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KORBER

Vilagszinvonali egyedi
gépgyartas Pécsett

Vilagszinvonalu gépgyartas

30 éve Pécsett

A Korber Hungaria 1994-ben érkezett meg
Pécsre a Sopiana Gépgyar megvasarlasaval.
Ezzel egy szazétven éves gépgyartasi tradicié
6rokosei lettiink, ami egyszerre jart lehet6sé-
gekkel és kotelezettségekkel.

Hosszu tavra terveztink: ennek szellemében
azonnal elkezdédtek a fejlesztések. Szinte
minden évben millidrdos nagysagrendu beruha-
zasokat hajtunk végre: tobbszorosére nétt az
Uzemi tertlet és modern berendezések koltoztek
a csarnokokba. A muszaki vildgszinvonalat nem-
csak elérni, tartani sem konnyU, ezért az innova-
ci6 egy percre sem allhat meg. Nalunk mtkodik a
régié egyetlen lézeres hegesztdje, automatizalt
raktarozasi technoldgiat hasznalunk és roévide-
sen Uzembe helyezzik a masodik 6ttengelyes
megmunkalékézpontot.

Tobb mint ezren dolgoznak nalunk: féleg mérno-
kok, IT-sok és képzett szakmunkasok. A tapaszta-
lataik adjak a Kérber legfontosabb értékét, ezért
mindent megtesztink, hogy megbecstiljuk &ket.
A régids és az iparagi atlagot meghaladé juttata-
sok, sokféle bénusz, csaladi tdmogatasok, extra
szabadsagok, évi tdébb kodzosségi rendezvény,
véllalati sportkor, egészségprogram, kedvezd

aru étterem - és még hosszan sorolhatnank a
részleteket. Nem meglepd, hogy fluktuacié évek
6ta stabilan 5% alatti, az atlagos koérberes pedig
tobb mint egy évtizede dolgozik nalunk.

Fontos szamunkra, hogy hasznos tagjai legytnk
a kozosségnek. Ezért dllandd tamogatdi vagyunk
a varos kulturdlis és sportéletének, segitjuk
kodzcélu alapitvanyok munkéjat. Onkéntes prog-
ramunkban pedig munkatarsaink évi tobb tucat
alkalommal, a helyiekkel 6sszefogva, sok ezer
éranyi munkat forditanak a kdrnyezettk szépité-
sére.

A Pécsi Tudomanyegyetem kiemelt partnertnk
szamos tertleten. A Muszaki és Informatikai
Karon 6nallé Kérber Technolégidk Tanszéket indi-
tottunk, masutt 6nallé kurzusokat tartunk. Szak-
mai gyakorlati helyet kindlunk a duélis és a hagyo-
manyos hallgatéknak. Tébb tantermet felljitot-
tunk, alkalmassa téve a digitdlis oktatasra és
muszaki berendezések adomanyozasaval is
segitjuk a szinvonalasabb képzést. A Kérber és a
PTE céljai kozosek: a végzdésok naprakész, gya-
korlatias, a varos és a régié szamara értéket
teremtd tudas birtokaban kezdhessék meg szak-
mai karrierjtket.
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Evente tbb, mint A varmegye
Tébb, vallalkozas képviseldje lat el tarsadalmi
ot munkaban testuleti szerepet és dolgozik
3 L oo O 36 . o OO mint I O o a szolidaris tzleti kézosségeért.
vallalkozé vesz részt vallalkozasanak
rendezvényeinken, biztositjuk a
képzéseinken. hozzaférést naprakész onkéntes tagunk folyamatos szakmai

gazdasdgi, piaci Tébb, 600 egyattmakédésével aktivan részt

i 0 6 0 [ 0 informacidokhoz és mint veszink a régié gazdasagi és
nyGjtunk tandcsadast. tarsadalmi céljainak megvalésitasaban.

#HetilHelyi

Baranya varmegyében 4 varosban

5 A . i Egyéni vallalkozok
mikédoé irodankkal biztositjuk, hogy

vallalkozasa tgyeit minél kézelebb tajekoztatucd vonte a kamara dltal inditott
tudja elintézni. 500 alkalommail. kampany a helyi
termékek, szolgaltatasok
népszerdlsitésére.

nyelven segitik Uzleti
céljaik elérését. w w

szakérté munkatarsunk
all rendelkezésére, akik

Evente 40-en Baranyai Iparfejlesztési Program
[ =] vélnn:k StZ(:lf\r,T’!dj bk (=) 1 a kreativ ipari szereplék egyuttmikodés a megye gazdasdagi
=l szakmai talalkozéja. fellendulésére, 38 cégesprojekttel.

lesznek az On cégének dolgoz

Tébb, mint 100 partner a

A kamarai gyakorlati oktato
képzésben kozel

i #ajelenajovéd projektben
Dualis képzéhelyek

“ nyilvantartasba a helyi nemzetkézi szint(
= o vétele és hatésagi munkalehetéségek
eSZIoszL ellenérzése. megismertetésére.

Agazatspecifikus és komplex tandcsadds dudlis képzéhelyek szamdra (jogértelmezési segitség,
pénzugyi, adougyi és munkalgyi tandcsadds, pedagogiai és modszertani konzultécio).

Tébb, mint 8.000 gyermek vesz részt
a palyaorientacios rendezvényeinken:

diak tanul szakmat
a kamara tagvallalatainal a tébb, mint

felhalmozoédott tudds és z S
tapasztalat megosztéasa osztalyfonoki orak, szuldi értekezletek,
stratégiai célkitGzés. tandcsadas offline, online térben,

vallalkozasnal kamarai
szervezésben,
menedzseléssel.

Kamarai Oktatési Kézpont

KamarAAkadémia

szakmaismereti versenyek,

A kamara felnéttképzési 5
engedélyszama: E/2020/000151, cég- és Uzemlatogatdasok,

felnéttképzési nyilvantartasi
szama: B/2020/006151. palyaorientécios rendezvények.




orszdag cégeivel, intézményeivel, szervezeteivel kollégdja szakmai tuddasat vesszuk igénybe annak
allunk partnerségi kapcsolatban, ahol az (0010 eérdekében, hogy az On vallalkozésa elsé kézbsl kapjon
Enterprise Europe Network 450 irodajanak helyi piaci informacioét szerte a vilagban.

Nemzetkézi naprakész adatbazis segitségével tamogatjuk az informaciéhoz jutast
nemzetkdzi Uzleti, technoldgiai és kutatas-fejlesztési, valamint innovacios
partnerkeresésekben. Innovaciomenedzsment kapacitasfelmérést és -fejlesztést végzunk.

L o Export- és Kereskedelmi okmanyok kiadésa és lattamozéasa
Aruexporthoz szlikséges szarmazdasi bizonyitvanyok,
igazolasok (vis-maior) és egyéb kereskedelmi okmanyok.

Tamogatott nemzetkozi
uzletember talalkozok,

o
L~

ATA Carnet - nemzetkézi, egységesitett vamokmany

Kiallitasi aruk, munkaeszkdzok, kereskedelmi mintak,
- kalféldén versenyzésre hasznalt sporteszk6zok

vammentes kivitele, majd visszahozatala. Egyszera és
koltséghatékony eljaras a teljes vam megfizetéséhez képest.

B2B események,

online vagy személyesen, .

Szarmazasi bizonyitvany (Certificate of Origin) kiallitasa

elére leszervezett tzleti

targyaldsokkal. Harmadik orszagba iranyulé (az EU 27 tagallaman kivili)

Gruexport esetén az exportér dllitja ki a vevoé részére,
melyeket a kamara hitelesit.

A tanacsaddssal tamogatott szolgaltatas

Gzleti partnerség kialakitasanak. biztositunk a vallalkozdsok szamara.

az egyik leghatékonyabb modja a nemzetkozi Digitalizaciés felmérést és tandcsaddst D

Klaszter egyGttmukodések, valamint agazatok és cégek kozotti kooperativ egyeztetések segitik a
jelen HR problémdainak megoldasat, a robotikaval, mesterséges intelligencidval és automatizalassal
kapcsolatos fejlesztések dinamizalasat.

Dél-Dunantali Gépipari Klaszter Epitéipari Technolégiai Klaszter Baranyai Gasztronémiai Klaszter

Mrd Ft. netto
arbevétel

Mrd Ft. nettoé
arbevétel

Mrd Ft. nettd
arbevétel

Uzemeltetett
vendéglatoipari
egység

fé alkalmazotti

S tébb, mint
létszam

f.{0]0) fo alkalmazott

Pécsi Agazati Képzokozpont

Egyattmikodésben a szakképzési
centrummal és az ETK 7 tagjaval,
ahol 9 épitéipari szakméban
120+ f6 végzi tanulmanyait.

20 f6 DDGK Tanuléi 6sztondijas
2 f6 DDGK Oktatoéi 6sztondijas

alkalmazott 'I"n‘?i"ri"ﬂ'fff

Eves szinten
tébb, mint

egyuttmakodés 4 5
eﬁs);egnése, Kooperacié a cégek Ipar4.0

tevékenységéhez.

lobbi gy menedzselése a — == =
kamaraval egyuttmuakoédésben. H H H

Evente t6bb, mint Evente tébb, mint

Evente kézel

250

alkalommal nyGjtunk
500 I i OOO informacioét és adunk tandcsot
! szellemitulajdonvédelmi
targyalds a Baranya Varmegyei ugylet a Széchenyi Kartya (pl. iparjogvédelmi oltalom,

Békéltetod Testuletben. Program hitelkonstrukcidiban. uniés védjegyoltalom) témadban.
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PECSI SORFOZDE

MAGYARORSZAG LEGREGEBBI SORFOZDEJE

Udvozaljiik a Pécsi Sérfézdében, ahol a mult és a jelen, a hagyomany és az
Ujitds talalkozik, hogy életink Kkilonleges pillanatait formaljak.
Torténelmlnk kozel két évszazadon ativeld Utja mindig is a kivaldsag iranti
elkételezettséget tikrozte. Soreinket Kizarolag a mecseki forrasviz és hazai
malata alapanyagok felhasznalasaval fézzik, melyeket a legfinomabb
europai vagy amerikai komlokkal fUszerezink meg. Modernizalt
recepturaink és allandd kutatas-fejlesztési tevékenységlink révén
folyamatosan tokéletesitjik a termékeinket. Gyarlatogatasainkon pedig
6rommel mutatjuk meg az érdeklédoéknek a sorfézés mlveészetét és titkait.

www.pecsisor.hu www.pecsisorshop.hu
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TERRAN TETOCSEREP GYARTO KFT.

TERRAN

OTTHON A JOVOBEN

GENERACIOKON ES HATAROKON ATIiVELO SIKER - A TERRAN TORTENET

GODI ATTILA UGYVEZETO

(ALAPITVA: 1920)

Mészaros Kalmédn a ma Szlovékidhoz tartozo
Negyeden kezdett el betonalapi cserépgyartassal
foglalkozni. Az akkor még kézi munkéval eldallitott
un. Mészaros-cserepek mar kozel 90 éve
megtaldlhatok a kornyék tetdin, sok helyen azota mar
1j kontdsbe bujva.

1993-ban Mészaros Vilmos a dél-baranyai, régi
iparos hagyomanyokkal rendelkezd Boly varosaban
egy félautomata gépsoron folytatta a csaladi

tevékenységet. 1997-ben 1épett be a vallalkozasba a

csalad harmadik generacioja, ezzel egy id6ben indult el a gyors és azota is torelten technologiai

fejlodés 1s. A gyartési technologia azota teljesen automatizalt, eurdpai szinvonaldl.

A ma mar tobb mint 100 éves Terran hatalmas lendiilettel és a folyamatos, innovativ megtjulas

képességével dapolja és fejleszti egy mai napig 100%-osan magyar tulajdonban 1évo,

tradicionalis csaladi vallalkozas alapjait. Bar a bolyi székhelytli cég 100 éve egy ember dlmaként

indult Gtjara, mara cégcsoport szinten kézel 400 f6 dolgozik azért, hogy tovabbra is az épitdipar

meghatarozo szerepldje maradjon.

A vezetd pozicio, hatalmas feleldsséggel is jar. A jelenleg hat, koztiik egy napelemes tetdcserép

gyarral rendelkezd cégcsoport zészloshajojara tlizte ki a fenntarthatd, kornyezettudatos

épitészet tAmogatasat, sajat gyartasi €s lizemeltetési folyamataik rendiiletlen optimalizalasat. A

cég szamara kiemelt jelentdséggel bir az iparagi szerepvallalés, a zold épitdipar kialakitasa.

11



crcr

kornyezettudatossagra torekszik. Az olyan apronak tiind dontésektdl kezdve, mint példaul a
papirmentesség, egészen odaig, hogy a cégcsoport foldgazt csak a végtermékek csomagolasi
fazisahoz haszndl. Vallalasuk része az is, hogy az idei évtdl a korabbi energiahordozok 48%-at
igyekeznek  megujuldé  forrasokkal  kivaltani, 2030-ig pedig megcélozzuk a
karbonsemlegességet.

A jelenleg K6zép-Eurdpa kilenc orszégaba szallitdé Terrdn a hatarokat atlépve 6rzi sikerének
titkat €s kulcsat, a folyamatos megujulas képességét és egy olyan szilard szakmai és erkdlesi

értékrendet, ami remélhetdleg még a kovetkezd 100 évre is elég municidt ad a toretlen sikerhez.

12
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HOW TO BUILD FUTURE POTENTIAL ORGANIZATIONS?
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Professor
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Professor
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In this theoretical study, we seek to answer the question of what characterizes organizations
with future potential, and with the help of a model introduced in this study we propose
interventions that are to be identified and improvements that need to be made in traditional
organizations so that they meet the requirements of future-potentiality. A systematic literature
review was conducted to identify management interventions. To develop the future potential of
organizations, three organizational levels must be separated. The first is the micro level of
relations between leaders and employees, where equity is a key value for future potential. It is
to be emphasized that not all employees’ organizational commitment is equally important for
organizations with future potential, and leaders should strengthen such commitment according
to individual needs and opportunities. The second is the meso level, where the decisive value
is organizational moderation, and this suggests that a careful and restrained development is
needed both in satisfying consumer needs and in innovation. The third is the macro level, where
the defining values are responsibility and sustainability, which are necessary for achieving a
state where the active development of national culture becomes possible.

The elementary goal of organizations with future potential is the very long-term survival, which
is only possible if organizations operate in full harmony with its environment and prioritizing
the support of its stakeholders. To achieve this, there must be a paradigm shift in practice,
whereby managers accept that whole new practices that promote long-term goals need to be

implemented at different levels of organizational operating. Our study presents examples for
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practicing managers to achieve organizational future-potentiality at three different levels. We

also trust that the results contribute to the development of the change management literature.
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OD IN THE VUCA-BANI WORLD

IMRE KORNYEI
managing director, organizational development consultant
iCons-Hungary Ltd.
kornyei.imre@icons.hu

TAMAS BENEDEK SZILAGYI
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In the present VUCA-BANI world the environment has become very turbulent and overloads
the organizations, so the transformation process must be accelerated, and successes must be
demonstrated in the short term. Therefore, organizational development itself must also become
agile, thinking in sprints, mini OD cycles, and shorter time frames.

We are looking for answers to the following questions:

e Which model (1: Diagnosis - Vision - Strategy - Intervention - Review vs. 2: Vision -
Diagnosis - Strategy - Intervention - Review) is more appropriate in the VUCA-BANI
world?

e Do individual steps need to be modified to successfully implement change in today's
turbulent environment?

VUCA-BANI Diagnosis: In the current environment it is not worth starting a long and multi-
topical analysis. It is not certain that the client will be able to process all the results at an
adequate level, therefore, it seems more useful if we start with creating a vision for the company,
because this way we will have a compass that will help us choose the order in which we proceed
with the diagnosis and in which direction we seek to solve the identified problems.

VUCA-BANI Vision creation: Until now, visioning has not been used as a diagnostic tool, in
the current fast-paced world, in addition to the workload level of the organizations, it is a serious
mistake not to deal with the organizational dilemmas and problems identified during the Vision

creation.
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VUCA-BANI Strategy creation: When we plan to bridge the gap between the vision of the
future and the reality of the present, we must think through the intermediate stations through
which we can reach the set target state. All intermediate stations must

meet the conditions and requirements of the given section,

be able to show immediate results,

be self-sustaining, as it is not certain that when we will be able to move on to the next station,

lead to the vision.

VUCA-BANI Intervention: In the current fast changing environment we can be sure that we
will have to modify the original development concept. Therefore, it is not worthwhile to develop
detailed plans for the whole process, but to always adapt the interventions to the requirements
of the next, foreseeable period, keeping in mind the long-term vision, thinking in OD sprints.
VUCA-BANI Feedback: Regular and quick feedback and, if needed, the necessary corrections
are essential in an environment where changes in expectations require immediate adaptation,
sometimes a major change of direction, therefore, adapting the methods known from the agile
methodology, the OD Sprint Review and OD Sprint Retro it is an effective tool for measuring
back.

Based on all this, the proposed VUCA-BANI OD model:

B Co-Design N S
\“\c.’an”

o B Co-Implementation
VISION B Co-Operation
BUSINESS & OPERATION MODEL

Intermediate vision (...)

Intermediate vision (2) / R

Intermediate vision (1) / i
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SOCIO-ECONOMIC POTENTIALS OF THE OECD COUNTRIES -
THE FUTURE POTENTIAL INDEX AND ITS IMPLICATIONS
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What could be the key to our successful future? What sustains the good life in a unity of order?
The Future Potentials Observatory (FPO) has sought to answer these questions.

The presentation aims to introduce the Future Potential Index (FPI) for the first time. The
composite index of 22 indicators displays how fit and ready OECD countries are for the future.
FPI aims to be meaningful and robust so that it shows the impact, rather than the inputs,
combining the measurement of both the current situation and the dynamic performance.

The Future Potential Index is not only novel in its conceptual approach. By including the static
and the dynamic value of each indicator, the measurement methodology of the Index is
innovative. The combined set of indicators’ latest value and change over the last 12 years shows
the dynamic performance of each country, resulting in the 2022 overall ranking and the detailed
future potential profile of each country.

The FPI aims to provide scholars, policy experts, and decision-makers with a new framework

for developing a vision and strategies for managing the future in a holistic way.

23



MAPPING THE NEW NORDIC REGION'S START-UP ENTERPRISES
FROM THE PERSPECTIVE OF LEADERSHIP CHARACTERISTICS,
MINDSET, AND SKILLS

LILI ERMEZEI
PhD student
MOME Budapest

ermezei@mome.hu

The study investigates leadership characteristics in unicorn start-ups from the New Nordic
region. It aims to uncover traits and mindsets of successful start-up founders to create a
development tool for future entrepreneurial success.

Start-ups are a vital component of the global economy, representing an ecosystem value that
exceeds $7.6 trillion, overshadowing the individual GDP of many G7 countries. Despite the
high incidence of start-up inception, their success rate remains modest. This study seeks to
demystify the elements of success in start-up ventures through the lens of leadership and
minsdet. It focuses on the mental frameworks, decision-making characteristics, and soft skills
of founders and their teams as catalysts for success. Drawing on an analysis of Nordic unicorn
start-up successes, the research aims to develop a tool for innovation competence development
(Innovation Competence Development Tool). This instrument will not only discern but also
prioritize the soft skills and cognitive attributes critical for sustained growth and innovation.
Methodologically, the study employs a mixed-methods approach, utilizing both qualitative
analyses—through interviews —and quantitative assessments via surveys and statistical
analysis. The integration of these methods will lead to the formulation of a tool that is developed
to qualitatively and quantitatively evaluate the competencies that foster sustainable growth in
entrepreneurship and leadership.

By evaluating start-ups in both Finland and Hungary, the study will provide a platform for
cross-cultural entrepreneurial skill assessment, offering insights into the recipe for lasting
entrepreneurial and leadership success. The anticipated outcome is a dual-fold contribution: a
comprehensive portrait of organizational future-proofing and a strategic tool to enhance the
innovation capacity within the entrepreneurial realm.

Keywords: Start-up Leadership, Innovation Competence, Soft Skills, Organizational Viability,
Development Tool
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This paper anticipates possible futures of the university. To think about the future of an
educational institution, we need to understand its past and present existence. Therefore, this
paper aims firstly, to briefly overview the three main modes of the university evolution path,
such as the ‘elite ivory tower’ and the ‘mass factory’ modes of the past, and the ‘universal
network’ modes of the present (Matthews, 2023; Matthews & Kotzee, 2022; McCowan, 2017
Standaert, 2012, pp. 88-91; Wheelahan, 2012, pp. 42-43). Secondly, the paper contemplates the
futures of the university, its challenges and responsibilities regarding future generations and the
society. The methodology is literature review. The findings indicate the several roles and
responsibilities of the university in our society where academia faces many global risks in the
short- and long-terms (W. E. F., 2024). The findings also warn universities about losing their
identities due to boundarylessness. The possible implications could help university
administrators, teachers, partners, collaborators, and most importantly they could help students
to orientate themselves in our super complex, highly interconnected, and unpredictable
environment (W. E. F., 2024). Originality value of this paper in its highlighting the importance

of foresight thinking and of being ready for the future with possible scenarios.

Keywords: University; Elite ivory tower; Mass factory mode; Universal network mode; Global

risks.

