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Dobrai, Katalin 

IN MEMORIAM OF PROFESSOR DR. FERENC FARKAS (1949-2016) 

Dr. Ferenc Farkas was a Member of the Faculty of Business and Economics of the University 

of Pecs where he worked for 44 years. 

His teaching areas included leadership, organizational behavior, change management, and 

human resource management. He participated in the development of study materials of these 

disciplines, and also of business majors and minors that were using these materials. He was a 

supervisor of many Hungarian and foreign PhD candidates. He was able to align his academic 

career and his everyday experiences in the business and nonbusiness sector organizations. 

The research interest of Professor Farkas included nonprofit management and leadership, 

human resource management, knowledge management, and change management. He was 

the team leader of several Hungarian and international projects, and also a member of 

numerous (both Hungarian and international) journals of management. Both nationally and 

internationally, as an author and/or editor, he published over 250 papers and 15 books and 

numerous book chapters, frequently participated in international conferences and published 

conference papers and journal articles in Hungarian and in different foreign languages. 

Professor Farkas held different positions at Faculty and University level; and for his 

outstanding performance and excellence in teaching, research and university management he 

received high ranked awards from the local government and the President of Hungary, and 

also from the Rector of the University. He held positions of Board of Directors and Board of 

Trustees in for-profit and nonprofit organizations. 

 

This conference honors his achievements as a scientist, as an excellent professor, and as an 

outstanding expert in management. 
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9ƭǃǎȊǃ ς Preface 
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Hofstede, Geert 

GREETING WORDS BY EMERITUS PROFESSOR GEERT HOFSTEDE, THE 

NETHERLANDS, ON SKYPE 

Dear audience, 

Nearly ten years ago, on 15th October 2009, I attended a conference at this University on 

ά/ǳƭǘǳǊŜ ƻŦ .ǳǎƛƴŜǎǎ ς Capital of CultureέΦ Simultaneously three colleagues, one from Hungary, 

one from Italy and one from the U.S.A., and I received an Honorary Doctorate in Economics. 

hƴ ŀ ǇƛŎǘǳǊŜ L ǎǘƛƭƭ ǇǊŜǎŜǊǾŜ ǿŜ ŀƭƭ ŦƻǳǊ ǎǘŀƴŘ ƛƴ ƻǳǊ ƴŜǿ tŞŎǎ ǊƻōŜǎ ƻƴ ŜƛǘƘŜǊ ǎƛŘŜ ƻŦ wŜŎǘƻǊ 

Ferenc Farkas.  

¢ƘŜ ƴŜȄǘ Řŀȅ L ƎŀǾŜ Ƴȅ ǘŀƭƪ ƻƴ ά.ǳǎƛƴŜǎǎ Dƻŀƭǎ ŦƻǊ ŀ bŜǿ ²orld OrderέΦ I had retired from 

Maastricht University in the Netherlands in 1993, and among other adventures, I had been a 

Visiting Professor at Hong Kong University in China. My ǘŀƭƪ ƛƴ нллф ƛƴ tŞŎǎ ǊŜŦŜǊǊŜŘ ǘƻ ŀ 

questionnaire I had developed in 1998 with and for my Hong Kong Business Administration 

students, evening students with day jobs in business, about the relative importance to their 

own Business Leaders of 15 goals. I presumed that MBA students were better informers about 

the real goals of their leaders than the leaders themselves, who if asked were likely to produce 

ƳƻǊŜ άǿƛǎƘŦǳƭ ǘƘƛƴƪƛƴƎέΦ  

I presented the outcome of this experiment at an international conference in Korea, and to 

my happy surprise, a number of colleagues from different countries asked for a copy of our 

questionnaire, to use it with their own students. Within six months I got their results from 17 

ŎƻǳƴǘǊƛŜǎΣ ŀƴŘ L ƘŀŘ ǘƘŜ ƳŀǘŜǊƛŀƭ ŦƻǊ ŀƴ ŀǊǘƛŎƭŜ ƻƴ ά.ǳǎƛƴŜǎǎ Dƻŀƭǎ ŦƻǊ ŀ bŜǿ ²ƻǊƭŘ hǊŘŜǊέΣ 

which showed the variety of goals perceived by evening MBA students with day jobs in 

business among these 17 countries, around 1999. 

Across countries, dominant goals were growth, continuity, short-term profits and personal 

wealth. Goal profiles differed among countries, however. When the business world went 

through the crisis of 2008, the most affected countries were the U.S.A. and others most 

stressing short-term profits and personal wealth. Least affected were China and Germany, 

stressing respecting ethical norms and responsibility towards society. One of the countries 

participating was Hungary, with a middle position, and besides the Hungarian results in 1999, 
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I ƘŀŘ ǊŜŎŜƴǘ Řŀǘŀ ŦǊƻƳ ŀ ǎǘǳŘȅ ƛƴ tŞŎǎ ƛƴ нллфΦ {ƻ my ǘŀƭƪ ŀōƻǳǘ ά.ǳǎƛƴŜǎǎ Dƻŀƭǎ ŦƻǊ ŀ bŜǿ 

²ƻǊƭŘ hǊŘŜǊέ ƘŀŘ ŀ ǎƻƭƛŘ ƭƻcal research base. 

You ŀǊŜ ƴƻǿ ŜƴǘŜǊƛƴƎ ŀ ŎƻƴŦŜǊŜƴŎŜ ƻƴ άaŀƴŀƎŜƳŜƴǘ ŀƴŘ [ŜŀŘŜǊǎƘƛǇ ƛƴ ǘƘŜ 21st /ŜƴǘǳǊȅέ ŀƴŘ 

ǘƘŜ ǎǳōƧŜŎǘ ά.ǳǎƛƴŜǎǎ Dƻŀƭǎέ ƛǎ ǎǘƛƭƭ ŀǎ ŎǳǊǊŜƴǘ ŀǎ ƛƴ нллфΦ I wish you an inspiring conference! 
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WŀǊƧŀōƪŀΣ #ƪƻǎ 

Lb¢;½9¢LD!½D!¢jL Ym{½mb¢p 

JARJABKA #Yh{ 

¢ƛǎȊǘŜƭǘ wŜƪǘƻǊ ¨ǊΣ 5Şƪłƴ ¨ǊΣ 9ƭƴǀƪ ¨ǊΣ ±ŞŘƴǀƪ ǳǊŀƪΣ ƪŜŘǾŜǎ aŜƎƘƝǾƻǘǘŀƪΣ IǀƭƎȅŜƛƳ Şǎ ¦ǊŀƛƳΗ 

! bŜƳȊŜǘƪǀȊƛ ¢ǳŘƻƳłƴȅƻǎ YƻƴŦŜǊŜƴŎƛŀ ǀǘƭŜǘŜ ǎȊƛƴǘŜ ŀƪƪƻǊ ŦƻƎŀƭƳŀȊƽŘƻǘǘ ƳŜƎ ŀ t¢9 Y¢Y ±{½L 

ƻƪǘŀǘƽƛ ƪǀȊǀǎǎŞƎŞōŜƴΣ ŀƳƛƪƻǊ нлмсΦ ƻƪǘƽōŜǊŞōŜƴ ŜƭǾŜǎȊǘŜǘǘǸƪ ŀȊ LƴǘŞȊŜǘǸƴƪ ǾŜȊŜǘǃ 

ǇǊƻŦŜǎǎȊƻǊłǘΣ CŀǊƪŀǎ CŜǊŜƴŎŜǘΦ ¢ǳŘǘǳƪΣ ƘƻƎȅ ŜƎȅ ƛƭȅŜƴ ŦƻǊƳłǘǳƳǵ ǾŜȊŜǘǃΣ ƻƪǘŀǘƽΣ ƳŜƴǘƻǊ Şǎ 

ƳŜƴŜŘȊǎŜǊ ƴŜǾŜ Şǎ ǾŜƭŜ ƳŜƴǘŀƭƛǘłǎŀ ƴŜƳ ƳŀǊŀŘƘŀǘ ƴȅƻƳ ƴŞƭƪǸƭΣ ŜȊŞǊǘ ƳłǊ нлмт ςben 

ƳŜƎǎȊŜǊǾŜȊǘǸƴƪ ŀ ƘŀȊŀƛ ǘłǊǎŜƎȅŜǘŜƳŜƪ ƻƪǘŀǘƽƛ ǊŞǎȊǾŞǘŜƭŞǾŜƭ ŜƎȅ ŜƳƭŞƪƪƻƴŦŜǊŜƴŎƛłǘ CŀǊƪŀǎ 

ǇǊƻŦŜǎǎȊƻǊ ǘƛǎȊǘŜƭŜǘŞǊŜΣ ƳŀƧŘ ƭŞǘǊŜƘƻȊǘǳƪ ŀ CŀǊƪŀǎ CŜǊŜƴŎ ŘƝƧŀǘ Şǎ ǀǎȊǘǀƴŘƝƧŀǘ ŀȊƻƴ Ŧƛŀǘŀƭ 

ƻƪǘŀǘƽƪ Şǎ ƘŀƭƭƎŀǘƽƪ ǎȊłƳłǊŀΣ ŀƪƛƪ ǘƻǾłōōǾƛǎȊƛƪ tǊƻŦŜǎǎȊƻǊ ¨Ǌ ǎȊŜƭƭŜƳƛǎŞƎŞǘΦ 

#Ƴ ŀ ƭŜƎŦƻƴǘƻǎŀōō ŜƭŜƳ ŜƪƪƻǊ ƳŞƎ ƘƛłƴȅȊƻǘǘΥ 9Ǝȅ ƻƭȅŀƴ ǘǳŘƻƳłƴȅƻǎ ǀǎǎȊŜƧǀǾŜtel, mely 

ƘƻǎǎȊǵǘłǾƻƴ ŦŜƴƴǘŀǊǘƘŀǘƽ ƳƽŘƻƴ ƘŀƎȅƻƳłƴȅǘ ǘŜǊŜƳǘΣ ŀƘƻƭ ŀ ǾƛƭłƎōƽƭ ŞǊƪŜȊŜǘǘ ǘǳŘƽǎƻƪ Şǎ 

Ŧƛŀǘŀƭ ƪǳǘŀǘƽƪ ǘŀƭłƭƪƻȊƘŀǘƴŀƪΣ ŜǎȊƳŞǘ ŎǎŜǊŞƭƘŜǘƴŜƪ ƻƭȅ ƳƽŘƻƴΣ ŀƘƻƎȅŀƴ CŀǊƪŀǎ tǊƻŦŜǎǎȊƻǊ ŎŞƭƧŀ 

is volt.  

mǊǸƭǀƪΣ ƘƻƎȅ Ƴƻǎǘ ƛǘǘ łƭƭƘŀǘƻƪ mƴǀƪ Ŝƭǃǘǘ Şǎ ōŜƧŜƭŜƴǘƘŜǘŜƳΣ ƘƻƎȅ ŜǊǃŦŜǎȊƝǘŞǎŜƛƴƪŜǘ ǎƛƪŜǊ 

ƪƻǊƻƴłȊǘŀ Şǎ ŞƭŜǘǊŜ ǘǳŘǘǳƪ ƘƝǾƴƛ ŜȊǘ ŀ ƴŜƳȊŜǘƪǀȊƛ ǘǳŘƻƳłƴȅƻǎ ŦƽǊǳƳƻǘ ƻƭȅŀƴ ǇǊƻƳƛƴŜƴǎ 

ƪŞǇǾƛǎŜƭǃƪƪŜƭ Şǎ ŞǊŘŜƪƭǃŘŞǎ ƳŜƭƭŜǘǘΣ ŀƘƻƎȅŀƴ ŀȊǘ ŜƭŜƛƴǘŜ ǊŜƳŞƭƴƛ ǎŜƳ ƳŜǊǘǸƪΣ ƘƛǎȊŜƴ Ƴƻǎǘ ŀ 

ƳŜƎƧŜƭŜƴǘ ƳŜƎƘƝǾƻǘǘŀƪ ǎȊłƳŀ ǘǀōō Ƴƛƴǘ ул ŦǃΣ ŀƪƛƪ мп ƻǊǎȊłƎōƽƭ ŞǊƪŜȊǘŜƪ ƘƻȊȊłƴƪΦ !Ȋǘ 

ƘƛǎȊŜƳΣ ŜȊŜƪ ŀ ǎȊłƳƻƪ ƛƎŜƴ ƛƳǇǊŜǎǎȊƝǾŜƪΗ 

9ƴƎŜŘƧŞƪ ƳŜƎΣ ƘƻƎȅ ƪǀǎȊǀƴŜǘŜǘ ƳƻƴŘƧŀƪ {ŎƘŜǇǇ 5Şƪłƴ ¨ǊƴŀƪΣ ƘƻƎȅ ŀȊ Ŝƭǎǃ Ǉƛƭƭŀƴŀǘǘƽƭ ƪŜȊŘǾŜ 

ŀȊ ŜƭƪŞǇȊŜƭŞǎ ƳŜƭƭŞ łƭƭǘΣ ǘƻǾłōōł ŀ aŀƎȅŀǊ wŜƪǘƻǊƛ YƻƴŦŜǊŜƴŎƛłƴŀƪ Şǎ ŀ aŀƎȅŀǊ ¢ǳŘƻƳłƴȅƻs 

!ƪŀŘŞƳƛŀ ǾŜȊŜǘǃ ǘŀƎƧŀƛƴŀƪΣ Şǎ ŀ ±ŜȊŜǘŞǎǘǳŘƻƳłƴȅ ŦƻƭȅƽƛǊŀǘ ǎȊŜǊƪŜǎȊǘǃǎŞƎŞƴŜƪΣ ƘƻƎȅ 

ǾŞŘƴǀƪǎŞƎǸƪƪŜƭ ōŜŦƻƎŀŘǘłƪ ŀȊ ŜƭƪŞǇȊŜƭŞǎǸƴƪŜǘΣ Şǎ ƪǸƭǀƴ ƪǀǎȊǀƴǀƳ IƻŦǎǘŜŘŜ tǊƻŦŜǎǎȊƻǊƴŀƪΣ 

ƘƻƎȅ ǾŞŘƴǀƪƛ ƧŜƭŜƴƭŞǘŞǾŜƭ ŜƳŜƭƛ ŀ ƪƻƴŦŜǊŜƴŎƛŀ ƧŜƭŜƴǘǃǎŞƎŞǘΦ 

Legyenek ezek a napok a ǘǳŘƻƳłƴȅ ǸƴƴŜǇƴŀǇƧŀƛ ƳƛƴŘŜƴ ŞǾōŜƴΣ ŞǊŜȊȊŞƪ Ƨƽƭ ƳŀƎǳƪŀǘ tŞŎǎŜƴΦ 

! ƪƻƴŦŜǊŜƴŎƛłǘ ŜȊǵǘƻƴ ƳŜƎƴȅƛǘƻƳΗ 
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GREETINGS FROM DEPARTMENT LEADER 

#Yh{ W!wW!.Y! 

IƻƴƻǊŜŘ wŜŎǘƻǊ .ƽŘƛǎΣ 5Ŝŀƴ {ŎƘŜǇǇΣ tǊŜǎƛŘŜƴǘǎΣ tŀǘǊƻƴǎΣ 5ŜŀǊ DǳŜǎǘǎΣ [ŀŘƛŜǎ ŀƴŘ DŜƴǘƭŜƳŜƴΗ 

The idea of our International Scientific Conference was conceived by the Community of the 

Department of Leadership and Organisational Sciences of the Faculty of Business and 

9ŎƻƴƻƳƛŎǎ ƻŦ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅ ƻŦ tŞŎǎ when we lost our leading professor Ferenc Farkas in 

October 2016.  

We knew, that a leader, lecturer, mentor and manager of this greatness can not be left 

unnoticed, so we have organized a memorial conference with professors of Hungarian 

universities in 2017 in honor of Professor Farkas, and then we created the Ferenc Farkas 

Award and scholarship for young lecturers and for students who follow the spirit of Professor 

Farkas. 

But the most important element was still missing : Organizing a scientific event that creates a 

long-term sustainable tradition where scholars and young rearchers from all over the world 

can meet and exchange ideas the way Professor Farkas aimed to. 

I am so glad to be here, and I am so proud of announcing that our efforts have been successful 

and brought this international scientific forum to life with prominent representatives and such 

an interest, we did not hope for at first. Now, the number of guests at this first time event is 

ƳƻǊŜ ǘƘŀƴ улΣ ŦǊƻƳ мп ŎƻǳƴǘǊƛŜǎΦ L ǎǳǇǇƻǎŜ ǘƘŀǘΩǎ ƛƳǇǊŜǎǎƛǾŜΗ 

Let me express my sincere thanks to Dean Schepp, and the Hungarian RectƻǊǎΩ /ƻƴŦŜǊŜƴŎŜ 

and the Hungarian Academy of Science as well, and additionally the editorial staff of the 

WƻǳǊƴŀƭ ƻŦ ±ŜȊŜǘŞǎǘǳŘƻƳłƴȅ ό.ǳŘŀǇŜǎǘ aŀƴŀƎŜƳŜƴǘ wŜǾƛŜǿύΣ ǘƘŀǘ ǘƘŜȅ ŀŎŎŜǇǘŜŘ ƻǳǊ Ǿƛǎƛƻƴ 

with their patronage and special thanks to Professor Hofstede for his presence as a patron in 

the conference. 

 

Let these days be the festivities of science every year, thank you so much! 
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tƭŜƴłǊƛǎ ŜƭǃŀŘłǎƻƪ ς Plenary session 
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Bakacsi, Gyula 

KARIZMATIKUS ;{ b9h-KARIZMATIKUS LEADERSHIP  

CHARISMATIC AND NEO-CHARISMATIC LEADERSHIP 

BAKACSI GYULA 
YŀƴŘƛŘłǘǳǎ, ŜƎȅŜǘŜƳƛ ǘŀƴłǊ όƪǳǘŀǘƽ ǇǊƻŦŜǎǎȊƻǊύ 

.ǳŘŀǇŜǎǘƛ DŀȊŘŀǎłƎƛ 9ƎȅŜǘŜƳ tŞƴȊǸƎȅƛ Şǎ {ȊłƳǾƛǘŜƭƛ YŀǊ  
±łƭƭŀƭƪƻȊłǎ Şǎ 9ƳōŜǊƛ 9ǊǃŦƻǊǊłǎƻƪ LƴǘŞȊŜǘƛ ¢ŀƴǎȊŞƪ  

bakacsi.gyula@uni-bge.hu 

α! LŞƭŜƪ ƳŜƎƴȅƛƭǾłƴǳƭłǎŀƛǘ ƳƛƴŘŜƴƪƛ ŀȊŞǊǘ ƪŀǇƧŀΣ ƘƻƎȅ ƘŀǎȊƴłƭƧƻƴ ǾŜƭŜΦέ 

(1Kor 12:8) 

α! ƭŜŀŘŜǊǎƘƛǇ ƴŜƳ ŀ ƘŀǘŀƭƻƳ-ƎȅŀƪƻǊƭłǎΣ ƘŀƴŜƳ ŀȊƻƴ ƪŞǇŜǎǎŞƎ ŀƭŀǇƧłƴ ƘŀǘłǊƻȊƘŀǘƽ ƳŜƎΣ  

ƳƛƪŞƴǘ ƴǀǾŜƭƘŜǘǃ ŀ ǾŜȊŜǘŜǘǘŜƪ ƘŀǘŀƭƻƳ-ŞǊȊŜǘŜΦ ! ƭŜŀŘŜǊ ƭŜƎŀƭŀǇǾŜǘǃōō ƳǳƴƪłƧŀ ŀȊΣ ƘƻƎȅ 

ǘƻǾłōōƛ ƭŜŀŘŜǊŜƪŜǘ ǘŜǊŜƳǘǎŜƴΦέ  

(Mary Parker Follett, 1924) 

Absztrakt  

A karizmatikus leadership ŀ ǾƻƴŀǘƪƻȊƽ ǎȊŀƪƛǊƻŘŀƭƻƳ ŜƎȅƛƪ ƭŜƎƴŜƘŜȊŜōōŜƴ ŘŜŦƛƴƛłƭƘŀǘƽ 

ŦƻƎŀƭƳŀΦ YǀȊŞǇǇƻƴǘƧłōŀƴ ŀ ƪǀǾŜǘǃ ǾŜȊŜǘǃ ƛǊłƴǘƛ ƻŘŀŀŘłǎŀΣ ŜƭƪǀǘŜƭŜȊǃŘŞǎŜ łƭƭΣ ŀƳŜƭȅ ƪƛǾłƭǘƧŀ ŀ 

ƪǀǾŜǘŞǎǘΦ ! ƪǀǾŜǘŞǎ ǘŜǊƳŞǎȊŜǘŞƴŞƭ ŦƻƎǾŀ ŞǊǘŞƪǊŀŎƛƻƴłƭƛǎ όƴŜƳ ǘǊŀƴȊŀƪŎƛƽǎ ƧŜƭƭŜƎǼύ Şǎ ōŜƭǎǃ 

ƳŜƎƎȅǃȊǃŘŞǎǼ ŀȊƻƴƻǎǳƭłǎ όƴŜƳ ōŜƘƽŘƻƭłǎύΦ ! aŀȄ ²ŜōŜǊ-ƛ ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ ƴŀǇƧŀƛƴƪ ƴŜƻ-

karizmatikus leadership-ƧŜ ƪǀȊǀǘǘ ŀȊ ƻŘŀŀŘłǎ ǘłǊƎȅŀ ŀƭŀǇƧłƴ ǘŜƘŜǘǸƴƪ ƪǸƭǀƴōǎŞƎŜǘΥ ŀ 

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊ ŜǎŜǘŞōŜƴ ŀȊ ƻŘŀŀŘłǎ ŀ ǾŜȊŜǘǃ ǎȊŜƳŞƭȅŜ ƛǊłƴǘ ƴȅƛƭǾłƴǳƭ ƳŜƎΣ ŀ ƴŜƻ-

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊ ŜǎŜǘŞōŜƴ ŀȊ łƭǘŀƭŀ ƪŞǇǾƛǎŜƭǘ Şǎ ŀ ǎȊŜǊǾŜȊŜǘ ƧǀǾǃƪŞǇŞƴŜƪ ǊŞǎȊŞǘ ƪŞǇŜȊǃ 

ŞǊǘŞƪŜƪ Şǎ ŎŞƭƻƪ ƛǊłƴǘΦ ! ŘŜŦƛƴƝŎƛƽǎ ǎȊŞǘǾłƭŀǎȊǘłǎ ƪŀǇŎǎłƴ ǊłƳǳǘŀǘƻƪ ŀǊǊŀΣ ƘƻƎȅ ŀ ƪŞǘ 

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŞǊǘŜƭƳŜȊŞǎ ǾƛǎǎȊŀǾŜȊŜǘƘŜǘǃ ŀ ƪǀǾŜǘǃ ŞǊŜǘǘǎŞƎŞǊŜ όƳƻǘƛǾłŎƛƽƧłǊŀ Şǎ 

ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ƪŞǇŜǎǎŞƎŜƛǊŜΣ ƪŞǎȊǎŞƎŜƛǊŜύΦ ! ǘŀƴǳƭƳłƴȅ ŀ ǎȊŀƪƛǊƻŘŀƭƻƳ łǘǘŜƪƛƴǘŞǎŞre 

alapozott karizmatikus/neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ŦƻƎŀƭƳƛ ƪǸƭǀƴōǎŞƎǘŞǘŜƭ ƳŜƭƭŜǘǘ ŀ D[h.9 ƪǳǘŀǘłǎ 

ŜǊŜŘƳŞƴȅŜƛǊŜ ǘłƳŀǎȊƪƻŘǾŀ ōŜƳǳǘŀǘƧŀ ŀ ƳŀƎȅŀǊ Şǎ ŀ ƴŜƳȊŜǘƪǀȊƛ Ƴƛƴǘŀ ƘŀǎƻƴƭƽǎłƎŀƛǘ ƛƭƭŜǘǾŜ 

ƪǸƭǀƴōǎŞƎŜƛǘ ŀ ƘłǊƻƳ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ǾłƭǘƻȊƽ όƛƴǎǇƛǊłƭƽΣ ƧǀǾǃƪŞǇǇŜƭ ōƝǊƽΣ 

ǀƴŦŜƭłƭŘƻȊƽύ, ƛƭƭŜǘǾŜ ŀ YŀǊƛȊƳŀǘƛƪǳǎ ƳłǎƻŘƭŀƎƻǎ ŦǃŦŀƪǘƻǊ ǘŜƪƛƴǘŜǘŞōŜƴΦ 
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Kulcsszavak: karizmatikus/neo-karizmatikus ƭŜŀŘŜǊǎƘƛǇΣ ƳƻǘƛǾłŎƛƽΣ ŞǊŜǘǘǎŞƎ 

Abstract  

Charismatic leadership is one of the most nondescript notions of the relating literature. It is 

focused on devotedness and commitment of the follower toward the leader, triggering 

followership. Followership is, by nature, value-rational (non-transactional) and based on 

internal identification (not subservient). Max ²ŜōŜǊΩǎ ŎƘŀǊƛǎƳŀǘƛŎ ŀƴŘ ǘƘŜ ŎƻƴǘŜƳǇƻǊŀǊȅ ƴŜƻ-

charismatic leadership can be differentiated by the subject of de devotion: follower is devoted 

to the person of the leader in the case of charismatic, and to the vision (values and goals) 

represented by the leader in the case of neo-charismatic leadership. By the definition-shifting, 

I point out that the charismatic leadership originates in the maturity (will and skill) of the 

follower. Besides the literature-based conceptual differentiation paper present the GLOBE-

based resemblances and variances of the Hungarian and the international samples on the 

second-order Charismatic variable and its first-order components. 

Keywords: Charismatic/neo-charismatic leadership, Motivation, Maturity 

! YƻǊƛƴǘǳǎƛŀƪƴŀƪ ƝǊǘ мΦ ƭŜǾŞƭōǃƭ ǾŜǘǘ ƛŘŞȊŜǘ ŀ karizma ŦƻƎŀƭƻƳ ōƛōƭƛŀƛ ŜǊŜŘŜǘŞǊŜ ǳǘŀƭΦ 

bȅŜƭǾǸƴƪōŜ ŀ ƎǀǊǀƎ αYƘŀǊƛŘȊŜǎȊǘŀƛέ ǎȊƽōƽƭ ƪŜǊǸƭǘ łǘΣ ƧŜƭŜƴǘŞǎŜΥ ƪŜŘǾŜǎƴŜƪ ƭŜƴƴƛ όƪŜƎȅŜƭƳƛ 

ŀƧłƴŘŞƪύΦ ! aŀƎȅŀǊ Yŀǘƻƭƛƪǳǎ [ŜȄƛƪƻƴ ŀ ƪǀǾŜǘƪŜȊǃ ƳŜƎƘŀǘłǊƻȊłǎǘ ŀŘƧŀ ŀ ǎȊƽ ƘŞǘƪǀznapi 

ŞǊǘŜƭƳŜȊŞǎŞǊŜΥ αŀ ǎȊŜƳŞƭȅƴŜƪ ŀȊ ŀ ƴŀƎȅ ōŜƭǎǃΣ ƭŜƭƪƛ ŜǊŜƧŜ Şǎ ƘŀǘłǎŀΣ ƳŜƭƭȅŜƭ ƪŞǇŜǎ Ƴłǎƻƪŀǘ 

ƛǊłƴȅƝǘŀƴƛΣ ōŜŦƻƭȅłǎƻƭƴƛΣ ŦǸƎƎŜǘƭŜƴǸƭ ŀǘǘƽƭΣ ƘƻƎȅ ŀ ōŜŦƻƭȅłǎƻƭłǎ Ƨƽ ǾŀƎȅ ǊƻǎǎȊ ƛǊłƴȅōŀ ǘǀǊǘŞƴƛƪ-

Ŝέ ό5ƛƽǎƛ ς ±ƛŎȊƛłƴΣ нллм). 

! ƪŀǊƛȊƳŀΣ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘŞǎ ŀ menedzsment irodaloƳ ŜƎȅƛƪ ƭŜƎƴŜƘŜȊŜōōŜƴ ŘŜŦƛƴƛłƭƘŀǘƽ 

ŦƻƎŀƭƳŀΦ ! ƴŜƘŞȊǎŞƎŜǘ ƴŜƳŎǎŀƪ ŀȊ ŞǊǘŜƭƳŜȊŞǎΣ ƳŜƎƘŀǘłǊƻȊłǎ Ǉƻƴǘƻǎ ŦƻƎŀƭƳƛ 

ƳŜƎǊŀƎŀŘƘŀǘƽǎłƎŀ ƧŜƭŜƴǘƛΣ ƘŀƴŜƳ ŀ ŘŜŦƛƴƝŎƛƽƪ ǎȊŜǊǘŜłƎŀȊƽǎłƎŀΣ ŀȊ ŀȊƻƪ ƳǀƎǀǘǘ łƭƭƽ ŜƭƳŞƭŜǘŜƪ 

ǎƻƪǎȊƝƴǼǎŞƎŜ Şǎ ŀ kialakult szakmai konszenzus Ŝōōǃƭ ŦŀƪŀŘƽ Ƙƛłƴȅŀ is. 

 aL ! Y!wL½a!¢LY¦{ ;{ A NEO-KARIZMATIKUS [9!59w{ILt Ym½m¢¢L Y«[mb.{;DΚ ς 

{½!YLwh5![ha #¢¢9YLb¢;{ 

! ƪŀǊƛȊƳŀ ƧŜƭŜƴǘŞǎŞǘ ²ŜōŜǊ ŞǊǘŜƭƳŜȊǘŜ ǵƧǊŀ Şǎ ƘŜƭȅŜȊǘŜ łǘ ŀ ǘŜƻƭƽƎƛłōƽƭ ŀ ǎȊƻŎƛƻƭƽƎƛłōŀ (Bass, 

1999, 541). Weber a karizmatikus uralmat ŀȊƻƴ ŀȊ ŀƭŀǇƻƴ ƪǸƭǀƴƝǘƛ Ŝƭ a ƎŀȊŘŀǎłƎƛ ǎȊǸƪǎŞƎƭŜǘŜƪ 
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ƪƛŜƭŞƎƝǘŞǎŞǊŜ ŀƭƪŀƭƳŀǎ ǳǊŀƭƻƳŦƻǊƳłƪǘƽƭΣ ƘƻƎȅ ŀȊ ŀ ƳŀƎŀǎŀōō ǊŜƴŘǼ ǎȊǸƪǎŞƎƭŜǘŜƪǊŜ ŀŘƻǘǘ 

ǾŜȊŜǘǃƛ ǾłƭŀǎȊΥ α! ƳƛƴŘŜƴƴŀǇƻƪ ƎŀȊŘŀǎłƎƛ ƛƎŞƴȅŜƛƴ ǘǵƭƳŜƴǃ ǎȊǸƪǎŞƎƭŜǘŜƪŜǘ ǾƛǎȊƻƴǘ ŜƭǾƛƭŜƎ 

ƳƛƴŘƛƎ ŜƎŞǎȊŜƴ ƳłǎƪŞǇǇŜƴ ŦŜŘŜȊǘŞƪΣ ŞǎǇŜŘƛƎ ƳƛƴŞƭ ǊŞƎŜōōƛ ǘǀǊǘŞƴŜǘƛ ƪƻǊƻƪŀǘ ǾƛȊǎƎłƭǳƴƪΣ 

ŀƴƴłƭ ƛƴƪłōō ŀȊǘ ƭłǘƧǳƪΣ ƘƻƎȅ ŀȊ ƛƭȅŜƴ ǎȊǸƪǎŞƎƭŜǘŜƪ ŦŜŘŜȊŞǎŜ karizmatikus ŀƭŀǇƻƪǊŀ ŞǇǸƭΦ 9Ȋ ŀȊǘ 

jelenti, hogy pszichikai, fizikai, gazdasłƎƛΣ ŜǘƛƪŀƛΣ Ǿŀƭƭłǎƛ ǾŀƎȅ Ǉƻƭƛǘƛƪŀƛ ǎȊǸƪǎŞƎ ŜǎŜǘŞƴ ƴŜƳ 

ŀƭƪŀƭƳŀȊłǎōŀƴ łƭƭƽ ƘƛǾŀǘŀƭƻǎ ǎȊŜƳŞƭȅŜƪ Şǎ ƴŜƳ ƛǎ ŀ ǎȊƽ Ƴŀƛ ŞǊǘŜƭƳŞōŜƴ ǾŜǘǘ ς vagyis 

ǎȊŀƪǘǳŘłǎƪŞƴǘ ƳŜƎǘŀƴǳƭǘ Şǎ ŦƛȊŜǘǎŞƎ ŜƭƭŜƴŞōŜƴ ƎȅŀƪƻǊƻƭǘ ς αŦƻƎƭŀƭƪƻȊłǎέ ōƛǊǘƻƪƻǎŀƛ Ǿƻƭǘŀƪ ŀ 

αǘŜǊƳŞǎȊŜǘŜǎέ ǾŜȊŜǘǃƪΣ ƘŀƴŜƳ ǘŜǊƳŞǎȊŜǘŦŜƭŜǘǘƛƴŜƪ όŀōōŀƴ ŀȊ ŞǊǘŜƭŜƳōŜƴΣ ƘƻƎȅ ƴŜƳ 

ƳƛƴŘŜƴƪƛ ǎȊłƳłǊŀ ŜƭŞǊƘŜǘǃŜƪύ ƎƻƴŘƻƭǘ ǘŜǎǘƛ Şǎ ǎȊŜƭƭŜƳƛ ǘǳƭŀƧŘƻƴǎłƎƻƪ ōƛǊǘƻƪłōŀƴ ƭŞǾǃ 

ǎȊŜƳŞƭȅŜƪέ όWeber, 1996, 205 ς ƪƛŜƳŜƭŞǎŜƪ az eredetiben, BGy). 

Ez a Weber-ƛ ŞǊǘŜƭƳŜȊŞǎ ŜƎȅŞǊǘŜƭƳǼǾŞ ǘŜǎȊƛΣ ƘƻƎȅ ς ǎȊŜƳōŜƴ ŀ ǘǊŀŘƛŎƛƻƴłƭƛǎ ƛƭƭŜǘǾŜ ǊŀŎƛƻƴłƭƛǎ 

ǳǊŀƭƻƳŦƻǊƳłƪƪŀƭΣ ŀƘƻƭ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎ ŀȊ ŜƭŦƻƎƭŀƭǘ ǇƻȊƝŎƛƽ ŀǳǘƻǊƛǘłǎłōƽƭ ŜǊŜŘŜȊǘŜǘƘŜǘǃ ς a 

ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ŀǳǘƻǊƛǘłǎŀ ǎȊŜƳŞƭȅŞōǃƭ ŦŀƪŀŘ όNye, 2010). Ez azonban felvet egy mind 

ŜƭƳŞƭŜǘƛΣ ƳƛƴŘ ƎȅŀƪƻǊƭŀǘƛ ǎȊŜƳǇƻƴǘōƽƭ ƛȊƎŀƭƳŀǎ ƪŞǊŘŞǎǘΥ ŀ ƪŀǊƛȊƳŀ ǾŀƧƻƴ ŀ hatalom, vagy a 

leadership ŦƻƎŀƭƻƳƪǀǊŞōŜ ǘŀǊǘƻȊƛƪ-ŜΚ ! ƭƻƎƛƪŀƛ ǎȊŞǘǾłƭŀǎȊǘłǎ ŜƭǾōŜƴ ŜƎȅǎȊŜǊǼΥ ŀ ǾŜȊŜǘǃƛ 

ōŜŦƻƭȅłǎƴŀƪ ƳŜƎŦŜƭŜƭǃ ǾƛǎŜƭƪŜŘŞǎ ŀ hatalom-ƎȅŀƪƻǊƭłǎ ŜǎŜǘŞƴ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎ, a leadership 

ŜǎŜǘŞƴ ŀ ƪǀǾŜǘŞǎ foǊƳłƧłǘ ǀƭǘƛ όƴƛƴŎǎ ƘŀǘŀƭƻƳ ŜƴƎŜŘŜƭƳŜǎǎŞƎ Şǎ ƭŜŀŘŜǊǎƘƛǇ ƪǀǾŜǘŞǎ ƴŞƭƪǸƭύΦ 

WƽƭƭŜƘŜǘ ²ŜōŜǊ ŀ ƪŀǊƛȊƳłǘ ŀȊ ǳǊŀƭƻƳŦƻǊƳłƪ ƪǀȊǀǘǘ ǘłǊƎȅŀƭƧŀΣ αǘŜǊƳŞǎȊŜǘŦŜƭŜǘǘƛ 

ǘǳƭŀƧŘƻƴǎłƎƻƪƪŀƭέ ōƝǊƽ ǎȊŜƳŞƭȅ ōŜŦƻƭȅłǎłƴŀƪ ŜƴƎŜŘƴƛ ƛƴƪłōō ǘǼƴƛƪ ƪǀǾŜǘŞǎƴŜƪΣ Ƴƛƴǘ 

ŜƴƎŜŘŜƭƳŜǎǎŞƎƴŜƪΦ 9Ǝȅ ǵƧŀōō ƛŘŞȊŜǘǘŜƭ ǎȊŜǊŜǘƴŞƪ ǊłƳǳǘŀǘƴƛ ŀǊǊŀΣ ƘƻƎȅ ŜȊ ŀ ƪŜǘǘǃ ²ŜōŜǊ-ƴŞƭ 

ƪŜǾŜǊŜŘƛƪΥ α! ƪŀǊƛȊƳŀ ōƛǊǘƻƪƻǎŀ ƴŜƪƛƭłǘ ŀ Ǌł ƳŞǊǘ ŦŜƭŀŘŀǘƴŀƪΣ ŜƴƎŜŘŜƭƳŜǎǎŞƎŜǘ ƪǀǾŜǘŜƭΣ Şǎ ŀ 

ƪǸƭŘŜǘŞǎōǃƭ ŀŘƽŘƽŀƴ ŀȊǘ ƛǎ ƳŜƎƪǀǾŜǘŜƭƛΣ ƘƻƎȅ ƪǀǾŜǎǎŞƪΦ !Ȋ Řǀƴǘƛ Ŝƭ ǎƛƪŜǊŞǘΣ ƘƻƎȅ ƪǀǾŜǘǃƪǊŜ 

ǘŀƭłƭ-eΦ Iŀ ƴŜƳ ƛǎƳŜǊƛƪ Ŝƭ ŀ ƪǸƭŘŜǘŞǎŞǘ ŀȊƻƪΣ ŀƪƛƪŜǘ ŀ ƪǸƭŘŜǘŞǎ ŎƝƳȊŜǘǘƧŜƛƴŜƪ ŞǊŜȊΣ ŀƪƪƻǊ 

ǎŜƳƳƛǾŞ ŦƻǎȊƭƛƪ ŀ ƪǸƭŘŜǘŞǎǊŜ ŦƻǊƳłƭǘ ƛƎŞƴȅŜΣ Şǎ ƴŜƳ ǘŀǊǘƘŀǘ ƛƎŞƴȅǘ ŜƴƎŜŘŜƭƳŜǎǎŞƎǊŜ Şǎ 

ƪǀǾŜǘǃƪǊŜ ǎŜƳΦ Iŀ ǾƛǎȊƻƴǘ ŜƭƛǎƳŜǊƛƪ ŀȊ ƛƎŞƴȅŞǘΣ ŀƪƪƻǊ ǃ ŀȊ ǳǊǳƪ ƳƛƴŘŀŘŘƛƎΣ ŀƳƝƎ ƳŜƎ ǘǳŘja 

ǃǊƛȊƴƛ ŜȊǘ ŀȊ ŜƭƛǎƳŜǊŞǎǘ ŀȊȊŀƭΣ ƘƻƎȅ ƪǸƭŘŜǘŞǎŜ ōŜƛƎŀȊƻƭƽŘƛƪΦ 5Ŝ ŜȊǘ ŀ αƧƻƎłǘέ, ƘƻƎȅ ǃ ŀȊ ǳǊǳƪΣ 

ŜƪƪƻǊ ǎŜƳ ŀ ǘǀōōƛŜƪ ŀƪŀǊŀǘłōƽƭ ǾŜȊŜǘƛ ƭŜ ς ƳƛƴǘƘŀ ƳƻƴŘƧǳƪΣ ƳŜƎǾłƭŀǎȊǘƻǘǘłƪ Ǿƻƭƴŀ ς, hanem 

Ǉƻƴǘ ŦƻǊŘƝǘǾŀΥ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ ƪŞǇŜǎǎŞƎŜƪƪŜƭ ǊŜƴŘŜƭƪŜȊǃ ǎȊŜƳŞƭȅǘ ƪǀǘŜlesek elismerni azok, 

ŀƪƛƪ ŀ ƪǸƭŘŜǘŞǎ ŎƝƳȊŜǘǘƧŜƛέ όWeber, 1996, 206 ς ƪƛŜƳŜƭŞǎŜƪ az eredetiben, BGy). 

! ǎȊǀǾŜƎōŜƴ ƳƛƴŘ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎΣ ƳƛƴŘ ŀ ƪǀǾŜǘŞǎ ǎȊŀǾŀƪ ǎȊŜǊŜǇŜƭƴŜƪ ς ƭŞƴȅŜƎŞōŜƴ ŀȊƻƴƻǎ 

ǎǵƭƭȅŀƭ ƪǀǊǸƭ ƝǊǾŀ ŀȊǘΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃƛ ōŜŦƻƭȅłǎ ƎȅŀƪƻǊƭłǎŀ ƳƛƪŞƴǘ Ǿłƭǘ łǘ ŎǎŜƭŜƪǾŞǎōŜΦ 
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²ŜōŜǊ ƳłǊ ƛǘǘ αōƛǊƪƽȊƛƪέ Barnard (1938) ƪŞǎǃōōƛ ŦŜƭƛǎƳŜǊŞǎŞǾŜƭΣ ǾŀƎȅƛǎ ŀȊ ŀǳǘƻǊƛǘłǎ όǘŜƪƛƴǘŞƭȅύ 

Şǎ ŀ ƭŜƎƛǘƛƳłŎƛƽ ƪǀȊǀǘǘƛ ƪŀǇŎǎƻƭŀǘ ƳŜƎŦƻǊŘǳƭłǎłǾŀƭΥ ŀȊ ŀǳǘƻǊƛǘłǎ ŀȊƻƪǘƽƭ ŜǊŜŘŜȊǘŜǘƘŜǘǃΣ akiket 

ǾŜȊŜǘƴŜƪΣ Şǎ ƴŜƳ ŀȊƻƪǘƽƭΣ akik vezetnek (Bakacsi, 2011). LŘŞȊȊǸƪ ŜȊǵǘǘŀƭ Barnard indifferencia 

Ȋƽƴŀ ŞǊǘŜƭƳŜȊŞǎŞǘΥ  

αaƛƴŘŜƴ ŜƎȅŞƴōŜƴ ƭŞǘŜȊƛƪ ŜƎȅ αƛƴŘƛŦŦŜǊŜƴŎƛŀ-ȊƽƴŀέΣ ŀƳŜƭȅŜƴ ōŜƭǸƭ ŀȊ ŀǳǘƻǊƛǘłǎ ǘǳŘŀǘƻǎ 

ƳŜƎƪŞǊŘǃƧŜƭŜȊŞǎŜ ƴŞƭƪǸƭ ŜƭŦƻƎŀŘƧŀ ŀȊ ǳǘŀǎƝǘłǎƻƪŀǘΦ  Χ  !Ȋ αƛƴŘƛŦŦŜǊŜƴŎƛŀ-Ȋƽƴŀέ ƪƛŦŜƧŜȊŞǎ ŀ 

ƪǀǾŜǘƪŜȊǃƪŞǇǇŜƴ ƳŀƎȅŀǊłȊƘŀǘƽΥ Iŀ ŀȊ ŞǎǎȊŜǊǼŜƴ ƳŜƎǾŀƭƽǎƝǘƘŀǘƽ ǾŀƭŀƳŜƴƴȅƛ ǳǘŀǎƝǘłǎǘ ǎƻǊōŀ 

ǊŜƴŘŜȊȊǸƪ ŀǎȊŜǊƛƴǘΣ ƘƻƎȅ ŀȊ ǳǘŀǎƝǘłǎ łƭǘŀƭ ŞǊƛƴǘŜǘǘ ǎȊŜƳŞƭȅ ǎȊłƳłǊŀ ŀȊƻƪ ƳŜƴƴȅƛǊŜ 

ŜƭŦƻƎŀŘƘŀǘƽŀƪΣ ŀƪƪƻǊ ōŜƭłǘƘŀǘƽΣ ƘƻƎȅ Ǿŀƴ ƴŞƘłƴȅΣ ŀƳŜƭȅŜƪ ŜƎȅŞǊǘŜƭƳǼŜƴ ŜƭŦƻƎŀŘƘŀǘŀǘƭŀƴƻƪΣ 

aȊŀȊ ŜȊŜƪƴŜƪ ōƛȊƻƴȅƻǎŀƴ ƴŜƳ ŦƻƎ ŜƴƎŜŘŜƭƳŜǎƪŜŘƴƛΣ Ǿŀƴ ŜƎȅ Ƴłǎƛƪ ŎǎƻǇƻǊǘΣ ŀƳŜƭȅek ǘǀōōŞ-

ƪŜǾŞǎōŞ ƪǀȊǀƳōǀǎŜƪΣ ŀȊŀȊ ǾŀƎȅ ŜƭŦƻƎŀŘƘŀǘƽŀƪΣ ǾŀƎȅ ŞǇǇŜƴ Ŏǎŀƪ ƘƻƎȅ ŜƭŦƻƎŀŘƘŀǘŀǘƭŀƴƻƪΣ Şǎ ŀ 

ƘŀǊƳŀŘƛƪ ŎǎƻǇƻǊǘ ƳƛƴŘŜƴ ƪŞǘǎŞƎŜǘ ƪƛȊłǊƽŀƴ ŜƭŦƻƎŀŘƘŀǘƽΦ 9Ȋ ǳǘƽōōƛ ŎǎƻǇƻǊǘ ŀȊΣ ŀƳŜƭy az 

αƛƴŘƛŦŦŜǊŜƴŎƛŀ-Ȋƽƴłƴέ ōŜƭǸƭ ǘŀƭłƭƘŀǘƽΦ !Ȋ ŞǊƛƴǘŜǘǘ ǎȊŜƳŞƭȅ ς ƭŜƎŀƭłōōƛǎ ŀƳƛ ŀȊ ŀǳǘƻǊƛǘłǎ 

ƪŞǊŘŞǎŞǘ ƛƭƭŜǘƛ ς ŜƭŦƻƎŀŘƧŀ ŀȊƻƪŀǘ ŀȊ ǳǘŀǎƝǘłǎƻƪŀǘΣ ŀƳŜƭȅŜƪ ŜōōŜƴ ŀ Ȋƽƴłōŀƴ ǾŀƴƴŀƪΣ Şǎ 

ǎȊłƳłǊŀ ƴŀƎȅƧłōƽƭ ƪǀȊǀƳōǀǎΣ ƘƻƎȅ Ƴƛ ŜȊ ŀȊ ǳǘŀǎƝǘłǎΦ 9Ȋ ŀȊ ǳǘŀǎƝǘłǎ ōŜƭǸƭ Ǿŀn azon a 

ǘŀǊǘƻƳłƴȅƻƴΣ ŀƳŜƭȅŜǘ łƭǘŀƭłōŀƴ ŜƭǃǊŜ ƭłǘƻǘǘ ŀƪƪƻǊΣ ŀƳƛƪƻǊ ŀ ǎȊŜǊǾŜȊŜǘǘŜƭ ƪŀǇŎǎƻƭŀǘōŀ ƭŞǇŜǘǘέ 

(Barnard, 1938, 167ς169). !Ȋ ŀǳǘƻǊƛǘłǎ ǘŜƘłǘ Barnard ƴŞȊŜǘŜƛ ǎȊŜǊƛƴǘ ŀƪƪƻǊ ǘŜƪƛƴǘƘŜǘǃ 

ŜƭŦƻƎŀŘƻǘǘƴŀƪΣ Ƙŀ ŀȊ ŜƎȅŞƴ όǎȊŜǊǾŜȊŜǘƛ ǘŀƎύ ƳŞǊƭŜƎŜƭŞǎ ƴŞƭƪǸƭ ŀ ŘƛǊŜƪǘƝǾłƪ ǎȊŜǊƛƴǘ ŎǎŜƭŜƪǎȊƛƪΦ 

YǀǾŜǘŞǎ ŜȊΣ ǾŀƎȅ ŜƴƎŜŘŜƭƳŜǎǎŞƎΚ !Ȋ ǳǘŀǎƝǘłǎƻƪ ǎȊŜǊƛƴǘƛ ŎǎŜƭŜƪǾŞǎ ŜƴƎŜŘŜƭƳŜǎǎŞƎŜǘ, az 

ŜƭŦƻƎŀŘłǎ ƪǀǾŜǘŞǎǘ ǎŜƧǘŜǘΦ ! ƘŀǘŀƭƻƳ όǳǊŀƭƻƳύ ƳǀƎǀǘǘ ƳƛƴŘƛƎ ŦǸƎƎŞǎ łƭƭΣ ŀƳŜƭȅŜǘ ǾŀƭŀƳƛ ƻƭȅŀƴ 

ƧƽǎȊłƎ ǎȊǼƪǀǎǎŞƎŜΣ ƴŜƘŜȊŜƴ ƘŜƭȅŜǘǘŜǎƝǘƘŜǘǃǎŞƎŜ Şǎ ǾŀƎȅκōƛȊƻƴȅǘŀƭŀƴǎłƎŀ ŀƭŀǇƻȊ ƳŜƎΣ ŀƳŜƭȅ 

ƧƽǎȊłƎǊŀ ŀȊ ŜƴƎŜŘŜƭƳŜǎƪŜŘǃ ǾłƎȅƛƪΣ Şǎ ŀƳƛǘ ŀ ƘŀǘŀƭƻƳ-ƎȅŀƪƻǊƭƽ ŀ ƪƻƴǘǊƻƭƭƧŀ ŀƭŀǘǘ ǘŀǊǘ (Bakacsi, 

2015, 153)Φ !Ȋ ŜƴƎŜŘŜƭƳŜǎƪŜŘǃ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎƎŜƭ όŀȊ ŀǊǊŀ Ǿŀƭƽ ƘŀƧƭŀƴŘƽǎłƎƎŀƭύ ǾƛǎȊƻƴƻȊȊŀ 

ŀ ǾłƎȅƻǘǘ ƧƽǎȊłƎ ƳŜƎǎȊŜǊȊŞǎŞǘΦ ! ƭŜŀŘŜǊǎƘƛǇ ƪǀǾŜǘŞǎŜ ŜȊȊŜƭ ǎȊŜƳōŜƴ ƛƴƪłōō csere-aktusnak 

ǘŜƪƛƴǘƘŜǘǃ όƭłǎŘ Burns, 1978, 257ς258ύΥ ŀ ōŜƻǎȊǘƻǘǘ ǾŜȊŜǘǃƛ ŜƭǾłǊłǎƻƪ ǎȊŜǊƛƴǘƛ ŎǎŜƭŜƪǾŞǎŞƴŜƪ 

jutalma a ς ƧŜƭƭŜƳȊǃŜƴ ƛƴǘǊƛƴǎƛŎ ς ƳƻǘƛǾłŎƛƽƛ ƳǀƎǀǘǘƛ ǎȊǸƪǎŞƎƭŜǘŜƪ ƪƛŜƭŞƎƝǘŞǎŜΦ ! ƪŜǘǘǃ ƪǀȊǀǘǘƛ 

ƭŞƴȅŜƎŜǎ ƪǸƭǀƴōǎŞƎΣ ƘƻƎȅ ŀ ƘŀǘŀƭƳƛ ŦǸƎƎŞǎǎŜƭ ǎȊŜƳōŜƴ ŀ ƭŜŀŘŜǊ-follower viszonyban a ŦǸƎƎŞǎ 

ƧƽǾŀƭ ƛƴƪłōō ƪǀƭŎǎǀƴǀǎ. 

aƛōǃƭ ŀŘƽŘƛƪ ŜȊ ŀȊ ŀƳōƛǾŀƭŜƴǎ όŜƴƎŜŘŜƭƳŜǎƪŜŘǃ-ƪǀǾŜǘǃύ ŞǊǘŜƭƳŜȊŞǎΚ ! ƪŀǊƛȊƳŀ ǎŀƧłǘƻǎ 

ǘŜǊƳŞǎȊŜǘǼ ŦƻƎŀƭƻƳΣ ƳƛǾŜƭ ς ƧƽƭƭŜƘŜǘ ǎȊŜƳŞƭȅƛǎŞƎǊŜ ƧŜƭƭŜƳȊǃ Ǿƻƴłǎƴŀƪ ǘǼƴƛƪ ς ǘŞƴȅƭŜƎŜǎŜƴ 

ƛƴƪłōō ŜƎȅ ƻƭȅŀƴ ǎȊŜƳŞƭȅŜǎ ƘŀƧƭŀƳǊŀ ǳǘŀƭΣ ŀƳŜƭȅ Ƴłǎƻƪŀǘ ōƛȊƻƴȅƻǎ ǾłƭŀǎȊƻƪǊŀ ƪŞǎȊǘŜǘΥ 
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ŀƘŜƭȅŜǘǘΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃƪ ǘŞƴȅƭŜƎŜǎ ǘǳƭŀƧŘƻƴǎłƎŀƛǊŀ Ƴǳǘŀǘƴŀ ǊłΣ ƛƴƪłōō ŀ ƪǀǾŜǘǃƪǊŜ ƎȅŀƪƻǊƻƭǘ 

ƘŀǘłǎǊŀ ƘŜƭȅŜȊƛ ŀ ƘŀƴƎǎǵƭȅǘ (Sy et al., 2018, 58). Ha a Weber-ƛ Şǎ ŀ .ŀǊƴŀǊŘ-i karizma-

ŞǊǘŜƭƳŜȊŞǎǘ ŜȊŜƴ ŀ ǎȊŜƳǸǾŜƎŜƴ ƪŜǊŜǎȊǘǸƭ ƴŞȊȊǸƪΣ ŀƪƪƻǊ  

- ŜƎȅŦŜƭǃƭ ƪƛǘǼƴƛƪ ŀȊΣ ƘƻƎȅ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎ-ƪǀǾŜǘŞǎ ǾŀƭƽƧłōan ŞǎȊƭŜƭŞǎ ƪŞǊŘŞǎŜΥ a 

ōŜƻǎȊǘƻǘǘ ƛƴƪłōō ƪǀǾŜǘŞǎƪŞƴǘ ǾŀƎȅ ƛƴƪłōō ŜƴƎŜŘŜƭƳŜǎǎŞƎƪŞƴǘ Şƭƛ-e meg azt? 

- ŀ ƪƛƛƴŘǳƭƽǇƻƴǘ ŀȊ ŜƭŦƻƎŀŘłǎΣ ŀ ƪǸƭŘŜǘŞǎ ŜƭƛǎƳŜǊŞǎŜ Şǎ ŀȊ ŜƭŦƻƎŀŘƻǘǘ Ȋƽƴłƴ, illetve 

ƪǸƭŘŜǘŞǎŜƴ ōŜƭǸƭ ŀȊ ǳǘŀǎƝǘłǎƴŀƪ ƳŜƎŦŜƭŜƭǃ ƳŀƎŀǘŀǊǘłǎ ƛƴƪłōō ǘǼƴƛƪ ƪǀǾŜǘŞǎƴŜƪΣ Ƴƛƴǘ 

ŜƴƎŜŘŜƭƳŜǎǎŞƎƴŜƪΤ 

- ŀ ƘŀƴƎǎǵƭȅ ŀ ƪƛǾłƭǘƻǘǘ ƳŀƎŀǘŀǊǘłǎƻƴ Şǎ ŀȊ ŀƴƴŀƪ ŜǊŜŘƳŞƴȅŜƪŞƴǘ Ŝƭǃłƭƭƽ ƪƛƳŜƴŜǘƛ 

ǘŜƭƧŜǎƝǘƳŞƴȅŜƴ όōŜǘŜƭƧŜǎŜŘŜǘǘ ƪǸƭŘŜǘŞǎŜƴύ ǾŀƴΦ 

House (1977) Ƴǳǘŀǘ Ǌł ŀǊǊŀΣ ƘƻƎȅ ŀ ƪƛǾŞǘŜƭŜǎ ǀƴōƛȊŀƭƻƳΣ ŀ ōŜŦƻƭȅłǎ ƳŜƎǎȊŜǊȊŞǎŞǊŜ Şǎ 

ƳŜƎƪǀǾŜǘŜƭŞǎŞǊŜ ƛǊłƴȅǳƭƽ ŜǊǃǘŜƭƧŜǎ ƳƻǘƛǾłŎƛƽ Şǎ ŀ ǎŀƧłǘ ƘƛŜŘŜƭƳŜƪ ŜǊƪǀƭŎǎƛ 

ƪƛŦƻƎłǎǘŀƭŀƴǎłƎłōŀƴ Ǿŀƭƽ ŜǊǃǎ ƳŜƎƎȅǃȊǃŘŞǎ ŀȊƻƪ ŀ ǾŜȊŜǘǃƛ ǎȊŜƳŞƭȅƛǎŞƎ-ǾƻƴłǎƻƪΣ ŀƳŜƭȅŜƪ ŀ 

karizmatikus leader-ǎƘƛǇ ŜƭǃȊƳŞƴȅŜƛƴŜƪ ǘŜƪƛƴǘƘŜǘǃƪΦ McClelland ς Burnham (1976) hatalmi 

ƳƻǘƛǾłŎƛƽ ŜƭƳŞƭŜǘŜ ōƻƴǘƧŀ ƪƛ ŀȊǘ ŀ ōŜŦƻƭȅłǎǊŀ ǘǀǊŜƪǾǃ ƳƻǘƛǾłŎƛƽǘΣ ŀƳŜƭȅƴŜƪ ƘŀƴƎǎǵƭȅŀ ƴŜƳ ŀ 

ǎȊŜƳŞƭȅΣ ƘŀƴŜƳ ŀȊ łƭǘŀƭŀ ǾŜȊŜǘŜǘǘ ƛƴǘŞȊƳŞƴȅ ǎƛƪŜǊŞƴ Ǿŀƴ ς ŀ ƘŀǘŀƭƳƛ ƳƻǘƛǾłŎƛƽ ŜȊŜƴ αǘłǊǎŀǎέ 

ŞǊǘŜƭƳŜȊŞǎŞƴŜƪ ƭŞƴȅŜƎŜ ŀ Ƨƽ ǘŜƭƧŜǎƝǘƳŞƴȅǊŜ ǀǎȊǘǀƴȊǃ ƳƛƪǊƻ-ƪƭƝƳŀ ƳŜƎǘŜǊŜƳǘŞǎŜΣ ŀƳƛ 

ŞǇǇŜƴǎŞƎƎŜƭ ŀ ǎȊŜƳŞƭȅŜǎ ƘŀǘŀƭƳƛ ŀƳōƝŎƛƽƪ ǾƛǎǎȊŀŦƻƎƻǘǘǎłƎłǾŀƭ ƧłǊΦ 

House et al. (1991) a McClelland-ŦŞƭŜ ŜƭƳŞƭŜǘŜǘ Şǎ ŀƴƴŀƪ ƪƛǘŜǊƧŜǎȊǘŞǎŞǘ ό[at Ґ [ŜŀŘŜǊ aƻǘƛǾŜ 

tǊƻŦƛƭŜύ ƛƴǘŜƎǊłƭǘłƪ ǎŀƧłǘ ƳƻŘŜƭƭƧǸƪōŜΥ ŀƘƘƻȊΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃ ŀ ƪǀǾŜǘǃƪ ǾłƭǘƻȊłǎƘƻȊ ŜƭŞƎǎŞƎŜǎ 

ƪǊƛǘƛƪǳǎ ǘǀƳŜƎŞǘ ƳƻȊƎƽǎƝǘŀƴƛ ǘǳŘƧŀ ŀ ƪǀǾŜǘǃƪ Şǎ ŀ ƪǀȊǀǎǎŞƎ ǾƝȊƛƽƛǘ ƳŜƎƧŜƭŜƴƝǘǃ ǾŜȊŜǘǃƛ ƧǀǾǃƪŞǇ 

ƳŜƎǾŀƭƽǎƝǘłǎłǊŀΣ ŀ όǘłǊǎŀǎύ ƘŀǘŀƭƳƛ ƳƻǘƛǾłŎƛƽ ƳŀƎŀǎ ǎȊƛƴǘƧŞǾŜƭ ƪŜƭƭ ǊŜƴŘŜƭƪŜȊƴƛŜΦ aƛƴǘƘƻƎȅ 

ŀȊƻƴōŀƴ ŜȊ ŀ ƪǀǾŜǘǃƪ ŜƎȅ ǊŞǎȊŞƴŜƪ ŜƭƭŜƴłƭƭłǎłǘ ς Şǎ ƪǊƛǘƛƪłƧłǘ ς ǾłƭǘƧŀ ƪƛΣ ŀ ǾŜȊŜǘǃ ǾƛǎȊƻƴȅŀ 

ŜȊŜƪƘŜȊ ƪǀȊǀƳōǀǎΣ ŀƳƛ ŀȊ ŀŦŦƛƭƛłŎƛƽǎ ƳƻǘƛǾłŎƛƽ ǊŜƭŀǘƝǾŜ ŀƭŀŎǎƻƴȅ ƳŞǊǘŞƪŞǾŜƭ ƧłǊ ŜƎȅǸǘǘΦ 

Trice ς Beyer (1986) ŀ ƪǀǾŜǘƪŜȊǃ ǀǘ ǘŞƴȅŜȊǃōŜƴ ŦƻƎƭŀƭƧŀ ǀǎǎȊŜ ŀ ²ŜōŜǊ-i (szociologikus) 

ƪŀǊƛȊƳŀ ŞǊǘŜƭƳŜȊŞǎǘΥ όмύ ŜƎȅ ǊŜƴŘƪƝǾǸƭƛ ǘŜƘŜǘǎŞƎǼ ǎȊŜƳŞƭȅΣ όнύ ŜƎȅ ǘłǊǎŀŘŀƭƳƛ ŞǊǘŜƭŜƳōŜƴ 

ǾłƭǎłƎƻǎΣ ŘŜ ƭŜƎŀƭłōō ƛǎ ƴŜƘŞȊ ƘŜƭȅȊŜǘΣ όоύ ŀ ǾłƭǎłƎ ƎȅǀƪŜǊŜǎ ƳŜƎƻƭŘłǎłǊŀ ŀƭƪŀƭƳŀǎ 

ŜƭƪŞǇȊŜƭŞǎŜƪ ƘŀƭƳŀȊŀΣ όпύ ƻƭȅŀƴ ƪǀǾŜǘǃƪ ƘŀƭƳŀȊŀΣ ŀƪƛƪ ŀ ƪƛǾŞǘŜƭŜǎ ǎȊŜƳŞƭȅƛǎŞƎŜǘ ǾƻƴȊƽƴŀƪ 

ǘŀƭłƭƧłƪ Şǎ ƳŜƎ Ǿŀƴƴŀƪ ƎȅǃȊǃŘǾŜ ŀǊǊƽƭΣ ƘƻƎȅ ŀȊ ƪǀȊǾŜǘƭŜƴǸƭ ƪǀǘǃŘƛƪ ǘǊŀƴǎȊŎŜƴŘŜƴǎ 

ƘŀǘŀƭƳŀƪƘƻȊΣ ǾŞƎǸƭ όрύ ƛǎƳŞǘƭǃŘǃ ǎƛƪŜǊŜƪ ƘƛǘŜƭŜǎƝǘƛƪ ŀ ƪƛŜƳŜƭƪŜŘǃ ǘŜƘŜǘǎŞƎŜǘ Şǎ 
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ǘǊŀƴǎȊŎŜƴŘŜƴŎƛłǘΦ bŞȊŜǘǸƪ ǎȊŜǊƛƴǘ ƳƛƴŘ ŜȊŜƪ ŜƎȅǸǘǘ łƭƭłǎŀ ƴŞƭƪǸƭǀȊƘŜǘŜǘƭŜƴ ŀƘƘƻȊΣ ƘƻƎȅ ŀ 

ƪŀǊƛȊƳŀΣ Ƴƛƴǘ ǎȊƻŎƛƻƭƽƎƛŀƛ ƧŜƭŜƴǎŞƎ ŦŜƭǎȊƝƴǊŜ ƪŜǊǸƭƧǀƴ (House, 1999, 563). 

A neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ǇŀǊŀŘƛƎƳŀ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎǎłƎƻǘ ǘłǊǎŀŘŀƭƳƛ-ǎȊƻŎƛƻƭƽƎƛŀƛ ƘŜƭȅŜǘǘ ƛƴƪłōō 

szervezeti ǘŞƴȅŜȊǃƪŞƴǘ ŞǊǘŜƭƳŜȊƛ, Şǎ ŀ ǾŜȊŜǘǃ ǎȊŜƳŞƭȅŜǎ ǘǳƭŀƧŘƻƴǎłƎŀƛ όŀ ƪƛǾłƭƽǎłƎΣ ŀ αƴŀƎȅ 

ŜƳōŜǊέ ƘŀƴƎǎǵƭȅƻȊłǎŀύ ƘŜƭȅŜǘǘ ƛƴƪłōō ŀ ƪǀǾŜǘŞǎǘ ƪƛǾłƭǘƽ ƳŀƎŀǘŀǊǘłǎt ƘŜƭȅŜȊƛ ƪǀȊŞǇǇƻƴǘōŀΦ 

A neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŞǊǘŜƭƳŜȊŞǎ Ŝƭǎǃ αŦŀƴŦłǊƧŀƛǘέ IƻǳǎŜ ƛƭƭŜǘǾŜ .ǳǊƴǎ αŦǵƧƧłƪ ƳŜƎέΥ 

Ŝƭǃōōƛ ŀ ǾłƭǘƻȊłǎ-ǾŜȊŜǘŞǎǘ, ǳǘƽōōƛ ŀ ƳŀƎŀǎǊŜƴŘǼ ǎȊǸƪǎŞƎƭŜǘŜƪ ƪƛŜƭŞƎƝǘŞǎŞƴŜƪ ǾŜȊŜǘǃƛ 

ǎȊłƴŘŞƪłǘ ƪŀǇŎǎƻƭƧŀ ŀ ŦƻƎŀƭƻƳƘƻȊΦ 

Weber ƪǸƭŘŜǘŞǎ ŞǊǘŜƭƳŜȊŞǎŞǘ ǘƻǾłōō ŦŜƧƭŜǎȊǘǾŜ ugyancsak House (1977) Ƴǳǘŀǘ Ǌł ŀǊǊŀΣ ƘƻƎȅ ŀ 

ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃƪ ƭŞƴȅŜƎŞōŜƴ ǾłƭǘƻȊłǎ-ǾŜȊŜǘǃƪΣ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭǘƻȊłǎƻƪƘƻȊ 

ƴŞƭƪǸƭǀȊƘŜǘŜǘƭŜƴ ƪƻŎƪłȊŀǘ-Ǿłƭƭŀƭłǎƛ ƘŀƧƭŀƴŘƽǎłƎƎŀƭΣ łƭƭƘŀǘŀǘƻǎǎłƎƎŀƭΣ ŜƭǎȊłƴǘǎłƎƎŀƭ Şǎ 

ƪƛǘŀǊǘłǎǎŀƭΦ ! ǾłƭǘƻȊłǎ-ǾŜȊŜǘǃƛ szerep ǳƎȅŀƴŀƪƪƻǊ Ƨƽƭ ŞǊǘŜƭƳŜȊƘŜǘǃǾŞ ǘŜǎȊƛ ŀ ƪŀǊƛȊƳŀ ŞǎȊƭŜƭǘ 

ǘŜǊƳŞǎȊŜǘŞǘ ƛǎΥ ŀ ǾłƭǘƻȊǘŀǘłǎƛ ǎȊłƴŘŞƪ ŜƭƭŜƴłƭƭłǎǘ Ǿłƭǘ ƪƛ ŀ ǎǘŀǘǳǎ ǉǳƻ ƪŜŘǾŜȊƳŞƴȅŜȊŜǘǘƧŜƛōǃƭΣ 

akƛƪ ŜƴƴŜƪ Ŧƻƭȅǘłƴ ƴŜƳ ŦƻƎƧłƪ ƪŀǊƛȊƳŀǘƛƪǳǎƴŀƪ ŞǎȊƭŜƭƴƛ ǃǘΣ ƛƴƪłōō ƴŜƎŀǘƝǾ ǎȊƝƴōŜƴ ƭłǘƧłƪΦ 

Burns (1978) ƪƻǊǎȊŀƪƻǎ ƧŜƭŜƴǘǃǎŞƎǼ ƪǀƴȅǾŞōŜƴ ƪŞǘ ǾŜȊŜǘǃ-ǘƝǇǳǎǘ ƪǸƭǀƴōǀȊǘŜǘ ƳŜƎΥ ŀȊ 

ǸȊƭŜǘƪǀǘǃ όǘǊŀƴǎŀŎǘƛƻƴŀƭύ Şǎ ŀȊ łǘŀƭŀƪƝǘƽ όǘǊŀƴǎŦƻǊƳŀǘƛƻƴŀƭύ ƭŜŀŘŜǊǘΦ ! ƪŜǘǘǃōŜƴ ƪǀȊǀs az, hogy 

ŀ ƭŜŀŘŜǊǎƘƛǇ ƭŞƴȅŜƎŞƴŜƪ ŀ ŎǎŜǊŞǘ ǘŜƪƛƴǘƛΣ ŀ ƳŜƎƪǸƭǀƴōǀȊǘŜǘŞǎ ŀȊƻƴ ŀƭŀǇǳƭΣ ƘƻƎȅ ǾŜȊŜǘǃ Şǎ 

ƪǀǾŜǘǃ Ƴƛǘ ƛǎ ŎǎŜǊŞƭƴŜƪ ƪƛΚ .ǳǊƴǎ ŞǊǘŜƭƳŜȊŞǎŞōŜƴΥ  

- ŀ ƭŜŀŘŜǊǎƘƛǇ ŀ ƪǀȊǀǎ-ƪƻƭƭŜƪǘƝǾ ŎŞƭƘƻȊ ƪǀǘǃŘƛƪΣ Şǎ ƘŀǘŞƪƻƴȅǎłƎŀ ŀȊ ŜƳōŜǊƛ ǎȊǸƪǎŞƎƭŜǘŜƪ 

Şǎ ǾłǊŀƪƻȊłǎƻƪ ƪƛŜƭŞƎƝǘŞǎŞǊŜ ƛǊłƴȅǳƭƽ ǎȊłƴŘŞƪōŀƴ Şǎ ǾłƭǘƻȊłǎōŀƴ ƳŞǊƘŜǘǃ ƳŜƎΤ ŜȊŜƴ 

ōŜƭǸƭ 

- ŀȊ ǸȊƭŜǘƪǀǘǃ ƭŜŀŘŜǊǎƘƛǇ ƪƻƴƪǊŞǘΣ ǾŜȊŜǘǃ Şǎ ƪǀǾŜǘǃ ǎȊłƳłǊŀ ƘŀǎȊƴƻǎ ŘƻƭƎƻƪ ƪǀƭŎǎǀƴǀǎ 

ŎǎŜǊŞƧŞǘ ƧŜƭŜƴǘƛΣ ƳƝƎ 

- ŀȊ łǘŀƭŀƪƝǘƽ ƭŜŀŘŜǊ ƳŀƎŀǎǊŜƴŘǼ ƳƻǘƛǾłŎƛƽƪ ƪƛŜƭŞƎƝǘŞǎŞǊŜ ǘǀǊŜƪǎȊƛƪΣ Şǎ ŦƛƎȅŜƭƳŞǘ ŀ ƪǀǾŜǘǃ 

ǘŜƭƧŜǎ ǎȊŜƳŞƭȅƛǎŞƎŞǊŜ ƪƻƴŎŜƴǘǊłƭƧŀΦ !Ȋ łǘŀƭŀƪƝǘƽ ǾŜȊŜǘǃ ς ƪǀǾŜǘǃ ǾƛǎȊƻƴȅ ƪǀƭŎǎǀƴǀǎŜƴ 

ǎŜǊƪŜƴǘǃ Şǎ ŜƳŜƭƪŜŘŜǘǘΣ Şǎ ƎȅŀƪǊŀƴ ǾłƭǘƻȊǘŀǘƧŀ ŀ ƪǀǾŜǘǃǘ ǾŜȊŜǘǃǾŞΣ ŀ ǾŜȊŜǘǃǘ ǇŜŘƛƎ ŀȊ 

ŜǊƪǀƭŎǎ ƪŞǇǾƛǎŜƭǃƧŞǾŞ όƳƻǊŀƭ ŀƎŜƴǘύ (Burns, 1978, 4). 

.ǳǊƴǎ ŀȊ łǘŀƭŀƪƝǘƽ ǾŜȊŜǘǃ ŦƻƎŀƭƳŀǘ ǀǎǎȊŜƪŀǇŎǎƻƭƧŀ ŀ ƘǃǎƛŜǎǎŞƎƎŜƭΣ ƪŀǊƛȊƳŀǘƛƪǳǎǎłƎƎŀƭΦ ! 

ƳƻǊłƭƛǎ ƭŜŀŘŜǊǎƘƛǇ ǎȊŜǊƛƴǘŜ ŞǊǘŞƪŀƭŀǇǵ Şǎ ŜƎȅŞǊǘŜƭƳǼŜƴ ƻƭȅŀƴ ǘłǊǎŀŘŀƭƳƛ ǾłƭǘƻȊłǎƻƪƘƻȊ ǾŜȊŜǘΣ 
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ŀƳŜƭȅŞǊǘ ŀ ǾŜȊŜǘǃ ŦŜƭŜƭǃǎǎŞƎŜǘ ŞǊŜȊ Şǎ ǾłƭƭŀƭΦ .ǳǊƴǎ ƭŜŀŘŜǊ-Ŝ ŜǊƪǀƭŎǎƛƭŜƎ ŦŜƭŜƳŜƭǃΣ Şǎ ǘǳŘŀǘƻǎŀƴ 

ǘǀǊŜƪǎȊƛƪ ƪǀǾŜǘǃƛǘ ƭŜŀŘŜǊ-ŜƪƪŞ ŦŜƧƭŜǎȊǘŜƴƛ όłǘŀƭŀƪƝǘƽύ (Avolio, 2000, 741). 

Bennis ς Nanus (1985), majd Nanus (1992) ƪǸƭŘŜǘŞǎ Şǎ ƪǀȊǀǎόǎŞƎƛύ ŎŞƭ ƎƻƴŘƻƭŀǘłǘ ŜƭƳŞƭȅƝǘǾŜ 

ǾŜȊŜǘƛƪ ōŜ ŀ ǾŜȊŜǘǃƛ ƧǀǾǃƪŞǇ όǾƝȊƛƽύ ŦƻƎŀƭƳŀǘΥ αƴƛƴŎǎ ŀƴƴłƭ ŜǊǃǎŜōō ƘŀƧǘƽŜǊǃ ŀ ǎȊŜǊǾŜȊŜǘƛ 

ƪƛǾłƭƽǎłƎ Şǎ ŀ ƘƻǎǎȊǵǘłǾǵ ǎƛƪŜǊŜǎǎŞƎ ŜƭŞǊŞǎŞǊŜΣ Ƴƛƴǘ ŀ ƧǀǾǃƴŜƪ ŜƎȅ ǎȊŞƭŜǎƪǀǊōŜƴ ƻǎȊǘƻǘǘ ǾƻƴȊƽΣ 

ŞǊŘŜƳƛ Şǎ ŜƭŞǊƘŜǘǃ ǾƝȊƛƽƧŀέ (Nanus, 1992, 3). 

1. ǘłōƭłȊŀǘΥ ! ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ǘǳƭŀƧŘƻƴǎłƎŀƛ Şǎ ƳŀƎŀǘŀǊǘłǎƳƛƴǘłƛ /ƻƴƎŜǊςKanungo 

Szakasz-ƳƻŘŜƭƭƧŜ ŀƭŀǇƧłƴ 

 
мΦ ǎȊŀƪŀǎȊΥ ŀ ƪǀǊƴȅŜȊŜǘƛ 
ƪƻƴǘŜȄǘǳǎ Şǎ ŀ ƧŜƭŜƴƭŜƎƛ 
ƘŜƭȅȊŜǘ ƪǊƛǘƛƪŀƛ ŞǊǘŞƪŜƭŞǎŜ 

2. szakasz: szervezeti 
ŎŞƭƻƪ ƳŜƎŦƻƎŀƭƳŀȊłǎŀ Şǎ 

ŀǊǘƛƪǳƭłŎƛƽƧŀ 

3. szakasz: a ƳŜƎǾŀƭƽǎƝǘłǎ 
ƳƽŘƧłƴŀƪ Şǎ ŜǎȊƪǀȊŞnek 

ǎȊŜƳƭŞƭǘŜǘŞǎŜ 

Az adott 
szakaszra 
ƧŜƭƭŜƳȊǃ 

karizmatikus 
ǾŜȊŜǘǃƛ 

ǘǳƭŀƧŘƻƴǎłƎƻƪ 
illetve 

ƳŀƎŀǘŀǊǘłǎƻƪ 

! ǎǘŀǘǳǎ ǉǳƻ ƘƛłƴȅƻǎǎłƎŀƛ 
ŦŜƭƛǎƳŜǊŞǎŞƴŜƪ 
ƪŞǇŜǎǎŞƎŜ  

! ƧŜƭŜƴƭŜƎƛǘǃƭ ƭŞƴȅŜƎŜǎen 
ŜƭǘŞǊǃ, ŜǎȊƳŞƴȅƝǘŜǘǘ 

ƧǀǾǃƪŞǇ ƳŜƎŦƻƎŀƭƳŀȊłǎŀ 

Eredeti, szokatlan, 
ǵƧǎȊŜǊǼΣ ǘłǊǎŀŘŀƭƳƛ 
ǎȊŀōłƭȅƻƪǘƽƭ ŜƭǘŞǊǃ 

9Ǌǃǎ ƪŞǎȊǘŜǘŞǎ ŀ ǎǘŀǘǳǎ 
ǉǳƻ ƳŜƎǾłƭǘƻȊǘŀǘłǎłǊŀ 

SzerethŜǘǃΣ ŀȊƻƴƻǎǳƭłǎǊŀ 
Şǎ ƪǀǾŜǘŞǎǊŜ ŞǊŘŜƳŜǎ, 
ƪǀȊǀǎŜƴ ŞǊǘŜƭƳŜȊŜǘǘ 
ǘłǾƭŀǘƻƪ ƳŜƎŦƻƎŀƭƳŀȊłǎŀ 

{ȊŀǾŀƘƛƘŜǘǃ ƘƛǘŜƭŜǎǎŞƎΣ 
ǎȊŜƳŞƭȅŜǎ ƪƻŎƪłȊŀǘƻƪŀǘ 
Şǎ łƭŘƻȊŀǘƻǘ ƛǎ Ǿłƭƭŀƭƽ 
ǎȊŜƴǾŜŘŞƭȅŜǎ ƪŞǇǾƛǎŜƭŜǘ 

! ƪǀǾŜǘǃƪ ƘŀƧƭŀƳŀƛƴŀƪΣ 
ƪŞǇŜǎǎŞƎŜƛƴŜƪΣ 
ǎȊǸƪǎŞƎƭŜǘŜƛƴŜƪ Şǎ 

ŜƭŞƎŜŘŜǘǘǎŞƎŞƴŜƪ Ǉƻƴǘƻǎ 
ŦŜƭƳŞǊŞǎŜ 

! ƧǀǾǃōŜƭƛ ŎŞƭƻƪ ŜǊǃǘŜƭƧŜǎ 
Şǎ ƛƴǎǇƛǊłƭƽ ŀǊǘƛƪǳƭłŎƛƽƧŀ 

{ȊŀƪŞǊǘŜƭŜƳ ŀ ŦŜƴƴłƭƭƽ 
ǊŜƴŘ ƳŜƎŀƘŀƭŀŘłǎłǊŀ 

alkalmas, nem 
ǎȊƻƪǾłƴȅƻǎ ŜǎȊƪǀȊǀƪ 
ŀƭƪŀƭƳŀȊłǎłōŀƴ 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ /ƻƴƎŜǊ ς Kanungo, 1998, 48ςрт ŀƭŀǇƧłƴ 

!Ȋ ǸȊƭŜǘƪǀǘǃ Şǎ ŀȊ łǘŀƭŀƪƝǘƽ ǾŜȊŜǘǃ-ǘƝǇǳǎƻƪŀǘ Kotter (1990) ƻǇŜǊŀŎƛƻƴŀƭƛȊłƭƧŀ ǾŜȊŜǘǃƛ 

ǎȊŜǊŜǇŜƪƪŞΣ Ŝƭǃōōƛǘ ŀ ƳŀƴŀƎŜǊ-ƪŞƴǘΣ ǳǘƽōōƛǘ ŀ ƭŜŀŘŜǊ-ƪŞƴǘ ŎƝƳƪŞȊǾŜΦ YƻǘǘŜǊ ŀ ƭŜŀŘŜǊ-szerepet 

ŜƎȅōŜƴ ǀǎǎȊŜƪŀǇŎǎƻƭƧŀ ŀ ǾłƭǘƻȊłǎ ǾŜȊŜǘŞǎǎŜƭ όŎƘŀƴƎŜ-agent) is. 

/ƻƴƎŜǊ Şǎ YŀƴǳƴƎƻ όмффуύ szakasz-ƳƻŘŜƭƭƧǸƪōŜƴ ŦƛƴƻƳƝǘƧłƪ Şǎ ƪƛōƻƴǘƧłƪ ŀ ƪarizmatikus 

ǾŜȊŜǘǃƪ ǾłƭǘƻȊłǎ-ǾŜȊŜǘŞǎǊŜ ƪŞǇŜǎƝǘǃ ǘǳƭŀƧŘƻƴǎłƎŀƛǘ Şǎ ƳŀƎŀǘŀǊǘłǎŀƛǘΣ ŜƎȅōŜƴ ǘƻǾłōō ŦŜƧƭŜǎȊǘǾŜ 

YƻǘǘŜǊ ƭŜŀŘŜǊ ǎȊŜǊŜǇ ŞǊǘŜƭƳŜȊŞǎŞǘ ƛǎ όƭłǎŘ мΦ ǘłōƭłȊŀǘύ. 

! D[h.9 ƪǳǘŀǘłǎ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ-ŀƭŀǇǵ ƭŜŘŜǊǎƘƛǇŜǘ ŀ ǾŜȊŜǘǃ ƻƭȅŀƴ ƪŞǇŜǎǎŞƎŜƪŞƴǘ 

ƘŀǘłǊƻȊȊŀΣ ƳŜƎΣ ŀƳŜƭȅƴŜƪ ǊŞǾŞƴ ǎȊƛƭłǊŘ ƳŜƎƎȅǃȊǃŘŞǎǎŜƭ Ǿŀƭƭƻǘǘ ŞǊǘŞƪŜƛ ǊŞǾŞƴ ƛƴǎǇƛǊłƭƧŀΣ 

ƳƻǘƛǾłƭƧŀ ƪǀǾŜǘǃƛǘ, Şǎ ƪƛŜƳŜƭƪŜŘǃ ƪƛƳŜƴǃ ǘŜƭƧŜǎƝǘƳŞƴȅǘ ǾłǊ Ŝƭ ǘǃƭǸƪ (House et al. 2004, 14). 
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¢ŜƎȅǸƪ ŦŜƭ ŀ ƪŞǊŘŞǎǘΥ ƳƛŞǊǘ ƪǀǾŜǘƪŜȊƛƪ ōŜ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ǇŀǊŀŘƛƎƳŀǾłƭǘłǎ ŀ ƭŜŀŘŜǊǎƘƛǇ 

ƛǊƻŘŀƭƻƳōŀƴΚ bŞȊŜǘŜƳ ǎȊŜǊƛƴǘ ŜƴƴŜƪ ƳŀƎȅŀǊłȊŀǘłǘ ŀ ƪǀǾŜǘǃƪ ŦŜƭǃƭ ŞǊǘƘŜǘƧǸƪ ƳŜƎΗ  

Argyris (1957, 1973) ŞǊŜǘǘǎŞƎ ƪƻƴŎŜǇŎƛƽƧŀ Ƴǳǘŀǘ Ǌł ŀǊǊŀΣ ƘƻƎȅ ŀ ƪǀǾŜǘǃƪ ŀ ƎȅŜǊƳŜƪ-ŦŜƭƴǃǘǘ 

όŞǊŜǘƭŜƴǎŞƎ-ŞǊŜǘǘǎŞƎύ ƪƻƴǘƛƴǳǳƳƻƴ ŜƎȅǊŜ ƛƴƪłōō ŀȊ ŞǊŜǘǘǎŞƎ ŦŜƭŞ ŜƭƳƻȊŘǳƭǾŀΣ ŜƎȅǊŜ ƳŀƎŀǎŀōō 

ǎȊƛƴǘǼ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ƪŞǇŜǎǎŞƎƎŜƭ Şǎ ƘŀƧƭŀƴŘƽǎłƎƎŀƭ ƭŞǇƴŜƪ ōŜ ŀ Ƴǳƴƪŀ ǾƛƭłƎłōŀΦ 

Hackman ς Lawler (1971) ǊłƳǳǘŀǘ ŜƴƴŜƪ ŀ ƳƻǘƛǾłŎƛƽǎ ƘłǘǘŜǊŞǊŜΥ ŜǊǃǘŜƭƧŜǎ ŀȊ ŜƭƳƻȊŘǳƭłǎ ŀ 

ƳŀƎŀǎŀōō ǊŜƴŘǼ όƛƴǘǊƛƴǎƛŎύ ǎȊǸƪǎŞƎƭŜǘŜƪ ƪƛŜƭŞƎƝǘŞǎŜ ŦŜƭŞ όǾłƭǘƻȊŀǘƻǎǎłƎΣ ŀǳǘƻƴƽƳƛŀΣ ƳǳƴƪłǾŀƭ 

Ǿŀƭƽ ŀȊƻƴƻǎǳƭłǎΣ ŀ ǘŜƭƧŜǎƝǘƳŞƴȅǊǃƭ Ǿŀƭƽ ǾƛǎǎȊŀƧŜƭȊŞǎύΦ !Ȋ ŞǊŜǘǘǎŞƎǊŜ Ƴƛƴǘ ŦǸƎƎŜǘƭŜƴ ǾłƭǘƻȊƽǊŀ 

Hersey et al. (1996) ŞǇƝǘŜƴŜƪ όǎȊƛǘǳŀǘƝǾύ ƭŜŀŘŜǊǎƘƛǇ ŜƭƳŞƭŜǘŜǘΣ ǊłƳǳǘŀǘǾŀΣ ƘƻƎȅ ŀȊ ŞǊŜǘǘ όƪŞǎȊ 

Şǎ ƪŞǇŜǎύ ǎȊŜƳŞƭȅƛǎŞƎŜƪ ǾŜȊŜǘŞǎŞōŜƴ ŀ ŦŜƭŀŘŀǘƻǊƛŜƴǘłƭǘ ǾŜȊŜǘŞǎƛ ŜƭŜƳŜƪ ŜƭǘǼƴƴŜƪ ŀ ǇƻȊƝŎƛƽōƽƭ 

ŦŀƪŀŘƽ ƘŀǘŀƭƳƛ ŜǎȊƪǀȊǀƪƪŜƭ ŜƎȅǸǘǘΣ ŀ ǾŜȊŜǘǃ Ŏǎŀƪ ǎȊŜƳŞƭȅŜǎ ƘŀǘŀƭƳƛ ŦƻǊǊłǎŀƛǊŀ ς ǎȊŀƪŞǊǘŜƭŜƳǊŜ 

Şǎ ŀ French-Raven-ƛ όмфрфύ ŞǊǘŜƭŜƳōŜƴ ǾŜǘǘ ǊŜŦŜǊŜƴǎ ƘŀǘŀƭƻƳǊŀ όŀȊŀȊ ŀ ƪŀǊƛȊƳłǊŀύ ς 

ǘłƳŀǎȊƪƻŘƘŀǘΦ 

A karizmatikus illetve neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ǇŀǊŀŘƛƎƳłǘ ƪŞǘ ǎȊŜƳǇƻƴǘ ƳŜƴǘŞƴ ǾŜǘƧǸƪ 

ǀǎǎȊŜΥ 

- ǎȊŞƭŜǎŜōō ŞǊǘŜƭŜƳōŜƴ ŀ ƪŞǘ ƭŜŀŘŜǊǎƘƛǇ ǇŀǊŀŘƛƎƳŀ ŜƭǘŞǊǃ ǾŜȊŜǘŞǎƛ-szervezŜǘƛ ǇŀǊŀŘƛƎƳłƪ 

ƪŜǊŜǘŜƛ ƪǀȊŞ ƛƭƭŜǎȊǘƘŜǘǃƪ ς a ǾŜȊŜǘŞǎƛ-ǎȊŜǊǾŜȊŜǘƛ ǇŀǊŀŘƛƎƳłƪǊƽƭ ōǃǾŜōōŜƴ ƭłǎŘΥ (Bakacsi, 

2015); 

- ǎȊǼƪŜōō ŞǊǘŜƭŜƳōŜƴ ŀȊ ŞǊŜǘǘǎŞƎ ŜƭƳŞƭŜǘ ƛȊƎŀƭƳŀǎ ƭŜƘŜǘǃǎŞƎŜǘ ǘŜǊŜƳǘ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ 

a neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ǎȊŞǘǾłƭŀǎȊǘłǎłǊŀ ς ƳƛƴŘŜȊǘ ŀ ƪǀǾŜǘǃ ǇŜǊǎǇŜƪǘƝǾłƧłōƽƭ 

όǾŜƎȅǸƪ ŞǎȊǊŜΥ ŀ ōŜƻǎȊǘƻǘǘƛ ŞǊŜǘǘǎŞƎ ŀ ǾŜȊŜǘŞǎƛ-ǎȊŜǊǾŜȊŜǘƛ ǇŀǊŀŘƛƎƳŀ ŜƎȅƛƪ ŦǸƎƎŜǘƭŜƴ 

ǾłƭǘƻȊƽƧŀύΦ  

A Weber-ƛ όƪƭŀǎǎȊƛƪǳǎύ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŜ ƛƴƪłōō ŀȊ !ǊƎȅǊƛǎ-ƛ ƪƻƴǘƛƴǳǳƳ ŞǊŜǘƭŜƴΣ ƳƝƎ 

a neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃŞ ƛƴƪłōō ŀȊ ŞǊŜǘǘ ǾŞƎǇƻƴǘƧłƘƻȊ Ǿŀƴ ƪǀȊŜƭŜōōΦ 

! ƪƭŀǎǎȊƛƪǳǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŜ ƳŞƎ ƴŜƳ ǀƴłƭƭƽ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ όƪƻƳǇƭŜȄebb 

ǇǊƻōƭŞƳłƪ ǘŜƪƛƴǘŜǘŞōŜƴ ƭŜƎŀƭłōōƛǎ ōƛȊǘƻǎŀƴ ƴŜƳύΣ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎŞ ǾƛǎȊƻƴǘ ƳłǊ ŀȊΦ 

! ƪƭŀǎǎȊƛƪǳǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ŘƻƳƛƴłƴǎŀƴ ƳŀƎŀǘŀǊǘłǎ όōǸǊƻƪǊŀǘƛƪǳǎύ ƪƻƴǘǊƻƭƭǘΣ ƳƝƎ ŀ ƴŜƻ-

ƪŀǊƛȊƳŀǘƛƪǳǎ ǘŜƭƧŜǎƝǘƳŞƴȅ όǇƛŀŎƛύ ǾŀƎȅ ƪƭłƴ ƪƻƴǘǊƻƭƭǘ ƎȅŀƪƻǊƻƭΦ 9ƭǃōōƛ ŜƎȅŜƴŜǎ ƪǀǾŜǘƪŜȊƳŞƴȅŜ 
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ŀȊ ǀƴłƭƭƽ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ƪŞǇŜǎŞƎ ƘƛłƴȅłƴŀƪΦ ¦ǘƽōōƛ ŜǎŜǘŞōŜƴ ŀ ƪǀǾŜǘǃƛ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ 

ƪŞǇŜǎǎŞƎ ƳłǊ ƧŜƭŜƴ ǾŀƴΣ ƝƎȅΥ 

- ŜƭƛǎƳŜǊǘǎŞƎ ƳƻǘƛǾłŎƛƽǎ ǎȊƛƴǘ ŜǎŜǘŞƴ ŀ ƪƛƳŜƴǃ ǘŜƭƧŜǎƝǘƳŞƴȅ Ŧǀƭǀǘǘƛ ŀƭƪǳ Şǎ ŀ ǘŞƴȅƭŜƎŜǎŜƴ 

ǘŜƭƧŜǎƝǘƳŞƴȅ ŀƭŀǇƧłƴ ǘǀǊǘŞƴǃ ǾƛǎǎȊŀŎǎŀǘƻƭłǎΣ 

- ǀƴƳŜƎǾŀƭƽǎƝǘłǎ ƳƻǘƛǾłŎƛƽ ŜǎŜǘŞƴ ŀ ŘǀƴǘŞǎŜƪ ŀƭŀǇǾŜǘǃ ƪƻƎƴƛǘƝǾ όƘƛŜŘŜƭŜƳ ǘŜǊƳŞǎȊŜǘǼύ, 

ƛƭƭŜǘǾŜ ǇǊŜŦŜǊŜƴŎƛłƭƛǎ όŞǊǘŞƪύ ǇǊŜƳƛǎǎȊłƛōŀƴ Ǿŀƭƽ ŜƭǃȊŜǘŜǎ ƳŜƎłƭƭŀǇƻŘłǎ 

ŀ ƪƻƴǘǊƻƭƭ ƎȅŀƪƻǊƭłǎ ƳƽŘƧŀΦ 

! ƪƭłƴ ƪƻƴǘǊƻƭƭ ŀƭƪŀƭƳŀȊłǎłǘ Schein (1992, 229) ŀ ƪǀǾŜǘƪŜȊǃƪŞǇǇŜƴ ƝǊƧŀ ƭŜΥ α! ƭŜƎŜƎȅǎȊŜǊǼōō 

ƳŀƎȅŀǊłȊŀǘ ŀǊǊŀΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃƪ ƘƻƎȅŀƴ ŞǊǘŜǘƛƪ ƳŜƎ ǸȊŜƴŜǘŜƛƪŜǘΣ ƴŜƳ ƳłǎΣ Ƴƛƴǘ ŀ 

ƪŀǊƛȊƳłƧǳƪƻƴ ƪŜǊŜǎȊǘǸƭ ς ŜȊŜƴ ǊŜƧǘŞƭȅŜǎ ǘǳƭŀƧŘƻƴǎłƎƻƴ ōŜƭǸƭ ŀȊ ŜƎȅƛƪ ƭŜƎŦƻƴǘƻǎŀōō ŜƭŜƳ ŀ 

ƭŜŀŘŜǊ ŀȊƻƴ ƪŞǇŜǎǎŞƎŜΣ ƘƻƎȅ ŜƭŜǾŜƴŜƴΣ ǳƎȅŀƴŀƪƪƻǊ ǘƛǎȊǘŀ ŜƎȅŞǊǘŜƭƳǼǎŞƎƎŜƭ ƪŞǇŜǎ ŀ ƭŞƴȅŜƎŜǎ 

ŜƭǃŦŜƭǘŜǾŞǎŜƪŜǘ Şǎ ŞǊǘŞƪŜƪŜǘ ƪƻƳƳǳƴƛƪłƭƴƛΦ ! ƪŀǊƛȊƳŀǘƛƪǳǎ ƧǀǾǃƪŞǇƴŜƪΣ Ƴƛƴǘ ŀȊ ŜȊŜƪŜǘ 

ōŜłƎȅŀȊƽ ƳŜŎƘŀƴƛȊƳǳǎƴŀƪ ŀ ƭŜƎŦǃōō ǇǊƻōƭŞƳłƧŀ ŀȊΣ ƘƻƎȅ ƪŜǾŞǎ ǾŜȊŜǘǃ ƪŞǇŜǎ ŜǊǊŜ, Şǎ Ƙŀǘłǎłǘ 

ŜȊȊŜƭ ŜƎȅǸǘǘ ƴŜƘŞȊ ŜƭǃǊŜ ƧŜƭŜȊƴƛέ. 

aƛ ŀȊΣ ŀƳƛ ŀ ƪŞǘŦŞƭŜ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇŜǘ ƳŞƎƛǎ ƪǀȊǀǎ ƴŜǾŜȊǃǊŜ ƘƻȊȊŀΚ Podolny et al. 

(2000) Ƴǳǘŀǘƴŀƪ Ǌł ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŜƎȅ ƭŞƴȅŜƎŜǎ ŀǎǇŜƪǘǳǎłǊŀΥ ŀ ƧŜƭŜƴǘŞǎ-ŀŘłǎǊŀΦ α! 

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇΣ Ƴƛƴǘ ƧŜƭŜƴǎŞƎΣ ƳŀƧŘƘƻƎȅƴŜƳ ŘŜŦƛƴƝŎƛƽ ǎȊŜǊǼŜƴ ŦƻƎƭŀƭƧŀ ƳŀƎłōŀ ŀȊǘΣ 

ƘƻƎȅ ŀ ƪǀǾŜǘǃƪ ŎǎŜƭŜƪŜŘŜǘŜƛƪŜǘ ǀǎǎȊŜƪŀǇŎǎƻƭǾŀ ǎȊŜǊŜǘƴŞƪ ƭłǘƴƛ ŞƭŜǘǸƪ ƴŀƎȅǊŀ ŞǊǘŞƪŜƭǘ 

ǎȊŜƳǇƻƴǘƧŀƛǾŀƭέ (ibid: 70)Φ ! ƪǀǾŜǘǃ ǎȊŜǊǾŜȊŜǘƛ ǾŀƭƽǎłƎŀ ŜƎȅ ǘłǊǎŀǎ ƪƻƴǎǘǊǳƪŎƛƽ ŦƻƭȅŀƳŀǘłōŀƴ 

Ƨǀƴ ƭŞǘǊŜΣ ŀȊ łƭǘŀƭŀ ƪƛŀƭŀƪƝǘƻǘǘ ŞǊǘŜƭƳŜȊŞǎ ŀ ǎȊŜǊǾŜȊŜǘ ǘŀƎƧŀƛ łƭǘŀƭ ƪǀȊǀǎŜƴ ƪƛŀƭŀƪƝǘƻǘǘ ƧŜƭŜƴǘŞǎ-

ŀŘłǎǘƽƭ ƴŜƳ ŦǸƎƎŜǘƭŜƴƝǘƘŜǘǃΥ ŀȊǘ ŜƎȅƳłǎǘƽƭ ǘŀƴǳƭƧłƪΣ ƴŜƳ όŦŜƭǘŞǘƭŜƴǸƭύ ƳŀƎǳƪ ƪƻƴǎǘǊǳłƭƧłƪ ς 

ŜōōŜƴ ŀ ǾŜȊŜǘǃƴŜƪ ƪƛǘǸƴǘŜǘŜǘǘ ǎȊŜǊŜǇŜ Ǿŀƴ (Gioia, 1986; Isabella, 1990). 

ałǎƴŀƪ ƝǘŞƭŜƳ ŀȊƻƴōŀƴ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ, illetve a neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊ łƭǘŀƭ ƪǀȊǾŜǘƝǘŜǘǘ 

ƧŜƭŜƴǘŞǎŀŘłǎǘΣ ŀ ƪǀǾŜǘǃƛ ŞǊǘŜƭƳŜȊŞǎƘŜȊ Ǿŀƭƽ ǾŜȊŜǘǃƛ ƘƻȊȊłƧłǊǳƭłǎǘΦ 

! ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŜ ς ŀƪƛ ƳŞƎ ƴŜƳ ǀƴłƭƭƽ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ς ŀ ǎŀƧłǘ ǇǊƻōƭŞƳŀ-

ŞǎȊƭŜƭŞǎŞǘ ƳŜƎƘŀƭŀŘƽΣ ŀƴƴłƭ ƧƽǾŀƭ ƪƻƳǇƭŜȄŜōō ǇǊƻōƭŞƳŀ-ŞǊǘŜƭƳŜȊŞǎǘ ǾłǊƧŀ ŀ ǾŜȊŜǘǃǘǃƭ Şǎ 

ŜƎȅōŜƴ ŜȊǘ ƛǎ ŞǊǘŞƪŜƭƛ ōŜƴƴŜΗ ! ǎŀƧłǘƧłƴłƭ ƧƽǾŀƭ ǀǎǎȊŜǘŜǘǘŜōōΣ ŀȊ ǀƴŞǊǘŜƭƳŜȊŞǎŞƘŜȊ Şǎ 

ǀƴōŜŎǎǸƭŞǎŞƘŜȊ ƛƎŜƴ Ŧƻƴǘƻǎ ƘƻȊȊłƧłǊǳƭłǎǘ ƧŜƭŜƴǘǃ ǾŜȊŜǘǃƛ ŞǊǘŜƭƳŜȊŞǎ ŦƻƭȅƻƳłƴȅŀ ǳƎȅŀƴŀƪƪƻǊ 

ŀȊΣ ƘƻƎȅ ŀ ƪǀǾŜǘǃΥ 

- ŀ ǾŜȊŜǘǃƧŞǘ ǀƴƳŀƎŀ ŦǀƭŞ ŜƳŜƭƛΣ Şǎ szeƳŞƭȅŜ ƛǊłƴǘ ŜƭƪǀǘŜƭŜȊǃŘƛƪΣ 
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- ŀ ƪǀǾŜǘǃ ƻŘŀŀŘƽŀƴ ŦŜƭƴŞȊ ǾŜȊŜǘǃƧŞǊŜΤ ǇǊƻōƭŞƳŀ-ŞǎȊƭŜƭŞǎǘ Şǎ -ƳŜƎƻƭŘƽ ƪŞǇŜǎǎŞƎŞǘ όLv-

Ƨłǘύ ƳŀƎłŞǘ ƳŜǎǎȊŜ ƳŜƎƘŀƭŀŘƽƴŀƪ ǘŜƪƛƴǘƛΣ 

- ƪŞǎȊ ƪǀǾŜǘƴƛΣ ŀƳŜƭȅ ƳƛƴŘ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ŎŞƭƧŀƛΣ ƳƛƴŘ ŀ ŎŞƭƻƪ ƳŜƎǾŀƭƽǎƝǘłǎƛ 

ƳƽŘƧłƴŀƪ ŀȊ ŜƭŦƻƎŀŘłǎłōŀƴ ƴȅƛƭǾłƴǳƭ ƳŜƎΣ 

- ŀ ŦǀƭŞ-ǊŜƴŘŜƭǘǎŞƎ ƴŜƳ ŀ ǾŜȊŜǘǃ ǇƻȊƝŎƛƽƧłōƽƭ ŦŀƪŀŘ όŜƴƴŜƪ Ŧƻƭȅǘłƴ ƴŜƳ ŦŜƭǸƭǊǃƭ 

ƪƛƪŞƴȅǎȊŜǊƝǘŜǘǘύΣ ƘŀƴŜƳ ŀ ǎȊŜƳŞƭȅŞƴŜƪ ǘǳƭŀƧŘƻƴƝǘƻǘǘ όŀȊŀȊ .ŀǊƴŀǊŘ ŞǊǘŜƭƳŜȊŞǎŞǾŜƭ 

ǀǎǎȊƘŀƴƎōŀƴ ŀƭǳƭǊƽƭ ǘŞǘŜƭŜȊŜǘǘύΤ 

- ǾŜƎȅǸƪ ŞǎȊǊŜΣ ƘƻƎȅ ƝƎȅ ƴȅŜǊ ŞǊǘŜƭƳŜǘ ŀ ŦŜƴǘŜōō ǘłǊƎȅŀƭǘ ƪǀǾŜǘŞǎ-ŜƴƎŜŘŜƭƳŜǎǎŞƎ 

ŘƛƭŜƳƳŀΥ ŀ ǾŜȊŜǘǃ ǎȊŜƳŞƭȅŞǾŜƭ Şǎ ŜȊłƭǘŀƭ ŎŞƭƧŀƛǾŀƭ Ǿŀƭƽ ŀȊƻƴƻǎǳƭłǎ ƪǀǾŜǘŞǎƪŞƴǘ 

ŞǊǘŜƭƳŜȊƘŜǘǃΣ ŀȊ ǀƴƳŀƎŀ ŦǀƭŞ Ǿŀƭƽ ŜƳŜƭŞǎōǃƭ ƪǀǾŜǘƪŜȊǃ ǀƴƪŞƴǘ Ǿłƭƭŀƭǘ ŀƭłǊŜƴŘŜƭǘǎŞƎ 

ƳŞƎƛǎ ŜƎȅŦŀƧǘŀ ƘƛŜǊŀǊŎƘƛƪǳǎ ǾƛǎȊƻƴȅǘ ŜǊŜŘƳŞƴȅŜȊΣ ŀƳƛ ς tekinteǘǘŜƭ ŀǊǊŀΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃ 

ǎȊŜƳŞƭȅŜ ƛǊłƴǘƛ ƻŘŀŀŘłǎ ŦŜƭǘŞǘƭŜƴ ς ƪǾłȊƛ-hatalmi ǊŜƭłŎƛƽΦ 

ałǎ ŀ ƘŜƭȅȊŜǘ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŞǾŜƭΦ p ƳłǊ ς ƭŞǾŞƴ ƪŞǎȊ Şǎ ƪŞǇŜǎ ǀƴłƭƭƽ 

ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ς ƴŜƳ ŀ ǇǊƻōƭŞƳŀ ŞǊǘŜƭƳŜȊŞǎŞǘ Şǎ ƳŜƎƻƭŘłǎłǘΣ Ƴƛƴǘ ƧŜƭŜƴǘŞǎŀŘłǎǘ ǾłǊƧa 

ǾŜȊŜǘǃƧŞǘǃƭΣ ƘŀƴŜƳ  

1. ƻƭȅŀƴ ǀƴƳŀƎłƴ ǘǵƭƳǳǘŀǘƽ, ƪƛƘƝǾƽ Şǎ ǾƻƴȊƽ ŎŞƭƻƪ ƳŜƎŦƻƎŀƭƳŀȊłǎłǘΣ ŀƳŜƭȅŜƪ ŀ 

ƪƻƳǇŜǘŜƴŎƛłƪ ǘŜƭƧŜǎƪǀǊǼ ƳƻȊƎƽǎƝǘłǎłǘ ƛƎŞƴȅƭƛƪΣ Ƴƛ ǘǀōō ŀȊƻƪ ǘƻǾłōōŦŜƧƭŜǎȊǘŞǎŞǊŜ 

ƛǎ ƭŜƘŜǘǃǎŞƎŜǘ ƪƝƴłƭƴŀƪ ς ǾŜƎȅǸƪ ŞǎȊǊŜΣ ƘƻƎȅ ŜȊŜƪ ŀȊ ǀƴƳŜƎǾŀƭƽǎƝǘƽ ƳƻǘƛǾłŎƛƽ 

szeǊǾŜǎ ǊŞǎȊŜƛΤ 

2. ƻƭȅŀƴ ƪƻƎƴƛǘƝǾ όƘƛŜŘŜƭŜƳ ǘŜǊƳŞǎȊŜǘǼύ Şǎ ǇǊŜŦŜǊŜƴŎƛłƭƛǎ όŞǊǘŞƪ ƧŜƭƭŜƎǼύ ƪŜǊŜǘŜƪ 

ƳŜƎǘŜǊŜƳǘŞǎŞǘΣ ŀƳŜƭȅŜƪƴŜƪ ς Ƴƛƴǘ ŘǀƴǘŞǎƛ ǇǊŜƳƛǎǎȊłƪƴŀƪ ς ŀ ƪǀǾŜǘǃ łƭǘŀƭƛ 

ŜƭŦƻƎŀŘłǎŀ ƪƛƧŜƭǀƭƛ ŀȊ ŀǳǘƻƴƽƳ ŎǎŜƭŜƪǾŞǎ ƳƻȊƎłǎǘŜǊŞǘΦ 

9ƴƴŜƪ ŀ ƧŜƭŜƴǘŞǎŀŘłǎƴŀƪ ǳƎȅŀƴŀƪƪƻǊ Ƴłǎ ŀ ŦƻƭȅƻƳłƴȅŀΥ 

- ŀ ǾŜȊŜǘǃ-ƪǀǾŜǘǃ ǾƛǎȊƻƴȅ ǎƻƪƪŀƭ ƛƴƪłōō ƳŜƭƭŞǊŜƴŘŜƭǘ ς ƭŞǾŞƴ ƪŜǘǘŜƧǸƪ ŦǸƎƎŞǎŜ ƪǀƭŎǎǀƴǀǎΤ 

- ŀ ƪǀǾŜǘŞǎǘ ƴŜƳ ŀ Ƨƻōō ǇǊƻōƭŞƳŀ-ŞǎȊƭŜƭŞǎ Şǎ -ƳŜƎƻƭŘłǎ ƪŞǇŜǎǎŞƎŜΣ ƘŀƴŜƳ ŞǇǇŜƴǎŞƎƎŜƭ 

ŀ ōŜƻǎȊǘƻǘǘƛ ǇǊƻōƭŞƳŀƳŜƎƻƭŘłǎƴŀƪ ǘŜǊŜǘ ŜƴƎŜŘǃ ǾŜȊŜǘŞǎ-ŦŜƭŦƻƎłǎ Şǎ ŀȊ ƛƴter-ǇŜǊǎȊƻƴłƭƛǎ 

ǾƛǎȊƻƴȅƻƪŀǘ ƪŜȊŜƭƴƛ ƪŞǇŜǎ ƪƻƳǇŜǘŜƴŎƛłƪ ό9vύ ƳŜƎƭŞǘŜ ǾłƭǘƧŀ ƪƛΤ 

- ƧƽƭƭŜƘŜǘ ŀ ǾŜȊŜǘǃƛ ōŜŦƻƭȅłǎ ǎȊŜƳŞƭȅŜǎ-ǎȊŜƳŞƭȅƘŜȊ ƪǀǘǀǘǘΣ ŀ ƪǀǾŜǘǃ ƳŞƎǎŜƳ ŀ ǾŜȊŜǘǃ 

ǎȊŜƳŞƭȅŜΣ ƘŀƴŜƳ ŀȊ łƭǘŀƭŀ ƪŞǇǾƛǎŜƭǘ ŎŞƭƻƪΣ ƛƭƭŜǘǾŜ ŞǊǘŞƪŜƪ Şǎ ƘƛŜŘŜƭƳŜƪ ƛǊłƴǘ ƪǀǘŜƭŜȊǃŘƛƪ 

el; 
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- hŀ ŀ ǾŜȊŜǘǃ łƭǘŀƭ ƪŞǇǾƛǎŜƭǘ ŎŞƭƻƪ Şǎ ƪǳƭǘǵǊŀ hiteles ŀ ƪǀǾŜǘǃ ǎȊłƳłǊŀΣ ŀ ƭŜŀŘŜǊ-ƪǀǾŜǘǃ 

ǾƛǎȊƻƴȅ ƪǀƭŎǎǀƴǀǎŜƴ ŜƭǃƴȅǀǎΣ Şǎ ŀ ƪǀǾŜǘǃōŜƴ ƪƛŀƭŀƪǳƭƘŀǘ ŀ ƴȅŜǊ-ƴȅŜǊ ƧłǘŞƪƘƻȊ Ǿŀƭƽ 

ŦŜƭǘŞǘƭŜƴ ǊŀƎŀǎȊƪƻŘłǎΣ ŜƭƪǀǘŜƭŜȊǃŘŞǎΣ ŀƳŜƭȅŞǊǘ ǎȊŜƳŞƭȅŜǎ łƭŘƻȊŀǘƻǘ ƛǎ ǾłƭƭŀƭΣ 

- ŜȊǘ ǘŜƪƛƴǘƘŜǘƧǸƪ ŀȊ ƛƴŘƛŦŦŜǊŜƴŎƛŀ Ȋƽƴŀ ŜƎȅ ǘŜƭƧŜǎŜƴ Ƴłǎ ǎȊƛƴǘǼ ǵƧǊŀ-ŞǊǘŜƭƳŜȊŞǎŞƴŜƪ ƛǎΥ ŀ 

ǎȊłƳłǊŀ ŜƭŦƻƎŀŘƘŀǘƽƴŀƪ ǘŜƪƛƴǘŜǘǘ direkǘƝǾłƪŀǘ ƪŞǎȊ ƪǀǾŜǘƴƛΦ ! ŘƛǊŜƪǘƝǾłƪ 

ŞǊǘŜƭƳŜȊŞǎŞƘŜȊ ƪŞǘ ƪƛŜƎŞǎȊƝǘǃ ƳŜƎƧŜƎȅȊŞǎ ƪƝǾłƴƪƻȊƛƪ ς ƳƛƴŘƪŜǘǘǃ ŞǊŘŜƳƛ ƪǸƭǀƴōǎŞƎ ŀ 

klasszikus ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇƘŜȊ ƪŞǇŜǎǘΥ 

o a neo-ƪƭŀǎǎȊƛƪǳǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŜ ǎȊłƳłǊŀ ŀ ŘƛǊŜƪǘƝǾłƪ ŀ ŎŞƭǊƽƭ Şǎ 

ŀ ŎŞƭŜƭŞǊŞǎǘ ǘŜǊŜƭǃ ŘǀƴǘŞǎƛ ǇǊŜƳƛǎǎȊłƪǊƽƭ ǎȊƽƭƴŀƪ, Şǎ ƴŜƳ ŀ ŎŞƭŜƭŞǊŞǎ ƳƽŘƧłǊƽƭ 

όƳŀƎŀǘŀǊǘłǎǊƽƭύΣ 

o ŀ ŎŞƭƻƪ Şǎ ŀ ŘǀƴǘŞǎƛ ǇǊŜƳƛǎǎȊłƪ ƪƛōŜǊƴŜǘƛƪŀƛ Şrtelemben ǾŜȊŞǊƭŞǎ ƧŜƭƭŜƎǼŜƪΥ 

ƴƛƴŎǎ ƪƻǊǊŜƪŎƛƽǎ ƧŜƭƭŜƎǼ όǎȊŀōłƭȅƻȊƽύ ǾƛǎǎȊŀŎǎŀǘƻƭłǎΦ Iŀ Ǿŀƴ ǾƛǎǎȊŀŎǎŀǘƻƭłǎΣ ŀȊ 

ƪŞǘ-hurkos ƧŜƭƭŜƎǼΥ ƴŜƳ ŀ ƪǀǾŜǘƪŜȊƳŞƴȅŜƪŜǘ ƪƻƳǇŜƴȊłƭƧłƪΣ ƘŀƴŜƳ ƳŀƎłǘ ŀ 

ŎŞƭǘ, ƛƭƭŜǘǾŜ ŀ ŘǀƴǘŞǎƛ ǇǊŜƳƛǎǎȊłƪŀǘ όŞǊǘŞƪŜƪŜǘΣ ƘƛŜŘŜƭƳŜƪŜǘύ ǾłƭǘƻȊǘŀǘƧłƪ meg! 

! ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŞǊǘŜƭƳŜȊŞǎŜƪ ǀǎǎȊŜƘŀǎƻƴƭƝǘłǎłƴŀƪ 

ƭŜƎŦƻƴǘƻǎŀōō ǎȊŜƳǇƻƴǘƧŀƛǘ Şǎ ƧŜƭƭŜƳȊǃƛǘ ŀ нΦ ǘłōƭłȊŀǘōŀƴ ŦƻƎƭŀƭƻƳ ǀǎǎȊŜΦ 

2. ǘłōƭłȊŀǘΥ ! ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ǀǎǎȊŜƘŀǎƻƴƭƝǘłǎŀ ς ǎȊŜƳǇƻƴǘƻƪ Şǎ 

jelleƳȊǃƪ 
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Koncepcio-
ƴłƭƛǎ 
ŦƽƪǳǎȊ 

ǘłǊǎŀŘŀƭƳƛ ǎȊƛƴǘ ǘłǊǎŀŘŀƭƳƛ-ǎȊƻŎƛƻƭƽƎƛŀƛ ƧŜƭŜƴǎŞƎ ǎȊŜǊǾŜȊŜǘƛ ǘŞƴȅŜȊǃ 

ŜƭƳŞƭŜǘƛ ƘŀƴƎǎǵƭȅ ǾŜȊŜǘǃƛ ǘǳƭŀƧŘƻƴǎłƎƻƪΣ ƪƛǾłƭƽǎłƎ ŀ ƪǀǾŜǘŞǎǘ ƪƛǾłƭǘƽ ƳŀƎŀǘŀǊǘłǎ 

±ŜȊŜǘǃƛ 
szerep-
ŞǊǘŜƭƳŜȊŞǎ 

hatalom-leadership ƛƴƪłōō ƘŀǘŀƭƻƳ όŜƴƎŜŘŜƭƳŜǎǎŞƎύ ƛƴƪłōō ƭŜŀŘŜǊǎƘƛǇ όƪǀǾŜǘŞǎύ 

Burns-ƛ ǸȊƭŜǘƪǀǘǃ-
łǘaƭŀƪƝǘƽ 

ŞǊƛƴǘŜǘǘŜƪ ǎȊłƳłǊŀ Ŧƻƴǘƻǎ 
ƧƽǎȊłƎƻƪ ƪǀƭŎǎǀƴǀǎ ŎǎŜǊŞƧŜ 

όǸȊƭŜǘƪǀǘǃΣ ȊŞǊƽ-ǀǎǎȊŜƎǼ ƧłǘǎȊƳŀύ 

ƪǀƭŎǎǀƴǀǎ Şǎ ŜƳŜƭƪŜŘŜǘǘ 
ǎŜǊƪŜƴǘŞǎ όłǘŀƭŀƪƝǘƽΣ ƳƻǊŀƭ ŀƎŜƴǘΣ 

ƴȅŜǊκƴȅŜǊ ƧłǘǎȊƳŀύ 

Kotter-i manager-
leader szerepek 

ƛƴƪłōō ƳŀƴŀƎŜǊ ƛƴƪłōō ƭŜŀŘŜǊ όǾłƭǘƻȊłǎ-ǾŜȊŜǘǃύ 

ǾŜȊŜǘǃǘǃƭ ŜƭǾłǊǘ 
intelligencia 

ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ƛƴǘŜƭƭƛƎŜƴŎƛŀ 
(IQ) 

ŞǊȊŜƭƳƛ ƛƴǘŜƭƭƛƎŜƴŎƛŀ ό9vύ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎΣ 
ƻŘŀŀŘłǎ 

ǾŜȊŜǘǃ ǎȊŜƳŞƭȅŜ ƛǊłƴǘ 
ǾŜȊŜǘǃ łƭǘŀƭ ƪŞǇǾƛǎŜƭǘ ŞǊǘŞƪŜƪ Şǎ 

ŎŞƭƻƪ ƛǊłƴǘ 
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±ŜȊŜǘǃ-
ƪǀǾŜǘǃ 
viszony 

fǸƎƎŞǎ ŜƎȅƻƭŘŀƭǵ ƪǀƭŎǎǀƴǀǎ 

ǾŜȊŜǘǃƛ ƪƻƴǘǊƻƭƭ ƳŀƎŀǘŀǊǘłǎ ǘŜƭƧŜǎƝǘƳŞƴȅ ǾŀƎȅ ƪƭłƴ 

kibernetikai 
ǾƛǎǎȊŀŎǎŀǘƻƭłǎ 

ǎȊŀōłƭȅƻȊłǎ ǾŜȊŞǊƭŞǎ 

ƭŜŀŘŜǊƛ ƧŜƭŜƴǘŞǎŀŘłǎ 
ƪƻƳǇƭŜȄŜōō ǇǊƻōƭŞƳŀ ŞǎȊƭŜƭŞǎ Şǎ 

ŞǊǘŜƭƳŜȊŞǎ 

ǾƻƴȊƽ Şǎ ǀƴƪƛǘŜƭƧŜǎƝǘŞǎǊŜ ŀƭƪŀƭƳŀǎ 
ŎŞƭ Şǎ ŀȊ ŀǳǘƻƴƽƳ ŎǎŜƭŜƪǾŞǎ 

ƳƻȊƎłǎǘŜǊŞǘ ƪƛƧŜƭǀƭǀ ƘƛŜŘŜƭŜƳ- Şǎ 
ŞǊǘŞƪ-keretek 

A ƪǀǾŜǘǃ 
ƧŜƭƭŜƳȊǃƛ 

ƪǀǾŜǘǃƛ ŞǊŜǘǘǎŞƎ 
(Argyris) 

ƛƴƪłōō ŞǊŜǘƭŜƴ όŦŜƭŀŘŀǘ 
ǾŞƎǊŜƘŀƧǘƽύ 

ƛƴƪłōō ŞǊŜǘǘ όǀƴłƭƭƽ 
ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽύ 

kƛŜƭŞƎƝǘŜǘǘ ƪǀǾŜǘǃƛ 
ǎȊǸƪǎŞƎƭŜǘ ǎȊƛƴǘ 
όƳƻǘƛǾłŎƛƽύ 

ŜȄǘǊƛƴǎƛŎ ƳƻǘƛǾłŎƛƽƪ intrinsƛŎ ƳƻǘƛǾłŎƛƽƪ 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

 NEO-KARIZMATIKUS LEADERSHIP ς ¢;b¸9Y ! D[h.9 Y¦¢!¢#{ ![!tW#b 

! D[h.9 ƪǳǘŀǘłǎ ǾŜȊŜǘŞǎƛ ǎǘƝƭǳǎǘ ǾƛȊǎƎłƭƽ ǊŞǎȊŜ ŀȊƻƪŀǘ ŀȊ ŜƭǾłǊǘ ǘǳƭŀƧŘƻƴǎłƎƻƪŀǘΣ ŜƭǾłǊǘ 

ƳŀƎŀǘŀǊǘłǎƛ Ƴƛƴǘłƪŀǘ ǘłǊƧŀ ŦŜƭΣ ŀƳŜƭȅŜƪ ŜƎȅ ǎƛƪŜǊŜǎ ǾŜȊŜǘǃǾŜƭ ǎȊŜƳōŜƴ ƳŜƎŦƻƎŀƭƳŀȊƽŘƴŀƪΦ ! 

ƪǳǘŀǘłǎ ǘŜƘłǘ ƴŜƳ ŀȊ ŞǎȊƭŜƭǘ όƭŜƝǊƽύΣ ƘŀƴŜƳ ŀ ƪƝǾłƴŀǘƻǎΣ ŜƭǾłǊǘ όƴƻǊƳŀǘƝǾύ ǾŜȊŜǘǃƪŞǇǊŜ ǾƛƭłƎƝǘ 

Ǌł.  

! D[h.9 ƪǳǘŀǘłǎ ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ-ŀƭŀǇǵ ƭŜŀŘŜǊǎƘƛǇ ǾłƭǘƻȊƽƧłƴŀƪ ŘŜŦƛƴƝŎƛƽƧłǘ ƻƭǾŀǎǾŀ 

ƪŞǘǎŞƎǘŜƭŜƴΣ ƘƻƎȅ ŀȊ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ŞǊǘŜƭƳŜȊŞǎƛ ƪŜǊŜǘōŜ ƛƭƭŜǎȊǘƘŜǘǃΥ α9Ȋ ŀ ǎȊŞƭŜǎ 

ŞǊǘŜƭŜƳōŜƴ ǾŜǘǘ ƭŜŀŘŜǊǎƘƛǇ ǾłƭǘƻȊƽ ŀ ǾŜȊŜǘǃ ǎȊƛƭłǊŘ ŞǊǘŞƪ-megƎȅǃȊǃŘŞǎŜƴ ŀƭŀǇǳƭƽ, ƛƴǎǇƛǊłƭƽΣ 

ƳƻǘƛǾłƭƽΣ Ƴłǎƻƪǘƽƭ ƳŀƎŀǎ ǘŜƭƧŜǎƝǘƳŞƴȅǎȊƛƴǘŜǘ ŜƭǾłǊƽ ƪŞǇŜǎǎŞƎŞǘ ǘǸƪǊǀȊƛΦέ (House et al., 2004, 

14) 

! ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ-ŀƭŀǇǵ ǾłƭǘƻȊƽ ŜƎȅƛƪŜ ŀƴƴŀƪ ŀ Ƙŀǘ ƳłǎƻŘƭŀƎƻǎ ŦŀƪǘƻǊƴŀƪΣ ŀƳŜƭȅ ŀ 

ƪǀǾŜǘƪŜȊǃ ŜƭǎǃŘƭŜƎŜǎ όƛǘŜƳŜƪōǃƭ ǳƎȅŀƴŎǎŀƪ Ŧaktor-ŀƴŀƭƝȊƛǎǎŜƭ ƪŞǇȊŜǘǘύ ǾłƭǘƻȊƽƪōƽƭ łƭƭǘ ǀǎǎȊŜΥ  

1. WǀǾǃƪŞǇǇŜƭ ōƝǊƽ ƪŀǊƛȊƳŀǘƛƪǳǎ  

2. LƴǎǇƛǊłƭƽ ƪŀǊƛȊƳŀǘƛƪǳǎ 

3. mƴŦŜƭłƭŘƻȊƽ ƪŀǊƛȊƳŀǘƛƪǳǎ 

4. LƴǘŜƎǊƛǘłǎ 

5. 5ǀƴǘŞǎƪŞǇŜǎǎŞƎ 
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6. ¢ŜƭƧŜǎƝǘƳŞƴȅ ƻǊƛŜƴǘłŎƛƽ 

! D[h.9 ƛȊƎŀƭƳŀǎ ƪǳǘŀǘłǎƛ ƪŞǊŘŞǎŜ Ǿƻƭǘ ŀȊΣ ƘƻƎȅ ǾŀƧƻƴ Ǿŀƴƴŀƪ-Ŝ ŀ ƪƛǾłƭƽ ǾŜȊŜǘǃƪǘǃƭ 

ǳƴƛǾŜǊȊłƭƛǎŀƴ ŜƭǾłǊǘΣ ƪǳƭǘǵǊłƪǘƽƭ ŦǸƎƎŜǘƭŜƴ ƭŜŀŘŜǊǎƘƛǇ ǾłƭǘƻȊƽƪΚ ¦ƴƛǾŜǊȊłƭƛǎƴŀƪ ŀ ƪǳǘŀǘƽƪ ŀȊƻƪŀǘ 

ŀ ǾłƭǘƻȊƽƪŀǘ ǘŜƪƛƴǘƛƪΣ ŀƳŜƭȅŜƪ ŀȊ ŀƭłōōƛ ƪǊƛǘŞǊƛǳƳƻƪƴŀƪ ƳŜƎŦŜƭŜƭƴŜƪ (House et al., 2004, 676):  

a) ŀȊ ŀŘƻǘǘ ǾłƭǘƻȊƽ ŜƎȅŜǎ ǘłǊǎŀŘŀƭƳŀƪ м-7-Ŝǎ ǎƪłƭłƴ ƳŞǊǘ łǘƭŀƎŀƛƴŀƪ фр҈-a (egȅǎȊŜǊǼōōŜƴΥ 

ƘłǊƻƳ ƪƛǾŞǘŜƭŞǾŜƭύ р Ŧǀƭǀǘǘƛ ŞǊǘŞƪŜǘ ƳǳǘŀǘΣ 

b) ŀ сн ǾƛȊǎƎłƭǘ ǘłǊǎŀŘŀƭƻƳ Ŧǃ-łǘƭŀƎŀ όǾƛƭłƎ-łǘƭŀƎύ с Ŧǀƭǀǘǘƛ ŞǊǘŞƪΦ 

A оΦ ǘłōƭłȊŀǘ ƳǳǘŀǘƧŀ ōŜ ŀ D[h.9 ƪǳǘŀǘłǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŀŘŀǘŀƛǘΥ 

- ŀ ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ ŀƭŀǇǵ Ŧǃ-faktort, 

- annak mind a hat komponens-ǾłƭǘƻȊƽƧłǘΤ 

- ƪǳƭǘǳǊłƭƛǎ ƪƭŀǎȊǘŜǊŜƴƪŞƴǘƛ (Gupta et al., 2002) ŎǎƻǇƻǊǘƻǎƝǘłǎōŀƴΣ ŦŜƭǘǸƴǘŜǘǾŜ ŀ ƪƭŀǎȊǘŜǊ-

łǘƭŀƎƻƪŀǘ ƛǎΦ 

! ǘłōƭłȊŀǘ Ŝƭǎǃ ǎȊŜƳōŜǀǘƭǃ ǘŞƴȅŜ ŀȊΣ ƘƻƎȅ ŀ ƪƻƳǇƻȊƛǘ ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ-ŀƭŀǇǵ ŦǃŦŀƪǘƻǊ ŞǇǇŜƴ 

Ŏǎŀƪ ƴŜƳ ŦŜƭŜƭ ƳŜƎ ŀȊ ǳƴƛǾŜǊȊłƭƛǎ ƪǀǾŜǘŜƭƳŞƴȅnŜƪΥ ƧƽƭƭŜƘŜǘ Ŏǎŀƪ о ƻǊǎȊłƎ όCǊŀƴŎƛŀƻǊǎȊłƎΣ YŀǘŀǊ 

Şǎ aŀǊƻƪƪƽύ łǘƭŀƎ-ŞǊǘŞƪŜ р ŀƭŀǘǘƛΣ ŀ ǾƛƭłƎłǘƭŀƎ αŎǎŀƪέ рΣфм όс-ƴłƭ ƪŜǾŜǎŜōōύΦ ! Ƙŀǘōƽƭ ƴŞƎȅ 

ŜƭǎǃŘƭŜƎŜǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ƪƻƳǇƻƴŜƴǎ-ǾłƭǘƻȊƽ ŀȊƻƴōŀƴ ǳƴƛǾŜǊȊłƭƛǎ:  

- ƴŜƳŎǎŀƪ ƛƎŀȊƻƭƘŀǘƽ Yukl (2002) ǘŞǘŜƭŜΣ amely az ƧǀǾǃƪŞǇǇŜƭ ōƝǊƽǘ Şǎ ŀȊ ƛƴǎǇƛǊłƭƽt a 

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ƪǊƛǘƛƪǳǎ ǘŞƴȅŜȊǃƛƴŜƪ ǘŜƪƛƴǘƛΣ ŘŜ ŜȊŜƪ ŜƎȅōŜƴ ǳƴƛǾŜǊȊłƭƛǎŀƴ 

ŜƭǾłǊǘŀƪ ƛǎ όǊŜƴŘǊŜΥ сΣлн Şǎ сΣлт ǾƛƭłƎ-łǘƭŀƎ ŞǊǘŞƪŜƪΣ Şǎ ƳƛƴŘŜƴ ƻǊǎȊłƎ-ŞǊǘŞƪ р Ŧǀƭǀǘǘ ǾŀƴΗύΤ 

- ŀ ƘƛǘŜƭŜǎǎŞƎ ŦǃłǘƭŀƎŀ ƛǎ сΣлуΣ ŀȊ ƻǊǎȊłƎƻƪ ƪǀȊǸƭ Ŏǎŀƪ YŀǘŀǊ р ŀƭŀǘǘƛ όпΣуоύΤ 

- ŀ ǘŜƭƧŜǎƝǘƳŞƴȅ ƻǊƛŜƴǘłŎƛƽ ŦǃłǘƭŀƎŀ сΣмфΣ ǳƎȅŀƴŎǎŀƪ KŀǘŀǊ р ŀƭŀǘǘƛ ŞǊǘŞƪŞǾŜƭ όпΣрмύΦ 

оΦ ǘłōƭłȊŀǘΥ ! D[h.9 YŀǊƛȊƳŀǘƛƪǳǎ κŞǊǘŞƪ-ŀƭŀǇǵ ǾłƭǘƻȊƽƧłƴŀƪ ƻǊǎȊłƎƻƴƪŞƴǘƛ ŞǊǘŞƪŜƛ 

hǊǎȊłƎ 

WǀǾǃƪŞǇǇŜƭ 
ōƝǊƽ 

karizma-
tikus 

LƴǎǇƛǊłƭƽ 
karizma-

tikus 

mƴŦŜƭłƭŘƻȊƽ 
karizmatikus 

Hite-
les-
ǎŞƎ 

5ǀƴǘŞǎ-
ƪŞǇŜǎ-
ǎŞƎ 

¢ŜƭƧŜǎƝǘ-
ƳŞƴȅ 
ƻǊƛŜƴǘłŎƛƽ 

Karizmati-
ƪǳǎ κ ŞǊǘŞƪ-
ŀƭŀǇǵ 

Anglia 6,21 6,39 4,90 6,12 6,00 6,38 6,01 

!ǳǎȊǘǊłƭƛŀ 6,24 6,40 5,14 6,36 6,02 6,35 6,09 

5Şƭ-!ŦǊƛƪŀ όŦŜƘŞǊύ 6,15 6,33 5,01 6,35 6,07 6,01 5,99 

NǊƻǊǎȊłƎ 6,33 6,33 5,11 6,19 6,14 6,38 6,08 

Kanada (angol) 6,36 6,47 5,11 6,51 6,03 6,43 6,15 

¨Ƨ-½ŞƭŀƴŘ 6,23 6,50 4,88 5,49 5,69 6,31 5,87 

USA 6,28 6,35 5,16 6,51 5,96 6,46 6,12 
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hǊǎȊłƎ 

WǀǾǃƪŞǇǇŜƭ 
ōƝǊƽ 

karizma-
tikus 

LƴǎǇƛǊłƭƽ 
karizma-

tikus 

mƴŦŜƭłƭŘƻȊƽ 
karizmatikus 

Hite-
les-
ǎŞƎ 

5ǀƴǘŞǎ-
ƪŞǇŜǎ-
ǎŞƎ 

¢ŜƭƧŜǎƝǘ-
ƳŞƴȅ 
ƻǊƛŜƴǘłŎƛƽ 

Karizmati-
ƪǳǎ κ ŞǊǘŞƪ-
ŀƭŀǇǵ 

Angol klaszter 6,26 6,40 5,04 6,22 5,99 6,33 6,04 

Ausztria 6,13 6,34 5,03 6,46 5,96 6,23 6,02 

{ǾłƧŎ όƴŞƳŜǘŀƧƪǵύ 6,12 6,25 4,88 6,36 5,86 6,08 5,93 

Hollandia 6,30 6,38 4,79 6,52 5,87 5,95 5,98 

bŞƳŜǘƻǊǎȊłƎ όYύ 5,86 6,10 5,08 6,11 5,81 6,33 5,87 

bŞƳŜǘƻǊǎȊłƎ όbȅύ 5,99 6,15 4,87 6,12 5,78 6,11 5,84 

DŜǊƳłƴ 6,08 6,25 4,93 6,31 5,85 6,14 5,93 

CƛƴƴƻǊǎȊłƎ 6,29 6,42 4,22 6,52 5,97 6,04 5,94 

{ǾŞŘƻǊǎȊłƎ 6,05 6,31 4,81 6,29 5,59 5,96 5,84 

5łƴƛŀ 6,20 6,26 5,05 6,38 6,08 6,05 6,00 

;ǎȊŀƪ 9ǳǊƽǇŀ 6,18 6,33 4,69 6,40 5,88 6,02 5,93 

CǊŀƴŎƛŀƻǊǎȊłƎ 5,06 5,22 3,98 5,14 5,06 5,10 4,93 

Izrael 6,45 6,40 5,52 6,47 6,24 6,34 6,23 

hƭŀǎȊƻǊǎȊłƎ 6,24 6,14 5,20 6,06 6,09 6,18 5,98 

tƻǊǘǳƎłƭƛŀ 6,11 6,27 4,33 6,21 5,31 6,18 5,75 

{ǇŀƴȅƻƭƻǊǎȊłƎ 5,91 6,34 4,80 6,11 5,95 6,25 5,90 

{ǾłƧŎ 
όŦǊŀƴŎƛŀŀƧƪǵύ 6,10 6,31 5,27 6,11 5,79 5,82 5,90 

[ŀǘƛƴ 9ǳǊƽǇŀ 5,98 6,11 4,85 6,02 5,74 5,98 5,78 

!ƭōłƴƛŀ 5,97 5,84 5,12 5,94 6,20 5,74 5,79 

DǀǊǀƎƻǊǎȊłƎ 6,19 6,25 5,42 6,27 6,18 5,82 6,01 

DǊǵȊƛŀ 5,82 5,48 4,91 5,79 6,00 5,94 5,65 

YŀȊŀƘǎȊǘłƴ 5,88 5,46 4,50 5,65 5,76 5,97 5,54 

[ŜƴƎȅŜƭƻǊǎȊłƎ 6,03 5,87 4,61 5,58 6,00 5,87 5,67 

aŀƎȅŀǊƻǊǎȊłƎ 6,27 5,93 4,83 6,22 6,05 6,15 5,91 

hǊƻǎȊƻǊǎȊłƎ 6,07 5,93 4,28 5,72 5,95 5,92 5,66 

{ȊƭƻǾŞƴƛŀ 6,00 5,74 4,77 6,08 5,79 5,76 5,69 

Kelet-9ǳǊƽǇŀ 6,03 5,81 4,81 5,91 5,99 5,90 5,74 

!ǊƎŜƴǘƝƴŀ 6,15 6,32 4,87 6,15 6,13 6,20 5,98 

.ƻƭƝǾƛŀ 6,20 6,28 4,94 6,29 6,27 6,04 6,01 

.ǊŀȊƝƭƛŀ 6,15 6,35 4,84 6,62 5,70 6,36 6,00 

Costa Rica 6,06 6,10 5,67 6,18 5,66 6,15 5,95 

Ecuador 6,50 6,63 5,99 6,79 6,29 6,64 6,46 

El Salvador 6,21 6,25 5,81 6,29 5,78 6,22 6,08 

Guatemala 6,06 6,25 5,71 6,24 5,77 6,09 6,00 

Kolumbia 6,36 6,34 5,21 6,43 5,52 6,39 6,04 

Mexico 5,78 5,91 4,80 5,77 5,54 6,14 5,66 

Venezuela 5,74 5,81 5,56 5,89 5,40 6,05 5,72 

Latin Amerika 6,12 6,22 5,34 6,26 5,81 6,23 5,99 

5Şƭ-Korea 5,76 5,74 5,30 5,62 5,63 5,18 5,53 

Hong Kong 5,76 5,85 5,13 5,73 5,76 5,82 5,66 

WŀǇłƴ 5,63 5,74 4,57 5,55 5,70 5,73 5,49 

YƝƴŀ 5,85 5,92 4,70 5,98 5,29 5,64 5,56 

{ȊƛƴƎŀǇǵǊ 6,17 6,09 5,39 6,15 5,85 6,11 5,95 

Tajvan 5,66 5,74 4,98 5,89 5,60 5,67 5,58 

YƻƴŦǳŎƛłƴǳǎ #Ȋǎƛŀ 5,80 5,84 5,01 5,82 5,64 5,69 5,63 

India 6,02 5,93 5,45 5,99 5,83 5,96 5,85 

LƴŘƻƴŞȊƛŀ 6,23 6,29 5,54 6,34 6,19 6,36 6,15 

CǸƭǀǇ-szigetek 6,46 6,51 5,55 6,58 6,37 6,56 6,33 

Malejzia 6,01 6,10 5,18 6,03 5,93 6,11 5,89 
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hǊǎȊłƎ 

WǀǾǃƪŞǇǇŜƭ 
ōƝǊƽ 

karizma-
tikus 

LƴǎǇƛǊłƭƽ 
karizma-

tikus 

mƴŦŜƭłƭŘƻȊƽ 
karizmatikus 

Hite-
les-
ǎŞƎ 

5ǀƴǘŞǎ-
ƪŞǇŜǎ-
ǎŞƎ 

¢ŜƭƧŜǎƝǘ-
ƳŞƴȅ 
ƻǊƛŜƴǘłŎƛƽ 

Karizmati-
ƪǳǎ κ ŞǊǘŞƪ-
ŀƭŀǇǵ 

¢ƘŀƛŦǀƭŘ 6,09 5,77 4,96 6,03 5,87 5,98 5,78 

LǊłƴ 6,35 6,02 5,04 5,83 5,34 6,21 5,81 

5Şƭ-#Ȋǎƛŀ 6,20 6,10 5,29 6,13 5,92 6,20 5,97 

Katar 4,62 5,04 4,52 4,83 3,62 4,51 4,51 

aŀǊƻƪƪƽ 4,84 5,09 4,10 5,03 4,70 5,10 4,81 

¢ǀǊǀƪƻǊǎȊłƎ 6,25 6,08 5,03 6,16 6,29 5,91 5,95 

Egyiptom 5,52 5,50 5,11 6,05 5,60 5,79 5,57 

Kuwait 6,22 6,16 5,16 6,19 5,58 6,08 5,90 

Arab klaszter 5,49 5,57 4,78 5,65 5,16 5,48 5,35 

bŀƳƝōƛŀ 6,16 6,26 4,79 6,35 6,16 6,16 5,99 

Zambia 6,10 6,25 4,91 6,10 6,02 6,10 5,92 

Zimbabwe 6,27 6,46 5,31 6,14 6,29 6,16 6,11 

bƛƎŞǊƛŀ 5,89 5,98 4,92 6,07 5,75 6,00 5,76 

5Şƭ-Afrika 
(fekete) 5,39 5,56 4,33 5,36 4,83 5,47 5,16 

Fekete-Afrika 5,96 6,10 4,85 6,00 5,81 5,98 5,79 

/ǎŜƘ YǀȊǘłǊǎŀǎłƎ 5,91 6,03 5,72 6,41 5,37 6,19 5,91 

±ƛƭłƎ-łǘƭŀƎ 6,02 6,07 5,00 6,08 5,79 6,19 5,91 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ House et al., 2004, 680, 713ςтмп Şǎ ŀ D[h.9 ƪǳǘŀǘƽŎǎƻǇƻǊǘ ōŜƭǎǃ 

Ƴǳƴƪŀǘłōƭłƛ ŀƭŀǇƧłƴ 

Az ǀƴŦŜƭłƭŘƻȊƽ ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ ŀ ŘǀƴǘŞǎƪŞǇŜǎ komponens-ǾłƭǘƻȊƽƪ ǳƎȅŀƴŀƪƪƻǊ ƴŜƳ ǘŜƭƧŜǎƝǘƛƪ 

ŀȊ ǳƴƛǾŜǊȊŀƭƛǘłǎ ƪǀǾŜǘŜƭƳŞƴȅŞǘΦ 

¢ŀƴǳƭǎłƎƻǎ ŀ ƪǳƭǘǳǊłƭƛǎ ƪƭŀǎȊǘŜǊŜƪ ƪǀȊǀǘǘƛ ǀǎǎȊŜƘŀǎƻƴƭƝǘłǎ ƛǎΦ ! ƪǳǘŀǘłǎƛ ŜǊŜŘƳŞƴȅŜƪ ŀǊǊŀ 

utalnak, hogy Hummel (1973) ŞǊǾŜƭŞǎŜ, tudniillik ƘƻƎȅ ŀ YƻƴŦǳŎƛłƴǳǎ ǘłǊǎŀŘŀƭƳŀƪǊŀ ŀ 

karizmatikus leadership nem ŞǊǘŜƭƳŜȊƘŜǘǃΣ ōƛȊƻƴȅƻǎ łǊƴȅŀƭłǎǎŀƭ ŀƭłǘłƳŀǎȊǘƘŀǘƽ ς ǘŀƭłƴ ŀōōŀƴ 

ŀȊ ƽǾŀǘƻǎŀōō ǵƧǊŀ-ŦƻƎŀƭƳŀȊłǎōŀƴΣ ƘƻƎȅ ŜȊ ŀȊ ŜƭǾłǊłǎ ŜōōŜƴ ŀ ƪǳƭǘǵǊłōŀƴ ƳŞǊǎŞƪŜƭǘŜōōΦ !ƳƛǾŜƭ 

ŀ D[h.9 ŜǊŜŘƳŞƴȅŜƪ ŀƭŀǇƧłƴ ƪƛŜƎŞǎȊƝǘƘŜǘƧǸƪΥ ŀ ƭŀǘƛƴ-ŜǳǊƽǇŀƛΣ ŀ ƪŜƭet-ŜǳǊƽǇŀƛ Şǎ ŀ ŦŜƪŜǘŜ-afrikai 

ƪƭŀǎȊǘŜǊŜƪōŜƴ ƛǎ ƳŞǊǎŞƪŜƭǘŜōō ŀȊ ŜƭǾłǊǘ ƪŀǊƛȊƳŀǘƛƪǳǎǎłƎΣ ŀȊ ŀǊŀō ƪǳƭǘǵǊłōŀƴ ǇŜŘƛƎ ŜƴƴŞƭ ƛǎ 

όǎȊƛƎƴƛŦƛƪłƴǎŀƴύ alacsonyabb (House et al., 2004, 682). 

A kelet-ŜǳǊƽǇŀƛ ƪƭŀǎȊǘŜǊŜƴ ōŜƭǸƭ ƛȊƎŀƭƳŀǎ ǾŞƎƛƎ ŜƭŜƳŜȊƴƛ ŀ ƳŀƎȅŀǊ ŀŘŀǘǎƻǊǘΦ ! ŦǃŦŀƪǘƻǊ рΣфм-es 

ŞǊǘŞƪŜ ŜƎȅŞǊǘŜƭƳǼŜƴ ŀ ƪƭŀǎȊǘŜǊ łǘƭŀƎ Ŧǀƭǀǘǘ Ǿŀƴ, Şǎ ŀ ǾƛƭłƎ-łǘƭŀƎƎŀƭ ŀȊƻƴƻǎ ŞǊǘŞƪǼΗ  

Ami a komponens-ǾłƭǘƻȊƽƪŀǘ όŜƭǎǃŘƭŜƎŜǎ ŦŀƪǘƻǊƻƪŀǘύ ƛƭƭŜǘƛΥ  

- ŀ ǾƻƴȊƽ ƧǀǾǃƪŞǇŜǘ ƪƝƴłƭƽ ǾŜȊŜǘǃ ŜƭǾłǊłǎŀ ƳƛƴŘ ŀ ƪƭŀǎȊǘŜǊ-Σ ƳƛƴŘ ŀ ǾƛƭłƎłǘƭŀƎƻǘ ƳŜƎƘŀƭŀŘƽ 

(6,27); 

- ŀȊ ƛƴǎǇƛǊłƭƽ ŀ ǾƛƭłƎłǘƭŀƎ Şǎ ŀ ƪƭŀǎȊǘŜǊłǘƭŀƎ ƪǀȊǀǘǘƛ łǘƭŀƎ-ŞǊǘŞƪŜǘ Ƴǳǘŀǘ όрΣфоύΤ 
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- ŀ ǾŜȊŜǘǃǘǃƭ ǾłǊǘ ǀƴŦŜƭłƭŘƻȊłǎ ōŜƭŜǎƛƳǳƭ ŀ ƪƭŀǎȊǘŜǊ-łǘƭŀƎōŀΣ łƳ ŀƭŀǘǘŀ ƳŀǊŀŘ ŀ 

ǾƛƭłƎłǘƭŀƎƴŀƪ όпΣуоύΤ 

- ŀ ƘƛǘŜƭŜǎǎŞƎ ƳƛƴŘ ŀ ǾƛƭłƎΣ ƳƛƴŘ ŀ ƪƭŀǎȊǘŜǊ ŜƭǾłǊłǎŀƛǘ ƳŜƎƘŀƭŀŘƽŀƴ Ŧƻƴǘƻǎ ŀ ƳŀƎȅŀǊ 

ƪǳƭǘǵǊłōŀƴ όсΣннύΤ 

- Ƙŀǎƻƴƭƽŀƴ ƳƛƴŘƪŞǘ ǊŜŦŜǊŜƴŎƛŀ-łǘƭŀƎƴłƭ Ŧƻƴǘƻǎŀōō ŀ ŘǀƴǘŞǎƪŞǇŜǎǎŞƎ όсΣлрύΤ ǾŞƎǸƭ  

- ŀ ǘŜƭƧŜǎƝǘƳŞƴȅƻǊƛŜƴǘłƭǘǎłƎ ŀ ǾƛƭłƎłǘƭŀƎƘƻȊ ƪǀȊŜƭƛΣ ŀ ƪƭŀǎȊǘŜǊ ƳŜƎŦŜƭŜƭǃ ŞǊǘŞƪŞǘ ƳŜǎǎȊŜ 

ƳŜƎƘŀƭŀŘƽ ŜƭǾłǊłǎ όсΣмрύΦ 

! ƳŀƎȅŀǊ ŀŘŀǘǎƻǊǊƽƭ ŀȊǘ ŞǊŘŜƳŜǎ ƪƛŜƳŜƭƴƛΣ ƘƻƎȅ ŀ YŜƭŜǘ-9ǳǊƽǇŀ ƪǳƭǘǵǊłƧłǘ ƧŜƭƭŜƳȊǃ 

ŜƭǾłǊłǎƻƪƘƻȊ ƪŞǇŜǎǘ ŀ ƳŀƎȅŀǊ ǾŜȊŜǘǃƪ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇŜǘ ƳƛƴŘŜƴ ŜƭŜƳŞōŜƴ 

Ŧƻƴǘƻǎŀōō ŜƭǾłǊłǎƪŞƴǘ ŦƻƎŀƭƳŀȊȊłƪ ƳŜƎ ǎŀƧłǘ ǾŜȊŜǘǃƛƪ ŦŜƭŞΣ Şǎ ŜȊȊŜƭ ς ŀȊ ŜƎȅŜǎ ǾłƭǘƻȊƽ ŞǊǘŞƪŜƪ 

ƪƛǎƳŞǊǘŞƪǼ ǎȊƽǊƽŘłǎłǾŀƭ ŜƎȅǸǘǘ ς ōŜƭŜǎƛƳǳƭƴŀƪ ŀ ǾƛƭłƎłǘƭŀƎōŀΦ ¢ŜƪƛƴǘŜǘǘŜƭ ŀǊǊŀΣ ƘƻƎȅ ŀ ǊŞƎƛƽ όŞǎ 

ŀ ƪƭŀǎȊǘŜǊōŞƭƛ ƻǊǎȊłƎƻƪύ ǘłǊǎŀŘŀƭƳƛ-ƎŀȊŘŀǎłƎƛ ŦŜƧƭŜǘǘǎŞƎŞǘ ŀ ƳŀƎȅŀǊ ŞǊŘŜƳōŜƴ ƴŜƳ ƘŀƭŀŘƧŀ 

ƳŜƎΣ ŀ ƳŀƎȅŀǊłȊŀǘƻǘ ŀ ǎȊŜǊǾŜȊŜǘƛ ǘŀƎƻƪ ŞǊŜǘǘǎŞƎŞōŜƴ όƪŞǇŜǎǎŞƎŜƛƪ Şǎ ƳƻǘƛǾłŎƛƽƛƪ ǊŜƭŀǘƝǾŜ 

ƳŀƎŀǎŀōō ǎȊƛƴǘƧŞōŜƴύ ƪŜǊŜǎƘŜǘƧǸƪ ς ŜƴƴŜƪ ŀ ƘƛǇƻǘŞȊƛǎƴŜƪ ŀȊ ƛƎŀȊƻƭłǎŀ ŀȊƻƴōŀƴ ǘƻǾłōōƛ 

ƪǳǘŀǘłǎƻƪŀǘ ƛƎŞƴȅŜƭΦ 

 m{{½9D½;{ 

Ahogy az Argyris-ƛ ŞǊŜǘƭŜƴ-ŞǊŜǘǘ ǎƪłƭłƴ ŜƎȅŞƴŜƪ Şǎ ǘłǊǎŀŘŀƭƳŀƪ ŜƭƳƻȊŘǳƭƴŀƪ ŀȊ ƪŞǎȊ Şǎ ƪŞǇŜǎ 

όŞǊŜǘǘύ Ǉƽƭǳǎ ŦŜƭŞΣ ŀ ǎȊŜǊǾŜȊŜǘƛ ǳƴƛǾŜǊȊǳƳōŀƴ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ ǾŜȊŜǘǃƛƪƪŜƭ ǎȊŜƳōŜƴƛ 

ŜƭǾłǊłǎŀƛōŀƴ ǵƎȅ ǾłƭǘƧŀ ŦŜƭ ŀ ƪƭŀǎǎȊƛƪǳǎǘ ŀ ƴŜƻ-karizmatikus leadership. Ahogy a szervezeti tagok 

ƳŀƎǳƪ Ǿłƭƴŀƪ αǀƴƧłǊƽέ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽƪƪłΣ ŀ ǘŜǾŞƪŜƴȅǎŞƎǸƪƴŜƪ ŞǊǘŜƭƳŜǘ ŀŘƽ ǾłǊŀƪƻȊłǎŀƛƪ 

ƘŀƴƎǎǵƭȅŀ ǵƎȅ ǘŜǾǃŘƛƪ łǘ ŀ ǾƻƴȊƽ ƧǀǾǃƪŞǇǊŜΣ ŀȊ ǀƴƳŜƎǾŀƭƽǎƝǘłǎ ƭŜƘŜǘǃǎŞƎŞǘ ŦŜƭƪƝƴłƭƽ ƛƴǎǇƛǊłƭƽ 

Şǎ ƘƛǘŜƭŜǎ ǾŜȊŜǘǃƛ ǾƛǎŜƭƪŜŘŞǎǊŜΣ ŀ ƳŀƎŀǎ ǎȊƛƴǘǼ ǘŜƭƧŜǎƝǘƳŞƴȅǊŜΣ ŀ ƪŞǇŜǎǎŞƎŜƪ ƳƻȊƎƽǎƝǘłǎłǘΣ 

ŜƎȅōŜƴ ŦŜƧƭŜǎȊǘŞǎŞǘ ƛƎŞƴȅƭǃ ŀƭƪƻǘłǎ ƭŜƘŜǘǃǎŞƎŞǊŜΦ aƛƴŞƭ ŞǊŜǘǘŜōōŜƪ ǾŀƎȅǳƴƪ, ƛƭƭŜǘǾŜ ƳƛƴŞƭ 

ŦŜƧƭŜǘǘŜōō ǘłǊǎŀŘŀƭƻƳōŀƴ ŞƭǸƴƪΣ ŀƴƴłƭ ƛƴƪłōō ŞǊǾŞƴȅŜǎ ŜȊ ŀȊ ǀǎǎȊŜŦǸƎƎŞǎΦ ! ƳŀƎȅŀǊ ƪǳƭǘǵǊłōŀƴ 

a neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŜƭǾłǊłǎ ǊŜƭŀǘƝǾŜ ŜǊǃǎΣ ŀƳƛ ƛƴƪłōō ŀȊ ŜƎȅŞƴƛ ŞǊŜǘǘǎŞƎƴŜƪΣ ǎŜƳƳƛƴǘ 

ŀ ǘłǊǎŀŘŀƭƳƛ ŦŜƧƭŜǘǘǎŞƎƴŜƪ ƪǀǎȊǀƴƘŜǘǃΦ 
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Abstract 

The objective of this study was to uncover the nature of subcultures in a higher education 

institution in Hungary with a mixed-method approach. Following a quantitative repeated cross-

section study in 2011 and 2016, it was found that in spite of significant change drivers both 

externally and internally, there was little change in culture on the organisational level. 

