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1 Research background and goals 

 

Today we are witnessing growing competition in the economy when competitiveness is 

not only a possibility for achieving better results but also a means of survival in an environ-

ment with accelerated globalization, and faster information and communication channels. 

It is a strongly emphasized thesis in the special literature even in Hungary that the main 

factor of competitiveness which determines the success of future companies is the quality and 

management of human resources (Chikán, 2000; Fekete, 2007; Gyökér, 2007; Kiss Pál; 

Kővári, 1999). 

The relationship between human resources and organizational competitiveness was first 

based on the fact that the better management of organizations necessarily results in an in-

crease in organizational performance. According to one group of theories postulating such a 

relationship (Wright–Dunford–Snell, 2001), human resources themselves have a potential 

competitive advantage. Another view (Lado–Wilson, 1994) holds that the source of long-term 

competitive advantage lies in the practice used for the management of human resources.  

Contingency theory focuses on the match between business strategy and the management 

of human resources. Several representatives of this view (Armstrong, 1999; Caulkin, 2001; 

Karoliny, 2004; Pfeffer, 1995; Ulrich–Lake, 1991; Zoltayné, 1997) have demonstrated the 

role of human resources in organizational competitiveness. As the activities related to human 

resources become more interconnected and more attention is being paid to individual and or-

ganizational objectives, their relationship becomes closer.  

Competence-based human resource management includes the implementation of the or-

ganization’s strategy, the definition of critical success factors and the jobs that have the 

strongest effect on them, the establishment of competence profiles, followed by endeavours to 

achieve a match (the measurement of the degree of congruence) in the course of selection, 

development, career planning and performance management.  The better the degree of match 

is, the better the chance we have to accomplish the organizational goals. This is why increas-

ingly more attention is being devoted now to professional activities focusing on competences. 

Competence-based human resources management has gained considerably ground since 

the end of the 1990s, first in the United States (Athey–Orth, 1999; Dubois–Rothwell, 2004; 

Harvey–Speier–Novicevic, 2000), and then in Europe too (Brewster–Mayrhofer–Morley, 

2004), mainly in connection with the functions of selection, retention and motivation. 
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In the United States, most of the more recent approaches to competence focus on func-

tional (job-related) competences (Aragon–Johnson, 2005), while in Europe, due to country-

specific issues, socio-cultural traditions and the special features of various international com-

panies, there are several different approaches to competence (Scholz–Böhm, 2008). 

The employment of the most outstanding employees who can best match the given com-

petence profile is an increasing challenge for the practice of human resources management. 

This task is especially a great challenge when it comes to finding colleagues for the strategi-

cally most important manager positions; therefore, it has to be the key focus of any study in-

vestigating this issue. 

The success of organizations and their adaptation to a changing environment are largely 

dependent on their managers. The changes in the external environment (globalised economy, 

international companies spreading in the countries of the European Union, etc.) and in the 

external environment of organizations (new structural solutions, technological innovations) 

set new tasks for their managers in which the definition of competences may have a key role. 

It is important to know which competences can make managers competitive, successful and 

effective in their own medium. 

I believe that my work fills a gap because when I was studying the literature on the needs 

of the domestic labour market I found that most of the studies focused on the needs for voca-

tional training, a better match between the educational system and the labour market, and ca-

reer starters (Bálint–Polónyi–Siklós, 2006; Berde–Czenki–Györgyi–Híves–Morvay–Szerepi, 

2006; FELVI felmérések; Komor, 2001; Polónyi, 2006; Schranz, 2007; Selmeczy–Tóth, 

2006, 2007; Siklós, 2006). The research program “Functional study of corporate manage-

ment” conducted at the University of Debrecen addresses the role of managers and their com-

petences (Barta, 2004), but these studies do not investigate labour market expectations either. 

The logistics competencies were in the focus in the Pató Gáborné Szűcs Beáta’s PhD disserta-

tion. 

 

Another, indirect reason for the choice of my topic is that the need for competitiveness 

arises not only at the organizational level but also at the economic and social levels.  

