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1. Preliminaries and objectives of theresearch

In March 2000 the European Council in Lisbon sselftthe strategic
goal ,to turn Europe into the most competitive alythamic knowledge-
based economy in the world capable of sustainabdamamic growth
with more and better jobs and greater social cone@EC 2005.

In order to achieve this aim training and educatsystem should be
established offering learning opportunities adapteithe special needs of
every citizen in their different life cycles.

In all of the developed countries the quality andmfity of the qualified
manpower is basically important from economic amcia point of view
and in this contexadult traininghas become more and more determinant
during the past years. The growing interest towadlsdt training can be
owed to several factors. From the side of the exgnihere is a growing
need for the increase of employability of people &r the creation of
the personal conditions of greater productivity &ngher work quality.
Considering that the increase of economic growthairthe employment
level is always among the priorities of the goveenits the turning of the
greater part of the population suitable for emplepiis of primary
importance.

Unskilled persons or persons with low level of estian are more hit by
unemployment than others. This fact can among stherimproved by
the development of adult education which can gieengetence and
qualification to the potential employees. The plagn of a
comprehensive adult training system is a complek tegarding the
different requirements of the countries and of difeerent layers of the

population.



In Hungary the transformations after the changéhefpolitical system
have set new challenges to adult training. The uaboarket and the
influencing processes confirm that closer coordamais needed between
adult training and the economy, the economic nestusild be better
taken into account in the training activities. Tahi@ve this weight and
role of the economy in the training processes shbal strengthened and
coordinated strategies, plans, targets should pé&mented in the fields
of economic development, employment, adult trainingstitution
development, legislation.

During the period since the change of the politegdtem the adverse
conditions of the South Transdanubian Region couldt be
compensated. In the South Transdanubian Regionrabearch work
basically focuses on adult training outside theostlsystem, on its
planning, organization, direction, coordination,ntol and feedback.
The adult training of the region, its planning aesearched in the
development documents, the institutions taking partdult training
outside the school system are studied, their &ietsvibased on the
biannual report to be submitted according to thedae compared to the
requirements of the economic actors.

With the help of questionnaires and interviews dperational problems
of the adult training institutions are summarizedd asolutions are

searched.

The purpose of the paper is to review the aduhitrg outside the school
system in the South Transdanubian Region on this b&ashe following

points:



Analysis of planning documents on local, small oegi and
regional levels, review of the presence and buydin each other
of adult training in the documents.

Summary and review of the regional locations of tegistered
and accredited institutions. Examination of theivagt of the
registered institutions on the basis of the follogvi

- the proportion of institutions pursuing trainingiaity and
the ones not doing it,

- training types and their comparison with the perfance
of the economic sectors on the basis of the GDR g@ta
and the proportion of employees of the given ecaoom
sector,

- number of participants of trainings based on timeeli
analysis,

- what is the proportion of training in professions i
shortage compared to all completed trainings anes do
training in professions in shortage contribute tee t
reduction of unemployment and if yes, to what etxten

Doing questionnaire-based surveys in the institgtion order to
determine how the institutions evaluate their owperations,
activities, if they deem accreditation necessarpatwtype of
marketing means do they use for making their trgsipopular,
what is the basis of prior knowledge assessmenat wpe of
quality management system they use, how do thegctséhe
teachers and what do they make for their furtheniing, is there
any follow-up of the qualified persons, how do thelan to
improve their own activities.
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4. Review, analysis of the implementation and openatb one of
the priorities of the HRD OP 3.5.1. programme,h&f building up

of adult training information system.

2. Materials and methods

I have made the analysis of the adult trainingvacts outside the school
system in the South Transdanubian Region basedeoondary and
primary data. The primary data and information weeenly collected by
in-depth interviews and questionnaire-based surueyise adult training
institutions.
The statistical data were gained from the T-STARalblase of the
Hungarian Central Statistical Office, from datalzasé the National
Employment Service and of the National Statistidhta Supply
Programme of the National Institute of VocationataAdult Training
(NSZFI).
The reviewed main documents were the following:
Strategy of life-long learning
National Employment Action Plan
Human Resources Development Operational ProgranD(BR)
3.5.1.
South Transdanubian Regional Operational Programme
Regional Innovation Strategy of South Transdanubia
Development of human resources (South Transdaniitegion)
Small regional development documents
The labour center maintains the databases of utistis doing adult
training as well as the biennial reports of theisteged institutions. |

have studied these databases and reports at tbar labganizations.



After comparing the databases and the reportscarbe clear that almost
all adult training institutions of the region haweecreditation. With
respect to the South Transdanubian Region theaddtee databases can
be regarded correct since according to the reseaetde at the labour
organization the trainings are offered by accredimstitutions and in our
case the survey covers the reporting liabilities, thus the data can be
regarded reliable.

Company trainings can clearly be regarded parthef adult training
system, but these data cannot be analyzed witlecespthe region since
the number of organizations reporting their adedining activities is
minimal. Internal training is presumably not too chupresent in the
region, since there are only a few big companieghvhave their own
training organizations and they, too outsourceethgcational activity to
external training institutions. (Atomic Power Statiof Paks, Elcotec).