However, on a subcultural level, subcultures had moved and changed over time, culminating in 

the emergence of a new subculture in 2016 ς the adhocracy type.  

Based on the subcultures identified during the studies, we have undertaken a qualitative 

analysis of three subcultures: the strong clan, the (standard) clan, and the market subcultures. 

It is found that strong subcultures are distinguished by a strong sense of fair play, a standard 

clan by its preference for flexibility and the market culture by its need to overcome in times of 

difficulty. From the findings of our repeated cross-section and mixed-method studies, it seems 

that market subcultures have a tendency to revert to the clan type in times of difficulty and 

change.  
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 SUBCULTURES IN HIGHER EDUCATION 

The theory behind organisational cultures in general and, more specifically, subcultures 

generally considers an organisational culture to involve some central elements, such as external 

adaptation and internal integration, values being taught to new members and these values 

were shared. ¢Ƙƛǎ Ŏŀƴ ōŜ ǎŜŜƴ ƛƴ {ŎƘŜƛƴΩǎ ŘŜŦƛƴƛǘƛƻƴ ƻŦ ƻǊƎŀƴƛǎŀǘƛƻƴŀƭ ŎǳƭǘǳǊŜΥ άA pattern of 

shared basic assumptions that the group learned as it solved its problems of external 

adaptation and internal integration, that has worked well enough to be considered valid and, 

therefore, to be taught to new members as the correct way you perceive, think, and feel in 

ǊŜƭŀǘƛƻƴ ǘƻ ǘƘƻǎŜ ǇǊƻōƭŜƳǎέ (Schein, 2004). On a subcultural level, the aspects of sharing and 

problem solving are also emphasized as seen in the following definition by Van Maanen and 

Barley (1985) ƻŦ ŀ ǎǳōŎǳƭǘǳǊŜ ŀǎ άΦΦΦ ŀ ǎǳōǎŜǘ ƻŦ ŀƴ ƻǊƎŀƴƛȊŀǘƛƻƴϥǎ ƳŜƳōŜǊǎ ǿƘƻ regularly 

interact with one another, identify themselves as a distinct group within the organization, share 

a set of problems commonly defined to be the problems of all, and routinely take action on the 

ōŀǎƛǎ ƻŦ ŎƻƭƭŜŎǘƛǾŜ ǳƴŘŜǊǎǘŀƴŘƛƴƎǎ ǳƴƛǉǳŜ ǘƻ ǘƘŜ ƎǊƻǳǇέ (p. 38). 

Starting from this theoretical framework, we examine the nature of subcultures in a higher 

education institution. In this explorative study, we consider how subcultures interact, what 

perceptions and values are shared or not shared within subcultures. 

The context of higher education in Hungary is vital as Hungary has undergone significant 

upheaval in the past few years. Government funding for the higher education institutions (HEIs) 

has decreased, state funding for students of subjects such as business and human studies was 

withdrawn (and then, to a very limited extent, reintroduced) in 2012, all HEIs have a chancellor 

to take on many of the roles of the rector as of 2014 and changes to the pension system result 

in higher staff turnover as well in 2012.  

As organisations, higher education institutions are often rather large and complex. This view is 

confirmed by Kuh and Whitt (1988, 27)Υ άǘƘŜ ΨǎƳŀƭƭ ƘƻƳƻƎŜƴƻǳǎ ǎƻŎƛŜǘȅΩ analogue Χ ƛǎ ǎǳǊŜƭȅ 

ǎǘǊŀƛƴŜŘ ǿƘŜƴ ŀǇǇƭƛŜŘ ǘƻ Ƴŀƴȅ ŎƻƴǘŜƳǇƻǊŀǊȅ ƛƴǎǘƛǘǳǘƛƻƴǎ ƻŦ ƘƛƎƘŜǊ ŜŘǳŎŀǘƛƻƴέΦ aƻǊŜƻǾŜǊΣ 

subcultures are more likely to develop in bureaucratic, larger, or more complex organizations 

since these organizations are more likely to encompass a variety of functions and technologies 

(Trice ς Beyer, 1993).  
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If we accept that there are likely to be subcultures in a higher education institution, then we 

need to find a suitable instrument, and the following section is concerned with the 

methodology of our study. 

 METHODOLOGY 

This research study has two phases. The first involves the identification of subcultures using a 

quantitative instrument. The second involves using this data to select focus groups made up of 

the subcultures and, with the use of a qualitative method, uncover in greater depth the nature 

of these subcultures.  

The most suitable instrument would be one with considerable usage in an educational context. 

The Competing Values Framework has a market-culture type and the organisational culture 

assessment instrument (OCAI), based upon this framework, was originally developed for an 

educational context.  

The Competing Values Framework was developed by Quinn and Rohrbaugh (1983) makes use 

of two bipolar axes as a means of indicating four orientations of culture (Cameron and Quinn, 

1999, 32ύ ŀǎ ŦƻƭƭƻǿǎΥ ǘƘŜ Ψ/ƭŀƴΩ ŎǳƭǘǳǊŜ ƛǎ ŎƘŀǊŀŎǘŜǊƛȊŜŘ ōȅ ƛƴǘŜǊƴŀƭ ŎƻƘŜǎƛǾŜƴŜǎǎ ǿƛǘƘ ǎƘŀǊŜŘ 

values, participation, and collectivism with a focus on internal problems and concerns of 

ƛƴŘƛǾƛŘǳŀƭǎΤ ǘƘŜ Ψ!ŘƘƻŎǊŀŎȅΩ ŎǳƭǘǳǊŜ ǳǎŜǎ ŀŘ ƘƻŎ ŀǇǇǊƻŀŎƘŜǎ ǘƻ ǎƻƭǾŜ ǇǊƻōƭŜƳǎ ƛƴŎǳǊǊŜŘ ŦǊƻƳ 

the surrounding environment and indicates a willingness to take risks, creativity and innovation 

and independence and freedom are highly reǎǇŜŎǘŜŘΤ ǘƘŜ ΨIƛŜǊŀǊŎƘȅΩ Ƙŀǎ ŎŜƴǘǊŀƭƛȊŜŘ ŘŜŎƛǎƛƻƴ-

making, much-formalized structures and rigidity with policies, instructions, and procedures 

ŀƛƳŜŘ ŀǘ ǊŜŘǳŎƛƴƎ ǳƴŎŜǊǘŀƛƴǘȅ ŀƴŘ ŜƴŦƻǊŎƛƴƎ ǎǘŀōƛƭƛǘȅΤ ŀƴŘ ǘƘŜ ΨaŀǊƪŜǘΩ ŎǳƭǘǳǊŜ ƛǎ ōŀǎŜŘ ƻƴ 

orientation to the market and maintaining or expanding current market share with a focus on 

profit and ambitious, quantifiable goals coupled with a competitive nature. The OCAI has also 

been used in Hungary as a means of assessing culture types in Hungarian and enterprises όDŀłl 

et al., 2010).  

To identify the subculturesΣ ŀ ƘƛŜǊŀǊŎƘƛŎŀƭ ŎƭǳǎǘŜǊ ŀƴŀƭȅǎƛǎ ǳǎƛƴƎ ²ŀǊŘΩǎ ƳŜǘƘƻŘ ǿŀǎ 

undertaken. The methodology of using a quantitative instrument for cultural assessment for 

identifying subcultures was first introduced by Hofstede (1998) for a study of the organisational 

culture of a large Danish insurance company of 3,400 employees. This produced a dendrogram 
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through which significant clusters can be detected. This method has also been used by Tan and 

Vathanophas (2003) to identify the subcultures of 230 knowledge workers in Singapore. 

For the second phase of our study, vignettes have been chosen as a qualitative approach to the 

study of subcultures. Vignettes are described as short scenarios in written or pictorial form, 

intended to elicit responses to typical scenarios (Hill, 1997, 177). They involve concrete 

examples of people and their behaviours and serve as the means for participants to offer 

comment or opinion (Hazel, 1995, 2). In this way, they can aid in the study of perceptions, 

beliefs, and attitudes (Hughes, 1998, 381). Wade (1999) and bŜŀƭŜΩǎ όмфффύ examined moral 

codes and their contingent status within different contexts.  

The use of vignettes as a complementary technique alongside other data collection methods 

(see Hazel, 1995; Hughes, 1998) can help to develop existing findings and explore data that 

cannot be uncovered through, for example, interviews or observation (MacAuley, 1996; Wade 

1999). They can also be used to deal with sensitive topics (Neale, 1999).  

For the purposes of contrasting differing perceptions and attitudes, Barter and Renold (1999) 

ǳǎŜŘ ǾƛƎƴŜǘǘŜǎ ǘƻ ŎƻƳǇŀǊŜ ȅƻǳƴƎ ǇŜƻǇƭŜΩǎΣ ǊŜǎƛŘŜƴǘƛŀƭ ŎŀǊŜ ǿƻǊƪŜǊǎΩ ŀƴŘ ƳŀƴŀƎŜǊǎΩ ŜǾŀƭǳŀǘƛƻƴǎ 

and perceptions. In the context of a focus group, in particular, Maclean (1999), found that 

vignettes encouraged even the quietest group member to voice an opinion.  

There are some challenges to the vignette approach. Firstly, Finch (1987, 113) points out: 

άŀǎƪƛƴƎ ŀōƻǳǘ ǿƘŀǘ ŀ ǘƘƛǊŘ ǇŀǊǘȅ ΨƻǳƎƘǘΩ ǘƻ Řƻ ƛƴ ŀ ƎƛǾŜƴ ǎƛǘǳŀǘƛƻƴ ƛǎ ƴƻǘ ǘƘŜ ǎŀƳŜ ǘƘƛƴƎ ŀǎ ŀǎƪƛƴƎ 

respondents what they themselves think they ought to doέΦ The biggest caveat in using this 

technique emerges when it is used in isolation (West, 1982, cited in Finch, 1987; Faia, 1979).  

With samples of respondents taken from each of three subcultures and formed into focus 

groups, these groups were presented with vignettes involving the role of the teacher, the 

relationship between students and teachers, the future of high education, and the role of the 

University as an organisation. The comments from the interviews were recorded by the 

frequency of mention and whether the group agreed, disagreed or were indifferent to the 

comments made. In this way, we could detect the most commonly held values / perceptions 

within the focus groups.  
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 FINDINGS 

The research has been carried out in the largest Hungarian business school. For the first phase 

of our study in 2011 from a total possible 959 employees from all levels of the organisation, 

369 completed questionnaires were received, In 2016 using the fully identical survey, 

346 responses were received from a total sample of 979 employees in the organisation. We 

first assessed the reliability of our sample, and the results are in the following table: 

Table 1: OCAI Reliability StatistƛŎǎ ǳǎƛƴƎ /ǊƻƴōŀŎƘΩǎ ŀƭǇƘŀ 

Culture 
type 

2011 
Perception 
/ǊƻƴōŀŎƘΩǎ 

Alpha h  

2011 
Value 

/ǊƻƴōŀŎƘΩǎ 
!ƭǇƘŀ ʰ 

2016 
Perception 
/ǊƻƴōŀŎƘΩǎ 

Alpha h  

2016 
Value 

/ǊƻƴōŀŎƘΩǎ 
!ƭǇƘŀ ʰ 

Comparison 
Reliability 

Coefficients* 

Clan 0.818 0.792 0.825 0.716 0.82 

Adhocracy 0.756 0.771 0.740 0.679 0.83 

Market 0.733 0.651 0.718 0.688 0.67 

Hierarchy 0.777 0.680 0.741 0.608 0.78 

* Reliability coefficients reported by Cameron & Quinn (1999). 

Source: own construction 

!ǎ Ŏŀƴ ōŜ ǎŜŜƴ ƛƴ ǘƘŜ ǘŀōƭŜΣ ǘƘŜ ǎŎƻǊŜǎ ŦƻǊ /ǊƻƴōŀŎƘΩǎ ŀƭǇƘŀ ǊŀƴƎŜ ŦǊƻƳ лΦср όǉǳŜǎǘƛƻƴŀōƭŜύ ǘƻ 

0.825 (acceptable). The relatively low alpha of 0.608 suggests that market and hierarchy have 

a little lower intercorrelation with other variables for values due to higher variances, and these 

lower correlations reduce alphas. Hair et al. (2017) highlight that Cronbachs' alpha tends to be 

underestimated in some models based on averaging (like OCAI). According to Nunnally 

(1978), a satisfactory level of reliability depends on how a measure is being used. Loewenthal 

(2004) claimed the alpha coefficient of 0.6 could be acceptable and these coefficients exceed 

the 0.6 thresholds in all cases. This evidence of reliability indicates that the 6 dimensions are 

related to a common construct, namely, the four culture types. 

After conducting a hierarchical analysis using Wards method (Hofstede, 1998), the subcultures 

were identified. Subcultures were classified as strong subcultures when the figure for dominant 

culture type was significantly higher than any of the other three values, hence subculture 3 is a 

standard hierarchy as the market culture type was only slightly lower, whereas subculture four 

ƛǎ ŎƭŀǎǎŜŘ ŀǎ ŀ ǎǘǊƻƴƎ ƘƛŜǊŀǊŎƘȅ ŀǎ ƛǘΩǎ ŦƛƎǳǊŜ ƛǎ ƳǳŎƘ ƘƛƎƘŜǊ ǘƘŀƴ ǘƘŜ ƻǘƘŜǊ three culture types 
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(see example in figure 1 of the two clan types for further details). The subculture of dominant 

types and membership can be seen in the following table:  

Table 2: Subcultures identified in 2016 and 2011 

 

Source: own construction 

For the second phase of our study, the same questionnaire was sent out in 2017 to select 

respondents according to subculture. Respondents were also asked to indicate if they would 

be willing to take part in focus groups. As clan and market subcultures were the largest over 

the period and our findings of this additional study indicated the re-emergence of a market 

dominant subculture, focus groups were taken from the market, clan, and strong clan 

groupings. Sufficient respondents were found to constitute 4-6 respondents per focus group. 

The differences between the three subcultures used in the sample can be seen in the following 

figure using the OCAI for comparison. 

As can be seen in the figure, the subcultures are essentially along the axis of the clan and market 

dimensions. These are opposing dimensions as the market is externally focussed with stability 

and control, whereas the clan types are internally focussed and have a preference for flexibility 

and discretion.  

 

2011 
Subculture 

1 2 3 4 5 

Dominant culture type Market Clan Hierarchy Strong Hierarchy Strong Clan 

Scores (average per 
member) 

27.25 34.64 37.35 35.50 55.34 

No. of members 140 84 34 30 44 

2016 
Subculture 

1 2 3 4 5 6 

Dominant culture type Clan Clan Hierarchy 
Strong 
Clan 

Hierarchy Adhocracy 

Scores (average per 
member) 

26.5 38.4 31.8 49.7 32.3 33.7 

No. of members 142 62 61 24 21 36 
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Figure 1: Three subcultures in the focus groups 

  

Source: own construction from existing data on subcultures in the organisation 

With samples of respondents taken from each of these three subcultures and formed into focus 

groups, these groups were presented with vignettes involving the role of the teacher, the 

relationship between students and teachers, the future of high education, and the role of the 

organisation. The comments from the interviews were recorded by the frequency of mention 

and whether the group agreed, disagreed or were indifferent to the comments made. In this 

way, we could detect the most commonly held values / perceptions within the focus group: 

Table 3: Summary of values of the three subcultures 

Strong Clan Clan (slight) Market 

Fair to other students as well-
formal solutions. 
Would be good to Mentor 
students. 
¢ŜŀŎƘŜǊǎΩ evaluation by 
students is not REALITY. 
Finding acceptable solutions 
but keeping the rules 
To be fair. 

Customer orientation first with 
moderate rules. 
Help students. 
Share and retain knowledge. 
Flexibility vs. customer 
orientation (OK on the part-
time programme). 
Individual flexibility of the 
teachers regarding rules 
(discretion). 
No teacher performance 
evaluation wanted by 
teachers. 
Different, simultaneously 
valuable individual career 
paths 

Support and development for 
increased burdens ς peer 
mentoring, teamwork, 
organization development, 
facilitation, measurability, 
control. 

Source: own construction 
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Table 4: Summary of perceptions of the three subcultures 

Strong Clan Clan (slight) Market 

Quantity over quality. Lack of supporting system for 
students. 

Lack of teacher support. 

Being evaluated by students 
is not everything. 

Lack of support for teachers 
(both education and research).  

Following tradition vs. new 
research results in education. 

Beside education, many 
other roles (talent 
management, publishing, 
professional progress, public 
activity) are required. 

Existing demands ς rather 
academic than education 
centered.  
Mass production ς missing 
conditions. 

 

¢ƘŜ ǳƴƛǾŜǊǎƛǘȅΩǎ ǊƻƭŜ ƛǎ 
uncertain in the society. 
Expectations are unclear by 
state.  
Rigid operation ς expectation 
of society, students, politics 

Existing evaluation ς based on 
unclear expectations and 
values. 
Lack of autonomy of the 
institution. 
Lack of career paths for 
teachers. 
Requirements are moving to 
more academic orientation 
Mixed, confused identities of 
academic staff (teaching vs. 
research. 

 

Source: own construction 

 DISCUSSION 

wŜŦŜǊǊƛƴƎ ōŀŎƪ ǘƻ {ŎƘŜƛƴΩǎ ŘŜŦƛƴƛǘƛƻƴ ƻŦ ǎǳōŎǳƭǘǳǊŜǎ ƛƴ ƻǳǊ ƭƛǘŜǊŀǘǳǊŜ ǊŜǾƛŜǿΣ ǎǳōŎǳƭǘǳǊŜǎ Ƴŀȅ 

exist when there is a degree of sharing and interaction. Our subcultures came from different 

departments, disciplines, and ς in some cases ς different locations. This presents a concern that 

our subcultures do not meet the original criteria to constitute subcultures. In order to assess 

the level of interaction, two additional questions were included in our instrument in which the 

respondents had to specify which locations they worked at and their frequency of interaction. 

This addition was due to findings in the pilot study that some staff was classed as full-time but 

only went to the office once a week, whereas an employee classed as part-time was found to 

be working 25-30 hours of lessons a week. To allay concerns that these groups were not 

subcultures but merely a collection ƻŦ ŎƻƳƳƻƴ ǾŀƭǳŜǎΣ ΨƛƴǘŜǊŀŎǘƛƻƴ ƳŀǇǎΩ ǿŜǊŜ ŘǊŀǿƴ ǳǇ ŦƻǊ 

ǘƘŜ ƳŜƳōŜǊǎ ƻŦ ŜŀŎƘ ǎǳōŎǳƭǘǳǊŜΦ  !ƴ ŜȄŀƳǇƭŜ ƻŦ ǘƘŜ ΨƛƴǘŜǊŀŎǘƛƻƴ ƳŀǇΩ Ŏŀƴ ōŜ ǎŜŜƴ ƛƴ ǘƘŜ 

following figure: 
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Figure 2: Interaction levels of a subculture with other university locations 

 

Source: Own construction 

Figure 2 shows the sample from one of the 2011 subcultures as a means to illustrate the 

interaction of participants across a range of locations. The blue circles indicate different 

locations and the number of participants based in that one location. The lines and associated 

numbers indicate the number of participants is moving from one location to another for work. 

Thus, more than 25% of the staff work at one or more locations in the organisation. Thus, we 

maintain the assumption that the members that do not work in a range of locations, may be 

ŀŦŦŜŎǘŜŘ ōȅ ǘƘŜ ΨŎǊƻǎǎ-ǇƻƭƭƛƴŀǘƛƻƴΩ ƻŦ ǾŀƭǳŜǎ ŀƴŘ ǇŜǊŎŜǇǘƛƻƴǎ (Bird ς Stevens, 2003). 

For a comparison of the values of our subcultures, there are commonly held beliefs across all 

three for the lack of support and dissatisfaction with the evaluation of teachers. However, there 

are some defining characteristics which allow us to differentiate between these three 

subcultures. The strong clan is very much focussed on helping others (finding solutions and 

helping ǎǘǳŘŜƴǘǎύΣ ōǳǘ ƻƴƭȅ ǿƛǘƘƛƴ ǘƘŜ ŦǊŀƳŜǿƻǊƪ ƻŦ ǘƘŜƛǊ ΨǎŜƴǎŜ ƻŦ fair play) (following rules 
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and being fair). Whilst the standard clan also refers to rules, the context in to follow the rules 

Ψƛƴ ƳƻŘŜǊŀǘƛƻƴΩ ŀƴŘ ǘƘŜ ǾŀƭǳŜǎ ƘŀǾŜ ǎƘƛŦǘŜŘ ǘƻǿŀǊŘǎ ŦƭŜȄƛōƛƭƛǘȅΦ {ǳŎcess and ambition are also 

seen in the high frequency and agreement of a preferred type of career path. The third 

subculture, the market subculture, has a preference for support and development in the face 

of uncertainty.  

From the perspective of our original theoretical framework (Competing Values Framework), 

there are some aspects that are reinforced, but also some discrepancies. Firstly, the clan 

subcultures had far more agreed values and the market subculture very much less so and the 

standard clan values flexibility, which fits well the CVF, as well as the tight-knit social context of 

clan cultures (internal focus) ς as contrasted with the market cultures inherent external focus. 

There is a discrepancy in relation to the CVF, as clan cultures are supposed to have a focus on 

the people aspect and working as a group. However, the value of teamwork and peer-

mentoring was raised by the market subculture. In the context of the focus group discussion, 

ǘƘŜǎŜ ǘǿƻ ŀǎǇŜŎǘǎ ǿŜǊŜ ǎŜŜƴ ŀǎ ŀ ƳŜŀƴǎ ǘƻ ǎƻƭǾŜ ǘƘŜ ΨƛƴŎǊŜŀsed burdensΩΦ  

For perceptions, the strong clan is characterised by ambiguity and uncertainty, despite a 

recognition of the rigidity of the system. The subculture also equates the organisation with 

expectations and demands above most other aspects. The standard clan also perceives a 

certain degree of ambiguity and uncertainty, coupled with a certain degree of dissatisfaction ς 

ŀǎ ǎŜŜƴ ƛƴ ǘŀōƭŜ п ǘƘŜ Ƴƻǎǘ ŎƻƳƳƻƴ ǇŜǊŎŜǇǘƛƻƴǎ ǊŜƭŀǘŜ ǘƻ ŀ ΨƭŀŎƪ ƻŦΩ ǎƻƳŜ ƛǘŜƳ ƻǊ ƻǘƘŜǊΦ Lƴ 

contrast to these subcultures, the market subculture highlights the current change between 

the old / traditional ways and the new. This might indicate the preference for a new way 

forward or potential for resistance to change. If we consider this perception in light of the 

values and attitudes of the market subculture to change, then this further highlights the market 

subcultures discomfort with change and tendency to revert to another type when in crisis.  

 CONCLUSION 

Our study raises some interesting questions with relation to the mentality behind our market 

culture type: In 2011 the largest subculture was a market subculture (more than double the 

size of the second largest). In 2016, the largest subculture had transformed into a clan culture 

type. Between 2011 and 2016 Hungarian Higher Education underwent significant change and 
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the organisation in this study thus also experienced both internal and external changes in terms 

of higher than usual staff turnover, changes in governance systems, and changes to funding for 

both students and the institution. This change of the largest subculture from market to clan 

during a time of crisis and transformation may also be seen in the outcome from the focus 

groups that a greater clan approach is needed in these times. Answering the question of 

ǿƘŜǘƘŜǊ ǘƘŜ Ŏƭŀƴ ŎǳƭǘǳǊŜ ƛǎ ǇǊŜŦŜǊǊŜŘ ŀǎ ŀ ƳŜŀƴǎ ƻŦ ΨƧƻƛƴƛƴƎ ǘƻƎŜǘƘŜǊ ƛƴ ŎǊƛǎƛǎΩ ƻǊ ŀ ǊŜǾŜǊǎƛƻƴ 

ōŀŎƪ ǘƻ ǘƘŜ ΨƎƻƻŘ ƻƭŘ ŘŀȅǎΩ ǿƻǳƭŘ ǊŜǉǳƛǊŜ ŦǳǊǘƘŜǊ ǊŜǎŜŀǊŎƘΦ !ƭǘƘƻǳƎƘ ǘƘƛǎ ŦƛƴŘƛƴƎ Ƴŀȅ ƴƻǘ ōŜ 

generalizable at this stage of the research, it highlights an important consideration for 

practitioners that have market cultures and are considering transformation within the 

organisation.  
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Abstract 

In my theoretical paper, I seek to elaborate the existing job demands and resources (JD-R) 

model of employee engagement (EE) by extending it through the work-life balance (WLB) 

concept. This elaboration of the central model of EE is necessary due to the rapid developments 

in ICT technology, which have dramatically changed working conditions. Employees can work 

remotely, and independently from the physical and social work environment of an office. It is 

ǇƻǎǎƛōƭŜ ǘƻ ŀŎŎƻƳǇƭƛǎƘ Ƴƻǎǘ ƻŦ ƻƴŜΩǎ ǿƻǊƪ ŀǘ ŀƴȅ ǇƭŀŎŜ ŀƴŘ ŀǘ ŀƴȅ ǘƛƳŜΦ ¢Ƙƛǎ ŦƭŜȄƛōƛƭƛǘȅ ƛƴ 

working conditions has both positive and negative impacts on the work-life balance, 

engagement, and aspects such as family, health, well-being, and motivation of employees. My 

approach has four phases. First, I highlight the need for contributions and discuss the benefits 

and drawbacks of work flexibility. Then I present the main concepts and subsequently propose 

and describe the elaborated model of JD-R that is the main contribution of this paper. Finally, I 

discuss the novelty, value contribution, limitations, and theoretical implications of this paper, 

as well as proposing future research directions. 

Keywords: Employee engagement (EE), Work-engagement (WE), Work-life balance (WLB), Job 

demands and resources (JD-R) model 

 INTRODUCTION AND NEED FOR CONTRIBUTION 

In this conceptual paper, my goal is to elaborate the central model, job demands and resources 

(JD-R) model of employee engagement (EE) or work engagement (WE), by extending it through 

the work-life balance (WLB) concept. Albrecht (2010, 14-17) indicates several key areas for 

further reseŀǊŎƘ ƛƴ ǘƘŜ ŦƛŜƭŘ ƻŦ 99Φ IŜ ŀǊƎǳŜǎ ǘƘŀǘ ΨǘƘŜ W5-R model (Bakker ς Demerouti, 2007, 

2008) ǇǊƻǾƛŘŜǎ ŀ ǳǎŜŦǳƭ ǳƴƛŦȅƛƴƎ ǇƭŀǘŦƻǊƳ ǘƻ ŜȄŀƳƛƴŜ ǘƘŜ ƴƻƳƻƭƻƎƛŎŀƭ ƴŜǘ ŀǊƻǳƴŘ ŜƴƎŀƎŜƳŜƴǘΩ 

mailto:maria.jakubik@haaga-helia.fi
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ŀƴŘ ŦǳǊǘƘŜǊ ƘŜ ŀŘŘǎ ǘƘŀǘ ΨŦǳǘǳǊŜ ǊŜǎŜŀǊŎƘ ŀƴŘ ǘƘŜƻǊƛȊƛƴƎ ƳƛƎƘǘ ǳǎŜŦǳƭƭȅ ōŜ ŦƻŎǳǎŜd on 

elaborating the JD-w ƳƻŘŜƭ ǘƻ ŀŎŎƻƳƳƻŘŀǘŜ ŀŘŘƛǘƛƻƴŀƭ ǾŀǊƛŀōƭŜǎ ŀƴŘ ŀŘŘƛǘƛƻƴŀƭ ŎƻƳǇƭŜȄƛǘȅΩ 

(Albrecht, 2010, 14). This will be my main contribution to the existing knowledge about EE. 

There have been already several extensions of the JD-R model and the EE construct, which 

include different contextual factors. Rothmann and Baumann (2014) for example examined the 

psychological conditions of work-home/home-work interactions on EE. They focus on the three 

psychological conditions of personal engagement at work identified by Kahn (1990) namely on 

meaningfulness, availability, and ǎŀŦŜǘȅΦ ¢ƘŜƛǊ ǎǘǳŘȅ ǎƘƻǿǎ ΨǘƘŀǘ ǇǎȅŎƘƻƭƻƎƛŎŀƭ ƳŜŀƴƛƴƎŦǳƭƴŜǎǎ 

and availability, as well as work-life balance, accounted for a large proportion of the variance 

in employee engagementΩΣ ŀƴŘ ǘƘŜȅ ΨŀǊŜ ƛƳǇƻǊǘŀƴǘ ǇǎȅŎƘƻƭƻƎƛŎŀƭ ŎƻƴŘƛǘƛƻƴǎ ǘƻ ŎƻƴǎƛŘŜǊ ƛƴ 

ǇǊƻƳƻǘƛƴƎ ǘƘŜ ŜƴƎŀƎŜƳŜƴǘ ƻŦ ŜƳǇƭƻȅŜŜǎΩ (Rothmann et al., 2014, 525 and 527). As future 

research needs, ǘƘŜȅ ǎǳƎƎŜǎǘ ǘƘŜ ƴŜŜŘ Ψǘƻ ōŜǘǘŜǊ ǳƴŘŜǊǎǘŀƴŘ ǘƘŜ ǇŀǘƘǿŀȅǎ ǘƻ ǿƻǊƪ-life balance 

and employeŜ ŜƴƎŀƎŜƳŜƴǘΩ ŀƴŘ ǘƘŜ ǊŜƭŀǘƛƻƴǎ ƻŦ ǘƘŜǎŜ ŎƻƴŎŜǇǘǎ (ibid: 527). Consequently, there 

is a need for such a contribution. 

However, to my knowledge, the WLB concept has not yet been related to JD-R. Concurring with 

Albrecht (2010), the JD-R model needs to be exǘŜƴŘŜŘ ŀƴŘ ƳƻǊŜ ōǊƻŀŘƭȅ ŎƻƴŎŜǇǘǳŀƭƛȊŜŘ Ψǘƻ 

more explicitly acknowledge contextual factors such as organizational leadership, 

organizational strategy, organizational vision and values, organizational culture, organizational 

structure and human resources (HRύ ǎȅǎǘŜƳǎΩ (ibid.: 14). I argue that the elaboration of the 

central model of EE is also necessary because, due to rapid developments in ICT technology, 

working conditions have changed dramatically (Primecz et al., 2016). Is it possible to be engaged 

at work and disengaged off the job in the current changing context of work? Employees can 

work remotely, independently from the physical and social work environment. It is possible to 

ŀŎŎƻƳǇƭƛǎƘ Ƴƻǎǘ ƻŦ ƻƴŜΩǎ ǿƻǊƪ ŀǘ ŀƴȅ ǇƭŀŎŜ ŀƴŘ ŀǘ ŀƴȅ ǘƛƳŜΦ ¢Ƙƛǎ ŦƭŜȄƛōƛƭƛǘȅ ƛn working 

conditions has positive and negative impacts on the work-life balance, engagement, and 

aspects such as family, health, well-being, and motivation of employees. 

Benefits of flexible working on WLB can be viewed from the individual, organizational and 

societal points of view. I will focus on what flexible working means for individual employees 

and for the employer. For the individual working flexibly and remotely it means savings on 

commuting time and costs, comfort, autonomy on deciding when to engage in work activities, 

scheduling work tasks flexibly, and deciding about being available for work independently. 
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Benefits for the organization are savings on the costs of physical office facilities (renting, 

electricity, heating, cleaning, etc.), saving time and costs on business trips through online 

meetings. Dizaho et al. (2017) studied how to achieve WLB through flexible work schedules and 

ŀǊǊŀƴƎŜƳŜƴǘǎΦ ¢ƘŜȅ ŘŜǘŜǊƳƛƴŜŘ ǘƘŀǘ ΨFlexi-time, working from home, part-time, job sharing 

and teleworking have been depicted as effective strategic approaches to achieving work-life 

ōŀƭŀƴŎŜΩ (ibid.: 455). They conclude that organizations can benefit from WLB achieved through 

flexible work scƘŜŘǳƭƛƴƎ ōȅ ΨƛƴŎǊŜŀǎŜŘ ǇǊƻŘǳŎǘƛǾƛǘȅΣ ƭƻȅŀƭǘȅΣ ǎŀǘƛǎŦŀŎǘƛƻƴΣ ƛƴŎǊŜŀǎŜ ƛƴ ƳƻǊŀƭŜΣ ŀƴŘ 

attitude and behaviours ƻŦ ŜƳǇƭƻȅŜŜǎΩΦ ¢ƘŜȅ ŜƳǇƘŀǎƛȊŜ ǘƘŜ ²[. ōŜƴŜŦƛǘǎ ŦƻǊ ŜƳǇƭƻȅŜŜǎΣ ŀǎ 

ǿŜƭƭ ŀǎ ΨƛƴŎǊŜŀǎƛƴƎ ŦƭŜȄƛōƛƭƛǘȅΣ ƛƴŎǊŜŀǎŜ ƛƴ ŦŀƳƛƭȅ ŀƴŘ ƭŜƛǎǳǊŜ ǘƛƳŜΣ ŎƘƛƭŘŎŀǊŜ ǇǊƛvileges, less work-

life conflict, reduced burnout, and improved emotional, physical and psychological well-beingΩ 

(2017, 462). 

Drawbacks of the work flexibility on WLB for the individual could be weakening family relations 

(children, spouse, and parents), feelings of being a ΨōŀŘ ƳƻǘƘŜǊ ƻǊ ŦŀǘƘŜǊΩ, suffering social 

relations, less time for friends and hobbies, and a decrease in motivation. Furthermore, 

constantly being connected to work could lead to health problems, stress, burnout, ambiguity, 

addiction, and workaholism. Thinking constantly about work-related issues, inability to turn off 

the engagement, inability to relax, and feeling constant pressure could lead to the ΨŀōǎŜƴǘ 

ǇǊŜǎŜƴŎŜΩ syndrome for employees (Middleton, 2008). Similarly, Primecz et al. (2016, 79) 

conclude that while ICT provides an opportunity for flexible work, it creates new problems for 

ƛƴŘƛǾƛŘǳŀƭǎ ǎǳŎƘ ŀǎ ΨƻǾŜǊǿƻǊƪΣ ƻōǎŜǎǎƛƻƴ ǿƛǘƘ ǿƻǊƪ όŀƴŘ ǘŜŎƘƴƻƭƻƎȅ ƛǘǎŜƭŦύΣ ƳŜƴǘŀƭ ŀƴŘ ǇƘȅǎƛŎŀƭ 

exhaustion and burnoutΩΦ On the other hand, the drawbacks of flexible working for 

organizations are potential crises in the role of management, loss of control of working hours, 

and difficulties in scheduling work that requires physical presence (healthcare, service 

providers, etc.). In addition, the negative impacts could be leadership crises, difficulties in 

leading, trying to inspire workers you do not actually meet, communication difficulties (IT, ICT 

problems), machine-human interactions, machine-machine interactions (the human touch is 

missing), difficulties in creating a unified vision of the organization, involvement, commitment, 

motivation difficulties, and feelings of not belonging. 

Based on the above arguments about the changing context of work conditions and the needs 

for future research indicated in the EE literature, I argue that the JD-R model of EE needs to be 

extended through the WLB construct. Broadening existing knowledge and providing a better 
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understanding of the emerging EE concept are the contributions of my paper. Next, I will 

present the concepts of EE, JD-R, and WLB. Then, I will describe the elaborated model of JD-R, 

followed by conclusions and a discussion. 

 APPROACH AND CONSTRUCTS 

My approach is theoretical. As I have indicated in the introduction, the changing work 

conditions, flexibility in the workplace, space, and time influence the work-life balance and 

employee engagement, both positively and negatively. Nowadays it is possible to accomplish 

Ƴƻǎǘ ƻŦ ƻƴŜΩǎ ǿƻǊƪ ŀǘ ŀƴȅ ǇƭŀŎŜ ŀƴŘ ǘƛƳŜΦ ¢ƘŜ W5-R model argues that high job demands and 

low job resources or low job demands and high job resources cause health, motivational, 

engagement, and well-being problems for employees. On the contrary, when job demands and 

resources are in balance, it results in a positive impact on employees, work engagement, and 

organizational performance. Therefore, my argument is that if the JD-R model would integrate 

the work-life balance (WLB) concept, the imbalance or balance between job demands and 

resources would show more explicitly, which would lead to well-being, motivation, work 

engagement, and increased organizational performance. This elaboration of the existing JD-R 

model is my objective in this paper. Next, I present the building concepts of my proposed 

model, namely EE or WE, the JD-R model, and WLB. 

2.1. Employee engagement or work engagement 

Employee engagement (EE) is a relatively recent concept. Dagher et al. (2015) provide a 

comprehensive overview of the historical evolution of the EE construct. They discuss the 

historical roots and evolution of EE and its three dimensions, i.e., vigor, dedication, and 

absorption. In their literature review, they present the most common fourteen definitions of 

EE (ibid.: 240) ŦǊƻƳ мффл ǘƻ нллфΦ IƻǿŜǾŜǊΣ ǘƘŜȅ ŀǊƎǳŜ ǘƘŀǘ ΨǘƘŜ ŘŜŦƛƴƛǘƛƻƴ ŀƴŘ ƳŜŀƴƛƴƎ ƻŦ 

employee engagement is unclear and vague and has been interchangeably misused with many 

ŘƛŦŦŜǊŜƴǘ ǘŜǊƳǎΩ (ibid.: 237). 

Employee engagement has been defined in multiple ways, but there are similar characteristics 

in these definitions. The definitions of EE emphasize the physical, emotional, and cognitive 

dimensions of engagement (Kahn, 1990, 700). The drivers of EE are positive intrinsic 
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motivation, enthusiasm, passion, commitment, satisfaction with work, and individual 

ƛƴǾƻƭǾŜƳŜƴǘΦ 9ƳǇƭƻȅŜŜ ŜƴƎŀƎŜƳŜƴǘ ƛǎ Ψŀ positive, fulfilling, work-related state of mind that is 

ŎƘŀǊŀŎǘŜǊƛȊŜŘ ōȅ ǾƛƎƻǊΣ ŘŜŘƛŎŀǘƛƻƴΣ ŀƴŘ ŀōǎƻǊǇǘƛƻƴΩ (Schaufeli et al., 2002, 74). The definition of 

Bakker and Demerouti (2008) is the most relevant to the objective of this paper. They write that 

Ψ9ƴƎŀƎŜŘ ŜƳǇƭƻȅŜŜǎ ƘŀǾŜ ŀ ǎŜƴǎŜ ƻŦ ŜƴŜǊƎŜǘƛŎ ŀƴŘ ŜŦŦŜŎǘƛǾŜ ŎƻƴƴŜŎǘƛƻƴ ǿƛǘƘ ǘƘŜƛǊ ǿƻǊƪ 

ŀŎǘƛǾƛǘƛŜǎΣ ŀƴŘ ǘƘŜȅ ǎŜŜ ǘƘŜƳǎŜƭǾŜǎ ŀǎ ŀōƭŜ ǘƻ ŘŜŀƭ ǿƛǘƘ ǘƘŜ ŘŜƳŀƴŘǎ ƻŦ ǘƘŜƛǊ ƧƻōǎΦΩ Lƴ Ƴȅ 

proposed model, in addition to the physiological (i.e., behavioral), cognitive, and affective 

dimensions of EE, I emphasize its psychological and social dimensions. 

Like Dagher et al. (2015), Jakubik and Vakkuri (2015, 8-9) explore the theories, definitions, 

models, and drivers of EE. They argue that because the EE construct is relatively new, there are 

several theories related to this concept. They mention the following four: 

1. The job demands and resources model of Bakker and Damerouti in Bakker (2010, 

240) examines how job resources (such as autonomy, support, and feedback) and 

personal resources (such as self-efficacy, optimism, and reliance) directly influence 

work engagement, something that influences outcomes (e.g., in-role performance, 

extra-role performance, creativity, financial results). 

2. IƻōŦƻƭƭΩǎ όнллнύ theory of conservation of resources seeks to answer how employees 

strive to gain and protect resources, and why employees perform more effectively 

when they have access to a range of resources. 

3. The self-determination theory of motivation by Deci and Ryan in Meyer et al. (2010, 

68) focuses on explaining why the experience of employee engagement requires the 

satisfaction of basic psychological needs (competence, autonomy, relatedness). 

4. .ƭŀǳΩǎ social exchange theory (1964) shows how the provision of valued resources 

results in employees developing a felt obligation to reciprocate with pro-social 

attitudes and engagement-related behaviors. 

In addition to the above four main theories, there are several other theories that are relevant 

to EE. For example: the social identity theory of Tajfel (1974); the broaden-and-build theory of 

positive emotions by Fredrickson (2001); the job characteristics theory of Hackman and Oldham 

(1980); work psychology and positive organizational studies (Cameron et al., 2003; Dutton ς 

Ragins, 2007); the theory of flow (Csikszentmihalyi, 1991); motivational theories; social 
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intelligence (Goleman, 2006); the ΨōŜŎƻƳƛƴƎ ǘƻ ƪƴƻǿΩ framework that is based on the practice 

view of knowledge creation (Jakubik, 2011); action research (Reason and Bradbury, 2007); and 

appreciative inquiry (Preskill ς Catsambas, 2006; Reed, 2007). In this paper, however, I focus 

only on the first main theory, namely on the JD-R model, because it is considered as the most 

general one and it is what would specifically need further elaboration. 

According to Jakubik and Vakkuri (2015) employee engagement has several drivers: affective 

organizational commitment, job satisfaction, job involvement, and job attitude (Newman et al., 

2010); organizational resources, job resources (e.g., autonomy, feedback, support), and 

personal resources (e.g., self-efficacy, optimism, resilience) (Bakker, 2010, 46, 48, 54); energy, 

enthusiasm, vigor (ibid.). These factors are important for individual employees vis-ł-vis their 

feeling of engagement. 

Several authors argue that a high level of EE enhances business performance. Bakker (2010) 

and others (e.g., Fleck ς Inceoglu, 2010, 33) ŜȄǇƭƻǊŜ 99Ωǎ ƛƳǇŀŎǘ ƻƴ ƻǊƎŀƴizational performance. 

Employee engagement has several dimensions. Schneider, Macey, Barbera, and Young (2010) 

propose that engagement has both psychological (trust, safety, feelings) and behavioral 

ŎƻƳǇƻƴŜƴǘǎΦ Ψ²ƘƛƭŜ ƻǘƘŜǊ ǎƛǘǳŀǘƛƻƴŀƭ Ƨƻō ǊŜǎƻǳǊŎŜǎΣ ǎǳŎƘ as autonomy, supervisory coaching, 

performance feedback, and personal resources, like optimism, self-efficacy, and self-esteem 

can predict engagement (Bakker et al., 2008), they fail to capture the psychological experiences 

employees have that most signifiŎŀƴǘƭȅ ƛƳǇŀŎǘ ǘƘŜƛǊ ŜƴƎŀƎŜƳŜƴǘ ƛƴ ǿƻǊƪǇƭŀŎŜǎΩ (Schneider et 

al., 2010, 159 quoting Bakker et al. 2008) (Jakubik ς Vakkuri, 2015). I argue that in addition to 

the psychological and physiological dimensions of EE it is necessary to include the cognitive, 

effective, and social dimensions as well. 

2.2. The job demands and resources model 

The job demands and resources (JD-R) model (Demerouti et al., 2001; Bakker ς Demerouti, 

2007) is one of the key models of EE (or WE). The three main assumptions of the model 

according to Mauno et al. (2010, 112ς113) are as follows: 

Assumption 1: Psycho-social characteristics of any work can be characterized by two main 

ŦŀŎǘƻǊǎΥ Ƨƻō ŘŜƳŀƴŘǎ ŀƴŘ Ƨƻō ǊŜǎƻǳǊŎŜǎΦ ΨάWƻō ŘŜƳŀƴŘǎέ ǊŜŦŜǊ ǘƻ ǘƘƻǎŜ ŀǎǇŜŎǘǎ ƻŦ ŀ Ƨƻō ǘƘŀǘ 

require sustained physical and/or psychological effortΩΦ ΨάWƻō ǊŜǎƻǳǊŎŜǎέ ǊŜŦŜǊ ǘƻ ǘƘƻǎŜ ŀǎǇŜŎǘǎ 
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of a job that are functional in achieving work goals, may reduce job demands and the associated 

physiological and psychological costs, and stimulate personal growth, learning, and 

dŜǾŜƭƻǇƳŜƴǘΩ (Mauno et al., 2010, 112). In the proposed elaborated model of this paper, I 

ŜȄǘŜƴŘ ŀƴŘ ŜȄǇƭŀƛƴ ǘƘŜǎŜ ǘǿƻ ŦŀŎǘƻǊǎΣ ōƻǘƘ ŦǊƻƳ ƛƴŘƛǾƛŘǳŀƭ ŜƳǇƭƻȅŜŜǎΩ ŀƴŘ ƻǊƎŀƴƛȊŀǘƛƻƴǎΩ 

perspectives. 

Assumption 2: The JD-R model is characterized by two basic processes, i.e., health and 

motivational (Bakker ς Demerouti, 2007)Φ ¢ƘŜ ƘŜŀƭǘƘ ǇǊƻŎŜǎǎ ƛǎ ǊŜƭŀǘŜŘ ǘƻ ŜƳǇƭƻȅŜŜǎΩ ǇƘȅǎƛŎŀƭΣ 

cognitive, emotional, and social resources to meet job demands. The other process is the 

motivational process of employees. This is characterized by extrinsic and intrinsic motivational 

factors. The model proposed in this paper opens up both the organizational and individual 

health and motivational processes. 

Assumption 3: The JD-R model assumes the negative impacts of the lack of resources. I argue 

that this imbalance between job demands and resources could lead to both positive and 

negative work outcomes, and could thus influence EE both positively and negatively. In my 

proposed JD-R model, I clearly show the need for balance between job demands and resources 

by extending the existing model through the work-life balance concept that I will present next. 

2.3. Work-life balance 

The concept of work-life balance (WLB) is defined in different ways. In their review paper, 

Dizaho et al. (2017, 457) refer to WLB definitions by Dundas (2008), Greenhaus et al. (2003), 

and Hudson (2005)Φ 5ǳƴŘŀǎ ŦƻŎǳǎŜǎ ƻƴ ΨŜŦŦƛŎƛŜƴǘƭȅ ƳŀƴŀƎƛƴƎ ǘƘŜ ǇǊŜǎǎǳǊŜǎ ōŜǘǿŜŜƴ ǇŀƛŘ 

employment and all additional activitiesΩΦ Greenhaus et al. associate WLB of individuals with 

ΨŜǾŜƴ Ředication to work and other non-ǿƻǊƪΩ ŀŎǘƛǾƛǘƛŜǎΦ CƻǊ Hudson (2005, 3) WLB of 

ƛƴŘƛǾƛŘǳŀƭǎ ƛǎ ŀ ΨǎŀǘƛǎŦŀŎǘƻǊȅ ƭŜǾŜƭ ƻŦ ǇŀǊǘƛŎƛǇŀǘƛƻƴ ƻǊ άŦƛǘέ ōŜǘǿŜŜƴ ƴǳƳŜǊƻǳǎ ǊƻƭŜǎΩΦ 

Similarly, Helmle et al. (2014, 114) ŀǊƎǳŜ ǘƘŀǘ ΨǿƻǊƪ-life balance has been defined in multiple 

waysΩΦ They refer to definitions of WLB given by Clark (2000), Grzywacz and Carlson (2007), and 

Greenhaus and Allen (2010). /ƭŀǊƪΩǎ όнлллύ definition is related to the satisfaction of individuals 

so they can function with minimum conflicts at home and work. Grzywacz and Carlson (2007) 

define work-ƭƛŦŜ ōŀƭŀƴŎŜ ŀǎ ΨǘƘŜ ŀŎŎƻƳǇƭƛǎƘƳŜƴǘ ƻŦ ǊƻƭŜ-ǊŜƭŀǘŜŘ ŜȄǇŜŎǘŀǘƛƻƴǎ Χ ƛƴ ǘƘŜ ǿƻǊƪ ŀƴŘ 

ŦŀƳƛƭȅ ŘƻƳŀƛƴǎΩΦ ²ƻǊƪ-life balance defined by Greenhaus and Allen (2010) ƛǎ ΨǘƘŜ ŜȄǘŜƴǘ ǘƻ 
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ǿƘƛŎƘ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ ŜŦŦŜŎǘƛǾŜƴŜǎs and satisfaction in work and family roles are compatible 

ǿƛǘƘ ǘƘŜ ƛƴŘƛǾƛŘǳŀƭΩǎ ƭƛŦŜ ǊƻƭŜ ǇǊƛƻǊƛǘƛŜǎΩΦ 

Concurring with Greenhaus et al. (2003), Parkes and Langford (2008, 267) ŘŜŦƛƴŜ ²[. Ψŀǎ ŀƴ 

ƛƴŘƛǾƛŘǳŀƭΩǎ ŀōƛƭƛǘȅ ǘƻ ƳŜŜǘ ōƻǘƘ ǘƘŜƛǊ ǿƻǊƪ ŀƴŘ ŦŀƳƛƭȅ ŎƻƳƳƛtments, as well as other non-work 

responsibilities and activitiesΩΦ In their quantitative study of 16,000 employees, Parkes et al. 

(2008, 275ς276) focus on the connection of WLB and EE. However, their quantitative research 

resulted in a weak correlation (0Φнмύ ōŜǘǿŜŜƴ ²[. ŀƴŘ 99Φ ¢ƘŜȅ ŎƻƴŎƭǳŘŜ ǘƘŀǘ ΨǿƻǊƪ-life 

balance was more important for engaging full-time and contract employees than part-time and 

casual ŜƳǇƭƻȅŜŜǎΣ ŀƴŘ ŦƻǊ ǇŀǊŜƴǘǎ Χ ǘƘŀƴ ƴƻƴ-parents ... work-life balance was more strongly 

predictive of engagement for couples than singles Χ and work-life balance was less important 

ŦƻǊ ŜƴƎŀƎƛƴƎ ŜƳǇƭƻȅŜŜǎ ǳƴŘŜǊ ол ǘƘŀƴ ŦƻǊ ƻƭŘŜǊ ŀƎŜ ƎǊƻǳǇǎΩ (Parkes et al., 2008, 276). These 

are important and relevant points for this paper because WLB traditionally has been examined 

ƻƴƭȅ ŀǎ ŀ ŎƻƴŎŜǇǘ ǊŜƭŀǘŜŘ ǘƻ ƛƴŘƛǾƛŘǳŀƭ ŜƳǇƭƻȅŜŜǎΩ ǊŜǎƻǳǊŎŜǎ ŀƴŘ ƻǊƎŀƴƛȊŀǘƛƻƴǎΩ ŘŜƳŀƴŘǎΦ 

In their interesting research, Robak et al. (2016) examine how the size of organizations 

influences WLB. By referring to YƛǊŎƘƳŜȅŜǊΩǎ όнлллύ definition of WLB, ǘƘŜȅ ŀǎǎǳƳŜ ǘƘŀǘ Ψ²[. 

can be understood as an equal distribution of time, energy, and engagement in all the areas of 

ƭƛŦŜΩ (Robak et al., 2016, 88). Their goal is to identify the main factors that influence the WLB in 

small- and medium-sized enterprises (SMEs). The main WLB influencing factors are open 

internal relations of personnel, a professional environment, flexible forms and systems of work, 

ƛƴŦƻǊƳŀƭ ǎǳǇǇƻǊǘ ŦǊƻƳ ŎƻƭƭŜŀƎǳŜǎΣ ǎǳǇŜǊƛƻǊǎΩ ǊŜŀŘƛƴŜǎǎ ǘƻ ǇǊƻǾƛŘŜ ǎǳǇǇƻǊǘ ǘƻ ŜƳǇƭƻȅŜŜǎ ƛƴ 

difficult life situations, and ability to present personal and professional needs to the employer. 

Regarding this paper, in addition to identified relevant factors, the style of management and 

leadership as an influencing factor of WLB is important. 

In brief, the concept of WLB, like EE, has multiple definitions. These are, however, quite similar 

and they are related to life satisfaction, job satisfaction, family satisfaction, commitment, 

dedication, and engagement. Factors that influence WLB include job involvement, flexibility at 

work, spousal support, work-home/home-work conflict, and communication processes (Helmle 

et al., 2014). However, Rothmann and Baumann (2014, рнтύ ǊŜŎƻƳƳŜƴŘ ǘƘŀǘ ΨƳŀƴŀƎŜǊǎ ŀƴŘ 

employees should become aware of the concepts of engagement and work-life balance, and 

the relation of the conceptsΩΦ !ǎ ŦǳǘǳǊŜ ǊŜǎŜŀǊŎƘΣ ǘƘŜȅ ǎǳƎƎŜǎǘ Ψǘƻ ŜȄǇƭƻǊŜ ǘƘŜ ǿƻǊƪ-life balance 

and employee engagement between different gender roles, cultures, and hierarchies within a 
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ŎƻƳǇŀƴȅΦ Χ ŦǳǊǘƘŜǊ ǊŜǎŜŀǊŎƘ ƛǎ ǿŀǊǊŀƴǘŜŘ ŀǘ ōƻǘƘ ǘƘŜ ƛndividual and the organisational level to 

better understand the pathways to work-ƭƛŦŜ ōŀƭŀƴŎŜ ŀƴŘ ŜƳǇƭƻȅŜŜ ŜƴƎŀƎŜƳŜƴǘΩ όƛōƛŘύΦ aȅ 

objective is to answer their call for future research and propose an elaborated model of JD-R in 

the next section. 

 PROPOSED AND ELABORATED JD-R MODEL 

The main contribution of my conceptual paper is the elaborated job demands and resources 

model (figure 2) of employee engagement. I decided to present the model building in two 

phases first, the core (figure 1) and then the more detailed, elaborated model.  

In figure 1, I illustrate the core of the model, which consists of individual and organizational job 

resources and job demands (i.e., I-JD-R and O-JD-R) that lead to employee engagement (EE) 

through work-life balance (WLB). Placing WLB between the I-JD-R and O-JD-R is an important 

ǎǘŜǇ ƛƴ ǘƘŜ ƳƻŘŜƭΩǎ ŜȄǘŜƴǎƛƻƴ ōŜŎŀǳǎŜ ƛǘ ƳŀƪŜǎ ŜȄǇƭƛŎƛǘ ǘƘŜ ƴŜŜŘ ŦƻǊ ōŀƭŀƴŎƛƴƎ Ƨƻō ǊŜǎƻǳǊŎŜǎ 

and demands. When employees are engaged at work (EE), it leads to performance (P) and to 

the achievement ƻŦ ōƻǘƘ ŜƳǇƭƻȅŜŜǎΩ ŀƴŘ ƻǊƎŀƴƛȊŀǘƛƻƴǎΩ Ǿƛǎƛƻns and goals (VG). 
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Figure 1: Extended Job Demands and Job Resources (JD-R) Model 
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Source: created by the author  

The second step in my model building is the further elaboration of figure 1 that I present in 

figure 2. It is important to understand what helps both individuals and organizations to achieve 

their vision and goals (VG). Therefore, the foundation of this process is job demands and 

resources. First, I describe the I-JD-R and then, the O-JD-R is shown in figure 2. 

 



 
58 
 

Figure 2: Elaborated JD-R Model of Employee Engagement 
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3.1. Individual job demands and resources 

Obviously, one needs to understand that individuals do not exist without their social networks, 

family, and friends and that they are all part of the society and culture. With this, I want to 

ǳƴŘŜǊƭƛƴŜ ǘƘŜ ƛƳǇƻǊǘŀƴŎŜ ƻŦ ǘƘŜ ǎƻŎƛŀƭ ŎƻƴǘŜȄǘ ŦƻǊ ŀƴ ƛƴŘƛǾƛŘǳŀƭ ŜƳǇƭƻȅŜŜΩǎ Ƨƻō ŘŜƳŀƴŘǎ ŀƴŘ 

resources. Individual job demands and resources have a social, cognitive, emotional, behavioral 

and psychological character. 

Purpose, motivation, personality, resilience, optimism, self-efficacy, and self-esteem of the 

individual employee lead to person-job and person-organization alignment. Selecting the right 

organization and job is a demand and resource for the individual, and it has an impact on WLB. 

When this alignment is achieved, the employee becomes proactive, takes extra-role activities, 

shares his or her knowledge, and is willing to help other colleagues. It means that with these 

extra physical and cognitive efforts, and with the support of family and leaders, the employee 
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reaches a high level of engagement. This experience is an emotional state when the employee 

feels energetic and ready to make an extra effort in his or her job. Alignment, absorption, 

identification, vigor, dedication, excitement, feeling of belonging and making a difference are 

characteristics of this experience. 

Individual goals and objectives include a meaningful contribution, job satisfaction, belonging, 

learning, and career development. Moving toward realizing these individual objectives is 

achieved when employees have feelings of safety, recognition, meaningfulness, and an 

opportunity to develop their skills. 

3.2. Organizational job demands and resources 

Job demands and resources of organizations influenced by their micro and macro environment, 

as well as by society. Values, culture, ethical principles, policies, and regulations, as well as 

educational and technological infrastructure, all have an impact on vision and goals (VG), 

working conditions, and the support that organizations can provide for employees. If the 

organization can create a safe and trustworthy work climate, provide autonomy, flexibility, 

remote work opportunities, coaching, and well-being, it can be considered an employee-

friendly organization. All these working conditions and support reinforce WLB. 

¢ƻ ŜƴƎŀƎŜ ŜƳǇƭƻȅŜŜǎ ŀǘ ǿƻǊƪ ό99ύ ƛǎ ŀƭǎƻ ŀ ŎƘŀƭƭŜƴƎŜ ŦƻǊ ƭŜŀŘŜǊǎƘƛǇΦ ! ƭŜŀŘŜǊΩǎ ǊƻƭŜ ƛƴ ǘƘƛǎ ƛǎ to 

inspire, motivate, and encourage employees by providing them autonomy and involvement in 

decision-making. Jakubik (2016) ŀǊƎǳŜǎ ǘƘŀǘ ΨThe task of managers and leaders is to engage 

knowledge workers at work by providing them meaningful work in which they ŀǊŜ ŀōƭŜ ǘƻ ǘƘǊƛǾŜΩ 

(ibid.: 103)Φ CǳǊǘƘŜǊΣ ǎƘŜ ŀŘŘǎ ǘƘŀǘ ΨǘƘŜ ǊƻƭŜ ƻŦ ǇŜƻǇƭŜ ƳŀƴŀƎŜƳŜƴǘ ŀƴŘ ƭŜŀŘŜǊǎƘƛǇ ōŜŎƻƳŜǎ 

ǇƛǾƻǘŀƭ ƛƴ ǘƘŜ ƪƴƻǿƭŜŘƎŜ ŜŎƻƴƻƳȅΩ όƛōƛŘΦύΦ Lǘ ƛǎ ŀ ŎƘŀƭƭŜƴƎƛƴƎ ǘŀǎƪΣ ƘƻǿŜǾŜǊΣ ǿƘŜƴ ƭŜŀŘŜǊǎ ŀƴŘ 

managers need to motivate employees whom they do not meet face to face due to flexible and 

remote working opportunities. 

Employee engagement (EE), when achieved, has mainly positive drivers and a positive impact 

on organizational performance (P). When employees are engaged, it results in low staff 

turnover, employee retention, low absenteeism, corporate responsibility, open 

communication, a feeling of belonging, meaningfulness of job contributions, fewer faulty 
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products, customer satisfaction, and loyalty. All these lead to performance (P) and realized 

organizational objectives. 

Realized organizational objectives, i.e., goals and vision (GV) include financial goals, 

productivity, market share, good product and service quality, good reputation, image, and 

relationship capital. 

After presenting the proposed, elaborated JD-R model of EE (figure 2), I now turn to the 

conclusions and discussion. 

 CONCLUSIONS AND DISCUSSION 

The goal of my conceptual paper was to answer the calls for future elaboration of the JD-R 

model of EE (cf. Albrecht, 2010; Baumann ς Rothmann, 2014). The novelty of my elaborated 

model is that I demonstrate how both the individual JD-R and the organizational JD-R relate to 

employee engagement through the work-life balance construct. Furthermore, my proposed 

model (cf. figure 2) shows how EE leads to higher performance and the achievement of goals 

and vision. In addition, as I argued in the introduction, my contribution is needed because of 

the intensely positive and negative changes in the working context and in work conditions due 

to the development of technology. I believe that in the future when many work activities are 

performed by robots, my contribution to better understanding the key role of WLB in achieving 

individual and organizational goals and vision will become even more crucial.  

This paper has several theoretical contributions. Firstly, the main contribution of my conceptual 

paper is the elaborated job demands and resources model (figure 2) of employee engagement. 

It contributes to a better understanding of the JD-R model by extending it through the WLB 

concept and showing the connection between WLB and EE (cf. Rothmann and Baumann 2014; 

Parkes and Langford 2008). The model demonstrates how and why WLB connects I-JD-R and 

O-JD-R with EE. Secondly, broadening existing knowledge and providing a better understanding 

of the emerging EE concept are the contributions of my paper. Thirdly, I have contributed to 

the three main assumptions (cf. Mauno et al., 2010) of the JD-R model as follows: 

1. Work-life balance traditionally has been examined only as a concept related to 

ƛƴŘƛǾƛŘǳŀƭ ŜƳǇƭƻȅŜŜǎΩ ǊŜǎƻǳǊŎŜǎ ŀƴŘ ƻǊƎŀƴƛȊŀǘƛƻƴǎΩ ŘŜƳŀƴŘǎΦ Lƴ ǘƘŜ ǇǊƻǇƻǎŜŘ 
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elaborated model of this paper, I have extended and explained job demands and 

resources, both from individual empƭƻȅŜŜΩǎ ŀƴŘ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΩǎ ǇŜǊǎǇŜŎǘƛǾŜǎΦ 

2. The model proposed in this paper opens up both the organizational and individual 

health and motivational processes. 

3. In my elaborated JD-R model, I have shown clearly the need for a balance between 

job demands and resources by extending the existing model through the work-life 

balance concept. 

As is the case with every paper, this one has its limitations. The elaboration of the JD-R model 

is based only on the need for future contributions and future research, as expressed in the EE 

and WLB literature. Its contribution is only theoretical. Therefore, the proposed model would 

need empirical validation. In addition, I look forward to receiving the comments, constructive 

feedback, and suggestions of research scholars interested in the EE, JD-R, and WLB topics 

involved in my proposed model. 
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Abstract 

Digital transformation has become the key process in the last decades and has had a major 

impact on the way how companies operate, how customers change their behaviours and at the 

end, how employees will have to change. To review the main changes, I have already done 

several researches into the area of expected and forecasted changes in the daily life of 

companies and on how customers will change their behaviour.  

The current study aims to do a research on how these technological changes will influence the 

labour market conditions. I also focus on to determine the scope of necessary skills for 

employees that will be expected. In addition, the object is to analyse future labour market 

trends, to identify new types of workplaces to be established due to digital transformation as 

well as to artificial intelligence and robotization.  

Besides the above, we also have to analyse the possible impacts that the entering of a new 

generation into the labour market will trigger.  

The paper is based on literature survey as a research method. The main conclusions rely on 

international studies and forecasts. The expected changes will be described and analysed in the 

labour market, and as a result, the new types of workplaces will also be shown and listed.  

Keywords: Labour market, Generation Z, Artificial intelligence, Robotization  

 INTRODUCTION 

As a new phenomenon in our age, digital solutions appear in many fields of our life. Digital 

transformation will lead to major changes at workplaces after already triggering significant 

changes tƻ ŎƻƳǇŀƴƛŜǎ ŀƴŘ ŎǳǎǘƻƳŜǊǎΩ behaviours in the digital environment. The change of 

pace depends on the industry the companies are involved in. Most of the companies have 
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already made digital strategies, introduced and applied new digital solutions. Their aim is to 

provide new digital services in order to render new, digitally marketable services and to sell 

digitally available products. In the first place, this process reached international companies. The 

changes in the value chain will also force small- and medium-size companies to introduce digital 

solutions in order to stay profitable.  

Digital changes do not only appear in our customer behaviour and in the daily management of 

companies, but it will also have a significant impact on our workplaces. Looking at changes in 

ŎƻƳǇŀƴƛŜǎΩ ǎǘǊǳŎǘǳǊŜΣ ǿŜ Ŏŀƴ ǎǳƳƳŀǊƛȊŜ ǘƘŀǘ ǎŜǊǾƛŎŜǎ ǿƛƭƭ Ƴŀƛƴƭȅ ōŜ ǊŜǎǘǊǳŎǘǳǊŜŘΣ ŀƴŘ ǘƘŜ 

production processes will be digitally restructured in order to meet digital challenges. 

/ǳǎǘƻƳŜǊǎΩ behaviour changed to a significant part as well. Customers can react promptly to 

ŎƻƳǇŀƴƛŜǎΩ ƳŀǊƪŜǘƛƴƎ ŀŎǘƛƻƴǎΣ Ŏŀƴ ƳŀƪŜ ǳǇ ŀ ŘƛƎƛǘŀƭ ƘƻǘƭƛƴŜ ǳǎƛƴƎ ǎƻŎƛŀƭ ƳŜŘƛŀΦ ¢ƘŜ ŘŜŎƛǎƛƻƴǎ 

ƻŦ ŎǳǎǘƻƳŜǊǎ Ŏŀƴ ǎƘŀǊǇƭȅ ƛƴŦƭǳŜƴŎŜ ŎƻƳǇŀƴƛŜǎΩ ŘŜŎƛǎƛƻƴǎΦ hƴ ǘƘŜ ƻǘƘŜǊ ƘŀƴŘΣ ŎƻƳǇŀƴƛŜǎ ŀƭǎƻ 

gain information promptly on how customers react to a new product or service or any kind of 

news relating to the company. These changes have opened up new and cheaper ways for 

companies to reach customers as well. (Accenture, 2017). 

The changes will definitely lead to new types of jobs and working structures within the 

companies. I analysed the main factors such as technological changes, robotization, and 

artificial intelligence that have led to these challenges. I also made a research on the expected 

impacts resulting from the fact that the first digital generation will enter the labour market. 

Based on these results, I put up a scheme that companies can follow to cope with these 

challenges. Based on this workflow, companies can manage to create conditions for these new 

employees in the form of a new type of workplaces that will support companies to be successful 

in this new digital environment.   

 DIGITAL TECHNOLOGIES WILL BE INTRODUCED IN THE WORKPLACES 

The most complex area impacted by these digital changes will be the working conditions at the 

workplace of future. Looking at the main factors, we can summarize below:  

- New technologies such as artificial intelligence and robotization will be introduced.  

- New, digitally comfortable generations enter the labour market, and due to these 

changes. 
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- New types of jobs will be introduced, while recurring and superfluous jobs will be taken 

over by robots at the same time. 

Based on surveys carried out at European level, it may be concluded that the European labour 

force wishes to apply innovative technologies and digital solutions in the workplaces in order 

to increase productivity (Deloitte, 2016). Most of the employees have a positive tendency 

towards new digital technologies. They hope that they can work "smarter" with these new 

technologies. In their mind, this process can lead to faster access to databases, to a higher 

number of working days in home office and a lower number of persistent and recurring tasks. 

Some of them always complain about red tape and add that they need to complete superfluous 

tasks (Richter ς .ǊǸƘƭΣ нлмтύ. 

Main Influence Factors Regarding Future Workplaces  

Based on previous presumptions, we may conclude that in future value creation may be the 

main field of work for employees. This shift in workplaces will create significant challenges for 

our education systems. Based on the survey mentioned above, most of the working time is 

spent daily with repetitive tasks that can easily be automated or simplified. Hopefully, the 

application of technological solutions can lead to more effectiveness in the workplaces which 

can result in more value creation at the end (Richter ς .ǊǸƘƭΣ нлмтύ.  

The work in the future will be influenced by four major factors:  

- Impact of digital technological solutions, mainly influenced by Artificial Intelligence and 

robotic solutions 

- Interpretation of artificial intelligence systems generated data and 

- introducing Artificial intelligence into new territories. (Wisskirchen, 2017) 

Based on the above, we need to analyse our working processes and establish new ones based 

on digital solutions supported by artificial intelligence (AI) tools. Furthermore, an enormous 

amount of data will be compiled by introducing these new AI tools. As a result, these sets of 

data need to be analysed in order to develop new services and products that customers desire. 

aŜŀƴǿƘƛƭŜΣ ŎƻƳǇŀƴƛŜǎ ƘŀǾŜ ǘƻ ƭƻƻƪ ŀǘ Ŏƻƴǎǘŀƴǘƭȅ άǘƘŜ ōƻǘǘƻƳ ƭƛƴŜέ ƳŜŀƴƛƴƎ ǇǊƻŦƛǘǎΦ 

Therefore, cost-effectiveness is also the main aim to reach (Rendall, 2017). This aim can be 

fulfilled by introducing robotization in the manufacturing industry. The robotization will also be 
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άǎǳǇǇƻǊǘŜŘέ ōȅ ƴŜǿΣ ȅƻǳƴƎ ƎŜƴŜǊŀǘƛƻƴǎ ƻŦ ŜƳǇƭƻȅŜŜǎ ǘƘŀǘ Ƴŀƛƴƭȅ ǿŀƴǘ ǘƻ ŀŘŘ ǘƻ ǾŀƭǳŜ ŎǊŜŀǘƛƻƴ 

in their workplaces instead of making recurring and superfluous tasks. (Deloitte, 2016). 

 CHALLENGES DUE TO CHANGE OF FORM OF CONNECTION BETWEEN MAN AND 

TECHNOLOGY  

Looking at the possible ways of interpretation, we can emphasize that the form of connection 

between man and technology will be essential in the future. Digital services will also be 

developed by the way how people co-operate on these new platforms or through social media 

platforms. The outsourcing platforms will also have a major role in the future as well. As a 

result, we will also see a lot of freelancers in the labour market in the coming decades. 

Furthermore, this new type of workplaces may, however, endanger the current legally 

protected working conditions (Google, 2017). Nevertheless, we also assume that the 

employees expect new challenges, flexibility, and interactivity in the labour market. This 

expectation is closely linked to the challenges that the new generations entering the market 

such as Generation Z is bringing to the market (Gallup, 2016). This new type of connection can 

fulfill these expectations. The upcoming generations will change their jobs more frequently and 

may change to jobs that are not even invented today. Therefore, the ability to change, to learn, 

to grow and to adapt to new challenges will be critical factors for an employee in the future 

(Tulgan, 2013). 

 LABOUR MARKET CHALLENGES FROM TECHNOLOGICAL FIELD: ARTIFICIAL INTELLIGENCE 

AND ROBOTIZATION 

In the above, we summarized how this new generation might lead to significant changes in the 

labour market. Nevertheless, we also need to review how the technological solutions are 

developed in parallel. We can assume that the main challenge coming from the world of 

technology is the spreading of Artificial Intelligence in the industry (Accenture, 2017).  

Artificial Intelligence is mainly entering each main industry from advertising to healthcare, 

banking, education, and transportation. Nowadays, we see that artificial intelligence is entering 

our workplaces. We may have already contacted a chatbot (defined as an automated, yet 

personalized, conversation between software and human users) or the Facebook Messenger 
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to book a hotel room. According to Facebook Vice President, David Marcus, there are now more 

than 100,000 chatbots on the Facebook Messenger platform, up from 33,000 in 2016 

(Rodriguez, 2016). 

Following the growing number of chatbots in our personal lives, we may also use them in our 

work to help us find new jobs, answering frequently asked questions in HR filed. The chatbots 

can also digitize HR processes and make employees able to reach HR solutions from anywhere 

(Taherdoost et al., 2013). 

The user interface is the main area today for artificial intelligence (AI) in the companies. One of 

the main examples regarding AI practice is Alexa made by Amazon.com. Alexa is a conversation 

based assistant that is used by nearly three million people today (Hutson, 2017)Φ !ƭŜȄŀΩǎ ǎǳŎŎŜǎǎ 

story is just one example of AI that plays more and more important role across user interfaces 

(Shah, 2017). According to a global survey on artificial intelligence adoption among companies 

made in 2017, it was stated that nearly 80% of IT and business executives think that AI will help 

accelerate technology adoption throughout their organizations (Wisskirchen, 2017). In a 

nutshell, artificial intelligence is meant to help companies to improve the experience and 

outcome for each and every customer interaction (Wisskirchen ς Schiller, 2015). 

4.1. Artificial Intelligence will redefine the employee experience 

Artificial intelligence is also applied to the companies for HR purposes. One of the main 

examples is the use of so-called chatbots. A chatbot is a software that conducts a conversation 

via auditory or textual methods (Vincent, 2017). This software is usually designed to simulate 

how a human would behave as a conversational partner. Chatbots are mainly used in dialog 

systems mainly in the field of customer service or information acquisition. Chatbots are used 

also for recruiting, employee service, and employee development and even for coaching 

(Meister, 2017).  

Tracking further steps in the life of companies relating to digital transformations supported by 

artificial intelligence, we can see that most of the companies cannot develop AI expertise in a 

short period of time. As a result, we have to advise them to make long-term plans for these 

changes. Presumably, companies need to prepare and set up structures that support this 

process within the company. As mentioned above, most of these tools are introduced in the 

https://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=2177801
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field of customer interaction. Therefore, these teams may be used to prepare this AI 

transitional process. From a human resource management perspective, most of the companies 

could rely their first digital transformation groups on the members of customer interaction 

units that are involved in the use of digital tools in this regard (Wisskirchen ς Schiller, 2015). 

Based on current forecasts based on the global survey mentioned above, we may expect that 

AI turns enterprise architecture on its head (Accenture, 2017). Enormous sets of data are 

needed from every channel in order to continuously learn how those interactions should evolve 

over a lifetime. This amount of data need to be analysed, and the decisions at corporate level 

need to be based on the results of these data analysis processes. Therefore, the company 

structure needs to change in order to comply with these challenges (Obel, 2017).  

4.2. Artificial Intelligence will lead to new types and forms of jobs 

Since data analysis will be a key point in the daily life of a company in the future to plan new 

ǇǊƻŘǳŎǘǎ ƻǊ ǘƻ ŀƴǎǿŜǊ ŎǳǎǘƻƳŜǊǎΩ ƴŜŜŘǎΣ ǿŜ Ŏŀƴ ŀǎǎǳƳŜ ǘƘŀǘ ǘƘŜǎŜ ǘȅǇŜǎ ƻŦ ǿƻǊƪƛƴƎ ǇƘŀǎŜǎ Řƻ 

not necessarily need to be in the same one place and at the same time. As a result, we may 

foresee that two converging technology developments will drive the digital transformation of 

labour in the future (Accenture, 2017):  

- online management of work and  

- on-demand labour force. 

The commonly introduced platform solutions mainly enable planning, management, and 

remote execution of work. The so-called remote and mobile workers will become a significant 

part of the workforce. Companies will also adopt digital communication tools as well. 

Traditional tools like e-mail will presumably be abandoned soon, and next-generation digital 

tools like Slack and Google Hangouts may be spread instead of them. For example, Slack is a 

cloud-based set of team collaboration tools and services. ¢Ƙƛǎ ƛǎ ǳǎǳŀƭƭȅ ŎŀƭƭŜŘ ǘƘŜ άFacebook of 

workplacesέΦ The software enables a flexible, even out-of-office interactive working 

connection. Google Hangouts is similar in this regard to Slack. Dropbox is also a typical form of 

storing documents that need to be in reach for workers within one company. We can also see 

today that documents through Dropbox may also be available for contractual suppliers such as 

bookkeepers or lawyers (Deloitte, 2016).  
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The digital management of work is only half of the story. We can also expect that platform 

technologies will also deliver capabilities that businesses need in order to connect their labour 

requirements with an on-demand supply of skilled workers. Future trends show that digital 

technologies in this field may eliminate the difference in terms of time, cost, and location in 

matching workers and employers. 

As mentioned earlier above, the members of Generation Z have a tendency to become 

freelancing workers, since they want more flexibility and space in their work. Freelancing can 

already be seen as a major type of employing a workforce in the most developed economies. 

According to the 2016 Upwork/Freelancers Union study, approximately 35% of the US 

workforce of 159 million are freelancers. The example of this 55 million people shows that 

freelance earnings in the US economy are estimated at $1 trillion, or 6% of the $18+ trillion US 

economy (Ren, 2017). 

4.3. Artificial intelligence and robotization will have a significant impact on the future 

number of workplaces 

Artificial intelligence can lead to new jobs in analysing sets of data and in creating new services 

or products. A good example of creating new types of workplaces is the shared service centre 

phenomenon. These centres were mainly set up by international companies working in 

different countries. To establish these centres, the working procedures had to be restructured, 

and new working processes had to be introduced. The centre concept did not only mean that 

if ten people do the same work in ten countries, then only one man can do the same work for 

ten countries in one centre (Chandok, 2016). All the information channels regarding the 

markets and the companies had to be analysed. In many cases, new services were introduced 

by unbundling or bundling previous working procedures within such as centre. As a result, new 

types of services and new types of jobs were created (Campbell, 2011). The changing process 

ƻŦ ŀ ŎƻƳǇŀƴȅΩǎ ǇǊƻŎŜŘǳǊŜǎ ƛƴ ǎǳŎƘ ŀ ǿŀȅ ƛǎ ŀ ǘȅǇƛŎŀƭ ǿŀȅ ŦƻǊ ŎƻƳǇŀƴƛŜǎ Ƙƻǿ ǘƘŜȅ Ŏŀƴ ōŜŎƻƳŜ 

digital companies. They need to rebuild and restructure their procedures to identify the actual 

needs and to develop new forms of services/ products to meet these needs in the digitized 

market (Earley, 2014). 
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In the last decades, we could see companies moving to new markets and to set up new factories 

in cheap labour countries. Most of the relation processes were tied to the availability of 

sufficient amount of cheap labour. Recently, we can see a turnaround in a sense that the 

companies simplify and restructure their manufacturing procedures and introduce robots to 

carry out the recurring tasks in the production chain (Taherdoost et al., 2013). 

In the first step, the big ticket item industries such as car manufacturing managed to introduce 

robots to fasten their processes. Due to lack of labour and rising wages in the developed 

countries, these robots may provide for a long-run and cost-effective solution in these 

industries (Accenture, 2017). 

Furthermore, looking at US industrial data, a very interesting process can be demonstrated 

relating to changes in a number of workplaces in this economic sector and the increase of US 

industrial GDP data. Over the last 20 years, inflation-adjusted U.S. manufacturing output has 

increased by nearly 40 percent (Deloitte, 2016). However, looking at the number of jobs for the 

same period of time, we can see that there are fewer jobs. It is due to the fact that employees 

in the manufacturing industry are better educated, better paid and producing more valuable 

products. This is the result of the technological developments that enable these employees to 

be so much more productive. Today, there are nearly two million jobs available in the 

manufacturing sector (Accenture, 2017). 

These numbers lead to a different conclusion than the usual one about robots demolishing our 

workplaces in these industries. This conclusion is that robots are not demolishing or stealing 

our jobs, but they are improving them. We can also add that robots are safer and more reliable 

than people. From an ethical point of view, the exploitation of labour does not come into 

consideration at all. Looking at ROI numbers in these industries, cost-effectiveness is also 

underpinned since these robots deliver a return on investments within 12 months (Meister, 

2017).  

This process can lead to new workplaces that the new generations want in the long run. The 

unwished working tasks can be carried out by robots in the future. Companies are also in favour 

of this change since cost-effectiveness, and reliable manufacturing procedures are also within 

reach. (Wisskichen et al., 2017).  
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 FIRST DIGITAL GENERATION WILL ENTER THE LABOUR MARKET AND THEIR CHANGE 

WORKPLACES  

Before looking at technological framework changes in the workplaces and artificial intelligence 

solutions, we have to face up to the fact that not the only technology itself will change our 

workplaces in the future. The expectations of new generations entering the labour market will 

radically change the workplaces as well (Google, 2017). 

5.1. New Generations Coming to the Labour Market 

Based on recent surveys, we can state that the main role players of the labour market today 

are the so-called baby boomers, the members of X and Y generations. The main features of this 

generation differ from each other significantly. The main reason for these differences is that 

they work in a different working environment (Gallup, 2016). 

The baby boomers are 50-60 years old today and started their career in a so-called decent and 

stressful working and economic environment. The main features of their environment were 

that they worked in one place in a fixed amount of working time. Their main form of connection 

was based on personal connection. They also knew their managers in person (Richter ς .ǊǸƘƭΣ 

2017). 

Looking at the generations coming to the labour market after the baby boomers, we can 

summarize that significant changes were introduced in the working environment of the new 

generations. Several features in the working environment loosened significantly. The fixed 

need of working hours started to fade away. In practice, indefinite working hours were 

introduced. We also need to face up to the fact that these changes led to stressful situations in 

the working places as new phenomena. 

The members of next generation, which is called Y generation, were born 20-30 years ago. This 

kind of indefinite working time and availability for work in the entire week is seen as a 

drawback, and they want to avoid these situations at all. Looking at their behaviour in the 

labour market, we can see fast and often job changes. The labour market may be described as 

a saturated market. Nevertheless, they do not intend to adapt to the indefinite working hours 

(Schulz ς Brenner, 2010). 
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Looking at the current structure of labour market, we can see that the workers of age over sixty 

will be stiƭƭ ŀŎǘƛǾŜ ŦƻǊ ǘƘŜ ƴŜȄǘ ŘŜŎŀŘŜΦ ¢ƘŜ ōŀōȅ ōƻƻƳŜǊǎΩ ƎŜƴŜǊŀǘƛƻƴΣ ǘƘŜ ·, and Y generations 

will also be key players in the global labour market trends in the next decades (Schulz ς Brenner, 

2010).  

However, we would like draw light to the fact that a brand new generation is entering the 

market soon. We assume that their behaviour and expectations towards the current labour 

market conditions may bring significant challenges to the labour market (Google, 2017).  

The members of Z generation still go to schools today, but tomorrow, they are already in the 

market and start their integration process. Based on recent labour market trends, we assume 

that the members of this Z generation will not only join the group of employees, but soon their 

members will also join the group of managers as well (Ernst and Young LLP, 2016). 

5.2. Challenges in the Labour Market due to Lack of Necessary Knowledge for Daily Life  

Main challenges relating to the Z generation entering the labour market may also come from 

the fact, that our education system is not ready to fit them up with necessary skills and 

knowledge for the daily life. There is a striking difference between their knowledge gained from 

the education system and the knowledge that is essential for the daily life routines. 

Unfortunately, most members of this generation will only realize this difference after entering 

the labour market. They need to face up to the fact that even a good performance in our so-

called Prussian education system does not necessarily provide us with the necessary skills for 

our daily life. Based on labour market studies, we may conclude that they learn a significant 

amount of superfluous knowledge in this system (Earley, 2014). 

5.3. First Digital Generation Coming to the Market  

Besides the failures in our education system, the members of Generation Z will undoubtedly 

have a significant impact on our labour market. We assume that this change will also reach the 

daily life of our companies and the behaviour of our customers. This generation is seen as the 

first digital generation. The main features of this generation are (Google, 2017): 
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- Their field of communication is the internet and mainly the apps that are available for 

smartphones such as Instagram and Messengers. 

- ¢ƘŜȅ ŀǊŜ άƳƻōƛƭŜέΥ ǘƘŜƛǊ Ƴŀƛƴ ŘƛƎƛǘŀƭ ŘŜǾƛŎŜ ƛǎ ǘƘŜ smartphone.  

- Their customer behaviour is also based on smartphones: they shop online and pay online. 

Based on recent surveys, the members of Generation Z prefer so-called sudden customization 

and wish to gain adventures. They feel that everything actually is within reach for them based 

on the internet. On the one hand, they use the virtual world as their normal environment. 

Therefore, they fell that they can easily reach anything with a few clicks. On the other hand, if 

they cannot reach anything right away, they just move on by clicking further (Ernst &Young, 

2016). This kind of digitalized environment will not only have a significant impact on the labour 

market but also on the daily life of our companies ŀƴŘ ƻƴ ƻǳǊ ŎǳǎǘƻƳŜǊǎΩ behaviour as well.  

 SUMMARY 

¢ƘŜ ŘƛƎƛǘŀƭ ǘǊŀƴǎŦƻǊƳŀǘƛƻƴ ǇǊƻŎŜǎǎ ōǊƻǳƎƘǘ ƴŜǿ ǘŜŎƘƴƻƭƻƎƛŜǎ ǘƘŀǘ ŎƘŀƴƎŜŘ ǘƘŜ ŎƻƳǇŀƴƛŜǎΩ 

daily management. The change reached the customer interactions first. As a second step, the 

ŎƻƳǇŀƴȅΩǎ ƛƴǘŜǊƴŀƭ ǎǘǊǳŎǘǳres were changed in order to provide new digitally sellable services 

and products. Following these steps, the working conditions will also be modified. The new 

technologies allow companies to introduce working conditions that are not carried out in the 

same place and at the same time. New platforms are already introduced to reach these 

purposes.  

This process will be accelerated by the fact that a new generation will enter the labour market 

and this new generation prefers flexibility and freelancing regarding working conditions. They 

differ from the previous generations represented in the labour market in this regard. This new 

generation will change the main conditions of the labour market since they want to make their 

professional dreams come true and will not be connected to companies so close than their 

predecessors. They want flexible working hours and more flexible working conditions than any 

generation before them.  

The restructuring process will also lead to new forms of workplaces such as shared service 

centres. New types of jobs will also be introduced since artificial intelligence solutions will lead 
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to a significant number of new types of jobs relating to data analysis and digital product 

development.  

Companies will also be forced to prepare a roadmap to become digital in the aspects mentioned 

above. As the main example show, the best way is to set up internal teams in companies to 

introduce digital transformation process step by step. In this process, companies will also focus 

on becoming more cost-effective. As a result of the digitally restructuring process in 

manufacturing, robotization will also be spread to reduce manufacturing costs. In the short run, 

this process will lead to a reduction of workplaces in the manufacturing industry.  

Nevertheless, there also researches relating to new digital industries that show that if 

companies are well-prepared for digital transformation and follow their roadmap, even new 

jobs may be created. Regarding the need to introduce new digital products and services, we 

assume that these new types of jobs will probably be established in the field of value creation. 

In order to prepare the students today, the education system will also have to cooperate closely 

with these companies to provide the necessary digital skills for the employees of the future. 

Generation Z will force not only the education system but also the labour markets and 

companies to introduce new ways to meet their digitally developed needs and the challenges 

this new digital environment triggers.  

The new types of jobs will be created in the field of It development, big data analysis, and digital 

marketing. The introduction of these new jobs will also require companies to manage a 

significant number of freelancing employees. The new types of working conditions and internal 

communication channels such as chatting application and social media platforms may lead to 

more flexible company culture. Customers will also be able to influence the planning phase of 

the product even before launching it on the market. In this new phases of work, the creativity 

and effectiveness of employees may be more important than ever before to set up successful 

interactions with the customers. It is important to note that these new changes in the working 

structure of a company will also support the company to reach its main economic goals such as 

profitability and digital customer experience.  
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Abstract  

Wrongdoing is pervasive with cases of persistent misconduct and personal or societal harm 

being unveiled on a seemingly weekly basis. This paper presents the findings of an exploratory 

survey of individuals and explores their exposure to both wrongdoing and also institutional 

training and formal structures to empower them to be better positioned to protect themselves 

and to disclose wrongdoing when encountered. Models are evaluated that best predict the 

outcomes of an individual's likelihood of having experienced wrongdoing and also the 

ƛƴŘƛǾƛŘǳŀƭΩǎ ǇŜǊŎŜǇǘƛƻƴ ǘƘŀǘ ǘƘŜ ƛƴǎǘƛǘǳǘƛƻƴŀƭ ŜƴǾƛǊƻƴƳŜƴǘ ƛǎ ƛƳǇǊƻǾƛƴƎ ƛǘǎ ƻǾŜǊŀƭƭ ŀōƛƭƛǘȅ ǘƻ 

protect people. The findings of the models are incorporated into a proposed governance 

framework to empower leadership to take a proactive approach to organizational 

improvement with regards to monitoring, preventing, and addressing wrongdoings.  

Keywords: Whistleblowing, Higher education, Wrongdoings, Likelihood of experiencing 

wrongdoing, Perceptions of organizational learning, Organizational improvement model 

 INTRODUCTION 

Wrongdoings are a class of all actions consisting of misconduct, unethical behaviours, illegal 

actions, fraud, theft, or worse.  How often do people experience wrongdoings on campus? Does 

this vary by region or role? For example, do students experience this more often than faculty? 

How do they react and address the wrongdoing once encountered? Wrongdoings are often 

revealed and resolved through whistleblower claims. Whistleblowing is the moral and ethical 

challenge of revealing wrongdoings and is a phenomenon that is as old as human civilization. 

Going back to Greek Mythology, the story of Sisyphus who was condemned by the gods to a 

perpetual punishment after revealing that Zeus had abducted and raped Aegina. Did the Greek 

mailto:schmidt.christopher@yahoo.com
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gods take the time and effort to protect Sisyphus? Did they attempt to design a system to 

prevent them from making similar mistakes? Rarely does a day go by without another headline 

of an individual or institution being impacted by the claim of wrongdoing. This has included 

ƳŀƧƻǊ ǎŎŀƴŘŀƭǎ ǎǳŎƘ ŀǎ ǘƘŜ aƛŎƘƛƎŀƴ {ǘŀǘŜ ¦ƴƛǾŜǊǎƛǘȅ ŀǘƘƭŜǘƛŎǎ ŘŜǇŀǊǘƳŜƴǘΣ ǘƘŜ Ǝƭƻōŀƭ άǇƻǎǘ-

²ŜƛƴǎǘŜƛƴέ ǳǇǊƛǎƛƴƎ ŀƎŀƛƴǎǘ ǎŜȄǳŀƭ ƘŀǊŀǎǎƳŜƴǘΣ ±ƻƭƪǎǿŀƎŜƴΩǎ ŀŎǘƛǾŜ ŘŜŎŜƛǘ ƻŦ ǊŜƎǳƭŀǘƻǊǎ ƻǾŜǊ 

diesel engine emissions, FIFA bribery and misconduct, the Transparency International 

disclosure of offshore banking habits of elected officials, and even the US Federal government 

under President Donald Trump and James Comey, Director of the FBI, blowing the whistle on 

the President himself. Over the centuries, has humanity learned to protect itself from 

wrongdoings? Are we getting better at protecting people, ourselves? If so, what is the 

evidence? If someone is effectively learning from wrongdoings, what are some approaches that 

they are using? Are some of those approaches more effective than others? In which situations 

or under which circumstances? 

This paper seeks to answer some of these questions through the findings a survey of individual 

stakeholder experiences and perceptions that was conducted to explore personal exposure and 

experiences with wrongdoings on and around campus. 

1.1. Problem Statement 

That different approaches to institutional governance have varying effectiveness in lowering 

the incidence of wrongdoings in institutions is depicted in figure 1. Moderating Variables (MV) 

in this relationship of governance approach to successful mitigation of wrongdoings are 

believed to be Transparency, Training, and Structured Approach to Learning. Transparency as 

a factor is controversial, and no consensus exists on if it is truly better to be more open and 

communicate more detail, and the inevitable increases on time demand in order to ensure 

stakeholders are informed of risks and hazards and what to do when encountering 

wrongdoings. The impact of formalized training of procedures, processes, and policies that 

defines the approaches to the handling and treatment of wrongdoings within an institution 

should clearly affect the organizations administrative and governance effectiveness. This 

research looks for evidence of these disciplines as well as evidence of a structured, proactive, 

preventative organizational approach to learning and growth.  
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Figure 1: Model of Governance Efficacy in lowering the Incidence of Wrongdoing   

 

Source: own work 

The aim of this paper is to document the findings of the survey of individual experiences and 

the development of a quantitative model of the factors that contribute to the effectivity of 

governance approach via the three moderating variables: Transparency, Stakeholder Trainings, 

and Structured Organizational Learning. This data and models should provide the basis for 

improved management disciplines, a method for continuously monitoring such disciplines, and 

provides a basis for further research. 

1.2. Current Literature 

All institutions of higher education are knowledge-intensive institutions consisting of large 

pools of intellectuals and are ever striving for stronger client focus on knowledge processes, as 

found in Dobrai and Farkas (2008). Ken McMillen (2014), focused on assessing the level of self-

adoption of the NACUBO recommended guidelines for Universities and Colleges to adopt 

Sarbanes-Oxley whistleblowing best practices. Messemer-Magnus and Visvesvaran (2005) look 

at internal correlates of wrongdoing from a quantitative approach and support the general 

research that internal climate and culture can influence the likelihood of reporting. Tsahuridu 

(2014) summarizes the research and legislation that focuses on documenting and preventing 

the types of retaliation that whistleblowers experience. Bosua (2014) expands the research by 

looking at the impact of new media on the likelihood of reporting. Vandekerckhove, Brown, and 

Tsahuridu (2014) explore the internal mechanisms and what they identify as a propensity for 

individuals to attempt first to report and escalate internally, as a natural phenomenon. Curtis 
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(2006) in her research paper sponsored by the Institute of Internal Auditors, an organization 

that serves as a global thought and practice leader in the area of Internal Control. Christopher 

(2014) looked specifically at compliance and controls in higher education in Australia and in a 

survey of 37 universities chief audit executives. Schmidt (2015, 2016, 2017) and Schmidt and 

Farkas (2015) and Schmidt and Kiraly (2015) have looked at whistleblower claims in higher 

education and how each institution, and governing bodies, use unique and inconsistent 

approaches to soliciting, managing, administering, and learning from whistleblower claims.  

Thomas, Schermerhorn, and Dienhart advocate for the urgency of proactive corporate ethical 

leadership (Thomas et al., 2004). Bonau (2017a) identifies integrity, and authentic behaviours 

as a key factor in inspirational leadership, and separately argues for the strengths of 

behavioural ŘŜŎƛǎƛƻƴ ǘƘŜƻǊȅ ǘƻ ōŜǘǘŜǊ ǇǊŜŘƛŎǘ ŀƎŜƴǘΩǎ behaviours (Bonau, 2017b). Farkas and 

Dobrai (2012) state that the role, structure, and task of the administration of higher education 

institutions has become dramatically more complex in the past decades. Vandekerckhove et al. 

(2014) ƭƻƻƪ ŀǘ ǘƘŜ ά²ƘƛǎǘƭŜ ²ƘƛƭŜ ¢ƘŜȅ ²ƻǊƪΣ нллтέ ǎǘǳŘȅ ŦǊƻƳ !ǳǎǘǊŀƭƛŀ ŀƴŘ ǘƘŜ ŦǊŜǉǳŜƴŎȅ ƻŦ 

training and reporting incidents that supervisors receive. Vandekerchove, Brown, and 

Tsahuridu (2014) ƛƴǘǊƻŘǳŎŜŘ ǘƘŜ ŎƻƴŎŜǇǘ ƻŦ ǘƘŜ άƘŜŀǊŜǊέ ŀƴŘ ǘƘŜ άǇǊƻǘŜŎǘƻǊέ ǊƻƭŜǎ ƛƴǎƛŘŜ ŀƴ 

organization. Bonau (2018) shows that ethical behavior is a key factor in ǘƘŜ ŜƳǇƭƻȅŜŜΩǎ 

perception of organisational commitment, a prerequisite for high-performing organisations. 

The link between transparency and better government is made by Gould and Amaro-Reyes 

(1983). Transparency is enabled by internet communication technologies, the impact of which 

is studied in a number of research papers: Bhatnagar (2003). Bushman (2004), Ciborra (2005), 

Schmidt (2005), Hermalin and Weisbach (2007) Shim and Eom (2009), Relly and Sabharwal 

(2009), and Bertot (2010). 

 METHODOLOGY 

2.1. Survey and Interview Design Approach 

The survey establishes a framework for the completion of a primary data survey of individuals 

regarding their experiences and perceptions of learning from fraud and whistleblower claims 

inside of institutions of higher education. The framework is developed in these components: 

an interview guideline, the development of scaling questions with anchoring vignettes. 
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Churchill (1995) in his 6th Edition Marketing Research textbook defines the 9-step process that 

was used in creating the survey to document and facilitate the development of the survey of 

individual experiences and perceptions. In this case, to reveal personal experiences and 

exposure to whistleblower claims and establish if individuals and institutions are actively 

communicating with their stakeholders regarding claims that are received, actively training 

individuals to be aware of the causes of whistleblower claims and help them prevent and avoid 

such circumstances from arising. Additionally, it is of interest to understand some classification 

Řŀǘŀ ǊŜƭŀǘŜŘ ǘƻ ŜŀŎƘ ƻŦ ǘƘŜ ǊŜǎǇƻƴŘŜƴǘǎΩ ōŀŎƪƎǊƻǳƴŘǎΣ ŎƻǳƴǘǊȅ ƻŦ ƻǊƛƎƛƴκƎŜƻƎǊŀǇƘƛŎ ƭƻŎŀǘƛƻƴΣ 

type of institution they are responding for, and their role within the institution. Google Forms 

was used as the mechanism for publishing and disseminating the survey. This link 

(http://goo.gl/forms/zGRz66hgBL) contains the fully operational survey and is contained in the 

Appendix A. The start date of the survey was offered with no end date anticipated and was 

opened from February 2015 through October 2017. 

2.2. Modeling of Survey Responses 

Nine of the survey questions were of critical interest and were used to create two models for 

analysis and dissection to understand moderating effects and differences between country, 

institution type, and role inside of an institution. One model, regarding the outcome of 

ά9ȄǇŜǊƛŜƴŎŜŘ ²ǊƻƴƎŘƻƛƴƎέ ƛǎ ŀ .ƛƴŀǊȅ (yes/no) two-state outcome requiring a binomial model. 

¢ƘŜ ǎŜŎƻƴŘ ƳƻŘŜƭΣ άDŜǘǘƛƴƎ {ƳŀǊǘŜǊέ ƛǎ ŀ ǎŎŀƭŜ ǘȅǇŜ ƻǳǘŎƻƳŜ όм-5) requiring an ordinal 

regression. Both models were developed using the following 5 step methodology: 

1. Key questions selected for model input 

2. Data cleaning and verification 

3. Automated Model Selection in R 

4. Verification of R Model and Diagnostics 

5. Potential follow-up or iterations and enhanced processes 

Each of these steps is documented in the data results and analysis for each question. 

http://goo.gl/forms/zGRz66hgBL
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2.3. Model Input Development 

The survey dataset consisted of 36 questions. In order to dissect the responses and condense 

down key factors, eliminating free text responses, resulted in the following list of responses 

used as the dataset shown below. The data, shown in Table 1, was categorized by breaking up 

categorical responses into binary yes or no factors. These simplify the analysis of the model. 

Table 1: Question Selection and Coding for Statistical Analysis 

Question Simulation Label Categories 

1.1 Type of Institution   University 1=University,0=2year college 

1.2 Country US 1= US, 0= Hungary 

1.5 Code of Ethics?  EthicsCode  

2.1 Role at Institution?  Pres SeniorLeader 
Faculty 
Student  

1 = President; 0= Other 
1 = Senior Leader; 0=Other 
1 = Faculty; 0=Other 
1 = Student;0=Other 

2.2 Received Training?  HadTraining м Ґ ¸ŜǎΤ л Ґ bƻΣ 5ƻƴΩǘ Yƴƻǿ 

2.6 Was Incident Reported?  MadeReport   м Ґ wŜǇƻǊǘŜŘ LƴŎƛŘŜƴǘΤ л Ґ 5ƛŘƴΩǘ 
 

2.8 Is the process Important? HowImportantProcess  1 - 5 

2.4 Experienced Wrongdoing ExperienceWrong м Ґ 9ȄǇŜǊƛŜƴŎŜŘΤ л Ґ 5ƛŘƴΩǘ 

2.9 Is the institution getting smarter? Getting. Smarter 1 - 5 

Source: own work 

2.4. Automated Model Selection 

The survey responses were recoded to facilitate statistical analysis. In no cases were data 

elements were missing. The recoded data was verified as matching the source records by using 

checksum validation of the total coded data vs. the original response data. The simulation tool 

chosen for this analysis was the open source and freely distributed statistical and 

computational software called R. Calcagno, and de Mazancourt (2010) ŎǊŜŀǘŜŘ ǘƘŜ άglmultiέ w 

library for automated model selection for small sample populations. This tool allowed for an 

automated iterative creation of all possible combinations of input independent variables and 

ŀƭǎƻ ǘƘŜ ǎŜŎƻƴŘ ƻǊŘŜǊ ŎƻƳōƛƴŀǘƛƻƴ ƻŦ ŜŦŦŜŎǘǎ άƳƛȄŜŘ ŜŦŦŜŎǘǎέ ǿƛǘƘƛn all variables. The library 

employs a genetic algorithm to optimize the combination search and thereby eliminates the 

unnecessary calculation of outlier and non-functional models. This model and approach have 

been used widely, with over 300 citations and as Viechtbauer (2010) asserts, has been used in 

thousands of scientific research projects since 2010. This rigorous and verified approach to 
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model selection facilitates the exploratory discovery of the significance of different 

computationally derived theoretical models. The actual regression is performed by the module 

ƎŜƴŜǊŀƭ ƭƛƴŜŀǊ ƳƻŘŜƭ άglmέ ƛƴ w (R Development Core Team, 2009). The corrected Aike 

Information Criteria (AICc) is used to score models and rank and sort the model results. 

Importantly the AICc criteria applies for mixed-effects models. Viechtbauer (2010) created a 

ƴǳƳōŜǊ ƻŦ ŦǳƴŎǘƛƻƴǎ ƛƴ ǘƘŜ w ƭƛōǊŀǊȅ άmetaphorέ ŦƻǊ ǘƘŜ ŀƴŀƭȅǎƛǎ ƻŦ ƭƛƴŜŀǊ ƳƻŘŜƭǎ ƎŜƴŜǊŀǘŜŘ ƛƴ 

R, and these tools were used to provide a best-fit, optimized model of the drivers of the two 

relationships of interest. 

 FINDINGS 

It should be noted that the following portion of the research covers a small sample, 19 

individuals responded, and none of the governing bodies or large organizations mentioned in 

the literature review sponsored or supported the distribution of the survey to their 

ƳŜƳōŜǊǎƘƛǇΦ ¢ƘŜ ǎǳǊǾŜȅ ǊŜǎǳƭǘǎΩ ŀƎƎǊŜƎŀǘŜ Řŀǘŀ ŦƛƴŘƛƴƎǎ ŀǊŜ ŘƛǎŎǳǎǎŜŘ first and followed by the 

development of statistical analysis to describe the variation and aid in the interpretation of the 

survey results. 

3.1. Presentation of Findings 

Responses (N=19) were received from a diverse population of individuals, institutions, and 

countries. 37% of the responses were from Hungarian respondents, and 63% were from the 

United States. The respondent participation rate was approximately 0.13% of all invitations 

ǎŜƴǘΦ ¢ƘŜ ǘȅǇŜ ƻŦ ƛƴǎǘƛǘǳǘƛƻƴǎ ŀǘǘŜƴŘŜŘ ōȅ ǘƘŜ ǊŜǎǇƻƴŘŜƴǘǎΣ ǘƘŜ ǊŜǎǇƻƴŘŜƴǘǎΩ ǊƻƭŜ ƛƴ ǘƘŜ 

institution, and the component or part of the institution for which the respondents were 

replying are presented and show a diverse character of the respondents, as shown in Figure 2.  

The most frequent type of institution was the public or state university, which made up 53% of 

all responses, together with 32% of responses from public colleges, making 84% of responses 

specific to publicly funded institutions, while 16% were private institutions. The most frequent 

role was faculty, followed by a senior administrator, while 11% of the respondents were 

academic leadership and the remaining 21% were students. Academic areas (students & 

faculty) were the most prevalent components of the institution covered by the respondents. 
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Figure 2: Overview of respondent characteristics  

 

Source: own work 

¢ƘŜ ǊŜǎǇƻƴŘŜƴǘǎΩ ŜȄǇƻǎǳǊŜ ǘƻ ŦǊŀǳŘ ŀƴŘ ŦǊŀǳŘ ǇǊŜǾŜƴǘƛƻƴ ǘǊŀƛƴƛƴƎ ƛǎ ŘŜǎŎǊƛōŜŘ ƛƴ ǘƘŜ next 

section. A total of 53% of the respondents had experienced some type of wrongdoing in their 

workplace, and 42% had made some kind of formal report or complaint about such 

wrongdoing. A similar proportion of respondents, about 42%, had received any kind of ethics 

or preventative training, and only 25% of those fractional respondents actually were aware of 

practical, local-based examples, as illustrated in Figure 3. The next set of responses in the survey 

was specific to the institution, and in four parts, it explored how claims were received by the 

ƛƴǎǘƛǘǳǘƛƻƴΣ ōȅ ǿƘƛŎƘ ŦǳƴŎǘƛƻƴΣ ŀƴŘ ŦƻǊƳΣ ŀƴŘ ǘƘŜ ǊŜǎǇƻƴŘŜƴǘΩǎ ǇŜǊŎŜǇǘƛƻƴ ƻŦ ŎƭŀƛƳǎ ōŜƛƴƎ 

tracked to completion or summarized in an annual report. The most frequent response for who 

in the institution received ǎǳŎƘ ŎƭŀƛƳǎ ǿŀǎ άǊŜǎǇƻƴǎƛōƛƭƛǘȅ ƴƻǘ ŀǎǎƛƎƴŜŘέ ŀǘ от҈Σ ǿƛǘƘ ά5ƻƴΩǘ 

Yƴƻǿέ ŀǘ мс҈ ŀƴŘ άƭŜƎŀƭέ ŀǘ мм҈ ǘƘŜ ƴŜȄǘ Ƴƻǎǘ ŦǊŜǉǳŜƴǘΦ ²ƛǘƘ ǊŜƎŀǊŘǎ ǘƻ ǊŜǇƻǊǘƛƴƎ ŀōƻǳǘ 

claims to the public, 58% of the responses stated that the status of a claim was not reported to 

the public, and over 79% said their institution did not produce a summary of claims, nor did 

they track the claims to completion. 
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CƛƎǳǊŜ оΥ wŜǎǇƻƴŘŜƴǘǎΩ ŜȄǇŜǊƛŜƴŎŜǎ ǿƛǘƘ ŦǊŀǳŘ ŀƴŘ ŦǊŀǳŘ ǇǊŜǾŜƴǘƛƻƴ ǘǊŀƛƴƛƴƎ  

 

Source: own work 

The next set of charts, presented together in Figure 4, present and visualize the responses to 

the two Likert scale questions received regarding perceptions of the importance of 

whistleblowing to their institution (strong tendency towards important) and their impression 

of the trend of improving or not improving progress at their institution (slightly skewed towards 

improving). Additionally, respondents were asked the question of whether a code of ethics was 

available, with less than half of the respondents able to confirm the existence of a code of 

ethics, and 83% of respondents stating that learning from whistleblowing was not an element 

ƻǊ ŎƻƳǇƻƴŜƴǘ ƻŦ ǘƘŜƛǊ ƛƴǎǘƛǘǳǘƛƻƴΩǎ ǎǘǊŀǘŜƎƛŎ ǇƭŀƴΦ 

3.2. Statistical Analysis of Survey Findings 

The statistical approach to modeling the two outcomes described in the methodology section: 

ά9ȄǇŜǊƛŜƴŎŜŘ ²ǊƻƴƎŘƻƛƴƎέ ŀƴŘ άDŜǘǘƛƴƎ {ƳŀǊǘŜǊέ ǿŀǎ ǇŜǊŦƻǊƳŜŘ ŀƴŘ ƛǎ ǎǳƳƳŀǊƛȊŜŘ ōŜƭƻǿΦ 

The best statistical formula and regression model was identified for each model is listed below, 

and the simulation results are presented and clarified. 
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Figure 4: Perceptions of importance and progress towards learning 

 

Source: own work 

3.3. Experience Wrongdoing Model  

First, the simulation and model for the likelihood of an individual experiencing wrongdoing on 

campus is modeled and optimized the value of the AICc selection criteria. Evaluating the p-

value for the factors identified, where the p-value is much less than 0.05, one must reject the 

ƴǳƭƭ ƘȅǇƻǘƘŜǎƛǎ ǘƘŀǘ ʲ Ґ лΣ ŀƴŘ ŎƻƴŎƭǳŘŜ ǘƘŀǘ ǘƘŜǊŜ ƛǎ ŀ ǎƛƎƴƛŦƛŎŀƴǘ ǊŜƭŀǘƛƻƴǎƘƛǇ ōŜǘǿŜŜƴ ǘƘŜ 

variable and the model. Reviewing the relative importance of all factors explored in the 

permutations of simulations, it is apparent that one additional factor had a low t-value, high p-

value, and corresponding low level of confidence (0.1) ς which could be removed from the 

model, giving a further simplification, leaving us with the final model presented in Table 2.  
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Table 2: Best Fit Model Formula for Experienced Wrongdoing 

 

Source: own work 

The interpretation of these factors and weights follows, that the likelihood of experiencing a 

wrongdoing is 0.64 (Intercept/Constant Term) which is offset/lowered for faculty members, 

regardless of origin, and also reduced for Universities which have a Code of Ethics (EthicsCode: 

University) but increases significantly by the mixed effect of Faculty which have an Code of 

Ethics (Faculty: EthicsCode) 

Institution Getting Smarter Model 

In an identical process to the simulation and model for the perception that the institution is 

getting smarter about handling whistleblower claims and wrongdoing is modeled and 

optimized for the value of the AICc selection criteria. The top 5 models had little or no 

difference in the absolute scoring, and also that all of the top 12 models consisted of a constant 

term and combinations of several mixed effects factors. The information criteria plot for the 

top 100 models calculated showed little the stepwise improvement in model accuracy. The 

relative lack of variation brings to question the relevance of the model and all possible 

permutations of the factors included in the dataset. Additional simulations were run without 

the genetic algorithmic search application to identify possible other outcomes, which resulted 

in 1.2Million permutations and various model approaches being systematically generated, 

none of which approached the low level of AICc achieved by the best models calculated by the 

genetic algorithm approach. Looking at the weighting of the best model revealed that the 

weights of one of the mixed effect factors were not estimable and therefore offer another 

simplification of the model. 
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Again, evaluating the p-value for the factors identified, where the p-value is much less than 

лΦлрΣ ƻƴŜ Ƴǳǎǘ ǊŜƧŜŎǘ ǘƘŜ ƴǳƭƭ ƘȅǇƻǘƘŜǎƛǎ ǘƘŀǘ ʲ Ґ лΣ ŀƴŘ ŎƻƴŎƭǳŘŜ ǘƘŀǘ ǘƘŜǊŜ ƛǎ ŀ ǎƛƎƴƛŦƛŎŀƴǘ 

relationship between the variable and the model. The relative importance of all factors 

explored in the permutations of simulations was the basis for removing factors that had a low 

t-value, high p-value, and corresponding low level of confidence (0.1) from the model, giving a 

further simplification, leaving us with the final model shown in Table 3:  

Table 3: Best Fit Model Formula for Getting Smarter 

 

Source: own work 

The interpretation of these factors and weights as the best model of Getting Smarter score 

consists of the mean score of 3 (Intercept/Constant Term) and five mixed effects combinations. 

The first, an improvement factor, increased the score for senior leaders at universities 

(SeniorLeader: University). The second mixed effects term was an additional improvement for 

individuals who experienced wrongdoings in the US (ExperienceWrong: US). The third mixed 

effects term substantially lowered the score for any of the combined factors of SeniorLeader 

with a Code of Ethics. The fourth factor was the combination of if someone had training and 

experienced wrongdoing. The fifth term was the combination of students who had experienced 

wrongdoing, which had a negative impact on the overall score. The absence of the significance 

of any direct non-mixed effect variables in this model could be interpreted as a sign that 

institutions are not communicating enough to drive this awareness and perception. 
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 CONCLUSIONS 

Setting out to explore and better understand how wrongdoings are experienced on campus, by 

which groups, the survey and subsequent model for the likelihood of experiencing wrongdoing 

shows that there is a 64% likelihood of experiencing wrongdoing, that this is lower for faculty, 

and where a code of ethics exists and is communicated. This implies that stakeholders are more 

likely than not to experience wrongdoings. This contrasts with the findings that only 33% of 

respondents had experienced any training in how to deal with wrongdoings. Improving the 

exposure to training and awareness of what to do when wrongdoings are encountered is an 

initiative for leadership to undertake. 

¢ƘŜ ƳƻŘŜƭ ƻŦ ǘƘŜ ǊŜǎǇƻƴŘŜƴǘ ǎŜƴǘƛƳŜƴǘ ƻŦ ά²Ŝ ŀǊŜ DŜǘǘƛƴƎ {ƳŀǊǘŜǊέ ǎƘƻǿǎ ǘƘŀǘ Ƴƻǎǘ ǇŜƻǇƭŜ 

feel neutral to this sentiment, but that Senior Leaders feel that they are improving ς which 

could be a result of group think or be a result of actions seen to be taken, but then not perceived 

by other stakeholders. Notably, individuals who had experienced wrongdoing generally did not 

think things were getting better, which may be an indicator that the institutional support and 

response is inadequate and insufficient to reassure them of the quality and effectiveness of the 

governance environment. This negative sentiment was even stronger for students who 

experienced wrongdoings.  

These findings outline clear opportunities for the improvement of management practice, and 

the survey itself is the foundation of a framework for monitoring and improvement within an 

institution. Expanding the survey to larger populations and sustaining its application over time 

will build up the evidence required to determine the effectiveness of governance practices in 

making our organisations safer for all stakeholders. 
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Abstract 

This paper tries to solve the common organizational problem of why do organizations fail in 

implementing management practices such as Total Quality Management (TQM) in which 

managers tend to implement a specific management practice to correct certain drawbacks in 

their firms' performances with ignoring their existing capabilities and strategies. A qualitative 

research methodology is utilized for having a consensus on the main failure reasons where 

comprehensive literature reviews emphasize on the major principles of TQM such as 

customers' satisfaction, employees' involvement, and continuous improvements of financial 

and operational performances. Finally, this study illustrates several empirical findings about 

organizations who implemented successful TQM practices and improved their financial 

performance wherein some of them increased their stock price, operational income, total 

assets, and sales by 114%, 107%, 79%, 69%, respectively, compared to the control companies 

who do not apply any TQM procedures during a particular period. 

Keywords: TQM, Organization's Financial Performance, Customers' Satisfaction, Employees 

Involvement, Cost Minimizing, Continuous Improvements 

 INTRODUCTION 

Total quality management (TQM) has received considerable attention by both academics and 

practitioners in which both argue whether implementation of these TQM programs would 

increase total customer satisfaction, organizational innovations, and flexibility, employees' 

involvements, improving the financial efficiency or not. Several studies have been done in 
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which the researchers are divided into two groups where the first argued that these TQM 

programs are wasting billions of dollars without any effective results. Furthermore, the 

opponents of TQM programs also mentioned public examples in which some of Baldrige 

Awards winners that have been granted by the American Society for Quality, had been latter 

suffered from financial relapses, dangerous faltering economic situations and even 

bankruptcies (The American Society for Quality, 2016). 

To the contrary, the proponents said that these TQM programs would develop not only the 

organizations' financial performance, but also they enhance their operational characteristics 

which these TQM programs must be judged by rigid empirical evidence and consequences not 

with anecdotes, hype, and publicity. Thus, this paper addresses and tries refute the opponents' 

arguments through supporting proponents' one by presenting rational evidence that occurred 

at a massive majority of organizations. 

The next section emphasizes the main paper problem and its origin of why organizations usually 

fail in implementing management practices such as TQM under the light of existing strategies. 

Then, literature reviews would focus on the main principles of TQM. Giving illustrations, a 

special section would be specialized to present empirical researches wherein organizations 

implemented such successful and effective TQM programs, and as a consequence, they 

achieved terrific financial performances. Finally, the last part of this paper summarizes the main 

contribution of this paper; while future studies would be carried out depending on the 

mentioned limitations. 

 WHY DO ORGANIZATIONS USUALLY FAIL IN IMPLEMENTING MANAGEMENT PRACTICES 

UNDER THE LIGHT OF EXISTING CAPABILITIES AND STRATEGIES? 

2.1. The Main Problem 

Before answering this question, the meaning of strategy should be revisited; Porter (1996, 75) 

defines strategy as "it is creating a fit between firm's activities wherein doing many things in a 

perfect method together with a complete integration among them would result to a strategy 

successfulness. Nevertheless, in case there is no existing fit among these activities, low strategy 

sustainability would occur where that would push the management resorting to simplifying 
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missions and supervising discrete functions for leveraging the organizational performance 

where the last is usually determined by the company's operational and financial efficiency." 

Thus, the main problem is not with concurrent engineering, lean manufacturing, Just-In-Time 

(JIT), or even with TQM; the problem is with the company's way of fulfilling these management 

practices to their problems. In other words, companies usually apply a specific management 

practice to treat particular operational or financial fragilities where managers ideally determine 

problems in a static term of starting and ending points. Going further, managers would say that 

the company aim is to decrease defect level to 100 parts per half million; or they would say that 

the enterprise's target is minimizing the variable cost by $2 per unit (Hayes ς Pisano, 1994). 

Accordingly, these managers use a narrow thinking that these management practices end in 

themselves and the easy solution is by adopting a particular management practice where they 

apply JIT for increasing the firm responsiveness, or they would implement TQM to improve 

quality; without taking into consideration that these management practices must be 

implemented according to companies' capabilities in which if they do so, they would definitely 

think in a deferent way to solve their problems. 

This is the optimum perception that the managers should have for distinguishing whether the 

problem is required a static or a dynamic solution; under the static framework, the resolution 

of problems rely on one-shot treating; while in a dynamic context such as most of world's 

companies environments, solving the problems are represented as a piece of long-term process 

developments. 

So, Harrington and Keating (2006) investigate the tourism and hospitality sector in Ireland 

which their study focused on hotels, they find that applying TQM does not always improve the 

sustainability of the firms due to the isolated implementation of whether TQM, JIT, or even 

charts techniques without taking into considerations the organizations' capabilities. 

Thus, applying a chosen management practice must emphasize on building new proficiencies 

together with unlocking new opportunities rather than solving the immediate or present 

problem. As a consequence, not only the operational or financial performance must be aligned 

with the current firm's competing priorities but also its selected, current, and invented 

capabilities to implement and deploy these management practices optimally. 
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2.2. An Empirical Study Determines the Problem's Origin 

Furthermore, Sadun et al. (2017) surveyed and interviewed around 20,000 managers in 12,000 

companies in various four sectors: manufacturing, healthcare, retail, and higher education; in 

34 countries. The primary purpose of that study is to ask how far these companies are applying 

their related management practices using 1-5 scale for 18 particular practices in four different 

areas: operations management, performance controlling, target setting, and talent 

management where these would rate organizations according to their fulfillments extent which 

the higher scale indicates a higher fulfillment rate of the firm. 

The outcomes present two significant findings: Firstly, an enormous permanent gap found in 

applying fundamentals of these management practices where that lead to inconsistent 

variations in companies performances which the well-managed ones are less likely to die, 

growing faster, and more profitable than the others in which if any firm would like to move 

itself from the worst 10% to the best 10% in term of applying specific management practices, 

it requires an extra increase of $15 million in its profits together with a faster annual growth of 

25% and having a higher productivity by 75%; especially that across countries and industries, 

these well-managed firms spend ten times more on R&D as well as increasing up their patenting 

factor to 10 for achieving innovation and efficiency sustainability together with hiring more 

talented workers and employees.  

The second finding indicates that getting superior operational and financial performances are 

still considered as a significant challenge among well-informed and well-structured companies 

where the variations reach around 30% between these firms across many countries and 

industries in which to mention but not limited to, the U.S. as a wealthy country, its variation 

reached 60%. Furthermore, 11% of these firms had an average score of 2 or less which indicates 

to no existing targets for employees, low efforts are spent to determine and solve problems 

within the firm, general weak controls, and the process of giving incentives and rewards depend 

on tenures or family relations rather than professionalism. 

In contrary, only 6% of these enterprises had a mean score of 4 or more which their rewarding 

systems rely on performances of employees where these systems appreciate the policy of 

encouraging the underperformers either to mover on or turn around. These firms do 

continuous enhancement practices that would support not only the short-term aims but also 
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the long-term ones, rigid performance monitoring rules, and they exploit the maximum benefit 

from information flow across and within the firm's functions. 

Sadun et al. (2017) have justified the reasons behind all of these deficiencies to which they are 

attributed to different three impediments that prevent any organization from applying these 

management practices. Firstly, False perceptions: The managers are incapable in judging how 

bad or well their firms objectively are run wherein a scale of 10, the managers majority had a 

very optimistic evaluation of their companies' practices qualities where the mean answer was 

7/10, while in reality, this result has a zero correlation between the perceived and the actual 

management qualities. 

Identically, this study also illustrates that 90% of universities' teachers, 80% of drivers, and 70% 

of students rate themselves as above average. Another, additional, and the common ground 

problem that the employees usually do not elevate problems to their managers due to their 

fear of being reprimanded or blamed which as a consequence this process would hinder the 

information flow of substantial and critical knowledge that could allow managers to identify 

and solve these problems. 

Secondly, Governance structure: Unfortunately that sometime a full knowledge would be held 

by managers regarding the needed developments of certain management practices, but they 

would sacrifice that opportunity due to concerns of this organizational change may endanger 

their private goals. In other words, the most famous problem in family-linked or family-owned 

firms within industries, countries, and companies' sizes is that these firms are reluctant to apply 

rigorous management practices which it could consequence to a severe personal price of other 

family members. Thus, these firms had the lowest average score of management practices 

scale.  

Lastly, Skill deficits: According to the positive relationship between firm's operational and 

financial performances in one hand and well-educated employees and managers on the other 

hand; the last would extremely pillar fostering and applying a specific management practice 

through their high abilities, skills, and motivations to do the required changes wherein the 

absence of these capabilities, the skills deficit would be represented as a significant failure 

factor. 
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 LITERATURE REVIEWS 

According to Krajewski et al. (2013) mentioned in their book that the TQM is a philosophy that 

conveys three main principles for the purpose of achieving high levels of quality, operational, 

and financial performances where these three principles are represented by (3.1) Customer 

satisfaction, (3.2) Employees involvement, and (3.3) Continuous improvement of organizations' 

operational and financial performances.  

3.1. Customer Satisfaction 

Establishment of the strategic quality management cannot be dated back to either a single 

article or even a specific book. Thus, Garvin (1987) mentioned in his paper that after the Second 

World War, the U.S. firms expanded themselves significantly where Richard Anderson (the 

general manager of Hewlett-Packard's Data Systems Division at 1980) tested around 300,000 

16K RAM chips from three Japanese and U.S. manufacturers, and he found quality differences 

between these two manufacturers. 

The results show that the Japanese failure rate was close to zero while the U.S. failure rate was 

reeling from 11 to 19 failures per thousand of chips. Furthermore, after a thousand hours of 

testing these chips, the Japanese failure rate was faltering between 1 and 2 while the U.S. 

failure rate reached 27 per thousand of chips. 

So, the U.S. manufacturers got the message which it was that quality could be a sharp strategic 

weapon where this high quality means pleasing consumers, not just protecting them from 

disturbance in which managers must stop thinking of their narrow definition of production 

quality process, and begin thinking more about consumers' preferences, satisfaction, and 

needs; especially that quality is not a matter of an easy problem would be solved merely; quality 

is considered as a competitive opportunity for all firms.  

Additionally, Schonberger (1990) wrote in his book that the notion of total customer 

satisfaction is considered as a crucial factor of TQM efficiency in which the prizes' providers are 

interesting extremely in increasing this satisfaction due to the enormous added weights to their 

prizes, increasing customer retention rate, raising market share which all of these would lead 

to increase firms' profitability as well. 
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Indeed, Fisher et al. (1994) mentioned that the invention of point-of-sale scanners have given 

dozens of data on customers' purchasing patterns in which it minimizes enormous costs 

through producing smaller products' quantities and flexible manufacturing where these finally 

allowed the firms to produce a wide variety of products and lead to increase total customers' 

satisfaction by selling them what they exactly want. 

Furthermore, Fisher et al. (1994) illustrate the customers' acts to Black and Decker's (one of the 

largest retailer in the U.S.) where the customers started to push the firm to deliver smaller 

orders on a JIT basis in a more frequent manner. Furthermore, those customers created the 

cancellation policy of any order that could not be shipped on the specified time or in a non-

complete manner as well. Thus, the Black and Decker top managers' turned to have flexible and 

fast plants manufacturing for not only responding to market preferences rapid changes and 

flexibility but also to increase and empower the total customers' satisfaction. 

Moreover, Fisher et al. (1994) provoked another vital example extracted from Dillard 

Department Stores' where the last adopted a new policy to improve total customers' 

satisfaction together with solving the phenomena of one-quarter of its clients used to leave its 

stores empty-handed due to the needed product is out of stock. Therefore, Dillard applied the 

strategy of whenever any store is out of a particular product that requested by a certain 

customer; the firm will send the needed product by mail to the customer's home without any 

extra charge from another Dillard store. As a result of this act, the firm has a great sales 

increase, enhance its true demands understandings and forecasting of each store, and raises 

its total customers' satisfaction.  

From another angle, Fisher et al. (2017) wrote in their article that in the year of 2010, Kroger 

Corporation utilized a new analytical instrument diffusing infrared technology that tracks 

customers whenever they would enter the store and then forecasts the needed time that they 

would have for reaching any checkout lane in which that allow Kroger's stores determining how 

many necessary lanes should be operating at a particular time to meet and to minimize the 

customers' waiting time standards. As a consequence, the waiting time depressed from four 

minutes to 26 seconds which in turn it increases the total customers' satisfaction as well as 

improved sales significantly. 



 
102 

 

3.2. Employee Involvement and Minimizing Costs 

Applying the TQM philosophy in a modern process layout system require the employees 

involvement in several quality problems such as spotting a problem in a particular workstation 

(cell) by employees that they would pull out the electricity plug (Andon) cord in the assembly 

line which it results to shut down this line for giving enough time to fix that problem up within 

an anticipated period. 

Thus, Mishina and Takeda (1992) mentioned in their paper that in Georgetown, Kentucky, at 

Toyota final assembly line, a one team member (over 70 existed members) get used to pulling 

out the Andon cord several times per shift on an average basis in which this results to an actual 

line stoppage. In other words, this final assembly line would be shut down around 70 times per 

shift under the name of employees involvement as well as immediate process quality 

improvement. 

Adding more weights, specialists in organizational innovation show the TQM as a modern 

organizational technology which allows the firm to use its physical and human properties in 

more productive manner where Wruck and Jensen (1994) mentioned in their study that 

involving the organization's employees would enhance the organization's efficiency due to their 

motivations in term of utilizing new scientific methodologies in operational levels regarding 

everyday decision-making process. Also, the company would activate punishment and prizes 

system for encouraging employees through either getting incentives and rewards or losing their 

jobs at the company. 

From another angle, Toyota company gives a great example of employees' involvements and 

minimizing costs in which Toyota's president Mr. Watanabe (2007) mentioned that the two 

Toyota Way pillars are spiritually as well as apparently appyling the TQM practices where the 

first pillar consists of two main branches, namely: "Kaizen" is attributed to the persist 

developments by utilizing a human like intellegence technology, employees inovations, and 

their evolutions; while the other branche is deploying "Genchi Genbutsu" principle for 

motivating employees to go and see the problems by themselves to find the source of problem, 

then having the required consensus on corrective decisions to solve these problems and 

attaining the intended goals. 
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While, the other Toyota Way pillar is also focusing on two branches: "Respect for People" where 

this respectful to its employees, suppliers, and customers through taking into company's 

consideration all their exerted efforts, taking the needed responsibility, making an excellent 

coordination, getting reciprocal confidence, and finally increasing their satisfaction. 

Furthermore, the other branch relies on heartening the spirit of teamwork by raising up its 

performance utilizing prizes incentive for those employees who outperformed the others as 

well as making they share the growth opportunities professionally. 

As a consequence of these two pillars implementation, Toyota advertises its famous slogan 

"Producing Better Cars For More People" where it produces cars that identical with customers' 

preferences without any flaw in their qualities, with a perfect delivering time, and with 

affordable prices to the audience. 

Another study did by Porter and Heppelmann (2015) to examine the influence of employees 

involvement on their customers in which Sysmex firm installed a smart and modern 

connectivity tool to its products for the purpose of tracking them by the mother company after 

selling them to customers where this tool allows the employees to upgrade the product's 

system, maximize its abilities, prevent system's problems, and conclude customers' 

preferences. 

Going deeply, Sysmex's equipment analyzes urine and blood samples in universal laboratories 

where this installed connectivity tool allow service technicians to remote access, control, and 

monitor this equipment whether they are off-site or on-site to solve software problems and 

upgrading it as well as guiding practitioners of the usage methods. As a result of this employees' 

involvement, the costs and downtime periods of services decreased as well as customers' 

satisfaction increased. 

 

3.3. Continuous Improvement 

Mishina and Takeda (1992) go further in defining the meaning of Toyota's Kaizen where it 

literally means "changing for the better" and seeking continues improvemnts which this change 

encompasses typically the standardized equipment, work, documents, ideas, and other 

procedures for the purpose of executing and improving the daily production through 
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eliminating waste or muda in seven categories namely: correction necessitated by defects, 

motion that does not add contribution to work, inventory that excess of immediate needs, 

processing that does not add value, handling the unnecessary workflow smoothly, decreasing 

the waiting time that imposed by an inefficient work sequence, and overproduction. 

±ǀǊǀǎ όмфффύ construct a particular model that depends on the principle of Kaizen to improve 

quality in a continues manner and reducing setup cost where the setup time may reach zero as 

well as decreasing investment cost to a limited boundary. The dominant feature of his model 

that it relies on Economic Order Quantity (EOQ) model that the production rate and setup time 

are finite while the production cost is near to zero where the process design makes it easy 

discovering and fixing problems at their appearance places. After regression, the result shows 

that the response time decreased while the process reliability increased in which both of them 

enhanced the process pertained quality. 

From another angle, ±ǀǊǀǎ όнллнύ explores the continuous improvement of Toyota Company 

where the same quality resource could be utilized in different market segments such as 

borrowing the airbag safety system from Toyota Celica and use it in the new Toyota Corolla 

that commenced in 1997 in which this occurred due to that the firm learnt from its effective 

practices and it hedged itself from competition spurs through creativity and continues 

improvements and gain benefits from their available quality resources. 

Adding more weights, Omega implements the Kaizen principle in which it improves itself in 

term of producing a high-tech touchpad system in which it could record a victory of the US 

swimmer Michael Phelps and won the gold medal in the 100-meter butterfly at Beijing Olympics 

2008 with a difference of a one-hundredth of a second on the Serbia's swimmer Milorad Cavic 

where the race spectators inside the arena, the people at home, and even the slow-motion 

replay could not tell who won that race. Thus, the reason behind this that Omega utilized 

chronographs and timepieces with both timekeeping and stopwatch capabilities to record the 

start and finish times of athletes in multiple disciplines (Krajewski et al., 2013).  

Nevertheless, ±ǀǊǀǎ όнлмоύ conducts research to identify all the elements that would shape the 

development operations and dynamic price nature through giving a full analysis of when these 

development operations dynamics would be either decreased or increased by determining a 

particular crucial expression. Taking into considerations that in all mentioned models, time is a 
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continuous variable where the optimum control theory instruments are involved in which the 

models at several points of time tend to have parameters of time independence and continuous 

differentiability which all of these paves the way for creating multi-period models. 

The result detects that the relationship between development operations dynamics and 

business strategy to be either less successful or prosperous; where the most popular driving 

factors that determine either the quasi-concave or convex nature of development operations 

directly are: capital costs, future anticipations, and marginal total costs dynamics; which the 

last is exclusively shaped by the business strategy success. 

Interestingly, in the case of efficient utilization of internal resources, the cost would be saved 

in a significant manner because of the productivity-raising; while if the product is positioned in 

the market successfully, the demand would increase too. Thus, these two factors make the 

development operations dynamics' rates quasi-concave; while the last would be quasi-convex 

in the case of either demand rates decreased or productivity increased over the time in 

significant manners. 

Additionally, Hauck and ±ǀǊǀǎ όнлмрύ did a research for solving the conventional lot-sizing 

problem, discovering whether incremental investments would improve and speed up the 

quality screening process continuously or not; in which all products subject to usual screening 

and quality control check-ups where the defective items' percentage is varying, while the 

screening rate might be increased through making certain investments and processing the 

backlogging cases. 

Since the defective items percentage is considered as a random variable, the authors create 

two-model types to find the optimal screening rate level. Furthermore, the first model type has 

a sequential cycle which usually inherits the state of the ex-period; while the other model has 

a new independent cycle state which is not inherited from the previous one. 

At the screening process of the inventory system, any defective item would be rejected and 

accumulated to be sent back to the supplier in a lot, reworked, or even sold where the good 

ones get used to satisfying market's demand. Nevertheless, the result presents that with having 

high backlogging defective items, if the screening rate raised up, the setup costs would be 

increased too; while the inventory pertained costs would be minimized. 
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Additionally, the optimum screening rate is significantly impacted by the defective items' 

distribution kind together with the relationship between unit holding and backlogging costs 

where the last costs spurs the system for investing more for enhancing and speeding up the 

screening process by increasing its capacity such as involving new company's capabilities, 

technologies, or even or professional employees which all of these would minimize the 

probability of shortage occurrence, increase supply system response, decrease backlogging 

cost, as well as improve system's production flexibility. 

 EMPIRICAL STUDIES ON THE INFLUENCE OF IMPLEMENTING SUCCESSFUL TQM PRACTICES 

ON ORGANIZATIONS' FINANCIAL PERFORMANCE 

Hendricks and Singhal (1996) explore the influence of gaining quality prizes on firms' market 

values due to applying TQM principles in which the average abnormal change in companies' 

stock prices occurred due to public announcements of awarding these quality prizes. The 

results show positive and significant relationships between the announcements of winning 

these quality prizes and firms' stocks markets returns where these abnormal returns were 

swinging from an average of 0.59% to 0.67% relying on the model type that used to forecasting 

these abnormal returns. 

Furthermore, this evidence was solid enough for smaller companies with median abnormal 

returns of 1.16% to 1.26%; while other small firms who got prizes from independent 

organizations such as Philip Crosby, Malcolm Baldrige and so forth; their abnormal returns were 

ranged from 1.31% to 1.65%. Moreover, the assets' and equities' betas for all sample firms were 

declined significantly due to decreasing their systematic risks after announcements of winning 

these quality awards. 

Going deeply, Hendricks and Singhal (1997) examine the impact of practical TQM 

implementation on enhancing companies' financial and operational efficiencies in which the 

quality awards that had been given to these firms are used as a proxy to measure the 

effectiveness of these TQM implementations. This study analyzed around 400 publicly traded 

firms during 1983-1993 (10 years) which three years of them were after awarding that first 

quality award, while the other six years were before winning that quality award. Also, this study 
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compares these main samples tested firms who implemented and got quality prizes with other 

control firms who do not do so.  

The results present that during that 10-year the sample firms who implemented and won these 

quality awards show outstanding financial performance compared to control firms in several 

financial indicators in which these sample companies had median operational income and sales 

growth increase by 107% and 64% respectively, compared to only 49% and 24% increase for 

control firms, respectively. 

Furthermore, these sample firms also show a considerable increasing in their total assets, 

employment growth rate, and better cost control compared to control firms. In contrary, 

before winning the first quality award, precisely during the six-year period, the control 

companies present a lower growth rate in their capital expenditures compared to the sample 

ones.  

Interestingly, Easton and Jarrell (1998) examine the effect of implementing TQM principles on 

both long and short terms financial performances of 108 enterprises during 1981-1991 through 

doing in-depth interviews with senior managers of these firms who won the Baldrige Awards. 

The results illustrate that the companies financial performances represented by stock returns 

and other accounting variables were improved significantly in the sample firms who implement 

these TQM principles compared to the control firms who do not do so in which this relationship 

would be more vigorous for companies that have sophisticated TQM systems.  

Adding more weights, Hendricks and Singhal (2000) did a comprehensive study that includes 

600 firms approximately where they implemented TQM principles during a five-year period and 

won quality prizes from various organizations to investigate whether these awards would 

enhance the financial performance of these companies or not. 

The outcomes show that the stocks' prices of the quality winners raised by a mean of 114% 

compared with S&P 500 benchmark portfolio of only 80% where these 34% difference would 

be translated to a median market value creation of $699 million. Also, NASDAQ, American, and 

New York stock exchanges got an increase of only 76% compared to 114% of prizes' winners in 

term of stocks' returns. Additionally, stocks' returns for firms of similar size and same industry 

got growth of only 34% and 26% respectively, compared to 114% of award winners firms. 
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Similarly, total assets, sales, employees number, return on assets, and return on sales for 

quality prizes' winners outperformed with 79%, 69%, 23%, 9%, and 8% respectively, compared 

with benchmarks' firms with only 37%, 32%, 7%, 6%, 0% respectively, where all of these are 

considered as a fantastic index of improved financial profitability, efficiency, as well as growth 

of these companies who implemented TQM principles. 

Going further, Hendricks ς Singhal (2001) test the influence of implementing TQM programs on 

several organizations' capabilities such as capital intensity, firm size, operating performance, 

firm diversification, and time and maturity of applying these TQM programs in which these 

organizations won various quality prizes. 

The results present that smaller organizations who have more mature TQM programs and 

received independent prizes do significantly better than larger organizations who have less 

mature TQM programs and just received awards from suppliers. The reason behind that, these 

low capital-intensive, as well as less diversified companies, have more labor intensity, sharing 

the same organizational cultures and environments, and easy to implement and disseminate 

TQM programs to different firms' departments and units compared with high capital-intensive 

and more diversified firms. 

Exploring a different region of the world, Hansson and Eriksson (2002) investigate the 

enterprises that have implemented TQM principles and won Swedish quality prizes for 

measuring their financial performance after receiving these quality awards. Thus, the outcomes 

illustrate that the sample firms who successfully implemented TQM programs and received 

these quality prizes outperformed in several financial indicators compared to their branch 

indices as well as their competitors. 

Moving to China, Bu et al. (2012) test the impact of implementing TQM factors on firms' 

financial performance that publicly listed in Chinese stock exchange markets such as Shanghai 

and Shenzhen stock markets in which receiving quality prizes namely: China Quality Award 

(CQA) is utilized as proxy for successful TQM implementation during the years of 2001 to 2009. 

The findings present that quality awards' winners gained cumulative abnormal returns 

significantly with 5.77% in the short run in which winners are represented by larger firms with 

higher debt ratios which this result contradict with Handricks and Singhal (1996, 2001) findings. 

Nevertheless, winning the CQA as a prestigious prize would significantly affect the 
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organizations' returns in stock markets which these, in turn, attract the investors to hold firms' 

stocks that won this quality awards due to firm's high short-term profitability  

successful. Lin and Su (2013) examine the companies' market values of Taiwan firms where they 

have received Taiwan National Quality (TNQ) awards due to the successful and effective 

implementation of TQM procedures in which any change in their stocks' prices and returns 

would be considered as a reaction of winning these TNQ prizes.  

The result shows, one to two days after the announcement day, there is a positive and 

significant relationship between announcements of getting the TNQ prizes and firms' stocks' 

prices as well as their returns which in turn that increased their market values; this result is a 

little bit different from Handricks and Singhal (1996) finding, where their firms' stocks reacted 

at the same day of announcement of receiving those quality awards. 

A study from Jordan has been done by Al-basheer et al. (2015) for the purpose of investigating 

the impact of adopting TQM philosophy on the financial performance of Jordan Islamic Bank in 

Irbid province. The findings were marvelous in which they improve not only the financial 

performance but also the operational one where a significant correlation exists among the 

whole quality dimensions of Jordan Islamic Bank and its financial performance factors such as 

profitability, liquidity ratios, and some other financial indicators.  

Going to Vitnam, Nguyen et al. (2016) examine the construction sector firms of Hanoi to see 

whether the TQM implementations would affect their financial performance or not utilizing a 

high-reliability tool of Cronbach's alpha where that study coefficient exceeds 0.70. 

Furthermore, that paper focused on six selected elements namely: process effectiveness, 

process efficiency, employee satisfaction, order time, customer satisfaction, market and firms 

profitabilities. After doing six regression models, the results present that there is a significant 

and positive relationship between applying TQM dimensions and enhancing organizations' 

financial performance. 

Last but not least, Fisher et al. (2017) have mentioned that after adopting and implementing 

TQM dimensions at McDonald's stores by the the new CEO (Jim Cantalupo) in which he has 

been appointed in the year of 2003 To be a successor of the previous CEO where the last was 

adopting a destructive policy of expanding and acquisitions of new McDonald's stores during 

the years of 1998 to 2002 which this failed policy eroded the restaurants' earnings and 
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decreased McDonald's stock price. As a consequence of adopting these TQM procedures, the 

previous acquisition and expansion strategy have been dismantled, the current stores' sales 

have been increased, the profit margin has been doubled, and the share price has been 

quadrupled. 

 CONCLUSION AND FUTURE RESEARCHES 

Over the last few decades, statistical and empirical studies present a greater adoption of TQM 

programs in a significant manner to reach the highest customer satisfaction, employees 

involvement, and continues improvements as well as proving that the successful and effective 

TQM implementation would improve the firm's financial performance. This paper determines 

the major failure organizations' reasons in case of implementing TQM programs in which senior 

managers make a massive mistake once they handle the problems in a static term instead of 

focusing into how to solve this problem according to organizations' capabilities such as actual 

managers' perceptions of current firm's performance, governance structures, operational and 

financial sources of the company, and their employees' skills. 

Furthermore, the empirical studies explore implementing effective and sucessful TQM 

practices by several organizations would increase the firm's stock price, operational income, 

total assets, and sales by 114%, 107%, 79%, 69%, respectively, compared to the control 

companies who do not apply any TQM procedures during a particular period in which these 

ratios already surpassed not only the national or industry indecies but also the international 

market indecies such as S&P, NASDAQ, American, and New York stock exchanges in which they 

added and created enourmus and astonished market value of more than $699 million, 

regardless of higher employment growth rate and cost control advantages. 

Thus, this paper would be considered as a great response to opponents who said that these 

TQM programs would damage the company's financial performance due to their high costs as 

well as their inefficient procedures in which both of them are wasting millions of dollar. 

Future research may intensely focus on the influence of these TQM practices on organizations' 

operational performance under the light of amending or creating their strategies and visions 

where correlating the long-term objectives with the spontaneous impediments and problems 

could be utilized for the purpose of improving the entire enterprise progress. Another limitation 
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that the future studies would be done by doing new statistical surveys, interviews, and 

regression on the financial sector such as banks where there are limited papers who utilized 

that sector for bringing a new contribution in the related field instead of critically reviewing of 

previously published articles. 
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Abstract 

The role of the strategy is crucial for the organization as it creates high value and enables the 

company to differentiate from its main competitors for both goods and services. Moreover, the 

paper has shown that the strategy becomes increasingly important, mainly when connecting it 

with innovation. Therefore, combining these two is essential for the company's performance 

improvement. However, firms very rarely align their innovation efforts with their company's 

strategies. Hence, this paper aims at providing some new insights not only of the role of the 

strategy in the organization but also its importance when connecting it with innovation. The 

structure of the article has been organized as follows: First part of the paper will discuss the 

overall purpose of the strategy within the organization, while the second part will mainly pay 

attention of the role of innovation along with the importance of connecting strategy with 

innovation. The third part will offer some insights on the role of management when 

implementing the strategy. The last piece of the paper will provide a conclusion.  

Keywords: Strategy, Organization, Innovation, Management 

 THE ROLE OF STRATEGY WITHIN ORGANIZATION 

During the 1980s the markets were moving fast, and the role of the strategy started to become 

an issue. Huge companies such as IBM, Digital General Motors were struggling to justify even 

their existence due to the lack of having their proper strategies. As a conceived of the strategy 

was given by (Kenneth ς Andrews, 1971), who defined strategy as a match for what a company 

can do and what it might do. Whereas, the first significant breakthrough came in Michael E. 

Porter's book on Competitive Strategy (1980). In fact, the essence of the model is that the 

structure of an industry determines the state of competition in that industry, also sets the 
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context for companies' conduct that is the strategy (Collis ς Montgomery, 1995). However, the 

problem was the failure to distinguish between operational effectiveness and strategy. While 

the role of operational effectiveness is to perform or develop the same activities and products 

better than its rivals, the strategy, in this case, has a different meaning completely. In fact, the 

core of a good competitive strategy is about being utterly different from competitors, in terms 

of doing both different activities and products which create a great and a unique value for the 

organization. More specifically, the role of strategy is mainly in the activities, for instance, to 

perform activities differently or to do different activities than rivals do.  

Last but not least, without involving trade-offs there will be no need for companies to have a 

strategy. Therefore, the operational effectiveness is not sufficient compared with the role of 

strategy since rivals can easily copy or imitate the technology and products as well. Thus, to 

stay ahead of rivals the company should be able to offer a high value to its customers and 

establish a comparable value that results in the lower cost than its competitors (Porter, 1996). 

For example, in the stable environment, competitive strategy is about staking out a position, 

and manufacturing strategy is more focused on getting better to defend the position, compared 

with the case of the turbulent environment when the goal of strategy becomes strategic 

flexibility. In such situation, it means that being only world class is not enough; because the 

companies need to have the capabilities to develop their products at the lower cost, more 

quickly, and with the minimum resources as well. However, the adoption of these practices can 

lead to the following problem; equating an improvement regarding the manufacturing 

capabilities of a manufacturing strategy and also failing to recognize that new practices can 

build new skills. Therefore, before adopting such programs, managers must take into account 

to identify what specific capabilities could potentially create and whether those will be valuable 

in competitive terms (Hayes ς Pisano, 1994). 

In this regard, the fundamental element of a new strategy lies in the capabilities-based 

competition. In the complex environment the strategy also becomes more dynamic, as rivals 

move in and out of products, and in such situations, the meaning of strategy is to develop those 

products which can hardly be imitated by competitors. For instance, in the case of Wal-Mart, 

one of the main secrets of the success lies in the strategic business decisions that transformed 

the company into a capability-based competitor. The company aimed to focus on satisfying 

customer's needs and providing the customers access to the quality goods and services and 
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making products available for clients when and where they want, with the very competitive 

prices (Stalk et al., 1992). In this context, it is crucial for a company to understand not only the 

structure of the industry but also the competitive forces, as both are essential for shaping the 

industry and developing the strategy as well. As there is a connection between them, in this 

case, the power of suppliers, customers, substitutes, buyers, and potential entrants, enable the 

industry to identify the best developments and foreseeing the potential effect on industry 

(Porter, 2008).  

мΦ łōǊŀΥ The Five Forces That Shape Industry Competition 

 

Sources: Porter, 2008 

As mentioned above, making sustainable competitive advantages by differentiating the firms 

from its main rivals, is a value, hence, when formulating strategy, it is essential to link it to 

operations, otherwise, if firms are not able to perform well is due to the breakdowns between 

strategy and operations. Once the strategy has been formulated, it is a matter of translating it 

into specific objectives, and concrete actions as those have to be communicated to all 

employees when implementing the strategy in the organization (Kaplan ς Norton, 2008).  

Based on the international quality study the total quality management (TQM) has not shown 

to improve performance, it might even hurt it, and firms might waste money in the TQM 

strategies; however, others suggest that TQM might improve operating performance. In 

essence, implementing TQM can raise revenues, and the profitability of the firm, which leads 

to higher customer satisfaction and improves the operating performance of companies, while, 
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other studies suggest that TQM has a positive impact on improving performance (Hendricks ς 

Singhal, 1997). Although to improve the quality of products and pleasing consumers, or to keep 

costumers satisfied, the first step that has to be undertaken by managers is to develop a 

strategy; thus, they can gain the market and be competitive with the high quality. For instance, 

the eight dimensions of quality such as performance, features, reliability, conformance 

durability, serviceability, aesthetics, and perceived quality serve as a useful framework for 

developing a strategy; however, the importance of the application of these dimensions 

depends on the type of firm's production (Garvin, 1987). 

 CONNECTING STRATEGY WITH INNOVATION  

The first part of the paper described the meaning of the strategy in the organization. However, 

the role of strategy becomes increasingly important, particularly when connecting it with 

innovation. In the 20the century, Schumpeter and a few other economists had considered 

innovation as an important tool to create sustainable economic development. Whereas, later 

on, during 1950 innovation started to become a fascinating topic for economists that lead them 

to some new models of innovation regarding economics paradigms (Havas, 2016). Innovation 

can be understood as the ability that transforms innovation inputs into outputs, and thus to 

turn innovation capability into market implementation (Zizlavsky, 2016).  

Considering the Schumpeterian approach that refers to adding something new to the market 

which has not existed before and where the demand and supply curve does not exist. Also, the 

markets are not well established and not defined, and the production function is not known, 

and not all factors of production are marketed. However, in this situation, the gap filling is the 

input completing capacities which are meant to be as the unique features or additional 

characteristics of the entrepreneur (Plummer et al., 2014).  

Being customers oriented can very much improve products, and services and innovation are 

vital to this process, as well as differentiation or low costs is an effective and competitive 

strategy (Kim ς Mauborgne, 2015). It is clear, however, that all of these could be somehow 

related to strategy. Hence, focusing on connecting these two is crucial for the company's 

performance improvement, and it also creates a great added value for customers. An excellent 

example of how a good connection between business strategy and innovation leadership is 
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found in Corning, a leading manufacturer of electronic displays, telecommunications systems, 

which was transformed and grown in new markets through its strategy and breakthrough 

innovation. Moreover, in the case of Apple, its main innovation objective is to produce more 

user-friendly products than its competitors. However, on the one hand, there is a critical issue 

that firms very rarely align their innovation efforts with their company's strategies. Hence, the 

issue of non-innovation improvement comes as a result of the lack of an innovation strategy 

(Pisano, 2015).  

On the other hand, due to the excellent product strategy, manufacturing companies are 

creating durable and safe products for sale to real customers as the companies adopt the new 

technology thus, new developments are changing the way of goods are designed, made, and 

delivered to customers ό5Ω!ǾŜƴƛΣ нлмрύ. In the theoretical aspect, the term disruptive 

innovation was introduced in 1995. However, the problem with conflicting a disruptive 

innovation might change an industry's competitive patterns. For instance, the process that 

small firms with considerable resources which can easily challenge the existing companies or 

incumbent in the market either through low-end footholds or new-market footholds and in 

particular, if consumers welcome the new entrants, the innovation disruption has taken place. 

To better illustrate this, Xerox had targeted large corporations and provided good qualities, but 

at the same time, the company charged high prices. What happened later? New firms 

introduced personal copiers and provided those to individuals and small businesses with the 

lower prices than Xerox did. Thus, the new market was created, and they gradually built an 

excellent market position in the mainstream customers market that Xerox valued them before 

(Christensen et al., 2015).  

