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By Christian Keszthelyi

While our HR professionals clearly 
determine the skills and areas for 
improvement, they are also proactive, 
ready and willing to get involved in 
education by establishing partnerships 
with schools and universities. 

Talking to Hungarian HR professionals 
over the past few years, it is clear that 
the requirements of the labor market 
have transformed so rapidly that freshly 
educated professionals leaving their 
schools lack certain skills and knowledge 
that companies need. This leaves 
companies needing to do more training 
of their new employees, as the education 
systems has been slow to adapt to the 
changes. That said, this is hardly unique 
to Hungary, or even the region. 

“In�general�we�experience�di�culties�
when our business needs do not 
necessarily correspond with the skills 
to be found on the job market,” Mariann 
Mészáros, vice president of human 
res�urces�at�IT�Services�Hungary�K�.,�
tells the Budapest Business Journal. 
“We have a high demand in recruiting 
high�pr��le�pr�fessi�nals�f�r�the�latest�
technological trends, like AI, cloud or 
IT security — the expertise is hardly 
present for us yet.” She also hints 
that�insu�cient�kn�wledge��f�the�
German language — ITSH is part of 
the T-Systems group — further “limits 
potential pipeline”. 

László Ábrahám, CEO of National 
Instruments Hungary, says that the 
education system should concentrate 
on delivering an ability to cooperate 
and improvements in the so-called 
STEM skills (Science, Technology, 
Engineering and Math).  

“I think that proactivity, cooperation, 
e�ective�teamw�rk�are�all�welc�med�by�
the industry (among many other skills). 
Therefore, it would be very important 
to teach students how to think, dare 
to ask questions and express opinion. 
In addition, STEM education should be 
further improved to provide enjoyable 

and exciting hands-on learning 
experience, instead of purely theoretical 
knowledge,” Ábrahám says. 

Service providers face similar 
challenges. “Young people entering 
our organization have a good basis, 
but there are things that today schools 
are�n�t�able�t��teach:��exibility,�
customer orientation and resilience, 
which are key,” says Andrea Tognetti, 
head of HR at UniCredit Bank Hungary. 
“Technical and functional skills being 
data driven is a must in every role 
and sector. English knowledge could 
further improve,” she adds 

Zsuzsa Beke of pharma company 
Gedeon Richter says that while 
training for some professions has 
stopped, or is being restarted in a new 
format (such as chemical technician or 
chemical engineering), the company 

�nds�“that�the�training�c�urses�in�many�
cases�are�n�t�su�ciently�practice-
oriented and the training institutions 
unfortunately do not have the required 
equipment. In order to bridge this gap 
and help acquire practical skills, we 
provide training for students in our 
training facilities,” she adds. 

Audi Hungaria, like its German peer 
Mercedes�Ben�,�aims�t���ll�this�h�le�
directly�by���ering�dual�educati�n.�“As�
skilled�and�quali�ed�c�lleagues�are�
the key to Audi Hungaria’s success, we 
have been working since the beginning 
to make sure there is a continuous 
��w��f�lab�r,”�says�R�ka�Jakab�fr�m�
the HR department of Audi Hungaria.  

To ensure this, Audi Hungaria has two 
pillars, one being the school-level 
dual education system it launched in 
2001, in which more than 1,800 young 
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people have thus far gained vocational 
quali�cati�ns,�the��ther�university�level�
dual education, which started in 2016. 
“We also cooperate with universities. As 
a distinctive initiative, the Audi Hungaria 
Faculty of Vehicle Engineering was 
established together with Széchenyi 
Istv�n�University,�Gy�r,”�Jakab�says.

Companies actively contributing to the 
education system has become one of the 
duties they have picked up in order to help 
solve their recruitment issues, it appears.

“Companies have a responsibility to 
turn the theoretical knowledge of fresh 
professionals acquired in schools 
into practical knowledge,” Daniel 

Csaba Beck, associate director of HR 
at�Israeli�pharma��rm�TEVA�tells�the�
BBJ. As such, he underlined that TEVA 
Gyógyszergyár Zrt. has been in tight 
cooperation with vocational schools in 
Debrecen, as well as the University of 
Debrecen, in training and educating  
the professionals of the future.

“The�swi��devel�pment��f�the�ec�n�my�
in the past few years has set a high 
demand for knowledge acquired 
in higher education to meet the 
requirements of employers. Such an 
ideal situation can only be reached if 
educational institutions and companies 
��ering�j�bs�are�in�c�nstant�c��perati�n�
in the education,” Beck adds.

Mészáros of T-Systems also note that 
the most important challenge for the 
education system to tackle is to help 
students acquire practical, market-
ready technical skills. At the same 
time, graduates will need the ability to 
quickly adapt and to be open to change 
as job lifecycles (and with them job 
stability) are expected to shorten 
further with the ever growing speed of 
technological developments, she adds.