In addition to the analysis of the documents in fitemework of the
primary research work | have had in-depth intergewith the co-
workers of the South Transdanubian Regional Lab@enter, with
employees of the Adult Training Department of theatidhal
Employment Service and of the National Institute \cational and
Adult Training, with several adult training accriadion consultants and
with the employees of the Regional Integration Mmreal Training
Centers and as to the LEADER+ programmes with dlleagues of the
coordination offices.

In the period between 2005-2008 | have contacted atthult training
institutions outside the school system with my goesaire. | tried to

find answers to the questions what difficulties thstitutions have to



face during their operations, if their operationabnditions were
acceptable and what kind of quality policy theydaled.

Regarding that according to the biannual repoiedfin the labour
centers training activities were organized by 7distered institutions in
the period between 2005-2007 and by 65 institutlmetsveen 2006-2008
the response rate was 72%. Due to the charactke afata | did not have
to use the multivariable evaluation methodology.used simple
mathematical-statistical methods which practicallg the most efficient

from data processing point of view.

3. Resaults

3.1 Employment

Regarding the distribution of the employees acecwydio economic
sectors most of the people, 21% work in the martufang industry of
the South Transdanubian Region, followed by commerith 13% and
education with 11 %. One tenth of the employeeskwor public
administration and 9% in health services. The nunabeemployees of
the building industrial sector amounts to 7% thdt agriculture,
transportation, real estate matters, and econoamaces makes up 6-
6%. The smallest proportion of employees work mfihancial sector (1
%).

According to the data of the micro census madénbyHungarian Central
Statistical Office in 2005 11,1% of employees hardy elementary
school education in the South Transdanubian Reghile 34,3% do not

have matriculation but secondary school professicmaalification



(skilled workers), 31,8% graduated with matricudatiin secondary
school and 17,3% have college or university degféese proportions
are very different from the schooling data of therking age population,
since in finding a job higher education enjoys hagleantage and low
level of schooling has a big disadvantage. Thisnid a regional
characteristic but is valid in general. Among thepéoyees of the South
Transdanubian Region the proportion of skilled vesskis by 5,5%
higher than the national average, while the ratioemployees with
matriculation and of those with university is degre by 2,9% or by
3,5% lower.

Analysing the number of employees in professiongjuireng
gualification we can see that shop-assistants amirthting with a
number of six thousand followed by the much lowember of 2400 of
locksmith workers. As to the frequency of qualifioas the bricklayers
come next in the row with a number of 1800 pers@wncerning the
jobs not requiring qualification like the semi-$&d and unskilled
professions the truck drivers represent the greaiesportion with a
number exceeding three thousand, but the assenmgywlorkers also
amount to more than 2800 (the employers have thatggt demand for
this position). The home and office cleaners ar¢henthird place in the

order of frequency.

3.2 Unemployment

At the South Transdanubian Regional Labour Cente83% job seekers
were registered on December 20, 2008 representth8%l of the

economically active population of the region. Temployment rate of
South Transdanubia was by 4,2% above the natiomatage and



occupied the fifth place among the regions.

There are significant differences between the dgesntoo. In County
Somogy the average number of registered unemploy@dased to 24
113 persons, thus 16,2% of the economically agimeulation was job
seeker, while the increase was smaller in Countama (4,6%) thus the
average number of registered unemployed amount&? tb00 persons
with a 12,9% rate. In County Tolna the monthly ager number of job
seekers was 13 508 persons what corresponds t&1dn8 exceeds the
previous year by 3%.

Concerning the chances to find a job the most inaporfactor is
schooling, that is educational level. It is a sesiproblem that 45,65% of
the registered job-seekers on the territory ofrdggon (25 841 persons)
have max. 8 classes of schooling (7,7% of whont, ithd 366 persons
have not finished the elementary school yet). Ttwpqrtion of people
with skilled worker certificate was 32,5%, 18,1 fed to find a job with
matriculation obtained in secondary school and 3,88th higher
educational degree.

Most of the job-seekers — nearly six thousand meaplthe region —
wanted to find a job with shop-assistant qualifmat the half of which
was available in County Baranya. On the secondepthe number of
office administrators trying to find a job was sigrant, namely 3 and a
half thousand. This was the order in counties Bagaand Tolna but in
County Somogy only 2 persons were registered withEEOR number.
In the regional ranking the waiters, bricklayersl docksmith workers
came next. This is again typical in counties Basaapd Tolna and the
economic differences of County Somogy can be seen the fact that in
these professions only some people could not fijodh alnstead there are



a great number of job-seekers among telecommuaitamployees,
laboratory assistants, hunters, game breedersor3aidressmakers,
model makers come next in the row typically of thkk three counties.
They are followed by painters, security guards,ksodAfter this the
regional order of professions (furniture maker, @assembler, electrician,
warehouseman) is not followed in all the three ¢®sn only in County
Baranya. In County Somogy many engine-techniciamspdworking
employees, carpenters, housekeepers, while in €olioina building
joinery workers, electricians, meat packers becpineseekers.

In jobs not requiring qualification the more thah thousand groups of
unskilled workers is followed by other guards anctk drivers.

3.3 .Job offers

According to the surveys made in 2007-2008 the s®gistant position
was on the first place — in all the three countieamong the jobs
announced by the employers in the South Transdanu®egion, nearly
one thousand of this type of job were posted, &sd than in the previous
years.

