out that in Hungary women's earnings grew from 65.5 percent
to 72.8 percent of men's earnings, which means that women's wages have increased
during this period.

The goal to establish full employment was achieved very rapidly. In 1980, 82.0
percent of women and 87.9 percent of men were employed or associated with
cooperatives (KONCZ, 2000). Figure 2 shows the number of employed persons by
gender (1941-1988), and it can be observed that female labour force is continuously
increasing, while in the case of male employment there is a shift in the opposite
direction (FOTI, 1989).
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Figure 2: Number of active earners by gender (in thousands of people)
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Women's position in the labour market from the democratic transition to the
present day

Hungary and other countries in the Central and Eastern European region have been
faced with a challenge unparalleled in history. Changes in the political and economic
systems are taking place at the same time. After 1989, Hungary entered a difficult
period: the transformation of society from a communist dictatorship to a democratic
society and from a state-centralized economy to a market oriented economy
(KONCZ, 2002). The economic and political transition was widely criticized. Joseph
Stiglitz called it “mismanaged” and he said that a neo-liberal, “one-size-fit-all”
conception was forced to the entire region. (BEREND, 2011). CEE countries have
suffered extremely the negative effects of the transition and the globalization:
changing patterns of trade; changing trade profile; falling employment; falling
GDP/NMP; wealth inequality. Even if the initial situation was similar in each CEE
country they have had a unique experience of transition (LOKAR, 2000). The main
effects on the labour market were:

e Decreasing employment: Firstly, workers above retirement age were forced
to leave the labour market. Labour legislation was changed, simplifying lay
off procedures, reducing the strictness of notice period regulations, and
introducing severance pay. Employers started to consider “less productive”
workers unneeded (for example inexperienced youngsters, workers from
ethnic minorities, women with small children, and disabled workers). Open
unemployment started to increase.

e Unemployment rates quickly reached double digits (LOKAR, 2000), which
was a new experience after the socially protective full employment idea.

In the opinion of KONCZ (2002) the transition fundamentally rearranged the
political, economic and family conditions of the country, the possibilities and
opportunities for women. She argues that it is difficult to estimate the effects of the
transformation, due to the complexity, variety and inextricability of the
interrelations. She agrees that the radical changes deeply affect the situation of
women (and men), their role in public life, in labour relations and in the family as
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well. The most essential elements of the transformation are: the democratisation of
society; the transformation of ownership relations; and the loosening of market
regulations. The core of the democratic system is to create and guarantee equal
social opportunities for the masses. The economic requirements of private property
were changed. The most obvious characteristic of change was the increased market
competition (KONCZ, 1996).

Figure 3 shows activity rates by gender between 1980 and 1998. The highest value
of women's economic activity (85.8%) exceeded that of men (84.7%), which was
unprecedented even in international comparison KONCZ, 2000). The bar chart
presents how the labour market has undergone a dramatic change after transition.
The level of employment has fallen. From 1986 to 1997, the number of active
earners fell by 1.28 million, 52 percent of whom were women (KONCZ, 2000). In
Hungary in the first half of the 1990s, women proved to be more successful in
retaining their jobs than men, but in the latter part of the decade, the situation
changed (LOKAR, 2000).

Figure 3: Activity rates by gender (1980-1998) (%)
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Figure 4: Activity rate by gender (1998-2016) (%)
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Figure 4 shows the activity rate by gender between 1998 and 2016. Both men’s and
women’s activity rates have improved during the examined period. In 2016, the
activity rate for men stood at 76,95 %, while the activity rate for women reached an
all-time highest level of 63.47 %. Figure 5 shows the development of the

24



HUMAN INNOVACIOS SZEMLE 2017-2018/1.-2.

employment rate for men and women since 1998. One of the most visible
characteristics is the constant employment rate gap between them.

Figure 5: Employment rate by gender (1998-2016) (%)
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Figure 6: Employment rate by gender in the EU-28 (2016; %)
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In 2016, the EU-28 employment rate for persons aged 20 to 64 stood at 71.1 %, the
highest annual average ever recorded for the EU. The Hungarian total employment
rate is similar, 70. 1%. The Europe 2020 strategy is the EU’s agenda for growth and
jobs for the current decade and it has a strategy target for employment: increasing
the employment rate of the population aged 20 to 64 to at least 75 % by 2020. The
best performing countries, Sweden, Germany and Lithuania record very high
employment rates for both genders. In every member state considerably lower
employment rates can be observed for women than for men. The worst situation for
women is in Greece, Malta and Italy (Figure 6).

The unemployment rate shows a more varied picture. According to the data of the
Hungarian Central Statistical Office, the unemployment rate was declining between
1998 and 2002. Until 2010 the number of jobless people increased year by year, but
this trend has turned since then, and the number of people in employment
continued to rise. Men’s unemployment rate was higher than women’s in most
cases, but the difference has diminished for today. The number of unemployed
people in Hungary dropped further to 5.13 % in 2016 (Figure 7).
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Figure 7: Unemployment rate by gender (1998-2016) (%)
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Source: Own editing based on data of the Hungarian Central Statistical Office (KSH)

Figure 8 and 9 show the differences by age groups between 1990 and 2016, based
on data of the Hungarian Central Statistical Office. It can be observed that after
transition (1998-2016) the number of young male and female employees (25-34-
year-old group) was decreasing, the number of employees from other age groups
was growing from year to year. The number of employed men is higher in almost
every category. The smallest difference in the number of employees by gender is
observed in the case of 45-54 year old people. Between 2004 and 2016, the number
of 50-54 year old female employees is higher than male employees of the same age.

Figure 8: Number of male employees by age group (1990-2016) (thousands of people)
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Figure 9: Number of female employees by age group (1990-2016) (thousands of

people)
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The rate of Hungarian women working part-time is significantly lower than the EU
average. The low part-time rate shows that women in Hungary tend to work full-
time or they do not work at all. The part time opportunities have barely changed for
women (Figure 10).

Figure 10: Part-time employment (2000-2016) (thousands of people)
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Source: Own editing based on data of the Hungarian Central Statistical Office (KSH)

Figure 11 and 12 show the employment rates of people according to their education
levels - less than primary school, primary school, technical school, secondary
school, secondary vocational school, higher education - between 1998 and 2016.

Figure 11: Male employees according to their level of education (1998-2016)
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Women have improved considerably in terms of education and schooling over the
past two decades. The secondary and partly the tertiary educational attainment of
Hungarian women is significantly higher than that of men. That means that highly
qualified women represent a huge potential for the Hungarian labour market.
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Figure 12: Female employees according to their level of education (1998-2016)
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Data of Hungarian Higher Education web portal (Felvi) confirm that each year
between 2001 and 2017 the number of female applicants was higher than male
applicants (Figure 13). This shows us that the qualification trend will probably not
change in the future.

Figure 13: Applicants for higher education by gender (2001-2017) (thousands of
people)
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Source: Own editing based on data of Felvi (Hungarian Higher Education Web Portal)

The Europe 2020 strategy sets out a target of increasing the share of the population
aged 30 to 34 having completed tertiary or equivalent education to at least 40 % by
2020, because educational attainment strongly influences labour market
participation. In 2016, 39.1 % of this age group in EU-28 countries and 33,0 % in
Hungary had completed this level of education (Figure 14).
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Figure 14: Tertiary education attainment by gender in the EU-28 (2016; %)
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Figure 15 shows the proportion of persons aged 30-34 having attained tertiary
education in percentage. All EU-countries, except Germany, recorded a negative
gender gap in tertiary education attainment. In 2016, this gender gap was -9.5
percentage points in the whole EU-28, which means that the proportion of 30-34
year old women had attained tertiary education exceeded that of men by 9.5
percentage points. The Hungarian gender gap in tertiary educational attainment is
higher, -13.2 percentage points.

Figure 15: Gender gap in tertiary educational attainment EU-28 (2016; p.p.)
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According to the statistical data firms do not make full use of the existing Hungarian
labour force potential. Despite domestic and international initiatives, women still do
not participate to the same degree as men in the labour market. After the political
transition women'’s social position has worsened, but male and female activity and
employment rates have improved during the two decades, although the gap
between the two sexes has not changed significantly. The part time job
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opportunities are still limited. Women have improved considerably in terms of
education, which means that highly qualified women represent a huge potential for
the Hungarian labour market.

”

SUPPORTED BY THE UNKP-17-4 NEW NATIONAL EXCELLENCE PROGRAM OF THE

MINISTRY OF HUMAN CAPACITIES”
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A NOI MUNKAVALLALOK HELYZETE A MAGYARORSZAGI MUNKAEROPIACON

Szabo Katalin

A tanulmany témaja a n6i munkavallalok jelenlegi helyzete és részvéte a
magyarorszagi munkaerdpiacon, valamint a kdzelmult folyamatainak elemzése.

A rendszervaltast kovetGen a foglalkoztatasi ratak csokkentek, a munkanélkiiliség
n6tt. A ndék részvételi ardnya a munkaerdGpiacon az eurdpai atlag alatt volt, a nék
tdrsadalmi helyzete romlott. Az elmudlt néhany évben a nemek kozotti
egyenl6tlenségek ugyan csokkentek, de sok tekintetben nem valtoztak lényegesen. A
nék tovabbra sem vesznek részt a munkaerdpiacon a férfiakkal azonos mértékben.
Mivel hagyomanyosan a ndi szerepek a csaladhoz kotédnek, gyakran masodendi
szerepléként tartjak 6ket szamon a munkaerdpiacon.

A magyarorszagi foglalkoztataspolitikdn belill a nék munkavallalasa 6t éve
jelentkezett el6szor onallo teriiletként. A nék gazdasagi aktivitdsanak novelése
Magyarorszagon és az Eurdpai Unidban egyarant fontos stratégiai cél. Ennek
érdekében az elmult évtizedekben jelentds kezdeményezések torténtek. A ndk
gazdasagi szerepvallalasanak erdsitését célzé projektek ellenére a jelenlegi helyzet
messze nem megfeleld és tovabbi jelentds fejlédésre van sziikség.

A statisztikai adatok alapjan a cégek nem hasznaljak ki teljes mértékben a
magyarorszagi munkaerében meglévé lehetéségeket. A  részmunkaidds
foglalkoztatasi lehetéségek még mindig korlatozottak. A ndi munkavallalok
iskolazottsagi szintje jelentGsen javult, ezért a magasan képzett néi munkavallalok
komoly potencidlt jelentenek a munkaerdpiac szdmara.
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Abstract

This paper analyses the labour market participation of women living in the
Northern Great Plain region in Hungary, in the context of global and Hngarian
employment trends. The article focuses on the attitude of women living in Szabolcs-
Szatmar-Bereg county, which has the worst economic performance in the region.

In Hungary, the negative impacts of the 2008 financial crisis started to diminish in
2013, as a result current Hungarian employment rate is only slightly behind the EU
average. Hungary is characterized by a large regional disparity in terms of
employment and unemployment. Within the North-Great Plain region, the indicators
of Szabolcs Szatmar-Bereg county are the worst. The unemployment rate is more
than twice as high as the national average, the employment rate is 6.5% percentage
points lower than the average. At both national and regional level the employment
rate of women is far below the employment rate of men.

Keywords: employment, labour market, regional differences, women

Introduction

The employment situation is getting increasingly better in Hungary. The positive
changes began in 2013 when the country started to get over the economic and
employment shock of the 2008 financial crisis. However, in spite of the positive
trend, the level of employment (KSH, 2016) and labour market mobiliy (Sebdk,
2015) are different in Hungary’s various regions and counties, and the gap between
the employment rate of women and men is constant. This paper focuses on the
people living in the North Great Plain region, which is disadvantaged in terms of
labour market. Besides mapping women's labour market engagement, I will also
discuss correlations with international employment situation. The newly
implemented measures to promote employment in the Hungarian family support
system will also be mentioned as women's employment opportunities and the
willingness to have children are in close connection. Finally, the results of my
research conducted in Szabolcs-Szatmar-Bereg county will be introduced. The
research focused on women raising young children. The article refers to the
available literature, previous research materials, as well as the relevant databases of
the Hungarian Central Statistical Office (KSH) and Eurostat.

The role of work in the lives of individuals and families

Work plays a central role in people's life. The most important factor is safety, which
includes all the factors listed below. Work means safety, first of all, because the
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income from work ensures the basic conditions of living. Those, who do not have
work, however, have to face the lack of several work-related services and benefits
(social security).

Unemployment can affect subjective well-being and physical health. According to an
international study, the risk of deteriorating health is 28% higher for an
unemployed person. The risk of health deterioration affects various age groups in a
different way; it is lower for elderly people, but much higher in the case of young
people. (Cooper et al, 2008) In my opinion, there is a significant relationship
between socio-economic status, health status and mortality rate.

The work-related income and the social environment provided by the workplace
also contribute to the individual's willingness to participate in those activities that
are common for most members of society.

The lack of the parents’ income, even if in an indirect way, has an impact on the
future performance of the child at school. According to Coleman (1996), one of the
three components of the family background is the financial capital that includes the
income and wealth of the family. Providing resources for purchasing devices and
different services helps children achieve better school performance. If the financial
capital is insufficient, it may have a negative effect on the child's performance at
school. There is no doubt that unemployment causes difficulties for people and
families in many areas of life.

Dual role as a protection factor?

According to sociological research on women's way of life and women's roles, the
role of women in society is highly complex. The spread of the dual-breadwinner
family model resulted in the emergence of the so-called "dual role", which refers to
women’s family (maternal) and the labour market roles (Spéder, 2001).

Dual role is also called dual burden in literature. It suggests that, in addition to the
employment of large numbers of women, the amount of their unpaid household
work and the time they spend on it has remained the same. To fulfil the expectations
of the dual role can be difficult. It might as well be the source of conflicts within the
family. However, according to Crosby (1991) being actively present on the labour
market and in the family at the same time has a positive impact on the self-esteem of
working mothers. In this case, the positive effect of the dual role on the individual
can be enhanced and it can develop further if one of the roles becomes dominant. In
the case of a temporary weakening of one role, tasks from the other can help to
avoid the feeling of being useless. Nguyen (2005) states that the released energy
returns when it is invested in another area of life (not in a financial sense). For
example, when the role of the woman having a child weakens in the labour market,
she will begin to concentrate on the family and the household. (Nguyen, 2005)

Thus, multipurpose engagement including paid work and unpaid work (household
chores, child rearing) is basically a difficulty but at the same time it can also be a
protective factor. This explains why the psychological burden of being unemployed
affects men more than women. "In the case of unemployed women household and
child rearing become the primary scene of life, time management and everyday life"

33



HUMAN INNOVACIOS SZEMLE 2017-2018/1.-2.

(Banfalvy, 2002: 100). Women'’s unemployment-related lower psychological burden
is due to their better self-esteem.

In addition, women tend to lose self-confidence less often, they appreciate usual
activities more, they can face problems more often and are generally more satisfied
than men. Cooper et al. (2008) also found that the adverse effects of unemployment
have a greater impact on men than on women. The risk of getting sick is four times
higher for men affected by long-term (over one year) unemployment than for
employed men. In the case of women, this difference is only 1.7.

In addition to research studies focusing on women'’s dual role, other studies point
out the difficulties men have to face in this issue. They argue that men take more
tasks, especially in relation with child rearing, from their partners. The same thing
cannot be said about housework. According to Voltz (2007), however, the
involvement of men in housework is often hindered by women, who try to defend
their private sphere. Spéder (2011) adds that income-related gender differences can
clearly hinder the quitting of the traditional form of sharing roles (Spéder, 2011).

Standing (2011) in his book titled "The Precariat” highlights that women's labour
market insecurity is getting more serious as a result of the contemporary
demographic challenge, namely aging society. Standing points out that the dual shift
has now developed to triple shift, which imposes additional burdens on women in
society. The first of the triple shift includes the tasks associated with the employee's
role. The second shift is related to household activities. The third one is taking care
of parents.

The theoretical background of women's work patterns

A number of factors influence success and lack of success on labour market. This
may include, for example the level of education, the type of the profession and the
sector it belongs to as well as the experience previously gained on the labour
market. Recent forecasts of status attainment studies (Altorjai and Rébert, 2006)
predict the decisive effect of education level when labour market opportunities are
limited. Until 2000, the activity rate of graduates was higher than that of the lower
educated groups (Scharle, 2008), however, there is no doubt that the unemployment
rate among highly educated people is still lower (KSH 2016). Women's employment
rate is below the employment of men, but this gap is narrower in the case of more
educated men and women. (KSH 2016).

In addition, a number of individual qualities, such as adaptability, learning,
acceptance of the organizational hierarchy influence success in the labour market. In
the case of high-status professions, the rate of female employees is surprisingly high,
which can be explained by the higher proportion of women in higher education, in
addition to the previously mentioned factors. (Fénai, 2014, 2016) However, it
should also be noted that at certain age or in certain family conditions unstable
labour market situation is more typical and getting into the labour market is more
difficult. Limited access to labour market due to childbirth can be mentioned here,
which evidently mainly affects women. The disadvantageous situation of women in
the labour market is not a recent phenomenon, and it affects not only Hungary.
Within the European Union there is a 8-9% gap between the employment rate of
men and women, although Hungarian labour force is characterized by even more
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serious differences. Despite the fact that the employment rate has been continuously
growing for at least three years, gender disadvantage remained on the same level in
2016. The employment of women is still 13% lower than the employment of men,
which is primarily due to the low activity rate of women raising young children.

It is important to increase women's labour market participation for various reasons.
Aging is a typical problem of Hungarian and European societies, so it would be
desirable to coordinate work and private life for the increase of the economy and
the sustainability of the pension system (Plantenga and Remery, 2005). In
connection with the increasing social reproduction and the willingness to have
children, it is also crucial to improve the employment situation of women.
Hungarian research studies have found a significant connection between the decline
in the number of children and labour market difficulties. Spéder’s (2001) large-
sampled, representative, longitudinal study revealed that among the members of the
children- and family-centric Hungarian society those, who are in reproductive age
would like to have more than two children. However, there is a difference of one
child between their plan and the number of children they actually have. It means
that, the willingness to have more children is an existing preference, but some
obstacles hinder its realization. According to Spéder (2001) having more children
has labour market obstacles. The research also revealed that only 29% of the
respondents were able to realize what they considered to be ideal. (Spéder, 2001,
2006)

International and national comparative studies emphasize the importance of the
employment support systems of countries in creating gender equality. One of the
major conclusions of the investigations is that these tools affect not only women's
participation in the labour market, but also their performance, but perhaps not in
the same extent. While there is no doubt that the means of the employment policy
influencing women's work have a positive impact on women's access to paid
employment, but at the same time they also maintain their disadvantages. Part-time
employment provides opportunities for work but it also contributes to gender
segregation. Reduced-time employment determines the extent and nature of work,
thus deprives women of a more reasonable wage and higher income. (Bardasi and
Gornick, 2008; Stier and Yaish, 2008) In order to achieve women's equal
opportunities in the labour market, measures to reduce incompatibility of paid work
and housework are becoming increasingly important. According to Stier and Yaish
(2008), these measures work as a "double-edged sword" in terms of women's equal
opportunities in the labour market. According to them researchers dealing with the
subject represent two different approaches. Some of them (Esping-Andersen, 1990;
Stier and Yaish, 2008) argue that these measures definitely have a positive impact
on women's participation in the labour market as well as family responsibilities and
their combination. The others (Bardasi and Gornick, 2008) think that they
contribute to the preservation of women’s disadvantage in the labour market. These
measures relate women to jobs that offer unfavourable payment and limited
opportunities of promotion, which reinforce the employers' discrimination and
hinders women's access to jobs offering better career advancement and it keeps up
the employment gap between men and women.

Occupational activity has different significance for men and women. The majority of
women emphasize the priority of the family and all their other activities are less
important. Having this attitude depends on which social group they belong to.
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According to Nagy (1997) "even the career-centered, Hungarian female economic
managers who carefully build their career, do not hesitate when they have to choose
between childbirth or to build a professional career.” This is also supported by the
fact that the percentage of Hungarian women who live without children voluntarily
is 6%. (Spéder, 2015) However, it can be considered as a general trend that the
majority of young people do not have more than one child and they usually interrupt
their employment for a very short time. This is also confirmed by the findings of the
study [ carried out in a county in Hungary: 87% of the participants thinks that
women raising young children have to stay at home for three years after childbirth,
yet 56 % of them return to the labour market earlier.

Women's higher education level and occupational status have a positive impact on
their return to the labour market. A very high proportion of female leaders and
intellectuals return to work during the first three years of the maternity leave as
compared to lower ranked intellectuals and unskilled female employees (Bukodi
and Roébert, 1999). Women of a more favourable social position tend to preserve the
continuity of their career, as the interruption means "opportunity cost". The
occupational and professional ambitions of women who invest more in knowledge
can be hampered by the prolongation of the time they spent at home, as this period
destroys " the human capital that is mostly related to the occupational career
(special qualifications, knowledge, relationships)" (Bukodi and Rébert, 1999: 222)

Labour market success often occurs at the expense of family balance. The dual
burden of women can be mentioned as a major obstacle to women's labour market
career. Dual burden means the role of a housewife and raising of children in
addition to working (Nagy, 1997). People's career motivation is varied and it
depends on several factors at the same time, including different demographic
factors (age, gender, marital status, number of the dependents), education, the
position in the labour market hierarchy, accumulated work experience.

Women's career choices are primarily influenced by emotions and values, men are
more likely to choose a career on the basis of interests (Koncz, 2005). It is
confirmed by Fényes (2010), who intended to find out the motivation of the choice
of students in tertiary education. "Emotional determination is an advantage in
family, friendly relationships, but it is a disadvantage in workplaces and in the
labour market. According to surveys, many people do not like to work with female
managers because they feel they are driven by their emotions "(Koncz, 2005: 69).

'What are the problems that segregation causes?’ asks Frey (2009). On one hand,
gender segregation hampers the normal functioning of the labour market. On the
other hand it disrupts the equilibrium of the labour market and leads to further
inequalities.

International situation

Before the political change of 1989-1990, the employment rate of the Hungarian
women exceeded the average of the EU Member States. However, the change of
regime brought forth dramatic processes in the labour market. As a result of the
political and economic changes at the beginning of the 1990s, the proportion of the
employed men and women decreased dramatically which resulted in a steady
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increase of the number of inactive persons. Consequently, at the beginning of the
1990s the employment in Hungary dropped to three-quarters of the previous years.

This unfavourable employment situation remained continuously until 2014. From
2000 to 2013, the difference between the Hungarian employment rate and the EU
average was between 6% and 10%. (KSH 2016). Women’s low employment rate is
responsible for a significant part of the lag, which almost reached 9% in 2008.
Starting from 2003 the difference between the employment of women and men
decreased to 3% and one year later to 1.7%. In 2016, the employment rate of the
Hungarian women was only 1.2% behind the EU average. Thus, the change in the
Hungarian employment situation has significantly improved the position of the
country in the international context. The latest (2015) data show a 9% increase
compared to the 55% percentage in 2009. This performance is not only to be
recognized only in the EU, but also at Eastern European level.

Chart 1
Employmen rate in the European Union, 2009, 2015
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The chart above illustrates Hungary's increasingly favourable employment
situation, which was almost 64% in 2015. However, in several other countries, such
as Germany (74.0%), Norway (74.5%), Denmark (73.5%), Sweden (75.5%) the
employment rate was almost 75% in the same year. The data of the “Visegrad Four”
member states (Cooperation of four Central European countries: Czech Republic,
Poland, Slovakia and Hungary) are the best in the Czech Republic (70.2%), while
Poland (62.9%) and Slovakia (62.7%) slightly lag behind Hungary. However, since
the worst period between 2009 and 2015, the greatest improvement in the
percentage of employed persons took place in Hungary (8.9%) and Malta (8.6%).