With the recognition of the situation in Europe, several economic and political processes 

and programs have been launched in order to improve competitiveness. There is broad agree-

ment today that the key factor of economic development is the quality of available human 

resources. Therefore, the development of education and research is inevitable. In Lisbon we 

saw the vision of knowledge-based society emerge, so most of the programs aimed at improv-
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ing competitiveness cannot avoid addressing the new meaning of knowledge. The notion of 

competence owes its popularity to this different approach to the concept of knowledge: there 

has been a shift towards the application of knowledge, towards practice. In a knowledge- and 

value-oriented economy and society characterised by the production of a large amount of in-

formation, the traditional view of knowledge is being complemented by the need for the ap-

plication of knowledge and information, because this is what can enable the effective opera-

tion of human resources. 

The Bologna process, which set out the goal of establishing the European Higher Educa-

tion Area, was launched to support the unifying higher education in the region in order to help 

accomplish the strategic goals of the European Union which include, among others, the de-

velopment of human capital amidst global market challenges. One of the central elements of 

the Bologna process is to increase the applicability of knowledge acquired in higher education 

in the labour market (Bologna Declaration, 1999) In its “Education and training 2010” work 

program, the European Council (European Council, Brussels, 2002, 6365/02, EDUC 27) set 

the requirement for higher education, among others, to improve every one of its areas both in 

content and in methodology. This was necessary because employers believed higher educa-

tional institutions offered general knowledge mostly based on theoretical grounds, although 

employers would rather require their employees to be ready for prompt action and have 

knowledge that manifests itself in productive and practical results. The Council defined the 

development of competences which enable the performance of activities expected by the soci-

ety as the main task of restructuring. In its explanation it says that as a result of the techno-

logical development of recent decades, economic activity has become increasingly specific, 

practice-oriented, and therefore, traditional higher education with a focus on theory can no 

longer provide the economy with the kind of experts that can meet market needs. The most 

recent strategic goal is to transform Europe into an Innovation Union, which will make the 

players of economy and education even more dependent on each other. 

There is no proper dialogue and cooperation between economic players and the domestic 

educational system, so I also set an indirect goal, by collecting the market needs (expecta-

tions) regarding managers and classifying them on the basis of the literature, to establish the 

labour market competence profiles of the examined managers and to attempt to formulate a 

recommendation which can improve the relation between these two spheres. 

 

My dissertation focuses on entrepreneurs who play a key role in economic life and man-

agers with degree in economics who are employed by a company. 
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My goal was to learn more about the so-called classifying criteria, certain “soft” compe-

tences which any applicant running for a management position is expected to meet or have. 

These expectations are specified directly by the companies themselves during the recruitment 

and selection process. The same labour market expectations are expressed by executive search 

consultants (headhunters) too, which intend to meet the companies’ needs. I also classified 

competencies under the group of labour market expectations which enable entrepreneurs to 

become successful and competitive in the market.    

My research questions were the following: 

- What are the expectations of the labour market from managers (both as entrepreneurs 

and as employees)? 

- What competence profiles are created by the competence expectations of the labour 

market? 

- What role competence profiles are created by the competence expectations of the labour 

market? 

- Do the studies on entrepreneurs and employed managers show the same results? 

- Do these competence expectations change over time, and if yes, in what ways? 

- Do the manager competence profiles differ by international comparison, and if yes, in 

what ways? 

In order to answer the above questions, I used the following methods in my research. 

 

2 Research and analysis methods 

 

In order to get a better understanding of the expectations set against managers in the la-

bour market, I have conducted several different surveys in my research on entrepreneurs and 

employed managers with a degree in economics.  

- In the part of my research targeting entrepreneurs I made thematic interviews and used a 

questionnaire (S-CPI) with 670 entrepreneurs. 

- In order to explore the labour market expectations set against employed managers, I ana-

lysed all the job advertisements published in the weekly paper Heti Világgazdaság (HVG) in 

2000, 2001, 2004 and 2007 for executive positions meant for people with a degree in econom-

ics. In addition, I took semi-structured interviews with a total of 96 executive search consult-

ants (headhunters), as a result of which I found out what competence expectations these 

search consultants had by directly analysing 232 cases. In order to get an international per-

spective, I extended my research to the manager ads in the 2007 volume of The Economist. 
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The competence models that served as the basis for research and the analysis of the results 

were as follows: 

a) the competence model developed by Spencer–Spencer (1993). I chose this model be-

cause this is the most common method used by companies that work with competence 

dictionaries elaborated by experts previously and also because it is quite well-known 

and recognised in professional circles. 

b) the Management Model of Competitive Values developed by Quinn et. al. (Quinn–

Rorhbaugh, 1983; Quinn–Faerman–Thompson–McGrath–Clair, 1983). Its use in the re-

search project is justified by the fact that it is a dynamic model which was developed 

from analysing the criteria of organisational efficiency and in which the results and 

shifts can be interpreted at several levels. One of the dimensions in which the model can 

be interpreted refers to manager roles. 