The survey of companies by the employment centeedemby
guestionnaires in 2008 forecasted permanent manpaeWertage in
business entities with more than 10 employees ia tbllowing
professions: electric-technician, welder, other atvetrkers, general
animal keeper and breeder, metalworking machinerabge The
unreliability of the forecasts is proved by thetft#tat as a result of the
financial crisis the companies indicating permanmaanpower shortage
announced staff reductions in the given professitt@e reliable is the

summary of the survey data for several years bamkcarning the
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demand. On regional level the number of job-seekerprofessions
posted by the employers generally many times excéae number of
posted positions supply and demand still do nottnmemany cases.
According to the data of the labour center andhe bpinion of its
workers the reasons for this are the following:

0 The major part of manpower demand appears in tiggebi
settlements, in the county seats &heé access to the workplace
has difficulties due to the lack of public trandpand transport
services for workers operated by big employers.t Barthe
employers is not willing to compensate the trasits.

0 The employers prefeexperienced manpower instead of job-
seekers just starting their career.

0 Theprofessional knowledge of the older people isutdated.

0 TheHungarian employees have very low mobility what can be

a problem within the region, what's more within dwunty.

3.4. The Regional scheme of adult education

According to Benke the coordination of sectoriall aagional planning is
not ensured properly in Hungary. As to people fivin disadvantaged
small regions there is a great danger of gettingp imultiply
disadvantaged situation, therefore in these regitres coordinated
assistance and planning have priority importa(Benke 2005)

In addition to the analysis of the South TransdamubRegional
development programmes and strategies relatingpdaorésearch of the
development materials of the regional developmenincil and of the
regional development agency | have studied theldpreent documents

of small regions, too. Besides the analysis ofdbeuments interviews
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were also made with adult training experts by agkjoestions from the
experts of the regional manpower development aidiirg centers, from
experts of the labour centers and of civil orgatizes. The range of
development ideas is strongly influenced by thedd@mns of the given
region, by the educational level of the populatibg, the issue of the
educational institutions of the region, by the pgapjan and manpower
keeping force of the region, as well as by the mamgy demand of the
operating economic units and of the planned deveds.

The importance of adult trainings is actually neflected in the existing
regional system: adult training is not representdtt sufficient weight
in the development concepts of the regions, otthes, of small regions
and settlements. References to adult training eafiound in the different
action plans, but development of adult traininglitss not a priority in

any of the actions.

The Regional Innovation Strategfwww.deldunantul.com//ddrfuy for
the period between 2004-2006 — contained planghe®improvement of
adult training among the targets of the regionatatimnal training
system according to which the vocational and attalhings should be
coordinated on regional level and the estimatiotheflong term labour
market demands and the regional organization otrdiaing capacities
should be regarded important.

As a first step the setting up of tiegional Vocational and Adult
Training Council, a professional coordination and strategic planning
forum was proposed in the frame of the developmentregional
coordinationthe members of which would be the county vocational
training institutions (labour centers, chambers,ct@@al interest

12



representing bodies), school operators, adult amchational training
institutions, the Regional Training Center of Pésswell as employers,
especially representatives of small businesses.ltAatiucation is not
mentioned among the functions of the Council arghyothe tasks are
performed by the Regional Training and Developn@anmittees.

The strategy contains the development and operaifoa Regional
Vocational and Adult Training Center the main task of which would
be the complex mapping of training needs of smalkitesses
underrepresented in the region (through the integraof the existing
county databases), their compilation into a comnuatabase and
mediation of these to the competent actors of rdiainhg system both in
the field secondary level and in the high level addlt education.

The Center would maintain a career orientation rmftion and
consultancy system to be used both by the traimsiggutions and by the
participants of the trainings. It would support theolementation of new
types of career orientation programmes and of astionproving the
prestige of professions where it is difficult tadi students and which are
less popular shortage skills. These tasks belortgescope of both the
Regional Labour Centers and of the TISZK estabdstiace then.

The basis of regional coordination would be theetlgyment of a proper
information basis. The database would integrate sugplement the
existing information databases (mainly the infoimratof chambers,
labour centers). It would contain statistical datathe school type
vocational training, higher education and adulinireg of the region,
information about the trainings offered by the oggas well as labour
market information and trend analysis. The databaeald have an

13



internet surface to be used by organizations, operanterested in

vocational training, by educational institutiongriicipants of business
entities and trainings. The database would be nehday the future

Regional Vocational and Adult Training Center whigbuld ensure the

information flow through the different actors oeteystem. Nothing was
implemented of those outlined in the strategy.

The Human Services Strategic Programme of the Sbuathsdanubian

Region (www.deldunantul.com//ddrfu/fejleszteddo deals with adult
training — for the period of 2007-2012 — but it doeot contain the

analysis of trainings. The strategy uses the sualmut the number of
adult training institutions of the region and abthé analysis of business
forms made by Dénes Koltai in 2004. It mentions deselopment of

adult training but does not detail what and howuthde improved. Thus
opposite to the previous development documentys pass attention to

adult training.