References

Biesta, G., Allan, J., & Edwards, R. (Eds.) (2014). Making a Difference in Theory: The theory
question in educationand the education question in theory. London and New York: Routledge.
Matthews, A. (2023). The Idea and Becoming of a University Across Time and Space: Ivory
Tower, Factory and Network. Postdigital Science and Education, 5, pp. 665-693,
https://doi.org/10.1007/s42438-022-00341-0.

25



Matthews, A., & Kotzee, B. (2022). Bundled or unbundled? A multi-text corpus-assisted
discourse analysis of the relationship between teaching and research in UK universities. British
Educational Research Journal, 48(3), 578-597. https://doi.org/10.1002/berj.3783

McCowan, T. (2017). Higher education, unbundling, and the end of the university as we know
it. Oxford Review of Education, 43(6), pp. 733—-748, DOI: 10.1080/03054985.2017.1343712
Standaert, L. (2012). Towards a Networked University. In R. Barnett (Ed.). (2012). The Future
University. Ideas and Possibilities. New York: Routledge, Chapter 7, pp. 87-100.

Wheelahan, L. (2012). Accessing Knowledge in the University of the Future. In R. Barnett
(Ed.). (2012). The Future University. Ideas and Possibilities. New York: Routledge, Chapter 3,
pp. 39-49.

W. E. F. (2024). The Global Risks Report, Insight Report. 19th edition. Geneva: World
Economic Forum 2024, Available: https://www.weforum.org/publications/global-risks-report-
2024/digest/, (accessed: January 27, 2024).

26



SESSION 2. MANAGEMENT, INNOVATION
AND SUSTAINABILITY IN THE PUBLIC
AND PRIVATE SECTOR

27
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The role of sustainability-oriented innovation in enhancing financial performance is an intricate
and diverse field of study. Sustainability-oriented innovation encompasses the creation and
execution of novel goods, services, or processes that provide positive effects on the
environment, society, or economy. Given the rising awareness of sustainability concerns and
the increasing emphasis on corporate responsibility, comprehending how these sustainable
innovations impact the financial performance of companies has become an essential subject.
Therefore, the paper aims to understand how sustainability-oriented innovation affects firms'
financial performance and varies across industries or regions. A systematic literature review
was conducted using the Preferred Reporting Items for Systematic Reviews and Meta-Analyses
(PRISMA) approach. A systematic search identified 35 relevant studies published between
2011 and 2023. The studies were analysed and synthesised to examine how different types of
sustainability-oriented innovation, including eco-innovation, and green innovation, influence
various financial indicators such as return on assets, return on equity, sales growth, etc. The
results indicate that while most (82%) studies found a positive relationship, 18% reported mixed
or insignificant findings. Here, the extent of the influence might differ based on variables such
as the sector and the nation's business climate. The review provides valuable insights into how
sustainability-oriented innovation can help enhance a firm financial performance by focusing

on environmental and social issues.
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Small and medium-sized enterprises (SMEs) play a crucial role in developing a country's
economy, particularly in developing countries. SMEs are generalised by annual income,
number of assets, number of employees, and market value. The definition of SME generally
varies from country to country. Ultimately the role of SME is to support the countries economy.
Non-governmental organizations (NGOs) play a significant role in addressing social challenges
and promoting economic growth. This study aims to examine the influence of NGOs on the
expansion of SMEs and the challenges they face. NGOs provide various services in various
sectors, including finance, livelihood interventions. The expansion of SMEs in developing
nations is hindered by factors such as financial instability, limited credit availability, and
insufficient knowledge. To understand the problems faced by the SMEs that the NGO can
address and the contribution of NGO’s to facilitate the success of SME. Using the Scopus and
Google Scholar databases to search the articles by using the keywords NGOs and SMEs, | found
a total number of 97 papers. After putting specific criteria, |1 found 16 articles and after the
critical analyzation, this study used only 12 articles. This study identified the problems faced
by the SMEs are financial instability, limits on obtaining loans and NGOs can play a significant

role to facilitate the SMEs financially.

Keywords: Non-Governmental Organization, Small and Medium-sized Enterprises, Financial

Instability, Fund
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PhD student
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The theories and perspectives of innovation present unique implications for small firm
competitiveness from a regional point of view. A key characteristic of small firms is the implied
limitation in resource endowment that potentially presents profound consequences for firm
operations and performance. An infusion of regional perspectives further creates peculiarities
and distinctions in the level of competitiveness of these firms, in part owing to the fact that,
depending on the scope, different regions may provide distinctive environments, either at policy
levels or otherwise. In this study, we examine the role of innovation dynamics in small firm
competitiveness taking into account regional characteristics. Ultimately a conceptual
framework is proposed presenting the relationship through mediating role of regional factors.

In developing the conceptual paper, the study adopts a narrative review of literature.
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DECODING THE FACTOR OF ENTREPRENEUR RELIANCE ON THE
AFFECT AND ITS IMPACT ON DECISION-MAKING: A CRITICAL
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PhD student
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Entrepreneurs, operating under pressure and with limited information, frequently rely on their
intuitive judgment, which can significantly influence their final decision in their entrepreneurial
activity. The trust in heuristics arises from affect, which refers to the emotional component of
decision-making. While the use of affect can provide this business actor with quick and efficient
solutions in uncertain situations, they can also lead to biases and less optimal choices, which
raises alarms about the possible negative consequences of depending solely on this cognitive
mechanism in entrepreneurship’s complex and dynamic world. The findings gained from
previous researchers, for example (Pham, 2007; Cohen, Pham and Andrade, 2008; Nouri, 2021;
Tanaiutchawoot, 2022), have helped the author better understand this area and sparked new
ideas to expand the concept of affect in entrepreneurship decision-making. In this research, the
literature research aims to shed light on the complex interaction of affect in shaping
entrepreneurs’  decision-making process through synthesizing influential academic
publications, thereby providing a nuanced understanding of the topic and offering valuable
understandings for aspirant and established business owners. In addition, this article addresses
the factors of entrepreneurs’ reliance on affect in the decision-making activities. The literature
research in this study also examines the impact of this valuable yet biased cognitive mechanism
on the rationality or irrationality of this economic actor in influencing the prefrontal cortex and

hippocampus in decision-making in their entrepreneurial activities.
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VAROS ES TERSEGFEJLESZTESI MENEDZSMENT SZERVEZETEK
MAGYARORSZAGON 2004-2024

MERZA PETER
egyetemi adjunktus
Pécsi Tudomanyegyetem, Kozgazdasdgtudomanyi Kar
Vezetés- és Szervezéstudomanyi Intézet

merza.peter@ktk.pte.hu

Magyarorszag 2004-es eurdpai unids csatlakozdsaval torténelmi Iéptékben egyediilallo
terliletfejlesztési és felzarkoztatasi forrdsok valtak hozzaférhetdve a helyi- és térségi kozszféra
szereplOk szdmara. A forrasok felhasznalasa és lehivasa 1j tipusu tervezési- és menedzsment
tevékenységeket és intézményi kereteket igényeltek, melyekre az érintett helyi- és térségi
szereplok az unids elvarasoknak megfeleld, azonban sok szempontbol eltéré szervezeti
valaszokat adtak. A tanulmany célja, hogy bemutassa az unios csatlakozas oOta eltelt hisz év
hely1 fejlesztési intézményrendszerének szervezeti valtozasait és folyamatait, valamint azokat
a kompetencia- és eréforras kiillonbségeket, melyek ezen szervezeteket jellemzik napjainkban.
Elemzésre keriilnek a nagyvarosi fejlesztési szervezetek erdforrasai és miikodési gyakorlata,
bemutatasra kerlilnek a térségi fejlesztési szervezetek sajatossagai és egy Osszehasonlitd
elemzés alapjan igazolasra keriil az a hipotézis, hogy a sikeres nagyvarosi €s térségi felzark6zas
meghataroz6 tényezdje ezen fejlesztési szervezetek eréforrdsainak nagysdga, Gsszetétele és
kompetencidi. A tanulmany keretében megfogalmazasra keriilnek azok az ajanlasok és legjobb
gyakorlatok melyek révén a magyar nagyvarosok az elkovetkezendd években — napjaink
folyamatosan valtozo, VUCA vilagdban — folytatni tudjak a megkezdett felzarkozasi
folyamataikat. A tanulmédny kozvetlen célja, hogy az unids forrasoktol fiiggetlen, valodi
gazdasagfejlesztési tevékenységekhez kapcsolodd menedzsment feladatok és kompetencidk is
bemutatasra keriiljenek, melyek a varosfejlesztési tarsasagok elemzése alapjan napjainkban
nem jelennek meg hangsulyosan a feladatellatas teriiletei, a szervezetek kompetenciai és a

szervezeti mikodés sikertényezdi kozott.
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A FRAMEWORK FOR INTEGRATING AI-POWERED SYSTEMS TO
MITIGATE BIAS RISK IN HRM FUNCTIONS

NAOUM RAWIAH
PhD student
University of Pécs Faculty of Business and Economics
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Integrating Al-powered systems in human resource management (HRM) functions offers
advantages in enhancing decision-making, automating processes, and improving efficiency. For
example, adopting electronic human resources management (e-HRM) facilitates a strategic
orientation of the HR function. At the same time, other Al-powered tools can help automate
numerous HR HR tasks. HRM entails different functional processes to acquire, manage,
develop, and retain human capital. Al has been implemented in several HRM functions,
including performance management, talent acquisition, employee selection, sorting CVs out
and identifying the best candidates in a fraction. Moreover, other functions are training and
development, determining which employees need what training, and compensation and
benefits.

Al advocates claim that integrating Al into HRM functions yields more accurate and expedited
outcomes faster than humans, with less biased predictions that, in turn, will lead to better
decision outcomes. However, these promises are associated with progressively hidden patterns
and automated decision processes that may bake in existing biases. Therefore, the pitfalls of Al
must be carefully taken into consideration in the process of integrating Al-powered systems
into HRM functions.

Despite the recent surge of research in this emerging topic, there remains a substantial gap
between Al's potential and practice in HRM, particularly in addressing diversity, equity, and
inclusion (DEI) concerns within Al-driven HRM. This paper aims to contribute to filling this
gap by reviewing and analysing existing literature in this domain and addressing two
fundamental questions: whether Al tools and e-HRM systems are designed to mitigate bias risks
and promote DEI, and second, what approaches and practices can reduce bias in Al-powered

systems in HRM functions. Moreover, the paper proposes a conceptual framework to
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conceptualise the abovementioned aspects and provide a theoretical foundation for future
research endeavours.

The paper’s findings underscore three sources of the biases that may exist in integrating Al in
HRM functions: Human, datasets, and algorithmic biases. The literature synthesis resulted in a
conceptual framework outlining approaches to mitigate bias in Al-powered HRM systems
across four dimensions: Al Upskilling for the team, Inclusive design and practices, Dataset and
algorithmic training, and Transparency and Trust with key stakeholders. Finally, the paper
emphasises the need to overcome discrimination challenges posed by HRM innovations and
optimise Al tools to enhance DEI efforts within the HRM function.

In conclusion, the paper offers a conceptual framework that delves into the root causes of bias,
their impact, and potential solutions to mitigate bias risk. It discusses the implications of this

proposed framework and calls for further empirical and experimental exploration in the field.

Keywords: Artificial intelligence, Human resources management (HRM), Diversity, Equity and
Inclusion (DEI), Bias.
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PhD student
University of Pécs Faculty of Business and Economics

yeanur.hossain@pte.hu

OLIMJON GAYBULLAEV
PhD student
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Innovation is a complex process that impacts the organization's ability to sustain a profitable
existence in such a competitive, evolving world market. Innovation has different stages, and
implementation is one of the core elements of this complex process. It starts right after the idea
generation and continues until its dissemination, indicating the consumers' involvement.
Statistics indicate that 40% to 90% of the projects failed because of the failure of this stage of
the innovation process. Individuals are the influencing factors for the success of the
implementation stage. This study addresses the importance of the implementation stage and
thereby the role of individuals or employees in the successful innovation of an organisation.
This literature-based study uses the Scopus, Web of Science, and Google Scholar database to
search the relevant previous studies with the keywords. This study considers those previous
papers that argued about the employees' factors that impact the implementation stage of the
innovation process for the companies. This study discussed 32 individual factors segmented
into six broader groups that influence the implementation stage of an innovation process,
derived by Valtonen. A. et al. The six broader groups are expertise, motivation, cognitive
factors, personal traits, attitudes, and social factors. This study will help the practitioners better
understand the role of individuals in the success of implementation in the innovation process.
Also, it gives direction for further research essentials in this domain.

Keywords: Innovation, Implementation, Employees, Individual factors
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THE ROLE OF WOMEN IN LEADERSHIP: A CASE STUDY IN
VIETNAM

NGUYEN THI THU HUYEN
PhD student
University of Pécs Faculty of Business and Economics

huyenpecs@gmail.com

Many researchers from different academic fields around the world have mentioned the equality
of gender in their publication, especially in leadership. This paper will present how difficulties
women leaders are facing, and how they can overcome those challenges to get the leader
positions in the organization. The study also shows practical problems in solving the inequality
in gender related to the leadership issue in an Asian country — Vietnam. The purpose of the
study is to provide an understanding of women leadership and the importance of women
participating in term of the leadership as well as give some suggestions towards women’s

empowerment in Vietnam today.

Keywords: Gender equality, female leadership, practice, the role of women, Vietnam.
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Al IN HUMAN RESOURCE MANAGEMENT - SCARY FUTURE OR
CREATIVE LIFE?

ZSUZSANNA VITAI
professor
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vitai.zsuzsanna@ktk.pte.hu

The development of Artificial Intelligence in the year 2023 has been faster than any other
technological development before. Individual users have widely adopted the technology on a
large scale. OpenAl’s ChatGPT was introduced, and within five days, it had over a million
users. However, the adoption of Al in the enterprise has been slower and characterized by
considerable doubt. Technology acceptance in HRM has been similar to that of other business
fields. Employees and managers fear the impact on their work and the enterprise if the company
adopts Al in this area. This presentation aims to explore these concerns and highlight the infinite

possibilities of creativity, development, and innovation that Al can enable.
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SUPPLY CHAIN DISRUPTIONS IN TERM OF COGNITIVE BIASES

HANADI SUHAIL
PhD student
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hanadi.suhail@pte.hu

This study aimed to investigate how cognitive biases among supply chain participants influence
their decision-making through a systematic literature review. Sixty-three papers relevant to this
goal were grouped based on the various types of cognitive biases that actors (consumers,
retailers, and suppliers) might encounter. Prior to this one, the countries and levels of
publication of the journals were also classified. After that, the various research designs and
methodologies were looked at. In the end, eight categories of biases were examined: the
anchoring heuristic, overconfidence, reference point, mental accounting, pull to the center, risk
aversion, loss aversion, and disappointment aversion. The results revealed that 65% of the
reviewed papers comprised non-empirical numerical simulation and modeling, while 22% were
empirical numerical simulations based on experiments and the remaining 12.6% consisted of
empirical and non-empirical research relying on surveys. Additionally, the majority of the
reviewed papers were published in journals from the USA, UK, and the Netherlands, with most
of them falling into the Q1 and Q2 categories. Furthermore, the analysis indicated a notable
increase in literature on this topic in 2017, 2020, and 2021.Regarding the main research
question, this paper concludes that cognitive biases exist among supply chain actors and
influence their decisions in the following manner: Both retailers and customers tend to place
more orders than is optimally accounted for through online channels, perceiving these platforms
as less restrictive and easier to use. Consequently, they incur less profit and higher expenditures
overall, influenced by cognitive biases. This significantly impacts final product prices, as
businesses order smaller quantities than optimal due to reference points and use the higher
wholesale price as a minimum benchmark. Consequently, cognitive biases may contribute to
an increase in overall prices within the economy. Furthermore, the equilibrium point—
representing the total supply in the market—may be influenced by the risk aversion of all
retailers. Additionally, this research concludes that all eight biases affect the actors' decisions,

leading them to deviate from optimal choices.
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IMPACT OF BRAND MANAGEMENT ON CONSUMER BEHAVIOUR:
AN ANTI-BRANDING PERSPECTIVE

SHAISTA JABEEN
PhD student
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shaistajabeen553@gmail.com

Purpose: This study examines the impact of brand management on consumer behavior from
an anti-branding perspective, identifying how violations of ethical, cultural, emotional,
financial, or religious values by brands can transform consumer loyalty. It explores both "direct
individual” and "indirect community" levels of anti-branding consumer behavior, focusing on
negative perceptions, experiences, and reactions, and the effectiveness of brand management
strategies in reversing such behaviors.

Methodology: Employing a mixed-methods approach, the study reviews literature to identify
seven key dimensions influencing the brand-consumer relationship, with particular focus on
McDonald's during the 2023-24 Gaza conflict due to its financial support of Israel's military.
Data from 321 McDonald's consumers in Pakistan, collected through online surveys and
interviews, is analyzed using SmartPLS for quantitative analysis and NVIVO for qualitative
insights.

Findings: The study finds that negative perceptions among consumers are primarily driven by
negative emotions, misinformation, and religious animosity, with the latter being most
significant in the McDonald's case. Negative experiences, including health concerns and
unethical behavior, further contribute to anti-branding behavior. Brand management strategies,
including apologies, explanations, compensation, and efforts towards forgiveness, are crucial
in mitigating these effects and restoring brand-consumer relationships.

Originality/Value: This research provides empirical and theoretical insights into anti-branding
behavior, highlighting the importance of ethical, moral, cultural, religious, and financial
integrity in maintaining consumer loyalty. It underscores the role of effective brand
management in countering anti-branding sentiments, informed by the theory of hate and social

movement theory.
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KNOWLEDGE COMPLEXITY AND RELATED KNOWLEDGE
TRENDS OF HUNGARIAN UNIVERSITIES: PATTERNS OF
SPECIALISATION AND DIVERSIFICATION

BENNOUR MOHAMED HSIN
PhD student
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Objective: This study we aim to quantify the tacit knowledge of regions in Hungary by
analyzing the scientific outputs of local universities and research institutions, thereby
identifying the underlying patterns of specialization and the factors enabling these institutions
to assimilate and integrate related or unrelated knowledge with varying degrees of complexity.
simply put, What are the factors that influence the capacity of Institutions to adopt
related/unrelated knowledge and to what level of complexity would that knowledge be given
the state of the knowledge base?

Methodology: We source a comprehensive dataset from the Web of Science (WoS) database
containing 25,742 journal publications (in English) from Hungarian universities and research
institutions between 2013 and 2024. Using this dataset we construct a network between
Institutions and their knowledge using the WoS Subject Categories classification. Then, we
derive key metrics: regarding the Institutions and the Subject Categories themselves delving
into their complexity and relatedness, among other metrics and variables, in order to explain
the entry possibilities to new knowledge area.

Results: Our analysis has uncovered distinct specialization patterns within the Hungarian
academic and research landscape, highlighting the importance of relatedness density and
knowledge complexity as well as the publication numbers and the complexity of the knowledge
itself. However these relationships are more intricate than they seem, as the significance of
these factors and their sense of influence change between institutions of high and low

relatedness density as well as those institutions with high and low Knowledge Complexity.
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Regional development is closely linked to social development, demographic trends, human
rights and sustainable economic development. Human capital plays a significant role in the
regional development of each region. In the 21. century the migration processes and circular
migration are increasing worldwide and have become more and more complex. Nowadays, job
search, brain drain, multiple citizenship and identity, property ownership and consumption at
the place of origin and at destination residence result in completely new lifestyles in Central
and Eastern Europe, too. Modern society is characterized by exceptional mobility of the
population. Migration, i.e. spatial mobility of the population, can have numerous causes,
manifestations and various consequences, but it certainly significantly affects the development
of the region. Serbia has been an emigration country for decades, and nowadays it is facing with
high level of emigration of young educated people. The process of defining measures to
encourage regional development should be based on the analysis of migration processes,
especially on the causes and motives of youth emigration, which are the basis for the
development of human capital in the country. After the disintegration of the socialist regime

both in Serbia and Hungary, new types of emigrants from Serbia appeared in Hungary, namely
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students, highly qualified workers, entrepreneurs, elders and circulars. The most recent types
of migrants along the Serbian— Hungarian border area are: economic emigrants (emigrant
physical workers); creative class (entrepreneurs, businessmen, international traders); circulars
and seasonal emigrants, as well as students. The aim of the paper is to analyze the economic
and educational migration from Serbia to Hungary and its influence on the labour market. In
the paper authors will use available statistical data, the newest results of the census from 2022
in Serbia and Hungary, the data of European Training Foundation on the migration and labour
market situation on Serbia, various research results on the economic and educational mobility
from Vojvodina to Hungary and the results of a field research conducted in the municipality of
Kanjiza on the attitudes and motives of young people related to migration. The hypothesis of
this work is that the main motive of emigration from Serbia to Hungary is the economic motive,

especially job-seeking.

