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Summary: Competences that employees should have can be found most explicitly in
advertisements for job vacancies. Studying these ads is not a new method, as Dieter Mertens
(1974), German work pedagogist, based his theory on key competences on the analysis of ads
for job vacancies in the 1970s. The aim of our research is to study key competences,
competences of employees, and competences linked to specific work areas based on
advertisements for jobs, thus representing the demands of the labour market. The theoretical
background is the competence framework of Jozsef Nagy (2000). His theory defines 4
subcategories of competence: personal, social, cognitive and specific competence, and closely
resembles the key competence framework of OECD published in 2005. Our research was
carried out in 2013. We have systematically selected 300 job advertisements from a pool of
5000 ads. These 300 advertisements were then studied by collecting the terms that referred to
personality traits, skills and competence, and the categorization of these terms into
competence categories by experts. We used the subcategories of Jozsef Nagy (personal,
social, cognitive and specific competence) in the process and listed competences based on the
frequency of other variables (e.g. area of specialty of the job mentioned in the advertisement),
as well. A clear innovation of the study is that key competences and specific competences,
which are linked to a specific area of expertise, could be differentiated. In accordance with
our hypothesis our findings suggest that the labour market demands few of the key
competences from employees. The most frequent key competences mentioned are:
communication skills, problem solving, independence, cooperation and creativity. As
expected in our hypothesis, the most frequent specific competences were digital competence
and competence in second (or other) language(s).

Key words: social, cognitive, personal and special competences, labour market, employee,
employer

1. Introduction

Career management self-awareness demands that job seekers know what competences the
labour market expects from them. Career management self-awareness is relatively low among
Hungarian employees (Nagy, Budavari-Takacs, 2014, Budavari-Takécs, Csehné Papp, Jekkel,
2014). The aim of our study is to present how aware Hungarian job seekers are concerning
competences that the labour market seeks from them.

In the past 50 years many competence models have been formed concerning the world of
work (Spencer and Spencer 1993, Bartram, 2005, Kurz, 1999, Borman ¢s Motowidlo, 1993,
Hogan and Holland, 2003, Campbell, McCloy, Oppler, és Sager, 1993, Scullen, Mount, and
Judge, 2003). At the Economy and Social Sciences Faculty of Szent Istvan University
studying the competences related to work and the labour market is a priority, that is why
many important publications have been published in this topic in the last years (Bajor et al.
2001, Mészaros és mtsai, 2007, J. Klér, Budavari-Takacs, 2010, Varga, Vas, Szira, Bardos,
2013, Csehné Papp, 2007). The research (Bajor et al. 2001) carried out by the Management
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Department of Economy and Social Sciences Faculty of Szent Istvan University, funded by
Tempus Public Foundation, lists communication, the ability to quantify, teamwork, problem
solving, learning and performance as pivotal key competences on the labour market.

In our research we have used the competence model of Jozsef Nagy (2000) as our theoretical
background, as it makes competences expected from employees easy to grasp. This theory
resembles closely the key competence framework of work that was introduced by OECD
(Organization for Economic Co-operation and Development) in 2005.

The theoretical framework specifies four competence categories that are built up from
subcategories. It distinguishes personal, cognitive, social and specific (work related)
competences. In our previous study (Budavari-Takacs, Suhajda, 2015) we defined what
competences were included in each of these categories and what they meant based on
competences found in job advertisements (see Table 1.)