Latvia is the third with 7.8% increase. In Greece (-10%), Cyprus (-6.3%), the
Netherlands (-2.9%), Croatia (-3.6%), Portugal (-2.2%), Spain (-2, 2%), Slovenia (-
2.3%), though, the change was negative. Hungary is in a more favourable situation
when comparing the number of employees to the active age population. In this
relation, Hungary has an employment rate of over 70%. (KSH 216, Eurostat 2016)
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The Hungarian increase can be explained by the combined effect of several factors.
Scharle (2016) mentions three main reasons. In his view, the improvement of the
education of the Hungarian population, the policy measures and the improving
general economic situation have changed the employment indicators.

Chart 2

Employment rate of the 15-64 year old population by gender in 2009
(percentage of the total population)
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The difference in the employment of women and men can be considered as a
European phenomenon. In the European Union, in 2016 there was a 10.5%
difference in the gender distribution of employment. This was 1.7% less than it had
been in the 2009 economic crisis. In certain countries, though, the employment level
of men and women was almost the same (Figure 2). The difference was 3% or less in
Norway, Finland, Sweden, Lihuania, Latvia. The most striking differences were in
Malta (25.6%), the Former Yugoslav Republic (19.4%), Italy (18.4%), Greece
(17.7%) Romania (16.4%), the Czech Republic (14.9%, Slovakia (13.1%), Poland
(12.9%), and in Hungary (12.8%). (Chart 3)

This large difference is even more interesting because, although the numbers vary,
depending on the country, the average of the change in women's percentage was
higher (3%) than that of men (1.3%). This refers to the improving labour market
situation of women, which is also confirmed by the fact that the employment
difficulties emerging from the financial crisis primarily affects men. Massive gender
differences exceeding the EU average can be seen in the countries of Visegrad Four,
however, the position of Hungary is relatively the best among them. (Chart 3)

Based on these facts of the international situation, it can be stated that the post-
crisis employment boom affected women in a higher proportion in average yet their
lag from men was still significant even in 2016.
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Chart 3
Emloyment rateof the 15-64 year old population by gender, in 2016

(percentage of the total population)
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The lower employment rate of women is related to their gender roles. From the
beginning of a certain stage of life, priorities related to the labour market and
private life are transformed. Focusing on their family-related roles means a
disadvantage concerning their role in the labour market. And this disadvantage
increases proportionally with the number of children.

Chart 4 contains the employment rate of mothers based on the number of children.
The data clearly shows that in nearly all member states the percentage in the
employment of women without children is better than the percentage of women
raising children. In addition, there is no significant difference between the
percentage in the employment of women with one and two children. The number of
children a woman has clearly changes her position in the labour market. This is the
most significant in the case of women with three or more children. The percentage
of women’s employment is the lowest in Malta (45.9%), similarly low as in Hungary
(44.9%). Compared to most member states where the percentage is the most
favourable (Denmark with 80.5% and the Slovenia with 76.5%) and the average of
the EU27 (55.8%), the low percentage of Hungary is striking. It should be noted that
in Slovenia parents on childcare leave are regarded as employed. So, all things
considered, having more than two, three year old or even younger children has
obviously a negative impact on the employment rate of women.

Chart 4 confirms the labour market disadvantage of women with three or more
children. In international comparison with other EU Member States the situation of
women raising three or more young children is worse only in the former Yugoslav
Republic of Macedonia and in Bulgaria than in Hungary. In 2014 Hungary was
among the countries where the situation was the worst.
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Chart 4
Employment rates of 25-54 year old women by number of children in 2014
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Having children vs/and being employed

Low female employment rate and the difficult labour market integration of women
raising young children made the policy makers focus on possible solutions. The
more and more alarming demographic trends, primarily the decline in the number
of children, are closely related to labour market difficulties. Although a strong child-
and family-friendly way of thinking can be experienced in the wide range of
supports related to long-term child care leave, however, it has become apparent that
discontinuity of work for a long period undermines the employment opportunities
of mothers.

As a result, since 2014, the Family Support measures promoting employment have
been expanded and the new legal environment has broadened the range of
beneficiaries. New benefits include student child care allowance, multiple child care
benefits, allowances that can be claimed by parents who are raising twins, as well as
working while being on Maternity Grant?/ Child Care Allowance3. The two main
goals of introducing these measures are to stop the negative demographic trends
and to promote the employment of women raising young children.

Thanks to the students’ maternity grant women, who have children during their
higher education studies or one year after their graduation become eligible for a
higher amount of childcare leave. Prior to the implementation of this grant, having
children immediately after graduation was not a realistic perspective for young

2 Maternity grant (GYED): mothers with health insurance are eligible to get this earnings-
related monthly allowance. Currently it is available until the child turns two years of age. Its
amount is equivalent to the 70% of the daily average earnings.

3 Child benefit/child care allowance (GYES): The father or the mother is eligible to get it until
the child turns three years of age. This allowance is not insurance-related, the amount is fixed,
independently of the income.
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graduates, primarily for financial reasons. Instead of having a child after the
graduation they usually spent a few years in the labour market in order to be
eligible for a more reasonable support, and most of them had children afterwards.
As a consequence, the age of giving birth to the first child prolonged even further,
which significantly influenced the number of further children. Currently, Hungarian
women are 28.4 years old on average when they deliver their first child. (Chart 5)

Chart 5
The average age of women at the time of their first child, 1990-2015
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The underlying reason for the implementation of more allowances that can be
claimed after having multiple children and twins is that the household's financial
burden grows with the increase in the number of children raised in the family. The
loss of income is related to having many children and the absence from the labour
market. The aim of implementing additional forms of support is to compensate for
the labour market 'opportunity cost’ due to having more than one child. As a result,
having children is no longer considered to be a labour market and financial risk for
the families. The long-term benefit of these measures will hopefully manifest later,
in the growth of the number of children. The flexible regulation of working during
the time of maternity grant/child care allowance is also to reduce the loss of income,
as well as the risk and the uncertainty associated with long-term absence from
work. The main improvement in the regulation is the revision of the time limit of
paid work during childcare leave. According to this, full time work is now allowed
during maternity grant/child care allowance, from the time when the child turns six
months old. Earlier only part-time employment was allowed after the child became
six months (or later one year) old. The loosening of the restrictions means a
significant financial benefit for families. In addition to family support relating to
raising children, families can also get income from paid work. In this sense, from
2014, families with children can have double benefits, reducing the financial risk
due to childbirth. There is no available data yet on the effects of the benefits as only
three years have passed since they were introduced. Even if there is data related to
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the use of the newly introduced measures, the actual effects will turn out only in
medium or long term. It should be noted that although these benefits contribute less
to the balance between family and work, they are likely to reduce the income loss
resulting from the conflicts of child-rearing and employment, which is referred to as
the main cause of not having multiple children.

The situation in Hungary regarding the quality of employment, the conflict between
having children or being employed and the education level of the mothers shows a
very strong territorial variation in Hungary. In the next part of this paper one of the
most disadvantaged Hungarian regions, namely the North Great Plain region will be
introduced according to the dimensions presented above, with the focus on
Szabolcs-Szatmar-Bereg County.

Introduction of the North Great Plain Region

The North Great Plain Region is the second largest and most populous region in the
country, located in the north-eastern part of the Great Plain. It has more than 300
km long border with three neighboring countries: Slovakia, Ukraine and Romania.
(KSH, 2017; Racz, 2017). The territory of the region is 17729 km2, which accounts
for nearly 20% of Hungary's territory. Its population is 1.468 million. (KSH, 2017).
The region includes Jasz-Nagykun-Szolnok, Hajdu-Bihar and Szabolcs-Szatmar-
Bereg counties. The Northern Great Plain Region is one of the most disadvantaged
Hungarian regions, and this is apparent from the economic activity indicators. While
the unemployment rate in Hungary was 4.3% in the first half of 2017, in the region it
was higher than 7%. Among the three counties of the region Szabolcs-Szatmar-
Bereg has the worst percentage (8.8%). It is one of the reasons why the data for
studying the employment attitudes of women raising young children were taken
here. The results of this research will be presented at the end of this paper.

Regional situation in national context

The 2008 financial crisis caused a fatal change in the developed countries. The
collapse of the financial market had a direct impact on the labour market. The
Hungarian employment indicators were extremely low at the time of the political
change after the 2010 elections. The employment rate fell below 55% by 2010. This
was 2.5% lower than four years earlier. The unemployment rate grew by nearly 4%
over the same period, and by 2010 it grew over 11%. The labour market crisis
started to decline from 2013, then the employment rate exceeded 58.1%. In the
following period, largely due to the active means of the labour market policies, the
trend that began in 2013 developed further and the latest (2016) data show a 66.5%
employment rate.

According to Hungarian surveys the favourable trend is due to the public work
programs that were implemented for the unemployed. Without them the
employment rate would probably be lower. However, one thing is worth
mentioning: there are small settlements where the wages provided by public work
are the only available source of income, thus, it is vital for families. It is typical to
certain settlements in Szabolcs-Szatmar-Bereg county. On the other hand, the
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amount of income obtained from public work is significantly less than the earnings
in the open labour market.

There is a large territorial difference in Hungary in terms of employment and
unemployment, similarly to the international tendencies. The most underdeveloped
counties are Szabolcs-Szatmar-Bereg, Hajdu-Bihar, Borsod-Abauj-Zemplén, and
Négrad, while the most developed ones are Gyér-Moson-Sopron, Vas, Fejér and Pest.
Regarding the regions, the Northern Great Plain (9.3%), North Hungary (6.3%) and
Southern Transdanubia (6.2%) are affected the most by unemployment, while
Western and Central regions in Transdanubia (2.6% and 3.0%) have lower
percentage of unemployment. In addition, there are considerable differences within
each county, which can be attributed to the accessibility due to the lack of adequate
infrastructure. (KSH, 2016)

The reduction of territorial disparities is difficult, since the least educated people
usually live in the counties where the situation is the worst.

Based on statistical data (Chart 6), the employment indicators in the North Great
Plain region are worse than the national average. The difference is 4.5%. On one
hand this is due to the geographical location of the region, but on the other hand it
can be explained by the fact that Szabolcs-Szatmar Bereg county is one of the
counties of the region that is the most affected by employment difficulties. In 2016,
Northern Hungary was the only region with lower employment rate (61.8%),
although the difference was only 0.2%.

There are similar data in South Transdanubia (62.2%). It is important to note that
while in 2014 the South Great Plain Region was characterized by nearly the same
employment data as the Northern Great Plain, two years later it already belonged to
the regions with somewhat more favourable conditions. The employment gap
between the two regions has increased from 2.4% to almost 4% within two years.
The regions with the best labour market indicators include Central Hungary
(70.8%), Western Transdanubia (68.9%) and Central Transdanubia (68.4%).
Moreover, there is no doubt that the regional employment situation has improved,
since the employment rate has increased by 14% between 2009 and 2016. (KSH,
2016)

The unemployment rate of the region is 4.2% higher than the Hungarian average,
which is 5.1% There are significant unemployment disparities within the region, as
the unemployment rate of Jasz-Nagykun-Szolnok county (6.5%) only slightly
exceeds the national average while the unemployment rate of Szabolcs-Szatmar-
Bereg county is nearly twice as high (11,6%), which is the worst nationwide.

These data show that there has been an improvement in the employment indicators
of recent years, but the increasing demand on the labour market does not affect the
Hungarian regions to the same extent. It should also be mentioned that the
increased demand for labour should be considered a positive change, although the
demand and supply disparities cannot be ignored.
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Chart 6

Employment/Activity/Unemployment rates of counties in the North Great Plain
region, among people between the age of 15-64 (%) in 2016
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Based on the latest data of regions, the disadvantages revealed by employment data
of Northern Hungary, South Transdanubia and Northern Great Plain regions are
apparent. Regarding age groups, the difficulties of the 15-19 and the 20-24 year-old
population are significant. Studying gender distribution the disadvantage of women
can be seen. Looking at the employment and unemployment situation by gender, the
following can be seen in relation to the examined region.

Women and men in the labour-market

The difference between the employment of women and men can be observed both
at national and regional level. On a national average the employment rate for both
sexes is growing, however, men’s data shows a faster growth, compared to the
lowest indicators measured in 2009, is 12.3% for men and 10.6% for women. The
gap between the two sexes was 12.8% in 2016.

The employment level of the region are below the national level. The employment
gap between men and women in the region is 11.7%. It is also apparent that the
employment of men in the region is 5.1% and that of women is 4% less than the
national average. Compared to the best-performing region (Central Hungary), the
difference between the employment rate of men is 9.7%, while it is 7.6% in the case
of women. It should also be noted, that, compared to the worst year of the crisis, the
labor market opportunities of women living in the Northern Great Plain increased
by 13.2%, while this increase regarding men is 14.7%. (Chart 7)
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Chart 7
Empoymen rate by gender, between the age of 15-64
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The data show differences in both the unemployment rate and in the level of
employment. The only exception is the national indicator regarding women and
men, the difference was negligible 0.1% in 2016. Even on regional level the
difference is insignificant: merely 0.5%. There were no significant differences at the
peak of the occupational crisis in 2009, however, it is clear that, compared to the
previous three years, men had to face a more negative trend at national and regional
levels, which confirms that the employment difficulties emerging from the financial
crisis had a more serious effect on men. The average of the improvement taking
place in the following years was 5% at the social level. (Chart 8)

Chart 8
Unemployment rate distributed by gender, betweeen the age of 15-64
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In summary, the employment situation including the economic activity and the
unemployment of people living in the North Great Plain, is one of the worst in the
country while among the counties of the region the disadvantage of Szabolcs-
Szatmar-Bereg county can be observed.

The weak economic activity can be in connection with the level of educational
attainment of the county’s population. As compared to national average, in Szabolcs-
Szatmar-Bereg County, which belongs to the North Great Plain Region, the data on
highest level of education of the population in the 25-50 age group is the worst.
(Varga 2015) (Table 1) In terms of gender distribution the situation of men is
considerably worse. (Laczay-R Fedor 2017) The income poverty and the education
level of parents correlate strongly with each other. The lower qualifications the
parents have, the more probable it is that the child will grow up in poverty. (Varga
2015) Another problem is that the family model associated with schooling will
probably be passed on, thus the employment problems arising from undereducation
are being reproduced.

Table 1

The educational attainment of the population in Szabolcs-Szatmdr-Bereg county in the
25-50 age group

Maximum primary school 24,8%
Technical school 28,8%
Final exam in secondary school 27,5%
Higher education 18,9%

Source: Varga 2015.

The improvement in the education of the labour force supply can be a solution, but
it is difficult to change the situation significantly in the short term, as educational
reforms primarily affect young people at the beginning of their career. (Csillag
Edition 2015)

The integration of the low-skilled jobseekers is virtually impossible to the open
(primary) labour market. The largest proportion of permanently unemployed
people has low level of education. Long-term unemployment increases the risk of
poverty and it mainly affects families with young children. 14 Out of 100 Hungarian
children live in families in which one of the parents is unemployed, in the case of
two-year-old or younger children this figure is 24%. In the Northern Great Plain, in
40% of the families with two-year old and younger children one of the parents does
not work (Bass et al., 2008).

Employment attitudes of women with young children living in Szabolcs-
Szatmar-Bereg county

The last part of the study presents some of the results of the research conducted in
the most disadvantaged county of the North Great Plain Region.
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The study interviewed women who are raising young children about their labour
market situation, whether they have experienced disadvantages in the labour
market due to raising children and what kind of working conditions they would
consider to be ideal for themselves.

Based on the desired working conditions, women with young children were asked to
select the most important and the least important three from the listed factors.

Table 2

Expectations regarding working conditions (N = 427)

The most important (%) The least important (%)
Salary 70.7 2.3
Working time that fits the 489 75
nursery/kindergarten schedule ' '
Flexible working time 22.2 15.9
Distance of the workplace from 201 279
home
Distance o.f the workplace from 12.2 23.4
nursery/kindergarten
Sick leave when the child is ill 48.0 3.3
Opportunity for professional 9.8 342
development
Opportl.mity for career building, 5.2 447
promotion
Job security 45.9 2.8
No stress 13.3 15.9
No compulsory overtime 8.0 29.5
Interesting job 5.6 333
Good atmosphere at the workplace 13.8 11.7

Source: own survey

Salary is the most important factor for about 70% of female respondents. For nearly
half of the respondents the most important factors were that the beginning and the
end of the working hours should correspond to the opening hours of the nursery /
kindergarten and to be able to be on sick leave when the child is ill. Job security is
also of great importance. Less important factors include flexible working hours and
favourable location of the workplace (the workplace should be close to their home).
The importance of the location depends on whether the respondents live in villages
or towns. Mothers who live in villages consider this aspect more important than
those who live towns or cities. This can be explained by the different infrastructural
conditions. The least important factors include how interesting the job is, career
development and promotion opportunities as well as the chance of the professional
development.
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It is obvious from the results that with regard to the circumstances and conditions
of employment, most of the respondents think that salary is the most important
factor as well as having a working environment that fits well to the changed family
situation. The factors judged as the least important reveal that most of the
respondents are characterised by low level of professional ambition, primarily those
who have low qualification level. The correspondence between kindergarten /
nursery and working time was ranked by every second person with a degree as one
of the most important factors. Opportunities for career development were the least
important for 50% of those who completed only 8 classes of the primary school and
48% of skilled workers. For those who completed high school and respondents with
a degree this factor earned 35-30%. There were similar differences in judging
professional development and promotion possibilities. 70% of the respondents
emphasize the importance of wages, which shows that the primary motivation to
work for women raising young children is financial constraint. The personal
ambition to work or the desire for professional development matters only to a small
percentage, at least in the family life cycle studied by the research.

At present, the proportion of people who work in atypical worktime is low in
Hungary despite the fact that several Hungarian and EU recommendations support
it as the most important condition of creating balance between family and work. The
question ‘'What kind of working model would women raising young children consider
to be ideal’ is primarily connected to worktime issue. In accordance with previous
expectations, the traditional 8-hour working time was regarded ideal by only 12.5%
of the total sample. The percentage of those who chose telework was even lower
(3.5%). Employment in flexible working time was the most desirable form of
employment. Part-time work was the second most popular working model, but not
the best one. Sixty percent of women chose flexible worktime, while only 20% of
women said part-time work would guarantee the most ideal schedule for mothers,
which means they think they could perform similarly at their workplace and at
home as well.

The low percentage of those who regard part-time employment ideal is surprising in
the light of previous research results, which revealed that most of the mothers
raising young children (Sziics 2005; Frey 2002) would prefer to have part-time job.
This can be explained by the fact that the less income due to shorter working hours
cannot be afforded by the majority.

In addition, fixed-time, eight-hour working time is not ideal for creating balance
between working and family life. This explains the popularity of flexible working
hours, which does not cause a loss of earnings, and people can freely decide when to
work within the defined eight-hour working time, which will be of great help to
mothers if they need to adapt to nursery / kindergarten opening hours. Overall, it
can be clearly stated that the major part of the respondents emphasizes the priority
of atypical forms of employment.

Respondents with low level of education would choose part-time jobs, while skilled
workers, women who graduated from high school and women with higher
education degree would prefer flexible working hours. The responds show a
correlation of the number of children and the preference of traditional or atypical
forms of employment. Part-time work would be preferred by mothers with three or
more children. One quarter regard it to be the most ideal working time. However,
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fewer than 12% of respondents raising less than three children believe that this
type of work would be the best for mothers.

Thus, twice as many mothers with three or more children would choose part-time
work than regular 8-hour working time, which can be explained by the fact that not
only the flexible working hours are important for them, but they also consider it
important that the number of hours spent on paid work should be lower than eight
hours a day. Thus the saved extra time can be spent on raising children and
household duties. (Table 3) This is in accordance with the neo-classical theory of
human capital, according to which women with more children prefer activities that
suit better to the use of time related to child rearing.

Table 3

Working patterns that are considered to be ideal by mothers, grouped on the basis of
the number of children (%), (N = 427)

Number of children

1 2 3 and more Total
8-hour working time 13,5 11,7 11,1 12,6
Part time job 19,7 17,8 25,0 19,4
Flexible working time 57,2 65,5 52,7 59,7
Telework 3,9 2,5 5,6 3,6
Does not know 2,2 1,9 11,1 2,1
No respond 3,5 1,1 11,1 2,6
Total (%) 100,0 100,0 100,0 100,0

Source: own survey (Fisher’s p= 0,047)

The preference of flexible working time was typical for all three groups regardless
of the number of children. However, while comparing the proportion of the
respondents, it was found that the proportion of mothers with only one child and
mothers with three and more children who chose flexible working hours is nearly
the same. Flexible working time was considered the most appropriate atypical form
of employment by 65.5% of mothers with two children. This shows 8% and 12%
difference compared to the opinion of women with one and three or more children.

The research results also show that women, while trying to create balance between
family- and employment-related roles, would largely rely on the help of their
partners, especially in child rearing and housework activities.

Summary

This present study introduced the labour market situation of women in the North
Great Plain region, in one of the most disadvantaged regions of Hungary. The article
focused on the international and national characteristics as well as the significant
employment differences. Within the region, the disadvantage of Szabolcs-Szatmar-
Bereg county is significant. This is the reason why the research focused on the
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labour-market role of women living in this county. The disadvantageous situation of
women on the labour market is primarily due to the family life cycle impact.

Having children, and number of children significantly influence the employment
status of the mothers. In terms of the expectations about the working conditions the
financial factor has been given priority. The second most important factor is the
work environment that can adapt to the changed family circumstances and enables
the employee to give priority to child rearing. Factors related to professional
ambitions can be found at the end of the ranking. It indicates that building a working
career is of secondary importance in the life cycle when women raise young
children. This attitude is reinforced by the fact that the majority of women considers
flexible working time the most ideal form of employment.
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AZ ESZAK-ALFOLDI REGIOBAN ELO NOK MUNKAERO-PIACI SZEREPVALLALASA
R. Fedor Anita

A nemzetkozi és hazai foglalkoztatdsi trendeket figyelembe véve a tanulmany
bemutatja az Eszak-alf6ldi régidban él6 n6k munkaer6-piaci helyzetét.

Magyarorszagon a 2008-as pénziigyi valsag negativ hatisai 2013-t6] kezdtek
enyhiilni. Ennek eredményeként a foglalkoztatasi helyzet egyre kedvez6bb képet
mutat, mara a magyarorszagi foglalkoztatasi rata csak kis mértékben marad el az
unids atlagtol.

Az orszagot a foglalkoztatas és a munkanélkiiliség tekintetében jelent6s regionalis
egyenl6tlenség jellemzi. Eszak-Alfoldén Szabolcs-Szatmar-Bereg megye gazdasagi
mutatoi a legrosszabbak. A munkanélkiiliségi rata tobb mint kétszerese az orszagos
atlagnak, a foglalkoztatasi rata az atlagtél 6,5 szazalékkal marad el. Orszagos és
regiondlis szinten a ndék foglalkoztatdsi ratdja messze elmarad a férfiak
foglalkoztatasi aranyatol.

A gyermekvallalds és a gyermekek szama jelentdsen befolydsolja az anyak
foglalkoztatdsi mutatdit. A nék hatrdnya a munkaerdpiacon elsésorban a csaladi
életciklus hatasanak készonheté.