It is clear that today one of the main challenges for businesses is how to maximize the customer 

satisfaction for both goods and services (Krajewski et al., 2013). Despite the fact that some 

improvements in supply chain performance have happened as a result of the application of the 

new technology and brainpower, there is still place for further improvement. Managers should 

pay attention to the demand and make efforts to connect it with products. In this way, the 

companies then could provide and meet customers demand at the low cost, in particular, if 

their products are innovative. Thus, companies can formulate the proper supply chain strategy 

that results in higher profit margins (Fisher, 1997). Innovative companies like Adobe and Google 

are increasing based on their growth, while they are also providing customers a better service 
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with lower prices than their rivals which can't match it (Sawhney, 2016). Companies that have 

built three elements like agile, adaptable and aligned supply chains have proved to perform 

better than their rivals, because, being supply chains efficiency is essential, but it is not also 

enough to show their best performance. A good example to describe it, is Seven-Eleven Japan, 

a company that has become one of the world's most profitable retailers because of building a 

real triple-A supply chain. However, it depends on how firms use it, as HP and Canon have failed 

to keep costs down and having an adaptable and aligned supply chain did not help especially 

HP overcome its lack of agility.  

It is vital if companies invest in the new adequate technologies, but, it has to be considered that 

if it proves to be inadequate one, it can create additional cost for the company, to hire then 

top-notch talent and boost supply chain performance and so on (Lee, 2004). For instance, it is 

good if the company's capacity for production is linked to the accurate forecasts, as it enables 

the firm to make supply meet demand. Usually, the real problem, in this case, is that some 

companies do a poor job when incorporating the demand into their production planning 

processes (Fisher et al., 1994).  

Based on the company's strategy, products can be fine-tuned to meet new customer 

requirements, especially, smart, connected products which reshape not only competition, but 

also create value and transform the nature of the manufacturing product, its work, and the way 

it is organized. The effort of achieving this, it pushes the companies to apply very new 

technology and be innovative as well (Porter ς Heppelmann, 2015). However, the nature of the 

product is not the same as for the services, as they have different approaches, but, the value 

created in a product is shared between both firms and customers. The advantage of the services 

companies, in this case, is that they almost know what they are marketing; thus, they convert 

a service into a service with an embedded product, but it is quite essential also if the company 

can capture the value. So, to achieve this goal, firms have to define the value that should be 

part of their strategies (Sawhney, 2016).  

aŀƴǳŦŀŎǘǳǊƛƴƎ ŎƻƳǇŀƴȅΩǎ ŜŦŦƻǊǘǎ ƛƴ ǘƘŜ ¦ƴƛǘŜŘ {ǘŀǘŜǎ ŀǊŜ ƻǊƛŜƴǘŜŘ ǘƻ ōƻƻǎǘ ǘƘŜ ǇǊƻŘǳŎǘƛǾƛǘȅ 

further, and the quality through the application of the new technology and product innovation 

as this will enable companies to increase the benefit in the future products and be competitive 

in the market (Wheelwright ς Hayes, 1985). Besides, there are several techniques for measuring 

the performance of services there is also a necessity to have the strategy which makes sense if 
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it creates a value of a loyal customer and increases the revenue stream as well (Heskett et al., 

2008). 

The role of Management in Implementing Strategy  

This section shed light on the role of management when implementing strategy within the 

organization. In such cases, management should be highly committed to monitoring the 

development arising from the implementation of the strategy as well as be prepared for new 

challenges that might potentially appear. Especially, here we highlight the role of 

transformational leadership which is an involved process that binds both leaders and followers 

together in the transformation of organizations. Moreover, it involves leaders interacting with 

ŦƻƭƭƻǿŜǊǎ ǿƛǘƘ ǊŜǎǇŜŎǘ ǘƻ ǘƘŜƛǊ άŜƳƻǘƛƻƴǎΣ ǾŀƭǳŜǎΣ ŜǘƘƛŎǎΣ ǎǘŀƴŘŀǊŘǎΣ ŀƴŘ ƭƻƴƎ-term goals, and 

ƛƴŎƭǳŘŜǎ ŀǎǎŜǎǎƛƴƎ ŦƻƭƭƻǿŜǊǎΩ ƳƻǘƛǾŜǎΣ ǎŀǘƛǎŦȅƛƴƎ ǘƘŜƛǊ ƴŜŜŘǎΣ ŀƴŘ ǘǊŜŀǘƛƴƎ ǘƘŜƳ ŀǎ Ŧǳƭƭ ƘǳƳŀƴ 

ōŜƛƴƎǎέ (Northouse, 2010).  

When implementing the strategy, the transformational leader is seen to provide a new strategy 

in tamers of vision and to structure the way to tackle a problem, endowing the subordinate's 

sovereignty in problem-solving (Dedaj, 2017). On the other hand, employees in such cases have 

their crucial role as they are reassured concerning management's commitment to being open, 

and have honest communications, and they see how their jobs can make an impact and 

improve overall results (Gardner ς Schermerhorn, 2004). The critical element to managing 

people in ways that lead to profit, productivity, innovation, and the real organizational learning 

ultimately lies in how you think about your organization and its people. In so doing, when 

implementing the strategy, it is crucial to conduct the employer's performance (Schermerhorn, 

2006). 

ὖὩὶὪέὶάὥὲὧὩὃὦὭὰὭὸώὛόὴὴέὶὸὉὪὪέὶὸ 

In addition to this, in such situations managers should motivate employees in order to exceed 

performance expectations with the focus on articulating a compelling vision of the future, by 

offering a model and fostering the group goals and communicating high-performance 

expectations to workers (Huang et al., 2015). Bearing in mind that to achieve the core value is 

crucial for a company, such as; customers satisfaction, shareholders, and employees. But in this 

case, it depends on the management how these are prioritized and oriented, however, these 

should be very much considered from a decision maker side (Simons, 2010). 
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 CONCLUSION 

As it has been elaborated above, this paper has provided some new insights into the overall 

role of the strategy in the organization as well as it has highlighted with the particular focus the 

importance of connecting strategy with innovation. In conclusion, based on the analysis it can 

be said that strategy remains the critical factor for the companies, as it makes them different 

from main competitors and enables them to create high value. Moreover, it is important to 

mention that the strategy has proved to be a necessity not only for the manufacturing 

companies but also for services as well. Most important of what the paper points out is that 

connecting strategy with innovation is crucial for the companies, in particular, if they align their 

innovation efforts with their strategy.  

The article showed some successful cases of companies connected their strategy with 

innovation. However, there are also cases shown in the paper that the problem with innovation 

improvement is due to the lack of innovation strategy, as not all the firms connect their strategy 

with innovation. Last but not least, I emphasized the role of management when implementing 

the strategy within the organization and we found out that its purpose is crucial. In particular, 

management should be highly committed to monitoring the development and be prepared for 

new challenges that might potentially arise during the implementation of the strategy. 

!ŘŘƛǘƛƻƴŀƭƭȅΣ ƳŜŀǎǳǊƛƴƎ ǘƘŜ ŜƳǇƭƻȅŜǊΩǎ ǇŜǊŦƻǊƳŀƴŎŜ ŘǳǊƛƴƎ ǘƘŜ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴ ǇǊƻŎŜǎǎ ƛǎ Ǿƛǘŀƭ 

for the organization as it enables the firm to make further improvement. 
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Abstract  

Good strategies do not guarantee business success unless they are successfully implemented. 

It is possible to identify some recurring influential factors in the strategy implementation 

literature: some structural factors ("hard factors") that can be associated with routines, 

resources and decisions taken at institutional level that affect the behavior of individuals; and 

ŎƻƎƴƛǘƛǾŜ ŦŀŎǘƻǊǎ όάǎƻŦǘ ŦŀŎǘƻǊǎέύΣ ǿƘƛŎƘ ǊŜŦŜǊ ǘƻ ǘƘŜ ƛƴǘŜǊǇŜǊǎƻƴŀƭ ǇǊƻŎŜǎǎŜǎΣ ǘƘŀǘ ƘŀǾŜ ǘƻ ōŜ 

dealt with positive and negative processes and sanctions. The main objective of this research is 

to map and identify key barriers and facilitators encountered by administrators at each 

influential factor in the implementation phase of planned business strategies. Quantitative 

research was designed, with managers of different hierarchical levels in large private 

companies headquartered in Brazil. Data was collected through a survey with an online 

questionnaire, and data analysis includes the use of factor frequency analysis. The results show 

new empirical evidence and identify potential gaps in the theory of strategic management, as 

well as managerial contributions. 

Keywords: Strategic implementation, Key factors, Cognitive factors, Structural factors, Barriers 

 INTRODUCTION: STRATEGIC IMPLEMENTATION HEURISTICS 

Good strategies do not guarantee business success unless they are successfully implemented 

(Ho et al., 2014). However, the contemporary business literature suggests that there is a gap 
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between the formulation and implementation of strategies (Greer et al., 2017). After devoting 

themselves to the planning part of strategy, executives maintain only reasonable 

understanding of the actions necessary to achieve it (Leonardi, 2015), the most relevant 

influential factors, as well as the main barriers encountered by companies and how to 

overcome them (Greer et al., 2017; Li et al., 2008), resulting in a 50-90% rate of plans 

implemented inefficiently ό/ŃƴŘƛŘƻ - Santos, 2015). 

It is the implementation that enables the value creation reflecting the use of internal and 

external resources, processes, activities, and capabilities that determine how the value is 

generated in the organization (Teece, 2010). If the objective of the strategy is to generate 

competitive advantage, its implementation needs to be considered for a complete theory of 

strategy. However, implementation presupposes both structural and cognitive factors, 

requiring both a macro and an individual perspective that is not always addressed in classical 

strategy theories. 

The literature that deals with the execution of strategies are a fragmented and eclectic process, 

favoring multidisciplinary approaches (Greer et al., 2017). Strategic implementation can be 

understood as "a dynamic, interactive and complex process composed of a series of decisions 

and activities by managers and employees - impacted by a number of interrelated internal and 

external factors - to transform strategic plans into reality in order to achieve strategic objectives 

" (Li et al., 2008, p.6). The dynamism and complexity inherent to the process are intensified in 

globalized markets, whose constancy, abundance and speed of transformation in the 

competitive environment result in a strong pressure for frequent changes or adjustments in the 

strategy (Pors, 2016), requiring companies to adapt with increasingly agile and efficient 

responses. 

Strategies may fail or succeed for different reasons (Raps, 2005), many of these internal to the 

organization and not external to it (Nutt, 1987). However, it is possible to identify some 

recurring influential factors in the strategy implementation literature: some structural factors 

("hard factors") such as organizational structure and administrative systems; and cognitive 

ŦŀŎǘƻǊǎ όάǎƻŦǘ ŦŀŎǘƻǊǎέύΣ ǿƛǘƘ ŜƳǇƘŀǎƛǎ ƻƴ ƭŜŀŘŜǊǎƘip, the relationship between different 

business units and communication (Li et al., 2008). Understanding key influencing factors in 

strategic implementation can contribute to RBV by indicating heuristics and routines essential 

to ensure value creation and, consequently, sustainable competitive advantage. In a 
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complementary way, the implementation literature discusses relevant individual and 

interpersonal cognitive factors and how they impact the achievement of institutional results, 

which may contribute to the discussion about the interrelation between the micro and macro 

levels of the theory (Coleman, 1988). 

So, the main objective of this research is to map and identify key barriers and facilitators 

encountered by administrators at each influential factor in the implementation phase of 

planned business strategies. To achieve the proposed goal, quantitative research was designed, 

with managers of different hierarchical levels in large private companies headquartered in 

Brazil. To collect the data, it was proposed the use of a survey, through the application of an 

online questionnaire. Data analysis includes the use of factor frequency analysis. 

The results show theoretical and managerial implications, contributing with new empirical 

evidences and identifies potential gaps in the theory of strategic management, as well as 

managerial inputs when suggesting essential cognitive heuristics to implementing strategies 

and finding facilitators little used, such as the existence of a system of early warnings about 

changes in the competitive environment and an open and encouraging atmosphere for 

communication multidirectional, indicating a path for development and improvement of the 

strategic implementation process of Brazilian organizations. Limitations and suggestions for 

future studies are also discussed. 

 STRUCTURAL AND COGNITIVE FACTORS 

Multiple factors impact the success or failure of implementing a pre-determined strategy, and 

many of these attributes are internal to the organization and not external to it (Nutt, 1987). 

The main influential factors found in the strategy literature can be classified from a structural 

perspective, also known as "hard factors" and a perspective of interpersonal processes also 

called "soft factors" (Noble, 1999). and a combination of both perspectives may occur (Li et al., 

2008). 

The structural perspective includes issues related to organizational restructuring 

(Govindarajan, 1988) and to control mechanisms (Drazin ς Howard, 1984). The perspective of 

interpersonal processes involves a range of behavioral and cognitive issues (Noble, 1999), 
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covering the quality of communication (Forman ς Argenti, 2005), the existence of consensus 

(Noble, 1999), among others. 

This classification of perspectives reflects the dichotomy intrinsic to strategic thinking, which 

seeks the balance between logical rationality ("hard factors") and creativity derived from 

human motivations ("soft factors"). In this sense, the structural perspective is concerned with 

efficiency in the administrative processes and its strategic management occurs through 

indicators and improvement projects. In parallel, the interpersonal perspective aims at the 

effectiveness in meeting the needs of the stakeholders that make up the organizational 

environment and its management occurs through projects of change using qualitative 

measures. It is worth noting that the perspectives are complementary since both efficiency and 

effectiveness are essential for the adequate strategic implementation. 

The hard factors can be associated with routines, resources, and decisions taken at the 

institutional level (macro level) that affect the behavior of individuals (micro level) and, 

consequently, the execution of the strategy, as proposed in the Coleman bathtub (Coleman, 

1988). On the other hand, soft factors indicate inactive and interpersonal cognitive heuristics 

(micro level), which should be evidenced and encouraged by directly influencing the strategic 

implementation and the result (macro level). 

Two influential factors are classified as "hard factors", that is, they are associated with the 

structural perspective of the implementation (Skivington - Daft, 1991). The organizational 

structure must be aligned with the strategy and must be adjusted so that the corporate 

environment is conducive to implementation. Control systems and corporate policies favor 

implementation, as they allow for monitoring their development, highlighting divergences with 

agility (Li et al., 2008). Because they are institutional decisions, implementations of changes 

regarding organizational structure and control systems tend to be faster than those encouraged 

by individuals (Thornton et al., 2013). The absence of such capabilities can generate inefficiency 

in the use of the company's other resources and, therefore, compromise its competitive 

advantage. 

Leadership is a soft key factor both in strategy development and execution. Ultimately, the 

formal business model reflects the view of leadership on the critical factors for value creation 
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and capture (Martins et al., 2015), so the effectiveness of the strategy depends on quality (skills, 

attitudes, skills, and experiences) of the people involved in the process (Li et al., 2008). 

In particular, high-level management is attributed to the ability to directly impact the strategy 

implementation and innovation outcome (Hossain ς Hossain, 2017), and it is possible to predict 

the characteristics of firms by the characteristics of their key leaders (Hambrick - Mason, 1984). 

Leadership cohesion is singled out as one of the core capabilities of an agile organization, 

coupled with strategic sensitivity and fluidity of resources (Doz ς Kosonen, 2010). In order to 

achieve such unity, organizations should encourage routines such as dialogue, sharing and 

integration (Hossain ς Hossain, 2017) among managers, leading leaders to focus on informal 

relationship dynamics within the company (Zott et al., 2011). After all, it is soft factors, which 

refer to the cognitive processes of strategic implementation, that positive and negative 

processes and sanctions would be useful to reinforce the desired behavior, anchored in the 

normative rationality of individuals (Lindenberg ς Foss, 2011). In addition, empirical results 

confirm that both human capital (entrepreneurial and managerial skills) and social capital 

(relationship networks) of leadership positively impact implementation (Guo et al., 2013). 

The relationship between different business units is closely related to the strategic 

implementation since the functional and interpersonal relationship between the different 

business areas and their degree of autonomy interfere in the implementation of the strategy. 

The degree of autonomy of the units, formal programs of sharing and the synergy obtained 

have a positive impact on implementation, while conflicts and misalignments can jeopardize it 

(Li et al., 2008). 

Multidisciplinary teams influence the implementation and innovation of models through 

collective learning (Hossain ς Hossain, 2017) and shape institutions and decisions by the power 

struggle between the agents involved (Thornton et al., 2013). In this sense, the creation of an 

integrated vision and information sharing between the business units is pointed out as one of 

the necessary routines for the generation of value during the implementation (Gupta, 1987). 

Policies and incentives to share information to address possible internal conflicts of interest 

(Chimhanzi, 2004) also tend to leverage corporate results. 

In the implementation literature, the soft factor communication is defined as the proper 

alignment and correct understanding of the motivations, outcomes and expected results of the 

strategy with all stakeholders, which avoids rework and accelerates implementation (Li et al., 
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2008). Thornton et al. (2013) highlight the role of collective understanding in organizational 

change. Communication gains are based on collective models and beliefs of organizational 

members (Kaplan, 2011), which is more easily shared when it combines the cognitive schema 

(what others see and perceive) with the linguistic dimension (communication within the 

organization) (Massa et al., 2016). 

By simplifying current cognition, the narrative proposed in the communication allows us to 

achieve a number of concomitant goals such as persuading external audiences, creating a sense 

of legitimacy around a new intent, or even guiding the attention of decision makers (Perkmann 

- Spicer, 2010). By such nature, communication heuristics can alleviate difficulties reported in 

the implementation literature such as lack of clarity in the definition and dissemination of 

critical tasks and activities (Rapert et al., 2002) or the ineffective dissemination of global 

strategic decision goals at all levels of the company (Kaplan, 2011). 

A well-structured internal communication routine can also contribute to the formation of a 

consensus in the organization (Ring ς Rands, 1989), by explicitly articulating and 

communicating the strategic objectives in order to generate a certain value. The consensus can 

then be understood as the agreement between top management, middle management and 

employees at operational levels as to what business priorities should be achieved for successful 

implementation (Li et al., 2008). 

In addition, internal communication is responsible for the dissemination of knowledge and 

learning throughout the implementation process. Thus, the absence of consistent 

communication routines could induce faulty decision heuristics (Perkmann ς Spicer, 2010), 

since they would not incorporate an essential element in the success of the strategy. The 

implementation literature ratifies the difficulties experienced by organizations about this 

myopia. For example, the difficulty of access and communication by employees and lower 

administrative levels with top management (Forman - Argenti, 2005), causes the necessary 

adjustments to occur slowly, wasting potential value. 

Assertive and continuously communication can also boost the involvement and commitment of 

all employees, another soft factor influencing the implementation process (Li et al., 2008).  

Clarifying the logical articulation of the strategy (Teece, 2010) and its key components 

contribute to limiting the harmful effects of a potential negative perception of the managers in 
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relation to the probable results of the strategy and its capacity to implement it (Heracleous, 

2000). 

The influential factor called strategic formulation proposes that strategy targeting must be 

consistent, accurate and appropriate to the company's capabilities (Li et al., 2008) and is a 

combination of rational and cognitive elements (Allaire ς Firsirotu, 1985) or the difficulty of 

early identification of problems in the external environment (Alexander, 1985) generate 

barriers to implementation that result in loss of potential value creation. However, limiting the 

cognitive capacity of the agents responsible for the formulation (Barney, 1991) may hinder the 

perception of the reality of the firm. 

Although there is some consensus in the literature regarding the main influential factors on 

strategic implementation (Noble, 1999), the methods to achieve them are still little explored 

(Li et al., 2008). Some authors focus on the detailing of a single aspect (Gupta, 1987; Chimhanzi, 

2004) while others dedicate themselves to the articulation and interdependence between 

them, proposing models to the process of execution (Alexander, 1985; Hrebiniak, 2006). The 

main constraints found in the literature are supported by empirical evidence researched with 

market executives (Hrebiniak, 2006, Viseras et al., 2005). A systematized summary of the key 

21 constraints and 19 facilitators associated with each of the 7 influential factors on strategic 

implementation found in the management literature is presented in Figure 1 and used as the 

conceptual basis for the research. 

 RESEARCH DESIGN AND DATA COLLECTION 

The sample of this quantitative study (Cervo et al., 2007) was composed by managers of large 

private Brazilian companies, chosen for convenience. A pre-tested survey was then conducted 

through an online questionnaire from April to June 2016, obtaining a total of 230 responses. Of 

this total 96 answers were excluded because they were incomplete, in addition to 6 responses 

from public companies. 50 other answers were discarded because they were not large 

companies, besides 9 respondents who do not hold a management position. The final database 

was composed of all valid responses received, totaling 69 responses. 

In order to identify the main obstacles to the implementation of strategies in the managers' 

perception, we used a comparative factor frequency analysis (Anderson et al., 2013) in which 
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21 barriers pointed out by the literature are found in the companies, as indicated by the 

respondents. Respondents assessed the 21 barriers to strategic implementation, following a 

Likert scale. The main barriers emerged as a result of the analysis of the percentage of 

respondents who agreed to each statement (summed by "Entirely Agree" and "Strongly 

Agree"). Both barriers and results are synthesized in Figure 1. 

In addition, to identify the facilitators adopted by managers in order to minimize or circumvent 

eventualities in the implementation of strategies two complementary analyzes were 

developed: the comparative frequency analysis in which 19 facilitators pointed out in the 

literature are adopted by the companies (yes or no question) and a comparative analysis with 

the perceived criticality of the factors and related barriers, according to the managers' 

perception.  The assessed facilitators and the found results are synthesized in Figure 1.  

Figure 1: Influential factors, barriers and facilitators in strategic implementation 

Influential 
factor 

Main barriers Facilitators 

Strategic 
formulation 

ω Conflict with cultural values and 
power structure (20%) 
ω ¦ƴƛŘŜƴǘƛŦƛŜŘ ŜȄǘŜǊƴŀƭ 
environment problems (43%) 
ω wŜŘǳŎŜŘ ǘƛƳŜ ŀǾŀƛƭŀōƭŜ ŦƻǊ 
implementation (29%) 

ω CƻǊƳŀǘƛƻƴ ƻŦ ǎǘǊŀǘŜƎȅ ƳŀƴŀƎŜƳŜƴǘ 
coalition (17%) 
ω 9ŀǊƭȅ ǿŀǊƴƛƴƎ ǎȅǎǘŜƳ ƻƴ 
environment changes (13%) 
ω ²ŜŜƪƭȅ ǘƛƳŜ ǘƻ ǊŜǾƛǎƛƻƴ ƻŦ ǘƘŜ 
strategy (12%) 

Business units 
(BU) 
relationship 

ω 9ȄŎŜǎǎƛǾŜ ōǳǊŜŀǳŎǊŀŎȅ ŦƻǊ 
decision making (43%) 
ω .¦ ŘƛŘ ƴƻǘ ǎƘŀǊŜ ƛƴŦƻǊƳŀǘƛƻƴ 
with each other (42%) 
ω /ƻƴŦƭƛŎǘ ƻŦ ƛƴǘŜǊŜǎǘǎ ŀƴŘ 
activities between BU (41%) 

ω !ǳǘƻƴƻƳȅ of BU to adjust strategy 
if necessary (28%) 
ω LƴŎŜƴǘƛǾŜ ǇǊƻƎǊŀƳǎ ŀƴŘ ǊŜǿŀǊŘǎ 
between BU (28%) 

Leadership 
quality 

ω IƛƎƘ ƭŜŀŘŜǊǎƘƛǇ Ƙŀǎ ƳƻŘƛŦƛŜŘ 
priorities (48%) 
ω aŀƴŀƎŜǊǎ ǳƴŀōƭŜ ǘƻ ǇǊƻƳƻǘŜ 
change (33%) 
ω LƴǎǳŦŦƛŎƛŜƴǘ ǎǘŀŦŦ ŀōƛƭƛǘƛŜǎ όно҈ύ 

ω 5ŜǎƛƎƴŀǘŜŘ area for strategy 
implementation (28%) 
ω ¢ǊŀƛƴƛƴƎ ƻŦŦŜǊŜŘ ǘƻ ǘƘŜ 
professionals involved (33%) 
ω Sense of gravity and urgency of 
change stimulated (29%) 

Communicatio
n 

ω ¢ŀǎƪǎ ŀƴŘ ǊŜǎǇƻƴǎƛōƛƭƛǘƛŜǎ 
without proper definition (51%) 
ω Dƭƻōŀƭ Ǝƻŀƭǎ ƴƻǘ ǿŜƭƭ 
communicated and understood 
(51%) 
ω /ƻƭƭŀōƻǊŀǘƻǊǎ ǿƛǘƘƻǳǘ ŀŎŎŜǎǎ ǘƻ 
top management (30%) 

ω aŜŜǘƛƴƎǎ ǘƻ ŎƻƳƳǳƴƛŎŀǘŜ Ǝƻŀƭǎ 
(62%) 
ω LƴǘŜǊƴŀƭ ŎƻƳƳǳƴƛŎŀǘƛƻƴ ǘƻƻƭǎ 
(67%) 
ω hǇŜƴ ŎƭƛƳŀǘŜ ŦƻǊ Ƴǳƭǘƛ-directional 
communication (19%) 
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Commitment 

ω [ŀŎƪ ƻŦ ϦƻǿƴŜǊϦ feeling (42%) 
ω aŀƴŀƎŜǊǎ ŘƛŘ ƴƻǘ ōŜƭƛŜǾŜ ƛƴ ǘƘŜ 
strategy (23%) 
ω {ǘǊŀǘŜƎȅ ƳƛǎŀƭƛƎƴŜŘ ǿƛǘƘ 
managers' individual interests 
(32%) 

ω aǳƭǘƛ-hierarchical levels involved in 
the formulation (33%) 
ω LƴŎŜƴǘƛǾŜ ǇǊƻƎǊŀƳǎ ŀƴŘ ǊŜǿŀǊŘǎ 
linked to the results of implementing 
the strategy (28%) 

Organizational 
structure 

ω [ŀŎƪ ƻŦ ŦƛƴŀƴŎƛŀƭΣ ǇƘȅǎƛŎŀƭ ŀƴŘ κ 
or technical resources (35%) 
ω /ƘŀƴƎŜǎ ƛƴ ƻǊƎŀƴƛȊŀǘƛƻƴŀƭ 
structure not performed (33%) 
ω LƴǎǳŦŦƛŎƛŜƴǘ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜǎ 
availability (30%) 

ω .ǳŘƎŜǘ ŀǎǎƻŎƛŀǘŜŘ ǿƛǘƘ the defined 
strategy (41%) 
ω Organizational structure adapted 
to the strategy (35%) 
ω wŜŎǊǳƛǘƳŜƴǘ ƻŦ ǘŜƳǇƻǊŀǊȅ 
consultancy or workforce (41%) 

Administrative 
systems 

ω [ŀŎƪ ƻŦ ƳƻŘŜƭǎ ƻǊ ƛƴŦƻǊƳŀǘƛƻƴ 
and control systems (29%) 
ω LƴŎŜƴǘƛǾŜ ǇƻƭƛŎȅ ƴƻǘ ƭƛƴƪŜŘ ǘƻ 
strategy (35%) 
ω [ŀŎƪ ƻŦ ǇŜǊŦƻǊƳŀƴŎŜ ƛƴŘƛŎŀǘƻǊǎ 
(39%) 

ω LƴŦƻǊƳŀǘƛƻƴ ǎȅǎǘŜƳǎ ǘƻ ƳƻƴƛǘƻǊ ǘƘŜ 
strategy (29%) 
ω CƛƴŀƴŎƛŀƭ ƛƴŘƛŎŀǘƻǊǎ ŀƴŘ Ǝƻŀƭǎ ƭƛƴƪŜŘ 
to strategy (54%) 
ω tǊƻŎŜǎǎ ƛƴŘƛŎŀǘƻǊǎ ŀƴŘ Ǝƻŀƭǎ ƭƛƴƪŜŘ 
to strategy (55%) 

Source: own construction, based on Li et al., 2008, Hrebiniak, 2006; Viseras et al., 2005 

 DATA ANALYSIS 

According to Figure 1, there are eight most critical barriers in the perception of the 

respondents, with more than 40% agreement in the sample: 

1st. Critical implementation tasks and activities, as well as those responsible, have not 

been defined and disseminated in sufficient detail; 

2nd. Global strategic decision goals have not been widely disseminated and understood 

at all levels of the company; 

3rd. Top leadership has either modified strategic priorities or failed to provide the 

necessary support during implementation; 

4th. The emergence of major problems in the external environment that were not 

identified in advance had an adverse impact on the results; 

5th. Excessive bureaucracy for decision-making on possible adjustments to the strategy 

hindered implementation by making it slow; 

6th. The business units did not share information with one another and lacked an 

integrated view of the strategy; 

7th. Even the collaborators who criticized the successful implementation of the strategy 

did not feel themselves to be the "owners" of the process; and 
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8th. Conflicts of interest and activities between the different business units have 

generated internal competition and hindered mutual coordination. 

It is worth mentioning that among the 8 barriers with the highest degree of agreement, 6 of 

ǘƘŜƳ ŀǊŜ ƛƴǘŜǊǇŜǊǎƻƴŀƭ όάǎƻŦǘ ŦŀŎǘƻǊǎέύ ŀƴŘ ƻƴƭȅ н ŀǊŜ ǎǘǊǳŎǘǳǊŀƭ όάƘŀǊŘ ŦŀŎǘƻǊǎέύΦ ¢ƘǳǎΣ ŀƭǘƘƻǳƎƘ 

it is not possible to state that on average interpersonal factors are more critical than structural 

ones, it can be said that, among the most critical obstacles evaluated, most are from an 

interpersonal perspective. 

Communication emerges as the most critical influencing factor to implementation, supported 

by the respondents' perception of the barriers associated with it. The two main problems 

pointed out are related to this factor. It is worth mentioning that the higher the hierarchical 

level of the respondent, the greater the criticality attributed to strategic communication. 

Analyzing the most used facilitators, it is identified that the two with greater penetration is 

associated with the communication. The most present facilitating measures in the companies, 

according to executives' perceptions, were: 

1st. Internal communication tools (e.g., intranet, endomarketing, etc.); 

2nd. Meetings of dissemination of objectives and goals; 

3rd. Control of process indicators and goals, directly associated with the company's 

strategy;  

4th. Control of financial indicators and targets, directly associated with the company's 

strategy. 

Although companies appear to be making extensive use of facilitative measures to this end, 

communication still represents a major barrier to the implementation of strategies. These 

results could indicate that: either the measures are being used inefficiently or they are 

ineffective to improve the communication of the strategy. For example, 62% of respondents 

say their companies hold goal-sharing meetings, although 51% of managers agree that overall 

strategic decision goals have not been well-publicized and understood at all levels of the 

company, indicating that holding meetings is not sufficient to ensure understanding of the 

objectives. 

However, one of the facilitators mentioned in the literature on communication is still among 

the measures with less penetration in companies, according to the respondents. The lack of an 
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open and encouraging climate for communication (perceived by only 19% of managers) may be 

indicative of why the internal communication tools and the meeting of disclosure of goals are 

not being effective since seem to be used unidirectionally. 

Regarding the relationship between the different business units, this influential factor in the 

implementation of strategies concentrates the most relevant barriers, in the perception of the 

respondents, along with the communication. However, it is surprising that its perception of 

criticality is not so consolidated and homogeneous. Diametrically opposed to the results 

referring to communication, the lower the hierarchical level, the greater the relevance of the 

relationship between the business units seems to be. A possible explanation for the result 

addresses the nature of the assignments of each hierarchical function. Information sharing and 

conflict of interest (constraints on the relationship between business units) tend to have a 

direct influence on tactical and / or operational decisions and actions, which are the 

responsibility of the middle management and the first levels, respectively. High leadership, in 

turn, shrouded in strategic decisions can distance itself from the operation and no longer 

identify these difficulties. This asymmetric perception can indicate a risk of myopia in the 

formulation of the strategy, traditionally focused on high leadership. It is possible that because 

the planners do not consider it a relevant obstacle, the strategic plan does not incorporate 

initiatives to facilitate information sharing and relationship between BU. 

Finally, the low relevance attributed to administrative systems by the respondents may indicate 

that this influential factor, although important, is already more developed in companies. The 

analysis of the main facilitators corroborates this idea. Two of the measures with greater 

penetration in the companies concern administrative systems. The comprehensive presence of 

control indicators may signal the reason why systems are no longer such a critical influencing 

factor in implementation, indicating that the adopted facilitators seem to address the issue 

satisfactorily. It should be noted that technological development and the speed of changes in 

the competitive environment may require adjustments and improvement of the administrative 

system issues. Among the additional obstacles reported by managers, for example, a latent 

concern with the complexity of control systems has already emerged. 
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 CONCLUSION 

The results show that the main obstacles are related to the soft factors, indicating cognitive 

barriers, such as communication, strategy formulation and the relationship between business 

units. In parallel, the difficulties related to hard factors such as administrative systems seem to 

be overcome. A joint analysis of the data indicates that there is evidence that a broad 

understanding of the needs of all stakeholders involved in the organizational environment is 

necessary for the planned strategy to be implemented efficiently and effectively.  

LǘΩǎ ŎƻƳǇǊŜƘŜƴǎƛōƭŜ ǿƘȅ ǘƘŜ ƘŀǊŘ ŦŀŎǘƻǊǎ ǎŜŜƳ ǘƻ ōŜ ǘƘŜ ŦƛǊǎǘ ōŀǊǊƛŜǊǎ ǎǳǊǇŀǎǎŜŘΦ ¢ƘŜ 

organizational structure must be aligned with the strategy and must be adjusted so that the 

corporate environment is conducive to implementation. On the other hand, control systems 

and corporate policies favor implementation, as they allow for monitoring their development, 

highlighting divergences with agility (Li et al., 2008). Because they are institutional decisions, 

implementations of changes regarding organizational structure and control systems tend to be 

faster than those encouraged by individuals (Thornton et al., 2013). The absence of such 

capabilities can generate inefficiency in the use of the company's other resources and, 

therefore, compromise its competitive advantage. 

Instead, the soft factors, which refer to the cognitive processes of strategic implementation, 

have to be dealt with positive and negative processes and sanctions. If aligned to the strategic 

purpose, those would be useful to reinforce the desired behavior, anchored in the normative 

rationality of individuals (Lindenberg ς Foss, 2011). 

In addition, it was found that are still some facilitators with low penetration in companies, such 

as the existence of an early warning system for changes in the competitive environment and 

an open and supportive climate for multidirectional communication, indicating a path to 

development and improvement of the strategic implementation process in Brazilian 

organizations. The absence of such resources and capabilities associated with the influential 

factors in strategic implementation can generate inefficiency in the use of company resources 

and thus compromise their competitive advantage. 

It is worth mentioning that the research has limitations as the development of the analyses on 

a non-probabilistic sample, not allowing generalizations. Moreover, because they are based on 

the perception of the respondents, the results imply that they correctly interpreted the 
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questions and that their opinions are capable of reflecting the reality of the companies in which 

they work. The results of this study can contribute to the development of new research on the 

subject, such as a new application of the questionnaire already tested with probabilistic 

ǎŀƳǇƭƛƴƎ ŦƻǊ ƎŜƴŜǊŀƭƛȊŀǘƛƻƴ ƻŦ ǘƘŜ ǊŜǎǳƭǘǎΤ ǊŜǎŜŀǊŎƘ ǿƛǘƘ /9hΩǎ ƻƴƭȅ ƻǊ ǘƘŜ ƛƴǾŜǎǘƛƎŀǘƛƻƴ ƻŦ 

barriers segmented by economic sectors. 
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Abstract 

Performance is the level of the results, in quantitative and qualitative terms, reached by the 

teaching staff as a result of fulfilling the tasks set out in the Job Sheet. Performance appraisal 

is the process of measuring and assessing the degree of performance achieved in relation to 

the functional obligations and established evaluation criteria. Assessment of individual 

performance is based on the evaluation criteria such as professional activity; development of 

teaching materials; scientific, academic research; activity and participation in the academic 

community; activities with students; national and international recognition. The professional 

performance indicators, corresponding to the evaluation criteria, score on average the 

performance indicators are attached to each evaluation criterion. The evaluation is made from 

different points of view in order to get a more accurate picture and using various methods and 

techniques. The research part is a brief analysis on Romanian universities, with a case study at 

Efimie Murgu University of Resita. 

Keywords: Performance, Assessment, Scientific academic research, Professional activity, 

Methods 

 INTRODUCTION  

Performance is the degree of accomplishment of the tasks that define the position occupied by 

an employee. Professional performance appraisal is defined as the process of determining the 

way and the extent to which the employee fulfills the duties and responsibilities of the occupied 

post compared to established standards. The performance appraisal process is the set of 

standardized procedures aimed at obtaining information on the professional behavior of 
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mailto:c.nagy@uem.ro
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employees. Performance refers to the contribution employees make to the organization's 

goals. The assessment of individual performance is based on the systematic and objective 

appreciation of the performance, quality of work, behavior, initiative, efficiency, and 

effectiveness. 

Individual professional performance assessment should be done with probity, professional 

deontology, realism and objectivity by the hierarchically superior leader of the evaluated 

person. Performance appraisal is done for: 

- correct expression and sizing of objectives; 

- determination of the directions and modalities of professional improvement and increase 

of their performances; 

- establishing deviations from the adopted objectives and making corrections; 

- diminishing the risks of maintaining or promoting incompetent persons; 

Performance appraisal means comparing achievements, behaviors, attitudes, specific training 

levels, etc., with performance criteria. Performance standards - the criteria compare to 

standards, which represent the desired level of performance. They determine what a person 

should do and how well (the indicators used are the amount of work, the quality, the cost, the 

time allocated to it, the efficiency of using the material and financial resources and the way of 

achieving the products and services. Performance evaluation methods - a variety of methods 

are used to evaluate performance, such as category grading methods, comparative methods, 

personality tests, descriptive methods, or behavioral methods. The need to evaluate 

performance in work has led to the development of numerous techniques and methods of staff 

appreciation. Methods of assessment, performance appraisal are very diverse and the quality 

ƻŦ ŜǾŀƭǳŀǘƻǊǎΣ ŀǎ ŀ ǊŜǎǳƭǘ ƻŦ ǘƘŜƛǊ ǳǎŜΣ ƛǎ ƛƴŎǊŜŀǎƛƴƎΦ έCŀŎǳƭǘȅ ƳŜƳōŜǊǎ ƘŀǾŜ ǘƘŜ ǊƛƎƘǘ ŀƴŘ 

obligation to develop and maintain their scholarly competence and effectiveness as teachers 

within their area of expertise; conscientiously to prepare and organize their subject matter, and 

ǘƻ ǊŜǾƛǎŜ ǘƘŜ ǎǳōƧŜŎǘ ƳŀǘǘŜǊ ƻƴ ŀ ǊŜƎǳƭŀǊ ōŀǎƛǎ ŀǎ ƛǎ ŀǇǇǊƻǇǊƛŀǘŜ ŦƻǊ ǘƘŜ ŎƻǳǊǎŜǎ ǘƘŀǘ ǘƘŜȅ ǘŜŀŎƘΦέ 

(Rubenstein, 2002, 8)  

The professional performance of the teacher is a complex phenomenon. The effectiveness of 

the teacher is defined as his ability to facilitate student access to the highest level of their 

independent thinking. This requires more than just the presentation of information in a 

structured, organized, interesting manner. Measuring is usually indispensable in scientific 
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research, measuring and comparing performance is also indispensable not only in the economy 

but also in the field of science - both for practical purposes and for the recognition and prestige. 

έPerformance evaluation is a continuous and systematic process that helps the organization 

assesses its candidates through comparison to the accepted standards. For the evaluation to 

take place correctly, there is a need for precise measuring techniques. The evaluation criteria 

need to be correctly formulated with the accepted standards, clearly 

ŘŜŦƛƴŜŘ ŀƴŘ Ŝŀǎȅ ǘƻ ƻōǎŜǊǾŜΦέ (!ǊƴŇǳǘǳ ς Panc, 2015, 391) 

 PARTICULARITIES OF ASSESSING INDIVIDUAL PERFORMANCE IN ACADEME 

In general, the quality of university education was given by the fame of the teaching staff, the 

results obtained by the graduates as well as the recognition of the authority that approved the 

functioning of the university. When choosing the system of academic staff evaluation, it is 

necessary to consider the increase of the competitiveness spirit and the need to recognize the 

scientific-scientific excellence, the increase of the quality of the education, the new 

requirements in the field of scientific research and the acknowledgment of the scientific merit 

ŀƴŘ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ƻŦ ƴŜǿ Ǉƻƛƴǘǎ ƻŦ ǾƛŜǿ ƻƴ ƭŜŀǊƴƛƴƎ ƳŜŎƘŀƴƛǎƳǎΦ έ!ŎŀŘŜƳƛŎ Ƨƻōǎ ǊŜǉǳƛǊŜ 

simultaneous performance of a variety of duties, including teaching, research, and 

administration captured in a large number of alternative performance measures available on 

each one of them.έ DŀǊŎƝŀ-Gallego et al., 17) The evaluation of professional performance for 

faculty members creates the framework for matching the requirements of the occupied post 

and the professional qualities of the occupant, providing a motivational system that will 

increase the individual professional performance. έ!ǎ ŀƴ ŀŎŀŘŜƳƛŎ ŘŜǇŀǊǘƳŜƴǘ ƛƳǇǊƻǾŜǎ ƛǘǎ 

level of performance, the members of the department are able to produce more effective 

student learning, more effective research, and more ŜŦŦŜŎǘƛǾŜ ŎǳƭǘǳǊŜΦέ (Elger, 2009, 11) 

Assessment of individual performance is based on the evaluation criteria on professional form; 

development of teaching materials; scientific, academic research; activity and participation in 

the academic community; activities with students; national and international recognition. 

έ{ǳŎŎŜǎǎ ŀǎ ŀ ǳƴƛǾŜǊǎƛǘȅ ŦŀŎǳƭǘȅ ƳŜƳōŜǊ ƛǎ ŘŜǇŜƴŘŜƴǘ ƻƴ ƘŀǾƛƴƎ ŀ ŎƭŜŀǊ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ƻŦ Ƙƻǿ 

to combine the elements of teaching, research and original creative work, and service in a way 

ǘƘŀǘ ƳŀƪŜǎ ǘƘŜ ōŜǎǘ ǳǎŜ ƻŦ ǘƘŜ ǘƛƳŜ ŀƴŘ ǊŜǎƻǳǊŎŜǎ ŀǾŀƛƭŀōƭŜΦέ (Sampson et al., 1)  
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Individual performance appraisal determines the level at which the individual fulfills the 

organization's expectations. Part of these expectations is included in the job description. The 

job description is the breakdown of organizational goals to the level of the individual's activities. 

Performance appraisal is designed to improve performance and utilize the capabilities of 

employees to achieve organizational goals. Individual performance appraisal includes three 

evaluation areas: ability, knowledge, and attitude. 

έtŜǊŦƻǊƳŀƴŎŜ ƛƴ ǘŜŀŎƘƛƴƎ ƛǎ ŜȄŀƳƛƴŜŘ ƛƴ ǊŜƭŀǘƛƻƴ ǘƻ the effectiveness of course delivery, quality 

of course content, effectiveness in developing and managing instruction, effectiveness in 

mentoring students, the effectiveness of academic advising, and using research and original 

ŎǊŜŀǘƛǾŜ ǿƻǊƪ ŀƴŘ ǎŜǊǾƛŎŜ ǘƻ ŜƴƘŀƴŎŜ ǘŜŀŎƘƛƴƎΦέ (Sampson et al., 3) 

Measuring the performance of researchers causes many controversies and often results in 

controversial procedures. One of the manifestations of scientific work is the publication of new 

results. The best-known science metric measurement methods try to quantify the volume, 

quality, and ŜŎƘƻ ƻŦ ǇǳōƭƛŎŀǘƛƻƴǎΦ έ¢ƘŜ ŀŎǘƛǾƛǘƛŜǎ ǘƘŀǘ ƘŀǾŜ ǘƘŜ ƎǊŜŀǘŜǎǘ ŜŦŦŜŎǘ ƻƴ ŜǾŀƭǳŀǘƛƻƴǎ 

όƛΦŜΦΣ ƳŜǊƛǘ ǊŀƴƪƛƴƎǎύ ǎƘƻǳƭŘ ōŜ ŎƭƻǎŜƭȅ ŀƭƛƎƴŜŘ ǿƛǘƘ ǘƘŜ ǳƴƛǘΩǎ Ƴƛǎǎƛƻƴ ŀƴŘ ǊƻƭŜ ǿƛǘƘƛƴ ǘƘŜ 

university. By aligning evaluation prioriǘƛŜǎ ǿƛǘƘ ǘƘŜ ǳƴƛǘΩǎ ƳƛǎǎƛƻƴΣ ǘƘŜ ŀƴƴǳŀƭ ŜǾŀƭǳŀǘƛƻƴ 

process will help promote the activities that are important. Evaluations are most likely to 

achieve this goal when standards are fairly applied, expectations are clear, and the metrics used 

to evaluate peǊŦƻǊƳŀƴŎŜ ŀǊŜ ǿŜƭƭ ǾŀƭƛŘŀǘŜŘ ŀƴŘ ŀǇǇǊƻǇǊƛŀǘŜΦέ (University of Nevada, 2007, 4) 

Regarding the methods of the evaluation process and the results obtained with them there are 

many reserved or even hostile opinions. The most strongly contested part concerns the 

ŜǾŀƭǳŀǘƛƻƴ ƻŦ ǘƘŜ ŀŎŀŘŜƳƛŎ ŀŎǘƛǾƛǘȅ ƻŦ ǘƘŜ ŀŎŀŘŜƳƛŎ ǎǘŀŦŦΦ έIƛƎƘŜǊ ŜŘǳŎŀǘƛƻƴ ƛǎ ŀ ǇŀǊǘƛŎǳƭŀǊƭȅ 

difficult sector to enforce the assessment process. Its specific characteristics, multiplicity of 

staff positions and status, the various history of the academic institutions, also its traditions of 

independence and free spirit, make higher education a real challenge for implementing a 

personnel assessment process. However, contrary to what some people claim, these specific 

characteristics do not make the asseǎǎƳŜƴǘ ŀǇǇǊƻŀŎƘ ƛƳǇƻǎǎƛōƭŜΣ ƻƴƭȅ ǎǇŜŎƛŦƛŎΦέ (Kerczer, 2013, 

246) 

With all the challenges of evaluating the professional performance of university environment, 

the phenomenon of evaluation is practiced on a global scale, and there is a very serious concern 
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ƛƴ ŀƭƭ ǳƴƛǾŜǊǎƛǘƛŜǎ ƛƴ ǘƘŜ ǿƻǊƭŘ ǘƻ ƛƳǇǊƻǾŜ ŀƴŘ ŜƴǊƛŎƘ ǘƘƛǎ ǇǊƻŎŜǎǎ ƳƻǊŜ ŀƴŘ ƳƻǊŜΦ έtŜǊŦƻǊƳŀƴŎŜ 

evaluation is a continuous and systematic process that helps the organization assesses its 

candidates through comparison to the accepted standards. For the evaluation to take place 

correctly there is a need for precise measuring techniques. The evaluation criteria need to be 

correctly formulated with the accepted standards, clearly defined and easy to observe. 

Behaviorally anchored rating scales respect the constraints of an efficient evaluation tool. The 

360-degree feedback evaluation ensures objectivity in evaluation, by offering the assessed the 

Ǉƻǎǎƛōƛƭƛǘȅ ƻŦ ŀŘƧǳǎǘƛƴƎ ǘƘŜƛǊ ƛƳŀƎŜ ƻŦ ǘƘŜƛǊ ƻǿƴ ǇŜǊŦƻǊƳŀƴŎŜ ǘƘǊƻǳƎƘ ƻǘƘŜǊǎΩ ǇŜǊǎǇŜŎǘƛǾŜΦέ 

ό!ǊƴŇǳǘǳ ς Panc, 2015, 246) 

 INDIVIDUAL PERFORMANCE ASSESSING MODELS IN IHE ROMANIAN ACADEME 

In Romania, the evaluation of the university staff is imposed by the legislation and the 

verification of methods, legality, efficiency, correctness and transparency, done by the 

Romanian Agency for Quality Assurance in Higher Education - ARACIS. The procedure for 

measuring and evaluating professional performances takes into account the National Education 

Law no. 1/2011; Order M.E.C.T.S. no. 4072 / 21.04.2011 for the approval of the collection of 

data and information for the evaluation of universities and study programs for the purpose of 

classifying universities and the hierarchy of study programs; M.E.C.T.S. no.4478 / 23 June 2011, 

4691/26 July 2011, 4692/29 July 2011 on the approval of compulsory and compulsory standards 

for the award of higher education didactic titles. 

έLƴǎǘǊǳŎǘƛƻƴ ŀƴŘ ƭŜŀǊƴƛƴƎ ŀǊŜ ƛƴŎǊŜŀǎƛƴƎƭȅ ōŀǎŜŘ ƻƴ ŎƻƳǇŜǘŜƴŎƛŜǎΣ ŎŀǳǎƛƴƎ ŀ Ŏŀƭƭ ŦƻǊ ŀǎǎŜǎǎƳŜƴǘ 

methods to adequately determine competency acquisition. Because competency assessment 

is such a complex endeavor, one single assessment method seems not to be sufficient. This 

necessitates Competency Assessment Programs (CAPs) that combine different methods, 

ranging from classical tests to recently developed assessment methods. However, many of the 

quality criteria used for classical tests cannot be applied to CAPs, since they use a combination 

ƻŦ ŘƛŦŦŜǊŜƴǘ ƳŜǘƘƻŘǎ ǊŀǘƘŜǊ ǘƘŀƴ Ƨǳǎǘ ƻƴŜΦέ (Baartman et al., 2006, 2) 

Professional performance evaluation is done for all teaching staff, from the position of 

university assistant to university professor. Assessment of individual performance is based on 

the evaluation criteria such as: professional form; development of teaching materials; scientific 
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academic research; activity and participation in the academic community; activities with 

students; national and international recognition. The professional performance indicators, 

corresponding to the evaluation criteria, score on average the performance indicators attached 

to each evaluation criterion. The internal evaluation of individual professional performances is 

intended to substantiate the policy of professional promotion of teaching staff and to ensure 

incentive pay. The assessment, based on quantifiable criteria and performance indicators, 

taking into account the quantitative and qualitative elements of the academic life, ensures the 

proper substantiation of the academic qualification. Although, there are differences in the 

approach of the Romanian universities, they all evaluate mainly aspects related to: 

- Didactic activity; 

- Scientific research; 

- National and international recognition; 

- Work with students; 

- Activity in the academic community. 

The evaluation of the teaching staff is the responsibility of the department manager who 

develops an evaluation report (summary) containing information and assessments from the 

following sources: self-evaluation, peer review, assessment by students. 

 INDIVIDUAL PERFORMANCE ASSESSMENT METHODS OF ACADEME FROM EFTIMIE MURGU 

UNIVERSITY OF RESITA 

The evaluation of teaching and research staff at the Eftimie Murgu University in Resita is done 

automatically at the level of university departments, helped by dedicated electronic platform. 

This e-platform generates an annual score, as the result of the evaluation, based on the 

following components: 

1. Self-evaluation forms completed by the teaching and research staff of the 

department and validated by the Commission appointed by the Rector; 

2. Quality assessment of teaching and research staff is a component of the quality 

assurance system of the university, based on benchmarks and performance 

indicators adopted by the University Senate. Teacher evaluations by the department 

manager; 
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3. Collegial evaluation by departmental staff; 

4. Teachers' ratings by students. 

The total annual score of teachers as a result of the annual evaluation is comprised of the scores 

accrued on the four evaluation criteria as follows: 

Maximum score 

1. Annual self-evaluation     40 

2. Appraisal by department manager   40 

3. Appreciation by colleagues    10 

4. Appreciation by students     10 

TOTAL        100 

Score attributed to the activity reported in the Annual Self-Evaluation Form results from: 

1 - Didactic and scientific activity 

2 - Professional Prestige and Activities within the Academic Community 

The score for the assessment made by the Departmental Director: 

Score maximum 

1. C1. Teaching (teaching and examination)      10 

2. C2. Coordination of licensing and mastering      5 

3. C3. Involvement in the activities of the chair and in the research activity  10 

4. C4. Activities in committees, guiding students in circles students,  

organization of scientific / artistic / sporting events, and so on   5 

 

A very important part of teacher evaluation is self-evaluation, which has two parts: one part is 

about research activity that includes publications and other aspects of scientific activity and the 

other part related to professional recognition and didactic activity. Both aspects must be 

documented, otherwise, they are not validated. 

The quality of teaching staff reflects both the specialized knowledge and didactic ability to pass 

on this knowledge to students, as well as in professional ethics and local, national and 

international recognition. 
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 CONCLUSION 

Evaluating academic staff individual performance is an indisputable requirement for increasing 

level of society and academic activity development. This assessment should be as complex as 

possible, achieved through the most effective methods that can synthesize all aspects of this 

specific field. The evaluation should include aspects related to didactic activity, scientific 

research and the involvement of teaching staff with the function basic and associated, 

researchers and doctoral students in extracurricular actions, carried out in the interest of the 

university and the community. 

Also, the assessment must include annual self-evaluation, departmental assessments, collegial 

evaluation and assessment by students, for the 360-degree feedback evaluation, that reflects 

results in a comprehensive way from all points of view. 

About the evaluation system of teacher individual performances from Romanian universities 

can be said that exist and function as they are imposed by the legislation in force. Of course, 

there are many opinions that call into question the efficiency, effectiveness, criteria, form, 

method, etc. Most often all these work, other times some standards are very difficult to achieve 

for many teachers, especially from smaller, younger universities without a long tradition. Many 

of these Romanian universities are facing both a material and a hostile situation from the 

academic evaluation agency. 

Eftimie Murgu University of Resita, although a young university with a disadvantageous 

geographic location, currently has an online assessment platform that provides much greater 

transparency and efficiency than the model of printed questionnaires. The evaluated teachers 

also have the opportunity to evaluate the organizational culture of the university and the 

efficiency and professionalism of the management team of the institution. 

It should also be noted that, regarding the publishing activity, a young Romanian teacher, from 

a younger university located in areas where are very few possibilities in high-level academic 

publications, it should address outside the country at a very high publication cost. Most 

universities cannot support that kind of financial costs. Under these conditions, these teachers 

have no chance in front of those from the United Kingdom, Canada, Australia, and Europe as 

well, which work in old and reputable universities with much greater tradition and power. Of 

course, they can emigrate to them, but I do not think that is the solution. 
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Abstract 

Studies that have been developed in recent years and dedicated to measuring the quality of 

business management in many countries have proven something that was already believed: 

The quality of business management in Latin America is weak and extremely distant from the 

level of management found in many developed countries. This report aims to demonstrate that 

this fact is due to cultural factors that have a huge influence on Latin American companies and 

on the way they are managed. There a number of very typical characteristics that pervade 

practically every country in the region, such as the extreme dedication to their families and 

friends, the enormous distrust of competitors, aversion to risk, and an intensive use of 

government and politicians for their own benefit that influenced the way companies are run 

and often making it difficult to practice professional business management. Latin Americans 

need not only to be aware that cultural factors exercise a strong influence on how companies 

are managed but also need to learn how to take advantage of these influences. The Method 

and Data used in this report are based on a review of the literature.  

Keywords: Latin America, Management, Culture, Productivity 

 INTRODUCTION  

Today it is clear that not everything that has to do with the economic development of nations 

can be explained by traditional economic theory. There are numerous factors that do not 

constitute the habitual tools of economists and which have a decisive influence on a countrȅΩǎ 

economic delay or advance. For example, the history of a nation defines values which 

perpetuate for generations and end up defining the behavior of its citizens. In other words, it 
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is because of these values, that the individuals will be willing to assume greater or lesser risks, 

will be more or less patriotic, will be willing to share profits and so forth. The geographic 

ƭƻŎŀǘƛƻƴ ŀƭǎƻ ƛƳǇŀŎǘǎ ǇŜƻǇƭŜΩǎ Ƙŀōƛǘǎ ŀƴŘ ŎǳǎǘƻƳǎ ŀƴŘ ŎƻƴǎŜǉǳŜƴǘƭȅ ǘƘŜ ƭŜǾŜƭ ƻŦ ŜŎƻƴƻƳƛŎ 

progress. Important to emphasize here that gŜƻƎǊŀǇƘƛŎ ƭƻŎŀǘƛƻƴ ŘƻŜǎƴȰǘ ƳŜŀƴ ƻƴƭȅ ŀ ƴŀǘƛƻƴ 

but could also be a state, a province or a city. Jeffrey Sachs (Sachs, 2000, 31-32) currently one 

of the most cited economists, says that Geography is so important that social scientists should 

dedicate more time to looking at maps to better understand the roots of economic 

development. 

The quality of business management in Latin America is weak and very far from the level of 

management found in many developed countries. This report aims to demonstrate that this is 

due to cultural factors that have a huge influence on Latin American companies and on the way 

they are managed. 

In fact, it is an old supposition that Latin American companies could never be considered as 

good examples of well-run companies. Fairbanks and Lindsay, two North American professors 

who lived for almost 15 years in various countries of the continent researching the reasons for 

the region's economic backwardness and came to the conclusion that one of the main reasons 

for the delay was precisely the mismanagement of their local businesses. In 1998 they 

published a book called "Plowing the Sea" where they described this experience. So, either 

subjective or empirical evidence has existed since the last century. 

Only more recently, in 2010 were the results published of the first rigorously scientific research 

conducted in the world to measure the quality of management in seventeen countries. Two 

professors Nicolas Bloom of Stanford and John Van Reenan of the London School of Economics 

decided to interview about 6,000 companies located in USA and England, respectively. They 

designed a standard questionnaire with 18 questions and hired MBA students in all these 

countries to conduct interviews with the C.E.O.s of the 6,000 companies. In this way, they 

evaluated the grade of each company, grouped them by the country of their headquarters and 

thus calculated the average for each one. Brazil was the only country in Latin America 

contemplated into this research, and 559 Brazilian companies were interviewed. The Brazilian 

average grade was very low ς 2.75 and Brazil was ranked 14th. Only Greece, China and India 

presented lower grades than Brazil. Four categories were created to evaluate each company: 
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Overall Management, Monitoring, Targets and Incentives and Brazilian companies were very 

poorly evaluated in all of them. 

In 2012 two World Bank researchers ς W. Maloney and M. Sarrias ς decided to do very similar 

research but this time with 21 countries, four of them from Latin America ς Argentina, Brazil, 

Chile, and Mexico. In this new survey, the Brazilian companies did even worse because now the 

placement of Brazil was the 20th and the average grade dropped to 2.6. Argentina and Chile 

were also poorly placed in 16th and 17th, with only Mexico obtaining a reasonable placement 

ς 10th ς with their companies averaging grade of 3.0. Different than the study by Bloom & Van 

Reenan here they had analyzed the companies in five categories which were: Overall 

management, Practices, Operations, Targets, and Talents. The results of this research are 

published in a book edited by the World Bank in 2015, called "Latin American Entrepreneurs: 

Many firms but little innovation" and whose authors are D. Lederman, J. Messina, S. 

Pienknagura and J. Rigolini.  

We could show other studies that have been done in the region, but the fact is that we can 

conclude that there is a management problem in companies in Latin America and especially in 

South America. Our hypothesis that we want to demonstrate here is that this poor 

management is due to cultural aspects. In other words, the culture of the Latin American 

peoples leads to the fact that their companies end up being poorly managed. This is what we 

intend to demonstrate in this study. 

Economists have spoken and written about the reasons for the delay in the economic and social 

development of Latin American countries. Lately, this subject has been much more present, 

even in the newspapers, due to the comparisons that have been made with the Asian countries 

ŜǎǇŜŎƛŀƭƭȅ /ƘƛƴŀΣ LƴŘƛŀΣ {ƻǳǘƘ YƻǊŜŀ ŀƴŘ ƻǘƘŜǊǎΣ ǿƘƛŎƘ ŘǳǊƛƴƎ ǘƘŜ ƭŀǎǘ нл ȅŜŀǊǎΣ ƛƴ ǘƘŜ тлΩǎ ŀƴŘ 

улΩǎΣ ƘŀǾŜ ƪƴƻǿƴ Ƙƻǿ ǘƻ ŜȄƛǘ ŀ ǎƛǘǳŀǘƛƻƴ ƻŦ ǎǘŀƎƴŀǘƛƻƴΣ ŜǾŜƴ ǿorse than the average Latin 

American country, to occupy an outstanding place as active actors in the globalization process.  

Latin America houses almost 8.5% of the global population and answered for 8.2% of the world 

GDP in 2017. But amongst the 2,000 biggest companies in the world, according to the principal 

international yearbooks, only 40 of them are Latin American, in other words, 2.0%. What are 

the reasons to explain why there are so few companies getting international projection? Is it a 

structural economic problem? Much has been analyzed about the Latin American economy, 
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and all its countries from a structural point of view, principally a macroeconomic, but rarely has 

there been an attempt to explain the delay of our continent from the vision of its companies 

and how they are administered. Our proposed hypothesis is that in order to be among the top 

2,000 a company should be very well managed and the reason why only 2% of these are Latin 

American is totally related to the two studies mentioned above (VanReenan ςBloom & Maloney 

ςSarrias). In other words, this continent has an issue related to bad management. 

Why cannot Latin America stand out in these areas or in other words why aǊŜƴΩǘ ǘƘŜǊŜ ŀƴȅ 

companies originating in the region that stand out globally in areas with more advanced 

technology? This is an old discussion, but a very important one. In the end, why is it that some 

countries have a greater propensity for innovation? David Landes (1998) asked why the 

Industrial Revolution happened in Europe and more specifically, in Great Britain, and not in 

other countries. Landes himself answered with reasons of a cultural, historical and geographic 

order but he emphasizes that Great Britain, in the middle of the XIX century, had a growing 

autonomy of intellectual investigation combined with enormous interest about what at the 

ǘƛƳŜ ǿŀǎ ŎŀƭƭŜŘ άǘƘŜ ƛƴǾŜƴǘƛƻƴ ƻŦ ǘƘŜ ƛƴǾŜƴǘƛƻƴέΣ ŀƴŘ ǿƘƛŎƘ [ŀƴŘŜǎ ŎŀƭƭŜŘ ǘƘŜ άǊƻǳǘƛƴƛȊŀǘƛƻƴέ 

of invention. This aspect ended up being the motor that unleashed the appearance of many 

scientific discoveries and technological innovations on the part of Great Britain and which 

resulted in British domain over the world economy at the end of the XIX century. 

Despite that, all during the XX century, numerous economists dedicated themselves to explain 

economic growth as something very linked to the location of the cities and countries, 

highlighting Marshall (1920), as one of the pioneers of this theme. More recently, in the last 

twenty-five years, some other economists began to give importance to geographic conditions 

in economic development like Paul Krugman (1995) Peter Dicken (1998) or Michael Porter 

(1993).  

 IMPORTANCE OF CULTURE TO DEFINE MANAGEMENT 

Since Max Weber (1930) we have heard that culture weighs, determines, inclines and ends by 

deciding which nations will prosper and which are condemned to live in poverty, as long as their 

people do not change their habits, beliefs, and values. Weber said that the protestant ethic was 
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responsible for the fact that Germany and Switzerland were more successful economically in 

the XX century that the Catholic countries of Spain and Portugal.  

More recently Lawrence Harrison (2000) placed the values and people attitudes as the main 

reasons to explain the persistent instability and inequality of Latin America.  

¢ƘŜ ǘƘŜƳŜ άŎǳƭǘǳǊŀƭ ŘƛǾŜǊǎƛǘȅέ Ƙŀǎ ŀǘǘǊŀŎǘŜŘ ŎƻƴǎƛŘŜǊŀōƭŜ ŀǘǘŜƴǘƛƻƴ ǘƘǊƻǳƎƘƻǳǘ ǊŜŎŜƴǘ ȅŜŀǊǎΦ 

This is because the global market covers many hundreds of countries and many different 

cultures. And the large international companies perceive that to operate efficiently in different 

countries it is necessary to recognize that it could be necessary to operate in a different manner 

in each of them.  

David Landes (1998, 13), as we have already mentioned before, said that if there is something 

for us to learn about the economic development of the nations, it is that culture makes a 

difference. It is undeniable that History and Geography have an enormous role in the culture 

of a people. In turn, culture and consequently the uses and customs have an effect on the 

economy, however, cannot be modified by decree or governmental policies, therefore they 

need to be studied more deeply.  

Myrdal (1968, 104) had already said, more than 40 years ago, when he studied the Asian 

economies and concluded that cultural factors profoundly influenced by religion were the main 

obstacles against modernization in that part of the world. 

This paper intends to focus on these aspects which we call cultural. We will focus on the 

capacity for companies to be well-managed. Fairbanks e Lindsay (2000, 112) emphasized that 

culture is a vital component to define the capacity of a nation to prosper because it formats 

that which the individuals think about taking risks, rewards, opportunities and, consequently, 

about progress. In this chapter, our objective is to evaluate how the capacity to manage 

institutions and companies, public or private, is affected by cultural factors and why this ends 

up having an enormous impact on the degree of economic development of the respective 

countries.  

An interesting model was developed by Gert Hofstede (1980) who did a scale study with the 

employees of IBM. Hofstede identified in his study that there are cultural dimensions in work-

related values and that these same vary significantly from one country to another. 
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 MANAGEMENT IN LATIN AMERICA: WHERE ARE THE PROBLEMS? 

Evidently, the entrepreneurial structure in Latin America is very heterogeneous. Our biggest 

concern here is the private companies with local capital, as these today lack important 

corrections in their management models. Obviously, there exist honorable exceptions, and it is 

very difficult and reckless to generalize. Nonetheless, some problems and deficiencies are 

repeated in such a way that is concerning, as we will see below.  

One of the most characteristic and also most problematic traits is that, according to Bethlem 

(1989), almost all of the large Latin American companies are in the hands of one stockholder, 

an individual or, when many, in the hands of one or two families. This leads to a loosening of 

the controls over the results and the absence of professional management, in other words, 

many times the stockholders do not cover results because they themselves are the executives. 

Lǘ ƛǎ ǾŜǊȅ ŎƻƳƳƻƴ ǘƘŀǘ ǘƘŜ ƻǿƴŜǊǎ ƻŦ ǘƘŜ ŎƻƳǇŀƴƛŜǎ ŘƻƴΩǘ ŎƭŜŀǊƭȅ ǎŜǇŀǊŀǘŜ ǘƘŜ ƭƛƳƛǘǎ ƻŦ ǘƘŜ 

company with the limits of the family. Contrary to what occurs in the United States, where the 

capital of a large company is greatly pulverized, and the minority stockholders pressure even 

greater for more consistent results. In the Latin American companies, it is difficult to find a 

separation between the Administrative Council and the Executive Directorate. And even in the 

large companies where this separation exists, the question of governance and the attribution 

of responsibilities are rarely well-defined. It is important to emphasize that there are many 

exceptions and we can find large family companies that became successful but, generally 

speaking, they were able to separate ownership and executive, professional management. 

While in a good part of the North American companies it is very difficult to discover who is the 

owner is, such is the extent of stock pulverization, in Latin American companies there is always 

ǇǊŀŎǘƛŎŀƭƭȅ ƻƴŜ ƻǿƴŜǊ ŀƴŘ ŜǾŜǊȅōƻŘȅ ƪƴƻǿǎ ǿƘƻ ƘŜ ƛǎΦ ¢ƘŜ ƳŜƴǘŀƭƛǘȅ ƻŦ άǘƘŜ ƻǿƴŜǊ ƻŦ ǘƘŜ 

ŎƻƳǇŀƴȅέ ƳŀƪŜǎ ƛǘ ǎǳŎƘ ǘƘŀǘ ǘƘŜǎŜ ǎŀƳŜ ƻǿƴŜǊǎΣ ƛƴǎǘŜŀŘ ƻŦ ǘŀƪƛƴƎ ƻǳǘ ǘƘŜƛǊ ŜŀǊƴƛƴƎǎ ƻŦ 

distributed dividends they prefer to take them through indirect earnings, as for example, 

setting up personnel firms that are suppliers of the main group. For this reason, the process of 

transference services between companies of the same group is determined by the group of 

individuals that control (majority shareholder) the holding of the group which, at the very least, 

distorts the profitability of the business. These facts have a negative effect as well for stock 

market development being that the minority stockholder, generally, receives very little 

protection. To survive and be efficient in the international market the Latin American 
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companies need to be administered in the most professional way possible and globalization 

tends to affect family-run companies more negatively than those that are not managed by the 

family. 

This is not the only big difference that exists between the Latin American way and the North 

American way of managing companies. The other difference is of a philosophical order and is 

linked to the historical role that the companies had in the economic development of the 

2 regions. In the United States companies and executives assumed a preponderant role, even 

in the process of conquering and integrating territory during the XVIII and XIX centuries, as the 

large railways indicate, almost all of them private. While in Latin America all colonization, 

conquering, and integration of territory in the main countries occurred under the protection of 

the State, with the private initiative totally absent. In other words, we can say that if the United 

States had been colonized by Spain or Portugal, this process would have totally been 

conducted, implanted and operated by the government. This posture had begun in the XVIII 

century, through the initiative of the Portuguese and Spanish Crowns and had continued after 

the political independence of the various nations and is described by Feldmann (2014). 

This entire characteristic of colonization generated a cultural aspect which has remained until 

today, which is that the Latin American private investor acts if the government acts first. But it 

is not only this aspect that characterizes a type of paternalism, as defined by Lindsay and 

Fairbanks (2000)Υ ά¢ƘŜ [ŀǘƛƴ !ƳŜǊƛŎŀƴ ōǳǎƛƴŜǎǎƳŜƴ ŦǊŜǉǳŜƴǘƭȅ ƻǇǘ ǘƻ ŘŜƭƛǾŜǊ ǘƻ ǘƘŜ 

government highly complex decisions which refer to their own businessesέΦ It is common for 

there to be lobbies and pressures of associations on the government to obtain tariff protection 

to impede the entrance of imported products, including even monetary devaluations. Lindsay 

& Fairbanks emphasize that the relationship between government and businessmen is a fact of 

enormous importance in the region and that it is very common that the government is 

manipulated so that certain companies or sectors obtain competitive advantages which, 

generally, end up being ephemeral.  

Fukuyama (1996) upon discussing the 3 societies with the greatest influence on the State, and 

excluding all the socialist countries, mention France, Mexico and Brazil and makes it a point to 

emphasize that even in Japan, where there is a strong presence of the State, the actuation of 

this was always limited when compared with those 3 other countries, two of which are leaders 

in Latin America.  
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Other important authors have already decided to analyze the relationship between the State 

ŀƴŘ ǘƘŜ ŜƴǘǊŜǇǊŜƴŜǳǊǎΦ hƴŜ ƻŦ ǘƘŜ Ƴƻǎǘ ƛƳǇƻǊǘŀƴǘ ŀƴŀƭȅǎŜǎ ƻŦ ǘƘŜ [ŀǘƛƴ !ƳŜǊƛŎŀƴ άǎǇƛǊƛǘέ ǿŀǎ 

ŘƻƴŜ ōȅ /ŀǊƭƻǎ !ƭōŜǊǘƻ aƻƴǘŀƴŜǊ ƛƴ ǘƘŜ ŎƘŀǇǘŜǊ ǿƘƛŎƘ ƘŜ ǿǊƻǘŜ ƛƴ ǘƘŜ ōƻƻƪ ά/ǳƭǘǳǊŜ aŀǘǘŜǊǎέΣ 

organized by Lawrence Harrison and Samuel Huntington (2000). Montaner describes how the 

elites of Latin America behave and they especially hold the role and the shape of the action of 

the businessmen. According to him an important trace of the businessmen of the region is his 

preference for exercising political influence instead of competing in the market. Seeking the 

support of the government is another typical characteristic which permeates the Latin 

American entrepreneurial. Entrepreneurs and executives in important industrial sectors lose 

valuable time in meetings with Ministers and authorities which could be better-employed if 

they were dedicated to searching for the effective increase of productivity of their companies. 

A good part of the time this political influence is arranged through non-ethical means, and 

according to Montaner, it is common for businessmen to corrupt civil servants to obtain 

customs exemptions or loans at subsidized interest rates or even market reserves. All these 

advantages are always ephemeral and end up not proportioning the effective competitive and 

perennial advantages to their businesses. Montaner highlights that corruption is not exclusive 

to Latin America, but emphasizes that the frequency with which it happens in this region, is 

mainly, due to the impunity which is highly concerning as the respective societies seem to not 

perceive how much these facts end up encumbering the goods and services that they 

themselves acquire and consume.  

On the other hand, when there are problems or failures in their companies, the first to blame 

is the government. This, in fact, is in agreement with that which Lindsay & Fairbanks (2000) 

defined as one of the important characteristics of the Latin American businessman: They are 

ŀƭǿŀȅǎ ƻƴ ǘƘŜ ŘŜŦŜƴǎƛǾŜΣ ƴŜǾŜǊ ŀŘƳƛǘǘƛƴƎ ǘƘŜƛǊ ƻǿƴ ƳƛǎǘŀƪŜǎ ƻǊ ǘƘŜƛǊ ŎƻƳǇŀƴȅΩǎ ƳƛǎǘŀƪŜǎΦ LŦ 

there are problems, losses or failures, the first to blame is the government. But if not this, then 

the blame for failure goes to the supplier or to the labor unions or the distributors or even the 

client, if not nature; never the very company the stockholders or executives. In this way, a good 

part of the Latin American companies loses a big chance of examining the competitiveness of 

ǘƘŜƛǊ ŎƻƳǇŀƴƛŜǎΦ ¢ƘŜȅ ŘƻƴΩǘ ǇŜǊŎŜƛǾŜ ǘƘŜ ōƛƎ ǇǊƻōƭŜƳ ǘƘŀǘ Ǉǳǘǎ ǘƘŜ ƭƛǾŜǎ ƻŦ ǘƘŜƛǊ ōǳǎƛƴŜǎǎŜǎ ŀǘ 

risk, and their own incapacity of generating quality products at accessible prices, fit for the 

needs and the desires of their consumers.  
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The answer is to always put the blame on others for your own shortcomings, it is truly a very 

important Latin American cultural trait that it was even mentioned by Landes (1998), when he 

commented, ironically, that the most successful export of the region in terms of economic 

ŘƻŎǘǊƛƴŜ ǿŀǎ ǘƘŜ ŦŀƳƻǳǎ ά5ŜǇŜƴŘŜƴŎŜ ¢ƘŜƻǊȅέ ǘƘŜ ǘƘŜƻǊŜǘƛŎ ŜȄǇƻƴŜƴǘ ƻŦ ǿƘƛŎƘ ǘƘŜ ǘƘŜƴΣ 

sociologist Fernando Henrique (1979) made use of. This theory attributes to the most advanced 

countries of North American and Europe the roots of the Latin American problems. According 

to Landes: Instigating a morbid propensity to attribute to everybody the blame except for where 

the blame lies, these doctrines promoting economic impotence; even if it were true, it would be 

better to file them.  

Besides the already-mentioned aspects, the book by Lindsay and Fairbanks (2000) broaches 

other important deficiencies in the way that Latin American companies are managed. They are 

(1st) the deficient cooperation among companies and (2nd) the fact that executives love to mix 

business with friendship : 

1. Deficient cooperation among the companies. There is no culture of cooperation of the 

companies in the region. To the contrary of countries like Italy, where there are clusters or 

industrial groupings, to promote cooperation and encourage that the companies join forces to, 

for example, seek foreign markets together, launch a new brand, or invest jointly in R&D ς 

Research & Development, in Latin America, usually, invariably, the businessmen only know to 

see in their competitors an enemy that needs to be destroyed. Due to the protectionist spirit 

that always prevailed in Latin America the companies always saw their local competitors as a 

dangerous enemy contributing to creating a spirit of mistrust within each sector that always 

annihilated any possibility of cooperation. Honorable exceptions exist in the automobile 

assembly plants and their relations with auto parts suppliers in Argentina, as well as Brazil and 

Mexico. But the exception is probably due to the fact that these are sectors where there is 

predominantly foreign capital.  

2. Mixing business with friends is common in Latin America. The contract, sometimes, is not as 

important as the given word. While in the United States there is the lawyer cult with everything 

ƭŀƛŘ ƻǳǘ ƛƴ ŎƻƴǘǊŀŎǘǎΣ ƛƴ [ŀǘƛƴ !ƳŜǊƛŎŀ ǘƘŜǊŜ ƛǎ ǘƘŜ Ŏǳƭǘ ƻŦ ǘƘŜ άǇŜǊǎƻƴŀƭƛǘȅέΣ in other words, 

everything depends on whom you are negotiating with. Therefore, in Latin America, the 

contract does not have the same significance as in the United States. In fact, generally, for the 

Latin American personal relationships are of extreme importance. Hickson and Pugh (1995) 
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emphasize that the principal characteristic of behavior of Latin Americans, which affect the way 

the businesses of the region are managed, are the extensive networks of personal relationships. 

Family and personal friendships are among the greatest values of all the Latin American people. 

Knowing the people or having family relationships with the people involved in a transaction 

make the hierarchical division in a company easier to deal with. Contrary to North Americans, 

the Latin American have a negative opinion about individual competition but gives enormous 

importance to the social groups of which they are apart. There is a phrase around that says first 

Americans do business and then later, if possible, they become friends; while Latin Americans 

first they check if they are friends and then later they do business.  

Still, according to Hickson & Pugh, the Latin Americans present the following 4 characteristics 

in their way of managing companies:  

1. Very rapid management performance directed at short-term results with emphasis 

on crisis solving. This, by the way, is the ever-present conclusion in analyses done in 

Brazil with respect to predominant characteristics in Brazilian management, such as 

ŦƻǊ ŜȄŀƳǇƭŜΣ ǘƘŜ ōƻƻƪ ά¢ƘŜ .ǊŀȊƛƭƛŀƴ ²ŀȅ ¢ƻ aŀƴŀƎŜέ ōȅ .Ŝǘŀƴƛŀ ¢ŀƴǳǊŜ ŀƴŘ Marco 

Spyer Prates (1998). 

2. Decisions are centralized on superior hierarchy levels with terrible communication 

among the different levels and a clear incompatibility between responsibility and 

authority, but the system is extremely authoritarian, and there is a large and firm 

tendency of the lower levels to delegate decisions. 

3. Great difficulty for conflicts to be discussed and solved.  

4. The organizational structure is extremely hierarchical, and the subsystems are 

extremely segmented and not very integrated.  

Relative to this last aspect, we emphasize that it is very common to find companies in the region 

that are strongly inflated with employees and hierarchy levels that, many times, are 

unnecessary. Evidently, this multiplicity of decision-making levels has a price. Besides 

propitiating the superposition of functions ς numerous people doing the work that could be 

done by only one ς it hurts the agility of the business, encourages bureaucratization and creates 

an unnecessary separation between the head office and the business base. This, many times, 

is owed to the fact that in the past the low cost of labor always worked to discourage the 
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introduction of automated processes or more modern ones. Today with the brutal cheapening 

of automated equipment in the entire world they are running to automate their processes 

before the competitors, and the Latin American companies can no longer count on the age-old 

advantage of the low price of labor. Many have still not awoken to this new reality.  

If there is one notable Latin American cultural trait, it is the ever-present need to have a 

superior leader to make the important decisions. Maybe because of this, almost all of the 

countries of the region have presidential regimes and not parliaments. The search for an 

answer for everything through a type of great leader is something that has been passed through 

history in practically all of the countries of the continent. Probably for this reason management 

decisions are made by only one person in a central and decisive manner. 

Continuing to compare with the United States, it is important to emphasize that in that country 

there is the culture of the winner. In the United States, they all seek to win. More than in other 

societies, and in clear contrast with the Latin American societies, personal and professional 

success is valued as the big objective in the life of any individual. The reverse is true: the worst 

ƴŀƳŜ ǘƘŀǘ ȅƻǳ Ŏŀƴ ŀŎŎǳǎŜ ŀ bƻǊǘƘ !ƳŜǊƛŎŀƴ ƻŦ ƛǎ ōŜƛƴƎ ŀ ƭƻǎŜǊΦ ¢Ƙƛǎ ŎǳƭǘǳǊŜ ŘƻŜǎƴΩǘ ŜȄƛǎǘ ƛƴ 

Latin America, to the contrary success, frequently, gives the opportunity to suspicions and 

mistrust. 

 DISCUSSION 

Little has been discussed in Latin America with respect to the low efficiency of the local 

companies. The challenge for them is enormous as all these difficulties that involve the very 

redefinition of their role and strategies have to be overcome within quite a peculiar cultural 

context. The entrepreneurial world is based greatly on the United States, and it is from there 

that the new paradigms and recommendations for structural changes come. However, we 

cannot forget, as seen earlier, the importance of the cultural question making Latin America a 

very different and peculiar continent in the way their companies are administered.  

 CONCLUSIONS 

What really characterizes all of the countries that constitute Latin America, and what makes 

them different from North America is the historical formation, in other words, the type of 
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colonization to which they were submitted beginning in the XVI century, by the European 

powers of the Day. While in Canada and the United States what we call settlements 

predominated, in Latin America predominated the colonies of exploitation. In these, the 

objective was to serve the economic interests of the emperors, in the case of Spain and 

Portugal. The wealth and well-being of the colonized people mattered little. The most 

imperative was that the emperor should become even richer. While in the settlements the 

objectives were others; the colonizers came to the new land in search of a new country and not 

to get rich. That is why in Canada as well as in a good part of the United States the colonization 

was not done with slave labor and not with the objective of producing primary genres at a low 

cost. It happened, by enormous masses of Europeans that had left their continent due to the 

religious conflicts at the time, and came to North America without any commercial interests. 

These historical questions have a fundamental role in the way companies of the region are 

managed: As the Latin American societies are characterized by aristocratic formation and 

ǘƘŜǊŜŦƻǊŜ ƻƭƛƎŀǊŎƘƛŎΣ ŀƴŘ ƘŀǾƛƴƎ ŀ ǇŀǘǊƛŀǊŎƘƛŎ ŦŀƳƛƭȅΣ ǿŜ ŎŀƴΩǘ ŜȄǇŜŎǘ ǘƘŜ ŎƻƳǇŀƴƛŜǎ ǘƻ ōŜ Ǌǳƴ 

any differently. Therefore, what distinctly makes the Latin American businessman stand out is 

his enormous attachment to the command and control of all of his companies. This explains, 

for example, the reluctance in opening the capital very much the opposite of what happens in 

the United States.  

Furthermore, the typical Latin American company, inevitably, suffered unnecessary 

hierarchized structures, too many workers in innocuous tasks and great communication 

problems, a good part of them caused by poor information management systems which many 

times did not even exist. The fact of having lived for a long time without needing to compete 

with foreign products reinforced this culture.  

Our conclusion is that all of these strong cultural aspects have an enormous influence on the 

way Latin American companies are managed, and they explain the bad grades that they had 

received in both important studies that we have mentioned in this paper ς Bloom & Van Reenan 

and Maloney and Sarrias. 

But is it possible to change standards of cultural behavior of the Latin American businessmen? 

Probably so, but this can only be done in the long-term, and the problems of the continent are 

chronic and need a short-term solution. Latin Americans need to look at other nations that 
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were able to transform that which apparently was deficient into levers of success. The 

important thing is that Latin Americans be aware that cultural factors exercise a strong 

influence about how the companies are managed and consequently about the economic 

development of the nation and being of no use to go against these influences. Latin Americans 

need to learn to take advantage of these influences.  
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Abstract  

This paper1 presents results of an empirical research project on the status of Online Learning 

from the Perspective of German Audit Companies (Big4 and others). The theoretical basis links 

elements of knowledge management and professional service firms όŎŦΦ YǸƘƴŜƭΣ н002; 

CŀǊƪŀǎκYǸƘƴŜƭΣ нлмсύ. Results are based on interviews performed by the authors and 

representatives of the firms. Conclusions on the future structure of Continuing Professional 

Education or Development initiatives may be drawn from the study.  

Keywords: Professional service firms, Auditing, Knowledge management, Continuing 
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Abstract 

The current theoretical paper demonstrates the hypothesis that transformational leadership 

has a positive impact on change management in organizations. The paper has been developed 

following the next order: Firstly, it is exposed the importance of adapting to change via the 

application of change management by considering three change management models (Prosci 

!5Y!w aƻŘŜƭΣ ¢ƘŜ YǳǊǘ [Ŝǿƛƴ /ƘŀƴƎŜ aŀƴŀƎŜƳŜƴǘ aƻŘŜƭΣ ŀƴŘ YƻǘǘŜǊΩǎ у-Step Process); 

secondly, after comparing transformational and transactional leadership styles, it remarks on 

the relevance of a transformational leader to help manage the change; thirdly, literature review 

of several studies, conducted in different countries and industrial sectors, is used to prove the 

hypothesis; some criticisms to the theory have been considered, regarding the theoretical 

weaknesses observed by researchers. Finally, previous literature review of several studies 

showed how transformational leadership has effectively contributed to change management, 

together with the adaptation of organizations to the change. 

Keywords: Transformational leadership, Change, Change management 

 INTRODUCTION 

The world is in constant change; markets move towards new trends to meet the latest 

demands, so do the companies. It is a job of the leaders to manage the change, understanding 

ǘƘŀǘ ŎƘŀƴƎŜ ƳŀƴŀƎŜƳŜƴǘ ƛǎ άǘƘŜ ǇǊƻŎŜǎǎΣ ǘƻƻƭǎ, and techniques to manage the people side of 

ŎƘŀƴƎŜ ǘƻ ŀŎƘƛŜǾŜ ǘƘŜ ǊŜǉǳƛǊŜŘ ōǳǎƛƴŜǎǎ ǊŜǎǳƭǘǎέ (Prosci.com, 2017). 

Important organizations understand the relevance of finding inspiring leaders to manage their 

changes and keep up with the new demanding market scenario. As an example, these issues 

mailto:bedoyaever@gmail.com
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are clearly identified in the National Geographic Society case (Garvin ς Knoop, 2015, 13). NGS 

ƛǎ ƻƴŜ ƻŦ ǘƘŜ ǿƻǊƭŘΩǎ ƭŀǊƎŜǎǘ ǎŎƛŜƴtific and educational nonprofit organizations, set up in 1888, 

which made the decision to adapt to the new global state by moving from the print to the digital 

area, integrating all the editorial groups of the magazine, TV production, channel, books, and 

other units across multiple media platforms, and improving staff motivation, based on an e-

commerce strategy. What makes this event remarkable is that in addition to requesting 

demanding requirements of experience, knowledge, and responsibilities in the charge, the job 

description for the position of senior vice president, e-commerce, highlighted the importance 

of being a good leader with a strong character and great communication skills, capable of 

working effectively at a large organization.  

Purpose 

The purpose of the paper is to do a literature review exercise to show how researchers have 

demonstrated that transformational leaders have helped organizations to manage change.  

Hypothesis 

Transformational leadership positively impacts change management in organizations.  

 LITERATURE REVIEW 

In this section, as an attempt to obtain a close and reliable approach to the models, the sources 

ǎŜƭŜŎǘŜŘ ŀǊŜ ǘŀƪŜƴ ŦǊƻƳ ƧƻǳǊƴŀƭǎΣ ōƻƻƪǎΣ ŀƴŘ ǘƘŜ ƳƻŘŜƭΩǎ original websites as the Prosci ADKAR 

aƻŘŜƭ ŦƻǊ /ƘŀƴƎŜ aŀƴŀƎŜƳŜƴǘ ŀƴŘ YƻǘǘŜǊΩǎ у-Step Process which are broadly explained by 

their developers on the official websites.  

2.1. Change and change management connection 

Change, at its most basic level, is defined as a movement outside an existing phase (how things 

are nowadays), through a phase of transition, and then, a future phase (how things will be 

done). Changes, which can be motivated exogenously or endogenously, happen in all 

environments of human beings, work, social or family. In the same way, these can be planned 

or happen suddenly. In conclusion, the changes have a starting point, a transition to reach a 

future phase. In the same way, change management consists of managing an individual support 
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for each of the employees that has been affected, during the three phases, by the change 

during the projects or the institutional initiatives, in order to increase the adoption and the use 

of the solutions introduced during the projects and initiatives (Prosci.com, 2014). It is important 

to highlight that change management is related to human side of the process (Richards, 2013, 

36).  

Changes make the organization move to future states in which employees have to do their jobs 

differently to get their own future states ŀƴŘ ŀŎƘƛŜǾŜƳŜƴǘǎΤ Lƴ ƻǘƘŜǊ ǿƻǊŘǎΥ άǘƘŜ ǊŜǎǳƭǘǎ ŀƴŘ 

outcomes of a project or initiative are defined by and depend on employees adopting the 

change. So, in times of change, change management is an essential tool for delivering results 

and outcomes, not an optional add-ƻƴέ (Prosci.com, 2014). 

2.2. Models of change management 

Change can be improvised; it is necessary to adopt models to plan and to supervise the process. 

Three models of change management will be considered: Adkar Model for Change 

Management, the LewƛƴΩǎ /ƘŀƴƎŜ aŀƴŀƎŜƳŜƴǘ aƻŘŜƭ ŀƴŘ ¢ƘŜ YǳǊǘ [Ŝǿƛƴ /ƘŀƴƎŜ 

Management Model. 

2.2.1. The Prosci ADKAR Model for Change Management 

ADKAR stands for awareness, desire, knowledge, ability, and reinforcement, which symbolize 

the five results that must be achieved to achieve a successful change. For the ADKAR model, 

initially developed by Jeff Hiatt, a successful change is the consequence of the simultaneously 

maturing of the business or project side of change and the people side of change dimensions 

(Prosci, 2017, 4). 

Table 1: Standard steps 

THE BUSINESS DIMENSION OF CHANGE THE PEOPLE DIMENSION OF CHANGE 

Identify a business need or opportunity Awareness of the need for change 

Define the project Desire to participate and support the change 

Design the business solution Knowledge of how to change 

Develop the new processes and systems Ability to implement the change daily 

Implement the solution into the organization Reinforcement to keep the change in place 

Source: own construction based on Prosci, 2017, 7  
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2.2.2. The Kurt Lewin Change Management Model 

The model was first presented in (Lewin, 1947a, 1947b), and basically, his scope of research is 

aimed to describe the factors that encourage people to change, which are related to three 

stages: Unfreezing, Change, Freezing. 

Stage 1: Unfreezing 

This stage opens the door to the understanding of a compulsory need for a change, strong 

enough to push the individual to leave the comfort zone. Unfreezing is a stage to prepare for 

ǘƘŜ ŎƘŀƴƎŜΣ ŀƴŘ ƛǘ ƛǎ ŀ ǘƛƳŜ ǘƻ ōŀƭŀƴŎŜ ǘƘŜ tǊƻΩǎ ŀƴŘ /ƻƴΩǎ ōŜŦƻǊŜ ŀƴȅ ŀŎǘƛƻƴ ƛǎ ǘŀƪŜƴΦ ¢Ƙƛǎ ƛǎ 

called the Force Field Analysis which refers to all those factors surrounding the change making 

a decision. These factors consist of for and against forces that must be analyzed. It is necessary 

to measure these forces if forces against the change are higher than the forces for the change, 

then, a demotivation will make the individual to feel uncomfortable for changing. On the 

contrary, when the against change forces are lower, then the change must be made. This first 

stage is a movement to the motivation for change. 

Stage 2: Change ς or Transition 

Understanding that change is a transition, it is the first movement to be done, and 

consequently, it is the impulse to go to the second stage. This stage occurs together with all the 

necessary decisions taken to get a complete and successful change.  

It is a very hard stage, so a correct communication and leading must be applied to motivate 

people to find new ways, to adopt new values and competencies to identify problems, and find 

ways to solve them; thus, that a correct accompaniment and support in the form of training 

and coaching will be very helpful.  

Stage 3: Freezing (or Refreezing) 

The last stage takes part in the last part of the process, and it is a change of providing stability 

once the changes have occurred. This stable period considers change as a new rule, and new 

routines and relationships, now, embrace the individual.  

2.2.3. YƻǘǘŜǊΩǎ у-Step Process (Kotterinc.com, 2015)  

It was first presented in 1994 and later enhanced in 2014 to adapt to the quickly changing 

environment. It consists of 8 steps, as follows: 
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- Step 1: Create a Sense of Urgency. In this step, leaders must think of an opportunity, 

attractive enough, to touch the hearts of the followers, and use it to attract a group of 

urgent volunteers.  

- Step 2: Build a Guiding Coalition. The second step is creating a coalition of effective 

individuals to accompany the group of volunteers. The task of the coalition will be to 

explain, manage to communicate the actions to pursue. 

- Step 3: Form a Strategic Vision and Initiatives. The fast achievement of the vision is related 

to the success of the formulation of the actions to follow, which demands a superior 

design and a correct execution of the tasks. 

- Step 4: Enlist a Volunteer Army. It states that a huge change will be just possible when a 

large group of volunteers pursue a common objective and, push all in the same direction. 

- Step 5: Enable Action by Removing Barriers. In this step, it is suggested that creating a 

real impact requires the employees to feel free and act beyond the barriers; that is, 

ƭŜŀŘŜǊǎ Ƴǳǎǘ ŜƭƛƳƛƴŀǘŜ ǳƴƴŜŎŜǎǎŀǊȅ ƻōǎǘŀŎƭŜǎ ǘƘŀǘ Ƴŀȅ ƭƛƳƛǘ ŜƳǇƭƻȅŜŜǎΩ ŎŀǇŀŎƛǘƛŜǎΦ 

- Step 6: Generate Short-¢ŜǊƳ ²ƛƴǎΦ CƻǊ 5ǊΦ YƻǘǘŜǊΣ ǿƛƴǎ ŀǊŜ άǿƛƴǎ ŀǊŜ ǘƘŜ ƳƻƭŜŎǳƭŜǎ ƻŦ 

results. They must be collected, categorized, and communicated - early and often - to 

ǘǊŀŎƪ ǇǊƻƎǊŜǎǎ ŀƴŘ ŜƴŜǊƎƛȊŜ ȅƻǳǊ ǾƻƭǳƴǘŜŜǊǎ ǘƻ ŘǊƛǾŜ ŎƘŀƴƎŜΦέ 

- Step 7: Sustain Acceleration. It means that acceleration needs to keep going at the same 

Ŧŀǎǘ ǎǇŜŜŘΣ ǘƘŜƴ ƛǘ ƛǎ ŀ ƭŜŀŘŜǊΩǎ ƧƻōΣ ǘƻ ƎŜǘ ǘƘŜ ŀŘŜǉǳŀǘŜ ƘǳƳŀƴ ǘŀƭŜƴǘ ŀƴŘ ǇǊƻǾƛŘŜ ǘƘŜƳ 

with fluent processes and give daily directions to keep the group aligned with the aims. 

- Step 8: Institute Change. This last step aims at keeping the good practices updated so that 

they can be retaken and repeated to ensure a longer success in the long run. Hence, it is 

a need to register ŀƴŘ ŦƛƴŘ ǊŜƭŀǘƛƻƴǎ ōŜǘǿŜŜƴ ǘƘŜ ƎƻƻŘ ǇǊŀŎǘƛŎŜǎ ŀƴŘ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΩǎ 

success.  

 

Table 2: Change management models 

Lewin, 3 Stages of 
Change 

Prosci, ADKAR Steps for Individual Change Kotter, 8 Steps for Change 
Management 

Unfreeze Awareness of the need for change Increase urgency for change 
Build a team for the change 
Construct the vision 
Communicate 

Transition Desire to make the change 
Knowledge on how to change 

Empower 
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Ability to implement new skills and 
behaviors 

Refreeze Reinforcement to retain the change once it 
has been made 

Create short-term goals 
Be persistent 
Make the change permanent 

Source: Varkey ς Antonio, 2010, 269  

2.3. The role of the leader in the change management  

As new and constant changes are required the organization to adapt to new trends of the 

market, leaders need to prove how capable they are to face the challenge and provide 

organizations with modern and innovative solutions that produce effective results in the overall 

process of the business. A leader must not only know about motivating and encouraging 

followers, but also about managing personnel, dealing with business strategies, and having a 

strong personality to make crucial decisions.  

In addition, because there may be a natural negative perception about change, in terms of 

tension and anxiety among staff, which may interfere with the accomplishment of the 

organization (Boga ς Ensari, 2009, 236), the leader needs to bring confidence and harmony to 

connect with employees and eliminate the resistance. 

An incorrect selection of a leader may affect negatively all the processes and put investments 

at risks. Great efforts, a huge investment and grants, and starting aims may be thrown away 

due to the incorrect nomination of a leader with a notorious lack of management and 

leadership knowledge to control, to plan, and to communicate to run the project.  

!ǎ ƛǘ ƛǎ ŀƎǊŜŜŘ ǘƘŀǘ άǘƘŜ ŀǘǘŀƛƴƳŜƴǘ ƻŦ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴŀƭ ŦǳǘǳǊŜ ǎǘŀǘŜ ŘŜǇŜƴŘǎ ƻƴ ǘƘŜ ǎǳŎŎŜǎǎ 

of individuals reaching their own personal future states. Change management is the structured 

and intentional approach to enable individual employees to successfully adopt the changes 

ǊŜǉǳƛǊŜŘ ōȅ ǇǊƻƧŜŎǘǎ ŀƴŘ ƛƴƛǘƛŀǘƛǾŜǎέ (Prosci.com, 2014); it is now important to find the correct 

leaders to connect the personal individual goals with that of the organization in a world that 

demands innovative strategies to find different and better results. 
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2.4. From transactional to transformational leadership 

Transactional leadership has to do with exchanges between the leader and employees; it means 

ǘƘŀǘ ǊŜǎǳƭǘǎ ŘŜǇŜƴŘ ƻƴ ǘƘŜ ŘƛŦŦŜǊŜƴǘ ΨǇǊƛȊŜǎΩ ƭŜŀŘŜǊǎ ǇǊƻƳƛǎŜ ǘƻ ǘƘŜƛǊ ŦƻƭƭƻǿŜǊǎΣ ǿƘƛŎƘ ƛǎ 

comprehensively documented and supported on the bulk of leadership models (Northouse, 

2016, 162.). The role of this type of leaders focuses on giving their followers directions to fulfill 

their objectives (Robbins ς Judge, 2013, 188). 

On the other hand, transformational leadership responds to engagement processes in which a 

mutual level motivation and morality raises due to the connection between both the leader 

and the followers, which conducts the followers to attain their uppermost potential levels to 

achieve their goals (Northouse, 2016, 162). The transformational leadership style is more 

related to the sharing of beliefs, needs, and values (Luthans et al., 2015, 430). They act as agents 

of change who motivate and lead followers to a new stage of values and behaviors (McShane 

ς Von Glinow, 2010, 414). To the definition, ό5ƝŀȊ-{łŜƴȊΣ нлммΣ нффύ adds that the achievement 

of goals mixes a strong emotional link with collective commitment of a moral cause. 

Under these positive considerations, there are 4 ideas to help develop motivation which is 

ŎŀƭƭŜŘ ǘǊŀƴǎŦƻǊƳŀǘƛƻƴŀƭ ƭŜŀŘŜǊǎƘƛǇ ŦŀŎǘƻǊǎ ƻǊ ǘǊŀƴǎŦƻǊƳŀǘƛƻƴŀƭ п LΩǎΣ ŀƴŘ ǘƘŜȅ ŀǊŜΥ 

- Idealized influence or charisma has to do with those leaders who want to be emulated by 

the followers, based on the moral and ethical conducts they inspire (Northouse, 2016, 

167). 

- Inspirational motivation or inspiration: it is the way leaders encourage and motivate their 

followers to focus efforts in search of a collective aim (Northouse, 2016, 168). 

- Intellectual stimulation: the third factor consists of the support the leader gives his 

followers to be creative and innovative to solve their problems. It is an impulse for 

followers face their challenges by creating new ideas, even beyond their own beliefs 

(Northouse, 2016, 168). 

- Individualized consideration: this factor involves leaders as coaches, leaders are invited 

to create a confident climate that permits employees to share individuals concerns and 

needs (Northouse, 2016, 168). 
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It is important to highlight that there are other transformational perspectives, but this one is 

singularly valuable because it contains the basis to confront results with the transactional 

leadership. 

Some studies presented by Rowold ς Heinitz (2007), Nemanich ς Keller (2007) and Tims et al., 

(2011 cited in Northouse, 2016, 170ς171) showed important and positive responses of the 

transformational leadership in the organisations ƛƴ ǘŜǊƳǎ ƻŦ ŜƳǇƭƻȅŜŜȰǎ ƳƻǘƛǾŀǘƛƻƴΣ ǿƻǊƪ 

ŜƴƎŀƎŜƳŜƴǘΣ Ƨƻō ǎŀǘƛǎŦŀŎǘƛƻƴ ŀƴŘ ŜƳǇƭƻȅŜŜΩǎ ǇŜǊŦƻǊƳŀƴŎŜΦ 

2.5. Although useful, not the perfect approach 

Despite the positive results in the application of the transformational leadership, a series of 

concerns have shown up which determine a lack of consistencies that attempt against the 

strength of the theory. Among the several criticisms faced by the theory, conceptual definition, 

instrument, and leadership-focused style are considered below: 

There is a vague definition in the limits of the concepts which makes a constant overlap among 

ǘƘŜ п LΩǎ ŦŀŎǘƻǊǎΦ ¢Ƙƛǎ ŀƳōƛƎǳƛǘȅ ƻŦ ǘƘŜ ŎƻƴŎŜǇǘǳŀƭ ŦǊŀƳŜǿƻǊƪ ŀƭǎƻ ƛƴǾƻƭǾŜǎ ǘƘŀǘ ŎƘŀǊƛǎƳŀ ŀƴŘ 

transformational leadership are not well defined (Northouse, 2016, 178). 

For Tejada, Scandura ς Pillai, (2001 cited in Northouse, 2016, 178)Σ ǎƻƳŜ ǾŜǊǎƛƻƴǎ ƻŦ ǘƘŜ п LȰǎ 

QLM questionnaire presents a high correlation among them what makes differentiation among 

the factors an issue not easy to establish. 

Studies suggest that one weakness of the transformational leadership is that the theory gives 

too much credit to the leader rather than the elements related to the followers; therefore, άthe 

ŜŦŦŜŎǘǎ ƻŦ ǘƘŜ ŦƻƭƭƻǿŜǊǎΩ ŎƻƴǘǊƛōǳǘƛƻƴ ǘƻ ǘƘŜ ƛƴǘŜǊŀŎǘƛƻƴ ǿƛǘƘ ǘƘŜƛǊ ƭŜŀŘŜǊ ŀƴŘ ǎƛǘǳŀǘƛƻƴŀƭ ƻǊ 

process factors unŘŜǊƭȅƛƴƎ ŦƻǳƴŘŀǘƛƻƴǎ ƻǊ ǘǊŀƴǎŦƻǊƳŀǘƛƻƴŀƭ ŜŦŦŜŎǘǎά (Bryman et al., 2011, 308), 

may represent a clear sample of how the approach disregards variables of individuals, group 

and organizational development. 

For Bryman, (1999 cited in Northouse, 2016, 178), third weakness of the transformational 

leadership theory is related to the conceptual basis of the term, since it looks more trait focus 

oriented than behavioral focus oriented, what may end up in a complex job for leaders to 

motivate employees to change their traits rather than their behaviors. 
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Antonakis, (2012 cited in Northouse, 2016, 179), argues that one more weakness of the theory 

has to do with the lack of evidence by researchers that prove the transformational leaders have 

really transformed individuals or organizations. The research evidence is limited to show merely 

positive outcomes in terms of organizational effectiveness.  

Finally, the lack of attention given to the relation leadership-followers has shown a 

transformation in a single way opens a gap to understand the theory actually behaves. There is 

little literature about the manifested influence followers have on leaders, what may be seen as 

a reciprocal influence among the agents (Northouse, 2016, 178). 

2.6. How Transformational leadership contributes to change management  

Change is a wide and hard issue to deal with for organizations. Leaders need to examine several 

aspects to achieve a correct implementation of change, and carefully observe how 

transformational leadership can provide successful help to attain the aims. Under this 

consideration, several studies have examined different approaches to topics related to change 

and have proved that, firstly, the transformational leadership plays an important role on the 

change of the organizations, and secondly, it is a crucial tool to support the change 

management.  

A studied applied on 219 managers from 63 companies in the top 100 Iranian companies, 

presented by (Mokhber et al., 2015, 234ς235), demonstrated that charisma, inspirational 

motivation, and intellectual stimulation have a highly positive relationship with organizational 

innovation, considering innovation as a strong variable to construct a deep change.  

A research done by (Shanker ς Sayeed, 2012, 470) considered that one important factor that 

leaders must deal with is the understanding of the powerful influence the climate has on 

ŎƘŀƴƎŜΦ wŜǎǳƭǘǎ ƻŦ ǘƘŜ ǊŜǎŜŀǊŎƘ άǊŜǾŜŀƭŜŘ the unequivocal influence of transformational 

leadership styles over organizational climate dimensionsέΦ  

Additionally, successful achievements in change are at risk when employees have a negative 

perception of change, a research conducted in part-time and full-time employees from small 

to mid-ǎƛȊŜ ōǳǎƛƴŜǎǎŜǎ ŘŜƳƻƴǎǘǊŀǘŜŘ ǘƘŀǘ άŀƴ ƻǊƎŀƴƛȊŀǘƛƻƴ ǳƴŘŜǊƎƻƛƴƎ many organizational 

ŎƘŀƴƎŜǎ ƛǎ ǇŜǊŎŜƛǾŜŘ ŀǎ ƳƻǊŜ ǎǳŎŎŜǎǎŦǳƭ ǿƘŜƴ ƳŀƴŀƎŜŘ ōȅ ŀ ǘǊŀƴǎŦƻǊƳŀǘƛƻƴŀƭ ƭŜŀŘŜǊέ (Boga ς 

Ensari, 2009, 246). 
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One more study conducted in South Africa, in which the Multifactor Leadership Questionnaire 

was applied on 190 leaders of the higher education sector, demonstrated that when leaders 

exhibit a high level of transformational behaviors they were able to manage change successfully 

(Vinger ς Cilliers, 2006, 7). 

 CONCLUSIONS 

Organizations have understood that if they want to subsist they need adaptation to new 

contingencies naturally imposed by the market, and change is the answer; nevertheless, the 

change requires planning and supervision which may be better adopted if a change 

management model is implemented. 

Changes may present some resistance by employees; that is why, organizations may adapt a 

suitable leadership style to guide the followers to attain the personal goals, and consequently, 

the goals of the organization.  

Several studies on transformational leadership style and change have demonstrated how 

transformational leadership has contributed to organizations by giving positive support to 

several decisive factors related to change, as climate, innovation, and perception of change.  

Although transformational leadership has offered a lot of contributions for a broader 

understanding of leadership in organizations, there is a need of more research that helps solve, 

consolidate, and clarify the theoretical view to obtain a deeper accuracy and reliability of the 

approach. 
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Abstract 

The study of internationalization of small and medium enterprises (SMEs) has increased in the 

past few years due to several factors. Mexico has many bilateral free trade agreements; its 

exports rate grows every year. However, Mexican SMEs struggle to find their place in such 

competitive environment. This is an empirical analysis of the relationship between the export 

capacity and critical success factors including strategic planning, strategic alliances, innovation 

and information and communication technologies of industrial SMEs in the state of Coahuila, 

Mexico.  The sample size includes 138 owners of SMEs in the manufacturing sector in Coahuila, 

Mexico. The questionnaire includes 26 queries, and its reliability was assessed on studies of 

FAEDPYME (Foundation for the Strategic Analysis and Development of the Small and Medium 

Enterprise). Data were analyzed with SPSS 25 using Crosstables for hypothesis testing, and final 

interpretations are proposed in two methods; odds values (Osborne, 2006) ŀƴŘ ʲ ǾŀƭǳŜǎ 

(Pallant, 2010) through Logistic Regression. Evidence of statistic associations was found in 10 

variables specifically in strategic planning, innovation, alliances and ICTs, size and age. 
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 LITERATURE REVIEW 

1.1. Introduction 

The study of internationalization of small and medium enterprises (SMEs) has increased in the 

past few years due to several factors; the economic globalization has emerged as a significant 

movement increasing the number of free markets and non-tariff agreements in several 

countries around the world όaŀǊǘƝƴŜȊ Ŝǘ ŀƭΦΣ нлмрύ.  

Mexico has numerous bilateral free trade agreements; its exports rate grows every year; 

however, Mexican SMEs struggle to find their place in such as the competitive environment. 

Some researchers believe that internationalization focuses on two significant avenues: 

international business and entrepreneurship (Etemad ς Wright, 2003; B. Oviatt ς McDougall, 

1995). Several theories are explaining this international phenomenon, but most researchers 

agree with the Uppsala model as an initial stage in the process. (Johanson ς Vahlne, 1977). In 

this stage, companies grow gradually until they are ready to move onto the next step. 

SMEs in Mexico are essential since 99.8% of these firms produce approximately 52% of Mexican 

GDP. In Coahuila, the micro sector (1-10 employees) takes over most of the sectors, but 

unfortunately, its exports have little impact. Small and medium firms export more but are not 

significant since they only account for 3.92% of Mexican exports. (SIEM, 2015) 

Objective: This is an empirical analysis of the relationship between the export capacity and 

some critical success factors including strategic planning, strategic alliances, innovation and 

information and communication technologies of industrial SMEs in the state of Coahuila, 

Mexico. 

1.2. Internationalized firms 

Several theories are explaining the internationalization of firms, starting with !ǊŀƎƽƴ {ŀƴŎƘŜȊ 

and Monreal Perez (2008) elaborated a synthesis of the leading theories. They are explained 

from two different perspectives: In the economic perspective, the eclectic paradigm integrates 

contributions of theorists of the industrial organization. The paradigm of transaction costs and 

the theories of international trade and locational advantages (Dunning, 1988) while in the 
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process perspective, the Uppsala model (Johanson ς Vahlne, 1977) of gradual 

internationalization, in which a firm starts by doing small activities. These activities, eventually, 

will allow them to control a market and then reach foreign markets. This perspective of the 

accelerated model or international new ventures (B. M. Oviatt ς McDougall, 2005) which is 

quite distant from Uppsala model, explains how firms due to the owner skillfulness start an 

internationalization process by focusing on more effort and resources. This model has two 

variants; the cycle of life model (Vernon, 1966) and the innovation model (Bilkey ς Tesar, 1977). 

Models like the network theory (Johanson ς Mattsson, 1988), the model of organizational 

capabilities (Madhok, 1997) and the born-global theory (Madsen ς Servais, 1997) became 

ǇǊƻƳƛƴŜƴǘ ƛƴ ǘƘŜ флΩǎΦ wŜŎŜƴǘƭȅΣ ǘƘŜ ǘƘŜƻǊȅ ƻŦ ƛƴǘŜǊƴŀǘƛƻƴŀƭ Ƨƻƛƴǘ ǾŜƴǘǳǊŜǎ (Lu ς Beamish, 2006) 

has become important since explains how SMEs in Europe internationalize their activities by 

merging with others companies to take advantage of the geographic position. The main barriers 

that affect SMEs ability to enter in other markets are naturals, such as; financial imperfections 

of markets, legal inaccuracies and differences in culture and language (Acs et al., 1997; Love ς 

Ganotakis, 2013). Based on the literature research, internationalization might be measured by 

the export orientation (Cassiman ς Golovko, 2011; Love ς Ganotakis, 2013; Lu ς Beamish, 2006). 

Exporting represent the first step to get into the process, followed by the creation of 

representative offices abroad for sales and marketing and finally the establishment of 

transnational firms. 

1.3. Critical success factors 

The scope of this research is limited to analyze critical success factors of the firm like strategic 

planning, strategic alliances and cooperation agreements, innovation, information, and 

communication technologies. According to Garrido (2011), strategic thinking is a continuous 

ǇǊƻŎŜǎǎ ƻǊ ƭƛƴƪƛƴƎ ƻŦ ǘƘŜ ŀŎǘǳŀƭ ŀƴŘ ǘƘŜ ŦǳǘǳǊŜ ǾŀƭǳŜΣ άIt is like the DNA of the strategy, where 

the essential part is how do you conceive it." The system approach emphasizes the importance 

of setting cooperation networks inside and outside of the firm (Echeverria Esponda ς Merino 

Malillos, 2011). This approach is based on collaborative learning (Merino, 2004) and innovation 

(Etxezarreta Etxarri, 2005). Also, cooperation between firms affects the internationalization of 

the SMEs, especially in the early stages (!ǊŀƎƽƴ {ŀƴŎƘŜȊ ς Monreal Perez, 2008). Regarding 

innovation, is known as a strategic variable to boost competitivity and regional development, 
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while within the firm, innovation emerges from the best organizational practices and others 

essential functions. Keskin (2006) states that innovation requires mechanisms like learning 

orientation and innovation capability, in this research, innovation is considered from the vision 

of the firm's owner, and it emphasizes organizational innovation for production, trade, and 

technology. According to Glavas and Mathews (2014) the success of SMEs, especially in the 

manufacturing sector, depends strongly on their use of technology. The technological 

capacities, like the internet technologies, improve access to new markets, knowledge 

transference, international transactions, and networking. The technology integration speed is 

a process that affects firms, for Del Aguila-Obra and Padilla-Melendez (2006) this process is 

made in four stages. Initiation, when the company has their first contact with the net, like when 

they create an e-mail account, adoption, where the firm acquires an internet supplier or get 

better access, acceptation, where intranet services and virtual presence are executed and 

diffusion when firms have their departments for technology management.  

 METHODS 

Fundamentally, this is an empirical study that gathers research methodologies of a 

quantitative approach. The data was collected through direct surveys of 138 owners/managers 

of small and medium companies (SMEs) in the manufacturing, commerce and service sectors 

in Coahuila, Mexico. The questionnaire used in the study was "MSMEs strategic development" 

in 2011, and its reliability was tested on studies of FAEDPYME, (Foundation for the Strategic 

Analysis and Development of the Small and Medium Enterprise) an international network of 

studies of SMEs in Spanish-speaking countries. όDŀǊŎƝŀ Ŝǘ ŀƭΦΣ нлммύ  

2.1. Sample Definition 

Classification and general design of the sample are based on in the principles of a stratified 

sample of finite populations based on INEGI's (official institution in Mexico of statistical 

control). Classification of firms is related to the number of employees (INEGI, 2009). The sample 

distribution and selected data are shown in Table 1. 
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Table 1: Sample distribution 

{a9Ȱ{ tht¦[!¢Lhb όbǳƳōŜǊ ƻŦ 
Employees) 

Manufacturing 

Small          11-50 96 

Medium      51-250 42 

TOTAL 138 

138 small and medium firms from the industrial sector were selected including both exporters 

and not exporters, during 2010-2011. 

2.2. Variables 

2.2.1. Dependent Variables.  

Exports, through sales to foreign markets. The answers of SME's owner/manager were a 

dichotomous response, for this reason for the question; Does the company sale to foreign 

markets? The answer was as a Yes or No reply. 

2.2.2. Independent Variables.  

23 variables of critical success factors including strategic planning, strategic alliances, 

innovation and information and communication technologies of industrial SMEs, all 

independent responses also were dichotomous.  

2.2.3. Data Processing and Statistical Analysis.  

The field work was developed during June and July 2012. The questionnaire includes both 

quantitative and qualitative questions, for this reason, the size of the sample implies as quality 

criteria, generally accepted, the control above the maximum error on the estimation of the 

proportion of response of a dichotomous question (relative frequency of response for an item 

with two possible replies). For data processing, SPSS 25 was used. The hypothesis was tested 

to find associations between export orientation and critical success factors.  

Hnull1 There is no association between export orientation and strategic planning. 

Hnull2 There is no association between export orientation and strategic alliances and 

cooperation agreements. 
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Hnull3 There is no association between export orientation and innovation of process and 

product. 

Hnull4 There is no association between export orientation and information and communication 

technologies (ICTs) 

Hnull5 There is no association between export orientation and control variables of age, size, and 

location. 

Finally, Logistic Regression test (LR) allowed testing models to predict categorical outcomes 

with two or more ŎŀǘŜƎƻǊƛŜǎΦ wŜǎǳƭǘǎ ŀǊŜ ƛƴǘŜǊǇǊŜǘŜŘ ǘƘǊƻǳƎƘ ƻŘŘǎ Ǌŀǘƛƻ όhwύ ŀƴŘ ʲ ǾŀƭǳŜǎΦ 

 RESULTS 

3.1. Characterization of SMEs 

The firms targeted belong to the manufacturing sector since the majority of companies in this 

sector, benefit from larger companies or through joint ventures to establish value-added 

chains. It is also important to emphasize the industrial metal-mechanic SMEs, especially in the 

southeast and north regions. Therefore, 138 SMEs in the manufacturing sector were selected 

to establish statistically significant relations between export capacities and strategic factors for 

superior improvement. Results show that only 55.3% of the total export companies are small 

and the rest are medium. However, the percentage of the total of SMEs is just 34% which is a 

competitively small value.  

3.2. Strategic Planning 

To analyze the means of variables, we performed crosstabs, and associations between export 

capacity and the factors for strategic development were the following:  

A percentage of 78.7 export firms confirmed they have a strategic plan. Figure 1 shows 

substantial evidence of a relationship between export orientation and strategic planning (Chi-

square ϝόҡҐлΦлом, p<0.001), which agrees with !ǊŀƎƽƴ {ŀƴŎƘŜȊ ς Monreal Perez (2008) and Lu 

ς Beamish (2001) who found that the lack of a strategy leads to poor results. 
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Hnull1 ƛǎ ǊŜƧŜŎǘŜŘ ōŜŎŀǳǎŜ ƻŦ ǘƘŜ ǎƛƎƴƛŦƛŎŀƴŎŜ ϝҡҖлΦлрΦ CǳǊǘƘŜǊƳƻǊŜΣ ƛǘ ƛǎ ƴŜŎŜǎǎŀǊȅ ǘƻ Ǉƻƛƴǘ ƻǳǘ 

that in previous research, strategic planning was an area to be improved for the SMEs, since 

most of these companies only have short-term plans. 

Figure 1: Associatiƻƴ ōŜǘǿŜŜƴ ŜȄǇƻǊǘ ŎŀǇŀŎƛǘȅ ŀƴŘ /ǊƛǘƛŎŀƭ {ǳŎŎŜǎǎ CŀŎǘƻǊǎ ƛƴ /ƻŀƘǳƛƭŀΩǎ {a9ǎ 

 

Source: oǿƴ ŎƻƴǎǘǊǳŎǘƛƻƴΦ {ƛƎΦ ƻŦ ˔нΥ ϝҡҖлΣлрΤ ϝϝҡҖлΣлмΦ 

3.3. Alliances and Cooperative Agreements 

Figure 1 shows the results of the crosstabs and percentages of the existence of strategic 

alliances and collaboration agreements of export SMEs. The hypothesis null two is accepted 

since only 20% of the variables resulted in evidence of a relationship between 

association/cooperation factors with export capacity. It stands out association with logistics 

firms, a key factor in operations management to export products and cooperation with the 

government but not with universities, which explains the lack of collaboration between them, 

producing negative effects for the technological development of the region. 
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3.4. Innovation of Process and Product 

Hnull3 is rejected accepted since 67% of variables showed evidence of statistical associations. 

LƳǇǊƻǾŜƳŜƴǘǎ ƻǊ ƛƴƴƻǾŀǘƛƻƴ ƛƴ ǇǊƻŘǳŎǘǎκǎŜǊǾƛŎŜǎ όϝϝҡҐлΦлмфύΣ ǘǊŀŘƛƴƎ ƴŜǿ ǇǊƻŘǳŎǘǎ 

όϝҡҐлΦлппύΣ ǇǊƻŘǳŎǘƛƻƴ ǇǊƻŎŜǎǎŜǎ όϝϝҡҐлΦллмύ ŀƴŘ ŀŎǉǳƛǎƛǘƛƻƴǎ ƻŦ ƴŜǿ ŜǉǳƛǇƳŜƴǘ ƻǊ 

ƳŀŎƘƛƴŜǊȅ όϝϝҡҐлΦллмύ ŜȄƘƛōƛǘŜŘ ǊŜƭŀǘƛƻƴΦ ¢ƘŜǊŜ ǿŀǎ ƴƻ ŀǎǎƻŎƛŀǘƛƻƴ ƛƴ ƳŀƴŀƎŜƳŜƴǘ 

procedures, buy/supply department and sales/commercial department. Figure 2 shows the 

results of the Crosstab and chi-square. 

3.5. Information and Communication Technologies (ICTs) For Management 

Hnull4 ƛǎ ŀŎŎŜǇǘŜŘ ǎƛƴŎŜ ƻƴƭȅ ǘƘŜ ǾŀǊƛŀōƭŜ ŀǾŀƛƭŀōƛƭƛǘȅ ƻŦ ǿŜō ǇŀƎŜ όϝҡҐлΦлотύΦ CƛƎǳǊŜ м ǎƘƻǿǎ 

evidence of statistical association. Negligible association with paying taxes online, e-commerce 

and electronic banking services. There was no association in an e-mail, e-marketing, social 

media and corporate intranet. 

3.6. Size, Age, and Geographic Location 

Hnull5 ƛǎ ǊŜƧŜŎǘŜŘ ǎƛƴŎŜ ƛǘ ǿŀǎ ŦƻǳƴŘ ŜǾƛŘŜƴŎŜ ƻŦ ŀǎǎƻŎƛŀǘƛƻƴ ƛƴ ŀƎŜ όϝҡҐлΦломύ ŀƴŘ ǎƛȊŜ 

όϝϝҡ=0.009). There was no association between location and export capacity. 

3.7. Logistic Regression. A test for better understanding 

Chi-square of the logistic regression was calculated, the statistics for the Step, Model and Block 

are the same because we have not ǳǎŜŘ ǎǘŜǇǿƛǎŜ ƭƻƎƛǎǘƛŎ ǊŜƎǊŜǎǎƛƻƴ ƻǊ ōƭƻŎƪƛƴƎΦ ¢ƘŜ ҡ-value, 

ǿƘƛŎƘ ƛǎ ŎƻƳǇŀǊŜŘ ǘƻ ҡҐлΦлр (Pallant, 2010). In this study, the model is statistically significant 

ōŜŎŀǳǎŜ ǘƘŜ ҡ-value is less than 0.000. Multicollinearity was evaluated between the 

independent variables. There is no evidence of a higher degree of inter-correlations between 

L±Ωǎ ǎƛƴŎŜ ǘƘŜ ±ŀǊƛŀƴŎŜ LƴŦƭŀǘƛƻƴ CŀŎǘƻǊ ό±LCύ ŀƳƻƴƎ ǘƘŜ ǾŀǊƛŀōƭŜǎ ƛǎ ƭŜǎǎ ǘƘŀƴ рΦ ²Ŝ ǾŜǊƛŦƛŜŘ ǘƘŀǘ 

each statement about the relationship between an independent variable and the dependent 

variable was correct in both directions of the relationship and the change in likelihood 

associated with a one-unit change of the independent variable. The Goodness of fit model or 

IƻǎƳŜǊ ŀƴŘ [ŜƳŜǎƘƻǿ ¢Ŝǎǘ ǎƘƻǿŜŘ ŀ ǎƛƎƴƛŦƛŎŀƴŎŜ ƻŦ ҡҐлΦнофΦ ! Ǉoor fit is indicated by a 
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ǎƛƎƴƛŦƛŎŀƴŎŜ ǾŀƭǳŜ ƭŜǎǎ ǘƘŀƴ ҡҐлΦлрΣ ǎƻ ǘƻ ǎǳǇǇƻǊǘ ƻǳǊ ƳƻŘŜƭ ǿŜ ǿŀƴǘ ŀ ǾŀƭǳŜ ƎǊŜŀǘŜǊ ǘƘŀƴ 

ҡҐлΦлрΦ ¢ƘŜ ŎƘƛ-square value for the Hosmer-Lemeshow Test is 10.387 with a significance level 

ƻŦ ҡҐΦнофΦ ¢Ƙƛǎ ǾŀƭǳŜ ƛǎ ƭŀǊƎŜǊ ǘƘŀƴ ҡҐлΦлрΣ ǘherefore indicating support for the model. 

Shown in Table 3 are the main findings. The data obtained through logistic regression, which 

determines the explanatory probability of the critical success factors concerning the export 

capacity of SMEs. The model ƛǎ ǎǘŀǘƛǎǘƛŎŀƭƭȅ ǎƛƎƴƛŦƛŎŀƴǘ ōŜŎŀǳǎŜ ƻŦ ǘƘŜ ǾŀƭǳŜ ƻŦ ǇҖ лΦллл 

It was found a statistically significant relationship in five predictors' independent's variables and 

the dependent variable. Therefore, results of four variables accepted by their statistical 

ǎƛƎƴƛŦƛŎŀƴŎŜ όϝҡҖлΣмΤϝϝҡҖлΣлрΤ ϝϝϝҡҖлΣлмύ ǿŜǊŜ ƛƴǘŜǊǇǊŜǘŜŘΣ ŦƻǊ ōŜǘǘŜǊ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ǘƘǊƻǳƎƘ 

ƻŘŘǎ Ǌŀǘƛƻ ό9ȄǇʲύ (Osborne, 2006). 

Q17.3 The odds of a firm answering YES, they have export activity, is 5.28 times higher for a 

firm who responds having an association for logistics compared to a firm who does not. 

Q18.2 The odds of a firm answering YES, they have export activity, is 7.41 times higher for a 

firm who responds having a cooperation agreement with the government compared to a firm 

who does not. 

Q18.3 The odds of a firm answering YES, they have export activity, is lesser by a factor of 0.152 

for a firm who responds having a cooperation agreement with NGOs compared to a firm who 

does not. 

Q22.3 The odds of a firm answering YES, they have export activity, is 8.09 times higher for a 

firm who responds having innovations or improvements in the production processes compared 

to a firm who does not. 

Q22.4 The odds of a firm answering YES, they have export activity, is 12.11 times higher for a 

firm who responds having innovations or improvements in the acquisition of new equipment 

or machinery compared to a firm who does not. 

 DISCUSSION AND CONCLUSION 

This is an empirical analysis of the relationship between the export capacity and critical success 

factors (CSF) including strategic planning, strategic alliances, innovation and information and 

communication technologies of industrial SMEs in the state of Coahuila, Mexico. Compared 
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with large companies, SMEs have limited experience and resources, (Hilmersson, 2014). Also, 

the study of how to make them self-sufficient must contain the analysis of CSF in which SMEs 

are immersed in. 

Hnull1 confirms a statistical association between exportation and the presence of strategic 

planning which agrees with !ǊŀƎƽƴ {ŀƴŎƘŜȊ ς Monreal Perez (2008). He found that an 

organizational strategy leads to a better process of internationalization, this means, a higher 

percentage of sales to foreign markets, more representatives offices overseas and more 

production facilities abroad. While in some countries like China strategic planning on SMEs is a 

primary tool (Ma ς Luo, 2012) whereas in Mexico such planning is not taken seriously. 

Hnull2 confirms there is a statistically significant association between export and alliances with 

logistics and agreements with governments. These activities are strongly linked with the degree 

of internationalization in large companies and are also part of Porter's forces. Furthermore, 

!ǊŀƎƽƴ {ŀƴŎƘŜȊ ς Monreal Perez (2008) and Lu ς Beamish (2006), state that cooperation 

networks can make companies grow faster. Strategic alliances are collaborative organizations 

that use resources and governance structures from more than one existing organization (Lee ς 

Park, 2006), which defines how these relationships are made. The relationship found between 

Export and Alliances for Logistics corroborates how the management of operations is vital for 

globalized firms while Cooperation with Governments lightens the importance of the 

involvement of the public sector to generate public policies that promote the expansion of 

firms. 

Hnull3 shows statistical relationships between export capacity and innovation of production 

processes and acquisition of new equipment because Ma ς Luo (2012) found in studies of 

exporting SMEs in Shanghai that high percentages of firms who had strong innovation in 

processes and products. 

Hnull4 is accepted due to not finding a statistical significance between export capacity and ICTs 

in most areas. The use of E-mails varied amongst many of the companies irrespective of their 

export status which agrees with Glavas ς Mathews (2014) and Del Aguila-Obra ς Padilla-

Melendez (2006) who studied how firms adopt technologies, starting with the essential tools, 

such as e-mail and then using more complicated such as social media and e-commerce. 
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However, literature research affirms the importance of technology and innovation on the 

growth. The results must not be taken as definite. 

Hnull5 explains the statistical relationship of export capacity with size and age. Carr et al. (2010) 

state that older firms tend to be more established and more likely to have more developed 

routines and better accesses to resources in comparison to newer firms. This is generally 

consistent, although there are some firms where the profile of the owner makes them more 

venturous even if they are new. 

The results from the test of the empirical database carried out in the state of Coahuila during 

2010, and 2012 reflect statistically significant differences in 38% of the variables. This research 

in this stage is focused on the empirical analysis of the relationship between the export capacity 

and critical success factors of industrial SMEs that impact their internationalization. From the 

academic point of view, this research allows us to find differences and similarities from other 

contexts. The practical approach gives us information about the importance of sound public 

policies can boost firms to export. Related to the correct explanation of statistical results in 

logistic regression can help the reader to use the results correctly. 

Limitations. The questionnaire for this study was constructed as a tool to evaluate a broad 

number of factors where internationalization was a secondary output. Follow up studies should 

consider factors such as time to export, the scope of countries, the access to grants and training 

should be addressed in the future. A new instrument should include scale variables and 

comparison between different periods of time. Further quantitative and qualitative studies 

should be performed so this data can go from the academic scope to the practice, improving 

public policies for internationalization and increasing the growth of regional SMEs. 
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Absztrakt 

WŜƭŜƴ ǘŀƴǳƭƳłƴȅōŀƴ ŜƎȅ ǵƧ ǾłƭƭŀƭƪƻȊƽƛ ƳƻŘŜƭƭǘ Ƴǳǘŀǘǳƴƪ ōŜΦ ±łȊƭŀǘƻǎŀƴ LǎƳŜǊǘŜǘƧǸƪ ŀ 

ǾłƭƭŀƭƪƻȊƽƛ ŞƭŜǘŎƛƪƭǳǎ łƭǘŀƭǳƴƪ ŘŜŦƛƴƛłƭǘ ƪǸƭǀƴōǀȊǃ ǎȊŀƪŀǎȊŀƛǘΥ ƛƴǘǊŀǇǎȊƛŎƘŞǎ ǎȊŀƪŀǎȊΣ 

interpŜǊǎȊƻƴłƭƛǎ ǎȊŀƪŀǎȊΣ ǎȊŜǊǾŜȊǃŘŞǎ Şǎ ŞǇƝǘƪŜȊŞǎ ǎȊŀƪŀǎȊŀΣ ŞǊŜǘǘǎŞƎ ǎȊŀƪŀǎȊŀΦ ! ŦŜƴǘƛ 

ǎȊŀƪŀǎȊƻƪƻƴ ōŜƭǸƭ ƪǸƭǀƴōǀȊǃ ǾłƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘƻƪ ȊŀƧƭŀƴŀƪ ƭŜΣ ŀƳŜƭȅŜƪ ƳƻŘŜƭƭŜȊŞǎŜ ǎƻǊłƴ 

ƪƝǎŞǊƭŜǘŜǘ ǘŜǎȊǸƴƪ ŀ ƭŜǿƛƴƛ ǾƛǎŜƭƪŜŘŞǎ ŦǳƴƪŎƛƽ ƳƻŘŜƭƭ α.ҐŦόtΣ9ύϦ ǘƻǾłōōŦŜƧƭŜǎȊǘŞǎŞǊŜ, 

ŦŜƭƘŀǎȊƴłƭǾŀ ŀ ǇǎȊƛŎƘƻƭƽƎƛŀ Şǎ a ǾƛǎŜƭƪŜŘŞǎƛ ƪǀȊƎŀȊŘŀǎłƎǘŀƴ ŜǊŜŘƳŞƴȅŜƛǘΦ 

YǳƭŎǎǎȊŀǾŀƪΥ ǾƛǎŜƭƪŜŘŞǎ ƪǀȊƎŀȊŘŀǎłƎǘǳŘƻƳłƴȅΣ ƎŀȊŘŀǎłƎǇǎȊƛŎƘƻƭƽƎƛŀΣ lewini ƪŞǇƭŜǘΣ ǾłƭƭŀƭƪƻȊƽƛ 

ǾƛǎŜƭƪŜŘŞǎΣ ǾłƭƭŀƭƪƻȊłǎǘǳŘƻƳłƴȅ 

Abstract 

We introduce a new model of entrepreneurship in this study. We present a new definition of 

the lifecycle of entrepreneurship: intra-psyche phase; inter-personal phase; creation and 

organising ǇƘŀǎŜΤ ƳŀǘǳǊŜ ǇƘŀǎŜΦ ²Ŝ ǎǘǊƛǾŜ ǘƻ ŀŘǾŀƴŎŜ [ŜǿƛƴΩǎ behavioural equation α.ҐŦόtΣ9ύ", 

using the findings of psychology and behavioural economics. 

Keywords: Behavioral economic, Economic ǇǎȅŎƘƻƭƻƎȅΣ [ŜǿƛƴΩǎ ŦƻǊƳǳƭŀΣ Entrepreneurial 

behavior, Entrepreneurship science   
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! ǾƛǎŜƭƪŜŘŞǎ ŦƻǊƳłƭƽŘłǎŀ ƛƴǘŜǊŀƪŎƛƽƪƻƴ ƪŜǊŜǎȊǘǸƭ Ƨǀƴ ƭŞǘǊŜΣ ƧŜƭŜƴǘǃǎ ŀ ƪǀǊƴȅŜȊŜǘƛ ōŜƘŀǘłǎƻƪ 

szerepe (Terborg 1981). ! ǇǎȊƛŎƘƻƭƽƎƛŀ ǘǳŘƻƳłƴȅŀ ŀȊǘ ǘǼȊǘŜ ƪƛΣ ƘƻƎȅ ŜƎȅǊŞǎȊǘ ƳŜƎƛǎƳŜǊƧŜ ŀȊ 

ŜƳōŜǊ ƳŜƴǘłƭƛǎ ŦƻƭȅŀƳŀǘŀƛǘΣ ŀƳŜƭȅŜƪōǃƭ ŀ ǾƛǎŜƭƪŜŘŞǎ ƪǀǾŜǘƪŜȊƛƪ (Zimbardo et al., 2017). 

!ƳŜƴƴȅƛōŜƴ ŀ ƳŜƎƛǎƳŜǊŞǎ ǎƛƪŜǊŜǎ Şǎ ǇƻƴǘƻǎΣ ŀƪƪƻǊ ŜȊ ŀƭŀǇƧłƴ ŀƪłǊ ōŜ ƛǎ ǘǳŘƧŀ ƧƽǎƻƭƴƛΣ ƘƻƎȅ 

ƘƻƎȅŀƴ ŦƻƎ ǾƛǎŜƭƪŜŘƴƛ ŀȊ ŜƎȅŞƴΣ ǾŀƎȅ ŎǎƻǇƻǊǘΣ ǾŀƎȅ ŀƪłǊ ŀ ǎȊŜǊǾŜȊŜǘ (Nadler 2006; Burke ς 

Litwin, 1992; Gregoire et al., 2011). 9ȊŜƴ ǘŀƴǳƭƳłƴȅōŀƴ ŀȊǘ ŀ ŎŞƭǘ ǘǼȊǘǸƪ ƪƛΣ ƘƻƎȅ ƪƛŦŜƧŜȊŜǘǘŜƴ ŀ 

ǾłƭƭŀƭƪƻȊƽƪǊŀ ƪƻƴŎŜƴǘǊłƭǾŀ ƳŜƎǾƛȊǎƎłƭƧǳƪ Kurt Lewin (1972, 414) ŦƻǊƳǳƭłƧłǘ ό.ҐŦόtΣ9ύύΣ ŀƳŜƭȅ 

ƛƎŜƴ ƭŜŜƎȅǎȊŜǊǼǎƝǘŜǘǘ ƳŜƎƪǀȊŜƭƝǘŞǎŜ ŀȊ ƛƴǘŜǊŀƪŎƛƽƪƴŀƪΣ ŀƳŜƭȅōǃƭ ŀ ǾƛǎŜƭƪŜŘŞǎ ƭŞǘǊŜƧǀƴΦ !ƭŀǇǾŜǘǃ 

ƪƛƛƴŘǳƭłǎ ŀȊΣ ƘƻƎȅ ŀ ǾƛǎŜƭƪŜŘŞǎ ŜƎȅ ŦǳƴƪŎƛƻƴłƭƛǎ ƧŜƭŜƴǎŞƎΦ 9Ȋ ŀ ŦǳƴƪŎƛƻƴŀƭƛǘłǎ ƴŜƳ ŀȊ ŀƪǘƻǊ 

ǎȊłƴŘŞƪŀƛǊƽƭ ǎȊƽƭ Ŝƭǎǃ ǎƻǊōŀƴΣ ǎƻƪƪŀƭ ƛƴƪłōō ŀǊǊƽƭΣ ƘƻƎȅ ŀ ΩƴŞȊǃƪΩ ƳƛƴŘŜƴŦŞƭŜ ǎŀƧłǘƻǎ ŞǎȊƭŜƭŞǎƛ 

ƳƛƴǘłȊŀǘǘŀƭΣ ŘŜ ŞǊǘŜƭƳŜȊƛƪ ŀȊ ŞǎȊƭŜƭǘ ǾƛǎŜƭƪŜŘŞǎŜƪŜǘΦ Linton (1945) ŀȊǘ ƘŀƴƎǎǵƭȅƻȊǘŀΣ ƘƻƎȅ ŀȊ 

intŜǊǇŜǊǎȊƻƴłƭƛǎ ǾƛǎŜƭƪŜŘŞǎ ǀƴƳŀƎłōŀƴ ƴŜƳ ŞǊǘŜƭƳŜȊƘŜǘǃΣ ǳƎȅŀƴƛǎ ŀȊ ƳŜƎƘŀǘłǊƻȊƻǘǘ 

ǘłǊǎŀŘŀƭƳƛ Şǎ ƪǳƭǘǳǊłƭƛǎ ŜǊǃǘŞǊōŜƴ ǘǀǊǘŞƴƛƪΣ ŀƳŜƭȅ ǊǀƎȊƝǘƛ ŀ ŦǳƴƪŎƛƽƧłǘ Şǎ ƴƻǊƳłƛǘΦ !Ȋ ŜƎȅŞƴŜƪ 

ŜōōŜƴ ŀ ǘłǊǎŀǎ ǎǘǊǳƪǘǵǊłōŀƴ ƪǸƭǀƴōǀȊǃ ǇƻȊƝŎƛƽƪŀǘ ŦƻƎƭŀƭƴŀƪ Ŝƭ, Şǎ ŦŜƭŀŘŀǘƻƪŀǘ ǘǀƭǘŜnek be. Egy 

ŀŘƻǘǘ ǇƻȊƝŎƛƽ ŀ άǎǘłǘǳǎέΦ aƛƴŘŜƴ ǎǘłǘǳǎ ƳŜƎƘŀǘłǊƻȊƻǘǘ ƭŜƘŜǘǃǎŞƎŜƪ Şǎ ƪǀǘŜƭŜȊŜǘǘǎŞƎŜƪ 

ǊŜƴŘǎȊŜǊŜΣ ŀȊŀȊ ŘŜǘŜǊƳƛƴłƭǘΣ ƘƻƎȅ ǘƛǇƛƪǳǎ ǎȊƛǘǳłŎƛƽƪōŀƴ ƘƻƎȅŀƴ ǾƛǎŜƭƪŜŘƧŜƴΦ [ƛƴǘƻƴ ǎȊŜǊƛƴǘ ŀȊ 

ŜƎȅ ǎǘłǘǳǎƘƻȊ ǘŀǊǘƻȊƽ ǾƛǎŜƭƪŜŘŞǎƳƽŘ ŀ ǎȊŜǊŜǇΦ 9ǊǊŜ Ǿŀƭƽ ǘŜƪƛƴǘŜǘǘŜƭ ƘƛǾŀǘƪƻȊȊǳƪ ƳŜƎ ŀ ¢łǊǎŀǎ 

{ȊƛǘǳŀǘƝǾ YƻƎƴƛǘƝǾ aŜƎƪǀȊŜƭƝǘŞǎǘ (Smith ς Semin 2004, 2007), amely keretet ad a szerep 

ŞǊǘŜƭƳŜȊŞǎƴŜƪΦ aŜƎƪǀȊŜƭƝǘŞǎǸƴƪ ŀƭŀǇŦŜƭǘŞǘŜƭŜȊŞǎƛ ƪǀǊƴȅŜȊŜǘŜΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊƽǘ ŀŘƻǘǘ 

ǘłǊǎŀŘŀƭƻƳōŀ ōŜłƎȅŀȊƻǘǘ ǎȊŜǊŜǇƴŜƪ ǘŜƪƛƴǘƧǸƪΣ ŦƻƭȅŀƳŀǘ ǎȊŜƳƭŞƭŜǘōŜƴΦ !ȊŀȊ ǾłƭƭŀƭƪƻȊƽƛ 

ŎǎŜƭŜƪƳŞƴȅŞƴŜƪ Ǿŀƴ ŜƭǃȊƳŞƴȅŜΣ ǘǀǊǘŞƴŜǘŜΣ ŀƳŜƭȅ Ƙŀǘłǎǎŀƭ Ǿŀƴ ŀȊ ŀƪǘƻǊ ƧŜƭŜƴ Şǎ ƧǀǾǃ 

ŘǀƴǘŞǎŜƛǊŜΦ ! ŦƻƭȅŀƳŀǘ ǎƻǊłƴ ǾłƭǘƻȊƛƪ ŀ ƘŜƭȅȊŜǘΣ ŘŜ ƳŀƎŀ ŀȊ ŀƪǘƻǊ ƛǎΣ ƘƛǎȊŜƴ ǘŀƴǳƭΣ ŦǊǳǎȊǘǊłƭƽŘƛƪΣ 

ŦłǊŀŘΣ Ƨƻōōŀƴ ōŜłƎȅŀȊƽŘƛƪΣ ǾŀƎȅ ǎƻŘǊƽŘƛƪ ƪƛŦŜƭŞ ŜƎȅ ŀŘƻǘǘ ǘłǊǎŀǎ ƪǀȊŜƎ ƘłƭƽȊŀǘ ǊŜƴŘǎȊŜǊŞōǃƭΦ  

aƻŘŜƭƭƪƝǎŞǊƭŜǘǸƴƪ ŎŞƭƧŀΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘ ŘǀƴǘŞǎƛ ǎȊŀƪŀǎȊłǘ ǾƛȊǎƎłƭƘŀǘƽǾł ǘŜƎȅǸƪ ŜƭǾƛ 

ƳƻŘŜƭƭŜƪ ƪƛŀƭŀƪƝǘłǎłǾŀƭΦ 

 A ±#[[![Yh½jL FOLYAMAT 

9ƭǎǃƪŞƴǘ ǘŜƪƛƴǘǎǸƪ łǘ ŀ ǾłƭƭŀƭŀƪƻȊƽƛ ŦƻƭȅŀƳŀǘƻǘΦ {ƘŀǾŜǊ Şǎ {Ŏott (1991) Person, Process, Choice 

ό9ƎȅŞƴΣ CƻƭȅŀƳŀǘΣ ±łƭŀǎȊǘłǎύ ŎƛƪƪǸƪōŜƴ ƭŜƝǊǘ ƳƻŘŜƭƭƧǸƪōŜƴ ŀȊǘ ƝǊƧłƪ ƭŜΣ ƘƻƎȅŀƴ ƳŜƎȅ ŀȊ ŜƎȅŞƴ 
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ǾŞƎƛƎ ŜƎȅ ŘǀƴǘŞǎƛΣ ŞǊǘŞƪŜƭŞǎƛ ƭŞǇŞǎǎƻǊƻȊŀǘƻƴΣ ŀƳŜƭȅƴŜƪ ŀ ǾŞƎŞƴ ǾłƭŀǎȊǘΣ ŘǀƴǘΣ ŀƳŜƭȅƴŜƪ 

ǾƛǎŜƭƪŜŘŞǎƛ ƳŜƎƴȅƛƭǾłƴǳƭłǎŀƛΣ ƪǀǾŜǘƪŜȊƳŞƴȅŜƛ ǾŀƴƴŀƪΦ ! ǾłƭƭŀƭƪƻȊłǎƻƪǊƽƭ ƴŜƳ ǘǳŘǳƴƪ 

ŞǊǘŜƪŜȊƴƛ ŜȊŜƴ ŘǀƴǘŞǎƛ ŦƻƭȅŀƳŀǘƻƪ ŞǊǘŜƭƳŜȊŞǎŞƴŜƪ ƘƛłƴȅłōŀƴΦ bŞƳŜǘƘ όнлмуύ doktori 

ŘƛǎǎȊŜǊǘłŎƛƽƧłōŀƴ ǵƧǎȊŜǊǼ ƳŜƎƪǀȊŜƭƝǘŞǎǘ ƧŀǾŀǎƻƭ ŀ ǾłƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘ ƳŜƎŞǊǘŞǎŞǊŜΦ 

! ΨǾłƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘΩ Ŝƭǎǃ Ǉƛƭƭŀƴŀǘŀ ŀ Ƨƽ ŀƭŀǇŀƴȅŀƎōƽƭΣ ŀȊŀȊ ŀȊ ǀǘƭŜǘōǃƭ ƪŜƭŜǘƪŜȊƛƪΦ !Ȋ ǀǘƭŜǘ 

ƭŞǘǊŜƧǀǘǘŞƘŜȊ ǎȊǸƪǎŞƎŜǎ ŀȊ ƛƴŦƻǊƳłŎƛƽǎ ƪǀǊƴȅŜȊŜǘ Şǎ ōƛȊƻƴȅƻǎ ǎȊŀƪǘŜǊǸƭŜǘ ƪŞǎȊǎŞƎ ǎȊƛƴǘǼ 

ƛǎƳŜǊŜǘŜΣ ŀȊŀȊ ƴŞƘłƴȅ ŜȊŜǊ ǎȊŀƪŞǊǘǃƛ ǎŞƳŀ όaŞǊǃ нллмύΦ 9Ȋ ŀƭŀǇƧłƴ ŀȊ ǀǘlet, az 

mǘƭŜǘŀŘƽκLƴǾŜƴǘƻǊκLƴƴƻǾłǘƻǊ ŦŜƧŞōǃƭ Ǉŀǘǘŀƴ ƪƛΣ ŀƳƛ ƭŜƎƛƴƪłōō ƛƴǘǳƛǘƝǾΣ ǎǇƻƴǘłƴ ŦƻƭȅŀƳŀǘΦ 9ǊǊǃƭ 

ŀȊ ǀǘƭŜǘǊǃƭ Řǀƴǘ ŀȊ ŜƎȅŞƴΣ ƘƻƎȅ Ƴƛǘ ƪŜȊŘ ǾŜƭŜΦ Iŀ ŘǀƴǘŞǎŜ ŀ ǾłƭƭŀƭƪƻȊłǎ ŦŜƭŞǇƝǘŞǎŜΣ ŀƪƪƻǊ 

ŜƭƪŜȊŘǃŘƛƪ ŀ ƳłǎƻŘƛƪ ǾłƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘǎȊŀƪŀǎȊΦ 

!Ȋ ŀƭłōōƛ łōǊłǘ όмΦ łōǊŀύ Moore (1986, 67) Şǎ Chell (2013, 14) Ƙŀǎƻƴƭƽ łōǊłƧŀ ƴȅƻƳłƴ ŞǇƝǘŜǘǘŜ 

fel bŞƳŜǘƘ όнлмуύ ŘƛǎǎȊŜǊǘłŎƛƽƧłōŀƴΦ 

мΦ łōǊŀΥ mǘƭŜǘ ς ŘǀƴǘŞǎ - ŀƪŎƛƽ ƳŜƎǎȊǸƭŜǘŞǎŞƴŜƪ ǇǎȊƛŎƘƻŘƛƴŀƳƛƪŀƛ Şǎ ƪǀǊƴȅŜȊŜǘƛ ŜƭǃŦŜƭǘŞǘŜƭŜƛΦ  
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!Ȋ ǀǘƭŜǘ ŜƭƪŜȊŘ ŞƭŜǘǊŜ ƪŜƭƴƛΣ ǀƴłƭƭƽǎƻŘƴƛΣ ŜƭƪŜȊŘ ƪǀǊŞƧŜ ŀ ǘŜǎǘ ŞǇǸƭƴƛΣ ŀƳƛ ǾłƭƭŀƭƪƻȊłǎŦƻǊƳłǘ ŦƻƎ 

ǀƭǘŜƴƛΦ LƴƴŜƴǘǃƭ ǾƛǎȊƻƴǘ ƳłǊ ƴŜƳ ŀ ƪƭŀǎǎȊƛƪǳǎ ǾłƭƭŀƭƪƻȊƽƛ ƪƻƳǇŜǘŜƴŎƛŀ ŀ ƭŜƎǎȊǸƪǎŞƎŜǎŜōō ς egy 

ŞǇƝǘǃ ƳŜƴŜŘȊǎŜǊ Şǎ ŜƎȅ ǾłƭǘƻȊłǎƳŜƴŜŘȊǎŜǊ ǘǳŘłǎłǊŀ Ǿŀƴ ǎȊǸƪǎŞƎΦ 
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! ŦƻǊƳłƭƽŘƽ ŎǎŀǇŀǘ ǊǀƎǘǀƴ ƘłǊƳŀǎ ǇǊƻōƭŞƳłǾŀƭ ƴŞȊ ǎȊŜƳōŜΦ ! ƧǀǾǃǘ ƪŜƭƭ ǘŜǊǾŜȊƴƛŜ όмύΣ ŘŜ 

ƪǀȊōŜƴ ŀ ƳƛƴŘŜƴƴŀǇƻǎ ŦŜƭŀŘŀǘƻƪŀǘ ƛǎ Ŝƭ ƪŜƭƭ ƭłǘƴƛΦ Yƛ ƪŜƭƭ ǘŜƘłǘ ŀƭŀƪƝǘŀƴƛ ƴŀƎȅƻƴ ƎȅƻǊǎŀƴ ŀ 

ǎȊŜǊǾŜȊŜǘ αƪŞǘƪŜȊǼǎŞƎŞƴŜƪέΣ ŀȊŀȊ ŀ ƧŜƭŜƴōŜƴ Ǿŀƭƽ ƘŀǘŞƪƻƴȅ ƳǼƪǀŘŞǎ Şǎ ŀȊ ŀŘŀǇǘƝǾ ƧǀǾǃƪŜȊŜƭŞǎ 

ƪƻƳǇŜǘŜƴŎƛłƧłǘ όhǊƎŀƴƛȊŀǘƛƻƴŀƭ !ƳōƛŘŜȄǘŜǊƛǘȅ ς Duncan 1976 ƴȅƻƳłƴ Raisch ς Birkinshaw 

2008; Gibson ς Birkinshaw 2004)Φ ! Ƴłǎƛƪ ƘŜƭȅȊŜǘ όнύΣ ŀƳƛǘ ƳŜƎ ƪŜƭƭ ƻƭŘŀƴƛŀ ŀ ŎǎŀǇŀǘƴŀƪ, az a 

ǎŀƧłǘ ŎǎƻǇƻǊǘŦŜƧƭǃŘŞǎŞƴŜƪ ƪŞȊōŜƴ ǘŀǊǘłǎŀΣ ŀƳŜƭȅ ǾŞƭƘŜǘǃŜƴ ŀ ǾƛƘŀǊȊłǎ (Tuckman ς Jensen, 1977) 

ǎȊŀƪŀǎȊłōŀƴ ǘŀǊǘ ƛƭȅŜƴƪƻǊΦ 

нΦ łōǊŀΥ ±łƭƭŀƭƪƻȊłǎƛ ŦƻƭȅŀƳŀǘ ƳŀƎŀǎ ǎȊƛƴǘǼ ƳƻŘŜƭƭ ŦǃǎȊŜǊŜǇƭǃƧŜ 

±łƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘ 

LƴǾŜƴŎƛƽ 
Ą Na, mi ez? 