 

Methodology of analysing data 

 

The tables, the summaries and the calculations were made with the Excel and SPSS soft-

ware packages.  

I was able to use two economic indexes of success for the statistical calculations in the en-

trepreneur survey: 

 

1. Asset index (AI): the ratio of the fixed assets of the enterprise (assessed) at the time of 

the study and at the time the enterprise was established, expressed in HUF. 

2. Turnover index (TI): the ratio of the net turnover of the enterprise at the time of the 

study and at the first closed year, expressed in HUF. 

 

Using a method for examining personality traits (S-CPI), I found personality traits that 

had proved to be significant, which I correlated with the nature of the entrepreneurial activity 

and the indexes of success (described above), using correlation and factor analysis. 
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Table 1 S-CPI Principal Component Analysis 

 

 

In further surveys, before combining the data for different years and different managerial 

levels and the figures gained from various sources, I always checked whether the data could be 

regarded as homogeneous and whether there was any significant difference between the com-

petence expectations of advertisements and headhunters defined at different points of time. I 

chose the method of match testing (Kerékgyártóné et al, 2003, pp. 337-339.) to test the signifi-

cance of the differences. In the χ2 test, I worked with a critical value of 0.05, which is a stan-

dard level of significance in such tests. 

On the basis of the results gained in the match test it was, of course, possible to establish 

whether the distribution of the appearances of the various competences and criteria had 

changed significantly between the examined time points. In order to provide a deeper analysis 

of the temporal changes broken down by competence groups used in the Spencer–Spencer and 

the Quinn model, I used another method of testing my hypothesis too, namely, the double sam-

ple test regarding ratio (Kerékgyártóné et. al., 2003, pp. 349-350.). As a null hypothesis, I took 

the equal number of appearances of the different competence groups in the different target 

years. The alternative hypothesis was that this number was not the same, so I used a two-sided 

test. I tested the reliability of the null hypothesis regarding the temporal invariance of appear-

ance ratios with the z-test at a significant level of 0,05. 
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3 Theses of the dissertation 

 

Thesis 1: The competence structure of the labour market expectations set against en-

trepreneurs and employed managers with a degree in economics is similar: preferred 

competences include personal effectiveness, achievement and action, influence and 

managerial competencies, while less expected competences include cognitive competen-

cies and the competence of helping and human service orientation. (1, 2, 3, 4, 6)
1
 

 

I formulated my first thesis on the basis of Hypothesis 1, which has been confirmed. 

Hypothesis 1: The methods can be used to characterise the Hungarian labour market 

expectations for managers: the expectations that have been explored can be mapped with 

the recognised competence models (the results gained with my methods are really compe-

tences), and as a result: 

a./ the structure of the competences established with the different methods is similar, so 

the same phenomenon was examined. 

The hypothesis has been confirmed: the groups of competences developed by Spencer-

Spencer and Quinn that were used in the HVG and the headhunter surveys proved to be a ho-

mogeneous pattern (using the chi-square test and in the same data survey years); in other 

words, the profiles emerging on the basis of the two surveys do not differ significantly from 

each other. The competences identified in the entrepreneur survey are identical with the more 

frequent competences found in the employed manager surveys (personal effectiveness, 

achievement and action, influence and managerial competencies) as well as with less expected 

competences (cognitive competencies, helping and human service orientation). 