A gyermeket neveld6 nék munkakériilményekkel kapcsolatos elvarasait feltard
regiondlis empirikus munkdm eredménye alapjan megallapithat6, hogy a
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munkakoriilményeket befolyasol6 tényezdk koziil a pénziigyi feltételek (munkabér)
bizonyultak a legfontosabbnak. A masodik leglényegesebb tényez6 olyan
munkakornyezet, amely alkalmazkodni tud a megvaltozott csaladi kériilményekhez,
és figyelembe veszi a gyermeknevelés elsédleges szerepét. A szakmai ambicidkkal
kapcsolatos tényez6k csoportja a rangsor végén taldlhaté, ebbdl arra lehet
kovetkeztetni, hogy a karrierépités masodlagos abban az életciklusban, amikor a
nék gyermekeket nevelnek. Ezt tAmasztja ala az is, hogy a n6k hatarozott tobbsége a
rugalmas munkaid6t tartja a legmegfelelébb foglalkoztatasi formanak. A
munkakoriilményekkel kapcsolatos elvarasokat a gyermekek szama és az anyak
iskolai végzettsége, a partner jelenléte, annak gazdasagi aktivitdsa és iskolai
végzettsége is jelentésen befolyasolta. Az eredmények a néi prekariatus jelenségét
hangsulyozzak.
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Abstract

In recent years, a number of changes have occurred in the construction industry in
Hungary which had adverse effects. Some of the causes are: the shortage of
professionals, the low prestige of construction work and the lack of adequately
trained workforce. In addition, the migration of construction workers has
immensely increased both within the country and in Europe. The purpose of my
study is to examine the causes of the migration of professionals in the construction
industry and the effects it has on economy. I will present the opinion of construction
company leaders and workers as well.

Keywords: Construction sector, labor migration, professionals, skills shortage,
economic effect

Introduction

Since 2008, the number of people employed abroad has started to increase rapidly.
This affects various segments of the economy including the labor market, savings,
the balance of the budget, social cohesion, current growth and growth prospects as
well.

Because of the explosive increase in the number of emigrants, it is important to
examine the expected consequences of higher mobility on the economy. According
to statistical data, the phenomenon of people commuting with the purpose of
working abroad is mainly increasing among those with secondary vocational
qualifications, especially those working in the sectors of construction, catering and
hotel services. When categorized by age, the majority of them are from younger
generations. For the time being, the actual effects of emigration on wages,
productivity, growth and sustainability are difficult to calculate, as these partly
depend on the future rate of emigration, as well as on the rate of workers returning
to the domestic labor market from abroad (BODNAR and SZABO, 2014).

In my study I intend to examine the migration of professionals in the construction
industry within and outside Hungary, as well as any possible causes, characteristics
and consequences.

1. The opinion of people working in the construction industry on the shortage
of skilled professionals

The rate of skilled professionals in the construction industry is consistently
growing. A number of research and study examines its causes, consequences and
effects. In addition, there have been surveys revealing the views of workers in the
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sector, from the aspects of employers and employees as well. The results of the
survey conducted in 2011 among the leaders of construction companies are shown
in the diagram below.

Figure 1: The opinion of leaders of construction companies on the shortage of skilled
professionals in 2011.

Are you concerned about the shortage of
skilled professionals? (2011)

As shown in Figure 1, in 2011 (3 years after the start of the rapid change) only 51 %
of the leaders of construction companies were concerned about the shortage of
skilled professionals. The survey was carried out again in 2017, the figure below
shows the results of the repeated survey.

Figure 2: The opinion of leaders of construction companies on the shortage of skilled
professionals in 2017.

Are you concerned about the shortage of
skilled professionals? (2017)

Figure 2 clearly shows that by 2017, the company leaders were increasingly
concerned about the shortage of skilled professionals. During the survey, 82% of
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them answered yes to the question whether they were concerned about the
shortage of skilled professionals, which is 31% more than the ‘yes’ answers from the
survey six years before, in 2011.

In addition, there were surveys carried out among skilled workers in the sector as
well. The survey conducted by J6Szaki.hu webpage asked 20,000 skilled workers in
the construction industry about their experiences regarding the shortage of skilled
professionals. The main results of the survey were as follows:

— In Hungary, almost all businesses in which the senior craftsman is not
working alone, are looking for labor force.

— In professions requiring manual labor, typically there is a shortage of one
third of the required workforce; however, there are occupations and
regions where the situation is even worse.

— On a national level, 77 percent of the senior craftsmen employing workers
are looking for skilled or even unskilled workers, and 12 percent of them
would like to hire ten or more workers.

— In the survey most of the senior craftsmen reported that they have lost
employees in recent years due to employment in foreign countries. In this
respect, the ratio is the worst in the West Transdanubian region, where
senior craftsmen lost an average of more than 3 workers for the same
reason.

— However, in addition to working abroad, domestic migration and the
general shortage of skilled workers is also a problem. Mainly the senior
craftsmen working in the Northern Great Plain region are forced to reject
orders: they could accept an average of 75 percent more work if they had
enough employees; nationwide this rate is 70 percent (HVG.HU, 2017).

In another survey also skilled construction workers were asked about the situation
of the construction industry and the existing shortage of skilled professionals; the
results are shown in the following diagram.

Figure 3 shows the results of the survey conducted among skilled workers in the
construction industry on labor shortage in the sector. 106 of the respondents
believe that their work is not appreciated, 94 people think that their wages do not
reflect the value of their work, and 72 people complained about the lack of moral
recognition. 80 people do not want their children to follow their footsteps and work
in the construction industry, while 116 people do not earn enough to support their
families. 103 people believe that there is not enough revenue for development, 80
respondents cannot take on more work without hiring workforce, and 108 people
would go abroad in the hope of higher wages.
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Figure 3: The opinion of skilled workers on the shortage of skilled professionals
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2. The causes of migration of professionals in Hungary and in Europe

The number of people working in foreign countries started to grow at the beginning
of the economic crisis. Before 2004 the barriers to be employed in the EU were
broken down gradually for Hungarian workers. Ireland, Great Britain and Sweden
fully opened their labor markets in 2004; Austria, Denmark, the Netherlands, Italy
and Portugal granted work permit only for certain professions, while other member
states did not allow the free flow of workers from the new member states. From 1
May 2006, Finland, Greece, Portugal and Spain opened their labor markets, while
Belgium, Denmark, France, Luxembourg and Italy began to gradually open up. 2011
brought the opening of the entire European labor market (HARS, 2008). However,
the significant broadening of foreign employment opportunities only began in 2008.
It can be concluded that the low rate of emigration from Hungary before the crisis
was not only due to administrative barriers. The crisis also altered the relative
advantages of working abroad compared to be employed in Hungary.

Relevant literature grouped the causes of migration on the basis of different factors.
In my study I intend to present the categories according to cyclical and structural
causes.

1. Cyclical causes:

— Differences in the unemployment rate and the employment opportunities in
the sending and the receiving countries. The employment opportunities are
of key importance when making a decision on emigration. During recession
the growth of unemployment increases the willingness to emigrate, while
the receiving country is attractive because of its low unemployment rate
and high employment rate.

2. Structural causes:
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— Difference in wages: according to the neo-classical theories, the difference in
wages (which reflect the difference in capital and the relative quantity of
work, in this way the labor productivity in the sending and the receiving
countries) greatly influences the decision to emigrate. The international
migration of workforce may contribute to the readjustment of wages in
different countries. However, the difference in wages must be substantial
enough to compensate for the costs of moving and settling in.

— Similarities in the language, and the number of people with the same
nationality already settled in the host country: similarity in the language of
the sending and the receiving country contributes to the decision to
emigrate, as well as the number of immigrants in the host country.
According to several analyses (e.g. Massey et al. (1993)), the latter factor
facilitates immigration only up to a certain level, which means that above a
certain quantity it has the opposite effect.

— Difference in the welfare system between the sending and the receiving
countries, as well as in the social care system and the education system: in
particular in the case of permanent emigration welfare support can be an
important factor, as well as a generous social care system and an advanced
education system.

—  Cultural environment: the general political atmosphere, as instability or
cultural exclusion may be a motivation to emigrate, since the receiving
countries usually offer more favorable conditions.

After the beginning of the crisis, unemployment rate increased in Hungary,
therefore the cyclical causes of emigration were foregrounded. At the same time the
attracting factors weakened: unemployment also increased in those countries
(Austria, Ireland, Great Britain, Germany, Italy, Spain) that were the primary
destinations for countries that joined after 2004, in particular in peripheral
countries (Ireland, Italy, Spain). However, emigration from Central and Eastern
Europe to Great Britain, Germany and Italy increased even after the crisis
(GALGOCZI, and LESCHKE, 2012).

Since the beginning of the crisis, the number of emigrants from Central and Eastern
European countries, particularly from Romania and Bulgaria (joined in 2007 with
especially high unemployment rate, and also from Hungary has increased. In Poland
there was a significant number of emigrants after joining the EU; however, as the
GDP has not decreased after the beginning of the crisis, a remarkable number of
emigrants returned. (OECD, 2013). Similarly, after joining the EU, the number of
emigrants from Slovakia also increased, however, after the beginning of the crisis a
high number of them returned (KAHANEC and KUREKOVA, 2014). At the same time
a significant number of workers moved back to the Baltic countries as well.

In addition to problems in data availability, the complexity of the individuals’
decisions on expatriation/return also makes it difficult to assess the cyclical extent
of employment in a foreign country. Emigration with the purpose of employment in
a foreign country is mostly transitional (DUSTMANN and WEISS, 2007), for example,
because the employment contract determines the period of employment in a foreign
country. Sometimes the primary purpose of emigration is to gain experience or
human capital that can later be used in the sending country. However, emigration
that was planned to be temporary may become permanent, and it also happens that
an employee returns earlier than it was planned. The decision to emigrate is
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affected, among other factors, by the difference between the economic situation of
the sending and the receiving countries, the usability of the accumulated human
capital in the sending country, the immigration policy of the host country, as well as
the possibilities of integration (BODNAR and SZABO, 2014).

2.1 The causes of migration of professionals according to the opinion of people
working in the construction industry

The survey conducted by J6Szakihu webpage in August 2017 asked 700
professionals; the result shows the extent and reasons of the skills shortage for
different regions. The following diagram shows, by region, the average number of
employees the senior craftsmen could immediately employ.

Figure 4: The number of people the 700 company leaders who were asked in the
various regions could immediately employ (/persons)

(Source: JOSZAKI.HU, 2017)

Figure 4 presents the average number of people the company leaders could
immediately employ, by regions. The results show that companies in the
construction industry would immediately need a nationwide average of 1.3 workers.
On the basis of these results the extent of labor shortage is apparent. However, this
does not show any correlation with the development level of the regions. 30-50
percent of skilled workers are needed nationwide, and, it is not easy to find
unskilled workers, either. The survey participants expressed their thoughts as
follows: "If someone has the right skills, he or she will start a business. Others, who
want to earn good wages and are experienced skilled workers, but are afraid of
starting a business, have already left for western countries. We can choose
employees from the remaining workforce, but they are not the professionals with
the highest level of skills."
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Figure 5: The average number of people who left the 700 respondent companies and
went to work abroad

(Source: JOSZAKI.HU, 2017)

Figure 5 shows the number of people who left the respondent companies and
started to work abroad. Most of the senior craftsmen reported that they lost
employees in recent years due to being employed in foreign countries. The rate is
the highest in Western Transdanubia, where working abroad fer-is a routine for
employees.

Figure 6: The extent of work the company leaders could take on if there was no
shortage of skilled professionals at their company

(Source: JOSZAKIL.HU, 2017)

Figure 6 shows the percentage of additional work the companies in the construction
sector could take on if there was no shortage of skilled professionals at their
company On the basis of the results, this is a nationwide average of 38 percent,
while in the Northern Plains it even reaches 43%. However, in addition to leaving
the country to work abroad, the general shortage of skilled workers and domestic
migration are also part of the problem. This explains why most of the work orders

60



HUMAN INNOVACIOS SZEMLE 2017-2018/1.-2.

are rejected in the North Great Plain region by craftsmen. The survey participants
expressed their thoughts as follows: "I am constantly looking for employees to work
with. In my experience 10 out of 50 persons say that they want to work, but only 3
actually show up."

Figure 7: The income of a skilled worker if he starts a business, by regions

(Source: JOSZAKI.HU, 2017)

Figure 7 shows the income of a skilled worker after starting a business, by regions.
In Central Hungary and some other regions a skilled worker may earn about HUF
400.000 per month if he or she starts a business of his own. Based on the opinion of
the respondents: "The taxes are so high that small businesses are unable to pay
higher wages to their employees", and "The main problem is not the low wages, but
the lack of work ethic and professional skills".

Figure 8: In their own opinion, this is the additional amount skilled workers can earn if
they work abroad; by region

(Source: JOSZAKI.HU, 2017)
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Figure 8 shows the estimation of skilled workers about how much more they could
earn in each region - in their opinion - if they worked abroad, compared to Hungary.
Nationwide, on average, they believe that in case of foreign employment they can
earn 150% more than their domestic wages. It is the general opinion of workers in
the North Great Plain region that by working abroad they could earn as much as the
double and half of their domestic wages (FORBES.HU, 2017).

3. The effects of the migration of skilled professionals on economy

In recent years, the extent of international migration within the European Union has
greatly increased, which is due to the economic crisis, as well as the opening of
various labor markets. Therefore, this process has arisen discussions among
professionals and also by the public in both the sending and the receiving countries.
In my study I summarize the effects experienced in the sending country, as shown in
the following table.

Table 1: The effects of the migration of professionals in the sending country

Positive effects Negative effects

—  Negative demographic effects (for
example: emigration of young

The declining
number of
population and
fewer number of
active

Fewer unemployed people because
of the changing ratio of
employment demand and supply
due to emigration

people, lack of territorial cohesion)

The sustainability of social security
is atrisk (pension and health-care
system)

population Lower social welfare expenditures
Strain on wages due to a stricter
labor market
If those who leave for abroad are If those who leave for abroad are
the ones with less productivity, the ones with more productivity,
there may be an increase in there may be a decrease in
Selective productivity in general productivity in general
migration
If workers in professions with If workers in professions with
oversupply go abroad, problems overdemand go abroad, problems
with aligning may improve with aligning may deteriorate
Money transfers home may
increase the standard of domestic Money transfers home may
Money transfers

living, may provide resources for
investments and for education.

decrease domestic productivity.

Movement of
human capital

Brain gain provided by those
employed abroad

Due to brain drain, the resources
invested in the education and
training of those who leave the
country are lost; decreased
competitiveness
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- Decreasing tax revenues

—  The migration of goods is
substituted by the migration of
persons, and in this way
emigration may lead to a
decrease in foreign trade.

Other - Increasing commercial relations . .
§ —  Steady growth in the price of

real estate.

—  Delays in completing
investments.

—  Continuous loosening of family
ties

(Source: (BODNAR and SZABO, 2014)

According to Table 1, migration may affect productivity through the following
channels:

1. As an impact of emigration, the number of the active population is reduced, the
labor market changes in a way that employees will need to make less effort to get or
keep a position. This will result in the decrease of general productivity.

2. The composition of the active population changes, as the distribution of people in
terms of productivity is different for the employees who work abroad and for the
ones in the domestic labor market. If those who leave for abroad are the ones with
more productivity: the general productivity is reduced, but if employees with less
productivity leave, it will increase; the exact effect is not obvious.

3. Emigrants often support their relatives with money transfers. The effect of such
transferred income in not obvious. Chami et al. (2003) surveyed 113 countries and
they found that the amounts transferred home reduce the willingness to work of
those who stayed at home, therefore it results in poorer economic performance
(CHAMI, CONNEL and SAMIR, 2003). Le (2009) used the data of developing
countries to examine the impact of money transfers home - in addition to trade and
the institutional system - on economic development. The survey covered the data of
more than 30 countries, and resulted in the statement that remittances have
negative effect on economic growth (LE, 2009). At the same time Ziesemer (2012)
studied 52 developing countries, and it was found that money transfers home have
positive effect not only on the per capita GDP, but on the savings rate and the funds
spent on education as well (ZIESEMER, 2012). Catrinescu et al. (2006) found that
money transfers home have a modestly positive effect on economic growth in the
long term (CATRINESCU, MIGUEL, MATLOOB and BRYCE, 2006). IMF World
Economic Outlook (2005) states that for certain countries with emerging economy,
the greatest foreign financial sources are money transfers home, this amount can be
more than working capital inflow and revenues from exports as well. The report
revealed no significant correlation between the increase of per capita output and
money transfers home (IMF, 2005).

4. When emigration increases or it is at a high level, the domestic workforce may
feel that there are more available jobs, therefore they make less effort to find or keep
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a position (BUDNIK, 2012). This will result in the decrease of general productivity of
the workforce.

5. In case there is the possibility of foreign employment, more people are ready to
invest in the development of their human capital. And in case they decide not to
emigrate, their higher human capital benefits the domestic economy, that is, it
increases overall productivity (BEINE, DOCQUIER and RAPOPORT, 2001; BEINE,
DOCQUIER and ODEN-DEFOORT, 2011). Several authors emphasize that the mere
possibility of emigration increases the accumulation of domestic human capital
when compared to countries where working abroad is banned. According to their
reasoning, in countries where the workforce is allowed to move freely, more people
are involved in further education due to their plans to work abroad, however,
actually not all of them will leave the country. As a result - and in certain
proportions - the education level of society is higher than if there was no free flow of
workforce. Several surveys confirm that the possibility of working abroad played a
role in starting to study at schools or in higher education.

6. Emigration also has an effect on the amount and the development of human
capital that is available in the economy. The balance of the negative (brain drain) and
the positive (brain gain) effects is not apparent. Beine -Docquier - Oden-Defoort
(2011) summarize all existing theories on brain drain. According to their study,
from the 1970s the general opinion was that emigration will continue to make a
wider the gap between poor and rich countries. This is particularly true if brain
drain involves certain sectors more than others (e.g. healthcare), and employees
leaving the country to work abroad were educated in their home country. However,
from the mid-1990s new theories emerged. According to these theories, brain-drain
may also have positive effect on the sender country. These effects may partly or
totally compensate for the negative effects of emigration (the cost of education, lost
revenues, loss of tax income, etc.) The positive effects include, among others, the
remittances, any help from the diaspora (for example, researchers or teachers
working in the sending country) as well as the experience of those who return
(BEINE, DOCQUIER and ODEN-DEFOORT, 2011). Agrawal et al. (2011) examine a
special case. They intended to reveal the impact of the emigration of highly skilled
people from India on the local research and development activities. In general, they
concluded that in respect of research and development, it is better for developing
countries if the highly skilled people stay in the country, instead of importing new
inventions or processes (AGRAWAL, KAPUR, MCHALE and OETTL, 2011).

Conclusions, summary

Since the beginning of the economic crisis of 2008-2009, migration of the
construction industry in Europe has been growing dynamically, which makes it
difficult to define the economic indicators. Due to the steady increase in commuting
abroad for work, the dynamics of labor market indicators do not change, although,
its level changes. However, in the case of the flow indicators of the labor market
(change in the number of employees, and in the number of active workers) the
dynamics may change as well.

In some groups of the population the number of people working abroad is
particularly high, or is rapidly growing. In the following groups of the population the
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proportion of emigrants is higher than the average: skilled workers with secondary
education, workers in the construction industry, people aged 25-35, and those living
in West Hungary. In the case of some groups - such as workers in the construction
industry, skilled workers with secondary education - this may be related to the
cyclical causes, as well as to the decrease in domestic employment.

Emigration changes the composition of domestic population and of the labor force,
and it also changes the behavior of the companies and other actors of the country’s
economy. Emigration affects the wages through changing the average productivity
and the labor market tightness. These channels may already be present in Hungary,
however, during recovery from the crisis, their effects may increase, in particular in
case the rate of emigration continues to grow. In addition, workforce emigration has
effects via a number of other channels as well. Jeopardizing the sustainability of the
social welfare systems, the loss of competitiveness, the reduction of the budget
balance are negative effects that mainly appear in the long term (BODNAR and
SZABO, 2014).
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MIGRACIO A MAGYARORSZAGI ES EUROPAI EPITOIPARBAN: OKOK ES
GAZDASAGI HATASOK

Sztanyi Robert

Az utébbi években szamos olyan valtozas tortént az épitdiparban Magyarorszagon,
amely kedvezé6tlen hatasokkal jart. Ennek okai a szakemberhiany, az épit6ipari
munka alacsony presztizse és a megfelel6en képzett munkaeré hidnya. Mindezek
mellett az épitémunkasok migracidja is jelentdsen nétt mind az orszagon beliil,
mind pedig Eurépaban.

2008 ota a kiilfoldon foglalkoztatottak szama folyamatosan novekszik. A statisztikai
adatok szerint a kiilféldi munkavégzés céljabél ingdz6é munkavallalék szdma féként
a kozépfoku szakképzettséggel rendelkezdk korében emelkedik, kiillondsen az
épitdipar, a vendéglatas és a szallodai szolgaltatasok teriiletén. Korosztaly szerint
els6sorban a fiatalabb generacidk érintettek a kivdndorlasban. A lakossag néhany
csoportjdban a kiilf6ldon dolgozék szama kiiléndsen magas, illetve jelent6sen
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novekszik. A lakossag kovetkez6 csoportjaiban a kivandorlok aranya meghaladja az
atlagot: a kozépfoku oktatasban dolgozé szakmunkasok, az épitéiparban dolgozdk, a
25-35 évesek és a nyugat-magyarorszagi lakosok. Bizonyos csoportok - példaul az
épitéiparban dolgozé munkavallalok, a kozépfoku oktatasban dolgozé szakemberek
- esetében ez osszefiiggésbe hozhat6 a ciklikus okokkal és a hazai foglalkoztatas
csokkenésével.

A kivadndorldas kihat a gazdasag kiilonb6z6 szegmenseire, ideértve a
munkaer6piacot, a megtakaritasokat, a koltségvetés egyensulyat, a tarsadalmi
kohéziot, a jelenlegi novekedést és a novekedési kilatasokat is. Megvaltoztatja a
belfoldi lakossag és a munkaerd Osszetételét, valamint megvaltoztatja a vallalatok
orszagon beliili tevékenységét.

Kutatasom célja az, hogy megvizsgalja az épitSiparban dolgozdé szakemberek
migraciéjanak okait, jellemzd&it, kovetkezményeit, tovabba ennek hatdsait a
gazdasagra. Ezen feliil a tanulmany kitér arra is, hogy maguk az épitéipari vezetdk
és az érintett munkavallalok hogyan latjak mindezt.
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AZ EMPLOYER BRANDING HELYZETE MAGYARORSZAGON
Kovacs Kata
Szent Istvan Egyetem, Gazdasag és Tarsadalomtudomanyi Kar

kovacskata1995@gmail.com

Abstract

In my study, I examine the situation of employer branding in Hungary. Employer
branding is essentially based on the cooperation between the HR and PR
departments, and it is the key element of successful brand creation. Firstly, I will
briefly introduce the HR aspect of brand building, namely those factors that
influence the perception of the corporation as a workplace. Such factors are for
example the working hours, benefits, workplace environment and atmosphere, the
process of recruitment, selection and integration, and the personality of superiors
and co-workers. Following this, I will present the process and steps of brand
building, namely the external and internal situational analysis, the development of
alternative opportunities and strategies, the selection of suitable communicatition
channels, and the measuring of results. Finally, I will present the platforms used for
brand communication, and the crucial characteristics of a successful employer
brand. The aim of employer branding is not only to attract talented professionals,
projecting the image of an appealing workplace towards them, but also to keep the
current workforce and inspire commitment among them, since successfully holding
onto them greatly affects future workforce requirements, decreasing fluctuaction as
well as recruitment, selection and integration costs. In my study I examine the side
of the employee, based on a quantitative sample that was prepared on the basis of
an online questionnaire with nearly 900 persons having filled out the form. In the
form I observe the platforms the employee uses during the process of jobseeking,
the most important factors in their selection of workplace - the properties of an
ideal workplace, such as an appealing salary, proper work environment, flexible
work hours, the proper leadership style- and the employee’s willingness towards
mobility with the factors affecting this, in respect of certain demographic data, such
as age, education, place of residence and work experience. In order to evaluate the
results, I used descriptive statistical methods. After this I draw the conclusion and
make recommendations for companies regarding how they could become more
appealing in the eyes of employees, and how they could keep their current
employees, since a successful employer brand is not only attractive and credible, but
also inspires commitment in their employees, decreasing fluctuation as well as
recruitment and selection costs, while increasing the competitiveness of the
company.