3.5. Trainings emerging in micro-regions

The economic development level and expectations pemdpectives in
the near and farther future of the concerned regsaynificantly
determine the human resources development and diee af adult
training in it. The economic development has pesitimpact on the
evaluation of human resources and training, winike geriod of decline,
degradation, stagnation does not favour the judgnoéntrainings,
although many are on the opinion that this is therigodl when
investments should be made into human resourBeské, 2006

As to the planning of adult trainings the most treatly mentioned

problem is the existence of ,residual principletodrding to several

14



expert opinions adult training is working on thesisaof residual
principle in the planning process.

For many people adult training means the replaceéroérschool, the
addition of the knowledge not acquired in the st¢huainly obtaining
some kind of vocational training. It is generaltttiee workplace training
is not included in the planning process although khowledge level of
the employees strongly influences the knowledgemi@! of the region.

Resource maps were not prepared in the majorigynalll regions but the
interviewed experts would regard the preparatiosuch maps necessary
about the new places, too. The human resourcetatapismall regions
needs to be developed in all of the reviewed digathged small regions.
This work requires the close cooperation of thallaevelopers, training
experts and research workers. The analysis of #i®ur market
indicators of the past period clearly show that hordevelopments made
until now had not brought smashing results in tregompart of small
regions. According to the experts the low level sashooling of the
residents of the small regions, the migration @ ¢jualified manpower,
the difficult access to the region, the lack ofiabcapital and of the
attraction force of innovations are the main intiilyg factors of the

development of backward small regions.

It can be concluded that in the adult training segimabour market
training courses are given main priority in the lgpa@d regions. As a
result of the deficient planning of human resourdegelopment a lot of
disadvantaged small regions appear as backwardo megions and
accumulate insurmountable handicap in the fieldwhan potential. The

15



local labour market offices have key role in thegasnzation of
appropriate trainings for the local residents, @nd important whether

they are able to organize trainings or not dueoto-profitability.

The recording system of the labour centers doesnaite possible the
making of statistics according to the place of nirags, there are
outsourced trainings held by companies coming fltmgger cities or
from county seat, or sometimes held by RKKs, bet dpinion about
outsourced trainings is quite mixed among the dgpeThe EU
guidelines emphasize that trainings should be nmemgdslable in the
disadvantaged regions, should be brought to ptacatrained persons so
that access should not be an obstacle to acquafinghowledge. The
place of training and the transportation to the@lem many cases — seem
to set — insurmountable obstacles to the use otatdun and training
facilities exactly for those people and in thosgioes for whom and

where it would be the most needed.

3.6 Trainigs in the LEADER+ programms

On the other hand in some cases it was possibieafo trainings which
served the development of small settlements arttiedf local residents
from the planning to the implementation. The esaémoint of the
LEADER programme is that the local actors (local governments,
businesses, non-profit organizations) prepare iopemtion and with
partnership the local regional development planstiedf needs and
requirements of the residents based on the humabngrgphical,
environmental (built and natural), etc. conditioimsgeneral all the actors

found the training successful, but some difficetend problems were

16



mentioned in almost every case: by the trainemvnumber of classes;
by the tenderers — very complicated tender documtient by the

organizers — the initial resistance of the studemtse success of the
trainings is basically influenced by the plannekisowledge about the
region, by the exploration of the situation wereogoexpertise and
whether the training actions were formulated latethe right way with

taking into account the real needs.

Trainings are able to contribute to the realizatioh the regional

development plans of the different action groupghiy prepare the
actors for the receiving of the related investmsmirces (e.g. touristic

trainings to tourist projects).

The importance of the human factor should be meatio Where there
were one or two motivated, enthusiastic persons wieoe able to
activate and continuously motivate the participaloys breaking their
resistance all the participants finished the progne with satisfaction.
The experience that practical training is the mostful means in the
transfer of knowledge is especially true for thairings of the
LEADER+ Programme.

In line with the basic principles of the LEADER Bram a kind of
change of approach can be observed among theipants of the
successful trainings both in the evaluation ofrtb&in position and of
their future, and in connection with the commumgrticipation.

3.7 Participation in adult education

The National Vocational and Adult Training Insteutollects the data of

persons participating in adult trainings outside #thool system. The

17



data have been collected since 1995 which systertodyy is a well

working service system making possible the querydata. The data
supply obligation became clear for every institntidealing with adult

training thus the data can be regarded comprerensiv

It is clear from the analysis of the data for tleeipd between 2005-2008

that participation in trainings has increased gigantly.

Table 1.: The data of the period between 2005-20b@Bcate that

participation in trainings significantly increas€person)

Regoins 2005. 2006. 2007. 2008.
Can not be 21774 33173 127496 217752
determined
Sauthern-Plaing 14972 17963 13767 22950
Sauth- 12322 13396 13788 19596
Transdanubia
Central- 11472 18522 13878 20498
Transdanubia
Central- 30506 55177 65641 99684
Hungary
Western- 10124 19122 16178 18724
Transdanubia
Northern- 8710 17487 20401 31116
Plains
Northern - 8526 17989 16248 23232
Hungary
All 118406 192829 287397 453552

Source: the basis of his data OSAP 1665 and basegayear institution reports being
in the DDRMK 2010

The training institutions registered in the regiosystem are organizing
trainings certainly not only in their region wheéhey have the seat.

As regards the number of people not finishing tiaéning courses the
South Transdanubian Region is in the best positioich does not mean

that the participants of the courses are more dasticbut in the opinion
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of the trainers the participants finish the coursesnly because of the
benefits granted. The employees of the state arghon think that it is
in the interest of the training institutions thhe tenrolled persons finish

the course, since the training fee can only baradiin this case.