 

 

 

 

 

 

 

 

                                                 
1
 The numbers refer to my own publications that are related to the theses. 
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Table 2 Competence structure of expectations for entrepreneurs and employed managers in the labour market 

with degree in economics 

 

 Results of the 

entrepreneur survey 

Results of the 

employed manager survey 

Preferred compe-

tences  

Personal effectiveness 

Achievement and action 

Managerial competencies 

Influence 

Personal effectiveness 

Achievement and action 

Managerial competencies 

Influence 

Less expected  

competences 

Cognitive competencies 

Helping and human 

service orientation 

Cognitive competencies 

Helping and human 

service orientation 

 

Thesis 2: On the basis of the surveys examining Hungarian employed managers 

with a degree in economics, the most frequent competences in the labour market com-

petence profiles are personal effectiveness and achievement and action, making up over 

50% of all the expectations. This is followed by expectations regarding managerial and 

influence. As compared to the previous competence groups, cognitive competencies are 

less frequent in the labour market expectations and the frequency of the competences of 

helping and human service orientation is insignificant.  

On the basis of the surveys examining British employed managers with a degree in eco-

nomics, the most frequent competences in the labour market competence profiles are 

managerial and cognitive competencies, making up over 50% of all the expectations. 

This is followed by expectations regarding influence. As compared to the previous com-

petence groups, achievement and action and personal effectiveness are less frequent in 

the labour market expectations and the frequency of the competences of helping and 

human service orientation is insignificant. (2, 3, 4, 6) 

 

My second thesis follows from the confirmation of Hypotheses 1.b and 5 and is set up 

by combining the results. 

Hypothesis 1.b: a  labour  market  competence  profile can be created for employed 

managers with a degree in economics. 

The labour market competence profile is the sum of all the competence expectations for 

the given job. 

The hypothesis has been confirmed in accordance with the following: the groups of com-

petences developed by Spencer-Spencer and Quinn that were used in the HVG and the head-
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hunter surveys proved to be a homogeneous pattern (using the chi-square test and in the same 

data survey years); in other words, the profiles emerging on the basis of the two surveys do 

not differ significantly from each other. 

The labour market competence profile of employed managers with a degree in economics 

is the following, on the basis of summarising the results in accordance with Spencer–

Spencer’s competence model: (On the basis of the results of HVG and headhunter surveys for 

the same years.) 

 

Table 3Hungarian labour market competence profile of employed managers with degree in economics 

(following Spencer–Spencer) 
 

Competence group  

(After Spencer) 
 

HVG and Headhunters  

2004-2007 
number of appearances 

 

 

HVG and Head-

hunters 2004–2007 
distribution of 

appearances 

 

Competences of personal effectiveness 1118 pcs 29.6% 

Competences of influence 630 pcs 16.7% 

Competencies of achievement and action 809 pcs  21.4% 

Cognitive competencies 455 pcs 12.0% 

Competencies of managerial 670 pcs 17.7% 

Competencies involved in  

helping and human service orientation 95 pcs  2.5% 

Total 3,777 pcs 100.0% 
 

0%

10%

20%

30%

40%

Personal effectiveness

Influence

Achievement and action

Cognitive competencies

Managerial competencies

Helping and human service

orientation

 

Figure 1Hungarian labour market competence profile of managers with degree in economics 

(following Spencer–Spencer) 
 

The Hungarian labour market competence profile of managers demonstrates economic 

productivity and success as the most frequent expectation which is expressed in the compe-
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tences of personal effectiveness and achievement and action. According to the needs of the 

domestic labour market, the success of managers lies in their personality, their personal abili-

ties and skills (like intelligence, reliability, independence, etc.). 

 

Hypothesis 5: The competence expectations found in The Economist tend to relate more 

with managerial activities that accomplish long-term strategic goals: we predicted that the 

competence of “managerial” would be the most frequent in the Spencer–Spencer model 

and that in accordance with the competence model developed by Quinn et. al. the compe-

tences of the “Director” role would predominate over those of the “Producer” role in the 

rational goal model. 

The hypothesis has been confirmed, and the competence profile (following Spencer–

Spencer) looks like this: 

 

Table 4 Labour market competence profile of British employed managers with a degree in economics 

(after Spencer–Spencer) 

 

Competence group 
 After Spencer 

 

The Economist 

2007 
number and 

distribution of 

appearances 

Competencies of managerial 127 pcs (33.3%) 

Cognitive 92 pcs (23.7%) 

Influence 85 pcs (22%) 

Achievement and action 36 pcs (9.3%) 

Personal effectiveness 32 pcs (8.3%) 

Competencies involved in 13 pcs (3.4%) 

Total (100%) 
 

0%

10%

20%

30%

40%

Personal effectiveness

Influence

Achievement and action

Cognitive competencies

Managerial competencies

Helping and human service

orientation

 

Figure 2 Labour market competence profile of British employed managers with a degree in economics  

(after Spencer–Spencer) 
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The competence of managerial in the sense of Spencer–Spencer proved to be the most 

frequent expectation of employers in the jobs ads published in The Economist. Another fre-

quent expectation involved the cognitive and the influence competences. 