Keywords: regional development, migration, labour market, Serbia, Hungary.
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Objective

The labor markets of V4 Central European countries are going to face a number of challenges.
The demand for skilled labor is growing rapidly. Excess labor supply has largely become a
thing of the past, and it is unusual for job seekers to struggle to find a job. Rather, employers

need to make increased efforts to find the right candidates. Consequently, it is not the
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improvement of selection processes that causes problems for businesses but the problem of not
having enough candidates (a recruitment “pool” shortage). The members of new generations Z
and Alpha are less loyal to their organization; however, at the same time, they want to be proud
of their job and of the company they work for. Two or three decades ago, life-long employment
at one company or organization was still typical. Now that's a thing of the past. Nowadays, two
serious crisis factors (the Covid pandemic and regional wars) are connected to the previously
mentioned reasons (Battisti et al., 2022; Tooze, 2022). The appearance of new technologies,
the rise of robotization and artificial intelligence, as well as the issues of sustainability and the
acceptance of otherness also have and will have a significant influence on the labor market. The
results of our research outline what kind of situation has developed in the labor market of the
V4 countries based on the answers of organizations and individuals.

Methodology

Our empirical investigation is basically expost (Usunier at al., 2017), i.e. based on the actual
data of the observation period, we examined the practices related to labor shortages and labor
retention, as well as robotization, both regionally and for the eight countries examined.

Results

Number and distribution of responses from participating organizations and persons (2022-

2023) are seen in the following table.

Organizations Individuals
Countries N % N %
Czechia (C2) 219 25,6 % 255 12,0%
Hungary (HU) 391 457% |1234 58,0%
Poland (PL) 119 13,9 % 302 14,2%
Slovakia (SK) 127 148% |335 15,8%
Total 856 100,0 % |2126 100,0%

Source: Authors’ own research
Conclusions

Without omitting the details, we have established the following general organizational and

individual responses:
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Based on the responses of the organizations, it can be said that the problem related to
the workforce can be traced back to three typical reasons, regardless of the nature of the
work, which are the same for both physical and intellectual workers/employees. The
labor shortage is mostly caused by low wages and competition from competitors, but

labor shortages resulting from a lack of professional qualifications are also typical

Overall, the responses show that for employees, flexible working hours, better
accessibility and higher wages are among the most typical shortcomings. In addition,
the respondents place great emphasis on the balance between work and private life, as

well as the possibility of career development and professional recognition.
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THE IMPORTANCE OF THE COACHING APPROACH IN HIGHER
EDUCATION
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strategic consultant / PhD student
Centre for Educational Quality Enhancement and Methodology /
Corvinus University of Budapest
Karoly IThrig Doctoral School of Management and Business /

University of Debrecen

Coaching, the coaching approach... Not so long ago they were almost unknown concepts in our
country, but in the last 5-10 years there has been hardly a day that we haven't heard about them.
The term 'coaching’ originally came into the business world from the world of sport. What is
the history of coaching? How has it spread unnoticed into almost every aspect of our lives?
How has it also become an effective tool in higher education and what should an ideal coach
look like? Why is coaching useful in universities and how can its positive impacts be measured?
What is the present and the future of the coaching approach in higher education? The research
objective of my doctoral thesis was to investigate the potential of the coaching approach in
higher education. | believe that, as in business, coaching and the coaching approach could play
an important role in higher education as a response to the educational challenges of the 21st
century. In higher education, coaching generally has two main objectives: (1) to improve
students' performance in tasks related to their studies and (2) to develop students' thinking and
skills. In my research, | hypothesized that the presence of the coaching mindset in the teaching
staff helps to develop students' entrepreneurial competencies. At the conference, | will present
the results of my research so far. My presentation, based on my own experience, aims to
continue the dialogue on the topic, find patterns that work and lay the groundwork for further

research.
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This study delves into the relationship between the ratio of CEO compensation and median
worker wage with employees' perceptions of organizational trustworthiness. The findings and
discussion from prior research support that exorbitant CEO compensation can erode employee
trust (Brown et al., 2015; Covey & Conant, 2016; Roberts & David, 2020; Utomo et al., 2023).
Notably, researchers in prior studies emphasized the influence of employee trust on CEO
compensation decisions, as it's intertwined with productivity (Jabeen & Rahim, 2021; Gunawan
& Haryadi, 2022; Kéhkonen et al., 2021; Magnan & Martin, 2019; Wood et al., 2020). Utilizing
a quantitative cross-sectional approach, an examination of data from sources such as the AFL-
CIO and Great Places to Work survey was performed. After excluding incomplete entries, 53
observations remained for analysis. Findings highlighted a significant inverse relationship
between the CEO-to-worker compensation ratio and perceived trustworthiness (p < 0.05). Yet,
there wasn't substantial evidence to suggest the financial services industry acted as a moderating
variable. Potential shortcomings, largely centering on sample size and data quality, are detailed
in Chapter 5. The conclusion offers directions for subsequent research, taking into account these
constraints and the established results. Recommendations for future practice are made in light

of the findings of the study.
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Purpose - This research is concerned with the theory of gendered organizations, and how it has
developed over the course of the 34 years since the concept was first introduced by Joan Acker’s
seminal work on the subject in 1990. The primary purpose of the paper is to explore the rich
history of gendered organizational research, and to suggest potential further developments for

the theory, as well as outline future research agenda in order to help in advancing the field.

Design/methodology/approach — This paper draws on gendered organizations theory to
discuss gender inequality and inequality regimes within business organizations, and to advance
critical discourse on the subject. To this end, the article begins with an overview of gendered
organizations research and theoretical writings from 1990 to the present day, starting with an
introduction of Acker’s works on the subject and core concepts, before moving on to examining
the various questions asked by prior researchers, the methods they have used and the theories
and models they have developed. While the focus of the paper is on business organizations,
literature concerning other types of organizations, such as academia or public service, is also
taken into account due to their contributions to overall gendered organizations theory. Building

upon that, a synthesized model of gendered organizations research is developed and presented.

Findings — This paper provides a synthesis of prior works on gendered organizations research
and highlights the complexity and interconnectedness of gender and organizational existence.
The paper identifies female leadership; hegemonic masculinity; and various forms of gender
inequality regimes as the primary concern of gendered organizational research. It also suggests
multiple future research propositions to examine previously less studied aspects of gendered

organizations.

Originality/Value — This paper offers a multifaceted overview of several decades’ worth of
gendered organizations research and theorizing, and reveals multiple unexplored avenues which

provide direction and guidance for future research.
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Academic advising is a crucial topic in higher education. However, despite numerous attempts
over the years, there is still no universally accepted definition of the concept. Although
approaches to research may vary between institutions, there is a consensus that academic
advisors play a strong, central and multifaceted role. They not only assist students in their
academic progress and help them find personalised career opportunities, but also contribute to
student retention, reduce university drop-out rates, and provide intellectual and personal
growth. Additionally, they offer holistic support for higher education students. Universities
have developed academic systems based on student-teacher relationships to facilitate
collaborative working. The COVID-19 epidemic has further increased the use of technology-
based academic advising systems. When using these systems, it is important to consider factors
such as understanding of mentors, individualisation, personalisation, student satisfaction, and
student performance. The factors that may determine the use of technology and therefore the
service should be examined in detail, as the process of user experience and technology
acceptance can be crucial for the behavioral intention of technology use when introducing new
systems.

This theoretical paper examines the evolving concept of academic advising, the types of
advising systems, and the theoretical and practical factors to consider when designing such a
system. The findings can be used in developing a university academic advising system that best

suits the needs of the students and the mentors and the goals of the university.
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Description and Relevance:

The paper relates to the topic of Corporate Social Responsibility (CSR) of the 4™ Ferenc
Farkas Internationale Scientific Conference but may also allocated differently in the
Management or Management of SMEs fields.

My contribution to the 2023 International Teaching Week at the University of Pécs has been
on the topic of sustainability reporting. At that time, the respective regulations have been still
under development (IFRS Sustainability Disclosure Standards and European Sustainability
Reporting Standards). The proposal is to extend on this contribution and to put the works on a
sound scientific foundation. In the meantime, the respective reporting standards have been
published by the respective standard setters. However, practical experiences are still lacking
which is partly due to a “phased” approach to introduce the regulations step by step.

The paper will structure the current situation, identify potentially problematic aspects for
corporate reporting, and present the author’s expectations on future developments. Solutions
to practical and/or conceptional problems already encountered or to be expected will be covered
as well.

Relationship to Previous Research Projects with the University of Pécs:

There have been various projects related to the management of competences and knowledge
under the direction of Dr. Ferenc Farkas. The current contribution attempts to extend the scope

and update findings from our common previous research (>20 years).
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One of the problems of tourist destination development in the case of rural areas of limited
significance in terms of their tourist performance is the utilization of resources based on general
characteristics that do not generate tourist attraction in such a way that they can be offered as
unique elements of the offer. Instead of spontaneous development, this requires a number of
development projects, which can later be financed at different times and with tenders for
different purposes. The long-term successful operation of tender-based developments can be
realized with coherent and consistent project ideas, i.e., there should be a set of destination
projects with such characteristics, from which the appropriate one can be selected and
concretized according to the tender. In this case, instead of and/or in addition to complex
tourism development plans, the preparation and mapping of projects for different time periods,
which can potentially be linked in time, space and thematic terms, is recommended. The focus
of the study on the development of the Lower-Ipoly is the presentation of the project cadastre
method, as a tool for destination management in rural areas, its advantages and limitations. The
creation of the project cadastre does not eliminate a thorough situational analysis based on
secondary and primary information; however, the logic of the development plan is based on
thematically and segmentation-based projects in different time periods after the defined
development goals. The projects corresponding to the segments are related both within the
subset and between the subsets, they build on each other in time. Finally, the practical

applicability of the method can be verified by the ability to organize the elements of the project
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cadastre according to goals, which is illustrated by the case of the Lower-1Ipoly area. As the area
IS neither an independent tourist region nor covered by a tourism destination management
organisation, it serves as a suitable sample area to demonstrate the applicability of the

methodology in the field of destination management.
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Inward foreign direct investments (FDI) into less and least developed countries play a crucial
role in their economic development: they boost economic activity, bring valuable knowledge
& technology, and establish connections to external markets, incl. global value chains.
Additionally, they provide much-needed capital for investment in countries where domestic
capital markets and banking systems are not sufficiently developed. However, such FDI can
however yield significant market power and may potentially become dominant in their host
economies, leading to various challenges such as market distortions, competitive challenges for
domestic firms, increased dependency of domestic industry and fiscal policy on large foreign
investors, and possibly adverse social and environmental impacts. It is the quality of institutions
and governance/statehood within a country that determines whether inward FDI is a curse or a
blessing. This theoretical thesis paper is literature-based and argues that the specific
circumstances of least and less developed countries often lean towards the negative implications
of inward FDI. As profit-seeking entities, foreign investors and their managers will naturally
seek to reduce costs, including labour unit costs and the use of the natural environment. When
the host country's civil society, policymakers, and regulators are unable to effectively
counterbalance the influence of powerful foreign investors, and domestic law enforcement is
weak, decision-makers are likely to succumb to the temptations of corruption. Given these
typical characteristics of inward FDI in least and less developed economies, it is imperative that
home countries assume an active role to enforce sustainable development goals through
measures such as environmental, social, and corporate governance (ESG), corporate social
responsibility (CSR), socially responsible investing/sustainable and responsible investing
(SRI), and potentially community development assistance (CDA). By doing so, the right kind
of foreign investors can seize viable business opportunities, leading to a mutually beneficial

outcome for both the investors and their host economies.
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DOES FISCAL DECENTRALIZATION REDUCE POVERTY AND
INEQUALITY? EVIDENCE FROM KENYA'S DEVOLUTION

WENCELAUS MUSYOKA MUTHAMA
University of Pécs Faculty of Business and Economics
Doctoral School of Regional Policy and Economics

muthama.musyoka@pte.hu / musyokamuthama@gmail.com

Although fiscal decentralization and federalism are acclaimed for their ability to maximize
allocative efficiencies and support responsive service delivery, there is ongoing debate
regarding their impact on critical development goals, such as the decrease of poverty and
inequality. Subnational governments are typically financed by intergovernmental transfers
(IGT) and own source revenue (OSR). The widespread dependence on IGT from by fiscally
decentralized nations highlights the lack of a strong tax-benefit relationship at the subnational
level, which could result in allocative inefficiencies in local public spending. Besides, the
prevalent challenges related to the management of the transfers, especially in developing
countries, characterized by patronage and elite capture cast doubts on the efficacy of
intergovernmental transfers in realizing their developmental goals including alleviating poverty
and reduction of inequality. However, empirical gaps remain, especially in developing
countries, when assessing the causal relationships between intergovernmental transfers and
development outcomes. Moreover, research on the impact of OSR performance on reducing
poverty and fostering household economic well-being remains inconclusive, especially in
developing nations. The efficiency of local revenue is intricately linked to household
consumption levels and the unemployment rate, posing potential obstacles to the delivery of
public goods and services financed through OSR, consequently impeding overall development
outcomes.

This study examines the complex effects of fiscal decentralization on poverty and household
economic well-being in Kenya. Utilizing data from the Kenya National Bureau of Statistics
(KNBS), this research identifies poverty fluctuations correlated with heightened IGT and OSR.
Since poverty rates in Kenya historically vary based on residence, socioeconomic and
demographic factors, this study adopts the spatial econometric analysis techniques. The study
addresses fiscal decentralization literature gaps by analysis of the subtle effects of

intergovernmental fiscal transfers during the inaugural decade of Kenya's devolution (2013-
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2023) on poverty and reducing inequality. The results of this study hold global relevance, and
developing countries in particular since almost all nations practice a form of fiscal

decentralization.

59
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This presentation examines the presence of classical learning curves based on publicly available
rocket launch data focusing on SpaceX, the leading player in the private space industry in 2024.
The analysis employs multiple models. The dependent variables are average time required for
launches in consecutive years and time between successive launches (the former mitigates
potential distortions dependent on timing within the year, while the latter allows for a larger
sample size). The analysis includes a database irrespective to rocket type, but also separately
analyzes data specifically for the Falcon 9, the most frequently launched rocket. The analyzed
database spans from 2006 to 2023 to incorporate only full years into the models.

The independent variable is the cumulative number of launches, with control variables
including available supplementary data: time within the year (quarterly or monthly breakdown),
launch site, orbital trajectory, landing site, and success. The analysis employs multivariable
logarithmic regression analysis, transforming the power function of the learning curve into
linear.

The most significant and broadly applicable result of the analysis is the existence of the learning
curve in the private space industry, indicating its potential utility for future analyses and
decision-making. However, it cannot be generalized beyond the examined company that the
experienced progress ratio (p) exceeds the commonly considered 80% threshold (ranging
between 50-60% depending on the model). The models differ in their determination
coefficients, but are consistently convincing (R2 = 0.5-0.9), especially considering the limited

variables employed in the analysis.
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How many Hungarians live all over the world? This question concerns researchers, policy
makers and the general public interested in Hungarians living abroad. However the answer is
not simple. In a significant number of host states, especially in South America, censuses do not
ask about the ethnic or national affiliation. In this respect, only place of birth and citizenship
are taken into account. Under these conditions, the descendants of Hungarian emigrants are not
recorded as Hungarians. Furthermore, where ethnic ancestry or origin is asked, the
interpretation of the specific question in this regard is very broad. In North America and
Australia, for example, only a fraction of the population considered to be of Hungarian origin
speak Hungarian—just over 6% in the United States—which suggests that a large proportion
of them do not have a Hungarian national identity. From a historical point of view, we do not
know exactly how many Hungarians left the Carpathian Basin in the various emigration waves.
Before the First World War, most of the host-states classified immigrants of Hungarian
nationality in the same category as immigrants of other nationalities from the Austro-Hungarian
Monarchy. Between the two world wars, the majority of Hungarian emigrants did not come
from Hungary, but from neighboring successor states, and so were registered as citizens of other
countries. During the period of state socialism many Hungarians left the country illegally,
therefore, they did not appear in official statistics. Finally, regarding the current migration
processes, data on the numbers of new emigrants, cross-border commuters, foreign-born and
return migrants are ambiguous. In my proposed presentation, | will address these
methodological limitations based on my professional experiences and the available statistical
data.
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A tudomanyos diakkor a felsdoktatédsi tehetséggondozas egyik legismertebb formaja. A két
évente megrendezésre keriild orszdgos konferencia nem csak a hallgatok szamadra jelent nagy
megmeérettetést, hanem az intézmények szdmara is. Kutatdsunkban a Debreceni Egyetem
Tehetséggondozd Programjanak (DETEP) hallgatoi kozott vizsgaltuk az OTDK-ra vald
késziilés, és az azon torténd részvételi szokasokat. Sziikségesnek éreztiik megvizsgalni, hogy a
TDK, mint az egyik legnépszeriibb tehetségmenedzsment eszkoze a felsdoktatasnak és a
Debreceni Egyetem Tehetséggondozd Programja milyen kapcsolatban allnak egymadssal.
Kutatasunkban kérddives felméréssel mértiik fel azon hallgatok valaszait, akik a helyi TDK
konferenciat kovetden nevezést nyertek az OTDK-ra (n=86). A legtobb hallgaté a 36. OTDK-
n vett részt, azonban a mintaban szerepeltek olyanok, akik csak a 35., illetve olyanok is, akik a
legutobbi mindkét OTDK-n bemutattak kutatasukat. Az eredményeink alapjan megallapithato,
hogy a hallgatok tudatosan késziilnek az OTDK részvételre, amely az OTDK félévét megel6z6
helyi TDK részvételek szamaban is megmutatkozik. Motivalo tényezdként jelenik meg a helyi
konferenciak vizsgalatakor az OTDK-ra torténd kijutds lehetdsége, igy a tehetséges hallgatok
ezt szem eldtt tartva késziilnek az intézményi forduldkra. Az eredmények alapjan
megallapithatd, hogy a hallgatok a témavezetdjiikt6l tAmogatasban részesiiltek a felkésziilés
soran, valamint a felkésziilés és az OTDK szereplés 0sztonzden hat rajuk. Javaslatként
megfogalmazhaté azonban, hogy az orszdgos konferencian elért eredmények elismerését
novelni kell. Habar az eredmények alapjan elmondhatjuk, hogy az Altalanos Orvostudomanyi

¢s a Bolcsészettudomanyi Kar hallgatoi esetében az elényokhoz valod jutas és kar elismerése
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inkabb pozitiv volt. Az elismerés erdsitését tamasztja ala tovabba a Debreceni Egyetem 36.
OTDK eredményei is, hiszen a 186 dijazas koziil 103 kdthetd a DETEP jelenlegi tagjaihoz.
Ennek értelmében mindenképp fontos szem eldtt tartani a hallgatok teljesitményének

elismerését.
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Hazéankban egészen a 2022. évi jogszabalyi valtozasig folyamatosan névekvd szamban jottek
létre egyéni- és tarsas vallalkozasok. A tendencia arnyoldala, hogy az éves szinten mintegy
szazezer 0j vallalkozasbol, még haromnegyediik sem éli tal az elso két évet, mely azonban nem
kizar6lag hazai probléma, hasonl6 a helyzet szamos eurdpai orszagban. Joggal vetddik fel a
kérdés, hogy mi lehet ennek az oka: versenyképességi problémak, a miikodési kornyezet nem
megfeleldsége, menedzsment vagy menedzsment képességbeli problémak, esetleg a hosszutavi
gondolkodés hidnya. Emellett szintén felmertiilé kérdés, hogy lehet-e, és ha igen hogyan lehet
megfeleléen mérni ennek okait. Jelen kutatisban egy olyan értékeld modell felallitasara
torekedtiink amellyel képet kaphatunk az indulé véllalkozéasok szervezeti jellemzdirdl, ami altal
megallapithatdo melyek ezen véllalkozdsok menedzsment szempontbdl fejlesztendd teriiletei.
Ehhez segitségiil hivtuk a kozelmultban jelentdsen atdolgozott EFQM 2020 modellt, mely
kifejezetten egy olyan menedzsment keretrendszert biztosit a vallalkozasok szamara mely segiti
Oket a valtozasok kezelésében ¢€s a teljesitménylik ndvelésben. Jelen tanulmanyban kisérletet
tesziink a modell kritériumrendszerének validalasara kifejezetten induld — azaz egy illetve két
lezart iizleti évvel rendelkezd — vallalkozasok szamara.

A kutatdsi kérdésiink az, hogy az EFQM 2020 modell kritériumrendszere alkalmas-e
onmagaban egy indul6 vallalkozas szervezeti jellemzdinek vizsgalatara illetve logikéja mentén

felallithato-e egy egyszertsitett modell, melynek segitségével megallapithatok ezen
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vallalkozasok fejlesztendd teriiletei, amelyek segitenek abban, hogy hosszi tavon
fenntarthatova valjanak. A kutatas eredményeként 1étrejott vizsgalati modell alkalmazhatosagat

a késobbiekben egy kvantitativ kutatas keretében szeretnénk megerdsiteni.

Kulcsszavak: EFQM 2020, indul6 vallalkozasok, validalas, megfeleldsség, menedzsment
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A mai vildgban nagy problémakkal kiizd0 egészségligyben megannyi teher harul az
egészségiigyl dolgozdkra, mint példaul az egészségligyi hallgatok elé tamasztott készségekkel
kapcsolatos elvarasok, valamint a relative sok szervezeti valtozéds. A kutatds fokuszaban a
vezetés- €s viselkedéstudomanyi, valamint kommunikécios ismeretek egészségiigyre gyakorolt
hatasa 4ll, a kutatds célja, hogy megvalaszolni, hogy akik mar részesiiltek a vezetés- és
viselkedéstudomanyi, valamint kommunikécios ismeretek oktatdsaban miként vélekednek
annak fontossagarol, hasznossagarol.