Keywords: Employer branding, ideal workplace, preferences in workplace
selection, jobseeking prlatforms, willlingness towards mobility

Bevezetés

»Az élémunka, mint az alapvet§ termelési tényezdék egyike, a vallalati tevékenység
egyik f6 er6forrasa.” (Bereczk, 2013, 3.) Mindsége, rendelkezésre allasa alapvetéen
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meghatarozza a vallalat versenyképességét, azonban a jelenlegi munkaerdpiacon a
megfelel6 munkaeré megtaldldsa és megtartdsa komoly kihivdst jelent a humdn
szakemberek szdmdra.

Jelenleg a hazai munkaerdpiacot az kettdsség jellemzi, miszerint bizonyos
szektorokban a cégek munkaeréhiannyal kiizdenek, mikézben a tdrsadalomban még
mindig jelentés a munkanélkiiliek szama. Ezt a kett6sséget részben a strukturalis
munkanélkiiliség okozza, mely szerint a munkaerd Kkereslete és kinalata nem
talalkozik egymassal. Ennek okai els6sorban az eltéré kompetenciak, valamint az
orszagon beliili teriileti elhelyezkedés. Ahhoz, hogy a HR szakemberek ennek
ellenére biztositani tudjak a vallalat szamara a sziikséges munkaerét, azzal is
foglalkozniuk kell, hogy a munkaerdpiacra olyan uj generdcidék léptek és lépnek be,
akik szdmara az elkotelezettség nem magatol értetédd, és akik komoly elvarasokat
tdmasztanak a vallalatok felé a munkahelyi koriilményekkel, a munka feltételeivel
kapcsolatban. A mai fiatalokat az 6nmegvalésitas, az ambici6, a siker, a kreativitas,
az innovacid, az 0jité szellem, a folyamatos tanulds, a szakmai fejl6dés jellemzi.
(Tompa, 2010) Szamukra sokkal fontosabb a csalad, mint a munka, és a korabbi
generacioknal tobbre tartjdk a munka-maganélet egyensulyat. (Tari, 2010) Ez a
generdci6 néhany évente 0j kihivasokra és eldrelépési lehetdségre vagyik, igy
maximum 2-3 évre lehet 6ket lekotni, ami a vallalatok szempontjabdél meglehetésen
rossz tendencia. (Tompa, 2010) A munkahelyek valtdsa természetes szamukra, ha
jobb ajanlatot kapnak, kilépnek, mivel nem jellemz6 rajuk az elkotelezédés. (Ferincz
- Szab¢, 2012)

Emiatt a munkaerd-piaci helyzet miatt a téma jelent6ségét a munkaerd
megtartasanak és vonzasanak fontossagaban, ezaltal pedig a fluktuaci6 egészséges
szintre valé csokkentésében latom, hiszen egyetlen vallalat szamara sem jelent
pozitiv jovéképet, ha a munkavallal6i dllomanya a magas fluktuaciés szint miatt
szinte folyamatosan cserélédik. Ehhez azonban figyelmet Kkell szentelniiik
munkaaddi markajuknak. Kadar és Takacs definiciéja szerint ,az Employer Branding
olyan dtfogd szaktevékenység, amelynek célja vonzd, megkiilénbéztetd és hiteles
munkdltatéi személyiség (mdrka) kialakitdsa HR, marketing és kommunikdciés
tertiletek egyiittmiikédésével, a felsé vezetés stratégiai tdmogatdsdval, azon céllal,
hogy a kiemelt tehetségeket és hidnyszakmdk szakértdit a vdllalathoz vonzzuk,
megtartsuk, illetve a meglévd munkavdllalék elkiotelezettségét néveljiik az
eredményesség érdekében.” (2016)

Az Employer Branding HR aspektusa

Horvath szerint az a cég, amely nem torekszik onként a munkavallaléi
elégedettségre, az hosszu tadvon kudarcra van {télve. A munkavdllalék elégedettsége a
munkahely vonzésdgdn til a bevételekre, a versenyképességre, a tdzsdei besoroldsra
és a brandre is komoly hatdssal van. (2016) A munkaltatéi markaépités HR elemei
meglehet6sen komplex témakat foglalnak magukban. A toborzas, a kivalasztas, a
fejlesztés, javadalmazas Osszességében jarulnak hozza ahhoz, hogy a munkaltaté
valéban vonz6, egyedi és megkiilonboztetd legyen a munkavallalok és a jeloltek
korében. A jelenlegi munkavallalék azok, akik koézvetlen szerepldi ezeknek a
folyamatoknak, igy 6k azok, akik véleménylikkel el6segithetik azok optimalizalasat.
(Kadar - Takacs, 2016.). Csikds-Nagy szerint a munkavallalok elkotelezettségét
nagyban befolyasolja, hogy elégedettek-e a munkaba jaras idejével, feltételeivel, a
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miiszakbeosztassal, tulora lehet6ségével és annak pénziigyi vonzataval, a
szallasoltatas feltételeivel, a munkafeltételekkel, munka jellegével, a kornyezd
munkaltatékhoz képesti bérszinvonallal, egyéb juttatisokkal, a cég hirnevével, a
vallalati légkorrel, valamint a vezet6k emberi banasmoédjaval, a Kkivalasztasi,
beillesztési folyamat kidolgozottsagaval, a szervezeti valtozasok menedzselésével.
(2016)

Ebbdl kiindulva ugy gondolom, hogy a vallalatoknak érdemes foglalkoznia a
munkaidd, a juttatdsi rendszer, a munkahelyi légkor és a munkahelyi koriilmények,
a vezet6i banasmoad, valamint a toborzasi és kivalasztasa, illetve a hozzakapcsolédd
beillesztési folyamat jelentdségével, és megitélésével, helyzetével, mint a munkaadéi
marka legjelent§sebb 6sszetevdivel.

A markaépités lépései

Mint mar emlitettem, az employer branding tobbek kézétt a HR, a marketing és PR
osztdlyok, valamint a felsévezeték egyiittmiikédésével alakithaté ki. Jelen
tanulmanyban féképp a HR tevékenység jelentGségével foglalkozom, de emellett
elengedhetetleniil fontosnak tartom bemutatni a markaépités egyes 1épéseit, ahol a
HR, a marketing és PR osztalyok egyiittm{ikodésére kiemelten sziikség van, valamint
azokat a tényezOket, amelyek a munkaadéi marka kommunikaciéjanak
szempontjabdl birnak nagy jelentéséggel.

A munkaaddi marka kialakitdsa soran a kiils6 és belsé aktivitas egyiitt
sziikségeltetik, a megjelenés, bevonzas, toborzas-kivalasztas kiilsé6 kommunikaciéja
mellett a megtartas, a lojalitds, a bels6 kommunikacié, a képzések, a szakmai
lehet6ségek, a kozosen megélt események szintén elengedhetetlentil fontosak.
Ezeket a folyamatokat viszont csak ugy lehet O6sszehangolni és eredményesen
kezelni, ha azt valéban egy stratégiai programba foglalva, felelés vezetd iranyitasa
alatt a szakteriiletek egyiittmi{ikodve, lépésenként épitkezve valésitjdk meg a
vallalatnal. (Kadar - Takacs, 2016) Fontos, hogy csak azt és akkor kommunikdlja a
vdllalat kiviil és beliil, ha az a hdttérben valéban megérett a miikodtetésre. Ahhoz,
hogy ez igy torténjen, pontosan meg kell hataroznia a vallalatnak, hogy ki mikor mit
tesz, vagyis tisztaznia kell a felel6sségi koroket és az elvégzend6 feladatokat mar a
tervezés fazisaban. (Kadar - Takacs, 2016) Kadar és Takacs szerint egy teljes
Employer Branding folyamat id6tartama &ltaldban 1-3 év, Csermely szerint ez az
id6tartam a vdllalat nagysdgdtdl és az ipardg komplexitdsdtdl fiiggden akdr 5-10 évig
is eltarthat. (2011) Erdemes tehét a véllalatoknak minél hamarabb felismernie és
elismerni a munkaad6éi markaépités fontossdgat, kiillonben komoly
versenyhatranyba Kkeriilhetnek azokkal a konkurens vallalatokkal szemben, akik
mar elkezdtek foglalkozni a jelenlegi helyzetiik felmérésével, vagy akar mar a
stratégiajuk kialakitasanal tartanak.

1. Lépés: Jelenlegi helyzet felmérése

Akarcsak a stratégiai tervezésnél, vagy mas menedzsment részlegek funkcionalis
tervének elkészitésénél, a munkaad6i marka felépitésének elsé Iépése szintén a
jelenlegi helyzet felmérése, elemzése, hiszen ennek alapjan tudja meghatarozni a
vallalat, hogy milyen tovabbi lehetéségei vannak. A mindennapi mitikodés soran
biztos, hogy észrevehetiink olyan elemeket, amelyekre lehet épiteni, amelyek a
késébbiekben a marka alapjait képezhetik, hiszen ezek az elemek mar most szerves
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részei a vallalati kultaranak. Csermely szerint ,minden vallalatnak van egy bizonyos
szintli vonzereje a munkaerd-piacon, még annak a munkahelynek is, amelyik nem
fordit semmilyen plusz energiat és pénzt a tehetségek vonzasara.” (Csermely, 2011,
16.) Takacs szerint is a tudatosan felépitett employer branding stratégia a mdr
meglévé alapokra épit, azokat egésziti ki és szervezi egy logikai rendszerbe. Szerinte a
kovetkezd teriiletek bizonyos elemei biztosan alkalmasak arra, hogy a markaépités
alapjaul szolgdljanak egy vallalat szamadra, igy ezek vizsgdlata elengedhetetlen a
sikeres Employer Branding stratégia kialakitasa soran:

e FErtékek, vallalati célok és kulturaelemek feltarasa, elemzése

A vallalat céljai meghatarozhatok a kiildetésnyilatkozat, vagyis a kiildetés és a
jovekép elemzésével, valamint a stratégiai célokhoz kapcsoldd6 operativ, illetve
funkcionalis tervben megjelolt célok megismerésével. A vallalati kultdra
elemzésével feltarhatéak a vallalat értékei, illetve azok a szervezeti er6forrasok,
amelyek a vdllalati kultirdbdél adédnak, és amelyekre az Employer Branding
stratégia kialakitisa sordn, mint a vallalat egyik erdsségére épiteni lehet. Ilyen
szervezeti er6forrasok lehetnek a vallalathoz kapcsolédd érzések, értékek,
hiedelmek és attitlidok, amelyek a vdllalaton beliili szokdsok, térténetek,
problémamegoldo és konfliktusfeloldo mddszerek, illetve hagyomdnyok formajaban
testesiilnek meg. Szintén idetartozik, hogy példaul van-e a vallalaton belil elvart
oltozkodési forma, vagy, hogy a munkavallalék fontosabbnak tartjdk-e a
csoportcélokat egyéni céljaikndl, valamint hogy valéban egyenld esélyekkel
rendelkeznek-e a nék illetve a férfiak a vallalaton beliili érvényesiilés és el6relépés
szempontjabdl. Mészaros szerint a kultira lathaté elemeinek vizsgalatanal
elemezhetjiik példaul a cég honlapjat, az itt talalhaté informacidkat, vagy a cég
épiiletét, az irodakat, ezek elrendezését, kialakitasat, berendezését, a munkatarsak
oltozetét, a demografiai adatokat. A nem lathat6 elemek vizsgalatahoz, szervezeti
kultara feltardsdhoz megfigyelést, csoportos és egyéni strukturalatlan vagy félig
strukturalt interjut, valamint kérdéivet is alkalmazhatunk, illetve alkalmazhatjuk
ezek valamilyen kombindciéjat is, att6l fiiggéen, hogy mennyi id6t és anyagi
er6forrast tud a vallalat a szervezeti kultira mérésére és ezen Kkeresztiil a
markaépitésre forditani. (Mészaros, 2013)

e Vallalat er6sségeinek definiadlasa

A vallalat er6sségeinek meghatarozasakor tulajdonképpen arra a kérdésre keressiik
a valaszt, hogy mi teszi a vallalatot vonzéva, és a versenytarsak - akar iparagi, akar
szakmai - korében egyedivé. Ilyen erGsség lehet példaul a j6 munkakdrnyezet, a
rugalmas munkaidd, a home office lehet6sége, a nemzetkozi hattér, a kilfoldi
tapasztalatszerzés lehetdsége, a magas szinvonalu képzési rendszer, a gyakornoki
program, a karrierlehetdségek, a vezet6k megfelel6 személyisége és alkalmassaga, a
munkatarsak osszetartasa és a csapatmunka, vagy éppen a kiemelkedd bérezési és
javadalmazasi rendszer.

e Belsd-kiils6 célcsoportok azonositdsa és jellemzdik meghatarozasa:
hatékony bevonzas és megtartas alapja

Mind a véllalaton belill, mind pedig a vallalaton kiviil meg kell hataroznunk
kilonb6z6 célcsoportokat, hiszen a kiilonboz6 dimenzidk alapjan szegmentalt
csoportoknak  kiilénboz6  elvdrdsai és igényei vannak a vallalattal, a
munkafeltételekkel, a munkakornyezettel, a munkaid6vel, a juttatasokkal és az
elérelépési lehetdségekkel kapcsolatban is. Teljesen mas elvarasokat fog tAmasztani
a munkahellyel kapcsolatban egy kisgyermekes anyuka, akinek valészintileg fontos
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szempont lesz, hogy a vallalat csaladbarat munkahely-e, mint egy egyetemistanak,
aki a gyakornoki programban szeretne részt venni. Szamara valdsziniileg a
tapasztalatszerzési és az eldrelépési lehetdségek, valamint az egyetemi
tanulmanyokhoz igazithaté rugalmas munkaidd lesznek kulcstényezdk a gyakornoki
hely kivalasztadsakor. A bels6 célcsoportok tekintetében is fontos kiemelni, hogy
beosztas és szakma fiiggvényében teljesen mas igényekkel rendelkezhetnek az
egyes munkavallalok. Ez persze a vallalat tevékenységi korétdl is fiigg, hiszen mas
elvarasai lesznek egy szolgaltaté vallalat marketingesének, mint egy szalag mellett
dolgoz6 gyari munkasnak. A célcsoportok azonositasahoz elemezhetjiik a
munkakoroket, illetve felhasznalhatjuk a dolgozdokrol rendelkezésre allo adatokat.
Ehhez nagy segitség lehet az is, ha a vallalat rendelkezik személyiigyi informatikai
rendszerrel, ami nagyban el6segiti a sziikséges adatok gyors elérését.

Az emlitett tényezd6k vizsgalatan tdl a vallalatoknak elemeznie kell a munkaerdpiac
helyzetének alakuldsdt, a munkaerdpiac szerepldinek igényeit. E16bbi keretein beliil
helyi és orszagos szinten is érdemes vizsgalatokat folytatni példaul a népesség
alakulasara, a munkanélkiiliségi ratara, a korzet lakossag megtarté képességére,
illetve oktatdsi intézmények munkaeré Kkibocsatasra vonatkozédan. Ezenkiviil
ismerni kell az egyes szakmak keresletét az iparagban és a térségben, valamint a
vallalaton belil. A véallalaton beliili emberi er6forras igényt a belsé kinalat és az
ehhez kapcsol6dd tervezési mutatdk (fluktudci6, stabilitdsi index, altaldnos
szolgalati id6, hianyzasi arany, tuléorak aranya, megiiresedett allasok betoltéséhez
sziikséges id4) vizsgalataval, valamint az el6rejelzési modszerek (vezet6i dontés,
Delphi-moédszer, trend analizis, munka tanulmanyok mddszere, illetve szamitogépes
modellek és szamitégépes szimuldcidk) segitségével allapithatjuk meg. (Vekerdy,
2008) A kereslet és a kinalat taldlkozasan tal a munkavdllaléi preferencidknak és a
vdllalat dltal kindlt munkdltatéi ajdnlatoknak is ésszhangban kell lenniiik a
munkavdllalok vonzdsa és megtartdsa érdekében. Az elemzési folyamat hossza fligg a
célcsoportok szamatol, a szegmensek nagysagatdl és a vallalat méretétdl is.

e Dolgozobi elégedettség, elkotelezettség felmérések

A dolgozéi elégedettséget mérhetjiik kérdbivvel, vagy akar interjut is készithetliink
bizonyos emberekkel ugy, hogy az érintettek minden teriiletet képviseljenek.
Mindenképpen lehet6séget kell adni nekik, hogy elmondhassdk azokat az
esetlegesen felmertiilé problémaikat, amelyek megnehezitik szamukra a mindennapi
munkavégzést, és amelyek megsziintetésével elkotelezettségiik nagyban novelhetd
lenne. Fontos, hogy elmondhassak felmeriil6 otleteiket is. Ha egy kolléga tavozik a
cégtd], tudjuk meg a tdvozasanak valds okat, mert ha az valamilyen valtoztathat6
tényez6, akkor annak moédositdsaval megakadalyozhatjuk, vagy legalabbis
késleltethetjiik tovabbi munkatdrsak tavozasat. A dolgozéi elkételezettségrol
arulkodik szamos fentebb emlitett mutaté értéke is.

e  (Cultural Fit (Soft skills) definiadlasa

Itt arra a kérdésre keressiik a valaszt, hogy kik, illetve milyen tulajdonsaggal
rendelkez6 személyek lehetnek sikeres munkavallalék a vallalatndl. A valasz
megtalalasdhoz nagy segitség lehet a munkakorok elemzése és a munkakdrokhoz
sziikséges kompetenciak feltérképezése, valamint a karrier utak, az el6relépési
lehet6ségek tisztazdsa. Ehhez szorosan hozzatartozik az elvart vezetdi
kompetencidk meghatarozasa is. Ezek el6segitik a célcsoportok megtalalasat és a
szervezeti kultdra vizsgalatat, hiszen a szervezeti kultiira is befolydsolja, hogy milyen
kompetencidkkal kell rendelkeznie annak, aki a vdllalatndl szeretne dolgozni.
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o Kiils6-bels6 fogyasztéi markamérések, markaismertség kutatasok
eredményeinek analizalasa

A jelenlegi helyzet megismeréséhez hozzatartozik az is, hogy a jelenlegi munkaaddi
mdrka ismertségét felmérjiik mind a vdllalaton beliil, mind pedig a vdllalaton kiviil,
hiszen a jelenlegi helyzet alapozza meg a jévibeli cselekvési lehetdségeket. Ennek
ismeretében a vallalat meg tudja hatarozni, hogy mi az, ami mar most is j6l miikadik,
ami megfelel az elvarasoknak, igy a kés6bbiekben még inkabb lehet ra épiteni, és mi
az, amin valtoztatni kell, hogy olyan munkaadéi markat tudjon kialakitani a vallalat,
ami valéban vonzé és hiteles. Az ismertség mérésén tul azokrdl a platformokrdl is
informdciokat kaphat a vdllalat, amelyeken hatékonyabban tud kommunikdlni, és
melyek azok, amelyek nem minésiilnek megfelel6 csatornanak, mert a rajtuk
keresztiil kozvetitett {izenetek nem érnek el a célszemélyekhez vagy
célcsoportokhoz.

e Iparagi sajatossagok meghatarozasa (Takacs, 2016.)

Elképzelhet6, hogy az adott ipardg, amelyben a vdllalat tevékenykedik, olyan
sajatossagokkal rendelkezik, amely vonzébba teszi az iparadgat mas iparagakhoz
képest a munkavallalok szadmara. A kérdés az, hogy kihaszndlja-e ennek elényeit a
vallalat a toborzas soran, kell6 mértékben épit-e az ipardg erdsségeire. Ilyen
sajatossag figyelhet6 meg példaul a telekommunikaciés szektor esetében, amit gyors
iitemi fejlédése, és innovaci6 igénye miatt valt az utébbi id6ben igen népszeriivé a
fiatalabb generacidk korében, nem csak az informatikai szakemberek, hanem mas
teriiletek szakemberei szamara is.

2. Lépés: Alternativ lehet6ségek Kkidolgozasa, a megfelel6 megoldas
megtalaldsa és megvaldsitasa

Mivel a munkaadé6i markaépités célja végsé soron kettds természet(i, - hiszen
egyszerre célja a jelenlegi dolgozék megtartdsa, elkételezettségiik névelése, valamint
az Uj munkavdllalék vonzdsa is - igy a markaépités folyamatdnak magaban kell
foglalnia mind a megtartashoz, mind pedig a vonzashoz tartozo 1épéseket.

Ugy gondolom, hogy csak az a vallalat tud valéban vonzé lenni a lehetséges jeloltek
korében, amelyik képes megtartani a jelenlegi munkavallaldit, vagyis képes
hosszutavon is megfelelni a munkavallalok igényeinek. A jelenlegi helyzet felmérése
és elemzése utan a vallalatnak kiilonb6z6 alternativ lehetéségeket kell felvazolni a
dolgozdk elégedettségének és a vallalat erdsségeinek illetve gyenge pontjainak,
valamint az iparag sajatossagaibol adddo lehet&ségek ismeretében.

Az alternativdk kidolgozdsa magaban foglalja a kommunikdciés stratégia
kialakitdsdt, a marka megtervezését és a kdztudatba vald bevezetését, a konzisztens
vallalati magatartasra alapozva. Arra kell koncentralni, hogy mire van sziiksége a
jelenlegi és jovobeli dolgozdéknak, ezutan a vallalat képességét kell megteremteni
arra, hogy azt az élményt tudja nyudjtani a munkavallaléknak, amire vagynak.

Az alternativak kidolgozasa kozé tartozik a konkrét vdltoztatdsok megtervezése és a
legoptimdlisabb megoldds bevezetése. llyen valtoztatas lehet példaul a rugalmas
munkaidé vagy a tdvmunka bevezetése, egy gyakornoki vagy rotaciés program
kialakitasa, vagy csaladbarat munkahellyé valva céges gyermekmegdrzé kialakitasa,
esetleg egy teljesitményértékelési, képzési és el6léptetési rendszer vagy egy
vezet6képzd program kialakitasa, illetve egy egészségmegbrzé program, vagy egy
pihendszoba kialakitdsa is, de ide tartozik a toborzasi, kivalasztasi és beillesztési
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folyamatok feliilvizsgalata és optimalizalasa, vagy egy ajanlasi rendszer bevezetése
is. Azt, hogy az adott vdllalatndl mire van igény, a belsé felmérések eredményeibdl
lehet meghatdrozni, érdemes viszont mind a toborzasi, mind pedig a képzési és
el6léptetési rendszerek Kkialakitdsara, optimalizalasara er6forrasokat allokalni a
human eréforras megfelel6 dramldsa érdekében. A HR-nek hosszu tavy, proaktiv,
markaépitd és fenntartd folyamatként kell ezekre a teriiletekre tekintenie.