Ą YłƻǎȊ Şǎ 
ƴǀǾŜƪŜŘŞǎ Ą YƻƴǎȊƻƭƛŘłŎƛƽ 

[ŜƎŦƻƴǘƻǎŀōō ǎȊŜǊŜǇƭǃ Şǎ ƭŜƎŦǃōō ǎȊŜǊŜǇŜ 

CŜƭǘŀƭłƭƽκǀǘƭŜǘŜƳōŜǊ 
Ą 

±łƭƭŀƭƪƻȊƽκǇǊƻŘǳŎŜǊ 
Ą 

±łƭǎłƎκ 
ǾłƭǘƻȊłǎƳŜƴŜŘȊǎŜǊ Ą 

Menedzser 
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! ƘŀǊƳŀŘƛƪ όоύ ƘŜƭȅȊŜǘ ǇŜŘƛƎΣ ƘƻƎȅ ŦƻƭȅŀƳŀǘƻǎŀƴ Şǎ ƎȅƻǊǎŀƴ ǾłƭǘƻȊƽ ƪǀǊƴȅŜȊŜǘƛ ŦŜƭǘŞǘŜƭŜƪǊŜ ƪŜƭƭ 

ǊŜŀƎłƭƴƛŀ ŀȊ ŜƪƪƻǊ ƳŞƎ ŀƳǵƎȅ ƛǎ ƎȅŜƴƎŜ ǎȊŜǊǾŜȊŜǘƛ ƪŜȊŘŜƳŞƴȅƴŜƪ Şǎ ǘŀƎƧŀƛƴŀƪΦ 9Ȋ ŀȊǘ ƧŜƭŜƴǘƛΣ 

ƘƻƎȅ ƪƛ ƪŜƭƭ ŦŜƧƭǃŘƴƛŜ ŀ ΨŘƛƴŀƳƛƪǳǎ ƪŀǇŀŎƛǘłǎΩ ƪƻƳǇŜǘŜƴŎƛłƴŀƪ (Teece et al., 1997, 516)Φ ! ǾŜȊŜǘǃ 

ǊŞǎȊŞǊǃƭ ƭŜƎŦƻƴǘƻǎŀōō ǘǳŘłǎ ŀ ƳŜƴŜŘȊǎƳŜƴǘ ƛǎƳŜǊŜǘŜƪ όǾłƭǘƻȊłǎƳŜƴŜŘȊǎƳŜƴǘΣ 

ǎȊŜǊǾŜȊŜǘŞǇƝǘŞǎΣ ǎǘǊŀǘŞƎƛŀƛ Şǎ ŜǊǃŦƻǊǊłǎ ǘŜǊǾŜȊŞǎύ Şǎ ŀ ƳŀǊƪŜǘƛƴƎ ǎȊŀƪƛǎƳŜǊŜǘŜƪ ǘŜǊǸƭŜǘŞǊǃƭ ƪŜǊǸƭ 

ƪƛΦ 9ƭ ƪŜƭƭ ƪŞǎȊǸƭƴƛŜ ŀȊ a±t-ƴŜƪΣ ŀȊŀȊ ŀ αǘŜǊƳŞƪ ƳǼƪǀŘǃ Ŝƭǎǃ ǾŜǊȊƛƽƧłƴŀƪέΦ tłǊƘǳȊŀƳƻǎŀƴ 

marketing- Şǎ ǘŜǊƳŞƪŦŜƧƭŜǎȊǘŞǎƛ ǘǳŘłǎǳƴƪƪŀƭ ŦŜƭ ƪŜƭƭ ǘŞǊƪŞǇŜȊƴƛ ŀ ǇƛŀŎƻǘ όǇƛŀŎƛ ƴƛŎƘŜΣ 

ŞǊǘŞƪǇǊƻǇƻȊƝŎƛƽΣ ǾŜǾǃǎȊŜƎƳŜƴǎŜƪΣ ǾŜǊǎŜƴȅǘłǊǎŀƪΣ ƘŀǎƻƴƭƽκƪƛŜƎŞǎȊƝǘǃ ǘŜǊƳŞƪŜƪΣ ǘŜǊƳŞƪ ǇƛŀŎƛ 

ǾŀƭƛŘłŎƛƽƧŀύΦ ! ƳŜƎǎȊŜǊȊŜǘǘ ǇƛŀŎƛ ƛƴŦƻǊƳłŎƛƽƪ ŀƭŀǇƧłƴ ƳŜƎ ƪŜƭƭ ǘŜǊǾŜȊƴƛ ŀ ǘŜǊƳŞƪ ǇƛŀŎǊŀ ǾŜȊŜǘŞǎƛ 

ǎǘǊŀǘŞƎƛłƧłǘΣ ŀƳŜƭȅ ǊǀƎǘǀƴ ŦŜƭǾŜǘƛ ŀz ŜǊǃŦƻǊǊłǎƻƪ ƪŞǊŘŞǎŞǘ ƛǎΦ !Ȋ ŜǊǃŦƻǊǊłǎƻƪ ǘŜƪƛƴǘŜǘŞōŜƴ ŀ 

ƪŞǊŘŞǎΣ ƘƻƎȅ ƳŜƴƴȅƛ Şǎ ƳƛƭȅŜƴ ƪƻƳǇŜǘŜƴŎƛłƧǵ ŜǊǃŦƻǊǊłǎƻƪǊŀ Ǿŀƴ ǎȊǸƪǎŞƎΦ 9Ȋ ǘƻǾłōōƛ ƛƎŞƴȅŜƪŜǘ 

ǎȊǸƭΥ ŀ ǇŞƴȊǸƎȅƛ ŜǊǃŦƻǊǊłǎƻƪ ǎȊǸƪǎŞƎƭŜǘŞǘΦ ! ǇƛŀŎǊŀ ƭŞǇŞǎΣ ŀȊ ŜǊǃŦƻǊǊłǎƻƪ Şǎ ǎȊŜǊǾŜȊŜǘŞǇƝǘŞǎ 

ƛƎŞƴȅŜ ƳŜƎƘŀǘłǊƻȊȊŀ ŀ ǇŞƴȊǸƎȅƛ ƛƎŞƴȅŜƛǘ ŀ ǾłƭƭŀƭƪƻȊłǎƴŀƪΦ !Ȋ ǸȊƭŜǘƛ ǘŜǊǾŜȊŞǎ ƪƻƳǇŜǘŜƴŎƛłƛǘ ƪŜƭƭ 

ŜƭǃǘŞǊōŜ ƘƻȊƴƛΦ 9Ȋ ƛŘłƛƎ ŜƎȅ ƪǀǘŜƭŜȊǃ ƘłȊƛŦŜƭŀŘŀǘΦ 9Ȋǘ Ŝƭ ƪŜƭƭ ǾŞƎŜȊƴƛ ƪŜƭƭǃ ǎȊŀƪŞǊǘŜƭŜƳƳŜƭ Şǎ 

ŜƭŞǊǾŜ ŀ ǎȊǸƪǎŞƎŜǎ ǊŞǎȊƭŜǘŜȊŜǘǘǎŞƎŜǘΣ ƘƻƎȅ Ǿŀƭƽōŀƴ Ƨƽ ŀƭŀǇƧŀƛ ƭŜƎȅŜƴŜƪ ŀ ǘŜǊǾŜȊŞǎƴŜƪΦ !Ƴƛƴǘ 

ƭłǘƘŀǘǘǳƪ ŀ ƪǳǘŀǘłǎ ŜǊŜŘƳŞƴȅŜƛōǃƭ, ŜȊŜƴ ŦłȊƛǎ ŀȊ ŜƎȅƛƪ ƭŜƎŦƻƴǘƻǎŀōō Şǎ ƭŜƎƳŜƎƘŀǘłǊƻȊƽōō 

ǎȊŀƪŀǎȊ ŀ ǾłƭƭŀƭƪƻȊłǎ ƪƻǊŀƛ ŞƭŜǘŞōŜƴΦ Iŀ ƪŞǎȊŜƴ Ǿŀƴ ŀ ǘŜǊǾ Şǎ ŀ ǘŜǊǾ ǎȊŜǊƛƴǘ ŞǊŘŜƳŜǎ ǘƻǾłōōƭŞǇƴƛΣ 
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ŀƪƪƻǊ ŜƎȅ ǵƧŀōō ƪƻƳǇŜǘŜƴŎƛłǘ ƪŜƭƭ ƪƛŦŜƧƭŜǎȊǘŜƴƛ ς a ǇƛǘŎƘŜƭŞǎΣ ŀȊŀȊ ǇǊŜȊŜƴǘłŎƛƽǎΣ ǾŀƎȅ ƘƝǾƘŀǘƧǳƪ 

ǎŀƭŜǎ ƪƻƳǇŜǘŜƴŎƛłƴŀƪ ƛǎΦ .Ŝ ƪŜƭƭ Ǿƻƴƴƛ ǘǃƪŞǘΣ Şǎ Ŝƭ ƪŜƭƭ ǘǳŘƴƛ ŀŘƴƛ ŀȊ ǀǘƭŜǘŜǘ Şǎ ŀ ŎǎŀǇŀǘƻǘΣ ŀōōŀƴ 

ŀȊ ŞǊǘŜƭŜƳōŜƴΣ ƘƻƎȅ ƪŞǇŜǎ ƭŜǎȊ ŀ ŎǎŀǇŀǘ ƳŜƎǾŀƭƽǎƝǘŀƴƛ ŀ ǘŜǊǾŜǘΣ Şǎ ƴȅŜǊŜǎŞƎŜǎ ǸȊƭŜǘ ǎȊǸƭŜǘƛƪ 

ōŜƭǃƭŜ ŀ ƧǀǾǃōŜƴΦ 9ōōŜƴ ŀ ǎȊŀƪŀǎȊōŀƴ ŀƴƴȅƛŦŞƭŜ ǵƧ ƪƻƳǇŜǘŜƴŎƛłǊŀ Ǿŀƴ ǎȊǸƪǎŞƎΣ ƘƻƎȅ 

ƴȅƛƭǾłƴǾŀƭƽΣ ŜȊ ƴŜƳ ŜƎȅ ŜƳōŜǊ ŦŜƭŀŘŀǘŀΣ ƝƎȅ ƴŀƎȅ ǎȊŜǊŜǇŜ Ǿŀƴ ŀ ŎǎŀǇŀǘ ƛǊłƴǘƛ ōƛȊŀƭƻƳ 

ŦŜƭƪŜƭǘŞǎŞƴŜƪΦ  

! ƪǀǾŜǘƪŜȊǃ ŦłȊƛǎ ƳłǊ ƴȅǳƎƻŘǘŀōō ƛŘǃǎȊŀƪƻǘ ƝƎŞǊΣ ŀƘƻƭ ŜƎȅ ƪƻƴǎȊƻƭƛŘłƭǘŀōō ǎȊŜǊǾŜȊŜǘōŜƴ 

ƪƭŀǎǎȊƛƪǳǎ ƳŜƴŜŘȊǎƳŜƴǘ ŦǳƴƪŎƛƽǘ ƪŜƭƭ ŜƭƭłǘƴƛΣ Ƙŀ ƴŜƳ ǘǀǊǘŞƴǘ Ƙƛōŀ ŀ ƪƻǊłōōƛ ǎȊŀƪŀǎȊƻƪōŀƴΦ 

¢ŀƴǳƭƳłƴȅǳƴƪ Ƴƻǎǘ ƴŜƳ ŀǊǊƽƭ ǎȊƽƭΣ ƘƻƎȅ ŜȊŜƴ ǎȊŀƪŀǎȊƻƪ ŜǎŜǘŞōŜƴ ŀƪłǊ ǾƛǎǎȊŀ ƛǎ ƭŜƘŜǘ Ŝǎni egy 

ƳłǊ ǘǵƭƘŀƭŀŘƻǘǘ ŞƭŜǘǎȊŀƪŀǎȊōŀΣ ŜȊ ŜƎȅ Ƴłǎƛƪ ƝǊłǎ ǘłǊƎȅŀ ƭŜƘŜǘΦ  

 A LEWINL ah59[[ ;{ a#{ YLLb5¦[j thb¢hY 

! ǾłƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘōŀƴ ƳƛƴǃǎŞƎƛ ǾłƭǘƻȊłǎ łƭƭ ōŜΣ ŀƳƛƪƻǊ ŀ ǾłƭƭŀƭƪƻȊƽ ŘǀƴǘΣ ƘƻƎȅ ƪƛƭŞǇ ŀ 

ƪǸƭǾƛƭłƎ ŜƭŞ ǾłƭƭŀƭƪƻȊłǎƛ ǎȊłƴŘŞƪłǾŀƭΦ 9ƪƪƻǊ ŦŜƧŜȊǃŘƛƪ ōŜ ŀȊ ƛƴǘǊŀǇǎȊƛŎƘŞǎ ǎȊŀƪŀǎȊ Şǎ ƪŜȊŘǃŘƛƪ ŀȊ 

ƛƴǘŜǊǇŜǊǎȊƻƴłƭƛǎ ǎȊŀƪŀǎȊΦ 9Ȋ ŜƎȅŦŀƧǘŀ ƛƴƪǳōłŎƛƽǎ ŦƻƭȅŀƳŀǘ ǾŞƎŜ, Şǎ ŀȊ ŀŘŘƛƎƛ ƛƴƪłōō ƛƴǘǊŀǇǎȊƛŎƘŞǎ 

ŦƻƭȅŀƳŀǘƻƪ ǳǘłƴ ŜȊ ŜƎȅ ŦƻǊŘǳƭƽǇƻƴǘΣ ŀƳƛƪƻǊ ŜȄǇƭƛŎƛǘ ŘǀƴǘŞǎ ǳǘłƴ ŀ ƴȅƛƭǾłƴƻǎǎłƎ ŜƭŞ ƭŞǇ ŀ 

ǾłƭƭŀƭƪƻȊƽΦ ! ǘƻǾłōōƛŀƪōŀƴ ŦǸƎƎŜǘƭŜƴ ƳŜƎŦƛƎȅŜƭǃƪ łƭǘŀƭ ƳŜƎƝǘŞƭǘ ƭŜǎȊ ŀ ǾłƭƭŀƭƪƻȊƽ ǘŜǾŞƪŜƴȅǎŞƎŜΣ 

ƳŜƎłƭƭŀǇƝǘƘŀǘƽ ŀȊ ŜǊŜŘƳŞƴȅŜǎǎŞƎŜΦ 9ǘǘǃƭ ƪŜȊŘǾŜ a ǎƛƪŜǊΣ ƪǳŘŀǊŎΣ ƴȅŜǊŜǎŞƎΣ ǾŜǎȊǘŜǎŞƎ ƪŀƭƪǳƭŀǘƝǾ 

ǾƛƭłƎłōŀ ƭŞǇ ŀ ǾłƭƭŀƭƪƻȊƽΣ ǇǎȊƛŎƘŞǎ ǀƴŞǊǘŞƪŜƭŞǎŞǘΣ ǾŀƭŀƳƛƴǘ ŜƎȊƛǎȊǘŜƴŎƛłƧłǘ ǘŜǎȊƛ ƪƻŎƪłǊŀΦ 

! ƴȅƛƭǾłƴƻǎǎłƎ ŜƭŞ Ǿŀƭƽ ƪƛƭŞǇŞǎ Ǉƛƭƭŀƴŀǘłǘ ƪǀȊǾŜǘƭŜƴǸƭ ƳŜƎŜƭǃȊǃ, ƛƭƭΦ ƪǀǾŜǘǃ ƛŘǃǎȊŀƪƻǘ ŜƎȅƳłǎƴŀƪ 

ŜƭƭŜƴǘƳƻƴŘƽ ƪŞǎȊǘŜǘŞǎŜƪΣ ƛƳǇǳƭȊǳǎƻƪ Şǎ ǎȊŞƭǎǃǎŞƎŜǎ ŜƳƽŎƛƽƪ ƧŜƭƭŜƳȊƛƪΦ Lewin (1969) ezt a 

ŦƻƭȅŀƳŀǘƻǘ ŜǊǃǘŞǊŜƭŜƳȊŞǎŞōŜƴ ŀȊ ŜƭǃǊŜƘŀƧǘƽ ŜǊǃƪ Şǎ ŀ ǾƛǎǎȊŀǘŀǊǘƽ ŜǊǃƪ ŘƛƴŀƳƛƪłƧŀ ŀƭŀǇƧłƴ ƝǊƧŀ 

ƭŜΣ ŀƳŜƭȅ ŀ ǾŜǎȊǘŜǎŞƎŜƪΣ ƴȅŜǊŜǎŞƎŜƪ łƭƭŀƴŘƽ ƳŞǊƭŜƎŜƭŞǎŞǘ ƛǎ ƧŜƭŜƴǘƛΦ 

YŞȊŜƴŦŜƪǾǃƴŜƪ ǘǼƴǘΣ ƘƻƎȅ ŀȊ ƛƴǘŜǊǇŜǊǎȊƻƴłƭƛǎ ŦƻƭȅŀƳŀǘ ǎȊŀƪŀǎȊōŀƴ ŞǊŘŜƳŜǎ ǾŀƭŀƳƛƭȅŜƴ ƳƻŘŜƭƭǘ 

ǘŀƭłƭƴƛΣ ŀƳŜƭȅ ƳŜƎƪǀȊŜƭƝǘǃŜƴ ƭŜƝǊƧŀ ŀȊ ƛǘǘ ƳŜƎƧŜƭŜƴǃ ǀǎǎȊŜǘŜǘǘ ŘƛƴŀƳƛƪłǘΦ ! ǎȊŀƪƛǊƻŘŀƭƻƳōŀƴ ƪŞǘ 

ƳƻŘŜƭƭ ƧŜƭŜƴǘŜǘǘŜ ŀ ƪƛƛƴŘǳƭłǎǘΣ ŀȊ ŜƎȅƛƪ Lewin ƴŜǾŞƘŜȊ (1972b, 414) ŦǼȊǃŘƛƪ όм ƪŞǇƭŜǘύΣ ŀƳŜƭȅ ŀ 

ǾƛǎŜƭƪŜŘŞǎŀƭŀƪǳƭłǎƴŀƪ ƛƎŜƴ łƭǘŀƭłƴƻǎ ŦƻǊƳǳƭłƧłǘ ƝǊƧŀ ƭŜΦ ! Ƴłǎƛƪ όн ƪŞǇƭŜǘύ ǎȊƛƴǘŞƴ 

ǾƛǎŜƭƪŜŘŞǎŀƭŀƪǳƭłǎǊƽƭ ǎȊƽƭƽ ŦƻǊƳǳƭłǘ 5Φ DƭŜƛŎƘŜǊ Şǎ A. D. Little (in Beckhard 1969) fogalmazta 

ƳŜƎΣ ŀƳƛƪƻǊ ŀ ǾłƭǘƻȊłǎǎŀƭ ǎȊŜƳōŜƴƛ ŜƭƭŜƴłƭƭłǎ ŘƛƴŀƳƛƪłƧłǘ ǇǊƽōłƭǘłƪ ƳŜƎǊŀƎŀŘƴƛΦ  

! ƪƛƛƴŘǳƭƽ ƭŜǿƛƴƛ ŦƻǊƳǳƭŀ a ǾƛǎŜƭƪŜŘŞǎ ŀƭŀƪǳƭłǎǊŀ ŀ ƪǀǾŜǘƪŜȊǃΥ 
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(1)  ὄ = Ὢ(ὖ, Ὁ) ŜƎȅŜǎ ǇǳōƭƛƪłŎƛƽƪōŀƴ ŀȊ 9 ƘŜƭȅŜǘǘ {-ǘ ƘŀǎȊƴłƭƴŀƪ 
 
 

ŀƘƻƭ ό.ύ ŀ ǾƛǎŜƭƪŜŘŞǎΣ ŀƳŜƭȅ ŀ ǎȊŜƳŞƭȅ όtύ ǇǎȊƛŎƘŞǎ ŦƻƭȅŀƳŀǘŀƛ Şǎ ŀ ƪǀǊƴȅŜȊŜǘƛ Ƙŀǘłǎƻƪ ό9ύ 
ŦǸƎƎǾŞƴȅŜΦ  

DƭŜƛŎƘŜǊ Şǎ [ƛǘǘƭŜ ŦƻǊƳǳƭłƧŀ ŀ ǾłƭǘƻȊłǎǊŀ ǇŜŘƛƎ ƪǀǾŜǘƪŜȊǃΥ 

(2)  C = (a x b x d) > X 

 

ŀƘƻƭ ό/ύ ŀ ǾłƭǘƻȊłǎΣ όŀύ ŀ ƧŜƭŜƴƭŜƎƛ ƘŜƭȅȊŜǘǘŜƭ Ǿŀƭƽ ŜƭŞƎŜŘŜǘƭŜƴǎŞƎ ŦƻƪŀΣ όōύ ŀ ŎŞƭłƭƭŀǇƻǘ ǾƛƭłƎƻǎ Şǎ 

łǘƎƻƴŘƻƭǘ ƳŜƎŦƻƎŀƭƳŀȊłǎŀΣ όŘύ ŀ ƪƝǾłƴŀǘƻǎ łƭƭŀǇƻǘƘƻȊ ǾŜȊŜǘǃ Ŝƭǎǃ ƎȅŀƪƻǊƭŀǘƛ ƭŞǇŞǎΣ (x) a 

ǾłƭǘƻȊłǎ ƪǀƭǘǎŞƎŜΣ ŀƳŜƭȅŜǘ ŞǊȊŜƭƳƛƭŜƎ ǾŜǎȊǘŜǎŞƎƪŞƴǘ ƛǎ ƳŜƎŞƭǸƴƪΦ !ƳŜƴƴȅƛōŜƴ ŀ ǾłƭǘƻȊłǎ 

ƪǀƭǘǎŞƎŞǘ ƳŜƎƘŀƭŀŘƧŀ ŀ ǾłƭǘƻȊłǎ ǾłǊƘŀǘƽ ƴȅŜǊŜǎŞƎŜΣ ŀƪƪƻǊ ŜƭƛƴŘǳƭǳƴƪ ŀ ǾłƭǘƻȊłǎ ƛǊłƴȅłōŀΣ Ƙŀ 

ƴŜƳΣ ŀƪƪƻǊ ŀ ǎǘŀǘǳǎ ǉǳƻ ŦŜƴƴǘŀǊǘłǎłǊŀ ŦƻƎǳƴƪ ƪƻƴŎŜƴǘǊłƭƴƛ, vagy lemondunk a ǾłƭǘƻȊłǎǊƽƭΦ ! 

ƪŞǇƭŜǘōŜƴ ŀΣōΣŘ 0-ƴłƭΦ !Ȋ м-ƴŞƭ ƪƛǎŜōō ŞǊǘŞƪ ŀȊ ŀŘƻǘǘ ŜƭŜƳ ƎȅŜƴƎŜǎŞƎŞǘ ƧŜƭȊƛΣ ƳƝƎ ŀ л ŀƴƴŀƪ 

ǘŜƭƧŜǎ ƘƛłƴȅłǘΦ aƛǾŜƭ ŀ ƪŞǇƭŜǘ ƴŜƳ ŀŘŘƛǘƝǾƴŀƪ ǘŜƪƛƴǘƛ ŀȊ ŜƭŜƳŜƪŜǘΣ ŜȊŞǊǘ ŀ ǾłƭǘƻȊłǎ ƭŞǘǊŜ ǎŜƳ Ƨǀƴ 

ǾŀƭŀƳŜƭȅƛƪ ŜƭŜƳ л ŞǊǘŞƪŜ ƳŜƭƭŜǘǘΦ ! ƭŜǿƛƴƛ ƪŞǇƭŜǘōŜƴ ŜƴƴŞƭ ƪŜǾŜǎŜōōŜǘ ǘǳŘǳƴƪ ŀȊ ŜƎȅŜǎ ŜƭŜƳŜƪ 

ŜƎȅƳłǎǊŀ ƘŀǘłǎłǊƽƭΦ !Ȋ ƛŘŜłƭƛǎ ǇŜǊǎȊŜ ŀȊ ƭŜƴƴŜΣ Ƙŀ ƪŞǇŜǎŜƪ ƭŜƴƴŞƴƪ ƪƻƴƪǊŞǘ ŦǸƎƎǾŞƴȅŜƪƪŜƭ 

jellemeȊƴƛ ŀȊ ŜƭŜƳŜƪ ǾƛǎȊƻƴȅłǘΣ ŘŜ ŜƎȅŜƭǃǊŜ ƳƛƴŘǀǎǎȊŜ ŀƴƴȅƛ ŀ ŎŞƭǳƴƪΣ ƘƻƎȅ ǊŞǎȊƭŜǘŜǎŜōōŜƴ 

ǘŞǊƪŞǇŜȊȊǸƴƪ ŦŜƭ ŀȊ ŜƭŜƳŜƪŜǘ, Şǎ ƴŞƘłƴȅ ƘƛǇƻǘŜǘƛƪǳǎ ƪŀǇŎǎƻƭŀǘƻǘ ƝǊƧǳƴƪ ƭŜ ƪǀȊǀǘǘǸƪΦ 

YƛƛƴŘǳƭłǎƪŞƴǘ ƳŞƎ Kahnemann Şǎ Tversky ƪǳǘŀǘłǎŀƛ (1979) fontosak (3. łōǊŀύ, mert az 

intraǇǎȊƛŎƘŞǎ Şǎ ƛƴǘŜǊǇŜǊǎȊƻƴłƭƛǎ ǎȊŀƪŀǎȊ łǘƭŞǇŞǎŞƘŜȊ ŜƎȅ ŘǀƴǘŞǎ ǎȊǸƪǎŞƎŜǎΦ ałǊǇŜŘƛƎ ŀ ŘǀƴǘŞǎ 

ǎƻǊłƴ ŜƭŜƳŜȊƴƛŜ ƪŜƭƭ ŀ ǾłƭƭŀƭƪƻȊƽƴŀƪ ŀ ǾŜǎȊǘŜǎŞƎŜƪŜǘ Şǎ ƴȅŜǊŜǎŞƎŜƪŜǘΦ ! ƪƛƭłǘłǎŜƭƳŞƭŜǘōǃƭ 

ǘǳŘƧǳƪΣ ƘƻƎȅ ŀ ǾŜǎȊǘŜǎŞƎ ŜƭƪŜǊǸƭŞǎŞǊŜ ƪŞǘǎȊŜǊ ŀƪƪƻǊ ŜǊǃǾŜƭ ǾŀƎȅǳƴƪ ƳƻǘƛǾłƭǘŀƪ, mint a 

ƴȅŜǊŜǎŞƎŜƪ ŜƭŞǊŞǎŞǊŜΦ NƎȅ ŀ ǾłƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘōŀƴ όŞǎ ƳŞƎ ƪŞǎǃōō ǎȊłƳǘŀƭŀƴǎȊƻǊ ŀ ǾłƭƭŀƭƪƻȊłǎ 

ƳŜƴŜŘȊǎŜƭŞǎŜ ŦƻƭȅŀƳłƴύ ŜȊ ŀ ǘŀǎȊƝǘƽΣ ǾƻƴȊƽ Ƙŀǘłǎ ƳŜƎƘŀǘłǊƻȊƽ ƭŜƘŜǘΦ ! ŦŜƴǘƛŜƪ Ƴƛŀǘǘ ƪŜǊǸƭ ōŜ 

ŀ ƳƻŘŜƭƭōŜ ŀ ƪƛƭłǘłǎŜƭƳŞƭŜǘ ƛǎΦ  
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оΦ łōǊŀΥ ! YƛƭłǘłǎŜƭƳŞƭŜǘōǃƭ ƪǀǾŜǘƪŜȊǃ ŦŜƭǘŞǘŜƭŜȊŜǘǘ ŞǊǘŞƪ ŀƭŀƪǳƭłǎ  

 

CƻǊǊłǎΥ YŀƘƴŜƳŀƴ Şǎ ¢ǾŜǊǎƪȅ мфтфΣ нтф 

CƻǊŘƝǘłǎΥ [ƻǎǎŜǎΥ ǾŜǎȊǘŜǎŞƎŜƪΤ VŀƭǳŜΥ ŞǊǘŞƪŜƪΤ DŀƛƴǎΥ ǾłƎȅƻǘǘ ŎŞƭƻƪ 

 A LEWINI FORMULA #¢![!YN¢#{! 

! ƭŜǿƛƴƛ ƳƻŘŜƭƭ łǘŀƭŀƪƝǘłǎŀ ǘǀōō ƭŞǇŎǎǃōŜƴ ǘǀǊǘŞƴǘΦ 9ƭǃǎȊǀǊ ŀ ƪǸƭǎǃ ƪǀǊƴȅŜȊŜǘ ǾłƭǘƻȊƽ ό9ύ 

ƪƛōƻƴǘłǎłǊŀ Ǿƻƭǘ ǎȊǸƪǎŞƎΦ 

4.1. A ƪǀǊƴȅŜȊŜǘΣ Ƴƛƴǘ ǾłƭǘƻȊƽ ŦƻǊƳǳƭłȊłǎŀ 

CŜƭǘŞǘŜƭŜȊŞǎǸƴƪ ǎȊŜǊƛƴǘ ŀ ƪǀǊƴȅŜȊŜǘƛ Ƙŀǘłǎƻƪ ǀǎǎȊŜǎǎŞƎŞǘ ŀ ƪǀǾŜǘƪŜȊǃ ƪƛŦŜƧŜȊŞǎǎŜƭ ƭŜƘŜǘƴŜ 

modellezni: 

(3)  % 3ȟ!ȟ)               S,A,I, π 

! ƪǀǊƴȅŜȊŜǘ ƘłǊƻƳ ŜƭŜƳŞǊŜ ƪƻƴŎŜƴǘǊłƭ ŀ ŦƻǊƳǳƭŀΥ ŀȊ ό{ύ ƛƴƎŜǊǊŜΣ ŀ ƪǳƭǘǵǊłƴŀƪ ŀ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ 

ƳŜƎŜƴƎŜŘǃΣ ǇłǊǘƻƭƽ ǾƻƭǘłǊŀ ό!ύΣ ǾŀƭŀƳƛƴǘ ŀȊ όLύ ƛƴŦƻǊƳłŎƛƽǊŀΦ Lǘǘ ŀȊ ƛƴƎŜǊǘǳƭŀƧŘƻƴƪŞǇǇŜƴ 

ōłǊƳƛƭȅŜƴ, ŀȊ ŀƪǘƻǊǊŀ Ƙŀǘƽ ƪǸƭǎǃΣ ōŜƭǎǃ Ƙŀǘłǎ ƭŜƘŜǘΣ ŀƳŜƭȅŜǘ ǘǳŘŀǘƻǎŀƴΣ ǾŀƎȅ ǘǳŘŀǘǘŀƭŀƴǳƭ 

befogad Şǎ Ƙŀǘłǎǎŀƭ Ǿŀƴ ǊłΦ !Ȋ LƴŦƻǊƳłŎƛƽ ƻƭȅŀƴ ǘǳŘŀǘƻǎŀƴ ŦŜƭŘƻƭƎƻȊƘŀǘƽ ŀŘŀǘŎǎƻƳŀƎΣ ŀƳŜƭȅ 

ƧŜƭŜƴǘŞǎǎŜƭ ōƝǊ ŀȊ ŀƪǘƻǊ ǎȊłƳłǊŀΦ 9Ȋǘ Bond (2013) ŎƛƪƪŞōŜƴ ǵƎȅ ŦƻƎŀƭƳŀȊǘŀ ƳŜƎΣ ƘƻƎȅ ŀȊ ŜǊŜŘŜǘƛ 

ƪŞǇƭŜǘōŜ ōŜŞǇƝǘŜǘǘŜ ŀz łƭǘŀƭłƴƻǎ ǎȊƛǘǳłŎƛƽ ŜƎȅŞƴƛ ƭŜƪŞǇŜȊǃŘŞǎŞƴŜƪ Ƙŀǘłǎłǘ όŀ ŎƛƪƪōŜƴ {-t 

ƘŀǎȊƴłƭƴŀƪΣ ŀƳƛǊŜ Ƴƛ 9-ǘ ƘŀǎȊƴłƭǳƴƪύΦ 

(4)  ὄ = Ὢ (ὖ, Ὁ, P(E)) 

9ȊŜƪ ŀ Ƙŀǘłǎƻƪ ŀȊ ŜƎȅŞƴ ŞǊǘŞƪŜƭǃΣ ƪŀƭƪǳƭŀǘƝǾ ǊŜƴŘǎȊŜǊŞƴ ƪŜǊŜǎȊǘǸƭ ƪŜǊǸƭƴŜƪ ŦŜƭŘƻƭƎƻȊłǎǊŀ ŀ 

ƭŜƘŜǘǎŞƎŜǎ ƴȅŜǊŜǎŞƎŜƪ Şǎ ǾŜǎȊǘŜǎŞƎŜƪ ƳŞǊƭŜƎŜƭŞǎŞǾŜƭΣ ǘƻǾłōōł ŜƎȅŞō ŀȊ ŞǎȊƭŜƭŞǎǘ ōŜŦƻƭȅłǎƻƭƽ 



 

 
195 

 

ǇǎȊƛŎƘŞǎ ǎȊǼǊŞǎƛ ŦƻƭȅŀƳŀǘƻƪƻƴ ŜǎƴŜƪ łǘΦ 9ȊŞǊǘ ŀȊ ŞǎȊƭŜƭŞǎǘ ōŜŦƻƭȅłǎƻƭƽ ǎȊǼǊŞǎƛ ŦƻƭȅŀƳŀǘ 

ƳƽŘƻǎƝǘƽ Ƙŀǘłǎłƴŀƪ ƧŜƭȊŞǎŞǊŜ ōŜǾŜȊŜǘǘǸƴƪ ŜƎȅ ƻǇŜǊłǘƻǊǘΣ όōύ-ǘΣ ŀƳŜƭȅ ŀ ƪƛǘŜǾǃōŜƴ ǎȊŜǊŜǇŜƭΦ NƎȅ 

ŜƎȅ ŜȄǇƻƴŜƴŎƛłƭƛǎ ŦǸƎƎǾŞƴȅǘ ƪŀǇǳƴƪΣ ŀƳŜƭȅƴŜƪ ǘǳƭŀƧŘƻƴǎłƎŀΣ ƘƻƎȅ Ƙŀ ōҔм ŀƪƪƻǊ ŀȊ 9 ŞǊǘŞƪŜ 

ƎȅƻǊǎǳƭƽŀƴ ƴǃ ō ƴǀǾŜƪŜŘŞǎŞǾŜƭΣ Ƙŀ ō ŞǊǘŞƪŜ ҐмΣ ŀƪƪƻǊ ό{Σ!ΣLύ ŞǊǘŞƪŞǘ ƴŜƳ ōŜŦƻƭȅłǎƻƭƧŀΣ ƳƝƎ Ƙŀ 

ō ғмΣ ŀƪƪƻǊ ŀȊ ŞǊǘŞƪ ŎǎǀƪƪŜƴΣ ŀȊŀȊ ŀȊ ŀŘƻǘǘ ƪǀǊƴȅŜȊŜǘƛ Ƙŀǘłǎƻƪ ŞǇǇŜƴ ƭŞǘŜȊǃ ƳŞǊǘŞƪŜ ŀ 

ǾŀƭƽǎłƎƻǎƴłƭ ƪƛǎŜōō ƭŜǎȊΦ  

Az ŜȄǇƻƴŜƴŎƛłƭƛǎ ŦǸƎƎǾŞƴȅ Ƨƽ ƭŜƘŜǘǃǎŞƎŜǘ ŀŘ ŀ ƪƛƭłǘłǎŜƭƳŞƭŜǘ ŀƭƪŀƭƳŀȊłǎłǊŀΦ ¦Ǝȅŀƴƛǎ Ƙŀ ŀ 

ǾłƭƭŀƭƪƻȊƽ ƪǀǊƴȅŜȊŜǘŜǘ ŞǊǘŞƪŜƭǃ ǎȊǼǊŞǎƛ ŦƻƭȅŀƳŀǘłǘ ŀ ǊŜŀƭƛǘłǎ ŘƻƳƛƴłƭƧŀ όŀƪƪƻǊ ŜȊǘ ƧŜƭŜȊƘŜǘƛ ŀ 

ōҐм ŞǊǘŞƪύΣ ŀȊŀȊ ŀ ƪǀǊƴȅŜȊŜǘ ǘƻǊȊƝǘłǎƳŜƴǘŜǎŜƴΣ ŀ ǊŜŀƭƛǘłǎ ǎȊƛƴǘƧŞƴ ƪŜǊǸƭ ŦŜƭŘƻƭƎƻȊłǎǊŀΣ ŀƪƪƻǊ ŀȊ 

Ŝƭǃƴȅǀƪ-ƘłǘǊłƴȅƻƪΣ ƴȅŜǊŜǎŞƎŜƪ-ǾŜǎȊǘŜǎŞƎŜƪ ŀ ƳŀƎǳƪ ǊŜŀƭƛǘłǎłōŀƴ ǎȊŜǊŜǇŜƭƴŜƪΦ Iŀ ŀ ǾłƭƭŀƭƪƻȊƽ 

ŀ ƪǀǊƴȅŜȊŜǘ ƘŀǘłǎŀƛǘΣ ƭŜƘŜǘǃǎŞƎŜƛǘ ǘǵƭŞǊǘŞƪŜƭƛ όŀ ōҔм ŜǎŜǘōŜƴ ƧŜƭȊƛ ŜȊǘύ, Şǎ ƳƛƴŞƭ ƴŀƎȅƻōō ō 

ŞǊǘŞƪŜΣ ŀƴƴłƭ ŜǊǃǎŜōō ŀ ǘǵƭŞǊǘŞƪŜƭŞsΣ ŀƪƪƻǊ ŜȊ ŀȊ ƛǊǊŜŀƭƛǘłǎ ǵǘƧłǘ ƧŜƭȊƛΦ Iŀ ŀ ƪǀǊƴȅŜȊŜǘ 

ƭŜƘŜǘǃǎŞƎŜƛǘ ŀƭǳƭŞǊǘŞƪŜƭƛ όŀȊŀȊ ōғύΣ ŀƪƪƻǊ ŀ ǾŞƭǘ ǾŜǎȊǘŜǎŞƎŜƪ ƻƪƻȊǘŀ ŜǊǃǎ ŦŞƭŜƭŜƳ Ƴƛŀǘǘ Ǝłǘƭłǎ ŀƭł 

ƪŜǊǸƭƘŜǘ ŀ ǾłƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘ ŜƭƛƴŘƝǘłǎŀΦ  

! ŦŜƴǘƛŜƪ ŀƭŀǇƧłƴ ƳŜƎƪǀȊŜƭƝǘǃƭŜƎ ƭŜƘŜǘǎŞƎŜǎ ōƛȊƻƴȅƻǎ łƭƭƝǘłǎƻƪŀǘ ƳƻƴŘŀƴƛ ŀǊǊƽƭΣ ƘƻƎȅ ŀ 

ǾłƭƭŀƭƪƻȊłǎƘƻȊ ƳƛƭȅŜƴ όōύ ŞǊǘŞƪŜƪ ƪŜƭƭŜƴŜƪΦ !ƘƘƻȊΣ ƘƻƎȅ ǾłƭƭŀƭƪƻȊłǎ Ǿŀƭƽōŀƴ ŜƭƛƴŘǳƭƧƻƴ, 

ǎȊǸƪǎŞƎŜǎΣ ƘƻƎȅ ŀ ƪǀǊƴȅŜȊŜǘŜǘ ƭŜƎŀƭłōō ǊŜłƭƛǎŀƴ ŞǊǘŞƪŜƭƧǸƪΣ ŀȊŀȊ ƭŜƎȅŜƴ ōҐмΣ ŘŜ ŎŞƭǎȊŜǊǼ ŀȊ ƛǎΣ 

ƘƻƎȅ ōƛȊƻƴȅƻǎ ƳŞǊǘŞƪǼΣ ŘŜ ƴŜƳ ǘǵlzott ǘǵƭŞǊǘŞƪŜƭŞǎ is szerepeljen, azaz b>1 legyen, amivel le 

ǘǳŘƧǳƪ ƎȅǃȊƴƛ ŀ ǾŜǎȊǘŜǎŞƎŜƪ ƪŜƭŜǘƪŜȊŞǎŞǘǃƭ Ǿŀƭƽ ŦŞƭŜƭƳŜƪŜǘΣ ŜȊ ƳƛƴǘŜƎȅ ŜƴŜǊƎƛłǘ ŀŘΦ Iŀǎƻƴƭƽ 

ehhez a ǾłƭǘƻȊłǎƛ ŦƻƭȅŀƳŀǘƻǘ ƭŜƝǊƽ ƳƻŘŜƭƭ ŦƻǊƳǳƭłƧłƴŀƪ όнΦ ƪŞǇƭŜǘύ ǾƛǎŜƭƪŜŘŞǎŜ ƛǎΣ ŀƘƻƭ ǳƎȅŀƴǵƎȅ 

ŞǊǾŞƴȅŜǎƴŜƪ ǘŜƪƛƴǘƘŜǘǃ ŀ ƪƛƭłǘłǎŜƭƳŞƭŜǘ ŀƭƪŀƭƳŀȊłǎŀΣ ŀȊŀȊ ƻǘǘ ƛǎ ŀƪƪƻǊ ƪǀǾŜǘƪŜȊƛƪ ōŜ ǾłƭǘƻȊłǎ 

ό·ύΣ ŀƳƛƪƻǊ ŀ ƭŜƘŜǘǎŞƎŜǎ ǾŜǎȊǘŜǎŞƎŜƪŜǘ ƭŞƴȅŜƎŜǎŜƴ ƳŜƎƘŀƭŀŘƧŀ ŀ ƭŜƘŜǘǎŞƎŜǎ ƴȅŜǊŜǎŞƎŜƪ 

ƳŞǊǘŞƪŜΦ  

! ǘŞƴȅƭŜƎŜǎ ŞǊǘŞƪŜƪǊŜ ƪǸƭǀƴ ƪǳǘŀǘłǎƻƪŀǘ ƪŜƭƭŜƴŜ ŦƻƭȅǘŀǘƴƛΦ !Ȋǘ ŀ ŘǀƴǘŞǎƛΣ ǾŀƎȅ ƻōƧŜƪǘƛǾƛȊłƭłǎƛ 

ŦƻƭȅŀƳŀǘƻǘΣ ŀƳŜƭȅ ŀ ƪǀǊƴȅŜȊŜǘ Ƙŀǘłǎłƴŀƪ Şǎ ŀ ōŜǘǀƭǘǀǘǘ ǎȊŜǊŜǇŞǊǘŜƭƳŜȊŞǎƴŜƪ ƪǀǎȊǀƴƘŜǘǃŜƴ 

ƭŞǘǊŜƧǀǘǘ, Bond (2013, 8) ŀȊ ŜǊŜŘŜǘƛ ƪŞǇƭŜǘōŜ hό{ύ ς ƪŞƴǘ ƛƭƭŜǎȊǘŜǘǘŜ ōŜ όŀƳƛ ƴłƭǳƴƪ hό9ύ ς ƪŞƴǘ 

jelenik meg).  

(5)  ὄ = Ὢ (ὖ, P(E), O(E)) 
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4.2. A pszichŞǎ folyamatΣ Ƴƛƴǘ ǾłƭǘƻȊƽ 

ałǎƻŘƛƪ ƭŞǇŞǎƪŞƴǘ ŀ ƭŜǿƛƴƛ ŦƻǊƳǳƭŀ ƪǀǾŜǘƪŜȊǃ ǾłƭǘƻȊƽƧłǘ, ŀ όtύ ǇǎȊƛŎƘŞǎ ŦƻƭȅŀƳŀǘƻƪŀǘ ōƻƴǘƧǳƪ 

ƪƛΦ 9Ȋǘ ŀ ƪǀǾŜǘƪŜȊǃ ŦƻǊƳǳƭłōŀƴ ŀŘƧǳƪ ƳŜƎΥ 

(6)  ὖ= Ὀ=Ὥ{ + Å 6 } ahol K,e,V0 

A formula elemei: $  ŀȊ ƛƴǘǊŀǇǎȊƛŎƘŞǎ ŦƻƭȅŀƳŀǘƻƪ ŜǊŜŘƳŞƴȅŜΣ ŘǀƴǘŞǎ ŀ ǾłƭƭŀƭƪƻȊłǎ 

ƳŜƎƛƴŘƝǘłǎŀ ƳŜƭƭŜǘǘΦ όLύ Ґ ŀ ǾłƭƭŀƭƪƻȊłǎ ƳŜƎƛƴŘƝǘłǎłǊŀ ǾƻƴŀǘƪƻȊƽ ǎȊłƴŘŞƪΣ όYύ Ґ ŀ ŘǀƴǘŞǎƘƻȊƽ 

ƪƻƳǇŜǘŜƴŎƛłƛΣ όŜύ Ґ ŜƴŜǊƎƛŀǎȊƛƴǘΣ ŀƳŜƭȅ ŀȊ ŜƭƪŜȊŘŞǎǘ ǎŜƎƝǘƛΣ ό±ύ Ґ ƧǀǾǃƪŞǇΣ ŀƳŜƭȅ ŜƭŞƎƎŞ ǾƻƴȊƽ 

Şǎ ŀ ǎȊǼǊǃ ŦŀƪǘƻǊΦ Iŀ ŀŘŜƪǾłǘ ƪƻƳǇŜǘŜƴŎƛłƪƪŀƭ ǊŜƴŘŜƭƪŜȊƛƪ ŀ ǾłƭƭŀƭƪƻȊƽΣ ŀƪƪƻǊ YҐмΣ лK<1 ha 

ƪƻƳǇŜǘŜƴŎƛłƛ ŜǊǃǎŜƴ ƘƛłƴȅƻǎŀƪΣ Şǎ Ƙŀ ǘǀōō Şǎ ŜǊǃǎŜƪΣ ŀƪƪƻǊ ƪҔмΦ ! ǘŜƭƧŜǎ ǇŀǎǎȊƛǾƛǘłǎ ŜǎŜǘŞōŜƴ 

όŜύ Ґ лΦ ! ǾƝȊƛƽ ό±ύ ŞǊǘŞƪŜ Ŏǎŀƪ ŀƪƪƻǊ ƳƻȊƎƽǎƝǘ ŎǎŜƭŜƪǾŞǎǊŜ, ha (V)>1. Az egyŜǎ ŜƭŜƳŜƪ ƪǀȊǀǘǘƛ 

ǾƛǎȊƻƴȅǘ ǎȊƻǊȊŀǘ ŦŜƧŜȊƛ ƪƛΣ ƳŜǊǘ ŜȊŜƪ ŜƎȅƛŘŜƧǼƭŜƎ Şǎ ƪǀƭŎǎǀƴǀǎŜƴ ŜǊǃǎƝǘƛƪ ǾŀƎȅ ƎȅŜƴƎƝǘƛƪ ŜƎȅƳłǎǘΦ 

Nem tudjuk, ǾŀƭƽƧłōŀƴ ƳƛƭȅŜƴ ƧŜƭƭŜƎǼ ŦǸƎƎǾŞƴȅƪŀǇŎǎƻƭŀǘ ƝǊƧŀ ƭŜ ŜȊŜƪ ŜƎȅƳłǎǊŀ ƘŀǘłǎłǘΣ ŘŜ 

Ƙŀǎƻƴƭƽŀƴ ŞǊǘŜƭƳŜȊƘŜǘǃƪ ƪŀǇŎǎƻƭŀǘŀƛƪōŀƴΣ Ƴƛƴǘ Gleicher Şǎ Little ŦƻǊƳǳƭłƧłƴłƭ (Beckhard, 

1969). ! ǇǎȊƛŎƘŞǎ ŦƻƭȅŀƳŀǘ ŜǊŜŘƳŞƴȅŜ ŜƎȅ ŦŜƭǾłƭƭŀƭǘ ǎȊłƴŘŞƪΣ ŀƪŀǊŀǘ ŀ ǾłƭƭŀƭƪƻȊłǎ ŜƭƛƴŘƝǘłǎłǊŀΣ 

ŀƳŜƭȅ ŜƎȅ ŘǀƴǘŞǎōŜƴ ŦƻƎ ƳŜƎƧŜƭŜƴƴƛΣ Şǎ ŜȊǘ ŀ ŘǀƴǘŞǎǘ ōŜŦƻƭȅłǎƻƭƴƛ ŦƻƎƧŀ ƳŀƧŘ ŀ όōύ ƻǇŜǊłǘƻǊ 

όƴŜǾŜȊƘŜǘƧǸƪ ŜȊǘ ǊŜŀƭƛǘłǎ ƛƴŘŜx-ƴŜƪ ƛǎύ Ƙŀǘłǎŀ ƛǎΣ ŀƳŜƭȅ ŀ ǘǵƭŞǊǘŞƪŜƭŞǎǘ ǾŀƎȅ ŀƭǳƭŞǊǘŞƪŜƭŞǎǘ ƧŜƭȊƛΦ 

4.3. ¢ƻǾłōōƛ ŜƭŜƳŜƪΣ ƪƻƳǇŜǘŜƴŎƛłƪ Şǎ ŜƴŜǊƎƛŀ 

! ŦŜƴǘƛ ŦƻǊƳǳƭłōŀƴ ǘƻǾłōōƛ ōƻƴǘłǎǊŀ ŀŘ ƭŜƘŜǘǃǎŞƎŜǘ a K kompetencia elem, melyet ŀ ƪǀǾŜǘƪŜȊǃ 

ƪŞǇŜƴ ƭŜƘŜǘƴŜ ŦƻǊƳǳƭłȊƴƛΥ 

(7)  K {ek,s,ab,exp,a,pers}  

(K) Ґ ƪƻƳǇŜǘŜƴŎƛłƪΣ ŀƳŜƭȅ ŀ ƪǀǾŜǘƪŜȊǃ ŜƭŜƳŜƪōǃƭ łƭƭ: (ek) = ŜȄǇƭƛŎƛǘ ǘǳŘłǎΣ όǎύ Ґ ƪŞǎȊǎŞƎŜƪΣ όŀōύ 

Ґ ƪŞǇŜǎǎŞƎŜƪΣ όŜȄǇύ Ґ ǘŀǇŀǎȊǘŀƭŀǘƛ ƛƳǇƭƛŎƛǘ ǘǳŘłǎΣ όŀύ Ґ ŀǘǘƛǘǼŘΣ (pers) Ґ ǎȊŜƳŞƭȅƛǎŞƎ ǇǊƻŦƛƭΦ !Ȋ ǎΣ 

ŀōΣ ŜȄǇ ŜǎŜǘŞōŜƴ ƎȅŀƪƻǊƭłǎǎŀƭΣ ŀȊŀȊ ŀ ƘŜƭȅȊŜǘŜƪ ǎƻǊƻȊŀǘƻǎ ƳŜƎƻƭŘłǎłǾŀƭΣ ǾŀƎȅ ƭŜƎŀƭłōō ŀ 

ǇǊƽōłƭƪƻȊłǎǎŀƭ Ƨƽ ŜǎŜǘōŜƴ ƴǀǾŜƪǎȊƛƪ ŀ ǇǊƻōƭŞƳŀƳŜƎƻƭŘłǎƛ ƪƻƳǇŜǘŜƴŎƛŀ ǎȊƝƴǾƻƴŀƭŀΦ  

! ŦƻǊƳǳƭŀ ǘƻǾłōōƛ ǊŞǎȊŞǘ, ŀȊ όŜύ ŘǀƴǘŞǎƛ ŜƴŜǊƎƛłǘ ƛǎ ŎŞƭǎȊŜǊǼ ǘƻǾłōōƛ ŜƭŜƳŜƪǊŜ ōƻƴǘŀƴƛΥ 

(8)  e{fr,pro,coa}  

(fr) Ґ ŦǊǳǎȊǘǊłŎƛƽ ƳŞǊǘŞƪŜΣ ŀƳŜƭȅ ŀ ǾłƎȅŀƪ Şǎ ƧŜƭŜƴ ƘŜƭȅȊŜǘ ŦŜǎȊǸƭǘǎŞƎŞōǃƭΣ ŀƪŀŘłƭȅƻȊǘŀǘłǎƻƪōƽƭ 

ŜǊŜŘΣ ŘŜ ŜƘƘŜȊ ƳŞƎ ōłǘǊŀƴ ƘƻȊȊłŀŘƘŀǘƧǳƪ ŀȊ ƛǎƳŞǘƭŞǎŜƪōǃƭ ŀŘƽŘƽ ŦǊǳǎȊǘǊłŎƛƽǎ łƭƭŀǇƻǘƻǘ ƛǎΣ 
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ŀƳŜƭȅ ǎŜƧǘŞǎǸƴƪ ǎȊŜǊƛƴǘ ŜȄǇƻƴŜƴŎƛłƭƛǎ ƎǀǊōŜ ƳŜƴǘŞƴ ƴǃǾŜƪǾǃΤ όǇǊƻύ Ґ ǇǊƻŀƪǘƛǾƛǘłǎ ƛǊłƴǘƛ ƛƎŞƴȅ 

ƳŞǊǘŞƪŜΣ όŎƻŀύ = ǾŜǊǎŜƴƎǃ ŀƎǊŜǎǎȊƛǾƛǘłǎ ŜƭŜƎȅŞōǃƭ łƭƭΦ ! ŦŜƴǘƛ ŦƻǊƳǳƭłƪ ŜƭŜƳŜƛ ƪǀȊǀǘǘƛ 

ƪŀǇŎǎƻƭŀǘƻƪŀǘ ƴŜƳ ŦŜƭǘŞǘƭŜƴ ŀ ǎȊƻǊȊŀǘ ƧŜƭƭŜƎ ƝǊƧŀ ƭŜΣ ƳŜǊǘ ǘǀōō ŜǎŜǘōŜƴ ƛǎ ǾŀƭŀƳŜƭȅƛƪ Ƙƛłƴȅŀ όŀȊŀȊ 

0 ŞǊǘŞƪŜύ ƴŜƳ ǘŜǎȊƛ ŞǊǘŜƭƳŜȊƘŜǘŜǘƭŜƴƴŞ ŀ ŦƻǊƳǳƭłǘΦ 

! ŦŜƴǘƛŜƪ ŀƭŀǇƧłƴ ŦƻǊƳǳƭłƴƪ Ƴƻǎǘ ŀ ƪǀǾŜǘƪŜȊǃ ƳƽŘƻƴ ƴŞȊ ƪƛΥ 

(9)  ὖ = $  = Ὥ{ +ÅËȟÓȟÁÂȟÅØÐȟÁȟÐÅÒÓÅÆÒȟÐÒÏȟÃÏÁ6 } 

Bond ŎƛƪƪŞōŜƴ (2013, 8) ƧŀǾŀǎƻƭ ƳŞƎ ŜƎȅ ŜƭŜƳŜǘ ŀ ƭŜǿƛƴ-ƛ ƪŞǇƭŜǘƘŜȊΣ ŀƳŜƭȅ ŀ ǘłǊǎŀǎ ƪǀȊŜƎ łƭǘŀƭƛ 

ƪƻƴǎȊŜƴȊǳǎ ƳŞǊǘŞƪŞǊǃƭ ǎȊƽƭ ς ezt CO(S)-ƴŜƪ ƴŜǾŜȊǘŜΣ ŀȊŀȊ ŀ Ƴƛ ƧŜƭǀƭŞǎŜƛƴƪƪŜƭ ŜȊ /hό9ύΦ Lǘǘ 

ǳǘŀƭƴłƴƪ ǾƛǎǎȊŀ az ŀŘƻǘǘ ǎȊŜǊŜǇ Şǎ ŀƴƴŀƪ ŀŘƻǘǘ ƪǳƭǘǵǊłōŀƴ Ǿŀƭƽ ŞǊǘŜƭƳŜȊŞǎƛ ƧŜƭŜƴǎŞƎŞǊŜΣ ŀƳŜƭȅ 

ǘŜǊƳŞǎȊŜǘŜǎŜƴ ǘłǊǎǳƭ ŀȊ ŀŘƻǘǘ ƪǳƭǘǵǊłōŀ Ǿŀƭƽ ƛƭƭŜǎȊƪŜŘŞǎƛ ǎȊłƴŘŞƪƪŀƭ ƛǎΦ   

! ƭŜǿƛƴƛ ƪŞǇƭŜǘ łǘŀƭŀƪƝǘłǎłƘƻȊ ƳŞƎ ŜƎȅ ƭŞǇŞǎ ǎȊǸƪǎŞƎŜǎΦ !Ȋ ƛƴǘǊŀǇǎȊƛŎƘŞǎ ŘǀƴǘŞǎƛ ŦƻƭȅŀƳŀǘ Şǎ ŀ 

ƪǀǊƴȅŜȊŜǘƛ ŜƭŜƳŜƪ ŞǊǘŞƪŜƭŞǎŜ ǳǘłƴ ŀ ƳŜƎǾŀƭƽǎƝǘłǎ όŜȄŜύ ŦƻǊƳǳƭłōŀ ƛƭƭŜǎȊǘŞǎŜ ǎȊǸƪǎŞƎŜǎ ƳŞƎ 

ŀƘƘƻȊΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊƽƛ ǾƛǎŜƭƪŜŘŞǎǘ ƳƻŘŜƭƭŜȊȊǸƪΦ 

NƎȅ ŀȊ ǵƧ ŦƻǊƳǳƭŀΥ 

(10)  ὄ =Ὢ{(Ὀ,Ὁ)ҎὩὼὩ}, 

ŀƘƻƭ ŀȊ όŜȄŜύ ƧŜƭŜƴǘƛ ŀ ƳŜƎǾŀƭƽǎƝǘłǎ ƳƛƴǃǎŞƎŞǘΣ ŀƳŜƭȅ ƳŜƎ ƛǎ ǎƻƪǎȊƻǊƻȊƘŀǘƧŀ ŀȊ ŜǊŜŘƳŞƴȅŜƪŜǘΣ 

ǾŀƎȅ ǘŜƭƧŜǎŜƴ ƳŜƎ ƛǎ ƘƛǵǎƝǘƘŀǘƧŀ ŀ ǾłƭƭŀƭƪƻȊłǎǘΦ 

 m{{½9D½;{ 

A vłƭƭŀƭƪƻȊƽƛ ŦƻƭȅŀƳŀǘ ƳƻŘŜƭƭŜȊŞǎŞƴŞƭ ŜƎȅ ƪǳƭŎǎŦƻƴǘƻǎǎłƎǵ ƳƻȊȊŀƴŀǘƻǘ ƪƝǾłƴǘǳƴƪ ƪƛŜƳŜƭƴƛΣ 

ŀȊŀȊ ŀ ŘǀƴǘŞǎǘΣ ŀƳŜƭȅ ŜƭƛƴŘƝǘƧŀ ŀ ǾłƭƭŀƭƪƻȊłǎ ǵǘƧłƴ ŀ ǎȊŜƳŞƭȅǘΦ ! ŦƻƭȅŀƳŀǘ ǎƻƪǎȊƻǊ ǊŜƧǘŞƭȅŜǎƴŜƪ 

ǘǼƴƛƪΣ ǎȊłƳǘŀƭŀƴ ŘǀƴǘŞǎƘƻȊŀǘŀƭƛ ǇǎȊƛŎƘƻƭƽƎƛŀƛ ƧŜƭŜƴǎŞƎ ōŜŦƻƭȅłǎƻƭƧŀ όǎȊŜƭŜƪǘƝǾ ǇŜǊŎŜǇŎƛƽΣ 

ƳƻǘƛǾłŎƛƽΣ ƪƻƎƴƛǘƝǾ ŘƛǎǎȊƻƴŀƴŎƛŀ ǎǘōΦύΣ ƪƻǊłƴǘǎŜƳ ƭŜƘŜǘǎŞƎŜǎ ƴƻǊƳŀǘƝǾ ƳƽŘƻƴ ƳŜƎƘŀǘłǊƻȊƴƛ ŀ 

ŘǀƴǘŞǎƛ ŦƻƭȅŀƳŀǘƻǘΣ Ŏǎŀƪ ƭŜƝǊłǎǘ ǘǳŘǳƴƪ ŀŘƴƛΦ tŜǊǎȊŜ ƛǘǘ ǊǀƎǘǀƴ ŜƭǃƪŜǊǸƭƘŜǘƴŜƪ ŀ ƳłǊ ƭŜƝǊǘ 

ƎƻƴŘƻƭƪƻŘłǎƛ Şǎ ǾƛǎŜƭƪŜŘŞǎƛ ǘƻǊȊƝǘłǎƻƪΣ ŀƳŜƭȅŜƪōǃƭ Ŏǎŀƪ ƴŞƘłƴȅŀǘ ŜƳƭƝǘǸƴƪ ƛƭƭǳǎȊǘǊłŎƛƽƪŞƴǘΥ az 

ŜƎȅŞƴ ŀ ƳǵƭǘōŜƭƛ ƪƻŎƪłȊŀǘƻǎ ŘǀƴǘŞǎŜƛƴŜƪ ŜǊŜŘƳŞƴȅŜƛǘ ŜƭƘŜǎǎŜƎŜǘƛ (Thaler ς Johnson 1990); a 

ǘǵƭȊƻǘǘ ƻǇǘƛƳƛȊƳǳǎ Şǎ ŀ ƳŀƎŀōƛȊǘƻǎǎłƎ ƧŜƭŜƴǎŞƎŜ ƛǎ ƳŜƎƧŜƭŜƴƛƪ (Koriat et al., 1980; Busenitz ς 

Barney 1997; Zacharakis ς Shepherd 2001)Τ ŜƭƘŜǎǎŜƎŜǘƛ ŀ ƭŜƘŜǘǃǎŞƎŞǘ ŀƴƴŀƪΣ ƘƻƎȅ ōłǊƳƛ ǊƻǎǎȊ 

ǘǀǊǘŞƴƘŜǘ ǾŜƭŜ (Slovic et al., 1984)Σ ƭŜƘƻǊƎƻƴȅƻȊ ōƛȊƻƴȅƻǎ ŀŘŀǘƻƪƴłƭ Şǎ ƧŜƭŜƴǎŞƎŜƪƴŞƭ όŀƴŎƘƻǊƛƴƎ 

- Tversky ς Kahneman 1974ύΣ ǾŀƭŀƳƛƴǘ Ŏǎŀƪ ƻƭȅŀƴ ŜƭŜƳŜƪŜǘ ƘƝǾ Ŝƭǃ ƳŜƳƽǊƛłƧłōƽƭ 
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όŜƭŞǊƘŜǘǃǎŞƎκŀǾƛŀōƛŀƭƛty Tversky ς Kahneman 1973, 1992ύΣ ŀƳŜƭȅŜƪ ǘłƳƻƎŀǘƧłƪ ŀ ƪƛŀƭŀƪƝǘƻǘǘ 

ƪŞǇŜǘΣ ŀƳƛǘ ƭłǘƴƛ ǎȊŜǊŜǘƴŜΣ ŀȊŀȊ ŀ ƧǀǾǃōŜƭƛ ǎƛƪŜǊŜǎǎŞƎŜǘΦ 

! ŦŜƴǘƛ ŦƻǊƳǳƭłƪ ǎŜƎƝǘǎŞƎŞǾŜƭ ƳŜƎŦƻƎŀƭƳŀȊƘŀǘǳƴƪ ƻƭȅŀƴ ǾƛȊǎƎłƭŀǘƛ ƳƻŘŜƭƭŜƪŜǘ όǾŀƎȅ ŀƪłǊ 

ƪƝǎŞǊƭŜǘŜƪŜǘύΣ ŀƳŜƭȅŜƪ ŀƭŀǇƧłƴ ǘƛǎȊǘłōōŀƴ ƭłǘƘŀǘƧǳƪΣ ƳƛƭȅŜƴ ǎȊŜƳŞƭȅŜǎ ǘŞƴȅŜȊǃƪ Şǎ ƳƛƭȅŜƴ 

ƪǀǊƴȅŜȊŜǘƛ ǘŞƴȅŜȊǃƪ ƳŜƪƪƻǊŀ Ƙŀǘłǎǎŀƭ Ǿŀƴƴŀƪ ŀ ǾłƭƭŀƭƪƻȊƽƛ ŘǀƴǘŞǎŜƪǊŜΦ ! ŦŜƴǘƛ ƳƻŘŜƭƭƪƝǎŞǊƭŜǘ 

ǵƧŘƻƴǎłƎƪŞƴǘ ōŜŜƳŜƭƛ ŀ ǾƛǎŜƭƪŜŘŞǎƛ ƪǀȊƎŀȊŘŀǎłƎǘŀƴōƽƭ ŀ ƪƛƭłǘłǎŜƭƳŞƭŜǘ ŜǊŜŘƳŞƴȅŞǘΣ ŘŜ ƳŞƎ 

ƪŞǎǃōōƛ ƪƛŜƎŞǎȊƝǘŞǎŜƪ ƪŜƭƭŜƴŜƪ ŀ ƳŜƴǘłƭƛǎ ƴȅƛƭǾłƴǘŀǊǘłǎ ŜƭƳŞƭŜǘŞƴŜƪ ōŜƛƭƭŜǎȊǘŞǎŞƘŜȊ (Thaler, 

2016). ¦ǘƽōōƛ ƪǸƭǀƴǀǎŜƴ Ŧƻƴǘƻǎƴŀƪ ǘǼƴƛƪΣ ƘƛǎȊŜƴ ŀ ǾłƭƭŀƭƪƻȊłǎƛ ŘǀƴǘŞǎŜƪƴŞƭ ƛƎŜƴ ƘƻǎǎȊǵ 

ƛŘǃǘłǾǊŀ ǾƻƴŀǘƪƻȊƴŀƪ ŀ ŘǀƴǘŞǎŜƪΦ 
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Absztrakt  

! ǾŜȊŜǘǃƪƴŜƪ ǎȊłƳƻǎ ƳǳƴƪŀƘŜƭȅƛ ƪƛƘƝǾłǎǎŀƭ ƪŜƭƭ ƳŜƎƪǸȊŘŜƴƛǸƪΣ ƛƭȅŜƴ ǇŞƭŘłǳƭ ŀ ƳǳƴƪŀƘŜƭȅƛ 

ǎǘǊŜǎǎȊ ƛǎΦ ! ƴŀǇƧŀƛƴƪōŀƴ ŜƎȅǊŜ ƛƴƪłōō ŜƭǃŦƻǊŘǳƭƽ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ ǎȊłƳƻǎ ŀƎƎƻŘŀƭƻƳǊŀ 

ŀŘƘŀǘ ƻƪƻǘΣ ƳƛǾŜƭ ŀȊ ƧŜƭŜƴǘǃǎ ƎŀȊŘŀǎłƎƛ Ƙŀǘłǎǎŀƭ ƭŜƘŜǘ ŀ ǎȊŜǊǾŜȊŜǘŜƪǊŜ ƴŞȊǾŜΦ ! ǘŀƴǳƭƳłƴȅ ŎŞƭƧŀΣ 

ƘƻƎȅ ǎȊƭƻǾłƪƛŀƛ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪ ǇŞƭŘłƧłƴ ƪŜǊŜǎȊǘǸƭ ŦŜƭƳŞǊƧŜΣ ƘƻƎȅ Ǿŀƴ-Ŝ ǀǎǎȊŜŦǸƎƎŞǎ 

ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ Şǎ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ƪǀȊǀǘǘΦ Yǳǘŀǘłǎƛ ƳƽŘǎȊŜǊƪŞƴǘ ŀ 

ƪŞǊŘǃƝǾŜǎ ŦŜƭƳŞǊŞǎǘ ǾłƭŀǎȊǘƻǘǘŀƳΣ ƳŜƭȅōŜƴ ƴȅƛǘƻǘǘ Şǎ ȊłǊǘ ǘƝǇǳǎǵ ƪŞǊŘŞǎŜƪ ŜƎȅŀǊłƴǘ 

ǎȊŜǊŜǇŜƭǘŜƪΦ ! ƪŞǊŘŞǎŜƪ ŦŜƭŘƻƭƎƻȊłǎŀ ǎƻǊłƴ ōŜōƛȊƻƴȅƻǎƻŘƻǘǘΣ ƘƻƎȅ ǎȊƻǊƻǎ ǀǎǎȊŜŦǸƎƎŞǎ Ǿŀƴ ŀ 

ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ Şǎ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ƪǀȊǀǘǘΦ NƎȅ ŀ ǾƛȊǎƎłƭǘ ǎȊŜǊǾŜȊŜǘŜƪ ǎȊłƳłǊŀ 

ƳŜƎƪŞǊŘǃƧŜƭŜȊƘŜǘŜǘƭŜƴ ŦƻƴǘƻǎǎłƎǵ ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ ƳŜƎŦŜƭŜƭǃ ƛŘǃōŜƴ ǘǀǊǘŞƴǃ ǎȊŀƪǎȊŜǊǼ 

ƪŜȊŜƭŞǎŜΦ ! ǾƛȊǎƎłƭŀǘƻƪ ǎƻǊłƴ ōŜƛƎŀȊƻƭƽŘƻǘǘΣ ƘƻƎȅ ŀ ŦŜƭƳŞǊŞǎōŜ Ǿƻƴǘ ǎȊŜǊǾŜȊŜǘŜƪ ǾŜȊŜǘǃƛ 

ƴŀƎȅǊŞǎȊǘ ǘƛǎȊǘłōŀƴ Ǿŀƴƴŀƪ ŀ ǎȊŜǊǾŜȊŜǘǸƪƴŞƭ ƧŜƭŜƴǘƪŜȊǃ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ ǘŞƴȅŞǾŜƭ Şǎ ŀȊƻƪ 

ǎǵƭȅƻǎǎłƎłǾŀƭΣ ǘƻǾłōōł ŀȊ ƛǎ ƪƛŘŜǊǸƭǘΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃƪ ǊŜƴŘŜƭƪŜȊƴŜƪ ŀȊ ŀŘƻǘǘ ǇǊƻōƭŞƳłƪ 

ƪŜȊŜƭŞǎŞƘŜȊ ǎȊǸƪǎŞƎŜǎ ǎȊŀƪƳŀƛ ƛǎƳŜǊŜǘŜƪƪŜƭΦ 

YǳƭŎǎǎȊŀǾŀƪΥ ŜƭŞƎŜŘŜǘǘǎŞƎΣ ƳǳƴƪŀŜǊǃƘƛłƴȅΣ stressz, szervezeti ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎΣ ǾŜȊŜǘŞǎ 

Abstract  

Nowadays the labor markets cope with labor shortages, so there is a growing challenge for 

employers to retain their staff. Leaders have to face many job challenges, such as workplace 

stress. More and more occurring workplace stress can be a subject of concern, as it may have 
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a significant economic impact on the organizations. Long-term work stress can cause losing 

ǿƻǊƪŜǊǎΩ ŎƻƳƳƛǘƳŜƴǘ ǘƻ ǘƘŜƛǊ ƻǊƎŀƴƛȊŀǘƛƻƴΦ ¢ƘŜ ǇǳǊǇƻǎŜ ƻŦ ǘƘŜ ǎǘǳŘȅ ƛǎ ǘƻ ŀǎǎŜǎǎ ǘƘŜ 

relationship between workplace stress and employee commitment through the example of 

small and medium-sized enterprises in Slovakia. As a research method, I chose a questionnaire 

survey, in which both open and closed-type questions were. Research results reveal a strong 

correlation between workplace stress and employee commitment. In the research, I concluded 

that the managers of the examined organizations steadily aware of the workplace stress, and 

the managers have the professional knowledge to handle the problems.  

Keywords: Satisfaction, Lack of workforce, Stress, Organizational commitment, Leadership 

 .9±9½9¢;{ 

! ǎǘǊŜǎǎȊ ŀ Ƴŀƛ ǾƛƭłƎōŀƴ ǎȊƛƴǘŜ ƳƛƴŘŜƴǸǘǘ ƧŜƭŜƴ ǾŀƴΣ ƴƛƴŎǎ ŜȊ ƳłǎƪŞǇǇ ŀ ƳǳƴƪŀƘŜƭȅŜƪŜƴ ǎŜƳΦ 

! ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊƻǊƻƪƴŀƪ ǘǀōō ŎǎƻǇƻǊǘƧŀ ƭŞǘŜȊƛƪΣ ƳŜƭȅŜƪ ƭŜƘŜǘƴŜƪ ŀ ƳŜƴƴȅƛǎŞƎƛ- Şǎ 

ƳƛƴǃǎŞƎƛ ŜƭǾłǊłǎƻƪΣ ŀ ƴŜƳ ƳŜƎŦŜƭŜƭǃ ƳǳƴƪŀŦŜƭǘŞǘŜƭŜƪΣ ŀ ƳǳƴƪłǾŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ǎȊŜǊǾŜȊŜǘƛ 

ǾłƭǘƻȊłǎƻƪ, ǾŀƎȅ ŀƪłǊ ŀ ǘŜŎƘƴƻƭƽƎƛŀ ƎȅƻǊǎ ǸǘŜƳǼ ŦŜƧƭǃŘŞǎŜ ƛǎΦ 

α! ǎǘǊŜǎǎȊ ŀȊ ŞƭŜǘ ǎŀǾŀ-ōƻǊǎŀέ, ƝƎȅ ƧŜƭƭŜƳŜȊǘŜ ŀ ǎǘǊŜǎǎȊǘ {ŜƭȅŜ Włƴƻǎ ŀ α{ǘǊŜǎǎȊ ŘƛǎǘǊŜǎǎȊ ƴŞƭƪǸƭέ 

ŎƝƳǼ ƪǀƴȅǾŞōŜƴΦ {ŜƭȅŜ ǎȊŜǊƛƴǘ ŀ ǎǘǊŜǎǎȊ ŀ ǎȊŜǊǾŜȊŜǘ ƴŜƳ ǎǇŜŎƛŦƛƪǳǎ ǊŜŀƪŎƛƽƧŀ ƳƛƴŘŜƴ ƻƭȅŀƴ 

ƛƴƎŜǊǊŜΣ ŀƳŜƭȅ ƪƛōƛƭƭŜƴǘƛ ŜǊŜŘŜǘƛ ŜƎȅŜƴǎǵƭȅƛ łƭƭŀǇƻǘłōƽƭΣ Şǎ ŀȊǘ ŀƭƪŀƭƳŀȊƪƻŘłǎǊŀ ƪŞƴȅǎȊŜǊƝǘƛ 

(Selye, 1976). Robbins (1998) ǎȊŜǊƛƴǘ ŀ ǎǘǊŜǎǎȊ ŘƛƴŀƳƛƪǳǎ ŦƻƭȅŀƳŀǘΣ ƳŜƭȅōŜƴ ŀȊ ŜƎȅŞƴ 

ƭŜƘŜǘǃǎŞƎƎŜƭΣ ƪƻǊƭłǘǘŀƭ Şǎ ƪǀǾŜǘŜƭƳŞƴƴȅŜƭ ǎȊŜƳōŜǎǸƭΦ 

! ǎǘǊŜǎǎȊ Ŝƭǃǘǘ ŀ ǎȊŜǊǾŜȊŜǘƛ ǘŀƎƻƪŀǘ ƪǸƭǀƴōǀȊǃ ƛƴƎŜǊŜƪ ŞǊƛƪΣ ƳŜƭȅŜƪ ŀƭƪŀƭƳŀȊƪƻŘłǎǊŀ ƪŞǎȊǘŜǘƛƪΣ 

ŜȊŜƪŜǘ ŀȊ ƛƴƎŜǊŜƪŜǘ ƴŜǾŜȊȊǸƪ ǎǘǊŜǎǎȊƻǊƻƪƴŀƪΦ WŜƭŜƴǎŞƎŜƪΣ ŜǎŜƳŞƴȅŜƪΣ ǎȊŜƳŞƭȅŜǎ 

ƪǀƭŎǎǀƴƘŀǘłǎƻƪ, ǾŀƎȅ ŀƪłǊ ŀ ǎŀƧłǘ ƎƻƴŘƻƭŀǘŀƛƴƪ ƛǎ ŦǳƴƪŎƛƻƴłƭƘŀǘƴŀƪ ǎǘǊŜǎǎȊƻǊƪŞƴǘ (Khalatbari et 

al., 2013). ! ǎǘǊŜǎǎȊƻǊƻƪŀǘ ƪŞǘ Ŧǃ ŎǎƻǇƻǊǘǊŀ ƻǎȊǘƘŀǘƧǳƪ ŦŜƭ ŀȊ łƭǘŀƭǳƪ ƪƛŦŜƧǘŜǘǘ Ƙŀǘłǎ ǎȊŜǊƛƴǘΣ 

ƳŞƎǇŜŘƛƎ 9ǳǎǘǊŜǎǎȊ όǇƻȊƛǘƝǾύ Şǎ 5ƛǎǘǊŜǎǎȊ όƴŜƎŀǘƝǾύ (Kahn ς Byosiere, 1992). 

aƛƴŘŜƴ ŜǎŜƳŞƴȅ ǾŀƭŀƳƛƭȅŜƴ ƳŞǊǘŞƪōŜƴ ŀȊ ŜƎȅŞƴ ǎȊŜƳǎȊǀƎŞōǃƭ ǎǘǊŜǎǎȊŜǎƴŜƪ ǎȊłƳƝǘΣ ŀȊ 

ŞƭŜǘŜǎŜƳŞƴȅŜƪōŜƴ ōŜƪǀǾŜǘƪŜȊǃ ǾłƭǘƻȊłǎƻƪ ƪǸƭǀƴōǀȊǃ ǎǘǊŜǎǎȊ-ƳŞǊǘŞƪŜǘ ƧŜƭŜƴǘŜƴŜƪ ŀȊ ŜƎȅŞƴ 

ǎȊłƳłǊŀ (Noone, 2017). 

! ƳƻŘŜǊƴ ǘłǊǎŀŘŀƭƳŀƪōŀƴ ŀ ƳǳƴƪŀƘŜƭȅ ŀŘƧŀ ŀȊ ŜƎȅƛƪ ƭŜƎŦƻƴǘƻǎŀōō ǇǎȊƛŎƘƻ-ǎȊƻŎƛłƭƛǎ 

ƪǀǊƴȅŜȊŜǘŜǘ ǎȊłƳǳƴƪǊŀΣ ƳŜƭȅōǃƭ ŜǊŜŘǃ ƛƴƎŜǊŜƪ ƴŀƎȅƳŞǊǘŞƪōŜƴ ōŜŦƻƭȅłǎƻƭƘŀǘƧłƪ ƳƛƴŘ 
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ŜƎŞǎȊǎŞƎǸƴƪŜǘΣ ƳƛƴŘ ŀ ǇǎȊƛŎƘƻƭƽƎƛŀƛ ƧƽƭƭŞǘǸƴƪŜǘΦ ! ǎȊŜǊǾŜȊŜǘŜƪōŜƴ ƧŜƭŜƴƭŞǾǃ ǎǘǊŜǎǎȊǘ łƭǘŀƭłōŀƴ 

ǎȊƻǊƻƴƎłǎƴŀƪ Şǎ ŜƭŞƎŜŘŜǘƭŜƴǎŞƎƴŜƪ ǘŜƪƛƴǘƛƪ (Perrewe ς Ganster, 1989). A szervezeti stresszt 

ǵƎȅ ƭŜƘŜǘ ƳŜƎƘŀǘłǊƻȊƴƛΣ Ƴƛƴǘ ŜƎȅ ŞǊȊŜƭƳƛΣ ǾƛǎŜƭƪŜŘŞǎƛ Şǎ ŦƛȊƛƻƭƽƎƛŀƛ ǾłƭŀǎȊ ŀ ƳǳƴƪŀƘŜƭȅƛ 

ƪǀǊƴȅŜȊŜǘ ƪłǊƻǎ ƘŀǘłǎŀƛǊŀΦ Jamal (1990) ǎȊŜǊƛƴǘ ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ ǵƎȅ ƘŀǘłǊƻȊƘŀǘƽ ƳŜƎΣ Ƴƛƴǘ 

ŀȊ ŜƎȅŞƴ ǊŜŀƪŎƛƽƧŀ ŀ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘ ƛƴƎŜǊŜƛǊŜΣ ŀƳŜƭȅŜƪ ŞǊȊŜƭƳƛƭŜƎ Şǎ ŦƛȊƛƪŀƛƭŀƎ ŦŜnyegetik. 

Nikolajevaite ς Sabaityte (2016) ǎȊŜǊƛƴǘΣ Ƙŀ ŀ ƳǳƴƪŀǾłƭƭŀƭƽ ƴŜƳ ǘǳŘƧŀ ǘŜƭƧŜǎƝǘŜƴƛ ŀ 

ƳǳƴƪŀƪǀǊŞƘŜȊ ƘƻȊȊłǊŜƴŘŜƭǘ ŦŜƭŀŘŀǘƻƪŀǘΣ ŀƪƪƻǊ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊǘ ŞǊŜȊΦ Cox (1991) szerint a 

ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ ŀƪƪƻǊ ŦƻǊŘǳƭ Ŝƭǃ ƎȅŀƪƻǊǘŀΣ ŀƳƛƪƻǊ ŀȊ ŜƎȅŞƴ ƳŞƭǘłƴȅǘŀƭŀƴƴŀƪ ŞǊȊƛ ŀ ǾŜƭŜ 

ǎȊŜƳōŜƴ ǘŀƴǵǎƝǘƻǘǘ ǾŜȊŜǘǃƛ ƘƻȊȊłłƭƭłǎǘΦ  

! ƳǳƴƪŀƘŜƭȅŜƴ ŦŜƭƭŞǇǃ ǎǘǊŜǎǎȊƻǊƻƪŀǘ Cooper (1998) ŦŜƭƻǎȊǘƻǘǘŀ ŦŜƭŀŘŀǘǘŀƭΣ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘǘŜƭΣ 

ǎȊŜǊǾŜȊŜǘōŜƴ ōŜǘǀƭǘǀǘǘ ǎȊŜǊŜǇǇŜƭ ƪŀǇŎǎƻƭŀǘƻǎ Şǎ ǎȊŜǊǾŜȊŜǘŜƴ ƪƝǾǸƭƛ ǎǘǊŜǎǎȊ ƘŀǘłǎƻƪǊŀΦ ! 

feladattal kapŎǎƻƭŀǘƻǎ ǎǘǊŜǎǎȊ Ƙŀǘłǎƻƪ ŀȊ ŀƭǳƭ- ǾŀƎȅ ǘǵƭǘŜǊƘŜƭŞǎǘΣ ŀ ƳǳƴƪŀŦŜƭǘŞǘŜƭŜƪ ǊŜƴŘǎȊŜǊŞǘ 

Şǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ǾłƭǘƻȊłǎƻƪŀǘ ŦƻƎƭŀƭƧłƪ ƳŀƎǳƪōŀΦ ! ƳǳƴƪŀƪǀǊƴȅŜȊŜǘǘŜƭ ƪŀǇŎǎƻƭŀǘƻǎ ǎǘǊŜǎǎȊ 

Ƙŀǘłǎƻƪƻƴ ŀ ƳǳƴƪŀƘŜƭȅ ŦƛȊƛƪŀƛ ƪǀǊƴȅŜȊŜǘŞǘ ŞǊǘƧǸƪΦ ! ǎȊŜǊǾŜȊŜǘōŜƴ ōŜǘǀƭǘǀǘǘ ǎȊŜǊŜǇ ǇŜŘƛƎ ǘƻǾłōō 

ōƻƴǘƘŀǘƽ ŜƎȅŞƴƛΣ ŎǎƻǇƻǊǘ Şǎ ǎȊŜǊǾŜȊŜǘƛ ǎȊƛƴǘŜƪǊŜΦ !Ȋ ŜƎȅŞƴƛ ǎȊƛƴǘŜƴ ƧŜƭŜƴǘƪŜȊǃ ǎǘǊŜǎǎȊƻǊƻƪ ƪǀȊǸƭ 

ƪƛŜƳŜƭŜƴŘǃ ŀ ǎȊŜǊǾŜȊŜǘƛ ǎȊŜǊŜǇ ƪŞǘŞǊǘŜƭƳǼǎŞƎŜΣ ŀ ŦŜƭŜƭǃǎǎŞƎǾłƭƭŀƭłǎ Şǎ ŀ ƪŀǊǊƛŜǊƭŜƘŜǘǃǎŞƎŜƪΦ ! 

ŎǎƻǇƻǊǘǎȊƛƴǘǼ ǎǘǊŜǎǎȊƻǊƻƪ ƪǀȊŞ ǘŀǊǘƻȊƴŀƪ ŀ ƳǳƴƪŀǘłǊǎƛ Şs a felettesi kapcsolatok, valamint a 

ŎǎƻǇƻǊǘƻƴ ōŜƭǸƭƛ ƪƻƴŦƭƛƪǘǳǎƘŜƭȅȊŜǘŜƪΦ ! ǎȊŜǊǾŜȊŜǘƛ ǎȊƛƴǘƘŜȊ ǎƻǊƻƭƧǳƪ ŀ ƴŜƳ ƳŜƎŦŜƭŜƭǃ 

ƧŀǾŀŘŀƭƳŀȊłǎƛ ǊŜƴŘǎȊŜǊǘΣ ŀ Ƴǳƴƪŀ ōƛȊƻƴȅǘŀƭŀƴǎłƎłǘΣ ŀ ǊƻǎǎȊ ǾŜȊŜǘŞǎƛ ǎǘƝƭǳǎǘ Şǎ ŀ ƪŜŘǾŜȊǃǘƭŜƴ 

ǎȊŜǊǾŜȊŜǘƛ ƭŞƎƪǀǊǘ όWǳƘłǎȊΣ нллнύΦ 

Murphy (1995) ŦŜƭƻǎȊǘłǎŀ ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊƻǊƻƪƴŀƪ ǀǘ ŎǎƻǇƻǊǘƧłǘ ƪǸƭǀƴōǀȊǘŜǘƛ ƳŜƎΥ 

1. ǎȊŜǊǾŜȊŜǘƛ Ǌǳǘƛƴƻƪ όƳƻǘƛǾłŎƛƽǎ ǊŜƴŘǎȊŜǊΣ ŜƭƭŜƴǃǊȊŞǎƛ ƳŜŎƘŀƴƛȊƳǳǎƻƪύΣ  

2. ŦŜƭŀŘŀǘƻƪ ƳƛƭȅŜƴǎŞƎŜ όƳǳƴƪŀ ƳŜƴƴȅƛǎŞƎŜΣ ƳǳƴƪŀŦƻƭȅŀƳŀǘƻƪΣ ǀƴłƭƭƽǎłƎύΣ  

3. ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀ όƳǳƴƪŀǾłƭƭŀƭƽƛ ŞǊǘŞƪŜƪΣ ŀǘǘƛǘǼŘǀƪΣ ǎȊŜƳŞƭȅŜǎ ŦŜƧƭǃŘŞǎƛ 

ƭŜƘŜǘǃǎŞƎŜƪύΣ 

4. ƛƴǘŜǊǇŜǊǎȊƻƴłƭƛǎ ƪŀǇŎǎƻƭŀǘƻƪ όŦŜƭŜǘǘŜǎƛ Şǎ ƳǳƴƪŀǘłǊǎƛ ƪŀǇŎǎƻƭŀǘƻƪΣ ǸƎȅŦŜƭŜƪύΣ Şǎ 

5. ŀȊ ŀƭƪŀƭƳŀȊƻǘǘŀƪ ǎȊŜƳŞƭȅŜǎ ƧŜƭƭŜƳȊǃƛ όǎȊŜƳŞƭȅƛǎŞƎƧŜƎȅŜƪΣ ŎǎŀƭłŘƛ ƪŀǇŎǎƻƭŀǘƻƪύΦ 

{ǘǊŜǎǎȊ ƳƛƴŘƛƎ ƧŜƭŜƴ Ǿŀƴ ŀȊ ŀƭƪŀƭƳŀȊƻǘǘŀƪ ƪǀȊǀǘǘΣ ŀȊƻƴōŀƴ ŀ ƳǳƴƪŀƪǀǊǸƭƳŞƴȅŜƪ Şǎ ŀ ƳƛƴǃǎŞƎ 

ƧŀǾƝǘłǎłǾŀƭ ŀƴƴŀƪ ƳŞǊǘŞƪŜ ƧŜƭŜƴǘǃǎŜƴ ŎǎǀƪƪŜƴǘƘŜǘǃΦ ! ǎǘǊŜǎǎȊǘ ǾŀƭŀƳƛƭȅŜƴ ǵǘƻƴ-ƳƽŘƻƴ ƻƭŘŀƴƛ 
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ƪŜƭƭΣ ǳƎȅŀƴƛǎ ŀ ǎǘǊŜǎǎȊ ƧŜƭŜƴǘǃǎ Ƙŀǘłǎǎŀƭ ƭŜƘŜǘ ŀ ǎȊŜǊǾŜȊŜǘ ǘŜƭƧŜǎƝǘƳŞƴȅŞǊŜ (Rose et al., 1998). 

Ragel (2017) ŀ ƪǳǘŀǘłǎłōŀƴ ǎȊƛƴǘŞƴ ƴŜƎŀǘƝǾ ƪƻǊǊŜƭłŎƛƽǘ ǘŀƭłƭǘ ŀ ǎǘǊŜǎǎȊ Şǎ ŀ Ƴǳƴƪŀ ǘŜƭƧŜǎƝǘƳŞƴȅŜ 

ƪǀȊǀǘǘΣ ǾŀƎȅƛǎ ŀ ǎǘǊŜǎǎȊ ŎǎǀƪƪŜƴǘƛ ŀ ǘŜƭƧŜǎƝǘƳŞƴȅǘΦ  

bŀǇƧŀƛƴƪ ƎŀȊŘłƭƪƻŘƽ ǎȊŜǊǾŜȊŜǘŜƛƴŜƪ ŜƎȅƛƪ ƭŜƎŦƻƴǘƻǎŀōō ƪŞǊŘŞǎŜ ŀȊΣ ƘƻƎȅ ƳŜƴƴȅƛǊŜ ǎƛƪŜǊǸƭ ŀȊ 

ŀƭƪŀƭƳŀȊƻǘǘŀƪōŀƴ ƪƛŀƭŀƪƝǘŀƴƛ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎŜǘΦ ! ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ƻƭȅŀƴ 

ǇǎȊƛŎƘƻƭƽƎƛŀƛ łƭƭŀǇƻǘΣ ŀƳŜƭȅ ŀ ƳǳƴƪŀǾłƭƭŀƭƽǘ ŞǊȊŜƭƳƛƭŜƎ ŀ ǎȊŜǊǾŜȊŜǘƘŜȊ ƪǀǘƛΦ 

Buchanan (1974) ŀƭŀǇƧłƴ ŀ ǎȊŜǊǾŜȊŜǘ ƛǊłƴǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ŜƎȅ ŜƎȅŞƴ Şǎ ŜƎȅ ŀŘƻǘǘ ǎȊŜǊǾŜȊŜǘ 

ƪǀȊǀǘǘƛ ŞǊȊŜƭƳƛ ƪŀǇŎǎƻƭŀǘΣ ŀƳŜƭȅŜǘ ŀ ƪǀǾŜǘƪŜȊǃ ƘłǊƻƳ Ŧǃ ǇŀǊŀƳŞǘŜǊ ƧŜƭƭŜƳŜȊ ŀȊ ŜƎȅŞƴ ǊŞǎȊŞǊǃƭΥ 

1. ŀȊƻƴƻǎǳƭłǎ ŀ ǎȊŜǊǾŜȊŜǘ ŎŞƭƧŀƛǾŀƭ Şǎ ŞǊǘŞƪŜƛǾŜƭΣ 

2. ŀƪǘƝǾ ǊŞǎȊǾŞǘŜƭ ŀ ƳǳƴƪŀƘŜƭȅƛ ŦŜƭŀŘŀǘƻƪōŀƴ ŀ ǎȊŜǊǾŜȊŜǘ ŞǊŘŜƪŞōŜƴΣ ǾŀƭŀƳƛƴǘ 

3. ŀ ǎȊŜǊǾŜȊŜǘƘŜȊ Ǿŀƭƽ ǘŀǊǘƻȊłǎ ŞǊȊŜǘŜΦ 

! ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ŀȊ ŜƎȅŞƴƛ ǘǀōōƭŜǘǘŜǊƘŜƭŞǎ Ǿłƭƭŀƭłǎłƴ ŦŜƭǸƭ ŀ ǎȊŜǊǾŜȊŜǘƛ ƭƻƧŀƭƛǘłǎǘ ƛǎ 

ƳŀƎłōŀ ŦƻƎƭŀƭƧŀΣ ǾŀƎȅƛǎ ƻƭȅŀƴ ǇǎȊƛŎƘƻƭƽƎƛŀƛ ƪŀǇŎǎƻƭŀǘΣ ŀƳŜƭȅ ŀ ƳǳƴƪŀǾłƭƭŀƭƽǘ ŀ ǎȊŜǊǾŜȊŜǘƘŜȊ ƪǀǘƛ 

όhΩwŜƛƭƭȅ ς Chatman, 1986). 

! ǎǘǊŜǎǎȊ Şǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ƪǀȊǀǘǘ ǎȊƻǊƻǎ ƪŀǇŎǎƻƭŀǘ ŦŜŘŜȊƘŜǘǃ ŦŜƭ (Glazer ς Kruse, 

2008). ! ǎǘǊŜǎǎȊ ƴŜƳƪƝǾłƴŀǘƻǎ Ƙŀǘłǎǘ ƎȅŀƪƻǊƻƭƘŀǘ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪǊŀΣ ŀƪƛƪƴŞƭ ŜȊ ƪŞǎǃōō 

ŀƭŀŎǎƻƴȅ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎŜǘ Şǎ ƳǳƴƪŀƘŀǘŞƪƻƴȅǎłƎƻǘ ŜǊŜŘƳŞƴȅŜȊ (Leather et al., 

2003). Antoniou et al. (2003) ǎȊŜǊƛƴǘ Ƙŀ ŀ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘōǃƭ ŜǊŜŘǃ ǎǘǊŜǎǎȊ ƳŜƎƴǃΣ ŀƪƪƻǊ ŀ 

ƳǳƴƪŀƘŜƭȅƛ ŜƭŞƎŜŘŜǘǘǎŞƎ ŎǎǀƪƪŜƴΣ ŜȊłƭǘŀƭ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ ǘŜƭƧŜǎƝǘƳŞƴȅŜ ƛǎ ǾƛǎǎȊŀŜǎƛƪΦ Mathieu 

Şǎ ½ŀƧŀŎ όмффлύ ǎȊŜǊƛƴǘ ŀȊ ŜǊǃǎŜƴ ŜƭƪǀǘŜƭŜȊŜǘǘ ŀƭƪŀƭƳŀȊƻǘǘŀƪ ƪŜǾŞǎōŞ ŞǊȊƛƪ ŀ ǎǘǊŜǎǎȊ ƘŀǘłǎŀƛǘΣ 

Ƴƛƴǘ ŀ ƪŜǾŞǎōŞ ŜƭƪǀǘŜƭŜȊŜǘǘ ƳǳƴƪŀǾłƭƭŀƭƽƪΦ 

!Ȋ ŜƭǃȊǃŜƪōŜƴ ōŜƳǳǘŀǘƻǘǘ ŜƭƳŞƭŜǘƛ ƳŜƎƪǀȊŜƭƝǘŞǎŜƪōǃƭ ƪƛƛƴŘǳƭǾŀ ŀ ƪǳǘŀǘłǎƻƳ ŀ ƳǳƴƪŀƘŜƭȅƛ 

ǎǘǊŜǎǎȊ Şǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ƪǀȊǀǘǘƛ ƪŀǇŎǎƻƭŀǘ ŦŜƭǘłǊłǎłǊŀ ƛǊłƴȅǳƭǘΦ  

 Y¦¢!¢#{ aj5{½9w¢!b! 

! ƪǳǘŀǘłǎ Ŧǃ ŎŞƭƧŀ Ǿƻƭǘ ŀ ǎȊƭƻǾłƪƛŀƛ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪƴłƭΣ ŀȊƻƴ ōŜƭǸƭ ƛǎ ŜƭǎǃǎƻǊōŀƴ ŀ ŘŞƭ-

ǎȊƭƻǾłƪƛŀƛ, ƳŀƎȅŀǊƻƪ ƭŀƪǘŀ ǊŞƎƛƽƪōŀƴ ǘŜǾŞƪŜƴȅƪŜŘǃ ǎȊŜǊǾŜȊŜǘŜƪƴŞƭ ƧŜƭŜƴƭŜǾǃ ƳǳƴƪŀƘŜƭȅƛ 

ǎǘǊŜǎǎȊ ŦŜƭƳŞǊŞǎŜΣ ǾŀƭŀƳƛƴǘ ƘƻƎȅ ǊłǾƛƭłƎƝǘǎƻƴ ŀƴƴŀƪ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎǊŜ ƎȅŀƪƻǊƻƭt 
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ƘŀǘłǎŀƛǊŀΦ ! ƪǳǘŀǘłǎ ƪƛƛƴŘǳƭƽ ƘƛǇƻǘŞȊƛǎŜΣ ƘƻƎȅ ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ ƴŜƎŀǘƝǾ ƳƽŘƻƴ ǘłǊǎǳƭ ŀ 

ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎƘŜȊΦ  

! ŦŜƭƳŞǊŞǎƘŜȊ ƪŞǊŘǃƝǾŜǎ ƪǳǘŀǘłǎƛ ƳƽŘǎȊŜǊǘ ǾłƭŀǎȊǘƻǘǘŀƳΦ ! ƪŞǊŘǃƝǾŜƪŜǘ ƘƽƭŀōŘŀ ƳƽŘǎȊŜǊǊŜƭ 

ƪƛǾłƭŀǎȊǘƻǘǘ ǾłƭŀǎȊŀŘƽƪ ǘǀƭǘǀǘǘŞƪ ƪƛ нлмп-нлмтΦ ƪǀȊǀǘǘΦ ! ƘƽƭŀōŘŀ ƳƽŘǎȊŜǊ ƭŞƴȅŜƎŜΣ ƘƻƎȅ ŀȊ Ŝƭǎǃ 

ƪǀǊōŜƴ ƳŜƎƪŞǊŘŜȊŜǘǘ ǾłƭŀǎȊŀŘƽǘ ŀ ƳŜƎƪŞǊŘŜȊŞǎǘ ƪǀǾŜǘǃŜƴ ƳŜƎƪŞǊƧǸƪΣ ƘƻƎȅ ƧŀǾŀǎƻƭƧƻƴ ǘƻǾłōōƛ 

ǎȊŜƳŞƭȅŜƪŜǘ ŀ ƪǳǘŀǘłǎƘƻȊΦ 

! ǾƛǎǎȊŀŞǊƪŜȊŜǘǘ ƪŞǊŘǃƝǾŜƪōǃƭ ǎȊŜƭŜƪǘłƭłǎ όŜƭǎǃǎƻǊōŀƴ ŀ Ǉƻƴǘŀǘƭŀƴ ǾłƭŀǎȊƻƪ ƪƛǎȊǼǊŞǎŜΣ illetve a 

ƴŜƳ ƳŜƎŦŜƭŜƭǃŜƴ ƪƛǘǀƭǘǀǘǘ ƪŞǊŘǃƝǾŜƪ ƪƛȊłǊłǎŀύ ǳǘłƴ пмт Řō ƪŞǊŘǃƝǾŜǘ ŘƻƭƎƻȊǘŀƳ ŦŜƭΣ ǀǎǎȊŜǎŜƴ 

нм ŘŞƭ-ǎȊƭƻǾłƪƛŀƛ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎōƽƭΦ ! ƪŞǊŘǃƝǾōŜƴ ǀǎǎȊŜǎŜƴ он ƪŞǊŘŞǎ ǎȊŜǊŜǇŜƭǘΣ ƳŜƭȅŜƪ 

ƪǀȊǀǘǘ ŦŜƭŜƭŜǘǾłƭŀǎȊǘƽǎΣ [ƛƪŜǊǘ-ǎƪłƭłǎ Şǎ ƴȅƛǘƻǘǘ ƪŞǊŘŞǎŜƪ ƛǎ ǾƻƭǘŀƪΦ ! ƪŞǊŘǃƝǾŜǘ ƪŞǘ ƴȅŜƭǾŜƴ 

ƪŞǎȊƝǘŜǘǘŜƳ ŜƭΣ ƳƛǾŜƭ ŀ ƪƛǘǀƭǘǃƪ ƪǀȊǀǘǘ Ǿƻƭǘŀƪ ƳŀƎȅŀǊΣ ƛƭƭŜǘǾŜ ǎȊƭƻǾłƪ ƳǳƴƪŀƴȅŜƭǾǾŜƭ ŘƻƭƎƻȊƽ 

ǎȊŜǊǾŜȊŜǘŜƪ ƛǎΦ ! ǾłƭŀǎȊƻƪ ƪƛŞǊǘŞƪŜƭŞǎŜ {t{{Φнм ǇǊƻƎǊŀƳ ǎŜƎƝǘǎŞƎŞǾŜƭ ǘǀǊǘŞƴǘΦ 

! ƪŞǊŘǃƝǾ ǘǀōō ǊŞǎȊǊŜ ƻǎȊǘƘŀǘƽΦ !Ȋ Ŝƭǎǃ ǊŞǎȊōŜƴ ŀ ŘŜƳƻƎǊłŦƛŀƛ ŀŘŀǘƻƪǊŀ ƪŞǊŘŜȊǘŜƳ ǊłΥ a ƪƛǘǀƭǘǃƪ 

ƴŜƳŜΣ ƪƻǊŀΣ ǾŞƎȊŜǘǘǎŞƎŜΣ ōŜƻǎȊǘłǎŀΣ ƭŀƪƘŜƭȅŜ ǎǘōΦ ! ƳłǎƻŘƛƪ ǊŞǎȊ ŀ ƳǳƴƪŀƘŜƭȅƛ ƧŜƭƭŜƳȊǃƪǊŜ 

ƛǊłƴȅǳƭΥ ƳǳƴƪŀǘŀǇŀǎȊǘŀƭŀǘΣ ƳǳƴƪŀƪǀǊǸƭƳŞƴȅŜƪΣ ƳǳƴƪŀŦŜƭǘŞǘŜƭŜƪΣ ŦŜƭŀŘŀǘƻƪ ǀǎǎȊŜǘŜǘǘǎŞƎŜΣ 

ƳƻƴƻǘƻƴƛǘłǎŀΣ ǎȊŜǊǾŜȊŜǘƛ ƪƻƴŦƭƛƪǘǳǎƻƪ ƧŜƭŜƴƭŞǘŜΣ ƳǳƴƪŀǘłǊǎƛ ƪŀǇŎǎƻƭŀǘƻƪ ƳƛƴǃǎŞƎŜ ǎǘōΦ ! 

ƘŀǊƳŀŘƛƪ ǊŞǎȊ ŀ ǎǘǊŜǎǎȊ ǎȊŜƳŞƭȅƘŜȊ ƪŀǇŎǎƻƭƽŘƽ ƧŜƭƭŜƳȊǃƛǘ ǘŀǊǘŀƭƳŀȊǘŀΥ ŀƭǾłǎƘƛłƴȅΣ ǎȊŀōŀŘƛŘǃǎ 

ƭŜƘŜǘǃǎŞƎŜƪΣ ƪłǊƻǎ ǎȊŜƴǾŜŘŞƭȅŜƪ ǎǘōΦ !Ȋ ǳǘƻƭǎƽ ǊŞǎȊōŜƴ ǇŜŘƛƎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎŜǘ 

ǾƛȊǎƎłƭǘŀƳΥ ƳŜƴƴȅƛǊŜ Ŧƻƴǘƻǎ ŀȊ ŜƎȅŞƴƴŜƪ ŀ ǎȊŜǊǾŜȊŜǘƘŜȊ Ǿŀƭƽ ǘŀǊǘƻȊłǎΣ ƳŜƴƴȅƛǊŜ ǘǳŘ ŀ ǎŀƧłǘ 

ǎȊŜǊǾŜȊŜǘŞǾŜƭ Şǎ ŀƴƴŀƪ ŎŞƭƧŀƛǾŀƭ ŀȊƻƴƻǎǳƭƴƛΣ ƳƛƭȅŜƴ ƧǀǾǃōŜƴƛ ǘŜǊǾŜƛ Ǿŀƴƴŀƪ ŀ ƳǳƴƪŀƘŜƭȅŞǘ 

ƛƭƭŜǘǃŜƴ ǎǘōΦ 

!Ȋ ǳǘƻƭǎƽ ς nyitott ς ƪŞǊŘŞǎƪŞƴǘ ǇŜŘƛƎ ƭŜƘŜǘǃǎŞƎŜǘ ŀŘǘŀƳ ŀ ǾłƭŀǎȊŀŘƽƪƴŀƪ ŀǊǊa, hogy szabadon 

ƪƛŦŜƧǘǎŞƪΣ ǎȊłƳǳƪǊŀ Ƴƛǘ ƧŜƭŜƴǘ ŀ ǎǘǊŜǎǎȊΣ ƳŜƴƴȅƛǊŜ ŞǊȊƛƪ ƳŀƎǳƪŀǘ ǎǘǊŜǎǎȊŜǎƴŜƪ ŀ ƳǳƴƪŀƘŜƭȅǸƪǀƴΦ  

 Y¦¢!¢#{ Cp.. 9w95a;b¸9L 

WŜƭŜƴ ŦŜƧŜȊŜǘōŜƴ ǘŜǊƧŜŘŜƭƳƛ ƪƻǊƭłǘƻƪ Ƴƛŀǘǘ Ŏǎŀƪ ŀ ǘŞƳŀ ǎȊŜƳǎȊǀƎŞōǃƭ ƭŜƎǊŜƭŜǾłƴǎŀōō 

ŜǊŜŘƳŞƴȅŜƪ ƪŜǊǸƭƴŜƪ ōŜƳǳǘŀǘłǎǊŀΦ ! ƎȅŀƪƻǊƛǎłƎ ŜƭŜƳȊŞǎ όмΦ ǘłōƭłȊŀǘύ ŀ ǾłƭŀǎȊŀŘƽƪ Ŧǃōō 

ŘŜƳƻƎǊłŦƛŀƛ ŀŘŀǘŀƛƴŀƪ ōŜƳǳǘŀǘłǎłǊŀ ǎȊƻƭƎłƭΦ ! ƪǀǾŜǘƪŜȊǃ ǘłōƭłȊŀǘ ǊŞǎȊƭŜǘŜǎ ǘłƧŞƪƻȊǘŀǘłǎǘ ƴȅǵƧǘ 

ŀ ǾłƭŀǎȊŀŘƽƪ ƪƻǊłǊƽƭΣ ƴŜƳŞǊǃƭΣ ƛǎƪƻƭŀƛ ǾŞƎȊŜǘǘǎŞƎŞǊǃƭΣ ǾŀƭŀƳƛƴǘ ƳǳƴƪŀǘŀǇŀǎȊǘŀƭŀǘłǊƽƭΦ 
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мΦ ǘłōƭłȊŀǘΥ ! ǾłƭŀǎȊŀŘƽƪ Ŧǃōō ŘŜƳƻƎǊłŦƛŀƛ ŀŘŀǘŀƛ  

Kor DȅŀƪƻǊƛǎłƎ όŦǃύ {ȊłȊŀƭŞƪ 

18-24 12 2,7 

25-34 53 12,8 

35-44 44 10,6 

45+ 308 73,9 

Nem DȅŀƪƻǊƛǎłƎ {ȊłȊŀƭŞƪ 

CŞǊŦƛ 235 56,4 

bǃ 182 43,6 

[ŜƎƳŀƎŀǎŀōō ƛǎƪƻƭŀƛ ǾŞƎȊŜǘǘǎŞƎ DȅŀƪƻǊƛǎłƎ {ȊłȊŀƭŞƪ 

Alap 28 6,7 

YǀȊŞǇ 324 77,7 

CŜƭǎǃ 65 15,6 

Munkatapasztalat DȅŀƪƻǊƛǎłƎ {ȊłȊŀƭŞƪ 

Kevesebb, mint 1 7 1,7 

1-р ŞǾ 100 24 

6-мл ŞǾ 214 51,3 

TǀōōΣ Ƴƛƴǘ мл ŞǾ 96 23 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎΣ нлму 

Az мΦ ǘłōƭłȊŀǘ ǘŀƴǵǎłƎŀ ǎȊŜǊƛƴǘ ŀ ǾłƭŀǎȊŀŘƽƪ тоΣф҈-ŀ пр ŞǾ ŦŜƭŜǘǘƛ ƪƻǊƻǎȊǘłƭȅōŀ ǘŀǊǘƻȊƻǘǘΦ 

¦ƎȅŀƴŜȊŜƴ ǘłōƭłȊŀǘ ŀȊǘ ƳǳǘŀǘƧŀΣ ƘƻƎȅ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪ ǘǀōōǎŞƎŜ όрсΣп҈ύ ŦŞǊŦƛ ǾƻƭǘΦ ! 

ƭŜƎƳŀƎŀǎŀōō ƛǎƪƻƭŀƛ ǾŞƎȊŜǘǘǎŞƎŜǘ ǘŜƪƛƴǘǾŜ ŀ ǘłōƭłȊŀǘ ŀŘŀǘŀƛ ǎȊŜǊƛƴǘ ŀ ǾłƭŀǎȊŀŘƽƪ ǘǀōōǎŞƎŜ 

(77,т҈ύ ƪǀȊŞǇŦƻƪǵ ǾŞƎȊŜǘǘǎŞƎƎŜƭ ǊŜƴŘŜƭƪŜȊŜǘǘΦ aǳƴƪŀǘŀǇŀǎȊǘŀƭŀǘ ŀƭŀǇƧłƴ ŀ ŦŜƭƳŞǊŞǎōŜƴ ǊŞǎȊǘ 

ǾŜǾǃƪ рмΣо҈-a 6-мл ŞǾ ƪǀȊǀǘǘƛ ǘŀǇŀǎȊǘŀƭŀǘǘŀƭ ǊŜƴŘŜƭƪŜȊŜǘǘΦ 

Az мΦ łōǊŀ ŀŘŀǘŀƛ ǎȊŜǊƛƴǘ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘ ǾłƭƭŀƭƪƻȊłǎƻƪ нфΣо҈-ŀ ƛǇŀǊƛ ǘŜǾŞƪŜƴȅǎŞƎŜǘ ŦƻƭȅǘŀǘƻǘǘΣ 

ǎȊƻƭƎłƭǘŀǘłǎƛ ǎȊŦŞǊłōŀƴ нпΣн҈-ŀΣ ƭƻƎƛǎȊǘƛƪŀƛΣ ǎȊłƭƭƝǘƳłƴȅƻȊłǎƛ ǘŜǊǸƭŜǘŜƴ муΣр҈-ŀ ǘŜǾŞƪŜƴȅƪŜŘŜǘǘΦ 

! ǘǀōōƛŜƪ ǇŜŘƛƎ ŞǊǘŞƪŜǎƝǘŞǎǎŜƭ όмоΣф҈ύΣ ƳŜȊǃƎŀȊŘŀǎłƎƛ όрΣу҈ύΣ ŞƭŜƭƳƛǎȊŜǊƛǇŀǊƛ όсΣс҈ύ 

ǘŜǾŞƪŜƴȅǎŞƎƛ ƪǀǊǊŜƭ ŦƻƎƭŀƭƪƻȊǘŀƪΣ ǾŀƭŀƳƛƴǘ мΣт҈-ǳƪ ŜƎȅŞō ǘŜǾŞƪŜƴȅǎŞƎƛ ƪǀǊōŜ Ǿƻƭǘ ǎƻǊƻƭƘŀǘƽΦ 
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1Φ łōǊŀΥ ! ǾƛȊǎƎłƭǘ ǎȊƭƻǾłƪƛŀƛ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪ ǘŜǾŞƪŜƴȅǎŞƎƛ ƪǀǊŜΣ ǎȊłȊŀƭŞƪōŀƴ 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎΣ нлму 

! ƪŞǊŘǃƝǾŜǎ ŦŜƭƳŞǊŞǎ ǎƻǊłƴ ǾƛȊǎƎłƭǘŀƳΣ ƘƻƎȅ ƳƛƭȅŜƴ ǘƝǇǳǎǵ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊƻǊ ŞǊƛ ƭŜƎƛƴƪłōō 

az elemzett szervezetek alkalmazottait. 5ƛ aŀǊǘƛƴƻ Şǎ aǳǎǊƛΣ нллм-ōŜƴ ƪƛŀŘƻǘǘ ǘŀƴǳƭƳłƴȅǳƪōŀƴ 

ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ Şǎ ŜǊǃǎȊŀƪ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǊŀ ƎȅŀƪƻǊƻƭǘ Ƙŀǘłǎŀƛǘ Şǎ ƪƻŎƪłȊŀǘŀƛǘ ǾƛȊǎƎłƭǘłƪΦ ! 

ǾłƭƭŀƭƪƻȊłǎƻƪ ǎȊłƳłǊŀ ŜȊŜƪ ŀ ǇǊƻōƭŞƳłƪ ƻƭȅŀƴ ƪǀȊǾŜǘƭŜƴ ƪǀƭǘǎŞƎŜƪŜǘ ŜǊŜŘƳŞƴȅŜȊƴŜƪΣ Ƴƛƴǘ 

ǇŞƭŘłǳƭ ŀ ƳǳƴƪŀƘŜƭȅƛ ǘłǾƻƭƭŞǘŜƪ ƳŜƎƎȅŀǊŀǇƻŘłǎŀΣ ŀȊ ŀƭƪŀƭƳŀȊƻǘǘŀƪ ƴǀǾŜƪǾǃ ŦƭǳƪǘǳłŎƛƽƧŀ, vagy 

ŀ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎ ŎǎǀƪƪŜƴŞǎŜΦ ¢ƻǾłōōł ƪǀȊǾŜǘŜǘǘ ƪǀƭǘǎŞƎŜƪŜǘ ƛǎ ƻƪƻȊƘŀǘƴŀƪΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ŀȊ 

ŜƭŞƎŜŘŜǘǘǎŞƎ ǾƛǎǎȊŀŜǎŞǎŜ ǾŀƎȅ ŀ ƳǳƴƪŀƘŜƭȅƛ ŜƭƭŜƴǘŞǘŜƪ ƪƛŀƭŀƪǳƭłǎŀΦ 5ƛ aŀǊǘƛƴƻ Şǎ aǳǎǊƛ ŀ 

ǘŀƴǳƭƳłƴȅǳƪ ƎȅŀƪƻǊƭŀǘƛ ǊŞǎȊŞōŜƴ ŀƧłƴƭłǎƻƪŀǘ ŦƻƎŀƭƳŀȊƴŀƪ ƳŜƎ ŀȊȊŀƭ ƪŀǇŎǎƻƭŀǘōŀƴΣ ƘƻƎȅŀƴ 

ƭŜƘŜǘ ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊǘ ƛƴǘŜǊƧǵƪŞǊŘŞǎŜƪ ǎŜƎƝǘǎŞƎŞǾŜƭ ƘŀǘŞƪƻƴȅŀƴ ŦŜƭƳŞǊƴƛΦ ! ƪǳǘŀǘłǎƻƳōŀƴ 

ŀȊ łƭǘŀƭǳƪ ŀƭƪŀƭƳŀȊƻǘǘ ŦŜƭƻǎȊǘłǎǘ ǾŜǘǘŜƳ ŀƭŀǇǳƭΣ ŀƳƛƪƻǊ ŀ ƳǳƴƪŀƘŜƭƭȅŜƭ ƪŀǇŎǎƻƭŀǘƻǎ 

ǎǘǊŜǎǎȊƻǊƻƪŀǘ ǾƛȊǎƎłƭǘŀƳΦ ! нΦ ǘłōƭłȊŀǘ ŀŘŀǘŀƛōƽƭ ƪƛǘǼƴƛƪΣ ƘƻƎȅ ŀ [ƛƪŜǊǘ-ǎƪłƭłǎ ƪŞǊŘŞǎǊŜ ƪŀǇƻǘǘ 

ǾłƭŀǎȊƻƪ ŀƭŀǇƧłƴ ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊǘ ƪƛǾłƭǘƽ ǘŞƴȅŜȊǃƪ ǊŀƴƎǎƻǊŀ ŀ ƪǀǾŜǘƪŜȊǃƪŞǇǇŜƴ ŀƭŀƪǳƭǘΥ  

1. ŀ ƳǳƴƪŀǘŜǊƘŜƭŞǎōǃƭ ŜǊŜŘǃ ƛƴƎŜǊŜƪ όƘŀǘłǊƛŘǃƪΣ ŦŜǎȊƝǘŜǘǘ ǘŜƳǇƽΣ ŀƭǳƭ- vagy 

ǘǵƭǘŜǊƘŜƭŞǎύΣ  

2. ŀ ƳǳƴƪŀǊŜƴŘ όǊǳƎŀƭƳŀǘƭŀƴ ƳǳƴƪŀƛŘǃΣ ŞƧǎȊŀƪŀƛ ƳǳƴƪŀΣ ǘǵƭƽǊŀύΣ  

3. ŀ ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀκƪƭƝƳŀ όǾŜȊŜǘŞǎƛ ǎǘƝƭǳǎΣ ƎȅŜƴƎŜ ƪƻƳƳǳƴƛƪłŎƛƽΣ ǊƻǎǎȊ 

csapatmunka),  
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4. ŀ ƪŀǊǊƛŜǊ Şǎ ǎǘłǘǳǎȊ ƭŜƘŜǘǃǎŞƎŜƪ όōƛȊƻƴȅǘŀƭŀƴ ŜƭǃƳŜƴŜǘŜƭΣ ŀƭŀŎǎƻƴȅ ŦƛȊŜǘŞǎΣ 

bizonytalan munka),  

5. ŀ Ƴǳƴƪŀ ǘŀǊǘŀƭƳŀ όǾłƭǘƻȊŀǘƻǎǎłƎ ƘƛłƴȅŀΣ Ƴǳƴƪŀ ƳƻƴƻǘƻƴƛǘłǎŀύΣ  

6. ŀ ƪŜŘǾŜȊǃǘƭŜƴ ǎȊŜƳŞƭȅƪǀȊƛ ƪŀǇŎǎƻƭŀǘƻƪ όǾŜȊŜǘǃƛ ǘłƳƻƎŀǘłǎ ƘƛłƴȅŀΣ ǊƻǎǎȊ ƳǳƴƪŀƘŜƭȅƛ 

kapcsolatok, konfliktusok),  

7. ŀ ǎȊŜǊǾŜȊŜǘōŜƴ ōŜǘǀƭǘǀǘǘ ǎȊŜǊŜǇŜƪ όǎȊŜǊŜǇƪƻƴŦƭƛƪǘǳǎƻƪΣ ǘǵƭȊƻǘǘ ŦŜƭŜƭǃǎǎŞƎύΣ  

8. ŀ ŦŜƭƪŞǎȊǸƭǘǎŞƎΣ ƪŞǇȊŜǘƭŜƴǎŞƎ όǘǳŘłǎ Şǎ ǘŀǇŀǎȊǘŀƭŀǘ Ƴƛŀǘǘƛ ŀƎƎƻŘŀƭƻƳ),  

9. ŀȊ ŜƎȅŞō ǇǊƻōƭŞƳłƪ όǊƻǎǎȊ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘ Şǎ ƳǳƴƪŀƪǀǊǸƭƳŞƴȅŜƪύΣ  

10. ŀ ǎȊŜǊǾŜȊŜǘƛ ǇǊƻōƭŞƳłƪ ƻǘǘƘƻƴƛ ƪǀȊŜƎōŜƴ Ǿŀƭƽ ƳŜƎƧŜƭŜƴŞǎŜ όƻǘǘƘƻƴƛ ǘłƳƻƎŀǘłǎ 

ƘƛłƴȅŀύΣ  

11. ŀ ǊŞǎȊǾŞǘŜƭ Ƙƛłƴȅŀ ŀ ŘǀƴǘŞǎƘƻȊŀǘŀƭōŀƴ όŘǀƴǘŞǎŜƪōǃƭ ǘǀǊǘŞƴǃ ƪƛƘŀƎȅłǎύΦ 

нΦ ǘłōƭłȊŀǘΥ aǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊƻǊƻƪ ǊŀƴƎǎƻǊŀ ŀ ǎȊƭƻǾłƪƛŀƛ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭaǘƻƪ ŜǎŜǘŞōŜƴ 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎΣ нлму 

! ƪǳǘŀǘłǎƻƳ ǎƻǊłƴ ŦŜƭǘŞǘŜƭŜȊǘŜƳΣ ƘƻƎȅ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ Şǎ ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ 

ƪǀȊǀǘǘ ǎȊƻǊƻǎ ƪŀǇŎǎƻƭŀǘ łƭƭ ŦŜƴƴΣ Ŝ ŦŜƭǘŞǘŜƭŜȊŞǎ ŀƭłǘłƳŀǎȊǘłǎłǊŀ ƪŜǊŜǎȊǘǘłōƭŀ ŜƭŜƳȊŞǎŜƪŜǘ 

ǾŞƎŜȊǘŜƳΦ 9ƴƴŜƪ ŞǊŘŜƪŞōŜƴ ŀ ƪǀǾŜǘƪŜȊǃ оΦ ǘłōƭłȊŀǘōŀƴ ǾƛȊǎƎłƭǘŀƳΣ ƘƻƎȅ Ǿŀƴ-Ŝ ǀǎǎȊŜŦǸƎƎŞǎ ŀ 

ƳǳƴƪŀƘŜƭȅƛ ƭŞƎƪǀǊ Şǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ƪǀȊǀǘǘΦ  

aǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊƻǊ ƳŜƎƴŜǾŜȊŞǎŜYǀȊŞǇłǘƭŀƎSorrend

aǳƴƪŀǘŜǊƘŜƭŞǎ 4,3 1

aǳƴƪŀƛŘǃ 4,1 2

{ȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀ 3,9 3

YŀǊǊƛŜǊ Şǎ ǎǘłǘǳǎȊ 3,8 4

Munka tartalma 3,7 5

{ȊŜƳŞƭȅƪǀȊƛ ƪŀǇŎǎƻƭŀǘƻƪ3,5 6

{ȊŜǊǾŜȊŜǘōŜƴ ōŜǘǀƭǘǀǘǘ ǎȊŜǊŜǇ3,4 7

CŜƭƪŞǎȊǸƭǘǎŞƎΣ ƪŞǇȊŜǘƭŜƴǎŞƎ3,3 8

9ƎȅŞō ǇǊƻōƭŞƳłƪ 3,1 9

{ȊŜǊǾŜȊŜǘƛ ǇǊƻōƭŞƳłƪ ƻǘǘƘƻƴƛ ƪǀȊŜƎōŜƴ3,1 10

wŞǎȊǾŞǘŜƭ ŀ ŘǀƴǘŞǎƘƻȊŀǘŀƭōŀƴ2,7 11
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оΦ ǘłōƭłȊŀǘΥ aǳƴƪŀƘŜƭȅƛ ƭŞƎƪǀǊ Şǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ƪǀȊǀǘǘƛ ƪŀǇŎǎƻƭŀǘ ǾƛȊǎƎłƭŀta a 

ǎȊƭƻǾłƪƛŀƛ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭaǘƻƪ ŜǎŜǘŞōŜƴ 

 Munkahelyi 
ƭŞƎƪǀǊ 

9ƭƪǀǘŜƭŜȊŜǘǘǎŞƎ 

Munkahelyi 
ƭŞƎƪǀǊ 

Pearson Correlation 1 ,816**  

Sig. (2-tailed)  ,000 

N 417 417 

9ƭƪǀǘŜƭŜȊŜǘǘǎŞƎ 

Pearson Correlation ,816**  1 

Sig. (2-tailed) ,000  

N 417 417 

**. Correlation is significant at the 0.01 level (2-tailed). 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

A оΦ ǘłōƭłȊŀǘ ŀŘŀǘŀƛ ŀƭŀǇƧłƴ ƪƛƧŜƭŜƴǘƘŜǘǃΣ ƘƻƎȅ ǎȊƻǊƻǎ ŀ ƪƻǊǊŜƭłŎƛƽ όлΣумсύ ŀ Ƨƽ ƳǳƴƪŀƘŜƭȅƛ ƭŞƎƪǀǊ 

Şǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ƪǀȊǀǘǘΣ ǾŀƎȅƛǎ ŀȊƻƪƴłƭ ŀ ǎȊŜǊǾŜȊŜǘŜƪƴŞƭΣ ŀƘƻƭ ŀ ŘƻƭƎƻȊƽƪ Ƨƽƭ ŞǊȊƛƪ 

ƳŀƎǳƪŀǘΣ ǎƻƪƪŀƭ ŜǊǃǎŜōō ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎΦ 

! ƳǳƴƪŀƘŜƭȅƛ ƭŞƎƪǀǊǀƴ ƪƝǾǸƭ ŀ ƳǳƴƪŀƘŜƭȅǾłƭǘƻȊǘŀǘłǎ ƛǊłƴǘƛ ƛƎŞƴȅ ƛǎ Ƨƽƭ ƧŜƭȊƛΣ ƘƻƎȅ ŀ ǾƛȊǎƎłƭǘ 

ǎȊŜǊǾŜȊŜǘŜƪ ŀƭƪŀƭƳŀȊƻǘǘŀƛ ƳŜƴƴȅƛǊŜ ƭƻƧłƭƛǎŀƪ ŀ ǎŀƧłǘ ǎȊŜǊǾŜȊŜǘŜƛƪ ƛǊłƴǘΣ ŜōōŜƴ ŀȊ Ŝsetben is 

ǎȊƻǊƻǎ ƪŀǇŎǎƻƭŀǘ ǘŞǘŜƭŜȊŜƘŜǘǃ ŦŜƭ ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ Şǎ ŀ ƳǳƴƪŀƪŜǊŜǎŞǎ ƪǀȊǀǘǘΦ ! 4. ǘłōƭłȊŀǘ 

ǎȊŜǊƛƴǘ ŀȊƻƪƴłƭ ŀ ǎȊŜǊǾŜȊŜǘŜƪƴŞƭΣ ŀƘƻƭ ƎȅŀƪƻǊǘŀ ŦƻǊŘǳƭƴŀƪ Ŝƭǃ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊŜǎ ƘŜƭȅȊŜǘŜƪΣ ŀ 

ŘƻƭƎƻȊƽƪ ƪǀƴƴȅŜōōŜƴ Ǿłƭǘŀƴŀƪ ƳǳƴƪŀƘŜƭȅŜǘΦ ! ƪŞǘ ǘŞƴȅŜȊǃ ƪǀȊǀǘǘ ǎȊƛƎƴƛŦƛƪłƴǎ ƪŀǇŎǎƻƭŀǘ ǾŀƴΣ 

ŀ ƪŀǇŎǎƻƭŀǘ ŜǊǃǎǎŞƎŞǘ ƳǳǘŀǘƧŀ ŀ лΣстр-ǀǎ ƪƻǊǊŜƭłŎƛƽǎ ŞǊǘŞƪ ƛǎΦ 

пΦ ǘłōƭłȊŀǘΥ aǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ Şǎ ŀ ƳǳƴƪŀƘŜƭȅǾłƭǘłǎ ƎƻƴŘƻƭŀǘŀ ƪǀȊǀǘǘƛ ƪŀǇŎǎƻƭŀǘ ǾƛȊǎƎłƭŀǘŀ ŀ 

ǎȊƭƻǾłƪƛŀƛ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭaǘƻƪ ŜǎŜǘŞōŜƴ 

 Munkahelyi 
stressz 

aǳƴƪŀƘŜƭȅǾłƭǘłǎ 
gondolata 

Munkahelyi stressz 

Pearson Correlation 1 ,675**  

Sig. (2-tailed)  ,000 

N 417 417 

aǳƴƪŀƘŜƭȅǾłƭǘłǎ 
gondolata 

Pearson Correlation ,675**  1 

Sig. (2-tailed) ,000  

N 417 417 

**. Correlation is significant at the 0.01 level (2-tailed). 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

! ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊƴŜƪ ƴŜƳŎǎŀƪ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎǊŜΣ ƘŀƴŜƳ ŀ ǎȊŜǊǾŜȊŜǘƛ 

ǘŜƭƧŜǎƝǘƳŞƴȅǊŜ ƛǎ Ƙŀǘłǎŀ ǾŀƴΦ ! ƪŞǘ ǘŞƴȅŜȊǃ ƪǀȊǀǘǘƛ ƪŀǇŎǎƻƭŀǘƻǘ ǎȊŜƳƭŞƭǘŜǘƛ ŀȊ рΦ ǘłōƭłȊŀǘ, mely 
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ǎȊŜǊƛƴǘ ŀ ƪŞǘ ǘŞƴȅŜȊǃ ǎȊƻǊƻǎŀƴ ǀǎǎȊŜŦǸƎƎΣ ŀ ƪƻǊǊŜƭłŎƛƽǎ ǘŞƴȅŜȊǃ ŞǊǘŞƪŜ лΣрмл, Şǎ ŀ ƪŀǇŎǎƻƭŀǘǳƪ 

ǎȊƛƎƴƛŦƛƪłƴǎΦ 

рΦ ǘłōƭłȊŀǘΥ aǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ Şǎ ŀ ǘŜƭƧŜǎƝǘƳŞƴȅ ƪǀȊǀǘǘƛ ƪŀǇŎǎƻƭŀǘ ǾƛȊǎƎłƭŀǘŀ ŀ ǎȊƭƻǾłƪƛŀƛ ƪƛǎ- 

Şǎ ƪǀȊŞǇǾłƭƭŀƭaǘƻƪ ŜǎŜǘŞōŜƴ 

 Munkahelyi 
stressz 

¢ŜƭƧŜǎƝǘƳŞƴȅ 

Munkahelyi 
stressz 

Pearson Correlation 1 ,510**  

Sig. (2-tailed)  ,000 

N 417 417 

¢ŜƭƧŜǎƝǘƳŞƴȅ 

Pearson Correlation ,510**  1 

Sig. (2-tailed) ,000  

N 417 417 

**. Correlation is significant at the 0.01 level (2-tailed). 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

! ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ ƛŘǃōŜƴ ǘǀǊǘŞƴǃ ŦŜƭƛǎƳŜǊŞǎŜ Şǎ ƪŜȊŜƭŞǎŜ ƭŞǘŦƻƴǘƻǎǎłƎǵ ŀ ǾƛȊǎƎłƭǘ ǎȊƭƻǾłƪƛŀƛ 

kis- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪ ǎȊłƳłǊŀΣ ǳƎȅŀƴƛǎ ŀ ŦŜƴǘ ƭŜƝǊǘŀƪ ŀƭŀǇƧłƴ ƴŜƳŎǎŀƪ ŀ ǎȊŜǊǾŜȊŜǘƛ 

ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎǊŜΣ ƘŀƴŜƳ ƘƻǎǎȊŀōō ǘłǾƻƴ ŀ ǎȊŜǊǾŜȊŜǘƛ ǘŜƭƧŜǎƝǘƳŞƴȅǊŜ ƛǎ ƪƛƘŀǘłǎǎŀƭ ƭŜƘŜǘ ŀ 

munkahelyi stressz.  

нΦ łōǊŀΥ ! ǾƛȊǎƎłƭǘ ǎȊŜǊǾŜȊŜǘŜƪ ǾŜȊŜǘǃƛƴŜƪ ƘƻȊȊłłƭƭłǎŀ ŀ ǎȊŜǊǾŜȊŜǘǸƪƴŞƭ ƧŜƭŜƴǘƪŜȊǃ ƳǳƴƪŀƘŜƭȅƛ 

ǎǘǊŜǎǎȊ ƪŜȊŜƭŞǎŞƘŜȊΣ ǎȊłȊŀƭŞƪōŀƴ 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

A нΦ łōǊŀ ǎȊŜǊƛƴǘ ŀ ǾƛȊǎƎłƭǘ ǎȊŜǊǾŜȊŜǘŜƪ ǾŜȊŜǘǃƛ ƴŀƎȅǊŞǎȊǘ ǘǳŘŀǘłōŀƴ Ǿŀƴƴŀƪ ŀ ǎȊŜǊǾŜȊŜǘǸƪƴŞƭ 

ƧŜƭŜƴǘƪŜȊǃ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ ǘŞƴȅŞƴŜƪΣ Şǎ ŀƴƴŀƪ ƪŜȊŜƭŞǎƛ ƳƽŘƧŀƛǘ ƛǎ ƛǎƳŜǊƛƪΦ ! ƳŜƎƪŞǊŘŜȊŜǘǘ 

ǾŜȊŜǘǃƪ ррΣм҈-ŀ ƛǎƳŜǊƛ ŀ ǎȊŜǊǾŜȊŜǘŞƴŞƭ ŜƭǃŦƻǊŘǳƭƽ Ŧǃōō ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊƻǊƻƪŀǘΣ Şǎ ŀȊǘ ƛǎ 

ǘǳŘƧŀΣ ƘƻƎȅ ƳƛƭȅŜƴ ƳƽŘƻƴ ƭŜƘŜǘ ŀȊƻƪŀǘ ƳŜƎŦŜƭŜƭǃŜƴ ƪŜȊŜƭƴƛΣ ŀȊƻƪ ƪłǊƻǎ Ƙŀǘłǎŀƛǘ ŎǎǀƪƪŜƴǘŜƴƛΦ 
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¦ƎȅŀƴŀƪƪƻǊ ŀ ǾƛȊǎƎłƭǘ ǎȊŜǊǾŜȊŜǘŜƪ ǾŜȊŜǘǃƛƴŜƪ ƳƛƴǘŜƎȅ муΣт҈-ŀ ŀƴƴŀƪ ŜƭƭŜƴŞǊŜΣ ƘƻƎȅ ƛǎƳŜǊƛ ŀ 

ǎǘǊŜǎǎȊ ƛƴƎŜǊŜƪŜǘΣ ƳŞƎǎŜƳ ǘǳŘƧŀ ƳŜƎŦŜƭŜƭǃŜƴ ƪŜȊŜƭƴƛ ŀȊƻƪŀǘΦ ! ǾŜȊŜǘǃƪ мрΣн҈-a azonban nem 

ismeri a munkahelyi stresǎȊǘ ƪƛǾłƭǘƽ ƛƴƎŜǊŜƪŜǘΣ Şǎ ŀƳƛ ƳŞƎ ŜƴƴŞƭ ƛǎ ǊƻǎǎȊŀōōΣ ƘƻƎȅ Ǿŀƴ ŀ 

ǾŜȊŜǘǃƪƴŜƪ ƪǀȊŜƭ мм҈-ŀΣ ŀƪƛ ōłǊ ǘǳŘƧŀΣ ƘƻƎȅ ŜƭǃŦƻǊŘǳƭ ŀ ǎȊŜǊǾŜȊŜǘŞƴŞƭ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊΣ 

ƳŞƎǎŜƳ ƪƝǾłƴ ŀƴƴŀƪ ƳŜƎƻƭŘłǎłǾŀƭ ŞǊŘŜƳōŜƴ ŦƻƎƭŀƭƪƻȊƴƛΦ 

 Ym±9¢Y9½¢9¢;{9Y, JAVASLATOK 

! ǎȊŜǊǾŜȊŜǘŜƪ ƘǳƳłƴ ŜǊǃŦƻǊǊłǎ ƎŀȊŘłƭƪƻŘłǎŀ ŀƭŀǇǾŜǘǃŜƴ Ŧƻƴǘƻǎ ǎȊŜǊŜǇŜǘ ƧłǘǎȊƛƪ ŀ ǎȊŜǊǾŜȊŜǘƛ 

ŎŞƭƻƪ ŜƭŞǊŞǎŞōŜƴ Şǎ ŀȊ ŜǊŜŘƳŞƴȅŜǎǎŞƎ ƴǀǾŜƭŞǎŞōŜƴΦ  

bŀǇƧŀƛƴƪōŀƴ ŀ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊ ŀ ƳƻŘŜǊƴ ǎȊŜǊǾŜȊŜǘŜƪ Ŧǃ ƧŜƭŜƴǎŞƎŞǾŞ ǾłƭǘΣ ƳŜƭȅƴŜƪ ƴŜƎŀǘƝǾ 

Ƙŀǘłǎŀƛ ŞǊȊǃŘƴŜƪ ƳƛƴŘ ŜƎȅŞƴƛ Şǎ ƳƛƴŘ ǎȊŜǊǾŜȊŜǘƛ ǎȊƛƴǘŜƴΦ !Ȋƻƴ ǎȊŜǊǾŜȊŜǘŜƪ ŜǎŜǘŞōŜƴΣ ŀƘƻƭ 

hosszabb ǘłǾƻƴ ƧŜƭŜƴǘƪŜȊƴŜƪ ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊƻǊƻƪΣ ǾŀƭŀƳƛƴǘ ŀ ǾŜȊŜǘǃƪ ƴŜƳ ƛǎƳŜǊƛƪ ŀ 

ƳŜƎƻƭŘłǎǘ ŀ ŦŜƭƳŜǊǸƭǃ ǇǊƻōƭŞƳłƪǊŀ όǾŀƎȅ ς ha ismerik ς ƴŜƳ ŀƪŀǊƧłƪ ŀƭƪŀƭƳŀȊƴƛ ŀȊƻƪŀǘύΣ ƻǘǘ ŜȊ 

megmutatkozik az alkalmazottak ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎŞōŜƴ ƛǎΦ  

! ǾƛȊǎƎłƭǘ ǎȊƭƻǾłƪƛŀƛ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪ ŜǎŜǘŞōŜƴ ǎǘŀǘƛǎȊǘƛƪŀƛƭŀƎ ƪƛƳǳǘŀǘƘŀǘƽ ǾƻƭǘΣ ƘƻƎȅ ŀ 

ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊΣ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ Şǎ ŀ ƳǳƴƪŀƘŜƭȅƪŜǊŜǎŞǎ ƪǀȊǀǘǘ ǎȊƛƎƴƛŦƛƪłƴǎΣ 

ƪƻǊǊŜƭłŎƛƽǎ ƪŀǇŎǎƻƭŀǘ łƭƭ ŦŜƴn. Amikor a munkahelyi stressz nagyon magas, az alkalmazottak 

ƴŀƎȅƻōō ŀǊłƴȅōŀƴ ƎƻƴŘƻƭƪƻȊǘŀƪ Ŝƭ ŀ ƳǳƴƪŀƘŜƭȅǾłƭǘłǎƻƴΦ ! ǎŀƧłǘ ƪǳǘŀǘłǎƻƳ ŜȊŜƴ ƳŜƎłƭƭŀǇƝǘłǎŀ 

ǀǎǎȊƘŀƴƎōŀƴ łƭƭ Glazer ς Kruse (2008) Şǎ Leather et al. (2003) ƪǳǘŀǘłǎƛ ŜǊŜŘƳŞƴȅŜƛǾŜƭΦ 

A szervezeteknek ŀƭŀǇǾŜǘǃ ŦƻƴǘƻǎǎłƎǵ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƛƪ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎŞƴŜƪ ŀ ƧŀǾƝǘłǎŀΣ ǳƎȅŀƴƛǎ 

ŀ ƳǳƴƪŀƘŜƭȅƛ ǘŜƭƧŜǎƝǘƳŞƴȅ ƴǀǾŜƭŞǎŜ ŞǊŘŜƪŞōŜƴ ŀ ƴŀƎȅƻƴ ǎǘǊŜǎǎȊŜǎ ƪǀǊǸƭƳŞƴȅŜƪŜǘ ŎŞƭǎȊŜǊǼ ŀ 

ƳǳƴƪŀƘŜƭȅƛ ǎǘǊŜǎǎȊƻǊƻƪ ŎǎǀƪƪŜƴǘŞǎŞǾŜƭ ƧŀǾƝǘŀƴƛΦ 9ȊŜƴ ƪƛƧŜƭŜƴǘŞǎŜƳŜǘ ǘłƳŀǎȊǘƧŀ ŀƭł Antoniou et 

al. (2003) ƪǳǘŀǘłǎłƴŀƪ ŜǊŜŘƳŞƴȅŜ ƛǎΣ ƳŜƭȅ ƛƎŀȊƻƭǘŀΣ ƘƻƎȅ ŀ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘōǃƭ ǎȊłǊƳŀȊƽ 

ǎǘǊŜǎǎȊ ƘŀǘłǎłǊŀ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƛ ǘŜƭƧŜǎƝǘƳŞƴȅ ŎǎǀƪƪŜƴΦ 

! ŦŜƴǘ ƭŜƝǊǘŀƪōƽƭ ƪƛƛƴŘǳƭǾŀ ƧŀǾŀǎƭŀǘƪŞƴǘ ŦƻƎŀƭƳŀȊƘŀǘƧǳƪ ƳŜƎ ŀȊƻƴ Ǿłƭƭŀƭŀǘƻƪ ǾŜȊŜǘǃƛƴŜƪΣ ŀƪƛƪ 

ƴŜƳ ƪƝǾłƴƴŀƪ ŦƻƎƭalkozni a munkahelyƛ ǎǘǊŜǎǎȊ ƪŞǊŘŞǎŞǾŜƭΣ ƘƻƎȅ ƛƎŜƴƛǎ Ǿŀƴ ƧŜƭŜƴǘǃǎŞƎŜ Ŝ ǘŞƳŀ 

ƘŜƭȅŞƴ Ǿŀƭƽ ƪŜȊŜƭŞǎŞƴŜƪΦ ¦ƎȅŀƴƛǎΣ Ƙŀ Ǿŀƭŀƪƛ ŜƭƘŀƎȅƧŀ ŀ ǎȊŜǊǾŜȊŜǘŜǘΣ ŀƪƪƻǊ ŀȊǘ ŀ ǎȊŜƳŞƭȅǘ 

ǎȊŜǊǾŜȊŜǘŜƴ ƪƝǾǸƭǊǃƭ ǾŀƎȅ ōŜƭǸƭǊǃƭ ƪŜƭƭ ǇƽǘƻƭƴƛΣ ŀƳƛ ŜƎȅǊŞǎȊǘ ǘǀōōƭŜǘƪǀƭǘǎŞƎŜǘΣ ƳłǎǊŞǎȊǘ 

idǃǾŜǎȊǘŜǎŞƎŜǘ ƻƪƻȊƘŀǘ ŀ ƎŀȊŘłƭƪƻŘƽ ǎȊŜǊǾŜȊŜǘŜƪƴŜƪΦ 9ȊŜƴŦŜƭǸƭ ŀ ǎȊŜǊǾŜȊŜǘ ƪǀǘŜƭŞƪŞōŜƴ 
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ƳŀǊŀŘƽ ŀƭƪŀƭƳŀȊƻǘǘŀƪ ǘŜƭƧŜǎƝǘƳŞƴȅŜ ŀ ŦƻƭȅŀƳŀǘƻǎŀƴ ǎǘǊŜǎǎȊŜǎ ƳǳƴƪŀƘŜƭȅƛ ƪǀǊƴȅŜȊŜǘ ƘŀǘłǎłǊŀ 

ŎǎǀƪƪŜƴƛ ŦƻƎΣ ŀƳƛ ŀ ǎȊŜǊǾŜȊŜǘ ǾŜǊǎŜƴȅƪŞǇŜǎǎŞƎŞƴŜƪ ǘŀǊǘƽǎ ǾƛǎǎȊŀŜǎŞǎŞǘ ŜǊŜŘƳŞƴȅŜȊƘŜti. 
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Absztrakt 

WŜƭŜƴ ŘƻƭƎƻȊŀǘƻƳ ŎŞƭƧŀ ŀȊ ǾƻƭǘΣ ƘƻƎȅ ōŜƳǳǘŀǎǎŀƳ ŀ ƭŜƎǵƧŀōōŀƴ ŀ ŦŜƭǎǃƻƪǘŀǘłǎōŀ ƪŜǊǸƭǘ 

ƎŜƴŜǊłŎƛƽ ŦŜƭǎǃƻƪǘŀǘłǎƛ ŜƭǾłǊłǎŀƛǘΦ ! ½ ƎŜƴŜǊłŎƛƽ ƪǸƭǀƴōǀȊƛƪ ŀȊ ŜƭǃȊǃ ƎŜƴŜǊłŎƛƽƪǘƽƭ ƳłǊ ŀōōŀƴ 

ƛǎΣ ƘƻƎȅ ƛƴŦƻǊƳŀǘƛƪŀƛ ŜǎȊƪǀȊǀƪƪŜƭ ȊǎǵŦƻƭǘ ǾƛƭłƎōŀ ǎȊǸƭŜǘǘŜƪΣ ŀȊ ƛƴǘŜǊƴŜǘŜǘ ƪŞǎȊǎŞƎǎȊƛƴǘŜƴ ƪŜȊŜƭƛƪΦ 

CŜƭǾŜǘǃŘǀǘǘ ŀȊ ŀ ƪŞǊŘŞǎΣ ƘƻƎȅ ǾŀƧƻƴ ŜƴƴŜƪ ŀ ƎŜƴŜǊłŎƛƽƴŀƪ ƳƛōŜƴ ƪǸƭǀƴōǀȊƴŜƪ ŀȊ ŜƭǾłǊłǎŀƛ ŀȊ 

ŜƭǃȊǃΣ · Şǎ ¸ ƎŜƴŜǊłŎƛƽƪŞǘƽƭΦ ! ƪǳǘŀǘłǎƻƳƘƻȊ aǸƴƴƛŎƘ нллн-Ŝǎ ƪŞǊŘǃƝǾŞǘ ƘŀǎȊƴłƭǘŀƳΦ  

! ǾƛȊǎƎłƭŀǘ ŀƭŀƴȅŀƛ ŀ 5ŜōǊŜŎŜƴƛ 9ƎȅŜǘŜƳΣ DŀȊŘŀǎłƎǘǳŘƻƳłƴȅƛ YŀǊ нлмт-ōŜƴ ŜƭǎǃŞǾŜǎ 

ŀƭŀǇǎȊŀƪƻǎ Şǎ ŦŜƭǎǃƻƪǘŀǘłǎƛ ǎȊŀƪƪŞǇȊŞǎǼ ƘŀƭƭƎŀǘƽƛΦ !ǊǊŀ ƛǎ ƪƝǾłƴŎǎƛ ǾƻƭǘŀƳΣ ƘƻƎȅ ŀȊ ŜƭǾłǊłǎƻƪǊƽƭ 

ƪƛŀƭŀƪƝǘƻǘǘ ǾŞƭŜƳŞƴȅŜƪōŜƴ Ǿŀƴ-Ŝ ƪǸƭǀƴōǎŞƎ ŀǘǘƽƭ ŦǸƎƎǃŜƴΣ ƘƻƎȅ ƳƛƭȅŜƴ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪ ƴŜƳŜ 

Şǎ ƳƛƭȅŜƴ ƳŜǎǎȊŜ ŞƭƴŜƪ 5ŜōǊŜŎŜƴǘǃƭΦ !Ȋ ŀƭłōōƛ ŜƭǾłǊłǎƻƪŀǘΣ Ƴƛƴǘ ƛǘŜƳŜƪŜǘ ŞǊǘŞƪŜƭǘŞƪ ŀ 

ƳŜƎƪŞǊŘŜȊŜǘǘŜƪΥ wŜƴŘǎȊŜǊŜǎ ǾƛǎǎȊŀƧŜƭȊŞǎ ŀȊ ŜƭǾŞƎȊŜǘǘ ƳǳƴƪłǊƽƭΣ !Ȋƻƴƻǎǳƭłǎ ŀ ǎȊŜǊǾŜȊŜǘƛ 

ŞǊǘŞƪǊŜƴŘŘŜƭΣ .ƛȊǘƻƴǎłƎƻǎΣ ƳƻŘŜǊƴ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘΣ ! Ƴǳƴƪŀ Şǎ ŀ ƳŀƎłƴŞƭŜǘ ƪǀȊǘƛ ŜƎȅŜƴǎǵƭȅΣ 

!Ȋƻƴƻǎǳƭłǎ ŀ Ǿłƭƭŀƭŀǘ ŎŞƭƪƛǘǼȊŞǎŜƛǾŜƭΣ ¢ŜƪƛƴǘŞƭȅǘ ƪŜƭǘǃΣ ǘƛǎȊǘŜƭƘŜǘǃ ƳǳƴƪŀΣ {ǘǊŜǎǎȊ ƳŜƴǘŜǎΣ Ƨƽ 

ƘŀƴƎǳƭŀǘǵ ƭŞƎƪǀǊΣ .ƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ ƳǳƴƪŀΣ ! ǘǀǊŜƪǾŞǎŜƪ ǎȊŜǊǾŜȊŜǘōŜƭƛ ǘłƳƻƎŀǘłǎŀΦ 

YǳƭŎǎǎȊŀǾŀƪΥ Ȋ ƎŜƴŜǊłŎƛƽΣ ŜƭǾłǊłǎƻƪ  

Abstract 

The aim of this article is to analyse and clarify expectancy of the newest generation in the higher 

education. The generation Z is different from previous generations even in the fact that they 

were born into a crowded world with IT tools, they are handling the Internet at a skill level. First 

of all, the main question was that is there any difference in form and measure of expectation 

between previous generations?  
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L ǳǎŜŘ ŦƻǊ Ƴȅ ŀƴŀƭȅǎŜǎ aǸƴƴƛŎƘ ǉǳŜǎǘƛƻƴƴŀƛǊŜ ŦǊƻƳ нллнΦ ¢ƘŜ ǎǳōƧŜŎǘ ƻŦ ǘƘŜ ŜȄŀƳƛƴŀǘƛƻƴ ǿŀǎ 

given by first-year BSc students of the University of Debrecen, Faculty of Economics and 

Business. My hypothesis was that there is some difference between generations, and the 

expectations depend on the sex and the residence of the students. The evaluated items were 

the follows regular feedback of the job done, identification with an organizational value system, 

safe and modern work conditions, the balance between work and private life, identification 

with goals of the organization, the prestige and respect of work, sure livelihood job, supporting 

the pursuit of the organization. 

Keywords: Z generation, Expectancy  

 ! D9b9w#/LjY ;{ !½ 9[±#w#{hY 

{ǘǊŀǳǎǎ Şǎ IƻǿŜ (1991) ƳłǊ ŀ Ƴǵƭǘ ǎȊłȊŀŘōŀƴ ƳŜƎƘŀǘłǊƻȊǘŀ ŀȊ ŀƳŜǊƛƪŀƛ ǘłǊǎŀŘŀƭƻƳǊŀ ŀ 

ƎŜƴŜǊłŎƛƽƪ ōŜǎƻǊƻƭłǎƛ ǎȊŜƳǇƻƴǘƧŀƛǘΦ {ȊǸƭŜǘŞǎƛ ŘłǘǳƳǳƪ ŀƭŀǇƧłƴ όŜƎȅŜƭǃǊŜύ Ƙŀǘ ƎŜƴŜǊłŎƛƽǘ 

ƪǸƭǀƴōǀȊǘŜǘǘŜƪ ƳŜƎΣ ŀƳŜƭȅŜƪ ŀȊ ŀƭłōōƛŀƪΥ ŀ /ǎŜƴŘŜǎ ƎŜƴŜǊłŎƛƽ όмфнрςмфпн ƪǀȊǀǘǘ ǎȊǸƭŜǘŜǘǘŜƪύΣ 

a Baby Boomerek (1943ςмфслύΣ ŀȊ · ƎŜƴŜǊłŎƛƽ όмфсмςмфумύΣ ŀȊ ¸ ƎŜƴŜǊłŎƛƽ όмфунς1994), a Z 

ƎŜƴŜǊłŎƛƽ όмффрς2010), Şǎ ŀ нлмл ǳǘłƴƛ ŞǾŜƪōŜƴ ǎȊǸƭŜǘŜǘǘ !ƭŦŀ ƎŜƴŜǊłŎƛƽΦ 9ȊŜƴ ŎǎƻǇƻǊǘƻǎƝǘłǎ 

ǾƛǎȊƻƴȅƭŀƎ ŞƭŜǎ ƘŀǘłǊƻƪƘƻȊ ƪǀǘǃŘƛƪΣ Ƴłǎƻƪ ōŜǎƻǊƻƭłǎŀ ƪǀȊǀǘǘ ǇƭǳǎȊ-ƳƝƴǳǎȊ ƘłǊƻƳ-ǀǘ ŞǾŜǎ 

eƭǘŞǊŞǎǘ ǘŀƭłƭƘŀǘǳƴƪΦ YǀƴƴȅŜƴ ōŜƭłǘƘŀǘƽΣ ƘƻƎȅ ƴŜƳ ƭŜƘŜǘ ŜƴƴȅƛǊŜ ŜƎȅŞǊǘŜƭƳǼŜƴ ŜƭƘŀǘłǊƻƭƘŀǘƽ 

ŀ ǎȊǸƭŜǘŞǎƛ ƛŘǃ ŀƭŀǇƧłƴ ǘǀǊǘŞƴǘ ŎǎƻǇƻǊǘƻǎƝǘłǎΣ ƘƛǎȊŜƴ ƛƭȅŜƴ ŞƭŜǎ ƪǸƭǀƴōǎŞƎ ƴƛƴŎǎ Şǎ ƴŜƳ ƛǎ ƭŜƘŜǘ 

ŀȊƻƪ ƪǀȊǀǘǘΣ ŀƪƛƪ н-о ƘŞǘ ǾŀƎȅ ƘƽƴŀǇ ƪǸƭǀƴōǎŞƎƎŜƭ ǎȊǸƭŜǘǘŜƪΣ ŘŜ ƳłǊ Ƴłǎ ŞǾōŜƴΦ 

YǀǾŜǎŘƛ όнллсύ ǎȊŜǊƛƴǘ ŀ ½ ƎŜƴŜǊłŎƛƽƘƻȊ ŀȊ мффр Şǎ нлмн ƪǀȊǀǘǘ ǎȊǸƭŜǘŜǘǘŜƪŜǘ ǎƻǊƻƭƧǳƪΦ bŜƪƛƪ 

ƘŜƭȅǘǃƭ ŦǸƎƎŜǘƭŜƴǸƭ ǊŜƴŘŜƭƪŜȊŞǎǸƪǊŜ łƭƭƴŀƪ ŀ ƭŜƎƳƻŘŜǊƴŜōō ŘƛƎƛǘłƭƛǎ ŜǎȊƪǀȊǀƪΣ ȊǎŜōǸƪōŜƴ 

ƘǳǊŎƻƭƧłƪ ŀ ƴŜǘŜǘΣ ǎȊƛƴǘŜ łƭƭŀƴŘƽŀƴ αƻƴƭƛƴŜ ǸȊŜƳƳƽŘōŀƴέ ƭŞǘŜȊƴŜƪΦ ! ǎȊǸƭŜƛƪΣ ǘŀƴłǊŀƛƪ 

ƭŜƎƛƴƪłōō ŀȊ · ǾŀƎȅ ŀ ōŀōȅ ōƻƻƳŜǊ ƎŜƴŜǊłŎƛƽƘƻȊ ǘŀǊǘƻȊƴŀƪΣ ŘƛƎƛǘłƭƛǎ ǘǳŘłǎǳƪ ƧƽǾŀƭ ŀȊ ǳǘƽŘƻƪ 

ŀƭŀǘǘƛ ǎȊƛƴǘǼΦ 9ȊŞǊǘ ǇŜǊǎȊŜ ŀ ½ ƎŜƴŜǊłŎƛƽ ŘƛƎƛǘłƭƛǎ ƴŜǾŜƭŞǎŜΣ ƪƻƴǘǊƻƭƭłƭłǎŀ ƛǎ ƧƽǾŀƭ ōƻƴȅƻƭǳƭǘŀōōΣ 

ƴŜƘŞȊƪŜǎŜōōΣ ƘƛǎȊŜƴ ŀ ǎȊǸƭǃ ƴŜƳ ƳƛƴŘŜƴ ŜǎŜǘōŜƴ ƪŞǇŜǎ ŀ ƪŜȊŞōŜƴ ǘŀǊǘŀƴƛ ŀ ƎȅŜǇƭǃǘΦ  

!Ȋ ƛƴǘŜǊƴŜǘƴŜƪ ŞǇǇ ŀȊ ŀ ƭŞƴȅŜƎŜΣ ƘƻƎȅ ƴƛƴŎǎ ƎłǘΣ ƴƛƴŎǎ ǎȊŀōłƭȅΣ ƴƛƴŎǎ ƪƻǊƭłǘΣ ƴƛƴŎǎ ǘƛƭŀƭƻƳ ς nincs 

ǎŜƳƳƛΦ Iŀ ƴƛƴŎǎ ǎȊŀōłƭȅƻȊłǎΣ ŀƪƪƻǊ ōłǊƳƛ ƳŜƎǘǀǊǘŞƴƘŜǘ (Tari, 2011). 