A kutatds soran szekunder €s primer felmérés is elvégzésre keriilt. Szekunder teriiletnek a
relevans szakirodalom szisztematikus feltarasa és elemzése tekintendd hazai és nemzetkozi
teriileten. Ezen alapulva egy 52 kérdésbdl allo online kérdéiv keriilt lekérdezésre, amelyet 330
{6 toltott ki. 2020. november 19 és 2021. marcius 19 k6zott zajlott az adatgylijtés. A kérddiv
online kozosségi platformon, ezen beliil egészségiigy specifikus csoportokban, illetve e-
mailben keriilt megosztasra. A valaszokbol kinyert adatpanel SPSS 26.0 verzidszamu
statisztikai elemz0 szoftver segitségével keriilt elemzésre. A féhipotézis és annak alhipotézisei
korrelacio vizsgalattal, illetve kereszttabla elemzéssel, khi-négyzet probaval kertiltek analizisre.
A fohipotézis €és annak alhipotéziseinek vizsgdlatara fokuszalva, a kovetkezd eredmény

allapithatéo meg: Akinek volt lehetdsége egészségligyi felsdoktatasi tanulmanyai soran vezetés-
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¢s viselkedéstudomanyi, valamint kommunikacids ismeretek megszerzésére, fontosnak itélik
annak oktatasat. Az elsd alhipotézis az oktatok szemszogébdl vizsgilta az imént felsorolt
ismeretek fontossdgat, a mésodik alhipotézis a hallgatéi nézOpontbol vizsgélta ezt, mig a
harmadik alhipotézis az egészségiigyben vezetdi szerepet betdltd személyek nézdpontja
alapjan.

A szekunder és a primer kutatds eredményeibdl kideriilt, a vezetés- és viselkedéstudomanyi,
valamint kommunikacids ismeretek megszerzésé nélkiilozhetetlen sikertényezd szerepet tolt be
az egészségiigyi rendszerben. Az egészségligyi vezetoknek, ugy kell kialakitani vezetoi
stilusukat, hogy azt elfogadjdk a beosztottak, ezaltal tamogassdk a vezetdjiiket, valamint a
jovoben bekovetkezd valtozasokat. Tovabbi eredmény, hogy az egészségiigyi dolgozoknak
megfeleld kommunikécios készséggel kell rendelkezniiik, valamint empatikus, tdmogatd
viselkedést kell tantsitaniuk, mely megfeleld attitiid elsajatitisaban az oktatdsnak kiemelt

SzCerepe van.
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Az elmult években a digitalis technologiai megoldasok gyorsuld litemben terjedtek el a
kiilonboz6 gazdasagi dgazatok szervezeteiben. Ezzel egyiitt lathatova valt, hogy az egyes
szervezetek és iparadgak jelentdsen eltérnek a tekintetben, hogy milyen mértékben képesek
integralni e technoldgidkat a milkodésiikbe. Kutatdsunk célja a digitalis technoldgiak
bevezetését és elfogadasat befolydsold legfontosabb tényezdk azonositasa és alaposabb
megértése a szolgaltatasi szektorban miikodo szervezetek példdjan. A technoldgia-szervezet-
kornyezet (TOE) keretrendszert vettiik vizsgalddasunk alapjaul, amelyet — az egyéni ellenallasi

mintazatok megértése szempontjabol kulcsfontossagi — magatartasi dimenzioval egészitettiink

ki.
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Kutatasunkban vegyes modszertant alkalmaztunk. ElOszor szisztematikus szakirodalmi
attekintést végeztlink, amelynek sordn (348 talalat lesziikitésével kapott) 35, a Web of Science
adatbazisbol szarmazo relevans szakcikket vettiink goércsd ald. Ezt kovetden félig-strukturalt
interjukat készitettliink a szolgaltatasi szektor szakértdivel, hogy kutatdsunk soran integraljuk
az eddigi szakirodalmi diskurzusban nagyrészt figyelmen kiviil hagyott tizleti szempontokat is.
Az interjus adatfelvételi mintdban magyarorszagi és romaniai informatikai vallalatok, fintech-,
valamint tanacsadocégek szerepeltek.

A magatartasi tényezoket is magaban foglalo, kibdvitett TOE-modell atfogd képet nyujt a
digitalis technoldgiai megolddsok bevezetésének akadalyairdl. A modell segitségével a vallalati
vezetOk hatékonyabban képesek elosztani eréforrasaikat ezen akadalyok lekiizdése és a sikeres
digitalis atalakulds elérése érdekében. Tanulmanyunkban révid és hosszil tdva hatdsokat
kiilonboztettiink meg, €s ezek szerint csoportositottuk az egyes akadalyokat. Azt talaltuk, hogy
mig a technoldgiai akadalyok jellemzdéen rovid tava kihivésokat jelentenek, addig a magatartasi
¢s szervezeti tényezOok hossza tava akadéalyokként jelentkeznek. A szolgaltatasi dgazatban a
magatartasi tényezok — példaul a valtozassal szembeni ellenéllas és a tanulasi hajlandosag —
valamint a szervezeti tényez6k — példaul a tudasbeli hianyossagok és a digitalis stratégia hianya

— jelentik a legjelentésebb akadalyokat.

Kulcsszavak: digitalizacio, alkalmazasi korlatok, szolgaltatasi szektori, technologiaatvétel,

TOE-modell
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A recessziot kovetd klaszterelemzés Magyarorszdg és Szlovakidban cimil kutatds célja
Szlovékia és Magyarorszag egyes makrodkonomiai gazdasagi mutatoinak vizsgalata, kiilonos
tekintettel a munkanélkiiliségi ratara, a GDP-re és az egy fOre jutd teljes rendelkezésre allo
jovedelemre. A két Aaltalunk kivalasztott és megvizsgalt allam szomszédos foldrajzi
elhelyezkedésli Kozép-Eurdpaban. Hasonlod gazdasagi, politikai és kulturdlis koriilményekkel
rendelkeznek, ami noveli az 6sszehasonlitd elemzés jelentdségét. Az elemzés szamara altalunk
kivalasztott évek a kovetkezdek, 2010, 2015 és 2022. A tanulményozott és megvizsgalt évek a
21. szézad gazdasagi fejlodésének jelentds mérfoldkoveinek szamitanak. Ezeket az éveket a
globalis pénziigyi valsag, az orosz pénziigyi valsag és a vilagjarvanyt kovetd helyreallitasi
iddszak miatt valasztottuk, mivel jelentdsen befolyasoltdk a gazdasagi kdrnyezetet az altalunk
tanulmanyozott orszagokban. A tanulmany elsddleges célja, hogy a fent emlitett mutatok
alapjan klaszterekbe sorolja Szlovékia és Magyarorszag egyes régioit a valsag és a vilagjarvanyt
kovetd iddszakban. Az egyes régiok klaszterekbe vald csoportositasaval szandékunkban all
azonositani és bemutatni a bizonyos klasztereken beliill az erdsségeket, gyengeségeket,
kihivasokat €s az id6vel megfigyelt valtozasokhoz hozzajarulo tényezoket. Az altalunk készitett
elemzeés és egyben tanulmany értékes betekintést nylijt a magyarorszagi €s szlovakiai régiok
gazdasagi teljesitményébe és dinamikajaba, ravilagitva a fejlodésiiket alakitdo kiilonbozo
tényezOkre az érintett idészakban, azaz 2010, 2015, és 2022 utan.

Kulcsszavak: munkanélkiiliségi rata, GDP, jovedelem, regiondalis klaszterelemzés
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THE IMPACT OF AI AND OTHER DIGITAL TECHNOLOGIES ON
INVESTMENT STRATEGIES AND CORPORATE FINANCE

WOLF AMANDA
PhD student
Széchenyi Istvan University

Doctoral School of Regional- and Business Administration Sciences

The digital transformation has revolutionised the financial sector, in particular by creating
opportunities for the widespread use of technologies such as artificial intelligence (AI). Al can
process analytical data quickly and efficiently, use algorithms to analyse market trends,
company performance and risks, and machine learning-based models can forecast market
movements and make recommendations on portfolio composition. Artificial intelligence can
help identify and mitigate risks, and algorithms can monitor market changes and react
immediately to threats. Al can optimise portfolio composition in terms of risk and return,
algorithms can automatically execute trading orders based on certain defined rules, allowing
fast and efficient trading and helping investors to achieve the best returns.

The research aims to provide an in-depth analysis of the impact of Al and other digital
technologies in financial services, with a particular focus on financial analysis and portfolio
management.

The research methodology will involve the use of case studies and empirical data analysis,
allowing for a detailed examination and evaluation of the real-life application of technology
solutions. The results show that Al and other digital technologies are having a significant impact
on the design of investment strategies and corporate finance management. These technological
advances are increasing the efficiency and accuracy of financial services, while creating new
opportunities in decision-making and risk management. Al algorithms can quickly process
market data, make forecasts and optimise portfolio composition.

The conclusions of the study show that the innovations offered by AI and other digital
technologies are having a profound impact on the financial sector, helping it to be competitive
and grow sustainably. Their ethical application is key to shaping the future of the financial
sector, and particular attention needs to be paid to analysing and understanding the challenges

and opportunities they present in further research and development.
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Purpose
Successful digitalisation requires overcoming several barriers at the levels of individual, firm,

supply chain and macro environment. Relying on a multi-level framework, this paper aims to

review extant literature to identify and structure the barriers for the adoption of digital
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technologies. Our specific aim is to look at the impact of the macroeconomic contexts of

countries on the barriers that companies face when adopting digital technologies.

Method

Based on the selected keywords (encompassing phrases related to both Industry 4.0
technologies and adoption barriers), searches were conducted in the Scopus database. After
examining title, abstract, and full-text analysis, and quality check of journals, we arrived at 89
relevant papers.

To grasp the types of barriers (and answer our research questions), a framework was built to
categorise the potential barriers. Next, the countries analysed in the articles were grouped based
on two indicators: (1) income level and (2) digitalisation competitiveness. We further compared

the barriers in different categories for different countries.

Results

The identified barriers were compared based on income levels of countries, and at country and
company levels notable differences emerge. Similarly, we also compared the barriers based on
the digital competitiveness of countries and observed new differences. Supply chain issues
emerge as the second-highest concern after company-level issues.

Beyond the differences the two comparisons show some similarities: both show that human
resource issues (knowledge and skills) are more frequent in less developed countries, whether
by income or digitalisation level. Technology-related barriers are also high in these countries,

such as the barriers related to data management and cybersecurity.

Contribution/relevance

Our results show that a best practice in one macroeconomic context cannot be automatically
transferred to another context, because various levels of barriers restrict the use of them.
Comparisons help to highlight idiosyncratic differences between groups of countries. Our
results show that it makes a difference how we group the countries, so researchers should be

careful in the future studies.
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THE IMPACT OF ARTIFICIAL INTELLIGENCE ON EMPLOYEE
EXPERIENCE

TAMAS SZAKADATI
University of Pécs Faculty of Business and Economics
PhD student
szakadati.tamas@ktk.pte.hu

As we move from a service-based economy to an experience-based economy, the concept of
Employee Experience (EX) is becoming a fundamental principle at the heart of workplace
design. The essence of the Employee Experience approach is that it fundamentally tailors
workplace protocols and environments to the needs of employees, not the other way around.
The exponential advances in technology and digitalisation are radically transforming the
employee experience, with more and more organisations recognising that the Digital Employee
Experience (DEX) has a direct impact on employee engagement, productivity and therefore
organisational effectiveness. The present research provides an in-depth analysis of the
integration of Artificial Intelligence (Al) into corporate workflows, highlighting its wide-
ranging impact on employee experience. Going beyond identifying the technological and
operational benefits of Al, the paper argues that the integration of Al into work processes can
go beyond mere efficiency gains, bringing about significant changes in traditional work-week
structures and thus fundamentally transforming the employee experience. The article raises a
paradox: while previous technological revolutions such as the steam engine, electricity and the
internet have usually led to stagnation or growth in working time, Al has the potential to reduce
it.

Keywords: Employee Experience (EX), Digital Employee Experience (DEX), Artificial
Intelligence (Al), Workweek Structures
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Az elmult husz évben egyértelmiilen megragadhat6 tendenciaként jelentkezik a szervezetek
testetlen vagyonanak megragadasa ¢€s kiakndzasa, mint a versenyképesség egyik alapvetd

jellemzojének kezelése. A jelenséggel a gazdasagtudomanyok szamtalan tudomanyteriilete
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foglalkozik kiemelten, igy példaul a stratégiai menedzsment, a marketing, a tudas- és
informacié - menedzsment, az emberi eréforrds gazdalkodas, a szamvitel, stb. De éppugy
felmeriil a kérdés kezelése a polgari jog, vagy akar a mivészetek teriiletén is. Mégis,
valamennyi tudoményteriilet és tudomanyag gyakori kovetkeztetése, hogy az immateridlis
javak kiaknazasa jelentésen mulik a velilk valdo gazdalkodas tudatossdgan, a szereplok
intellektualis toke kezelési képességein.

Kutatdsunk kiindulopontja, egyben kozponti kérdése, hogy mennyire tekintik a hazai mikro-
Kis-, és kozépvallalkozasok testetlen vagyonukat gazdalkodasuk targyanak, mennyire adottak
hozzéértéseik ennek kiaknazasa érdekében. Kutatdsunkban arra tesziink kisérletet, hogy
vizsgaljuk a hazai kis-, és kozépvallalkozasok szellemi tulajdon érzékenységét. A szellemi
tulajdon érzékenységet harom tertilet vizsgalataval ragadjuk meg: milyen mintazatok mentén
érzékelik a hazai mikro-, Kis-, és kozépvallalkozasok intellektualis tékéjiiket; milyen
mintazatok mentén védik a hazai vallalkozasok intellektualis tokéjiiket; valamint milyen
mintazatok figyelheték meg a vizsgalt vallalkozasok korében az intellektudlis tokéjik
kiaknazasa soran. Vizsgalatunkat félig strukturalt interjukkal valdsitottuk meg, melyek
eredményeként egyarant értelmeztiik a hasonlosdgokat és specifikus kérdéseket.
Tanulmanyunkban kiinduléképpen a vizsgalatunk targyat jelentd alapvetd fogalmakat allitjuk
kozéppontba, melybdl levezetjilk vizsgalati megkozelitésiinket, kutatdsi modelliinket.
Ertelmezziik a szellemi tulajdon érzékenység megragadasanak teriileteit, majd osszegezziik a
szellemi tulajdon érzékenység feltérképezésének kritikus (modszertani) kérdéseit. Vizsgalati
eredményeink kozott valaszt adunk arra, hogy van-e mintdzata a szellemi tulajdon
érzékelésnek, milyen hozzéaértések tekinthetok kritikusnak a szellemi tulajdon védelem soran,

illetve milyen mintazatok mentén torekednek a véllalkozasok a szellemi tulajdon kiaknézasara.

Kulcsszavak: szellemi tulajdon érzékenység, intellektualis toke, testetlen vagyon kiaknazasa
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A VEVOI TUDAS MARKETINGMENEDZSMENTJE

KESZEY TAMARA
egyetemi tanar
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A vevOi tudas a sikeres marketingmenedzsment alapja. Azok a vallalatok tudnak sikeresen
miikodni, amelyek megértik vevoik igényeit, sokszor rejtve marado vagyaikat. A vevok igényei
azonban a vallalatokon beliil elszorva - példaul kiilonbozé részlegeknél fellelhetd
adatbazisokban, eltéré6 munkakorben dolgoz6 szakemberek piaci értesiiléseinek formajaban
lelhetdk fel. Ujabban a vevék nemcsak a termékeket forgalmazé vallalatoknak adnak
visszajelzéseket, hanem a vallalat kontrolljan kiviil esé kozosségi média platformokat
hasznalva, egymast is befolyasolva osztjak meg azokat a véleményeket, amelyek a vallalatok
szamara a teljes korli vevdi megértés rendkiviil értékes alkotdelemei. A vallalatok részben tehat
elveszitik kontrolljukat vevdi adatvagyonuk felett, hiszen sajat vevdik a vallalat sajat
termékeir6l harmadik fél altal kezelt platformokat haszndlva adnak visszacsatolast.
Hasonloképp, a vallalatok egyre inkabb szembe kell nézniilik azzal a fenyegetéssel, amelyet a
sajat vevOi adatvagyonuk megszerzésére iranyulo kiilsé timadasok, adatfeltorések jelentenek.
A tanulmény a témakor hazai és nemzetkdzi szakirodalmat tekinti at szisztematikusan azzal a
céllal, hogy azonositsa a vevoi tudas menedzsmentjének jo gyakorlatait, mérési modszertanat
¢s teljesitmény konzekvenciait. A hasonlé mddszertani megkozelitést alkalmazo, review tipusu
tanulmanyok két nagyobb iranyzat koré szervezddnek a marketing teriiletén. A szakirodalom
attekint6é cikkek ujabb irdnyzata a vevdi adatok Ujszerli modszertani elemzési lehetdségeivel
kapcsolatos tudast szintetizalja. Ezek a szintetizalasi torekvések, jollehet segitik a jellemzden
vevoi tranzakcids adatok, big data Ujszeri adatelemzési technoldgidkkal torténd jobb
kiaknézasat, szamos korlattal birnak. Egyrészt, figyelmen kiviil hagyjak a vevéi tudas adatokon
tuli, ,,szoftabb” formadit, mint példaul a vevOk szbébeli visszajelzéseit, az értékesitési
szakemberek vevOkre vonatkozo becsléseit stb. Masrészt a vevdi adatok elemzésére
korlatozodd cikkeket Osszegeznek, nem foglalkozva a vallalati adat és tudaskezelés mas
formaival, mint példaul annak megosztasaval, felhasznalasaval.

A masik irdnyzatba olyan irodalomattekint® és meta-analizis cikkek tartoznak, amelyek jollehet

az adatkezelés szélesebb spektrumat 6sszegzik, azonban egy meghatarozott tipust vevai tudas,
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vagy informacid, mint példdul a vevoi kapcsolattartasbol szarmaz6 adatok, vagy a személyes
eladds soran Osszegyijtott értesiilések kezelésére korlatozddnak, ezzel elszalasztva a
lehetdséget a kiilonbozo tipusu vevoi tudés kezelési mintazati hasonldsagaban rejlé ismeretek
felszinre hozasara.

Jelen tanulmany kozos platformra helyezi és egységes keretbe foglalja a marketing
szakirodalmanak kiilonb6z6 irdnyzataiban (marketing innovacid, vevOi adatbazis-kezelés,
kereskedelem, szolgaltatas marketing, big data stb.) rejlo, a vevoéi tudas kiilonbozo aspektusait
vizsgalo szétaprozodott tudasanyagot, és a gyakorlati szakemberek szamara javaslatokat

fogalmaz meg.
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A tanulmany a szervezetek tarsadalmi és kornyezeti felelosségvallalasat jarja kortl, amikor
megprobal kapcsolatot keresni a CSR, az ESG és a CDR kozott. Ma mar a feleldsségvallalasi
szervezeti elvarasok kapcsan annyi variacioval taldlkozunk, hogy azok definidlasa és a
kiilonbségek/azonossagok feltardsa nem egyszerli. A CSR (tarsadalmi feleldsségvallalas), és az
ESG-szemlélet (Environment, Social és Governance) vildgos meghatarozasa, ¢és a ketté kozotti
kiilonbségek feltarasa a mai napig nem sikeriilt a szakirodalomban. S6t! Ma azt latjuk, hogy
ujabb- és ujabb megkdzelitések sziiletnek, amelyek tartalma altalaban k6zos halmazt is jelent.
A digitalis technologidk uj kihivasokat jelentenek, €s a feleldsségvallalas is 1) megkozelitést
igényel. A vallalati digitalis felelosségvallalas (CDR, Corporate Digital Responsibility) olyan
gyakorlatok és magatartasformak Osszessége, amelyek az adatok és a digitalis technoldgidk
tarsadalmi, gazdasagi és kornyezetvédelmi szempontbol felelds hasznalatdban segiti a
szervezetet. A fentiek alapjan lathatd, hogy a szervezetekkel szemben tdmasztott
kovetelmények egyre ndnek, mikozben ezek megvaldsitasat is folyamatosan kritikak érik. A
kérdés az, hogy vajon sikeriil-e egyszerre minden elvardnak megfelelni, van-e atfedés a
hangzatos elnevezések kozott, €s valoban pozitivak-e a feleldsségvallalas érdekében tett

szervezeti erOfeszitések?

Kulcsszavak: tarsadalmi feleldsségvallalas, ESG szemlélet, vallalati digitalis feleldsségvallalas
(CDR)
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professor emeritus
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A stratégiaalkotds koncepcioi, modszerei és gyakorlata sokat fejlodott a XX. szdzad elejétdl
napjainkig. Az 50-es és 60-as években a hosszu tavu tervek készitése volt a jellemz6. A 80-as
évekig a stratégiat a kornyezeti valtozasokra adott valaszként értelmezték. A 90-es években
jelent meg a belsd eréforrasokra €s képességekre épiild stratégiaalkotasi felfogés, féleg annak
kovetkeztében, hogy a felgyorsult kornyezeti valtozdsok iddszakaban a szervezetek —
elsdsorban a nagyvallalatok — nem tudtak olyan gyorsan moédositani a stratégiaikat, ahogyan a
kornyezetiik atalakult. Emiatt kellett stabilabb kiinduldé pontot keresni a jovore vonatkozo
elképzelések kidolgozasdhoz. A stratégiai dontések meghozatalanal hosszi ideig -
megkozelitdleg a 70-es évek végéig - az optimalis dontésekre torekedtek. A korlatozott
racionalitas elméletének hatasdra megerdsodott a kielégitd eredményt biztosito dontések, illetve
sz¢élesebb értelmezésben a vezetdi magatartds szerepének hangsulyozisa a stratégiai
dontésekben. A jelen tanulmanyben ennek bemutatasara koncentralunk.