“As Hungary’s biggest ICT provider, 
we have contributed to the 
development of the education since 
the beginning. One good example 
is our external department at the 
Faculty of Informatics of the Debrecen 
University, which will celebrate its 
tenth anniversary in 2019. We work 
with a similar model in Pécs and in 
Szeged, in total nurturing around 20 
practical�c�urses�entirely�at�di�erent�
universities with the help of our own 
colleagues,” Mészáros explains.
NI has also launched a STEM Mentor 
Program, which has been running 
since 2009, as proof of its strong 
commitment towards improving STEM 
skills. The program “aims to provide 

Continued on page 38 �����
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exciting hands-on learning experience 
in�the��elds��f�r�b�tics,�engineering�and�
sciences to children from kindergarten 
to higher education with the help of our 
company mentors. So far, the program 
has reached more than 130 schools and 
educational institutions, both nationally 
and internationally, and we are proud 
that approximately 6,000 students are 
expected to be reached by the program 
this semester,” László says.

GAM��CHANG�RS�� 
AUTOMATION AND DIGITIZATION
The picture painted by HR professionals 
is clear: demands on the labor market 
are changing, and new requirements 
from the labor force are on the rise. The 
main factors of such a transformation 
are automation and digitization.

“Technologies like AI and IoT [Internet 
of Things] are rapidly changing our 

digital�landscape.�The��rst�t�-d�s� 
here seem to be the adjustment  
of the corporate environment to be 
able to really exploit the advantages 
of these technologies,” Mészáros 
of ITSH notes. “Here I mean not just 
the adjustment of technology, but 
also procedures and even culture. 
Employees must realize that they need 
to have the ambition to continuously 
develop themselves further, as in the 

�hile��lling�high-skill�j�bs�seems�t��be�
a piece of cake in the hospitality sector 
and low-skill jobs are another matter 
altogether, as Balázs Csidei, director  
of human resources at Kempinski 
Hotel Corvinus Budapest tells the BBJ.

Csidei is happy with the fact that the 
�ve-star�h�tel�c�ntinues�t��receive�
a great number of applications, 
which he says is itself a good 
feedback that it is reaching potential 
employees. Although an average 
of 20 applications come in that are 
answered within 24 hours, typically 
�nly��ve��f�the�applicants�can�
actually be gotten in touch with, and 
out of three interviews usually only 
one candidate proves to be adequate.

“Interestingly, we have more 
di�culty��lling�p�siti�ns�that�d�n�t�
require specialized training or 
educati�n,”�Csidei�c�n�rms.�“Filling�
high skill positions such as chefs or 
pastry chefs takes about 30 days. 
By contrast, we have open no-skill 
jobs such as housekeeping maids, 
h�usemen,��r�stewarding�sta��
that�we�ve�n�t�been�able�t���ll�up�
fully for three months,” he adds. 
On the top of this, other industries 
can easily try to tempt employees, 
and�Csidei�menti�ns�l�sing�sta��t��
multinational corporations.

Still, Csidei believes that the salary 
expectations are converging with the 
wage levels of skilled jobs, and also 
Western European wages. And there 
are��bvi�us�bene�ts�t��w�rking�with�
an organization such as his. “We are 
a reliable employer, we register our 
employees in legal status and provide 
social security, plus we provide a 
range��f�bene�ts�such�as�unif�rms,�
meals, training, language courses. We 
guarantee the payments at the end of 
each month, right on time.”

�D�CAT��N��C�NC�RNS�� 
BUT SOME RAYS OF HOPE
Csidei says the length of vocational  
training is one of the biggest issues. 
“The question is that nowadays who can 
a��rd�t��invest�three�years�in�learning�
to become a waiter? For example, there 
are�f�reign�c�mpanies�that���er�eight-
m�nth�cruise�ship�waiting�sta��c�urses.”�
The Hungarian system also lacks “solid 
language�training”.��hat�makes��nding�
g��d�lab�r�f�rce�even�m�re�di�cult�
is that schools appear to be using 
outdated technologies, for example  
in cooking and patisserie.

“Classrooms seem like they were 
100-years-old and half of the teaching 
materials are approximately 50-years-
old,” Csidei says. He adds that higher 
education also has issues. While 

the pressure grows on modernizing 
schools, the courses keep delivering 
the same material as 30-years-ago.

“There’s no yield management, 
sales, and they only teach the basics 
of event management without 
any�practical�bene�t.�The�teaching�
approach is more theoretical than 
practical. Fortunately, we are 
seeing signals of change and we’re 
optimistic,” Csidei says.