As regards the education level of the participamitsadult trainings

outside the school system it can be stated that ofothe participants
were persons with 8 years of elementary schoolatdcwithout having

any profession. The high participation rate is @mted to the state
support of the labour market training since théests mainly supporting
the vocational training from the MPA fund regardirigat from

unemployment point of view unskilled persons arm itiost endangered
groups. Participation in trainings of those who éndass than 8 years of
elementary school education is also made possiplerders and state
supports, including the closing-up trainings inssks 7-8. It is striking
that of those who have higher level education dely people take part
in trainings outside the school system. This dagswmean, however that
less people are taking part in adult training, sitiee higher qualification
a person has it is more probable that he or sHdaki part in some kind
of training and the multiple proportion of learnimg also increasing.
According to the national data learning has thehésg value among
people with the highest level of qualification abased on the data of
2005 the share of those having college or uniwegree is not lower
here than in other similarly developed regions. rdplyment level is

the lowest among these people and it can be prestiraethey select the

appropriate trainings consciously in the case atwimobility is not an
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inhibiting factor. Learning also composes part loé successful career
path for people with secondary school education.

| have studied the professional training in theakd®wn of groups of
professions. In the case of the training of vehittleers | have taken into
account A, B category and other driver trainingace A, B category
trainings do not qualify for work, while the othaite. Special attention
should be paid to the language and informationrteldyical trainings
since Hungary has serious fallbacks in this fielmmpared to the
European Union countries. The data relating to Geatral Hungarian

Region significantly worsen the national level data

During the investigated period the number of peogagistered for
language trainings increased significantly compadcethe total number
of participants of all trainings, but considerintge tnational data only
4,5% of the enrolled persons took part in languagi@ings in the South

Transdanubian region.

In the field of vehicle driver’s trainings a wellsible trend is that the
number of qualifications entitling for work has ieased strongly.

Within the groups of professions most training werganized in the
trade—marketing, business administration, agricaltund engineering
professions. The orientation of trainings—takintp iaccount the regional

analysis of manpower demand — can be considereeator
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Table 2.: Trainings according to trade groups @ers

Trade groups 2005 2006 2007 2008
1 Healthcare 328 116] 163
2. Social services 198362 148| 143
3. Education 48 21] 130] 63
4. Arts, Culture, Communication »6 O 18] 32
5. Engineering 158[2668| 1554|2233
6. Electrical engineering, electronics 10807| 346| 424
7. Information 258 375 385 309
8. Chemical 0 0 0| 38
9. Architecture O 178 184 629
10. Light industry ( 0] 38| 82
11. Wood Industry D 26| 23| 30
12. Printing Industry 9% O 0 0
13. Transport 0| 57| 21 77
14. Environment and water management 208 69 0
15. Economics 720 703| 774 735
16. Management 0 32| 149] 98
17 Trade marketing, business administration 4B57(1922| 3157
18. Catering-Tourism 184 307 747| 753
19. Other Services 324550| 441] 804
20. Agriculture 18221751| 2743| 2852
21. Food industryar 0 42| 69| 79

Source: the basis of his data OSAP 1665 and basegayear institution reports being
in the DDRMK 2010

As to the financing of the training costs self-figang of courses by the
enrolled persons is taking dominant. Although basedhe numerical
data most people took part in these types of tigs)i but as to the
amount of money not this financing form is occupyitne first place,
since it is a general feature that people doin§fsencing prefer the
lower cost training courses. The more expensivesssu— mainly within
the engineering profession — are state, or EU amdedtic co-financed
trainings. Trainings financed by the companiesardghe second place.

According to the table trainings financed by thetestare not on the first

21




place, but trainings financed from MPA and by tlueldpetary institutions
are summed, thus they come to the first place.prbportion of trainings
implemented on the account of the vocational tr@gjrgontribution is not
very high due to the predominance of the small amedium-size
companies in the region, since in their case theuamof vocational
training contribution is so low that it impossile participate in good

quality trainings with higher number of classes.

Table 3.: Financing (person)
2005 2006 2007 2008

adults with disabilities D 67 15 0
person enrolled in a training 311 5201| 5417 7252
employment centers supported from

MPA 85| 2432 3163 4034
1. State-recognized qualification 0 205 94 0
EU and other international sources 0 @09 52
EU and national co-financing 0 0| 2024 2774
Financial organizations (as employer): 0 265| 330/ 5804

scholarships, grants (excluding EU
funds!) non-profit

and other organisms: 0 0| 1217| 209
enterprises (as employer) contribution is
charged to the training 156 791 1362 2631

companies do not contribute to the
expense of training,
and non-profit organizations 6 958 1851 6085

1558| 2884
558 9919 2 1

Source: The basis of his data OSAP 186%0

In the case of the labour market trainings it isndaory to do
monitoring surveys which shows values accepted ey EU (40%
utilization) as to the utilization of trainings (ven to work). On the other

hand this leads to the conclusion that half oftthaings were organized
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unnecessarily. Those who participated in the tngincourses of the
Regional Training Center of Pécs were the leasteasful in finding a
job the reason for which is that this center deatk people being in the
most disadvantaged situation. The proportion o$¢hioeing employed is
the highest as to their training although the numiddfeparticipants is
continuously reducing. The reduction of the pgpation is explained by
the fact that small and medium-size companies dodace to employ

trained person on the long run.