A tanulmany megirasanal a szerz6 tdmaszkodott a témakorben korabban készitett publikacidira.

Kulcsszavak: stratégiai menedzsment, magatartastudomany, értelmezés, korlatozott

racionalitas
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Az elmult években szamos kutatas célozta a csaladi vallalatok jobb és mélyebb megértését a
hazai piacon. Ennek a kivanatos helyzetnek koszonhetd, hogy egyre jobban megismerjiik ezeket
a szervezeteket és kutatoként - a nemzetkozi és hazai szakirodalom ismeretében - tanacsokkal,
javaslatokkal, tdmogatasokkal tudunk feléjiik fordulni, szakmai és egyéb rendezvényeken.
Azonban eggyel magasabb szinten arrol keveset tudunk, hogy a kis - és kozépvallalkozasok
jelenlegi professzionalizacids érettségi szintje milyen. Hazai mintdn még nem késziilt olyan
nagymintds lekérdezés, ahol a csaladi vallalatok professzionalizacios érettségét vizsgaltak
volna. Habar a professzionalizacionak szamos dimenzidjat azonositottak hazai és nemzetkozi
kutatok, a kutatas célja, hogy négy {6 dimenzion (1) vallalatirdnyitas, (2) struktira, stratégia,
(3) kulttra (4) a vallalkoz6 csalad professzionalizacidja, azaz a csalad €s az tlizlet kapcsolatan
beliil keriiljenek meghatarozasra azok az instrumentumok, amik mentén az érettség mérhetd.
Feltételezésem szerint minél magasabb egy vallalat professzionalizacios érettsége annal
magasabb a versenyképessége €s a szervezeti teljesitménye. Korabbi kutatisok arra az
eredményre jutottak, hogy a hazai csaladi és nem-csaladi vallalatok innovécios teljesitmény
kozott nincsen szignifikdns eltérés, amely ellentmond annak a szakirodalmi aspektusnak
miszerint a csaladi vallalkozasok egyik nagy erdssége az innovacids és a transzformdcid
orientaltsdg. Hasonldan ramutattak korabbi vizsgalatok, hogy a csaladi tulajdonban 1év6 hazai
cégek sokkal inkabb az informalis menedzsment eszkdzoket és rendszereket alkalmazzak, mint
nem-csaladi tarsaik, szdmukra sokkal fontosabbak azok az er6forrasok és képességek, amelyek
a hosszitavl gondolkodassal, termék vagy szolgaltatas fejlesztésével, beszallitdi és partneri
kapcsolatok épitésével kapcsolatos, semmint az operativ kivalosaggal vagy a miikddési
hatékonysaggal. Ezek alapjan a versenyképességiik is alacsonyabb — jol lehet, ezek a kutatasok

eddig nagyrészt a versenyképesség aspektusabol kozelitett. Jelen kutatas a professzionalizacios
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érettséget a mar emlitett négy dimenzidn keresztiil vizsgalja és méri, arra vonatkozoan, hogy
fedezhetdk-e fel olyan heterogén csoportok a csaladi vallalatok beliil (kis-és kdzepes méretii
vallalkozasok, szektorfiiggetleniil) amelyek a professzionalizacié meglévd és 1j elemeit
alkalmazzak. Hasonldan a versenyképességi kutatasokhoz, a lekérdezés segitségével valaszt
kaphatunk olyan kérdésekre, amiket 6nmagukban is érdemes vizsgalni mint: (1) Mely dimenzio
az, amiben kiemelkeddk, és melyek azok, amelyekben potencialisan elmaradok a csaladi
véllalatok? (2) Megjelennek-e azok az elméleti koncepcidk, amelyeket a szakirodalom
azonositott, vagy felfedezhetok eddig még be nem sorolt véllalatok is? (3) Milyen
konfiguraciok fedezhetdk fel, és hova sorolhatok be a hazai kis és kdzepes méreti vallalatok a
professzionalizacié tekintetében? A kutatas célja kettds, egyrészrél valaszt kapunk arra a
kérdésre, miszerint csak a csaladi vallalatok vizsgalva, valdoban olyan diverz-e a
professzionalizacids érettség ahogy kordbbi kutatdsok ramutattak, ezuttal viszont egy célzott,
csaladi mintan vizsgélva; valamint nem-csaladi tarsaikkal 6sszehasonlitva, képet kapunk arrol,
hogy mely tulajdon vezet magasabb professzionalizacids szinthez, és kijelolhet olyan
potencialis fejlodési és fejlesztési utakat, amelyek magasabb szervezeti teljesitményhez

vezetnek.
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A tanulmany célja a csalddi kisvallalatok definidlasdval kapcsolatos alapvetd kérdések
tisztazasa és a meghatarozas eldsegitése. Az elemzés attekintést nyujt a csaladi kisvallalatok
jelentoségérol és egyedi sajatossagairdl a nemzetkdzi szakirodalom és statisztikai adatok
tiikrében. Szamos kutatds ramutatott mar a csaladi vallalatok és a hagyomanyos szervezetek
kozotti egyértelmii kiilonbségekre, kiilonds tekintettel a csaladtagok szerepére és a vallalati
menedzsmentre gyakorolt hatdsukra. A hivatalos statisztikai adatot alapjan azt mondhatjuk,
hogy a csaladi vallalatok egyediilalld taléloképességgel rendelkeznek ¢€s kiemelkedden
fontosak a gazdasagi rendszerekben. A tanulmany részletesen elemzi a csaladi vallalatok
gazdasagi hatasait, kiilonos tekintettel a foglalkoztatasra és a GDP-hez val6 hozzdjarulasukra.
A csaladi kisvallalatok jelentds mértékben jarulnak hozza a foglalkoztatashoz és a GDP-hez az
Eurépai Unid tagallamaiban és hazankban egyarant. Az EU-ban a csaladi vallalatok aranya
kiemelkedden magas, 70-90% kozott mozog az Osszes vallalathoz viszonyitva, mig a
foglalkoztatas teriiletén 40-50%-os aranyt képviselnek. A tanulmany részletesen foglalkozik az
eurdpai orszagok csaladi vallalatainak aranyéaval, mely adatok a hivatalos statisztikdkon és helyi
tudomanyos becsléseken alapulnak. A definicio felallitasa sordn fontos hazai kutatasok, tobbek
kozott a Budapest LAB Villalkozasfejlesztési kozpont eredményei, valamint a témaban
megjelent nemzetkozi szakirodalom legmagasabban citalt tanulmanyai kertiltek feldolgozasra.
A felvazolt modell segitségével pedig sikeriilt felallitani egy széleskorben hasznalhato
definiciot a csaladi kisvallalatokra vonatkozoan. A tanulmény rdmutat a csaladi vallalati formak
heterogenitasara ¢s a kiilonb6z6 nemzeti statisztikdk hidnyossagaira, és javasolja a csaladi

dimenzié empirikus kutatdsokban val6 hangsulyozasat.
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A szervezetek muikodésével kapcsolatban az egyik legfontosabb elvaras a fenntarthatdsag
igénye. A fenntarthatdsagi célok akkor érhetdk el, ha a gazdalkodé szervezetek elfogadjak a
fenntarthato fejlodés kihivasait és lehetéségként tekintenek ra. Ez gyakran iizleti modellvaltast
jelent, ami egyiitt jar uj kultira kialakitasaval, megvaltozott gondolkodéssal és személettel, 1j
gazdasagi folyamatok kiépitésével és a gazdalkodas 1) alapokra helyezésével. A fenntarthato
célokat preferdl6 szervezeteknek fenntarthatdsagi vezetOkre van sziikségiik. A fenntarthatosagi
vezetés nem csupan az izleti eredmények javitasat célozza. Olyan szemléletmodot ¢és
gyakorlatot kovetnek, melynek fokuszédban a szervezetek tarsadalmi felelosségvallaldsa, a
kornyezeti fenntarthatésag, a munkavallalok jolléte, az etikus lizleti dontések keriilnek. A téma
kutatdsa még gyerekcipdben jar, csupan néhany tanulmény foglalkozik a fenntarthatosagi
vezetés gyakorlati megvaldsithatosagaval €s annak problémaival. Ezt a hidnyt potolja jelen
tanulmany. Célja, megvizsgalni harom nemzet KKV vezetdinek gyakorlatat, hogy milyen
felkésziiltséggel rendelkeznek a fenntarthatosagi vezetés elvarasai tekintetében. A kvalitativ
kutatds magyar (36), lengyel (32) és szlovak 30) KKV vezetdivel késziilt mélyinterjukat a
Voyant Tools mddszerével dolgozta fel. A web bazist statisztikai elemzést €és vizualizalast
biztositd program eszkdzei koziil a Document Terms, Word Clouds, WordTree, Context,
StreamGraph, ScatterPlot (t-SNE analysis, Correspondence Analysis), Correlations, ¢és
Significance keriiltek alkalmazasra. A fenntarthatosagi vezetés alapvetd elvarasait, az etikus
vezetési stilust, elérelatast és hosszu tavu tervezést, valamint a kultara elemeit (bizalom,
tudasmegosztas, team munka) vizsgaltuk. Az eredmények azt mutatjak, hogy a KKV vezetdk
még mindig a hagyomanyos gondolkodas szellemében végzik vezetdi tevékenységiiket, sajat
értékitéletiik szerint demokratikus stilusban. Bar gondolkodnak hossza tdvon, de vizidval nem
rendelkeznek. A bizalom kiépitése minden nemzet esetében nehézségekbe iitkozik, ami a

tudasmegosztas €és team munka eléfeltétele. Ez a probléma a kultura alakitast kezdeményez6
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vezetOket komoly kihivas elé allitja. A kutatasi eredmények alapjan dsszegezve elmondhatjuk,
hogy a fenntarthatosagi vezetés alapvetd kovetelményeinek teljesitésében még sok tennivald
var a KKV-k vezetéire. Nem igazan ismert ez a vezetési stilus és az elvart jellemzok még
kevésbé népszeriiek. Ezzel egyiitt nincs 0 a nap alatt, az alapvetd elvarasok nem most sziiletett
igények. Sziikséges, hogy a vezetdk igyekezzenek minél elébb elinditani tudatosan azt a
valtozast, ami a kulturalis alapokat teremti meg a fenntarthatdosagi vezetdi intézkedések,

viselkedés, etikus dontések és gondolkodas érvényesiiléséhez.

89



SESSION 11. INSIGHTS ACROSS SECTORS:
INTEGRITY, HEALTH CHALLENGES,
GENDER DYNAMICS, AND WORK
ENGAGEMENT

90



BEYOND COMPLIANCE: THE ROLE OF INTEGRITY IN
MANAGEMENT AND LEADERSHIP

ISTVAN TORCSVARY
PhD student
Budapest University of Technology and Economics, Faculty of Economic and Social Sciences
Department of Management and Business Economics
istvan.torcsvary@edu.bme.hu

BENEDEK PETRA
assistant professor
Budapest University of Technology and Economics, Faculty of Economic and Social Sciences
Department of Management and Business Economics

benedek.petra@bme.hu

Once a relatively obscure concept, integrity has become widely known in the last decade.
However, many individuals, organizations, groups, and communities still misunderstand its
meaning and significance. The role of corporate compliance function in promoting and
maintaining integrity is often misunderstood despite the vital link between integrity and
compliance. This study addresses this gap by focusing on the integrity aspects of management
and leadership and their potential impact on organizational culture, emphasizing integrity at the
organizational level.

Based on domestic and international literature, our study presents the various dimensions of
integrity and the factors influencing its quality. We argue for the dynamic nature of integrity,
emphasizing its dependence on context. While integrity applies to all organizations and groups,
it also depends on the individual integrity of its members.

One of the common misconceptions is that integrity is confused with a rule-following attitude
and compliance with the rules - this perception warrants a closer examination of the issue.
Contrary to popular belief, integrity is not static; it involves more than mere rule-following
behavior. Many models and methods can be used to assess and develop organizational integrity.
Our study provides insight into how managers can assess their organization's integrity and
highlight the compliance function's role in this process. We also identify key factors of

organizational integrity, providing a comprehensive assessment and development framework.
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Integrity as an attitude and behavior is integral to the organizational culture. The management
is responsible for creating an environment that promotes integrity, albeit uniquely, in each
organization. We caution against equating integrity solely with fulfilling obligations, stressing
that true integrity goes beyond mere compliance with legal requirements. Consistency between
professed values and actual actions is essential to maintain integrity.

There is a relationship between compliance performance and organizational integrity; a higher
level of compliance correlates with a higher level of integrity, thereby contributing to improved
corporate performance and reputation. Organizations can become more successful in an
increasingly complex business environment by prioritizing integrity and aligning it with good

organizational practices.
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Introduction: Community pharmacy staff may be considered as ,,first and last-line” members
of healthcare system: they provide medications for individuals whose complaints may be treated
without a physician consultation, however, many patients attend pharmacies after receiving an
established medical diagnosis. The novel coronavirus pandemic (SARS-CoV-2) pandemic has
imposed a considerable additional workload on the staff of both community and hospital
pharmacies. The aim of our study was to assess the burnout and job satisfaction levels — and
their main influences — among pharmacy staff, during the first wave of the pandemic.
Methods: A quantitative, cross-sectional, study was performed, involving pharmacists (Ph) and
pharmacy assistants (PhA) in Hungary, using a convenience and snowball sampling approach.
Our instrument was a web-based, self-administered, 101-item questionnaire, including: i) socio-
demographic data, ii) Maslach Burnout Inventory - Human Services Survey (MBI-HSS), iii)
Rosenberg Self-Esteem Scale (R-SES), iv) Connor-Davidson Resilience Scale (CD-RISC), v)
a 27-item scale of measure job satisfaction (Cronbach a: 0.88), which was developed as a part
of this study. Statistical analyses were carried out using IBM SPSS 22.0. Ethical approval
registration number: 140/2021-SZTE.

Results: n=300 Ph (median age: 32 years, median work experience: 5.5 years, 79.0% female)
and n=379 PhA (median age: 44 years, median work experience: 10 years, 98.2% female)
participated in our survey. 41.3% and 50.9% of Ph and PhA worked in a pharmacy chain,
respectively. Job satisfaction levels were as follows: low: Ph 6.6%/PhA 67.3%, moderate: Ph
48.7%/PhA 32.7%, high: 44.7%/PhA: 0%. Significant negative correlation was observed
between job satisfaction levels and overall burnout (MBI-HSS) scores (Ph: r=-0.462, p<0.001,
PhA: r=-0.271, p<0.001). Furthermore, higher number of patient encounters/day were
associated with significantly higher rates of burnout in all subdomains, and lower job
satisfaction (p<0.001 in all cases). Among PhA, distance from the workplace also affected job
satisfaction scores (<5 km: 61.43+12.84 vs. >5 km: 57.60+12.84; p=0.004). Resilience or self-
esteem levels did not considerably influence burnout or job satisfaction levels in either cohorts.
Conclusions: Employee job satisfaction in healthcare is one of the main determinants of
organizational competitiveness, which may be influenced by a number of internal (e.g.,
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benefits, organizational ergonomics) and external (e.g., social esteem of the profession) factors.
Despite their workload, pharmacy staff were of outstanding importance to allow public
provision of medicine in the initial phase of the SARS-CoV-2 pandemic.
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This article reviews the literature on digital entrepreneurship and puts gender in focus. While
there is an active and ongoing debate on this topic, most of the related articles are gender blind.
This critical analyses challenges the still popular notion that digital space is a ,,great leveller”
creating equal opportunity for all and demonstrates that barriers of offline reality are reproduced
in the online sphere. By providing a comparison of the same phenomenon through different
paradigm lenses (functional and critical) it highlights the opposing conclusions of these world
views. While meanstream literature suggests the world of internet is a meritocratic place and
has an equalizing role, critical theorists suggest that due to the social embededness of digital
enterprises, the democratizing effect of the internet does not prevail. After conducting a
systematic literature review in Scopus database containing English language journal articles in
final publication stages in the subject areas of business, management and accounting and social
sciences, the selected articles were categorized according to the TCM model and were subjected
to content analysis. This analysis suggests that the underrepresentation of women among digital
entrepreneurs is not only the consequence of the ,,good old” hindering factors such as social
positionality or resource constraints, but that the technological context itself presents additional
obstacles to their success. This paper intends to provide a structured framework which can help
researchers and policy makers to have a better understanding of this phenomenon. Also, the

paper calls for further research on how these obstacles could be eliminated.

Keywords: entrepreneurship, digitalization, technology, gender, women, literature review
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Attrition is a constant challenge for organisations. Therefore, several research studies
investigate the factors that help retain and keep employees engaged. Leaders and their
behaviour are some of the most influential predictors of employees’ work engagement.
Engaging leadership and transformational leadership are the most frequently associated
leadership styles with work engagement, significantly affecting this work-related psychological
state. Even though it is stressed that these leadership behaviours influence employees’ work
engagement, they are usually measured on an individual or a team level, not on a dyadic level.
Based on these, we wanted to broaden the horizon of engagement research and understand how
individual, dyadic and mutual effects influence employee engagement.

We gathered data in spring 2023. 199 leader-follower dyads answered our questionnaires
related to personal characteristics and leadership styles. We selected dyads in which followers
were highly engaged based on cluster analysis. As a result, 65 leader-follower dyads were
involved in further analysis. We used the double-entry method to ensure that all related
correlations could be calculated. After testing for homogeneity, we used partial correlations
because of distinguishable cases and calculated within-partner, cross-interclass, mean-level
correlations, and individual and dyadic effects.

The answers of leaders and followers were homogeneous regarding work engagement but had

mostly opposite tendencies regarding leadership dimensions. Similarly, most of the interclass
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correlations were positive, but many of them still showed a negative tendency. According to
our analyses, vigour, dedication, and absorption positively relate to work engagement in
general. However, rather the dyadic partner determines work engagement with his/her vigour
and absorption. Vision and personal recognition are also higher when measured in association
with the dyadic partner.

Leaders’ vigour and dedication negatively influence followers” work engagement, while these
dimensions showed a positive mutual effect. Besides these, follower-rated individual
absorption affected work engagement positively. Among leadership dimensions, only leader-
rated vision had a significant negative effect. This dimension showed even a positive mutual
effect on followers’ work engagement.

These results indicate that work engagement is affected mutually by the leader and follower
and highlight how important individuals are in a dyadic relationship and how essential
involving interactions in analyses could be. Our findings reflect the need for a common,
articulated goal, individual support and recognition and underline the importance of indulging
in work individually. They may foster the creation of developmental programs which increase
the awareness of leaders and followers about their own and joint responsibility in creating and

maintaining engagement.
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My aim is to collect main examples of implementation of Al in manufacturing processes in case
of international manufacturing companies. My work is based on literature analysis focusing on
company reports and industrial presentations. The aim is to define the main areas where and
the ways how artificial intelligence is embedded in manufacturing processes.

In short. artificial intelligence is setting brand new trends in the manufacturing industry.
Significant changes are introduced due to Al. International manufacturing companies tend to
use Al to increase efficiency, and productivity especially in their core manufacturing processes.
The implementation of Al in manufacturing provides several examples, such as predictive
maintenance, supply chain optimization, quality control, stock prediction, labour optimization
provides a new type of aspect to traditionally managed processes. The manufacturing
companies introduce testing periods and examples if Al to introduce in more and more areas of
production to define a strategic direction to develop highly competitive processes.

The manufacturing industry tends to use Al to enhance productivity and efficiency in case of
manufacturing processes. Furthermore, Al is also applied in manufacturing to support decision-
making processes. In addition, maintenance is also redesigned by Al in manufacturing to predict
efficient changes in manufacturing processes. The aim of the redesigning maintenance in
production serves the aim to develop new internal maintenance work procedures to diminish
downtime based on analysis with respect to possible machinery faults.

Al is also applied in manufacturing industry to decisions in the field of make supply chain
management more efficient. In these developments several machine learning algorithms are
applied to coordinate control inventory, determine logistical processes and to assess demand as
well. It is also already common that machine learning is also applied with Al to manage robots

in production. The automation in assembly serves to enhance production efficiency and speed.
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It is also important that the real-time input of customer-based information in the production

process helps companies to apply new demand driven production processes.
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Procurement is one of the long studied areas of business ethics. Traditionally, research has
linked the problematic issues to the relationship between the owner and the purchaser, or the
purchaser and the supplier. This paper presents the preliminary results of a research project. It
focuses on how the ethicality and specific ethical issues in business procurement in
organisations have changed in response to the global economic and supply problems of recent
years. We analyse the results of a questionnaire survey completed by 158 domestic
professionals in autumn 2023. The survey examines the experiences of purchasers in relation
to their perceptions of the presence of ethical problems identified in the literature. In addition
to statistical analyses, the open-ended questions in the questionnaire provide an opportunity to
further interpret the responses on ethical dilemmas that have increased or disappeared as a result
of supply problems. The personal and organisational reasons for different perceptions of ethical
problems are examined.