Table 1. Definitions of personal, cognitive, social and special competences based on analyses of job
advertisements (n=311)

Personal Social Cognitive Special
Activity: energetic, dynamic and agile Cooperation: the ability to Analytic Foreign language
personality cooperate, be part of teamwork  thinking: the literacy :
Adaptability: flexible personality, and cooperate with others ability to analyze knowledge of
adaptability to changing work conditions, The ability to make contact: and integrate, foreign languages
willingness to be mobile open, easy-going personality, analytic thinking (on different levels)
Outcome orientation: outcome, solution, the ability to connect to other

performance and success oriented personality ~ people The ability to Digital

Liability: precision, thoroughness and Communication: good bear monotony competence
liability in work communication skills

Creativity: creative and constructive thinking Management: the ability to Problem solving:  Entrepreneurship:
Self-confidence: confident and firm organize, coordinate, plan and problem solving business ’spirit’,
appearance manage thinking sales approach
Responsibility: responsible personality Empathy: amiable, friendly,

Independence: the ability to work alone, helpful approach to others, Strategic

high range of independence client-oriented approach thinking

Proactivity: proactive and energetic
personality, being an originator
Stamina: the ability to work hard and
enduring,

Source: own compliation
2. The Survey

2.1. Examining job advertisements

The scope of our experiment is to analyze the content of job advertisements on the website
’jobline.hu’. We analyzed 311 job ads. The sample only included ads for Budapest and for
full-time jobs. We gathered our sample at three different times (Mészaros, 2014). The first
sampling was onlIth January, the second on 11th February and the third on 11th March.
Thanks to this sampling method we got an overview of the first quadrant of 2013 concerning
ads. At each sampling time we collected in every area of specialty four- four ads at ISCED 3-
5 level and at ISCED 6 level or higher, if possible. (Areas of specialties were defined by the
clustering of jobline.hu). We analyzed 132 ads with ISCED 5, and 179 ads with ISCED 6
level education in their requirements. We analyzed the content of each ad’s requirements
section. Words used here were collected, listed and clustered based on Jozsef Nagy’s
competence model. Two independent experts participated in this job.
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2.2. Survey for employees

Employees filled out an online questionnaire, where we gave them a list of competences
found in job ads. Subjects had to decide on how important they think competences are for
employers. The questionnaire was filled out by 112 persons, 42% of them were men, 58% of
them women. Their age division :11% 17-20 years old , 69% 20-30 years old, 10% 30-40
years old and 9 % 40-50 years old. The mean age of the sample is 26 years, which means that
our study represents the attitudes of young adults the most. 65% of the sample completed
secondary education or is currently studying there and 35 % graduated university.

2.3. Hypotheses

We hypothesize that competences ranked first to fifth in importance by employers concerning
employees will include competences related to employability (regardless of area of specialty).
For the key competences of employability we used the definition of the Employability
Working Group Report (2009), that lists the following competences: problem solving,
stamina, the ability to work alone, working without clear instructions, loyalty, outcome
orientation, leadership, openness to group work, literacy in foreign language, ICT skills,
management skills, risk taking, liability, career management self-awareness.

Our own list of competences gathered from the ads includes the following employability
competences: literacy in foreign language, digital competence, problem solving, stamina,
independence, liability, outcome orientation, cooperation, communication, leadership.

We hypotheze that competences chosen as important by employees do not overlap with
competences chosen by employers, resulting in low level of career management skills on the
employee’s part.

3. Results

We gathered the words for the requirements of the 311 job advertisements in a previous
research (Budavari-Takécs, Suhajda, 2015). Based on Jozsef Nagy’s competence framework
we clustered requirements into four groups according to their content. We managed to list 23
competences this way (see Table 1.). We listed the frequency of competences based on the job
ads, and then ordered a frequency rank to the competence (Budavari-Takacs, Suhajda, 2015).
Then we analyzed the frequency rank of competence by educational level and area of
specialty.