A munkaltatéi arculat kiépitése hosszi folyamat, ami azonban mindenképpen
kifizet6d6, mivel hosszi tdvi, tartés és nehezen mdsolhatdé versenyeldnyt biztosit a
vdllalat szdmdra. Ha a vallalat igéretei nem esnek egybe a munkavallald
tapasztalataival, a munkavallalé fejében kognitiv disszonancia jon létre, ennek
kovetkeztében elbizonytalanodik, hogy nem jé dontést hozott a vallalatot illet6en, és
panaszainak hangot ad, megosztja ismerdseivel, amihez kivald teret jelentenek a
kozosségi portdlok. Az ilyen panaszok aldassdk a munkaadoi arculatot, igy csak azt
kommunikalhatjuk magunkrdl, ami valéban megfigyelhetd a vallalatnal, ami hiteles.
(Csermely, 2011)

A Kiils6 és bels6 kommunikacié tekintetében szintén alapos tervezésre, és a
kommunikaciés csatornak hatékonysaganak ismeretére van sziikség, amelynek
mérését még érdemes a jelenlegi helyzet elemzésekor megvalésitani. A belsé
kommunikaciés csatorndk esetében hasznalhatunk belsé levelezd rendszert,
megbeszéléseket, belsd ujsagot, hirdettablat, belsé céges Facebook csoportot,
illetve szervezhetiink kiilonb6z6 rendezvényeket is, amelyek szintén erdsithetik a
vallalati kultarat és a munkatarsak kozotti Osszetartast. Kiils6 kommunikaciés
eszkozként a kiilonbozo6 online platformokkal szamolhatunk, mint a cég weboldala
és karrieroldala, a Facebook, a LinkedIn, a Youtube vagy a céges Blog, illetve
kilonboz6é hiroldalak, vagy egyéb érdekelt platformok, ahol megjelenhetiink.
Ezekrdl a platformokroél a késébbiekben még részletesebben emlitést teszek. Szintén
a kiils6 kommunikicidéhoz tartozik, ahogyan a veliink kapcsolatba 1épdkkel,
kapcsolatban all6kkal kommunikalunk, legyen az illetd egy jelolt, egy tigyfél vagy
akar az egyik partneriink képviseldje.

A munkaadéi markaval kapcsolatban lényegesnek tartom megemliteni Csermely
véleményét, mely szerint ,fontos elkiiloniteni a fogyaszt6i markatol és teljesen
kiilonbozo6 eréforrasokat allokalni a kiépitésére. Ez nem azt jelenti, hogy a két marka
ne tdmogathatna egymast, sét szinte elképzelhetetlen, hogy mig a cég fogyasztoi
markaja a tulélésért kiizd, munkaltatéi markaja szarnyal.” (Csermely, 2011, 53.)
Koénnyebb dolga van egy olyan cégnek a munkaltatéi marka kommunikaciéjanak és
megjelenithetdségének szempontjabol, melynek lathaté és megfoghat6é a terméke.
Minden cég igyekszik bevonni termékét, fogyasztéi markajat a munkaltatéi marka
kommunikacidjaba.
3. Lépés: Az eredmények mérése, értékelése, a folyamatok javitasa

Kadar és Takacs véleménye szerint 6sszehasonlithaté adatok és utan kovetés nélkiil
a tevékenység nem valik kézzelfoghatéva, igy mas dontéshozo teriiletek kdnnyen
mondhatjak, hogy nincs konkrét eredmény. Nincs egyetemes mddszer a munkdltatdéi
mdrka hatékonysdgdnak mérésére vonatkozéan, a vdllalatok kiilonbéz6 méré skdldt
haszndlnak, hogy visszajelzést kaphassanak a munkdltatéi mdrkaépitéssel kapcsolatos
projektjeik megtériilésére vonatkozéan. A BDO kutatasai alapjan a vallalatok jelentds
részénél a munkavallalo elkotelezettsége (44%), fluktudcié (41%), jelentkezdk
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szama (34%), a felvétel mindsége (33%) és egy munkavallalé kivalasztasara
forditott koltség (33%) alkotja a megtériilési mutatészamot. (Hegediis - Nagy, 2014)

Az Kadar és Takacs szerint az emlitett mutatokon tul érdemes még a munkaviszony
hosszdt, a pdlydzatok szamdt, a potlds idejét és a déntési folyamat idétartamdt, a
dontés és az ajdnlat kiaddsa kézotti idétartamot, a kiadott ajdnlatok és a
visszamonddsok ardnydt is vizsgdlni. Ezen tilmenden az eredmények értékelésének
elengedhetetlen részét képezi a toborzdsi kiltségek - beleértve a hirdetési,
kivdlasztdsi tesztek és AC-k kéltségét is- alakuldsdnak, a belsd ajdnldsok szdmdnak és
bevdldsdnak, valamint a bels6 mozgdsok alakuldsdnak és a horizontdlis, illetve
vertikdlis karrierlépcs6k szamdnak mérése is. (2016)

A HR fékuszi mérdszamokon til érdemes a bels§ és kiils6 kommunikaciét is
nyomon kovetni, szamszerdsiteni. Ide tartozik példaul az offline csatornak koziil
bels6 ujsag kiadasainak vagy megirt cikkek szama, a bels6 rendezvények,
kozlemények szama. Az online csatorndk koziil a Facebook aktivitisok szama
(dolgozéi like-ok, hozzaszdlasok, kovetdk szama), a megnyitott dolgozoi e-mailek
szama, vagy a bels6 kérd6ivek (kommunikaciora vagy rendezvényekre
vonatkozoban) kitdltési aranya. Kiils6 kommunikacié szempontjabél szintén érdemes
az online platformokat vizsgalni, mint példaul a Facebook, LinkedIn, Youtube, Blog
és weboldal, karrieroldal aktivitdsokat, latogatottsagot és visszafordulasi aranyt.
Ezenkivill a munkaad6éi marka ismertségének, vagy egyéb a jelenlegi helyzet
elemzése soran mért mutatdk ujboli mérése is célravezetd lehet. (Kadar - Takacs)

Egy alaposan kidolgozott, és sikeresen felépitett munkaaddi marka szamos
pozitivummal rendelkezik. A mdrkaépités haszna az lizleti eredményekben, a
rekrutdciés koltségekben, a csékkend fluktudcioban, a mdrka névekvd kiilsé
ismertségében, a jobb munkavdllaldi teljesitményben és az elkitelezettebb, lojdlisabb
munkatdrsakban realizdlodik, a hosszi tavi hasznok tehat igen jelent6sek.
(Csermely, 2011) Ennek kovetkeztében tehat érdemes id6t, pénzt és emberi
er6forrast allokadlni a folyamatok megtervezésére, lebonyolitasara és utan
kovetésére.

A vizsgalat célja

Kutatasom célja, hogy egy nagyobb mintat vizsgalva megismerjem a munkavallalék
munkahellyel kapcsolatot elvarasait, sziikségleteit. Az igények alapos ismerete
elésegiti a vdllalatok szdmdra az idedlis munkahely kialakitdsdt, természetesen sajdt
erdsségeik feltdrdsa utdn, azokra épitve. Ehhez kapcsolédéan a munkahelyvaltas
leggyakoribb okait is szeretném feltarni, hiszen az idealis munkahely fontos
jellemzdje, hogy az erésségek kihasznalasan tul igyekszik a negativ tényezék hatdsait
minimalizdlni a munkavdllalok pszichikai és fizikai egészsége, biztonsdga és
elkitelezettségiik ndvelése érdekében. A kutatasban résztvevék elvarasait generaciok
szerint szegmentdlva is vizsgalni fogom annak érdekében, hogy lehetséges
eltéréseket fedezzek fel a kiillénb6z6 generaciék prioritasaiban. Ezen tdlmenden a
valaszaddk allaskeresési szokasait is szeretném mélyebben megismerni, beleértve
az altaluk haszndlt csatorndkat, platformokat. Kutatdsom részét képezi a mobilitasi
hajlandésag vizsgalata is mind a hazai, mind pedig a kiilf6ldi munkavallalés
esetében. Ugy gondolom, hogy a magyarorszagi vallalatoknak ma mar nem csak
belfoldi versenytarsaival - legyen az iparagi vagy szakmai - kell versenyeznie a
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megfelel6 munkaerdért, hanem a kiilfoldi vallalatokkal is, hiszen utébbiak a
kedvez6bb gazdasagi kornyezetnek koszonhetéen magasabb fizetést tudnak
ajanlani a munkavallaléknak, igy novelve azok mobilitasi hajlanddsagat, akar
ingazasrdl, akar kinti letelepedésrol van szd, komoly befolyast gyakorolva ezzel az
orszag munkaeré-ellatottsagara, versenyképességére. Véleményem szerint abban az
esetben, ha a hazai munkahelyek jobban megfelelnének a munkavallalok igényeinek,
csokkenne a kiilf6ldon munkat vallalék szama is, ami féleg a hidAnyszakmak esetében
lenne rendkiviil fontos amellett, hogy a jol képzett hazai munkaeré altal képviselt
humantdke hozadékat szintén érdemes az orszag hatarain beliil kamatoztatni.

Hipotézisek

1 Hipotézis: Elsd hipotézisemben azt feltételezem, hogy a kutatdsban résztvevidk
jelentls része generdcids hovatartozdstol fiiggetleniil tobbnyire az online feliiletek
segitségével keres dlldst vagy néz utdna a cégeknek.

Ahogyan a szakirodalmak feltarasa soran mar emlitettem, a kiilonb6z6 generaciok
épp tgy, mint a mindennapi életben, az online szokasaik tekintetében is eltéréek,
hiszen mas hatasok érték Oket, életiik kulonb6zd szakaszaiban taldlkoztak az
internettel és a digitalis vilaggal, igy az ahhoz valé hozzaallasuk, alkalmazkodé
képességiik is eltérd. Ennek ellenére azok a generaciok, akik jelenleg a munkaerd-
piacon aktivan jelen vannak, kénytelenek voltak elfogadni az online platformok
térnyerését és az altaluk generalt valtozasokat, igy az iddsebb generaciok (féleg a
Baby Boom és az X generaciok) szamara is elengedhetetleniil fontossa valt, hogy
ismerjék és hasznalni tudjak a digitalis eszkdzoket, és alkalmazkodni tudjanak a
valtozdsokhoz. Ezek alapjan feltételezem, hogy mara mar nem figyelhet6 meg
szignifikdns kilonbség az egyes generaciok allaskeresési és informacidszerzési
szokasai és lehetdségei kozott, a kiilonbség inkabb abban rejlik, hogy az egyes
generaciok tagjai mire figyelnek fel. Amig a fiatalabb generaciok (Y és Z) a tobb
érzékszervre hatd, intenzivebb bejegyzéseket veszik észre, addig az id6sebb
generaciok (X és Baby Boom) szdmara a kevésbé latvadnyos tartalmak sem
jelentéktelenek.

2. Hipotézis: Mdsodik hipotézisem szerint a vdlaszadok idedlis munkahellyel
kapcsolatos legfontosabb elvdrdsai alapvetden megegyeznek kiilénbézd tényezbk
mentén vizsgdlva a mintdt, azonban az egyes szegmensek rendelkeznek sajdtos
attitiidékkel.

Ugy gondolom, hogy minden munkavallalénak vannak alapvetd elvarasai egy idealis
munkahellyel kapcsolatban, amelyek meghatdrozzak munkahely-valasztasi
preferencidikat. Mivel a hazai gazdasagi helyzetben az atlagos életszinvonal
fenntartasahoz is magasabb fizetésre van sziikség, igy a fizetés tobbek kozott ilyen
alapvetd tényezé hazank munkaer4-piacan. Szintén ilyen alapvetd tényezdének
tartom a biztonsagos munkakérilményeket is. Maslow sziikséglethierarchia
modellje szerint a fiziolégiai szlikségletek és a biztonsag olyan alapveté emberi
szlikségletek, amelyek kielégitetlensége nélkiil az ember nem foglalkozik magasabb
szintll igényeivel. A fizioldgiai sziikségletek kozé tartozik példaul az evés, a
biztonsaghoz pedig a lakhatas, amelyek kielégitéséhez megfelel6 mértékii fizetésre
van sziikség.
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Ezen tilmenden azonban azt gondolom, hogy az egyes generaciok - igy kiilonb6z6
életszakaszban 1évé munkavallalok - mas-mas elvarasokat tdmasztanak egy idealis
munkahellyel szemben, valamint eltérések lehetnek az alapjan is, hogy milyen
agazatrol, milyen végzettségli munkavallalorél van szo, illetve az orszag melyik
régidjarol, megyéjérol beszéliink.

3. Hipotézis: Harmadik hipotézisem szerint a vdlaszaddk 6sszességében hasonlé
elvdrdsokat tdmasztanak a munkahelyekkel szemben belféldi, de jelenlegi lakéhelyétdl
eltéré megyében taldlhato, vagy kiilfoldi munkalehetlség esetén.

A jelenlegi gazdasagi helyzetben, az atlagos életszinvonalat figyelembe véve ugy
gondolom, hogy mindkét esetben a mobilitasi hajlandésagot leginkabb befolyasol6
tényez6 a fizetés, ezt pedig a fejlédési és karrierlehet6ségek kovetik. Véleményem
szerint azonban eltérések figyelhet6ek meg a kiilonb6z6 generdciok mobilitasi
hajlandésaga, valamint az azt befolyasold tényezdk kozott, hiszen egy kozépkort,
csalados ember szamara feltételezhetben mas tényez6k lesznek fontosak
koltozéssel, ingazassal jaré belfoldi vagy kiilfoldi munkavallalas esetén, mint egy
fiatal munkavallal6 szamara, aki még nem alapitott csalddot és munkahelyeit is
konnyebben valtogatja folyamatos kihivast és 1j lehet6ségeket keresve.

Modszer és minta

e

A vizsgalathoz kvalitativ moédszert, irasbeli kikérdezést, kérdbivet alkalmaztam,
melyben a valaszadék demografiai adataira - igy nemére, életkorara,
iskolazottsagara és lakohelyére - tanulmanyaira és munkatapasztalatara, azok
teriiletére, hazai és kiilfoldi munkatapasztalatuk hosszara, munkahelyi elvdrdsaikra,
dlldskeresési szokdsaikra, azok csatorndira és platformjaira, valamint jovébeli
terveire, mobilitdsi hajlandésdgdra kérdeztem ra. Az elvarasok vizsgalata soran 35
tényezdt soroltam fel, amely a szakirodalmak feltadrasa alapjan relevans befolyasold
tényez6 lehet munkahelyvalasztas esetén, majd ezeket a tényezdket egy 5 foku
Likert skalan értékeltettem a valaszadodkkal. A jovdbeli elképzelések szempontjabol
azt vizsgaltam, hogy milyen tényez6k azok, ami miatt a hazai munkavallalok
mobilitasi hajland6saga n6, milyen okokbdl vallalna munkat az orszagon beliil mas
megyében, vagy az orszaghataron kiviil. Ezt kovet6en azoktdl a valaszaddktdl, akik
jelenleg dolgoznak, a munkahelyvalasztas okaira, a munkahelyen megfigyelhet6
szokasokra, valamint az esetleges munkahelyvaltasi okokra is rakérdeztem. A
valaszadast nem tettem kotelez6vé az egyes kérdéseknél, részben azért, mert nem
minden kérdés volt minden valaszadénal relevans, részben pedig azért, mert ugy
gondolom, hogy ha nem gyakorlok nyomadast a résztvevékre azzal, hogy minden
kérdésemre valaszt varok, akkor a kitoltési hajland6sag is novelhetd, ezt a vizsgalt
mintdm elemszama, és mintavétel id6tartama is alatamasztja. A kutatadsban
résztvevék valaszaikat oOnkitoltds modszerrel rogzitették, a kérdéivet 2017.
januarjaban barmikor elérték online formaban. A kérdéiv linkje online megoszthato,
terjeszthetd volt, a mintavétel holabda mddszerrel késziilt. Azért ezt a
mintavételezési modszert valasztottam, mert a kutatds szempontjabol egyaltalan
nem fontos a kitoltés helyszine, ellenben a kérdéiv ezzel a mddszerrel viszonylag
rovid id6 alatt meglehetdsen sok emberhez eljutott, heterogén mintat 1étrehozva. A
minta minimalis nagysagat 500 fében hatdroztam meg, a kit6lték szama ezt joval
meghaladta, gy a mintavételezés sikeresnek és széleskortinek mondhaté. A kapott
valaszok rendszerezéséhez és értékeléséhez az Excel programot haszndltam, a
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kozolt tablazatok és diagramok is ennek segitségével késziiltek. A valaszok
értékeléséhez leirds statisztikai mdédszereket alkalmaztam, mert a szamszer(i adatok
ezzel a modszerrel egyértelmiien vizsgalhatoak, azonban a késébbiekben szeretném
a mintat mas tipusu maddszereknek is alavetni, mert Ggy gondolom, hogy t6bbféle
elemzési moédszer az Osszefliggések mélyebb megértését segiti el6 amellett, hogy

tovabbi fontos tényezdkre hivhatjak fel a figyelmet.

A kérdbivemet dsszesen 889 fo toltotte ki, a valaszok szama kérdésenként eltérhet. A
valaszadok 17 és 62 év kozottiek, tobbségiik nd. A demografiai adatok (végzettség,
életkor, nem, lakdhely) alapjan a minta heterogénnek tekinthetd, mind végzettség,
mind szakteriilet, mind pedig munkatapasztalat alapjan. Az altalanos iskolai
végzettségt6l a doktori iskoldig, a munkatapasztalat hianyatél a tobbéves
munkatapasztalatig, szamos kiilonb6zd teriileten dolgozé valaszadét sikeriilt
elérnem, a fizikai munkastol a cégvezetdig.

Eredmények és kovetkeztetések

1. Hipotézis: A kutatdsban résztvevék jelentds része generdciés hovatartozdstdl
fliggetleniil tébbnyire az online feliiletek segitségével keres dlldst vagy néz utdna a
cégeknek.

1. Abra: Az dlldskeresési szokdsok alakuldsa az eltérd generdcickndl

Allaskeresési szokasok alakuldsa az eltéré generacioknal
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dltal Profession, CV Online, é&lldshirdetéseken megkeresés altal keresztiil, példaul versenyeken
Monster, Jobline, keresztil (A cég elgadasokon keresztiil
stb.) weboldala, Facebook,
Linkedin, stb.)
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Forrds: Sajdt kutatds alapjdn

A 1. 4bra alapjan a generdaci6s kiilonbségek ellenére az dlldsportdlok és az internetes
dlldshirdetések a legelterjedtebbek a munkavallalok kérében. Ezt koveti a csalddon és
ismerdsokon keresztil torténd allaskeresés, illetve a személyes megkeresések.
Erdekesség, hogy a Baby Boom generacié esetében magasan a leggyakoribb a
személyes kapcsolatok altali munkakeresés, valamint az, hogy az allasborzék igen
magas latogatottsaga ellenére ez az allaskeresési forma egyik korosztaly esetében
sem bir kiilondsebb jelentdséggel.
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2. Abra: Az dlldskeresés sordn informdcidszerzésre haszndlt online platformok

Az allaskeresés soran informacidszerzésre hasznalt online platformok
generacios bontasban

70%
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Forrds: Sajdt kutatds alapjdn

Ahogy a 2. abra mutatja, a cégekrdl vald informacidszerzés esetén a valaszadok
korkiilonbségre valé tekintet nélkill a cég weboldaldt, karrieroldaldt, valamint a
Facebookot jelolték a leggyakrabban hasznalt platformnak. A karrieroldalak
hasznalata az idésebb - Baby Boom (1946-1964) és X (1965-1979) - generaciok
esetében gyakoribb, a Facebook pedig nem meglepé mddon a fiatalabb, Y (1980-
1994) és Z (1995-2010) generacidok kozott elterjedtebb. Ezt kovetik a hiroldalak,
valamint a LinkedIn, ezzel szemben a Youtube és a Twitter ilyen céli hasznalata
elenyészo.

2. Hipotézis: Az egyes generdcidk elvdrdsai kozott igen nagy eltérések figyelhetdek
meg egy idedlis munkahely kapcsdn, azonban a legfontosabb tényez6k megegyeznek.

3. Abra: A munkaaddi mdrkdt befolydsolé tényezék fontossdga

A munkaaddi markat befolyasold tényezék fontossédganak atlaga életkor szerinti
bontésban, a teljes minta atlagaval
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Forrds: Sajdt kutatds alapjdn
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A megkérdezettek szerint a legfontosabb a vezeték személyisége, a biztonsdgos
munkakdériilmények, a vonzé fizetés, a fejlodési és karrierlehetéségek, valamint a
munkatdrsak személyisége, a megfelel6 munkakdrnyezet és a csapatmunka. Ett6l
jelentésen csak a Baby Boom generacié prioritdsai térnek el, szdmukra a
teljesitményértékelés, a tehetségmenedzsment, az egyéb bénuszok és béren kiviili
juttatasok, a csaladbarat munkahely és lakohely-munkahely kozotti tavolsag is
fontos. A teljes minta szerint legkevésbé fontosak a hazhoz jové szolgaltatasok, a
gyakori utazasi lehet6ség, a lakhatasi tAmogatas, a gyermekellatas tamogatasa és a
teljesitményalapu fizetés. Az idGsebb generaciok szamara a kilfoldi
tapasztalatszerzési lehet6ség és a kiilfoldi szakmai képzések a legkevésbé fontosak.
(3. 4bra)

3. Hipotézis: A munkavdllalék szdmdra a kiilfoldi munkavdllalds a hazai
munkavdllalds alternativdja.

4. és 5. Abra: A kiilféldi munkavdllaldsi hajlandésdg alakuldsa

A kulféldi munkavallalasi hajlandésag alakulasa A kilféldi munkavallalasi hajlandésag alakulasa
generaciok szerinti bontasban kiilféldi munkatapasztalat szerinti bontasba
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A 4. abra alapjan a Baby Boom generaci6 egyaltalan nem, vagy csak révidebb idére
vallalna kiilf6ldi munkat, az X generdcié tébb mint fele nem, mdsik fele viszont
révidebb és hosszabb idére is el tudnd képzelni a kiilfé6ldi munkavdllaldst. Az Y
generdcié majdnem fele, a Z generdcid pedig tobb mint fele kiprébdlnd révidebb idére
a kiilféldi munkavdllaldst, negyediik pedig hosszabb tavon is el tudja igy képzelni
jovéjét.

A kiilf6ldi munkatapasztalat szerint a vizvalaszté 1 és 3 év kozott van, afolott a
kulfoldi lehetdségekben gondolkoddk tobbsége hosszabb tavon is maradna, 1-3 év
esetén a mérleg nyelve még a rovidtav felé billen. (5. abra) A teljes mintat nézve a
kiilféldi munkavdllalds lehetbsége egyértelmiien felmeriil a hazai munkavdllalék
fejében, konkurencidt jelentve igy a hazai vdllalatok szdmdra.
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6. Abra: A kiilféldi munkavadllaldsi hajlandésdgot befolydsolé tényezék

A kilfsldi munkavallalast befolyasold tényezék generaciok szerint
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Ahogyan a 6. abran latszik, a kiilféldi munkavdllaldst leginkdbb motivdlé tényezdk a
fizetés, a munka és magdnélet egyenstilya, a munka tartalma és a munkakérnyezet.
Erdekesség, hogy a legidésebb generaciét kevésbé érdekli a munka tartalma,
fontosabb szamara a megfelel§ vezetGség és a béren kiviili juttatasok. A fiatalabb
generacioknal fontos még a fejlédés és karrierlehetdség is.