Our results show that the corporate and the public sector perceive different impacts, in which
the instrumental and regulatory system may play a major role. Differences can also be assumed
in terms of personal experience and ethical climate. Ethical conflict affects a wider range of
stakeholders and traditional ethical issues are being reinterpreted in the context of supply
challenges, the drive for sustainability and digitalisation. Companies have tried to respond
proactively to the challenges. However, differences can be identified in some of the ethical
issues identified in the literature, which are linked to the tools available and may also affect the
perceived conflicts with suppliers and the tools they have in place to manage more vulnerable

suppliers.
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A tarsadalmi vallalkozasokra kettds célrendszer jellemzd: gazdasagi €s tarsadalmi. Ezeknek a
szervezeteknek egyszerre sziikséges iizletileg fenntarthatonak lenni és megoldast kindlni egy
aktualis tdrsadalmi problémara. A tarsadalmi véllalkozas egy olyan hibrid modell, ahol az
egymassal versengé logikak gyakran egymassal ellentétesek és egymasnak sok esetben
ellentmondanak. A kettds elkotelezddés nyoman, az Osszetett célrendszer kovetkeztében, e
vallalkozasok kiilonbozd céljai kozott litkozések, fesziiltségek jelennek meg. Az egymassal
ellentmondasba kertild célok kozotti egyensulyozas kihivas elé allithatja a vallalkozdkat.

A téarsadalmi vallalkozasokkal foglalkoz6 szakirodalom mennyisége folyamatosan nd, és
hazédnkban is egyre nagyobb kutatéi figyelmet kap a témakoér. Azonban a kettds
elkotelezddésbol eredd fesziiltségek empirikus feltdrasara kevés kisérlet sziiletett. Mivel a
tarsadalmi vallalkozasok miitkodésében a fesziiltségek jelenléte meghatarozo, fontos a probléma
mélyebb megértése és alapvetd fontossagu lehet e szervezetek fennmaradaséaban.

A tanulmany célja e fesziiltségek feltarasa és mélyebb megértése, és ezaltal a kovetkezd kutatasi
kérdés megvalaszoldsa: A hazai tarsadalmi vallalkozasok milyen, a kettds célrendszerbdl
fakado fesziiltségekkel taldlkoznak mitkddésiik soran. Kutatéasi kérdéstink megvalaszolasahoz
induktiv jellegli, kvalitativ, egyéni félig strukturalt mélyinterjukbol allé primer kutatdsunk
eredményeire tamaszkodunk. Az interjuk két {itemben keriiltek felvételre: 2018-ban majd
2023/24-ben. Empirikus eredményeink alapjan 4 csoportba rendszereztiik a tarsadalmi

vallalkozasok miikddése soran jelentkezd fesziiltségeket.
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Hazankban a XXI. szazadban a tarsadalomnak, a felsdoktatasnak és a gazdasag szerepldinek is
fel kell késziilni arra, hogy a fogyatékkal €16 személyek szdmara is biztositsanak olyan
lehetdségeket, amelyek révén egyre teljesebb és 0nallobb életet tudjanak élni. Ennek az elérése
érdekében a sériilt személyeknek is ki kell alakitaniuk a sajat lelki egészségiiket megerdsitd
technikakat. A kozdsségnek ebben a kontextusban elsdsorban tdmogatd és elfogadd szerepe
van. A fogyatékos személyek ugyanis nemcsak az adottsagaikbol szarmazo6 hatranyokkal
néznek szembe, hanem azon sztereotipidkkal, el6itéletekkel is meg kell kiizdeniiik, amelyek
feldolgozasanak sikeressége a lelki egészségiik erdsségétdl is fiigg. Ebben a helyzetben
kiemelten fontos lehet szamukra az a tdmogatd kozeg, amely révén megtapasztalhatjak a
massaguk, vagy éppen onmaguk elfogadasat. Szamukra ezért is birhat kiemelt jelentdséggel a
coaching moddszer alkalmazédsa, hiszen az életiikben talan még nagyobb szerepet kap a
személyes megkiizdési stratégiak kialakitasa és gyakorlati alkalmazasa. A coaching modszere
— a személyre szabottsaga révén is — hozzéjarulhat ahhoz, hogy egy olyan — a koriilményeket is
figyelembevevd — sajat identitast alakitsanak ki, amelynek részeként elfogadjdk azt a
gondolatot, hogy a fogyatékossaguk az egyik, de nem az egyetlen (és talan nem is a
legfontosabb) tulajdonsaguk. Fontos lenne tudatositani azt is, hogy sajatos modon, de mégis
Hteljes értékli” személyként részt tudnak venni a tarsadalmi/gazdaséagi folyamatokban. A fenti
okok miatt is érdemes lehet mind a felsGoktatasi intézményekben, mind pedig a munkahelyeken
megteremteni azt a tamogatdi haldzatot, amely révén a szervezetek a sériilt
hallgatoknak/munkavallaléknak a coach szakemberek segitségével tamogatast tudnanak

biztositani.
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Kutatasunk két témakor dsszekapcesolasa soran jott 1étre. Az egyik az észleléshez kotddik, a
masik pedig dontéseinkhez.

Mindennapjaink soran gyakran esiink bele az észlelési torzitasok csapddjaba, azaz masképp
itelink meg targyakat, személyeket, eseményeket, jelenségeket, mint amilyenek azok
valojaban. Ezen kognitiv torzitasok egyike az un. Wobegon-hatas, amely szerint magunkat
jobbnak tartjuk az atlagnal, legalabbis a pozitiv tulajdonsagok mentén. Ezt a hatdst szamos
terlileten vizsgaltdk mar a kutatok, tobbek kozott példaul személyiségvonasok megitélése
mentén (baratsagos, feleldsségteljes, idealista, megbizhatd, hiiséges tipus vagyok-e én, s
mennyire azok masok), illetve IQ szint becslésére sajat magam, illetve masok vonatkozasaban
IS.

Eletiink szinte minden percében dontéseket hozunk, ezek egy része olyan jellegii dontés,
amellyel szemben elvards, hogy etikus megoldast valasszunk, kiilondsen munkahelyi
kornyezetben.

E két témakort 0sszekapcesolva egy olyan kutatast végeztiink, melyben egy konkrét szitudcioban
kellett valaszaddinknak dontést hoznia, amely etikai szempontbol is értékelhetd. Azonban a
résztvevok nem csak onmagukra nézve valasztottak az alternativdk koziil, hanem arra
vonatkozdan is, hogy ugyanebben a szitudcidban masok hogyan dontenének. Kutatéasi

kérdésiink igy arra iranyult, hogy vajon a fent emlitett Wobegon-hatas megjelenik-e az etikus
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magatartas megitélésében is. Nem meglepd modon feltételezésiink, miszerint magunkat
etikusabbnak itéljiilk meg, mint masokat, igaznak bizonyult a megkérdezettek korében, akik
jelen esetben a Debreceni Egyetem Gazdasagtudomanyi Karanak hallgatéi voltak. Mint
egyetemi oktatok fontosnak tartjuk, hogy ezzel a jelenséggel didkjainkat szembesitsiik,

remélve, hogy a jovoben megprobaljak ezt a torzitast elkeriilni.
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egyetemi docens
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A pletyka szinte minden kozegben altalanos jelenségnek tekinthetd ahol emberek egymassal
érintkezésbe 1épnek. Ez aldl természetesen a munkahely sem jelenthet kivételt, hiszen a
munkatarsak oOhatatlanul személyes jellegii informaciokat is megosztanak egymassal, illetve
hangot adnak a véleményiiknek, valamint az esetleges félelmeiknek. Ezek a személyes
vélemények, félelmek és gyakorta rémhirek alkalmasak arra, hogy nagy mértékben erodaljak a
munkamoralt, és ezaltal negativan hatnak a szervezet egészének miikddésére. A szervezeten
beliili informélis kommunikacié azonban nem akadéalyozhatdé meg, igy annak kontrollallasa
feltétlentil sziikséges. A pletyka tehat az egyes munkavallaloi csoportokhoz kapcsolodik, igy a
szervezet méretétdl és Osszetettségétdl fliggden alakulnak ki annak egyes szintjei. Ebbdl
kovetkezden a vezetdség szamdra bizonyos szintjei ennek a kommunikéacios halozatnak akar
rejtve is maradhatnak. A kérdés ebben az 0sszefiiggésben tehat elsdsorban az, hogy elvarhato-
e a munkaltatotol a jelenség figyelemmel kovetése, illetve felmeriil-e a beavatkozas igénye, sot
akar kotelezettsége. Szamos tanulmany foglalkozik ennek a jelenségnek a szervezetre gyakorolt
hatasaval, am kevesebb figyelem Osszpontosul annak a munkavallokra gyakorolt hatasaval.
Tanulmanyunk elsédleges célja pletyka illetve a bullying kapcsolatat feltarni, valamint
elemezni azt. Vajon az a magatartds ami a munkavégzéshez kozvetleniil nem kapcsolodik &m a

munkavallalok jollétére nagy hatassal lehet, mennyiben igényli a vezetdi interakcidt. A

107



munkavallalokra gyakorolt esetleges negativ hatasok felvetik-e a munkaltatéi felelosség
kérdését, illetve az esetleges beavatkozas sziikségességét. Tanulmanyunkban e kérdéskor
kapcsan elemezziik a vonatkoz6 jogszabalyi eldirdsokat, illetve a témakorben kialakult biroi

gyakorlatot egyarant.
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The Romanian IT industry has steadily developed and grown in the last decade, reaching a
value of 4.9 billion euros in 2022 (Statista, 2023). Romania occupies the leading position in the
EU in terms of number of IT professionals per capita and it is ranked sixth worldwide. The
number of people pursuing a career in the IT sector is growing, from roughly 140,000 software
engineers in 2020 to nearly 192,000 in 2023. Romania’s digital economy is expected to be
worth €52 billion by 2030, accounting for almost ten percent of the country’s GDP (trade.gov,
2024).

The lack of specialists is the biggest obstacle for the growth of IT companies. Software
development companies employ young professionals from the university benches, without even
waiting for them to graduate. But even so, they are unable to meet the growing demand for
labour. Due to high demand, the wages of IT professionals are well above the average wages in
Romania.

The objective of our paper is to identify the degree in which the competences expected by
companies operating in the IT sector from their employees are in accordance with the
competences developed by the university programmes offered by the highest ranked
universities from Romania.

First, we analyse the competences mentioned in online job announcements posted on major job
platforms, then we compare them with the competences mentioned in the curriculum of the

study programmes of the selected universities.
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We can conclude that employees in the IT sector need to have both soft skills (such as
communication, analytical thinking, responsibility, teamwork, flexibility, creativity etc. and
hard skills (mathematics and statistical analysis, database design, several programming
languages). University curriculum covers in a great degree both areas, thus the graduates of

these programs can successfully integrate on the IT labour market.
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Brammer és szerzotarsai az Academy of Management Perspectives 2020-as szdmaban harom
modell mentén képzelték el a COVID valsag utani idoszak gazdasagi 6koszisztémajat: az elsd
a ,,Visszatérés a normdlis helyzethez (Let’s get back to normal)”, amikor azt vonalat
képviseljiik, hogy egyszer majd ,,visszapattan” a gazdasag a megszokott kerékvagasba. A
masodik a ,,Nem lehet visszatérni a normal helyzethez (There’s no going back to normal)”
felfogas azt jelenti, hogy teljesen Uj szabalyokat kell bevezetni, amelyek felkészitik a
tarsadalmat arra, hogy hasonlé globalis krizis ne torhessen ki a vilagban. A harmadik ,,A
jelenleginel jobb és uj normalitdashoz térjiink vissza (Let’s strive for a new and better normal)”
iranyvonal pedig azokon a tapasztalatokon alapszik, hogy a COVID-19 olyan magas szinti
Osszefogast és egylittmiikodést eredményezett a tarsadalmi-gazdasagi €let kiilonbozé teriiletein,
amelyekre 01, eddig nem alkalmazott eljarasokat lehet épiteni.

Tapasztalataink alapjan a munkahelyeken, legf6képpen az irodai munkaban, a fenti harmadik
forgatokonyv iranyaba indultunk el. Az iroda, mint a munka vildganak helyszine az {izem
mellett az egyik legstabilabb intézmény volt a hosszii XX. szazadban. Ugyan sokféleképpen
probaltak a struktirajat alakitani, de az stabil maradt, mint egy befoglald forma. Elszor az
elektronizacio, majd a digitalizacio és végiil a Covid 19-el kezd6do valsag azonban virtualizalta
az iroda falait.

Természetesen ez sem volt elézmény nelkiili, hiszen az otthoni munkavégzés / digitalis nomad
/ k6zosségi munkahely mar bdven a jarvany eldtt gazdagitotta az atipikus foglalkoztatdsi
formakat. A munka vildgaban egy ilyen ,,ij normalis” kialakuldsa fel¢ mutattak a hibrid

munkavégzés kialakulo  feltételei, mely egyben a valsagbol torténd  kilabalas
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eszkOzrendszereként is alkalmazhaté volt. Ez beleillik a formalédo platform gazdasag
koncepciokba (Mako et al (2020); Greber — Krzywdzinski (2019)) masrészt abba a diskurzusba,
hogy a munkahelyi sokszinliség (workplace diversity) versenyelényt hordoz a megszokott
munkahelyi monokultarékkal szemben (Zadori et al, 2021).

frasunkban azt szeretnénk bemutatni szakirodalmi, netnografiai és mélyinterjis tapasztalatok
alapjan, hogy ugyan kialakult a hibrid és home office munkavégzés jo gyakorlata, de mégis
tobb visszarendezddés is megfigyelhetd akar a nagyvallalati, akar a KKV szektorban. Ezek a
visszarendezO0dések pedig minden bizonnyal nem gazdasagi, hanem szociokulturalis és

gazdasag pszichologai okokra vezethetdk vissza.
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Annak ellenére, hogy a nemzetkdzi szakirodalom és a nemzetkozi gyakorlat a hibrid
tdvmunkaban rejld lehetdséget hangsulyozza (Eurofound, 2023; Microsoft, 2022) latnunk kell,
hogy mind nemzetkozi szinten mind Magyarorszagon is csokkent a tavmunkaban dolgozok
aranya 2021 utan. A KSH adatai alapjan 2024. januarjaban tobb mint 148 ezer munkavallalo
dolgozott rendszeresen ¢&s tobb mint 219 ezren alkalmankénti tdivmunkaban. Ez az Osszes
foglalkoztatott 8%-at jelenti. Ez alacsonyabb mint a 2021-es 13%-os arany, viszont jelentdsen
meghaladja a 2019 év eleji 2%-os ardnyt. A tarsadalmi elfogadottsag tekintetében elérelépést
mutat, hogy a profession.hu allaskézvetitd portalon mar megjelent a ,,Hybrid allas” mint
keresési feltétel.

Kutatasunk célja egy olyan dontési fa kidolgozasa, amely egyrészt segitséget jelent a vallalatok
szamara, hogy a szervezetikhoz leginkabb illeszkedd hibrid munkaszervezési moddot
alakithassanak ki. Masrészt egy olyan gondolkodasi, logikai keretet biztosit az akadémiai szféra
szdmara, amely kiindulopontjat képezheti tovabbi kutatasoknak.

A munkavégzésre vonatkozo jelenleg hatalyos szabalyok (2012. évi I. tv.) megfeleld keretet
adnak a rugalmas munkafeltételek kialakitasara. A masik fontos feltétel az a vallalati kdrnyezet.
Bar a dontési fa, vagy dontési matrix kidolgozasat mindig az adott véllalat tevékenységéhez,
vallalati kultirdjahoz kell igazitani, vannak altalanos kritériumok. Ilyen példaul a munkavégzés
soran ellatott feladatok jellege, annak vizsgéalata, hogy a személyes jelenlét mennyiben
sziikséges a munkakor ellatasahoz. Figyelembe kell venni a rendszeres, vagy alkalmankénti
tavmunkaval elérhetd megtakaritds mértékét. Nem szabad megfeledkezniink a szubjektiv

elemek figyelembevételérél sem. Meg kell vizsgalnunk, hogy a tervezett valtoztatasok
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mennyiben illeszkednek az adott vallalat kultarajahoz, miként befolyasolja a vezetok feladatait,
milyen mértékben tamogatja az alkalmazotti hatékonysag ¢és lojalitds er6sodését. Az elmult
¢vek tapasztalatai azt mutatjak, hogy a munkavallalok egyre kritikusabbak az otthonrdl végzett
munkaval kapcsolatban.

Ahhoz, hogy a hibrid tavmunka bevezetésével, lehetéségének nodvelésével kapcsolatban
megfeleld vezetdi dontés sziilethessen, az elsd 1épés a dontési fa, illetve a dontési matrix

kidolgozasa. Tanulmanyunk ebben kivan segitséget nyljtani.

Hivatkozott irodalom
Eurofound (2023): Anticipating and managing the impact of change. The future of telework
and hybrid work The future of telework and hybrid work | European Foundation for the

Improvement of Living and Working Conditions (europa.eu)
KSH (2024): 20.2.1.22. A foglalkoztatottak tavmunkavégzésének alakuldsa, haromhavi

mozgbdatlag* 20.2.1.22. A foglalkoztatottak tdvmunkavégzésének alakuldsa, haromhavi
mozgdatlag (ksh.hu) (Letoltés: 2024.02.26.)

Microsoft (2022): 2022 Work Trend Index: Annual Report. Great Expectations: Making Hybrid
Work Work, Great Expectations: Making Hybrid Work Work (microsoft.com) (16 December
2022).
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Az el6zd - legféképp a COVID-19 jarvany alatti és utani - idészak felgyorsitotta azt az
alkalmazkodasi folyamatot, ahogy a munkaltatok €és a munkavallalok viszonyultak a
tdvmunkahoz €s a munka-maganélet egyensulyahoz, illetve mennyire sikeriilt praktikusan €s
gyorsan implementalni a megszokottdl eltérd foglalkoztatast €s munkarendet, legyen szo
részmunkaiddérdl, rugalmas munkaiddrdl, vagy éppen home office-rol: mindez nem fiiggetlen a
dontéshozoktol, illetve azok rugalmassagatol, legyen sz6 a szervezetek vezetdirdl, vagy a HR-

részleg képviseldirdl.

A CRANET, - mint a vilag legnagyobb nemzetk6zi, nonprofit HRM-kutatohalozata -, legajabb,
2021-es felmérésében az emberieréforras-menedzsment nemzetkdzi és regionalis sajatossagait
Osszegzi, amelyek egyrészt egy ,,globdlis pillanatképet™ adnak a HRM kiilonb6z6 aspektusairol,
¢s igy tovabbi Osszehasonlitd vizsgalatok alapjat is képezhetik. Jelen tanulmany a kutatasi
jelentés alapjan a tivmunka €s egyéb foglalkoztatasi-kategoriak rapid valtozasat veszi gorcso

ala, az emlitett dontéshozatali szerepkorok tiikrében.

Az adatgylijtés alapjaul szolgalo kérddiv tobb részében is eléfordulnak a vizsgalt teriiletek. A
szervezeti HRM-tevékenységen, illetve a személyzet-biztositasi gyakorlaton beliil igyekeztem
statisztikailag igazolhatdo kapcsolatot bizonyitani elsOsorban a felelés dontéshozok és a
foglalkoztatasi- ¢s munkarend-kategoridk egyes alrészei kozott: az a {6 feltevésem, hogy
szamit, ki a felelés dontéshozd a kiilonbozd foglalkoztatdsi formak el6forduldsanak

gyakorisagaban: minél kevésbé a vezetok dontenek a foglalkoztatasi formakkal kapcsolatban,
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annal nagyobb mértékben a HR részleg szakemberei hoznak hatarozatot az atipikus

foglalkoztatasi lehetdségek mellett.
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Mobbing or workplace bullying is a situation in which the individual is exposed to insults and
harassment at their workplace constantly and over a long period of time (Leymann, 1996;
Matthiesen & Einarsen, 2007). Mobbing usually starts with a conflict escalating later into
psycho-terror with the victims being exposed to attacks such as being talked about behind their
backs, criticism or the creation of a threatening atmosphere. On the level of systems, mobbing
negatively influences work effectiveness and efficiency, reduces job satisfaction and motivation
as well as contributes to higher levels of intention to leave work. (Martino, Hoel & Cooper,
2003).

Although workplace bullying is being researched intensely in the international research field,
in Hungary very few studies have been aimed at mobbing. Over the past 25 years hardly any
studies have been published in connection with it despite the fact that besides its numerous
negative correlates (e.g. stress, anxiety, health consequences, even PTSD) appearing at several
levels, mobbing has been proved to show correlation with job satisfaction, effectiveness and
the intention to leave as well. Furthermore, there is no methodically reliable questionnaire
which measures mobbing in Hungarian presently. Therefore, during our research we are
adapting NAQ-R (Negative Actions Questionnaire) which has been developed by Einarsen and
his colleagues (NAQ-R, Enairsen, Hoel & Notelaers, 2009), which is the most commonly used
measuring tool internationally.