Proving our hypothesis, key competences related to employability dominate in ads for jobs
requiring secondary school level training (Table 2.), as well as, university level training
(Table 3.) In the tables (Table 2. and Table 3.) we marked with an X if the given competence
ranked important (1st to 5th) in that area of specialty that marks the column. As can be seen
from the data, the most common competences required by job ads are: literacy in foreign
language, digital competence, communication, liability and stamina.
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Table 2. Competences ranking 1st-5th by area of specialty among ads requiring secondary school
level (ISCED 3- 5) training (n=132)

& ] E 2
£ g g 2 E 4 z g
E, 2 % ¢ ¢ & F 4 £ w g 72
z2g £ s, 3 £ 3 = £ 3% St = g £
§ ‘MI
cooperation X X
= emphaty X
'S | ability to make contact X
@ communication X X X X X X X X X X
outcome orientation X
liability X X X X X X X X
self-confidence X
= responsibility X X
§ independence X X X X X X
5 proactivity X
= | stamina X X X X X X X
= ability to bear monotony X
g . X
S .z | problem solving
other X X
literacy in foreign X X X X X X
% language
g digital competence X X X X X X X X X X X
@ entrepreneurship X

Source: own research

When cross-examining competences desired by employers in job advertisements and the
beliefs of employers about competences that employers look for (see Table 4.), we can state
that the level of career-management skills is not as low among employees as we hypothesized.
Both persons with secondary school diplomas and the ones with university degrees listed
competences in their top 10 list that employers mentioned in their advertisements as well. One
major problem though is that persons with secondary school diplomas still do not realize the
importance of literacy in foreign language(s), as they did not list it in their top ten.

Table 3. Competences ranking 1st-5th by area of specialty among ads requiring university level
training (n=179)

= g g
- @ = - 8 = -
£, £ T E : %t OE E 2 OZEOEOE. % f %
22 £ ¢ 5 S E£ § &5 T BE £ $%T I ¢$g£ &
Es T 2 & = + & £ B 3£ £ 2% £ =5 ¢
Ef T % E I % £ - £ %% E P% E Ef %
S8 =& »no £ = & == E S g8 E @& O KE2 O
= cooperation X X X X X
H communication X X X X X X X X X X X X X
- liability X X X X X X X X
% _ | independence X X X X X X X X X X X
== | proactivity X
= analytical thinking X
& o | creativity X X
“ = | problem solving X X
Literacy in foreign X X X X X X X X X X X X X X
language
= Digital X X X X X X X X X X X X X
g competence
- Special knowledge X X X

Source: own research
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Persons with university degrees have not mentioned one of the most commonly (rank 3)
expected key competence: liability in their top ten competences they believe employers look
for (Table 4.). This result is extremely interesting as this group consists of young adults and
the most important psychological criteria of adulthood are liability.

Table 4. Frequency rank of competence needs of employers based on content analyses of job ads
(n=311) and the beliefs of employees about the needed competences, divided by necessary education
level (secondary/ university degree)

Persons with secondary education Persons with university degree
Job ads- needs of ra Survey- beliefs of Job ads- needs of ra Survey- beliefs of
employers nk employees employers nk employees
communication 1 problem solving 1 literacy in foreign
communication language
liability 2 responsibility literacy in foreign 2
language problem solving
digital competence 3 stamina liability 3 communication
independence 4 ability to bear monotony independence 4 digital competence
literacy in foreign 5 cooperation 5
language digital competence cooperation
stamina 6 liability cooperation 6 decision-making
cooperation 7 independence problem solving 7 competitiveness
empathy 8 digital competence analytic thinking 8 independence
self-confidence 9 willingness to learn stamina 9 willingness to learn
problem solving 10 communication activity 10 stamina

Source: own research

4. Conclusions

In our study we examined the key competences that emerge in job ads, as well as, how aware
employees are of these required competences, what level of career management skills they
have in this area. We had two hypotheses: 1. We hypothesized that competences ranked first
to fifth in importance by employers concerning employees’ competences in job ads will
include competences related to employability regardless of area of specialty. This hypothesis
was proven right.

2. We hypothesized that competences chosen as important by employees do not overlap with
competences chosen by employers, resulting in low level of career management skills on the
employee’s part. This hypothesis was not proven. Based on our data employees are more
mindful about competences than they are concerning other factors of the labour market
(Budavari-Takécs, Csehné Papp, Jekkel, 2014).
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