Table 4.: Training sessions involved in the labaarket employment

rates
Participants (person) 1990955 | 794
recommended Response rate % 59/6 574 54,2
training Proportion returning to | 42,2 | 31,1| 41,2
work %
Participants (person) 758 555 4%8
recognized training | Response rate % 57/]1 56,6 59,8
Proportion returning to | 49,1 | 47,1 50,4
work %
Participants (person) 588 321 341
Employment in their | Response rate % 90 956 90
training Proportion returning to | 83,4| 85 | 89,3
work %
Participants (person) 1253128| 1808
Prkk by trained Response rate % 53|]9 60,8 485
Proportion returning to | 35 39 | 35,6
work %

Source: Based on data DDRMX10
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3. 8. Adult Education Institutions in the Region
In 2008 13% of the adult training institutions weme@sent in the region

compared to the national level (4308).

The number of accredited institutions amounts &9/ pf the national

data. Based on the biannual reports | have fouad @h the region’s

institutions 71 institutions organized trainings2005-2007, while their
number was 65 in 2006-2008. Thus 62% of the ade@dnstitutions

held trainings in the investigated period. All ingions who organized
trainings avail of accreditation. The mandatorynbiaal reports of the
registered institutions (592) filed by the laboenter and being in force
until November 1, 2009 are complete, since if atitation did not meet

the statutory obligation it had to supply the mmgsreports on notice.
Since these reports were not summarized only delleand stored,
nobody could give correct information about the atxaumber of

institutions doing trainings. Starting from the roen of the announced
institutions the researchers and the decision-nsagephasize that a lot
of training institutions are present in adult tra@) but if we consider the
number of institutions actually doing training (tme average 68) the

statement is not true any more.

| have made research by questionnaires among t@awling institutions
and sent the questionnaires to 109 accreditedutiefis.

The study investigated the operational conditiointhe institutions from
the point of view what is the institutions’ opiniaout the existing adult
training system and what type of developments ay thlan for their
operation. Since all the adult training institugsoare accredited the first

part of the questions focused on accreditation.
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It is clear from the answers that the greater phathe institutions regard
accreditation important because of the state swppdnat could be
presumed in connection with the training data smost of the trainings
are vocational trainings which means that the tungtns take part in
some kind of labour market or other grant prograsinquality training
was pushed to the second place what makes cleabé¢ivey accredited
does not by all means ensure that the trainingrprome offers quality
training. The fact that only a minimum number ofidgnts demand
accreditations prove that those willing to or fafce® learn do not
understand the importance of accreditation, theg to not demand it.

Most of the institutions (86%) are satisfied wite taccreditation process,
in the few cases when they are not (10%) they oeetl as negative
factor the too bureaucratic system. Recently, tesesty of the
accreditation processes and of their control beddm@eriority objective
of FAT what in most of the cases is connected &détailed review of
papers. The real quality control of trainings sslérequent, but this made
possible the meeting of statutory requirements hg tccredited
institutions, consequently they meet the data supggguirements and the
quality training is for sure implemented ,formallyAll this means that
the institutions have to produce too many repants @erform too many
administrative tasks, since they have to prepaparsée reports for the
labor service, for the OSAP, for FAT and also te thanaging authority
if they participate in a tender programme. Thisraxiely bureaucratic

system could be simplified by the introduction of iategrated system
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combining the databases of all central institutidiiR implemented in

the frame of HRD OP would have fulfilled this furoct.

The preliminary assessment of the knowledge leveghé condition of

entering into the training system and this is ohdhe most disputed
points of adult training system since if it not eledined precisely what
level of education is needed to enrolling to certaaining (trainings

outside OKJ — National Qualification Register /NQRYere is no need
for making the survey. The prior assessment of kadge is made on the
basis of own tests by 80% of the training instdns and only very few
of them use the methodological guidelines prepénedNSZFI. Nearly

half of the institutions said that other adult niag services are is built
into the training programme, while the rest of th&titutions offer these
services not connected to the programme, but sebardt turned out

from the biannual reports that several institutiashs not organize
trainings only offer and supply adult training Sees.

Personal acquaintance or recommendations by frisedge the main
basis of selection of trainers, while recruitmenstaff by advertisements
is the least represented form. Trainers picked autthe basis of
acquaintance have got the highest evaluation wkiobws that the
institutions do not bother too much with the setacof new teachers. It
also means that databases from where teachers lsewddlected are not
adequately accessible, what's more there are rfodatabases.

The follow-up of graduated students is not a rexjugnt in case of the

adult training institutions but supplying reliabtiata about the later
career of students can be advantageous when patirg in quality
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management and in tenders. The new legislative gdsamenacted on
October 1, 2009 oblige the participants of traisirignanced from the
labour market fund to send a report after the imgibout their taking of
a job. The follow-up may confirm the quality ofitrangs, thus its lack of
these shows that the quality management systemhef ttaining
institutions does not work properly.