 

Thesis 3: On the basis of the surveys examining Hungarian employed managers 

with a degree in economics, the most frequent competences in the labour market role 

competence profiles are Mentor and Producer, but the expectations for the Director and 

Innovator are also quite frequent. The Broker and the Facilitator roles are less frequent, 

and the labour market expectation regarding the Coordinator and the Monitor roles is 

insignificant.  

On the basis of the surveys examining British employed managers with a degree in eco-

nomics, the most frequent competences in the labour market role competence profiles 

are Mentor, Director and Coordinator. The Facilitator and the Innovator roles are less 

frequent, and the labour market expectation regarding the Broker, Monitor and the 

Producer roles is insignificant. (2, 3, 4, 6) 

 

My third thesis follows from the confirmation of Hypotheses 1.c and 5 and is set up by 

combining the results. 

The labour market role competence profile is the sum of all the role competence expecta-

tions for the given job. 

Hypothesis 1.c: a labour market role competence profile can be created for employed man-

agers with a degree in economics. 

The hypothesis has been confirmed:  the summary of the labour market role competence 

profile of managers with degree in economics on the basis of Quinn’s competence model is as 

follows: (On the basis of the results of HVG and headhunter surveys for the same years.) 
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Table 5 Hungarian labour market role competence profile of managers 

with degree in economics (after Quinn) 

 

Competence group 

(After Quinn) 

Number of appearances 

in HVG and Head-

hunters 2004-2007 

Distribution of appear-

ances in HVG and 

Headhunters 2004-2007 

Innovator 462 14.7% 

Broker 344 11.0% 

Producer 537 17.1% 

Director 464 14.8% 

Coordinator 210 6.7% 

Monitor 86 2.7% 

Facilitator 329 10.5% 

Mentor 704 22.4% 

Total 3,136 100.0% 
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10%

20%

30%
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Director

Coordinator

Monitor

Facilitator

Mentor

 

Figure 3 Labour market role competence profile of Hungarian employed managers with degree in economics 

(after Quinn) 

 

The role competence profile of managers employed in Hungary reflects the expectation of 

the labour market that mangers should strive for maximising organizational performance 

through directly attending to and developing employees; they should help make changes hap-

pen and promote the adaptation of the organisation, especially through his flexible and crea-

tive approach.  

 

Hypothesis 5: The competence expectations found in The Economist tend to relate more 

with managerial activities that accomplish long-term strategic goals: we predicted that the 

competence of “managerial” would be the most frequent in the Spencer–Spencer model 
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and that in accordance with the competence model developed by Quinn et. al. the compe-

tences of the “Director” role would predominate over those of the “Producer” role in the 

rational goal model. 

The hypothesis has been confirmed, as is shown in the table below: 

 
Table 6 Labour market role competence profile of British employed managers with a degree in economics 

(after Quinn) 

 

Competence group 

(After Quinn) 
 

The Economist 
2007 

number and distribu-

tion of appearances 

Director 91 pcs (25.8%) 

Monitor 6 pcs (1.7%) 

Facilitator 33 pcs (9.3%) 

Coordinator 90 pcs (25.5%) 

Mentor 101 pcs (28.6%) 

Broker 6 pcs (1.7%) 

Producer 6 pcs (1.7%) 

Innovator 20 pcs (5.7%) 

Total 353 pcs (100.0%) 
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Figure 4 Labour market role competence profile of British employed managers with a degree in economics  

(after Quinn) 

 

The results demonstrated that the expected competences tend to be associated more with 

the Director role than with the Producer role. 

The role competence profile of managers employed in the UK reflects the expectation of 

the labour market that mangers should strive for maximising organizational performance 
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through directly mentoring and developing employees; they should help promote the con-

certed operation of the organisation, primarily by setting goals. 