 
216 

 

Todd (2008) ǵƎȅ ƎƻƴŘƻƭƧŀΣ ƘƻƎȅ ŀȊ ¸ ƎŜƴŜǊłŎƛƽ ƻƭȅŀƴ ƪƻǊōŀƴ ǎȊǸƭŜǘŜǘǘΣ ŀƘƻƭ ǘŀƎƧŀƛ ƳŜƎŞƭǘŞƪ ŀ 

ŘƛƎƛǘłƭƛǎ ŦƻǊǊŀŘŀƭƳŀǘ Şǎ ŜƴƴŜƪ ƪǀǎȊǀƴƘŜǘǃŜƴ ǵƧ ƻƪǘŀǘłǎƛ ƳƽŘǎȊŜǊŜƪΣ ƻƪǘŀǘłǎƛ ŦƻǊƳłƪΣ 

ǘŜŎƘƴƻƭƽƎƛłƪ ƭŞǘǊŜƧǀǘǘŞǘ ǘŀǇŀǎȊǘŀƭƘŀǘǘłƪ ƳŜƎΦ 

Kozma (2005ύ ƘŀƭƭƎŀǘƽƪ ƪǀǊŞōŜƴ ǾŞƎȊŜǘǘ ƪǳǘŀǘłǎŀƛ ƛǎ ƛƎŀȊƻƭǘłƪΣ ƘƻƎȅ ŀȊ ƛƴǘŞȊƳŞƴȅ- Şǎ ŀ 

ƳǳƴƪŀƘŜƭȅǾłƭŀǎȊǘłǎōŀƴ ŀ ƘŀƭƭƎŀǘƽƪŀǘ ŀ ǘǳŘłǎ ƳƻǘƛǾłƭƧŀΦ ! ƘŀƭƭƎŀǘƽƪ ǘǳŘŀǘƻǎŀƴ ǾłƭŀǎȊǘŀƴŀƪ 

ŦŜƭǎǃƻƪǘŀǘłǎƛ ƛƴǘŞȊƳŞƴȅǘΣ ŦƛƎȅŜƭŜƳōŜ ǾŜǎȊƛƪ ŀ ǎŀƧłǘ ŞǊŘŜƪƭǃŘŞǎǸƪŜǘ Şǎ ŜƎȅŞƴƛǎŞƎǸƪŜǘΣ ǾŀƭŀƳƛƴǘ 

ŀȊ ŜƎȅŜǘŜƳ ƪŞǇȊŞǎƛ ǎȊƝƴǾƻƴŀƭłǘΦ !Ȋ ƛƴǘŞȊƳŞƴȅǾłƭŀǎȊǘłǎǳƪƴłƭ ƪƛŜƳŜƭǘ ƧŜƭŜƴǘǃǎŞƎǼŜƪ ŀȊ 

ŜƭŜƪǘǊƻƴƛƪǳǎ ƛƴŦƻǊƳłŎƛƽŦƻǊǊłǎƻƪ όǇƭΦ ŜƎȅŜǘŜƳƛ ǿŜōΣ Ƴłǎ ƛƴǘŜǊƴŜǘŜǎ ŦƻǊǊłǎƻƪύΦ 

/ȊŜƎƭŞŘƛ Şǎ WǳƘłǎȊ όнлмоύ ǾƛȊǎƎłƭŀǘŀƛ ǊłƳǳǘŀǘƴŀƪ ŀǊǊŀΣ ƘƻƎȅ ŀȊ ŜƎȅŜǘŜƳƛ Şǎ ŀ Ŧǃƛǎƪƻƭŀƛ 

ǘŀƴǳƭƳłƴȅƻƪ ŜƎȅ Ƨƽ ŀƭŀǇƻǘ Şǎ ƳƻǘƛǾłŎƛƽǎ ƛƎŞƴȅǘ ƴȅǵƧǘŀƴŀƪ ŀƘƘƻȊΣ ƘƻƎȅ ŀ Ŧƛŀǘŀƭƻƪ ŀ ƪŞǎǃōōƛ 

ƳǳƴƪłƧǳƪ ǎƻǊłƴ ǘǀǊŜƪŜŘƧŜƴŜƪ ŀ ŦƻƭȅŀƳŀǘƻǎ ƛǎƳŜǊŜǘ- Şǎ ǘǳŘłǎŦŜƧƭŜǎȊǘŞǎǊŜΦ YǳŎǎƳŀ Şǎ YǃƳƝǾŜǎ 

(2015) ǎȊłƳƝǘłǎŀƛ ŀƭłǘłƳŀǎȊǘƧłƪ ŀ ŦŜƭǎǃŦƻƪǵ ǘŀƴǳƭƳłƴȅƻƪ ƳŜƎǘŞǊǸƭŞǎŞǘΦ 

Az Y-ƎŜƴŜǊłŎƛƽǊŀ ƧŜƭƭŜƳȊǃ ŀȊ ŀƳōƝŎƛƽΣ ŀ ƪǊŜŀǘƛǾƛǘłǎ Şǎ ŀ ŦƻƭȅŀƳŀǘƻǎ ǘŀƴǳƭłǎΦ ¨Ƨ ƳƻǘƛǾłŎƛƽǎ 

ǊŜƴŘǎȊŜǊǘ ƛƎŞƴȅŜƭƴŜƪΣ ƛƭƭŜǘǾŜ ƻƭȅŀƴ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘŜǘΣ ŀƳƛ ƳƻǘƛǾłƭƧŀ ǃƪŜǘΦ !Ȋ ŜƎȅŞƴƛǎŞƎ 

ŜƭƛǎƳŜǊŞǎŜΣ ŘŜ ŀƳŜƭƭŜǘǘ ŀ ŎǎƻǇƻǊǘƳǳƴƪŀΣ ŎǎƻǇƻǊǘƘƻȊ Ǿŀƭƽ ǘŀǊǘƻȊłǎ ŞǊȊŞǎŜΣ ŀ ŦŜƧƭǃŘŞǎƛ 

ƭŜƘŜǘǃǎŞƎŜƪ Şǎ ŀȊ ƛƳƳŀǘŜǊƛłƭƛǎ ŞǊǘŞƪŜƪ Ŧƻƴǘƻǎŀƪ ǎȊłƳǳƪǊŀΦ ό{ȊǊŜǘȅƪƽΣ нлмнύ  

aƛƴŘŜȊŜƪ ŀƭŀǇƧłƴ ƭłǘƘŀǘƽΣ ƘƻƎȅ ƻƭȅŀƴ ŎǎƻǇƻǊǘ ǾŜǎȊ ǊŞǎȊǘ ŀ ƪǳǘŀǘłǎōŀƴΣ ƳŜƭȅƴŜƪ ƴŀƎȅ ǎȊǸƪǎŞƎŜ 

Şǎ ƛƎŞƴȅŜ Ǿŀƴ ŀǊǊŀΣ ƘƻƎȅ ƳŜƎƛǎƳŜǊƧŜ ǎŀƧłǘ ƪŞǇŜǎǎŞƎŜƛǘΣ ƪƻƳǇŜǘŜƴŎƛłƛǘΦ Vaskovics (2000) 

ŜƭƳŞƭŜǘŜ ŀƭŀǇƧłƴ ŀȊǘ ƳƻƴŘƘŀǘƧǳƪΣ ƘƻƎȅ ŀ Ƴƛƴǘłōŀ ƪŜǊǸƭǘ ƘŀƭƭƎŀǘƽƪ ŀ ǇƻǎȊǘŀŘƻƭeszcens 

ŞƭŜǘǎȊŀƪŀǎȊōŀƴ ǾŀƴƴŀƪΦ ! ǇƻǎȊǘŀŘƻƭŜǎȊŎŜƴǎ ŞƭŜǘǎȊŀƪŀǎȊōŀƴ ƭŞǾǃ Ŧƛŀǘŀƭ ŦŜƭƴǃǘǘŜƪ ƳŞƎ ƴŜƳ 

ŦǸƎƎŜǘƭŜƴŜƪ ǘŜƭƧŜǎ ƳŞǊǘŞƪōŜƴ ŀ ǎȊǸƭǃƛ ƘłȊǘƽƭΦ 9ōōŜƴ ŀ ǎȊŀƪŀǎȊōŀƴ αŀ ǎȊŜȄǳłƭƛǎ ŞǊŜǘǘǎŞƎΣ ǾŀƭŀƳƛƴǘ 

az anyagi-ǎȊƻŎƛłƭƛǎ ŦǸƎƎŜǘƭŜƴǎŞƎ ƪǀȊǀǘǘƛ ƛŘǃǘŀǊǘŀƳ ƪƛǘłƎǳƭǘΦ ! ŦŜƭƴǃǘǘŜƪǘǃƭ ƳŀƎŀǘŀǊǘłǎǳƪΣ 

ŞǊǘŞƪŜƛƪ ŜƭǘŞǊƴŜƪΣ ǾƛǎȊƻƴǘ ǎȊƻŎƛłƭƛǎΣ Ǉƻƭƛǘƛƪŀƛ Şǎ ƎŀȊŘŀǎłƎƛ ǎǘłǘǳǎǳƪ ƳŜƴǘŞƴ ƳłǊ ŦŜƭƴǃǘǘƴŜƪ 

ǘŜƪƛƴǘƘŜǘǃƪΦ 9Ȋǘ ŀ ол ŞǾŜǎ ƪƻǊ ŀƭŀǘǘƛ ŞƭŜǘǎȊŀƪŀǎȊ-łǘǎǘǊǳƪǘǳǊłƭłǎǘΣ ŀƳƛƪƻǊ ŜƎȅ ǀƴłƭƭƽ ŞƭŜǘǎȊŀƪŀǎȊ 

ƪŜƭŜǘƪŜȊƛƪΣ ǇƻǎȊǘŀŘƻƭŜǎȊŎŜƴŎƛłƴŀƪ ƴŜǾŜȊƛƪέΦ όałŘŜǊΣ нллфύ  

YŀȊŀƛƴŞ jƴƻŘƛ όнлмрύ ŜƎȅ ƪǳǘŀǘłǎŀ ǎȊŜǊƛƴǘ ŀ ƧŜƭŜƴ ƘŀƭƭƎŀǘƽƛ łƭǘŀƭ ŀ ƧǀǾǃōŜƭƛ ǎƛƪŜǊŜǎǎŞƎǸƪ 

ǎȊŜƳǇƻƴǘƧłōƽƭ ŀ ƘłǊƻƳ ƭŜƎŦƻƴǘƻǎŀōōƴŀƪ ǘŀǊǘƻǘǘ ƪŞǇŜǎǎŞƎŜƪΥ ŀ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ƪŞǇŜǎǎŞƎΣ ŀ 

ƎƻƴŘƻƭƪƻŘłǎƛ ƪŞǇŜǎǎŞƎ Şǎ ŀ Ƨƽ ƪƻƳƳǳƴƛƪłŎƛƽǎ ƪŞǎȊǎŞƎΦ ! ƘŀƭƭƎŀǘƽƪ ǘƛǎȊǘłōŀn Ǿŀƴƴŀƪ ŀ Ƨƽ 

ƪƻƳƳǳƴƛƪłŎƛƽǎ ƪŞǎȊǎŞƎ ŦƻƴǘƻǎǎłƎłǾŀƭ ŀȊ ŞƭŜǘ ǎȊłƳƻǎ ǘŜǊǸƭŜǘŞƴΣ ǘŜǊƳŞǎȊŜǘŜǎŜƴ ŜƘƘŜȊ 

ƳŜƎŦŜƭŜƭǃ ŦŜƧƭŜǎȊǘǃ ǇǊƻƎǊŀƳƻƪǊŀ ƭŜƘŜǘ ǎȊǸƪǎŞƎΦ YƻȊłƪ όнлммύ ƳŜƎŜǊǃǎƝǘŜǘǘŜΣ ƘƻƎȅ ŀ ƪǸƭǀƴōǀȊǃ 
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ƪƻǊƻǎȊǘłƭȅƻƪ ŜƭǘŞǊǃ ƪƻƳƳǳƴƛƪłŎƛƽǎ ǎȊƻƪłǎƻƪƪŀƭΣ ƘŀƎȅƻƳłƴyokkal rendelkeznek, amelyekhez a 

ǘǀōōƛŜƪƴŜƪ ŀƭƪŀƭƳŀȊƪƻŘƴƛǳƪ ŎŞƭǎȊŜǊǼΦ 9ȊŜƪ ŀ ƪǸƭǀƴōǀȊǃǎŞƎŜƪ ƪǳƭǘǵǊłƪǘƽƭ ŦǸƎƎŜǘƭŜƴǸƭ ŀŘƻǘǘŀƪΣ 

Ŏǎŀƪ ƳƛƴŘŜƴ ƪǳƭǘǵǊŀ Ƴłǎ Şǎ Ƴłǎ ƳƽŘǎȊŜǊǊŜƭΣ ǘƻƭŜǊŀƴŎƛłǾŀƭ ƪŜȊŜƭƛ ŜȊŜƪŜǘ ŀȊ ŜƭǘŞǊŞǎŜƪŜǘΦ aƽǊŞ 

ŜƎȅ ƳǳƴƪŀƘŜƭȅƛ ƎŜƴŜǊłŎƛƽǎ ǾƛȊǎƎłƭŀǘłƴŀƪ ŜǊŜŘƳŞƴȅŜ ƪŀǇŎǎłƴ ŀǊǊƽƭ ƝǊΣ ƘƻƎȅ ŀ ƪŀǇŎǎƻƭŀǘƻƪ 

ƪƛŞǇƝǘŞǎŞǘǃƭΣ ŦŜƴƴǘŀǊǘłǎłǘƽƭ ŀ ƪǀȊŞǇƪƻǊǵŀƪ όŀȊ · ƎŜƴŜǊłŎƛƽύ ŎǎƻǇƻǊǘƧŀ ǘŀǊǘƧŀ ƭŜƎƛƴƪłōō ǘłǾƻƭ 

ƳŀƎłǘΣ ǘǀǊŜƪǎȊƛƪ ŀȊ ŜƎȅŜƴǎǵƭȅǊŀΣ ǎȊƪŜǇǘƛƪǳǎΦ !Ȋ ƛŘǃǎŜōō ƎŜƴŜǊłŎƛƽ όōŀōȅ ōƻƻƳŜǊŜƪύ ǘŀƎƧŀƛ 

ƪǀȊǀǘǘ ƳŜƎŦƛƎȅŜƭƘŜǘǃ ŜƎȅŦŀƧǘŀ ƳŜƎǵƧǳƭłǎǊŀ Ǿŀƭƽ ǘǀǊŜƪǾŞǎΦ hǇǘƛƳƛǎǘłƪΣ ƴȅƛǘƻǘǘŀƪ ŀ 

ƪƻƳƳǳƴƛƪłŎƛƽǊŀΣ ǎ ƳŞƎ ƪŞǇŜǎŜƪ ǵƧ ƭŜƴŘǸƭŜǘǊŜ ŀ ƳǳƴƪłōŀƴΦ ¨Ǝȅ ǘǼƴƛƪΣ ŜȊ ŀ ƎŜƴŜǊłŎƛƽ 

ƪǀƴƴȅŜōōŜƴ ǘŀƭłƭ ǳǘŀǘ ŀ ŦƛŀǘŀƭƻƪƘƻȊΣ Ƴƛƴǘ ŀ ƪǀȊŞǇƪƻǊƻǎȊǘłƭȅΦ 9ȊŜƪ ŀ ƪǸƭǀƴōǎŞƎŜƪΣ ŀȊ ŜƭǘŞǊǃ 

ŀǘǘƛǘǼŘǀƪ ƎŜƴŜǊłŎƛƽǎ ƪƻƴŦƭƛƪǘǳǎƘƻȊ ǾŜȊŜǘƴŜƪΣ ŀƳŜƭȅ ŎǎǀƪƪŜƴǘƘŜǘƛ ŀ Ǿłƭƭŀƭŀǘ ǘŜƭƧŜǎƝǘƳŞƴȅŞǘΦ 

YƛŞƭŜȊǃŘƛƪ ŀ ŦŜǎȊǸƭǘǎŞƎ ŀȊ łǘǎȊŜǊǾŜȊŞǎŜƪ Şǎ ƭŜŞǇƝǘŞǎŜƪ ƛŘŜƧŞƴΣ ƳŜǊǘ ŀ ƎŜƴŜǊłŎƛƽƪ ǾŜǊǎŜƴƎŜƴŜƪ 

ŜƎȅƳłǎǎŀƭ ŀȊ ŜƎȅǊŜ ƪŜǾŜǎŜōō ƳǳƴƪŀƘŜƭȅŞǊǘΦ 

! ǾŞƎȊŜǘǘ Ŧƛŀǘŀƭƻƪōƽƭ ƭŜǎȊƴŜƪ ŀȊƻƪ αŀ ƳŀƴŀƎŜǊŜƪ ƴŀǇƧŀƛƴƪōŀƴΣ ŀƪƛƪ ŜƎȅǊŜ ƛƴƪłōō ŀ ǇƛŀŎǊƽƭΣ ŀ 

ǘŜǊƳŞƪŜƪǊǃƭΣ ŀ ǾŜǊǎŜƴȅǘłǊǎŀƪǊƽƭ Şǎ ŀ ŦƻƭȅŀƳŀǘƻƪǊƽƭ ǎȊƽƭƽ ƛƴŦƻǊƳłŎƛƽǎ ƛƎŞƴȅŜƪƴŜƪ Ǿŀƴƴŀƪ 

ƪƛǘŞǾŜΣ ŀƳŜƭȅŜƪǊŜ ŜƎȅ ƛƴƴƻǾŀǘƝǾ ǾŜȊŜǘǃƴŜƪ ǊŜŀƎłƭƴƛ ƪŜƭƭΦϦ (Bencsik et al., 2014)  

!ǊƳǎǘǊƻƴƎ Şǎ aǳǊƭƛǎ όнллрύ ŀȊ ŜƭǾłǊłǎƻƪƪŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ǾƛȊǎƎłƭŀǘŀƛƪōŀƴ ŀ ǾŜȊŜǘǃ Şǎ ōŜƻǎȊǘƻǘǘ 

ƪǀȊǀǘǘ ƪƛŀƭŀƪǳƭǘ ƪŀǇŎǎƻƭŀǘƻǘ ς ŀȊ ŜƭǾłǊłǎƻƪŀǘ ƛƭƭŜǘǃŜƴ ς ǾŀƭŀƳƛƭȅŜƴ ƝǊŀǘƭŀƴ αǇǎȊƛŎƘƻƭƽƎƛŀƛ 

ǎȊŜǊȊǃŘŞǎƪŞƴǘέ ƝǊƧłƪ ƭŜ, Şǎ ƝƎȅ ƛǎƳŜǊǘŜǘƛƪ ŀȊ ŜƭǾłǊłǎƻƪƪŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ƧŜƭƭŜƳȊǃƪŜǘΦ !Ȋ ŜƭǾłǊłǎƻƪ 

ǀƴǘǳŘŀǘƭŀƴǳƭ ƛǎ ŀǳǘƻƳŀǘƛƪǳǎŀƴ ōŜƛƴǘŜƎǊłƭƽŘƴŀƪ ŀ ǾŜȊŜǘǃ-beosztott, vagy ŀȊ ƻƪǘŀǘƽ-ƘŀƭƭƎŀǘƽ 

ƳǳƴƪŀƪŀǇŎǎƻƭŀǘłōŀΣ ami ŜƎȅ ōƛȊƻƴȅƻǎ Ŧƻƪǵ ƳŜƎŜƎȅŜȊŞǎŜƴ ŀƭŀǇǳƭƽ ōƛȊŀƭƳƛ ǊŜƴŘǎȊŜǊǊŜΣ 

ƪƻƳǇŜƴȊłŎƛƽǊŀ ŞǇǸƭΦ  

!Ȋ ƻƪǘŀǘƽ-ƘŀƭƭƎŀǘƽ ǾƛǎȊƻƴȅǘ ǘŜǊƳŞǎȊŜǘŜǎ ƳƽŘƻƴ ƴŜƘŜȊƝǘƛƪ ŀ ƎŜƴŜǊłŎƛƽǎ ǇǊƻōƭŞƳłƪΣ ƳŜƭȅŜƪ 

megƧŜƭŜƴŞǎƛ ŦƻǊƳłƛ ŀȊ ŞƭŜǘǎǘƝƭǳǎΣ ƳǳƴƪŀǎǘƝƭǳǎ ŜƭǘŞǊŞǎŜΤ ŀȊ ŜƭǘŞǊǃ ŞǊǘŞƪŜƪΣ ŜƭŞǊŜƴŘǃ ŞƭŜǘŎŞƭƻƪ 

ƪǸƭǀƴōǎŞƎŜƛΤ ŀȊ ŜƭŜƪǘǊƻƴƛƪǳǎ ƳŞŘƛŀ ƘŀǎȊƴłƭŀǘłōƽƭ ŀŘƽŘƽ ƴŞȊŜǘŜƭǘŞǊŞǎŜƪΤ ƛƭƭŜǘǾŜ ŀȊ ƝȊƭŞǎōŜƴΣ 

ǀƭǘǀȊƪǀŘŞǎōŜƴΣ ǾƛǎŜƭŜǘōŜƴ Ǿŀƭƽ ŜƭǘŞǊŞǎŜƪ (Prensky,2001; Tari, 2011). A diƎƛǘłƭƛǎ ƴŜƳȊŜŘŞƪ ǘŀƎƧŀƛ 

ƳłǊ ƳŜƎƧŜƭŜƴǘŜƪ ŀ ŦŜƭǎǃƻƪǘŀǘłǎƛ ƛƴǘŞȊƳŞƴȅŜƪ ŀƭǎƽōō ŞǾŦƻƭȅŀƳŀƛōŀƴΣ ǃƪ ŜǊǃǘŜƭƧŜǎŜōōŜƴ ƛƎŞƴȅƭƛƪ 

ŀ ŦŜƧƭŜǘǘ ƛƴŦƻǊƳŀǘƛƪŀƛ ŜǎȊƪǀȊǀƪΣ ŀȊ ƛƴǘŜǊƴŜǘΣ ŀ ƳǳƭǘƛƳŞŘƛłǎ ǎȊłƳƝǘƽƎŞǇΣ ŀ ŘƛƎƛǘłƭƛǎ ǘŀǊǘŀƭƻƳ 

ŜƭǃłƭƭƝǘƽ ŜǎȊƪǀȊǀƪ ƘŀǎȊƴłƭŀǘłǘ ŀ ƪŞǇȊŞǎōŜƴΣ ƘƛǎȊŜƴ ŀ ŘƛƎƛǘłƭƛǎ ŜǎȊƪǀȊƘŀǎȊƴłƭŀǘΣ ŀƘƻƎȅ ŀ 

ƳƛƴŘŜƴƴŀǇƛ ŞƭŜǘǸƪƴŜƪΣ ǵƎȅ ŀ ǘŀƴǳƭłǎƛ ŦƻƭȅŀƳŀǘŀƛƪƴŀƪ ƛǎ ǘŜǊƳŞǎȊŜǘŜǎ ǊŞǎȊŞǾŞ ǾłƭǘΦ #ǊǾłƴŞ Ŝǘ ŀƭΦ 

(2017), Szabados et al. (2012) ǾƛȊǎƎłƭŀǘŀƛōƽƭ ŀȊ ŀ ƪǀǾŜǘƪŜȊǘŜǘŞǎ ǾƻƴƘŀǘƽ ƭŜΣ ƘƻƎȅ ŀƪłǊ ŦƻǊ-profit, 

ŀƪłǊ ƴƻƴǇǊƻŦƛǘ ǎȊŜǊǾŜȊŜǘǊǃƭ ōŜǎȊŞƭǸƴƪ, aȊ ŜƭŞƎŜŘŜǘǘ ōŜƻǎȊǘƻǘǘΣ ƳǳƴƪŀǘłǊǎ - ōłǊƳŜƭȅ 
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ƎŜƴŜǊłŎƛƽƘƻȊ ǘŀǊǘƻȊƛƪ ƛǎ - Ƨƽƭ ƳƻǘƛǾłƭƘŀǘƽΣ ŜƎȅŜǘŞǊǘ ŀ ǎȊŜǊǾŜȊŜǘ ŎŞƭƧŀƛǾŀƭΣ ǾŀƭŀƳƛƴǘ ŜƭŦƻƎŀŘƧŀ 

ŀȊƻƪŀǘΣ ŦŜƭǾŜǎȊƛ ŀ ŎǎƻǇƻǊǘƴƻǊƳłƪŀǘΦ 

!Ȋ ŜƭǾłǊłǎƛ ƴȅƻƳłǎ ƳƻŘŜƭƭǘ όмΦ łōǊŀύ ǳƎȅŀƴ ŀ ƎŀȊŘŀǎłƎƛ ŞƭŜǘǊŜ ƳƻŘŜƭƭŜȊǘŜƳ όWǳƘłǎȊΣ нлммύΣ ŘŜ 

ŞǊǘŜƭƳŜȊŞǎŜƳ ǎȊŜǊƛƴǘ ǳƎȅŀƴǵƎȅ ŞǊǾŞƴȅŜǎ ŀ ŦŜƭǎǃƻƪǘŀǘłǎǊŀ ƛǎΦ DƻƴŘƻƭƧǳƪ łǘΗ ! ƎŀȊŘŀǎłƎƛΣ 

ǘłǊǎŀŘŀƭƳƛ ƪǀǊƴȅŜȊŜǘƴŜƪ ƳƛƴŘ ŀ ŦŜƭǎǃƻƪǘŀǘłǎǎŀƭΣ ƳƛƴŘ ŀ ƘŀƭƭƎŀǘƽƪƪŀƭ ƪŀǇŎǎƻƭŀǘōŀƴ Ǿŀƴƴŀƪ 

ƪƛƳƻƴŘƻǘǘ Şǎ ƪƛƳƻƴŘŀǘƭŀƴ ŜƭǾłǊłǎŀƛΦ hƭȅŀƴ ŜƭǾłǊłǎƻƪƪŀƭ ƛǎ ǘŀƭłƭƪƻȊǳƴƪΣ ŀƳŜƭȅŜƪ ǘŜƭƧŜǎǸƭƴŜƪΣ Şǎ 

olyanokkal is, amelyek nem. 

мΦ łōǊŀΥ 9ƭǾłǊłǎƛ ƴȅƻƳłǎ ƳƻŘŜƭƭ 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎΣ нлмм 

! ƎŀȊŘŀǎłƎ ƻƭȅŀƴ Ŧƛŀǘŀƭ ŘƛǇƭƻƳłǎƻƪŀǘ ǎȊŜǊŜǘƴŜΣ ŀƪƛƪ ƘŀƧƭŀƴŘƽƪ Şǎ ƪŞǇŜǎŜƪ ŀ ǊłƧǳƪ ōƝȊƻǘǘ 

ŦŜƭŀŘŀǘƻƪŀǘ ƳŜƎƻƭŘŀƴƛΣ ƛƴƴƻǾŀǘƝǾŀƪΣ ƴȅŜƭǾŜƪŜǘ ōŜǎȊŞƭƴŜƪΦ aƛƴƛƳłƭƛǎ ŜƭǾłǊłǎ ǾŜƭǸƪ 

ƪŀǇŎǎƻƭŀǘōŀƴΣ ƘƻƎȅ ƭŜƎȅŜƴŜƪ ƪŞǎȊŜƪ ŀ ǘǳŘłǎƘƛłƴȅǳƪ ǇƽǘƭłǎłǊŀΦ 9ƴƴŜƪ ŞǊŘŜƪŞōŜƴ ŀ ƳǳƴƪŀŀŘƽƪ 

fejlesztik ŜǎȊƪǀȊǘłǊǳƪŀǘΣ ƳƽŘǎȊŜǊŜƛƪŜǘ όǇƭΦ ŀ ƎŀƳƛŦƛŎŀǘƛƻƴύΦ ! ŦŜƭǎǃƻƪǘŀǘłǎ ŜƭǾłǊƧŀΣ ƘƻƎȅ ŀ 

ƘŀƭƭƎŀǘƽ ƪŞǇŜǎ Şǎ ƪŞǎȊ ƭŜƎȅŜƴ ŀ ǘŀƴǳƭłǎƛ-ǘŀƴƝǘłǎƛ ŦƻƭȅŀƳŀǘ ǾŞƎǊŜƘŀƧǘłǎłǊŀΣ ŜƭŞǊƧŜ ŀȊ ƻƪǘŀǘłǎƛ 

ŦƻƭȅŀƳŀǘōŀƴ ŀȊ ƻƪǘŀǘƽƛ łƭǘŀƭ ƳƛƴƛƳłƭƛǎŀƴ ŜƭǾłǊǘ ǎȊƛƴǘŜǘΣ ƻƭȅƪƻǊ-olykor gondolkodjon is, esetleg 

ǾŜƎȅŜƴ ǊŞǎȊǘ ŀƪǘƝǾŀƴ ŀ ǘǳŘƻƳłƴȅƻǎ ŘƛłƪƪǀǊƛ ŞƭŜǘōŜƴΣ ŀ ǘŜƘŜǘǎŞƎ-ŦŜƧƭŜǎȊǘŞǎōŜƴΦ 9ƭǾłǊłǎƪŞƴǘ 

ƳŜƎŦƻƎŀƭƳŀȊȊǳƪΣ ƘƻƎȅ ŜƎȅŜƭǃǊŜ ǾŞƎȊŞǎƪƻǊΣ ŘŜ ƴŜƳǎƻƪłǊŀ ōŜƳŜƴŜǘƪƻǊ ƛǎ ǊŜƴŘŜƭƪŜȊȊŜƴ ŜƎȅ 

ƴȅŜƭǾ ƘŀǎȊƴłƭƘŀǘƽ ƛǎƳŜǊŜǘŞǘ ƛƎŀȊƻƭƽ ƴȅŜƭǾǾƛȊǎƎłǾŀƭΦ 

! ƘŀƭƭƎŀǘƽ ŜȊȊŜƭ ǎȊŜƳōŜƴ ŜƭǾłǊƧŀΣ ƘƻƎȅ ƪƻǊǎȊŜǊǼΣ ƘŀǎȊƴłƭƘŀǘƽ ƛǎƳŜǊŜǘŜǘ ǎȊŜǊŜȊƘŜǎǎŜƴΣ ƻƭȅŀƴ 

ƻƪǘŀǘƽƪǘƽƭΣ ŀƪƛƪǊŜ ŦŜƭƴŞȊƘŜǘΣ ŀȊ łƭǘŀƭŀ ƳŜƎǎȊŜǊȊŜǘǘ ƻƪƭŜǾŜƭŜƪŜǘ ŀ ƎŀȊŘŀǎłƎƛ ŞƭŜǘ ŜƭŦƻƎŀŘƧŀΦ 

#ǊǾłƴŞ Ŝǘ ŀƭΦ όнлмтύ ƪǳǘŀǘłǎŀƛƪ ŀƭŀǇƧłƴ ƳŜƎłƭƭŀǇƝǘƻǘǘłƪΣ ƘƻƎȅ ŀ ǘƻǾłōōǘŀƴǳƭƴƛ ǎȊłƴŘŞƪƻȊƽ 

Ŧƛŀǘŀƭƻƪ ƘŀǘłǊƻȊƻǘǘ ŜƭƪŞǇȊŜƭŞǎŜƪƪŜƭΣ ƳƻǘƛǾłŎƛƽƪƪŀƭ Şǎ ŜƭǾłǊłǎƻƪƪŀƭ ŞǊƪŜȊƴŜƪ ŀ ŦŜƭǎǃƻƪǘŀǘłǎōŀΦ 

!Ȋ ŜƭǾłǊłǎƻƪ ǘŜƪƛƴǘŜǘŞōŜƴ ŜƎȅŞǊǘŜƭƳǼŜƴ ƪƛŜƳŜƭƪŜŘƛƪ ŜƎȅ ƧǀǾǃōŜƭƛ ƪƻƳǇƭŜȄ ƻƪǘŀǘƽƛ ǎȊŜǊŜǇǇŜƭ 

9[±#w#{hY 

Szervezet  csoport   ǾŜȊŜǘǃ   beosztott 

9ƭǾłǊłǎƻƪ 

DŀȊŘŀǎłƎƛΣ ǘłǊǎŀŘŀƭƳƛ ƪǀǊƴȅŜȊŜǘ 
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ƪŀǇŎǎƻƭŀǘƻǎ ƛƎŞƴȅΦ α9ǘǘǃƭ ŀȊ ƻƪǘŀǘƽǘƽƭ ƳłǊ ƴŜƳ Ŏǎŀƪ ŀ ǘǳŘłǎ łǘŀŘłǎłǘ ǾłǊƧłƪ ŜƭΣ ƘŀƴŜƳ 

ǘŜƘŜǘǎŞƎƎƻƴŘƻȊłǎǘΣ ƳŜƴǘƻǊƛƴƎƻǘΣ άǘǀǊǃŘŞǎǘέΣ ǇŀǊǘƴŜǊǎŞƎŜƴ ŀƭŀǇǳƭƽ ŜƎȅǸǘǘƳǼƪǀŘŞǎǘΦέ #ǊǾłƴŞ 

et al. (2017, 13) 

DŜǊƎŜƭȅ Şǎ bŀƎȅ όнлмрύ ǾƛȊǎƎłƭŀǘŀƛƪ ŀƭŀǇƧłƴ ƳŜƎŦƻƎŀƭƳŀȊǘłƪΣ ƘƻƎȅ ŀƘƘƻȊΣ ƘƻƎȅ Ǿŀƭŀƪƛōǃƭ ǎƛƪŜǊŜǎ 

ŘƛǇƭƻƳłǎ ƳǳƴƪŀǾłƭƭŀƭƽ ƭŜƎȅŜƴΣ ǎȊǸƪǎŞƎŜǎΣ ŘŜ ƴŜƳ ŜƭŞƎǎŞƎŜǎ ŀ ŦŜƭǎǃƻƪǘŀǘłǎōŀƴ ƳŜƎǎȊŜǊȊŜǘǘ 

ǘǳŘłǎΣ ƴŀƎȅƻƴ Ŧƻƴǘƻǎŀƪ ŀȊƻƪ ŀ ǎȊŜƳŞƭȅŜǎ ƪƻƳǇŜǘŜƴŎƛłƪ όǇƭΦ ƳƻǘƛǾłƭǘǎłƎΣ ƪƛǘŀǊǘłǎύΣ ƳŜƭȅŜƪ ŀ 

ŎŞƭƧŀƛƪ ƳŜƎǾŀƭƽǎǳƭłǎłƘƻȊ ƘƻȊȊłƧłǊǳƭƴŀƪΦ 

 ! ±L½{D#[!¢ ¢#wD¸! ;{ aj5{½9w9 

! ǾƛȊǎƎłƭŀǘƻƪ ƭŜŦƻƭȅǘŀǘłǎłƘƻȊ ŀƭŀǇǳƭ ǎȊƻƭƎłlt aǸƴƴƛŎƘ όнллнύ ƪŞǊŘǃƝǾŜΣ ŀƳŜƭȅ ŦŜƭǎǃƻƪǘŀǘłǎƛ 

ƛƴǘŞȊƳŞƴȅŜƪ ƘŀƭƭƎŀǘƽƛ ǎȊłƳłǊŀ ƪŞǎȊǸƭǘΣ ŀ ƳǳƴƪŀƘŜƭȅ-, egyetem-ǾłƭŀǎȊǘłǎǎŀƭ ƪŀǇŎǎƻƭŀǘƻǎ 

ǇǊƛƻǊƛǘłǎƻƪŀǘΣ ǎȊŜƳŞƭȅŜǎ ƪƻƳǇŜǘŜƴŎƛłƪŀǘ ƳŞǊƛΣ ƛƭƭŜǘǾŜ ŀ ƪŞǇȊŞǎǎŜƭ ƪŀǇŎǎƻƭŀǘƻǎ ǘŀǇŀǎȊǘŀƭŀǘƻƪŀǘ 

ǀǎǎȊŜƎȊƛΦ !Ȋ ƛƴǘŜǊƧǵŀƭŀƴȅ ǎȊŜƳŞƭȅŜǎ ŀŘŀǘŀƛƴ ŦŜƭǸƭ ǀǘ ǘŞƳłōŀƴ ǘŀǊǘŀƭƳŀȊ łƭƭƝǘłǎƻƪŀǘΣ ŀƳŜƭȅŜƪŜǘ ŀ 

ƳŜƎƪŞǊŘŜȊŜǘǘŜƪƴŜƪ ŜƎȅ м-ǘǃƭ т-ƛƎ ǘŜǊƧŜŘǃ ǎƪłƭłƴ ƪŜƭƭŜǘǘ ŞǊǘŞƪŜƭƴƛǸƪΦ !Ȋ м-es jelentette, hogy 

ƴŜƳ ŞǊǘŜƴŜƪ ŜƎȅŜǘ ŀȊ łƭƭƝǘłǎǎŀƭ, ǾŀƎȅ ŀ ǘŞƴȅŜȊǃ ǎȊłƳǳƪǊŀ ƴŜƳ ŦƻƴǘƻǎΦ ! т-es jelentette a 

maximłƭƛǎ ŜƎȅŜǘŞǊǘŞǎǘ, ǾŀƎȅ ŀ ǎȊłƳǳƪǊŀ Ŧƻƴǘƻǎ ǘŞƴȅŜȊǃǘΦ ! ǘŜƭƧŜǎ ƪŞǊŘǃƝǾ ǎŜƎƝǘǎŞƎŞǾŜƭ ŀ 

ƳǳƴƪŀƘŜƭȅǾłƭŀǎȊǘłǎ ǎƻǊłƴ Ŧƻƴǘƻǎƴŀƪ ǘŀǊǘƻǘǘ ǘŞƴȅŜȊǃƪŜǘΣ ŀ ƪƛǘǀƭǘǃƪ ǎȊŜƳŞƭȅŜǎ ƪƻƳǇŜǘŜƴŎƛłƛǘΣ ŀȊ 

ŜŘŘƛƎƛ ǘŀƴǳƭƳłƴȅŀƛƪƪŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ǘŀǇŀǎȊǘŀƭŀǘŀƛƪŀǘΣ ŀ ǘƻǾłōōǘŀƴǳƭłǎōŀƴ ǎȊŜǊŜǇŜǘ ƧłǘǎȊƽ 

ǘŞƴȅŜȊǃƪŜǘ ƳŞǊƘŜǘƧǸƪ ŦŜƭΦ ! ǘŀƴǳƭłǎƛ ƳƻǘƛǾłŎƛƽ ŦŜƭǘłǊłǎŀ ǎƻǊłƴ ǾƛȊǎƎłƭǘǳƪ ŀ ŎǎŀƭłŘΣ ƛƭƭŜǘǾŜ ŀ 

ōŀǊłǘƛ ƪǀǊ łƭǘŀƭƛ ōŜŦƻƭȅłǎƻƭǘǎłƎƻǘΣ ŀ ŎŞƭǘǳŘŀǘƻǎǎłƎƻǘΣ a ƪŞǎǃōōƛ ŀƴȅŀƎƛ ŦǸƎƎŜǘƭŜƴǎŞƎ 

ƳŜƎǘŜǊŜƳǘŞǎŞǘΣ az ŜƎȅŜǘŜƳƛ ŞƭƳŞƴȅŜƪ łǘŞƭŞǎŞǘΣ a ƳƻǊłƭƛǎ ŜƎȊƛǎȊǘŜƴŎƛŀ ƴǀǾŜƭŞǎŞǘΦ 

¢ŀƴǳƭƳłƴȅƻƳōŀƴ Ŏǎŀƪ ŀ ŦŜƭǎǃƻƪǘŀǘłǎƛ ƳƻǘƛǾłŎƛƽǾŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ƪŞǊŘŞǎŜƪǊŜ ŀŘƻǘǘ ǾłƭŀǎȊƻƪŀǘ 

ŜƭŜƳȊŜƳΦ ±ƛȊǎƎłƭŀǘƻƳ ŀƭŀƴȅŀƛǘ ŀ 5ŜōǊŜŎŜƴƛ 9ƎȅŜǘŜƳ DŀȊŘŀǎłƎǘǳŘƻƳłƴȅƛ YŀǊ LΦ ŞǾŜǎ 

ǎǇƻǊǘǎȊŜǊǾŜȊǃΤ ƪŜǊŜǎƪŜŘŜƭŜƳ Şǎ ƳŀǊƪŜǘƛƴƎΤ ǘǳǊƛȊƳǳǎ Şǎ ǾŜƴŘŞƎƭłǘłǎΤ ǇŞƴȊǸƎȅ-ǎȊłƳǾƛǘŜƭΤ 

ƎŀȊŘłƭƪƻŘłǎ-ƳŜƴŜŘȊǎƳŜƴǘΤ ƴŜƳȊŜǘƪǀȊƛ ƎŀȊŘłƭƪƻŘłǎ ŀƭŀǇǎȊŀƪƻǎΣ ƛƭƭŜǘǾŜ ŀȊ ŜƭǎǃŞǾŜǎ 

ƎŀȊŘłƭƪƻŘłǎ-ƳŜƴŜŘȊǎƳŜƴǘΤ ƴŜƳȊŜǘƪǀȊƛ ƎŀȊŘłƭƪƻŘłǎ ŦŜƭǎǃƻƪǘŀǘłǎƛ ǎȊŀƪƪŞǇȊŞǎ ƘŀƭƭƎŀǘƽƛ ŀŘǘłƪΦ  

! Ƴƛƴǘŀ ƴŀƎȅǎłƎŀΥ ! ƴŀǇǇŀƭƛǎ ƘŀƭƭƎŀǘƽƪōƽƭ łƭƭƽ Ƴƛƴǘŀ ƴŀƎȅǎłƎŀ ŀ ŦŜƭǎǃƻƪǘŀǘłǎƛ ǎȊŀƪƪŞǇȊŞǎōŜƴ 

ǊŞǎȊǘ ǾŜǾǃ ƘŀƭƭƎŀǘƽƪōƽƭ пс ŦǃΣ ŀƳŜƭȅōǃƭ нм ŦŞǊŦƛ Şǎ нр ƴǃΣ мм ƘŀƭƭƎŀǘƽ ŘŜōǊŜŎŜƴƛ ǾŀƎȅ мл 

ƪƛƭƻƳŞǘŜǊŜƴ ōŜƭǸƭƛ ǾƻƴȊłǎƪǀǊȊŜǘōŜƴ ŞƭΣ му-an 10-рл ƪƛƭƻƳŞǘŜǊŜƴ ōŜƭǸƭǊǃƭΣ мт-en pedig 50 

ƪƛƭƻƳŞǘŜǊŜƴ ǘǵƭǊƽƭ ƧłǊƴŀƪ ǘŀƴǳƭƴƛΦ  
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!Ȋ ŀƭŀǇǎȊŀƪƻǎ ƘŀƭƭƎŀǘƽƪōƽƭ ŀ ƪŞǊŘǃƝǾŜǘ нмп Ŧǃ ǘǀƭǘǀǘǘŜ ƪƛΣ Ŝōōǃƭ мрм ƴǃΣ рс ŦŞǊŦƛ ǾƻƭǘΤ тф ƘŀƭƭƎŀǘƽ 

ŘŜōǊŜŎŜƴƛ ǾŀƎȅ мл ƪƛƭƻƳŞǘŜǊŜƴ ōŜƭǸƭƛΣ рф ƘŀƭƭƎŀǘƽ мл-рл ƪƛƭƻƳŞǘŜǊŜƴ ōŜƭǸƭǊǃƭΣ ƳƝƎ сф Ŧǃ ǇŜŘƛƎ 

рл ƪƛƭƻƳŞǘŜǊŜƴ ƪƝǾǸƭǊǃƭ ŞǊƪŜȊŜǘǘΦ  

mǎǎȊŜǎǎŞƎŞōŜƴ ǘŜƘłǘ ŀ ǾƛȊǎƎłƭŀǘƻƳ ƳƛƴǘłƧłǘ нсл Ŧǃ ŀŘƧŀΦ  

 9w95a;b¸9Y ;{ !½hY ;w¢;Y9[;{9 

WŜƭŜƴ ǘŀƴǳƭƳłƴƴȅŀƭ ŀȊ Ǿƻƭǘ ŀ ŎŞƭƻƳΣ ƘƻƎȅ ƳŜƎǾƛȊǎƎłƭƧŀƳ ŀ ƎŜƴŜǊłŎƛƽƪ ƳǳƴƪŀƘŜƭƭȅŜƭ ƪŀǇŎǎƻƭŀǘƻǎ 

ŜƭǾłǊłǎŀƛǘΦ YƝǾłƴŎǎƛ ǾƻƭǘŀƳ, hogy ŀȊ ŀƭłōōƛ ǾƛȊǎƎłƭǘ ǘŞƴȅŜȊǃƪŜǘ ƘƻƎȅŀƴ ŞǊǘŞƪŜƭƛƪ ŀ 

ƳŜƎƪŞǊŘŜȊŜǘǘŜƪΦ ! ƪŞǊǃƝǾōŜƴ ǎȊŜǊŜǇƭǃ ǘŞƴȅŜȊǃƪΥ ǊŜƴŘǎȊŜǊŜǎ ǾƛǎǎȊŀƧŜƭȊŞǎ ŀȊ ŜƭǾŞƎȊŜǘǘ ƳǳƴƪłǊƽƭΤ 

ŀȊƻƴƻǎǳƭłǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŞǊǘŞƪǊŜƴŘŘŜƭΤ ōƛȊǘƻƴǎłƎƻǎΣ ƳƻŘŜǊƴ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘΤ ŀ Ƴǳƴƪŀ Şǎ ŀ 

ƳŀƎłƴŞƭŜǘ ƪǀȊǘƛ ŜƎȅŜƴǎǵƭȅ ŦŜƴƴǘŀǊǘłǎŀΤ ŀȊƻƴƻǎǳƭłǎ ŀ Ǿłƭƭŀƭŀǘ ŎŞƭƪƛǘǼȊŞǎŜƛǾŜƭΤ ǘŜƪƛƴǘŞƭȅǘ ƪŜƭǘǃΣ 

ǘƛǎȊǘŜƭƘŜǘǃ ƳǳƴƪŀΤ ǎǘǊŜǎǎȊ ƳŜƴǘŜǎΣ Ƨƽ ƘŀƴƎǳƭŀǘǵ ƭŞƎƪǀǊΤ ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ ƳǳƴƪŀΤ ŀ 

ǘǀǊŜƪǾŞǎŜƪ ƳǳƴƪŀǘłǊǎƛ Şǎ ǾŜȊŜǘǃƛ ǘłƳƻƎŀǘłǎŀΦ  

9ƭǎǃ ǾƛȊǎƎłƭŀǘƛ ŜǊŜŘƳŞƴȅŜƳŜǘ ŀ ǘŞƴȅŜȊǃƪ ǀǎǎȊŜǎƝǘŜǘǘ Ƴƛƴǘłƴ ǾŞƎȊŜǘǘ ŜƭŜƳȊŞǎŜ ŀƭŀǇƧłƴ 

ƭŜǾƻƴƘŀǘƽ ƪǀǾŜǘƪŜȊǘŜǘŞǎŜƪkel mutatom be. 

#ƭǘŀƭłƴƻǎǎłƎōŀƴ ŜƭƳƻƴŘƘŀǘƽΣ ƘƻƎȅ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪ рΣму Şǎ сΣту ƪǀȊǀǘǘƛ ŞǊǘŞƪŜƪƪŜƭ ƝǘŞƭǘŞƪ 

ƳŜƎ ŀȊ ƛǘŜƳŜƪ ŦƻƴǘƻǎǎłƎłǘΦ όнΦ łōǊŀύ ! ƘŞǘ ŦƻƪƻȊŀǘǵ ǎƪłƭŀ ƪǀȊŜǇŜǎ ŞǊǘŞƪŜ ŀ оΣрΣ ŀƳŜƭȅŜǘ ŀ 

ƳƛƴƛƳłƭƛǎ Şǎ ŀ ƳŀȄƛƳłƭƛǎ ŞǊǘŞƪ ƧƽǾŀƭ ƳŜƎƘŀƭŀŘΣ ƝƎȅ ƪƛƧŜƭŜƴǘƘŜǘŜƳΣ ƘƻƎȅ ŀ ƪǀȊŜǇŜǎ ǎȊƛƴǘŜǘ 

ƳŜƎƘŀƭŀŘƧŀ ŀȊ ǀǎǎȊŜǎ ƛǘŜƳ ŞǊǘŞƪŜƭŞǎŜΦ aŞƎƛǎ ŀ Ǿłƭƭŀƭŀǘƛ ŎŞƭƪƛǘǼȊŞǎŜƪƪŜƭ Ǿŀƭƽ ŀȊƻƴƻǎǳƭłǎǊƽƭ όрΣмфύ 

Şǎ ŀ ƳǳƴƪłǊƽƭ Ǿŀƭƽ ǊŜƴŘǎȊŜǊŜǎ ǾƛǎǎȊŀƧŜƭȊŞǎǊǃƭ όрΣомύ ǾŞƭŜƪŜŘǘŜƪ ǵƎȅ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪΣ ƘƻƎȅ az 

ŀ ƭŜƎƪŜǾŞǎōŞ Ŧƻƴǘƻǎ ŀ ƳŜƎŀŘƻǘǘŀƪ ƪǀȊǸƭΣ ōłǊ ŀ ƭŜƎƴŀƎȅƻōō ǎȊƽǊłǎǘ ƛǎ ŜȊŜƪōŜƴ ŀȊ ŜǎŜǘŜƪōŜƴ 

ŦƛƎȅŜƭƘŜǘƧǸƪ ƳŜƎΦ 

! ǘŜƪƛƴǘŞƭȅǘ ƪŜƭǘǃ Şǎ ǘƛǎȊǘŜƭƘŜǘǃ Ƴǳƴƪŀ ǎȊƛƴǘŞƴ ƪǀȊŜǇŜǎ ŜǊǃǎǎŞƎǼǊŜ ŞǊǘŞƪŜƭǘ ŜƭǾłǊłǎ όрΣорύΦ 

¦ƎȅŀƴŎǎŀƪ ƪǀȊŜǇŜǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŞǊǘŞƪǊŜƴŘŘŜƭ Ǿŀƭƽ ŀȊƻƴƻǎǳƭłǎ ƳŜƎƝǘŞƭŞǎŜ όрΣрύΦ Lǘǘ ŀȊ 

ŞǊǘŞƪŜƭŞǎōŜƴ ǘŀǇŀǎȊǘŀƭƘŀǘƽ ŜƎȅ αƴŀƎȅƻōōέ ƭŞǇŞǎ ŀ ǘǀǊŜƪǾŞǎŜƪ ǘłƳƻƎŀǘłǎłƴłƭ όрΣфмύΣ ŀƳŜƭȅŜǘ 

Ŧƻƴǘƻǎŀōōƴŀƪ ƝǘŞƭƴŜƪ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘ ƘŀƭƭƎŀǘƽƪΦ 9Ȋ ŀ ǊŀƴƎǎƻǊƴŀƪ ŞǇǇŜƴ ŀ ƪǀȊŜǇŞƴ ƘŜƭȅŜȊƪŜŘƛƪ 

ŜƭΦ ! ōƛȊǘƻƴǎłƎƻǎ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘ όсΣлуύ ŀ ƘŀǘƻŘƛƪ ƘŜƭȅǊŜ ǎƻǊƻƭƘŀǘƽ ŀ ǊŀƴƎǎƻǊōŀƴΦ 
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нΦ łōǊŀΥ ! ƳǳƴƪŀƘŜƭƭȅŜƭ ƪŀǇŎǎƻƭŀǘƻǎ ŜƭǾłǊłǎƻƪ ƳŜƎƝǘŞƭŞǎŜ ŀ 

½ ƎŜƴŜǊłŎƛƽƘƻȊ ǘŀǊǘƻȊƽ ƘŀƭƭƎŀǘƽƪƴłƭ  

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ όнлмтύ όƴҐнслύ 

! ǊŀƴƎǎƻǊ Ƴłǎƛƪ ǾŞƎŞƴ ǘŀƭłƭƧǳƪ ŀ ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ Ƴǳƴƪŀ όсΣтуύΤ ŀ ǎǘǊŜǎǎȊ-ƳŜƴǘŜǎΣ Ƨƽ 

ƘŀƴƎǳƭŀǘǵ ƭŞƎƪǀǊ όсΣпоύΤ ǾŀƭŀƳƛƴǘ ŀ Ƴǳƴƪŀ Şǎ ƳŀƎłƴŞƭŜǘ ƪǀȊǘƛ ŜƎȅŜƴǎǵƭȅ όсΣосύ ǘŞƴȅŜȊǃƪŜǘΦ 

!ƘƻƎȅ łǘƎƻƴŘƻƭƧǳƪΣ ƳƛƭȅŜƴ ƧŜƭƭŜƳȊǃƪƪŜƭ ƛƭƭŜǘǘŞƪ ŀ ǇǎȊƛŎƘƻƭƽƎǳǎƻƪ ŀ ½ ƎŜƴŜǊłŎƛƽǘΣ ŀȊǘ ǘŀƭłƭƧǳƪΣ 

ƘƻƎȅ ƭŞƴȅŜƎŞōŜƴ ŞǇǇŜƴ ŜȊŜƪƪŜƭ ǎȊƻƪǘłƪ ŀ ƎŜƴŜǊłŎƛƽǘ ƭŜƝǊƴƛ: ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽΣ 

ǾłƭǘƻȊŀǘƻǎ ƳǳƴƪŀΣ ǎǘǊŜǎǎȊ ƳŜƴǘŜǎ ƳǳƴƪŀƘŜƭȅΣ ŜƎȅŜƴǎǵƭȅ ŀ ƳŀƎłƴŞƭŜǘ Şǎ ŀ Ƴǳƴƪŀ ƪǀȊǀǘǘΦ LƎŀȊ 

ŀ ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ ƳǳƴƪŀƘŜƭȅ ƳłǊ aŀǎƭƻǿ ǎȊǸƪǎŞƎƭŜǘ ǇƛǊŀƳƛǎłōŀƴ ƛǎ ƳŜƎƘŀǘłǊƻȊƽ 

ǘŞƴȅŜȊǃƪŞƴǘ ǎȊŜǊŜǇŜƭΦ  

YƝǾłƴŎǎƛ ǾƻƭǘŀƳ ŀǊǊŀΣ ŀ ƳƛƴǘłƳ ƴŜƳŜƪ ǎȊŜǊƛƴǘƛ ǾƛȊǎƎłƭŀǘŀƪƻǊ Ǿŀƴ-Ŝ ŜƭǘŞǊŞǎ ŀōōŀƴΣ ŀƘƻƎȅ ŀ 

ƳǳƴƪŀƘŜƭƭȅŜƭ ƪŀǇŎǎƻƭŀǘƻǎ ŜƭǾłǊłǎŀƛƪŀǘ ƳŜƎƝǘŞƭƛƪ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪΦ ! оΦ łōǊłƴ Ƨƽƭ ƭłǘǎȊƛƪΣ ƘƻƎȅ 

ŀ ƪŞǘ ƴŜƳ ǾŞƭŜƪŜŘŞǎŜ рΣлл Şǎ сΣтс-ƻǎ ŞǊǘŞƪ ƪǀȊŞ ŜǎƛƪΦ ό! ƴǃƪ ŞǊǘŞƪŜƛǘ ƳǳǘŀǘƧŀ ŀ ŦŜƭǎǃΣ ǾƛƭłƎƻǎŀōō 

ƘŀǎłōΣ ŀ ŦŞǊŦƛŀƪŞ ŀ ǎǀǘŞǘŜōōΦύ ! ƴŜƳŜƪ ŀ ǘŞƴȅŜȊǃƪǊǃƭ ƳŀƧŘƴŜƳ ƳƛƴŘŜƴ ŜǎŜǘōŜƴ ŜƎȅƳłǎƘƻȊ 

ƴŀƎȅƻƴ ƪǀȊŜƭƛ ŞǊǘŞƪƪŜƭ ƧŜƭƭŜƳȊŜǘǘ ǾłƭŀǎȊƻƪŀǘ ŀŘǘŀƪΦ 9ƎȅŜǘƭŜƴ ŜǎŜǘōŜƴ ŦƛƎȅŜƭƘŜǘǸƴƪ ƳŜƎ ǘǀōō 

ǘƛȊŜŘŜǎ ŜƭǘŞǊŞǎǘΣ ŜȊ ǇŜŘƛƎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŞǊǘŞƪǊŜƴŘŘŜƭ Ǿŀƭƽ ŀȊƻƴƻǎǳƭłǎƴłƭ ǘŀƭłƭƘŀǘƽΦ  
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! ƪƻǊƻǎȊǘłƭȅƻƪ ƪǳǘŀǘƽƛ ό¢ŀǊƛΣ нлммΣ #ǊǾłƴŞ Ŝǘ ŀƭΦΣ нлмтύ ƧŜƭƭŜƳȊŞǎŜƛƪōŜƴ łƭǘŀƭłōŀƴ ŀǊǊƽƭ 

ǎȊłƳƻƭƴŀƪ ōŜΣ ƘƻƎȅ ŀȊ ¸ Şǎ ½ ƎŜƴŜǊłŎƛƽ ǘŀƎƧŀƛ ƴŜƳ ǘŜƪƛƴǘƘŜǘǃƪ ƴŀƎȅƻƴ ƭƻƧłƭƛǎƴŀƪΦ ±ƛȊǎƎłƭŀǘŀƛƳ 

ǊŞǎȊōŜƴ ŜƎȅōŜŜǎƴŜƪ ŜȊȊŜƭΣ Ƙŀ ŜƭŦƻƎŀŘƧǳƪ ŀȊǘΣ ƘƻƎȅ ŀ ƭƻƧŀƭƛǘłǎ ŜƎȅƛƪ ŀƭŀǇǾŜǘŞǎŜΣ ƘƻƎȅ ŀȊƻƴƻǎǳƭƴƛ 

ǘǳŘǳƴƪ ŀ ǎȊŜǊǾŜȊŜǘƛ ŞǊǘŞƪǊŜƴŘŘŜƭΦ ! ƴǃƛ ƘŀƭƭƎŀǘƽƪ ŜȊǘ ŀ ǘŞƴȅŜȊǃǘ Ŧƻƴǘƻǎŀōōƴŀƪ ǾŞƭǘŞƪ ŦŞǊŦƛ 

ǘłǊǎŀƛƪǘƽƭΦ 

оΦ łōǊŀΥ ! ƳǳƴƪŀƘŜƭƭȅŜƭ ƪŀǇŎǎƻƭŀǘƻǎ ŜƭǾłǊłǎƻƪ ƳŜƎƝǘŞƭŞǎŜ ½ ƎŜƴŜǊłŎƛƽǎ ƘŀƭƭƎŀǘƽƪƴłƭ  

nemek szerinti csopƻǊǘƻǎƝǘłǎōŀƴ (n=260) 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ όнлмтύ  

9ƴƴŜƪ ŀ ƪŞǘ ƴŜƳ ƪǀȊǀǘǘƛ ŜƭǘŞǊŞǎ ƛǎ ƭŜƘŜǘ ŀȊ ƻƪŀ (Pease ς Pease, 2014, 2016), nevezetesen az, 

ƘƻƎȅ ŀ ƴǃƛ ƴŜƳōǃƭ ŦŀƪŀŘƽŀƴ ŀȊƻƪ ŀƭƪŀƭƳŀȊƪƻŘłǎǊŀ Ǿŀƭƽ ƘŀƧƭŀƳŀ ƪƛŦŜƧŜȊŜǘǘŜōōΦ włŀŘłǎǳƭ ŀ 

ǾƛȊǎƎłƭǘ ǘŞƴȅŜȊǃƪ ǊŀƴƎǎƻǊłōŀƴ ŜȊ ŀȊ ŜƭǾłǊłǎ ŀ ǊŀƴƎǎƻǊ ǾŞƎŞƴ ǘŀƭłƭƘŀǘƽΣ ǘŜƘłǘ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪ 

ŀƭŀǇǾŜǘǃŜƴ ƴŜƳ ǘŀǊǘƧłƪ ŀȊ ŀȊƻƴƻǎǳƭłǎǘ ƳŜƎƘŀǘłǊƻȊƽ ƧŜƭŜƴǘǃǎŞƎǼƴŜƪΦ ! ōƛȊǘƻƴǎłƎƻǎ 

ƪǀǊƴȅŜȊŜǘǘŜƭ Şǎ ƳƻŘŜǊƴ ŜǎȊƪǀȊǀƪƪŜƭ ƪŀǇŎǎƻƭŀǘƻǎ ŜƭǾłǊłǎ ŀ ƴǃƪƴŜƪ ŦƻƴǘƻǎŀōōΣ Ƴƛƴǘ ŀ ŦŞǊŦƛŀƪƴŀƪΦ 

Iŀǎƻƴƭƽan a stressz-ƳŜƴǘŜǎΣ Ƨƽ ƘŀƴƎǳƭŀǘǵ ƭŞƎƪǀǊǊŜƭΦ !ƳƛōŜƴ ŀ ƭŜƎƛƴƪłōō ŜƎȅŜǘŞǊǘŜǘǘŜƪ ŀ 

nemek, ŀȊ ŀ ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ ƳǳƴƪŀΣ ŀƳŜƭȅƴŜƪ ŀ ǎȊƽǊłǎŀ ƳƛƴŘƪŞǘ ƴŜƳ ŜǎŜǘŞōŜƴ ŀ 

ƭŜƎƪƛǎŜōōΦ ! ŦŞǊŦƛŀƪƴłƭ ƳŞƎ ƘŀƴƎǎǵƭȅƻǎŀōō Ǿƻƭǘ ŀȊ ŜƎȅǀƴǘŜǘǼ ǾŞƭŜƳŞƴȅŀƭƪƻǘłǎ όǎȊƽǊłǎҐлΣпру). 

!ƳƛōŜƴ ǾƛǎȊƻƴǘ ƳƛƴŘ ŀ ƪŞǘ ƴŜƳ ŜǎŜǘŞōŜƴ ŀ ƭŜƎƧƻōōŀƴ ǎȊƽǊ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪ ǾŞƭŜƳŞƴȅŜΣ ŀȊ ŀ 
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ǘŜƪƛƴǘŞƭȅǘ ƪŜƭǘǃΣ ǘƛǎȊǘŜƭƘŜǘǃ ƳǳƴƪŀΦ ! ƴǃƪ ǎȊƽǊłǎ ŞǊǘŞƪŜ ƪƛǎŜōōΦ ! Ǿłƭƭŀƭŀǘƛ ŎŞƭƪƛǘǼȊŞǎǎŜƭ Ǿŀƭƽ 

ŀȊƻƴƻǎǳƭłǎ ŀȊ ŜƭǃȊǃƘǀȊ ƘŀǎƻƴƭƝǘΣ ŀ ǎȊƽǊłǎ ŀ ƳłǎƻŘƛƪ ƭŜƎƴŀƎȅƻōō ŞǊǘŞƪǼΣ ǾƛǎȊƻƴǘ ŀ ƴǃƪŞ ƴŀƎȅƻōō 

(1,19). A оΦ łōǊłƴ ƳŞƎ Ƨƻōōŀƴ ƭłǘǎȊƛƪΣ ƘƻƎȅ ƘłǊƻƳ ƛǘŜƳ ƪǸƭǀƴǸƭ Ŝƭ ŀ ŦŜƭǎǃ ƘŀǊƳŀŘōŀƴ ŀ 

ǘǀōōƛŜƪǘǃƭΣ ŜȊŜƪ ǇŜŘƛƎ ŀ ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ ƳǳƴƪŀΤ ŀ ǎǘǊŜǎǎȊ-ƳŜƴǘŜǎΣ Ƨƽ ƘŀƴƎǳƭŀǘǵ 

ƭŞƎƪǀǊΣ ǾŀƭŀƳƛƴǘ ŀ Ƴǳƴƪŀ Şǎ ŀ ƳŀƎłƴŞƭŜǘ ƪǀȊǘƛ ŜƎȅŜƴǎǵƭȅ. 

пΦ łōǊŀΥ ! ƳǳƴƪŀƘŜƭƭȅŜƭ ƪŀǇŎǎƻƭŀǘƻǎ ŜƭǾłǊłǎƻƪ ƳŜƎƝǘŞƭŞǎŜ ½ ƎŜƴŜǊłŎƛƽǎ ƘŀƭƭƎŀǘƽƪƴłƭ  

ŀ ƭŀƪƽƘŜƭȅ ǘłǾƻƭǎłƎŀ ǎȊŜǊƛƴǘƛ ŎǎƻǇƻǊǘƻǎƝǘłǎōŀƴ (n=260) 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǾƛȊǎƎłƭŀǘƻƪ όнлмтύ  

A пΦ łōǊŀ ǎȊŜƳƭŞƭǘŜǘƛ ǾƛȊǎƎłƭŀǘŀƛƳ ŀȊƻƴ ǊŞǎȊŞǘΣ ƘƻƎȅ ŀ ƭŀƪƽƘŜƭȅ 5ŜōǊŜŎŜƴƘŜȊ ǾƛǎȊƻƴȅƝǘƻǘǘ 

ǘłǾƻƭǎłƎłƴŀƪ ƳƛƭȅŜƴ Ƙŀǘłǎŀ Ǿŀƴ ŀ ƳǳƴƪŀƘŜƭƭȅŜƭ ǎȊŜƳōŜƴƛ ŜƭǾłǊłǎƻƪ ŞǊǘŞƪŜƭŞǎŞōŜƴΦ  

!Ȋǘ ŦŜƭǘŞǘŜƭŜȊǘŜƳΣ ƘƻƎȅ ŀ ǘłǾƻƭŀōōƛ ƭŀƪƽƘŜƭƭȅŜƭ ǊŜƴŘŜƭƪŜȊǃ ƘŀƭƭƎŀǘƽƪ Ƴłǎǘ ǇǊŜŦŜǊłƭƴŀƪΣ Ƴƛƴǘ ŀ 

ŘŜōǊŜŎŜƴƛŜƪΦ 9ōōŜƴ ŀȊ ŜǎŜǘōŜƴ ŀȊ ŞǊǘŞƪŜƪ сΣуо Şǎ рΣлс ƪǀȊǀǘǘ ƳƻȊƻƎƴŀƪΦ 

9ōōŜƴ ŀ ōƻƴǘłǎōŀƴ ƛǎ ŀ ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ ƳǳƴƪŀΤ ŀ ǎǘǊŜǎǎȊ-ƳŜƴǘŜǎΣ Ƨƽ ƘŀƴƎǳƭŀǘǵ ƭŞƎƪǀǊΣ 

ǾŀƭŀƳƛƴǘ ŀ Ƴǳƴƪŀ Şǎ ŀ ƳŀƎłƴŞƭŜǘ ƪǀȊǘƛ ŜƎȅŜƴǎǵƭȅ ŀȊΣ ŀƳƛ ŀ ƭŜƎŦƻƴǘƻǎŀōō ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪƴŜƪΣ 

ŦǸƎƎŜǘƭŜƴǸƭ ŀ ƭŀƪƘŜƭȅ 5ŜōǊŜŎŜƴǘǃƭ Ǿŀƭƽ ǘłǾƻƭǎłƎłǘƽƭΦ 9ƘƘŜȊ ŀ ƘłǊƻƳ ǘŞƴȅŜȊǃƘǀȊ ŀ ŘŜōǊŜŎŜƴƛ 

ǾŀƎȅ 5ŜōǊŜŎŜƴƘŜȊ ƭŜƎƪǀȊŜƭŜōōǊǃƭ ƧłǊƽ ƘŀƭƭƎŀǘƽƪ ŞǊǘŞƪŜƭŞǎŞōŜƴ ŀ ƳƻŘŜǊƴΣ ōƛȊǘƻƴǎłƎƻǎ 

ƳǳƴƪŀƪǀǊƴȅŜȊŜǘ ŎǎŀǘƭŀƪƻȊƘŀǘƻǘǘ όсΣмуύΦ 
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wŜƴŘǎȊŜǊŜǎ ǾƛǎǎȊŀƧŜƭȊŞǎǘ ŀȊ ŜƭǾŞƎȊŜǘǘ ƳǳƴƪłǊƽƭ ŀ ŘŜōǊŜŎŜƴƛ ǾŀƎȅ 5ŜōǊŜŎŜƴ ƪǀȊŜƭƛ ƘŀƭƭƎŀǘƽƪ 

ǾłǊnaƪ Ŝƭ ƭŜƎƛƴƪłōōΣ ŀ Ƴǳƴƪŀ Şǎ ŀ ƳŀƎłƴŞƭŜǘ ƪǀȊǘƛ ŜƎȅŜƴǎǵƭȅƘƻȊ ƘŀǎƻƴƭƽŀƴΦ 

CǸƎƎŜǘƭŜƴǸƭ ŀ ƭŀƪƽƘŜƭȅǘǃƭΣ ƳƛƴŘƘłǊƻƳ ŎǎƻǇƻǊǘ ŀ ǘŜƪƛƴǘŞƭȅǘ ƪŜƭǘǃΣ ǘƛǎȊǘŜƭƘŜǘǃ Ƴǳƴƪŀ 

ƳŜƎƝǘŞƭŞǎŞōŜƴ ƴŜƳ Ǿƻƭǘŀƪ ŜƎȅ ǾŞƭŜƳŞƴȅŜƴΣ ƳŜǊǘ ŜƴƴŞƭ ŀȊ ŜƭǾłǊłǎƴłƭ ǎȊƽǊǘŀƪ ƭŜƎƛƴƪłōō ŀȊ 

ƝǘŞƭŜǘŜƪΦ ±ƛǎȊƻƴǘ ŀ ƭŜƎƪƛǎŜōō ǎȊƽǊłǎǵ ŜƭǾłǊłǎōŀƴ ƛǎ ƳŜƎŜƎȅŜȊǘŜƪ ŀ ŎǎƻǇƻǊǘƘƻȊ ǎƻǊƻƭƘŀǘƽ 

ƳŜƎƪŞǊŘŜȊŜǘǘŜƪΣ ŜȊ ǇŜŘƛƎ ŀ ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ ƳǳƴƪŀΦ 

 m{{½9D½;{ 

! ŦǊƛǎǎŜƴ ŀ ŦŜƭǎǃƻƪǘŀǘłǎōŀ ŞǊƪŜȊŜǘǘ ½ ƎŜƴŜǊłŎƛƽ ƳǳƴƪŀƘŜƭƭȅŜƭ ǎȊŜƳōŜƴ ǘłƳŀǎȊǘƻǘǘ ŜƭǾłǊłǎŀƛǘ 

ǾƛȊǎƎłƭǘŀƳ ŜōōŜƴ ŀ ǘŀƴǳƭƳłƴȅōŀƴΦ ! ǾƛȊǎƎłƭǘ ǘŞƴȅŜȊǃƪ ŀȊ ŀƭłōōƛŀƪ ǾƻƭǘŀƪΥ ŀ ǊŜƴŘǎȊŜǊŜǎ 

ǾƛǎǎȊŀƧŜƭȊŞǎ ŀȊ ŜƭǾŞƎȊŜǘǘ ƳǳƴƪłǊƽƭΤ ŀȊ ŀȊƻƴƻǎǳƭłǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ŞǊǘŞƪǊŜƴŘŘŜƭΤ ŀ ōƛȊǘƻƴǎłƎƻǎΣ 

ƳƻŘŜǊƴ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘΤ ŀ Ƴǳƴƪŀ Şǎ ŀ ƳŀƎłƴŞƭŜǘ ƪǀȊǘƛ ŜƎȅŜƴǎǵƭȅ ŦŜƴƴǘŀǊǘłǎŀΤ ŀȊ ŀȊƻƴƻǎǳƭłǎ 

ŀ Ǿłƭƭŀƭŀǘ ŎŞƭƪƛǘǼȊŞǎŜƛǾŜƭΤ ŀ ǘŜƪƛƴǘŞƭȅǘ ƪŜƭǘǃΣ ǘƛǎȊǘŜƭƘŜǘǃ ƳǳƴƪŀΤ ŀ ǎǘǊŜǎǎȊ ƳŜƴǘŜǎΣ Ƨƽ ƘŀƴƎǳƭŀǘǵ 

ƭŞƎƪǀǊΤ ŀ ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ ƳǳƴƪŀΤ ŀ ǘǀǊŜƪǾŞǎŜƪ ƳǳƴƪŀǘłǊǎƛ Şǎ ǾŜȊŜǘǃƛ ǘłƳƻƎŀǘłǎŀΦ 

¨Ǝȅ ǘǼƴƛƪΣ ƘƻƎȅ aŀǎƭƻǿ ǎȊǸƪǎŞƎƭŜǘ ŜƭƳŞƭŜǘŜ ŀȊ ŜƭǾłǊłǎƻƪ ƪǀȊǀǘǘ ƛǎ ƳǼƪǀŘƛƪΣ ƘƛǎȊŜƴ ōłǊƳƛƭȅŜƴ 

ŎǎƻǇƻǊǘƻǎƝǘłǎǘ ƴŞȊǸƴƪ, ƳƛƴŘŜƴƘƻƭ ŜƭǎǃΣ ƭŜƎŦƻƴǘƻǎŀōō ƘŜƭȅŜƴ ŀ ōƛȊǘƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ƴȅǵƧǘƽ 

Ƴǳƴƪŀ ǎȊŜǊŜǇŜƭΦ [ŜƎƛƴƪłōō ŜȊŜƪ ƪǀȊǸƭ ƛǎ ŀ 5ŜōǊŜŎŜƴ рл ƪƳ-Ŝǎ ƪǀǊȊŜǘŞƴ ƪƝǾǸƭ ƭŀƪƽ ŦŞǊŦƛŀƪ ǎȊŜǊƛƴǘ 

ŀ ƭŜƎŦƻƴǘƻǎŀōō ŜȊ ŀȊ ŜƭǾłǊłǎΦ  

! ƭŜƎƪŜǾŞǎōŞ ŞǊǘŞƪŜƭǘ ŜƭǾłǊłǎ ŀȊ ŀ ǎȊŜǊǾŜȊŜǘƛ ŞǊǘŞƪǊŜƴŘŘŜƭ Ǿŀƭƽ ŀȊƻƴƻǎǳƭłǎ ǾƻƭǘΣ ŜōōŜƴ ŀȊ 

ŜǎŜǘōŜƴ ŀ ƭŜƎǘłǾƻƭŀōō ƭŀƪƽ ƘŀƭƭƎŀǘƽ ƴǃƪ ŞǊǘŞƪŜƭƛƪ ŜƳŜ ŜƭǾłǊłǎǘ ŀ ƭŜƎƪŜǾŜǎŜōōǊŜΦ ! ŘŜōǊŜŎŜƴƛ 

vagy 10 km-Ŝǎ ǾƻƴȊłǎƪǀǊȊŜǘŞƴ ōŜƭǸƭƛ ŦŞǊŦƛŀƪ ǇŜŘƛƎ ŀ Ǿłƭƭŀƭŀǘƛ ŎŞƭƪƛǘǼȊŞǎŜƪƪŜƭ ƴŜƳ ŀȊƻƴƻǎǳƭƴŀƪ 

ǎȊƝǾŜǎŜƴΦ 
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Abstract 

The aim of the study was to explore the theoretical reasons behind the delaying of 

entrepreneurial failure. Failure means the closure of that enterprise, which failed to meet its 

aims and ǘƘŜ ƻǿƴŜǊǎΩ ŜȄǇŜŎǘŀǘƛƻƴǎΦ !ŎŎƻǊŘƛƴƎ ǘƻ ǘƘŜ ǊŜǾŜŀƭŜŘ ǎƻǳǊŎŜǎΣ ǘƘŜ ǊŜŀǎƻƴǎ ƻŦ ŘŜƭŀȅƛƴƎ 

can be divided into four groups: 1) temporality (time-inconsistent preferences, time 

perspectives), 2) emotions, 3) invested resources, 4) incorrect beliefs and biases 
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(overconfidence, projection bias, representativeness bias, availability bias, confirmation bias). 

From the listed factors, some of them may affect the perception of the possible occurrence of 

a failure, some of them increase the possibility of delaying failurŜΣ ǿƘƛƭŜ ƻǘƘŜǊǎΩ effect can be 

described with a time-varying function. The positive consequence of the failure can be the 

anticipatory grief, which can help to balance the financial and emotional consequences of 

failure. At the end of the study, some advice were summarized for future researches. 

Keywords: Entrepreneurial failure, Delaying, Time-inconsistent preferences, Sunk cost, Biases, 

Heuristics 
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ƻƭȅŀƴ ǘŜǊǸƭŜǘ ǾŀƴΣ ƳŜƭȅŜƪ ǵƧ ƛǊłƴȅƻƪŀǘ Şǎ ŜǊŜŘƳŞƴȅŜƪŜǘ ƘƻȊƘŀǘƴŀƪΣ ŀȊŀȊ ŀƭƪŀƭƳŀǎŀƪ ƭŜƘŜǘƴŜƪ 

ǵǘǘǀǊǃ ƪǳǘŀǘłǎƻƪǊŀΦ ¢ǀōōŜƪ ƪǀȊǀǘǘ ƛƭȅŜƴ ǘŞƳŀƪǀǊƪŞƴǘ ƧŜƭǀƭǘŞƪ ƳŜƎ ŀ ǾłƭƭŀƭƪƻȊƽƛ ƪǳŘŀǊŎƻƪŀǘΦ ! 

ƪǳŘŀǊŎ ŀ ǾłƭƭŀƭƪƻȊƽƪ ǎȊłƳłǊŀ łƭǘŀƭłōŀƴ ǊŜƴŘƪƝǾǸƭ ƳŜƎǘŜǊƘŜƭǃ ƭŜƘŜǘΣ ƳƛƴŘ ŞǊȊŜƭƳƛƭŜƎΣ ƳƛƴŘ 

anyagilag (Cope, 2011; Shepherd, 2003; Singh et al., 2015; Ucbasaran et al., 2013), Şǎ ŀ ƪǳdarc 

ƪŞǎƭŜƭǘŜǘŞǎŜ Ŏǎŀƪ ǘƻǾłōō ƴǀǾŜƭƛ ŀ ǇŞƴȊǸƎȅƛ ƪǀƭǘǎŞƎŜƪŜǘ (Arkes ς Blumer, 1985; Shepherd et al., 

2009). 

9Ǝȅ ŜƭŦƻƎŀŘƻǘǘ ŘŜŦƛƴƝŎƛƽ ǎȊŜǊƛƴǘ ŀ kudarc ƴŜƳ ƳłǎΣ Ƴƛƴǘ ŀȊƻƴ ǾłƭƭŀƭƪƻȊłǎ ōŜȊłǊłǎŀΣ ŀƳŜƭȅ 

ŜƭƳŀǊŀŘǘ ŀ ŎŞƭƧŀƛǘƽƭΣ ǾŀƎȅ ƴŜƳ ǘǳŘǘŀ ŀ ǘǳƭŀƧŘƻƴƻǎŀƛ ŜƭǾłǊłǎŀƛǘ ƪƛŜƭŞƎƝǘŜƴƛ (Cope, 2011; McGrath, 

1999; Ucbasaran et al., 2010)Φ 9ōōǃƭ ŀ ƭŜƝǊłǎōƽƭ ƛǎ ƭłǘǎȊƛƪΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊłǎ ōŜȊłǊłǎŀ ƴŜƳ 

ƳƛƴŘŜƴ ŜǎŜǘōŜƴ ŀȊƻƴƻǎ ŀȊ ǸȊƭŜǘƛ ƪǳŘŀǊŎŎŀƭ (Cope, 2011; Simmons et al., 2014; Ucbasaran et al., 

2010)Φ hōƧŜƪǘƝǾ ƳƽŘƻƴ ŀ ǾłƭƭŀƭƪƻȊłǎ ƳŜƎǎȊǼƴǘŜǘŞǎŜΣ ŎǎǃŘƧŜ ƧŜƭŜƴǘƘŜǘƛ ŀ ƪǳŘŀǊŎƻǘΣ ƳƝƎ 

ǎȊǳōƧŜƪǘƝǾ ƳƽŘƻƴ ŀȊ ŜǊŜŘƳŞƴȅ Şǎ ŀ ŎŞƭ ŜƭǘŞǊŞǎŜ (McKenzie ς Sub, 2008)Σ ŀȊŀȊ ƳƝƎ ŀ ƪǳŘŀǊŎ 

ƻōƧŜƪǘƝǾ ǊŞǎȊŜ ŦǸƎƎŜǘƭŜƴ ŀ ǾłƭƭŀƭƪƻȊƽ ǎŀƧłǘ ǾŞƭŜƳŞƴȅŞǘǃƭΣ ƘƻȊȊłłƭƭłǎłǘƽƭΣ ŀŘŘƛƎ ŀ ǎȊǳōƧŜƪǘƝǾ ǊŞǎȊŜ 

ŜǊǃǎŜƴ ŦǸƎƎ ŀ ǾłƭƭŀƭƪƻȊƽ ŜƭǾłǊłǎŀƛǘƽƭΦ 
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! ǾłƭƭŀƭƪƻȊƽƪ łƭǘŀƭ ƳŜƎŞƭǘ ǸȊƭŜǘƛ ƪǳŘŀǊŎƻƪ ǾƛȊǎƎłƭŀǘŀƪƻǊ ŀȊƻƴōŀƴ Ŧƻƴǘƻǎ ƭŜƘŜǘ ŦƛƎȅŜƭŜƳōŜ ǾŜƴƴƛΣ 

hogy volt-Ŝ ƪƻǊłōōƛ ǸȊƭŜǘƛΣ ǾłƭƭŀƭƪƻȊƽƛ ǘŀǇŀǎȊǘŀƭŀǘǳƪ (Cope, 2011; Simmons et al., 2014; 

Ucbasaran et al., 2010)Φ ±ŞƭŜƳŞƴȅŜƳ ǎȊŜǊƛƴǘ ŜȊ ŀȊ ŜƭƪǸƭǀƴƝǘŞǎ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŜƪƻǊ 

ƘŀǘǾłƴȅƻȊƻǘǘŀƴ ŞǊǾŞƴȅŜǎΣ ƘƛǎȊŜƴ ŜƎȅǊŞǎȊǘ ŀ ǾłƭƭŀƭƪƻȊƽƪ ŜƎȅŜŘƛ ǘŀǇŀǎȊǘŀƭŀǘƻƪŀǘ ǎȊŜǊŜȊƘŜǘƴŜƪΣ 

ǘŀƴǳƭƘŀǘƴŀƪ ŀ ƪǳŘŀǊŎŀƛƪōƽƭ (Cope, 2011; Cotterill, 2012; McGrath, 1999; Shepherd ς Patzelt, 

2017; Sitkin, 1992; Ucbasaran et al., 2013)Σ ƳłǎǊŞǎȊǘ a ƪƻǊłōōƛ ƪǳŘŀǊŎƻƪ ǊŞǾŞƴ ƪǀƴƴȅŜōōŜƴ 

ŞǎȊǊŜǾŜƘŜǘƛƪ ŀƴƴŀƪ ŜƭǃƧŜƭŜƛǘΦ 9ȊŜƪ ŀƭŀǇƧłƴ ƳŜƎƪǸƭǀƴōǀȊǘŜǘƘŜǘǸƴƪ ƪŜȊŘǃ ǾłƭƭŀƭƪƻȊƽƪŀǘΣ ŀƪƛƪƴŜƪ 

ƴƛƴŎǎ ƪƻǊłōōƛ ǾłƭƭŀƭƪƻȊƽƛ ǘŀǇŀǎȊǘŀƭŀǘǳƪΤ ǎƻǊƻȊŀǘǾłƭƭŀƭƪƻȊƽƪŀǘΣ ŀƪƛƪƴŜƪ Ǿŀƴ ƪƻǊłōōƛ 

tapasztalatuk, de egyǎȊŜǊǊŜ Ŏǎŀƪ ŜƎȅ ǾłƭƭŀƭƪƻȊłǎǘ ƛǊłƴȅƝǘŀƴŀƪΤ ǾŀƭŀƳƛƴǘ ǇƻǊǘŦƽƭƛƽ ǾłƭƭŀƭƪƻȊƽƪŀǘΣ 

ŀƪƛƪ ŜƎȅǎȊŜǊǊŜ ǘǀōō ǾłƭƭŀƭƪƻȊłǎōŀƴ ƛǎ ǊŞǎȊǘ ǾŜǎȊƴŜƪ (Ucbasaran, 2008). 

Van Eerde (2000) szerint a ƪŞǎƭŜƭǘŜǘŞǎ ŜƎȅ ƻƭȅŀƴ ǾƛǎŜƭƪŜŘŞǎ ƛŘǃōŜƭƛ ƪŞǎǃōōǊŜ ǘƻƭłǎŀΣ ŀƳŜƭȅ 

ǾłǊƘŀǘƽŀƴ ŞǊȊŜƭƳƛƭŜƎ ƪŜƭƭŜƳŜǘƭŜƴΣ ǾƛǎȊƻƴǘ ƪƻƎƴƛǘƝǾ ǎȊŜƳǇƻƴǘōƽƭ ŦƻƴǘƻǎΣ ƳŜǊǘ ŀ ƧǀǾǃōŜƴ ǇƻȊƛǘƝǾ 

ŜǊŜŘƳŞƴȅŜƪƘŜȊ ǾŜȊŜǘƘŜǘΦ Van Eerde (2000) ǘƻǾłōōł ƪƛŜƳŜƭƛΣ ƘƻƎȅ ŀ ƘŀƭƻƎŀǘłǎƘƻȊ 

ƭŜƎƎȅŀƪǊŀōōŀƴ ǘłǊǎƝǘƻǘǘ ƳƻǘƛǾłŎƛƽ ŀ ƪǳŘŀǊŎǘƽƭ Ǿŀƭƽ ŦŞƭŜƭŜƳΦ ! ǾłƭƭŀƭƪƻȊƽƛ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŜ 

ŜƭǎǃǊŜ ƴŜƳ ǘǼƴƘŜǘ ǊŀŎƛƻƴłƭƛǎ ŎǎŜƭŜƪŜŘŜǘƴŜƪΣ ƳƛǾŜƭ łƭǘŀƭłōŀƴ ǇŞƴȊǸƎȅƛƭŜƎ ǊŜƴŘƪƝǾǸƭ ƪǀƭǘǎŞƎŜǎΦ 

!Ȋƻƴōŀƴ ŜǊǊŜ ŀ ŎǎŜƭŜƪŜŘŜǘǊŜ ǘǀōō ƭŜƘŜǘǎŞƎŜǎ ƳŀƎȅŀǊłȊŀǘ ƭŜƘŜǘΣ ƳŜƭȅŜƪ ǊŀŎƛƻƴłƭƛǎǎł ǘŜƘŜǘƛƪ ŜȊǘ 

ŀ ƎȅŀƪǊŀƴ ƴŜƳ ǘǳŘŀǘƻǎ ŘǀƴǘŞǎǘ (Shepherd et al. 2009). ! ƪŞǎƭŜƭǘŜǘŞǎƘŜȊ ŜƭǃǎȊǀǊ ƛǎ ŀȊ ǎȊǸƪǎŞƎŜǎΣ 

ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊƽ ŜƎȅłƭǘŀƭłƴ ŞǎȊƭŜƭƧŜ Şǎ ōŜƛǎƳŜǊƧŜ ŀ ƪǳŘŀǊŎ ƧǀǾǃōŜƴƛ ƭŜƘŜǘǎŞƎŜǎ ōŜƪǀǾŜǘƪŜȊŞǎŞǘΦ 

9ƴƴŜƪ ŜƭǃǊŜƧŜƭȊŞǎŜ ǘǀōōƴȅƛǊŜ ǇŞƴȊǸƎȅƛ Ƴǳǘŀǘƽƪ ŀƭŀǇƧłƴ ǘǀǊǘŞƴƛƪΣ Şǎ ƎȅŀƪǊŀƴ Ƨƽƭ ŜƭǃǊŜƭłǘƘŀǘƽ 

(Shepherd et al., 2009), amennyiben azt nem egy vłǊŀǘƭŀƴ ŜǎŜƳŞƴȅ ƻƪƻȊǘŀΦ 

! ƘŀƭƻƎŀǘłǎ ŦƻƎŀƭƳłǘ łƭǘŀƭłōŀƴ Akerlofhoz (1991) ǎȊƻƪǘłƪ ƪǀǘƴƛΣ Şǎ ǳƎȅŀƴ ǃ ƪƛŎǎƛǘ Ƴłǎ 

ƘŜƭȅȊŜǘŜƪǊŜ ƘŀǎȊƴłƭǘŀ ŀ ŦƻƎŀƭƳŀǘΣ ƴŞƘłƴȅ ǊŜƭŜǾłƴǎ ƎƻƴŘƻƭŀǘ ǳƎȅŀƴŀƪƪƻǊ łǘǾŜƘŜǘǃ ǘǃƭŜΦ 

¦ƎȅŀƴƛǎΣ ŀƳƛƪƻǊ ŜƎȅ ǘŜǾŞƪŜƴȅǎŞƎŜǘ ƛŘǃōŜƴ ƪŞǎǃōōǊŜ ǘƻƭǳƴƪΣ ŀƪƪƻǊ ŀȊǘ ƳŞǊƭŜƎŜƭƧǸƪΣ ƘƻƎȅ ŀ ǾłǊǘ 

ƪǀƭǘǎŞƎŜƪ ǾŀƎȅ ŀ ǾłǊǘ ƘŀǎȊƴƻƪΣ ŜǎŜǘƭŜƎ ŀ ƧŜƭŜƴōŜƭƛ ǾłǊǘ ƪǀƭǘǎŞƎŜƪ ǾŀƎȅ ŀ ƧǀǾǃōŜƭƛ ǾłǊǘ ƪǀƭǘǎŞƎŜƪ 

ŀ ƳŀƎŀǎŀōōŀƪΚ !Ȋƻƴōŀƴ ƳƝƎ ŀ ƧŜƭŜƴōŜƭƛ ƪǀƭǘǎŞƎŜƪǊǃƭ Ǉƻƴǘƻǎ ƛǎƳŜǊŜǘŜƛƴƪ ǾŀƴƴŀƪΣ ŀŘŘƛƎ ŀ 

ƧǀǾǃōŜƭƛŜƪǊǃƭ ƴƛƴŎǎŜƴŜƪΣ Şǎ ƎȅŀƪǊŀƴ ƳŜƎŦŜƭŜŘƪŜȊǸƴƪ ŀǊǊƽƭΣ ƘƻƎȅ ŀ ƘŀƭƻƎŀǘłǎƴŀƪ ƛǎ Ǿŀƴƴŀƪ 

ƪǀƭǘǎŞƎŜƛΦ 9ȊŜƴ ǘǵƭƳŜƴǃŜƴΣ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŜƪƻǊ ǘǀōō ǘŞƴȅŜȊǃ ƛǎ ōŜŦƻƭȅłǎƻƭƘŀǘƧŀ ŀ 

ǾłƭƭŀƭƪƻȊƽǘΣ ƳŜƭȅŜƪŜǘ ƳŞǊƭŜƎŜƭΣ ƳŞƎ Ƙŀ ƴŜƳ ƛǎ ŦŜƭǘŞǘƭŜƴ ǘǳŘŀǘƻǎŀƴΣ Şǎ ŘǀƴǘΣ ƘƻƎȅ ƳƛƪŞƴǘ ŦƻƎ 

ǊŜŀƎłƭƴƛΦ  

! ŦŜƴǘƛŜƪ ŀƭŀǇƧłƴ ƧŜƭŜƴ ŦŜƭǘłǊƽ ƪǳǘŀǘłǎōŀƴ ŀǊǊŀ ŀ ƪŞǊŘŞǎǊŜ ƪŜǊŜǎǘŜƳ ŀ ǾłƭŀǎȊǘΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊƽƛ 

ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŜ ƳǀƎǀǘǘ ƳƛƭȅŜƴ ƻƪƻƪ ƘǵȊƽŘƘŀǘƴŀƪ ƳŜƎΦ 9Ȋǘ ǘƻǾłōōƎƻƴŘƻƭǾŀΣ ƧŜƭŜƴ 
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ǎȊŜƪǳƴŘŜǊ ƪǳǘŀǘłǎ ŎŞƭƧŀ ŀȊ ŜƭƳŞƭŜǘƛ ƳŀƎȅŀǊłȊŀǘƻƪ ŀƭŀǇƧłƴ ŦŜƭłƭƭƝǘƻǘǘ ƳƻŘŜƭƭŜƭ ŀ ƧǀǾǃōŜƭƛ ǇǊƛƳŜǊ 

ŀŘŀǘƎȅǼƧǘŞǎŜƪ ǘłƳƻƎŀǘłǎŀΦ 

 [9I9¢{;D9{ a!D¸!w#½!¢hY ! Y¦5!w/ Y;{[9[¢9¢;{;w9 

!Ȋ ŜƭƪǀǘŜƭŜȊǃŘŞǎ ŦƻƪƻȊƽŘłǎłǘ ŜƎȅ ŎŞƭǳƴƪƘƻȊΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ǾłƭƭŀƭƪƻȊłǎǳƴƪ ǘƻǾłōōƛ 

ƳǼƪǀŘǘŜǘŞǎŞƘŜȊΣ ǘǀōō ǘŞƴȅŜȊǃǾŜƭ ƳŀƎȅŀǊłȊƘŀǘƧǳƪΦ {ƘŜǇƘŜǊŘ Şǎ tŀǘȊŜƭǘ όнлмуύ kiemelik, 

ǎƻƪǎȊƻǊ ŀȊŞǊǘ Ŧƻƭȅǘŀǘǳƴƪ ŜƎȅ ǘŜǾŞƪŜƴȅǎŞƎŜǘΣ ƘƻƎȅ ōŜōƛȊƻƴȅƝǘǎǳƪ ƳŀƎǳƴƪƴŀƪ Şǎ ƳłǎƻƪƴŀƪΣ 

ǊŀŎƛƻƴłƭƛǎŀƪ Şǎ ƪƻƳǇŜǘŜƴǎŜƪ ǾŀƎȅǳƴƪΦ Brockner (1992) ƪŞǘ ƴŀƎȅ ŎǎƻǇƻǊǘōŀ ƻǎȊǘƻǘǘŀ ŀ ŦƻƪƻȊƽŘƽ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎǊŜ ŀŘƻǘǘ ƳŀƎȅŀǊłȊŀǘƻƪŀǘΥ мύ a ƪƛƭłǘłǎŜƭƳŞƭŜǘƘŜȊ ƪŀǇŎǎƻƭƽŘƽŀƪ Şǎ нύ ǀƴƛƎŀȊƻƭƽΣ 

ǊŀŎƛƻƴŀƭƛȊłƭƽ ǾƛǎŜƭƪŜŘŞǎŜƪΦ {ȊŀƪƛǊƻŘŀƭƳƛΣ ǎȊŜƪǳƴŘŜǊ ƪǳǘŀǘłǎƻƳ ŜǊŜŘƳŞƴȅŜƪŞƴǘ ƴŞƎȅ ƪŀǘŜƎƽǊƛłǘ 

ƪǸƭǀƴƝǘŜǘǘŜƳ ŜƭΣ ƳŜƭȅŜƪ ŦƛƎȅŜƭŜƳōŜǾŞǘŜƭŜ ƘŀǎȊƴƻǎ ƭŜƘŜǘ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞƴŜƪ ǾƛȊǎƎłƭŀǘŀƪƻǊΦ 

! ƪŀǘŜƎƽǊƛłƛƳ ƴŞƘƻƭ ƪƛǎ ƳŞǊǘŞƪōŜƴ łǘŦŜŘŞǎōŜƴ ǾŀƎȅ ǎȊƻǊƻǎ ƪŀǇŎǎƻƭŀǘōŀƴ ǾŀƴƴŀƪΣ ŘŜ ǵƎȅ 

ƎƻƴŘƻƭƻƳΣ ƝƎȅ ƛǎ ǾƛȊǎƎłƭƘŀǘƽŀƪ ƪǸƭǀƴłƭƭƽ ǎȊŜƳǇƻƴǘƻƪƪŞƴǘ ƛǎΦ 

1. IŜƭȅǘŜƭŜƴ ƘƛŜŘŜƭƳŜƪ Şǎ ƘŜǳǊƛǎȊǘƛƪłƪ 

2. LŘǃōŜƭƛǎŞƎ 

3. ;ǊȊŜƭƳŜƪ 

4. .ŜŦŜƪǘŜǘŜǘǘ ŜǊǃŦƻǊǊłǎƻƪΦ 

2.1. Helytelen hiedelmek Şǎ ƘŜǳǊƛǎȊǘƛƪłƪ ǎȊŜǊŜǇŜ 

Selei (2012) ǘŀƴǳƭƳłƴȅłōŀƴ ǀǎǎȊŜǎȊŜŘŜǘǘ ǘǀōō ǵƎȅƴŜǾŜȊŜǘǘ ƘŜƭȅǘŜƭŜƴ ƘƛŜŘŜƭƳŜǘ όƛƴŎƻǊǊŜŎǘ 

ōŜƭƛŜŦύ Şǎ ƘŜǳǊƛǎȊǘƛƪłǘΣ ƳŜƭȅŜƪ ƘŀǘƘŀǘƴŀƪ ŀȊ ŜƎȅŞƴ ŘǀƴǘŞǎƛ ŦƻƭȅŀƳŀǘłǊŀΦ 9ƭǎǃƪŞƴǘ ƪŞǘ ƘŜƭȅǘŜƭŜƴ 

ƘƛŜŘŜƭƳŜǘ ƛǎƳŜǊǘŜǘŜƪ ǊǀǾƛŘŜƴΣ ƳŜƭȅŜƪ ŀȊǘ ƻƪƻȊƘŀǘƧłƪΣ ƘƻƎȅ ƴŜƳ ƳŜƎŦŜƭŜƭǃŜƴ ŞǊȊŞƪŜƭƧǸƪ ŜƎȅŜǎ 

ŜǎŜƳŞƴȅŜƪ ōŜƪǀǾŜǘƪŜȊŞǎŞƴŜƪ ǾŀƭƽǎȊƝƴǼǎŞƎŞǘΣ ŀȊŀȊ ǾŞƭƘŜǘǃŜƴ ŀ ƪǳŘŀǊŎ ŞǎȊƭŜƭŞǎŞǘΣ ōŜƛǎƳŜǊŞǎŞǘ 

ōŜŦƻƭȅłǎƻƭƘŀǘƧłƪ;, ƳŀƧŘ ƘłǊƻƳ ǊŜƭŜǾłƴǎ ƘŜǳǊƛǎȊǘƛƪłǘ Ƴǳǘŀǘƻƪ ōŜΦ 

1. ¢ǵƭȊƻǘǘ ƳŀƎŀōƛȊǘƻǎǎłƎ όƻǾŜǊŎƻƴŦƛŘŜƴŎŜύΥ 9ƎȅŦŀƧǘŀ ƪƻƎƴƛǘƝǾ ƘƛōŀΣ ƳŜƭȅ ƴŜƳ 

ŦŜƭǘŞǘƭŜƴǸƭ ǊŀŎƛƻƴłƭƛǎ ǾłǊŀƪƻȊłǎƻƪŀǘ ŜǊŜŘƳŞƴȅŜȊƘŜǘΦ !ǊǊŀ ǳǘŀƭΣ ŀƳƛƪƻǊ ŀȊ łƭǘŀƭǳƴƪ 

ƳŜƎƛǎƳŜǊǘ ƛƴŦƻǊƳłŎƛƽƪ ǇƻƴǘƻǎǎłƎłǘ Şǎ ǎŀƧłǘ ǾŞƭŜƳŞƴȅǸƴƪ ƘŜƭȅŜǎǎŞƎŞǘ ǘǵƭōŜŎǎǸƭƧǸƪ 

(Selei, 2012)Φ 9ǎŜǘǸƴƪōŜƴ ŀ ǾłƭƭŀƭƪƻȊƽ ǀƴƘƛǘǘǎŞƎŞōǃƭ ŦŀƪŀŘƽŀƴ ƳŜƎǘŀƎŀŘƘŀǘƧŀ ŀ 

ƪǳŘŀǊŎ ǘŞƴȅŞǘΣ ƝƎȅ ƴǀǾŜƭǾŜ ŀȊ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎŜǘ ŀ ƪƻǊłōōƛ ŘǀƴǘŞǎŜƛ Şǎ ǘŜǘǘŜƛ 
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ƘŜƭȅŜǎǎŞƎŜ ƳŜƭƭŜǘǘ (Shepherd et al., 2009)Σ ǾŀƎȅ ŀ ǾłƭƭŀƭƪƻȊƽ ǵƎȅ ǾŞƭƛΣ ƘƻƎȅ ŀ ƪǳŘŀǊŎ 

ŜƭƪŜǊǸƭƘŜǘǃΣ Şǎ ǘǵƭ ǎƻƪłƛƎ ƪƛǘŀǊǘƘŀǘ ŜȊŜƴ ǾŞƭŜƪŜŘŞǎŜ ƳŜƭƭŜǘǘΣ ƝƎȅ ƪŞǎƭŜƭǘŜǘǾŜ ŀ 

ƪǳŘŀǊŎƻǘ ǾŀƎȅ ŀƪłǊ ŀƴƴŀƪ ōŜƛǎƳŜǊŞǎŞǘΦ 

2. YƛǾŜǘƝǘŞǎƛ ǘƻǊȊƝǘłǎ όǇǊƻƧŜŎǘƛƻƴ ōƛŀǎύΥ bŜƳ ƳŜƎŦŜƭŜƭǃ ŘǀƴǘŞǎŜƪŜǘ ŜǊŜŘƳŞƴȅŜȊƘŜǘΣ 

ŀƳƛƪƻǊ ƧŜƭŜƴƭŜƎƛ ǇǊŜŦŜǊŜƴŎƛłƛƴƪŀǘ ǘǵƭȊƻǘǘŀƴ ŦƛƎȅŜƭŜƳōŜ ǾŜǎǎȊǸƪ ŀ ƧǀǾǃǊŜ ǾƻƴŀǘƪƻȊƽ 

ŘǀƴǘŞǎŜƛƴƪ ƳŜƎƘƻȊŀǘŀƭŀƪƻǊ ό.ǀƭŎǎƪŜi, 2009; Selei, 2012)Φ ! ƪǳŘŀǊŎ Ŝƭǃǘǘ łƭƭƽ 

ǾłƭƭŀƭƪƻȊƽƪƴŀƪ ŀȊ ŀ ǾłƎȅǳƪΣ ŎŞƭƧǳƪΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊłǎ ǘƻǾłōō ŞƭƧŜƴΦ 9ƴƴŜƪ 

ƪǀǾŜǘƪŜȊǘŞōŜƴ ŜƭǃŦƻǊŘǳƭƘŀǘΣ ƘƻƎȅ ŀ ƧǀǾǃǊŜ ǾƻƴŀǘƪƻȊƽŀƴ ƛǎ ŜȊǘ ŀ ǎȊŎŜƴłǊƛƽǘ 

ǊŜłƭƛǎŀōōƴŀƪ ƝǘŞƭƛƪ ƳŜƎΣ Ƴƛƴǘ ŀȊǘ ŀ ƘŜƭȅȊŜǘ ƛƴŘƻƪƻƭƴłΦ 9Ȋ ƻƪƻȊƘŀtja azt, hogy a 

ǾłƭƭŀƭƪƻȊƽ ƘŀƭƻƎŀǘƧŀ ŀ ǘŞƴȅŜƪƪŜƭ Ǿŀƭƽ ǎȊŜƳōŜƴŞȊŞǎǘΣ ǾŀƎȅ ŀƪłǊ ǘŜƭƧŜǎ ƳŞǊǘŞƪōŜƴ 

ŜƭǾŜǘƘŜǘƛ ŀ ƪǳŘŀǊŎ ōŜƪǀǾŜǘƪŜȊŞǎŞƴŜƪ ƭŜƘŜǘǃǎŞƎŞǘΣ ƝƎȅ ŀƪłǊ ŀ ǘǳŘŀǘƻǎ ƪŞǎƭŜƭǘŜǘŞǎǘ ƛǎΦ 

! ŘǀƴǘŞǎŜƛƴƪ ƳŜƎƘƻȊŀǘŀƭłƴŀƪ ŜƎȅǎȊŜǊǼǎƝǘŞǎŞǊŜ ǵƎȅƴŜǾŜȊŜǘǘ ƘŜǳǊƛǎȊǘƛƪłƪŀǘ όƘǸǾelykujj-

ǎȊŀōłƭȅƻƪŀǘύ ŀƭƪŀƭƳŀȊǳƴƪΣ ƳŜƭȅŜƪ ς ƳŞƎ Ƙŀ ǎƻƪǎȊƻǊ ǘŞǾŜǎ ŘǀƴǘŞǎǘ ƛǎ ŜǊŜŘƳŞƴȅŜȊƴŜƪΣ ŘŜ ς 

ƎȅƻǊǎŀōōł Şǎ ŜƎȅǎȊŜǊǼōōŞ ǘŜƘŜǘƛƪ ŀ ŘǀƴǘŞǎƛ ŦƻƭȅŀƳŀǘƻǘ (Tversky ς Kahneman, 1974)Φ NƎȅ 

ƳłǎƻŘƛƪ ŎǎƻǇƻǊǘƪŞƴǘ ŜȊŜƴ ǵƎȅƴŜǾŜȊŜǘǘ ƘŜǳǊƛǎȊǘƛƪłƪ ƪǀȊǸƭ Ƴǳǘŀǘƻƪ ōŜ ƘłǊƻƳ ǊŜƭŜǾłƴǎŀǘΥ 

1. wŜǇǊŜȊŜƴǘŀǘƛǾƛǘłǎƛ ƘŜǳǊƛǎȊǘƛƪŀ όǊŜǇǊŜǎŜƴǘŀǘƛǾŜƴŜǎǎ ōƛŀǎύΥ #ƭǘŀƭłōŀƴ ŞǊȊŞƪŜǘƭŜƴŜƪ 

ǾŀƎȅǳƴƪ ŀ ǎǘŀǘƛǎȊǘƛƪŀƛ Ƴƛƴǘŀ ƴŀƎȅǎłƎłǊŀΣ ƝƎȅ ŜȊ ƴŜƳ ōŜŦƻƭȅłǎƻƭ ǾŞƭŜƳŞƴȅǸƴƪ 

ƪƛŀƭŀƪƝǘłǎłōŀƴΣ ǾŀƎȅ ŀōōŀƴΣ ƘƻƎȅ ƳƛƭȅŜƴ ǾŀƭƽǎȊƝƴǼǎŞƎŜǘ ǘǳƭŀƧŘƻƴƝǘǳƴƪ ŜƎȅ ŜǎŜƳŞƴȅ 

ōŜƪǀǾŜǘƪŜȊŞǎŞƴŜƪ (Selei, 2012; Tversky ς Kahneman, 1974)Φ 5ǀƴǘŞǎǸƴƪŜǘ ǎƻƪƪŀƭ 

ƛƴƪłōō ōŜŦƻƭȅłǎƻƭƧŀ ŀȊΣ ƘƻƎȅ ƳŜƴƴȅƛǊŜ ŞǊŜȊȊǸƪ ŀȊ ŜƎȅŜŘƛ ŜǎŜǘŜǘ ǊŜǇǊŜȊŜƴǘŀǘƝǾƴŀƪ ŀ 

ƪŀǘŜƎƽǊƛłǊŀ ƴŞȊǾŜ (Selei, 2012)Φ 9ǎŜǘǸƴƪōŜƴ ŀ ǾłƭƭŀƭƪƻȊƽ Ǌƛǘƪłƴ ǘŀƭłƭƪƻȊƛƪ ŀ ƪǳŘŀǊŎŎŀƭΣ 

ƝƎȅ ŀ ƪƻǊłōōƛ ǘŀǇŀǎȊǘŀƭŀǘŀƛ ŀƭŀǇƧłƴ ƪǀƴƴȅŜƴ ƘƛƘŜǘƛΣ ƘƻƎȅ ŜȊ ƛǎ Ŏǎŀƪ ŜƎȅ ǊǀǾƛŘ 

ƘǳƭƭłƳǾǀƭƎȅΣ Şǎ ƴŜƳ ŀ ǾŞƎΦ 9ȊłƭǘŀƭΣ ŀƪłǊ ǘǳŘŀǘ ŀƭŀǘǘΣ ŀ ƪǀȊŜƭŜŘǃ ƪǳŘŀǊŎ ŜƭǃƧŜƭŜƛǘ ƛǎ 

ƛƎƴƻǊłƭƘŀǘƧŀΣ ƝƎȅ ƴŜƳ ōŜǎȊŞƭƘŜǘǸƴƪ ǘǳŘŀǘƻǎ ƪŞǎƭŜƭǘŜǘŞǎǊǃƭΣ Şǎ ŀ ǾłƭƭŀƭƪƻȊƽ ŀ ƪǳŘŀǊŎǊŀ 

ǘǀǊǘŞƴǃ ŦŜƭƪŞǎȊǸƭŞǎǘ ǎŜ ƪezdheti meg. 

2. IƻȊȊłŦŞǊƘŜǘǃǎŞƎƛ ƘŜǳǊƛǎȊǘƛƪŀ όŀǾŀƛƭŀōƛƭƛǘȅ ōƛŀǎύΥ 5ǀƴǘŞǎŜƛƴƪǊŜ ƴŀƎȅƻōō Ƙŀǘłǎǘ 

ƎȅŀƪƻǊƻƭƘŀǘƴŀƪ ŀȊ ƛƴǘŜƴȊƝǾΣ ƪƛŜƳŜƭƪŜŘǃ ǾŀƎȅ ŞǇǇ ŞǊȊŜƭƳƛƭŜƎ ŦŜƭƪŀǾŀǊƽ ŜƳƭŞƪŜƪΣ 

ƳŜǊǘ ŜȊŜƪŜǘ ƪǀƴƴȅŜōōŜƴ ƘƝǾƧǳƪ Ŝƭǃ ƳŜƳƽǊƛłƴƪōƽƭΣ ŀȊŀȊ Ƨƻōō ŀ ƘƻȊȊłŦŞǊƘŜǘǃǎŞƎǸƪΣ 

mint az łǘƭŀƎƻǎΣ ƘŞǘƪǀȊƴŀǇƛ ŜǎŜƳŞƴȅŜƪŞ (Lippai, 2010; Selei, 2012)Φ ¢ƻǾłōōł ŀ ǎŀƧłǘ 

ŜƳƭŞƪƪŞǇŜƛƴƪ ǾŀƎȅ a ǎȊŜƳƭŞƭŜǘŜǎ ǇŞƭŘłƪ ƛǎ ƪǀƴƴȅŜōōŜƴ ŜƭǃƘƝǾƘŀǘƽŀƪΣ ŜƭŞǊƘŜǘǃŜƪΣ 
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Ƴƛƴǘ ŀ Ƴłǎƻƪƪŀƭ ǘǀǊǘŞƴǘ ŜǎŜƳŞƴȅŜƪΣ ǾŀƎȅ ŎǎǳǇłƴ ǎǘŀǘƛǎȊǘƛƪłƪ (Kahneman, 2013). A 

ǾłƭƭŀƭƪƻȊƽƪŀǘ ƪŀǊǊƛŜǊǵǘƧǳƪ ǎƻǊłƴ ƎȅŀƪǊŀƴ ƴŜƳ ŜƎȅ ƪǳŘŀǊŎ ŞǊƛΣ ƳŜƭȅŜƪ ǾŞƭŜƳŞƴȅŜƳ 

ǎȊŜǊƛƴǘ ƪŜƭƭǃŜƴ ƪƛǳƎǊƽ ŜƳƭŞƪŜƪΣ Şǎ Ƙŀǘłǎǘ ƎȅŀƪƻǊƻƭƘŀǘƴŀƪ ŀ ŘǀƴǘŞǎŜƛƪǊŜ ŀƪƪƻǊ ƛǎΣ 

ŀƳƛƪƻǊ ŦŜƭƛǎƳŜǊƛƪ ŀƴƴŀƪ ƧŜƭŜƛǘΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊłǎ ƭŜƘŜǘΣ ƳŜƎƛƴǘ ŀ ƪǳŘŀǊŎ ŦŜƭŞ ƘŀƭŀŘΦ 

±ŀƎȅƛǎ ŜȊ ŀ ƘŜǳǊƛǎȊǘƛƪŀ ǎŜƎƝǘƘŜǘƛ ŀ ƪǀȊŜƭŜŘǃ ƪǳŘŀǊŎ ŞǎȊƭŜƭŞǎŞǘΦ !ȊƻƴōŀƴΣ ŀƳŜƴƴȅƛōŜƴ 

ŀ ǾłƭƭŀƭƪƻȊƽƴŀƪ ƳŞƎ ƴŜƳ Ǿƻƭǘ ǊŞǎȊŜ ƪǳŘŀǊŎōŀƴΣ ǵƎȅ ŜȊ ŀ ƘŜǳǊƛǎȊǘƛƪŀ ƛǎ ƴŜƘŜȊƝǘƘŜǘƛ ŀ 

ƭŜƘŜǘǎŞƎŜǎ ƪǳŘŀǊŎ ŞǎȊƭŜƭŞǎŞǘΣ ƘƛǎȊŜƴ ƴƛƴŎǎ ǎŀƧłǘ ŜƳƭŞƪƪŞǇŜΣ ŀƳƛƘŜȊ ǾƛǎǎȊŀƴȅǵƭƘŀǘƴŀΦ 

3. McGrath (1999) ƛǎ ƭŜƝǊǘ ŜƎȅ ƴŜƳ ǘǳŘŀǘƻǎ ƻƪƻǘΣ ŀƳƛ ƳŀƎȅŀǊłȊŀǘƻǘ ŀŘƘŀǘ ŀ ƪǳŘŀǊŎ 

ƪŞǎƭŜƭǘŜǘŞǎŞǊŜΣ ŀȊ ǵƎȅƴŜǾŜȊŜǘǘ ƳŜƎŜǊǃǎƝǘŞǎƛ ǘƻǊȊƝǘłǎǘ (confirmation bias), amikor is 

ŀȊ ŜƳōŜǊŜƪ ƘŀƧƭŀƳƻǎŀƪ ŀȊƻƴ ƛƴŦƻǊƳłŎƛƽƪŀǘ ŦƛƎȅŜƭƳŜƴ ƪƝǾǸƭ ƘŀƎȅƴƛΣ ƳŜƭȅŜƪ ŀȊǘ 

ƛƎŀȊƻƭƴłƪΣ ƘƻƎȅ ŀ ŦŜƭǘŞǘŜƭŜȊŞǎŜƛƪ ƘŜƭȅǘŜƭŜƴŜƪΦ NƎȅ ŀ ƪŜǾŞǎōŞ ƪŜƭƭŜƳŜǎ ƛƴŦƻǊƳłŎƛƽƪǊŀ 

ƴŜƳ ŦŜƪǘŜǘƴŜƪ ƘŀƴƎǎǵƭȅǘΣ Ŏǎŀƪ ŀ ǇƻȊƛǘƝǾ ƪƛŎǎŜƴƎŞǎǼŜƪǊŜΦ 9Ȋ ŀ ƳŀƎȅŀǊłȊŀǘ Ƨƽƭ 

ǀǎǎȊŜŎǎŜƴƎ Brockner (1992) ƭŜƝǊłǎłǾŀƭ ŀȊ ǀƴƛƎŀȊƻƭłǎ ŜƭƪǀǘŜƭŜȊǃŘŞǎǘ ŦƻƪƻȊƽ ƘŀǘłǎłǊƽƭΦ 

9ƴƴŜƪ ƭŞƴȅŜƎŜΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊƽ ƴŜƳ ǾŜǎȊ ǘǳŘƻƳłǎǘ ŀ ŎǎǃŘ ŜƭǃƧŜƭŜƛǊǃƭΣ ƳŜǊǘ ŀȊƻƪ 

ƳŜƎŘǀƴǘŜƴŞƪ ŀȊƻƴ ƘƛŜŘŜƭƳŞǘΣ ƳƛǎȊŜǊƛƴǘ ŀ ǾłƭƭŀƭƪƻȊłǎŀ ǎƛƪŜǊŜǎ Şǎ ǊŜƴŘōŜƴ ƳǼƪǀŘƛƪΣ 

ŀȊŀȊ ƪŞǎƭŜƭǘŜǘƛ ŀ ƪǳŘŀǊŎ ōŜƛǎƳŜǊŞǎŞǘΦ 

9ōōŜƴ ŀȊ ŀƭŦŜƧŜȊŜǘōŜƴ ƭłǘƘŀǘǘǳƪΣ ƘƻƎȅ ŀ ƘŜƭȅǘŜƭŜƴ ƘƛŜŘŜƭƳŜƪǊŜ Şǎ ƘŜǳǊƛǎȊǘƛƪłƪǊŀ ƴŜƳ ƛƎŀȊłƴ 

ŀŘƘŀǘƽ ƳŜƎ ŜƎȅ łƭǘŀƭłƴƻǎ ǎȊŀōłƭȅΣ ƘƛǎȊŜƴ ŜƎȅŜǎ ŜǎŜǘŜƪōŜƴ ƳłǊ ŀ ƭŜƘŜǘǎŞƎŜǎ ƪǳŘŀǊŎ ŞǎȊƭŜƭŞǎŞǘΣ 

ōŜƛǎƳŜǊŞǎŞǘ ƛǎ ƳŜƎŀƪŀŘłƭȅƻȊƘŀǘƧłƪ όǘǵƭȊƻǘǘ ƳŀƎŀōƛȊǘƻǎǎłƎΣ ƪƛǾŜǘƝǘŞǎƛ ǘƻǊȊƝǘłǎΣ 

ǊŜǇǊŜȊŜƴǘŀǘƛǾƛǘłǎƛ ƘŜǳǊƛǎȊǘƛƪŀΣ ƳŜƎŜǊǃǎƝǘŞǎƛ ǘƻǊȊƝǘłǎύΣ ǾŀƎȅ ŞǇǇ ǎŜƎƝǘƘŜǘƛƪ όƘƻȊȊłŦŞǊƘŜǘǃǎŞƎƛ 

heurisztika), esetƭŜƎ ƳŀƎłǘ ŀ ƪŞǎƭŜƭǘŜǘŞǎǘ ŜǊǃǎƝǘƘŜǘƛƪ όǘǵƭȊƻǘǘ ƳŀƎŀōƛȊǘƻǎǎłƎύΦ 

2.2. .ŜŦŜƪǘŜǘŜǘǘ ŜǊǃŦƻǊǊłǎƻƪ ǎȊŜǊŜǇŜ 

! ǾłƭƭŀƭƪƻȊłǎ ǎȊƛƴǘƧŞƴ ŀ ōŜŦŜƪǘŜǘŜǘǘ ŜǊǃŦƻǊǊłǎƻƪ ƪƛƭŞǇŞǎǊŜ ƎȅŀƪƻǊƻƭǘ Ƙŀǘłǎłǘ ƳłǊ ǘǀōōŜƴ 

ǾƛȊǎƎłƭǘłƪ όǘǀōōŜƪ ƪǀȊǀǘǘ Dean et al., 1997; Rosenbaum ς Lamort, 1992). Anƴŀƪ ŜƭƭŜƴŞǊŜΣ ƘƻƎȅ 

ŀ ŘǀƴǘŞǎŜƪŜǘ ŀ Ƴǵƭǘōŀƴ ŦŜƭƘŀǎȊƴłƭǘ ŜǊǃŦƻǊǊłǎƻƪƴŀƪ όǇŞƴȊΣ ŜǊǃŦŜǎȊƝǘŞǎΣ ƛŘǃύ ƴŜƳ ƪŜƭƭŜƴŜ 

ōŜŦƻƭȅłǎƻƭƴƛǳƪΣ Ŏǎŀƪ ŀ ƧǀǾǃōŜƭƛ ǾłǊǘ ƪƛƳŜƴŜǘŜƪƴŜƪΣ ƳŞƎƛǎ ƎȅŀƪǊŀƴ ŦƛƎȅŜƭŜƳōŜ ǾŜǎǎȊǸƪ 

ŘǀƴǘŞǎŜƛƴƪƴŞƭ (Karlsson et al., 2005; Shepherd ς Patzelt, 2018).  

! ōŜŦŜƪǘŜǘŜǘǘ ŜǊǃŦƻǊǊłǎƻƪ ƳŞǊǘŞƪŞǘ ŀȊ ƛǇŀǊłƎ ŜǊǃǎŜƴ ōŜŦƻƭȅłǎƻƭƘŀǘƧŀΣ ŀȊŀȊΣ ƘƻƎȅ ƳŜƪƪƻǊŀ 

ōŜŦŜƪǘŜǘŞǎ ǎȊǸƪǎŞƎŜǎ ŀ ōŜƭŞǇŞǎƘŜȊΦ !Ƙƻƭ ǇŜŘƛƎ ƴŀƎȅ ŀ ōŜƭŞǇŞǎƛ ƪƻǊƭłǘΣ ƻǘǘ łƭǘŀƭłōŀƴ ŀ ƪƛƭŞǇŞǎƛ 
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ƪƻǊƭłǘ ƛǎ ƳŀƎŀǎ ƭŜǎȊΣ ƳŜƭȅ ǳǘƽōōƛ ŜǊǃǎŜƴ ǀǎǎȊŜŦǸƎƎ ŀȊ ŜƭǎǸƭƭȅŜŘǘ ƪǀƭǘǎŞƎŜkkel (Rosenbaum ς 

Lamort, 1992)Φ 9ƭǎǸƭƭȅŜŘǘ ƪǀƭǘǎŞƎŜƪƴŜƪ ƻƭȅŀƴ ŦƛȄ ƪǀƭǘǎŞƎŜƪŜǘ ǘŜƪƛƴǘƘŜǘǸƴƪΣ ƳŜƭȅŜƪ 

ǾƛǎǎȊŀŦƻǊŘƝǘƘŀǘŀǘƭŀƴ ōŜǊǳƘłȊłǎƻƪōƽƭ ǎȊłǊƳŀȊƴŀƪ (Dean et al., 1997)Σ ǾŀƎȅ łƭǘŀƭłƴƻǎŀōōŀƴ 

ƳŜƎŦƻƎŀƭƳŀȊǾŀΣ ƻƭȅŀƴ Ƴǵƭǘōŀƴ ŦŜƭƳŜǊǸƭǘ ƪǀƭǘǎŞƎŜƪΣ ƳŜƭȅŜƪŜǘ ǎŜƳƳƛƭȅŜƴ ƧǀǾǃōŜƭƛ ŎǎŜƭŜƪŜŘŜǘ 

ƴŜƳ ǘǳŘ ƳŜƎǾłƭǘƻȊǘŀǘƴƛ (Shepherd ς Patzelt, 2018). YŀǊƭǎǎƻƴ Şǎ ƪǳǘŀǘƽǘłǊǎŀƛ όнллрύ arra az 

ŜǊŜŘƳŞƴȅǊŜ ƧǳǘƻǘǘŀƪΣ ƘƻƎȅ ŀȊ ŜƭǎǸƭƭȅŜŘǘ ƪǀƭǘǎŞƎŜƪƴŜƪ ƳŞƎ ŀƪƪƻǊ ƛǎ ƭŜƘŜǘ Ƙŀǘłǎŀ ŜƎȅ ōŜŦŜƪǘŜǘŞǎƛ 

ŘǀƴǘŞǎǊŜΣ Ƙŀ ŀ ƧǀǾǃōŜƭƛ ƪƛƳŜƴŜǘŜƪ Şǎ ŀƭǘŜǊƴŀǘƝǾłƪ ƛǎƳŜǊǘŜƪΣ ǘǊŀƴǎȊǇŀǊŜƴǎŜƪΦ włŀŘłǎǳƭΣ Ƙŀ ŜȊŜƪ 

ŀƭŀǇƧłƴ ǎŜ ŞǊƴŞ ƳŜƎ ŀ ōŜŦŜƪǘŜǘŞǎōŜ όŜǎŜǘǸƴƪōŜ ǾłƭƭŀƭƪƻȊłǎōŀύ ǘƻǾłōōƛ ǇŞƴȊǘ ƛƴǾŜǎȊǘłƭƴƛΣ Ƴłǎ 

ƴŜƳ ŀƴȅŀƎƛ ǎȊŜƳǇƻƴǘƻƪ ƳŞƎƛǎ ŜȊǘ ƛƴŘƻƪƻƭƘŀǘƧłƪΦ 

±ŞƎǎǃ ǎƻǊƻƴ ŀȊƻƴōŀƴ ŀ ŦŜƴǘŜōō ŜƳƭƝǘŜǘǘ ǊŜƴƎŜǘŜƎ ǇŞƴȊǘΣ ƛŘǃǘ Şǎ ŜƴŜǊƎƛłǘ ƳŀƎǳƪ ŀ ǾłƭƭŀƭƪƻȊƽƪ 

łƭŘƻȊȊłƪ ŀ ǾłƭƭŀƭƪƻȊłǎǳƪ ŜƭƛƴŘƝǘłǎłǊŀ Şǎ ƳǼƪǀŘǘŜǘŞǎŞǊŜΣ ƝƎȅ ŀ ǾłƭƭŀƭƪƻȊłǎ Ƙŀƭłƭłƴŀƪ 

ōŜƛǎƳŜǊŞǎŞǾŜƭ ŜƭǾŜǎȊǘŜƎŜǘǾŜ ŞǊŜȊƴŞƪ ŀȊ ŜŘŘƛƎ ōŜŦŜƪǘŜǘŜǘǘ ŜǊǃŦƻǊǊłǎƻƪŀǘ (Arkes ς Blumer, 1985; 

Shepherd et al., 2009)Φ 9ȊŜƴ ōŜŦŜƪǘŜǘŞǎŜƪ Ƴƛŀǘǘ ƘŀƧƭŀƳƻǎŀƪ ƭŜƘŜǘƴŜƪ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞǊŜ 

(Shepherd et al., 2009)Φ włŀŘłǎǳƭ !ǊƪŜǎ Şǎ .ƭǳƳŜǊ όмфурύ ǎȊŜǊƛƴǘ ŜȊ ŀȊ ƛŘǃǎȊŀƪΣ ŀƳƛƪƻǊ ŀȊ 

ŜƭǎǸƭƭȅŜŘǘ ƪǀƭǘǎŞƎŜƪ Ƴƛŀǘǘ ƴŜƳ ŀƪŀǊǳƴƪ ōŜŦŜƧŜȊƴƛ ŜƎȅ ǘŜǾŞƪŜƴȅǎŞƎŜǘΣ ŀƪłǊ ƘƽƴŀǇƻƪƛƎ ƛǎ 

eltarthat. !ǊƪŜǎ Şǎ .ƭǳƳŜǊ όмфурύ ǘŀƴǳƭƳłƴȅǳƪōŀƴ ǊŞǎȊƭŜǘŜǎŜƴ ƪƛŦŜƧǘŜǘǘŞƪ ŀ ōŜŦŜƪǘŜǘŜǘǘ 

ŜǊǃŦƻǊǊłǎƻƪ Ƙŀǘłǎłǘ ŀ ƪŞǎƭŜƭǘŜǘŞǎǊŜΦ Cǃōō ƳŜƎłƭƭŀǇƝǘłǎŀƛƪŀǘ ŀȊ ŀƭłōōƛŀƪōŀƴ ǀǎǎȊŜƎŜȊǘŜƳ ŀ 

ƪǳǘŀǘłǎƛ ǘŞƳłƳǊŀ ǾƻƴŀǘƪƻȊǘŀǘǾŀΥ 

- A sŀƧłǘ ŜǊǃŦƻǊǊłǎƻƪ ōŜŦŜƪǘŜǘŞǎŜ Ƨƻōōŀƴ ƴǀǾŜƭƛ ŀ ƪŞǎƭŜƭǘŜǘŞǎ ǾŀƭƽǎȊƝƴǼǎŞƎŞǘΣ Ƴƛƴǘ Ƙŀ Ƴłǎ 

ǇŞƴȊŞǘ ŦŜƪǘŜǘǘǸƪ Ǿƻƭƴŀ ōŜΦ 

- A sȊŜƳŞƭȅŜǎ ŦŜƭŜƭǃǎǎŞƎ ƛǎ ǾŀƭƽǎȊƝƴǼōōŞ ǘŜƘŜǘƛ ŀ ǘŜǾŞƪŜƴȅǎŞƎ ǘƻǾłōōƛ ŦƻƭȅǘŀǘłǎłǘΦ 

- !Ȋ ŜƭǎǸƭƭȅŜŘǘ ƪǀƭǘǎŞƎŜƪ Ƙŀǘłǎŀ ǳƎȅŀƴǵƎȅ ŞǊǾŞƴȅŜǎǸƭ ƪǀȊƎŀȊŘŀǎłƎƛ ǾŞƎȊŜǘǘǎŞƎƎŜƭ 

ǊŜƴŘŜƭƪŜȊǃƪ Şǎ ƴŜƳ ǊŜƴŘŜƭƪŜȊǃƪ ŜǎŜǘŞōŜƴ ƛǎΦ 

- ! ōƛȊǘƻǎ ƪƛƳŜƴŜǘ ŜƎȅŀǊłƴǘ ŦŜƭŜǊǃǎƝǘƛ ŀ ǾŜǎȊǘŜǎŞƎŜƪ Şǎ ŀ ƴȅŜǊŜǎŞƎŜƪ Ƙŀǘłǎłǘ ŀȊ ŜƎȅŞƴǊŜΣ 

ǘŜƘłǘ Ƙŀ ŜƎȅ ōƛȊǘƻǎ ǾŜǎȊǘŜǎŞƎ όa ǾłƭƭŀƭƪƻȊłǎ ŀȊƻƴƴŀƭƛ ōŜȊłǊłǎŀύ Şǎ ŜƎȅ ƘƻǎǎȊŀōō ǘłǾǵ 

ōƛȊƻƴȅǘŀƭŀƴ ƴȅŜǊŜǎŞƎ όǵƧǊŀ ƳǼƪǀŘǃƪŞǇŜǎ ƭŜǎȊ ŀ ǾłƭƭŀƭƪƻȊłǎύ ƪǀȊǀǘǘ ƪŜƭƭ ŘǀƴǘŜƴƛΣ ŀƪƪƻǊ ŀ 

ōƛȊƻƴȅƻǎǎłƎ Ƙŀǘłǎŀ ŀȊ ǳǘƽōōƛ ŦŜƭŞ ŦƻƎ ƳƛƴƪŜǘ ǘŜǊŜƭƴƛΦ 

- ! ŎǎŀǇŘŀƘŜƭȅȊŜǘ όŜƴǘǊŀǇƳŜƴǘύ ǾƛȊǎƎłƭŀǘŀ ƛǎ Ŝƭǃƴȅǀǎ ƭŜƘŜǘ ŀȊ ŜƭǎǸƭƭȅŜŘǘ ƪǀƭǘǎŞƎŜƪ ƪŀǇŎǎłƴΣ 

ŀƳŜƴƴȅƛōŜƴ ŀ ǘƻǾłōōƛ ƪƛǎ ōŜŦŜƪǘŜǘŞǎŜƪ ǳǘłƴ Ǿŀƴ ǊŜƳŞƴȅ ŀ ǇƻȊƛǘƝǾ ƪƛƳŜƴŜǘǊŜ Şǎ ŀ 

ōŜŦŜƪǘŜǘŜǘǘ ŜǊǃŦƻǊǊłǎƻƪ ƳŜƎƳŜƴǘŞǎŞǊŜΦ ±ŞƭŜƳŞƴȅŜƳ ǎȊŜǊƛƴǘ ŜȊ ŀ ǾŞƭǘ ǾłƭƭŀƭƪƻȊƽƛ ƪǳŘŀǊŎ 

ŜǎŜǘŞƴ ōƛȊƻƴȅƻǎ ƘŜƭȅȊŜǘŜƪōŜƴ ǘŜƭƧŜǎǸƭƘŜǘΦ 
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{ƘŜǇƘŜǊŘ Şǎ tŀǘȊŜƭǘ όнлмуύ ǎȊŜǊƛƴǘ ŀȊ ŜƭǎǸƭƭȅŜŘǘ ƪǀƭǘǎŞƎŜƪ ŜƎȅŜƴŜǎŜƴ ŀƪŀŘłƭȅǘ łƭƭƝǘŀƴŀƪ ŀ 

ǾłƭƭŀƭƪƻȊłǎōƽƭ Ǿŀƭƽ ƪƛƭŞǇŞǎ ŜƭŞΣ ƘƛǎȊŜƴ ŜȊŜƪ ƛǎ ƴǀǾŜƭƛƪ ŀȊ ŞǊȊŜƭƳƛ ƪǀǘǃŘŞǎǘ ŀ ǾłƭƭŀƭƪƻȊłǎƘƻȊΣ ƝƎȅ 

eƭǃǎȊǀǊ ŜȊǘ ŀ Ǝłǘŀǘ ƪŜƭƭ ƭŜƪǸȊŘŜƴƛ ŀ ƪƛƭŞǇŞǎƘŜȊΦ ! ŦŜƴǘƛŜƪ ŀƭŀǇƧłƴ ǵƎȅ ƎƻƴŘƻƭƻƳΣ ƘƻƎȅ ŀ 

ōŜŦŜƪǘŜǘŜǘǘ ŜǊǃŦƻǊǊłǎƻƪ ǾŀƭŀƳƛƭȅŜƴ ƳŞǊǘŞƪōŜƴ ƳƛƴŘƛƎ ƴǀǾŜƭƛƪ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞƴŜƪ ŀ 

ǾŀƭƽǎȊƝƴǼǎŞƎŞǘΦ ¢ƻǾłōōł ŀȊ ŀ ƳŜƎƭłǘłǎƻƳΣ ƘƻƎȅ ŀ ōŜŦŜƪǘŜǘŜǘǘ ŜǊǃŦƻǊǊłǎƻƪ ƪŀǇŎǎłƴ ŞǊdekes 

ƭŜƘŜǘ ŀ ƪŞǎǃōōƛŜƪōŜƴ ŜƭƪǸƭǀƴƝǘŜƴƛ ŀ ƪǸƭǀƴōǀȊǃ ŜǊǃŦƻǊǊłǎŦŀƧǘłƪ Ƙŀǘłǎŀƛǘ ƛǎΣ ƘƛǎȊŜƴ ƪǀƴƴȅŜƴ 

ŜƭƪŞǇȊŜƭƘŜǘǃΣ ƘƻƎȅ Ǿŀƭŀƪƛ ŀ ōŜŦŜƪǘŜǘŜǘǘ Şǎ ŜƭǾŜǎȊǘŜǘǘ ǇŞƴȊǘ ǘǳŘƧŀ ƴŜƘŜȊŜōōŜƴ ŜƭŜƴƎŜŘƴƛΣ ƳƝƎ 

ƳłǎǾŀƭŀƪƛ ƳƻƴŘƧǳƪ ŀȊ ŞƭŜǘŞōǃƭ ǊłŦƻǊŘƝǘƻǘǘ ŞǾŜƪŜǘΦ 

2.3. !Ȋ ŞǊȊŜƭƳŜƪ ǎȊŜǊŜǇe 

ałǊ Van Eerde (2000) ƪƻǊłōōŀƴ ƛǎƳŜǊǘŜǘŜǘǘ ƘŀƭƻƎŀǘłǎ ŘŜŦƛƴƝŎƛƽƧłōŀƴ ƛǎ Ŧƻƴǘƻǎ ǎȊŜǊŜǇŜǘ ƪŀǇƴŀƪ 

ŀ ŦŜƭƳŜǊǸƭǃ ƴŜƳ ƪƝǾłƴŀǘƻǎ, ƴŜƎŀǘƝǾ ŞǊȊŜƭƳŜƪΣ ƘƛǎȊŜƴ ŀƳƛƪƻǊ ƪƛƭŞǇǸƴƪ ŜƎȅ ƛƭȅŜƴ ƪŜƭƭŜƳŜǘƭŜƴ 

ƘŜƭȅȊŜǘōǃƭΣ ŀƪƪƻǊ ŀ ǎȊƻǊƻƴƎłǎ ƛǎ ƳŜƎǎȊǼƴƛƪΦ Anderson (2003) szerint minŞƭ ƴŀƎȅƻōōŀƪ ŀ ǾłǊǘ 

ƴŜƎŀǘƝǾ ŞǊȊŜƭƳŜƪΣ ŀƴƴłƭ ǾŀƭƽǎȊƝƴǼōō ŀ ǘŜǾŞƪŜƴȅǎŞƎ ƘŀƭƻƎŀǘłǎŀ ƛǎΣ ǊłŀŘłǎǳƭ ŀ ƴŜƎŀǘƝǾ ŞǊȊŜƭƳŜƪ 

ŜǊŜƧŞǘ ŀ ǾƛǎǎȊŀŦƻǊŘƝǘƘŀǘŀǘƭŀƴ ŘǀƴǘŞǎŜƪ ŜǊǃǘŜƭƧŜǎŜƴ ƴǀǾŜƭƛƪΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ŜƎȅ ǾłƭƭŀƭƪƻȊłǎ ǾŞƎƭŜƎŜǎ 

ƳŜƎǎȊǼƴǘŜǘŞǎŜΦ ¢ŜƘłǘ ƪƛƧŜƭŜƴǘƘŜǘƧǸƪΣ ƘƻƎȅ ŀȊ ŜƳōŜǊŜƪ ƻƭȅŀƴ ŘǀƴǘŞǎŜƪŜǘ ƛƎȅŜƪŜȊƴŜƪ ƘƻȊƴƛΣ 

ŀƳŜƭȅŜƪ ŎǎǀƪƪŜƴǘƛƪ ŀ ƴŜƎŀǘƝǾ ŞǊȊŜƭƳŜƪ ǎȊƛƴǘƧŞǘ (Anderson, 2003)Σ ƳŜƭȅōǃƭ ƪǀǾŜǘƪŜȊƛƪΣ ƘƻƎȅ ŀ 

ƴŜƎŀǘƝǾ ŞǊȊŜƭƳŜƪ ǾłǊǘ ƳŀƎŀǎ ǎȊƛƴǘƧŜ ƴǀǾŜƭƛ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞƴŜƪ ŀ ǾŀƭƽǎȊƝƴǼǎŞƎŞǘΦ 

! ƪǀǾŜǘƪŜȊǃ ŀƭŦŜƧŜȊŜǘōŜƴ ōŜƳǳǘŀǘłǎǊŀ ƪŜǊǸƭǃ ƛŘǃōŜƴ ƛƴƪƻƴȊƛǎȊǘŜƴǎ ǇǊŜŦŜǊŜƴŎƛłƪ ƭŞǘŞǘ ƛǎ 

ŜǊǃǎƝǘƘŜǘƛ ŀȊΣ ƘƻƎȅ ŀȊ ŜǎŜƳŞƴȅŜƪƘŜȊ ƪŀǇŎǎƻƭƽŘƽ ŀƭƪŀƭƳŀȊƪƻŘłǎƛ ƪŞǇŜǎǎŞƎǸƴƪŜǘ ŀƭłōŜŎǎǸƭƧǸƪ, 

Şǎ ƝƎȅ ŞǊȊŜƭƳŜƛƴƪΣ ƭŜƎȅŜƴŜƪ ŀȊƻƪ ǇƻȊƛǘƝǾŀƪ ǾŀƎȅ ƴŜƎŀǘƝǾŀƪΣ ƴŀƎȅƻōō ƳŞǊǘŞƪōŜƴ ǘƻǊȊƝǘƧłƪ ŀ 

ƧǀǾǃōŜƭƛ ƘŀǎȊƴƻǎǎłƎ ōŜŎǎƭŞǎŞǘΣ Ƴƛƴǘ ŀȊǘ ŜȊŜƴ Ƙŀǘłǎ ƴŞƭƪǸƭ ǾłǊƴłƴƪ (Lippai, 2010). 

2.4. !Ȋ ƛŘǃōŜƭƛǎŞƎ ǎȊŜǊŜǇŜ 

Selei (2012, 141) ƪƛŜƳŜƭǘŜΣ ƘƻƎȅ αǎƻƪ ŜǎŜǘōŜƴ ǀƴƪƻƴǘǊƻƭƭ-ǇǊƻōƭŞƳłǾŀƭ ƪǸȊŘǸƴƪΥ ǎȊŜǊŜǘƧǸƪ ŜƭǃǊŜ 

ƘƻȊƴƛ ŀ ƴȅŜǊŜƳŞƴȅŜƪŜǘΣ Şǎ ŜƭƘŀƭŀǎȊǘŀƴƛ ŀ ǾŜǎȊǘŜǎŞƎŜƪŜǘέΦ {ƘŜǇƘŜǊŘ Şǎ ƪǳǘŀǘƽǘłǊǎŀƛ ό2009), a 

ǾŜǎȊǘŜǎŞƎŜƪǊŜ Ƨƻōōŀƴ ŦƽƪǳǎȊłƭƽ ƪǳǘŀǘłǎǳƪōŀƴ ǀǎǎȊŜƎȊƛƪΣ ƘƻƎȅ ŀȊ ŜƳōŜǊŜƪ ƘŀƧƭŀƳƻǎŀƪ ŀ 

ƪŞǎǃōōƛ ōƛȊƻƴȅǘŀƭŀƴ ǾŜǎȊǘŜǎŞƎŜǘ ǾłƭŀǎȊǘŀƴƛ όa ƪǳŘŀǊŎ ŜƭǘƻƭłǎŀύΣ ƳŞƎ ŀƪƪƻǊ ƛǎΣ Ƙŀ ŀȊ ƪǀƭǘǎŞƎŜǎŜōō 

ƭŜƘŜǘΣ Ƴƛƴǘ ŀ ƧŜƭŜƴōŜƭƛ ōƛȊǘƻǎ ǾŜǎȊǘŜǎŞƎ όa ǾłƭƭŀƭƪƻȊłǎ ōŜǎȊǸƴǘŜǘŞǎŜύΦ ! ƪƛƭłǘłǎŜƭƳŞƭŜǘ ǎȊŜǊƛƴǘ Ƙŀ 
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ƴȅŜǊŜǎŞƎ Ǿŀƴ ƪƛƭłǘłǎōŀƴΣ ŀƪƪƻǊ ƪƻŎƪłȊŀǘƪŜǊǸƭǃƪ ǾŀƎȅǳƴƪΣ ƳƝƎ ǾŜǎȊǘŜǎŞƎ ŜǎŜǘŞƴ 

ƪƻŎƪłȊŀǘǾłƭƭŀƭƽƪ (Kahneman, 2013)Σ ƘŀǎƻƴƭƽŀƴΣ Ƴƛƴǘ ŀ ƪǳŘŀǊŎ ƭŜƘŜǘǎŞƎŜǎ ōŜƪǀǾŜǘƪŜȊŞǎŞƴŞƭΦ 

!Ȋ ƛŘǃōŜƭƛǎŞƎƘŜȊ ƪŀǇŎǎƻƭƽŘƽŀƴ ŞǊŘŜƳŜǎ ōŜƳǳǘŀǘƴƛ ŀȊ ǵƎȅƴŜǾezett ƛŘǃ-inkonzisztens 

ǇǊŜŦŜǊŜƴŎƛłƪŀǘΣ ƳŜƭȅŜƪŜǘ ŜƎȅǎȊŜǊǼŜƴ ǵƎȅ ŦƻƎŀƭƳŀȊƘŀǘǳƴƪ ƳŜƎΣ ƘƻƎȅ ŀȊ ŜƎȅŞƴ ǇǊŜŦŜǊŜƴŎƛłƧŀ 

ƛŘǃōŜƴ ǾłƭǘƻȊƛƪ (Selei, 2012)Φ #ƭǘŀƭłōŀƴ ƪǀƴƴȅŜōōŜƴ ǎȊłƳǎȊŜǊǼǎƝǘƘŜǘǃ ƎŀȊŘŀǎłƎƛ ŘǀƴǘŞǎŜƪ 

ŜǎŜǘŞōŜƴ ǎȊƻƪǘłƪ ǾƛȊǎƎłƭƴƛ ŀȊ ƛŘǃ-inkonzisztens preferenŎƛłƪŀǘΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ƛŘǃōŜƴ ǾłƭǘƻȊƽ 

ŦƻƎȅŀǎȊǘƽƛ ŘǀƴǘŞǎŜƪ Ƙŀǘłǎŀ ŀ Ǿłƭƭŀƭŀǘ ǎǘǊŀǘŞƎƛłƧłǊŀ (DellaVigna ς Malmendier, 2004), vagy 

ǾłƭƭŀƭƪƻȊƽƛ ōŜŦŜƪǘŜǘŞǎƛ Şǎ ǸȊƭŜǘǊŞǎȊ ŜƭŀŘłǎƛ ŘǀƴǘŞǎŜƪ (Liu ς Yang, 2015)Φ !Ȋ ƛŘǃ-inkonzisztens 

ǇǊŜŦŜǊŜƴŎƛłƪ ƪƛŀƭŀƪǳƭłǎłƴŀƪ ǘǀōō ƻƪa lehet (Lippai, 2010)Σ ƳŜƭȅŜƪǊŜ ǊŞǎȊōŜƴ ƳłǊ ƪƛǘŞǊǘŜƳ ŀ 

ƘŜƭȅǘŜƭŜƴ ƘƛŜŘŜƭƳŜƪǊǃƭ Şǎ ƘŜǳǊƛǎȊǘƛƪłƪǊƽƭ ǎȊƽƭƽ ŀƭŦŜƧŜȊŜǘōŜƴΥ 

1. !ƭłōŜŎǎǸƭƧǸƪΣ ƘƻƎȅ ƳŜƴƴȅƛǊŜ ǾŀƎȅǳƴƪ ƪŞǇŜǎŜƪ ŀƭƪŀƭƳŀȊƪƻŘƴƛ ŜƎȅŜǎ ŜǎŜƳŞƴȅŜƪƘŜȊΦ 

2. 9ƳƭŞƪŜƛƴƪ ƘƻȊȊłŦŞǊƘŜǘǃǎŞƎŜΦ 

3. 5ǀƴǘŞǎŜƛƴƪŜǘ ǊŀŎƛƻƴŀƭƛȊłƭƧǳƪΣ ƭƻƎƛƪǳǎƴŀƪ ǘǼƴǃ ƳŀƎȅŀǊłȊŀǘƻǘ ƪǊŜłƭǳƴƪ ƳǀƎŞΦ 

A DellaVigna ς aŀƭƳŜƴŘƛŜǊ ǎȊŜǊȊǃǇłǊƻǎ όнллпύ ǘŀƴǳƭƳłƴȅłōŀƴ ƪŞǘŦŞƭŜ ǘŜǊƳŞƪŜǘ ƪǸƭǀƴƝǘŜǘǘ ŜƭΥ 

ōŜǊǳƘłȊłǎƛǘ Şǎ ǎȊŀōŀŘƛŘǃǎǘΦ ! ōŜǊǳƘłȊłǎƛ ƧŀǾŀƪƴŀƪ ŀȊƻƴƴŀƭƛ ƪǀƭǘǎŞƎŜƛƪ Ǿŀƴƴŀƪ Şǎ ƧǀǾǃōŜƭƛΣ 

ƪŞǎƭŜƭǘŜǘŜǘǘ ƘŀǎȊƴŀƛΣ ƳƝƎ ŀ ǎȊŀōŀŘƛŘǃǎ ƧŀǾŀƪƴŀƪ ŀȊƻƴƴŀƭƛ ŜƭǃƴȅŜƛ Ǿŀƴƴŀƪ Şǎ ƪŞǎƭŜƭǘŜǘŜǘǘΣ ƧǀǾǃōŜƭƛ 

ƪǀƭǘǎŞƎŜƛΦ ±ŞƭŜƳŞƴȅŜƳ ǎȊŜǊƛƴǘ ŀ ǾłƭƭŀƭƪƻȊƽƪ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŜƪƻǊ ŀȊŞǊǘ łƭŘƻȊƴŀƪ ǘƻǾłōōƛ 

ŜǊǃŦƻǊǊłǎƻƪŀǘ ŀ ǾłƭƭŀƭƪƻȊłǎǊŀΣ ƳŜǊǘ ǎȊŜǊƛƴǘǸƪ ŜȊȊŜƭ ŞƭŜǘōŜƴ ǘŀǊǘƘŀǘƧłƪ ŀȊǘΣ Şǎ ŜƭƪŜǊǸƭƘŜǘƛƪ ŀ 

kudarŎƻǘΣ ŀȊŀȊ ƧŜƭŜƴōŜƴ ŜǊǃŦƻǊǊłǎƻƪŀǘ ŦŜƪǘŜǘƴŜƪ ōŜ ŀ ǾŞƭǘ ƧǀǾǃōŜƭƛ ƘŀǎȊƴƻƪ ǊŜƳŞƴȅŞōŜƴΦ 9Ǝȅ 

Ƴłǎƛƪ ƪǳǘŀǘƽǇłǊƻǎ (Brocas ς Carrillo, 2000) ǎȊŜǊƛƴǘ ŀ ǊǀǾƛŘǘłǾǵ ƧǳǘŀƭƳŀƪŀǘ ǎƻƪƪŀƭ ŜǊǃǘŜƭƧŜǎŜōōŜƴ 

ŘƛǎȊƪƻƴǘłƭƧŀ ŀȊ ŜƎȅŞƴΣ Ƴƛƴǘ ŀ ƘƻǎǎȊǵ ǘłǾǵŀƪŀǘΣ ŀȊŀȊ ŀȊ ŜƎȅŞƴ ǇǊŜŦŜǊŜƴŎƛłƛ ŀ ƧŜƭŜƴ ŦŜƭŞ ǘƻǊȊƝǘƻǘǘł 

ǾłƭƴŀƪΣ Şǎ ƝƎȅ ƛŘǃ-ƛƴƪƻƴȊƛǎȊǘŜƴǎ ŘǀƴǘŞǎŜƪŜǘ ƘƻȊ ό.ǀƭŎǎƪŜƛΣ нллфύΦ !Ȋ ŀȊƻƴƴŀƭƛ ƪǀƭǘǎŞƎŜǘ ƛƎŞƴȅƭǃ 

ǘŜǾŞƪŜƴȅǎŞƎ ŜǎŜǘŞōŜƴ ŀȊ ŜƎȅŞƴǘ ŀǊǊŀ ǘŜǊŜƭƛƪ ŀȊ ŜƭǃȊǃŜƪōŜƴ ƭŜƝǊǘ ǇǊŜŦŜǊŜƴŎƛłƛΣ ƘƻƎȅ ƪŞǎƭŜƭǘŜǎǎŜΣ 

ƪŞǎǃōō ǾŞƎŜȊȊŜ Ŝƭ ŀ ǘŜǾŞƪŜƴȅǎŞƎŜǘΦ włŀŘłǎǳƭ ƛŘǃōŜƴ ŜƭǃǊŜƘŀƭŀŘǾŀΣ ŀƘƻƎȅ ƪǀȊŜƭŜŘƛƪ ŀȊ ŀŘƻǘǘ 

ŜǎŜƳŞƴȅΣ ǵƎȅ ǾłƭǘƻȊƛƪ ŀȊ ŜƎȅŞƴ ǇǊŜŦŜǊŜƴŎƛłƧŀ ƛǎΣ ƻƭȅŀƴƴȅƛǊŀΣ ƘƻƎȅ ŀƪłǊ ŜƎȅƳłǎǎŀƭ ŜƭƭŜƴǘŞǘŜǎ ƛǎ 

ƭŜƘŜǘ ŜƎȅ ƪƻǊłōōƛ Şǎ ƪŞǎǃōōƛ ŘǀƴǘŞǎ (Brocas ς Carrillo, 2000).  