The accredited institutions are mandatorily obligedprepare annual
training plans what is approved by SZTT. The appate small regional
economic development and adult training plans dae g help to the
preparation of the annual training plans. Withobém the training
institutions cannot prepare correct plans, theeefihrey regarded this
mandatory accreditation element unnecessary. Incthegse of their
correct operation the professional advisory boatusuld give advices
among others to the preparation of these trainlagsp too contributing
by this to the operation of the training institutiorhese answers show
that the professional advisory board is only fotgngresent in many

institutions.

All of the accredited institutions should have dyalpolicy. The

achievement of targets formulated in the qualitiggyo should be

evaluated, the efficiency of operation should besneed a part of which
is self-assessment. In the frame of self-assessnterghould be
determined if on the basis of the value of thedatr (the basis of which
is the training plan) the given operation is argjth or need to be
developed. Where developments are needed inteowsntghould be
made either into the conditions — aiming at thermmpment of operation
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and in many cases meaning the regulation of thengiarea, or the
regulation of the process—; or the targets andrédevant indicators
should be modified. The basis of the institutiod@velopment activity is
the regular self-assessment of the institutionse Helf-assessment
process is nothing else but the determination @fsthengths and areas to

be developed on the basis of the evaluation oétargonditions-results.

In most cases the self-assessments are not welttbbecause the
institutions do not create this logical relatiorneTindicator value of the
results determined by the criteria (index) refleb®wy the target is
achieved: we have to know to what targets the ewatli indicators
belong because the development, intervention igaiat the target or in
most case at the facilities (method, procedurecgs®) contributing to
the achievement of the target.

Concerning the question what type of tasks wererdenhed by the
institution for the improvement of its own activithe highest values
were given to marketing activity, infrastructure vdlpment and
focusing on students. Only some of the institutiolegarded the
development of quality trainings important and noh¢hem considered

important the development of practical training.

28



4.Consequences

During the studying of institutions outside the @ahsystem | have
found that only a fraction of the registered ingidns takes part in
training activities in the region, the majority thie institutions do not do
any training. Compared to the national averagentiraber of registered
institutions is relatively high in proportion toglresidential population.
The study of time series show that since our acmedss the European
Union the number of institutions taking part initiags has increased
continuously and rapidly, except for the last tveass.

Less than one fifth of the registered institutiomaccredited, the ratio is
somewhat higher if we analyze the programmes. ifrgénare held
almost only in accredited institutions and througkccredited
programmes. Among the accredited programmes thebeumf those
accredited by non-profit organizations is very lewd the number of
non-profit training institutions is also low.

The accredited institutions amount to 7,8% of tlaiamal accredited
institutions, while the accredited programmes maike 7,1% of the
national programmes.

| have studied the building on each other of tHéedint levels in the
planning processes the presence of medium levahplg in the adult
training of the South Transdanubian Region. Ash® medium level
planning only a very small part of the regional wiments and of the
small regional planning documents contain aduibing plans. Training
programmes appear in the LEADER programmes in Vi local
developments and in connection with their impleragoh. The

realization of these training programmes was swsfokand served the

29



implementation of developments. | have found tlelisd programmes —
with the exception of only one — worth for followgras best practices in
other regional adult training plans and duringtiraplementation.
The conditions of the given region, the educatiofalel of the
population, the output of the training institutiasfsthe region, the ability
of the region to keep the population and the mamppas well as the
manpower demand of the active business units anthefplanned
developments strongly influence the range of deuaknts. The
improvement of small regional human resources ctih@inuous contact
keeping with the external training centers, theulag collection of
experiences about local development and trainimgsiradispensible to
the stopping of lag behind of disadvantaged regiamsl to the
commencing of the development process.
During the analyses | have made the following casioins:
0 the geographical distance from the training cerderes not make
possible the development of local human resources
0 chances and opportunities for access to learniagnassing or
are very limited in the investigated disadvantagewll regions
partly due to the different offer of the trainingganizations,
partly due to the backwardness of the transporastifucture
0 the very poor educational and training infrastruetbinders the
stoppage of lagging behind, the starting of develept and the
rising up of population living in the disadvantagedions.
Ensuring continuous access to learning, educationational training
can be the first step in stopping the falling baxdkpeople living in

disadvantaged small regions, but this can onlyuseessful if it happens
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in coordination with and by supplementing the loocatonomic
developments.

The present regional system does not reflect phpplee importance of
adult training: adult training is not representeithvsufficient weight in
the development concepts of the regions, citiesallsmegions and
settlements. References to adult training can bedan the different
action plans, but none of the actions formulates pa®rity the
development of adult training. The main reason fbis is that
cooperation is very scarce in the planning phasedsn the institutions
of the region dealing with adult training. In thegional plans the human
resources development concepts should contain megpect to adult
training what type of training programmes, traingnsuld substitute the
manpower not available to the implementation ofnetoic and other
developments. To this information is needed abbatdualifications —
according to levels and sectors — about the traiaed financing.