 

Thesis 4: The “quality” category of the labour market competence expectations set 

against employed managers with a degree in economics (on the basis of Quinn’s inter-

pretation) includes intelligence and aptitude/outstanding qualities for working as man-

ager, as well as various constructive elements of the competences that are integrated 

into personality, manifest themselves in concrete situations (and are hard to develop), 

such as: ambition, honesty, discipline, reliability, motivation, independence and self-

confidence.  (3, 4) 

 

My fourth thesis on the basis of verifying Hypothesis 1.d is as follows: 

Hypothesis 1.d: it is possible to interpret the meaning of Quinn’s “managerial quality” 

in the context of the labour market. 

The hypothesis has been confirmed: while processing the data on the basis of Quinn, I 

identified competences that belong to the category of quality: ambition, honesty, discipline, 

intelligence, reliability, motivation, independence, self-confidence, aptitude/outstanding 

qualities for working as manager. 

 

Thesis 5: The success of entrepreneurs is closely related to the competences that 

characterise their activity.  

For entrepreneurs who pursue activities related to manufacturing and production, 

the Spencer-Spencer’s competence structure (ranked in accordance with the factor 

values of the four personality components) which corresponds to the personality in-

dexes belonging to their economic success factor is the following: managerial compe-

tences, achievement and action, personal effectiveness and influence. 

For entrepreneurs who pursue activities related to the retail and service sector, the 

Spencer-Spencer’s competence structure (ranked in accordance with the factor values 

of the four personality components) which corresponds to the personality indexes be-

longing to their economic success factor includes the competencies of personal effective-

ness.  (1, 7, 8) 
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I based my fifth hypothesis on the results of Hypothesis 2: 

Hypothesis 2: it is possible to identify personality factors that are related to successful 

entrepreneurial activity, and these personality factors can therefore be interpreted as com-

petences. 

My hypothesis has been confirmed because the competence structure of these two types of 

entrepreneurs differs, in accordance with the following: 

- The Spencer–Spencer competences (ranked according to the factor values of 

the four personality factors that make up the competence) of Type A entrepreneurs 

who are mainly involved in manufacturing and production are as follows: 

Managerial activity (dominance 0.639) 

Achievement and action (success 0.606) 

Personal effectiveness (self-presentation, good demeanour 0.522) 

Influence (endeavour to make a good impression 0.515) 

- The Spencer–Spencer competence structure (ranked according to the factor 

values of the four personality factors that make up the competence) of Type B entre-

preneurs who are mainly involved in retail and service activities are as follows: 

Personal effectiveness (social attitude 0.526) 

Personal effectiveness (self-estimation 0.522) 

Personal effectiveness (sociability 0.484) 

 

Thesis 6: The labour market competence profiles reflect the current labour market 

expectations which may change over time.   The labour market demand for the compe-

tencies of managerial and helping and human service orientation, as discussed in line 

with Spencer–Spencer’s interpretation, had become more frequent during the investi-

gated period for employed managers with a degree in economics; as for role compe-

tence expectations – on the basis of Quinn’s interpretation – the need for the Facilitator 

role had become more frequent and the need for the Mentor role had become less fre-

quent in the human relations model. In addition, the demand for the competences of the 

Monitor role had also become more frequent among the role competence expectations.  

(2, 3, 4) 
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I formulated my sixth hypothesis after having expanded and partly amended my Hypothe-

sis 3.  

Hypothesis 3: The labour market competence profiles reflect the current labour market 

expectations, therefore, the competence profiles established on the basis of the investigation 

of the first (2000) and the last (2007) of the advertisements and the analysis of the head-

hunters in two different years (2004 and 2007) exhibit differences. According to my predic-

tion it can be demonstrated that the view focusing on human resources has gained strength 

through the increase in the frequency of expectations regarding Spencer’s “helping and 

human service orientation” competences and Quinn’s competences involved in the “Men-

tor” and “Facilitator” roles. 