9ǎŜǘǸƴƪōŜƴ ŀȊ ŜƭǃōōƛŜƪ ŀȊǘ ƧŜƭŜƴǘƘŜǘƛƪΣ ƘƻƎȅ Ƴƛǳǘłƴ ŀ ǾłƭƭŀƭƪƻȊƽ ŞǎȊƭŜƭǘŜΣ ƘƻƎȅ ǳƎȅŀƴ ƭŜƘŜǘΣ ŀ 

ǾłƭƭŀƭƪƻȊłǎŀ ŀ ƪǳŘŀǊŎ ŦŜƭŞ ǘŀǊǘΣ ŀȊǘ ŜƭŜƛƴǘŜ ƻƭȅŀƴ ƳŜǎǎȊƛƴŜƪ ŞǊŜȊƘŜǘƛΣ ƘƻƎȅ ƴŜƳ ƛƎŀȊłƴ ŀƪŀǊƧŀ 

ƪŞǎƭŜƭǘŜǘƴƛ ŀ ƪǳŘŀǊŎƻǘΣ ƳƝƎ ŀ ƪǳŘŀǊŎƘƻȊ ƪǀȊŜƭŜŘǾŜ ƪŞǎƭŜƭǘŜǘŞǎǊŜ ǾƻƴŀǘƪƻȊƽ ƛƎŞƴȅŜ ŜƎȅǊŜ ƛƴƪłōō 

ƴǃƘŜǘΦ CŜƭǘŞǘŜƭŜȊŞǎŜƳ ǎȊŜǊƛƴǘ ŀȊƻƴōŀƴ ŜƎȅ ƳŀȄƛƳǳƳ Ǉƻƴǘƻǘ ŜƭŞǊǾŜΣ ŀƳƛƪƻǊ ƛǎ ŀ ǾłƭƭŀƭƪƻȊƽ 
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ōŜƭłǘƧŀΣ ƘƻƎȅ ŀ ƪǳŘŀǊŎ ŜƭƪŜǊǸƭƘŜǘŜǘƭŜƴΣ ŎǎǀƪƪŜnƴƛ ƪŜȊŘ ŀ ƪŞǎƭŜƭǘŜǘŞǎ ƛƎŞƴȅŜΣ ƳƝƎ ǾŞƎǸƭ ŀ ƪǳŘŀǊŎ 

ōŜƪǀǾŜǘƪŜȊŞǎŞǾŜƭ ŀ ƪŞǎƭŜƭǘŜǘŞǎ ŞǊǘŜƭƳŞǘ ǾŜǎȊǘƛΦ 9ȊŜƪ ŀƭŀǇƧłƴ ŀȊ ƛŘǃōŜƭƛǎŞƎ Ƙŀǘłǎŀ ŀ ƪǳŘŀǊŎ 

ƪŞǎƭŜƭǘŜǘŞǎŞǊŜ ŜƎȅ ŦǸƎƎǾŞƴƴȅŜƭ ƝǊƘŀǘƽ ƭŜΣ ƝƎȅ ŀ ƪŞǎƭŜƭǘŜǘŞǎ ǇǊŜŦŜǊŜƴŎƛłƧłǘ ƳƛƴŘƛƎ ŀŘƻǘǘ 

ƛŘǃǇƛƭƭŀƴŀǘōŀƴ ƭŜƘŜǘƴŜ ƳŜƎƘŀǘłǊƻȊƴƛΣ ŀ ƪǳŘŀǊŎ ƭŜƘŜǘǎŞƎŜǎ ōŜƪǀǾŜǘƪŜȊŞǎŞƴŜƪ ŞǎȊƭŜƭŞǎŜ Şǎ ŀ 

ǘŞƴȅƭŜƎŜǎ ƪǳŘŀǊŎ ŜǎŜƳŞƴȅ ƪǀȊǀǘǘƛ ƛŘǃƛƴǘŜǊǾŀƭƭǳƳōŀƴΦ 

Lippai (2010, 62) Elster alŀǇƧłƴ ōŜƳǳǘŀǘƧŀ ŀȊ ǵƎȅƴŜǾŜȊŜǘǘ ǊǀǾƛŘƭłǘłǎǘΣ ƳŜƭȅ ǘǀƳǀǊŜƴ ŀȊǘ ŀ 

ƧŜƭŜƴǎŞƎŜǘ ǘŀƪŀǊƧŀΣ ƘƻƎȅ αŀ ƧŜƭŜƴōŜƭƛ ǾƛǎŜƭƪŜŘŞǎǸƴƪ ƧǀǾǃōŜƴƛ ƪǀǾŜǘƪŜȊƳŞƴȅŜƛǾŜƭ ƪŀǇŎǎƻƭŀǘƻǎ 

ǾŞƭŜƪŜŘŞǎŜƛƴƪ Ƙƛłƴȅƻǎŀƪ ǾŀƎȅ ǘƻǊȊŀƪΣ ŜƳƛŀǘǘ ς ŀƴŞƭƪǸƭΣ ƘƻƎȅ ŜƴƴŜƪ ǘǳŘŀǘłōŀƴ ƭŜƴƴŞƴƪ ς 

ƛǊǊŀŎƛƻƴłƭƛǎŀƴ ǾƛǎŜƭƪŜŘǸƴƪέΦ ałǎƪŞƴǘ ƳŜƎŦƻƎŀƭƳŀȊǾŀΣ ŀƴƴȅƛǊŀ ŀ ƧŜƭŜƴōŜƭƛ ŘǀƴǘŞǎŜƛƴƪǊŜ 

ŦƽƪǳǎȊłƭǳƴƪΣ ƘƻƎȅ ŀ ƭŜƘŜǘǎŞƎŜǎ ƧǀǾǃōŜƭƛ ƪǀǾŜǘƪŜȊƳŞƴȅŜƪƪŜƭ ƴŜƳ ŦƻƎƭŀƭƪƻȊǳƴƪΣ ŀȊƻƪŀǘ 

ŜƭƘŀƴȅŀƎƻƭƧǳƪΦ 9Ȋ ŀ ƳŜƎƪǀȊŜƭƝǘŞǎ ǎȊłƳƻƳǊŀ ǊŜƴŘƪƝǾǸƭ ǀǎǎȊŜŎǎŜƴƎ ½ƛƳōŀǊŘƻ Şǎ .ƻȅŘ όмфффύ 

ƛŘǃǇŜǊǎǇŜƪǘƝǾłƪ eƭƳŞƭŜǘŞǾŜƭΦ ! Zimbardo ς Boyd (2012, 82) ǎȊŜǊȊǃǇłǊƻǎ ǎȊŜǊƛƴǘ άŀȊ 

ƛŘǃǇŜǊǎǇŜƪǘƝǾŀ ŀȊ ŀ ƎȅŀƪǊŀƴ ƴŜƳ ǘǳŘŀǘƻǎ ŀǘǘƛǘǼŘΣ ŀƘƻƎȅŀƴ ƳƛƴŘƴȅłƧŀƴ ŀȊ ƛŘǃƘǀȊ ǾƛǎȊƻƴȅǳƭǳƴƪΣ 

ƛƭƭŜǘǾŜ ŀȊ ŀ ŦƻƭȅŀƳŀǘΣ ŀƳŜƭȅƴŜƪ ǊŞǾŞƴ ƭŞǘǸƴƪŜǘ łƭƭŀƴŘƽŀƴ ƛŘǃƪŀǘŜƎƽǊƛłƪōŀ ƛƭƭŜǎȊǘƧǸƪΣ ƘƻƎȅ ŜȊłƭǘŀƭ 

iǎ ǊŜƴŘŜǘΣ ƪƻƘŜǊŜƴŎƛłǘ Şǎ ŞǊǘŜƭƳŜǘ ǾƛƎȅǸƴƪ ŀȊ ŞƭŜǘǸƴƪōŜέΦ ! ƪǳǘŀǘƽǇłǊƻǎ ŜƭƳŞƭŜǘŞōŜƴ ŜǊŜŘŜǘƛƭŜƎ 

ǀǘ ƛŘǃǇŜǊǎǇŜƪǘƝǾŀ Ǿƻƭǘ όƳǵƭǘǇƻȊƛǘƝǾΣ ƳǵƭǘƴŜƎŀǘƝǾΣ ƧŜƭŜƴƘŜŘƻƴƛǎǘŀΣ ƧŜƭŜƴŦŀǘŀƭƛǎǘŀ Şǎ ƧǀǾǃƻǊƛŜƴǘłƭǘύΣ 

ƳŀƧŘ ƪŞǎǃōō ǘƻǾłōōƛ ƪŜǘǘǃǾŜƭ όǘǊŀƴǎȊŎŜƴŘŜƴǘłƭƛǎ ƧǀǾǃǾŜƭ Şǎ ƘƻƭƛǎȊǘƛƪǳǎ ƧŜƭŜƴƴŜƭύ ōǃǾǸƭǘ ŀȊ 

ŜƭƳŞƭŜǘ (Zimbardo ς Boyd, 2012)Σ ŘŜ ƧŜƭŜƴ ƪǳǘŀǘłǎ ǎȊŜƳǇƻƴǘƧłōƽƭ ŀ ƪǀǾŜǘƪŜȊǃ ƪŞǘ 

ƛŘǃǇŜǊǎǇŜƪǘƝǾŀ ŦƛƎȅŜƭŜƳōŜǾŞǘŜƭŜ ƭŜƘŜǘ ƪƛŦŜƧŜȊŜǘǘŜƴ ƘŀǎȊƴƻǎΣ ƳŜƭȅ ŀ ǊǀǾƛŘƭłǘłǎ 

ǇǊƻōƭŞƳŀƪǀǊŞƘŜȊ ƪŀǇŎǎƻƭƽŘƘŀǘΥ 

1. ! ƧŜƭŜƴƘŜŘƻƴƛǎǘłƪ ƪŜǊŜǎƛƪ ŀȊ ŀȊƻƴƴŀƭƛ ǀǊǀƳŦƻǊǊłǎƻƪŀǘΣ ƛȊƎŀƭƳŀǎ ƘŜƭȅȊŜǘŜƪŜǘ Şǎ 

ŜƳōŜǊŜƪŜǘΣ ƪǀȊōŜƴ ƴŜƳ ƛƎŀȊłƴ ǘǀǊǃŘǾŜ ǘŜǘǘŜƛƪ ƧǀǾǃōŜƭƛ ƪǀǾŜǘƪŜȊƳŞƴȅŜƛǾŜƭΦ 

2. 9ƭƭŜƴōŜƴ ŀ ƧǀǾǃƻǊƛŜƴǘłƭǘ ǎȊŜƳŞƭȅŜƪ ƎȅŀƪǊŀƴ ƭŜƳƻƴŘŀƴŀƪ ǾłƎȅŀƛƪ ŀȊƻƴƴŀƭƛ ƪƛŞƭŞǎŞǊǃƭΣ 

ŀ ƧŜƭŜƴǘǃǎŜōōƴŜƪ ǾŞƭǘ ƧǀǾǃōŜƭƛ ƘŀǎȊƴƻƪ ǊŜƳŞƴȅŞōŜƴΦ ;ƭŜǘǸƪŜǘ ǊŜƴŘǎȊŜǊŜȊŜǘǘŜƴ ŞƭƛƪΣ 

ƳƛƴŘƛƎ ǎȊłƳƻƭǾŀ ƧŜƭŜƴōŜƭƛ ŘǀƴǘŞǎŜƛƪ ƧǀǾǃōŜƭƛ ƪǀƭǘǎŞƎŜƛǾŜƭΣ ŀȊŀȊ αƘŀ-ŀƪƪƻǊέ ǾƛƭłƎōŀƴ 

ŞƭƴŜƪΦ (Zimbardo ς Boyd, 1999) 

¨Ǝȅ ƎƻƴŘƻƭƻƳΣ ŀ ŦŜƴǘƛ ƪŞǘ ƛŘǃǇŜǊǎǇŜƪǘƝǾŀ ǎŜƎƝǘƘŜǘ ƳŜƎƝǘŞƭƴƛ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞnek a 

ǘǳŘŀǘƻǎǎłƎłǘΣ ŀȊ ŜƭǃǘǘŜ ōŜǾŜȊŜǘŜǘǘ ǊǀǾƛŘƭłǘłǎ ƎƻƴŘƻƭŀǘƪǀǊŜ ǇŜŘƛƎ ƛŘǃōŜƭƛ ŀƭŀǇƻǘ ŀŘƘŀǘ ŀ ƪƻǊłōōƛ 

ŀƭŦŜƧŜȊŜǘōŜƴ ǘłǊƎȅŀƭǘ ŜƎȅŜǎ ƘŜƭȅǘŜƭŜƴ ƘƛŜŘŜƭƳŜƪƴŜƪ ǾŀƎȅ ƘŜǳǊƛǎȊǘƛƪłƪƴŀƪΦ 
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 9[p½9¢9{ D¸#{½Σ aLb¢ th½L¢N± Ym±9¢Y9½a;bY 

!ƘƘƻȊΣ ƘƻƎȅ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞƴŜƪ ǘŞƳŀƪǀǊŞǘ ǘŜƭƧŜǎƪǀǊǼŜƴ ƭŜƝǊƧǳƪΣ Ŧƻƴǘƻǎƴŀƪ ǘŀǊǘƻƳ ǎȊƽǘ 

ŜƧǘŜƴƛ ŀƴƴŀƪ ƭŜƘŜǘǎŞƎŜǎ ǇƻȊƛǘƝǾ ƘŀǘłǎłǊƽƭ ƛǎΦ ¢ǀōō ƪǳǘŀǘƽ ǎȊŜǊƛƴǘ ŀ ƎȅłǎȊ ŀ ǾłƭƭŀƭƪƻȊƽƪ ƪǳŘŀǊŎǊŀ 

ŀŘƻǘǘ ƎȅŀƪƻǊƛ ǾłƭŀǎȊŀ (Cope, 2011; Shepherd, 2003; Shepherd et al., 2009). {ƘŜǇƘŜǊŘ Şǎ 

ƪǳǘŀǘƽǘłǊǎŀƛ όнллфύ ŀȊƻƴōŀƴ ŜȊǘ ŀȊȊŀƭ ǘŜǘǘŞƪ ƳŞƎ ŞǊŘŜƪŜǎŜōōŞΣ ƘƻƎȅ ŜƭƳŞƭŜǘǸƪōŜƴ ŀ ƎȅłǎȊ 

ƴŜƳŎǎŀƪ ŀ ƪǳŘŀǊŎŜǎŜƳŞƴȅ ǳǘłƴ ƧŜƭŜƴǘƪŜȊƘŜǘΣ ƘŀƴŜƳ ƳłǊ ŀȊǘ ƳŜƎŜƭǃȊǃŜƴ ƛǎΦ 

aŜƎƪǀȊŜƭƝǘŞǎǸƪōŜƴ ŀ ƎȅłǎȊ ŜƎȅ ƻƭȅŀƴ ŞǊȊŜƭƳƛ ǊŜŀƪŎƛƽΣ ŀƳƛ ǾŀƭŀƳƛ Ŧƻƴǘƻǎƴŀƪ ŀȊ ŜƭǾŜǎȊǘŞǎŜƪƻǊ 

ƪŜƭŜǘƪŜȊƛƪΣ ƳƝƎ ŀȊ ŜƭǃȊŜǘŜǎ ƎȅłǎȊ ƳłǊ ŀ ǾŜǎȊǘŜǎŞƎ Ŝƭǃǘǘ jelentkezik. {ƘŜǇƘŜǊŘ Şǎ ƪǳǘŀǘƽǘłǊǎŀƛ 

(2009) ǎȊŜǊƛƴǘ ŀȊ ŜƭǃȊŜǘŜǎ ƎȅłǎȊ ŀȊŞǊǘ ŦƻƴǘƻǎΣ ƳŜǊǘ 

- ŦŜƭƪŞǎȊƝǘƛ ŀȊ ŜƎȅŞƴǘ ŀ ōŜƪǀǾŜǘƪŜȊǃ ǾŜǎȊǘŜǎŞƎǊŜΣ 

- ŞǊȊŜƭƳƛƭŜƎ ƳŜƎƪŜȊŘƘŜǘƛ ŀȊ ŜƭǘłǾƻƭƻŘłǎǘ όŜǎŜǘǸƴƪōŜƴ ŀ ǾłƭƭŀƭƪƻȊłǎǘƽƭύΣ 

- ŎǎǀƪƪŜƴǘƛ ŀ ƪŞǎǃōō ƧŜƭŜƴǘƪŜȊǃ, ƘŀƎȅƻƳłƴȅƻǎ ŞǊǘŜƭŜƳōŜƴ ǾŜǘǘ ƎȅłǎȊǘ Şǎ 

- ǎŜƎƝǘ ŦŜƭŘƻƭƎƻȊƴƛ ŀ ǾŜǎȊǘŜǎŞƎŜǘΣ ƳŜǊǘ ƝƎȅ ŀȊ ŀȊ ŜƭǃǊŜ ƧŜƭȊŜǘǘ ŦƻƭȅŀƳŀǘ ǊŞǎȊŞǘ ŦƻƎƧŀ ƪŞǇŜȊƴƛΦ 

!Ȋƻƴōŀƴ ŀȊ ŜƭǃȊŜǘŜǎ ƎȅłǎȊ ǎŜ ŜƎȅǎȊŜǊǼ ƛŘǃǎȊŀƪΣ ƘƛǎȊŜƴ ŜȊŀƭŀǘǘ ƭŜƪǀǘǀǘǘƴŜƪ ŞǊŜȊƘŜǘƛ ƳŀƎłǘ ŀ 

ƎȅłǎȊƻƭƽΣ Şǎ ŀȊ ŜƎȅǎȊŜǊǊŜ ǘǀōō ƛǊłƴȅōŀ ƘǵȊƽ ŜǊǃƪŜǘ ǎŜ ƪǀƴƴȅǼ ŜƭǾƛǎŜƭƴƛΣ ƳƛǾŜƭ ƳŞƎ ƛƎŀȊłōƽƭ ƴŜƳ 

ǾŜǎȊƝǘŜǘǘ Ŝƭ ǎŜƳƳƛǘΣ ŘŜ ŦŜƧōŜƴ ƳłǊ ǾŀƭŀƘƻƭ ƳŜƎƪŜȊŘǘŜ ŀȊ ŜƭǘłǾƻƭƻŘłǎǘΦ YƻǊłōōƛ ƪǳǘŀǘłǎƻƪŀǘ 

ǀǎǎȊŜƎŜȊǾŜ {ƘŜǇƘŜǊŘ Şǎ ƪǳǘŀǘƽǘłǊǎŀƛ όнллфύ ŀǊǊŀ ŀ ƳŜƎłƭƭŀǇƝǘłǎǊŀ ƧǳǘƻǘǘŀƪΣ ƘƻƎȅ ƭŞǘŜȊƛƪ ŜƎȅ 

ƻǇǘƛƳłƭƛǎΣ ƳŞǊǎŞƪŜƭǘ ƛŘǃǘŀǊǘŀƳ ŀȊ ŜƭǃȊŜǘŜǎ ƎȅłǎȊǊŀΦ mǎǎȊŜƎȊŞǎƪŞƴǘ ƘŀƴƎǎǵƭȅƻȊȊłƪΣ ƘƻƎȅ ŀ 

ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŜ ǎŜƎƝǘƘŜǘ ƪƛŜƎȅŜƴǎǵƭȅƻȊƴƛ ŀ ƪǳŘŀǊŎ ǇŞƴȊǸƎȅƛ Şǎ ŞǊȊŜƭƳƛ ƪǀǾŜǘƪŜȊƳŞƴȅŜƛǘ ŀȊ 

ƻǇǘƛƳłƭƛǎ ŦŜƭŞǇǸƭŞǎ ŞǊŘŜƪŞōŜƴ όShepherd et al., 2009)Σ ŀȊłƭǘŀƭΣ ƘƻƎȅ ƘƻǎǎȊŀōōǊŀ ƴȅǵƧǘƘŀǘƧŀ ŀ 

kudarcot meƎŜƭǃȊǃ ƛŘǃǎȊŀƪƻǘΦ NƎȅ ǾŞƭŜƳŞƴȅŜƳ ǎȊŜǊƛƴǘΣ ƳŞƎ Ƙŀ ŀ ǾłƭƭŀƭƪƻȊƽƪ ƴŜƳ ƛǎ ŜȊŞǊǘ ŀ 

ǇƻȊƛǘƝǾ ƘŀǘłǎŞǊǘ ƘƻȊȊłƪ ƳŜƎ ŀ ŘǀƴǘŞǎǘΣ ƘƻƎȅ ƪŞǎƭŜƭǘŜǘƴƛ ǇǊƽōłƭƧłƪ ŀ ƪǳŘŀǊŎƻǘΣ ŀȊŞǊǘ 

ǊŞǎȊŜǎǸƭƘŜǘƴŜƪ ŜȊŜƴ ŜƭǃƴȅōǃƭΦ 

 m{{½9D½;{ ;{ Wm±p.9[L Lw#b¸hY 

! ƪǳǘŀǘłǎ ŎŞƭƧŀ ŀ ǾłƭƭŀƭƪƻȊƽƛ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞǊŜ Ƙŀǘƽ ǘŞƴȅŜȊǃƪ ŦŜƭǘłǊłǎŀ Şǎ ŜȊŜƪƴŜƪ ŜƎȅ 

ƳƻŘŜƭƭōŜƴ Ǿŀƭƽ ǀǎǎȊŜƎȊŞǎŜ ǾƻƭǘΦ 9ƴƴŜƪ ƳŜƎŦŜƭŜƭǃŜƴ ŀ ƪǳŘŀǊŎ Ŝƭǃǘǘƛ ƛŘǃǎȊŀƪ ŦƻƭȅŀƳŀǘłǘ ŀȊ мΦ 

łōǊłƴ ǾƛȊǳŀƭƛȊłƭǘŀƳΣ ƳŜƭȅōŜƴ ŀ ƪŀǇŎǎƻƭŀǘƻƪŀǘ ƧŜƭŜƴǘǃǎŜƴ ŜƎȅǎȊŜǊǼǎƝǘŜǘǘŜƳ ŀ ǎȊŜƳƭŞƭŜǘŜǎŜōō 

ƳŜƎƧŜƭŜƴƝǘŞǎ ŞǊŘŜƪŞōŜƴΦ 
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мΦ łōǊŀΥ ! ƪǳŘŀǊŎƻǘ ƳŜƎŜƭǃȊǃ ƛŘǃǎȊŀƪ ŜƎȅǎȊŜǊǼǎƝǘŜǘǘ łōǊłƧŀ 

 

CƻǊǊłǎΥ sŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

Az łōǊłƴ ŜƭƪǸƭǀƴǸƭǘŜƴ ƭłǘƘŀǘƽ ŀȊ αŜƎȅŜƴŜǎέΣ ǊǀǾƛŘŜōō ǵǘ ŀ ƪǳŘŀǊŎƘƻȊΣ ŀȊŀȊΣ ŀƳƛƪƻǊ ƴƛƴŎǎ ƪƛǘŞǊǃ 

ŀ ƪǳŘŀǊŎ ƪƻǊŀƛ ŞǎȊƭŜƭŞǎŜ ƳƛŀǘǘΦ YƛŜƳŜƭŜƴŘǃ ƳŞƎΣ ƘƻƎȅ Ŏǎŀƪ ŀ ƭŜƘŜǘǎŞƎŜǎ ƪǳŘŀǊŎ ŞǎȊƭŜƭŞǎŜΣ 

ōŜƛǎƳŜǊŞǎŜ a ǎȊǸƪǎŞƎŜǎ ŜƭǃŦŜƭǘŞǘŜƭŜ ŀȊ ŜƭǃȊŜǘŜǎ ƎȅłǎȊƴŀƪΣ ƳŀƎŀ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŜ ƴŜƳΦ !ȊŀȊ 

ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŜ Ŏǎŀƪ ŀȊ ŜƭǃȊŜǘŜǎ ƎȅłǎȊƛŘǃǎȊŀƪ ƘƻǎǎȊłǘ ƴȅǵƧǘƘŀǘƧŀ ƳŜƎΦ ! ƪǳŘŀǊŎ 

ŞǎȊƭŜƭŞǎŞǊŜ ŎǎǳǇłƴ ƴŞƳŜƭȅ ƘŜƭȅǘŜƭŜƴ ƘƛŜŘŜƭŜƳ Şǎ ƘŜǳǊƛǎȊǘƛƪŀ Ƙŀǘłǎłǘ ǎƛƪŜǊǸƭǘ ŦŜƭŘŜǊƝǘŜƴŜƳ 

όŜȊŞǊǘ ƛǎ Ǿŀƴ ŜȊ ƪǸƭǀƴ ƴȅƝƭƭŀƭ ƪƛŜƳŜƭǾŜύΣ ǾƛǎȊƻƴǘ ƳƛƴŘ ŀ ƴŞƎȅ ǘŞƴȅŜȊǃŎǎƻǇƻǊǘ Ƙŀǘ ƳŀƎłǊŀ ŀ ƪǳŘŀǊŎ 

ƪŞǎƭŜƭǘŜǘŞǎŞǊŜΣ ƳŞƎ Ƙŀ ŜƭǘŞǊǃ ƳƽŘƻƴ ƛǎΦ 

#ǘǘŞǊǾŜ ŀ ƳƻŘŜƭƭōŜƴ ŦŜƭǘŞǘŜƭŜȊŜǘǘ ǀǎǎȊŜŦǸƎƎŞǎŜƪǊŜΣ ŜƭƳƻƴŘƘŀǘƧǳƪΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊƽƛ ƪǳŘŀǊŎ 

ŞǎȊƭŜƭŞǎŞǘ Şǎ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞǘ ǎȊłƳƻǎ ǘŞƴȅŜȊǃŎǎƻǇƻǊǘ ōŜŦƻƭȅłǎƻƭƘŀǘƧŀΣ ƳŜƭȅŜƪōǃƭ ƧŜƭŜƴ 

ŜƭƳŞƭŜǘƛ ǘŀƴǳƭƳłƴȅ ƪŜǊŜǘŜƛōŜƴ ǘǀōōŜǘ ōŜƳǳǘŀǘǘŀƳΦ ! ǾƛȊǎƎłƭǘ ǎȊŜƳǇƻƴǘƻƪƴŀƪ ŜƭǘŞǊǃ ǎȊŜǊŜǇŜ 

ƭŜƘŜǘΣ ǎǃǘ ǘǀōō ŜǎŜǘōŜƴ ŀȊ ŜƎȅŜǎ ƪŀǘŜƎƽǊƛłkoƴ ōŜƭǸƭ ƛǎ ǘǀōō ǾƛȊǎƎłƭƘŀǘƽ ǘŞƴȅŜȊǃ ǾŀƴΣ ƳŜƭȅŜƪ 

Ƙŀǘłǎłƴŀƪ ƛǊłƴȅŀ ŀƪłǊ ŜƭƭŜƴǘŞǘŜǎ, ǾŀƎȅ ƘŜƭȅȊŜǘŦǸƎƎǃ ƛǎ ƭŜƘŜǘ όмΦ ǘłōƭłȊŀǘύ. 

мΦ ǘłōƭłȊŀǘΥ ! ǾƛȊǎƎłƭǘ ǘŞƴȅŜȊǃƪ Şǎ Ƙŀǘłǎŀƛƪ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞǊŜ 

 YŀǘŜƎƽǊƛŀ ƴŜǾŜ ¢ŞƴȅŜȊǃ ƴŜǾŜ [ŜƘŜǘǎŞƎŜǎ Ƙŀǘłǎŀ ŀ ƪǳŘŀǊŎ ŞǎȊƭŜƭŞǎŞǊŜ Şǎ ƪŞǎƭŜƭǘŜǘŞǎŞre 

9ƭǃŦŜƭǘŞǘŜƭ 
[ŜƘŜǘǎŞƎŜǎ ƪǳŘŀǊŎ ŞǎȊƭŜƭŞǎŜ 

Şǎ ōŜƛǎƳŜǊŞǎŜ 

! ƪŞǎƭŜƭǘŜǘŞǎ ŜƭǃŦŜƭǘŞǘŜƭŜΣ ƝƎȅ Ƙŀ ŀ ǾłƭƭŀƭƪƻȊƽ ƴŜƳ ŞǎȊƭŜƭƛ ŀ 
ƪǳŘŀǊŎ ƭŜƘŜǘǎŞƎŜǎ ōŜƪǀǾŜǘƪŜȊŞǎŞǘΣ ŀƪƪƻǊ ƴŜƳ 

ōŜǎȊŞƭƘŜǘǸƴƪ ǘǳŘŀǘƻǎ ƪŞǎƭŜƭǘŜǘŞǎǊǃƭΦ 
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 YŀǘŜƎƽǊƛŀ ƴŜǾŜ ¢ŞƴȅŜȊǃ ƴŜǾŜ [ŜƘŜǘǎŞƎŜǎ Ƙŀǘłǎŀ ŀ ƪǳŘŀǊŎ ŞǎȊƭŜƭŞǎŞǊŜ Şǎ ƪŞǎƭŜƭǘŜǘŞǎŞre 

Helytelen 
ƘƛŜŘŜƭƳŜƪ Şǎ 
ƘŜǳǊƛǎȊǘƛƪłƪ 

¢ǵƭȊƻǘǘ ƳŀƎŀōƛȊǘƻǎǎłƎ bǀǾŜƭƘŜǘƛ ŀ ƪŞǎƭŜƭǘŜǘŞǎ ǾŀƭƽǎȊƝƴǼǎŞƎŞǘΦ 

¢ǵƭȊƻǘǘ ƳŀƎŀōƛȊǘƻǎǎłƎΣ 
ƪƛǾŜǘƝǘŞǎƛ ǘƻǊȊƝǘłǎΣ 
ǊŜǇǊŜȊŜƴǘŀǘƛǾƛǘłǎƛ 

ƘŜǳǊƛǎȊǘƛƪŀ Şǎ ƳŜƎŜǊǃǎƝǘŞǎƛ 
ǘƻǊȊƝǘłǎ 

! ƪǳŘŀǊŎ ƭŜƘŜǘǎŞƎŜǎ ōŜƪǀǾŜǘƪŜȊŞǎŞƴŜƪ ŞǎȊƭŜƭŞǎŞǘ ǾŀƎȅ 
ŜƴƴŜƪ ŀ ǘǳŘŀǘƻǎƝǘłǎłǘ ƴŜƘŜȊƝǘƘŜǘƛƪΦ 

IƻȊȊłŦŞǊƘŜǘǃǎŞƎƛ 
heurisztika 

!ƳŜƴƴȅƛōŜƴ ŀ ǾłƭƭŀƭƪƻȊƽ ƪƻǊłōōŀƴ ƳłǊ łǘŞƭǘ ƪǳŘŀǊŎƻǘΣ ǵƎȅ 
ŀ ƪǳŘŀǊŎ ƭŜƘŜǘǎŞƎŜǎ ōŜƪǀǾŜǘƪŜȊŞǎŞƴŜƪ ŞǎȊƭŜƭŞǎŞǘ ǎŜƎƝǘƘŜǘƛΦ 

ałǎ ŜǎŜǘōŜƴ ǾƛǎȊƻƴǘ ƴŜƘŜȊƝǘƘŜǘƛ ŀȊǘΦ 

Befektetett 
ŜǊǃŦƻǊǊłǎƻƪ 

9ƭǎǸƭƭȅŜŘǘ ƪǀƭǘǎŞƎŜƪ 
±ŀƭŀƳƛƭȅŜƴ ƳŞǊǘŞƪōŜƴ ƳƛƴŘƛƎ ƴǀǾŜƭƛƪ ŀ ƪŞǎƭŜƭǘŜǘŞǎ 
ǾŀƭƽǎȊƝƴǼǎŞƎŞǘΦ YǸƭǀƴōǀȊǃ ǘƝǇǳǎǵ ŜǊǃŦƻǊǊłǎƻƪƴŀƪ ŜƭǘŞǊǃ 

ƳŞǊǘŞƪǼ Ƙŀǘłǎŀ ƭŜƘŜǘΦ 

;ǊȊŜƭƳŜƪ 

±łǊǘ ƴŜƎŀǘƝǾ ŞǊȊŜƭƳŜƪ 
szintje 

! ǾłǊǘ ƴŜƎŀǘƝǾ ŞǊȊŜƭƳŜƪ ƳŞǊǘŞƪŞƴŜƪ ƴǀǾŜƪŜŘŞǎŜ ƴǀǾŜƭƛ ŀ 
ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞƴŜƪ ǾŀƭƽǎȊƝƴǼǎŞƎŞǘΦ 

;ǊȊŜƭƳƛ ǊŜŀƪŎƛƽƪ ƳŞǊǘŞƪŜ 
aƛƴǃǎŞƎǸƪǘǃƭ ŦǸƎƎŜǘƭŜƴǸƭ ǘƻǊȊƝǘƘŀǘƧłƪ ŀȊ 

ƝǘŞƭǃƪŞǇŜǎǎŞƎǸƴƪŜǘ Şǎ ƝƎȅ ŀ ǾłǊǘ ƘŀǎȊƴƻǎǎłƎ ōŜŎǎƭŞǎŞǘ ƛǎΣ 
ƳŜƭȅ ƳƛƴŘƪŞǘ ƛǊłƴȅōŀ ƘŀǘƘŀǘ ŀ ƪŞǎƭŜƭǘŜǘŞǎƛ ŘǀƴǘŞǎǊŜΦ 

LŘǃōŜƭƛǎŞƎ 

LŘǃ-inkonzisztens 
preferencia 

! ƪǳŘŀǊŎ ōŜƪǀǾŜǘƪŜȊŞǎŞƴŜƪ ŞǎȊƭŜƭŞǎŜ Şǎ ŀ ƪǳŘŀǊŎ 
ōŜƪǀǾŜǘƪŜȊŞǎŜ ƪǀȊǀǘǘƛ ƛŘǃǎȊŀƪōŀƴ ŜƎȅ ƛŘǃōŜƴ ǾłƭǘƻȊƽ 

ŦǸƎƎǾŞƴȅƪŞƴǘ Ƙŀǘ ŀ ƪŞǎƭŜƭǘŜǘŞǎǊŜΦ 

wǀǾƛŘƭłǘłǎ 
9ƎȅŜǎ ƘŜƭȅǘŜƭŜƴ ƘƛŜŘŜƭƳŜƪƴŜƪ Şǎ ƘŜǳǊƛǎȊǘƛƪłƪƴŀƪ ŀŘ 

ƛŘǃōŜƭƛ ŀƭŀǇƻǘΣ ǾŀƭŀƳƛƴǘ ŀ ƪŞǎƭŜƭǘŜǘŞǎ ǘǳŘŀǘƻǎǎłƎłǾŀƭ ƭŜƘŜǘ 
kapcsolatban. 

Jelenhedonizmus /ǎǀƪƪŜƴǘƘŜǘƛ ŀ ƪŞǎƭŜƭǘŜǘŞǎ ǘǳŘŀǘƻǎǎłƎłǘΦ 

WǀǾǃƻǊƛŜƴǘłƭǘǎłƎ bǀǾŜƭƘŜǘƛ ŀ ƪŞǎƭŜƭǘŜǘŞǎ ǘǳŘŀǘƻǎǎłƎłǘΦ 

CƻǊǊłǎΥ sŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

¨Ǝȅ ƎƻƴŘƻƭƻƳΣ ŀ ƧŜƭŜƴ ǎȊŜƪǳƴŘŜǊ ƪǳǘŀǘłǎ ŀƭŀǇƧłƴ ƭŞǘǊŜƘƻȊƻǘǘ ŜƭƳŞƭŜǘƛ ƳƻŘŜƭƭ ŀƭƪŀƭƳŀǎ arra, 

hogy keretet adjon ŜƎȅ ǇǊƛƳŜǊ ƪǳǘŀǘłǎƴŀƪΣ ƳŜƭȅ ŀ ǾłƭƭŀƭƪƻȊƽƛ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŞƴŜƪ 

ƪŞǊŘŞǎƪǀǊŞǘ ǎȊŜǊŜǘƴŞ ƳƛƴŞƭ ǘǀōō ƴŞȊǃǇƻƴǘōƽƭ ƳŜƎǾƛȊǎƎłƭƴƛΣ ŜƎȅǵǘǘŀƭ ǘŜǎȊǘŜƭƴƛ ŀ ŦŜƭǘŞǘŜƭŜȊŜǘǘ 

Ƙŀǘłǎƻƪ ƘŜƭȅŜǎǎŞƎŞǘΦ !Ȋƻƴōŀƴ ŀ ǎȊŜƪǳƴŘŜǊ ƪǳǘŀǘłǎ ǎƻǊłƴ ƪŞǘ ƧŜƭŜƴǘǃǎŜōō ŀƪŀŘłƭȅ Ƨǳǘƻǘǘ 

ŜǎȊŜƳōŜΣ ƳŜƭȅŜƪ ǾŀƭƽǎȊƝƴǼƭŜƎ ŦŜƭƳŜǊǸƭƴŜƪ ŜƎȅ ƛƭȅŜƴ ǇǊƛƳŜǊ ƪǳǘŀǘłǎ ǎƻǊłƴΦ 9ƎȅǊŞǎȊǘ ŀ ƪǳŘŀǊŎƻǘ 

Ǿŀƭƭƻǘǘ ǾłƭƭŀƭƪƻȊƽƪ ŜƭŞǊŞǎŜ ƴŜƳ ŜƎȅǎȊŜǊǼΣ Şǎ ƳƛǾŜƭ ƴŜƪƛƪ ƛǎ Ŏǎŀƪ ŜƎȅ ǊŞǎȊǸƪ ƪŞǎƭŜƭǘŜǘƛ ŀ ƪǳŘŀǊŎƻǘΣ 

ƝƎȅ ŀ ƪŞǎƭŜlǘŜǘŞǎ ǘŞƳŀƪǀǊŜ ƳŞƎ ƴŀƎȅƻōō ƪƛƘƝǾłǎ ŜƭŞ łƭƭƝǘƘŀǘƧŀ ŀ ǇǊƛƳŜǊ ŦŜƭƳŞǊŞǎǘ ǾŞƎȊǃ 

ƪǳǘŀǘƽƪŀǘΦ ałǎǊŞǎȊǘ ŀ ƪŞǎƭŜƭǘŜǘŞǎ Şǎ ŀȊ ŜǊǊŜ Ƙŀǘƽ ǘŞƴȅŜȊǃƪ ǎƻƪǎȊƻǊ ƴŜƳ ǘǳŘŀǘƻǎŀƪΣ ƝƎȅ ŜȊŜƪ 

ǾƛȊǎƎłƭŀǘŀΣ ƳŞǊŞǎŜ ƛƎŜƴ ƴŜƘŞȊƪŜǎΦ 9ȊŞǊǘ ƎƻƴŘƻƭƻƳΣ ƘƻƎȅ ƳŜƎƪŞǊŘŜȊŞǎ ƘŜƭȅŜǘǘ ƛƴƪłōō ŀ 

ƪŞǎƭŜƭǘŜǘŞǎ ƪǀȊōŜƴƛ ƳŜƎŦƛƎȅŜƭŞǎ ƭŜƘŜǘƴŜ ŀ ƳŜƎƻƭŘłǎΣ ƳŜƭȅŜǘ ǵƎȅ ƭŜƘŜǘƴŜ ƪƛǾƛǘŜƭŜȊƴƛΣ ƘƻƎȅ ŀ ƴŜƳ 

ƳŜƎŦŜƭŜƭǃŜƴ ǘŜƭƧŜǎƝǘǃ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ Şǎ ǾŜȊŜǘǃƛƪŜǘ ƳŜƎŦƛƎȅŜƭƧǸƪΦ !Ȋƻƴōŀƴ ƳŞƎ ŜƪƪƻǊ ǎŜ 

ƎŀǊŀƴǘłƭǘΣ ƘƻƎȅ ŜƎȅ ƪǳŘŀǊŎƴŀƪΣ ƴŜƳ ƘƻƎȅ ƪŞǎƭŜƭǘŜǘŞǎƴŜƪ ƭŜǎȊǸƴƪ ǘŀƴǵƛΦ 
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±ŞƭŜƳŞƴȅŜƳ ǎȊŜǊƛƴǘ ŀ ƧǀǾǃōŜƴ ƳŞƎ ǘǀōō ƛǊłƴȅōŀ ōǃǾƝǘƘŜǘǃ ŀ ǾłƭƭŀƭƪƻȊƽƛ ƪǳŘŀǊŎƻƪ 

ƪŞǎƭŜƭǘŜǘŞǎŞƴŜƪ ƪǳǘŀǘłǎŀΦ ¢ǀōōŜƪ ƪǀȊǀǘǘ ŞǊŘŜƪŜǎ ƭŜƘŜǘ ƳŜƎǾƛȊǎƎłƭƴƛ ŀȊ ŜƭǘŞǊǃ ŜǊǃŦƻǊǊłǎƻƪ 

όǇŞƴȊΣ ǊłǎȊłƴǘ ƛŘǃ Şǎ ŜƴŜǊƎƛŀύ Ƙŀǘłǎłǘ ŀ ƪŞǎƭŜƭǘŜǘŞǎǊŜΣ ǾŀƎȅ Selei (2012) ƧŀǾŀǎƭŀǘŀ ŀƭŀǇƧłƴ ŀ 

ǘłǊǎŀŘŀƭƳƛ ƴȅƻƳłǎǘ ƛǎΣ Ƴƛƴǘ ŀȊ ŜƎȅŞƴ ŘǀƴǘŞǎƘƻȊŀǘŀƭłǊŀ Ƙŀǘƽ ǘŞƴȅŜȊǃǘΦ 9Ǝȅ Ƴłǎƛƪ ŞǊŘŜƪŜǎ ƛǊłƴȅ 

lehet, ha ŀ ƪǳǘŀǘłǎōŀ ōŜŜƳŜƭƴŞƴƪ ŀ ǊŜƭŜǾłƴǎ ǾłƭƭŀƭƪƻȊƽƛ ǾƻƴłǎƻƪŀǘΣ Ƴƛƴǘ ǇŞƭŘłǳƭ a kontrollhely 

ŜƭƳŞƭŜǘŜǘ (Rotter, 1966; Levenson, 1974)Σ ŀȊ ŞƴƘŀǘŞƪƻƴȅǎłƎƻǘ (Bandura, 1977), vagy a 

aŎ/ƭŜƭƭŀƴŘ ŦŞƭŜ ǘŜƭƧŜǎƝǘƳŞƴȅƳƻǘƛǾłŎƛƽ ƪŞǘǘŜƴŘŜƴŎƛłǎ ƳŜƎƪǀȊŜƭƝǘŞǎŞǘΣ ŀƘƻƭ ƳŜƎƧŜƭŜƴƛƪ ŀ 

ǎƛƪŜǊƻǊƛŜƴǘłŎƛƽ Şǎ ŀ ƪǳŘŀǊŎƪŜǊǸƭŞǎ ŦƻƎŀƭƳŀ (Maehr ς Sjogren, 1971). 

ałǊ ƧŜƭŜƴ ǘŀƴǳƭƳłƴȅ ŀƭŀǇƧłƴ ƛǎ ƪƛƧŜƭŜƴǘƘŜǘƧǸƪΣ ƘƻƎȅ ŀȊ ŜƭǎǃǊŜ ŜƎȅǎȊŜǊǼƴŜƪ ƭłǘǎȊƽ ŦƻƭȅŀƳŀǘǊŀ 

ǎȊłƳƻǎ ǘŞƴȅŜȊǃ ŦŜƧǘƘŜǘ ƪƛ ƛƎŜƴ ǾłƭǘƻȊŀǘƻǎΣ ŀƪłǊ ŜƭƭŜƴǘŞǘŜǎ Ƙŀǘłǎǘ ƛǎΦ mǎǎȊŜƎȊŞǎƪŞǇǇŜƴ ǇŜŘƛƎ 

elmoƴŘƘŀǘƧǳƪΣ ƘƻƎȅ ƳŞƎ Ƙŀ ŜƭǎǃǊŜ ƛǊǊŀŎƛƻƴłƭƛǎƴŀƪ ƛǎ ǘǼƴƘŜǘ ŀ ƪǳŘŀǊŎ ƪŞǎƭŜƭǘŜǘŞǎŜΣ ŜȊ ŀ ƪƛƧŜƭŜƴǘŞǎ 

Ŏǎŀƪ ŀ ŦƻƭȅŀƳŀǘǊŀ Ƙŀǘƽ ǘŞƴȅŜȊǃƪ ǘǵƭ ǎȊǼƪΣ ŜǎŜǘƭŜƎ ƪƛȊłǊƽƭŀƎ ǇŞƴȊǸƎȅƛ ǎȊŜƳǇƻƴǘƻƪ 

ŦƛƎȅŜƭŜƳōŜǾŞǘŜƭŞōǃƭ ŦŀƪŀŘƘŀǘΦ 
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! ǘłǊǎŀŘŀƭƻƳǘǳŘƻƳłƴȅƻƪōŀƴ Ƴŀ ƳłǊ ǎȊƛƴǘŜ ƪǀȊƘŜƭȅƴŜƪ ǎȊłƳƝǘ ŀ ƴǃƪ ƘŜƭȅȊŜǘŞƴŜƪ ƪǳǘŀǘłǎŀ ŀ 

ƳǳƴƪŀƘŜƭȅŜƴΦ YƛƳŜǊƝǘǃŜƴ ǾƛȊǎƎłƭǘłƪ ŀ ƴŜƳŜƪ ƪǀȊǀǘǘƛ ōŞǊƪǸƭǀƴōǎŞƎŜƪŜǘΣ ŀȊ ŜƭǃƳŜƴŜǘŜƭ 

ƭŜƘŜǘǃǎŞƎŜƛǘΣ ŀ ƳǳƴƪŀƘŜƭȅƛ ōłƴłǎƳƽŘ ƳƽŘƧŀƛǘΦ ! ƴȅƻƳŀǎȊǘƽ ƳŜƴƴȅƛǎŞƎōŜƴ ǊŜƴŘŜƭƪŜȊŞǎǊŜ łƭƭƽ 

ŀŘŀǘƻƪŀǘ ƛƎŜƴ ǎƻƪŦŞƭŜ ǎȊŜƳǇƻƴǘōƽƭ ŜƭŜƳŜȊǘŞƪΣ ŘŜ ŀȊ łƭǘŀƭǳƴƪ ƻƭǾŀǎƻǘǘ ǎȊŀƪƛǊƻŘŀƭƻƳōŀƴ ŜȊŜƪ ŀȊ 

ŜƭŜƳȊŞǎŜƪ ƴŞƭƪǸƭǀȊǘŞƪ ŀ ǎǘǊǳƪǘǵǊłǘ Şǎ ŀ ǎǘŀōƛƭ ŜƭƳŞƭŜǘƛ ƪŜǊŜǘǊŜƴŘǎȊŜǊǘΦ /ƛƪƪǸƴƪ ŎŞƭƧŀΣ ƘƻƎȅ ŀȊ 

ŜŘŘƛƎ ǊŜƴŘŜƭƪŜȊŞǎǊŜ łƭƭƽ ƳƻŘŜƭƭŜƪŜǘ ƳŜƎǾƛȊǎƎłƭƧǳƪΣ Şǎ ŜȊŜƪ ǘŀƴǳƭǎłƎŀƛΣ ǾŀƭŀƳƛƴǘ ŀ ǎŀƧłǘ 

ƳłǎƻŘƭŀƎƻǎ ƪǳǘŀǘłǎǳƴƪ ŀƭŀǇƧłƴ ŜƎȅ ǵƧ ƪŜǊŜǘǊŜƴŘǎȊŜǊǘ ƧŀǾŀǎƻƭƧǳƴƪΦ ! ƘŀƴƎǎǵƭȅǘ ŀ ǘłǊǎŀŘŀƭƳƛ 

ŜƭǾłǊłǎƻƪǊŀ Şǎ ŀ ƳǳƴƪŀǇǎȊƛŎƘƻƭƽƎƛŀ ǵƧŀōō ŜǊŜŘƳŞƴȅŜƛǊŜ ƘŜƭȅŜȊȊǸƪΦ bŞƘłƴȅ ŜƭƭŜƴǘƳƻƴŘłǎƻǎ 

ƧŜƭŜƴǎŞƎŜǘ ǊŞǎȊƭŜǘŜǎŜōōŜƴ ƛǎ ƳŜƎǾƛȊǎƎłƭǳƴƪΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ŀȊ αǸǾŜƎǎȊƛƪƭŀέ ƧŜƭŜƴǎŞƎŜǘΣ ŀ 

ƪǊƝȊƛǎƘŜƭȅȊŜǘŜƪōŜƴ ƴǃƛ ǾŜȊŜǘǃƪ ŀƭƪŀƭƳŀȊłǎłǘΣ Şǎ ŀ ƎŀȊŘŀǎłƎƛ ǾłƭǎłƎƻƪōŀƴ ŀ ƴǃƛ ƳǳƴƪŀŜǊǃ 

ŀƭƪŀƭƳŀȊłǎłƴŀƪ ƳƽŘƧŀit. 

YǳƭŎǎǎȊŀǾŀƪΥ ǸǾŜƎǇƭŀŦƻƴΣ ǸǾŜƎǎȊƛƪƭŀΣ ƘǳƳłƴǘǃƪŜ ŞǊǘŞƪŜƭŞǎΣ ǾƛǎŜƭƪŜŘŞǎƛ ƪǀȊƎŀȊŘŀǎłƎǘŀƴ 

Abstract 

Lǘ ƛǎ ŀƭƳƻǎǘ ŀ ŎƭƛŎƘŞ ƛƴ ǎƻŎƛŀƭ ǎŎƛŜƴŎŜǎ ǘƻŘŀȅ ǘƻ Řƻ ƎŜƴŘŜǊ ǊŜǎŜŀǊŎƘΦ wŜǎŜŀǊŎƘŜǊǎ ŘƛŘ ŜȄƘŀǳǎǘƛǾŜ 

investigations about the gender wage gap, career, and developmental prospects.  The data 

                                                      

2 ! ǘŀƴǳƭƳłƴȅ .Ŝǎǘ tŀǇŜǊ ŘƝƧŀǎ ƭŜǘǘΣ ŀ ǘŜƭƧŜǎ ŀƴȅŀƎ ŀ ±ŜȊŜǘŞǎǘǳŘƻƳłƴȅ ŎΦ ŦƻƭȅƽƛǊŀǘōŀƴ ŦƻƎ ƳŜƎƧŜƭŜƴƴƛΦ The paper 
has won a Best Paper Award, the full article will be published in the Budapest Management Review journal. 
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about workplace chances of females that are available is overwhelming but without showing a 

logical structure and a clear theoretical framework. Our article aims to create a new framework 

utilizing existing data, and our wage determination model is based on the Current Population 

Survey, CPS. Our focus is on psychology, on the expectations of society, and decision-making 

theory. We emphasize decision-making under uncertainty and its effects on gender-related 

decisions. The center of our final model is prototype heuristics which may be an aid to address 

ǘƘŜ άƎƭŀǎǎ ǇƘŜƴƻƳŜƴŀέΦ 

Keywords: Discrimination, Psychological ŦŀŎǘƻǊǎ ƛƴ ǇŜƻǇƭŜΩǎ judgment, Decision theory  
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! ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ ŘƛƎƛǘłƭƛǎ ŦŜƧƭǃŘŞǎŜ ŜƎȅǊŜ ŘǊŀǎȊǘƛƪǳǎŀōō ǾłƭǘƻȊłǎƻƪŀǘ ŜǊŜŘƳŞƴȅŜȊ ŀ 

ƧǀǾǃōŜƴ ŀ ǘŜǊƳŜƭŞǎōŜƴ Şǎ ŀȊ ŀƭƪŀƭƳŀȊƻǘǘ ǸȊƭŜǘƛ ƳƻŘŜƭƭŜƪōŜƴΦ ! ƪƻƴŎŜǇŎƛƻƴłƭƛǎ ǘŀƴǳƭƳłƴȅ 

ƳŜƎƪƝǎŞǊƭƛ ŘŜŦƛƴƛłƭƴƛ ŀ ǾłƭǘƻȊłǎƻƪŀǘΣ ƛƭƭŜǘǾŜ ŀȊƻƪ ƛƴǘŜƴȊƛǘłǎłǘ ŀ ƪǸƭǀƴōǀȊǃ łƎŀȊŀǘƻƪōŀƴΦ  

! ǘŀƴǳƭƳłƴȅ Ŧǃ ǊŞǎȊŜ ŀȊȊŀƭ ŦƻƎƭŀƭƪƻȊƛƪΣ ƘƻƎȅ ŜȊŜƪ ŀ ǾłƭǘƻȊłǎƻƪ ƳƛƪŞǇǇŜƴ ŦƻƎƧłƪ ŀ ƧǀǾǃōŜƴ 

ŞǊƛƴǘŜƴƛ ŀȊƻƴ Ǿłƭƭŀƭŀǘƻƪ ǘŜǊƳŜƭŞǎƛ ƪǀƭǘǎŞƎŜƛǘΣ ŀƳŜƭȅŜƪ ŀȊ ǵƴΦ ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅōŜ ƪŜǊǸƭƴŜƪΣ Şǎ 

amelyek a disruptiǾŜ όǊƻƳōƻƭƽ-ƭŜǾłƭǘƽύ ƛƴƴƻǾłŎƛƽƪ ƪǀǊǸƭƳŞƴȅŜƛ ƪǀȊǀǘǘ ƳǼƪǀŘƴŜƪΦ 9ȊŜƪ ŀ 

ƪǀƭǘǎŞƎǾłƭǘƻȊłǎƻƪ ŀȊƻƴ łƎŀȊŀǘƻƪōŀƴ ǘŞƴȅƪŜŘǃ ǎȊŜǊǾŜȊŜǘŜƪ ƳŜƴŜŘȊǎŜƭŞǎŞǘ ƛǎ ŞǊƛƴǘŜƴƛ ŦƻƎƧłƪΣ 

ŀƳŜƭȅŜƪ ƴƛƴŎǎƴŜƪ ŀ ŘƛƎƛǘŀƭƛȊłŎƛƽ ƪǀȊǾŜǘƭŜƴ Ƙŀǘłǎŀƛƴŀƪ ƪƛǘŞǾŜΦ  

! ǘŀƴǳƭƳłƴȅ ŀǊǊŀ ŀ ƳŜƎłƭƭŀǇƝǘłǎǊŀ Ƨut, hogy az łǊƪŞǇȊŞǎ ŦŜƭǎǃ Şǎ ŀƭǎƽ ƘŀǘłǊŀ ς ŀ ǾŜǾǃŞǊǘŞƪΣ ŀ 

ǾŜǾǃ łǊ-ŜƭŦƻƎŀŘłǎƛ ƘŀƧƭŀƴŘƽǎłƎŀΣ Ƴƛƴǘ ŦŜƭǎǃ ƪƻǊƭłǘ, Şǎ ŀ ƪǀƭǘǎŞƎŜƪΣ Ƴƛƴǘ ŀƭǎƽ ƪƻǊƭłǘ ς ŜƭƭŜƴǘŞǘŜǎ 

ƛǊłƴȅōŀƴ ŦƻƎƴŀƪ ƳƻȊƻƎƴƛΣ ƴŀƎȅƻōō ƳƻȊƎłǎǘŜǊŜǘ ŀŘǾŀ ŜȊłƭǘŀƭ ŀȊ łǊŀƪ ŀƭŀƪƝǘłǎłǊŀΦ 9ȊŜƪ ŀ 

ǾłƭǘƻȊłǎƻƪ ŀ ǘłǊǎŀŘŀƭƻƳ Ƴłǎ ǘŜǊǸƭŜǘŜƛƴ ƳǼƪǀŘǃ ǎȊŜǊǾŜȊŜǘŜƪǊŜ ƛǎ Ƙŀǘłǎǎŀƭ ƭŜǎȊƴŜƪΦ  

Kulcsszavak: negyedik ipari forradalomΣ ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅΣ ŘƛǎǊǳǇǘƛǾŜ ƛƴƴƻǾłŎƛƽƪΣ ƪǀƭǘǎŞƎŜƪΣ łǊŀƪ 

Abstract  

The rapid digital development of the fourth industrial revolution will result in drastic changes 

both in manufacturing and in business models. The conceptual study intends to define the 

expected changes and investigate the intensity of changes of the different industries, some of 

them already in the middle of the digital vortex. The main part of the paper wants to describe 
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the expected future effects of these changes on the costs of production, within the industries 

touched directly by the disruptive innovations arising from the digital revolution. The study also 

intends to investigate the cost effects on those fields of the social sphere which are not directly 

touched by the digitalization. The study comes to the conclusion that the two limits of price 

setting, i.e., the costs as the bottom and the customer value as ceiling limit will move in 

opposite directions in technologically intensive industries providing with a growing elbowroom 

for pricing. This development will have a determining effect on the whole social life. 

Keywords: The fourth industrial revolution, Digital vortex, Disruptive innovations, Costs, Prices 
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! нмΦ ǎȊłȊŀŘ Ŝƭǎǃ ƪŞǘ ŞǾǘƛȊŜŘŞǘ ŀ ǾƛƭłƎƎŀȊŘŀǎłƎōŀƴ ǾŞƎōŜƳŜƴǃ ǘǳǊōǳƭŜƴǎ ǾłƭǘƻȊłǎƻƪ ƧŜƭƭŜƳȊƛƪΤ 

Şǎ ƳƛƴŘŜƴ ƧŜƭ ŀǊǊŀ ƳǳǘŀǘΣ ƘƻƎȅ ŀ ǘǳǊōǳƭŜƴŎƛŀ ŀ ƧǀǾǃōŜƴ ƛǎ ƳŜƎƳŀǊŀŘΦ Yǳǘŀǘƽƪ Şǎ ǘǳŘƻƳłƴȅƻǎ 

ƪǳǘŀǘƽ ƛƴǘŞȊŜǘŜƪ ǎƻƪŀǎłƎŀ ǘǀǊŜƪǎȊƛƪ ŀǊǊŀΣ ƘƻƎȅ ŀȊƻƴƻǎƝǘǎŀ ŀȊƻƪŀǘ ŀ ƭŜƎŦƻƴǘƻǎŀōō Ǝƭƻōłƭƛǎ 

ǘǊŜƴŘŜƪŜǘ όƴŜǾŜȊƘŜǘƧǸƪ ǃƪŜǘ ƳŜƎŀǘǊŜƴŘŜƪƴŜƪ ƛǎύΣ ŀƳŜƭȅŜƪ ŀ ǾƛƭłƎƎŀȊŘŀǎłƎΣ Şǎ ŜȊȊŜƭ ǎȊƻǊƻǎ 

ǀǎǎȊŜŦǸƎƎŞǎōŜƴ ŀȊ ŜƳōŜǊƛǎŞƎ ƧǀǾǃƧŞǘ ƳŜƎƘŀǘłǊƻȊȊłƪ (Larsen, 2006; National Intelligence 

Council, 2012; Gregosz, 2012; Vielmetter ς Sell, 2014; Hajkowicz, 2015; Bradley et al., 2015b; 

Dobbs et al., 2015 stb.)Φ aŀƎȅŀǊƻǊǎȊłƎƻƴ ŀ Ǝƭƻōłƭƛǎ ǘŞƳłƪƪŀƭ Ǿŀƭƽ ŦƻƎƭŀƭƪƻȊłǎ ƪŜǾŞǎōŞ ŜƭǘŜǊƧŜŘǘΣ 

ǘŀƴǳƭƳłƴȅƻƪŀǘ ƛƴƪłōō Ŏǎŀƪ ŜƎȅ-ŜƎȅ łƎŀȊŀǘ ǾłǊƘŀǘƽ ƧǀǾǃƧŞǊǃƭ ƭŜƘŜǘ ƻƭǾŀǎƴƛΣ Şǎ ŀ Ǝƭƻōłƭƛǎ ǘŞƳłƪ 

ƛƴƪłōō Ŏǎŀƪ ŀ ǇǳōƭƛŎƛǎȊǘƛƪŀ ǎȊƛƴǘƧŞƴ ƧŜƭŜƴƴŜƪ ƳŜƎΦ ! ƎŀȊŘŀǎłƎƎŀƭ ς Şǎ ŜȊŜƴ ōŜƭǸƭ ŀȊ ǸȊƭŜǘƛ ŞƭŜǘǘŜƭ 

ς ŦƻƎƭŀƭƪƻȊƽ ǎȊŀƪŜƳōŜǊŜƪ Şǎ ƎƻƴŘƻƭƪƻŘƽƪ ŜƎȅŜǘŞǊǘŜƴŜƪ ŀōōŀƴΣ ƘƻƎȅ ƴŀƎȅ Ƙƛōłǘ ƪǀǾŜǘƴŜƪ Ŝƭ 

ŀȊƻƪΣ ŀƪƛƪ ŜƭƳŞƭŜǘŜƛƪ ŞǊǾŞƴȅŜǎǎŞƎŞǘ ŜƎȅ-ŜƎȅ ƻǊǎȊłƎǊŀ ς ƭŜƎȅŜƴ ŀȊ ōłǊƳƛƭȅŜƴ ƴŀƎȅ ǾŀƎȅ ƪƛŎǎƛ ς 

ǎȊǼƪƝǘƛƪ ƭŜΦ ałǊ ŀȊ ŜƭǃȊǃ ŞǾŜȊǊŜŘ ǾŞƎŞƴ ƻƭȅŀƴ ǾłƭǘƻȊłǎƻƪ ƛƴŘǳƭǘŀƪ ōŜ ŀȊ ŜƎȅǊŜ ƛƴƪłōō αƎƭƻōłƭƛǎ 

ŦŀƭǳǾłέ όƎƭƻōŀƭ ǾƛƭƭŀƎŜύ ŀƭŀƪǳƭƽ ǾƛƭłƎǳƴƪōŀƴΣ ŀƳŜƭȅŜƪ ŀȊ ǵƧ ŞǾŜȊǊŜŘ Ŝƭǎǃ ƪŞǘ ŞǾǘƛȊŜŘŞōŜƴ 

ŦŜƭŜǊǃǎǀŘǘŜƪΣ Şǎ ŀȊ ŜȊŜƪǊŜ ŀŘƻǘǘ ƳƛƴŘŜƴƴŜƳǼ ōŜǎȊǼƪǸƭǘΣ ŜƭƪǸƭǀƴǸƭǘ ǾłƭŀǎȊ ǎǵƭȅƻǎŀƴ 

ǊǀǾƛŘƭłǘƽƴŀƪ Şǎ ƳŞƭȅŜƴ ǇǊƻǾƛƴŎƛłƭƛǎƴŀƪ ƳƛƴǃǎǸƭΦ !ƪƛƪ Ƴŀ ƴŜƳ ƛǎƳŜǊƛƪ ŦŜƭ ŀ ǇƛŀŎƻƪ Şǎ ŀ 

ƴŜƳȊŜǘƎŀȊŘŀǎłƎƻƪ ŦƻƪƻȊƽŘƽ ŜƎȅƳłǎǊŀǳǘŀƭǘǎłƎłǘΣ ƴŜƳ ŦƻƎƭŀƭƪƻȊƴŀƪ ŀ ƴŜƳȊŜǘƪǀȊƛ ŦƻƭȅŀƳŀǘƻƪ 

ƘŀǘłǎłǾŀƭΣ ŀȊƻƪ ŜƎȅŞǊǘŜƭƳǼŜƴ ȊǎłƪǳǘŎłōŀƴ ƧłǊƴŀƪΦ 

WŜƭŜƴ ǘŀƴǳƭƳłƴȅ ǎȊŜǊȊǃƧŜ ς ŀ ƘƻȊȊł ǘłǊǎǳƭǘ ƴŞƘłƴȅ ǀƴƪŞƴǘŜǎ ƪǳǘŀǘƽǾŀƭ ς ƳłǊ ŞǾŜƪ ƽǘŀ 

ŦƻƎƭŀƭƪƻȊƛƪ ŜȊŜƪƪŜƭ ŀ Ǝƭƻōłƭƛǎ ǘŞƳłƪƪŀƭΦ ! ƴŜƳȊŜǘƪǀȊƛ ǎȊŀƪƛǊƻŘŀƭƻƳ ǎȊŞƭŜǎƪǀǊǼ ƪǳǘŀǘłǎŀ ŀƭŀǇƧłƴ 

Ƙŀǘ ƻƭȅŀƴ Ǝƭƻōłƭƛǎ ƳŜƎŀǘǊŜƴŘŜǘ ŀȊƻƴƻǎƝǘƻǘǘǳƴƪΣ ŀƳŜƭȅŜƪ ŀ ƧǀǾǃ ǸȊƭŜǘƛ ƪǀǊƴȅŜȊŜǘŞƴŜƪ 
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ŀƭŀƪǳƭłǎłǊŀ ƳŜƎƘŀǘłǊƻȊƽ Ƙŀǘłǎǎŀƭ ƭŜǎȊƴŜƪΦ 9ȊŜƪ ŀ ƪǀǾŜǘƪŜȊǃƪ (Rekettye ς Rekettye Jr., 2013): a 

Ǝƭƻōłƭƛǎ ƪƭƝƳŀǾłƭǘƻȊłǎΣ ŀ ǾƛƭłƎōŀƴ ƳŜƎƛƴŘǳƭǘ ƘŀǘŀƭƳƛ łǘŀƭŀƪǳƭłǎΣ ŀ ŘŜƳƻƎǊłŦƛŀƛ ǾłƭǘƻȊłǎƻƪΣ ŀ 

ǘŜǊƳŞƪŜƪ Şǎ ƪƻƳƳǳƴƛƪłŎƛƽǎ ŜǎȊƪǀȊǀƪ ǇǊƻƭƛŦŜǊłŎƛƽƧŀΣ ŀ ƎŀȊŘŀǎłƎƛ ǾłƭǎłƎƻǘ ƪǀǾŜǘǃ ǾłǎłǊƭƽƛ 

ƳŀƎŀǘŀǊǘłǎ-ǾłƭǘƻȊłǎ Şǎ ŀ ǘŜŎƘƴƻƭƽƎƛŀƛ ŦŜƧƭǃŘŞǎ ǊŀŘƛƪłƭƛǎ ƎȅƻǊǎǳƭłǎŀ.  

! ƘŀǘŀƭƳƛ łǘŀƭŀƪǳƭłǎ ƪǀǾŜǘƪŜȊƳŞƴȅŜƛǘ ŀȊ a¢! aŀǊƪŜǘƛƴƎǘǳŘƻƳłƴȅƛ !ƭōƛȊƻǘǘǎłƎłƴŀƪ 

ŦŜƭƪŞǊŞǎŞǊŜ ƳłǊ ǊŞǎȊƭŜǘŜǎŜƴ ŜƭŜƳŜȊǘǸƪ (Rekettye, 2016)Σ Ƴƻǎǘ ŀ ǘŜŎƘƴƛƪŀƛ ŦŜƧƭǃŘŞǎ ǊŀŘƛƪłƭƛǎ 

ƎȅƻǊǎǳƭłǎłƴŀƪ ƳƻȊƎŀǘƽǊǳƎƽƧłǾŀƭΣ ŀ ŘƛƎƛǘŀƭƛȊłŎƛƽǾŀƭΣ ƛƭƭŜǘǾŜ ŀƴƴŀƪ ŀȊ ǸȊƭŜǘƛ ŞƭŜǘǊŜ Ǝȅakorolt 

ƘŀǘłǎłǾŀƭ ŦƻƎǳƴƪ ŦƻƎƭŀƭƪƻȊƴƛΦ !ȊŞǊǘ ǘŀǊǘƧǳƪ ŜȊǘ ŦƻƴǘƻǎƴŀƪΣ ƳŜǊǘ ŀ ǎȊŀƪƛǊƻŘŀƭƻƳ ǘŀƴǳƭƳłƴȅƻȊłǎŀ 

is, Şǎ ŜƎȅ ǘǀōō ƻǊǎȊłƎōŀƴ ǾŞƎǊŜƘŀƧǘƻǘǘ ǎȊŀƪŞǊǘǃƛ ƳŜƎƪŞǊŘŜȊŞǎ όRekettye Jr., 2017) is igazolta, 

hogy ς ƧƽƭƭŜƘŜǘ ŀȊ ƛǘǘ ǾłȊƻƭǘ ǘǊŜƴŘŜƪ ǎȊƻǊƻǎŀƴ ǀǎǎȊŜƪŀǇŎǎƻƭƽŘƴŀƪ ς ƳŞƎƛǎ ŦƻƴǘƻǎǎłƎōŀƴ 

ƪƛŜƳŜƭƪŜŘƛƪ ƪǀȊǸƭǸƪ ŀ ǘŜŎƘƴƛƪŀƛ ŦŜƧƭǃŘŞǎΦ hƭȅŀƴƴȅƛǊŀΣ ƘƻƎȅ Ƴŀ ƳłǊ ǘǀōōŜƴ a negyedik ipari 

ŦƻǊǊŀŘŀƭƻƳǊƽƭ ōŜǎȊŞƭƴŜƪΦ WŜƭŜƴ ǘŀƴǳƭƳłƴȅōŀƴ ŜƴƴŜƪ ŀȊ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳƴŀƪ ŀ ƭŞƴȅŜƎŞǾŜƭ 

όLƴŘǳǎǘǊȅ пΦлύ ŦƻƎƭŀƭƪƻȊǳƴƪΣ ōŜƳǳǘŀǘǾŀ ŀ ŘƛƎƛǘŀƭƛȊłŎƛƽ ƘŀǘłǎłǊŀ ƛƳƳłǊ ǀǊǾŞƴȅǎȊŜǊǼŜƴ ƳƻȊƎƽΣ 

ƳŜƎǎƻƪǎȊƻǊƻȊƽŘƽ, ǵƴΦ ŘƛǎǘǊǳǇǘƛǾŜ όƭŜǾłƭǘƽύ ƛƴƴƻǾłŎƛƽƪ ƧŜƭƭŜƎȊŜǘŜǎǎŞƎŜƛǘΣ Şǎ ƳƛƴŘŜȊŜƪ Ƙŀǘłǎłǘ ŀ 

ƪǀƭǘǎŞƎŜƪǊŜ Şǎ ŀȊ łǊŀƪǊŀΦ 

 IPARI FORRADALOM 4.0 

! ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ ǎȊƽǀǎǎȊŜǘŞǘŜƭ ƴŜƳ ƳłǎΣ Ƴƛƴǘ Yƭŀǳǎ {ŎƘǿŀō, ŀ ±ƛƭłƎƎŀȊŘŀǎłƎƛ CƽǊǳƳ 

ŀƭŀǇƝǘƽƧa Şǎ ƧŜƭŜƴƭŜƎƛ ǾŜȊŜǘǃƧe 2017-ōŜƴ ƳŜƎƧŜƭŜƴǘ ƪǀƴȅǾŞƴŜƪ ŀ ŎƝƳŜ (Schwab, 2017). Szerinte 

ŀ ǾƛƭłƎ ŀ ǘŜŎƘƴƛƪŀƛ ŦŜƧƭǃŘŞǎ ƻƭȅŀƴ ǎȊŀƪŀǎȊłōŀ ƭŞǇŜǘǘΣ ŀƳŜƭȅŜǘ ƴȅǳƎƻŘǘŀƴ ƭŜƘŜǘ ŦƻǊǊŀŘŀƭƻƳƴŀƪ ƛǎ 

ƴŜǾŜȊƴƛΣ Şǎ ŜȊ ƻƭȅŀƴ ǾłƭǘƻȊłǎ όŦŜƧƭǃŘŞǎύΣ ŀƳŜƭȅ ŀƪłǊ łǘƝǊƘŀǘƧŀ ŀ ƪƻǊłōōƛ ǘǊŜƴŘŜƪŜǘ Şǎ 

ƳŜƎƘŀǘłǊƻȊƘŀǘƧŀ ŜƎŞǎȊ ŞƭŜǘǸƴƪŜǘΤ ǎ Ƴƛƴǘ ƛƭȅŜƴΣ ŀƭŀǇǾŜǘǃ Ƙŀǘłǎǎŀƭ ƭŜƘŜǘ ŀ ǾŜǾǃŞǊǘŞƪ 

ǘŜǊŜƳǘŞǎŞǊŜΣ ŀƴƴŀƪ ƳƻǘƛǾłƭƽ ǘŞƴȅŜȊǃƛǊŜΣ ƳŜƎǾŀƭƽǎƝǘłǎƛ ƳƽŘǎȊŜǊŜƛǊŜΣ ŜǊŜŘƳŞƴȅŜƛǊŜ Şǎ 

ƘŀǘłǎŀƛǊŀΦ !Ȋ мΦ łōǊŀ ŀȊǘ ƳǳǘŀǘƧŀ ōŜΣ ƘƻƎȅ ƳƛƭȅŜƴ ŦŜƧƭǃŘŞǎŜƴ ƳŜƴǘ ƪŜǊŜǎȊǘǸƭ ŀ ǘŜǊƳŜƭŞǎ ŀȊ ŜƭƳǵƭǘ 

ƪŞǘ-ƘłǊƻƳ ŞǾǎȊłȊŀŘ ŀƭŀǘǘΦ  
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мΦ łōǊŀΥ !Ȋ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƳŀƪ 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

2. łōǊŀΥ ! {a!/¢ ǀǎǎȊŜǘŜǾǃƛ  

 

CƻǊǊłǎΥ ƘǘǘǇǎΥκκǿǿǿΦǎƻƎŜǘƛΦŎƻƳκǿƘȅ-us/leading-innovation/ 

aŜƎƧŜƎȅȊŞǎΥ ! DŀǊǘƴŜǊ ƪǳǘŀǘƽƛƴǘŞȊŜǘ ŀ {a!/ ǊǀǾƛŘƝǘŞǎǘ ƘŀǎȊƴłƭǘŀ ŀȊ bŜȄǳǎ ƻŦ CƻǊŎŜǎ όŀȊ ŜǊǃƪ 

ǀǎǎȊŜŦƻƎłǎŀύ ŎƝƳǼ ƪǳǘŀǘłǎōŀƴΣ ŜȊǘ ŜƎŞǎȊƝǘŜǘǘŜ ƪƛ ŀ ±Lb¢ƭŀōǎ ŀ ¢-ǾŜƭΣ ŀȊŀȊ ŀ ŘƻƭƎƻƪ ƛƴǘŜǊƴŜǘƧŞǾŜƭΦ   

! ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ ƪǀǾŜǘƪŜȊƳŞƴȅŜƛ Ƴŀ ƳŞƎ ōŜƭłǘƘŀǘŀǘƭŀƴƻƪΦ ¢ŜƪƛƴǘǎǸƪ łǘ ŜƭǃǎȊǀǊ ŀȊǘΣ 

hogy milyen ǾłƭǘƻȊłǎƻƪǊƽƭ ōŜǎȊŞƭǸƴƪΗ ! {ƻƎŜǘƛ ƪǳǘŀǘƽƛƴǘŞȊŜǘ ±Lb¢ƭŀōǎ ό±ƛǎƛƻƴ ς Inspiration ς 

Navigation ς ¢ǊŜƴŘǎύ ƪǳǘŀǘƽŎǎƻǇƻǊǘƧŀ ƳłǊ нлмо-ōŀƴ ƭŜƝǊǘŀΣ ƘƻƎȅ ŀȊ αƻƪƻǎŀōō ǾƛƭłƎέ ŞǇƝǘǃƪǀǾŜƛ 
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ς ŀ ƪǀȊǀǎǎŞƎƛ ƳŞŘƛŀΣ ŀȊ ƻƪƻǎ ǘŜƭŜŦƻƴƻƪΣ ŀȊ ŜƭŜƳȊŞǎƛ ƪŞǇŜǎǎŞƎŜƪΣ ŀ ŦŜƭƘǃŀƭƪŀƭƳŀȊłǎok a dolgok 

ƛƴǘŜǊƴŜǘƧŞǾŜƭ ƪƛŜƎŞǎȊǸƭǾŜ -Σ Ƴŀ ƳłǊ ƻƭȅŀƴ ǀǎǎȊŜŦǸƎƎǃ Şǎ ŜƎȅǸǘǘƳǼƪǀŘǃ ǊŜƴŘǎȊŜǊǘ ŀƭƪƻǘƴŀƪΣ 

ŀƳŜƭȅ ƭŜƘŜǘǃǾŞ ǘŜǎȊi ŀȊǘΣ ƘƻƎȅ ŘƻƭƎŀƛƴƪŀǘ ƻƪƻǎŀōōł ǘŜƎȅǸƪΣ ƛƭƭŜǘǾŜ ƻƪƻǎŀōō ŘƻƭƎƻƪŀǘ ŀƭƪƻǎǎǳƴƪ 

(SMACT ς нΦ łōǊŀύ.  

A negyedik ipari forradalom a 2016-os 5ŀǾƻǎƛ ±ƛƭłƎƎŀȊŘŀǎłƎƛ ŦƽǊǳƳ ǾŜȊŞǊǘŞƳłƧŀ Ǿƻƭǘ aŀǎǘŜǊƛƴƎ 

ǘƘŜ CƻǳǊǘƘ LƴŘǳǎǘǊƛŀƭ wŜǾƻƭǳǘƛƻƴǎ ŎƝƳƳŜƭΦ Lǘǘ ŀ ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ ƪǸƭǀƴōǀȊǃ ǇƻȊƛǘƝǾ Şǎ 

ƴŜƎŀǘƝǾ ŀǎǇŜƪǘǳǎŀƛ ƪŜǊǸƭǘŜƪ ƴŀǇƛǊŜƴŘǊŜΦ aŜǊǘ ς ahogy Schwab fogalmazott ς α¢ƘŜǊŜ Ƙŀǎ ƴŜǾŜǊ 

been a time of ƎǊŜŀǘŜǊ ǇǊƻƳƛǎŜΣ ƻǊ ǇŜǊƛƭέΦ ό{ƻǎŜƳ Ǿƻƭǘ ƳŞƎ ƻƭȅŀƴ ƪƻǊΣ ŀƳŜƭȅ ƴŀƎȅƻōō 

ƭŜƘŜǘǃǎŞƎŜƪŜǘ Şǎ ǾŜǎȊŞƭȅŜƪŜǘ ƧŜƭŜƴǘŜǘǘ ǾƻƭƴŀΦύ 

! ƭŜƘŜǘǃǎŞƎŜƪ ŞǇǇŜƴ ŀōōŀƴ ǾŀƴƴŀƪΣ ŀƳƛǘ ŀ {a!/¢ ŜƭƳŞƭŜǘ ƛǎ ƳŜƎŦƻƎŀƭƳŀȊΣ ƘƻƎȅ ƳłǊŀ ŀȊ 

ƛŘŜłƭƛǎŀōō ŞƭŜǘ ŞǇƝǘǃƪǀǾŜƛ ŜƎȅǎŞƎŜǎ ǊŜƴŘǎȊŜǊǘ ŀƭƪƻǘƴŀƪΦ 

9ƴƴŜƪ ŜƎȅ Ƴłǎƛƪ ǾŜǘǸƭŜǘŞǘ ǾŜǘǘŜ ƎƽǊŎǎǃ ŀƭł WƻƘƴ Moavenzadeh a 2015-ǀǎ ŀƳǎȊǘŜǊŘŀƳƛ 

ŎǎǵŎǎǘŀƭłƭƪƻȊƽƴ ǘŀǊǘƻǘǘ ŜƭǃŀŘłǎłōŀƴ (2015). aŜƎłƭƭŀǇƝǘƻǘǘŀΣ ƘƻƎȅ ŀ ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ 

ǘŜƭƧŜǎŜƴ łǘŀƭŀƪƝǘƧŀ ŀ Ǝƭƻōłƭƛǎ ǘŜǊƳŜƭŞǎƛ ǊŜƴŘǎȊŜǊǘΦ ! ƪƛŀƭŀƪǳƭƽ ƪƛōŜǊ-fizikai renŘǎȊŜǊ ƪƻƳōƛƴłƭƧŀ ŀ 

ƪƻƳƳǳƴƛƪłŎƛƽǘΣ ŀȊ ƛƴŦƻǊƳłŎƛƽǎ ǘŜŎƘƴƻƭƽƎƛłǘΣ ŀȊ ŀŘŀǘƻƪŀǘΣ ŀ ŦƛȊƛƪŀƛ ŜƭŜƳŜƪŜǘ Şǎ ŜƎȅ ǎƻǊ ŀƭŀǇǾŜǘǃ 

ǘŜŎƘƴƻƭƽƎƛłǘΣ Ƴƛƴǘ ŀȊ ŞǊȊŞƪŜƭǃ ƘłƭƽȊŀǘƻǘ όǊŜŎŜǇǘƻǊƻƪŀǘύΣ ŀȊ ƛƴǘŜǊƴŜǘ ƪƻƳƳǳƴƛƪłŎƛƽ 

ƛƴŦǊŀǎǘǊǳƪǘǵǊłƧłǘΣ ŀȊ ƛƴǘŜƭƭƛƎŜƴǎ ŀȊƻƴƻǎ ƛŘŜƧǼ ŦŜƭŘƻƭƎƻȊłǎǘΣ ŀ ƳŜŎƘŀƴƛƪŀƛ ǘŜǾŞƪŜƴȅǎŞƎŜƪ 

ǊŞǎȊǘǾŜǾǃƛǘΣ ŀ αōƛƎ Řŀǘŀέ-ǘ Şǎ ŀƴƴŀƪ ōŜǎȊŜǊȊŞǎŞǘΣ ŀȊ ŀǳǘƻƳŀǘƛȊłƭǘ ƻǇŜǊłŎƛƽǎ Şǎ ƳŜƴŜŘȊǎƳŜƴǘ 

ǊŜƴŘǎȊŜǊŜƪŜǘΣ ŀ ŦŜƧƭŜǘǘ ǊƻōƻǘƛƪłǘΣ ŀ о5 Şǎ п5 ƴȅƻƳǘŀǘłǎǘΦ    

aƛƴŘŜƴƴŜƪ ŀƭŀǇƧłƴ ŀȊ ƛǇŀǊ ǸȊƭŜǘƛ ƳƻŘŜƭƭƧŜ ŀƭŀǇƧŀƛōŀƴ ŦƻƎ ƳŜƎǾłƭǘƻȊƴƛΦ 9ƎȅΣ ŀ Ǿłƭƭŀƭŀǘƛ ǎǘǊŀǘŞƎƛŀƛ 

ǾŜȊŜǘǃƪ ƪǀǊŞōŜƴ ǾŞƎǊŜƘŀƧǘƻǘǘ нлмр-ǀǎ ŦŜƭƳŞǊŞǎ ǎȊŜǊƛƴǘ ǇƭΦ  

- ŀȊ ŀǳǘƽƛǇŀǊƛ ǎȊŀƪŜƳōŜǊŜƪ уу҈-a azt gondolja, hogy 2030-Ǌŀ ƭŜƎŀƭłōō ŜƎȅ ƴŀƎȅ ŀǳǘƽƎȅłǊ 

ƴŀƎȅƻōō łǊōŜǾŞǘŜƭǘ ŦƻƎ ŜƭŞǊƴƛ ŀŘŀǘƻƪ Şǎ ǎȊƻƭƎłƭǘŀǘłǎƻƪ ŞǊǘŞƪŜǎƝǘŞǎŞōǃƭΣ Ƴƛƴǘ ƎŞǇƪƻŎǎƛ Şǎ 

ŀƭƪŀǘǊŞǎȊŜƭŀŘłǎōƽƭΤ 

- a bankszakemberek 92%-ŀ ŜƎȅŜǘŞǊǘ ŀōōŀƴΣ ƘƻƎȅ ŀȊ ǵƴΦ αŘƛǎǘǊƛōǳǘŜŘ ƭŜŘƎŜǊέ όƳŀƎȅŀǊǳƭΥ ŀȊ 

ŜƭƻǎȊǘƻǘǘ ŦǃƪǀƴȅǾƛ ǊŜƴŘǎȊŜǊύ ǘŜŎƘƴƻƭƽƎƛŀ нлол-Ǌŀ ŜƎŞǎȊ ǇŞƴȊǸƎȅƛ ǊŜƴŘǎȊŜǊǸƴƪŜǘ 

ŀƭłƳƻǎǎŀΤ 

- ŀȊ ƛƴǘŞȊƳŞƴȅƛ ōŜŦŜƪǘŜǘǃƪ Şǎ ŀ ǇŞƴȊǸƎȅƛ ǾŜȊŜǘǃƪ ǘǀōōǎŞƎŜ ŜƎȅŜǘŞǊǘ ŀōōŀƴΣ ƘƻƎȅ нлнр-re 

ŀ ǇŞƴȊǸƎȅƛ ǘǊŀƴȊŀƪŎƛƽƪ ǘǀōōǎŞƎŜΣ ǎǃǘ ŀ ŎŞƎŜǎ ŘƻƪǳƳŜƴǘǳƳƻƪ ƴŀƎȅ ǊŞǎȊŜ ƛǎ ŀ ōƭƻŎƪŎƘŀƛƴ 



 
250 

 

(magyarul: ōƭƻƪƪƭłƴŎΣ ŀƳŜƭȅ ŜƎȅ ŦƻƭȅŀƳŀǘƻǎŀƴ ƴǀǾŜƪǾǃΣ ŜƭƻǎȊǘƻǘǘ ŀŘŀǘōƭƻƪƪƻƪōƽƭ łƭƭƽ 

ŀŘŀǘƭƛǎǘŀύ ǊŜƴŘǎȊŜǊōŜƴ ŦƻƎ ƭŜōƻƴȅƻƭƽŘƴƛ (Peplow, 2016). 

mǎǎȊŜǎǎŞƎōŜƴ ǵƎȅ ƭŜƘŜǘ ŦƻƎŀƭƳŀȊƴƛΣ ƘƻƎȅ ŀȊ L¢ όƛƴŦƻǊƳłŎƛƽǎ ǘŜŎƘƴƻƭƽƎƛŀύ ƛƴǘŜƎǊłƭƽŘƛƪ ŀȊ 

ǘŜǊƳŜƭŞǎƛ ǘŜŎƘƴƻƭƽƎƛłǾŀƭ όh¢ τ hǇŜǊŀǘƛƻƴΩǎ ¢ŜŎƘƴƻƭƻƎȅύ όоΦ łōǊŀύ, amely az M2M (Machine to 

aŀǎƘƛƴŜύ ƎŞǇ ŀ ƎŞǇǇŜƭ ƪƻƳƳǳƴƛƪłŎƛƽ ǊŞǾŞƴ ǘŜǊƳŜƭŞǎƛ ǇŀǊŀŘƛƎƳŀǾłƭǘłǎǘ ƻƪƻȊΦ !Ȋ ƝƎȅ ƪƛŀƭŀƪǳƭƽ 

ƛƴǘŜǊƴŜǘ ŀƭŀǇǵ ƪƛōŜǊςŦƛȊƛƪŀƛ ǊŜƴŘǎȊŜǊŜƪ ƪŜŘǾŜȊǃ ǾłƭǘƻȊłǎƻƪŀǘ ƘƻȊƴŀƪ ƭŞǘǊŜ ŀ ǾŜǾǃŞǊǘŞƪ 

ǘŜǊŜƳǘŞǎōŜƴΣ ǾŀƎȅ ŀƘƻƎȅ CǊŀƴœƻƛǎ .ŀǊōƛŜǊ ŀ C[9· ŎŞƎ ŜƎȅƛƪ ǾŜȊŜǘǃƧŜ ŦƻƎŀƭƳŀȊ (Barbier, 2017): 

The Fourth Industrial Revolution will change the way we produce and consume (a 4. ipari 

ŦƻǊǊŀŘŀƭƻƳ ƳŜƎǾłƭǘƻȊǘŀǘƧŀ ŀ ǘŜǊƳŜƭŞǎǘ Şǎ ŀ ŦƻƎȅŀǎȊǘłǎǘ ƛǎύΦ  

оΦ łōǊŀΥ !Ȋ L¢ Şǎ ŀȊ h¢ ǀǎǎȊŜƪŀǇŎǎƻƭƽŘłǎŀ 

 

CƻǊǊłǎΥ .ƭƻŜƳ Ŝǘ ŀƭΦΣ нлмп ŀƭŀǇƧłƴ 

 ! 5L{w¦t¢L±9 ό[9±#[¢jύ Lbbh±#/LjY {hY!{h5#{!Σ ! 5LDL¢#[L{ mw±;b¸ 

! ŘƛƎƛǘłƭƛǎ ǘŜŎƘƴƻƭƽƎƛŀ ƎȅƻǊǎǸǘŜƳǼ ŦŜƧƭǃŘŞǎŜ ǇŀǊŀŘƛƎƳŀǾłƭǘłǎǘ ŦƻƎ ŜǊŜŘƳŞƴȅŜȊƴƛ ŀ 

ǘŜǊƳŜƭŞǎōŜƴ, Şǎ Ƙŀǘłǎǎŀƭ ƭŜǎȊ ƴŜƳŎǎŀƪ ŀ ŎŞƎŜƪΣ ƘŀƴŜƳ ŀȊ ŜƎȅŜǎ ƻǊǎȊłƎƻƪ ǾŜǊǎŜƴȅƪŞǇŜǎǎŞƎŞǊŜ 

is ό.ŀǳǊ Ŝǘ ŀƭΦΣ нлмрΤ wǸʲƳŀƴ Ŝǘ ŀƭΦΣ нлмрΤ DŜƛǎǎōŀǳŜǊ Ŝǘ ŀƭΦΣ нлмсΤ 5ǳƧƛƴ Ŝǘ ŀƭΦΣ нлмсύΦ !Ƴƛ ƳłǊ 

Ƴƻǎǘ ƛǎ ƭłǘƘŀǘƽ ŀȊ ŀȊΣ ƘƻƎȅ ŀ ŘƛƎƛǘłƭƛǎ ǘŜŎƘƴƻƭƽƎƛŀ ƘŀǘŀƭƳŀǎ ǘŜǊŜǘ ŀŘ ŀȊ ǵƴΦ ŘƛǎǊǳǇǘƛǾŜ ƛƴƴƻǾłŎƛƽƪ 

ŜƭǘŜǊƧŜŘŞǎŞƴŜƪΦ ! ŘƛǎǊǳǇǘƛǾŜ ƛƴƴƻǾłŎƛƽ ƳŀƎȅŀǊƻǎƝǘłǎŀƪƻǊ .ǃƎŜƭ DȅǀǊƎȅ όнллуύ ŀ αǘŜǊŜƳǘǃ 

ǊƻƳōƻƭłǎέ ƪƛŦŜƧŜȊŞǎǘ ƘŀǎȊƴłƭƧŀ Şǎ ǘŜƭŜƪƻƳƳǳƴƛƪłŎƛƽǎ ǇŞƭŘłƪƻƴ ƪŜǊŜǎȊǘǸƭ ƳǳǘŀǘƧŀ ōŜ ennek az 

ƛƴƴƻǾłŎƛƽƴŀƪ ŀ ƭŞƴȅŜƎŞǘΣ ŀȊǘΣ ƘƻƎȅ ŀ ƳŜƎƧŜƭŜƴǃ ǵƧ ƭŜǊƻƳōƻƭƧŀ ŀ ǊŞƎƛǘ Şǎ ǵƧŀǘ ǘŜǊŜƳǘΦ aƛ ƛǘǘ ς 
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ŜƎȅŜǘŞǊǘǾŜ ±ǀǊǀǎ WƽȊǎŜŦ ό±ǀǊǀǎΣ нлмуύ ǎȊƽƘŀǎȊƴłƭŀǘłǾŀƭ ς ŀ αƭŜǾłƭǘƽέ ƪƛŦŜƧŜȊŞǎǘ ƘŀǎȊƴłƭƧǳƪΣ ŀƳƛƴ 

ŀȊǘ ŞǊǘƧǸƪΣ ƘƻƎȅ ŀȊ αǵƧέ ƭŜǾłƭǘƧŀ ŀ αǊŞƎƛǘέΦ  

tŞƭŘłƪ ǎƻƪŀǎłƎłǘ ƭŜƘŜǘƴŜ ŦŜƭƘƻȊƴƛΦ Az ŜƎȅƛƪ ƭŜƎƭłǘǾłƴȅƻǎŀōō ŜȊŜƪ ƪǀȊǸƭ ŀ ŦŞƴȅƪŞǇŜȊŞǎǊŜ ŞǇǸƭǃ 

ƛǇŀǊΦ ! ǘǀōō Ƴƛƴǘ млл ŞǾƛƎ ǾƛǊłƎȊƽ ŎŜƭƭǳƭƻƛŘ ŦƛƭƳƳŜƭ Ǿŀƭƽ ŦŞƴȅƪŞǇŜȊŞǎǘ ƎȅƻǊǎ ǸǘŜƳōŜƴ Ǿłƭǘƻǘǘŀ 

ƭŜ ŀ нмΦ ǎȊłȊŀŘōŀƴ ŀ ŘƛƎƛǘłƭƛǎ ƪŀƳŜǊŀΦ ! ŘƻƭƻƎ ŦƛƴǘƻǊŀΣ ƘƻƎȅ ŀ YƻŘŀƪ ŎŞƎ ς ameƭȅ ŀ ŘƛƎƛǘłƭƛǎ 

ƪŀƳŜǊŀ ŦŜƭǘŀƭłƭƽƧŀ Ǿƻƭǘ ς ǘǵƭ ƘƻǎǎȊǵ ƛŘŜƛƎ ǊŀƎŀǎȊƪƻŘƻǘǘ ŀ ǊŞƎƛƘŜȊΣ ŀƳƛƴŜƪ ŜǊŜŘƳŞƴȅŜƪŞǇǇŜƴ 

ǘǀƴƪǊŜƳŜƴǘΦ 5Ŝ ŀ ŘƛƎƛǘłƭƛǎ ƪŀƳŜǊłƪ ƎȅłǊǘƽƛ ǎŜƳ ǸƭƘŜǘǘŜƪ ƴȅǳƎƻŘǘŀƴ ōŀōŞǊƧŀƛƪƻƴΣ ƳŜǊǘ ŀ нллт-

ōŜƴ ƳŜƎƧŜƭŜƴǘ ƻƪƻǎǘŜƭŜŦƻƴ ŀƭƛƎ ŜƎȅ ŞǾǘƛȊŜŘ ŀƭŀǘǘ ŎǎŀƪƴŜƳ ǘŜƭƧŜǎŜƴ ƭŜǾłƭǘƻǘǘŀ ŀ ŘƛƎƛǘłƭƛǎ ƪŀƳŜǊłǘ 

όпΦ łōǊŀύΦ  

пΦ łōǊŀΥ !Ȋ ƻƪƻǎǘŜƭŜŦƻƴ αƭŜǾłƭǘƧŀέ ŀ ŘƛƎƛǘłƭƛǎ ƪŀƳŜǊłǘ όŀ ƪŀƳŜǊłƪ ŞǊǘŞƪŜǎƝǘŞǎŜ, Ƴƛƭƭƛƽ Řōύ 

 

CƻǊǊłǎΥ ǎǘŀǘƛǎǘŀΦŎƻƳΣ ŀ /Lt! ό/ŀƳŜǊŀ ϧ LƳŀƎƛƴƎ tǊƻŘǳŎǘǎ !ǎǎƻŎƛŀǘƛƻƴύ ŀŘŀǘŀƛǊŀ ŞǇƝǘǾŜ 

! ŘƛƎƛǘłƭƛǎ ƭŜǾłƭǘƽ ǾłƭǘƻȊłǎƻk egy-ŜƎȅ ƛǇŀǊłƎ ǎȊłƳłǊŀ ŀȊǘ ƧŜƭŜƴǘƛƪΣ ƘƻƎȅ ς ŀƪłǊ ŀȊ łƎŀȊŀǘōŀƴ 

ŘƻƭƎƻȊƽ ǾłƭƭŀƭŀǘƻƪΣ ŀƪłǊ ƪǸƭǎǃƪ όǇƭΦ ǎǘŀǊǘ-up-ƻƪύ ǊŞǎȊŞǊǃƭ ς ƻƭȅŀƴ ǵƧ ŦŜƧƭŜǎȊǘŞǎŜƪΣ ŀ ǾŜǾǃƪ 

ǎȊǸƪǎŞƎƭŜǘŜƛƴŜƪ ƻƭȅŀƴ ǵƧǎȊŜǊǼ ƪƛŜƭŞƎƝǘŞǎƛ ƳƽŘƧŀƛ ƧŜƭŜƴƴŜƪ ƳŜƎΣ ŀƳŜƭȅŜƪ ǾŜǎȊŞƭȅŜȊǘŜǘƛƪ ŀȊ łƎŀȊŀǘ 

ŜƎŞǎȊŞƴŜƪ ƧŜƭŜƴƭŜƎƛ ƘŜƭȅȊŜǘŞǘΦ  

Iŀ ŜȊ ŀ ŦƻƭȅŀƳŀǘ ŜƭƪŜȊŘǃŘƛƪΣ ŀƪƪƻǊ ŜƎȅǊŜ ƎȅƻǊǎǳƭΣ Şǎ ǀǊǾŞƴȅ-ǎȊŜǊǼŜƴ ƳŀƎłǾŀƭ ǊłƴǘƧŀ ŀ 

ǾłƭƭŀƭŀǘƻƪŀǘΦ 9ƎȅŜǎ ƝǊłǎƻƪ ŀ нлмн-15-ǘǃƭ ƪŜȊŘǃŘǃ ƛŘǃǎȊŀƪƻǘ ƳłǊ ŀ ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅ όŘƛƎƛǘŀƭ ǾƻǊǘŜȄύ 

ŞǊłƧłƴŀƪ ƴŜǾŜȊƛƪΦ IƛǾŀǘƪƻȊƘŀǘǳƴƪ ƛǘǘ ŀ Loucks Şǎ ǘłǊǎŀƛ łƭǘŀƭ ƝǊǘ α! ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅέ ŎƝƳǼ ƪǀƴȅǾǊŜΣ 

amely 2017-ōŜƴ ƳŜƎƪŀǇǘŀ ŀȊ !ȄƛƻƳ .ǳǎƛƴŜǎǎ .ƻƻƪ !ǿŀǊŘ ŘƝƧŀǘΦ  
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! ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅ ŜƎȅŜǎŜƪ ǎȊłƳłǊŀ ƪƻƳƻƭȅ ǾŜǎȊŞƭȅǘΣ Ƴłǎƻƪ ǎȊłƳłǊŀ ǇŜŘƛƎ ƴŀƎȅ ƭŜƘŜǘǃǎŞƎŜǘ 

ƧŜƭŜƴǘΦ !ƘƻƎȅ .ǊŀŘƭȅ Şǎ ǘłǊǎŀƛ ƝǊƧłƪΥ α! ƪǀȊƎŀȊŘłǎȊƻƪ ǾƛǘŀǘƪƻȊƘŀǘƴŀƪ ŀȊƻƴΣ ƘƻƎȅ ƳƛƭȅŜƴ 

ǘŜǊƳŜƭŞƪŜƴȅǎŞƎƛ ŜƭǃƴȅŜ Ǿŀƴ ŀ ŘƛƎƛǘłƭƛǎ ǘŜŎƘƴƻƭƽƎƛłƴŀƪΣ ŘŜ ŜȊǘ ŀ Ǿƛǘłǘ ŜƭƘƻƳłƭȅƻǎƝǘƧŀ ŀȊ ŀ 

ǘŞƴȅΣƘƻƎȅ ŀ ǾŜǾǃƪ όƳƛƴŘ ŀȊ ŜƎȅŞƴƛ ŦƻƎȅŀǎȊǘƽƪΣ ƳƛƴŘ ŀ ǎȊŜǊǾŜȊŜǘŜƪύ ǘŀƎŀŘƘŀǘŀǘƭŀƴǳƭ ƘŀǘŀƭƳŀǎ 

ŞǊǘŞƪŜƭǃƴȅƘǀȊ Ƨǳǘƴŀƪ τ ŀƭŀŎǎƻƴȅŀōō ƪǀƭǘǎŞƎŜƪΣ Ƨƻōō ǘŜƭƧŜǎƝǘƳŞƴȅΣ ǵƧ ƪŀǇŎǎƻƭŀǘƻƪέ (Bradly et 

al., 2015a, 10). 

bŜƳ ƳƛƴŘŜƴ ƛǇŀǊłƎ Ǿŀƴ ŀȊƻƴōŀƴ ŜƎȅŜƴƭǃ ƳŞǊǘŞƪōŜƴ ƪƛǘŞǾŜ ŀ ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅ ƘŀǘłǎŀƛƴŀƪΦ !Ȋ 

La5 Şǎ ŀ /ƛǎŎƻ łƭǘŀƭ ƳǼƪǀŘǘŜǘŜǘǘ Dƭƻōŀƭ .ǳǎƛƴŜǎǎ /ŜƴǘŜǊ ŦƻǊ 5ƛƎƛǘŀƭ .ǳǎƛƴŜǎǎ ¢ǊŀƴǎŦƻǊƳŀǘƛƻƴ 

ƪǳǘŀǘƽŎŜƴǘǊǳƳ ǎȊŜǊƛƴǘ нлмр-ōŜƴ ŀ ƪǀǾŜǘƪǃ łōǊłōŀƴ ƭłǘƘŀǘƽ ǎƻǊǊŜƴŘ Ǿƻƭǘ ƪƛŀƭŀƪƝǘƘŀǘƽ ŀȊ 

łƎŀȊŀǘƻƪ ƪǀȊǀǘǘ όрΦ łōǊŀύΦ 

рΦ łōǊŀΥ ! ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅƴŜƪ Ǿŀƭƽ ƪƛǘŜǘǘǎŞƎ ǎƻǊǊŜƴŘƧŜ όмҐƭŜƎƧƻōōŀƴΣ мнҐƭŜƎƪŜǾŞǎōŞύ 

 

мнΦ DȅƽƎȅǎȊŜǊƎȅłǊǘłǎ 

ммΦ hƭŀƧ Şǎ ƎłȊƛǇŀǊ 

млΦ YǀȊǎȊƻƭƎłƭǘŀǘłǎƻƪ 

фΦ 9ƎŞǎȊǎŞƎǸƎȅ 

уΦ /ǎƻƳŀƎƻƭǘ ŦƻƎȅŀǎȊǘłǎƛ ŎƛƪƪŜƪ ƎȅłǊǘłǎŀ 

тΦ ±ŜƴŘŞƎƭłǘłǎ Şǎ ǘǳǊƛȊƳǳǎ 

сΦ hƪǘŀǘłǎ 

рΦ ¢ŜƭŜƪƻƳƳǳƴƛƪłŎƛƽ 

пΦ tŞƴȊǸƎȅƛ ǎȊƻƭƎłƭǘŀǘłǎƻƪ 

3. Kiskereskedelem 

нΦ aŞŘƛŀ Şǎ ǎȊƽǊŀƪƻȊǘŀǘłǎ 

мΦ ¢ŜŎƘƴƻƭƽƎƛŀƛ ǘŜǊƳŞƪŜƪ Şǎ ǎȊƻƭƎłƭǘŀǘłǎƻƪ  

CƻǊǊłǎΥ .ǊŀŘƭȅ Ŝǘ ŀƭΦ, нлмрŀΣ нм ŀƭŀǇƧłƴ 

aŜƎƧŜƎȅȊŞǎΥ ! ƪǳǘŀǘƽŎŜƴǘǊǳƳ ŜȊǘ ŀ ǎƻǊǊŜƴŘŜǘ ŜƎȅ мо ƻǊǎȊłƎōŀƴ ǾŞƎǊŜƘŀƧǘƻǘǘ ǎȊŀƪŞǊǘǃƛ 

ƳŜƎƪŞǊŘŜȊŞǎ ŀƭŀǇƧłƴ ƘŀǘłǊƻȊǘŀ ƳŜƎΦ ! ƳŜƎƪŞǊŘŜȊŞǎōŜƴ ǊŞǎȊǘ ǾŜǘǘ фпм Ǿłƭƭŀƭŀǘƛ ǾŜȊŜǘǃ ŀ 

ŘƛƎƛǘŀƭƛȊłŎƛƽōŀƴ ƳŜƎǾŀƭƽǎǳƭƽ ōŜǊǳƘłȊłǎƻƪ ƴŀƎȅǎłƎłǘΣ ŀ ŘƛƎƛǘŀƭƛȊłŎƛƽ Ƙŀǘłǎłƴŀƪ ǾłǊƘŀǘƽ ƛŘŜƧŞǘŞǎ 

ŜǎȊƪǀȊŜƛǘΣ ǾŀƭŀƳƛƴǘ ŀƴƴŀƪ ŀ ǇƛŀŎƻƴ ƭŞǾǃ ǾłƭƭŀƭŀǘƻƪǊŀ ƎȅŀƪƻǊƻƭǘ ǾŜǎȊŞƭȅŜƛǘ ǇǊƽōłƭǘŀ ŀȊ 

ŜƭƪǀǾŜǘƪŜȊǃ ǀǘ ŞǾǊŜ ƳŜƎōŜŎǎǸƭƴƛΦ  
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tŜǊǎȊŜ ŜȊ ŀ ǎƻǊǊŜƴŘ Ǉƛƭƭŀƴŀǘƻƪ ŀƭŀǘǘ ǾłƭǘƻȊƘŀǘΤ ŀƳƝƎ ǾŀƭŀƳŜƭȅ ŎŞƎ Ƴŀ ƳŞƎ ŀȊ ǀǊǾŞƴȅ ǎȊŞƭŞƴ ǾŀƴΣ 

ƘƛǊǘŜƭŜƴ ōŜƭŜǇƻǘǘȅŀƴƘŀǘ ŀƴƴŀƪ ƪǀȊŜǇŞōŜΣ Şǎ ŀ ƳƻȊƎłǎ ŦƻǊŘƝǘǾŀ ƛǎ ƛƎŀȊΦ  

 AZ IPARI FORRADALOM пΦл I!¢#{! !½ #w!Yw! 

aƛƴŘŜƴ ǘŜǊƳŞƪ ǾŀƎȅ ǎȊƻƭƎłƭǘŀǘłǎ łǊłƴŀƪ ƳŜƎłƭƭŀǇƝǘłǎŀƪƻǊ ŀȊ ŜƭǃłƭƭƝǘƽƪ ƪŞǘ ƪƻǊƭłǘƻǘ ƪŜƭƭΣ ƘƻƎȅ 

ǎȊŜƳ Ŝƭǃǘǘ ǘŀǊǘǎŀƴŀƪΥ ŀȊ ŀƭǎƽ ƪƻǊƭłǘƻǘ ŀ ƪǀƭǘǎŞƎŜƪ όǊǀǾƛŘǘłǾƻƴ ŀȊ ŜƎȅǎŞƎƴȅƛ ǾłƭǘƻȊƽ ƪǀƭǘǎŞƎΣ 

ƘƻǎǎȊŀōō ǘłǾƻƴ ŀȊ ŜƎȅǎŞƎƴȅƛ ǀǎǎȊƪǀƭǘǎŞƎύ ŀƭƪƻǘƧłƪΣ ƳƝƎ ŀ ŦŜƭǎǃ ƪƻǊƭłǘƻǘ ŀ ƳƛƴŘŜƴƪƻǊƛ ǾŜǾǃƪ 

łǊŜƭŦƻƎŀŘłǎƛ-Σ ǾłǎłǊƭłǎƛ ƘŀƧƭŀƴŘƽǎłƎŀ ƪŞǇŜȊƛΦ 9Ȋ ǳǘƽōōƛǘ ǇŜǊǎȊŜ ƴŀƎȅƳŞǊǘŞƪōŜƴ ōŜŦƻƭȅłǎƻƭƧŀ ŀȊΣ 

ƘƻƎȅ ŀ ǘŜǊƳŞƪ ǾŀƎȅ ǎȊƻƭƎłƭǘŀǘłǎ ƳŜƪƪƻǊŀ ŞǎȊƭŜƭǘ ŞǊǘŞƪŜǘ ƧŜƭŜƴǘ ŀ ŎŞƭǇƛŀŎ ǾŜǾǃƛƴŜƪΦ Iŀ ŀȊ łǊ ƴŜƳ 

Ŝ ƪŞǘ ƪƻǊƭłǘ ƪǀȊǀǘǘ ǾŀƴΣ ŀƪƪƻǊ ǾŀƎȅ ƴŜƳ ƭŜƘŜǘ ŜƭŀŘƴƛ ŀ ǘŜǊƳŞƪŜǘΣ ǾŀƎȅ Ƙŀ ƛƎŜƴΣ ŀƪƪƻǊ ǾŜǎȊǘŜǎŞƎŜǘ 

ŦƻƎ ǘŜǊƳŜƭƴƛΦ ałǊ ŞǾǘƛȊŜŘŜƪƪŜƭ ŜȊŜƭǃǘǘ ƝǊǘ ǘŀƴǳƭƳłƴȅŀƛƳōŀƴ ƳŜƎłƭƭŀǇƝǘƻǘǘŀƳ (Rekettye, 1997, 

1999), ƘƻƎȅ ŀ ǘŜŎƘƴƻƭƽƎƛŀƛ ƧŀǾŀƪƴłƭ ŜȊ ŀ ƪŞǘ ƪƻǊƭłǘ ŦƻƭȅŀƳŀǘƻǎŀƴ ǘłǾƻƭƻŘƛƪ ŜƎȅƳłǎǘƽƭ όсΦ łōǊŀύΣ 

ƴŀƎȅƻōō ƳƻȊƎłǎǘŜǊŜǘ ŀŘǾŀ ŀȊ łǊǇƻƭƛǘƛƪłƴŀƪΦ 

сΦ łōǊŀΥ !Ȋ łǊŀƪ ƳƻȊƎłǎǘŜǊŜ 

 

 

 

 

 

 

 

 

 

 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

YǀƭǘǎŞƎŜƪ 

!Ȋ ŜƭŀŘƽƪ 
haszna 

! ǾŜǾǃƪ 
haszna 

 

 

!Ȋ łǊ 

!ƭǎƽ ƪƻǊƭłǘ 

aƻȊƎłǎǘŞǊ 

CŜƭǎǃ ƪƻǊƭłǘ 
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4.1. ! ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ Ƙŀǘłǎŀ ŀȊ łǊƪŞǇȊŞǎ ŀƭǎƽ ƪƻǊƭłǘƧłǊŀ  

!Ȋ łǊŀƪ ŀƭŀƪƝǘłǎłƴŀƪ ŀƭǎƽ ƪƻǊƭłǘƧłǘ ŀ ƪǀƭǘǎŞƎŜƪ ƧŜƭŜƴǘƛƪΦ IƻǎǎȊŀōō ǘłǾƻƴ ŀ Ǿłƭƭŀƭŀǘ 

ƴȅŜǊŜǎŞƎŜǎǎŞƎŞƴŜƪ ŦŜƭǘŞǘŜƭŜ ŀȊΣ ƘƻƎȅ ŀȊ łǊōŀƴ ŀȊ ŜƎȅǎŞƎǊŜ Ŝǎǃ ǘŜƭƧŜǎ ƪǀƭǘǎŞƎ ƳŜƎǘŞǊǸƭƧǀƴΣ 

ƳƛƪǀȊōŜƴ ǊǀǾƛŘ ǘłǾǵ ǸȊƭŜǘǇƻƭƛǘƛƪŀƛ łǊ-ŀƪŎƛƽƪ ŜǎŜǘŞōŜƴ ŀȊ ƛǎ ŜƭŞƎΣ Ƙŀ ƭŜƎŀƭłōō ŀȊ ŜƎȅǎŞƎƴȅƛ 

ǾłƭǘƻȊƽ ƪǀƭǘǎŞƎŜƪ ǘŞǊǸƭƴŜƪ ƳŜƎΦ Iŀ ŜƎȅ ǘŜǊƳŞƪ ŜƭǃłƭƭƝǘłǎŀ ƪƛǎŜōō ƪǀƭǘǎŞƎŜƪƪŜƭ ǘǀǊǘŞƴƛƪΣ Ƴƛƴǘ 

ƪƻǊłōōŀƴΣ ŀƪƪƻǊ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎ-ƧŀǾǳƭłǎǊƽƭ ōŜǎȊŞƭǸƴƪΦ Iŀ ǾŞƎƛƎ ǘŜƪƛƴǘǸƴƪ ŀȊ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƳŀƪ 

ǘǀǊǘŞƴŜǘŞƴΣ ŀƪƪƻǊ ƳŜƎłƭƭŀǇƝǘƘŀǘƧǳƪΣ ƘƻƎȅ ƳƛƴŘŜƎȅƛƪ ƘŀǘŀƭƳŀǎ ƳŞǊǘŞƪǼ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎ-

ƧŀǾǳƭłǎǘ ŜǊŜŘƳŞƴȅŜȊŜǘǘΦ 9ƭŞƎΣ Ƙŀ Ŏǎŀƪ ŀ ǘǀƳŜƎǘŜǊƳŜƭŞǎ ƪƛŀƭŀƪǳƭłǎŀΣ ǾŀƎȅ ŀȊ ŀǳǘƻƳŀǘƛȊłƭłǎ 

ƪǀǾŜǘƪŜȊƳŞƴȅŜƛǊŜ ƎƻƴŘƻƭǳƴƪΦ  

aƻǎǘΣ ŀ ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ ŜƭŜƧŞƴ ƳƛƴŘŜƴ ǇǊƻƎƴƽȊƛǎ ŀȊǘ ǾŜǘƝǘƛ ŜƭǃǊŜΣ ƘƻƎȅ ŀȊ ŜƭƪǀǾŜǘƪŜȊǃ 

10-нл ŞǾōŜƴ ŀ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎƴŜƪ ς ŀ ƪƻǊłōōƛŀƪŀǘ ƳŜƎƘŀƭŀŘƽ ς ǊŀŘƛƪłƭƛǎ ƧŀǾǳƭłǎŀ ǾłǊƘŀǘƽΣ ŀƳƛ 

ŀȊǘ ƧŜƭŜƴǘƛΣ ƘƻƎȅ ŀȊ ŜƎȅǎŞƎƪǀƭǘǎŞƎŜƪ ς łƎŀȊŀǘƻƴƪŞƴǘ ǘŜǊƳŞǎȊŜǘŜǎŜƴ ŜƭǘŞǊǃ ƳŞǊǘŞƪōŜƴ ς 

ƧŜƭŜƴǘǃǎŜƴ ŎǎǀƪƪŜƴƴƛ ŦƻƎƴŀƪΦ ¢ŜƪƛƴǘǎǸƪ łǘΣ ƘƻƎȅ ƳŜƭȅ ƪǀƭǘǎŞƎŜƭŜƳŜƪ ƳƛƭȅŜƴ ƳŞǊǘŞƪōŜƴ 

ŞǊƛƴǘŜǘǘŜƪ ŜȊŜƪōŜƴ ŀ ŦƻƭȅŀƳŀǘƻƪōŀƴΗ wǸʲƳŀƴƴ Şǎ ǘłǊǎŀƛ ŀ ƴŞƳŜǘ ŀƭƪŀǘǊŞǎȊƎȅłǊǘłǎǊŀ 

ǾƻƴŀǘƪƻȊƽŀƴ ǾŞƎŜȊǘŜƪ ǎȊłƳƝǘłǎƻƪŀǘΣ Şǎ ƳŜƎłƭƭŀǇƝǘƻǘǘłƪΣ ƘƻƎȅ  

- !Ȋ ŜƭƪǀǾŜǘƪŜȊǃ р-мл ŞǾŜƴ ōŜƭǸƭ ŀ ƪǀȊǾŜǘƭŜƴ ƳǳƴƪŀōŞǊƪǀƭǘǎŞƎŜƪ ŀ Ƴŀƛ ǎȊƛƴǘƘŜȊ ƪŞǇŜǎǘ 

łǘƭŀƎƻǎŀƴ ол҈-ƪŀƭ ŦƻƎƴŀƪ ŎǎǀƪƪŜƴƴƛΦ 

- Ugyanilyen ƳŞǊǘŞƪǼ ŎǎǀƪƪŜƴŞǎ ǾłǊƘŀǘƽ ŀȊ ǸȊŜƳƛ łƭǘŀƭłƴƻǎ ƪǀƭǘǎŞƎŜƪ όƳǼƪǀŘǘŜǘŞǎƛ 

ƪǀƭǘǎŞƎŜƪύ ǘŜǊǸƭŜǘŞƴΦ 

- Az ŀƴȅŀƎƪǀƭǘǎŞƎŜƪ ǾłƭǘƻȊŀǘƭŀƴƻƪ ƳŀǊŀŘƴŀƪΣ ŘŜ ŀȊ ŀƴȅŀƎ- Şǎ łǊǳƳƻȊƎŀǘłǎƛΣ ƭƻƎƛǎȊǘƛƪŀƛ 

ƪǀƭǘǎŞƎŜƪ рл҈-ƻǎ ŎǎǀƪƪŜƴŞǎŜ ǇǊƻƎƴƻǎȊǘƛȊłƭƘŀǘƽΦ 

- A Ǿłƭƭŀƭŀǘƛ łƭǘŀƭłƴƻǎ ƪǀƭǘǎŞƎŜƪ (oǾŜǊƘŜŀŘ Ŏƻǎǘǎύ ǘŜǊǸƭŜǘŞƴ ол҈-ƻǎ ŎǎǀƪƪŜƴŞǎ 

ǇǊƻƎƴƻǎȊǘƛȊłƭƘŀǘƽΦ  

- !Ȋ αƻƪƻǎ ƎȅłǊέ ƳŜƎǘŜǊŜƳǘŞǎŜ ŀȊƻƴōŀƴ ƪƻƳƻƭȅ ōŜǊǳƘłȊłǎƻƪŀǘ ƪƝǾłƴ ƳŜƎΦ 9ȊŜƪ ǇŜŘƛƎ 

ƳŜƎƴǀǾŜƭƛƪ ŀȊ ŀƳƻǊǘƛȊłŎƛƽ ƳŞǊǘŞƪŞǘ ς mintegy 40%-ƪŀƭΦ 9Ȋ ŀ ƪǀƭǘǎŞƎŜƭŜƳ ŀȊ ŜƎȅŜǘƭŜƴΣ 

ŀƳŜƭȅƴŞƭ ƴǀǾŜƪŜŘŞǎŜ ǾłǊƘŀǘƽΦ  

- VŞƎǸƭ ƳŜƎłƭƭŀǇƝǘƧłƪΣ ƘƻƎȅ ŀ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎ ƴǀǾŜƪŜŘŞǎŜ Ƴƛŀǘǘ ŀȊ ǀǎǎȊŜǎ ƪǀƭǘǎŞƎ р-7%-os, 

Şǎ ŀ ƪƻƴǾŜǊȊƛƽǎ όŀƴȅŀƎƻƪ ƴŞƭƪǸƭƛύ ƪǀƭǘǎŞƎŜƪ нт-30%-ƻǎ ŎǎǀƪƪŜƴŞǎŜ ǾłǊƘŀǘƽΦ όwǀʲƳŀƴƴ Ŝǘ 

al., 2015, 11) 
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4.1.1. 9ƭǎǃ ƪƛǘŞǊǃΥ ŀ ƪǀƭǘǎŞƎŎǎǀƪƪŜƴŞǎ Ƙŀǘłǎŀ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎǊŀ 

;ǊŘŜƳŜǎ ƛǘǘ ŜƎȅ ƪƛǎ ƪƛǘŞǊǃǘ ǘŜƴƴǸƴƪ ŀ ƳǳƴƪŀōŞǊƪǀƭǘǎŞƎŜƪ ŎǎǀƪƪŜƴŞǎŜ ƪŀǇŎǎłƴΦ ! ƳǳƴƪŀōŞǊŜƪ 

ŀȊŞǊǘ ŦƻƎƴŀƪ ŎǎǀƪƪŜƴƴƛΣ ƳŜǊǘ ŀȊ αƻƪƻǎέ ƎȅłǊōŀƴ ǎƻƪƪŀƭ ƪŜǾŜǎŜōō ŜƳōŜǊǊŜ ƭŜǎȊ ǎȊǸƪǎŞƎΤ 

ƳǳƴƪłƧǳƪŀǘ ŀ ƎŞǇŜƪ ǾŜǎȊƛƪ łǘΦ Wƽ ǇŞƭŘŀ ŜǊǊŜ ŀ ƧŀǇłƴ hƪǳƳŀ ƎŞǇƎȅłǊǘƽ ǾłƭƭŀƭŀǘΣ ŀƳŜƭȅ ƘŜǘƛ ƘŞǘ 

ƴŀǇƻƴΣ ƴŀǇƛ нп ƽǊłōŀƴ ŘƻƭƎƻȊƛƪ ƳƛƴŘŜƴƴŜƳǼ ŜƳōŜǊƛ ōŜŀǾŀǘƪƻȊłǎ ƴŞƭƪǸƭΦ ! ƳŀƎŀǎŀƴ ƪǾŀƭƛŦƛƪłƭǘ 

Ƴǳƴƪłǘ ǾŞƎŜȊǃ ƻǇŜǊłǘƻǊƻƪ Ŏǎŀƪ ŦŜƭǸƎȅŜƭƛƪ ŀ ǊŜƴŘǎȊŜǊǘ (Dujin ς Geiisler, 2016, 7). {ƛƪŜǊǸƭǘ ƴŜƪƛƪ 

ŀ ƧŀǇłƴƻƪ łƭǘŀƭ ƴŀƎȅƻƪ ƪŜŘǾŜƭǘ kaizen ƳƽŘǎȊŜǊǘ ƛǎ ŀǳǘƻƳŀǘƛȊłƭƴƛΣ ŀƳƛƴŜƪ ŜǊŜŘƳŞƴȅŜƪŞǇǇŜƴ ŀ 

ƎȅłǊ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎŜ ǘǀōōǎȊǀǊǀǎŞǊŜ ƴǃǘǘΦ 9Ȋ ŀ ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ ŀȊƻƴ ƻƭŘŀƭŀΣ ŀƳŜƭȅŜǘ 

{ŎƘǿŀō ƭŜƘŜǘǎŞƎŜǎ ƴŀƎȅ ǾŜǎȊŞƭȅƪŞƴǘ ŀǇƻǎȊǘǊƻŦłƭǘΦ 9ƎȅŜǎ ƪǳǘŀǘƽƪ ǎȊŜǊƛƴǘ ǇƭΦ ŀȊ ¦{!-ban az 

ƛǇŀǊōŀƴ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪ ƪǀȊŜƭ ŦŜƭŜ Ǿŀƴ ƻƭȅŀƴ ǾŜǎȊŞƭȅōŜƴΣ ƘƻƎȅ ƳǳƴƪłƧǳƪŀǘ ƎŞǇŜƪ ǾŜǎȊƛƪ łǘΦ 9Ȋ 

ŀȊ ŀǊłƴȅ ƳŞƎ ƳŀƎŀǎŀōō ŀ ŦŜƧƭǃŘǃ ƻǊǎȊłƎƻƪōŀƴΣ ŀƳŜƭȅŜƪ ŀƭŀŎǎƻƴȅ ƘƻȊȊłŀŘƻǘǘ ŞǊǘŞƪǼ, 

ǎȊŜǊȊǃŘŞǎŜǎ ǘŜǊƳŜƭŞǎǊŜ ǎȊŀƪƻǎƻŘƻǘǘŀƪΦ  

!Ȋ ƻǇǘƛƳƛǎǘłōō ŜƭǃǊŜƧŜƭȊŞǎŜƪ ŀ ƪƛǎȊƻƭƎłƭƽ ǎȊƻƭƎłƭǘŀǘłǎƻƪΣ ƛƭƭŜǘǾŜ ŀȊ łƭǘŀƭłƴƻǎ ǎȊƻƭƎłƭǘŀǘłǎƻƪ 

ǘŜǊǸƭŜǘŞƴ ǵƧ ƳǳƴƪŀƘŜƭȅŜƪǊŜ ǎȊłƳƝǘŀƴŀƪΦ 9ƘƘŜȊ ŀȊƻƴōŀƴ ŀ ǊŜƴŘŜƭƪŜȊŞǎǊŜ łƭƭƽ ƳǳƴƪŀŜǊǃ 

ƪŞǇȊŜǘǘǎŞƎŞƴŜƪ Şǎ ƘƻȊȊłłƭƭłǎłƴŀƪ ƧŜƭŜƴǘǃǎ ǾłƭǘƻȊłǎłǊŀ Ǿŀƴ ǎȊǸƪǎŞƎΦ 9ȊȊŜƭ ƪŀǇŎǎƻƭŀǘōŀƴ 9Ǌƛƪ 

Brynjolfsson, az MIT (Massachusetts Institute of Technology) professzoǊŀ ŀ ../ ŜƎȅƛƪ ŀŘłǎłōŀƴ 

ƝƎȅ ƴȅƛƭŀǘƪƻȊƻǘǘΥ ά¢ƘŜ ŎƻƴŎŜǊƴ ƛǎ ǘƘŀǘ ǿŜ ŀǊŜ ƴƻǘ ǳǇŘŀǘƛƴƎ ƻǳǊ ŜŘǳŎŀǘƛƻƴΣ ǘǊŀƛƴƛƴƎ ŀƴŘ ǇƻƭƛǘƛŎŀƭ 

ƛƴǎǘƛǘǳǘƛƻƴǎ ǘƻ ƪŜŜǇ ǳǇΣέ ό! ǇǊƻōƭŞƳŀ ŀȊΣ ƘƻƎȅ ƴŜƳ ƪƻǊǎȊŜǊǼǎƝǘƧǸƪ ŀȊ ƻƪǘŀǘłǎǘΣ ŀ ǘƻǾłōōƪŞǇȊŞǎǘ 

Şǎ ŀ Ǉƻƭƛǘƛƪŀƛ ǎȊŜǊǾŜȊŜǘŜƪŜǘΣ ƘƻƎȅ ƭŞǇŞǎǘ ǘǳŘƧǳƴƪ ǘŀǊǘŀƴƛΦύ ;ǎ ǎȊŜǊƛƴǘŜ ŜȊ ŀȊȊŀƭ ǾŞƎȊǃŘƘŜǘΣ ƘƻƎȅ 

ǎƻƪ ŜƳōŜǊǘ ŦƻƎǳƴƪ ŜƭǾŜǎȊƝǘŜƴƛ (Gray, 2017). 

4.1.2. ałǎƻŘƛƪ ƪƛǘŞǊǃΥ YǀƭǘǎŞƎŀƭŀƪǳƭłǎ ŀ ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ forradalom łƭǘŀƭ ƴŜƳ ŞǊƛƴǘŜǘǘ 

ǘŜǊǸƭŜǘŜƪŜƴ 

! ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ ŀ ǘłǊǎŀŘŀƭƻƳ ŎǎŀƪƴŜƳ ƳƛƴŘŜƴ ǘŜǊǸƭŜǘŞǊŜ ŞǊŜȊƘŜǘǃ Ƙŀǘłǎǘ ŦƻƎ 

ƎȅŀƪƻǊƻƭƴƛΦ ±ŀƴƴŀƪ ŀȊƻƴōŀƴ ƻƭȅŀƴ ǘŜǊǸƭŜǘŜƛ ƛǎ ŀ ǘłǊǎŀŘŀƭƻƳƴŀƪΣ ŀƳŜƭȅŜƪƴŞƭ ŜȊ ŀ Ƙŀǘłǎ Ŏǎŀƪ 

ƪŜǾŞǎōŞ ŞǊȊǃŘƛƪ ƳŀƧŘΦ LƭȅŜƴ ǇŞƭŘłǳƭ ŀ ƪǳƭǘǵǊŀ ǎƻƪ ǘŜǊǸƭŜǘŜΣ ŀȊ ƻƪǘŀǘłǎ ŜƎȅŜǎ ǊŞǎȊŜƛΣ ŀȊ ƻǊǾƻǎƭłǎ 

ŜƎȅŜǎ ǘŜǊǸƭŜǘŜƛ ǎǘōΦ 9ȊŜƪ ŀ ǘŜǊǸƭŜǘŜƪ ŀȊƻƪΣ ŀƳŜƭȅŜƪƴŞƭ ŀȊ ŜƳōŜǊƛ ƪǀȊǊŜƳǼƪǀŘŞǎ ƳŜƎƘŀǘłǊƻȊƽ 

ƳŀǊŀŘ ŀ ƧǀǾǃōŜƴ ƛǎΦ ! ƪŞǊŘŞǎ ŀȊΣ ƘƻƎȅ ŀ ƪǀƭǘǎŞƎŎǎǀƪƪŜƴŞǎ ƛǘǘ ƛǎ ŞǊȊǃŘƛƪ-e, vagy sem. Nos, a 

ǾłƭŀǎȊǘ ŜǊǊŜ ŀ ƪǀȊŜƭƳǵƭǘōŀƴ ŜƭƘǳƴȅǘ ²ƛƭƭƛŀƳ .ŀǳƳƻƭ αƪǀƭǘǎŞƎōŜǘŜƎǎŞƎέ ƴŞǾŜƴ ŜƭƘƝǊŜǎǸƭǘ 

ŜƭƳŞƭŜǘŜ ŀŘƧŀ ƳŜƎΦ !Ȋ ŜƭƳŞƭŜǘ ǎȊŜǊƛƴǘ ŀ ǘŜǊƳŜƭŞǎōŜƴ ƳŜƎǾŀƭƽǎǳƭƽ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎ-ƴǀǾŜƪŜŘŞǎ 

ƭŜƘŜǘǃǾŞ ǘŜǘǘŜ Şǎ ς ŞǊǘƘŜǘǃ ƳƽŘƻƴ ς ŜƎȅǸǘǘ ƧłǊǘ ŀȊ ƻǘǘ ŘƻƭƎƻȊƽƪ ōŞǊŜƳŜƭƪŜŘŞǎŞǾŜƭΦ bƻǎΣ .ŀǳƳƻƭ 
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ǇŞƭŘłƧłǘ ƘŀǎȊƴłƭǾŀΣ ŜƎȅ ǾƻƴƽǎƴŞƎȅŜǎǘǃƭ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎ-ŜƳŜƭƪŜŘŞǎ ŜƎȅłƭǘŀƭłƴ ƴŜƳ ǾłǊƘŀǘƽΣ ŘŜ 

Ƙŀ ŀȊ ǃ ōŞǊǸƪŜǘ ƴŜƳ ŜƳŜƭǘŞƪ ǾƻƭƴŀΣ ŀƪƪƻǊ ǇłƭȅłƧǳƪŀǘ ŜƭƘŀƎȅǾŀ ŀȊ ƛǇŀǊōŀƴ Ǿłƭƭŀƭǘŀƪ Ǿƻƭƴŀ 

Ƴǳƴƪłǘ (Lee, 2017).  

! ƎȅłǊƛǇŀǊōŀƴ ƳŜƎǾŀƭƽǎǳƭƽ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎ-ƴǀǾŜƪŜŘŞǎ ƭŜƘŜǘǃǾŞ ǘŜǎȊƛ ŜōōŜƴ ŀ ǎȊŜƪǘƻǊōŀƴ ŀȊ 

łǊŀƪ ŎǎǀƪƪŜƴǘŞǎŞǘ Şǎ ŜƎȅƛŘŜƧǼƭŜƎ ŀ ōŞǊŜƪ ŜƳŜƭŞǎŞǘΦ 9Ȋ ŀȊƻƴōŀƴ ǎȊǸƪǎŞƎǎȊŜǊǼǾŞ ǘŜǎȊƛ ŀ ƳŀƎŀǎ 

ŜƳōŜǊƛ ƳǳƴƪłǊŀ ŞǇǸƭǃ ǎȊƻƭƎłƭǘŀǘłǎƻƪōŀƴ ŀ ōŞǊŜƪ ŜƳŜƭŞǎŞǘ, Şǎ ŜȊǘ ŦŜŘŜȊŜƴŘǃΣ ŀȊ łǊŀƪ ŜƎȅƛŘŜƧǼ 

ƴǀǾŜƭŞǎŞǘ ƛǎΦ  

4.2. ! ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ Ƙŀǘłǎŀ ŀȊ łǊƪŞǇȊŞǎ ŦŜƭǎǃ ƪƻǊƭłǘƧłǊŀ 

!Ȋ łǊŀƪ ƪƛŀƭŀƪƝǘłǎłƴŀƪ ŦŜƭǎǃ ƪƻǊƭłǘƧłǘ ŀ ǾŜǾǃƪ łǊŜƭŦƻƎŀŘłǎƛ ƘŀƧƭŀƴŘƽǎłƎŀ ƪŞǇŜȊƛΦ !Ȋ łǊŜƭŦƻƎŀŘłǎƛ 

ƘŀƧƭŀƴŘƽǎłƎƻǘ ǇŜŘƛƎ ŀȊ ŞǎȊƭŜƭǘ ǾŜǾǃŞǊǘŞƪ ōŜŦƻƭȅłǎƻƭƧŀΤ ŀȊŀȊ ŀ ǾŜǾǃƪ ǘǀōōǎŞƎŜ ŀ ǾłǎłǊƭłǎǊŀ 

ǾƻƴŀǘƪƻȊƽ ŘǀƴǘŞǎŞǘ ŀ ǘŜǊƳŞƪ łƭǘŀƭ ƴȅǵƧǘƻǘǘ ƘŀǎȊƴƻǎǎłƎ Şǎ ŀȊ ŀƴƴŀƪ ƳŜƎǎȊŜǊȊŞǎŞŞǊǘ ǘŜǘǘ 

ǊłŦƻǊŘƝǘłǎƻƪ όƪǀȊǀǘǘǸƪ ƪƛŜƳŜƭǘŜƴ ŀȊ łǊύ ƳŞǊƭŜƎŜƭŞǎŜ ŀƭŀǇƧłƴ ƘƻȊȊŀ ƳŜƎΦ ! Ƴǵƭǘ ŜƭŜƳȊŞǎŜ ŀȊǘ 

ƛƎŀȊƻƭƧŀΣ ƘƻƎȅ ŀȊ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƳŀƪΣ ŀȊ ƛǇŀǊ ŦŜƧƭǃŘŞǎŜΣ ŀ ǎƻƪŀǎƻŘƽ ƛƴƴƻǾłŎƛƽƪ ŦƻƭȅŀƳŀǘƻǎŀƴ 

ƴǀǾŜƭǘŞƪ ŀ ƪƛōƻŎǎłǘƻǘǘ ǘŜǊƳŞƪŜƪ ƘŀǎȊƴƻǎǎłƎłǘΦ  

! ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳōŀƴ ŜȊ ŀ ŦƻƭȅŀƳŀǘ ǊŀŘƛƪłƭƛǎŀƴ ŦŜƭŜǊǃǎǀŘƛƪΦ ! ǘŀƴǳƭƳłƴȅ Ŝƭǎǃ 

ǊŞǎȊŞōŜƴ ŦŜƭǎƻǊƻƭǘ ŜǎȊƪǀȊǀƪ ό{a!/¢ύ ǀǎǎȊŜƪŀǇŎǎƻƭǘ ŀƭƪŀƭƳŀȊłǎŀ ƭŜƘŜǘǃǾŞ ǘŜǎȊƛΣ ƘƻƎȅ 

- ! ǾŜǾǃƪŜǘ ƳłǊ ŀ ǘŜǊƳŞƪŦŜƧƭŜǎȊǘŞǎ ƪƻǊŀƛ ŦłȊƛǎłōŀ ōŜǾƻƴǾŀ ǎƻƪƪŀƭ ǾŜǾǃōŀǊłǘ ǘŜǊƳŞƪŜƪŜǘ 

fejlesszenek. 

- ! ǘŜǊƳŞƪŦŜƧƭŜǎȊǘŞǎ ƛŘŜƧŞǘ ŀ ǎȊƛƳǳƭłŎƛƽǎ ǘŜǎȊǘŜƪ Şǎ ŀ о5 ƴȅƻƳǘŀǘłǎ ǎƻƪƪŀƭ ƎȅƻǊǎŀōōł ǘŜǎȊƛΣ 

ŜȊŞǊǘ ŀ ǇƛŀŎǊŀ ƪŜǊǸƭŞǎ ƛŘŜƧŜ ǊŀŘƛƪłƭƛǎŀƴ ŎǎǀƪƪŜƴƧŜƴΦ 

- ! ƎȅłǊǘƻǘǘ ǘŜǊƳŞƪŜƪ ƳƛƴǃǎŞƎŜ ŀ Ǌƻōƻǘƻƪ ƘŀǎȊƴłƭŀǘłǾŀƭ Şǎ ŀȊ ŜƳōŜǊƛ Ƴǳƴƪŀ 

ƪƛƪǸǎȊǀōǀƭŞǎŞǾŜƭ ǎƻƪƪŀƭ Ƨƻōō ƭŜǎȊΦ 

- ! ŘƛƎƛǘŀƭƛȊłŎƛƽ ς ŦǃƭŜƎ ŀȊ Lƻ¢ όLƴǘŜǊƴŜǘ ƻŦ ¢ƘƛƴƎǎύ ƻƭȅŀƴ ǵƧ ŦǳƴƪŎƛƽƪŀǘ ǘǳŘ ŀ ǘŜǊƳŞƪŜƪƘŜȊ 

ǘłǊǎƝǘŀƴƛΣ ŀƳŜƭȅŜƪ ƳŜƎƪǀƴƴȅƝǘƛƪ ŀƴƴŀƪ ƘŀǎȊƴłƭŀǘłǘΣ ōƛȊǘƻƴǎłƎƻǎŀōōłΣ ǎǃǘ ŞƭǾŜȊŜǘŜǎŜōōŞ 

teszik azokat. 

- !Ȋ ǵƧ ǘŜŎƘƴƻƭƽƎƛŀ ŀƭŀŎǎƻƴȅŀōō ƪǀƭǘǎŞƎƎŜƭ ƭŜǎȊ ƪŞǇŜǎ ŀ ǘŜǊƳŞƪŜƪ ƛƴŘƛǾƛŘǳŀƭƛȊłƭłǎłǊŀΣ 

ǎȊŜƳŞƭȅǊŜ ǎȊŀōƻǘǘł ǘŞǘŜƭŞǊŜΦ 

mǎǎȊŜŦƻƎƭŀƭǾŀ ƳŜƎłƭƭŀǇƝǘƘŀǘƽΣ ƘƻƎȅ ŀ ǘŜŎƘƴƻƭƽƎƛŀ łƭǘŀƭ ŞǊƛƴǘŜǘŜǘǘ ǘŜǊǸƭŜǘŜƪŜƴ ŀȊ łǊƪŞǇȊŞǎǘ 

ƳŜƎƘŀǘłǊƻȊƽ ǾŜǾǃŞǊǘŞƪ ǊƻƘŀƳƻǎ ƴǀǾŜƪŜŘŞǎŜ ǾłǊƘŀǘƽΣ ŀƳŜƭȅ ŀȊ łǊƪŞǇȊŞǎ ŦŜƭǎǃ ƪƻǊƭłǘƧłƴŀƪ 
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ƳŜƎƘŀǘłǊƻȊƽƧŀΦ [łǘƘŀǘƽ ǘŜƘłǘΣ ƘƻƎȅ ƳƝƎ ŀȊ ŀƭǎƽ ƪƻǊƭłǘ ƭŜŦŜƭŞΣ ŀŘŘƛƎ ŀ ŦŜƭǎǃ ƪƻǊƭłǘ ŦŜƭŦŜƭŞ ƳƻȊƻƎΤ 

mindez ŀȊǘ ŜǊŜŘƳŞƴȅŜȊƛΣ ƘƻƎȅ ŀȊ łǊƪƛŀƭŀƪƝǘłǎ ƳƻȊƎłǎǘŜǊŜ ǊƻƘŀƳƻǎŀƴ ƴǀǾŜƪŜŘƴƛ ŦƻƎΦ   

4.3. !Ȋ łǊŀƪ ǾłǊƘŀǘƽ ŀƭŀƪǳƭłǎŀ   

! ƴŀƎȅ ƪŞǊŘŞǎ ŀȊΣ ƘƻƎȅ ŜōōŜƴ ŀ ς ǘŜŎƘƴƻƭƽƎƛŀ łƭǘŀƭ ŞǊƛƴǘŜǘǘ ς ǎȊŦŞǊłōŀƴ ŀȊ łǊŀƪ ƳƛƪŞǇǇŜƴ ŦƻƎƴŀƪ 

ƳƻȊƻƎƴƛΦ ±ŀƧƻƴ ƪǀǾŜǘƛƪ-Ŝ ŀ ƪǀƭǘǎŞƎŎǎǀƪƪŜƴŞǎǘ Şǎ ƭŜŦŜƭŞ ƳƻȊƻƎƴŀƪΣ ǾŀƎȅ ŀ ǾŜǾǃŞǊǘŞƪ 

ƴǀǾŜƪŜŘŞǎŜ Ƴƛŀǘǘ ŞǇǇŜƴ ŦŜƭŦŜƭŞΦ bŞȊȊǸƪ ƳŜƎΣ Ƴƛ ǘǀǊǘŞƴǘ ŀ ƳǵƭǘōŀƴΦ ! тΦ łōǊŀ ƴŞƘłƴȅ 

ǘŜǊƳŞƪŎǎƻǇƻǊǘ ŜƭƳǵƭǘ ос ŞǾƛ łǊŀƭŀƪǳƭłǎǘ ƳǳǘŀǘƧŀ ōŜ ŀȊ 9ƎȅŜǎǸƭǘ #ƭƭŀƳƻƪōŀƴΦ  

тΦ łōǊŀΦ 9ƎȅŜǎ ǘŜǊƳŞƪŜƪ łǊŀƭŀƪǳƭłǎŀ ŀȊ ¦{!-ban (1980-2016) 

 

CƻǊǊłǎΥ ±ƻȄΣ .ǳǊŜŀǳ ƻŦ [ŀōƻǊ {ǘŀǘƛǎǘƛŎǎ 

bƻǎΣ ŀȊ ŀƳŜǊƛƪŀƛ ǇŞƭŘŀ ƴŀƎȅǊŞǎȊǘ ƛƎŀȊƻƭƧŀ ŀ .ŀǳƳƻƭ ŦŞƭŜ αƪǀƭǘǎŞƎōŜǘŜƎǎŞƎέ ŜƭƳŞƭŜǘŜǘΦ 5Ŝ ƴŀƎȅƻƴ 

Ƙŀǎƻƴƭƽ ŜǊŜŘƳŞƴȅǊŜ ƧǳǘǳƴƪΣ Ƙŀ ǇŞƭŘłǳƭ ŀȊ łǊŀƪ ƳŀƎȅŀǊƻǊǎȊłƎƛ ŀƭŀƪǳƭłǎłǘ ǾƛȊǎƎłƭƧǳƪΦ YƻǊłōōƛ 

ƪǀƴȅǾǸƴƪōŜƴ (Rekettye, 2011) Ƴƛ ƛǎ ǾƛȊǎƎłƭǘǳƪ ŜȊǘΣ Şǎ ŀǊǊŀ ŀ ƳŀƎłƭƭŀǇƝǘłǎǊŀ ƧǳǘƻǘǘǳƴƪΣ ƘƻƎȅ ƳƝƎ 

ŀ ǘŜŎƘƴƛƪŀƛ ǘŜǊƳŞƪŜƪ łǊŀ ŀ ǊŜƴŘǎȊŜǊǾłƭǘłǎǘ ƪǀǾŜǘǃŜƴ ǊŜłƭŞǊǘŞƪōŜƴ ƧŜƭŜƴǘǃǎŜƴ ŎǎǀƪƪŜƴǘΣ ŀŘŘƛƎ 

CŜƭǎǃƻƪǘŀǘłǎƛ 
ǘŀƴŘƝƧŀƪ 

9ƎŞǎȊǎŞƎǸƎȅ 

[ŀƪłǎǸƎȅ 
;ǘǘŜǊƳƛ łǊŀƪ 
;ƭŜƭƳƛǎȊŜǊ łǊŀƪ 
 
¨Ƨ ŀǳǘƽƪ 
wǳƘłȊŀǘ 
.ǵǘƻǊ 

WłǘŞƪƻƪ 
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ŀȊ ŜƳōŜǊƛ Ƴǳƴƪłƴ ŀƭŀǇǳƭƽ ǎȊƻƭƎłƭǘŀǘłǎƻƪ łǊŀ ƴǀǾŜƪŜŘŜǘǘΦ błƭǳƴƪ ŀ ŦŜƭǎǃƻƪǘŀǘłǎǘ Şǎ ŀȊ 

ŜƎŞǎȊǎŞƎǸƎȅŜǘ ς ŞǊǘŜƭŜƳǎȊŜǊǼŜƴ ς ƴŜƳ ƭŜƘŜǘŜǘǘ ǾƛȊǎƎłƭƴƛΣ ŘŜ ŀ ƭŜƎƳŀƎŀǎŀōō ƴǀǾŜƪŜŘŞǎǘ ŀ 

ƧłǊƳǼǾŜȊŜǘǃƛ ŜƴƎŜŘŞƭȅŜƪ ƳŜƎǎȊŜǊȊŞǎŞƴŜƪ łǊŀ ƳǳǘŀǘǘŀΦ  

¢ŞƳłƴƪ ǎȊŜƳǇƻƴǘƧłōƽƭ ŀȊƻƴōŀƴ ŀȊ ŀȊ ŞǊŘŜƪŜǎΣ ƘƻƎȅ Ƴƛ ǘǀǊǘŞƴƛƪ ŀ ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ 

ƭŜǾłƭǘƽ ƛƴƴƻǾłŎƛƽǎ ƪǀǊǸƭƳŞƴȅŜƛ ƪǀȊǀǘǘΦ aŜƎƎȅǃȊǃŘŞǎŜƳΣ ƘƻƎȅ ǳƎȅŀƴŜȊŜƴ ǘŜƴŘŜƴŎƛłƪ 

ŦƻƭȅǘŀǘƽŘƴŀƪΣ ŘŜ ƎȅƻǊǎǳƭƽ ǸǘŜƳōŜƴΦ !ȊΣ ƘƻƎȅ ŀȊ łǊŀƪ ƳƛƭȅŜƴ ƳŞǊǘŞƪōŜƴ ŦƻƎƧłƪ ŀ ŎǎǀƪƪŜƴǃ 

ƪǀƭǘǎŞƎŜƪŜǘ ƪǀǾŜǘƴƛΣ ǘǀōō ǘŞƴȅŜȊǃ ŦǸƎƎǾŞƴȅŜ ƭŜǎȊΥ 

- aƛƭȅŜƴ ƘŀǘŀƭƳƛ ǾƛǎȊƻƴȅƻƪ ǳǊŀƭƪƻŘƴŀƪ ƳŀƧŘ ŀȊ ŀŘƻǘǘ łƎŀȊŀǘ ǇƛŀŎłƴΣ ƪƛƪ ƭŜǎȊƴŜƪ ŀ ǇƛŀŎ 

ŘƻƳƛƴłƴǎ ǎȊŜǊŜǇƭǃƛΚ 

- aƛƪŞǇǇŜƴ ŀƭŀƪǳƭ ŀȊ łƭǘŀƭǳƴƪ łǊōǵƧƽŎǎƪłƴŀƪ ƴŜǾŜȊŜǘǘ ƧłǘǎȊƳŀ ŀ ƪƝƴłƭƽƪ Şǎ ŀ ǾŜǾǃƪ ƪǀȊǀǘǘ 

(Rekettye ς Liu, 2018)? 

- aƛƭȅŜƴ ǸȊƭŜǘǇƻƭƛǘƛƪŀ ƭŜǎȊ ŀ ƳŜƎƘŀǘłǊƻȊƽ ŀȊ ŀŘƻǘǘ łƎŀȊŀǘōŀƴΚ 

 [9I9¢{;D9{ «½[9¢th[L¢LY#Y ! 5LDL¢#[L{ mw±;b¸ Yhw{½!Y#.!b 

! ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅōŜƴ ƭŞǾǃ ŎŞƎŜƪ ƪŞǘ ƴŀƎȅ ǊŞǎȊǊŜΣ ŀ ƭŜǾłƭǘƽƪ Şǎ ŀ ƭŜǾłƭǘƻǘǘŀƪ όŘƛǎǊǳǇǘƻǊǎΣ 

ŘƛǎǊǳǇǘŜŘǎύ ŎǎƻǇƻǊǘƧłǊŀ ƻǎȊǘƘŀǘƽƪΦ ! ƭŜǾłƭǘƽƪ ς Şǎ ǾŀƭƽƧłōŀƴ ŀ ǾŞŘŜƪŜȊǃ ƭŜǾłƭǘŀƴŘƽƪ ƛǎ ς 

ŀƭŀǇǾŜǘǃŜƴ ƪŞǘŦŞƭŜ ǸȊƭŜǘǇƻƭƛǘƛƪłǘ ŦƻƭȅǘŀǘƘŀǘƴŀƪΦ 9Ȋ ŀ ƪŞǘŦŞƭŜ ǸȊƭŜǘǇƻƭƛǘƛƪŀ ǎȊŜǊǾŜǎŜƴ ƪǀǾŜǘƪŜȊƛƪ 

ŀōōƽƭ ŀ ƎƻƴŘƻƭŀǘƳŜƴŜǘōǃƭΣ ŀƳŜƭȅƛƪŜǘ ŀȊ łǊǇƻƭƛǘƛƪŀ ŀƭǎƽ Şǎ ŦŜƭǎǃ ƪƻǊƭłǘƧłǊƽƭ ƝǊǘǳƴƪΥ 

- #Ǌ-ŎŜƴǘǊƛƪǳǎ ǸȊƭŜǘƛ ƳƻŘŜƭƭΦ 9Ȋ ŀȊ ǸȊƭŜǘǇƻƭƛǘƛƪŀ ƪƝǾłƴ ŀ ǾŜǾǃƪƴŜƪ ŞǊǘŞƪŜǘ ǘŜǊŜƳǘŜƴƛΣ ƘƻƎȅ ŀ 

ƪǀƭǘǎŞƎŜƪ ŎǎǀƪƪŜƴǘŞǎŞǘ ƪǀȊŞǇǇƻƴǘōŀ ƘŜƭȅŜȊǾŜΣ ƳƛƴŞƭ ŀƭŀŎǎƻƴȅŀōō łǊŀƪƪŀƭ ƪƝƴłƭƧŀ 

ǘŜǊƳŞƪŜƛǘΣ Şǎ ŀ ǾŜǊǎŜƴȅǘłǊǎŀƪƴłƭ ŀƭŀŎǎƻƴȅŀōō łǊŀƪƪŀƭ ƪƝǾłƴ ǾŜǊǎŜƴȅŜƭǃƴȅǊŜ ǎȊŜǊǘ ǘŜƴƴƛΦ  

- ±ŜǾǃŞǊǘŞƪ-ŎŜƴǘǊƛƪǳǎ ǸȊƭŜǘƛ ƳƻŘŜƭƭΦ ! Ƴłǎƛƪ ƛǊłƴȅ ǇŜŘƛƎ ŀȊΣ ŀƳŜƭȅƛƪ ŀ ǾŜǊǎŜƴȅǘłǊǎŀƪƴłƭ 

ƳŀƎŀǎŀōō ǾŜǾǃŞǊǘŞƪŜǘ ƴȅǵƧǘƽ ǘŜǊƳŞƪŜƛǾŜƭ ƪƝǾłƴ ƪŜŘǾŜȊǃ ǇƻȊƝŎƛƽƪǊŀ ǎȊŜǊǘ ǘŜƴƴƛ ŀ 

versenyben.   

5.1. #Ǌ-centrikus ǸȊƭŜǘƛ ƳƻŘŜƭƭ 

! ƭŜǾłƭǘƽƪ ƪŜŘǾŜƴŎ ǸȊƭŜǘƛ ƳƻŘŜƭƭƧŜΦ {ƻƪǎȊƻǊ ƻƭȅŀƴ ǵƧǎȊŜǊǼΣ ƴŜƳ ƪƻƴǾŜƴŎƛƻƴłƭƛǎ ƳŜƴŜŘȊǎƳŜƴǘ 

ƳƽŘǎȊŜǊŜƪŜǘ ŀƭƪŀƭƳŀȊƴŀƪ ǇŞƭŘłǳƭ ŀȊ Ŝƭƭłǘłǎƛ ƭłƴŎōŀƴΣ ŀ ƳǳƴƪŀŜǊǃǾŜƭ Ǿŀƭƽ ƎŀȊŘłƭƪƻŘłǎōŀƴΣ Şǎ 
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ŦǃƭŜƎ ŀ ǘŜǊƳŜƭŞǎōŜƴΣ ŀƳŜƭȅŜƪ ǊŞǾŞƴ ƪǀƭǘǎŞƎŜƭǃƴȅǊŜ ǘŜƘŜǘƴŜƪ ǎȊŜǊǘΦ ¢ǀōōŦŞƭŜ ƳƽŘǎȊŜǊ 

ŦƛƎȅŜƭƘŜǘǃ ƳŜƎ ƳłǊ Ƴŀ ƛǎΥ 

- LƴƎȅŜƴŜǎ ƪƝƴłƭŀǘΦ CǃƭŜƎ ŀ ǘŜƭŜƪƻƳƳǳƴƛƪłŎƛƽōŀƴ ŀƭƪŀƭƳŀȊƻǘǘ ƳƽŘǎȊŜǊΣ ƘƻƎȅ ƻƭȅŀƴ 

ŘƻƭƎƻƪŀǘ ŀŘƴŀƪ ƛƴƎȅŜƴΣ ŀƳŜƭȅŜƪŞǊǘ ƪƻǊłōōŀƴ ŦƛȊŜǘƴƛ ƪŜƭƭŜǘǘΦ 9Ȋǘ ŦǃƭŜƎ ƻǘǘ ƭŜƘŜǘ ƳŜƎǘŜƴƴƛΣ 

ŀƘƻƭ ŀ ǾłƭǘƻȊƽ ƪǀƭǘǎŞƎŜƪ ŀƭŀŎǎƻƴȅŀƪΣ ŀ ƳŀǊƎƛƴłƭƛǎ ǾłƭǘƻȊƽ ƪǀƭǘǎŞƎ ǇŜŘƛƎ ǎȊƛƴǘŜ ƴǳƭƭŀΦ ! 