The employees taking part in the adaptation of the questionnaire have been over 18 years old
and have been working minimum 4 hours a day for at least half a year. In the first part of the
adaptation more than 200 people filled in the questionnaire, which rose to over 300 during the
validation. The validity of the questionnaire has been examined with the help of several
questionnaires concerning system wellbeing and system output such as the relevant scales of
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the Coppenhagen Questionnaire (COPSOQ II; Pejtersen, Kristensen, Borg & Bjorner, 2010),
the Intention to Leave Questionnaire (Mobley, Horner & Hollingsworth, 1978), the Workplace
Stress Questionnaire (Coping and Stress Profile, Kissné Viszket & Hunyady, 2001) as well as
the WHO Wellbeing Questionnaire (WHO Well-Being Questionnaire — WBI5; Bech, Gudey
& Johansen, 1996).

According to our first analysis, the Hungarian version of the NAQ-R questionnaire has the
required reliability. Also, we have received conceptually expected correlations with the scales
used for testing validity. However, the long-term goal of our study is not only to adapt the NAQ-
R questionnaire to Hungarian but also to explore how the system as a community influences
workplace bullying in Hungary. Furthermore, we aspire to understand the average employee's
attitude to mobbing and to what extent they consider it to be acceptable.

Keywords: mobbing, questionnaire, adaptation, NAQ-R
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Modern vocational education and training can be implemented in the form of dual training in
vocational education according to the legal requirements and the strategies formulated. Meeting
the requirements of the labour market and developing the competences required in the world of
work can be taught and learned most authentically and effectively in a company environment.
A creative, creative, problem-solving, collaborative, project-oriented young worker who is able
to envision the future and who, despite his or her young age, already has experience of the
labour market, is the dual vocational training student of the present. The aim of the study is to
present the dual training solutions of vocational schools in Gydr-Moson-Sopron county.
Particular attention will be paid to the delimitation by sector, type of training, city, dual training
place and the documentation of good practices. Data on the number of students per year in
vocational schools by year grouped by sector of the occupations taught, according to the type
of dual training place. The methods used in the research are management interview and
document analysis. The facts and correlations revealed illustrate the specificities of the West-
Transdanubian region, the expectations of the economic players, the schools' ideas and the
effective solutions. The system introduced by the 2019 legislative change is being tested, and
the study presents a period of monitoring, feedback, fine-tuning and modification as part of the

quality assurance process.
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A 21. szazad kihivésaira egyfajta valaszt adhat az oktatdi szerepkorok kiszélesedése a
felsGoktatasban. A push tipust szerepek mellett teret kapnak a pull tipusuak. Jelen tanulmany
célja, bemutatni, miért van sziikség az uj szerepekre, kiemelt figyelmet forditva a coach-
szemléletre. A tanulmanyban kitlizott cél elérése a szakirodalmi hattér és a nemzetkozi
kezdeményezések bemutatdsdval, valamint esettanulmany készitésével tortént. Az
esettanulmany primer adatforrasa ,,A coaching alapjai” szabadon valaszthato targyat, 2022 és
2023 0szén, a Debreceni Egyetem Gazdasagtudomanyi Karan teljesitd, 34 f6 BSc-s hallgatd
onreflexi6ibol szarmazo informaciok.

Senge (1994) szerint a tanulas Iényege a kapcsolat. Emberi kapcsolatainkon keresztiil vagyunk
képesek vilagunk valodi megértésére. A beszélgetés €s az Oniranyitds egymassal szorosan
osszekapcsolt fogalmak. Ha nem tudunk egymassal beszélgetni, nem tudjuk sajat magunkat
irdnyitani. Senge szerint nehéz elképzelni, hogy beszélgetések nélkiil barmilyen lényeges
atalakulasnak tanui lehessiink.

Wieland (2021) arrél ir, hogy a pull tipust segitdé szakmak, melyek kozé a coaching is tartozik
abbol épitkeznek, ami az ligyfél szamara elérhetd, aki ezaltal sajat belsod forrasabol épitkezik.
A coach-szemlélet olyan kornyezetet teremt, ahol az emberek épitd beszélgetések és Gszinte
visszajelzések révén, a nyitottsdg és a kapcsolatteremtés altal tdmogatva fejléddhetnek és a
legjobb teljesitményt nyujthatjak.

A hallgatok onreflexidinak elemzése aldtamasztja, hogy a pull tipusu szerepek jelenléte a
felsdoktatasban hozzajarul ahhoz, hogy az egyetemistak alkotobb hallgatassal legyenek jelen

beszélgetéseikben, jobban tudjanak kapcsolédni magukhoz és a masik mondandojahoz.
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In recent years, the integration of female managers into corporate boardrooms has emerged as
a pivotal factor influencing organizational performance. This study delves into the correlation
between gender diversity in leadership roles and its multifaceted impacts on corporate
outcomes, encompassing financial metrics, innovation capabilities, and governance structures.
By synthesizing a broad array of literature and empirical investigations, our research aims to
shed light on the nuanced contributions of female leaders, who bring distinct perspectives,
skills, and experiences that enrich decision-making processes and bolster organizational
efficacy.

Furthermore, this analysis explores the hurdles and obstacles female executives encounter
within the corporate milieu, evaluating how these challenges might affect the trajectory of
corporate success. Employing a comprehensive methodological approach, including
quantitative analysis and case studies, this study presents evidence that underscores the positive
ramifications of gender diversity in the boardroom. The findings not only advocate for a more
inclusive leadership paradigm but also highlight the strategic advantages of fostering gender
diversity at the helm of corporate governance.

Our research contributes to the ongoing discourse on gender diversity in leadership by
providing empirical evidence and theoretical insights into how female managers' inclusion in

boardrooms can be a linchpin for enhanced corporate performance. The implications of this
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study are significant, offering a beacon for policymakers, corporate stakeholders, and scholars

interested in leveraging diversity as a catalyst for organizational success.
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Connection:

The work of Ferenc Farkas was not only published in university education, but also left a mark
on the sports life of the University of Pécs. In addition to his teaching work, Professor Farkas
played a prominent role in the life of University of Pécs Athletic Club (PEAC). He took an
active part in the management and international successes of the table tennis division, as well
as in the work of the association's presidency. The management of PEAC is confident that
Ferenc Farkas would also support the ongoing development of the organization.

Objectives:

The aim of PEAC is to be able to solve the contact (parents, sportsmen, coaches), financial
administration and management of accounts within the association through a single interface.
Methodology:

The MyPEAC application was created in order to create a one-stop management. The
application contains three main platforms: membership database and membership fee interface;
financial and accounting interface; executive decision-making interface.

Results:

Through the MyPEAC application, the following was achieved: up-to-date membership
database, management of school data in one place, new coach-parent-athlete communication

channel, up-to-date financial data, support for decision-making processes.
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Next steps:
The plan is that during the expansion of the application, sports results, coach evaluations,

training work will appear. Through the expansion, a unique, researchable sports science

database will be created.
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A kutatés célja a felséfoku tanulmanyokkal €s a karriertttal kapcsolatos dontések vizsgalatahoz
egy ujfajta keretrendszer kidolgozasa a viselkedési kozgazdasdgtan perspektivajanak
alkalmazésaval. Els6ként a fels6foktl tanulméanyokkal kapcsolatos és a karrierut soran
felmeriilé dontéseket azonositottuk azok kiilsd és belsé befolyédsolo tényezdivel egyiitt, majd e
dontések lehetséges kimeneteleit tekintettiik a4t. Minthogy az egyének a valdsagban nem
tokéletesen raciondlisan dontenek, igy a felséfoku tanulményikat végzd hallgatok és a
munkavallalok is, dontési hibakat vétenek. A felsdfokt tanulmanyok és a karrier elérehaladasa
szempontjabol az id6tényezd meghatarozo, kovetkezésképpen a dontési hibakat is az 1d6
vonatkozasaban vizsgaltuk. Ennek alapjan harom lehetséges dontési hibat azonositottunk: jelen
felé torzitas, kivetitési torzitas és elsiillyedt koltség hatas. A hallgatok és a munkavallalok e

dontési hibai a viselkedési kozgazdasagtan alapjan mélyrehatéan elemezhetdk; ezaltal olyan
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tényezok, Osszefiiggések ¢és kovetkezmények tarhatok fel, amelyek tradicionalis
szemléletmoddal nem. Mindennek jelentésége abban van, hogy a hallgatok dontései
befolyasoljak késébbi munkaerdpiaci és elhelyezkedési lehetdségeiket, a munkavallalok
valasztasai pedig kihatnak szakmai fejlodésiikre, palyafutasuk sikerességére. A felséfoku
tanulmanyokkal kapcsolatos és a karrierut soran felmeriild dontések és azok kimeneteleinek,
valamint kovetkezményeinek elmélyiilt tovabbi vizsgalatdhoz hatékony eszkoz lehet az

altalunk kidolgozott viselkedési kdzgazdasagtani perspektivaju keretrendszer.
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The importance of business relationships and their networks is increasing in the era of
globalisation. New networks are emerging from business relationships, which require specific
skills to manage and maintain. The interaction approach to business relations differs from the
traditional transaction-based approach in economics and business studies. The traditional
perception is that in business exchanges, the interacting partners have no or limited impact on
each other, however extensive experience in relationship marketing contradicts this. According
to the interaction approach, actors interact in exchanges, so that economic events are driven not
by firms but the interactions between them. This paper justifies the focus of research on
interactions between firms. And the networks that have emerged should be examined as a
whole, rather than looking at firms as isolated islands. However, the question may arise as to
what kind of relationship development and management skills are needed by the enterprises or
the actors involved in them in order to develop and maintain these relationships in the long
term. The literature shows a colourful picture in the interpretation of relationship development
competences. The picture is extremely heterogeneous, both in terms of its extent and its levels.
The paper reviews the different definitions and approaches to relationship competences and the
contradictions between them. The aim of the paper is to summarise conceptual approaches to
networking competences, to describe the networking and management tasks, the frameworks

of interaction capabilities and structures, and to highlight the role of networking collaborations.
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The study will present talent management models in public administration in a broad
international context. The study will place particular emphasis on good practice, highlighting
practices that effectively manage and develop talent in public administration. A comparative
analysis will compare these practices, paying particular attention to different cultural, political
and economic contexts. The study also provides a detailed analysis of the factors that influence
the effectiveness and successful implementation of talent management in public administration
settings. These include the importance of managerial support, the policy and legal framework
in place, and the role of regular assessments and evaluations. It also highlights innovative
practices and tools that can help public administrations identify, develop and retain talent. It is
also important to highlight the benefits of institutional cooperation and international
partnerships that enable countries to share experiences and best practices. Following this
summary analysis, a model of talent management practices in different nations is presented.
This model details how these practices are applied and integrated into public administration
systems and how they can be adapted to different national contexts. The modeled examples are
designed to help public administrators and policy makers understand and apply best practices
in talent management in order to improve the efficiency and effectiveness of public
administration internationally. Finally, the study examines the future challenges and
opportunities for public administrations in the area of talent management and makes

recommendations to promote sustainable development and innovation.

Keywords: talent management, public administration, talent retention, innovation, TM best

practices
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The aims of the paper

Our study aims to explore the psychological aspects of behaviourist learning theories and
interaction with animals in detail. In our research, we will detail the basic principles of
behaviourist learning theories, and, on the other hand, we will use experiments to investigate
the concrete psychological consequences of interactions with animals. We focus on the role of

communication with animals and the effects on individual behaviour and psychological state.

Methodology

Based on behaviourist learning theories, the research will explore the psychological aspects of
interacting with animals. The paper is divided into two main parts: the first part discusses the
basic principles of behaviourist learning theories and the psychological implications of
interacting with animals. In the second part, experiments are conducted to observe the
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behaviour of individuals during interactions with animals. Besides observations, questionnaires

will be used to assess in detail the experiences and psychological state of individuals.

Discussion

The study's results suggest that interactions with animals positively impact individual behaviour
and psychological well-being. According to the principles of behaviourist learning theory,
communication with animals promotes individual learning, self-reflection and understanding
of non-verbal communication. In addition, working with animals provides opportunities to
develop social and mental skills. The findings of this research could be of great relevance to
leadership development in higher education, as the integration of animal interaction into
learning environments can help individuals develop leadership and communication skills,
thereby improving the performance and effectiveness of leaders. In this way, the results of this
research will contribute to a better understanding of the positive effects of interactions with

animals in psychology. They can be applied to the context of higher education.
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professor
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The study examines the cardinal role that civil organizations play in the innovation ecosystem,
specifically in the context of achieving sustainable development goals. By utilizing the
integrated framework of Quadruple and Quintuple Helix models and social innovation
(Carayannis et al. 2019), the study emphasizes the importance of innovation communication
(Mast et al 2005) and the tasks that civil actors can fulfil, in order to ensure the effectiveness of
implementing innovative ideas. Considering the helix model as a framework that facilitates
communication and decision-making between individual social actors (Boelman et al. 2015), it
emphasizes that civil organizations can perform significant socialization and communication
tasks (Balazs and Rajcsanyi-Molnar 2022) in terms of innovation, ensuring the effectiveness of
the implementation of the innovative idea (Hansson et al. 2014). The study highlights the
importance of civil actors in innovation communication from the aspect of the sustainability

(Lahi et al) of innovation.
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Ultimately, the paper proposes a model for cooperation and responsibility of the third sector in

achieving sustainable development goals (Meier 2023).
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As the literature on public procurement has evolved, numerous practitioners have interpreted
innovative public procurement and attempted to identify innovative elements in the public
procurement process (Mehra-Joshi, 2010). Innovation is one of the six most used terms in public
procurement (Rejeb et al, 2023). This abstract goes beyond this, as it advocates the introduction
of the term "Public Procurement for Innovation™ instead of "Innovative public procurement™ or
"Public Procurement of Innovation™.

The reason is that innovative public procurement procedures, which have been the subject of
study in the European Union for almost a decade, have focused mainly on competitive dialogue
or, in recent years, more on innovation partnerships. However, the integration of innovative
ideas into procurement does not necessarily depend on the initiation of a procurement
procedure. In the sense of Public Procurement for Innovation, it is in fact necessary to look at
the issue in a broader context. In the European Union's H2020 programme, there have been
many projects that have been implemented after the award of a grant, and it is up to the winning
consortium to decide how to make it a success.

The approach was to build the capacity of the supported organisations and, depending on the
success of the innovation, its speed and the needs of the actors, to change roles. In the first
period, the funded organisation carried out standard procurement procedures or used R&D
services. After the successful prototype, the way in which it is used and the need for production
will determine which new actors can be involved in order to make the innovation work. The
new actors may also spend public money in their activities, i.e. there is a need for public
procurement, but in this context of understanding, the focus is on capacity building, where new
actors can, for example, manufacture the result of a biotechnological innovation and deliver it
to underdeveloped areas, ensuring its logistics and long-term supply where the product
concerned, for example a new active substance, is needed. This requires the involvement of the

innovator in the whole process, who can play multiple roles, as different interests are involved
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in developing the right research base, finding the market, organising production and delivering
the product.
The research presents good practices and identifies the role of the innovator that opens new

ways of understanding innovation in the context of public procurement.
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A tanulmany az Aallatkertek vevoelégedettségi szempontjait vizsgalja. Alapvetden az
allatkerteknek szorakoztatd €s ismeretterjesztd szereplik van, mely kozotti egyensulyt kell
megtalalniuk. Ez a tanulmény ezek koziil a szorakoztatdé szerepre koncentral a vésarloi
elégedettség és a lojalitas befolyasold tényezdinek vizsgalataval. Az allatkertek latogatoi
szempontbol szérakoztatd 1étesitmények, ahol konnyedén eltolthetd egy teljes nap az allatkert
kiilonbo6z6 attrakcioinak felfedezésével. Jelen kutatéds pozitiv és negativ példakat mutat be.

A tanulmany 6t allatkertet vizsgal, hallgatdi beszdmolokbol kiindulva, kiemelve a vezetés
szerepét a latogatdi viselkedés elérejelzésében és a szolgaltatdismindség €s vevoelégedettség
fejlesztésével. A tanulmany modszertanilag hallgatéi beszamolok széveges elemzését
alkalmazza, az emlitések szamdnak elemzésével. Ez az megkozelités tobb alapvetd
megallapitast tesz lehetdvé.

Az éllatok az allatkerti élmény kozponti elemei, mely soran bemutatisra keriil fajuk,
természetes €letkoriilményeik és alapvetd tulajdonsagaik. Az éllatok tartdsa soran kiemelten
fontos az etikus viselkedés és az allatok joléte. Az allatkertek menedzsmentjének nagy
hangsulyt kell fektetnie a latogatok igényeinek kielégitésére, ami hatékony
mindségmenedzsment folyamatokat igényel. A menedzsment hatékonysaga kérdéseket vet fel
a vevOi elvarasokhoz vald rugalmassag €s az altalanos fogyasztoi élmény tekintetében. A
latogatok altaldnos értékelése, beleértve a tisztasagot, a l1étesitmény szolgéltatasait, valamint a
személyzet kommunikacigjat, alapvetden befolyasolja az élményiiket. Az elérhetd
szolgaltatasok, mint az étel és tiditditalok elérhetdsége, mindsége és arazasa kulcsfontossagu
szerepet jatszanak a vevoelégedettség alakulasaban.

A fogyasztoi viselkedés proaktiv eldrejelzése fontos stratégiai folyamatnak bizonyul a latogatoi
élmények fokozésa érdekében. A kutatds eredménye alapjan a viz illetve iditditalok
hozzaférhetosége ¢€s elérhetdsége alapvetd fontossagu, kiillondosen a melegebb éghajlati

ovekben. Az attrakciok és szorakozasi lehetOségek biztositasa diverzifikalja a latogatoi
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¢lményt, ndvelve a latogatok 6romét és elégedettségét. Emellett a személyzet hozzaallasa és
szakértelme is pozitivan befolyasolja a latogatdi észlelést. Osszességében a kutatas ramutat a
megfeleld menedzsment megkozelitések ¢és  folyamatok szerepére az  allatkert

szolgaltatismindségének ¢€s a latogatoi elégedettségének novelésében.

140



SESSION 17. A MUNKAERO
DINAMIKAJANAK ES A HALLGATOI
TOREKVESEKNEK AZ ELEMZESE:
BETEKINTES A KARRIERESZKOZOKBE,
AZ AT HATASA

141



KARRIERTERVEZESI ESZKOZOK VIZSGALATA KOZEP- ES
NAGYVALLALATOK GYAKORLATABAN

SZONDI REKA
tanarsegéd
Debreceni Egyetem, Gazdasagtudomanyi Kar
Vezetés- és Szervezéstudomanyi Intézet, Emberi Er6forras Menedzsment Tanszék

szondi.reka@econ.unideb.hu

GERGELY EVA
egyetemi docens
Debreceni Egyetem, Gazdasagtudomanyi Kar
Vezetés- és Szervezéstudomanyi Intézet, Emberi Er6forras Menedzsment Tanszék

gergely.eva@econ.unideb.hu

A gazdasagi kornyezet valtozésainak hatasdra a HR terliletén is megfigyelhetok az Uj
tendencidk. A tehetséges szakemberek iranti igény folyamatosan ndvekszik, a toborzas ¢€s a
megtartas allandosult tevékenységtertiletekké valtak. Magyarorszagra az Gjszerlinek mondhat6
emberi erdforrds menedzsmenthez kotheté gyakorlatokat, jellemzéen a nemzetkozi
nagyvallalatok altal ismerhetjiik, am a jelenlegi munkaerd-piaci helyzetben egy bizonyos
munkavallaloi 1étszam mellett, elengedhetetlen a naprakész tudassal rendelkez6 HR csoport
milkodtetése. A vizsgalat célkitlizése, a karriertervezéshez kothetden megnevezhetd,
felismerhetd legjobb gyakorlatok, modszerek Osszegylijtése, melyek segitik a munkaerd
allomany megtartasat €s a tehetségek potencialjanak kiaknazasat a vallalaton beliil. A kutatés
célcsoportjat az Eszak-Magyarorszag és Eszak-Alfold régiokban telephellyel rendelkezd
vallalatok adtdk, ahol a vallalati 1étszamnak megfeleléen miikodik HR osztaly és valamilyen
formaban foglalkoznak is karriertervezéssel. A kutatasi modszer a kérddiv, mely a mintaba
keriil6 vallalatok vezetéit, HR szakembereit célozta. Az eredményeket tekintve
Osszefiiggéseket kerestiink, érintve a vallalati méretet, az alkalmazott és azonosithato6 HR
tevékenységteriileteket, és a karriertervezés eszkozeiként megnevezett feladatokat is. A vizsgalt
vallalatok vonatkozasaban kiilonbségek vannak a HR osztily létszama és a jelenlévé HR

funkciok kozott, tovabba a teljesitményértékelés, karrierkonzultacidok és a személyre szabott
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fejlesztési tervek, nemzetkozi tapasztalatszerzo képzések kapcsolodast mutatnak a
karriereszk6zok értékelése alapjan.