The hypothesis has been confirmed, in accordance with the following: 

 

Table 7 Number and distribution of appearances showing the change in the labour market competence profiles 

 

 

Competence 

groups 

HVG HEADHUNTERS 

2000 
number and 

distribution of ap-

pearances 

2007 
number and 

distribution of ap-

pearances 

2004 
number and 

distribution of ap-

pearances 

2007 
number and 

distribution of ap-

pearances 

Helping and 

human service 

orientation 

 10 pcs    (0.9%)   24 pcs (3.1%)  14 pcs (2.1%)   31 pcs (3.2%) 

Mentor 254 pcs (33.2%) 148 pcs (23.8%) 127 pcs (21.8%) 153 pcs (18.9%) 

Facilitator  59 pcs (5.5%)   76 pcs (12.2%)   50 pcs (8.6%) 105 pcs (13.0%) 

 

Table 8 Results of the double sample “z” tests regarding the change in the labour market competence profiles 

 

Spencer’s competence groups  

Comparison of 2000 and 2007 

ratios 

Critical value  

(significance: 0,05) 

Test function  

value of (z) 

Helping and human service 

orientation 

                    +1.96 -3,49 

 

Comparison of Quinn’s compe-

tence groups 2000 and 2007 

ratios 

Critical value 

(significance: 0,05) 

Test function  

value of (z) 

Facilitator +1.96 –4.34 

Mentor +2.18 

 

Spencer’s competence groups  

Comparison of 2004 and 2007 

ratios (Headhunters) 

Critical value  

(significance: 0,05) 

Test function  

value of (z) 

Helping and human service 

orientation 

                    +1.96 –1,44 

 

Comparison of Quinn’s compe-

tence groups 2004 and 2007 

ratios (Headhunters) 

Critical value 

(significance: 0,05) 

Test function  

value of (z) 

Facilitator +1.96 –2.65 

Mentor +1.33 
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The 2000 and 2007 data for Spencer’s competences “helping and human service orienta-

tion” showed a significant difference (“z” test) in the HVG advertisements, and the results of 

the interviews with the headhunters also produced an increase (“z” test). 

As far as the Quinn role competences are concerned, the demand for the competences of 

the Facilitator role showed a significant difference between the data of the beginning and the 

closing years of the research both in the analysis of the HVG ads (chi-square test) and the 

headhunter interviews (“z” test). I have also demonstrated in the analysis of the headhunter 

interviews that it is the Hungarian companies or companies with a Hungarian majority stake 

that have the strongest expectations for this role. The increase in the frequency of expectations 

for the Facilitator role means that labour market expectations for a role that creates cohesion 

in the group and can handle interpersonal conflicts are more frequent.  

Contrary to my predictions, the demand for the competences of Quinn’s Mentor role that 

can be derived from the HVG ads and the headhunter interviews apparently decreased in term 

of frequency: this decrease was significant in the comparison of the 2000 and 2007 HVG in-

terviews, and in the case of the headhunter interviews there was a decrease in frequency too.  

There were two other cases when the data showed a significant difference (“z” test) in the 

comparison of the 2000 and the 2007 HVG data, which were missing from my predictions. 

There was demonstrably stronger demand for the competencies of the managerial in 2007 

than in 2000 (value of the test function: –2.04). In the analysis of the Quinn competences I 

found a significant difference for the Monitor role (value of the test function: –3.51). 

 

Thesis 7: The labour market competence expectations set against managers with a 

degree in economics are related more to the management of practical work: they are 

associated with the competences of personal effectiveness and achievement and action in 

Spencer–Spencer’s competence model and with the Producer rather than the Director 

role in the sense of Quinn at. al. (2, 3, 4) 

 

I formulated my seventh thesis on the basis of Hypothesis 4, which has been confirmed. 

Hypothesis 4: The competences explored in the advertisements and the headhunter in-

terviews are related more to the management of practical work: according to my prediction, 

they are associated with the competences of “personal effectiveness” and “achievement and 

action” in Spencer–Spencer’s competence model and with the “Producer” rather than the 

“Director” role in the sense of Quinn at. al. 
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The hypothesis has been confirmed, in accordance with the following tables: 

Table 9 Spencer–Spencer competence profiles which demonstrate the more frequent occurrence of competences 

involved in the management of practical work 

 

Competence type 

(After Spencer) 
 

 

HVG HEADHUNTERS 

2000–2004 
number and 

distribution of  

appearances 

2007 
number and 

distribution of  

appearances 

2004 
number and 

distribution of  

appearances 

2007 
number and 

distribution of  

appearances 

Competences of per-

sonal effectiveness 734 pcs (30.1%) 247 pcs (32.3%) 188 pcs (27.1%) 290 pcs (29.7%) 

Competencies of 

achievement and action 508 pcs (20.8%) 152 pcs (19.9%) 161 pcs (23.2%) 231 pcs (23.7%) 