While automation and digitization 
are expected to radically change 
some sectors, Csidei believes 
his profession, reliant on human 
interacti�n,�will�be�less�a�ected�
than many others. “I could hardly 
imagine replacing human work 
with machines and equipment in 
our luxury industry. The real luxury 
will be in a short time to be served 
by people and not by machines.” 
That’s not to say that the work 
of humans cannot be aided by 
developing machines. “Obviously, 
there are cases like the state-of-
the-art dishwashers in the back of 
the house: the employees load these 
dishwashers and they require only 
one person to unload and put away 
the dishes in the end. Of course, this 
is not something we would be able to 
do in outside catering.”
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FINDING THE WAY
In order to tackle the challenges of 
�lling�p�siti�ns�in�the�current�lab�r�
market, Csidei has quite a few tactics 
up his elegant sleeve. “We are actively 
recruiting [Hungarian] workforce 
from abroad. Many of the applicants 
are attracted by a good position at a 
reputable company, with long-term 
career prospects, and good livelihood 
in their home country. We have some 
successful cases already.”

At the same time, turning to youth, as 
well as the more elderly, also helps 
�ll�h�les.�“In�additi�n,�we���er�student�
work for those who would like to 

work on school days or holidays. We’re 
also trying to employ pensioners for 
positions that require less loads,” Csidei 
notes. Then there is Generation Z, which 
bringing another challenge. “They want 
to and can work hard, and they speak 
languages. They are looking for ‘trendy’ 
jobs but they demand promotion and 
change much sooner,” Csidei explains.

Peeking into the future, Csidei expects 
that roles will become more versatile 
and�require�sta��t��think�and�act�
outside the box when dealing with 
their�daily�tasks.�“J�b�diversi�cati�n�
is another aspect of employment in 
the near future: an employee has 

to be prepared to do several jobs, in 
accordance to the requirements of the 
employer. For example, someone who 
w�uld�d����ce�j�bs�may�have�t��als��
perform operational tasks.”

Csidei vouches for some changes in 
the legislative environment, which 
c�uld�further�aide�keeping�sta��happy�
and occupied. “We would be in a much 
better position if there were more 
‘tax-relief��j�bs�that�we�c�uld���er.�
For example, the introduction of the 
service charge helped tremendously in 
m�tivating�and�retaining�waiting�sta�.�
We would need similar initiatives in 
other positions at the hotel,” he says.

future low added-value jobs will be 
overtaken gradually by technology.  
We might not know exactly which  
j�bs�will�be�a�ected�and�when,�but� 
the trend is obvious,” she warns.

If companies wish to stay competitive, 
they cannot avoid exploiting the 
advantages that automation and 
digiti�ati�n�can���er,�acc�rding�t��
TEVA’s Beck. “As the labor force 

available is shrinking and expansion 
is not anticipated in the short-term, 
companies are forced to exploit the 
opportunities lying in digitization and 
automation, and introduce them as 
soon as possible,” he points out. In  
his sector he says automated 
or digitized work processes are 
complementing human work in ever 
m�re��elds,�and�this�tendency�lays�
the bed for a new type of knowledge, 

which poses further challenges for the 
education system.

F�ll�wing�the�swi�ly�changing�trends,�
NI has taken immediate action. 
“National Instruments is already a 
signi�cant�and�active�part��f�aut�mati�n�
with�great�e�ciency�and�success�via�its�
pr��le�and�pr�ducts,�but�r�b�ti�ati�n�
might bring only moderate results in 
our internal processes — mainly in 
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logistics — due to our manufacturing 
strategy,” says Ábrahám.

While automation and digitization are 
seen�as�key�t���lling�lab�r�sh�rtages�
by many, Richter Gedeon feels it will 
not help in the here and now. “In the 
long-term, automation will certainly 
have�a�bene�cial�impact��n�the�
optimization of our work processes 
and��n�increasing��ur�e�ciency��
however, we believe that for the  
time being, it will not be able to  
solve the fundamental labor  

market challenges the pharmaceutical 
industry has to face,” Beke says.

This vision is echoed in a statement 
UniCredit sent to the BBJ. 
“Automatization and digitalization 
will not solve these needs, but will 
emphasize furthermore the need for 
data-driven skills, and security skills. 
New trends will create new jobs and 
competency needs. On the other hand 
it will simplify things, with automatized 
basic tasks freeing up energy and time 
for customer advisory.”

EVERYBODY NEEDS TO CHANGE
In order to come to terms with the rapidly 
altering circumstances and demands, 
change needs to be embraced by all 
the players in the game. Students need 
to be ready to renew their knowledge 
every day, the education system needs to 
adapt, and companies must get involved 
in aiding the education process.

“If I can give a couple of hints to 
young people entering the job 
world: be curious, positive, resilient 
and courageous. Especially at the 
beginning, look to the contents, search 
f�r�a�meaningful�j�b�and�cra��y�ur�
development,” Tognetti of UniCredit says.

Ábrahám agrees: “Education is a crucial 
investment in the future of a country’s 
economy and society; therefore, it 
has to be approached and handled 
according to its importance. In my 
view, some of the key ingredients to 
a successful education system are: 
reasonable expenditure (investment) 
spent on education as a percentage of 
GDP; a modern, reformed and hands-on 
National Core Curriculum at all levels 
of education; competitive salaries 
for teachers with a promising career 
path; and committed and well-trained 
educators,” the NI boss sums up.