Habéar a HR funkciok a sikeresen miikodtetett human erdéforrds gazdalkodas kapcséan integralt
rendszert alkotnak, némely funkcio kozott erdsebb korrelacios kapcsolatot lehet azonositani.
Az eredményesen mikodtetett szervezeti human erdforrds rendszerek alapja lehet a
karriermenedzsment, a karriertervezéshez kothetdé menedzsment eszk6zok, hiszen ezaltal
tervezhetévé valik a munkaerd-allomany, az utanpoétlas tervezés, és megtarthatova valnak a

kulcsemberek. A szakirodalomra alapozott megallapitasokat a vizsgalatban igazolni tudtuk.
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A kozelmultbeli technologiai fejlesztések, mint példaul a mesterséges intelligencia szélesebb
korii haszndlata, nagy igéreteket és potencidlis veszélyeket jelent. Szignifikansan képes javitani
a munkavallaloi teljesitményt és a felhasznalok szamos feladat elvégzésére hasznalhatjak
anélkiil, hogy specialis tudast igényelnének, ezaltal termelékenységndvelés érhetd el. Masteldl
viszont az ilyen jellegi megoldasok helyettesithetik a munkavallalokat, ami tomeges
elbocsatasokhoz ¢és munkanélkiiliséghez vezethet. A jelenlegi kutatdsok elsdsorban arra
korlatozodnak, hogy eldrejelzéseket tegyenek a Mesterséges Intelligencia egyes feladatokra és
foglalkozasokra gyakorolt hatdsairol.

Jelen vizsgalat 2023. november — 2024. februar kozott 207 6 (61,35% nd) felsdoktatasi
szakképzésben tanulo hallgatd bevonasaval késziilt a Debreceni Egyetemen. A Munkaerdpiaci
ismeretek kurzus vizsgaja sordn plusz pont szerzési lehetdséget ajanlottunk fel azok szdmara,
akik Oonkéntesen, a tananyaghoz csak kozvetetten kapcsolodd — a mesterséges intelligencia
munkaerdpiacra és készségekre kifejtett hatasat nézd — 3-3 feleletvalasztos kérdésre helyesen
valaszolnak (minden kérdés esetén egy valaszlehetdséget jelolhettek meg a négy opcid koziil).
A valaszadok tobb, mint 1/3-a igy gondolja, hogy a mesterséges intelligencia hosszi tdvon
kevesebb munkahelyet teremt, mint amennyit elvesz és 22,8%-uk volt ezzel teljesen ellentétes

véleményen. A kitolték 57,1%-a az alacsonyabb képzettséglick munkavégzési lehetdségét
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tekinti kockézatosnak, azonban 40% a magasan képzettek munkajat érzi veszélyben. Kozel
azonos aranyban gondoljak fontosnak a kdvetkezd képességeket ahhoz, hogy a mesterséges
intelligencia megjelenésébdl hasznot huzzanak, ahelyett, hogy félniiik kellene tdle: az
informaciok rendszerezésének képessége (50,5%) €és a komplex problémamegoldas (40,9%). A
mesterséges intelligencia hatasat kdzel azonos ardnyban (31,6%-36,8%) tartottak jelentdsnek
az emberi eréforras menedzsmentre, az iigyfélszolgalati tevékenységre, illetve a kreativ és
design munkdkra. A kitoltok kozel fele nyilatkozott Ggy (egybevdgva a szakirodalmi
elorejelzésekkel), hogy a magasabb szintli készségeket igénylé munka fel¢ fog eltolodast
okozni a mesterséges intelligencia (45,5%).

Az elemzések soran megvizsgaltuk, hogy a hallgatéi felkésziiltség (a dolgozat pontszamaval
mérve) egyiitt jar-e egy nagy figyelmet kapod technologiai fejlesztés helyes megitélésével, akkor
is, ha az kézvetleniil nem része a vizsga anyagénak. A vizsgalat kontroll valtozoként tartalmazta
a nemek, a szakokat, a vizsgaalkalmakat és azok szdmat (ismétlévizsga), a hallgato
munkarendjét. A tObbvaltozos linedris regresszidoszamitdas nem mutatott ki egyértelmii
Osszefiiggést. A jobb altalanos munkaerdpiaci ismeretekkel rendelkezék sem latjak

pontosabban a mesterséges intelligencia szerepét a munka vilagaban.
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The study aims to demonstrate whether and if employees' satisfaction with working from home
has changed during and after COVID-19. In the article, we compare satisfaction data before
and after COVID-109.

Our research question is how the perception of the home office has changed from the point of
view of employees after the epidemic's end.

The research consisted of two parts. The first part of the survey took place at the end of the 3rd
wave of the COVID-19 epidemic, in May and June 2021. During the study, we first asked 600
Hungarian residents between the ages of 18 and 64, using an online questionnaire method, who
had ever worked from home for at least three months. For the definition of satisfaction with
home office, an individual research framework and a satisfaction index (SI) were created, which

were built on the factors identified during the exploration of the literature.
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The second research phase took place after COVID-19, in February and March 2022. During
this research, we contacted 1000 Hungarian residents with an online questionnaire. During the
online representative survey, we asked both those who have home office experience and those
who do not; the existence of home office experience was not a condition. We were also
interested in the attitude of those who did not have home office experience.

The research findings make it clear that the employees are open to the home office option. The
analyses show that the employees' satisfaction with the home office (satisfaction index)
decreased while the positive attitude increased.

Based on the research results, employees are open to the possibility of a home office, but they

no longer see it as a reward but have higher expectations.
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The fundamental issue of the transition of higher education students into the labour market is
an important expectation in terms of the increasing societal and financial/governmental aspects
related to the measurability of the performance of higher education institutions. Labour market
integration can be evaluated in various ways; in this study, we examine the extent to which
student plans are realized, i.e., to what extent students who are still enrolled and actively
studying see the reality of the labour market. The effectiveness of actions aligned with initial
expectations and plans is essential to achieve real impact, so it is crucial to identify areas where
intervention is necessary and focus scarce resources.

To this end, we compare the student motivation and graduate career tracking surveys conducted
at the University of Pécs. We analyze the career aspirations of graduating students in the given
year's motivational survey and the responses of graduated students one year before in the
subsequent survey concerning salary, sectoral preference, company size, and geographical

location.
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Our results show significant differences in training areas concerning envisioned/estimated
versus actual salaries. There is a clear overestimation of the intention to work abroad, and there
is a greater preference for the nonprofit sector than the later employment rate in the field.

To bridge the gap between dreams and reality, it is worthwhile to provide students with courses
targeting the development of soft skills and other practical opportunities (world of practice) so
that the reality of future employment, which is only imagined during studies, contributes more
to the return on investment in higher education based on the Triple Helix model.

149



THE IMPACT OF CYBERSECURITY ON ADMINISTRATIVE
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The study aimed to explain cyber officers' career development in major small projects in Jordan.
An analytical description was used. The size of the study was (384) individuals, and the number
of data suitable for analysis was (260) questionnaires, representing (67.6%). The questionnaire
was approved for the study and the statistical program (SPSS) was used to analyze the study
data. The study concluded that cyber security The expansion in its dimensions (confidentiality,
privacy, enhancement) has a statistically significant impact on administrative development in
its dimensions (organizational structure development, human resources development) and the
associated value (R?) of the relationship between cybersecurity in its dimensions combined on
administrative development in its combined dimensions in large small projects in Jordan So far
(61.2%), the management of small and large projects should maintain confidential information
for auditors and take care not to disclose it to external parties, as well as with trustworthy,
trustworthy and confidential representatives for its information. The study recommended and
encourage the management of small and large projects to work on raising awareness among
management members about the beginning of the cyber password. This is done by working to
bring Dubai DJs to educate them about the dangers of the cyber password and remove it or

remove the required one.

Keywords: Cybersecurity, Administrative Development, Major Small Projects in Jordan
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The negative impacts and consequences of recent and ongoing crises have generated pressures
for adaptation that permeate every aspect of our daily lives, including the realms of
organizations and the workplace (Scheuch, 2021). Social and economic actors, including
representatives from the world of work, must develop new coping strategies to address issues
stemming from external environmental challenges and to manage associated problems. The
applied crisis management should be capable of maintaining or enhancing individual and
organizational performance levels, as well as the motivations and levels of satisfaction that
underlie them (Rezséfi et al., 2022). The negative consequences of crises pervading the world
of work are compounded by the effects of crises experienced in both the workplace and the

family environment, which can cause significant levels of stress for those involved. As a result,
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we can observe declines in motivation, decreases in performance, heightened efficiency issues,
increases in internal conflicts and tensions, and the emergence of the risk of disintegration in
workplaces. However, workplace flexibility can have a positive impact on employees' lives by
reducing the mentioned negative effects, contributing to the restoration of work-life balance
(Rado et al., 2018). In organizations where appropriate, comprehensive interventions are
implemented to ensure organizational and employee flexibility, resilience, and well-being,
leaders and subordinates alike are better equipped to effectively address issues and problems
arising from crises, everyday crises, and changes (David et al., 2014). The concept of Employee
Wellbeing encompasses a wide range of complex interventions, measures, and services that
employers employ to maintain or enhance the well-being of their employees (Szombathelyi,
2012.). Increasing resilience, implementing well-being programs in the workplace, and
adopting an integrated Workplace Wellbeing Strategy necessitate the employment of a well-
being consultant by employer organizations whenever possible (Szabo et al., 2019).

Our research on employee well-being is conducted within the framework of collaboration
between the Social Inclusion and Social Economy Research Center of the Faculty of
Humanities and Social Sciences at the University of Pécs, the FLOW Management Research
Group of the Faculty of Business and Economics, and HR-RENT Ltd. The main objective of
our research is to conduct a multidimensional examination of the factors influencing employee
well-being within the changing domestic labor market and employment conditions framework.
In our introductory study, we draw attention to the correlations between organizational and

employee resilience and employee well-being.
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In an organisational setting, we face many conflicts every day, the outcome of which can have

a significant impact on effectiveness and performance.

Conflicts at work and their outcomes can be traced back to human values, such as the
relationship to work, and communication factors, such as assertiveness. Assertiveness is an

important phenomenon today, because the quality of communication between individuals in an

organisational context can determine individual and organisational performance.

The success of conflict resolution can also be influenced by the extent to which conflict
participants genuinely explore each other's interests, which depends on a number of factors.

However, the negative impact of workplace conflict can be reduced by improving this

integration.
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Furthermore, the attitude towards work, even overwork, can have an impact on the effective
resolution of organisational conflicts. Those affected by workaholism show fewer signs of
assertiveness, but a certain impatience and urgency towards themselves and others. They are
also more likely to take decisions on the spur of the moment and to avoid conflict.

Research has found differences by gender, with men being more assertive than women, and by
age, with workers of different ages behaving differently in conflict situations. Young workers
are competitive in conflict situations and perceive conflict as a destructive event, while
boomers, for example, are characterized by cooperative behavior. Conflict management and
assertiveness can be developed and cannot be started early enough. It has already been shown
among students that good communication skills can be one of the key factors for outstanding
performance.

Based on the above, in our research, we were interested to see how integrative negotiation style
and assertiveness are displayed among students and whether they show a correlation with a
tendency to workaholism. To conduct the study, students of the Faculty of Economics at the
University of Debrecen solved an integrative negotiation task and completed the Work
Addiction Risk Test (WART-HU) and the Rathus Questionnaire on Assertiveness. The
preliminary results suggest that the increased presence of workaholism as a compliance

constraint may trigger negotiators towards a more optimal use of the integration potential.
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A munkaltatok és munkavallalok kapcsolatrendszerének alapvetd kérdése, hogy a dolgozok
elégedettek-e a munkdjukkal. Szdmos kutatas bizonyitott kapcsolatot az elégedettség és munka-
vallalok teljesitménye, illetve hatékonysdga kozott. Jelen tanulmany fokuszdban a
munkavallaloi elégedettség all. A kutatas célja a munkaval valo elégedettség mértékének
vizsgalata a jovedelemmel valo elégedettség kapcsan, dsszehasonlitva azt a miiszaki és nem
miiszaki teriileteken.

A primer kutatas kvantitativ keresztmetszeti vizsgalatot tartalmaz a miiszaki (nm=128) és nem
miiszaki (nnm=122) teriileten dolgoz6é munkavallalok online kérddives megkérdezésével. Az
adatbazison a jovedelem és a munkaval valo elégedettség kozotti Osszefliggések elemzése
korrelacio-analizissel, a valtozok kozotti kapcsolatok és azok erdssége kereszttabla elemzés
alkalmazasaval kertlilnek meghatdrozasra.

Az eredmények alapjan a mintaban szerepld miiszaki teriileten dolgozé munkavallalok esetében
nincs kimutathatd kapcsolat a jovedelemmel val6 elégedettség és a munkaelégedettség kozott,
ugyanakkor a nem miuszaki teriileten dolgozok esetében pozitiv irdnya kozepes erdsségi
kapcsolat fedezhetd fel. Ez utobbi ellentétes eredményt mutat a szakirodalomban fellelhetd
kéttényezds motivacids (Herzberg féle motivator és higiénés tényezok) elmélettel, miszerint a
jovedelem kizardlag higiénés tényezod, igy a megfeleld szint megléte csak az elégedetlenéget
sziinteti meg, de elégedettséghez nem vezet.

Mindezek alapjan, az igények és sziikségletek kielégitése céljabdl sziikség van az anyagiakra
az arucserefolyamatok lebonyolitasahoz. Ha nincs elegendd anyagi juttatds, az meggatolhatja a
sziikségletek kielégiilésének folyamatat. Feltehetden létezik egy egyénileg elfogadottnak, vagy

sziikségesnek vélt javadalmazasi szint, amely alatt a jovedelem motivator tényezdként hat,
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emiatt a munkabér hatdssal van a munkavallaloi elégedettségre, mig egy bizonyos szint felett

higiénés tényezdoként viselkedik.

Kulcsszavak: munkavallaloi elégedettség, jovedelemelégedettség, motivator tényezd, higiénés

tényez6, miiszaki teriilet
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Several management studies highlight the importance of the internal communication for the

success of the organization and the wellbeing of members of the organization. In our research,

we aimed to explore the background of these effects.

In our SZEKO-MEM project in November 2023, we performed an online survey with
quantitative methods in order to determine if the internal corporate communication has an effect
on retaining workforce and which communication circumstances are most important for
employees. Our main research questions: a) Do employees perceive the importance of

communication when deciding about changing to a new job? b) How important are

communication and some aspects of it (what, when, using what, how) during this decision?
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We compiled the questions according to two groups of respondents: those who changed job
voluntarily in the year of the data collection (in 2023) or in the previous year (in 2022). Those
belonged to the other group who have not changed voluntarily employments and formed their
opinions thinking about their current employment. Therefore, this group gave imagined
behavior answers to multiple questions.

We used the Survio web service for data collection. To our 53 questions, 265 respondents gave
answers. The sample is not representative (70% of the respondents completed higher education,
45-% were employed by companies having more than 500 employees). The data were analyzed
using Python/Pandas. The data enable analyses from multiple aspects, in this presentation we
show the operational aspect of the results.

First, as an overview, we have studied the ranks of the values related to communication in
general, among the values related to work. For this purpose, we extended the list of values used
in work-related value ranking studies (e.g. “good salary”, “safe job”, and “long annual
holiday”). Respondents ranked 20 values according to their importance to them. Ranks of
values related to communication ranged from the high rank 4, “Tension-free communication,
pleasant atmosphere at work”, down to among the least important values, “availability of
information necessary for the work”.

Then we have focused on the valuation of the operational aspect of communication with a
separate group of questions: availability of modern technological tools, timely sharing of
information and importance of receiving all necessary information. Our questions targeted
whether the lack of these conditions contributed to or would contribute to that the employee
looks for a new employment.

The answers revealed that the modern technological tools were available for 85.7% of the
respondents, and the info-communication tools are so important for the employees that their
lack would have/contributed to looking for a new job.

The lack of timely provision of information is so important that it contributed to looking for
another employer in 51% of the cases (66% think that it would contribute). The complete
availability of information is so important for 56% of respondents that not having received all
information they needed to perform their work contributed to looking for another employment
(74% opined that it would contribute.)

Among the studied conditions, the info-communication tools proved most important, however
their importance is substantially below certain human factors, namely 84.5% of respondents
think that open, honest and respectful communication and relationship between manager and

employee are indispensable work-conditions for them.
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The conclusion of this sub-project is that corporate communication does not belong among the
most important work-related values of employees, however they are aware of its importance,

and corporate communication contributes to retaining workforce.
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Nonprofit organizations play a crucial role in society, engaging in a wide array of activities,
ranging from conventional charity efforts to the implementation of "self-care" initiatives within
local communities. Their endeavors encompass advocacy, recreational programs, support for
those in need, and educational initiatives promoting self-reliance. Civic self-care and
community organizing, in various forms, contribute to building the capacity for independent
action and autonomous solutions, fortifying local communities, and enhancing their presence
in social networks and integration processes. Their specialized focus can complement state-
driven solidarity efforts or shed light on specific target groups or issues overlooked by
government institutions.

Meanwhile, a major challenge for civil society organisations is to develop and strengthen their
support areas, especially resource mobilisation and financial transparency. Ensuring transparent
and responsible financial practices is crucial to the efficient functioning of these organizations,
aiding in organizational development by identifying bottlenecks and weaknesses, and
facilitating a more targeted fulfillment of their missions. Non-governmental organizations
(NGOs) possess distinctive characteristics in this area, necessitating a specialized toolkit for
their day-to-day financial operations and comprehensive accountability. This study highlights
that the methodologies employed are influenced not only by the nonprofit sector but also by
organizational growth factors, guiding the identification of an optimal toolKkit tailored to support
the organization.

The subsequent sections present findings from Hungarian nonprofit research, focusing on the
organizational growth aspects of Hungarian youth-related nonprofit organizations. The
analysis, conducted across 277 organizations, provides insights into how these entities manage
fundraising, finances and accountability at different stages of growth. It becomes evident that

the development of these areas becomes crucial for mission fulfillment, with organizations
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becoming more focused and professional at different growth phases. Consequently, identifying
the growth stage of a nonprofit organization allows for the development of a toolkit aligned
with its current stage, promoting prudent operations and long-term sustainability. The following
pages delve into various aspects of nonprofit accountability, introduce the growth model of
NGOs, and provide a detailed description of finance-related organizational features at different

growth stages.
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A mindség hazaként ismert termék tervezési matrix kialakitasa az 1960-as évekre nyulik vissza
Japanba. Segitségével a vevdi igények technikai célértékekké alakithatoak. Nevét jellegzetes
alakjarol kapta, amelyben a jobb oldalon a vevéi igények és azok fontossaga szerepel, a bal
oldalon a fejlesztés igénye €s az e kettd alapjan meghatarozott relativ suly szerepel. A haz
belsejében a vevoi igények és a technikai paraméterek kapcsolata, mig a ,,pincében” a technikai
paraméterek valtoztatasanak nehézsége, célértéke és a relativ sulya szerepelhet. A haz teteje a
technikai paraméterek egymasra hatdsat tartalmazza. Az utobbi években egyre elterjedtebbé
valt a modszer Osszekapcsoldsa a Kano-modellel, amely a vevdi igényeket az alabbi
kategoridkba sorolja: alapelvarasok, teljesitmény jellemzdk, vonzd, semleges €s hatranyos
jellemzdk. Ezekkel az informacidkkal kiegészitve a vevdi igények stlyszama modosithato, a
termék tervezés eredményének pontossaga javithatd. Azonban az elmult 50 évben a Kano-
modellnek is jelentek meg Gjabb valtozatai. Az eldadas célja bemutatni, hogy milyen moédon

épithetdek be ezek a mindség hazaba.
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Az ipar4.0 (i4.0) technologiakat a szakemberek jellemzden a vallalatok — ezen beliil a kis- és
kozépvallalatok (kkv) — termelékenységi problémainak egyik fontos megoldasi eszkdzekén
mutatjadk be (Hornydk et al. 2023; Losonci et al. 2023). Ennek ellenére ezek alkalmazasa
sokszor nem hozza a vart eredményt (Dold — Speck 2021, Gelei et al., 2023). A hazai
kozépvallalatok  felzarkozasa  szempontjabol 1ényeges, hogy milyen termelési
hatékonysagnoveld beruhdzasokat hajtanak végre és ez milyen hatast fog gyakorolni a
jovedelmezdségiikre. Egy kevésbé latvanyos, ugyanakkor a vallalati eredményesség
szempontjabol meghatarozo tényez6 a termelési adatok gytijtése, azok valos ideji kijelzése és
elemzése (Szalavetcz — Szamos 2019). Kutatasunk ehhez a témakorhoz kapcsolddik, amikor
azt vizsgalja, hogy ezen adatok 14.0 megoldasokkal valé gytijtése €és elemzése hogyan hat a
termelési hatékonysag mérésére leggyakrabban hasznalt mutatora, az OEE (Overall Equipment
Efficiency) azaz a teljes eszkdzhatékonysdg mutatdjara, és ezen keresztil a véllalat
jovedelmezdségére, illetve magara az i4.0 beruhdzas megtériilésére. A hatdsmechanizmust egy
hazai autdipari beszallitdo egyik termelési soranak példajan keresztiil mutatjuk be. Modelliink

egyrészt abban nyujt segitséget, hogy a konkrét vallalat esetében beazonositjuk azokat a
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kiemelten fontos tényezoket, amelyek hozzajarulnak ahhoz, hogy a termelési hatékonysag
novelése segitségével a cég jovedelmezdsége is javuljon. Ugyanakkor a modellt
érzékenységvizsgalatra is felhasznaljuk, hogy altalanosan érvényes Osszefiiggéseket

fogalmazzunk meg e beruhazasok eredményességét befolyasold kulcs tényezok kapcsan.
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