Kovetkeztetésképpen elmondhaté, hogy érdemes vizsgalni, hogy mely tényezdk
mindsiilnek alapvet6 elvarasnak, illetve érdemes foglalkozni a toborzdsi célcsoporttal
életkor, szakmdk és teriileti eltérések szerinti prioritdsokat is vizsgdlva. Figyelembe
kell venni azt is, hogy mi motivdlja a hazai munkaerét a kiilfoldi munkavdllaldsra,
mert jelentds résziik alternativaként tekint a kiilfoldi cégekre.

Kutatadsom soran arra az eredményre jutottam, hogy a munkavallalok elvarasai az
olyan alapvetd tényezdk, mint a vonzoé fizetés, az vezeték és a munkatarsak
személyisége, a biztonsagos munkakorilmények, valamint a megfeleld
munkakérnyezet megegyeznek, azonban kiilonbéz6 szempontok szerint vizsgdlva a
munkavdllaléi csoportokat, eltéré az egyes tényezdk fontossdga.

Minden korosztaly leginkabb az online platformok segitségével keres dlldst, szerez
informdcidét a cégekrdl, igy a vallalatoknak ezeken a csatorndkon Kkeresztiil kell
kommunikalnia a leendé munkavallal6kkal.

A tanulmanyom leglényegesebb mondanivaléja azonban az, hogy az employer
branding a kiilénb6zé teriiletek egyiittmiikédési kényszere miatt egy dtgondolt
stratégidt, vezetdi tdmogatdst, koriilhatdrolt célokat, és alapos tervezést igényel,
emellett kreativitdsra is sziikség van, mert sokszor egy jol kialakitott kampdnnyal
lehet a legnagyobb eredményeket elérni, ehhez azonban a munkavdllalék és a
kérnyezet alapos ismeretére van sziikség.

A vallalatok kénytelenek lesznek felismerni a téma jelent6ségét és 1épéseket tenni a
munkahelyként valé megitélésiik javitdsara, igy makroszinten befolyasolhatjdk a
munkaerd-piac valtozasat, csokkenthetik annak egyensulytalansagait és a munkaerd
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elvandorlasat is. Ennek kovetkeztében javithatjdk az orszdg versenyképességét,
hiszen a humdntdke az egyik legfontosabb, legspecidlisabb tényezd, amely megfelelé
alkalmazdsa el6re viszi mind a gazdasdg, mind a tdrsadalom fejléddsét.
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EMPLOYER BRANDING IN HUNGARY

Kata Kovacs

In my study, I examine the situation of employer branding in Hungary. Employer
branding is essentially based on the cooperation between the HR and PR
departments, and it is the key element of successful brand creation. Firstly, I will
briefly introduce the HR aspect of brand building, namely those factors that
influence the perception of the corporation as a workplace. Such factors are for
example the working hours, benefits, workplace environment and atmosphere, the
process of recruitment, selection and integration, and the personality of leaders and
co-workers. Following this, [ will present the process and steps of brand building,
namely the external and internal situation analysis, the development of alternative
opportunities and strategies, the selection of suitable communication channels, and
the measuring of results. Finally, I will present the platforms used for brand
communication, and the crucial characteristics of a successful employer brand. The
aim of employer branding is not only to attract talented professionals, projecting the
image of an appealing workplace towards them, but also to keep the current
workforce and inspire commitment among them, since successfully holding onto
them greatly affects future workforce requirements, decreasing fluctuaction as well
as recruitment, selection and integration costs. My research focuses on the
perspective of the employee, based on a quantitative sample that was prepared on
the basis of an online questionnaire with nearly 900 persons having filled out the
form. In the form I observe the platforms the employee uses during the process of
job-seeking, the most important factors in their job selection - the properties of an
ideal workplace, such as an appealing salary, proper work environment, flexible
work hours and proper leadership style - as well as the employee’s willingness to
accept mobility opportunities with the factors affecting this, in respect of certain
demographic data, such as age, education, place of residence and work experience.
In order to evaluate the results, I used descriptive statistical methods. After this I
draw the conclusion and make recommendations for companies regarding how they
could become more appealing in the eyes of employees, and how they could keep
their current employees, since a successful employer brand is not only attractive
and credible, but also inspires commitment in their employees, decreasing
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fluctuation as well as recruitment and selection costs, while increasing the
competitiveness of the company.
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NEED FOR MULTICULTURAL COMPETENCIES IN THE SELECTION PROCESS OF
MULTINATIONAL COMPANIES

Timea Lazar - Agnes Bene
University of Debrecen Karoly Ihrig Doctoral School of Management and Business

e-mail: lazar.timea@econ.unideb.hu

Abstract

Being employed by a multinational company can be an attractive opportunity for
graduate entrants. Even if they do not start their careers abroad, they must adapt to
a multicultural environment in their jobs in Hungary. When selecting new entrants,
a successful combination of multicultural competencies may play an important role.
A tool for measuring multicultural competencies can be the Multicultural
Personality Questionnaire (MPQ). First of all, employers should define the exact
requirements and competencies that they need to be able to draw up an ‘ideal
profile’ of employees. Our research aims to create this ‘ideal profile’ delineated by
employers using the Multicultural Personality Questionnaire (MPQ) when selecting
graduate entrants (or graduates with little experience).

Method: We used two versions of the MPQ in our research: the 91-item version in
Hungarian and a direct five-dimensional questionnaire, also in Hungarian.

Procedure: The collection of data took place in spring, 2017 at three different venues
in Debrecen, at Job Expos, where many employers were present, mainly from the
region. (n=12; 14; 34). After collecting and cleaning the data, we analysed 31
questionnaires of the 91-item version and 45 questionnaires of the direct five-
dimensional version (20 respondents filled in both versions).

Results: First we used the 91-item version of the questionnaire to evaluate
employers’ requirements, but after realising the difficulties, such as the complex
nature of the questionnaire, we prepared a direct questionnaire for the evaluation of
the five dimensions, which we applied successfully. We believe that the direct
questionnaire for the evaluation of the five dimensions is an applicable tool for
measuring employers’ requirements for multicultural competencies in the following
dimensions: cultural empathy, open-mindedness, emotional stability, social
initiative and flexibility.

Keywords: multicultural personality, selection, employers’ requirements, MPQ,

Introduction

One effect of transnational relocations is that employees, at almost all levels in an
organisation, must be able to operate with co-workers from several different
cultures or to work with them in multinational and therefore multicultural teams in
foreign subsidiaries (Van Oudenhoven and Benet Martinez 2015). In organisations,
the recruitment is the process of finding and engaging the persons the organisation
needs. During the selection process, HR professionals try to reveal the candidate’s
personality traits relevant to the post advertised, in addition to their professional
competence. They define the behaviour expected in the given position and based on

85


mailto:lazar.timea@econ.unideb.hu

HUMAN INNOVACIOS SZEMLE 2017-2018/1.-2.

the candidate’s results they try to predict the applicant’s future suitability for the
position. (Armstrong and Taylor 2017). The personal competencies of professionals
taking part in the selection are also essential (internal education, trainings: Falkné
Bano Klara, 2012)

Multicultural effectiveness means excellent work performance, appropriate
adjustment and general psychological well-being and satisfaction in a culturally new
environment. It involves successful professional performance, personal adjustment
and intercultural interactions. (Van Der Zee and Van Oudenhoven 2000). The
Multicultural Personality Questionnaire (MPQ) was developed to measure
multicultural personality and effectiveness. Table 1 shows the use of the MPQ in
selection. It describes which version of the MPQ was used, the group of respondents
and the publications where the results were published. The questionnaire was used
for selecting and training employees working in an international scope, and for
evaluating employees who have to work with people or groups from different
cultural backgrounds. It can be used for defining demands for improvement of the
dimensions tested by the questionnaire and for evaluating the success of
improvement. (Van Oudenhoven et al. 2007).

Table 1. International research for the use of the MPQ in employment

Participants in
the research
(number of
items in the
MPQ)

Where and what nationalities

Publication

Expatriates (78)

Western expatriates in Taiwan
from 24 countries

Mol, S.T., Van Oudenhoven, ].P. & Van der Zee, K.I. (2003):
Short Note Study of the adjustment of Western
expatriates in Taiwan ROC with the Multicultural
Personality Questionnaire in: Asian Journal of Social
Psychology

Expatriate
spouses (91)

In 29 countries (mainly in the UK,
the USA, Australia, the Netherlands)

Ali A, Van der Zee K., Sanders G. (2003): Determinants of
intercultural adjustment among expatriate spouses in:
International Journal of Intercultural Relations

Job applicants
(91)

Applicants in the Netherlands and
Belgium

Van der Zee, K. ., Zaal, ]. N., & Piekstra, J. (2003).
Validation of the Multicultural Personality Questionnaire
in the context of personnel selection in: European Journal
of Personality

Employees
trained for
international
positions (78)

21 nationalities (mainly from the
Netherlands, Belgium, England,
Germany, the USA)

Van Der Zee, K. I, & Brinkmann, U. (2004). Construct
validity evidence for the intercultural readiness check
against the multicultural personality questionnaire in:
International Journal of Selection and Assessment

Expatriate
children and
adolescents (91)

From 21 different countries (mainly
from the Netherlands, Germany,
Switzerland, Belgium)

Van Der Zee, K. I, Alj, A. ]., & Haaksma, L. (2007).
Determinants of effective coping with cultural transition
among expatriate children and adolescents in: Anxiety,
stress, and coping

Expatriates
living in foreign
countries (91)

From different countries of origin
(mainly from the Netherlands, the
UK, the USA, Canada)

Groeneveld, C., & van Hemert, D. (2007). How do you do:
The influence of contacts and personality on sojourner
well-being. Research Paper
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Experts on
intercultural
contacts, white-
collar employees
and advanced
students (91)

The Netherlands, Australia,
Germany

Herfst, S. L., Van Oudenhoven, J. P., & Timmerman, M. E.
(2008). Intercultural effectiveness training in three

Western immigrant countries: A cross-cultural evaluation

of critical incidents in: International Journal of
Intercultural Relations

Managers

working in an

expatriate .

assignment Managers from different Van Woerkom, M., & De Reuver, R. S..(ZOO‘.)). Predicting
. o . excellent management performance in an intercultural

orinajob natlopall.tles (mainly .DUtCh) context: a study of the influence of multicultural

dealing with wor]flr?g 1‘n 13 countries at the personality on transformational leadership and

subordinates of SUbSI,dlal_qes ofa Dutch performance in: The International Journal of Human

different multinational company Resource Management

cultural

backgrounds

(91

Canadian

technical

;‘:Z;Zg:iea;g Simkhovych, D. (2009). The relationship between

personnel that
work overseas
within
international
development
projects (91)

Canadians working in 11 different
countries

intercultural effectiveness and perceived project team
performance in the context of international
development.in: International Journal of Intercultural
Relations

Business
professionals
working in a
Dutch
agricultural
multinational
company (78)

35 different nationalities (mainly
the Netherlands, the USA)

Korzilius, H., van Hooft, A., Planken, B., & Hendrix, C.
(2011). Birds of different feathers? The relationship
between multicultural personality dimensions and
foreign language mastery in business professionals
working in a Dutch agricultural multinational in:
International Journal of Intercultural Relations

Managers who
have experience
in interviewing
job candidates
(78)

Norwegian managers in Norway

Horverak, J. G, Sandal, G. M., Bye, H. H., & Pallesen, S.
(2013). Managers’ selection preferences: The role of
prejudice and multicultural personality traits in the
assessment of native and immigrant job candidates in:
Revue Européenne de Psychologie Appliquée/European
Review of Applied Psychology

As we can see from the main parameters of previous research, two versions of the
MPQ were used in connection with hiring and selection. These are the 78-item and
the 91-item versions of the questionnaire. Some questions were left entirely out
from the 78-item version, but the applied questions were the same in the two
versions (and in a third, 48-item version which was used for testing students.)

We found that the MPQ has been used in research of employees in managerial
positions and also of subordinate professionals. We could not find a source in the
relevant literature as for which methods were used in the project to define the
employers’ requirements in connection with the dimensions. There is one source in
Hungary concerning the use of the MPQ, a university thesis by Edina Kiss about
globalisation in education, but she studied the MPQ dimensions of students and not
the use of the MPQ in employment. (Kiss, 2010) There were examinations
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measuring employers’ expectations of recent graduates in the North Plain region of
Hungary already in 2006 with a focus on foreign language proficiency including
intercultural competence (Hajdu, 2008). Foreign language departments of higher
education institutions include intercultural competencies in their study programs as
essential tools of effective communication. The creative application of this skill in
foreign language contexts and communicational situations contributes to a good
level of foreign language knowledge (Hajdu and Czellér 2016).

Materials and methods

The need for an empirical approach to assess effectiveness in a multicultural
environment led Van der Zee and Van Oudenhoven to the development of the
Multicultural Personality Questionnaire (MPQ) as a measure of intercultural
competencies (Van der Zee and Van Oudenhoven 2000, 2001; Van Oudenhoven and
Van der Zee 2002). They summarised a large number of relevant intercultural
personality characteristics to five dimensions of intercultural competence. The MPQ
consists of 5-point Likert scales for the next dimensions:

1. Cultural empathy
Cultural empathy refers to the capacity to identify with the feelings, thoughts,
attitude and behaviour of individuals from other cultures (van der Zee and Van
Oudenhoven 2000).

2. Open-mindedness
Open-mindedness assesses the capacity to be open. Open-minded individuals
efficiently acquire the rules and values of a new culture and are keen on the
perspectives of different cultural subgroups (van der Zee, Atsma, & Brodbeck,
2004).

3. Social initiative
Social initiative shows a tendency to access social situations actively and to take the
initiative. (Ekehammar and Akrami 2007).

4. Emotional stability
Emotional stability denotes the tendency of behaviour in stressful situations (van
der Zee, Van Oudenhoven, & De Grijs, 2004).

5. Flexibility
Flexibility assesses the ability to adjust behaviour to new and unknown situations,
and reflects the opposite of rigidity (van der Zee, Atsma, & Brodbeck, 2004).

Sample items for MPQ dimensions:

»~Emotional stability

Keeps calm at ill-luck.

Takes it for granted that things will turn out right.
Social initiative

Takes the lead.
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Easily approaches other people.
Flexibility
Works mostly according to a strict scheme (reversed)

Starts a new life easily” (Van Oudenhoven, and Benet-Martinez 2015: 51)

After reading the relevant literature and evaluating the results, we found the 91-
version of the MPQ the most suitable for our research. This decision was also
confirmed by the correspondence with the author of the test (van Oudenhoven). The
author himself put the key to the test at our disposal. We translated the
questionnaire into Hungarian.

We used R statistical software for analysing the results.

The authors compiled the direct five-dimensional version of the questionnaire in
Hungarian using the MPQ dimensions. We made a description of the definitions of
the dimensions to make sure the respondents understand them fully. The
questionnaire without the demographical part can be found in the Appendix. There
have been several studies confirming the advantages of using mixed methods in
research. Considering the recommendations of a Hungarian research project (Balazs
and Hégye- Nagy 2015), we decided to complete our quantitative research with
qualitative research methods using a focus group interview. This study does not
include the details of the focus group interview.

Data collection procedure

The collection of data took place in spring, 2017 at three different venues in
Debrecen, at Job Expos, where many employers were present, mainly from the
region. We used personally assisted data collection procedure. Data collection
procedure was the same in both studies. The researchers asked the competent HR
representative(s) of the companies to fill in the questionnaires. They were given
some oral instructions beforehand. We asked them to think about a graduate
entrant applying for a position at the company, and we also tried to make it clear
that they should answer the questions keeping in mind the qualities that such an
applicant should have. They were all given the same instructions by the researchers
at all venues. Some respondents promised to send back the questionnaire by e-mail,
and we received 5 of them this way. Some companies’ representatives (altogether 4)
refused to fill in the questionnaire citing the company’s policy, according to which
any questionnaires can only be answered following previous consent by the
company’s headquarters.

Study one (as “Pilot”)
Place: Faculty of Informatics (DEIK); Férum, an event venue in the city centre (F)
Tool: 91- item version of the questionnaire

Number of respondents: 26 people (12, DEIK; 14 F)
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The respondents found that filling in the questionnaire had taken too long. They
said that it was complicated for them to disregard their personal opinions,
especially in case of questions about emotions. So after realising the difficulties, such

as the complex nature of the test, we made a direct questionnaire for the evaluation
of the five dimensions and asked the respondents to fill it in as well.

Study two
Place: DE Job Expo and Career Day

Tools: 91- item version; 5- item direct dimensional version of the questionnaire

Number of respondents: 34 people; out of which: 4 respondents filled in the 91-

item version; 30 respondents filled in the 5- item direct dimensional version of the
questionnaire.

Results

In Figure 1 we show the results of the 91-item version and the direct five-
dimensional version of the MPQ in one ideal profile.

Figure 1. Ideal profile for a graduate entrant in the MPQ dimensions
1 .. 2 1 s
Cultural
empathy

A

Open-—
mindedness

Social
initiative

J

]

Emotional
stability

1 = 3 I 1
Flexibility

o 21 item's MPQ

ssaaas 5 dimension's MPQ

The results show that employers find all the dimensions of the MPQ very important
for graduate entrants: cultural empathy, open-mindedness, social initiative,

emotional stability and flexibility. In their opinion, the most essential dimension was
open-mindedness in both questionnaires.

However, we found some differences in requirements regarding emotional stability
and flexibility depending on whether they defined them in the 91- item version or in

the direct five-dimensional version of the questionnaire. These differences probably
result from the specific questions which belong to the dimensions in each test. In
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case of these specific items, the personal emotions of the respondents can have
more influence on the answers. In case of the direct five-dimensional questionnaire,
it is easier to formulate the requirements for the applicant irrespective of the
respondent’s personality. It was confirmed that the direct five-dimensional version
of the questionnaire is suitable for formulating requirements in the MPQ
dimensions. Drawing up an ideal profile can help HR professionals in the selection
process.

Conclusion

This study presents previous international research where the Multicultural
Personality Questionnaire (MPQ) was used in employment. We found that this
method is suitable for testing both managers and subordinates. It is also applicable
for examining the multicultural competencies of project team members, for defining
aims of development, and for pre- and post-testing. In our research in 2017, we
examined the possibility of using the MPQ for formulating employers’ requirements
in the MPQ dimensions: cultural empathy, open-mindedness, social initiative,
emotional stability and flexibility for a potential graduate entrant. In the research,
we used the Hungarian version of the 91-item MPQ in the form of personally
assisted data collection at regional job expos in Debrecen. The respondents found
the questionnaire considerably long, and some of them said that it was difficult for
them to disregard their personal opinions in answering some questions. We made a
direct five-dimensional questionnaire based on the MPQ dimensions, with short
explanations about the meaning of the specific dimensions.

Most of the employers who filled in the questionnaire directly evaluating the five
dimensions assessed all five multicultural competencies as essential requirements
in selecting graduate entrants. We did not find any differences in the answers
regarding the requirements either by the nature of the company (service or
manufacturing) or by the nationality of ownership (Hungarian or multinational).

In analysing the results, a need emerged for a focus group interview. This focus
group interview proved our assumptions:

- the direct 5-dimensional questionnaire can be used in personnel selection
- the ’ideal profile’ should be defined for a particular position of the organisation

The next step of the research will draw up an MPQ ’ideal profile’ for a particular
position within a specific organisation with the help of HR professionals using the
direct 5-dimensional version of the questionnaire.
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Appendix
1. Questionnaire for the dimensions (without the demographical part of the questionnaire)

We would like to know that in your opinion what is the 'ideal’ employee like who would be suitable in the
dimensions regarding the multicultural personality at your company, supposing the adequacy of the
professional competencies or any other personal competencies outside the scope of this questionnaire.

We gave precise descriptions of the endpoints of the dimensions.

Please indicate the appropriate number according to you for the ‘ideal’ employee. You can also
indicate values in between.

Example: Loyalty
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How loyal is he/she towards the company?
1 2 3 4 5

slightly extremely

Please fill in the ‘MPQ- Multicultural Personality Questionnaire’ dimensional profiles for the
‘ideal’ employee.

The ‘ideal’ employee’s profile

1. Cultural empathy
How can he/she identify with the feelings, thoughts and behaviour of individuals from another culture?
1 2 3 4 5

with difficulty easily

2.  Open-mindedness
How open is he/she with individuals from another culture?
1 2 3 4 5

closed absolutely open

3. Social initiative
How does he/she interact with people from different cultures?
1 2 3 4 5

with difficulty easily

4. Emotional stability
How calm can he/she stay in stressful situations?
1 2 3 4 5
not at all totally

5. Flexibility
How can he/she adjust to unknown situations?
1 2 3 4 5
with difficulty easily

Thank you for filling in the questionnaire.

2. Participating companies according to sectors

Total number of Nationality of Number of
Sectors . 4 .
companies ownership companies
Public sector 3 HUN 3
Manufacturing
20 HUN 3
companies
GER 6
CHIN 1
IND 1
DEN
SVE 1
USA 3
FRA 1
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MULTIKULTURALIS KOMPETENCIAK IRANTI IGENY NEMZETKOZI HATTERU
VALLALATOK TOBORZASABAN

Lazar Timea - Bene Agnes

Egy vallalat, kiillondsen egy multinacionalis 0j belépdinek kivalasztasanal szerepet
jatszhat az interkulturalis kompetencidk elényds kombinaciéja. A mérés egyik
modszere lehet a Multikulturalis Személyiség Kérdéiv (Multicultural Personality
Questionnaire, MPQ).

Mindenekel6tt sziikség van a konkrét kompetencidk (dimenzidk), az elvarasok
tisztazasara, az ,idedl profil” megrajzolasara a munkaltatéi oldalon.

A vizsgalatunk célja az volt, hogy az MPQ dimenziéinak felhasznalasaval egy ilyen
munkaltatéi ,idedl profil” meghatarozasdnak lehet6ségeit vizsgaljuk meg
palyakezdé  (vagy kevés munkatapasztalattal rendelkezd) diplomdasok
kivalasztasaban.

Mddszer: Az MPQ két valtozatat hasznaltuk a kutatas soran: a 91 item-es magyar
nyelvi MPQ valtozatot; és a direkt 5 dimenzi6 mentén valé értékelést, szintén
magyar nyelven.

A kvantitativ vizsgalatot szakértdi fékuszcsoportos kutatassal egészitettiik ki.

Adatfelvétel: Az adatfelvétel 2017 tavaszdn harom debreceni helyszinen toértént
Allasbérzéken, ahol a munkaltatok széles kore képviseltette magat elsésorban a
Régidbdl (n=12; 14; 34; 5).
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Az adatok tisztitisa utdn az elemzést a 91 itemes MPQ esetén n=31; a direkt 5
dimenzids MPQ esetén n= 45 mintan végeztiik el (mindkét valtozatot 20 valaszadd
toltott ki).

A fokuszcsoport 5 szakért6vel zajlott.