Competencies of mana-

gerial 339 pcs (13.9%) 128 pcs (16.8%) 131 pcs (18.9%) 196 pcs (20.1%) 

Competences of influ-

ence  480 pcs (19.7%) 135 pcs (17.7%) 115 pcs (16.6%) 132 pcs (13.5%) 

Cognitive competencies 345 pcs (14.1%) 78 pcs (10.2%) 84 pcs (12.1%) 95 pcs (9.7%) 

Competences of helping 

and human service orien-

tation 36 pcs(1.5%) 24 pcs (3.1%) 14 pcs (2.1%) 31 pcs (3.2%) 

Total 2442 pcs (100%) 764 pcs (100%) 693 pcs (100%) 975 pcs (100%) 

 

Table 10 The number and distribution of the competences of the Producer and the Director roles 

 

 

Competence group 

After Quinn 

HVG HEADHUNTERS 

2000–2004 
number and 

distribution of  

appearances 

2007 
number and 

distribution of  

appearances 

2000–2004 
number and 

distribution of  

appearances 

2007 
number and 

distribution of  

appearances 

Producer 328 pcs (16.6%) 89 pcs (14.3%) 112 pcs (19.2%) 166 pcs (20.5%) 

Director 256 pcs (13.0%) 72 pcs (11.6%) 103 pcs (17.7%) 133 pcs (16.4%) 

 

In the HVG advertisements and the headhunter interviews, the analysis on the basis of 

Spencer’s model gave “achievement and action” and “personal effectiveness” as the most 

frequent competences in every year. 

When interpreting the results with Quinn’s model, the expected competences were associ-

ated more frequently with the Producer than with the Director role both in the HVG ads and 

in the headhunter interviews. On the basis of the analysis of the headhunter interview it can 

also be established that the competences associated with a focus on performance (Producer) is 

more expected by large companies and foreign companies, or companies with a foreign ma-

jority stake, than in smaller companies and Hungarian companies or companies with a Hun-

garian majority stake. When analysing the data according to the size of the companies, it was 

established that managers were expected more frequently to have the Director role at small 

and medium-sized companies than at large companies. 

The results gave a consistent tendency for every year and every survey, demonstrating the 

same “priority.” 
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4 POSSIBILITIES OF APPLYING THE RESEARCH FINDINGS 

 

In my dissertation, I present the possibilities of utilising my results both for scholarly re-

search and for practice. 

My results are useful for scholarly research because they represent a basis or even a start-

ing point for the interpretation of labour market phenomena from a different and/or perhaps 

new perspective and an integrated discussion of theory and practice. 

May results can be utilised in practice by any company, professional organisation, educa-

tional institution and civil organisation which is concerned with the selection of managers and 

the development of managerial competences and whose target groups are entrepreneurs and 

managers with a degree in economics. Given the topic of my research, my work may be im-

portant primarily for human resource managers and experts concerned with the search and 

selection of managers who encounter the investigated issues in their day-to-day work, that is, 

they search for and select managers not only for work in Hungary but also abroad; and whose 

task is the develop and evaluate manager and competence training programs. 

 

5 TASKS OF FUTURE RESEARCH 

 

There are several possible directions for future research which appear to be attractive to 

me and that I have formulated in terms of several different dimensions: 

Time dimension: Further research can be made on the topic of changes over time in the la-

bour market expectations, especially in regard to the fact that the aftermath of the economic 

crisis made companies adopt a different attitude and, as a result, the expectations regarding 

managers may also become different. 

Specific dimensions:  

a) Measurement of the competences during selection which has been explored in 

the research, with special regard to competences that are hard to meas-

ure/develop. 

b) Research on managers that are different form those investigated in my re-

search: I assume that the labour market expectations set against managers 

working in social institutions would show – slightly – different results. 
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c) Possibilities of developing the competencies explored in my research at com-

panies, educational institutions and various civil and professional organisa-

tions. 

International dimension: It would really be interesting to extend the research geographi-

cally in the Central-East European region and see whether the experiences gained in Hungary 

apply only to Hungary or are characteristic of the entire region. 

I set myself as a first goal of the above to continue my research along the time dimension 

and examine the change in the competence profiles in order to get more information on the 

future changes in the needs of the labour market. 
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