{ƪȅǇŜ όƘŀƴƎ Şǎ ǾƛŘŜƽƘƝǾłǎύΣ ŀ {ǇƻǘƛŦȅ όȊŜƴŜύΣ ŀ 5ǊƻǇōƻȄ όƻƴƭƛƴŜ ǘłǊƻƭłǎύ ŜƳƭƝǘƘŜǘǃ 

ǇŞƭŘŀƪŞƴǘΦ ! ƳŀƎŀǎŀōōΣ ǇǊŞƳƛǳƳ ǎȊƻƭƎłƭǘŀǘłǎŞǊǘ ǇŜǊǎȊŜ ƳłǊ ŦƛȊŜǘƴƛ ƪŜƭƭΦ 

- ! ƪǀƭǘǎŞƎŜƪ ƳŜƎƻǎȊǘłǎŀ ŀȊ ƛƎŞƴȅōŜ ǾŜǾǃƪ ƪǀȊǀǘǘΦ tŞƭŘŀ DǊƻǳǇƻƴΦ  

- YŜƳŞƴȅ ŀƭƪǳ ǎŜƎƝǘŞǎŜΦ ! ¢ǊƛǾŀƎƻ όǳǘŀȊłǎΣ ǎȊłƭƭłǎύ ǇŞƭŘłƧŀ ƘƻȊƘŀǘƽ ŦŜƭΦ   

- CƻǊŘƝǘƻǘǘ ŀǳƪŎƛƽΦ 9ƴƴŞƭ ŀ ǾŜǾǃ ŀŘƧŀ ƳŜƎ ŀȊ łǊŀǘΦ 

- ! ƘŀǎȊƴłƭŀǘ ǎȊŜǊƛƴǘƛ ŦƛȊŜǘŞǎΦ ! ƪƻǊłōōƛ ŦƛȄ łǊ ƘŜƭȅŜǘǘ ŀ ǾŜǾǃ Ŏǎŀƪ ŀƴƴȅƛǘ ŦƛȊŜǘΣ ŀƳŜƴƴȅƛǘ 

igŞƴȅōŜ ǾŜǎȊƛ ŀ ǎȊƻƭƎłƭǘŀǘłǎǘΣ ǾŀƎȅ ƘŀǎȊƴłƭƧŀ ŀ ǘŜǊƳŞƪŜǘΦ  

5.2. ! ǾŜǾǃŞǊǘŞƪ-ŎŜƴǘǊƛƪǳǎ ǸȊƭŜǘƛ ƳƻŘŜƭƭ 

9Ȋ ŀȊ ǸȊƭŜǘƛ ƳƻŘŜƭƭ ς ŀȊ ŀƭŀŎǎƻƴȅŀōō łǊŀƪ ƳŜƭƭŜǘǘ ς ƳŀƎŀǎŀōō ǾŜǾǃŞǊǘŞƪŜǘ όƪƻǊǎȊŜǊǼōō 

ǘŜǊƳŞƪŜƪŜǘΣ ƴŀƎȅƻōō ƪŞƴȅŜƭƳŜǘ ǎǘōΦύ ƪƝǾłƴ ƴȅǵƧǘŀƴƛ ŀ ǾŜǾǃƪƴŜƪΦ ! ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅōŜƴ ƭŞǾǃƪ 

ŀƭŀǇŜƭǾŜΣ ƘƻƎȅ ƳƛƴŘŜƴ ŘƛƎƛǘŀƭƛȊłƭŀƴŘƽΣ ŀƳƛ ƭŜƘŜǘǎŞƎŜǎΦ NƎȅ ǎƻƪǎȊƻǊΣ ŀƳƛ ƪƻǊłōōŀƴ ŦƛȊƛƪŀƛ ƧŜƭƭŜƎǼ 

ǾƻƭǘΣ Ƴŀ ƳłǊ ǎȊƻƭƎłƭǘŀǘłǎƪŞƴǘ ƪŀǇŎǎƻƭƘŀǘƽ ŀ ǘŜǊƳŞƪƘŜȊΦ bŞƘłƴȅ ŀȊ ŀƭƪŀƭƳŀȊƻǘǘ ƳƽŘǎȊŜǊŜƪ 

ƪǀȊǸƭΥ 

- LƴƎȅŜƴŜǎ ƪƛǇǊƽōłƭƘŀǘƽǎłƎΦ 

- ! ƪǀȊǾŜǘƝǘǃƪ ƪƛƪŀǇŎǎƻƭłǎŀΣ ŀ ǾŜǾǃƪ ōŜǾƻƴłǎŀ ŀȊ ŜƭŀŘłǎōŀ ό5ƻ ƛǘ ¸ƻǳǊǎŜƭŦύΦ 

- ¢ŜƭƧŜǎ ƳŞǊǘŞƪǼ ǘŜǎǘǊŜ ǎȊŀōłǎΦ  

- ¨Ƨ ŘƛƎƛǘłƭƛǎ ŦǳƴƪŎƛƽƪ ƪƛŀƭŀƪƝǘłǎŀ ŀ ǘŜǊƳŞƪŜƪŜƴΦ 

- ! ǘŜǊƳŞƪ ƴŀƎȅƻƴ ƎȅƻǊǎ Şǎ ƪŞƴȅŜƭƳŜǎ ǊŜƴŘŜƭƪŜȊŞǎǊŜ ōƻŎǎłǘłǎŀΦ 

- ! ǾłǎłǊƭłǎ ƳŜƎƪǀƴƴȅƝǘŞǎŜ ǎǘōΦ 

! ƪŞǘ ǸȊƭŜǘƛ ƳƻŘŜƭƭ ŀ ǾŀƭƽǎłƎōŀƴ ƴŜƳ ƪǸƭǀƴǸƭ Ŝƭ ŜƴƴȅƛǊŜ ŜƎȅƳłǎǘƽƭΦ ! ŎŞƎŜƪ ǘǀōōǎŞƎŜ Ŝ ƪŞǘ 

ƳƻŘŜƭƭ ŀƭŀǇŜƭǾŜƛǘ ŜƎȅƛŘŜƧǼƭŜƎ ŀƭƪŀƭƳŀȊȊŀΥ ŀƭŀŎǎƻƴȅŀōō ŜƎȅǎŞƎƪǀƭǘǎŞƎŜƪ ƳŜƭƭŜǘǘ ƴǀǾŜƭƛƪ ŀ 

ǘŜǊƳŞƪ ǾŜǾǃŞǊǘŞƪŞǘΦ 9Ȋ ŀ ƳŜƴŜŘȊǎƳŜƴǘ-ƳƽŘǎȊŜǊ ŀȊƻƴōŀƴ ƴŜƳ ŜƎȅǎȊŜǊǼΦ  



 
260 

 

!ƘƘƻȊΣ ƘƻƎȅ ŀ Ǿłƭƭŀƭŀǘƻƪ ŀ ƴŜƎȅŜŘƛƪ ƛǇŀǊƛ ŦƻǊǊŀŘŀƭƻƳ Şǎ ŀ ŘƛƎƛǘłƭƛǎ ǀǊǾŞƴȅ ƪǀǊǸƭƳŞƴȅŜƛ ƪǀȊǀǘǘ ƛǎ 

ǎƛƪŜǊŜǎŜƪ ƭŜƎȅŜƴŜƪΣ ŜƎȅ ǎƻǊ ǵƧ ŘƻƭƎƻǘ ƪŜƭƭ ƳŜƎƛǎƳŜǊƴƛǸƪΣ ǘǳŘƻƳłǎǳƭ ǾŜƴƴƛǸƪ Şǎ ǾŞƎǊŜƘŀƧǘŀƴƛǳƪΦ 

9Ǝȅ ŘƻƭƻƎ ōƛȊƻƴȅƻǎΥ ŀ ƪƻǊłōōƛΣ ƳŜƎǎȊƻƪƻǘǘ ƳƽŘǎȊŜǊŜƪƘŜȊ Ǿŀƭƽ ǊŀƎŀǎȊƪƻŘłǎ ς amelyek a 

ƪǀǊƴȅŜȊŜǘ ƭŀǎǎǵ Şǎ ŦƻƪƻȊŀǘƻǎ ǾłƭǘƻȊłǎłǊŀ ŞǇǸƭǘŜƪ ς ŜƎȅŜƴƭǃ ŀ Ƙŀƭłƭƻǎ ƝǘŞƭŜǘǸƪƪŜƭ όHansgaard - 

Mikkensen, 2013ύΦ aŜǊǘ ŜȊ ŜƎȅ ǵƧ ǾŀƭƽǎłƎΦ aƛƴŘŜȊ ŞǊƛƴǘƛ ŀ Ǿłƭƭŀƭŀǘƻƪ ǎȊŜǊǾŜȊŜǘƛ ŦŜƭŞǇƝǘŞǎŞƴŜƪΣ 

menedzsment-ƎȅŀƪƻǊƭŀǘłƴŀƪ Şǎ ŀ Ǿłƭƭŀƭŀǘƛ ƪǳƭǘǵǊłƧłƴŀƪ ŀȊ łǘŀƭŀƪƝǘłǎłǘ ƛǎΦ  

Lwh5![haW9D¸½;Y 
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Absztrakt 

! ƴŜƳȊŜǘƪǀȊƛ Iwa ƴŀƎȅƻƴ Ŧƛŀǘŀƭ ŘƛǎȊŎƛǇƭƝƴŀΣ ƭŞǘŜȊŞǎŜ Ŏǎŀƪ ŀȊ мфул-ŀǎ ŞǾŜƪ ǾŞƎŞƴ Ǿłƭǘ 

ǾŀƭƽǎłƎƎł (Poole, 1990; Evans et al., 2002). A 80-ŀǎ ŞǾŜƪ ǾŞƎŞƴ Şǎ ŀ фл-Ŝǎ ŞǾŜƪ ŜƭŜƧŞƴ YǀȊŞǇ-

YŜƭŜǘ 9ǳǊƽǇłōŀƴ ƛǎ ƳŜƎƧŜƭŜƴǘŜƪ ŀ ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƪ (Lewis, 2005). 2007-ōŜƴ ŀ ƴŞƘŀƛ 

CŀǊƪŀǎ CŜǊŜƴŎ Şǎ tƻƽǊ WƽȊǎŜŦ ƪŜȊŘŜƳŞƴȅŜȊŞǎŞǊŜ ƭŞǘǊŜƘƻȊǘłƪ ŀ YǀȊŞǇ- Şǎ YŜƭŜǘ-9ǳǊƽǇŀƛ 

bŜƳȊŜǘƪǀȊƛ YǳǘŀǘƽŎǎƻǇƻǊǘƻǘ ό/99Lw¢ύΣ ŀƳŜƭȅ ƪǀȊŞǇ-kelet-ŜǳǊƽǇŀƛ ŜƎȅŜǘŜƳŜƪ ƪǳǘŀǘƽƛǘ ŦƻƎƧŀ 

ǀǎǎȊŜΦ ! ƪǳǘŀǘłǎƛ ǇǊƻƧŜƪǘ ƪŜǊŜǘŞōŜƴ ŀ ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƪ ǊŞƎƛƽƴƪōŀƴ ƳǼƪǀŘǃ 

ƭŜłƴȅǾłƭƭŀƭŀǘŀƛƴŀƪ Iw ǘŜǾŞƪŜƴȅǎŞƎŞǘ ǾƛȊǎƎłƭƧǳƪΦ 9ŘŘƛƎ ƘłǊƻƳ ŦŜƭƳŞǊŞǎǘ ǾŞƎŜȊǘǸƴƪΥ нллф-re, 

2011-ǊŜ Şǎ нлмр-ǊŜ ǾƻƴŀǘƪƻȊƽŀƴΦ WŜƭŜƴ ǘŀƴǳƭƳłƴȅōŀƴ ƪƛŜƳŜƭƧǸƪ ŀ ƧŜƭȊŜǘǘ ƪǳǘŀǘłǎōƽƭ 

ƭŜǎȊǼǊƘŜǘǃ łƭǘŀƭłƴƻǎ ǘŀǇŀǎȊǘŀƭŀǘƻƪŀǘΣ ƛƭƭŜǘǾŜ ǊłƳǳǘŀǘǳƴƪ ŀ ǾƛȊǎƎłƭŀǘƛ ƛŘǃǎȊŀƪōŀƴ 

ōŜƪǀǾŜǘƪŜȊŜǘǘ ǾłƭǘƻȊłǎƻƪǊŀΦ 
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ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƪ 

Abstract 

International HRM is a very young discipline; it came into existence only at the end of the 

1980s (Poole, 1990; Evans et al., 2002). Multinational companies started to settle in the CEE 

region in the late 1980s and early 1990s (Lewis, 2005). In 2007, at the initiative of the late 

CŜǊŜƴŎ CŀǊƪŀǎ ŀƴŘ ƻŦ WƽȊǎŜŦ tƻƽǊΣ ǘƘŜ /ŜƴǘǊŀƭ ŀƴŘ 9ŀǎǘŜǊƴ 9ǳǊƻǇŜŀƴ LƴǘŜǊnational Research 

Team (CEEIRT) was established, bringing together researchers from the region's universities. 

In the framework of this research project, we investigate the HR activities at subsidiaries of 

multinational companies established in our region. So far, we have conducted three surveys, 

for reference years 2009, 2011 and 2015. In our paper, we highlight the conclusions that can 

be traced from this research. 

Keywords: International Human Resources Management, Central and Eastern Europe, CEEIRT, 

Multinational enterprises 

 .9±9½9¢p 

! ƪǀȊŞǇ-kelet-ŜǳǊƽǇŀƛ łƭƭŀƳƻƪ ǇƛŀŎƎŀȊŘŀǎłƎǊŀ Ǿŀƭƽ łǘǘŞǊŞǎŞōŜƴ Şǎ ǇǊƛǾŀǘƛȊłŎƛƽǎ 

ŦƻƭȅŀƳŀǘŀƛōŀƴ ŞƭŞƴƪƝǘǃ ǎȊŜǊŜǇŜǘ ǘǀƭǘǀǘǘŜƪ ōŜ ŀ ƪǀȊǾŜǘƭŜƴ ƪǸƭŦǀƭŘƛ ǘǃƪŜōŜŦŜƪǘŜǘŞǎŜƪ όC5Lύ, 

ŀƳŜƭȅŜƪ łƭƭƻƳłƴȅŀ ŞǾǊǃƭ ŞǾǊŜ ƴǀǾŜƪŜŘŜǘǘΦ ! ƪǸƭŦǀƭŘƛ ōŜŦŜƪǘŜǘǃƪ ŀ ǘǃƪŜ Şǎ ŀ ǘŜŎƘƴƻƭƽƎƛŀ 

ƳŜƭƭŜǘǘ ƳƻŘŜǊƴ ƳŜƴŜŘȊǎƳŜƴǘ ƳƽŘǎȊŜǊŜƪŜǘ ƛǎ ƳŀƎǳƪƪŀƭ ƘƻȊǘŀƪ, Şǎ ƛŘǃǾŜƭ ŀ ƪǸƭŦǀƭŘƛ ŎŞƎŜƪ 

ƭŜłƴȅǾłƭƭŀƭŀǘŀƛƴŀƪ ǵƧŦŀƧǘŀ ƎȅŀƪƻǊƭŀǘłǘ ŀ ƘŜƭȅƛ ŎŞƎŜƪ ƛǎ łǘǾŜǘǘŞƪ ό{ȊƭłǾƛŎȊ Ŝǘ ŀƭΦΣ нлмрύ. 

! ǎǘŀōƛƭΣ ŦŜƴƴǘŀǊǘƘŀǘƽ ƎŀȊŘŀǎłƎƛ ŦŜƧƭǃŘŞǎ ŜƭǃƳƻȊŘƝǘłǎŀ ŞǊŘŜƪŞōŜƴ Ŧƻƴǘƻǎ ƳŜƎƛǎƳŜǊƴƛ ŀ 

ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƪ όab±-kύ Ŧǃ ŘǀƴǘŞǎƘƻȊƽƛƴŀƪ ΣΣǸȊƭŜǘƛ ƭƻƎƛƪłƧłǘέ (Brewster et al., 2016; 

Dowling et al., 2013)Φ 9ȊŜƪ ƪǀȊǀǘǘ ŀȊ ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ƎŀȊŘłƭƪƻŘłǎ όIwaύ Şǎ ŀ ƪǸƭǀƴōǀȊǃ Iwa 

ǘŜŎƘƴƛƪłƪ ƪǸƭǀƴ ƧŜƭŜƴǘǃǎŞƎƎŜƭ ōƝǊƴŀƪΣ ƘƛǎȊŜƴ ς ahogyan azt YƛƳ Şǎ DǊŀȅ (2005) is kiemelik ς a 

ǾŜǊǎŜƴȅǘłǊǎŀƪ łƭǘŀƭ ƴŜƘŜȊŜƴ ƳłǎƻƭƘŀǘƽ Iwa ƳƽŘǎȊŜǊŜƪ ƎȅŀƪǊŀƴ ƧŜƭŜƴǘǃǎŜƴ ƘƻȊȊłƧłǊǳƭƴŀƪ ŀ 

ŎŞƎŜƪ ǾŜǊǎŜƴȅƪŞǇŜǎǎŞƎŞƴŜƪ ƧŀǾǳƭłǎłƘƻȊ ŀȊ ŜƎȅǊŜ ƎƭƻōŀƭƛȊłƭƽŘƽ ǾŜǊǎŜƴȅōŜƴΦ ! ƴŜƳȊŜǘƪǀȊƛ 

Iwa ǘŜǾŞƪŜƴȅǎŞƎ όLIwaύ ŜȊłƭǘŀƭ ŀ ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƪ ŜƎȅƛƪ ǎƛƪŜǊǘŞƴȅŜȊǃƧŞǾŞ ǾłƭƛƪΦ 
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Az MNV-ƪ ƭŜłƴȅǾłƭƭŀƭŀǘŀƛ ŜƎȅǊŜ ƴŀƎȅƻōō ǎȊŜǊŜǇŜǘ ƪŀǇƴŀƪΣ ǎ ƝƎȅ ŀȊ ƻǘǘ ŘƻƭƎƻȊƽ ƳǳƴƪŀǾłƭƭŀƭƽƪ 

ǘŜƭƧŜǎƝǘƳŞƴȅŜ ƛǎ ŜƎȅǊŜ ƛƴƪłōō ƳŜƎƘŀǘłǊƻȊȊŀ ŀ ǘŜƭƧŜǎ ab± ǎƛƪŜǊŜǎǎŞƎŞǘ (Kim ς Gray, 2005). A 

Iwa ǘŜǾŞƪŜƴȅǎŞƎŜƪ ƴŜƳ ƪǀǾŜǘƘŜǘƛƪ ŀȊ ΣΣŜƎȅ ƳŞǊŜǘ ƳƛƴŘŜƴƘƻǾŀέ ŜƭǾŜǘ (Harten et al., 2017). 

! Ǝƭƻōłƭƛǎ Iwa ǎƛƪŜǊŜ ƪŞǘ Ŧǃ ǘŞƴȅŜȊǃǘǃƭ ŦǸƎƎΥ ŀǘǘƽƭΣ ƘƻƎȅ ŀz ab± ƘƻƎȅŀƴ ŀƭŀƪƝǘƧŀ ƪƛ Ǝƭƻōłƭƛǎŀƴ 

ŀ Ǌł ƧŜƭƭŜƳȊǃ ƳǳƴƪŀŜǊǃōƛȊǘƻǎƝǘłǎƛΣ ƪŞǇȊŞǎƛ Şǎ ƧŀǾŀŘŀƭƳŀȊłǎƛ ǘŜǾŞƪŜƴȅǎŞƎŜǘΣ ƛƭƭŜǘǾŜ ŀǘǘƽƭΣ ƘƻƎȅ 

ƘƻƎȅŀƴ ƛƎŀȊƝǘƧŀ ƳƛƴŘŜȊǘ ŀ ƘŜƭȅƛ ƛƎŞƴȅŜƪƘŜȊΣ ŀ ƘŜƭȅƛ ǸƎȅǾƛǘŜƭ ƎǀǊŘǸƭŞƪŜƴȅǎŞƎŜ ŞǊŘŜƪŞōŜƴ 

(Sparow et al., 1995). 

! Iwa ǘŜǾŞƪŜƴȅǎŞƎŜƪ ǎǘŀƴŘŀǊŘƛȊłƭłǎŀ ŀ ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƴ ōŜƭǸƭƛ ǎŀƧłǘƻǎ Ǝƭƻōłƭƛǎ 

ƪƻƳǇŜǘŜƴŎƛłƪ łǘŀŘłǎłǘ ƎȅƻǊǎƝǘƘŀǘƧŀ ƳŜƎΣ ǳƎȅŀƴŀƪƪƻǊ ŀ ƘŜƭȅƛ ƛƎŞƴȅŜƪƘŜȊ Ǿŀƭƽ ŀƭƪŀƭƳŀȊƪƻŘłǎ 

ƛǎ ŜƭŜƴƎŜŘƘŜǘŜǘƭŜƴǸƭ Ŧƻƴǘƻǎ ŀ ǎŀƧłǘǎłƎƻǎ ƘŜƭȅƛ ǘǀǊǾŞƴȅƛ ǎȊŀōłƭȅƻȊłǎΣ ǎȊƻƪłǎƻƪΣ ƪǳƭǘǳǊłƭƛǎ 

ŞǊǘŞƪŜƪ Ƴƛŀǘǘ ό²ǀŎƪŜ Ŝǘ ŀƭΦΣ нллрύΦ 9ȊŞǊǘ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ ƳŜƴŜŘȊǎŜǊŜƛ ǎŀƧłǘƻǎ ƴȅƻƳłǎƴŀƪ 

Ǿŀƴƴŀƪ ƪƛǘŞǾŜΣ ƘƛǎȊŜƴ ŀ ƪǳƭŎǎŦƻƴǘƻǎǎłƎǵ ŘƻƭƎƻȊƽƪΣ ŀ ǘŜƘŜǘǎŞƎŜƪ ōƛȊǘƻǎƝǘłǎłƴŀƪ ƪƻƳǇƭŜȄ 

ŦŜƭŀŘŀǘŀ ǎƻǊłƴ ŜƎȅŜƴǎǵƭȅƻȊƴƛǳƪ ƪŜƭƭ ŀ ƘŜƭȅƛ ŞǊŘŜƪŜƪ Şǎ ŀz ab± Ǝƭƻōłƭƛǎ ǎǘǊŀǘŞƎƛŀƛ ŞǊŘŜƪŜƛ 

ƪǀȊǀǘǘ (Belizon et al., 2013; Schmid et al., 2014). 

YǀȊŞǇ-YŜƭŜǘ 9ǳǊƽǇłōŀƴ ŀz MNV-ƪ ǎȊŜǊŜǇŜ ƪǸƭǀƴǀǎŜƴ ŦƻƴǘƻǎΣ ǘǀōō ǎȊŜƳǇƻƴǘōƽƭ ƛǎΦ 

IƻȊȊłƧłǊǳƭƴŀƪ ŀ ƪǀȊǾŜǘƭŜƴ ƪǸƭŦǀƭŘƛ ǘǃƪŜōŜŦŜƪǘŜǘŞǎŜƪƘŜȊ όC5Lύ, az ab± ŀƴȅŀŎŞƎŞǘǃƭ ǾŀƎȅ Ƴłǎ 

ƭŜłƴȅǾłƭƭŀƭŀǘłōƽƭ ŞǊƪŜȊǃ ŜȄǇŀǘǊƛƽǘŀ ƳŜƴŜŘȊǎŜǊŜƪ ƳŜƎƧŜƭŜƴŞǎŞƘŜȊ, Şǎ ŀȊ ab± Ƴłǎ 

ƭŜłƴȅǾłƭƭŀƭŀǘŀƛōŀƴ ƳǼƪǀŘǃ ƳŜƴŜŘȊǎƳŜƴǘ ǘŜŎƘƴƛƪłƪ ƭŜƳłǎƻƭłǎłǘ ǀǎȊǘǀƴȊǃ ƴȅƻƳłǎ 

ƴǀǾŜƪŜŘŞǎŞƘŜȊ ƛǎ (Morley et al., 2018). 

!Ȋ ŜƭƳǵƭǘ ŞǾŜƪ ǎƻǊłƴ ƧŜƭŜƴǘǃǎ ŜƭƳŞƭŜǘƛ Şǎ ƎȅŀƪƻǊƭŀǘƛ ƪǳǘŀǘłǎ ȊŀƧƭƻǘǘ ŀ ƪǀǾŜǘƪŜȊǃ 

ǘŞƳŀƪǀǊǀƪōŜƴΥ ŞǊǘŞƪ ƘŀǎƻƴƭƽǎłƎ ǾŀƎȅ ƪǸƭǀƴōǀȊǃǎŞƎ ŀȊ ab± ŀƴȅŀŎŞƎ Şǎ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ 

ƪǀȊǀǘǘ (Reiche et al., 2015), ŀ ƭƻƪłƭƛǎ Şǎ ŀ ƘŜƭȅƛ ǇŜǊǎǇŜƪǘƝǾŀ ǀǎǎȊŜƘŀƴƎƻƭłǎłƴŀƪ ƧŜƭŜƴǘǃǎŞƎŜ 

(Smale et al., 2015)Σ ǘǳŘłǎłǘŀŘłǎ ŀȊ ab±-ƪ ŜǎŜǘŞōŜƴ (Morris et al., 2014), az MNV-k 

ƭŜłƴȅǾłƭƭŀƭŀǘŀƛ ƪǀȊǀǘǘƛ ǾŜǊǎŜƴȅ ŀ ŦƻǊǊłǎƻƪŞǊǘΣ ƳŀƴŘłǘǳƳƻƪŞǊǘ Şǎ ǎȊŜǊŜǇŜƪŞǊǘ (Belizon et al., 

2013; Schmid et al., 2014). 

/ƛƪƪǸƴƪōŜƴ ŀ ƪǀȊŞǇ-kelet-ŜǳǊƽǇŀƛ ab±-k ƭŜłƴȅǾłƭƭŀƭŀǘŀƛƴŀƪ Iwa ǘŜǾŞƪŜƴȅǎŞƎŞōŜƴ нллф Şǎ 

нлмр ƪǀȊǀǘǘ ōŜƪǀǾŜǘƪŜȊŜǘǘ ǾłƭǘƻȊłǎƻƪŀǘ ƛƎȅŜƪǎȊǸƴƪ ōŜƳǳǘŀǘƴƛΣ ƳŞƎǇŜŘƛƎ ŀ ǾłƭŀǎȊŀŘƽƪ 

ǎȊŜǊƛƴǘƛ ƪǊƛǘƛƪǳǎ Iw ǘŜǊǸƭŜǘŜƪŜǘ Şǎ ƪƛƘƝǾłǎƻƪŀǘΣ ŀ Iw ǊŞǎȊƭŜƎ łǘŀƭŀƪǳƭłǎƛ ŦƻƭȅŀƳŀǘŀƛǘΣ ŀ ƪǀȊǇƻƴǘƛ 

Iw ƻǎȊǘłƭȅ ǎȊŜǊŜǇǾłƭƭŀƭłǎłǘΣ ŀ Iw ǎȊŀƪŜƳōŜǊŜƪǘǃƭ ŜƭǾłǊǘ ƪƻƳǇŜǘŜƴŎƛłƪŀǘΣ ǾŀƭŀƳƛƴǘ ŀ 

ǘǳŘłǎłǊŀƳƭłǎ ƛǊłƴȅłǘΦ 
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 A Y¦¢!¢#{ aj5{½9w¢!b! 

2.1. ! ƪǳǘŀǘłǎ ƪŜǊŜǘŜ 

! ƪǳǘŀǘłǎƛ ǇǊƻƧŜƪǘ ƪŜǊŜǘŞōŜƴ ŀ YǀȊŞǇ- Şǎ YŜƭŜǘ-9ǳǊƽǇłōŀƴ ƳŜƎǘŜƭŜǇŜŘŜǘǘ ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ 

Ǿłƭƭŀƭŀǘƻƪ ƭŜłƴȅǾłƭƭŀƭŀǘŀƛƴŀƪ Iw ŦǳƴƪŎƛƽƛǘ Şǎ ƎȅŀƪƻǊƭŀǘƛ ŀƭƪŀƭƳŀȊłǎŀƛǘ ǾƛȊǎƎłƭǘǳƪΦ ! ƧŜƭŜƴ 

ƪǳǘŀǘłǎ ŜƎȅ ƻƭȅŀƴ ƘƻǎǎȊǵǘłǾǵ ƪǳǘŀǘłǎƛ ŜƎȅǸǘǘƳǼƪǀŘŞǎ ς a Central and Eastern European 

LƴǘŜǊƴŀǘƛƻƴŀƭ wŜǎŜŀǊŎƘ ¢ŜŀƳ όŀ ǘƻǾłōōƛŀƪōŀƴ /99Lw¢ύ ς ǊŞǎȊŜΣ ŀƳŜƭȅ YǀȊŞǇ- Şǎ YŜlet-9ǳǊƽǇŀ 

όYY9ύ ŜƎȅŜǘŜƳŜƛǊǃƭ ǎȊłǊƳŀȊƽ ƪǳǘŀǘƽƪŀǘ ǘǀƳǀǊƝǘΣ Şǎ ŀƳŜƭȅƴŜƪ ŎŞƭƧŀ ŀȊ łǘŀƭŀƪǳƭƽ Iw-

ƎȅŀƪƻǊƭŀǘƻƪ Şǎ -ǎȊŜǊŜǇŜƪ ǾƛȊǎƎłƭŀǘŀ ŀ ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƪ ƭŜłƴȅǾłƭƭŀƭŀǘŀƛƴłƭΦ 

2.2. ! ƪǳǘŀǘłǎƛ ƳƻŘŜƭƭ 

! Iwa ŀ ƪǀǾŜǘƪŜȊǃ ŦǳƴƪŎƛƽƪŀǘ ŦƻƎƭŀƭƧŀ ƳŀƎłōŀΥ ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ǘŜǊǾŜȊŞǎΣ ǘƻōƻǊȊłǎ Şǎ 

ƪƛǾłƭŀǎȊǘłǎΣ ǘŜƭƧŜǎƝǘƳŞƴȅŞǊǘŞƪŜƭŞǎΣ ƪŞǇȊŞǎ-ŦŜƧƭŜǎȊǘŞǎΣ ǘŜƘŜǘǎŞƎƳŜƴŜŘȊǎƳŜƴǘΣ ƧŀǾŀŘŀƭƳŀȊłǎΣ 

ƳǳƴƪŀǸƎȅƛ ƪŀǇŎǎƻƭŀǘƻƪΣ ǎȊŜǊǾŜȊŜǘƛ ƪƻƳƳǳƴƛƪłŎƛƽ Şǎ Iwa{κL¢ όtƻƽǊ ς Farkas, 2012). 

2Φ łōǊŀΥ ! /99Lw¢ ƪǳǘŀǘłǎƛ ƳƻŘŜƭƭ 

 

 

 

 

 

 

CƻǊǊłǎΥ tƻƽǊ ς Farkas, 2012 

! /99Lw¢ ƪǳǘŀǘłǎ ǎƻǊłƴ ŀȊ мΦ łōǊłƴ ƭłǘƘŀǘƽ ƪǳǘŀǘłǎƛ ƳƻŘŜƭƭ ŀƭŀǇƧłƴ ǀǎǎȊŜłƭƭƝǘƻǘǘ ƪŞǊŘǃƝǾŜǘ 

ƘŀǎȊƴłƭǘǳƪΦ WŜƭŜƴ ŎƛƪƪǸƴƪōŜƴ ŀȊ ŀƭłōōƛ ǘŜǊǸƭŜǘŜƪ ǾƛȊǎƎłƭŀǘłǊŀ ǎȊƻǊƝǘƪƻȊǳƴƪΥ 

- YǊƛǘƛƪǳǎ Iw ǘŜǊǸƭŜǘŜƪΥ ŀ Ŧǃōō ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ƎŀȊŘłƭƪƻŘłǎƛ ǘŜǾŞƪŜƴȅǎŞƎŜƪ ƪǀȊǸƭ ƳŜƭȅ 

ǘŜǊǸƭŜǘŜƪŜǘ ǘŜƪƛƴǘŜƴŜƪ ƪǊƛǘƛƪǳǎƴŀƪ ŀ ǾƛȊǎƎłƭŀǘ ǾłƭƭŀƭŀǘƻƪΦ 

A HR 

napjainkban 

Cǃōō ǎǘǊŀǘŞƎƛŀƛ ƪŞǊŘŞǎŜƪ 

Cǃōō Iw ƪŞǊŘŞǎŜƪ 

! Iv όŀƴȅŀǾłƭƭŀƭŀǘύ Şǎ ƭŜłƴȅǾłƭƭŀƭŀǘ Iw ǎȊŜǊŜǇŜ 

¢ǳŘłǎƳŜƴŜŘȊǎƳŜƴǘ Şǎ Iw 

JǀǾǃΥ #ƭǘŀƭłƴƻǎ Şǎ Iw ƪŞǊŘŞǎŜƪ 
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- Iw ƪƛƘƝǾłǎƻƪΥ ŀ ǎȊŀƪƛǊƻŘŀƭƻƳōŀƴ ŜƳƭƝǘŜǘǘ ƪƛƘƝǾłǎƻƪΣ ŀƳŜƭȅŜƪƪŜƭ ŀ Iw ǎȊŀƪŜƳōŜǊŜƪ 

ƎȅŀƪǊŀƴ ǎȊŜƳōŜǎǸƭƴŜƪ όŀ ƳŜƎŦŜƭŜƭǃ ƳǳƴƪŀŜǊǃ ƳŜƎǎȊŜǊȊŞǎŜΣ ƳŜƎǘŀǊǘłǎŀΣ ǾŜǊǎŜƴȅƪŞǇŜǎ 

ƧǀǾŜŘŜƭŜƳ ōƛȊǘƻǎƝǘłǎŀΣ ƳǳƴƪŀǾłƭƭŀƭƽƛ ŞǊŘŜƪƪŞǇǾƛǎŜƭŜǘύΦ 

- ! Iw ǘŜǊǸƭŜǘŞƴ ōŜǾŜȊŜǘŜǘǘ ǾłƭǘƻȊłǎƻƪΥ ŀ Iw ǊŞǎȊƭŜƎ ǎǘǊŀǘŞƎƛŀƛ ǎȊŜǊŜǇŞƴŜƪ Şǎ ŦŜƭŀŘŀǘŀƛƴŀƪ 

ǾłƭǘƻȊłǎŀΣ ŀ Iw ŦǳƴƪŎƛƽƪ Şǎ ŦŜƭŜƭǃǎǎŞƎŜƪ ƭŜƻǎȊǘłǎŀ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘƻƴ ōŜƭǸƭΦ 

- ! ƪǀȊǇƻƴǘ Şǎ ŀ ƘŜƭȅƛ Iw ƪǀȊǀǘǘƛ ǎȊŜǊŜǇƳŜƎƻǎȊǘłǎΥ ŀ ƘŜƭȅƛ Iw ǎȊŜǊŜǇŜ ŀ ƪǸƭǀƴōǀȊǃ ŜƳōŜǊƛ 

ŜǊǃŦƻǊǊłǎ ƳŜƴŜŘȊǎƳŜƴǘ ŀƭǊŜƴŘǎȊŜǊŜƪ ƪƛŀƭŀƪƝǘłǎłōŀƴ Şǎ ƳǼƪǀŘǘŜǘŞǎŞōŜƴΦ 

- ¢ǳŘłǎƳŜƴŜŘȊǎŜƭŞǎ ŀ Iw ǘŜǊǸƭŜǘŞƴΥ ŀ Iw ǎȊŀƪŜƳōŜǊŜƪ ŜƭǾłǊǘ ƪǳƭŎǎƪƻƳǇŜǘŜƴŎƛłƛ Şǎ ŀ 

ǘǳŘłǎłǊŀƳƻƪ Ŧǃ ƛǊłƴȅŀƛΦ 

- ! ǾłƭŀǎȊŀŘƽƪ ŀŘŀǘŀƛΥ ŀ ƧŜƭŜƴƭŜƎƛ Iw ǊŞǎȊƭŜƎƎŜƭ Şǎ ƳǳƴƪŀǘłǊǎŀƛǾŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ŀŘŀǘƻƪΦ 

2.3. !Ȋ ŀŘŀǘŦŜƭǾŞǘŜƭ Şǎ ŀŘŀǘŦŜƭŘƻƭƎƻȊłǎ ƳƽŘƧŀ 

! /99Lw¢ ƪǳǘŀǘłǎ ƪŜǊŜǘŞōŜƴ ŜŘŘƛƎ ƘłǊƻƳ ŦŜƭƳŞǊŞǎǘ ǾŞƎŜȊǘǸƴƪ όŀ нллфΣ нлмм Şǎ нлмр-es 

ŞǾŜƪǊŜ ǾƻƴŀǘƪƻȊƽŀƴύΣ ŜȊŜƪ ǎƻǊłƴ ς ŀȊ ǀǎǎȊŜƘŀǎƻƴƭƝǘƘŀǘƽǎłƎ ōƛȊǘƻǎƝǘłǎŀ ŞǊŘŜƪŞōŜƴ ς

ǘŀǊǘŀƭƳłōŀƴ Şǎ ŦŜƭŞǇƝǘŞǎŞōŜƴ ƭŜƎŀƭłōō фл ǎȊłȊŀƭŞƪōŀƴ ƳŜƎŜƎȅŜȊǃ ƪŞǊŘǃƝǾŜǘ ƘŀǎȊƴłƭǘǳƴƪΦ ! 

ǾłƭŀǎȊƻƪ ǘǀōōǎŞƎŞǘ ŀ www.ceeirt-hrm.eu web-survey-Ŝƴ ƪŜǊŜǎȊǘǸƭ ƪŀǇǘǳƪ ƳŜƎΣ ŜǎŜǘŜƴƪŞƴǘ ŀ 

ǾłƭŀǎȊŀŘƽƪ ǇŀǇƝǊ ŀƭŀǇƻƴ ǾŀƎȅ ²ƻǊŘ ŘƻƪǳƳŜƴǘǳƳ ŦƻǊƳłǘǳƳōŀƴ ǘǀƭǘǀǘǘŞƪ ƪƛ ŀ ƪŞǊŘǃƝǾŜǘΦ !Ȋ 

ǀǎǎȊŜƎȅǼƧǘǀǘǘ ǾłƭŀǎȊƻƪŀǘ ƪƽŘƻƭǘǳƪΣ {t{{ ŀŘŀǘōłȊƛǎǘ ƘƻȊǘǳƴƪ ƭŞǘǊŜ, Şǎ ŀȊ ŀŘŀǘƻƪŀǘ 9ȄŎŜƭ Şǎ {t{{ 

ǇǊƻƎǊŀƳƻƪ ǎŜƎƝǘǎŞƎŞǾŜƭ ŜƭŜƳŜȊǘǸƪΦ 

2.4. ! ǾłƭŀǎȊŀŘƽ ŎŞƎŜƪ ƻǊǎȊłƎƻƪ ǎȊŜǊƛƴǘƛ ƳŜƎƻǎȊƭłǎŀ 

! ƪǳǘŀǘłǎ ǎƻǊłƴ ǘǀōō ƪǀȊŞǇ- Şǎ ƪŜƭŜǘ ŜǳǊƽǇŀƛ ƻǊǎȊłƎōŀƴ ǾŞƎŜȊǘǸƴƪ ŦŜƭƳŞǊŞǎǘΣ ŜȊŜƪ ƪǀȊǸƭ ǀǘ 

ƻǊǎȊłƎōŀƴ ό[ŜƴƎȅŜƭƻǊǎȊłƎΣ aŀƎȅŀǊƻǊǎȊłƎΣ wƻƳłƴƛŀΣ {ȊŜǊōƛŀ Şǎ {ȊƭƻǾłƪƛŀύ ƳƛƴŘƘłǊƻƳ 

ŀƭƪŀƭƻƳƳŀƭ ŀŘŀǘŦŜƭǾŞǘŜƭǊŜ ƪŜǊǸƭǘ ǎƻǊ, Şǎ ǀǎǎȊŜǎŜƴ тлр ǾłƭŀǎȊǘ ǎƛƪŜǊǸƭǘ ōŜƎȅǼƧǘŜƴƛ (1. ǘłōƭłȊŀǘύ. 

WŜƭŜƴ ŎƛƪƪǸƴƪōŜƴ ŜȊŜƪŜǘ ŀȊ ŀŘŀǘƻƪŀǘ ŜƭŜƳŜȊȊǸƪΦ 

мΦ ǘłōƭłȊŀǘΥ ! ƪǳǘŀǘłǎƛ Ƴƛƴǘŀ ǀǎǎȊŜǘŞǘŜƭŜ 

wŜŦŜǊŜƴŎƛŀ ŞǾ 
Lengyel-
ƻǊǎȊłƎ 

Magyar-
ƻǊǎȊłƎ 

wƻƳłƴƛŀ Szerbia {ȊƭƻǾłƪƛŀ mǎǎȊŜǎŜƴ 

2009 
±łƭŀǎȊŀŘƽƪ 
ǎȊłƳŀ 

87 74 16 20 22 219 

http://www.ceeirt-hrm.eu/
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±łƭŀǎȊŀŘƽƪ 
ŀǊłƴȅŀ 

39,7% 33,8% 7,3% 9,1% 10,1% 100% 

2011 

±łƭŀǎȊŀŘƽƪ 
ǎȊłƳŀ 

53 118 34 19 30 254 

±łƭŀǎȊŀŘƽƪ 
ŀǊłƴȅŀ 

20,9% 46,5% 13,4% 7,5% 11,8% 100% 

2015 

±łƭŀǎȊŀŘƽƪ 
ǎȊłƳŀ 

57 90 37 31 17 232 

±łƭŀǎȊŀŘƽƪ 
ŀǊłƴȅŀ 

24,6% 38,8% 15,9% 13.4% 7.3% 100% 

mǎǎȊŜǎŜƴ 

±łƭŀǎȊŀŘƽƪ 
ǎȊłƳŀ 

197 282 87 70 69 705 

±łƭŀǎȊŀŘƽƪ 
ŀǊłƴȅŀ 

27,9% 40,0% 12,3% 9,9% 9,8% 100% 

CƻǊǊłǎΥ /99Lw¢ ƪǳǘŀǘłǎ 

aƛƴŘƘłǊƻƳ ƪǳǘŀǘłǎƛ ƛŘǃǎȊŀƪƻǘ ŦƛƎȅŜƭŜƳōŜ ǾŞǾŜ ŜƭƳƻƴŘƘŀǘƽΣ ƘƻƎȅ ŀ ƭŜƎǘǀōō ǾłƭŀǎȊ 

aŀƎȅŀǊƻǊǎȊłƎǊƽƭ Şǎ [ŜƴƎȅŜƭƻǊǎȊłƎōƽƭ ŞǊƪŜȊŜǘǘΣ ƳƝƎ ŀ ƭŜƎƪŜǾŜǎŜōō {ȊŜǊōƛłōƽƭ Şǎ {ȊƭƻǾłƪƛłōƽƭΦ 

! ƪŞǊŘǃƝǾŜƪŜǘ ŀȊ ab±-ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ ƘǳƳłƴ ŜǊǃŦƻǊǊłǎ ǊŞǎȊƭŜƎŜƛƴŜƪ ǾŜȊŜǘǃƛΣ ƳǳƴƪŀǘłǊǎŀi, 

vagy ς HR-ǊŞǎȊƭŜƎ Ƙƛłƴȅłōŀƴς ŀȊ ƻǇŜǊŀǘƝǾ ǾŜȊŜǘǃƪ ǘǀƭǘǀǘǘŞƪ ƪƛΦ 

! ǾłƭŀǎȊŀŘƽ ǎȊŜƳŞƭȅŜƪ Řǀƴǘǃ ǘǀōōǎŞƎŜ όсуς70%) egyetemi (MSc), 21ςнр ǎȊłȊŀƭŞƪŀ ǇŜŘƛƎ 

Ŧǃƛǎƪƻƭŀƛ ό.!ύ ǾŞƎȊŜǘǘǎŞƎƎŜƭ ǊŜƴŘŜƭƪŜȊƛƪΣ пςр ǎȊłȊŀƭŞƪǳƪ ŀƭŀŎǎƻƴȅŀōōŀƴ ƪŞǇȊŜǘǘΦ ! ŘƻƪǘƻǊƛ 

fokozattal rendeƭƪŜȊǃ ǾłƭŀǎȊŀŘƽƪ ŀǊłƴȅŀ нллф-ōŜƴ Şǎ нлмм-ōŜƴ р҈ ƪǀǊǸƭ ǾƻƭǘΣ ŘŜ ŜȊ ŀȊ ŀǊłƴȅ 

2015-ōŜƴ мΣо ǎȊłȊŀƭŞƪǊŀ ŎǎǀƪƪŜƴǘΦ YŜǾŜǎŜōō, Ƴƛƴǘ ƘłǊƻƳ ŞǾŜ ŘƻƭƎƻȊƻǘǘ ŀ ǾłƭŀǎȊŀŘłǎƪƻǊ 

ōŜǘǀƭǘǀǘǘ ǇƻȊƝŎƛƽōŀƴ ŀ ǾłƭŀǎȊŀŘƽƪ ƪōΦ пл ǎȊłȊŀƭŞƪŀΦ ! ǘƝȊ ŞǾƴŞƭ ƘƻǎǎȊŀōō ǎȊƻƭƎłƭŀǘƛ ƛŘǃǾŜƭ 

rendeƭƪŜȊǃ ǾłƭŀǎȊŀŘƽƪ ŀǊłƴȅŀ ŀȊ ŞǾŜƪ ǎƻǊłƴ ƛƴƎŀŘƻȊƻǘǘΣ ŀ ƭŜƎŀƭŀŎǎƻƴȅŀōō όфΣс҈ύ ŀ нллф-re, a 

legmagasabb (17,1%) pedig a 2011-ǊŜ ǾƻƴŀǘƪƻȊƽ ŦŜƭƳŞǊŞǎ ǎƻǊłƴ ǾƻƭǘΣ нлмр-ōŜƴ ǇŜŘƛƎ ŀ ƪŜǘǘǃ 

ƪǀȊǀǘǘƛ ŞǊǘŞƪŜǘ όмнΣф҈ύ ƳŞǊǘǸƴƪΦ 
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 !5!¢hYΣ 9w95a;b¸9Y 

3.1. ! ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƪ ƪǀȊŞǇ-kelet-ŜǳǊƽǇŀƛ ƭŜłƴȅǾłƭƭŀƭŀǘŀƛ łƭǘŀƭ ŀ Iw ǘŜǊǸƭŜǘŞƴ 

ŞǊȊŞƪŜƭǘ ƪƛƘƝǾłǎƻƪ 

[ŜƎŜƭǃǎȊǀǊ ŀȊ ǾƛȊǎƎłƭƧǳƪΣ ƘƻƎȅ ŀ ǾƛȊǎƎłƭǘ ŞǾŜƪōŜƴ ŀ Iw ƳŜƭȅ ǘŜǊǸƭŜǘŜƛǘ ǘŜƪƛƴǘŜǘǘŞƪ ƪǊƛǘƛƪǳǎƴŀƪ 

az MNV-k ƭŜłƴȅǾłƭƭŀƭŀǘŀƛΦ ! ǾłƭŀǎȊŀŘƽƪ ŀȊ ŜƎȅŜǎ ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ƎŀȊŘłƭƪƻŘłǎƛ 

ǘŜǾŞƪŜƴȅǎŞƎŜƪŜǘ ŜƎȅ м-ǘǃƭ р-ƛƎ ǘŜǊƧŜŘǃ ǎƪłƭłƴ ƻǎȊǘłƭȅƻȊƘŀǘǘłƪΣ ŀƘƻƭ ŀȊ м ŀ ƪǊƛǘƛƪǳǎΣ ƳƝƎ ŀȊ р-

ǀǎ ŞǊǘŞƪ ŀȊ ŜƎȅłƭǘŀƭłƴ ƴŜƳ ƪǊƛǘƛƪǳǎ ǘŜǾŞƪŜƴȅǎŞƎŜǘ ƧŜƭǀƭƛ όнΦ ǘłōƭłȊŀǘύ. 

нΦ ǘłōƭłȊŀǘΥ YǊƛǘƛƪǳǎ Iw ǘŜǊǸƭŜǘŜƪ 

Iw ǘŜǊǸƭŜǘ 

YǊƛǘƛƪǳǎǎłƎ 
(1 ς kritikus ... 5 ς ŜƎȅłƭǘŀƭłƴ ƴŜƳ kritikus) 

2009 2011 2015 

¢ƻōƻǊȊłǎ 
2,98 3,03 

3,19 

YƛǾłƭŀǎȊǘłǎ 3,03 

9ƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ǘŜǊǾŜȊŞǎ 2,74 3,07 2,81 

¢ŜƘŜǘǎŞƎƎƻƴŘƻȊłǎ 2,97 3,06 2,71 

mǎȊǘǀƴȊŞǎ-Ƨǳǘǘŀǘłǎƻƪ 2,81 3,15 2,74 

{ȊŜƳŞƭȅȊŜǘ-ŦŜƧƭŜǎȊǘŞǎ 3,05 3,01 2,79 

¢ŜƭƧŜǎƝǘƳŞƴȅ-ŞǊǘŞƪŜƭŞǎ 3,01 2,93 2,56 

5ƻƭƎƻȊƽƛ όōŜƭǎǃύ ƪƻƳƳǳƴƛƪłŎƛƽ 2,71 2,96 2,51 

aǳƴƪŀǸƎȅƛ ƪŀǇŎǎƻƭŀǘƻƪ 3,47 2,67 2,27 

Iwa{κL¢ όƘǳƳłƴ ƛƴŦƻǊƳŀǘƛƪŀύ 3,49 n.a. 2,33 

CƻǊǊłǎΥ /99Lw¢ ƪǳǘŀǘłǎ 

! ǾƛȊǎƎłƭǘ Ƙŀǘ ŞǾ ŀƭŀǘǘ ŀ ƪǊƛǘƛƪǳǎ Iw ǘŜǊǸƭŜǘŜƪ ǘŜƪƛƴǘŜǘŞōŜƴ ƧŜƭŜƴǘǃǎ ǾłƭǘƻȊłǎƻƪ ȊŀƧƭƻǘǘŀƪ ƭŜ ŀ 

YǀȊŞǇ-YŜƭŜǘ 9ǳǊƽǇłōŀƴ ƳǼƪǀŘǃ ab± ƭŜłƴȅǾłƭƭŀƭŀǘŀƛƴłƭΦ aƝƎ нллф-ben a kritikus szakmai 

ǘŜǊǸƭŜǘŜƪ ŀ ōŜƭǎǃ ƪƻƳƳǳƴƛƪłŎƛƽΣ ŀȊ ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ǘŜǊǾŜȊŞǎ Şǎ ŀȊ ǀǎȊǘǀƴȊŞǎ-Ƨǳǘǘŀǘłǎƻƪ 

voltak, addig 2015-ōŜƴ ŀ ƳǳƴƪŀŜǊǃ ƳŜƎǎȊŜǊȊŞǎŜ Şǎ ƳŜƎǘŀǊǘłǎŀΣ ƛƭƭŜǘǾŜ ŀ Iw ƛƴŦƻǊƳłŎƛƽǎ 

ǊŜƴŘǎȊŜǊŜƪ ƪŞǇŜȊǘŞƪ ŀ ƪǊƛǘƛƪǳǎ Iw ǎȊŀƪǘŜǊǸƭŜǘŜƪŜǘΦ 

A оΦ ǘłōƭłȊŀǘ ŀŘŀǘŀƛ ŀȊǘ ƳǳǘŀǘƧłƪ ōŜΣ ƘƻƎȅ Ƴƛ ƧŜƭŜƴǘŜǘǘ ƪƛƘƝǾłǎǘ ŀ Iw ǘŜǊǸƭŜǘŜƴ ŘƻƭƎƻȊƽƪƴŀƪ 

2011-ōŜƴ Şǎ нлмр-ben (2009-ǊŜ ǾƻƴŀǘƪƻȊƽŀƴ ƴƛƴŎǎŜƴŜƪ ŀŘŀǘŀƛƴƪύΦ  
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оΦ ǘłōƭłȊŀǘΥ Iw ƪƛƘƝǾłǎƻƪ 

Iw ƪƛƘƝǾłǎƻƪ 

WŜƭƭŜƳȊǃǎŞƎ 
(1 ς ƴŜƳ ƧŜƭƭŜƳȊǃΦΦΦ пς igen nagy 

ƳŞǊǘŞƪōŜƴ ƧŜƭƭŜƳȊǃύ 

2011 2015 

YǀƴƴȅŜƴ ǘŀƭłƭǳƴƪ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ ŦƛȊƛƪŀƛ 
ŘƻƭƎƻȊƽƪŀǘ 

2,48 2,14 

YǀƴƴȅŜƴ ǘŀƭłƭǳƴƪ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ Ƨƽƭ ƪŞǇȊŜǘǘ 
ƳǼǎȊŀƪƛŀƪŀǘ 

2,20 2,01 

[ŜƎǘǀōō ƳǳƴƪŀƪǀǊōŜƴ ƴŜƳ ƧŜƭŜƴǘ ƎƻƴŘƻǘ ŀȊ 
ƛŘŜƎŜƴ ƴȅŜƭǾǘǳŘłǎ 

2,47 2,66 

YǀƴƴȅŜƴ ƳŜƎ ǘǳŘƧǳƪ ǘŀǊǘŀƴƛ ŀ ǘŜƘŜǘǎŞƎŜƪŜǘ 2,64 2,48 

aƛƴŘŜƴ ƳǳƴƪŀƪǀǊōŜƴ ǾŜǊǎŜƴȅƪŞǇŜǎ ƧǀǾŜŘŜƭƳŜǘ 
ǘǳŘǳƴƪ ōƛȊǘƻǎƝǘŀƴƛ ŘƻƭƎƻȊƽƛƴƪƴŀƪ 

2,69 2,67 

! ǎȊŀƪǎȊŜǊǾŜȊŜǘŜƪ ōŜŦƻƭȅłǎŀ ƧŜƭŜƴǘǃǎ 1,72 1,62 

CƻǊǊłǎΥ /99Lw¢ ƪǳǘŀǘłǎ 

! ǊŞƎƛƽōŀƴ ƳǼƪǀŘǃ ab± ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ Iw ǎȊŀƪŜƳōŜǊŜƛ Ƙŀǎƻƴƭƽ ƪƛƘƝǾłǎƻƪƪŀƭ ƪŜǊǸƭǘŜƪ 

szembe 2011-ben, mint 2015-ōŜƴΦ ! ƭŜƎƴŀƎȅƻōō ƪƛƘƝǾłǎǘ ƳƛƴŘƪŞǘ ŞǾōŜƴ ŀȊ ƧŜƭŜƴǘŜǘǘŜΣ ƘƻƎȅ ŀ 

ŘƻƭƎƻȊƽƪƴŀƪ ǾŜǊǎŜƴȅƪŞǇŜǎ ƧǀǾŜŘŜƭƳŜǘ ōƛȊǘƻǎƝǘǎŀƴŀƪΣ ǾŀƭŀƳƛƴǘ ŀȊΣ ƘƻƎȅ ƳŜƎǘŀǊǘǎłƪ ŀ 

ǘŜƘŜǘǎŞƎŜƪŜǘΦ ! ƭŜƎƪŜǾŞǎōŞ ƧŜƭŜƴǘǃǎ ƪƛƘƝǾłǎƴŀƪ нлмм-ōŜƴ Şǎ нлмр-ben is a szakszervezetek 

ōŜŦƻƭȅłǎłǘ ǘŀǊǘƻǘǘłƪΦ 

3.2. ! ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƪ ƪǀȊŞǇ-kelet-ŜǳǊƽǇŀƛ ƭŜłƴȅǾłƭƭŀƭŀǘŀƛƴłƭ ŀ Iw ǘŜǊǸƭŜǘŞƴ 

ǾŞƎōŜƳŜƴǘ ǾłƭǘƻȊłǎƻƪ 

! Iw ƳŜƴŜŘȊǎŜǊŜƪ ǾłƭŀǎȊŀƛ ŀƭŀǇƧłƴ ŜƭƳƻƴŘƘŀǘƽΣ ƘƻƎȅ нлмм Şǎ нлмр ƪǀȊǀǘǘ ŀ ƪǀȊŞǇ-kelet-

ŜǳǊƽǇŀƛ ǊŞƎƛƽōŀƴ ƳǼƪǀŘǃ ab± ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ Iw ǊŞǎȊƭŜƎŜƛ ƧŜƭŜƴǘǃǎ łǘŀƭŀƪǳƭłǎƻƪƻƴ ƳŜƴǘŜƪ 

ƪŜǊŜǎȊǘǸƭ όпΦ ǘłōƭłȊŀǘύΦ 

пΦ ǘłōƭłȊŀǘΥ ! Iw-ǊŞǎȊƭŜƎ łǘŀƭŀƪǳƭłǎŀ 

±łƭǘƻȊłǎƻƪ ! ǾłƭǘƻȊłǎǘ ōŜǾŜȊŜǘǃƪ ŀǊłƴȅŀ 
 2011 2015 

! Iw ǸȊƭŜǘƛ ǇŀǊǘƴŜǊƛ ǎȊŜǊŜǇ κ ŦǳƴƪŎƛƽ ŜǊǃǎǀŘŞǎŜ 35,0% 40,9% 

! Iw ǸȊƭŜǘƛ ǇŀǊǘƴŜǊƛ ǎȊŜǊŜǇ κ ŦǳƴƪŎƛƽ ōŜǾŜȊŜǘŞǎŜ 23,6% 30,0% 

mƴƪƛǎȊƻƭƎłƭƽ Iw ōŜǾŜȊŜǘŞǎŜ ŀȊ ŀƭƪŀƭƳŀȊƻǘǘŀƪ ǎȊłƳłǊŀ 15,0% 21,9% 

mƴƪƛǎȊƻƭƎłƭƽ Iw ōŜǾŜȊŜǘŞǎŜ ǾŜȊŜǘǃƪ ǎȊłƳłǊŀ 16,7% 23,7% 
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±łƭǘƻȊłǎƻƪ ! ǾłƭǘƻȊłǎǘ ōŜǾŜȊŜǘǃƪ ŀǊłƴȅŀ 
 2011 2015 

A HR feladatok /  ŦǳƴƪŎƛƽƪ ǾƛǎǎȊŀƪŜǊǸƭŞǎŜ ŀ ǾŜȊŜǘŞǎƘŜȊ 18,3% 20,6% 

A HR feladatok /  ŦǳƴƪŎƛƽƪ ƪƛǎȊŜǊǾŜȊŞǎŜ 17,5% 20,5% 

Iw {{/ ƭŞǘǊŜƘƻȊłǎŀ Ǿłƭƭŀƭŀǘƛ ǎȊƛƴǘŜƴ 10,2% 13,8% 

Iw {{/ ƭŞǘǊŜƘƻȊłǎŀ ǊŜƎƛƻƴłƭƛǎ ǎȊƛƴǘŜƴ 12,2% 19,2% 

CƻǊǊłǎΥ /99Lw¢ ƪǳǘŀǘłǎ 

! ǾƛȊǎƎłƭǘ ǀǘŞǾŜǎ ƛŘǃǎȊŀƪōŀƴ ŜƎȅǊŜ ǘǀōōŜƴ ǾŜȊŜǘǘŜƪ ōŜ Ŧƻƴǘƻǎ ǾłƭǘƻȊłǎƻƪŀǘ ŀ Iw ǘŜǊǸƭŜǘŞƴΣ 

ǾŀƭŀƳƛƴǘ ƳŜƎƴǃǘǘ ŀ Iw ǎǘǊŀǘŞƎƛŀƛ ǎȊŜǊŜǇŜ ƛǎΦ NƎȅ нлмр-ōŜƴ ŀ ǾƛȊǎƎłƭǘ ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ ǘǀōō Ƴƛƴǘ 

пл ǎȊłȊŀƭŞƪłōŀƴ ŜǊǃǎǀŘǀǘǘ ŀ Iw ǸȊƭŜǘƛ ǇŀǊǘƴŜǊƛ ǎȊŜǊŜǇŜ όнлмм-ōŜƴ ŜȊ ŀȊ ŀǊłƴȅ Ŏǎŀƪ ор҈ ǾƻƭǘύΣ 

ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪ ǘƻǾłōōƛ ол҈-ŀ ǇŜŘƛƎ ŜōōŜƴ ŀȊ ŞǾōŜƴ ǾŜȊŜǘǘŜ ōŜ ŜȊǘ ŀ ǎȊŜǊŜǇŜǘ όƳƝƎ нлмм-

ben csak 23,6%-ŀύΦ ! ƪǳǘŀǘłǎōŀƴ ǊŞǎȊǘ ǾŜǾǃ ŎŞƎŜƪ ŎǎŀƪƴŜƳ ŜƎȅƴŜƎȅŜŘŞōŜƴ ŀ ǾŜȊŜǘǃƪ 

ǀƴłƭƭƽŀƴ ƛƴǘŞȊƘŜǘƴŜƪ ōƛȊƻƴȅƻǎ Iw ǘŜǾŞƪŜƴȅǎŞƎŜƪŜǘΦ ! ǾłƭŀǎȊŀŘƽƪ ŜƎȅǀǘǀŘŞƴŞƭ ƳŜƎŦƛƎȅŜƭƘŜǘǃ 

a HR feladaǘƻƪ ǾƛǎǎȊŀƪŜǊǸƭŞǎŜ ŀ ǾŜȊŜǘǃƘǀȊ όŀƳƛ ŀ Iw ǊŞǎȊƭŜƎ ŦƻƴǘƻǎǎłƎłƴŀƪ ŎǎǀƪƪŜƴŞǎŞǘ ƧŜƭȊƛύΣ 

ǎ ǳƎȅŀƴŜƴƴȅƛ Ǿłƭƭŀƭŀǘ Şƭǘ ŀ Iw ƪƛǎȊŜǊǾŜȊŞǎŞƴŜƪ ŀ ƭŜƘŜǘǃǎŞƎŞǾŜƭΦ 

! ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ Iw ǘŜǾŞƪŜƴȅǎŞƎŜƛƴŜƪ ŜƭŜƳȊŞǎŞƴŞƭ Ŧƻƴǘƻǎ ǾƛȊǎƎłƭƴƛ ŀȊǘ ƛǎΣ ƘƻƎȅ ŀz MNV 

ƪǀȊǇƻƴǘƛ Iw ǊŞǎȊƭŜƎŜ ƳŜƪƪƻǊŀ ǀƴłƭƭƽǎłƎƻǘ ōƛȊǘƻǎƝǘ ŀȊ ŜƎȅŜǎ ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ Iw ǊŞǎȊƭŜƎŜƛƴŜƪΦ 

9ǊǊŜ ǾƻƴŀǘƪƻȊƽ ŀŘŀǘƻƪŀǘ ƛǎƳŜǊǘŜǘ ŀȊ рΦ ǘłōƭłȊŀǘ. 

рΦ ǘłōƭłȊŀǘΥ ! Ǿłƭƭŀƭŀǘƛ ƪǀȊǇƻƴǘ Iw-ǊŞǎȊƭŜƎŞƴŜƪ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘƛ Iw ƛǊłƴȅƝǘłǎłōŀƴ ōŜǘǀƭǘǀǘǘ 

szerepe 

{ȊŜǊŜǇƪǀǊ 
! ǎȊŜǊŜǇƪǀǊǘ ōŜǘǀƭǘǃƪ ŀǊłƴȅa 

2009 2011 2015 

bŀƎȅƳŞǊǘŞƪǼ ŘǀƴǘŞǎƛ Şǎ ǾŞƎǊŜƘŀƧǘłǎƛ ǎȊŀōŀŘǎłƎƻǘ ŀŘ 
όŘŜŎŜƴǘǊŀƭƛȊłŎƛƽύ 

23,0% 19,8% 27,8% 

#ƭǘŀƭłƴƻǎ ƛǊłƴȅŜƭǾŜƪŜǘ Şǎ ƪŜǊŜǘǊŜƴŘǎȊŜǊǘ ōƛȊǘƻǎƝǘ ŀ 
ƭŜłƴȅǾłƭƭŀƭŀǘƛ Iw ǊŞǎȊƭŜƎŜƪƴŜƪ 

43,4% 44,1% 38,7% 

wŞǎȊƭŜǘŜǎ Iw ƳƻŘŜƭƭΣ ǎȊŜƳŞƭȅȊŜǘƛ ǇƻƭƛǘƛƪŀΣ folyamatok 
Şǎ ǎȊŀōłƭȅƻȊłǎ ƳŜƎŀŘłǎŀ 

23,0% 32,6% 26,4% 

aƛƴŘŜƴ ƪŜǾŞǎōŞ ƧŜƭŜƴǘǃǎ Iw ŘǀƴǘŞǎ ŦƻǊǊłǎŀ Şǎ 
ōŜƭŜǎȊƽƭłǎ όŎŜƴǘǊŀƭƛȊłŎƛƽύ 

10,6% 7,4% 7,1% 

mǎǎȊŜǎŜƴ 100% 100% 100% 

CƻǊǊłǎΥ /99Lw¢ ƪǳǘŀǘłǎ 
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! Ǿłƭƭŀƭŀǘƛ ƪǀȊǇƻƴǘ Iw-ǊŞǎȊƭŜƎŞƴŜƪ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘƛ ǎȊƛƴǘǼ ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ƎŀȊŘłƭƪƻŘłǎ 

ƛǊłƴȅƝǘłǎłōŀƴ ōŜǘǀƭǘǀǘǘ ǎȊŜǊŜǇŞǊŜ ǾƻƴŀǘƪƻȊƽ ŜǊŜŘƳŞƴȅŜƪ ǾƛǎȊƻƴȅƭŀƎ ǎǘŀōƛƭŀƪΣ ŘŜ 

ƳŜƎŦƛƎȅŜƭƘŜǘǃΣ ƘƻƎȅ нллфςнлмр ƪǀȊǀǘǘ ƪƛǎƳŞǊǘŞƪōŜƴ ŎǎǀƪƪŜƴǘ ŀ ǎȊƻǊƻǎŀƴ ŜƭƭŜƴǃǊȊǀǘǘ 

Ǿłƭƭŀƭŀǘƻƪ ŀǊłƴȅŀ (10,6%-Ǌƽƭ тΣ1%-ra), Şǎ ƴǃǘǘ ŀ ŘŜŎŜƴǘǊŀƭƛȊłƭǘ Ǿłƭƭŀƭŀǘƻƪ ŀǊłƴȅŀ όноΣл%-Ǌƽƭ 

27,8%-ǊŀύΦ ! Ǿłƭƭŀƭŀǘƻƪ ƪŞǘƘŀǊƳŀŘłōŀƴ ŀ ƪǀȊǇƻƴǘƛ Iw ǊŞǎȊƭŜƎ ǎȊŀōƧŀ ƳŜƎ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘ 

ǎȊłƳłǊŀ ŀȊ ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ƎŀȊŘłƭƪƻŘłǎ ǘŜǊǸƭŜǘŞƴ ƪǀǾŜǘŜƴŘǃ όłƭǘŀƭłƴƻǎ ǾŀƎȅ ǊŞǎȊƭŜǘŜǎύ 

ƛǊłƴȅŜƭǾŜƪŜǘ Şǎ ƪŜǊŜǘǊŜƴŘǎȊŜǊǘΦ 

3.3. Iw ƪƻƳǇŜǘŜƴŎƛłƪ Şǎ ǘǳŘłǎłǊŀƳƭłǎ ŀ ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ Ǿłƭƭŀƭŀǘƻƪ ƪǀȊŞǇ-kelet-ŜǳǊƽǇŀƛ 

ƭŜłƴȅǾłƭƭŀƭŀǘŀƛƴłƭ 

Ahhoz, hogy a HR szakemberek meg tudjanak felelni az ab± ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ łƭǘŀƭ ŞǊȊŞƪŜƭǘ 

ƪƛƘƝǾłǎƻƪƴŀƪ Şǎ ŀ Iw ǊŞǎȊƭŜƎŜƪ łǘŀƭŀƪǳƭłǎƛ ŦƻƭȅŀƳŀǘłƴŀƪ ŞƭŞǊŜ ǘǳŘƧŀƴŀƪ łƭƭƴƛΣ ǎƻƪŦŞƭŜ ǘǳŘłǎǎŀƭΣ 

ƪŞǎȊǎŞƎƎŜƭ Şǎ ƪŞǇŜǎǎŞƎƎŜƭ ƪŜƭƭ ǊŜƴŘŜƭƪŜȊƴƛǸƪΦ 

сΦ ǘłōƭłȊŀǘΥ ! Iw ǎȊŀƪŜƳōŜǊŜƪǘǃƭ ŜƭǾłǊǘ Ŧǃōō ƪƻƳǇŜǘŜƴŎƛłƪ 

Kompetencia 

CƻƴǘƻǎǎłƎ 
(1 ς nem fontos... 4 ς nagyon 

fontos) 

2009 2011 2015 

{ȊŜƳŞƭȅŜǎ ƘƛǘŜƭŜǎǎŞƎ όŜǊŜŘƳŞƴȅŜǎǎŞƎΣ ƘŀǘŞƪƻƴȅ 
ƪŀǇŎǎƻƭŀǘƻƪΣ ƪƻƳƳǳƴƛƪłŎƛƽǎ ƪŞǇŜǎǎŞƎŜƪύ 

3,68 3,30 3,47 

LŘŜƎŜƴ ƴȅŜƭǾǼ ƪƻƳƳǳƴƛƪłŎƛƽ 2,92 3,13 3,26 

Iw ǎȊƻƭƎłƭǘŀǘłǎƻƪ όǘƻōƻǊȊłǎ-ƪƛǾłƭŀǎȊǘłǎΣ ƪŞǇȊŞǎΣ ¢;wΣ 
Iw ƳŞǊŞǎ ǎǘōΦύ 

3,24 3,06 3,27 

{ǘǊŀǘŞƎƛŀƛ ƘƻȊȊłƧłǊǳƭłǎ όƪǳƭǘǵǊŀƳŜƴŜŘȊǎŜƭŞǎΣ ƎȅƻǊǎ 
ǾłƭǘƻȊǘŀǘłǎΣ ǎǘǊŀǘŞƎƛŀƛ ŘǀƴǘŞǎƘƻȊłǎύ 

3,25 2,91 3,01 

«ȊƭŜǘƛ ƛǎƳŜǊŜǘŜƪ όŞǊǘŞƪƭłƴŎΣ ŞǊǘŞƪǘŜǊŜƳǘŞǎύ 3,21 2,88 3,00 

Iw ƛƴŦƻǊƳłŎƛƽǎ ǘŜŎƘƴƻƭƽƎƛŀ ƘŀǎȊƴłƭŀǘŀ 3,07 2,67 2,76 

CƻǊǊłǎΥ /99Lw¢ ƪǳǘŀǘłǎ 

aƛƴŘƘłǊƻƳ ƪǳǘŀǘłǎƛ ŞǾōŜƴ ŀ ǎȊŜƳŞƭȅŜǎ ƘƛǘŜƭŜǎǎŞƎ όŀƳƛ ŜǊŜŘƳŞƴȅŜǎǎŞƎŜǘΣ ƘŀǘŞƪƻƴȅ 

ƪŀǇŎǎƻƭŀǘǊŜƴŘǎȊŜǊǘ Şǎ ŜǊŜŘƳŞƴȅŜǎ ƪƻƳƳǳƴƛƪłŎƛƽǎ ƪŞǎȊǎŞƎŜǘ ŦŜƭǘŞǘŜƭŜȊύ Ǿƻƭǘ ŀ ƭŜƎŦƻƴǘƻǎŀōō 

ŜƭǾłǊłǎ ŀ Iw ǎȊŀƪŜƳōŜǊŜƪƪŜƭ ǎȊŜƳōŜƴΦ 9ƳŜƭƭŜǘǘ ŀȊ ƛŘŜƎŜƴ ƴȅŜƭǾƛǎƳŜǊŜǘ Şǎ ŀ Iw ǎȊƻƭƎłƭǘŀǘłsok 

ŀƭŀǇƻǎ ƛǎƳŜǊŜǘŜ ƛǎ Ŧƻƴǘƻǎ ŜƭǾłǊłǎƪŞƴǘ ƧŜƭŜƴƛƪ ƳŜƎ όсΦ ǘłōƭłȊŀǘύ. 
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A тΦ ǘłōƭłȊŀǘ ŀȊǘ ǎȊŜƳƭŞƭǘŜǘƛΣ ƘƻƎȅ ƳƛƪŞƴǘ ǘǀǊǘŞƴƛƪ ŀ ǘǳŘłǎłǊŀƳƭłǎ ŀ ƪǀȊŞǇ-kelet-ŜǳǊƽǇŀƛ ab± 

ƭŜłƴȅǾłƭƭŀƭŀǘƻƪōŀƴ: ŀȊ ŀƴȅŀǾłƭƭŀƭŀǘǘƽƭ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘ ƛǊłƴȅłōŀ ƛƴŘǳƭƽ, ǾŀƎȅ ŀ ŦƻǊŘƝǘƻǘǘ ƛǊłƴȅǵ, 

illetve ŀ ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ ƪǀȊǀǘǘƛ ǘǳŘłǎłǊŀƳƭłǎ ŀ ŦƻƴǘƻǎŀōōΦ 

тΦ ǘłōƭłȊŀǘΥ ! ǘǳŘłǎłǊŀƳƻƪ ƛǊłƴȅŀ 

! ǘǳŘłǎłǊŀƳƻƪ ƛǊłƴȅŀ 

CƻƴǘƻǎǎłƎ 
(1 ς nem fontos... 5 ς nagyon fontos) 

2009 2011 2015 

!ƴȅŀǾłƭƭŀƭŀǘǘƽƭ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘ ƛǊłƴȅłōŀ 3,35 3,28 3,43 

[ŜłƴȅǾłƭƭŀƭŀǘǘƽƭ ŀȊ ŀƴȅŀǾłƭƭŀƭŀǘ ƛǊłƴȅłōŀ 2,88 2,62 2,69 

[ŜłƴȅǾłƭƭŀƭŀǘƻƪ ƪǀȊǀǘǘ 2,67 2,64 2,79 

! ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ Iw ǊŞǎȊƭŜƎŞƴ ōŜƭǸƭ 

3,09 

3,34 3,39 

! ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ Iw ǊŞǎȊƭŜƎŜ Şǎ Ƴłǎ ǎȊŜǊǾŜȊŜǘƛ 
ŜƎȅǎŞƎŜƛ ƪǀȊǀǘǘ 

3,06 3,13 

CƻǊǊłǎΥ /99Lw¢ ƪǳǘŀǘłǎ 

A ǾƛȊǎƎłƭǘ ƛŘǃǎȊŀƪōŀƴ ǘǀōōǎȊǀǊ ƛǎ ƳŜƎǾłƭǘƻȊƻǘǘ ŀ Ŧǃ Iw ǘǳŘłǎłǊŀƳƻƪ ƛǊłƴȅŀΦ aƝƎ нлмм-ben a 

ƭŜƎŦƻƴǘƻǎŀōō ŀȊ ŀƴȅŀǾłƭƭŀƭŀǘǘƽƭ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘ ƛǊłƴȅłōŀ ƘŀƭŀŘƽ ǘǳŘłǎłǊŀƳƭłǎ ǾƻƭǘΣ ŀŘŘƛƎ нлмм-

ōŜƴ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ Iw ǊŞǎȊƭŜƎŞƴ ōŜƭǸƭ ǘǀǊǘŞƴǃ ǘǳŘłǎłǊŀƳƭłǎǘ ǘŀǊǘƻǘǘłƪ ŀ legfontosabbnak. 

2015-ōŜƴ ƛǎƳŞǘ ŀȊ ŀƴȅŀǾłƭƭŀƭŀǘǘƽƭ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘ ƛǊłƴȅłōŀ ƘŀƭŀŘƽ ǘǳŘłǎłǊŀƳƭłǎ Ǿƻƭǘ ŀ 

ƭŜƎŦƻƴǘƻǎŀōōΣ ŀȊƻƴōŀƴ ŀ Iw ǊŞǎȊƭŜƎŜƴ ōŜƭǸƭƛ ǘǳŘłǎłǊŀƳƭłǎ ǎȊƛƴǘŜ ǳƎȅŀƴŀƪƪƻǊŀ ǎȊŜǊŜǇŜǘ 

kapott. 

 m{{½9D½;{ 

!ƘƘƻȊΣ ƘƻƎȅ ƘŀǎȊƴƻǎ ǘŀƴłŎǎƻƪŀǘ ŀŘƘŀǎǎǳƴƪ ŀ ƪǀȊŞǇ-kelet-ŜǳǊƽǇŀƛ Ǿłƭƭŀƭŀǘƻƪ Iw 

ǘŜǾŞƪŜƴȅǎŞƎŜƛƴŜƪ ŀƭŀƪƝǘłǎłƘƻȊ, ŜƭŜƴƎŜŘƘŜǘŜǘƭŜƴ ƳŜƎƛǎƳŜǊƴǸƴƪ ŀȊ ab±-ƪ ǊŞƎƛƽōŀƴ ōŜǘǀƭǘǀǘǘ 

ǎȊŜǊŜǇŞǘ Şǎ Iw ǘŜǾŞƪŜƴȅǎŞƎŜƛƪ ǎŀƧłǘƻǎǎłƎŀƛǘΦ 

¢ŀƴǳƭƳłƴȅǳƴƪōŀƴ ŀ YǀȊŞǇ-YŜƭŜǘ 9ǳǊƽǇłōŀƴ ƳǼƪǀŘǃ ab± ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ Iw ǘŜǾŞƪŜƴȅǎŞƎŞǘ 

ŞǊƛƴǘǃ Ŧƻƴǘƻǎŀōō ǾłƭǘƻȊłǎƻƪŀǘ ǇǊƽōłƭǘǳƪ ƳŜƎ ǀǎǎȊŜŦƻƎƭŀƭƴƛΦ ! ƧŜƭŜƴ ŎƛƪƪōŜƴ ς terjedelmi okok 

miatt ς Ŏǎŀƪ ƴȅƻƳƻƪōŀƴ ǘǳŘǘǳƪ ŦŜƭǾƛƭƭŀƴǘŀƴƛ ŀȊǘ ŀ ǎƻƪŦŞƭŜ ŀŘŀǘƻǘ Şǎ ƛƴŦƻǊƳłŎƛƽǘΣ ŀƳƛǘ ŀ /99Lw¢ 

ƪǳǘŀǘłǎōŀƴ ŀȊ ŜƭƳǵƭǘ Ƙŀǘ ŞǾ ǎƻǊłƴ ǀǎǎȊŜƎȅǼƧǘǀǘǘǸƴƪΣ ŦŜƭŘƻƭƎƻȊǘǳƴƪ Şǎ Ǉǳōƭƛƪłƭǘǳnk. 

! Ŧƻƴǘƻǎŀōō ƪǀǾŜǘƪŜȊǘŜǘŞǎŜƪ ƪǀȊǀǘǘ ƳŜƎŜƳƭƝǘƧǸƪΣ ƘƻƎȅ ŀ ǾƛȊǎƎłƭǘ ƛŘǃǎȊŀƪōŀƴ όнллфς2015 

ƪǀȊǀǘǘύ ƳŜƎƴǃǘǘ ŀ Iw ǊŞǎȊƭŜƎŜƪ ǎǘǊŀǘŞƎƛŀƛ ǎȊŜǊŜǇŜ ŀz ab± ƭŜłƴȅǾłƭƭŀƭŀǘƻƪ ǎȊƛƴǘƧŞƴΣ ŜƎȅǊŜ ǘǀōō 
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ǾŜȊŜǘǃ ǘŜƪƛƴǘƛ ǸȊƭŜǘƛ ǇŀǊǘƴŜǊƴŜƪ ŀ Iw ǎȊŀƪŜƳōŜǊŜƪŜǘΣ ŀƪƛƪƪŜƭ ǎȊŜƳōŜƴ ƛƎŜn magas 

kompetencia-ŜƭǾłǊłǎƻƪŀǘ ŦƻƎŀƭƳŀȊƴŀƪ ƳŜƎΦ !Ȋ ŜƭƳǵƭǘ ŞǾŜƪ ǎƻǊłƴ ŀ ƭŜłƴȅǾłƭƭŀƭŀǘƛ Iw 
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Abstract  

Labor shortages have become as one of the key issues in the life of the companies, which is 

heavily influenced by migration, unfavorable demographic factors and wage differentials 

among countries of the European Union. As a result, there is a shortage of workforce in areas 

and positions requiring special knowledge and competencies. Over the past two years we 

have examined the issue of labor shortages and retention in Hungary two times (2016 and 

2017). In our second survey, we used 401 from the response of 703 organizations to our 

present article. In our contribution, we want to outline the results of our empirical studies 

and the latest trends in Hungary that we have experienced in this area. Comparing our 

domestic experience with international research results, we highlight similarities and 

differences in this field.  

Keywords: Labor shortage, Job retention, Migration and robotization, Labor market 
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ŀȊ ¦ƴƛƽƘƻȊ Ǿŀƭƽ ŎǎŀǘƭŀƪƻȊłǎ ƭŜƘŜǘǃǎŞƎŞƴŜƪ ƪƛƴȅƛƭǾłƴƝǘłǎŀ (Roland, 2000). aŀƎȅŀǊƻǊǎȊłƎ ¦ƴƛƽǎ 

ǸƎȅŜƪ ƪƻƻǊŘƛƴłƭłǎłōŀ ǘǀǊǘŞƴǃ ōŜǾƻƴłǎŀ ƳŜƎƘŀǘłǊƻȊǘŀ ŀ ƳŀƪǊƻƎŀȊŘŀǎłƎ ǊǀǾƛŘ- Şǎ ƘƻǎǎȊǵǘłǾǵ 
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luxeƳōǳǊƎƛ ŦƻƭȅŀƳŀǘ ŜƭƛƴŘƝǘƻǘǘŀ ŀȊ ŜǳǊƽǇŀƛ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ǎǘǊŀǘŞƎƛłǘΣ ŀƳŜƭȅ ŜƭǃǎŜƎƝǘŜǘǘŜ ŀ 

ƴŜƳȊŜǘƛ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǇƻƭƛǘƛƪłƪ ƪƻƻǊŘƛƴłƭłǎłǘ Şǎ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ƳŀƎŀǎ ǎȊƛƴǘƧŞǘ ŀ ƴǀǾŜƪŜŘŞǎΣ 

ǎǘŀōƛƭƛȊłŎƛƽ ƳŀƪǊƻƎŀȊŘŀǎłƎƛ ŎŞƭƪƛǘǼȊŞǎŜƛǾŜƭ ǘŜǘǘŜ ŜƎȅŜƴǊŀƴƎǵǾłΦ нллл-ben a lisszaboni 

ǎǘǊŀǘŞƎƛŀ ŎŞƭƪƛǘǼȊŞǎŜƛ ƪǀȊǀǘǘ ƳŜƎŦƻƎŀƭƳŀȊłǎǊŀ ƪŜǊǸƭǘŜƪ ŀ CƻƎƭŀƭƪƻȊǘŀǘłǎƛ LǊłƴȅǾƻƴŀƭŀƪΣ 
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ŀƳŜƭȅŜƪ ŀ ǘŜƭƧŜǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ŜƭŞǊŞǎŞǊŜ Şǎ ŀȊ 9¦Σ Ƴƛƴǘ ŀ ǾƛƭłƎ ƭŜƎǾŜǊǎŜƴȅƪŞǇŜǎŜōō Şǎ 

ǘǳŘłǎŀƭŀǇǵ ƎŀȊŘŀǎłƎłǾł ǾłƭłǎłǊŀ ŦƽƪǳǎȊłƭǘŀƪΦ όaƛƴŘŜƴƴŜƪ ǊŞǎȊŜ aŀƎȅŀǊƻǊǎȊłƎ ƛǎΦύ bŞƎȅ 

ŀƭŀǇǇƛƭƭŞǊ ƪǀǊǾƻƴŀƭŀȊƽŘƻǘǘ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ƛǊłƴȅǾƻƴŀƭŀƪ ƪŜǊŜǘŞƴ ōŜƭǸƭΣ ŀƳŜƭȅƴŜƪ ŦƽƪǳǎȊłōŀƴ 

ŀ ŦƻƎƭŀƭƪƻȊǘŀǘƘŀǘƽǎłƎΣ ŀ ǾłƭƭŀƭƪƻȊƽōŀǊłǘ ƪǀǊƴȅŜȊŜǘΣ ŀȊ ŀƭƪŀƭƳŀȊƪƻŘƽ ƪŞǇŜǎǎŞƎ Şǎ ŀ ƴŜƳŜƪ 

ƪǀȊǀǘǘƛ ŜƎȅŜƴƭǃǎŞƎ Ǿƻƭǘ ƳŜƎƘŀǘłǊƻȊǾŀ όDłŎǎΣ нллрύΦ Cƻƴǘƻǎǎł Ǿłƭǘ ŀȊ ¦ƴƛƽ ƎƭƻōŀƭƛȊłŎƛƽǎ Şǎ 

ǘǳŘłǎŀƭŀǇǵ ǘŜǊƳŜƭŞƪŜƴȅǎŞƎ-ƴǀǾŜƭŞǎƛ ŎŞƭƪƛǘǼȊŞǎŜΣ ƳŜƭȅƴŜƪ ŜƭŞǊŞǎŜ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ 

ǇŀǊŀŘƛƎƳŀǾłƭǘłǎłƴ ƪŜǊŜǎȊǘǸƭ ǘǀǊǘŞƴǘΣ ŀȊŀȊ ŀ ƳǳƴƪŀƴŞƭƪǸƭƛǎŞƎ ŎǎǀƪƪŜƴǘŞǎŜ ƘŜƭȅŜǘǘ ŀ ƎŀȊŘŀǎłƎƛ 

ƴǀǾŜƪŜŘŞǎ ŀƪǘƛǾƛǘłǎŀ ƪŜǊǸƭǘ ŦƽƪǳǎȊōŀ ŀ ƳǼǎȊŀƪƛ ŦŜƧƭǃŘŞǎ Şǎ ŀ ƘǳƳłƴǘǃƪŜ ōǃǾǸƭŞǎŞƴ ƪŜǊŜǎȊǘǸƭΦ  

1.1. HR Menedzsment ς mǎȊǘǀƴȊŞǎ ς CƭǳƪǘǳłŎƛƽ 

! Ƴǵƭǘ ǎȊłȊŀŘ ƳłǎƻŘƛƪ ŦŜƭŞōŜƴ ŀ ƪǀȊŞǇ- Şǎ ƪŜƭŜǘ ŜǳǊƽǇŀƛ ǊŞƎƛƽ ƻǊǎȊłƎŀƛƴŀƪ Ǉƻƭƛǘƛƪŀƛ ǊŜƴŘǎȊŜǊŜ 

ŜǊǃǎŜƴ ƳŜƎƘŀǘłǊƻȊǘŀ ŀ ƘǳƳłƴŜǊǃŦƻǊǊłǎ ƳŜƴŜŘȊǎƳŜƴǘ ǘŜǊǸƭŜǘŜƛǘΦ ! ƘǳƳłƴŜǊǃŦƻǊǊłǎ 

meneŘȊǎƳŜƴǘǊŜ ŀ ǘǊŀŘƛŎƛƻƴłƭƛǎ α¢ŀȅƭƻǊƛ Ǿƻƴŀƭέ Ǿƻƭǘ ƧŜƭƭŜƳȊǃΣ ŀ ǎȊŜƳŞƭȅȊŜǘƛ ƪŞǊŘŞǎŜƪ ŀ ǇłǊǘ Şǎ 

łƭƭŀƳƛ ǾŜȊŜǘŞǎ ŦŜƭǸƎȅŜƭŜǘŜ ŀƭł ǘŀǊǘƻȊǘŀƪΦ 9ƴƴŜƪ ƻƪłƴΣ ŀ ǊŞƎƛƽ ǘŜǊǸƭeǘŞƴ ŀ Iw ƳŜƴŜŘȊǎƳŜƴǘ 

ŜƭǘŞǊǃ ƳƽŘƻƴ ŦŜƧƭǃŘǀǘǘ (Kornai, 2008).  

! ǎȊŜǊǾŜȊŜǘŜƪ ǎƛƪŜǊŜǎ ƳǼƪǀŘŞǎŞǘ ŀ ŎŞƎ ŞǊǘŞƪŞǘ ƳŜƎƘŀǘłǊƻȊƽ Ŧǃōō ŜƭŜƳŜƪ ōƛȊǘƻǎƝǘƧłƪΣ ŜƎȅƛƪ 

legfontosabb elem a szervezetek szellemi- Şǎ ǘǳŘłǎǘǃƪŞƧŜΣ ŀƳŜƭȅŜǘ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ 

ōƛȊǘƻǎƝǘŀƴŀƪ όtƻƽǊ ς Karoliny, 2013).  

! Iw ǎȊŀƪŜƳōŜǊŜƪ ŜƎȅƛƪ ƭŜƎŦƻƴǘƻǎŀōō ŦŜƭŀŘŀǘŀ ŀ ƳŜƎŦŜƭŜƭǃ ƘǳƳłƴŜǊǃŦƻǊǊłǎ ōƛȊǘƻǎƝǘłǎŀ a 

Ǿłƭƭŀƭŀǘ ǎȊłƳłǊŀΣ ŀƳŜƭȅƴŜƪ ǎȊŜǊŜǇŜ Şǎ ƧŜƭŜƴǘǃǎŞƎŜ ƴŀǇƧŀƛƴƪōŀƴ ŜƎȅǊŜ ƴŀƎȅƻōōΦ ! Ƨƽƭ ƪŞǇȊŜǘǘΣ 

ƳƻǘƛǾłƭǘ Şǎ ƳŜƎŦŜƭŜƭǃ ǘŜƭƧŜǎƝǘƳŞƴȅǘ ƴȅǵƧǘƽΣ ƳŜƎǵƧǳƭłǎǊŀ ƪŞǇŜǎ ƳǳƴƪŀŜǊǃ ǎȊǼƪǀǎŜƴ łƭƭ 

ǊŜƴŘŜƭƪŜȊŞǎǊŜΣ ŜȊŞǊǘ ŀ ǎȊŀƪƪŞǇȊŜǘǘ ƳǳƴƪŀŜǊǃŞǊǘ ƘŀǘŀƭƳŀǎ ǾŜǊǎŜƴȅ ŀƭŀƪǳƭ ƪƛ ŀ 

mǳƴƪŀŜǊǃǇƛŀŎƻƴΦ ! ǎȊŀƪƪŞǇȊŜǘǘ ƳǳƴƪŀŜǊǃ ƳŜƎǎȊŜǊȊŞǎŜΣ ƳŜƎǘŀǊǘłǎŀ ƳŜƭƭŜǘǘ ŀȊ ŜƭƪǀǘŜƭŜȊǃŘŞǎ 

ōƛȊǘƻǎƝǘłǎŀ ƛǎ Ŧƻƴǘƻǎ ǎȊŜǊŜǇŜǘ ƪŀǇ όtƻƽǊ Ŝǘ ŀƭΦΣ нллрύ. ! ƳǳƴƪŀǾłƭƭŀƭƽƪ ōŞǊŜȊŞǎŜ 

ǎȊǸƪǎŞƎǎȊŜǊǼŜƴ ƳŀƎłǾŀƭ ǾƻƴƧŀ ŀ ƧƻƎƛ Şǎ ŀ ǇƛŀŎƛ ŜƭǾłǊłǎƻƪƴŀƪ ƛǎ ƳŜƎŦŜƭŜƭǃ ōŞǊŜȊŞǎƛΣ Ƨǳǘǘŀǘłǎƛ 

ǊŜƴŘǎȊŜǊŜƪ ƪƛŘƻƭƎƻȊłǎłǘ (Karoliny, 2017). ! ƘŀǘŞƪƻƴȅ ǀǎȊǘǀƴȊŞǎƛ ǊŜƴŘǎȊŜǊ ŀȊ ŜƎȅŞƴƛ ŞǊŘŜƪŜƪǊŜ 

ŞǇƝǘΣ ƳŜƭȅƘŜȊ ǘǳŘŀǘƻǎŀƴ ƪƛŀƭŀƪƝǘƻǘǘ ŦŜƭǘŞǘŜƭŜƪŜǘ ƪŀǇŎǎƻƭ (Dajnoki ς Fegyverneki, 2014). A 

ǎȊŜǊǾŜȊŜǘŜƪ ǊŞǎȊŞǊǃƭ ǎȊłƳƻǎ ŜǎȊƪǀȊ łƭƭ ǊŜƴŘŜƭƪŜȊŞǎǊŜ ŀ ƳǳƴƪŀŜǊǃ ƳŜƎǘŀǊǘłǎłǊŀ ǾƻƴŀǘƪƻȊƽƭŀƎΣ 

amely lehet anyagi- Şǎ ƴŜƳ ŀƴȅŀƎƛ ƧŜƭƭŜƎǼ ǀǎȊǘǀƴȊǃ όмΦ łōǊŀύΦ 
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мΦ łōǊŀΥ mǎȊǘǀƴȊǃƪ ǘƝǇǳǎŀƛ 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ ό!ǊƳǎǘǊƻƴƎς Murlis, 2005) 

Pfeffer (1998) ǾŞƭŜƳŞƴȅŜ ǎȊŜǊƛƴǘ ŀ ƴŜƳ ŀƴȅŀƎƛ ƧŜƭƭŜƎǼ ǀǎȊǘǀƴȊǃƪ ǳƎȅŀƴ ƻƭȅŀƴ Ƙŀǘłǎǘ ǘǳŘƴŀƪ 

ƪƛŦŜƧǘŜƴƛΣ Ƴƛƴǘ ŀȊ ŀƴȅŀƎƛ ƧŜƭƭŜƎǼ ǀǎȊǘǀƴȊǃƪΣ ŀƳŜƴƴȅƛōŜƴ ŀ ƳǳƴƪŀǘłǊǎŀƪ ƳƻǘƛǾłƭǘǎłƎłǘ Şǎ 

ǘŜƭƧŜǎƝǘƳŞƴȅǸƪ ŦƻƪƻȊłǎłǘ ǘǳŘƧǳƪ ƘƻǎǎȊǵǘłǾƻƴ ōƛȊǘƻǎƝǘŀƴƛ ŀ ƳŜƎŦŜƭŜƭǃ ƳǳƴƪŀƪǀǊƴȅŜȊŜǘ 

ōƛȊǘƻǎƝǘłǎłƴ ƪŜǊŜǎȊǘǸƭΦ !Ȋ ǀǎȊǘǀƴȊŞǎƛ ǊŜƴŘǎȊŜǊŜƪƪŜƭ ƪŀǇŎǎƻƭŀǘōŀƴ ƳƛƴŘ ŀ ƳǳƴƪłƭǘŀǘƽƛΣ ƳƛƴŘ ŀ 

ƳǳƴƪŀǾłƭƭŀƭƽƛ ƻƭŘŀƭǊƽƭ ƳŜƎŦƻƎŀƭƳŀȊƽŘƻǘǘ ŜƭǾłǊłǎΣ ƳŜƭȅƴŜƪ ŎŞƭƧŀ ŀ ǎǘǊŀǘŞƎƛŀƛ ŎŞƭƻƪ ŜƭŞǊŞǎŜ Şǎ 

ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ ŜƭŞƎŜŘŜǘǘǎŞƎŞƴŜƪ Şǎ ŞǊŘŜƪŞǊǾŞƴȅŜǎƝǘŞǎŞƴŜƪ ōƛȊǘƻǎƝǘłǎŀΦ 

! ŦƭǳƪǘǳłŎƛƽ ǎȊłƳƻǎ ǎȊŜǊǾŜȊŜǘ ŞƭŜǘŞōŜƴ ǇǊƻōƭŞƳłǘ Şǎ ƪƻƳƻƭȅ ƪǀƭǘǎŞƎŜǘ ƧŜƭŜƴǘ (Boudreau, 

нлмлύΦ IƻƳ Şǎ ǎȊŜǊȊǃǘłǊǎŀƛ όнлмтύ ŀ ƳǳƴƪŀŜǊǃ ŦƭǳƪǘǳłŎƛƽ Ǝƭƻōłƭƛǎ ǇǊƻōƭŜƳŀǘƛƪłƧłǊŀ ƘƝǾƧłƪ ŦŜƭ 

ŀ ŦƛƎȅŜƭƳŜǘΣ ǾŞƭŜƳŞƴȅǸƪ ǎȊŜǊƛƴǘ ŀ ŦƭǳƪǘǳłŎƛƽ ǾƛǎǎȊŀǎȊƻǊƝǘłǎłǊŀ ƪƻǊƳłƴȅȊŀǘƛ ōŜŀǾŀǘƪƻȊłǎ 

ǎȊǸƪǎŞƎŜǎ ŀȊ ŜƭǾłƴŘƻǊƭłǎōƽƭ ŜǊŜŘǃ ƎŀȊŘŀǎłƎƛ ƪłǊƻƪ ƳŜƎŜƭǃȊŞǎŜ ŞǊŘŜƪŞōŜƴΦ !ƳōǊǳǎ Şǎ 

Lengyel szerint (2006) ŀ ŦƭǳƪǘǳłŎƛƽ ƪƻƳƻƭȅ ǘŜǊƘŜǘ ƧŜƭŜƴǘ ŀ Ǿłƭƭŀƭŀǘ ǎȊłƳłǊŀΣ ƘƛǎȊŜƴ ŀ ŦƭǳƪǘǳłŎƛƽǎ 

ƪǀƭǘǎŞƎŜƪ ƪǀȊŞ ƪŜƭƭ ǎƻǊƻƭƴƛ ŀ ƳǳƴƪŀǾŞƎȊŞǎ ŀƭƽƭƛ ŦŜƭƳŜƴǘŞǎ ƪǀƭǘǎŞƎŜƛǘΣ ŀ ƘƻȊȊł ƪŀǇŎǎƻƭƽŘƽ 

ƧłǊǳƭŞƪƻƪŀǘΣ ŀ ƪƛƭŞǇŞǎ ƪǀƭǘǎŞƎŜƛǘΣ ŀ ǾŞƎƪƛŜƭŞƎƝǘŞǎǘΣ ŀ ƳǳƴƪŀŜǊǃ ƪƛǾłƭŀǎȊǘłǎΣ ŦŜƭǾŞǘŜƭ Şǎ ōŜǘŀƴƝǘłǎ 

ƪǀƭǘǎŞƎŜƛǘΦ ¢ŜƘłǘ ōŜǎȊŞƭƘŜǘǸƴƪΥ ǇŞƴȊǸƎȅƛ ƪǀƭǘǎŞƎŜƪǊǃƭΣ ƘŜƭȅŜǘǘŜǎƝǘŞǎƛ ƪǀƭǘǎŞƎŜƪǊǃƭΣ ǾŀƭŀƳƛƴǘ 

ƪŞǇȊŞǎƛ-ǘǊŞƴƛƴƎ ƪǀƭǘǎŞƎŜƪǊǃƭΣ ŀȊ ŜƎȅŞō ƪǀƭǘǎŞƎŜƪ ƳŜƭƭŜǘǘΦ LƎŀȊΣ ŀ ŦƭǳƪǘǳłŎƛƽ ŀƭŀŎǎƻƴȅ ǎȊƛƴǘŜƴ 

ǘŀǊǘƘŀǘƽΣ ŀƳŜƴƴȅƛōŜƴ ŀ ǎȊŜǊǾŜȊŜǘ ŀ ŎŞƭŜƎȅŜȊǃǎŞƎ ŜƭǾŜ ŀƭŀǇƧłƴ ƻƭȅŀƴ ǘŜǾŞƪŜƴȅǎŞƎŜƪ 

ŜƭǾŞƎȊŞǎŞǊŜ ǘǀǊŜƪǎȊƛƪΣ ŀƳŜƭȅ ŀǊǊŀ ǀǎȊǘǀƴȊƛ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪŀǘΣ ƘƻƎȅ ŀ ƪǀȊǀǎ ŞǊŘŜƪŜƪ 

ƳŜƎƘŀǘłǊƻȊłǎǊŀ ƪŜǊǸƭƧŜƴŜƪ (Govindarajan et al., 2009).  
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1.2. aǳƴƪŀŜǊǃƘƛłƴȅ 

aŀƎȅŀǊƻǊǎȊłƎƻƴ ŀȊ ŜƭƳǵƭǘ ƴŞƘłƴȅ ŞǾōŜƴ ƳŜƎǾłƭǘƻȊƻǘǘ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎ ǎǘǊǳƪǘǵǊłƧŀΣ ŀ ƪŜǊŜǎƭŜǘ 

Şǎ ŀ ƪƝƴłƭŀǘ ŜƭǘŞǊǃ ƳŜǘǎȊŞǎǇƻƴǘƻƪōŀƴ ǘŀƭłƭƪƻȊƻǘǘΣ ƳŜƭȅƴŜƪ ƘŀǘłǎłǊŀ ƳǳƴƪŀŜǊǃƘƛłƴȅ ŀƭŀƪǳƭǘ ƪƛ 

ŜƎȅŜǎ łƎŀȊŀǘƻƪōŀƴΦ ! ƳǳƴƪŀŜǊǃƘƛłƴȅǘ ǘǀōōŦŞƭŜ ƳƽŘƻƴ ǘǳŘƧǳƪ ŞǊǘŜƭƳŜȊƴƛΦ .ƭŀƴŘȅ Şǎ 

Richardson (1982) ǎȊŜǊƛƴǘ ŀƪƪƻǊ ōŜǎȊŞƭǸƴƪ ƘƛłƴȅǎȊŀƪƳłǊƽƭΣ Ƙŀ ŀ ǎȊŀōŀŘ ƳǳƴƪŀŜǊǃ ŀŘƻǘǘ 

ōŞǊǎȊƝƴǾƻƴŀƭ ƳŜƭƭŜǘǘ ƴŜƳ ƪŞǇŜǎ ōŜǘǀƭǘŜƴƛ ŀ ǎȊŀōŀŘ łƭƭłǎƻƪŀǘΦ ! ƳǳƴƪŀŜǊǃ ǇƛŀŎƛ ŜƎȅŜƴǎǵƭȅ 

ŦŜƭōƻǊǳƭłǎłƴłƭ ǎȊƛƴǘŞƴ ǎȊŀƪŜƳōŜǊƘƛłƴȅǊƽƭ ōŜǎȊŞƭǸƴƪ ŀōōŀn az esetben, amikor a keresett 

ƳǳƴƪŀǾłƭƭŀƭƽ ƳŜƴƴȅƛǎŞƎŜ ƳŜƎƘŀƭŀŘƧŀ ŀȊǘ ŀ ƪƝƴłƭŀǘƻǘΣ ŀƪƛƪ ŀŘƻǘǘ ōŞǊŜƪ ƳŜƭƭŜǘǘ ƘŀƧƭŀƴŘƽŀƪ Şǎ 

ƪŞǇŜǎŜƪ ƛǎ ŘƻƭƎƻȊƴƛ ŀŘƻǘǘ ƳǳƴƪŀƪǀǊǸƭƳŞƴȅŜƪ ƪǀȊǀǘǘΣ ŀŘƻǘǘ ƘŜƭȅŜƴ Şǎ ƛŘǃōŜƴΣ ƳŜƎŦŜƭŜƭǃ 

ǘŀǇŀǎȊǘŀƭŀǘǘŀƭ Şǎ ǾŞƎȊŜǘǘǎŞƎƎŜƭ (Barnow et al., 1998).  

! ǎȊŀƪŜƳōŜǊƘƛłƴȅ ŜƎȅ ƴŜƳƪƝǾłƴŀǘƻǎ ƎŀȊŘŀǎłƎƛ łƭƭŀǇƻǘΣ ŀƳŜƭȅŜƪ ƳŜƎƻƭŘłǎłǊŀ ŀ ǎȊŜǊǾŜȊŜǘŜƪ 

ŜƭǘŞǊǃ ƛƴǘŞȊƪŜŘŞǎŜƪŜǘ ŀƭƪŀƭƳŀȊƴŀƪ (Borghans, 1997). 9ȊŜƪ ŀȊ ƛƴǘŞȊƪŜŘŞǎŜƪ ŀȊƻƴōŀƴ ƳƛƴŘŜƴ 

ŜǎŜǘōŜƴ ǇƭǳǎȊ ƪǀƭǘǎŞƎƪŞƴǘ ƧŜƭŜƴǘƪŜȊƴŜƪ ŀ ǎȊŜǊǾŜȊŜǘ ƳǼƪǀŘŞǎŞōŜƴΣ ǾŀƭŀƳƛƴǘ emelik a 

ƘƛłƴȅǎȊŀƪƳłƪ ǘŜǊǸƭŜǘŞƴ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƛ ǾŜǊǎŜƴȅǘΦ 

aŀƎȅŀǊƻǊǎȊłƎ ƘƻǎǎȊǵ ǘłǾǵ ǾŜǊǎŜƴȅƪŞǇŜǎǎŞƎŞƴŜƪ ƳŜƎǃǊȊŞǎŜ ŞǊŘŜƪŞōŜƴ ǎǘǊŀǘŞƎƛŀƛ ǎȊƛƴǘŜƴ ƪŜƭƭ 

kezelni a szakember-Ƙƛłƴȅ łƭǘŀƭ ƎŜƴŜǊłƭǘ, ŦƻƎƭŀƭƪƻȊǘŀǘłǎǇƻƭƛǘƛƪłǾŀƭ ǀǎǎȊŜŦǸƎƎǃ ƪŞǊŘŞǎŜƪŜǘΦ ! 

Y{I ŀŘŀǘŀƛ ǊłƳǳǘŀǘƴŀƪ ŀ ōŜ ƴŜƳ ǘǀƭǘǀǘǘ ƳǳƴƪŀƘŜƭȅŜƪ ǎȊłƳłƴŀƪ ƴŀƎȅǎłƎłǊŀΣ ŀƳŜƭȅ ƴŜƳŎǎŀƪ 

ŀ ǾŜǊǎŜƴȅǎȊŦŞǊłǘΣ ƘŀƴŜƳ ŀ ƪǀȊǎȊŦŞǊłǘ ƛǎ ŞǊƛƴǘƛ όнΦ łōǊŀύΦ 

нΦ łōǊŀ: «ǊŜǎ łƭƭłǎƘŜƭȅŜƪ ǎȊłƳŀ 
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CƻǊǊłǎΥ Y{I https://www.ksh.hu/docs/hun/xstadat/xstadat_evkozi/e_qli027c.html?down=86 

 

1.3. bŜƳȊŜǘƪǀȊƛ ƪƛǘŜƪƛƴǘŞǎ 

! ƳǳƴƪŀŜǊǃƘƛłƴȅ Ǝƭƻōłƭƛǎ ƧŜƭŜƴǎŞƎΣ ŀƳŜƭȅ ŜǊŜŘƘŜǘ ŀ ƪƛŜƎȅŜƴƭƝǘŜǘƭŜƴ ƳǳƴƪŀŜǊǃ-ƪŜǊŜǎƭŜǘōǃƭΣ 

ǾŀƭŀƳƛƴǘ ŀȊ ŜƭǘŞǊǃ ƳǳƴƪŀŜǊǃ-ƪƝƴłƭŀǘōƽƭΦ !Ȋ 9ǳǊƽǇai .ƛȊƻǘǘǎłƎ ǎȊŀƪǇƻƭƛǘƛƪŀƛ ƛƴǘŞȊƪŜŘŞǎŜƛ ŀ 

ƳǳƴƪŀŜǊǃǇƛŀŎ ƧŀǾƝǘłǎłǊŀ ƛǊłƴȅǳƭƴŀƪΣ ŀ ƪŜǊŜǎƭŜǘ Şǎ ƪƝƴłƭŀǘ ǎȊƻǊƻǎŀōō ǀǎǎȊŜƘŀƴƎƻƭłǎłǊŀΣ ŀ 

ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ ƛƴǘŞȊƳŞƴȅŜƪ ƳƻŘŜǊƴƛȊłƭłǎłǾŀƭ Şǎ ƳŜƎŜǊǃǎƝǘŞǎŞǾŜƭΣ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƛ Ƴƻōƛƭƛǘłǎ 

ŀƪŀŘłƭȅŀƛƴŀƪ ŦŜƭǎȊłƳƻƭłǎłǾŀƭΣ ŀ ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ Ƙƛłƴȅ Ƨƻōō ŜƭǃǊŜƧŜƭȊŞǎŞǾŜƭΣ ŀ ƎŀȊŘŀǎłƎƛ 

ƳƛƎǊłŎƛƽ ƘŀǘŞƪƻƴȅŀōō ƪŜȊŜƭŞǎŞǾŜƭΣ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ Şǎ ŀ Ǿłƭƭŀƭŀǘƻƪ ŀƭƪŀƭƳŀȊƪƻŘƽ 

ƪŞǇŜǎǎŞƎŞƴŜƪ ƧŀǾƝǘłǎłǾŀƭΦ ! оΦ łōǊŀ ǎȊŜƳƭŞƭǘŜǘƛ ŀȊ 9ǳǊƽǇŀƛ ¦ƴƛƽōŀƴ ōŜǘǀƭǘŜǘƭŜƴ łƭƭłǎƘŜƭȅŜƪ 

ŀǊłƴȅłƴŀƪ ǾłƭǘƻȊłǎłǘ ŀȊ ŜƭƳǵƭǘ ŜƎȅ ŞǾōŜƴΦ ! ŘƛŀƎǊŀƳ ǊłƳǳǘŀǘ ŀǊǊŀΣ ƘƻƎȅ ŀȊ ¦ƴƛƽ 

ǘŀƎłƭƭŀƳŀƛōŀƴ ŀȊ ǸǊŜǎ łƭƭłǎƘŜƭȅŜƪ ŀǊłƴȅŀ ŜƳŜƭƪŜŘŜǘǘ ŀȊ ŜƭƳǵƭǘ ƛŘǃǎȊŀƪōŀƴΦ ! ƭŜƎƴŀƎȅƻōō 

ƳŞǊǘŞƪǼ Ƙƛłƴȅ .ŜƭƎƛǳƳōŀƴΣ /ǎŜƘƻǊǎȊłƎōŀƴ Şǎ ałƭǘłƴ ƧŜƭŜƴǘƪŜȊŜǘǘ нлмтΦ L±Φ ƴŜƎȅŜŘŞǾŞōŜƴΦ 

оΦ łōǊŀ: .ŜǘǀƭǘŜǘƭŜƴ łƭƭłǎƘŜƭȅŜƪ ŀȊ 9¦-ban 

 

CƻǊǊłǎΥ sŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 9¦wh{¢!¢ ŀŘŀǘƻƪ ŀƭŀǇƧłƴ CƻǊǊłǎΥ http://e c.europa.eu/eurostat/statistics-

explained/index.php?title=File:Job_vacancy_rates_(%25)_and_change_compared_with_the_same_q

uarter_of_the_previous_year_(p_p_).png 

https://www.ksh.hu/docs/hun/xstadat/xstadat_evkozi/e_qli027c.html?down=86
http://ec.europa.eu/eurostat/statistics-explained/index.php?title=File:Job_vacancy_rates_(%25)_and_change_compared_with_the_same_quarter_of_the_previous_year_(p_p_).png
http://ec.europa.eu/eurostat/statistics-explained/index.php?title=File:Job_vacancy_rates_(%25)_and_change_compared_with_the_same_quarter_of_the_previous_year_(p_p_).png
http://ec.europa.eu/eurostat/statistics-explained/index.php?title=File:Job_vacancy_rates_(%25)_and_change_compared_with_the_same_quarter_of_the_previous_year_(p_p_).png
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 Y¦¢!¢#{ aj5{½9w¢!b! 

! ƪŞǊŘǃƝǾŜǎ ǾƛȊǎƎłƭŀǘǊŀ нлмт-ōŜƴ ƪŜǊǸƭǘ ǎƻǊΣ ŀ ƪǳǘŀǘłǎ ŦƻƭȅŀƳłƴ плм ƪǀȊǎȊŦŞǊłōŀƴ ƳǼƪǀŘǃ 

Ǿłƭƭŀƭŀǘ ǾłƭŀǎȊłǘ ǀǎǎȊŜƎŜȊǘǸƪΦ WŜƭŜƴ ǘŀƴǳƭƳłƴȅ ŀ ƳŀƎȅŀǊƻǊǎȊłƎƛ Ƴƛƴǘŀ ŜƭŜƳȊŞǎŞǘ ƳǳǘŀǘƧŀ ōŜΦ 

! ƪŞǊŘǃƝǾŜƪŜǘ ŀ ǊŞǎȊǘǾŜǾǃƪ ǇŀǇƝǊ ŀƭŀǇƻƴ ǘǀƭǘǀǘǘŞƪ ƪƛΥ ŀ ƳƛƴǘŀƎȅǼƧǘŞǎƛ ŜƭƧłǊłǎ ŀ ƘƽƭŀōŘŀ 

ƳƽŘǎȊŜǊ ǾƻƭǘΣ ŀȊŀȊ ǎŜƳ ŀ ƳƛƴǘŀǎȊłƳΣ ǎŜƳ ŀ ƳƛƴǘŀƎȅǼƧǘŞǎ ƳƽŘǎȊŜǊŜ ŀƭŀǇƧłƴ ŀȊ ŀŘƻǘǘ ǎƻƪŀǎłƎ 

ƴŜƳ ǘŜƪƛƴǘƘŜǘǃ ǊŜǇǊŜȊŜƴǘŀǘƝǾƴŀƪΦ ! ƪŞǊŘǃƝǾ ǘǀōōŦŞƭŜ ǾłƭǘƻȊƽǊŀ ŞǇǸƭǘΦ !ƭŀǇǾŜǘǃŜƴ ȊłǊǘ 

ƪŞǊŘŞǎŜƪōǃƭ łƭƭǘΣ Şǎ ƧŜƭƭŜƳȊǃŜƴ ƴƻƳƛƴłƭƛǎ Şǎ ƳŜǘǊƛƪǳǎ όр ŦƻƪƻȊŀǘǵ [ƛƪŜǊǘ-ǎƪłƭŀύ ǾłƭǘƻȊƽƪƪŀƭ 

ŘƻƭƎƻȊƛƪΦ ! ƪŞǊŘǃƝǾ ƪŞǊŘŞǎŜƛ ŀ ƪǀǾŜǘƪŜȊǃƪŞǇǇŜƴ ƪŜǊǸƭǘŜƪ ŦŜƭƻǎȊǘłǎǊŀΦ ! ƪŞǊŘǃƝǾ Ŝƭǎǃ ǊŞǎȊŜ ŀ 

Ƴƛƴǘŀ ǎǇŜŎƛŦƛƪłƭłǎłōƽƭ łƭƭǘΣ ŀȊŀȊ ŀ ǎȊŜǊǾŜȊŜǘŜƪ ŜƭƘŜƭȅŜȊƪŜŘŞǎŞǘΣ ŀȊ łƎŀȊŀǘƛ ōŜǎƻǊƻƭłǎǳƪŀǘΣ ŀȊ 

ŞǾŜǎ łǊōŜǾŞǘŜƭǸƪŜǘΣ ŀ ƭŞǘǎȊłƳǳƪŀǘ ǘłǊƎȅŀƭǘŀΦ ! ƪŞǊŘǃƝǾ ƪǀǾŜǘƪŜȊǃ ǊŞǎȊŜ ŀ ŦƭǳƪǘǳłŎƛƽ 

ƳŞǊǘŞƪŞǊŜ Şǎ ŀ ƭŜƎƴŜƘŜȊŜōōŜƴ ōŜǘǀƭǘƘŜǘǃ ǇƻȊƝŎƛƽƪǊŀΣ ŀȊƻƪ ƧŜƭƭŜƳȊǃƛǊŜ ƪŞǊŘŜȊŜǘǘ ǊłΣ ƛƭƭŜǘǾŜ 

ŀȊƻƪǊŀ ŀȊ ƛƴǘŞȊƪŜŘŞǎŜƪǊŜΣ ŀƳŜƭȅŜƪ ŀ ƳǳƴƪŀŜǊǃƘƛłƴȅ ƭŜƪǸȊŘŞǎŞǘ ŎŞƭȊƽ Ǿłƭƭŀƭŀǘƛ ǘŜǾŞƪŜƴȅǎŞƎŜƪ 

ǾƻƭǘŀƪΦ !Ȋ ǳǘƻƭǎƽ ǊŞǎȊŞōŜƴ ŀ ƳǳƴƪŀŜǊǃƘƛłƴȅ ƪŜȊŜƭŞǎŞǊŜ Şǎ ƳŜƎƻƭŘłǎłǊŀ ǎȊǸƭŜǘŜǘǘ łƭƭŀƳƛ Şǎ 

ǎȊŜǊǾŜȊŜǘƛ ƛƴǘŞȊƪŜŘŞǎŜƪŜǘ ƪŜƭƭŜǘǘ ŀ ƪǳǘŀǘłǎōŀƴ ǊŞǎȊǘǾŜǾǃ ŎŞƎŜƪƴŜƪ ŀ ƘŀǘŞƪƻƴȅǎłƎǳƪ Şǎ ŀ 

ƎȅŀƪƻǊƛǎłƎǳƪ ŀƭŀǇƧłƴ ŞǊǘŞƪŜƭƴƛΦ 

! ƪǳǘŀǘłǎ ŀ ƪǀǾŜǘƪŜȊǃ ƘƛǇƻǘŞȊƛǎ ōƛȊƻƴȅƝǘłǎłǊŀ ƛǎ ŦƽƪǳǎȊłƭǘΥ 

! ƪǳǘŀǘłǎōŀƴ ǊŞǎȊǘ ǾŜǾǃΣ ŀ ƪǀȊǎȊŦŞǊłōŀƴ ƳǼƪǀŘǃ ƳŀƎȅŀǊ ŎŞƎŜƪ Şǎ ǎȊŜǊǾŜȊŜǘŜƪ ŜǎŜǘŞōŜƴ ƛǎ 

ŀƪǘǳłƭƛǎ ǇǊƻōƭŞƳŀ ŀ ƳǳƴƪŀŜǊǃƘƛłƴȅ, Şǎ ŀƪǘƝǾ ƳŜƎƻƭŘłǎƻƪƪŀƭ ƪǸȊŘŜƴŜƪ ŀƴƴŀƪ ŜƴȅƘƝǘŞǎŞǊŜΦ 

!Ȋ ŀŘŀǘƻƪ ŜƭŜƳȊŞǎŜ {t{{ но-ŀǎ ǇǊƻƎǊŀƳŎǎƻƳŀƎ ǎŜƎƝǘǎŞƎŞǾŜƭΣ ŜƎȅ Şǎ ǘǀōōǾłƭǘƻȊƽǎ ǎǘŀǘƛǎȊǘƛƪŀƛ 

ƳƽŘǎȊŜǊŜƪƪŜƭ ǘǀǊǘŞƴǘΣ ƝƎȅ ƎȅŀƪƻǊƛǎłƎΣ łǘƭŀƎΣ ǎȊƽǊłǎ ǾƛȊǎƎłƭŀǘƻƪΣ YƘƛ-ƴŞƎȅȊŜǘ ǇǊƽōŀΣ !bh±! 

elemȊŞǎ ƪŜǊǸƭǘ ŦŜƭƘŀǎȊƴłƭłǎǊŀΦ 

 Y¦¢!¢#{ 9w95a;b¸9L 

! ǾƛȊǎƎłƭŀǘōŀƴ плм ŘōΣ ŀ ƪǀȊǎȊŦŞǊłōŀƴ ƳǼƪǀŘǃΣ ƳŀƎȅŀǊƻǊǎȊłƎƛ ǎȊŜǊǾŜȊŜǘ ǾŜǘǘ ǊŞǎȊǘΦ [ŞǘǎȊłƳ 

ǎȊŜǊƛƴǘ ŀ ƭŜƎƴŀƎȅƻōō ŀǊłƴȅōŀƴ осΣп҈-ban az 1 ллл Ŧǃ ŦŜƭŜǘǘƛ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘƛ łƭƭƻƳłƴƴȅŀƭ 

ǊŜƴŘŜƭƪŜȊǃ ŎŞƎŜƪ ǾƻƭǘŀƪΣ ƳŀƧŘ 28,4%-ŀ ŀ ǊŞǎȊǾŜǾǃƪƴŜƪ мл-рл Ŧǃ ƪǀȊǀǘǘƛ ƭŞǘǎȊłƳƳŀƭ 

ƳǼƪǀŘǀǘǘΣ ŘŜ ǇŞƭŘłǳƭ ŀȊ рм-млл Ŧǃ ƪǀȊǀǘǘƛ ƳǳƴƪŀǾłƭƭŀƭƽƪŀǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽ ǎȊŜǊǾŜȊŜǘŜƪ ŀǊłƴȅŀ 

ƛǎ мпΣр҈ ǾƻƭǘΦ !Ȋ ŞǾŜǎ łǊōŜǾŞǘŜƭǘ ǾƛȊǎƎłƭǾŀ ƭŜƎƴŀƎȅƻōō ƎȅŀƪƻǊƛǎłƎƎŀƭ ŀȊ млл Ƴƛƭƭƛƽ-1 Mrd Ft 

ƪǀȊǀǘǘƛ όнмΣу҈ύ Şǎ ŀ м0-млл Ƴƛƭƭƛƽ Cǘ ƪǀȊǀǘǘƛ όнлΣм҈ύ ǎȊŜǊǾŜȊŜǘŜƪ ǾƻƭǘŀƪΦ 
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! ƪŞǊŘǃƝǾ ǊłƪŞǊŘŜȊŜǘǘ ŀǊǊŀΣ ƘƻƎȅ ƳƛƭȅŜƴ ƳŞǊǘŞƪǼ Ǿƻƭǘ ŀȊ ŀŘƻǘǘ ǎȊŜǊǾŜȊŜǘƴŞƭ нлмс-ban 

ǀǎǎȊŜǎŜƴ ŀ ŦƭǳƪǘǳłŎƛƽΦ ! ǾƛȊǎƎłƭǘ ǎȊŜǊǾŜȊŜǘŜƪ ƳƛƴǘŜƎȅ ƘŀǊƳŀŘłōŀƴ л-ƴłƭ ƴŀƎȅƻōōΣ ŘŜ р҈-ƴłƭ 

ƪƛǎŜōō Ǿƻƭǘ ŀ ƳŞǊǘŞƪŜΦ р҈-ƴłƭ nagyobb, de 10%-ƴłƭ ƪƛǎŜōō ƳŞǊǘŞƪǼ Ǿƻƭǘ ŀ ǾƛȊǎƎłƭǘ Ǿłƭƭŀƭŀǘƻƪ 

27,1%-łƴłƭΦ ¦ƎȅŀƴŀƪƪƻǊ ŜƭƎƻƴŘƻƭƪƻŘǘŀǘƽ ŀȊ ŀȊ ŀŘŀǘΣ ƘƻƎȅ п҈-łƴłƭ ŀ ǎȊŜǊǾŜȊŜǘŜƪƴŜƪ пл҈ 

ŦŜƭŜǘǘƛ Ǿƻƭǘ ŀ ŦƭǳƪǘǳłŎƛƽ ƳŞǊǘŞƪŜΦ NƎȅ ǇŞƭŘłǳƭ ŀȊ рлм Şǎ м ллл Ŧǃǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽ ǎȊŜǊǾŜȊŜǘŜƪ 

ƪǀȊǀǘǘ ƳƛƴŘŜƴ ǘƝȊŜŘƛƪ ƛƭȅŜƴ ƳŀƎŀǎ ŦƭǳƪǘǳłŎƛƽǘ Şƭǘ ƳŜƎΦ ! ƭŜƎŀƭŀŎǎƻƴȅŀōō ŀǊłƴȅǵΣ ŀȊŀȊ л҈ 

ŦƭǳƪǘǳłŎƛƽǾŀƭ ǎȊłƳƻƭǘ ƳƛƴŘŜƴ ƴȅƻƭŎŀŘƛƪ мл-рл Ŧǃǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽ ǎȊŜǊǾŜȊŜǘΦ 

aǳƴƪŀƪǀǊǀƴƪŞƴǘ Şǎ ǇƻȊƝŎƛƽƪ ǎȊŜǊƛƴǘ ƛǎ ƳŜƎǾƛȊǎƎłƭłǎǊŀ ƪŜǊǸƭǘΣ ƘƻƎȅ ƳƛƭȅŜƴ ŦƭǳƪǘǳłŎƛƽ 

ƴŀƎȅǎłƎƎŀƭ ƪŜǊǸƭǘŜƪ ǎȊŜƳōŜ ŀ ǎȊŜǊǾŜȊŜǘŜƪΦ ! ǇƻȊƝŎƛƽƪ ŀƭŀǇƧłƴ ŀ ǾƛȊǎƎłƭǘ ǎȊŜǊǾŜȊŜǘŜƪ ƳƛƴǘŜƎȅ 

72%-łōŀƴ ƳŀȄƛƳǳƳ р҈-ƻǎ Ǿƻƭǘ ŀ ŦƭǳƪǘǳłŎƛƽ ŀ ŦŜƭǎǃ- Şǎ ƪǀȊŞǇǾŜȊŜǘǃƪ ǘŜƪƛƴǘŜǘŞōŜƴΦ 9Ȋ ŀȊ ŀǊłƴȅ 

a leggyakoribb volt a 10-рл Ŧǃǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽ ŎŞƎŜƪ ŜǎŜǘŞōŜƴΣ ŀƳŜƭȅŜƪƴŞƭ ƳƛƴŘŜƴ ƳłǎƻŘƛƪ 

ŎŞƎ ŜƭƳƻƴŘƘŀǘǘŀ ƳŀƎłǊƽƭΣ ƘƻƎȅ ƛƭȅŜƴ ŀƭŀŎǎƻƴȅ Ǿƻƭǘ ŀ ǾŜȊŜǘǃƛƪ ƪǀǊŞōŜƴ ŀ ŦƭǳƪǘǳłŎƛƽΦ 

! ƳǳƴƪŀƪǀǊǀƪ ŀƭŀǇƧłƴ ŀ ǾƛȊǎƎłƭǘ ŎŞƎŜƪ ƪǀȊŜƭ ул҈-łƴłƭ ŀȊ ŞǊǘŞƪŜǎƝǘǃƪ ŦƭǳƪǘǳłŎƛƽǎ ƳŞǊǘŞƪŜ 

ƪŜǾŜǎŜōō ǾƻƭǘΣ Ƴƛƴǘ р҈Φ !Ȋ ŀŘƳƛƴƛǎȊǘǊŀǘƝǾ ŘƻƭƎƻȊƽƪ ŦƭǳƪǘǳłŎƛƽƧłǘ ŜƭŜƳŜȊǾŜ ŜȊ ŀȊ ŀǊłƴȅ ƳłǊ 

52% vƻƭǘΣ ƳƝƎ ŀ ŦƛȊƛƪŀƛ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪŀǘ ǾƛȊǎƎłƭǾŀ тм҈Φ  

! ǾƛȊǎƎłƭŀǘ ŦƽƪǳǎȊłƭǘ ŀǊǊŀ ƛǎΣ ƘƻƎȅ ƳŜƭȅ ƻƪƻƪ ǾŜȊŜǘƘŜǘƴŜƪ ŀ ƳǳƴƪŀŜǊǃƘƛłƴȅ ƪƛŀƭŀƪǳƭłǎłƘƻȊ ŀȊ 

ŀŘƻǘǘ ǎȊŜǊǾŜȊŜǘŜƪƴŞƭΣ ōƛȊƻƴȅƻǎ ǇƻȊƝŎƛƽƪƴłƭΦ YŞǘ ƳǳƴƪŀƪǀǊōŜƴΣ ŀȊ ŀŘƳƛƴƛǎȊǘǊłǘƻǊƻƪƴłƭ Şǎ a 

ŦƛȊƛƪŀƛ ŘƻƭƎƻȊƽƪƴłƭ ŜƭŜƳŜȊǘŜ ŜƴƴŜƪ ƻƪłǘΦ 9 ƪŞǘ ǇƻȊƝŎƛƽōŀƴ ǘŜƘłǘ ǘƻǾłōōƛ ƪǳǘŀǘłǎƻƪŀǘ ǾŞƎŜȊǘŜƪ 

ŀ ǎȊŜǊȊǃƪΦ NƎȅ ŀ ƪǳǘŀǘƽƪ ƛƴŘƻƪƻƪŀǘ ǎƻǊƻƭǘŀƪ ŦŜƭΣ ŀƳŜƭȅŜƪǊǃƭ ŀ ǾłƭŀǎȊŀŘƽƪƴŀƪ ŜƎȅ ǀǘŦƻƪƻȊŀǘǵ 

ǎƪłƭłƴ ƪŜƭƭŜǘǘ ŜƭŘǀƴǘŜƴƛǸƪΣ ƘƻƎȅ az ƳŜƴƴȅƛǊŜ ƧŜƭƭŜƳȊǃ ƴłƭǳƪΦ !Ȋ ŜƎȅŜǎ ŀȊ ŜƎȅłƭǘŀƭłƴ ƴŜƳ 

ƧŜƭƭŜƳȊǃǘΣ ƳƝƎ ŀȊ ǀǘǀǎ ŀ ǘŜƭƧŜǎŜƴ ƧŜƭƭŜƳȊǃǘ ƧŜƭŜƴǘŜǘǘŜΦ !Ȋ мΦ ǘłōƭłȊŀǘ az adott 

ǇǊƻōƭŞƳŀŦƻǊǊłǎƻƪǊŀ ǾƻƴŀǘƪƻȊƽ łǘƭŀƎƻƪŀǘ Şǎ ǎȊƽǊłǎƻƪŀǘ ŦƻƎƭŀƭƧŀ ǀǎǎȊŜ ŀ ƪŞǘ ƳǳƴƪŀƪǀǊ 

ŜǎŜǘŞōŜƴΥ 

мΦ ǘłōƭłȊŀǘ: A ǇǊƻōƭŞƳŀ ŦƻǊǊłǎŀƛ όƳǳƴƪŀƪǀǊǀƴƪŞƴǘΣ łǘƭŀƎΣ ǎȊƽǊłǎύ 

A pǊƻōƭŞƳŀ ŦƻǊǊłǎŀƛ 
!ŘƳƛƴƛǎȊǘǊŀǘƝǾ ŘƻƭƎƻȊƽ CƛȊƛƪŀƛ ŘƻƭƎƻȊƽ 

#ǘƭŀƎ {ȊƽǊłǎ #ǘƭŀƎ {ȊƽǊłǎ 

! ǾŜǊǎŜƴȅǘłǊǎŀƪ ƪƻƴƪǳǊrŜƴŎƛłƧŀ 2,80 1,298 2,52 1,416 

! ǘǵƭ ŀƭŀŎǎƻƴȅ ōŞǊŜƪ 3,59 1,242 3,41 1,490 

! ƪǸƭŦǀƭŘƛ ŜƭǾłƴŘƻǊƭłǎ 2,12 1,222 2,59 1,494 

!Ȋ ƻƪǘŀǘłǎƛ ǊŜƴŘǎȊŜǊ ǇǊƻōƭŞƳłƛ 2,39 1,191 2,54 1,346 

! ǊƻǎǎȊ ƳǳƴƪŀƪǀǊǸƭƳŞƴȅŜƪ 2,27 1,251 2,58 1,418 

! ƪǀȊƭŜƪŜŘŞǎƛ ƛƴŦǊŀǎǘǊǳƪǘǵǊŀ ƘƛłƴȅƻǎǎłƎŀƛ 1,94 1,152 2,10 1,238 
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! Ƴǳƴƪŀ Şǎ ƳŀƎłƴŞƭŜǘ ǀǎǎȊŜƘŀƴƎƻƭłǎłƴŀƪ ƴŜƘŞȊǎŞƎŜƛ 2,30 1,266 2,40 1,372 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

!Ȋ ŜǊŜŘƳŞƴȅŜƪ ŀȊǘ ƛƎŀȊƻƭǘłƪΣ ƘƻƎȅ ƭŜƎŦǃōō ƛƴŘƻƪ ŀ ƳǳƴƪŀŜǊǃƘƛłƴȅǊŀ ŀ ōŞǊŜȊŞǎΣ ŀȊŀȊ ŀ ǘǵƭ 

ŀƭŀŎǎƻƴȅ ƧǀǾŜŘŜƭŜƳǎȊƛƴǘŜƪΦ ! ǾŜǊǎŜƴȅǘłǊǎŀƪ Ƙŀǘłǎŀ ƛǎ ƛƎŜƴ Ŧƻƴǘƻǎ ōŜŦƻƭȅłǎƻƭƽ ǘŞƴȅŜȊǃΣ ƘŀōłǊ 

ƛǘǘ ŀ ƪǳǘŀǘłǎ ƪƻƴƪǊŞǘŀƴ ƴŜƳ ƪŞǊŘŜȊŜǘǘ Ǌł ŀǊǊŀΣ ƘƻƎȅ ŜȊ ŀ ǾŜǊǎŜƴȅǘłǊǎ ŀȊ ǸȊƭŜǘƛ ǎȊŦŞǊłǘ ƧŜƭŜƴǘƛΣ 

ŀǾŀƎȅ ŀ ƪǀȊǎȊŦŞǊŀ ŜƎȅŞō ǎȊŜǊǾŜȊŜǘŜƛǘΦ !Ȋ ŀŘŀǘƻƪ ŀȊǘ ƛǎ ƳǳǘŀǘƧłƪΣ ƘƻƎȅ ƪǸƭǀƴǀǎŜƴ ŀ ŦƛȊƛƪŀƛ 

ŘƻƭƎƻȊƽƪ ƪǀǊŞōŜƴ ƧŜƭŜƴǘ ǇǊƻōƭŞƳłǘ ŀ ƪǸƭŦǀƭŘƛ ŜƭǾłƴŘƻǊƭłǎΦ ¦ƎȅŀƴŀƪƪƻǊ ŀ Ƴǳƴƪŀ Şǎ ƳŀƎłƴŞƭŜǘ 

ǀǎǎȊŜƘŀƴƎƻƭłǎŀ ƳŞƎ ƴŜƳ ƧŜƭŜƴǘ ƪŀǊŘƛƴłƭƛǎ ǇǊƻōƭŞƳłǘΦ ! ǎȊƽǊłǎƻƪ ƛƎŜƴ ƳŀƎŀǎ ŞǊǘŞƪŜ 

ǳƎȅŀƴŀƪƪƻǊ ŀȊǘ ƳǳǘŀǘƧŀΣ ƘƻƎȅ ŀ ǾƛȊǎƎłƭǘ Ƴƛƴǘŀ ƴŜƳ Ǿƻƭǘ ŜƎȅǀƴǘŜǘǼ ŀ ǾłƭŀǎȊƻƪŀǘ ƛƭƭŜǘǃŜƴΦ  

!bh±! ǾƛȊǎƎłƭŀǘǘŀƭ ŀ ǎȊŜǊȊǃƪ ŜƭŜƳŜȊǘŞƪΣ ƘƻƎȅ ŀ ƪǸƭǀƴōǀȊǃ ƳŞǊŜǘǼΣ ƪǀȊǎȊŦŞǊłōŀƴ ŘƻƭƎƻȊƽ 

ǎȊŜǊǾŜȊŜǘŜƪ ŜƭǘŞǊǃ ǾŞƭŜƳŞƴȅŜƴ Ǿŀƴƴŀƪ ŀ ŦŜƴǘƛ ǇǊƻōƭŞƳŀ-ŦƻǊǊłǎƻƪ ƳŜƎƝǘŞƭŞǎŞōŜƴ ŀȊ ŀŘƻǘǘ ƪŞǘ 

ƳǳƴƪŀƪǀǊǘ ǾƛȊǎƎłƭǾŀΦ 9ƎȅŜǘƭŜƴ ǾłƭǘƻȊƽ ǘŜƪƛƴǘŜǘŞōŜƴ ǎŜƳ ƭŜƘŜǘŜǘǘ ƪƛƳǳǘŀǘƴƛ ŀ ǎȊƛƎƴƛŦƛƪłƴǎ 

ǾŞƭŜƳŞƴȅƪǸƭǀƴōǎŞƎŜǘΣ ƝƎȅ ŜƭƳƻƴŘƘŀǘƽΣ ƘƻƎȅ ŀ ǎȊŜǊǾŜȊŜǘƛ ƳŞǊŜǘ Ŝ ǘŜƪƛƴǘŜǘōŜƴ ƴŜƳ ƛƎŀȊłƴ 

ōŜŦƻƭȅłǎƻƭƽ ǘŞƴȅŜȊǃΦ YŞǊŘŞǎƪŞƴǘ ƳŜǊǸƭǘ ŦŜƭ ǘƻǾłōōł ŀ ǾƛȊǎƎłƭŀǘ ǎƻǊłƴΣ ƘƻƎȅ ƳƛƭȅŜƴ 

ǇǊƻƎǊŀƳƻƪŀǘ ŀƭƪŀƭƳŀȊƴŀƪ ŀȊ ŀŘƻǘǘ ǎȊŜǊǾŜȊŜǘŜƪ ŀ ƳǳƴƪŀǘłǊǎŀƪ ƳŜƎǘŀǊǘłǎŀ ŞǊŘŜƪŞōŜƴΦ 

Tesznek-Ŝ ŀȊŞǊǘΣ ƘƻƎȅ ŀ ŦƭǳƪǘǳłŎƛƽ ƳƛƴŞƭ ŀƭŀŎǎƻƴȅŀōō ǎȊƛƴǘǼ ƭŜƎȅŜƴΣ Şǎ Ƙŀ ƛƎŜƴΣ ŀƪƪƻǊ ƳƛƭȅŜƴ 

ƳŜƎƻƭŘłǎƻƪŀǘ ǘǳŘǘŀƪ ƪƛŘƻƭƎƻȊƴƛ ŀ ŎŞƭ ŜƭŞǊŞǎŜ ŞǊŘŜƪŞōŜƴΦ ! нΦ ǘłōƭłȊŀǘ az alkalmazott 

ŜǎȊƪǀȊǀƪ ƎȅŀƪƻǊƛǎłƎłǘ ƳǳǘŀǘƧŀ ŀ ǾƛȊǎƎłƭǘ Ƴƛƴǘŀ ǘǸƪǊŞōŜƴΦ 

нΦ ǘłōƭłȊŀǘ: !Ȋ ŀƭƪŀƭƳŀȊƻǘǘ ŜǎȊƪǀȊǀƪ ƎȅŀƪƻǊƛǎłƎŀ ό҈ύ 

9ǎȊƪǀȊǀƪ 
aŜƎƪŞǊŘŜȊŜǘǘŜƪ Ƙłƴȅ ҈-a 

ƘŀǎȊƴłƭƧŀ 

±ŜǊǎŜƴȅƪŞǇŜǎ ōŞǊŜȊŞǎƛΣ ŦƛȊŜǘŞǎƛ rendszer 48,5 

wŞǎȊǾŞƴȅƧǳǘǘŀǘłǎΣ ŎŀǎƘ Ǉƭŀƴ 9,1 

9ƎŞǎȊǎŞƎōƛȊǘƻǎƝǘłǎƛ ǇǊƻƎǊŀƳ 15,2 

;ƭŜǘōƛȊǘƻǎƝǘłǎ 15,2 

bȅǳƎŘƝƧōƛȊǘƻǎƝǘłǎƛ ǇǊƻƎǊŀƳ 15,2 

¢ŜƭƧŜǎƝǘƳŞƴȅŞǊǘŞƪŜƭŞǎƛ Şǎ ǇǊŞƳƛǳƳǊŜƴŘǎȊŜǊ 39,4 

/ŞƎŀǳǘƽ Ƨǳǘǘŀǘłǎ 21,2 

¢ǀōō ŜƭŜƳŜǘ ƪƻƳōƛƴłƭƽ ƘǼǎŞƎǇǊƻƎǊŀƳ 9,1 

aǳƴƪŀǾłƭƭŀƭƽƛ ŜƭŞƎŜŘŜǘǘǎŞƎ Şǎ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ƴǀǾŜƭǃ ǇǊƻƎǊŀƳƻƪ 
ƳǼƪǀŘǘŜǘŞǎŜ 

33,3 

wǳƎŀƭƳŀǎ ƳǳƴƪŀƛŘǃ ŀƭƪŀƭƳŀȊłǎŀ 39,4 

!ǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ŦƻǊƳłƪ όǊŞǎȊƳǳƴƪŀƛŘǃΣ ƻǎȊǘƻǘǘ ƳǳƴƪŀƪǀǊΣ ǘłǾƳǳƴƪŀύ 33,3 

9ȄǘǊŀ ǎȊŀōŀŘǎłƎ ƴŀǇƻƪ ōƛȊǘƻǎƝǘłǎŀ 18,2 
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9ǎȊƪǀȊǀƪ 
aŜƎƪŞǊŘŜȊŜǘǘŜƪ Ƙłƴȅ ҈-a 

ƘŀǎȊƴłƭƧŀ 

aǳƴƪŀǾŞƎȊŞǎƛ ƪǀǊǸƭƳŞƴȅŜƪ ƧŀǾƝǘłǎŀ 39,4 

YŀǊǊƛŜǊ Şǎ ǳǘłƴǇƽǘƭłǎ ƳŜƴŜŘȊǎƳŜƴǘ ǇǊƻƎǊŀƳ 18,2 

YǳƭŎǎŜƳōŜǊ ƳŜƎǘŀǊǘłǎƛ ǇǊƻƎǊŀƳ 6,1 

#ƭǘŀƭłƴƻǎ ƪƻƳǇŜǘŜƴŎƛŀ-ŞǊǘŞƪŜƭŞǎƛ Şǎ ŦŜƧƭŜǎȊǘŞǎƛ ǇǊƻƎǊŀƳ 18,2 

{ǇŜŎƛłƭƛǎ ƪŞǇȊŞǎƛ ǇǊƻƎǊŀƳΣ ŜƎȅŞƴƛ ŦŜƧƭŜǎȊǘŞǎƛ ǘŜǊǾ 39,4 

Gyakornoki program 33,3 

mǎȊǘǀƴŘƝƧ ǇǊƻƎǊŀƳ 15,2 

5ǳłƭƛǎ ƪŞǇȊŞǎ ŀƭƪŀƭƳŀȊłǎŀ 15,2 

hƪǘŀǘłǎƛ ƛƴǘŞȊƳŞƴȅŜƪƪŜƭ Ǿŀƭƽ ŜƎȅǸǘǘƳǼƪǀŘŞǎ όŜƎȅŜǘŜƳΣ ǎȊŀƪƪŞǇȊǃύ 39,4 

¢ƻōƻǊȊłǎƛ ƳƽŘǎȊŜǊŜƪ ŦŜƧƭŜǎȊǘŞǎŜ όŀŘŀǘōłȊƛǎ-ŞǇƝǘŞǎΣ ŎŞƭŎǎƻǇƻǊǘ ǎǇŜŎƛŦƛƪǳǎ 
ŜǎȊƪǀȊǀƪΣ ŎǎŀǘƻǊƴłƪύ 

33,3 

! ǘƻōƻǊȊłǎ ƪƛǘŜǊƧŜǎȊǘŞǎŜ ŀ ƘŀǘłǊƻƪƻƴ ǘǵƭǊŀ 3,0 

aǳƴƪłƭǘŀǘƽƛ ōǊŀƴŘ ǘǳŘŀǘƻǎ ŞǇƝǘŞǎŜ 18,2 

CƻǊǊłǎΥ ! ǎȊŜǊȊǃƪ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎŜ 

! ǘłōƭłȊŀǘ ŀŘŀǘŀƛōƽƭ ƳŜƎłƭƭŀǇƝǘƘŀǘƽΣ ƘƻƎȅ ŀ ƭŜƎƎȅŀƪǊŀōōŀƴ ŀ ƪǀǾŜǘƪŜȊǃ ƳŜƎƻƭŘłǎƻƪŀǘ 

ƘŀǎȊƴłƭƧłƪ ŀ ƪǳǘŀǘłǎōŀƴ ǎȊŜǊŜǇƭǃ ƪǀȊǎȊŦŞǊłōŀƴ ŘƻƭƎƻȊƽ ǎȊŜǊǾŜȊŜǘŜƪΦ ±ŜǊǎŜƴȅƪŞǇŜǎ ŦƛȊŜǘŞǎ 

ƴȅǵƧǘłǎŀΣ ŀȊ ƻƪǘŀǘłǎƛ ƛƴǘŞȊƳŞƴȅŜƪƪŜƭ Ǿŀƭƽ ŜƎȅǸǘǘƳǼƪǀŘŞǎΣ ŀ ǎǇŜŎƛłƭƛǎ ƪŞǇȊŞǎƛ ǇǊƻƎǊŀƳƻƪ 

ōƛȊǘƻǎƝǘłǎŀΣ ŀ ǊǳƎŀƭƳŀǎ ƳǳƴƪŀƛŘǃƪ ŀŘłǎŀΣ ŀ ǘŜƭƧŜǎƝǘƳŞƴȅŞǊǘŞƪŜƭŞǎƛ Şǎ ǇǊŞƳƛǳƳǊŜƴŘǎȊŜǊ 

ƳǼƪǀŘǘŜǘŞǎŜΦ ! ŦŜƴǘ ŦŜƭǎƻǊƻƭǘ ƭŜƘŜǘǃǎŞƎŜƪ ƪǀȊǸƭ ƘŀǘŞƪƻƴȅǎłƎ ǎȊŜƳǇƻƴǘƧłōƽƭ ŀ ōŞǊŜȊŞǎƛ 

ǊŜƴŘǎȊŜǊǘ ǘŀǊǘƧłƪ ŀȊ ŜƎȅƛƪ ƭŜƎƧƻōō ƭŜƘŜǘǃǎŞƎƴŜƪΦ IŀǘŞƪƻƴȅǎłƎłǘ ŞǊǘŞƪŜƭǾŜ ƳŞƎ Ƨƽƴŀƪ 

ƳƛƴǃǎƝǘŜǘǘŞƪ ŀ ǾłƭŀǎȊŀŘƽƪ ŀ ǎǇŜŎƛłƭƛǎ ƪŞǇȊŞǎƛ ǇǊƻƎǊŀƳƻƪŀǘΣ ŀ ƪǳƭŎǎŜƳōŜǊ ƳŜƎǘŀǊǘłǎƛ 

ǇǊƻƧŜƪǘŜƪŜǘΣ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƛ ŜƭŞƎŜŘŜǘǘǎŞƎŜǘ Şǎ ŜƭƪǀǘŜƭŜȊǃŘŞǎǘ ǎŜƎƝǘǃ programokat is. 