Eredmények: A teljes (91 itemes) tesztet alkalmaztuk munkaltatéi elvarasok
meghatdrozasara, majd a nehézségeket felismerve, - mint maga a teszt jellege,
készitettiink egy direkt 5 dimenziés MPQ kérdé6ivet, amit sikerrel alkalmaztunk.

A direkt 5 dimenziés MPQ kérdéivet alkalmas eszkoznek talaltuk a munkaltatoi
elvarasok feltarasara a multikulturalis kompetencidk tertletén. A Kkulturalis
empatia; nyitottsag; tarsas kezdeményezdkészség; érzelmi stabilitds; rugalmassag,
egylittesen alkothatjak az idedl profil dimenzidit egy konkrét poziciéval kapcsolatos
elvarasok megfogalmazasaban.

Azon munkaltatok, akik kitoltotték a direkt dimenzids kérdoivet, egységesen nagyon
fontos elvarasként itélték meg az 5 multikulturalis kompetencianak felmérését a
palyakezd6 diplomas munkavallal6ik kivalasztasaban.
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THE ROLE AND RESPONSIBILITY OF HIGHER EDUCATION IN PRODUCING
HIGH-QUALITY WORKFORCE

Andrea Mikacz6?! - Boglarka Herczeg?
Szent Istvan University, Godollé

E-mail: mikaczo.andrea @gtk.szie.hu; herczeg.boglarka@emk.szie.hu

Abstract

The development of quality culture in higher education is relatively new, and it is
becoming an increasingly significant issue. It indisputably fulfills a crucial role in the
assessment of competitiveness; therefore, quality improvement activities in this
field are expected to intensify in the future.

The economic significance of this issue is also growing as higher education sphere
has a major effect on the processes of the labour market. In certain areas currently
the problem seems to be the lack of labour, in other areas the disappearance of
professions. Considering the situation from another point of view, significant
resources need to be spent on the reintegration of job-seekers into the labour
market. This might be promoted by the rationalization of the education system, the
improvement of education quality, and it is also necessary to develop a high level of
commitment towards it.

It is crucial for higher education institutions to adapt their education structure and
curriculum to the demands of the labour market as much as possible.

This study aims to contribute to a better understanding of quality management in
higher education, define its role and significance, as well as the responsibility of
higher education institutions to implement quality assurance in order to produce
high-quality workforce. The characteristics of quality culture in higher education, as
well as the most widespread and most generally applied quality assurance and
quality evaluation methods are also going to be presented.

Keywords: higher education, quality, student, workforce, labour market

Introduction

One of the four fundamental benefits of the European Union is the free movement of
workforce. As a precondition all institutions where qualified workforce graduates
from should apply analogous educational and rating systems.

In the first decade of the 21st century a major higher education reform was
launched in Europe. The transformation is unprecedented in extent and complexity,
affects the entire continent and almost all fields of the higher education institutional
system (Bazsa, 2014).

The primary motive of this effort is to preserve and increase Europe’s economic
competitiveness; and one of its key factors is highly qualified workforce and their
successful employment, in addition to giving high priority to science, research and
development (Derényi, 2016). Hungarian higher education has to accommodate to
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this process, and the transformation and development of the Hungarian institutional
system must comply with this.

In 1999, 29 countries came together in Bologna and decided to voluntarily adjust
their higher education policy and harmonize their higher education structures in the
first decade of the next millennium.

The Bologna Process was implemented in Europe in order to achieve the objectives
of the Bologna Declaration. The basic objectives of the process have not changed
over the years. Since 2010 the harmonizing and modernizing process in higher
education of 48 participating countries has been called the European Higher
Education Area (EHEA), which implies the results already achieved.

In Prague (2001) the ministers emphasized lifelong learning, aimed to promote the
attractiveness of the EHEA and the importance of involving students and
institutions in the Bologna Process. At the conference the ministers strongly
encouraged the countries to determine the profile of their bachelor programmes:
“Programmes leading to a degree may, and indeed should, have different
orientations and various profiles in order to accommodate a diversity of individual,
academic and labour market needs.”

The communiqué of ministers at the Berlin Ministerial Conference (2003) puts it
this way:

“The quality of higher education has proven to be at the heart of the setting up of a
European Higher Education Area. [...] consistent with the principle of institutional
autonomy, the primary responsibility for quality assurance in higher education lies
with each institution itself and this provides the basis for real accountability of the
academic system within the national quality framework.”

Material and methods

The topic will be presented by employing an empirical approach, which comprises a
review of relevant literature and the monitoring and processing of experience
gained through observing the accreditation processes of Hungarian higher
education institutions and the analysis of the related documents.

Research results
The development of the internal quality culture of institutions

Bologna Process opened a new dimension for quality in higher education putting it
in an international context. Cooperation and comparability became basic
requirements, while competition was increasing. Mutual trust between nations in
the quality of each other’s higher education activities became a vital question. It
ensures one of the main objectives of the Bologna process, smooth student mobility.

The competition for students is becoming increasingly international, and greater
stress is placed on the quality of education and student services than before.

What most characterizes the economic and social integration of higher education is
that after the boom in the number of students higher education is transforming from
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the academic role into being an economic operator, a vital part of the economy. At
the same time, the question of quality and quality assurance are coming to the fore.

As for the internal quality assurance and quality management practice of
institutions, it is apparent that in Hungarian higher education institutions quality is
present to quite different extents. The usual practice for the introduction and
application of quality management systems is not unified, it mostly depends on the
position, interests and traditions of the given higher education institution. Each
Hungarian higher education institution has some sort of quality system or at least its
elements, but their functioning, and especially the state of quality culture, can be
considered immature. Formal quality assurance systems developed almost
everywhere, but they hardly influence the areas of education and learning. Although
quality-based mentality is present, quality itself is not a vital part of everyday life
(Bazsa, 2014).

Quality assurance efforts of higher education institutions are from time to time
evaluated by the Hungarian Accreditation Committee in accordance with its
procedures, which meet the requirements of the European Higher Education Area.
Some institutions submit themselves not only to the accreditation but also to further
quality certification processes in order to prove their competitive potential in the
international market. These institutions realized that they have to put themselves to
the test in the European Area; it is no longer sufficient to be in a good position in the
national higher education market.

One possible classification of quality assurance evaluation procedures in higher
education is presented on Figure 1.

Figure 1. Classification of higher education evaluation procedures

Focus of the Aim of the procedure
procedure rating/certification classification development
o EUA-IEP
Specific core ) ) ) ¢ Student surveys on
activity « international rankings teacher performance
] ¢  Programme
(input processes, accreditation * QS-star  benchmarking
efficiency, R h uni .
output) * Research university e indicator systems
process
« EFQM
 Professional prize
Svstem e Institution
Y accreditation * Competence
(targeting, (according to the ESG) measuring
. . . e audit
f_rei‘;l;l;g and e Quality management * Quality prizes
rocesses) system according to
P the ISO 9001 standard

Source: own editing

Institutions dedicated to quality expect customers not only from Hungary, but also
from Europe and beyond, from any part of the world. In order to achieve this, they
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need to acquire recognition, gain the confidence of the customers towards the
higher education service they provide and towards the labour market value of the
obtainable qualification.

A quality certificate is both a market tool and an opportunity for any institution.
Conscious customers choose quality, and are willing to invest time and money in it.

There are many options available for institutions to satisfy this demand, the most
common and widely acknowledged international quality improvement and
evaluation methods are discussed in the following section.

International quality improvement and evaluation methods
European Universities Association - Institutional Evaluation Program (EUA IEP)

The mission of the institutional evaluation program, in accordance with the
institutional autonomy, is to support higher education institutions in developing
their strategic management system and change management abilities through their
participation in a voluntary institutional evaluation program.

The program was launched by EUA in 1994 with the aim of supporting higher
education institutions in the quality assessment of their own activities and in
fulfilling their obligation of its continuous development. Since then the IEP carried
out more than 400 institutional evaluations (and subsequent evaluations) in 45
countries (mostly in Europe, but also in Latin America, Asia and Africa).

In the recent years the institutional evaluation program (IEP) of the EUA is acting,
based on its geographic scope as an international, and based on its field of activity,
as a specific, independent higher education quality assurance agency, and as such,
the ENQA (European Association for Quality Assurance in Higher Education) is a full
member of and registered in the European Quality Assurance Register for Higher
Education (EQAR).

The EUA IEP

e Itis an overall evaluation that extends to all activity / operational fields of
the institution, including institutional management, government, decision
making, education, training, research, quality culture, services provided for
society and internationalization.

e The basis of the evaluation is self-evaluation carried out according to the
EUA IEP criteria, that helps institutions to get a more thorough understanding
of their own procedures and at the same time points out the fields that are
going to be in the focus of the on-site evaluation visits.

e Asaresult of the evaluation, the institution may use the “Evaluated by IEP”
logo for five years (Figure 2.)
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Figure 2. “Evaluated by IEP” logo
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Source: http://www.iep-qaa.org/

EFQM ,,committed to excellence” international certificate

The EFQM (European Foundation for Quality Management) launched its new
recognition system in 2002, in order to engage more institutions at various levels of
institutional excellence maturity in self-evaluation based on the EFQM Excellence
Model; and allow them to apply, be evaluated, and advance on the excellence levels.
The recognition system has three levels (Figure 3.):

e Committed to Excellence
e Recognized for Excellence - 3* 4* and 5*

e European Excellence Award (EEA).

Figure 3.: EFQM Recognition Levels

..E'.D\)

il
o), .
\)EFQM' :
EFQM ..

Committed to
Excellence

Source: www.efqm.org
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Committed to Excellence - European recognition

“Committed to Excellence” is the entry level of the EFQM recognition system; it is an
evaluation and certification form that helps the organization achieve better results
of operation.

Applying for this level is recommended for organizations that consider development
and the pursuit of excellence as important factors. The method aims to support
organizations in correctly recognizing their achievement level and specify the
priorities of the development accordingly.

Commitment to Excellence recognition takes place in two phases:

¢ In the first phase applicants have to carry out a self-evaluation based on
the 9 main criteria of the Excellence Model. This is a “screening”-like self-
evaluation that supports the development of the organization, and based on
its result the organization establishes strengths and areas to be developed.
Then, systematically ranking the areas to be developed, it prepares a
development plan.

e In the second phase the organization has to present and prove during an
on-site visit that it has launched projects according to the development
plan.

Among the Hungarian higher education institutions only the University of Szeged
has this certificate; it was obtained in November 2016.

International higher education rankings

International higher education rankings are mostly prepared by the weighting of
previously defined indicators. They belong to the group of quality evaluations
carried out with the aim of classification (see Figure 1.). These are mostly made for
the media, students and policy-makers, at the same time a higher (or rising) position
in the ranking can serve as an indicator of the achievement of the university. A
certain position in the ranking does not depend only on the educational, research
and other achievements of the university, but also on whether they manage to make
these achievements apparent, and also support and verify them by relevant data.

Nowadays there are many existing international rankings and the number is
growing; therefore, universities need to consider carefully which international
ranking(s) are suitable for them.

Quacquarelli Symonds (QS) World University Ranking

Quacquarelli Symonds (QS) is a British company that publishes the international
ranking of the world’s top higher education institutions annually since 2004. In
2016-2017, 3800 higher education institutions were assessed from all over the
world, 916 of which (from 81 countries) feature in the University Ranking.
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The first 400 institutions are ranked individually, while the remaining institutions in
groups. Institutions can apply for the ranking procedure or they can be selected by
invitation.

The results are presented in an interactive chart that can be filtered by
region/location and by the six ranking indicators the QS methodology is based on.

The QS University Ranking takes into consideration the following six factors
(ranking indicators) when determining the ranking of higher education institutions:

e Academic reputation (weighting 40%). It is based on a global academic
survey. In 2016-2017 a total of 74,651 professors participated in the
survey.

e Employer reputation (weighting 10%). Assessment, evaluation and
reputation of the institution by employers of students who graduated from
the university. It is based on the global Employer Survey. Employer
Reputation is a unique indicator in the higher education rankings. In 2016-
2017 atotal of 37,781 employers participated in the survey.

e Faculty/Student Ratio (weighting 20%). It highlights factors that are
important from the perspective of education/training quality, such as group
size and providing individual support.

e (itations per faculty (weighting 20%). Citations and number of academic
works taken from the Elsevier Scopus database. In the 2016-2017 ranking
procedure QS analyzed 10.3 million research works (papers, studies etc.)
and 66.3 million citations

e International faculty ratio (weighting 5%).
e International student ratio (weighting 5%).

Based on these six ranking indicators the QS ranking evaluates the achievement of
the university in four areas: research, education/training,
employability/employment and international mentality, internationalization.

Besides the general ranking QS also prepares Rankings by Subject, i.e. it ranks the
world’s universities according to discipline. To feature in a discipline ranking, an
institution has to fulfill the following conditions: it has to be indicated at least 20
times in the academic/employer survey procedure; the number of publications has
to be above a five-year threshold (it varies according to discipline), and the
institution has to offer bachelor and postgraduate programmes in the given
discipline.

QS Institution and Subject Rankings are popular all over the world among higher
education institutions (as well), including ones from Hungary.

U-Multirank

U-Multirank represents a different approach; instead of preparing an extensive list
(i.e. an ultimate ranking list of universities based on the weighting of indicators)
universities with the same profile are identified and compared, with an aim to
present institutional diversity and increase transparency. Besides, it shows the
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capacity of the given university for facilitating growth and increasing employability
much better than other rankings. It provides vital and precious information for
policy-makers, students and for institutions themselves as well.

U-Multirank is a new, multi-dimensional ranking; it was launched on 13 May 2014,
and is commanded by users and by those concerned. While other international
higher education rankings mostly concentrate on research results, U-Multirank is
more comprehensive: it takes more factors into consideration and prepares the list
of the world’s higher education institutions (universities, colleges) based on five key
areas. These five areas are research results, the standard of education and training,
internationalization, knowledge transfer (with partner companies and start-ups)
and regional embedding. Besides, the opinion of higher education students is taken
into consideration (in the process in 2017-2018 that of 100 000 students).

U-Multirank is an independent ranking; its development and initial functioning was
and is still supported and financed by the European Committee. The basis of U-
Multirank is a carefully built database, it is mainly used for comparative analysis, at
the same time different rankings are prepared. This new, original tool makes
comparison of achievements possible, and it provides information, about 1500
higher education institutions, 3250 departments and 10 700 programmes from more
than 90 countries.

Figure 4.: The current U-Multirank ranking of Hungarian higher education institutions

v

Source: https://www.umultirank.org/#!/home?name=null&trackType=home

U-Multirank is actually a flexible online tool that provides data about institutions in
the five dimensions above. The achievement of the higher education institution is
assessed in each dimension (field), by taking into consideration a total of 30
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different indicators. Based on this, the achievement of the institution is classified by
indicators on a five-grade scale, where A’ stands for excellent and 'E’ for poor
performance. The online tool assesses on one hand the general performance of
universities; on the other hand, it also makes rankings according to the chosen
academic fields. The current U-Multirank ranking of Hungarian higher education
institutions is presented on Figure 4.

Conclusions

The decision of students, the primary customers of higher education institutions, is
increasingly characterized by consciousness; they choose an institution or a
department that will provide them with the necessary qualification that will help
them make their way in the labour market.

However, another group of students chooses an institution to lay the foundations for
their academic life, where they feel assured about their academic advancement, so
they choose QUALITY.

The quality factors offered by institutions are going to be the fundaments based on
which these customers make their decisions. Therefore, higher education
institutions need to continuously keep up with the development processes on the
international higher education market, and in order to make the customers aware of
that, they have to have the parameters that can gain them a prominent place in
quality rankings; or they need to obtain at least one recognition of excellence. The
possession of a quality certificate, a trade mark will definitely make a good
impression on customers, and positively contribute to their decisions.

Higher education institutions will need to concentrate on the prioritization of
quality parameters in the future, and need to commit themselves to meet higher and
higher standards in the satisfaction of customer (student) demands.

The slogan of the future is: ,building on the similarities and benefiting from the
differences between cultures, languages and national systems, and drawing on all
possibilities of intergovernmental cooperation and the ongoing dialogue with
European universities and other higher education institutions and student
organisations as well as the Community programmes.” (Prague Declaration, 2001)
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A FELSOOKTATAS SZEREPE ES FELELOSSEGE A KIVALO MINOSEGU MUNKAERO
KEPZESEBEN

Mikaczé Andrea- Herczeg Boglarka

A mindségbiztositasi kultira fejlesztése a fels6oktatasban viszonylag 1j, és egyre
fontosabb kérdéssé valik. Vitathatatlanul fontos szerepe van a versenyképesség
megitélésében; ezért ezen a teriileten a mindségjavitd tevékenységek a jovében
intenzivebbé valnak.

A kérdés gazdasagi jelent6sége is novekszik, mivel a fels6oktatasi szféra jelentds
hatast gyakorol a munkaerGpiac folyamataira. Bizonyos teriileteken jelenleg a
legf6bb probléma a munkaerd hidnya, mas teriileteken a szakmak eltlinése. A
helyzetet mas szempontbdl megvilagitva jelentds eréforrasokat kell forditani az
allaskeres6k munkaerd-piaci beilleszkedésére. Ezt el6segitheti az oktatasi rendszer
racionalizaldsa, az oktatdsi mindség javitasa, valamint az ezek iranti nagyfoku
elkotelezettség kialakitasara is sziikség van.

Kulcsfontossagu, hogy a felsGoktatasi intézmények a lehet6 legnagyobb mértékben
hozzaigazitsak oktatasi struktirajukat és tanterveiket a munkaerépiac igényeihez.

A tanulmany célja, hogy hozzajaruljon a fels6oktatds minéségmenedzsmentjének
jobb megértéséhez, meghatarozza annak szerepét és jelent6ségét, valamint a
fels6oktatasi intézmények felel6sségét a mindségbiztositds bevezetésében és
megvaldsitasdban annak érdekében, hogy magas mindségli munkaerdt képezzenek.
A mindségi kultira jellemzéi a fels6oktatisban, valamint a legelterjedtebb és
leginkabb alkalmazott mindségbiztositasi és mindségértékelési modszerek is
bemutatasra kertilnek.
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Abstract

In today’s developed world there is an increasing emphasis on megatrends that
influence the development of our society. Megatrends are effects and processes that
strongly determine the future and also the limitations of economy and society, at the
same time indicate viable options. An example is globalisation, the catalyst of
development, which includes world-wide standardisation and universalisation
processes in the economy, society and several other areas of life. Taking these into
consideration, and also based on the article titled ‘The New Rules of Globalization’,
which was published in Harvard Business Review, our aim is to present the most
important views of globalisation, and its effects on national culture and businesses,
including a few paradox effects. We also analyse the trends and directions of foreign
investment inflows and regional features. We illustrate transnationalisation based
on data of Top 500 and Top 10 international companies. Our ultimate aim is to
clarify the definitions and identify the main drivers and effects of
internationalisation and its more advanced form: globalisation.

Keywords: globalisation, world economy, transnationalisation, economic
sovereignty, FD],

Introduction
What is globalisation?

The cultural concept of globalisation can be characterised with one single word:
multiculturalism (BERGER, 1998). The word globalisation comes from globus (latin)
which means a sphere having both an outer surface and internal content, therefore
it refers to processes involving the Earth, the whole globe. According to some
definitions globalisation is identified as the process solving nationally
insurmountable, ‘global’ problems that call for collective international cooperation
or the process of uniting world society, as well as the development of a certain
‘information world society’ (SZENTES, 2003). Globalisation can also be interpreted
as a series of changes, causing countries and economies become more and more
integrated due to transnational economic activity (KANTER & PITTINSKY, 1996).
Others identify the concept with the spread of multinational companies.
Globalisation can also mean divergence, as face-to-face relationships loosen,
traditional communities might break up, while other (virtual) communities are built
(CSANYI, 2002). Laszlé Arvai describes it as “the unification and growth of world
economy production and distribution processes, as well as the world’s cultural
consumption (...) and the growth - with occasional downturns - of the level of goods
exchange and division of labour among different regions of the world” (ARVAI,
1999).
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Where does globalisation come from? Its predecessor is the 13-17t%h century
Hanseatic League, which connected the trading towns of Northern Europe and the
Baltic region. Due to the discoveries of the 16t century and the emergence of
colonial empires, trading along the Atlantic coast began. The industrial revolution
gave another strong impetus to globalisation, which was further strengthened by
free trade treaties among the states. It progressed further in the end of the 20t
century, owing to the development of the means of communication and
telecommunication. “Globalisation is the result of international division of labour,
the development of world economy, it is also the manifestation of the processes
taking place in modern market economy - contemporary capitalism - and the state-
of-the-art international economic integration; therefore it is an asset available for all
the operators of world economy” (CSAKI, 2013b).

According to the International Monetary Fund “the definition of globalisation
reflects the growing worldwide economic interaction of states, by which there is an
increase in the volume and variation of transactions, in terms of goods and services,
international movements of capital, as well as fast and wide-range technology-
diffusion” (BLAHO et al, 2015).

“Some believe that globalisation means worldwide standardisation, due to which
products and services are not adapted to the needs of a particular national market”
(BLAHO et al, 2015).

Globalisation is “a complex, multifaceted and contentious phenomenon”, it is the
“process of forming an organic system” including more and more countries in the
world economy, the deepening of mutual dependences, and the increase of their
intensity (SZENTES, 2003).

Cultural (idea) evolution allows the development of global society despite the fact
that 6 billion people inhabit the Earth (CSANYI, 2002). “Society is the relationship
between man and man, man and community, mediated by objectivation. Culture is
man’s relationship with objectivations, that is, “the human creation”, the world
created and shaped by man. In reality, the different spheres of human life appear in
indivisible combination, only human abstraction can set them apart. Setting apart is
important for our thinking, however, the spheres have to be constructed” (VITANYI,
2002). “Culture involves certain behaviour patterns that can be acquired and passed
on through symbols and that are specific to different groups of people; on the other
hand, it includes the objectified forms of behaviour, and historically selected ideas
and values. Culture, in the first place, is the result of actions; in the second place, it is
the fundamental element of further actions” (KROEBER - KLUCHOLN, 1952). It must
be remembered that the concepts of culture, civilisation, society and globalisation
did not develop simultaneously, since the latter - in today’s sense- was only used in
the second half of the 20t century, when the phenomenon became widespread and
also grew into one of the largest problems of humanity. “Some have high hopes
about the evolution of a global civilisation, they expect that a more peaceful, and,
regarding differences, more tolerant world” (GRULL, 1998) will be born. At the same
time, sceptics are afraid of the world culture evolving into an “airport culture”,
where the diverse human civilisation will blend and become vulgarised. It is
needless to say that the fear from cultural homogenisation is the strongest in
countries with the oldest and most diverse traditions. Preserving cultural identities
in the European and global economic and political “pot” is a perfectly justifiable
desire, and the relevant concerns are not unfounded” (BERGER, 2000). Cultural
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globalisation could not be more explicitly expressed as in the multiplication of
internationally distributed brands. The icons and products of popular culture
proliferate globally and are broadcast simultaneously through satellite channels for
millions of people on all of the continents. The main agents of cultural globalisation
are large transnational media companies that give rise to the comprehensive system
of cultural production and distribution, and which create a global cultural market
(BAYER, 2002).