I have found the following during the analysis loé tparticipants of adult
training courses outside the school system and twdymg the
institutions running the training courses:

As to the data collection there is no system toddych supplies
comprehensive and correct data. The OSAP 1665sdataly programme
should be complete with regard to adult trainingt, the control of data
supply responsibility is not ensured, thereforedheision-makers do not
consider the data reliable and cannot give infoilenagbout the exact
participation rates. FIR implemented in the franfeHRD OP 3.5.1
programme does not work properly, the registratias not reviewed
therefore the same institution is registered bath ws premises and on
its principal address therefore we cannot evenrote the exact

31



number of institutions. As to the trainings theteys contains data of
trainings held by the labour centers and by thénreg training centers,
which is less than the half of all the trainingstle case of the region
thus the transparency of the trainings is not eatkufhe person who
wants to take part in adult training is still uralbd find an information
source about the organizations doing traininghendifferent fields and
how efficient these trainings are. The biannuabrépg responsibility of
the training institutions was in force until Septamn 1, 2009 but the data
were not processed. Follow-up of careers was mad®mnection with

the labour market trainings, but not completely.

Regarding the reported manpower shortage the migsnin shortage
professions are still not adequate, but accordimgthie monitoring

surveys less than half of the trained people aach di job. The reason for
this is lack of mobility and the fact that thoset nmaving enough

experiences are less preferred by the employems.sithation could be
solved by a more detailed information system malpogsible that the
participants of trainings be selected from thosedj in regions which

are directly hit by manpower shortage.

The results of questionnaire surveys made amongdheng institutions

show that the institutions regard the accreditatioportant almost only
because of the state supports. Today there is ¢ial seeed for selecting
a training institution on the basis if it has achtation or not. The

institutions do not have close contacts with theneenic actors, they
regard the most important of starting of a courseh \stable financial

support — labour market trainings and promotionabych individuals —

with self financing — can be involved in the traigs. When trainings are
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planned no contact is kept with the employers, withlabour center, the

most important thing is to be in contact with tegional training center.

5. New scientific results

1. | found that the majority of adult education ingtiibns registered
in the region do not perform any education or tregn despite
their number has increased continuously during dhalysis
period. The majority of the educations and traisingere
implemented by accredited training institutions emedccredited
programs.

2. The possible developments are influenced mainly thg
capabilities of the region. The access to the niegr
opportunities is limited in the sub-regions witlwl@apabilities.
People living in these regions have limited oppaittes for
learning because of the unavailability of educattmmpanies
and the underdeveloped transport infrastructurer #ese
regions it is essential the continuous developroéstib-regional
human resources as well as the aggregation ofxiheriences of
training centers for local development and trainingcause the
underdevelopment of people can be reduced onhhan way.
The examined training programs in LEADER+ could be
implemented "as a good practice” in the pre-devaknu
planning phase.

3. Adult education is underrepresented in the devetogmplans of
the regions and sub-regions. The relationship kskedal with
employers - during the planning of trainings - andeds

assessment based on employers' needs is secoratampef
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training institutions. Connections to the regiotralning and job
centers are primary for the education institutions.

. One of the most important conclusions of the intdepterviews
made with the heads of training institutions i tine obtainable
state support is the accepted reference point efsifstem of
training institutions. This is what motivates themnthe every day
and strategic work. This can be detected both ieirth
accreditation activity and in their quality imprawent or quality
control work. Thus it is extremely important whate athe
conditions of ,getting to state money”. If the cdmwhs
determined by the state are acceptable and shoardswgood
direction the training institutions and the levéltining could
improve, if they are not acceptable the money balused in a
way that will bring low return on the labour mark#tinstead of
the formal and administrative elements the accaédn
procedures, controls encourage the real good guabirk and
quality improvements, there would be less objectamainst

accreditation and the quality of education woultéase, too.

6. Recommendations

The accessibility of human resources segments needgiritorial, small

regional analysis. The different local organizasi@an offer great help in

| consider necessary to change the perfarmasf tasks not

working properly today in the adult training system
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Ministries,
Adult Training Accreditation Board
National Institute of Vocational
Education, National Board of
Vocational and Adult Education

Job Centre
Adult Education Service Center
Regional Training Center
Chambers

Registered adult education institutions

When designing the model | have taken into accdbat it should
completely be based on the existing organizationsl &o new
organization should be set up. On the other hame b the elements of
the model take away competences from the existives @nd does not
extend the administration route. It does not inflteethe independence of
the different actors and promotes coordinationrduthe operation of the
model which — if the model works well — is not aods for the training
organizations, what's more offers a stable resoufistribution. The
planning, implementation of adult trainings becorsaapler and more
transparent by using the model. The Adult TrainBgyvice Center as
new element can be established within the uniwerssince the
infrastructure and human resources are availabteeauniversity. The
newly established adult training service center ldiquovide services to
the working out of planning documents of the regmth respect to adult
training, as well as to the implementation of thenped trainings and to

their follow-up.

The legislation should be amended with respechéoréporting of the

implemented trainings=rom the point of view of the different group’s
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segmentation methodological developments are ne@tdtie labour
market analyses. Segmentation of job-seekers, &k efficiency of
trainings should be analyzed regularly. Transparetie working out of
proper information and indicator system shoulddgarded further on as
basic aim and monitoring system should be operetelDO percent of
the programmes.

In the labour center closer cooperation shoulddtabdished between the
future employer and the training institution regagdthe selection of
those enrolled in the courses and the employerldhmmiinvolved in the
practical training. The future employer should bevoived in the
selection of the trainee before enrollment and emgent should be
signed in order to employ the trained person adogrdo his/her
qualification. During the survey of accreditatioregter accent should be

placed on the monitoring of quality management.
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