Samuel Huntington, American sociologist, in his book the Clash of Civilizations and
the Remaking of World Order (1996), differentiates four main processes of cultural
globalisation, which occur simultaneously and have a complex relationship. One
cultural trend is the global business culture of western (mostly American) origin,
often called the “Davos culture”, which is becoming more and more widespread in
parallel with the development of global economy. Its transmitter is international
business life. It is integrated into the lives and values of participants, the fast pace of
modern business life takes over business people’s family lives and free time as well.
Concepts such as costs, profit, profit maximisation make their way from business to
private lives (GRULL, 1998). The global business and intellectual culture trends
evidently have several conflicts of interest. The representatives of this movement
are mainly non-governmental organisations, such as foundations, non-profit
organisations, or multinational agencies including several UN member organisations
(e.g.: UNESCO). The third popular version of global culture was named “McWorld”
by Benjamin Barber in his book published in 1995 titled Jihad vs. McWorld. “This
culture can be described best by the term ‘westernisation’, since it originates in the
west, more precisely in the USA” (GRULL, 1998). Last but not least, analysts
consider the Evangelical Protestant movement as one of the prominent elements of
global civilisation, especially its Classical Pentecostalism movement (which places a
heavy emphasis on the Holy Spirit and its central role), which constitutes 80% of
neoprotestant denominations worldwide. This dominant trend, the Evangelical
Neoprotestant movement and its cultural, economic and political influence is
treated in an outdated, antiquated way by both the state authority and traditional
churches in Eastern-Europe.

From a scientific point of view, “in the context of the connection between
globalisation and culture, the following three characteristic cultural trends need to
be emphasised. Firstly, there is the so called culture-free trend whose followers
believe that technological development undermines cultural differences and
strengthens convergence. Second is the culture-bond movement, according to which
local culture should be taken into consideration when applying different
management techniques. Finally, the third group is the interculture movement
whose followers claim that convergence and divergence co-exist” (BLAHO. et al,
2015).

The culture-bond movement highlights ethnocentrism, which states that the
individual ethnicity or the ethnic group itself has a central role that acts as a point of
reference for evaluating all the other groups’ activities, behaviour, values, etc. Its
special type is cultural ethnocentrism, which means that representants of a certain
culture regard themselves as superior to others.
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Materials and methods

Our primary aim was to prepare a quantitative research (questionnaire) to examine
what the adult population in Hungary expect from globalisation. We applied the
method of quota sampling. Literature overview, definitions, the drivers, advantages
and disadvantages of globalisation, as well as the brief analysis of transnational
companies’ data were used for the survey. The questionnaire has been developed,
piloting is happening now. In December 2017 the questionnaire will be distributed
and then, in the first half of 2018, data will be clarified, analysed and evaluated.

Results and discussion
The drivers of globalisation

Globalisation, encompassing world-wide standardisation and universalisation
processes, is the catalyst of development (SZOKE et al, 2016). Its ,most important
drivers are the following:

e breaking down the barriers of capital flow that would hinder FDI (foreign direct
investment) activities becoming global;

e liberalization of domestic markets and significant reduction of trade barriers (e.g.:
tariffs) accompanying phenomena of globalisation;

e evolution of global capital markets as a new phenomenon in modern business
world;

e development of a worldwide network of information and communications
technologies;

« increasing interconnectedness of international financial markets;

e international spread of liberal economic policies favouring market mechanisms,”
(BLAHO et al, 2015).

Globalization - advantages and disadvantages

The concept of globalisation is highly controversial today. According to Csaki,
globalisation has a positive welfare effect not only for capital exporting countries,
but also for capital importing ones -, however, advantages are fewer for importing
countries than for investor transnational companies (CSAKI, 2013b):

Table 1. Effects of globalisation

ADVANTAGES Disadvantages
Investment inflow Local level de-industrialisation
New jobs Profit repatriation
New technologies Global bargaining power of multinational companies
New management methods

Source: Blahé A. et al,( 2015)

110



HUMAN INNOVACIOS SZEMLE 2017-2018/1.-2.

Based on Blahd’s work the following section comprises a summary and some
additional thoughts on the advantages and disadvantages considered as most
important in relevant literature.

Advantages (for the recipient country) - Foreign Direct Investment (FDI)

There are two main types of FDI inflow: a) non-ownership capital flow (different
forms of international lending and non-repayable international grants); b)
ownership capital flow (international investments, for example, setting up a new
company, acquisition of an existing company, or lending or capital increase from
parent company to foreign subsidiary) (ARVAI, 1995).

According to the OECD a foreign investment qualifies as FDI if it acquires minimum
10% ownership and governance rights in a domestic company and the following
criteria are simultaneously met:

e representation in Management Board;

e participation in decision-making;

e financial relationship between foreign and domestic companies;
 shared management by managerial personnel;

« mutual sharing of technical information;

e granting long-term loans to each other at below market interest rate (OECD,
2016).

Positive effect on the balance of payment - Transnational (TNC) and
Multinational (MNC) big companies emerging

After the Second World War American multinational companies dominated the FDI
market, but European and Japanese companies also played an important role. Bank
investments into industrial production enhanced the efficiency and fast growth of
businesses and sped up international trade.

It is without doubt that capital recipient countries are highly dependent on
transnational and multinational companies starting business in more and more
countries as a result of globalisation. There might be some overlap between the two
concepts, but they refer to different business types. When the owners of the
company are from different countries, we mean multinational companies. According
to Dunning (2008), transnational companies (hereinafter: TNC) engage in FDI and
they have ownership or governance over a defined percentage of their share capital
in more than one country, therefore their investments and operations influence
more than one national economy. A definite percentage of their share capital comes
from a given country, their business policy is centred around global optimisation of
overall company operation; thus the company creates value during production.
Trans- and multinational companies are possibly the most preferred financers of
current account deficits.
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Increasing employment

TNCs are giant employers. “In the developed countries of the western world the rate
of employees working for foreign companies is 5-6% - with the exception of Ireland
(50%) and New-Zealand (25%). In Eastern European countries this rate is 6-8%,
whereas in three countries of the Visegrad Group - Slovakia (30%), Hungary (22%)
and Czech Republic (16%) - the percentage is higher” (BLAHO et al, 2015).

These companies establish subsidiaries, production, serving and assembly units in
different countries. When low-cost labour is the main motive to start a subdivision,
it will be located in the area with the cheapest workforce. When expertise is the
major criterion, the location will be selected based on the availability of workforce
with appropriate skills and qualifications. The main purpose is the efficient
operation of the company and to produce maximum profit.

Spread of modern production and management techniques and methods

FDI inflow is accompanied by the emergence and spread of new production/service
technologies, as well as new management techniques and methods in recipient
countries. The subsidiaries of multinationals not only introduce up-to-date
technologies, but they also establish and exercise modern management know-how.
In relation to globalisation G. Hofstede (1991) says that management methods are
universal, but they must be adapted to the requirements of the specific national
culture.

The term “fourth industrial revolution” (i4.0) was introduced at the Hannover Fair
in 2011. It refers to the change in production and manufacturing processes with the
use of information communications technologies within the network, enabling fast
information sharing in order to optimise production processes. Physical aspects of
technological changes include self-driving vehicles, memory alloys, self-healing and
self-cleaning intelligent materials, 3D printing and state-of-the-art robotics. Artificial
intelligence and automated learning create the link between the physical and digital
sides of technological inventions. The i4.0 affects the social and economic
environment, the business sphere, governments and employment alike.

Positive budgetary impacts (taxes and contributions)

Transnational companies - through their subsidiaries - are advantageous for the
host country. For example, these companies are significant taxpayers, and, since
they play an important role in employment, they have other beneficial budgetary
impacts, both directly (PIT - personal income test, contributions) and indirectly (by
increasing purchasing power, consumption-based tax payments also increase).

Convergence

Emerging markets often owe their economic and technical success to globalisation,
which gives developing countries the opportunity to catch up with the developed
centre of world economy.
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Evidently, globalisation does not only have positive effects. Negative impacts can
mainly be experienced in the areas of social welfare and security.

Disadvantages - Increasing inequalities (between and within countries)

World-scale processes deepen both international inequalities and inequalities
within countries. Poorer classes become outcast, therefore they have less access to
economic and technical innovations. Unemployment emerges, and small businesses
go bankrupt while competing against multinational companies. The social safety net
could get damaged; the upkeep of welfare institutions becomes harder or harder, or
totally impossible. It is proven that the gap between developed and underdeveloped
countries has widened over the course of the last few decades. It has been argued
that globalisation has taken the wrong path, as it only increases the wealth of the
international financial oligarchy.

Increasing corporate uncertainty

“Rapid changes and the global co-dependency of national economies significantly
increase corporate uncertainty in business life. Some authors emphasise that there
are few products that are truly appropriate for world-wide globalisation. What is
more, even today, there is no clear trend in exploiting the possibilities globalisation
presents (POOR & FARKAS, 2001).”

Decreasing employment

One of the previously mentioned advantages of globalisation was increasing
employment rate. The purpose of working capital investment is to minimise
production costs, which entails the relocation of production and employment to
developing economies. Advanced technology, though, eliminates this kind of
competitive advantage; therefore, certain jobs become obsolete and might
completely disappear. This change has an extremely strong impact on economies
relying on labour-intensive production. According to the World Economic Forum'’s
(WEF, 2016) report titled ‘Future of Jobs’, the changes in the labour market will
increase productivity and create an even wider skills gap. These changes will
enhance job loss and the disappearance of jobs at a higher rate than new jobs
creation. According to the study, in the 15 most advanced industrial countries job
losses will amount to 7.1 million altogether by 2020, whereas 2 million jobs will be
created. The 5 million job losses will occur in financial, healthcare and energy
service sectors. New jobs will emerge in business services sector, since robotisation
will create a demand for highly qualified IT, engineering and ICT experts. Jobs
requiring the use of ICT tools will affect not only the types of labour, but also the
type of jobs: it will promote flexible forms of employment (WEF, 2017). Although
changing production methods will cause disruptions at workplaces, businesses and
factories will have new opportunities to increase their efficiency and productivity.
By using digital technologies, businesses will be able to introduce newly developed
products and innovations to the market. A disadvantage of digitalisation is growing
energy-consumption, thus the key topics of related research are sustainability,
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increasing energy-efficiency, and the more wide-spread use of green technologies
and renewable energy resources (WEF; 2016b).

Limiting the sovereignty of national economies

While globalisation limits the sovereignty of national economies, “the objective
should not be to keep sovereignty in a traditional sense, since - from an economic
point of view - it is not reasonable to stick to. It is important, though, that
integration into global business networks and value chains must provide sufficient
welfare conditions for the economy. (CSAKI, 2013b).”

Market distortion - state intervention (aid)

“A conflict of interests between TNCs and capital importing countries can manifest
in the form of strong assertion of TNC interests and strong economic policy
pressures to enforce the support of development - most importantly investment
(CSAKI, 2013b).”

The dominance of state capitalism can distort market dynamics, and consequently
has a negative effect on globalisation. Thus, it is of utmost importance that multi-
and transnational companies design an appropriate market entry strategy that is in
line with the given government’s policies, for example, in terms of the production of
goods not favoured by the government. Occasionally, particular companies and
countries might develop partnerships. For instance, the Chinese government
increased the quota of imported foreign films in 2012, and as a result, local investors
gave 20% support for a German company. General Electric - a multinational
company providing technological and financial services- is involved in several
dozen investments in the different sectors of the Chinese economy. Certain African
countries launch programmes in infrastructure for foreign companies. A few
countries such as Nigeria, Kenya, Ghana, in the lack of local technical or economic
expertise, rely on western private investors that can provide the needed technology
(BREMMER, 2014).

Falling behind (countries not involved in globalisation)

“Countries that cannot adapt to the globalisation of world economy may fall behind
(CSAKI, 2013b).” Foreign capital is an organic part of economic systems, and it is a
prerequisite for a dynamically developing country and competitiveness.

Table 2. The effects of globalisation
ADVANTAGES (recipient country) Disadvantages
. Foreign direct investment (FDI) Local level de-industrialisation

Positive effect on the balance of payment -
Transnational (TNC) and Multinational (MNC) big | Profit repatriation
companies emerging
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Global bargaining power of international

Increasing employment .
companies

. Increasing inequalities (between and within
New management techniques and methods 5 q (

countries)
New technologies Increasing corporate uncertainty
Positive budgetary impacts Decreasing employment
Convergence Limiting the sovereignty of national economies

Market distortion (state intervention)

Falling behind (countries not involved in
globalisation)

Source: Authors’ own compilation based on Blahé et al, 2015

Capital flow in details

Capital flow gained momentum at the beginning of the 80s, when its volume started
to rise significantly. However, the mid-80s brought not only quantitative changes,
but the trends of direct investment flows have also shifted, as both the forms and
targets of direct capital investments of international companies have changed
(POOR, 2009).

Figure 1 shows FDI flow in the world based on UNCTAD data.

Figure 1 World total FDI inflow, by regions, 2000-2015 (billion USD)
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Direct working capital investments show a decline starting from the 2000s. War
against terrorism since 11 September 2001, unsuccessful cross-border M&As and
changes in the international investment environment play a significant role in this
process (POOR, 2013). From 2004 there is a constant increase in FDI flow in all of
the three regions, however, the 2007-2009 recession caused a decrease in FDI flow
in developed countries. In these countries increased flow can be observed only after
2014, owing to the economic fragility of developing nations, their regional conflicts
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and political insecurities. Global FDI volume increased by 38% (1.76 trillion USD) in
2015, which is the highest value since the 2007-2009 economic and financial crisis.
Data show a record amount of cross-border M&A activities, rising to a 721 billion
dollars high, contrasted with 432 billion in 2014. In 2016 global FDI flow decreased
by 13%, due to poor global economic growth and weak commercial profit volume.
The extent of decline varies regionally.

At the start of significant increase in working capital flow volume, capital flow
typically took place among developed countries (investment Triad), or from
developed to developing countries. Today, however, it no longer holds that working
capital flows from developed to less developed countries. Among developed
countries the USA is no longer the largest working capital exporter, Western
European companies have notably higher investments in the USA than the USA has
in Western Europe. Developing counties not only receive more than half of FDI
inflows, but they also export more than 25% of FDI (UNCTAD, 2012, 4.). “The
development of emerging countries - both becoming more attractive capital
importers and becoming significant capital exporters - causes bigger competition
among capital importing countries. The 2007-2009 crisis set back globalisation. In
2016 the Latin American countries, the Caribbean region and certain areas of Asia
suffered the largest loss. At the same time capital investments in Kazakhstan greatly
increased thanks to the marked growth in mining research. Cross-border mergers
and acquisitions have been increasing (by 13%) since 2015. Greenfield investments
show a 5% rise owing to a few larger projects carried out in a couple of countries. At
the same time, the decreasing rate of production projects raises concerns. In
developing Asian countries foreign working capital inflow has significantly dropped,
except for China, which is still the most popular destination for FDI, reaching 139
billion USD in 2016 (UNCTAD, 2017).

Asia: The rate of FDI flow in Asia region is shown in Figure 2. The following section
analyses the characteristics of FDI flow in China, India and the United Arab
Emirates.

Figure 2. FDI flow in the Asian region
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The large inflow of foreign direct investment in China began owing to the Open Door
Policy announced in 1978 and the abolishment of a few restrictions, which created
opportunities for the economic growth of the country. FDI flow used to be a one-
way process, however, the country’s rapid economic growth and large capital
accumulation provided the means to reverse the process. Chinese FDI export has
increased in the past few decades and sped up in the last few years; in 2012 China
became the 3rd largest investor after the USA and Japan, and was able to keep this
position in 2015 (SAUVANT-CHEN, 2014). Chinese FDI outflow has an incentive
effect on Chinese economic growth and convergence. The Chinese leadership’s open
foreign trade and economic policy promotes the establishment of new industries in
the country. Chinese FDI outflows were drawn in the following industries:
agriculture, chemical industry, energy sector, financial sector, trade services,
mining, wholesale and retail trade, production, construction, transport. Cross-
border mergers and acquisition are motivated by different reasons, such as
increasing market shares, increasing growth rate, decreasing costs or adopting new
technology. The most important directions of Chinese FDI are the following: brand
shopping, e.g.: Volvo, Hummer, MG, acquiring new markets for export, outsourcing
polluting industries and purchasing strategic resources. UNCTAD (2012, 2016)
statistics show 7% increase in cross-border M &A from 2014 to 2015, while
greenfield investments show a 7% drop. A popular target of Chinese foreign direct
investment is the Central-Eastern European region, especially Hungary. However,
working capital often arrives through intermediaries to the region, well-illustrated
by the Wanhua investment group taking over Borsodchem in Kazincbarcika,
through a Dutch intermediary.

India opened up for foreign direct investment in 1991, opening gateways for the
integration of know-how. FDI inflows made it possible to access new technologies,
marketing expertise in order to acquire modern governance techniques. Foreign
direct investment affected all areas of the economy, improved Indian companies’
access to investment capital, created new jobs and facilitated the government to
develop education. The Indian government FDI-friendly measures increased the
rate of foreign capital investments by 300% between 2005 and 2010. In 2015 FDI
inflow rose by 22% compared to the previous year, in contrast capital outflow
dropped by 40%. India received special attention as a target for greenfield
investments, in 2015 the total value of investments reached 63 440 million USD,
which is 2.5 times more than it was in 2014 (UNCTADSTAT, 2017).

According to 2016 UNCTAD reports the United Arab Emirates is the 9t largest
foreign direct investment recipient country in Asia, it attracted 25% more working
capital in 2015; the main investors arrive from the UK, Japan and Hong Kong. The
majority of foreign direct investment is concentrated in production of hydrocarbon
from the country’s easily accessible resources, as well as water and electricity
production. Other strengths of the country are easy-to-access oil reserves, low
energy-consumption and high purchasing power, however, there are some
disadvantages as well, such as small domestic market and lack of currency control
and business taxation (SANTANDER TRADE, 2017).

Africa: Foreign direct investment flows into the African continent show a 5%
decrease in 2015, compared to the previous year. FDI value dropped by 22% in the
Western African region, and by 55% in the Central-African region, from 9091 billion
to 5830 billion USD, due to the unpredictable political environment, lack of
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infrastructure and spread of terrorism. Both greenfield and cross-border M&A show
a decline on the African continent. In 2014 the largest demand for greenfield
investment was in Northern and Southern Africa. In the Northern region the highest
amount of FDI was received after the ‘Arab Spring’, when capital inflow grew by
49% compared to 2014. The biggest investors are the USA, China, France and the UK
in production, development, ICT and infrastructure. Reasons for the decline are lack
of infrastructure, fluctuating regulations and disparate political environment in the
countries of the continent. Transnational companies in Southern Africa invest in
telecommunication, mining and retail trade (UNCTAD, 2017).

EU: Foreign direct investment in the EU dropped significantly in 2014, but 2015
marked a higher growth. The targets of EU foreign investment are Great Britain,
Germany and France, altogether 55% of the total. FDI capital export is mainly
invested in the processing industry, as well as in the financial sector, transport and
telecommunication, retail and catering, and construction. Greenfield investments in
EU countries rose by 17%, while mergers and acquisitions increased from 37 821
million USD in 2014 to 270 096 million USD in 2015.

TNC and MNC performances in rankings

Transnational companies controlled 70% of world economy in the 2000s, the
number of businesses exceeded 30 000 with 200 000 subsidiaries under their
control.

The Top 500 (Fortune Global 500)

Before 1995 the Forbes magazine compared large American companies, since 1995
it has published annually the TOP 500 multinational companies for international
comparison. In 2015, the Top 500 multinational companies produced 27.6 billion
USD turnover that generated 1.5 billion profit. These companies employ 67 million
people in 33 countries of the world.

The TOP 500 multinational companies’ regional distribution is shown in Figure 3.

Figure 3 Multinational companies’ regional distribution in 2005 and 2014
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Comparison by continent shows that North American and European participation
decreased, while Asian increased and Oceania and South America didn’t show
significant change between 2005 and 2014.

The number of businesses between 2010 and 2014 are demonstrated in Table 3.

Table 3. Evolution of the number of multinational companies, by parent company,
2010-2014

United States
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France
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United Kingdom

China

Source: GIS (2015)

In the USA, Japan, France, Germany and the UK, the number of MNCs has gradually
decreased, while in China it has increased, it doubled over the course of 5 years.

Figure 4. TOP 10 Multinational companies’ total revenue and profit, 2015 (billion USD)
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In 2014 the TOP 10 (in Fortune Global 500) multinational companies produced 3700
billion USD revenues which constitutes 5% of world GDP. Based on the data, it can
be concluded that 15% of transnational companies deal with oil, fuel and/or gas
production and distribution, this is followed by trade, engine production, food
processing, pharmaceuticals and electronics, as demonstrated in Figure 4.
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Conclusions

e There are different definitions of and several approaches to globalisation. Besides
its economic effects, it is also important to consider it as a complex system.

e Foreign direct investment is closely related to economy, society and the
environment, it can have positive effect on the recipient country’s financing sources,
employment rate, balance of payment, competitiveness, it facilitates transferring
technical, technological and management knowledge.

e Foreign direct investment can bring forth qualitative and quantitative
improvement.

e Widening the range of multinational and transnational companies’ activities, the
vertical development of globalisation is both a challenge and an opportunity
(involvement in world economy, structural changes).

 Globalisation is multi-faceted; besides positive effects, it has negative impacts as
well, even on developed countries.

e Chinese foreign direct investment outflow encourages the growth of the Chinese
economy. China seeks to become the global economic leader.

 Labour market changes cause higher productivity and widening skills gap.

* Globalisation restrains the state’s economic authority, but paradoxically, at the
same time, it also increases the significance of the government’s role.

e The largest uncertainty factors of 2017 - according to PWC research - are general
elections and their possible outcome.

Due to the new, world-wide recession, different economic processes are taking place
simultaneously. They call for a slower, more controlled form of globalisation to
compensate for the growing income disparities in developed states and the decrease
in developing countries, since they have a negative effect on the economy, politics,
society and also on the institutions of the country.
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GLOBALIZACIOS TENDENCIAK ES TRENDEK NAPJAINKBAN
Csapé Il1diké - Sz6ke Brigitta - Balazs Eva

Napjainkban a fejlett vildg szamdara egyre nagyobb jelentéséget hordoz a vilag
fejlédését befolyasolé6 megatrendek hatdsa. A megatrendek olyan hatésok,
folyamatok, amelyek erésen meghatarozzak a gazdasag és a tarsadalom jovojét,
mozgasterét, voltaképpen ramutatnak, hogy merre vannak jarhaté utak. Ilyen
példaul a gazdasagra, a tarsadalomra, illetve az élet szamos teriiletén hatasat kifejt6
vilagszintli egységesedési és univerzalizadlédasi folyamatokat magdba foglald
globalizacié, amely a fejlédés mozgatérugdja. Ezen hatadsokon elgondolkozva, illetve
a Harvard Business Review 4ltal kiadott folydiratban megjelent ,The New Rules of
Globalization” - Uj szabélyok a globalizaciéban cimii tanulmanyban olvasottak
alapjan szeretnénk ismertetni a globalizacié legfontosabb nézeteit, bemutatni a
nemzeti kultirara tovabba a vallalatokra gyakorolt hatasat, felvazolva néhany
paradox hatast. Ezt kovetSen elemezziik a kiilfoldi t6kebedramlas trendjeit és
iranyait, és egyes régidk jellemzdit. A transznacionalizdléddst a nemzetkdozi
vallalatok Top 500 és Top 10 adatai alapjan szemléltetjiik. Tanulmanyunk célja,
hogy atlathatébba valjon a nemzetkoziesedés és ennek sajatos 1épcséfokat jelentd
globalizacid értelmezései, legfébb mozgatdrugoéi és hatasai.
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