±ŞƎŜȊŜǘǸƭ ŀ ǾƛȊǎƎłƭŀǘƻƪ ŀȊǘ ƛǎ ƪƛƳǳǘŀǘǘłƪΣ ƘƻƎȅ ŀ ǎȊŜǊǾŜȊŜǘŜƪ ƳƛƪŞǇǇŜƴ ŞǊǘŞƪŜƭƛƪ ŀ 

ƪƻǊƳłƴȅȊŀǘƛ ƳŜƎƻƭŘłǎƻƪŀǘΣ ŀƳŜƭȅŜƪ ŀ ƳǳƴƪŀŜǊǃƘƛłƴȅ ŜƴȅƘƝǘŞǎŞǘ ŎŞƭƻȊȊłƪ ƳŜƎΦ ! 3. ǘłōƭłȊŀǘ 

ŀ ƭŜƎŦƻƴǘƻǎŀōō ƛƴǘŞȊƪŜŘŞǎŜƪŜǘ ƳǳǘŀǘƧŀ ōŜ ŀ ŦƻƴǘƻǎǎłƎƛ ǊŀƴƎǎƻǊ ŀƭŀǇƧłƴΦ !Ȋ Ŝƭǎǃ ŀ 

ƭŜƎŎŞƭǊŀǾŜȊŜǘǃōō ǾƻƭǘΣ Şǎ ƝƎȅ ǘƻǾłōō ŎǎǀƪƪŜƴǃ ƘŀǘŞƪƻƴȅǎłƎōŀƴ ǘƝȊƛƎΦ 

оΦ ǘłōƭłȊŀǘ: YƻǊƳłƴȅȊŀǘƛ ŜǎȊƪǀȊǀƪ ƘŀǘŞƪƻƴȅǎłƎłƴŀƪ ǊŀƴƎǎƻǊŀ 

Rangsor YƻǊƳłƴȅȊŀǘƛ ŜǎȊƪǀȊǀƪ 

1. .ŞǊǘłƳƻƎŀǘłǎƛ ǊŜƴŘǎȊŜǊ ƪƛǘŜǊƧŜǎȊǘŞǎŜ 

2. !ŘƽȊłǎƛκƧłǊǳƭŞƪǊŜƴŘǎȊŜǊ łǘŀƭŀƪƝǘłǎŀ 

3. [ŀƪƘŀǘłǎƛ ǘłƳƻƎŀǘłǎƻƪ όŞǇƝǘŞǎΣ ƳǳƴƪłǎǎȊłƭƭłǎΣ ŀƭōŞǊƭŜǘύ ŀƭƪŀƭƳŀȊłǎŀ 

4. YŞǇȊŞǎƛ ǇǊƻƎǊŀƳƻƪ ǀǎȊǘǀƴȊŞǎŜΣ ǘłƳƻƎŀǘłǎŀ όŘǳłƭƛǎ ƪŞǇȊŞǎΣ ǎǇŜŎƛłƭƛǎ ǎȊŀƪƪŞǇȊŞǎƛ ǇǊƻƎǊŀƳƻƪύ 

5. YǀȊƭŜƪŜŘŞǎ ŦŜƧƭŜǎȊǘŞǎŜΣ Ƴǳƴƪłōŀ ƧłǊłǎƛ ƘƻȊȊłƧłǊǳƭłǎ όǇƭΦ Ǿłƭƭŀƭŀǘƛ ōǳǎȊƻƪ ǘłƳƻƎŀǘłǎŀύ 

6. !ǘƛǇƛƪǳǎ ƳǳƴƪŀǾłƭƭŀƭłǎƛ ŦƻǊƳłƪ ǘłƳƻƎŀǘłǎŀ όǇƭΦ ǘłǾƳǳƴƪŀΣ ǊŞǎȊƳǳƴƪŀƛŘǃΣ ƻǎȊǘƻǘǘ ƳǳƴƪŀƪǀǊ ǎǘōΦύ 

7. {ǇŜŎƛłƭƛǎ ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ ǎȊƻƭƎłƭǘŀǘłǎƻƪ ōŜǾŜȊŜǘŞǎŜ 
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Rangsor YƻǊƳłƴȅȊŀǘƛ ŜǎȊƪǀȊǀƪ 

7. ±łƭƭŀƭŀǘƛ ōǀƭŎǎǃŘŞƪ Şǎ ƽǾƻŘłƪ ǘłƳƻƎŀǘłǎŀ 

7. 5ƛłƪƳǳƴƪŀ ǎȊŜǊŜǇŞƴŜƪ ƴǀǾŜƭŞǎŜ όƪǀȊŞǇ Şǎ ŦŜƭǎǃŦƻƪǵ ƘŀƭƭƎŀǘƽƪ ōŜǾƻƴłǎŀ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎǊŀύ 

8. #ǘǘŜƭŜǇŜŘŞǎƛ ǘłƳƻƎŀǘłǎ όƪǸƭǀƴ ōŜƭ- Şǎ ƪǸƭŦǀƭŘƛ łǘǘŜƭŜǇŜŘŞǎ ŜǎŜǘŞƴύ 

9. 
YǀȊƳǳƴƪłōŀƴ ŘƻƭƎƻȊƽƪ ƴŜƳ ƪǀȊƛƎŀȊƎŀǘłǎōŀƴ ƳǼƪǀŘǃ ǎȊŜǊǾŜȊŜǘŜƪ łƭǘŀƭƛ ŀƭƪŀƭƳŀȊƘŀǘƽǎłƎŀΣ 
ϦƪǀƭŎǎǀƴǀȊƘŜǘǃǎŞƎŜϦ 

10. YǸƭŦǀƭŘƛ ƳǳƴƪŀǾłƭƭŀƭƽƪ ōŜǘŜƭŜǇŜŘŞǎŞƴŜƪ ǀǎȊǘǀƴȊŞǎŜΣ ǘłƳƻƎŀǘłǎŀ 9ǳǊƽǇłōƽƭ 

10. YǸƭŦǀƭŘƛ ƳǳƴƪŀǾłƭƭŀƭƽƪ ōŜǘŜƭŜǇŜŘŞǎŞƴŜƪ ǀǎȊǘǀƴȊŞǎŜΣ ǘłƳƻƎŀǘłǎŀ ŀ ǾƛƭłƎ ōłǊƳŜƭȅ ǘłƧłǊƽƭ 

CƻǊǊłǎΥ ! ǎȊŜǊȊǃƪ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎŜ 

! ǊŀƴƎǎƻǊ ŀƭŀǇƧłƴ ƳŜƎłƭƭŀǇƝǘƘŀǘƽΣ ƘƻƎȅ ŀ ōŞǊ Şǎ ŀȊ ŀǊǊŀ ǾƻƴŀǘƪƻȊƽ ŀŘƽȊłǎƛ ǎǘǊǳƪǘǵǊŀ 

ǾłƭǘƻȊǘŀǘłǎłǘ ŎŞƭȊƽ ƛƴǘŞȊƪŜŘŞǎŜƪƴŜƪ ƭłǘƧłƪ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘŜƪ ŀ ƭŜƎƴŀƎȅƻōō ƘŀǎȊƴƻǎǎłƎłǘΦ 9Ȋ 

ǀǎǎȊŜŎǎŜƴƎ ŀȊȊŀƭ ŀȊ ŜǊŜŘƳŞƴƴȅŜƭΣ ƘƻƎȅ ŀ ǾłƭŀǎȊŀŘƽƪ ǎȊŜǊƛƴǘ ŀ ŦƭǳƪǘǳłŎƛƽ ƭŜƎŜǊǃǎŜōō ƛƴŘƻƪŀ ŀ 

ƪǀȊǎȊŦŞǊłōŀƴ ŘƻƭƎƻȊƽƪ ƪǀǊŞōŜƴ ŀ ōŞǊƪŞǊŘŞǎΣ ŀȊŀȊ ŀȊ ŀƭŀŎǎƻƴȅ ŦƛȊŜǘŞǎŜƪ ŀ ǘǀōōƛ ǎȊŦŞǊłƘƻȊ 

ƪŞǇŜǎǘΦ 

 m{{½9ChD[![j 

! ƳǳƴƪŀŜǊǃƘƛłƴȅ Ǝƭƻōłƭƛǎ ǇǊƻōƭŞƳŀƪŞƴǘ ƧŜƭŜƴǘƪŜȊƛƪ ŜƎȅŜǎ łƎŀȊŀǘƻƪōŀƴΣ ŀƳŜƭȅ ƪƛƘƝǾłǎ ŜƭŞ 

łƭƭƝǘƧŀ ŀ ǎȊŜǊǾŜȊŜǘŜƪŜǘΦ ! Iw ǎǘǊŀǘŞƎƛŀ Ŧƻƴǘƻǎ ǊŞǎȊŞǘ ƪŞǇŜȊƛ ŀ ƳǳƴƪŀŜǊǃ ƳŜƎǘŀǊǘłǎΣ ŀƳŜƭȅŜǘ 

ƪǸƭǀƴōǀȊǃ ǎǘǊŀǘŞƎƛŀƛ ǇǊƻƎǊŀƳƻƪƻƴ ƪŜǊŜǎȊǘǸƭ ǾŀƭƽǎƝǘŀƴŀƪ ƳŜƎ ŀ ǎȊŜǊǾŜȊŜǘŜƪΣ ƛƎŀȊ ŀ ƧŜƭŜƴƭŜƎ 

ƪƛŀƭŀƪǳƭǘ ƘŜƭȅȊŜǘǊŜ ƳłǊ ƴŜƳ ŀŘ ǘŜƭƧŜǎ ƪǀǊǼ ƳŜƎƻƭŘłǎǘΣ ŜȊŞǊǘ ƪƻǊƳłƴȅȊŀǘƛ ƛƴǘŞȊƪŜŘŞǎŜƪ ƛǎ 

ǎȊǸƪǎŞƎŜǎŜƪ ƳƛƴŘ ŀ ƪŞǇȊŞǎΣ ƳƛƴŘ ŀȊ ŀŘƽǊŜƴŘǎȊŜǊ ǘŜǊǸƭŜǘŞƴΦ  

- ! ƪǳǘŀǘłǎ ŜǊŜŘƳŞƴȅŜƛ ŀƭŀǇƧłƴ ŜƭƳƻƴŘƘŀǘƽΣ ƘƻƎȅ ŀ ŎƛƪƪōŜƴ ƳŜƎŦƻƎŀƭƳŀȊƻǘǘ ƘƛǇƻǘŞȊƛǎ ŀ 

ǾƛȊǎƎłƭŀǘƛ Ƴƛƴǘŀ ǘǸƪǊŞōŜƴ ŜƭŦƻƎŀŘƘŀǘƽΦ ! ƪǳǘŀǘłǎōŀƴ ǎȊŜǊŜǇƭǃ ƪǀȊǎȊŦŞǊłōŀƴ ƳǼƪǀŘǃ 

ǎȊŜǊǾŜȊŜǘŜƪ ƭłǘƧłƪΣ ƘƻƎȅ ŀ ƳǳƴƪŀŜǊǃƘƛłƴȅΣ ŀ ŦƭǳƪǘǳłŎƛƽ ǇǊƻōƭŞƳłǘ ƧŜƭŜƴǘ ŜƴƴŜƪ ŀ 

ǎȊŦŞǊłƴŀƪ ƛǎΣ ƘŀōłǊ ƳŜǎǎȊŜ ŜƴȅƘŞōō ƘŀǘłǎǵΣ Ƴƛƴǘ ŀ ǾŜǊǎŜƴȅǎȊŦŞǊłōŀƴΦ 9 ƪŞǊŘŞǎ 

ŜƴȅƘƝǘŞǎŞǘ Ŏǎŀƪ Ƨƽƭ łǘƎƻƴŘƻƭǘΣ ƪƻƳǇƭŜȄ ƳŜƎƻƭŘłǎƛ ǇǊƻƎǊŀƳƻƪƪŀƭ ƭŜƘŜǘ ƳŜƎƻƭŘŀƴƛΦ ! 

ǎȊŜǊǾŜȊŜǘŜƪ ǇǊƻōƭŞƳŀ-ƳŜƎƻƭŘłǎƛ ƳŜƎƪǀȊŜƭƝǘŞǎŜƛ ǎƻƪōŀƴ ƘŀǎƻƴƭƝǘŀƴŀƪ ŀ ƪƻǊƳłƴȅȊŀǘƛ 

ƛƴǘŞȊƪŜŘŞǎŜƪƘŜȊΦ 9 ƪƻǊƳłƴȅȊŀǘƛ Şǎ ŀ ŎŞƎŜǎΣ ǎŀƧłǘ ŀƪŎƛƽǘŜǊǾŜƪ ŀŘŘƛǘƝǾ Ƙŀǘłǎŀƛǘ 

ƪƛƘŀǎȊƴłƭǾŀ ƭŜƘŜǘ ƘŀǘŞƪƻƴȅŀƴ ƳŜƎƻƭŘŀƴƛ ŀȊ ŜōōŜƴ ŀ ǎȊŦŞǊłōŀƴ ŦŜƭƳŜǊǸƭǃ ƳǳƴƪŀŜǊǃ-

ǇƛŀŎƛ ǇǊƻōƭŞƳłƪŀǘΦ  

- YǀȊǀǎ ŀƪŎƛƽ ǘŜǊǾŜƪ Şǎ ǊŜŦƻǊƳƻƪ ƪƛŘƻƭƎƻȊłǎŀ Şǎ ƳŜƎǾŀƭƽǎƝǘłǎŀ ōƛȊǘƻǎƝǘƧŀ ƘƻǎǎȊǵǘłǾƻƴ ŀ 

ǎȊŀƪƪŞǇȊŜǘǘ ƳǳƴƪŀŜǊǃǘ ŀ ǾłƭƭŀƭƪƻȊłǎƻƪ ǊŞǎȊŞǊŜ Şǎ ŀ ƴŜƳȊŜǘƎŀȊŘŀǎłƎ ŦŜƧƭǃŘŞǎŞǘΦ  

- A robotƛȊłŎƛƽ Şǎ ŀ ǘŜŎƘƴƻƭƽƎƛŀƛ ŦŜƧƭǃŘŞǎ łǘŀƭŀƪƝǘƧŀ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ǎǘǊǳƪǘǵǊłƧłǘΦ  
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- ! Ǿłƭƭŀƭŀǘƻƪ ǊŞǎȊŞǊŜ Ƨƽƭ ŦŜƭƪŞǎȊǸƭǘΣ ǎȊŞƭŜǎƪǀǊǼ ǎȊŀƪƳŀƛ ƛǎƳŜǊŜǘŜƪƪŜƭ Şǎ ǘǳŘłǎǎŀƭ 

ǊŜƴŘŜƭƪŜȊǃ ǎȊŀƪŜƳōŜǊŜƪ ŀƭƪŀƭƳŀȊłǎŀ ǎȊǸƪǎŞƎŜǎΦ 9ȊŞǊǘ ŀ Ǿłƭƭŀƭŀǘƻƪ ŜƎȅǸǘǘƳǼƪǀŘƴŜƪ ŀ 

ƪǸƭǀƴōǀȊǃ ƻƪǘŀǘłǎƛ ƛƴǘŞȊƳŞƴȅŜƪƪŜƭ Şǎ ǎŜƎƝǘƛƪ ŀ Ŧƛŀǘŀƭƻƪ ŜƭƘŜƭȅŜȊƪŜŘŞǎŞǘΦ !Ȋ ŜƭƳǵƭǘ 

ŞǾǘƛȊŜŘ ǘŜŎƘƴƻƭƽƎƛŀƛ ŦŜƧƭǃŘŞǎŞƴŜƪ ƘŀǘłǎłǊŀ ŀ ƎŀȊŘŀǎłƎ ƳƛƴŘŜƴ ǘŜǊǸƭŜǘŜ ǊŜƴŘŜƭƪŜȊƛƪ 

ƻƭȅŀƴ ƳǳƴƪŀƪǀǊǊŜƭΣ ŀƳŜƭȅ ƳŜƎǎȊǸƴǘŜǘƘŜǘǃ Şǎ Ǌƻōƻǘƻƪ łƭǘŀƭ ōŜǘǀƭǘƘŜǘǃΣ ŜȊ ŀ ǘƝǇǳǎǵ 

ƳǳƴƪŀŜǊǃ ŦŜƧƭŜǎȊǘŞǎ ŀ ƳǼƪǀŘŞǎƛ ƪǀƭǘǎŞƎŜƪ ŎǎǀƪƪŜƴǘŞǎŞǘ ŜǊŜŘƳŞƴȅŜȊƛΦ 9ƴƴŜƪ ŜƭŞǊŞǎŞǘ 

ƻƭȅŀƴ ƻƪǘŀǘłǎƛ ǎǘǊŀǘŞƎƛŀ ƪƛŘƻƭƎƻȊłǎłǾŀƭ ƭŜƘŜǘ ŜƭŞǊƴƛΣ ƳŜƭȅ ƛƭƭŜǎȊƪŜŘƛƪ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƛ 

ƛƎŞƴȅŜƪƘŜȊΦ 
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Absztrakt 

! ǘŀƴǳƭƳłƴȅ ŎŞƭƧŀΣ ƘƻƎȅ ƳŜƎǾƛȊǎƎłƭƧŀ ŀ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪ ƳŜƎƧŜƭŜƴŞǎŞǘΣ ǇƛŀŎƛ ƘŜƭȅȊŜǘŞǘ 

ŀ Ƴŀƛ ƳŀƎȅŀǊ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴΦ /ŞƭƻƳΣ ƘƻƎȅ ŀ ƪǳǘŀǘłǎ ǎƻǊłƴ ŀȊ ƻƭǾŀǎƽǾŀƭ ƛǎ ƳŜƎƛǎmertessem 

ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘΣ ŀȊƻƪ ƧŜƭŜƴǘǃǎŞƎŞǘ ŀ ǾłƭƭŀƭƪƻȊłǎƻƪ ǘŜǊǸƭŜǘŞƴΦ 9ȊŜƴ ōŜƭǸƭ ŀ ǎȊƻŎƛłƭƛǎ 

ǎȊǀǾŜǘƪŜȊŜǘŜƪ ŎŞƭƧŀƛǘ Şǎ ƭŞǘǊŜƧǀǘǘŞƴŜƪ ƪǀǊǸƭƳŞƴȅŜƛǘ ƛǎƳŜǊǘŜǘŜƳΦ DƽǊŎǎǃ ŀƭł ǾŜǎȊŜƳ ŀ 

ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ ƳŜƎƧŜƭŜƴǘǃ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ŦƻǊƳłƪŀǘΤ ŀ ƳǳƴƪŀŜǊǃ ƪǀƭŎǎǀƴȊǃ 

ŎŞƎŜƪŜǘΣ ŀ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪŜǘΣ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘΣ ƳŀƧŘ ŀȊƻƪ ƧŜƭŜƴǘǃǎŞƎŞǘ Şǎ 

ŀ ƳǳƴƪŀŜǊǃǇƛŀŎǊŀ ƎȅŀƪƻǊƻƭǘ Ƙŀǘłǎłǘ ƪƝǾłƴƻƳ ōŜƳǳǘŀǘƴƛΦ ! ǘŀƴǳƭƳłƴȅ ǎƻǊłƴ ƪƛǘŞǊŜƪ ŀȊ 

ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ŜƎȅƛƪ ƧŜƭŜƴǘǃǎ ǎȊŜƎƳŜƴǎŞǊŜ, a munkaerǃ ƪǀƭŎǎǀƴȊǃ ŎŞƎŜƪ ŞƭŜǘŞōŜƴ ƛǎ 

ƧŜƭŜƴǘǃǎ ǾłƭǘƻȊłǎǘ ƘƻȊƽΤ ŀ Ƴŀ ŜƎȅǊŜ ƛƴƪłōō ŜǊǃǘŜƭƧŜǎŜƴ ƳŜƎƧŜƭŜƴǃ ƳŜƎǾłƭǘƻȊƻǘǘ 

ƳǳƴƪŀƪŞǇŜǎǎŞƎǼŜƪ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłǊŀΦ  

YǳƭŎǎǎȊŀǾŀƪΥ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎΣ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘΣ atipikus ŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ ƳǳƴƪŀŜǊǃ 

ƪǀƭŎǎǀƴȊŞǎΣ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼŜƪ 

Abstract 

The purpose of the study is to examine the appearance of social cooperatives in Hungary and 

their market situation in today's Hungarian labor market. My aim is to make the reader 

familiar with social enterprises and their importance in the field of business. Within this, I 

present the aims and the circumstances of social cooperatives. I take into consideration the 

atypical forms of employment that emerge on the labor market; I would like to present the 

employment agencies, social cooperatives, social enterprises, their importance and the 

impact on the labor market. During the study, I look at a significant segment of atypical 
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employment in the life of labor-leasing companies, too; to employ more and more demanding 

people with reduced working abilities today.  

Keywords: Social entrepreneurship, Social cooperative, Atypical employment, Workforce 

rental, Disabled people 

 .9±9½9¢;{ 

!Ȋ ŀōǎȊǘǊŀƪǘōŀƴ ŜƳƭƝǘŜǘǘ ǘŞƳŀŦŜƭǾŜǘŞǎ Ǉƻƴǘƻǎ ƳŜƎƛǎƳŜǊŞǎŜ Şǎ ƳŜƎƘŀǘłǊƻȊłǎŀΣ Şǎ ŀƴƴŀƪ 

ƭƻƎƛƪŀƛ ƝǾŞƴŜƪ ƳŜƎŞǊǘŞǎŞǊŜ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ Şǎ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼŜƪ 

ŦƻƎƭŀƭƪƻȊǘŀǘłǎłƴŀƪ ƘłƭƽƧłōƽƭ ƛƴŘǳƭƻƪ ƪƛΦ 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪƪŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ǎȊŀƪƛǊƻŘŀƭƻƳ Şǎ ƪǳǘŀǘłǎƻƪ ƳŜƎƛǎƳŜǊŞǎŜ Şǎ 

łǘǘŜƪƛƴǘŞǎŜ ƪŀǇŎǎłƴ ŀȊ ƻƭǾŀǎƽ ǊŜƴŘƪƝǾǸƭ ȊŀǾŀǊƻǎƴŀƪ ŞǊŜȊƘŜǘƛ ŀ ŦƻƎŀƭƳŀƪŀǘ Şǎ 

ƳŜƎƘŀǘłǊƻȊłǎƻƪŀǘΣ ŘŜ ƭŜƎŦǃƪŞǇǇŜƴ ŀ ǎȊŜǊǾŜȊŜǘƛ ŦŜƭŞǇƝǘŞǎ Şǎ ǘŜǾŞƪŜƴȅǎŞƎƛ ǘŜǊǸƭŜǘŜƪ ƪǀȊǀǘǘΦ 

! ŦƻƎŀƭƳŀƪ ƳŜƎƛǎƳŜǊŞǎŜ ǎƻǊłƴ ǘŀƭłƭƪƻȊǳƴƪ ǎȊƻŎƛłƭƛǎ ƎŀȊŘŀǎłƎƎŀƭΣ ǎȊƻŎƛłƭƛǎ ǾłƭƭŀƭƪƻȊłǎǎŀƭΣ 

ƪǀȊǀǎǎŞƎƛ ƎŀȊŘŀǎłƎƎŀƭΣ ǾŀƭŀƳƛƴǘ ŜȊŜƪ ŀƴƎƻƭ ƳŜƎŦŜƭŜƭǃƧŞǾŜƭΣ ŀ αsharing economyέ-val. A 

ǎȊŀƪƛǊƻŘŀƭƻƳ ƳŜƎƛǎƳŜǊŞǎŜ ǎƻǊłƴ a ¢ƽǘƘ [ŀǳǊŀ Şǎ ±ŀǊƎŀ ;Ǿŀ όнлммύ łƭǘŀƭ ƳŜƎŦƻƎŀƭƳŀȊƻǘǘ ŜƭǾŜǘ 

ƪǀǾŜǘǾŜ ŀȊ ŀƭłōōƛ ƳŜƎŦƻƎŀƭƳŀȊłǎōŀƴ ƘŀƭŀŘƻƪ ǘƻǾłōō ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ǘƛǎȊǘłȊłǎŀ 

ŞǊŘŜƪŞōŜƴΦ 

 A ¢#w{!5![aL ±#[[![Yh½#{hYwj[ 

A ǘƛǎȊǘłȊłǎ ǎƻǊłƴ ƭŜƎƛƴƪłōō ƘłǊƻƳ ŜƭŦƻƎŀŘƻǘǘ ŦƻƎŀƭƳƛ ƳŜƎƘŀǘłǊƻȊłǎǊƽƭ ōŜǎȊŞƭƘŜǘǸƴƪΣ ŜƳƭƝǘƛ 

ŀȊ hC! bƻƴǇǊƻŦƛǘ YŦǘΦ łƭǘŀƭ ƪƛŀŘƻǘǘ αIƻƎȅŀƴ ƳǼƪǀŘƘŜǘ ŜƎȅǸǘǘ ŀ ƪǀȊǎȊŦŞǊŀ ŀ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪƪŀƭΚέ ŎƝƳǼ ǘŀƴǳƭƳłƴȅ ƛǎΦ 

IŀȊłƴƪōŀƴ ƭŜƎƛƴƪłōō ŜƭǘŜǊƧŜŘǘ Şǎ ǎȊŞƭŜǎ ƪǀǊōŜƴ ŜƭŦƻƎŀŘƻǘǘ ŘŜŦƛƴƝŎƛƽΣ a NESsT (2018) vezette 

ōŜΣ ƛƳƳłǊ ƪŞǘ ŞǾǘƛȊŜŘŜΦ ! b9{ǎ¢ ŀȊƻƴ ǘŜǾŞƪŜƴȅƪŜŘƛƪΣ ƘƻƎȅ ƳƛƴŘŜƴ ƻǊǎȊłƎōŀƴ ŜƭŦƻƎŀŘƻǘǘ 

ǾłƭƭŀƭƪƻȊłǎƛ ŦƻǊƳŀ ƭŜƎȅŜƴ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎΣ ƝƎȅ ƴŜƳ ǘŜǎȊ ƳłǎƪŞƴǘ aŀƎȅŀǊƻǊǎȊłƎƻƴ 

ǎŜƳΦ aŜƎƘŀǘłǊƻȊłǎǳƪ ǎȊŜǊƛƴǘ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ƻƭȅŀƴ ǘǳŘŀǘƻǎŀƴ ǘŜǊǾŜȊŜǘǘ ǾłƭƭŀƭƪƻȊƽƛ 

ǘŜǾŞƪŜƴȅǎŞƎΣ ƳŜƭȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƪ ƛƴƴƻǾŀǘƝǾ ƪŜȊŜƭŞǎŞǊŜ Şǎ ƳŜƎƻƭŘłǎłǊŀ Ƨǀǘǘ ƭŞǘǊŜΦ !Ȋ 

ƛƭȅŜƴ ǎȊŜǊǾŜȊŜǘŜƪŜǘ ƪŜǘǘǃǎ ŎŞƭ ǾŜȊŞǊƭƛΥ ŀ ǎȊŜǊǾŜȊŜǘ ǇŞƴȊǸƎȅƛ ŦŜƴƴǘŀǊǘƘŀǘƽǎłƎłƴŀƪ ƧŀǾƝǘłǎŀ 

mellett azon dolgozƛƪΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƻƳōŀƴ ƧŜƭŜƴǘǃǎ Ƙŀǘłǎǘ ŞǊƧŜƴ Ŝƭ ǘŜǾŞƪŜƴȅǎŞƎŞǾŜƭΦ 9ƘƘŜȊ 
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ŀȊƻƴōŀƴ ƳŀƎŀǎ ǎȊƝƴǾƻƴŀƭǵ ǘŜǊƳŞƪŜƪ Şǎ ǎȊƻƭƎłƭǘŀǘłǎƻƪ ƳŜƭƭŜǘt ŦŜƭŜƭǃǎǎŞƎǘŜƭƧŜǎ ƳƽŘƻƴ 

ŞǊtŞƪŜǎƝǘƛ αǘŜǊƳŞƪŞǘέΦ aŜƎłƭƭŀǇƻŘłǎǳƪ ǎȊŜǊƛƴǘ ŜȊŜƪ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƭŜƘŜǘƴŜƪ 

nonprofit szeǊǾŜȊŜǘŜƪΣ ƳŜƭȅŜƪ ǸȊƭŜǘƛ ƳƻŘŜƭƭŜƪŜǘ ŀƭƪŀƭƳŀȊǾŀ ŞǊƛƪ Ŝƭ ŀȊ ŀƭŀǇǾŜǘǃ ƪǸƭŘŜǘŞǎǸƪŜǘΣ 

Şǎ ƭŜƘŜǘƴŜƪ ǸȊƭŜǘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƛǎΣ ƳŜƭȅŜƪ ǸȊƭŜǘƛ ŎŞƭƧŀƛƪ ƳŜƭƭŜǘt ƧŜƭŜƴǘǃǎ ǘłǊǎŀŘŀƭƳƛ Ƙŀǘłǎǘ 

ŜƭŞǊǾŜ ǘǀǊŜƪǎȊŜƴŜƪ ŎŞƭƧŀƛƪ ƳŜƎǾŀƭƽǎƝǘłǎłǊŀΦ 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŀƭŀǇŜƭǾŜƪŞƴǘ ǘŜƪƛƴǘƘŜǘǃ ŜƎȅ ƪŜǘǘǃǎ ƻǇǘƛƳŀƭƛȊłƭłǎΣ ƳŜƭȅ ŀ ƎŀȊŘŀǎłƎƛ 

Şǎ ŀ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƧŀƛƪ ǀǎǎȊŜƘŀƴƎƻƭłǎłǊŀΣ ŜƎȅŜƴǎǵƭȅōŀƴ ǘŀǊǘłǎłǊŀ Ǿŀƭƽ ǘǀǊŜƪǾŞǎǘ ƧŜƭŜƴǘΦ 9ȊŜƴ 

ǾłƭƭŀƭŀƪƻȊłǎƻƪ ŀƭŀǇǾŜǘǃ ƛǎƳŞǊǾŜ ŀ ǾŀƭƽŘƛ ŞǊǘŞƪ ǘŜǊŜƳǘŞǎŜΣ ǘƻǾłōōł ŀ ŦŜƴƴǘŀǊǘƘŀǘƽǎłƎΦ 9ȊŜƪ 

ŞǊŘŜƪŞōŜƴ ŦƻƴǘƻǎΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ŎŞƭ όƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼŜƪ ŦƻƎƭŀƭƪƻȊǘŀǘłǎŀύ 

ƳŜƭƭŜǘǘ Ǿŀƭƽǎ ǇƛŀŎƛ ƛƎŞƴȅŜƪ ƪƛǎȊƻƭƎłƭłǎŀ ƛǎ ŞǊŘŜƪǸƪ ƭŜƎȅŜƴΣ ŀȊƻƴōŀƴ ƳƛƴǃǎŞƎƛ Şǎ ǾŜǊǎŜƴȅƪŞǇŜǎ 

ǘŜǊƳŞƪŜǘ ǾŀƎȅ ǎȊƻƭƎłƭǘŀǘłǎǘ ƪƝƴłƭƧŀƴŀƪΦ 9ȊŜƪ ŀȊƻƴōŀƴ Ŏǎŀƪ ŀƪƪƻǊ ǾŀƭƽǎƝǘƘŀǘƽŀƪ ƳŜƎΣ Ƙŀ ŜƎȅ 

elǃǊŜ, ƳŜƎŦŜƭŜƭǃŜƴ łǘƎƻƴŘƻƭǘΣ ƳŜƎǾŀƭƽǎƝǘƘŀǘƽ ǸȊƭŜǘƛ ǘŜǊǾŜǘ ƪŞǎȊƝǘŜƴŜƪ, Şǎ ŜƎȅ łǘƎƻƴŘƻƭǘΣ 

ƭŜǘŜǎȊǘŜƭǘ ǇƛŀŎƛ ƪƻƴŎŜǇŎƛƽǊŀ ǘǳŘƴŀƪ ŞǇƝǘŜƴƛΦ 

!Ȋ 9ǳǊƽǇŀƛ .ƛȊƻǘǘǎłƎ ŀ ǘłǊǎŀŘŀƭƳƴƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳŜƎƘŀǘłǊƻȊłǎłǊŀ ƪǊƛǘŞǊƛǳƳǊŜƴŘǎȊŜǊǘ 

ŘƻƭƎƻȊƻǘǘ ƪƛΣ ƳŜƭȅ ǎƻǊłƴ ŀ ƪǀȊǀǎ ƧŜƭƭŜƳȊǃƪ ƪǀȊǀǘǘ ŦŜƭǘǼƴƛƪΥ 

- αōŜǾŞǘŜƭǸƪŜǘ ǸȊƭŜǘƛ ǘŜǾŞƪŜƴȅǎŞƎōǃƭ ǎȊŜǊȊƛƪΣ 

- ƎŀȊŘŀǎłƎƛ ǘŜǾŞƪŜƴȅǎŞƎǸƪ ǾŀƭŀƳƛƭȅŜƴ ƪǀȊŞǊŘŜƪǼ ǎȊƻŎƛłƭƛǎ ǾŀƎȅ ǘłǊǎŀŘŀƭƳƛ ŎŞƭǊŀ ŞǇǸƭΣ 

ƳŜƭȅƘŜȊ ƎȅŀƪǊŀƴ ƳŀƎŀǎ ǎȊƛƴǘǼ ǎȊƻŎƛłƭƛǎ ƛƴƴƻǾłŎƛƽ ǘłǊǎǳƭ, 

- ŀ ǇǊƻŦƛǘƻǘ ŦǃƪŜƴǘ Ŝ ǎȊƻŎƛłƭƛǎ ŎŞƭ ŜƭŞǊŞǎŞǘ ǎȊŜƳ Ŝƭǃǘǘ ǘŀǊǘǾŀ ŦƻǊƎŀǘƧłƪ ǾƛǎǎȊŀ ŀ ǾłƭƭŀƭƪƻȊłǎōŀΣ 

- ǎȊŜǊǾŜȊŞǎƛ ƳƽŘǎȊŜǊǸƪ ǾŀƎȅ ŦŜƭŜƭǃǎǎŞƎǾłƭƭŀƭłǎƛ ǊŜƴŘǎȊŜǊǸƪ ǘǸƪǊǀȊƛ ŀ ƪǸƭŘŜǘŞǎǸƪŜǘΣ Şǎ ŀ 

ŘŜƳƻƪǊŀǘƛƪǳǎ ƪƻǊƳłƴȅȊłǎ ǾŀƎȅ ŀ ǊŞǎȊǾŞǘŜƭ ŜƭǾŞōǃƭ ƛƴŘǳƭ ƪƛΣ ƛƭƭŜǘǾŜ ŀ ǘłǊǎŀŘŀƭƳƛ 

ƛƎŀȊǎłƎƻǎǎłƎƻǘ ƘŜƭȅŜȊƛ ŜƭǃǘŞǊōŜΦέ (OFA Nonprofiǘ YŦǘΣ IƻƎȅŀƴ ƳǼƪǀŘƘŜǘ ŜƎȅǸǘǘ ŀ 

ƪǀȊǎȊŦŞǊŀ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪƪŀƭ?, 7)  

IŀȊŀƛ ƳŜƎŦƻƎŀƭƳŀȊłǎōŀƴ ŀ ƪǀǾŜǘƪŜȊǃ ƧŜƭƭŜƳȊǃƪƪŜƭ ƪŜƭƭΣ ƘƻƎȅ ōƝǊƧƻƴ ŜƎȅ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎΥ 

- αǾŜǾǃƛ ƪǀǊǊŜƭ ǊŜƴŘŜƭƪŜȊƴŜƪ, 

- ŀ ǎȊŜǊǾŜȊŜǘ ǘŜǾŞƪŜƴȅǎŞƎŞǘ ǎŀƧłǘ ƪǀȊǀǎǎŞƎƛ ƪǀǊƴȅŜȊŜǘǸƪōŜ ōŜłƎȅŀȊƽŘǾŀ ǾŞƎȊƛƪΣ ƳŜƭȅ 

ǘŜǾŞƪŜƴȅǎŞƎ ǎȊƻŎƛłƭƛǎΣ ƎŀȊŘŀǎłƎƛΣ ǘłǊǎŀŘŀƭƳƛ ŞǎκǾŀƎȅ ƪǀǊƴȅŜȊŜǘŜƛ ŦǳƴƪŎƛƽǘ Şǎ 

ŦŜƴƴǘŀǊǘƘŀǘƽǎłƎƻǘ ŜƎȅŀǊłƴǘ ǎȊƻƭƎłƭ, 
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- ƳŞƭǘłƴȅƻǎ ƳŜƎŞƭƘŜǘŞǎǘ ōƛȊǘƻǎƝǘ ŀ Ƴǳƴƪłōŀƴ ǊŞǎȊǘǾŜǾǃƪ ǎȊłƳłǊŀ.έ (OFA Nonprofit Kft, 

IƻƎȅŀƴ ƳǼƪǀŘƘŜǘ ŜƎȅǸǘǘ ŀ ƪǀȊǎȊŦŞǊŀ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪƪŀƭΣ тύ 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƘƻǾŀǘŀǊǘƻȊłǎłǘ Şǎ ŘŜŦƛƴƝŎƛƽ szerinti ŜƭƘŜƭȅŜȊŞǎŞǘ az 1. łōǊŀ ƳǳǘŀǘƧŀ 

be. 

мΦ łōǊŀ: ! ǘłǊǎŀŘŀƭƳƛ Şǎ ŀ ǇŞƴȊǸƎȅƛ ŎŞƭƻƪƘƻȊ Ǿŀƭƽ ǾƛǎȊƻƴȅǳƭłǎ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ 

ǘŜƪƛƴǘŜǘŞōŜƴ 

 

CƻǊǊłǎΥ Chertok et al., 2008 

!Ȋ łōǊŀ ǎȊŜƳƭŞƭǘŜǘƛ ŀȊ ǇŞƴȊǸƎȅŜƪƘŜȊ Şǎ ŀ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƻƪƘƻȊ Ǿŀƭƽ ǾƛǎȊƻƴȅǘ ŀ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪ Ǿŀƭƽǎ ŎŞƭƧŀƛƴŀƪ Şǎ ƭŞǘǊŜƧǀǘǘŞƴŜƪ ƪŀǇŎǎƻƭŀǘłōŀƴΦ !Ȋ łōǊŀ ŀƭŀǇƧłƴ ŜƭƳƻƴŘƘŀǘƽΣ 

ŀƘƻƎȅŀƴ ŀ ŦƻƎŀƭƳƛ ƳŜƎƘŀǘłǊƻȊłǎƻƪ ǎƻǊłƴ ƛǎ ǘǀǊŜƪŜŘǘŜƪ erre ŀ ǎȊŀƪŞǊǘǃƪ, ŀ Ŧǃ ǎȊŜƳǇƻƴǘ ŀ 

ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜǎŜǘŞƴ ƪŜǘǘǃǎΣ ŀ ǘłǊǎŀŘŀƭƻƳ Şǎ ŀȊ ǸȊƭŜǘ ƛǎ ŜƎȅŜƴƭǃ ƳŞǊǘŞƪōŜƴ ƧŜƭŜƴƛƪ 

meg. 

! ƪǀǾŜǘƪŜȊǃƪōŜƴ ŀ ŘŜŦƛƴƝŎƛƽƪŀǘ, ŦƻƎŀƭƳƛ ƳŜƎƘŀǘłǊƻȊłǎƻƪŀǘ Şǎ ǎŀƧłǘƻǎǎłƎƻƪŀǘ ƧŜƭƭŜƳȊŜƳ Şǎ 

ǾƛȊǎƎłƭƻƳ ƳŜƎΣ ƛƭƭŜǘǾŜ ŀ ƎȅŀƪǊŀƴ ƘŀǎȊƴłƭŀǘƻǎ ǎȊƛƴƻƴƛƳłƪŀǘ ƛǎƳŜǊǘŜǘŜƳΦ 

 aL aL/{h5! ! ¢#w{!5![aL ±#[[![Yh½#{hY 9{9¢;.9bΚ 

3.1. Nonprofit vagy forprofit? 

aŀ ƳłǊ ƪǀȊƛǎƳŜǊǘ ǘŞƴȅΣ ƘƻƎȅ ŜƎȅ ǎȊŜǊǾŜȊŜǘ ƴŜƳ ŀǘǘƽƭ Ǿłƭƛƪ ƴƻƴǇǊƻŦƛǘǘłΣ ƘƻƎȅ ƴŜƳ ǇŞƴȊŞǊǘΣ 

ŀƴȅŀƎƛ ƧŀǾŀƪŞǊǘ ǘŜǊƳŜƭ ǾŀƎȅ ƴȅǵƧǘ ǎȊƻƭƎłƭǘŀǘłǎǘΣ ƘŀƴŜƳΣ ƘƻƎȅ ŀ ǘŜǾŞƪŜƴȅǎŞƎŜ ǎƻǊłƴ ƴŜƳ ǘŜǎȊ 

ǎȊŜǊǘ ǇǊƻŦƛǘǊŀΦ !ǘǘƽƭ ƴƻƴǇǊƻŦƛǘΣ ƘƻƎȅ ŀ ǾłƭƭŀƭƪƻȊłǎ ǎƻǊłƴ ƳŜƎǎȊŜǊȊŜǘǘ ƧŀǾŀƪŀǘ ǘŜƭƧŜǎ ŜƎŞǎȊŞōŜƴ 

ǾƛǎǎȊŀŦƻǊƎŀǘƧŀ ŀ ǎȊŜǊǾŜȊŜǘ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƧŀƛǊŀΣ ǾŀƎȅ ŀ ƳŜƎǘŜǊƳŜƭǘ ǇǊƻŦƛǘƻǘ ƴŜƳ ŀ ǘǳƭŀƧŘƻƴƻǎƻƪ 
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ƪǀȊǀǘǘ ƻǎȊǘƧŀ ǎȊŞǘΦ ¢ŜƘłǘ ŜƎȅ ƴƻƴǇǊƻŦƛǘ ǎȊŜǊǾŜȊŜǘ ƭŞǘǊŜƧǀƘŜǘ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƪŞƴǘ ǾŀƎȅ 

ƳǼƪǀŘǘŜǘƘŜǘ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎǘΣ ŀƪłǊ ŀ ƪǀȊƘŀǎȊƴǵ ǎȊƻƭƎłƭǘŀǘłǎŀƛǘƽƭ ŜƭƪǸƭǀƴǸƭǾŜ ƛǎΦ 

!Ȋƻƴōŀƴ Ƴƛ ŀ ƘŜƭȅȊŜǘ ŀ ŦƻǊǇǊƻŦƛǘΣ ŀȊŀȊ ŀ ƘŀƎȅƻƳłƴȅƻǎƴŀƪ ǾŞƭǘ ƎŀȊŘŀǎłƎƛ ǘłǊǎŀǎłƎƻƪƪŀƭΚ 

±ŀƧƻƴ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƴŀƪ ǎȊłƳƝt-Ŝ ŀȊ ŀ ƪƛǎ Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎ όǘƻǾłōōƛŀƪōŀƴ ƪƪǾύΣ ŀƪƛ 

ǘŜƭƧŜǎŜƴ ŜƎŞǎȊŞōŜƴ ǾƛǎǎȊŀŦƻǊƎŀǘƧŀ ƴȅŜǊŜǎŞƎŞǘ ŀ ǘŜǾŞƪŜƴȅǎŞƎŞǊŜΦ 9ƎȅŞǊǘŜƭƳǼŜƴ ƴŜƳΦ ! 

ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ŜǎŜǘŞƴ ŜȊ ŀ ŘǀƴǘŞǎ ƴŜƳ ŜǎŜǘƛ ƧŜƭƭŜƎǼΣ ƘŀƴŜƳ ŀ ƳǼƪǀŘŞǎŞƴŜƪ ŀƭŀǇƧŀΦ 

±ŀƧƻƴ ŀ ǘłǊǎŀŘŀƭƳƛ ŦŜƭŜƭǃǎǎŞƎǾłƭƭŀƭłǎ ό/{wύ ƛǎ ŜƭŦƻƎŀŘƻǘǘΚ !ƳƛƪƻǊ ŜƎȅ ŎŞƎ ǀƴȊŜǘƭŜƴǸƭ ŀ 

ǘłǊǎŀŘŀƭƳƛΣ ƪǀǊƴȅŜȊŜǘƛ ǇǊƻōƭŞƳłƪǊŀ ŦƻǊŘƝǘƧŀ ōŜǾŞǘŜƭŞƴŜƪ ŜƎȅ ǊŞǎȊŞǘΣ ŀȊ ƴŜƳ ǘŜƪƛƴǘƘŜǘǃ 

ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƴŀƪΣ ƘƛǎȊŜƴ ŀ ƴȅŜǊŜǎŞƎ ǾƛǎǎȊŀŦƻǊƎŀǘłǎłǾŀƭ αŎǎŀƪέ ƪƻƳǇŜƴȊłƭƧŀ ŀ 

ƪǀǊƴȅŜȊŜǘƛ ƪłǊƻƪƻȊłǎǘ, ǾŀƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƪ ƳŞǊǎŞƪƭŞǎŞƘŜȊ ƧłǊǳƭ ƘƻȊȊłΦ 9ōōŜƴ ŀȊ 

ŜǎŜǘōŜƴ ŜƎȅ ƻƭȅŀƴ ŎŞƎǊǃƭ ōŜǎȊŞƭƘŜǘǸƴƪΣ ŀƪƛ ǇǊƻŦƛǘƻǊƛŜƴǘłƭǘΣ ŘŜ ǘłǊǎŀŘŀƭƳƛ ŦŜƭŜƭǃǎǎŞƎǾłƭƭŀƭłǎŀ 

ŜǊǃǎ, Şǎ ƧŜƭŜƴ Ǿŀƴ ŀ ǘłǊǎŀŘŀƭƳƛΣ ƎŀȊŘŀǎłƎƛ ƘŜƭȅȊŜǘ ƧŀǾƝǘłǎłōŀƴ ǊŞǎȊǘǾŜǾǃƪ ŎǎƻǇƻǊǘƧłōŀƴΦ  

Mit ƳƻƴŘƘŀǘǳƴƪ ŀȊƻƪǊƽƭ ŀ ƴƻƴǇǊƻŦƛǘ ǎȊŜǊǾŜȊŜǘŜƪǊǃƭΣ ŀƪƛƪ ōŜǘŞǘƛ ǘłǊǎŀǎłƎƪŞƴǘ, ƪƻǊƭłǘƻƭǘ 

ŦŜƭŜƭǃǎǎŞƎǼ ǘłǊǎŀǎłƎƪŞƴǘ ǾŀƎȅ ǊŞǎȊǾŞƴȅǘłǊǎŀǎłƎƪŞƴǘ ƳǼƪǀŘƴŜƪΚ 9ȊŜƪǊǃƭ ŀ ǎȊŜǊǾŜȊŜǘŜƪǊǃƭ 

ŜƭƳƻƴŘƘŀǘƽΣ ƘƻƎȅ ŀȊ ŀƭŀǇƝǘłǎǳƪ Ǉƛƭƭŀƴŀǘłōŀƴ ƴȅƛƭŀǘƪƻȊǘŀƪ ŀǊǊƽƭΣ ƘƻƎȅ ƴȅŜǊŜǎŞƎǸƪŜǘ 

ƪƛȊłǊƽƭŀƎƻǎŀƴ ŀȊ ŀƭŀǇƝǘƽ ƻƪƛǊŀǘǳƪōŀƴ ƳŜƎƘŀǘłǊƻȊƻǘǘ Şǎ ǊǀƎȊƝǘŜǘǘ ŎŞƭƧŀƛƪ ŜƭŞǊŞǎŜ ŞǊŘŜƪŞōŜƴ 

ƘŀǎȊƴłƭƧłƪ ŦŜƭΦ ¢ŜƘłǘ ŜƎȅ ƪǀȊŞǊŘŜƪǼ ŎŞƭǘ ǾŀƭƽǎƝǘŀƴŀƪ ƳŜƎΣ ƳŜƭȅ ŀ ƘŜƭȅƛ ƪǀȊǀǎǎŞƎ ǾŀƎȅ ŀ 

ǘłǊǎŀŘŀƭƻƳ ŜƎŞǎȊŞƴŜƪ ǎȊłƳłǊŀ ŦƻƴǘƻǎΣ ƝƎȅ ŀȊ ŜƭǃȊǃŜƪ ŞǊǘŜƭƳŞōŜƴ ƭŜƘŜǘƴŜƪ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪΦ 

!Ȋ ƻƭǾŀǎƻǘǘŀƪ ŀƭŀǇƧłƴ ŀȊǘ ƎƻƴŘƻƭƧǳƪΣ ƘƻƎȅ ŀ ƎŀȊŘŀǎłƎƛ ǘŞƴȅŜȊǃΣ ŀ ƳŜƎǘŜǊƳŜƭǘ ǇǊƻŦƛǘ 

ŦŜƭƘŀǎȊƴłƭłǎƴŀƪ ƳƽŘƧŀ ƘŀǘłǊƻȊȊŀ ƳŜƎ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ƭŞǘƧƻƎƻǎǳƭǘǎłƎłǘΣ ǾŀƎȅ ŀƴƴŀƪ 

ƳƛƴǃǎƝǘŞǎŞǘΦ ! ƴȅŜǊŜǎŞƎ ƳƛƴǃǎŞƎŜ Şǎ ŀƴƴŀƪ ŦŜƭƘŀǎȊƴłƭłǎłƴŀƪ ƪŞǊŘŞǎƪǀǊŜ ŜǎŜǘŞƴ ǎȊǸƪǎŞƎŜǎ 

ƳŜƎŜƳƭƝǘŜƴƛ ŀ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪŜǘ Şǎ ŀȊƻƪ ƳŜƎƘŀǘłǊƻȊłǎłǘΦ 

! ƪǀǾŜǘƪŜȊǃ łōǊłƴ όнΦ łōǊŀύ ƭłǘƘŀǘƽΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŀƭŀǇǾŜǘǃ ƛǎƳŞǊǾŜ ŀ ǾŀƭƽŘƛ 

ŞǊǘŞƪǘŜǊŜƳǘŞǎΣ ŀȊƻƴōŀƴ ŜƘƘŜȊ ŀ ǎƛƪŜǊƘŜȊ ŜƭŜƴƎŜŘƘŜǘŜǘƭŜƴ ŀ ǇŞƴȊǸƎȅƛ ŎŞƭƻƪ ƳŜƎǾŀƭƽǎƝǘłǎŀΣ ŀȊ 

ǸȊƭŜǘƛ ǎȊŜƳǇƻƴǘƻƪ ŦƛƎȅŜƭŜƳōŜ ǾŞǘŜƭŜΦ (Varga, 2012) 
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нΦ łōǊŀ: ! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜƎȅŜƴǎǵƭȅłƴŀƪ ōŜƳǳǘŀǘłǎŀ 

 

CƻǊǊłǎΥ hC! bƻƴǇǊƻŦƛǘ ƳƽŘǎȊŜǊǘŀƴƛ ƪŞȊƛƪǀƴȅǾΣ нлмтΣ ф 

A нΦ łōǊłƴ ƭłǘƘŀǘƽΣ ƘƻƎȅ ƪƛŦŜƧŜȊŜǘǘŜƴ ǘłǊǎŀŘŀƭƳƛ ŎŞƭ ƳŜƎǾŀƭƽǎƝǘłǎłǊŀΣ ŀ ǘłǊǎŀŘŀƭƳƛ Şǎ ǇŞƴȊǸƎȅƛ 

ŎŞƭ ŜƎȅŜƴǎǵƭȅłǊŀ ǘǀǊŜƪǎȊŜƴŜƪ ŜȊŜƴ ǎȊŜǊǾŜȊŜǘŜƪΣ ōłǊ ŀ ƳŀƎȅŀǊ ƘŀƎȅƻƳłƴȅ Şǎ ǎȊŜƳƭŞƭŜǘ ŞƭŜǎŜƴ 

ŜƭƪǸƭǀƴƝǘƛ ŀ ƘŀǘłǊƻƪŀǘΣ ŀȊƻƴōŀƴ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ Ǉƻƴǘƻǎŀƴ ŜȊŜƪŜƴ ŀȊ ŞƭŜƪŜƴ 

ƪƝǾłƴƴŀƪ ƘŀƭǾłƴȅƝǘŀƴƛΦ 

A ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪƪŜƭ a cikk tovłōōƛ ǊŞǎȊŞōŜƴ ƳŞƭȅǊŜƘŀǘƽōōŀƴ ƛǎ ŦƻƎƭŀƭƪƻȊƻƳΣ ŀȊƻƴōŀƴ 

ŜōōŜƴ ŀ ŦƻƎŀƭƳƛ ƳŜƎƘŀǘłǊƻȊłǎƛ ƪǀǊōŜƴΣ ƳŜƎŜƳƭƝǘŞǎŜ Şǎ ǊǀǾƛŘ ǀǎǎȊŜŦƻƎƭŀƭłǎŀ ǎȊǸƪǎŞƎǎȊŜǊǼΦ 

! ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪ ǘŀƎƧŀƛ ǊŞǎȊŜǎǸƭƘŜǘƴŜƪ ŀ ƎŀȊŘŀǎłƎƛ ǘŜǾŞƪŜƴȅǎŞƎ ŜǊŜŘƳŞƴȅŞōǃƭΣ ŀȊŀȊ 

ǎȊŞǘƻǎȊǘƘŀǘƧłƪ ŀȊǘΣ ŦǸƎƎŜǘƭŜƴǸƭ ŀǘǘƽƭΣ ƘƻƎȅ ƘłǘǊłƴȅƻǎ ƘŜƭȅȊŜǘǼŜƪ ǾŀƎȅ ǎŜƳΦ 9ȊŜƴ ǘŞƴȅŜȊǃǘ 

ŦƛƎȅŜƭŜƳōŜ ǾŞǾŜ ŀ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜƎȅƛƪ ƭŜƎƛǎƳŜǊǘŜōōΣ 

ƭŜƎƪŜŘǾŜƭǘŜōō ǎȊŜǊǾŜȊŜǘƛ ŦƻǊƳłƛΦ ! ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘ ŜƎȅŞǊǘŜƭƳǼŜƴ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎΣ 

azonban ha a fenti ƳƛƴǃǎƝǘŞǎƛ ǊŜƴŘǎȊŜǊǘ ǾŜǎǎȊǸƪ ŦƛƎȅŜƭŜƳōŜΣ Ŏǎŀƪ ŀƪƪƻǊ ƭŜƘŜǘ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎΣ Ƙŀ ŀ ƴȅŜǊŜǎŞƎ-ŎŞƭƧŀƛ ƳŜƭƭŜǘǘ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƻƪŀǘ ƛǎ ƪƛǘǼȊ ƳŀƎŀ ŜƭŞΦ  
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{ȊŜƳŜƭǾŞƴȅ 

9Ǝȅ ŘƛǇƭƻƳłǎ ǇłƭȅŀƪŜȊŘǃ Ŧƛŀǘŀƭƻƪ łƭǘŀƭ ƭŞǘǊŜƘƻȊƻǘǘ Şǎ ŀƭŀǇƝǘƻǘǘ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘ ƳǼƪǀŘƘŜǘ 

ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƪŞƴǘΣ Ƙŀ ŀȊ ŜƭǾłƴŘƻǊƭłǎǳƪŀǘ ƳŜƎŜƭǃȊǾŜ ǎŜƎƝǘƛ ŜƭƘŜƭȅŜȊƪŜŘŞǎǸƪŜǘ ŀ ƘŀȊŀƛ 

ƳǳƴƪŀŜǊǃǇƛŀŎƻƴΦ !ȊƻƴōŀƴΣ Ƙŀ ŜƎȅ ǘŀǇŀǎȊǘŀƭŀǘǘŀƭ ǊŜƴŘŜƭƪŜȊǃΣ ŜƎȅƪƻǊ ǇłƭȅŀƪŜȊŘǃ ŘƛǇƭƻƳłǎ 

ǘŀƴłŎǎŀŘłǎǘ ƴȅǵƧǘ ǸȊƭŜǘƛ ŀƭŀǇƻƴ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘ ŦƻǊƳłƧłōŀƴΣ ŀȊ ƳłǊ ƴŜƳ ǘŜƪƛƴǘƘŜǘǃ 

ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƴŀƪΦ 

¢ŜƘłǘ ŜƭƳƻƴŘƘŀǘƽΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜǎŜǘŞƴ ŀ ƴȅŜǊŜǎŞƎ ŦŜƭƻǎȊǘłǎłƴŀƪ ǘƛƭŀƭƳŀ 

ŦƻƴǘƻǎΣ ŘŜ ƴŜƳ ƪƛȊłǊƽƭŀƎƻǎ ƛǎƳŜǊŞǾΦ 

3.2. {ȊƻŎƛłƭƛǎ ƎŀȊŘŀǎłƎ ƳŜƎƘŀǘłǊƻȊłǎŀ Şǎ ƧŜƭŜƴǘǃǎŞƎŜ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ǘŜǊǸƭŜǘŞƴ 

! ǎȊŀƪƛǊƻŘŀƭƻƳ ǎȊŜǊƛƴǘ ŀ ǎȊƻŎƛłƭƛǎ ƎŀȊŘŀǎłƎΣ Ƴƛƴǘ ƪƛŦŜƧŜȊŞǎ ƳłǊ ŀȊ муол-ŀǎ ŞǾŜƪōŜƴ ƳŜƎƧŜƭŜƴǘ 

ŀ ƪǀȊƎŀȊŘŀǎłƎǘŀƴōŀƴΦ ! ǎȊƻŎƛłƭƛǎ ƎŀȊŘŀǎłƎ ƳŜƎŦƻƎŀƭƳŀȊłǎłƴŀƪ ƪǀǊǾƻƴŀƭŀƛ ŀ ·L·Φ ǎȊłȊŀŘ 

ǾŞƎŞǊŜ ŀƭŀƪǳƭǘŀƪ ƪƛΣ ŀ ǎȊǀǾŜǘƪŜȊŜǘƛ ŜƎȅǸǘǘƳǼƪǀŘŞǎΣ ŀ ƪǀƭŎǎǀƴǀǎǎŞƎ Şǎ ŀ demokratikus 

ǎȊŜǊǾŜȊǃŘŞǎ ŞǊŘŜƪŜƛǘ ǘŀǊǘƻǘǘłƪ ŦƛƎȅŜƭŜƳōŜΦ ! {ȊƻŎƛłƭƛǎ DŀȊŘŀǎłƎ /ƘŀǊǘłƧŀ ƻƭȅŀƴ ǎȊŜǊǾŜȊŜǘŜƪ 

ǀǎǎȊŜǎǎŞƎŞōŜƴ ƘŀǘłǊƻȊȊŀ ƳŜƎ ŀ ǎȊƻŎƛłƭƛǎ ƎŀȊŘŀǎłƎƻǘΣ ƳŜƭȅŜƪ ƴŜƳ ǘŀǊǘƻȊƴŀƪ az łƭƭŀƳƛ 

ǎȊŜƪǘƻǊƘƻȊΣ ŘŜƳƻƪǊŀǘƛƪǳǎŀƴ ƳǼƪǀŘƴŜƪΣ ŜƎȅŜƴƭǃ ƧƻƎƻƪƪŀƭ Şǎ ƪǀǘŜƭŜǎǎŞƎŜƪƪŜƭ ǊŜƴŘŜƭƪŜȊǃ 

ǘŀƎƻƪƪŀƭΣ ƴȅŜǊŜǎŞƎǸƪŜǘ ǇŜŘƛƎ ŀ ǎȊŜǊǾŜȊŜǘ ōǃǾƝǘŞǎŞǊŜ Şǎ ŀ ǘŀƎƻƪƴŀƪΣ ƛƭƭŜǘǾŜ ŀ ǘłǊǎŀŘŀƭƻƳƴŀƪ 

ƴȅǵƧǘƻǘǘ ǎȊƻƭƎłƭǘŀǘłǎƻƪ ŦŜƧƭŜǎȊǘŞǎŞǊŜ Şǎ ōǃǾƝǘŞǎŞǊŜ ƘŀǎȊƴłƭƧłƪΦ1 

! ǎȊŀƪƛǊƻŘŀƭƻƳ ŦŜƭǘłǊłǎŀ ŀ ǎȊƻŎƛłƭƛǎ ƎŀȊŘŀǎłƎ Şǎ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ŜǎŜǘŞƴ ƴŜƳ ad 

ŜƎȅǎŞƎŜǎ ŦƻƎŀƭƳƛ ƳŜƎƘŀǘłǊƻȊłǎǘΦ 9ȊŜƪŜǘ ŜƎȅƳłǎ ǎȊƛƴƻƴƛƳłƧŀƪŞƴǘ ƛǎ ƘŀǎȊƴłƭƧǳƪΣ ŀȊƻƴōŀƴ 

ƧŜƭŜƴǘǃǎ ƪǸƭǀƴōǎŞƎ Ǿŀƴ ŀ ƪŞǘ ŦƻƎŀƭƻƳ ƪǀȊǀǘǘΦ ! ƳŜƎƘŀǘłǊƻȊłǎ ǘǀǊǘŞƴŜƭƳƛ ƳǵƭǘǊŀ ǘŜƪƛƴǘ ǾƛǎǎȊŀΦ 

! ǎȊƻŎƛłƭƛǎ ƎŀȊŘŀǎłƎ όŞŎƻƴƻƳƛŜ ǎƻŎƛŀƭΤ ǎƻŎŀƭ ŜŎƻƴƻƳȅύ ŜǊŜŘŜǘƛ ŞǊǘŜƭƳŜȊŞǎŜ ŀlatt olyan 

ŦƻƎŀƭƳŀǘ ŞǊǘǸƴƪΣ Ƴƛƴǘ ŀ ǎȊǀǾŜǘƪŜȊŜǘŜƪΣ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪΣ ŘŜ ŀȊ ǀƴƪŞƴǘŜǎ Şǎ ƪǀƭŎǎǀƴǀǎ 

ǎŜƎŞƭȅǇŞƴȊǘłǊŀƪatΣ ōƛȊǘƻǎƝǘƽǘłǊǎŀǎłƎƻƪŀǘ Şǎ ŀ ǘŀƪŀǊŞƪǇŞƴȊǘłǊŀƪŀǘ ƛǎ ŜōōŜ ŀ ƪŀǘŜƎƽǊƛłōŀ 

ǎƻǊƻƭƧłƪΦ ałǊŀ ŜȊ ƪƛōǃǾǸƭǘ ŀ ƴƻƴǇǊƻŦƛǘ ǎȊŜǊǾŜȊŜǘŜƪƪŜƭ ƛǎΣ ŘŜ ƴŜƳ ǎƻǊƻƭƘŀǘƽŀƪ ŜōōŜ ŀ 

ƘŀƎȅƻƳłƴȅƻǎ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƻƪŀǘ ƪƛǘǼȊǃ ƎŀȊŘŀǎłƎƛ ǘłǊǎŀǎłƎƻƪΦ 

                                                      

1 ! /b[!a/! όCǊŀƴŎƛŀ mƴǎŜƎŞƭȅŜȊǃΣ {ȊǀǾŜǘƪŜȊŜǘƛ Şǎ {ȊǀǾŜǘǎŞƎƛ ¢ŜǾŞƪŜƴȅǎŞƎŜƪ bŜƳȊŜǘƛ mǎǎȊŜƪǀǘǃ .ƛȊƻǘǘǎłƎŀύ 

łƭǘŀƭ мфул-ban kiadott charta 
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!Ȋ hC! bƻƴǇǊƻŦƛǘ YŦǘ łƭǘŀƭ нлмт-ōŜƴ ƪƛŀŘƻǘǘ ǘŀƴǳƭƳłƴȅ ǎȊŜǊƛƴǘ αŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ 

ǀǎǎȊŜƘŀǎƻƴƭƝǘǾŀ ŀ ƪƻǊłōōŀƴ ƛǎ ŜƭǘŜǊƧŜŘǘ ŎƛǾƛƭ ǎȊŜǊǾŜȊŜǘƛ ǘŜǾŞƪŜƴȅǎŞƎŜƪƪŜƭ ŀȊǘ ƳƻƴŘƘŀǘƧǳƪΣ ŀ 

ƭŜƎŦǃōō ƪǸƭǀƴōǎŞƎ ŀōōŀƴ ƳǳǘŀǘƪƻȊƛƪ ƳŜƎΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƧƽǾŀƭ ƛƴƪłōō ŀȊ 

ŜƎŞǎȊ ς ŦǃƪŞƴǘ ƘŜƭȅƛ - ƪǀȊǀǎǎŞƎ ƛƎŞƴȅŜƛ ŦŜƭŞ ŦƻǊŘǳƭƴŀƪΦ !ƴƴŀƪ ŜƭƭŜƴŞǊŜ ǘŜƘłǘΣ ƘƻƎȅ ŜƎȅ 

ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ƭŜƘŜǘ ŜƎȅŜǎǸƭŜǘΣ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘΣ ŀƭŀǇƝǘǾłƴȅ Şǎ ƴƻƴǇǊƻŦƛǘ 

ƎŀȊŘŀǎłƎƛ ǘłǊǎŀǎłƎ ƛǎΣ ŀ ƘŀƎȅƻƳłƴȅƻǎ ŞǊǘŜƭŜƳōŜƴ ǾŜǘǘ ŎƛǾƛƭ ǎȊŜǊǾŜȊŜǘŜƪƪŜƭ ǀǎǎȊŜǾŜǘǾŜ ŀ 

ƭŞƴȅŜƎƛ ƪǸƭǀƴōǎŞƎ ŀ ƳǼƪǀŘŞǎ ƳƽŘƧłōŀƴ Şǎ ŀ ŎŞƭƻƪōŀƴ ǾŀƴΦέ (OFA, 2017, 15) 

mǎǎȊŜǎǎŞƎŞōŜƴ ŜƭƳƻƴŘƘŀǘƽ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭŀƪƻȊłǎƻƪ ŦƻƎŀƭƳƛ ŘŜŦƛƴƝŎƛƽƧłǘ Şǎ ƎŀȊŘŀǎłƎƛ 

ƳŜƎƘŀǘłǊƻȊłǎłǘ ǘŜƪƛƴǘǾŜΣ ƘƻƎȅ ŀ ōŜǎƻǊƻƭłǎ ǎƻǊłƴ ƴŜƳ ŀ ƧƻƎƛ ŦƻǊƳŀ ŀ ƳŜƎƘŀǘłǊƻȊƽΣ ƘŀƴŜƳ ŀ 

ǘłǊǎŀŘŀƭƳƛ Şǎ ǸȊƭŜǘƛ ŎŞƭƻƪ ŜƎȅƛŘŜƧǼ ƧŜƭŜƴƭŞǘŜΣ ŀƴƴŀƪ ƳŜƎŦŜƭŜƭǃ ƳƽŘƻƴ Ǿŀƭƽ ƪŞǇǾƛǎŜƭŜǘŜ Şǎ ŀȊ 

αƛƳŀƎŜέ ŦŜƴƴǘŀǊǘłǎŀΦ Iŀ ŜȊŜƪ ƪǀȊǸƭ ōłǊƳŜƭȅƛƪ ƘƛłƴȅȊƛƪΣ ƴŜƳ ōŜǎȊŞƭƘŜǘǸƴƪ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎǊƽƭΣ ŦǸƎƎŜǘƭŜƴǸƭ ŀǘǘƽƭΣ ƘƻƎȅ ǘƛǇƛƪǳǎ ŦƻǊƳłōŀƴ ƳǼƪǀŘƛƪ ǾŀƎy sem. 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪƪŀƭ ŦƻƎƭŀƭƪƻȊƽ ǎȊŀƪƛǊƻŘŀƭƳŀƪ ǀǎǎȊŜǎǎŞƎŞōŜƴ ŜƎȅƘŀƴƎǵŀƴ ƪƛŦŜƧǘƛƪΣ 

ƘƻƎȅ ŜƎȅǎŞƎŜǎ Şǎ ƳŞǊǾŀŘƽ ŦƻƴǘƻǎǎłƎǵǾł Ǿłƭǘ ŀȊ 9ǳǊƽǇŀƛ ¦ƴƛƽ łƭǘŀƭ нлмм-ōŜƴ ƳŜƎƘŀǘłǊƻȊƻǘǘ 

α{ƻŎƛŀƭ .ǳǎƛƴŜǎǎ LƴƛǘƛŀǘƛǾŜέ ό.{Lύ ŎǎƻƳŀƎ ƪŜǊŜǘŞōŜƴ ŜƭŦƻƎŀŘƻǘǘ ŘŜŦƛƴƝŎƛƽΥ α! ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪ ŀ ƪǀȊǀǎǎŞƎ ŞǊŘŜƪŜƛǘ όǘłǊǎŀŘŀƭƳƛΣ ǎȊƻŎƛłƭƛǎΣ ƪǀǊƴȅŜȊŜǘƛύ ǎȊƻƭƎłƭƧłƪΣ Şǎ ƴŜƳ ŀ 

profit-ƳŀȄƛƳŀƭƛȊłƭłǎǊŀ ǘǀǊŜƪǎȊŜƴŜƪΦ ¢ŜǊƳŞƪŜƛƪ ǾŀƎȅ ǎȊƻƭƎłƭǘŀǘłǎŀƛƪ ǊŞǾŞƴΣ ƛƭƭŜǘǾŜ ŀȊ łƭǘŀƭǳƪ 

ŀƭƪŀƭƳŀȊƻǘǘ ǘŜǊƳŜƭŞǎƛ ǾŀƎȅ ǎȊŜǊǾŜȊŞǎƛ ƳƽŘǎȊŜǊŜƪƴŜƪ ƪǀǎȊǀƴƘŜǘǃŜƴ ŀ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪ ƎȅŀƪǊŀƴ ƛƴƴƻǾŀǘƝǾ ǘŜǊƳŞǎȊŜǘǼŜƪΦ wŜƴŘǎȊŜǊƛƴǘ ŀ ǘłǊǎŀŘŀƭƻƳ ƭŜƎƛƴƪłōō 

ƪƛǊŜƪŜǎȊǘŜǘǘ ǘŀƎƧŀƛƴŀƪ ŀŘƴŀƪ ƳǳƴƪŀƭŜƘŜǘǃǎŞƎŜǘΣ ƝƎȅ ƘƻȊȊł ƧłǊǳƭƴŀƪ ŀ ǘłǊǎŀŘŀƭƳƛ ƪƻƘŞȊƛƽƘƻȊΣ 

ŀ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘǎłƎƘƻȊ ǎ ŀȊ ŜƎȅŜƴƭǃǘƭŜƴǎŞƎŜƪ ŎǎǀƪƪŜƴǘŞǎŞƘŜȊΦέ2 

3.3. ! ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪǊǃƭΧ 

!Ȋ ŜƭǃȊǃŜƪōŜƴ ǊǀǾƛŘŜƴ ƳŜƎƛǎƳŜǊǘǸƪ ŀ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪŜǘΣ Ƴƛƴǘ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ. 

! ǎȊǀǾŜǘƪŜȊŜǘ ƻƭȅŀƴ ƧƻƎƛ ǎȊŜƳŞƭȅΣ ƳŜƭȅŜǘ ŀȊ ŀƭŀǇǎȊŀōłƭȅȊŀǘōŀƴ ƳŜƎƘŀǘłǊƻȊƻǘǘ ǊŞǎȊƧŜƎȅ 

ǘǃƪŞǾŜƭ ŜƎȅǸǘǘ ƭŜƘŜǘ ŀƭŀǇƝǘŀƴƛΦ ! ǎȊǀǾŜǘƪŜȊet a nyitott taƎǎłƎ Şǎ ŀ ǾłƭǘƻȊƽ ǘǃƪŜ ŜƭǾŜƛ ǎȊŜǊƛƴǘ 

                                                      

2 http://ec.europa.eu/growth/sectors/social-economy/enterprises/  ƭŜǘǀƭǘŞǎ нлмуΦлоΦлнΦ 

http://ec.europa.eu/growth/sectors/social-economy/enterprises/
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ƳǼƪǀŘƛƪΦ /ŞƭƧŀ ŀ ǘŀƎƧŀƛΣ ŀ ƎŀȊŘŀǎłƎΣ ǾŀƭŀƳƛƴǘ ǘłǊǎŀŘŀƭƳƛ ǎȊǸƪǎŞƎƭŜǘŜƪ ƪƛŜƭŞƎƝǘŞǎŞƴŜƪ 

ŜƭǃǎŜƎƝǘŞǎŜΦ 

! ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘ ŀƴƴȅƛōŀƴ ǘŞǊ Ŝƭ ŀ ǎȊǀǾŜǘƪŜȊŜǘ ŜƭǾŜƛǘǃƭΣ ƘƻƎȅ ǘƻǾłōōƛ ŎŞƭƧŀ ŀ 

ƳǳƴƪŀƴŞƭƪǸƭƛŜƪΣ ƛƭƭŜǘǾŜ ƘƻȊȊłǘŀǊǘƻȊƽƛƪ ǎȊƻŎƛłƭƛǎ ƘŜƭȅȊŜǘŞƴŜƪ ƧŀǾƝǘłǎŀ. ! ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘ 

ƻƭȅŀƴ ǎȊƻŎƛłƭƛǎ ƎŀȊŘłƭƪƻŘƽ ǎȊŜǊǾŜȊŜǘΣ ƳŜƭȅ ǀǘǾǀȊƛ ŀ ƎŀȊŘŀǎłƎƛ ǘłǊǎŀǎłƎƻƪ Şǎ ǘłǊǎŀŘŀƭƳƛ 

ǎȊŜǊǾŜȊŜǘŜƪ ŜƭǃƴȅŜƛǘΣ ŀ ƘłǘǊłƴȅƻǎ ƘŜƭȅȊŜǘǼŜƪƴŜƪ ōƛȊǘƻǎƝǘ ƳǳƴƪŀƭŜƘŜǘǃǎŞƎŜǘΣ Şǎ ƻƭȅŀƴ 

ǎȊǸƪǎŞƎƭŜǘŜƪ ƪƛŜƭŞƎƝǘŞǎŞǊŜ ǘǀǊŜƪǎȊƛƪΣ ƳŜƭȅŜǘ ŀ ǇƛŀŎƎŀȊŘŀǎłƎ ƴŜƳ ǘǳŘ ŦŜƭǾłƭƭŀƭƴƛΦ  

! ǘǀǊǾŞƴȅ3 ŀƭŀǇƧłƴ ŀ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘΥ  

- ŎŞƭƧŀ ŀ ƘłǘǊłƴȅƻǎ ƘŜƭȅȊŜǘōŜƴ ƭŞǾǃ ǘŀƎƧŀƛ ǎȊłƳłǊŀ ƳǳƴƪŀŦŜƭǘŞǘŜƭŜƪ ǘŜǊŜƳǘŞǎŜΣ ǾŀƭŀƳƛƴǘ 

ǎȊƻŎƛłƭƛǎ ƘŜƭȅȊŜǘǸƪ ƧŀǾƝǘłǎłƴŀƪ ŜƎȅŞō ƳƽŘƻƴ ǘǀǊǘŞƴǃ ŜƭǃǎŜƎƝǘŞǎŜΤ 

- ƭŜƘŜǘ ƪǀȊƘŀǎȊƴǵΤ 

- ƎŀȊŘłƭƪƻŘƽ ǎȊŜǊǾŜȊŜǘΣ ŘŜ ƴŜƳ ƎŀȊŘŀǎłƎƛ ǘłǊǎŀǎłƎΤ 

- ƴŜǾŞōŜƴ ǳǘŀƭƴƛ ƪŜƭƭ ŀ ǾŞƎȊŜǘǘ ǘŜǾŞƪŜƴȅǎŞƎǊŜ Şǎ ŀ ǎȊǀǾŜǘƪŜȊŜǘƛ ŦƻǊƳłǊŀΤ 

- ǘŜǊƳŞǎȊŜǘŜǎ ǎȊŜƳŞƭȅŜƪ ƳŜƭƭŜǘǘ ς ƪǀǘŜƭŜȊǃ ƧŜƭƭŜƎƎŜƭ ς ǘŀƎƧŀ ƭŜƎŀƭłōō ŜƎȅ 

ƘŜƭȅƛκƴŜƳȊŜǘƛǎŞƎƛ ǀƴƪƻǊƳłƴȅȊŀǘ όǾŀƎȅ ŜȊŜƪ ƧƻƎƛ ǎȊŜƳŞƭȅƛǎŞƎǼ ǘłǊǎǳƭłǎŀύ ǾŀƎȅ ŜƎȅ 

ƪŀǊƛǘŀǘƝǾ ǎȊŜǊǾŜȊŜǘ όнлмтΦ ƧŀƴǳłǊ м-ƧŞǘǃƭ Ƙŀǘłƭȅƻǎ ǾłƭǘƻȊłǎύΤ 

- ŜǎŜǘŞōŜƴ ŀ ǎȊŜƳŞƭȅŜǎ ƪǀȊǊŜƳǼƪǀŘŞǎ ǎŀƧłǘƻǎ ŦƻǊƳłƧŀ ŀ ƪǀȊǀǎ ǘŜǊƳŜƭŞǎōŜƴ Ǿŀƭƽ 

ǊŞǎȊǾŞǘŜƭ όǘŀƎƛ ƳǳƴƪŀǾŞƎȊŞǎǊŜ ǾƻƴŀǘƪƻȊƽ ƧƻƎǾƛǎȊƻƴȅύΣ ŀƳŜƭȅƴŜƪ ŜƭƭŜƴǘŞǘŜƭŜȊŞǎe 

ǘǀǊǘŞƴƘŜǘ ŀȊ Ŝƭǃ- łƭƭƝǘƻǘǘ ƧŀǾŀƪ ŜƎȅ ǊŞǎȊŞƴŜƪ łǘŀŘłǎłǾŀƭΤ  

- ŀƭŀǇƝǘłǎłƘƻȊ т ǘŀƎ ǎȊǸƪǎŞƎŜǎΤ  

- ƳƛƴŘŜƴ ǘŀƎƧŀ ǎȊŜƳŞƭȅŜǎ ƪǀȊǊŜƳǼƪǀŘŞǎǘ Ǿłƭƭŀƭ όƪƛǾŞǾŜ ŀȊ ǀƴƪƻǊƳłƴȅȊŀǘƻǘ Şǎ ŀ ƪŀǊƛǘŀǘƝǾ 

szervezetet);  

- ǘŀƎƧŀƛ ƪǀȊǀǘǘ ŀ ƴŜƳ ǘŜǊƳŞǎȊŜǘŜǎ ǎȊŜƳŞƭȅŜƪ ŀǊłƴȅŀ ƴŜƳ ƘŀƭŀŘƘŀǘƧŀ ƳŜƎ ŀ нр ǎȊłȊŀƭŞƪƻǘΦ 

IƻǊǾłǘƘ ǎȊŜǊƛƴǘΥ α9Ǝȅ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘ ŜƎȅǎȊŜǊǊŜ ƎŀȊŘŀǎłƎƛ ǘłǊǎŀǎłƎΣ ǎȊƻŎƛłƭƛǎ ƛƴǘŞȊƳŞƴȅ 

Şǎ ŎƛǾƛƭ ǎȊŜǊǾŜȊŜǘΦ ! Ƨƽƭ ƳǼƪǀŘǃ ǎȊƻŎƛłƭƛǎ ǾłƭƭŀƭƪƻȊłǎƻƪƴŀƪ όpƭΦΥ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘύ ŀȊ ŀ 

ƧŜƭƭŜƳȊǃƧŜΥ ƘƻƎȅ ǳƎȅŀƴǵƎȅ ƪŜƭƭ ǘŜǊǾŜȊƴƛŜΣ ƎŀȊŘłlkodnia, szerveznie a feladatokat, mint egy 

ǇǊƻŦƛǘƻǊƛŜƴǘłƭǘ ŎŞƎƴŜƪΣ ŀȊȊŀƭ ŀ ƪǸƭǀƴōǎŞƎƎŜƭΣ ƘƻƎȅ ŀ ōŜǾŞǘŜƭŜƛΣ ŀ ǎȊƻƭƎłƭǘŀǘłǎŀƛ ǇƛŀŎŀ Şǎ ŀ 
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ǘłƳƻƎŀǘłǎƻƪ ƴŜƘŜȊŜƴ ǘŜǊǾŜȊƘŜǘǃƪΣ ƛƭƭŜǘǾŜ ƴŜƳŎǎŀƪ ŀ ǇƛŀŎ łƭƭŀǇƻǘłǘƽƭ ŦǸƎƎŜƴŜƪΣ ƘŀƴŜƳ 

ǎǇŜŎƛłƭƛǎ ǇƛŀŎƻƪǘƽƭΥ ŀ ǘłƳƻƎŀǘłǎƻƪΣ Şǎ ŀ ƴŜƳ ŦƛȊŜǘǃƪŞǇŜǎ ǾŜǾǃƪ ǇƛŀŎłǘƽƭΦ ¢ŜƘłǘ ŀ ǇƛŀŎ ŜƎŞǎȊŜƴ 

ƳłǎΣ ŘŜ ŀ ƳǼƪǀŘŞǎ ŜƭǾŜƛƴŜƪΣ a ƘǳƳłƴŜǊǃŦƻǊǊłǎ ƎŀȊŘłƭƪƻŘłǎƴŀƪΣ ŀȊ ǸȊƭŜǘƛ ǘŜǊǾŜȊŞǎƴŜƪΣ ŀ 

ǎȊŀƪŀƛ ŦŜƭƪŞǎȊǸƭǘǎŞƎƴŜƪ ǳƎȅŀƴƻƭȅŀƴƴŀƪ ƪŜƭƭ ƭŜƴƴƛŜΣ Ƴƛƴǘ ŜƎȅ ŦƻǊǇǊƻŦƛǘ ŎŞƎƴŞƭΦ (IƻǊǾłǘƘ, 2005, 

83). 

IƻǊǾłǘƘ megfoƎŀƭƳŀȊłǎłōŀƴ ƻƭǾŀǎƘŀǘƽΣ ƘƻƎȅ Ƴƛƴǘ ƳƛƴŘŜƴ ǎȊŜǊǾŜȊŜǘƴŜƪ, megvannak a maga 

ǎŀƧłǘƻǎǎłƎŀƛΣ ŀȊƻƴōŀƴ ŀ ƳƽŘǎȊŜǊǘŀƴǘƽƭ ƴŜƳ ƭŜƘŜǘ ŜƭǘŞǊƴƛ ŜƎȅ ǎȊŜǊǾŜȊŜǘ ŞƭŜǘŞōŜƴ ǎŜƳΦ ! 

ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪŜǘ ƛǎ ŞǊƛƴǘƛ ŀȊ ǸȊƭŜǘƛ ǘŜǊǾ ƪŞǎȊƝǘŞǎŜΣ ŀ ƳŀǊƪŜǘƛƴƎ ǘŜǾŞƪŜƴȅǎŞƎΣ ŀ ǇŞƴȊǸƎȅƛ 

Şǎ ŜƎȅŞō ŀŘƽȊłǎƛ ǎȊŀōłƭȅƻƪΣ ǳƎȅŀƴǵƎȅ ŀ ƘǳƳłƴŜǊǃŦƻǊǊłǎ ƎŀȊŘłƭƪƻŘłǎ ƛǎΦ  ! ƳǳƴƪŀŜǊǃǇƛŀŎƻǘ 

ǘŜƪƛƴǘǾŜ ŀ ƪǀǾŜǘƪŜȊǃƪŞǇǇŜƴ ƭŜƘŜǘ ŜƎȅ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘōŜƴ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ŦƻǊƳłƪŀǘ 

tekinteni: 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭŀƪƻȊłǎƻƪ ǘŜƪƛƴǘŜǘŞōŜƴ ŜƎȅŜŘǸƭ ŜȊŜƴ ǎȊǀǾŜǘƪŜȊŜǘŜƪ ǘŜƪƛƴǘŜǘŞōŜƴ ƝǊƧŀ Ŝƭǃ ŀ 

ǘǀǊǾŞƴȅ ŀ ƪǀǘŜƭŜȊǃ ǎȊŜƳŞƭȅŜǎ ƪǀȊǊŜƳǼƪǀŘŞǎǘ ŀ ƳŀƎłƴǎȊŜƳŞƭȅ ǘŀƎƻƪǊŀ ǾƻƴŀǘƪƻȊƽŀƴΦ  

! ǘŀƎƻƪ ǎȊŜƳŞƭȅŜǎ ƪǀȊǊŜƳǼƪǀŘŞǎƛ ƪǀǘŜƭŜȊŜǘǘǎŞƎŜ ƳŜƎǾŀƭƽǎǳƭƘŀǘΥ 

- munkajogviszony, 

- ǾłƭƭŀƭƪƻȊłǎƛ ƧƻƎǾƛǎȊƻƴȅ, 

- ƳŜƎōƝȊłǎƛ ƧƻƎǾƛǎȊƻƴȅ, 

- ǘŀƎƛ ƳǳƴƪŀǾŞƎȊŞǎƛ ƧƻƎǾƛǎȊƻƴȅ ƪŜǊŜǘŞōŜƴΦ 

! ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘnŜƪ ƴƛƴŎǎ ŀ ǘŀƎƧŀƛ ǳǘłƴ ƧłǊǳƭŞƪŦƛȊŜǘŞǎƛ ƪǀǘŜƭŜȊŜǘǘǎŞƎŜΣ Ŏǎŀƪ Ƙŀ 

ƳǳƴƪŀǾƛǎȊƻƴȅΣ ǾłƭƭŀƭƪƻȊłǎƛ ǾŀƎȅ ƳŜƎōƝȊłǎƛ ƧƻƎǾƛǎȊƻƴȅ łƭƭ ŦŜƴǘΦ ! ƳǳƴƪŀǾƛǎȊƻƴȅ ƭŞǘŜǎƝǘŞǎŞǊǃƭ ŀ 

aǳƴƪŀ ¢ǀǊǾŞƴȅƪǀƴȅǾŜ ƘŀǘłǊƻȊȊŀ ƳŜƎ ŀ ƭŜƘŜǘǃǎŞƎŜƪŜǘΦ 

! Ŏƛƪƪ ŎŞƭƧłǘ Şǎ ƪǳǘŀǘłǎƛ ǘŜǊǸƭŜǘŞǘ ǘŜƪƛƴǘǾŜ ŜƭƧǳǘƻǘǘǳƴƪ ŜƎȅ ƪǊƛǘƛƪǳǎ ǇƻƴǘǊŀΦ IƻƎȅŀƴ ǾƛǎȊƻƴȅǳƭ ŀȊ 

ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ Şǎ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ŜƎȅƳłǎƘƻȊΚ aƛƭȅŜƴ ǀǎǎȊŜŦǸƎƎŞǎŜƪ Ǿŀƴƴŀƪ 

ŀ ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ ŎŞƎŜƪƪŜƭΣ ƳƛƪŞƴǘ ƧŜƭŜƴƴŜƪ ƳŜƎ ŀ ǎȊŜƳŞƭȅȊŜǘƛ ǎȊƻƭƎłƭǘŀǘƽƪ ǇƛŀŎłƴ ŀ ǎȊƻŎƛłƭƛǎ 

ǎȊǀǾŜǘƪŜȊŜǘŜƪΚ 

Az eȊŜƪǊŜ ŀ ƪŞǊŘŞǎŜƪǊŜ Şǎ ƭƻƎƛƪŀƛ ƪŀǇŎǎƻƭŀǘƻƪǊŀ ŀŘƘŀǘƽ ǾłƭŀǎȊƻƪŀǘ ƪƝǾłƴƻƳ ŦŜƭǘłǊƴƛΦ 

YŜȊŘŜǘōŜƴ ƛǎƳŞǘ ŎŞƭǎȊŜǊǼ ǾƛǎǎȊŀƪŀƴȅŀǊƻŘƴƛ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪƘƻȊΦ !Ȋ ŜƭǃȊǃŜƪōŜƴ ƳłǊ 

ŜƳƭƝǘŞǎǊŜ ƪŜǊǸƭǘ ŀ ǎȊƻŎƛłƭƛǎ ƎŀȊŘŀǎłƎ ŦƻƎŀƭƳŀ, ǘǀǊǘŞƴŜƭƳƛ ƳƛǾƻƭǘƧŀ Şǎ ŦƻƴǘƻǎǎłƎŀΣ ŀȊƻƴōŀƴ 

Ŧƻƴǘƻǎ ƳŜƎŜƳƭƝǘŜƴƛ ŀ ǘŜǾŞƪŜƴȅǎŞƎƛ ǘŜǊǸƭŜǘŜƛǘ ƛǎΦ ! оΦ łōǊłƴ ƭłǘƘŀǘƽ ς egy 2015-ōŜƴ ƪŞǎȊǸƭǘ 
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ŜǳǊƽǇŀƛ ŦŜƭƳŞǊŞǎ ǎȊŜǊƛƴǘΣ ƳŜƭȅōŜƴ ф ƻǊǎȊłƎ ǾŜǘǘ ǊŞǎȊǘ ςΣ ƘƻƎȅ ƳŜƭȅ ǘŜǊǸƭŜǘŜƪŜǘ αǾŜǘǘŞƪέ 

ōƛǊǘƻƪǳƪōŀ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪΦ 

оΦłōǊŀ: !Ȋ ŜǳǊƽǇŀƛ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ǘŜǾŞƪŜƴȅǎŞƎƛ ǘŜǊǸƭŜǘŜƛ όn=581) 

F 

CƻǊǊłǎΥ {9[¦{L ǇǊƻƧŜƪǘ4 

A оΦ łōǊłƴ ƛǎ ƭłǘƘŀǘƽΣ ƘƻƎȅ ŀ ƳǳƴƪŀǾłƭƭŀƭłǎ Şǎ ǘǊŞƴƛƴƎΣ ǾŀƭŀƳƛƴǘ ŀ ƎŀȊŘŀǎłƎƛ-Σ ǎȊƻŎƛłƭƛǎ Şǎ 

ƪǀȊǀǎǎŞƎƛ ŦŜƧƭŜǎȊǘŞǎ ƴŀƎȅ ƘŀƴƎǎǵƭȅǘ ƪŀǇ ŀ ŦŜƭƳŞǊŞǎ ŀŘŀǘŀƛ ǎȊŜǊƛƴǘΦ ! ŦƻƎƭŀƭƪƻȊǘŀǘłǎǇƻƭƛǘƛƪłōŀƴ 

Şǎ ŀ ǎȊƻŎƛłƭƛǎ Ƙŀǘłǎǵ ǘŜǾŞƪŜƴȅǎŞƎŜƪōŜƴ ƧŜƭŜƴǘǃǎ ǊŞǎȊōŜƴ ǾŜǎȊƛƪ ƪƛ ǎȊŜǊŜǇǸƪŜǘ ŀ ǇƛŀŎƻƴ ƳǼƪǀŘǃ 

ǎȊƻƭƎłƭǘŀǘƽ ŎŞƎŜƪ ƛǎΦ 9ȊŞǊǘ ǵƎȅ ƎƻƴŘƻƭƻƳΣ ŀȊƻƴ ƴŞȊŜǘŜƳΣ ƳŜƭȅ ǎȊŜǊƛƴǘ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘƽƪΣ Ƴƛƴǘ 

ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ ŎŞƎŜƪ ƧŜƭŜƴ Ǿŀƴƴŀƪ ŀ ƳŀƎȅŀǊƻǊǎȊłƎƛ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ 

ƳŜƎƧŜƭŜƴŞǎŞōŜƴΣ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘƽƪŞƴǘ ƪŜƭƭǃƪŞǇǇŜƴ ƳŞǊǾŀŘƽ ƭŜƘŜǘ ǘƻǾłōōƛ ƪǳǘŀǘłǎƻƪ 

ǘŜƪƛƴǘŜǘŞōŜƴ ƛǎΦ 

3.4. wǀǾƛŘŜƴ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǊƽƭ 

9ƭǎǃƪŞƴǘ ǊǀǾƛŘŜƴ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ƧƻƎƛ ƻƭŘŀƭłǘ ƛǎƳŜǊǘŜǘŜƳΦ 

A ǎȊŀƪƛǊƻŘŀƭƻƳōŀƴ ƳŜƎǘŀƭłƭƘŀǘƽ ǎȊłƳƻǎ ŦƻƎŀƭƻƳΣ ƳŜƭȅŜƪ ŀ ƳǳƴƪŀƧƻƎǾƛǎȊƻƴȅ ƘŀƎȅƻƳłƴȅƻǎ 

ŦŜƭŦƻƎłǎłƘƻȊ ƪŞǇŜǎǘ ŜƭǘŞǊǃ ŦƻǊƳłƪŀǘ ǀƭǘŜƴŜƪΦ Cƻƴǘƻǎ ƳŜƎƧŜƎȅŜȊƴƛΣ ƘƻƎȅ ŜȊŜƴ ŦƻƎŀƭƳŀƪŀǘ Ŝƭǎǃ 

ǎƻǊōŀƴ ƴŜƳ ŀ ƧƻƎƛ ǘŜǊƳŞǎȊŜǘǸƪ ŦŜƭǃƭ ƪǀȊŜƭƝǘƛƪ ƳŜƎΣ ƘŀƴŜƳ ƳŀƎłǘ ŀ ƳǳƴƪŀǾŞƎȊŞǎǘ ƝǊƧłƪ ƪǀǊǸƭΦ 

                                                      

4 Cross-country Report; A first cross-country analisys and profiling of social enterprises prepared by the SEFORIS 

research consortium; 2016;Seforis 
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{ȊłƳƻǎ ƪǳǘŀǘƽ ŦƻƎƭŀƭƪƻȊƛƪ Ŝ ƴŞǇǎȊŜǊǼ ǘŞƳłǾŀƭΣ ŀȊƻƴōŀƴ ƴŜƳ Ŏǎŀƪ ŀ ƳǳƴƪŀƧƻƎǘǳŘƻƳłƴȅΣ 

ƘŀƴŜƳ ŀ ǎȊƻŎƛƻƭƽƎƛŀ Şǎ ŀ ƪǀȊƎŀȊŘŀǎłƎ-ǘǳŘƻƳłƴȅ ƪǀǊŞōŜƴ ƛǎΦ 9ōōǃƭ ƪƛŦƻƭȅƽƭŀƎ ƛǎ ŜƭǘŞǊǃŜƪ ŀ 

ƳŜƎƪǀȊŜƭƝǘŞǎŜƪΣ ƳƛƴŘŜƴ ǎȊŜǊȊǃ ŀȊ łƭǘŀƭǳƪ ǾƛȊǎƎłƭǘ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ŦƻǊƳłƪ ŎǎƻǇƻǊǘƻǎƝǘłǎłǊŀ 

ǘǀǊŜƪǎȊƛƪΦ ό.ŀƴƪƽΣ нллуΣ от-38) 

!Ȋ ŀǘƛǇƛƪǳǎ ƳǳƴƪŀƧƻƎǾƛǎȊƻƴȅƻƪ ŀ ƧƻƎŀƭƪƻǘƽ łƭǘŀƭ ǘƛǇƛƪǳǎƪŞƴǘ ǎȊŀōłƭȅƻȊƻǘǘ, ǀƴłƭƭƽǘƭŀƴ 

ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ŦƻǊƳłǘƽƭΣ ŀ αǘƛǇƛƪǳǎ ƳǳƴƪŀƧƻƎǾƛǎȊƻƴȅǘƽƭέ ŜƎȅ ǾŀƎȅ ǘǀōō ŜƭŜƳŞōŜƴ ŜƭǘŞǊǃ 

ǘŀǊǘŀƭƳǵ ƧƻƎǾƛǎȊƻƴȅƻƪ ǀǎǎȊŜǎǎŞƎŜΦ (BaƴƪƽΣ нлмлΣ ф-13) 

!Ȋ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ŦƻǊƳłƪŀǘ ƘłǊƻƳ Ŧǃ ŎǎƻǇƻǊǘōŀ ƭŜƘŜǘ ǊŜƴŘǎȊŜǊŜȊƴƛΦ !Ȋ ŜƭǎǃōŜ 

ǘŀǊǘƻȊƴŀƪ ŀ ƘłǊƻƳŀƭŀƴȅǵ ƪŀǇŎǎƻƭŀǘƻƪΦ ! ƳłǎƻŘƛƪōŀ ŀ ǘƛǇƛƪǳǎǘƽƭ ŀ ƳǳƴƪŀƛŘǃ Şǎ ŀ 

ƳǳƴƪŀƧƻƎǾƛǎȊƻƴȅ ƛŘǃǘŀǊǘŀƳŀ ǘŜƪƛƴǘŜǘŞōŜƴ ǘǀǊǘŞƴǃ ŜƭǘŞǊŞǎŜƪΣ Şǎ ŀ ƘŀǊƳŀŘƛƪōŀ ŀ αōƛȊƻƴȅǘŀƭŀƴ 

Ƴǳƴƪłƪέ ǘǀōō ŀƭŎǎƻǇƻǊǘǊŀ ƻǎȊǘǾŀΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ŦŜƪŜǘŜ ŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ ƪǸƭŦǀƭŘƛŜƪ ŜƴƎŜŘŞƭȅ 

ƴŞƭƪǸƭƛ ƳǳƴƪŀǾŞƎȊŞǎŜΣ ŎǎŀƭłŘƻƴ ōŜƭǸƭƛ ƳǳƴƪŀǾŞƎȊŞǎΦ ό.ŀƴƪƽΣ нллуΣ оф-44) 

ałǎ ǊŜƴŘǎȊŜǊŜȊŞǎ Ƙŀǘ Ŧǃ ŎǎƻǇƻǊǘōŀ ƻǎȊǘƧŀ ŀ ǾƛȊǎƎłƭǘ ƧŜƭŜƴǎŞƎŜƪŜǘ Şǎ ƴŞƘłƴȅ ŎǎƻǇƻǊǘƻƴ ōŜƭǸƭ 

ǎȊƛƴǘŞƴ ŀƭŎǎƻǇƻǊǘƻƪŀǘ ƪŞǇŜȊΥ 9ōōǃƭ ƪƛŦƻƭȅƽƭŀƎ ƘŞǘ Ŧǃ ŎǎƻǇƻǊǘƧŀ Ǿŀƴ ŀȊ ŀǘƛǇƛƪǳǎ 

ƳǳƴƪŀǾŞƎȊŞǎƴŜƪΥ 

1. IŀǘłǊƻȊƻǘǘ ƛŘǃǊŜ ǎȊƽƭƽ ƳǳƴƪŀǾƛǎȊƻƴȅ 

2. wŞǎȊƳǳƴƪŀƛŘǃǊŜ ǎȊƽƭƽ ƳǳƴƪŀǾƛǎȊƻƴȅ 

3. aǳƴƪŀŜǊǃ-ƪǀƭŎǎǀƴȊŞǎ 

4. {ȊŜȊƻƴłƭƛǎ Ƴǳƴƪŀ 

5. .ŜŘƻƭƎƻȊłǎ 

6. mƴŦƻƎƭŀƭƪƻȊǘŀǘłǎ 

7. Alkalmi munka 

AȊ ŀǘƛǇƛƪǳǎ ƳǳƴƪŀŜǊǃ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ŜƎȅƛƪ ŦƻǊƳłƧŀ ŀ ƳǳƴƪŀŜǊǃ ƪǀƭŎǎǀƴȊŞǎΣ ƳŜƭȅ ŀ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪΣ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪ ŜǎŜǘŞƴ ŜƎȅ ƪŜŘǾŜƭǘ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ŦƻǊƳłǾł Ǿłƭǘ ŀ Ƴŀƛ 

ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ, ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼŜƪ ŀƭƪŀƭƳŀȊłǎŀ ǘŜǊŞƴ ƛǎΦ YƛŦejezetten 

ŀȊƻƴōŀƴ ƴŜƳ ƭŜƘŜǘ ƳŜƎłƭƭŀǇƝǘŀƴƛΣ ƘƻƎȅ ŀ ŎŞƎŜƪΣ ƳŜƭȅŜƪ ƛƎŞƴȅōŜ ǾŜǎȊƛƪ ŀ ǎȊƻƭƎłƭǘŀǘƽ ŎŞƎŜƪ 

ǘǳŘłǎłǘΣ ŀŘŀǘōłȊƛǎłǘ Şǎ ƭŜƎŦǃƪŞǇǇŜƴ ǎȊŀƪŞǊǘŜƭƳŞǘΣ ƳŜƎŦŜƭŜƭǃ ƛƴŦƻǊƳłŎƛƽƪƪŀƭ ǊŜƴŘŜƭƪŜȊƴŜƪ-e 
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ŀ ǇƛŀŎƻǘ Şǎ ŀƴƴŀƪ ǾŜǊǎŜƴȅƘŜƭȅȊŜǘŞǘ ǘŜƪƛƴǘǾŜΦ [ŜƎƛƴƪłōō ƛǎƳŜǊŜǘŜƛƪ ƪǀŘǀǎŜƪΣ Ǉƻƴǘƻǎ 

ƛƴŦƻǊƳłŎƛƽǾŀƭ ƴŜƳ ǊŜƴŘŜƭƪŜȊƴŜƪΦ 

αaŀƎłƴŀƪ ŀ ƳǳƴƪŀŜǊǃ-ƪǀƭŎǎǀƴȊŞǎƴŜƪ ŀ ǎȊŜǊŜǇŜ ŜƭǎǃŘƭŜƎŜǎŜƴ ŀƪƪƻǊ ƪƛŜƳŜƭƪŜŘǃΣ ŀƳƛƪƻǊ ŜƎȅ 

ƎŀȊŘłƭƪƻŘƽ ǎȊŜǊǾƴŜƪ ǊǀǾƛŘΣ ƳŜƎƘŀǘłǊƻȊƻǘǘ ƛŘǃǊŜΣ ŜƎȅ ŀŘƻǘǘ Ƴǳƴƪŀ ŜƭƭłǘłǎłǊŀ ǎȊǸƪǎŞƎŜ Ǿŀƴ 

ōƛȊƻƴȅƻǎ ǎȊŀƪƪŞǇŜǎƝǘŞǎǼΣ ƪŞǇȊŜǘǘǎŞƎǼ ƳǳƴƪŀŜǊǃǊŜΣ ŀȊƻƴōŀƴ ƳŞƎǎŜƳ ŞǊŘŜƳŜǎ ŜȊŜƪŜǘ ŀ 

ƳǳƴƪŀǾłƭƭŀƭƽƪŀǘ ŀƭƪŀƭƳŀȊƴƛΣ ƘƛǎȊŜƴ ŎǎǳǇłƴ ŜƎȅ ŀƭƪŀƭƳƛ ŦŜƭŀŘŀǘ ŜƭƭłǘłǎłǊƽƭ Ǿŀƴ ǎȊƽΦέ όaƛƘłƭȅΣ 

2006, 6) α¢ŜƘłǘ ŜƎȅŞǊǘŜƭƳǼŜƴ łƭƭƝǘƘŀǘƽΣ ƘƻƎȅ ǎȊłƳƻǎ ŜƭǃƴƴȅŜƭ ƧłǊ ƳƛƴŘ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪΣ ƳƛƴŘ 

ǇŜŘƛƎ ŀ Ƴǳƴƪłƭǘŀǘƽƪ ǎȊŜƳǎȊǀƎŞōǃƭ ǘŜƪƛƴǘǾŜ ŜȊ ŀ ƳŜƎƻƭŘłǎΦ ! ƳǳƴƪŀŜǊǃ-ƪǀƭŎǎǀƴȊŞǎ ŜƭǃƴȅŜƛǘ 

ǾƛȊǎƎłƭǾŀ ǘŀƎŀŘƘŀǘŀǘƭŀƴΣ ƘƻƎȅ ŜƎȅ ƭŀȊłōō ƧƻƎǾƛǎȊƻƴȅ ŀƭŀƪǳƭ ƪƛΦ !ȊȊŀƭΣ ƘƻƎȅ ƴŜƳ ǃ ŀƭƪŀƭƳŀȊȊŀ 

ǃƪŜǘΣ ƘŀƴŜƳ Ŏǎŀƪ ǎȊŜǊȊǃŘǘŜǘƛΣ ǎȊłƳƻǎ ƪǀǘŜƭŜȊŜǘǘǎŞƎǘǃƭΣ αƴȅǼƎǘǃƭέ ǎȊŀōŀŘǳƭ ƳŜƎ όǇƭΦ ŀ 

ƳǳƴƪŀŜƎŞǎȊǎŞƎǸƎȅƛ Şǎ ƳǳƴƪŀǾŞŘŜƭƳƛ ŜƭǃƝǊłǎƻƪŞǊǘΣ ƪǀǾŜǘŜƭƳŞƴȅŜƪŞǊǘ Ǿŀƭƽ ŦŜƭŜƭǃǎǎŞƎΣ ŀ 

ǎȊƻŎƛłƭƛǎ ƧǳǘǘŀǘłǎƻƪΣ ŀ ƳŜƎŦŜƭŜƭǃ ƳǳƴƪŀŦŜƭǘŞǘŜƭŜƪ ōƛȊǘƻǎƝǘłǎŀΣ ǘƻǾłōōƪŞǇȊŞǎ ǎǘōΦύΣ ǳƎȅŀƴŀƪƪƻǊ 

ǊŜƴƎŜǘŜƎ ŜƭǃƴȅƘǀȊ ƧǳǘΦ YŞƴȅŜƭƳŜǎ ǇƻȊƝŎƛƽǘ ƴȅǵƧǘ ǎȊłƳłǊŀΣ ƳƛǾŜƭ ŀ ǎȊǸƪǎŞƎŜǎ ƛŘǃǇƻƴǘǊŀ Şǎ 

ƛŘǃǎȊŀƪǊŀ ƳŜƎƘŀǘłǊƻȊƻǘǘ ƪŞǇȊŜǘǘǎŞƎǼ Şǎ ƪŞǇŜǎƝǘŞǎǼ ƳǳƴƪŀǾłƭƭŀƭƽ ǊŜƴŘŜƭƪŜȊŞǎǊŜ łƭƭłǎłǘ 

ōƛȊǘƻǎƝǘƧŀΣ ƳŜƴǘŜǎƝǘƛ ŀȊƻƪǘƽƭ ŀ ŦŜƭŀŘŀǘƻƪǘƽƭΣ ŀƳŜƭȅŜƪ ŜǎŜǘƭŜƎŜǎŜƴ ŀȊ ǵƧ ƳǳƴƪŀŜǊǃ ŦŜƭǾŞǘŜƭŞƘŜȊΣ 

ŦŜƭŜǎƭŜƎŜǎ ƳǳƴƪŀŜǊǃ ŜƭōƻŎǎłǘłǎłƘƻȊ ƪŀǇŎǎƻƭƽŘƴŀƪΣ ǾŀƭŀƳƛƴǘ ŀ ƴȅƛƭǾłƴǘŀǊǘłǎƛ 

ƪǀǘŜƭŜȊŜǘǘǎŞƎŜƪǘǃƭΦ aŜƴǘŜǎǸƭ ǘƻǾłōōł ŀ ōŞǊ- Şǎ ŀ ƳǳƴƪŀǸƎȅƛ ƴȅƛƭǾłƴǘŀǊǘłǎ ƪǀƭǘǎŞƎŜƛǘǃƭ ƛǎΦέ 

(Gere, 1999, 8) 

3.5. aƛƪŞƴǘ ƛǎ ƪŀǇŎǎƻƭƽŘƛƪ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ŦƻƎŀƭƳŀ ǀǎǎȊŜ ŀ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪkal? 

aŀ ƘŀȊłƴƪōŀƴ ŀ ǎȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪ ǎȊłƳŀ Şǎ ƪŞǇŜǎǎŞƎŜƛ ƳŞƎ ƎȅŜǊƳŜƪŎƛǇǃōŜƴ ƧłǊƴŀƪΦ 

!Ȋƻƴōŀƴ ŀȊ łƭƭŀƳ ǎȊŜǊŜǇŞǘ ƴŜƳ ƭŜƘŜǘ ŦƛƎȅŜƭƳŜƴ ƪƝǾǸƭ ƘŀƎȅƴƛΣ ƝƎȅ ŀ ǎȊŜǊǾŜȊŜǘŜƪΣ Ǿłƭƭŀƭŀǘƻƪ 

ŜƭƛƴŘǳƭǘŀƪ ŀ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƻƪ ŦŜƭŞ, ƝƎȅ ƳǼƪǀŘŞǎǸƪŜǘ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƻƪƪŀƭ ǀǎǎȊŜŦƻƎǾŀ 

ƪŀƳŀǘƻȊǘŀǘƧłƪ ǘǳŘłǎǳƪŀǘ Şǎ ƳŜƎǎȊŜǊȊŜǘǘ ƪŀǇŎǎƻƭŀǘƛ ƘłƭƽƧǳƪŀǘΦ 9ȊŜƴ ŀ ǘŜǊǸƭŜǘŜƴ ǵƎȅ ǾŞƭŜƳ, 

ƴŞƘłƴȅ ǎȊŜǊǾŜȊŜǘΣ ǎȊƻƭƎłƭǘŀǘƽ ƳŜƎǘŀƭłƭǘŀ ǎȊłƳƝǘłǎŀƛǘΣ ƳƛƴŘ ǘłǊǎŀŘŀƭƳƛΣ ƳƛƴŘ ǇŞƴȊǸƎȅƛ 

ǘŜǊǸƭŜǘŜƴΦ 9ȊŜƪ ŀ ǎȊƻƭƎłƭǘŀǘƽƪ ǘǀōōƴȅƛǊŜ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘƽƪΣ ƳŜƭȅŜƪ ƭŜƘŜǘǃǎŞƎŜǘ Şǎ 

ǎŜƎƝǘǎŞƎŜǘ ƴȅǵƧǘŀƴŀƪ ŀ ǘłǊǎŀŘŀƭƻƳ ǊŞǎȊǘǾŜǾǃƛ ǎȊłƳłǊŀΦ aƛƴŘ ŀ Ƴǳƴƪłƭǘŀǘƽƪ, mind a 

ƳǳƴƪŀǾłƭƭŀƭƽƪΣ ŀƪƛƪ ǎȊƻŎƛłƭƛǎ ƘŜƭȅȊŜǘǸƪŜǘ ŜƎȅŀǊłƴǘ ƪƛƘŀǎȊƴłƭǾŀ ǘŜǊƳŜƭƴŜƪ ǇǊƻŦƛǘƻǘΣ ƝƎȅ ŜƭǃƴȅǊŜ 

tehetnek szert. 
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A ƪǀǾŜǘƪŜȊǃ łōǊłƴ ƭłǘƘŀǘƽΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳƛƪŞƴǘ ǾƛǎȊƻƴȅǳƭƴŀƪ ŀ ǘłǊǎŀŘŀƭƳƛ 

ƛƎŞƴȅŜƪƘŜȊΣ ƳŜƭȅben ƴŜƳ ƪƛŦŜƧŜȊŜǘǘŜƴ ǇǊƻŦƛǘƻǊƛŜƴǘłƭǘ ŎŞƭǵ ŀ ǎȊƻƭƎłƭǘŀǘłǎ ǾŀƎȅ ŀ ǘŜǊƳŞƪ 

ŜƭǃłƭƭƝǘǎŀΦ 

4. łōǊŀ: ! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ǾƛǎȊƻƴȅǳƭłǎŀ ŀ ǘłǊǎŀŘŀƭƳƛ ƛƎŞƴȅŜƪƘŜȊ 

    

CƻǊǊłǎΥ hC! bƻƴǇǊƻŦƛǘ YŦǘ ƳƽŘǎȊŜǊǘŀƴƛ ƪŞȊƛƪǀƴȅǾΣ нтΦ ƻƭŘŀƭ 

!Ƴƛƴǘ ŀȊ łōǊłƴ ƛǎ ƭłǘǎȊƛƪΣ ŀ ǘłǊǎŀŘŀƭƳƛ Şǎ ŀ ŦƻƎȅŀǎȊǘƽƛ ƛƎŞƴȅŜƪ ƛǎ ŜƎȅ ƛǊłƴȅōŀ ƘŀƭŀŘƴŀƪ, a 

ǘłǊǎŀŘŀƭƳƛ ƘŀǎȊƻƴ Şǎ ƪǀȊƧƽ ƪƛŀƭŀƪƝǘłǎŀ ŦŜƭŞΦ 

 m{{½9D½;{ 

.ŜŦŜƧŜȊŞǎƪŞƴǘ ƳŜƎłƭƭŀǇƝǘƘŀǘƽΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪΣ ŜȊŜƴ ōŜƭǸƭ ƛǎ ŀ ǎȊƻŎƛłƭƛǎ 

ǎȊǀǾŜǘƪŜȊŜǘŜƪ ƎȅŀƪǊŀƴ ŦƻǊŘǳƭƴŀƪ Ŝƭǃ ŀȊ ŀƪǘƝǾ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴΦ ! ǾłƭƭŀƭƪƻȊłǎƻƪ ŜƎȅ ǊŞǎȊŞƴŜƪ 

Ǿŀƭƽōŀƴ ǀǎǎȊƘŀƴƎōŀƴ ƪŜƭƭ ƭŜƴƴƛŜ ŀȊ ŀƪǘƝǾ ƳǳƴƪŀŜǊǃǇƛŀŎ ŜǎȊƪǀȊŜƛǾŜƭ Şǎ ƳƽŘǎȊŜǊŜƛǾŜƭΣ ŀȊƻƴōŀƴ 

ƪǀȊǘǳŘƻǘǘΣ ƘƻƎȅ ŀȊ łƭƭŀƳ łƭǘŀƭ ƳǼƪǀŘǘŜǘŜǘǘ ƳǳƴƪŀŜǊǃ ǇƛŀŎƛ ŜǎȊƪǀȊǀƪ ƛŘǃǎȊŀƪƻǎŀƪΣ 

ŦƻƭȅŀƳŀǘƻǎŀƴ ǾłƭǘƻȊƴŀƪΣ ŀȊƻƴōŀƴ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŎŞƭƧŀƛ ƘƻǎǎȊǵ ǘłǾǵŀƪ Şǎ 

ƭŜƎŦǃƪŞǇǇŜƴ ŦŜƴƴƘŀǘƘŀǘƽǎłƎƛ ǎȊŜƳǇƻƴǘǊŜƴŘǎȊŜǊ ǎȊŜǊƛƴǘ ŀƭŀƪǳƭǘŀƪΦ  

mǎǎȊŜǎǎŞƎŞōŜƴ ŜƭƳƻƴŘƘŀǘƽΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪƴŀƪ Ŧontos szerepet 

ǘǳƭŀƧŘƻƴƝǘƘŀǘǳƴƪ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ǘŜǊǸƭŜǘŞƴΦ 9ƎȅǊŜ ƴŀƎȅƻōō ŀǊłƴȅōŀƴ ƧŜƭŜƴƴŜƪ ƳŜƎ ŀ 

ƳǳƴƪŀŜǊǃǇƛŀŎƻƴΣ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƧŀƛƪ ǎƻǊłƴ ǇǊƻƎǊŀƳƻƪŀǘ ǾŀƭƽǎƝǘŀƴŀƪ ƳŜƎ ƘłǘǊłƴȅƻǎ ƘŜƭȅȊŜǘǼ 

ŎǎƻǇƻǊǘƻƪŀǘ ƛǎ ōŜƭŜǾƻƴǾŀΣ ƪǀȊǀǎǎŞƎŜǘ ŞǇƝǘŜƴŜƪ ƴŜƳŎǎŀƪ ƘŜƭȅƛ ǎȊƛƴǘŜƪŜƴΤ Şǎ ǘŀƭłƴ ŀ 

ƭŜƎŦƻƴǘƻǎŀōōΣ ƘƻƎȅ ƪƛŜƎŞǎȊƝǘǃΣ ǀǎǎȊŜƪǀǘǃ ǎȊŜǊŜǇŜǘ ǘǀƭǘŜƴŜƪ ōŜ ŀȊ łƭƭŀƳƛ ƳǳƴƪŀǸƎȅƛ ŎŞƭƻƪ Şǎ ŀ 

ǇǊƻŦƛǘƻǊƛŜƴǘłƭǘ ǎȊŜǊǾŜȊŜǘŜƪ ƪǀȊǀǘǘΦ CƻƴǘƻǎΣ ƘƻƎȅ ƻƭȅŀƴ ƘłǘǊłƴȅƻǎ ƘŜƭȅȊŜǘǼΣ ƎȅŀƪǊŀƴ 
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ŀƭǳƭƪǾŀƭƛŦƛƪłƭǘ ŎǎƻǇƻǊǘƻƪraΣ ƪǀȊǀǎǎŞƎŜƪǊŜ ǀǎǎȊǇƻƴǘƻǎƝǘŀƴŀƪΣ ƳŜƭȅŜket ŀȊ łƭƭŀƳƛ ƳǳƴƪŀǸƎȅƛ 

ǊŜƴŘǎȊŜǊ ƴŜƳ ƪŞǇŜǎ ŜƭŞǊƴƛ. 

¢ƻǾłōōƛ ƪǳǘŀǘłǎƛ ŎŞƭƻƳΣ ƘƻƎȅ ƳŜƎǾƛȊǎƎłƭƧŀƳ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼŜƪ 

ŀƭƪŀƭƳŀȊłǎłōŀƴ ǊŜƧƭǃ ǎŀƧłǘƻǎǎłƎƻƪŀǘΦ ±ŀƧƻƴ ƳƛƪŞƴǘ ƧŜƭŜƴƴŜƪ ƳŜƎ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘƽƪ ŞƭŜǘŞōŜƴ ŀ 

ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼŜƪ ŀƭƪŀƭƳŀȊłǎłǘ ŞǊƛƴǘǃ ƪŞǊŘŞǎŜƪΚ aƛƪŞƴǘ Şǎ ƳƛƭȅŜƴ ƛǊłƴȅōŀ 

ŦƻƎ ǾłƭǘƻȊƴƛ ŀ ǎȊŜǊǾŜȊŜǘŜƪ ǀǎǎȊŜǘŞǘŜƭŜΣ ƪǳƭǘǵǊłƧŀ Şǎ ŀ ǘłǊǎŀŘŀƭƻƳōŀƴ ōŜǘǀƭǘǀǘǘ ǎȊŜǊŜǇŜΚ  

Lwh5![haW9D¸½;Y 

.ŀƴƪƽ ½Φ όнлмлύΥ !Ȋ ŀǘƛǇƛƪǳǎ ƳǳƴƪŀƧƻƎǾƛǎȊƻƴȅƻƪΦ 5ƛŀƭƻƎ /ŀƳǇǳǎ YƛŀŘƽΦ 

.ŀƴƪƽ Z. (2008): Az atipikus munkajogviǎȊƻƴȅ ŦƻƎŀƭƳłǊƽƭ. 9ƳƭŞƪƪǀƴȅǾ wƻƳłƴ [łǎȊƭƽ ǎȊǸƭŜǘŞǎŞƴŜƪ улΦ 

ŞǾŦƻǊŘǳƭƽƧłǊŀ. tŞŎǎƛ ¢ǳŘƻƳłƴȅŜƎȅŜǘŜƳ #ƭƭŀƳ-Şǎ WƻƎǘǳŘƻƳłƴȅƛ YŀǊŀΣ ǇǇΦ от-38. 

9ǳǊƽǇŀƛ .ƛȊƻǘǘǎłƎ όнлммύ [ŜŀŦƭŜǘΥ ¢ƘŜ {ƻŎŀƭ .ǳǎƛƴŜǎǎ LƴƛǘƛŀǘƛǾŜ ƻŦ ǘƘŜ European Commission. 

9ǳǊƽǇŀƛ .ƛȊƻǘǘǎłƎ όнлмоύΥ {ƻŎal Economy and social enterpreneurship. Social Europe Guide, Vol. 4. 

DŜǊŜ LΦ όмфффύΥ ! ƳǳƴƪŀŜǊǃ-ƪǀƭŎǎǀƴȊǃ ŎŞƎŜƪ ǎȊŜǊŜǇŜ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎōŀƴΦ aǳƴƪŀǸƎȅƛ {ȊŜƳƭŜΣ 

Vol. 43, No. 5, pp. 6ς9.  

aƻƴȊƽƴΣ WΦ [Φ ς /ƘŀǾŜǎΣ wΦ όнлмнύΥ ! ǎȊƻŎƛłƭƛǎ ƎŀȊŘŀǎłƎ ŀȊ 9ǳǊƽǇŀƛ ¦ƴƛƽōŀƴΦ ! /LwL9/ łƭǘŀƭ ŀȊ 9ǳǊƽǇŀƛ 

DŀȊŘŀǎłƎƛ Şǎ {ȊƻŎƛłƭƛǎ .ƛȊƻǘǘǎłƎ ǊŞǎȊŞǊŜ ƪŞǎȊƝǘŜǘǘ ƧŜƭŜƴǘŞǎ ǀǎǎȊŜŦƻƎƭŀƭłǎŀΣ 9ǳǊƽǇŀƛ DŀȊŘŀǎłƎƛ Şǎ 

{ȊƻŎƛłƭƛǎ .ƛȊƻǘǘǎłƎΦ 

aƛƘłƭȅ LΦ όнллсύΥ ! ƳǳƴƪŀŜǊǃ-ƪǀƭŎǎǀƴȊŞǎ ŜƭǎǃǎƻǊōŀƴ ŀ ŎŞƎŜƪƴŜƪ ƧŜƭŜƴǘ ŜƭǃƴȅǘΦ aǳƴƪŀǸƎȅƛ {ȊŜƳƭŜΣ bƻ. 

4, pp. 6ς9. 

{ȊłƳŀŘƽ wΦ όǎȊŜǊƪΦύ όнлмпύΥ aƽŘǎȊŜǊǘŀƴƛ ƪŞȊƛƪǀƴȅǾ - {ȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪ ŀƭŀƪǳƭłǎłǘƽƭ ŀ 

ŦŜƴƴǘŀǊǘƘŀǘƽ ƳǼƪǀŘŞǎƛƎΦ hC! bƻƴǇǊƻŦƛǘ YŦǘΦΣ CƻǊǊłǎΥ 

http://www.szocialisgazdasag.hu/uploads/pdf/mkezikonyv.pdf 2017.10.13. 

NESsT- Nonprofit Enterprise and Self- ǎǳǎǘŀƛƴŀōƛƭƛǘȅ ¢ŜŀƳΦ CƻǊǊłǎΥ  

https://www.nesst.org/magyarorszag 2018.01.22. 

hC! hǊǎȊłƎƻǎ CƻƎƭŀƭƪƻȊǘŀǘłǎƛ YǀȊƘŀǎȊƴǵ bƻƴǇǊƻŦƛǘ YƻǊƭłǘƻƭǘ CŜƭŜƭǃǎǎŞƎǼ ¢łǊǎŀǎłƎ όнлмтύΥ aƽŘǎȊŜǊǘŀƴƛ 
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Absztrakt 

!Ȋ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ŦƻǊƳłƪ ƪƛŀƭŀƪǳƭłǎłƴŀƪ Ŧƻƴǘƻǎ ƎŀȊŘŀǎłƎƛ ƳŜƎŀƭŀǇƻȊƻǘǘǎłƎŀ ǾŀƴΥ ŀ 

ƎƭƻōŀƭƛȊłŎƛƽΣ ŀ ǇƛŀŎ ǾłƭǘƻȊłǎŀƛ ǵƧ ƳǳƴƪŀŀŘƽƛ ŜƭǾłǊłǎƻƪŀǘΣ ǾŀƭŀƳƛƴǘ ƘŀǘŞƪƻƴȅǎłƎƛ Şǎ 

ǊŀŎƛƻƴŀƭƛǘłǎƛ ǎȊŜƳǇƻƴǘƻƪŀǘ ƘƝǾǘŀƪ Şǎ ƘƝǾƴŀƪ ŞƭŜǘǊŜΦ ! ƳƽŘƻǎǳƭƽ ǾƛǎȊƻƴȅƻƪ ƪǀȊǀǘǘ ǾłƭǘƻȊƛƪ ŀ 

ƳǳƴƪŀŜǊǃ-ǎȊǸƪǎŞƎƭŜǘΣ ŀƳŜƭȅƴŜƪ ƴŜƳ ƪŞǇŜǎ ƳƛƴŘŜƴƪƛ ƳŜƎŦŜƭŜƭǃ ƛŘǃōŜƴ ƳŜƎfelelni (a 

ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼŜƪ ƳŜƭƭŜǘǘ ŀ ƴǃƪΣ ƘłǘǊłƴȅƻǎ ƘŜƭȅȊŜǘǼŜƪΣ ƳǳƴƪŀŜǊǃǇƛŀŎǊƽƭ 

ƪƛǎȊƻǊǳƭƽƪύΣ ŜȊ ǇŜŘƛƎ ǘłǊǎŀŘŀƭƳƛ Ƙŀǘłǎƻƪŀǘ όƛǎύ Ǿƻƴ ƳŀƎŀ ǳǘłƴΦ ! ƪǀȊƎŀȊŘŀǎłƎǘŀƴƛ Şǎ 

ǎȊƻŎƛƻƭƽƎƛŀƛ ƪǳǘŀǘłǎƻƪ ŜǊŜŘƳŞƴȅŜƛ ŜƎȅŞǊǘŜƭƳǼŜƴ ŀȊǘ ƳǳǘŀǘƧłƪΣ ƘƻƎȅ ŀȊ ŀǘƛǇƛƪǳǎ 

ƳǳƴƪŀǾƛǎȊƻƴȅōŀƴ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘ ƳǳƴƪŀǾłƭƭŀƭƽƪ ǎȊłƳŀ 9ǳǊƽǇłōŀƴ ƴǀǾŜƪŜŘƛƪΦ Az atipikus 

ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ƭŜƘŜǘǃǎŞƎŜƪ ƪǀȊǸƭ ƭŜƎƛƴƪłōō ŀ ǊŞǎȊƳǳƴƪŀƛŘǃǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ ŀȊ 

ǀƴŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ ŀ ǘłǾƳǳƴƪŀ όƻǘǘƘƻƴƛ ƳǳƴƪŀǾŞƎȊŞǎύΣ ŀȊ ŀƭƪŀƭƳƛ ǾŀƎȅ ǎȊŜȊƻƴłƭƛǎ 

ŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ ŀ ǎȊŜǊȊǃŘŞǎōŜƴ ǊǀƎȊƝǘŜǘǘ ƘŀǘłǊƛŘǃǊŜ ǘǀǊǘŞƴǃ ŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ ŀ 

ƳǳƴƪŀƪǀǊƳŜƎƻǎȊǘłǎΣ ŀ ƳǳƴƪŀŜǊǃ ƪǀƭŎǎǀƴȊŞǎ ǾłƭǘκǾłƭƛƪ ŜƎȅǊŜ ŜƭǘŜǊƧŜŘǘŜōōŞΦ  
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! ŦƻƎƭŀƭƪƻȊłǎƛ ǊŜƘŀōƛƭƛǘłŎƛƽ ƭŜƎŦƻƴǘƻǎŀōō ƪƛƳŜƴŜǘŜ ŀ ƳǳƴƪŀǾŞƎȊŞǎ ǊŜŀƭƛȊłƭłǎŀΦ 

aŀƎȅŀǊƻǊǎȊłƎƻƴ ŀ ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃ Şǎ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŜƳōŜǊŜƪ 

ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ǊłǘłƧŀ ŀ Y{I нлмрΦ ŞǾƛ ŀŘŀǘŀƛ ǎȊŜǊƛƴǘ нлΣу҈-ot tŜǘǘ ƪƛΣ ŀƳŜƭȅ ƧŜƭŜƴǘǃǎŜƴ ŜƭƳŀǊŀŘ 

ŀȊ 9ǳǊƽǇŀƛ ¦ƴƛƽ ƪǀȊŜƭ рл҈-ƻǎ łǘƭŀƎłǘƽƭΦ ! ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ōǃǾƝǘŞǎŞƴŜƪΣ Ŝ ŎŞƭŎǎƻǇƻǊǘ ǘłǊǎŀŘŀƭƳƛΣ 

ƎŀȊŘŀǎłƎƛΣ ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ ŜǎŞƭȅŜƎȅŜƴƭǃǎŞƎŞƴŜƪΣ ƘŀǎȊƴƻǎǎłƎłƴŀƪΣ ǀƴōŜŎǎǸƭŞǎŞƴŜƪ ŜƎȅƛƪ 

ƭŜƘŜǘǃǎŞƎŜ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ ƪǸƭǀƴǀǎŜƴ ŀƪƪƻǊΣ Ƙŀ ŀȊ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎ ŦǃłǊŀƳłōŀƴ 

ǘǀǊǘŞƴƛƪΦ 

! ōŜƳǳǘŀǘƻǘǘ ƪǳǘŀǘłǎ ς amelyet az EmōŜǊƛ 9ǊǃŦƻǊǊłǎƻƪ aƛƴƛǎȊǘŞǊƛǳƳŀ Şǎ ŀ CƻƎȅŀǘŞƪƻǎ 

{ȊŜƳŞƭȅŜƪ 9ǎŞƭȅŜƎȅŜƴƭǃǎŞƎŞŞǊǘ YǀȊƘŀǎȊƴǵ bƻƴǇǊƻŦƛǘ YŦǘΦ ǘłƳƻƎŀǘƻǘǘ ς łƭǘŀƭłƴƻǎ ŎŞƭƧŀ ŀȊ ǾƻƭǘΣ 

ƘƻƎȅ ŀ ǊŞƎƛƽōŀƴ ƳǼƪǀŘǃ ƎŀȊŘŀǎłƎƛ ǎȊŜǊǾŜȊŜǘŜƪ ǘłǊǎŀŘŀƭƳƛ ŦŜƭŜƭǃǎǎŞƎǾłƭƭŀƭłǎłƴŀƪΣ ōŜŦƻƎŀŘƽ 

ǎȊŜƳƭŞƭŜǘŞƴŜƪ ŜǊǃǎƝǘŞǎŞǾŜƭ ƘƻȊȊłƧłǊǳƭƧƻƴ ŀ ŦƻƎȅŀǘŞƪƪŀƭ Şƭǃ Şǎ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ 

ŜƳōŜǊŜƪ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłƴŀƪ ŜƭǃǎŜƎƝǘŞǎŞƘŜȊΣ ƪǀȊǾŜǘǾŜ ǎȊƻŎƛłƭƛǎ ōƛȊǘƻƴǎłƎłƘƻȊΦ 

YǳƭŎǎǎȊŀǾŀƪΥ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽΣ ŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ atipikus 

munkaviszonyΣ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ǊŜƘŀōƛƭƛǘłŎƛƽ 

Abstract 

The existence of atypical employment has serious economic reasons: globalization and the 

ever-changing market evoke new expectations and effective employment conditions from 

employers. The shift created new employee demand, too, to which not everybody (e.g., 

disabled people, women, employees with serious drawbacks) is able to adjust. Economic 

researches expressively show that the ratio of atypical workers grows in Europe. Among 

these, especially part-time work, telework (home office), seasonal work, fixed duration 

employment, job sharing and temporary agency work became/become more and more 

popular. 

The most crucial outcome of employment rehabilitation is work itself. Due to Hungarian 

Statistical Bureau, the ratio of disabled workers in Hungary was 20.8% in 2015, which is 

significantly lower than the European average of 50%. To increase this number and to 

strengthen both economic and social powers of disabled people, atypical employment ς 

especially mainstream - can be a solution. 
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The major aim of present research was to contribute to the employment of disabled people 

in the South Trans-Danubian Region of Hungary by strengthening CSR and inclusive 

perspective of local companies.  

Keywords: Disabled workers, Employment, Atypical workers, Employment rehabilitation  

9[p{½j 

! ǘŀƴǳƭƳłƴȅ ƳƛƴŘƪŞǘ ǎȊŜǊȊǃƧŜ ƳŞƎ ŀ tŞŎǎƛ ¢ǳŘƻƳłƴȅŜƎȅŜǘŜƳ CŜƭƴǃǘǘƪŞǇȊŞǎƛ Şǎ 9ƳōŜǊƛ 

9ǊǃŦƻǊǊłǎ CŜƧƭŜǎȊǘŞǎƛ YŀǊłƴŀƪ ƻƪǘŀǘƽƧŀ ǾƻƭǘΣ ŀƳƛƪƻǊ CŀǊƪŀǎ CŜǊŜƴŎ ǇǊƻŦŜǎǎȊƻǊ ǵǊ ƳŜƎƘƝǾłǎłǊŀ 

ōŜƪŀǇŎǎƻƭƽŘƘŀǘǘǳƴƪ ŀ ±ŜȊŜǘŞǎ-ǎȊŜǊǾŜȊŞǎ ƳŜǎǘŜǊǎȊŀƪƻǎ ƪŞǇȊŞǎōŜ ŀ t¢9 YǀȊƎŀȊŘŀǎłƎtudoƳł-

ƴȅƛ YŀǊłƴΦ tǊƻŦŜǎǎȊƻǊ ǵǊ ŀ ƪŞǇȊŞǎƛ ǘŜƳŀǘƛƪŀ ŜƎȅŜȊǘŜǘŞǎŜ ƪǀȊōŜƴ ŜƎȅ-ŜƎȅ ŘŜŘƛƪłƭǘ ǇŞƭŘłƴȅǘ 

ƴȅǵƧǘƻǘǘ łǘ 5ƻōǊŀƛ Yŀǘŀƭƛƴ ǘŀƴłǊƴǃǾŜƭ ƪǀȊǀǎΣ ŀƪƪƻǊ ƳŜƎƧŜƭŜƴǘ ƳǳƴƪłƧǳƪōƽƭΣ ŀƳŜƭȅ ŀ 

α{ȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ Şǎ ǇǊƻŦŜǎǎȊƛƻƴŀƭƛȊłŎƛƽΦ Iƻƭ ǘŀǊǘŀƴŀƪ ŀ ƴƻƴǇǊƻŦƛǘ ǎȊŜǊǾŜȊŜǘŜƪΚέ c. OTKA 

ƪǳǘŀǘłǎ ǀǎǎȊŜŦƻƎƭŀƭƽƧŀ Ǿƻƭǘ (Farkas ς Dobrai, 2014).  

! ƪǀǘŜǘ ƻƭǾŀǎłǎŀƪƻǊ ŦƛƎȅŜƭƳǸƴƪŜǘ ƪǸƭǀƴǀǎŜƴ ƳŜƎǊŀƎŀŘǘŀ ŀ сΦ ŜǎŜǘǘŀƴǳƭƳłƴȅΣ ŀƳŜƭȅōŜƴ ŀ 

{ȊƝƴŜǎ DȅǀƴƎȅǀƪ 9ƎȅŜǎǸƭŜǘ ǎȊŀƪƳŀƛ ƳǳƴƪłƧłǘ ŦƻƎƭŀƭǘłƪ ǀǎǎȊŜ ŀ ǎȊŜǊȊǃƪΦ 9ƎȅǊŞǎȊǘ ŀȊŞǊǘΣ ƳŜǊǘ 

ŀȊ ŜƎȅŜǎǸƭŜǘ łƭǘŀƭ ǸȊŜƳŜƭǘŜǘŜǘǘ ǊƻƳŀ ƭŀƪłǎŞǘǘŜǊŜƳōŜ ŞǇǇŜƴ ŀƪƪƻǊǘłƧǘ ǾƛǘǘǸƴƪ ŜƎȅ ƴŞƳŜǘ 

ǾŜƴŘŞƎǇǊƻŦŜǎǎȊƻǊǘ, Şǎ ƝƎȅ ǎŀƧłǘ ǘŀǇŀǎȊǘŀƭŀǘōƽƭ ƛǎ ƳŜƎŜǊǃǎƝǘƘŜǘǘǸƪ ŀ ǎȊŜǊǾŜȊŜǘ ǇǊƻŦŜǎǎȊƛƻƴłƭƛǎ 

ƳǼƪǀŘŞǎŞǘΣ ƳłǎǊŞǎȊǘ ŀȊŞǊǘΣ ƳŜǊǘ ŀȊ ŜǎŜǘƭŜƝǊłǎ Ƨƽƭ ƪŀǇŎǎƻƭƽŘƻǘǘ ŜƎȅƛƪ ŦƻƭȅŀƳŀǘōŀƴ ƭŞǾǃ 

ƪǳǘŀǘłǎǳƴƪƘƻȊΣ ŀƳƛ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅŜƪ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłǘ ŞǊƛƴǘŜǘǘŜΦ 

9Ȋǘ ŀ ƪǳǘŀǘłǎƛ ǘŜǊǸƭŜǘŜǘ ƳƛƴŘ ǘłǊǎŀŘŀƭƳƛΣ ƳƛƴŘ ǇŜŘƛƎ ƳǳƴƪŀŜǊǃǇƛŀŎƛ ǎȊŜƳǇƻƴǘōƽƭ ŀȊƽǘŀ ƛǎ 

ƪƛŜƳŜƭǘƴŜƪ ǘŀǊǘƧǳƪΣ ƴŜƳ ƪƛǎ ǊŞǎȊōŜƴ ŀ CŀǊƪŀǎ ǇǊƻŦŜǎǎȊƻǊ ǵǊǊŀƭ Ŧƻƭȅǘŀǘƻǘǘ ǎȊŀƪƳŀƛ 

ƪƻƴȊǳƭǘłŎƛƽƛƴƪ ƘŀǘłǎłǊŀΦ  

CŜƴǘƛ ǎȊǳōƧŜƪǘƝǾ ŜƭǃȊƳŞƴȅŜƪ ƻƪłƴ ǾłƭŀǎȊǘƻǘǘǳƪ ǘŞƳłǳƭ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ 

ǎȊŜƳŞƭȅŜƪ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłǾŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ƪǳǘŀǘłǎǳƴƪ ǎȊŜǊƪŜǎȊǘŜǘǘ ŀƴȅŀƎłƴŀƪ ōŜƳǳǘŀǘłǎłǘ ŀ 

tǊƻŦŜǎǎȊƻǊ ¨Ǌ ǎȊŜƭƭŜƳƛ ǀǊǀƪǎŞƎŞƴŜƪ ǘƻǾłōōǾƛǘŜƭŜ ŞǊŘŜƪŞōŜƴ ƳŜƎǊŜƴŘŜȊŞǎǊŜ ƪŜǊǸƭǃ LΦ CŀǊƪŀǎ 

CŜǊŜƴŎ bŜƳȊŜǘƪǀȊƛ ¢ǳŘƻƳłƴȅƻǎ YƻƴŦŜǊŜƴŎƛłƴΦ  

!Ȋ ƛǘǘ ōŜƳǳǘŀǘłǎǊŀ ƪŜǊǸƭǃ ƪǳǘŀǘłǎ ȊłǊƽōŜǎȊłƳƻƭƽƧłǘ ƧŜƭŜƴ ǘŀƴǳƭƳłƴȅ ǎȊŜǊȊǃƛ ƪǀȊǀǎŜƴ 

ǎȊŜǊƪŜǎȊǘŜǘǘŞƪΦ 9ƘŜƭȅǸǘǘ ƛǎ ƳŜƎ ƪƝǾłƴƧǳƪ ƪǀǎȊǀƴƴƛ ŀ ƪǳǘŀǘłǎōŀƴ ǊŞǎȊǘ ǾŜǾǃ ƳǳƴƪŀǘłǊǎŀƛƴƪ 

ǎȊŀƪƳŀƛ ƘƻȊȊłƧłǊǳƭłǎłǘΦ NƎȅ ƪǀǎȊǀƴŜǘǘŜƭ ǘŀǊǘƻȊǳƴƪ 5ǊΦ .ŀǊŀƪƻƴȅƛ 9ǎȊǘŜǊΣ 5ǊΦ /ǎŜƘ WǳŘƛǘΣ Dȅǳǘŀƛ 
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!ƴŘǊłǎΣ IƻǊǾłǘƘ WǳŘƛǘ .ŜǊƴŀŘŜǘǘΣ 5ǊΦ aŀƭƛƪ ;ǾŀΣ 5ǊΦ tŀƴƪłǎȊ .ŀƭłȊǎΣ {ŎƘƳƛŜŘŜǊ wŞƪŀΣ {ȊŜƭƭǃ 

Włƴƻǎ Şǎ 5ǊΦ ½łŘƻǊƛ LǾłƴ ƪǀȊǊŜƳǼƪǀŘŞǎŞŞǊǘΦ 

 .9±9½9¢;{ 

¢ŀƴǳƭƳłƴȅǳƴƪ ƪŞǘΣ ƳŜƎƝǘŞƭŞǎǸƴƪ ǎȊŜǊƛƴǘ ƪƛŜƳŜƭǘŜƴ Ŧƻƴǘƻǎ ǘłǊǎŀŘŀƭƻƳ- Şǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ-

Ǉƻƭƛǘƛƪŀƛ ǇǊƻōƭŞƳŀƪǀǊ ƳŜǘǎȊŜǘŞǘ ƪƝǾłƴƧŀ ǾƛȊǎƎłƭƴƛΦ  

9Ǝȅƛƪ ƪƛƛƴŘǳƭłǎƛ Ǉƻƴǘǳƴƪ ŀ ǘŀǊǘƽǎŀƴ ŦŜƴƴłƭƭƽ ŜƎŞǎȊǎŞƎƛ ǇǊƻōƭŞƳłǾŀƭΣ ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃƪ 

ŜǎŞƭȅŜƎȅŜƴƭǃǎŞƎŞƴŜƪ ƳŜƎǘŜǊŜƳǘŞǎŜΦ !Ȋ ŜǊǊŜ ǾƻƴŀǘƪƻȊƽ ǎȊłƴŘŞƪ ǳƴƛƽǎ ǎȊƛƴǘŜƴ ŀȊ мфсм-ben 

ŜƭŦƻƎŀŘƻǘǘΣ ǎ ŀȊƽǘŀ ǘǀōōǎȊǀǊ ƳƽŘƻǎƝǘƻǘǘ 9ǳǊƽǇŀƛ {ȊƻŎƛłƭƛǎ YŀǊǘłǾŀƭ ς ŀȊ 9ǳǊƽǇŀƛ ¦ƴƛƽƴ ōŜƭǸƭƛ 

szociłƭƛǎ ƧƻƎƻƪŀǘ ŜƎȅŜŘǸƭłƭƭƽ ǀǎǎȊŜŦƻƎƻǘǘǎłƎōŀƴ ǘŀǊǘŀƭƳŀȊƽ ƴŜƳȊŜǘƪǀȊƛ ŜƎȅŜȊƳŞƴƴȅŜƭ ς 

ƛƴŘǳƭǘ ǵǘƧłǊŀ (Broughton et al., 2017). Az 1997-ōŜƴ ǎȊǸƭŜǘŜǘǘ ŀƳǎȊǘŜǊŘŀƳƛ ǎȊŜǊȊǃŘŞǎ ŀ {ȊƻŎƛłƭƛǎ 

YŀǊǘłǘ ōŜŜƳŜƭǘŜ ŀȊ 9ǳǊƽǇŀƛ ¦ƴƛƽ ŀƭƪƻǘƳłƴȅƻǎ ƧŜƭƭŜƎǼ ŘƻƪǳƳŜƴǘǳƳŀƛ ƪǀȊŞ, Şǎ ŀȊ ǳƴƛƽ 

ǘłǊǎŀŘŀƭƳƛ ƪƛǊŜƪŜǎȊǘŞǎ ŜƭƭŜƴƛ ǎǘǊŀǘŞƎƛłƧłōŀƴ ƛǎ ƳŞǊŦǀƭŘƪǀǾŜǘ ƧŜƭŜƴǘŜǘǘ (Jakab, 2014). A 

ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ ŜǎŞƭȅŜƎȅŜƴƭǃǎŞƎ ōƛȊǘƻǎƝǘłǎłǘ ƛǎ ƳŀƎłōŀƴ ŦƻƎƭŀƭƽ ǎǘǊŀǘŞƎƛŀ ǳƎȅŀƴƛǎ 

ǎȊǸƪǎŞƎŜǎǎŞ ǘŜǘǘŜ ŀ Ƴǳƴƪŀ ǾƛƭłƎłōƽƭ ƪǸƭǀƴōǀȊǃ ƻƪōƽƭΣ ƳŞǊǘŞƪōŜƴ Şǎ ƳƽŘƻƴ ƪƛǊŜƪŜǎȊǘŜǘǘŜk ς 

ŀ ƳǳƴƪŀƴŞƭƪǸƭƛŜƪΣ ŀ ŦƻƎȅŀǘŞƪƻǎ ǎȊŜƳŞƭȅŜƪΣ ŀȊ Ŝǘƴƛƪŀƛ ƪƛǎŜōōǎŞƎŜƪ ǘŀƎƧŀƛΣ ƛƭƭŜǘǾŜ ŀȊ ŜƎȅŞō 

ŀƭŀŎǎƻƴȅ ƧǀǾŜŘŜƭƳǼ Şǎ ƘłǘǊłƴȅƻǎ ƘŜƭȅȊŜǘǼ ŎǎƻǇƻǊǘƻƪ ς ŀȊƻƴƻǎƝǘłǎłǘ ŀƴƴŀƪ ŞǊŘŜƪŞōŜƴΣ ƘƻƎȅ 

ŀ ŎŞƭƛǊłƴȅƻǎ ƛƴǘŞȊƪŜŘŞǎŜƪ ƳŜƎƘƻȊŀǘŀƭłǾŀƭ ƳǳƴƪŀŜǊǃ-piaci (re-ύƛƴǘŜƎǊłŎƛƽƧǳƪ ŀ ƭŜƘŜǘǃ 

ƭŜƎǎȊŞƭŜǎŜōō ƪǀǊōŜƴ ς ƭŜƘŜǘǃƭŜƎ ŀ ƴȅƝƭǘ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ ς ƳŜƎǾŀƭƽǎǳƭƘŀǎǎƻƴΦ 

9ƘƘŜȊ ŀ ƪŞǊŘŞǎƪǀǊƘǀȊ Ƴłǎƛƪ ǾƛȊǎƎłƭŀǘƛ ǎȊŜƳǇƻƴǘƪŞƴǘ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǘ ƪŀǇŎǎƻƭƧǳƪΦ 

!ǘƛǇƛƪǳǎƴŀƪ ƴŜǾŜȊȊǸƪ ŀȊƻƴ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ŦƻǊƳłƪŀǘΣ ŀƳŜƭȅŜƪ ŜƭǘŞǊƴŜƪ ŀ ƘŀǘłǊƻȊŀǘƭŀƴ ƛŘŜƧǼΣ 

ƘŀƎȅƻƳłƴȅƻǎŀƴ ŀƭƪŀƭƳŀȊƻǘǘ ƳǳƴƪŀǾƛǎȊƻƴȅōŀƴ ǘǀǊǘŞƴǃ ǘŜƭƧŜǎ ƳǳƴƪŀƛŘǃǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǘƽƭ 

όDŜǎƪƽ Ŝǘ ŀƭΦΣ нлммύΦ aŀƎȅŀǊƻǊǎȊłƎƻƴ ŀ aǳƴƪŀ ¢ǀǊǾŞƴȅƪǀƴȅǾŜ ŀ ƪǀǾŜǘƪŜȊǃƪŜǘ ǎƻǊƻƭƧŀ ŀȊ 

ŀǘƛǇƛƪǳǎ ƳǳƴƪŀǾŞƎȊŞǎ ƪǀǊŞōŜΥ ǊŞǎȊƳǳƴƪŀƛŘǃǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ό#ǎǾłƴȅƛ ς Barakonyi, 2010), 

ǊǳƎŀƭƳŀǎ ƳǳƴƪŀƛŘǃΣ ƪǀǘŜǘƭŜƴ ƳǳƴƪŀƛŘǃΣ ōŜŘƻƭƎƻȊƽƛ ƧƻƎǾƛǎȊƻƴȅΣ ǘłǾƳǳƴƪŀ Şǎ ǘƝǇǳǎŀƛΣ ƻǘǘƘƻƴ 

ǾŞƎȊŜǘǘ ƳǳƴƪŀΣ Ƴƻōƛƭ ǘłǾƳǳƴƪŀ όǇƭΦ ǘŀƴłŎǎŀŘƽƪΣ ǘŜǊǸƭŜǘƛ ƪŞǇǾƛǎŜƭǃƪΣ ǸȊƭŜǘƪǀǘǃƪύΣ ǾƛǊǘǳłƭƛǎ 

ƛǊƻŘłōŀƴ ǾŀƎȅ ǘłǾƳǳƴƪŀ-ƪǀȊǇƻƴǘƻƪōŀƴ όǘŜƭŜƛǊƻŘłōŀƴύ ǾŞƎȊŜǘǘ Ƴǳƴƪŀ όYǀƭƭǃΣ нлмнύ. Emellett 

ŀ ǘŜƭŜƘłȊŀƪōŀƴ ǾŞƎȊŜǘǘ ƳǳƴƪŀΣ ƪǀƭŎǎǀƴȊǀǘǘ ƳǳƴƪŀŜǊǃΣ ƳǳƴƪŀƪǀǊ ƳŜƎƻǎȊǘłǎΣ ŀƭƪŀƭƳƛ 

ƳǳƴƪŀǾłƭƭŀƭłǎΣ ǀƴŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ Řƛłƪƻƪ ŦƻƎƭŀƭƪƻȊǘŀǘłǎŀΣ ǀǎȊǘǀƴŘƝƧŀǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ 
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(munkatapasztalat-ǎȊŜǊȊŞǎ ōƛȊǘƻǎƝǘłǎłǊŀ Ƨǀƴ ƭŞǘǊŜύΣ ƳŜƎōƝȊłǎƛ ƧƻƎǾƛszony (a tǘƪΦ ǎȊŀōłƭȅƻȊȊŀύ 

ǘŀǊǘƻȊƘŀǘ ŀȊ ŀǘƛǇƛƪǳǎƻƪ ƪǀȊŞΦ όDȅǳƭŀǾłǊƛΣ нлмпύ. 

! ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃ Şǎ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŜƳōŜǊŜƪ ƧŜƭŜƴƭŞǘŜ Şǎ ŀƭƪŀƭƳŀȊłǎŀ ŀ 

ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ ǘłǊǎŀŘŀƭƳƛ Şǎ ƎŀȊŘŀǎłƎƛ ŞǊŘŜƪ (Klein et al., 2016)Φ ! ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ 

ŞǊǾŞƴȅŜǎǸƭ ŀȊ ŀƪǘǳłƭƛǎ ƪŜǊŜǎƭŜǘ Şǎ ƪƝƴłƭŀǘ ƘŀǘłǎŀΣ ŀƳŜƭȅ ƧŜƭŜƴǘǃǎŜƴ ōŜŦƻƭȅłǎƻƭƧŀ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ 

ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅŜƪ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłǘΦ ! Ƴǳƴƪłƭǘŀǘƽƪ ƳłǎƪŞƴǘ ǾƛǎȊƻƴȅǳƭƴŀƪ Ŝ 

ŎŞƭŎǎƻǇƻǊǘƘƻȊΣ Ƙŀ ƴŀƎȅ ŀ ƳǳƴƪŀƴŞƭƪǸƭƛǎŞƎ Şǎ ŀ ōŜǘǀƭǘŜƴŘǃ ƳǳƴƪŀƪǀǊǊŜ ƴŀƎȅ ŀ ƪƝƴłƭŀǘΣ Şǎ 

ƳłǎƪŞƴǘΣ Ƙŀ ŀŘƻǘǘ ǘŞǊǎŞƎōŜƴΣ ǎȊŀƪƳłōŀƴΣ ƳǳƴƪŀƪǀǊōŜƴ Ƙƛłƴȅ ƳǳǘŀǘƪƻȊƛƪΦ !Ȋ ŀǘƛǇƛƪǳǎ 

ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ƛǎ ǇƛŀŎŦǸƎƎǃΣ Şǎ Ŝ ǇƛŀŎƻǘ ƳŜƎƘŀǘłǊƻȊȊŀ ŀ ƳƛƴŘŜƴƪƻǊƛ ƎŀȊŘŀǎłƎƛ Şǎ 

ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ƘŜƭȅȊŜǘΦ  

Yǳǘŀǘłǎǳƴƪ ǘŜǊǸƭŜǘƛƭŜƎ ŀ 5Şƭ-Řǳƴłƴǘǵƭƛ ǊŞƎƛƽǊŀ ƪƻƴŎŜƴǘǊłƭΦ 9 ǘŜǊǸƭŜǘƛ ŜƎȅǎŞƎ ƳƛƴŘ ƘŀȊŀƛΣ ƳƛƴŘ 

ǇŜŘƛƎ ƴŜƳȊŜǘƪǀȊƛ ǀǎǎȊŜƘŀǎƻƴƭƝǘłǎōŀƴ ŀ ƪŜǾŞǎōŞ ŦŜƧƭŜǘǘ ǊŞƎƛƽƪ ƪǀȊŞ ǘŀǊǘƻȊƛƪΦ ! ƪƛƭŜƴŎǾŜƴŜǎ 

ŞǾŜƪ ƳłǎƻŘƛƪ ŦŜƭŞōŜƴΣ ŞǇǇŜƴ ŀ ŦŜƭƎȅƻǊǎǳƭǘ ƎŀȊŘŀǎłƎƛ ƴǀǾŜƪŜŘŞǎ ǎȊŀƪŀǎȊłōŀƴ ƴŜƳ ǘǳŘǘŀ 

ŦŜƭǾŜƴƴƛ ŀ ǾŜǊǎŜƴȅǘ ŀ ǘǀōōƛ ǊŞƎƛƽǾŀƭΦ 9ƴƴŜƪ ƻƪŀ ǊŞǎȊōŜƴ ŀ ƴŜƳ ƪŜŘǾŜȊǃ ƛƴŦǊŀǎǘǊǳƪǘǳǊłƭƛǎ 

ŀŘƻǘǘǎłƎƻƪōŀƴΣ ǊŞǎȊōŜƴ ŀ ƘŀǘłǊ-ƳŜƴǘƛ ǘŜǊǸƭŜǘŜƪ ƧŜƭŜƴǘŜǘǘŜ ōƛȊƻƴȅǘŀƭŀƴǎłƎōŀƴΣ ǾŀƭŀƳƛƴǘ ŀȊ 

ǀǊǀƪƭǀǘǘ ƎȅŜƴƎŜ ƛǇŀǊƻǎƻŘƻǘǘǎłƎōŀƴ ƪŜǊŜǎŜƴŘǃΦ ! 5Şƭ-5ǳƴłƴǘǵƭƛ ǊŞƎƛƽ ŜȊ ƛǊłƴȅǵ ƘŜƭȅȊŜǘŞǘ ŀ 

ƪǀǾŜǘƪŜȊǃƪōŜƴ ƳǳǘŀǘƧǳƪ ōŜΦ 

 ! w;DLj FOGLALKOZTA¢#{L HELYZETE 

A 2011-Ŝǎ ƴŞǇǎȊłƳƭłƭłǎƛ ŀŘŀǘƻƪ ǎȊŜǊƛƴǘ ŀȊ ŜƭǃȊǃΣ нллмΦ ŞǾƛ ƴŞǇǎȊłƳƭłƭłǎƘƻȊ ǾƛǎȊƻƴȅƝǘǾŀ ŀ 5Şƭ-

Řǳƴłƴǘǵƭƛ ǊŞƎƛƽ ƳŜƎȅŞƛ ƪǀȊǸƭ .ŀǊŀƴȅłōŀƴ пΣу҈-os, Somogyban 7,1%-os, ƳƝƎ ¢ƻƭƴŀ ƳŜƎȅŞōŜƴ 

7,5%-ƻǎ Ǿƻƭǘ ŀ ƴŞǇŜǎǎŞƎ ŎǎǀƪƪŜƴŞǎŜΦ ! ǊŞƎƛƽ ŀƴƴŀƪ ŜƭƭŜƴŞǊŜΣ ƘƻƎȅ aŀƎȅŀǊƻǊǎȊłƎ ǘŜǊǸƭŜǘŞƴŜƪ 

mintegy 15%-ŀΣ ƭŀƪƽƴŞǇŜǎǎŞƎŞǘ ǘŜƪƛƴǘǾŜ ƳƛƴŘǀǎǎȊŜ ŀ ǘŜƭƧŜǎ ƳŀƎȅŀǊ ƴŞǇŜǎǎŞƎ ф҈-łǘ ǘŜǎȊƛ ƪƛΣ 

ǾŀƎȅƛǎ ŀ ǘŜǊǸƭŜǘƛ ǊŞǎȊŜǎŜŘŞǎƴŞƭ ŀƭŀŎǎƻƴȅŀōō ŀ ƴŞǇŜǎŜŘŞǎƛ ŀǊłƴȅ ŀ ǊŞƎƛƽōŀƴ ς ŀ ƴŞǇǎǼǊǼǎŞƎ 

ƧŜƭŜƴǘǃǎ ƳŞǊǘŞƪōŜƴ ŜƭƳŀǊŀŘ ŀȊ ƻǊǎȊłƎƻǎ łǘƭŀƎǘƽƭΦ ¦ƎȅŀƴŀƪƪƻǊ ŀȊ ƻǊǎȊłƎ ǀǎǎȊŜǎ ǘŜƭŜǇǸƭŞǎŞƴŜƪ 

ƳƛƴǘŜƎȅ ŜƎȅǀǘǀŘŜ ŜōōŜƴ ŀ ǊŞƎƛƽōŀƴ ǘŀƭłƭƘŀǘƽΣ ŀƳƛ .ŀǊŀƴȅŀ Şǎ {ƻƳƻƎȅ ŀǇǊƽŦŀƭǾŀǎ ǘŜƭŜǇǸƭŞǎ 

ǎȊŜǊƪŜȊŜǘŞƴŜƪ ǘǳŘƘŀǘƽ ōŜΦ ! 5Şƭ-5ǳƴłƴǘǵƭƻƴ сср ǘŜƭŜǇǸƭŞǎ ǾŀƴΣ ƳŜƭȅŜƪōǃƭ ƳƛƴŘǀǎǎȊŜ пм ŀ 

ǾłǊƻǎ Şǎ смп ǇŜŘƛƎ ƪǀȊǎŞƎΦ  

! ƴŞǇŜǎǎŞƎ ƳŜƎƻǎȊƭłǎŀ ǘŜƭŜǇǸƭŞǎǘƝǇǳǎƻƴƪŞƴǘ ǎȊƛƴǘŞƴ ŜƭǘŞǊ ŀȊ ƻǊǎȊłƎƻǎ łǘƭŀƎǘƽƭΣ ƳƛǾŜƭ 

ƳƛƴŘǀǎǎȊŜ ŀ ƭŀƪƻǎǎłƎ рф҈-ŀ Şƭ ǾłǊƻǎƻƪōŀƴΣ ǎȊŜƳōŜƴ ŀȊ ƻǊǎȊłƎƻǎ łǘƭŀƎƎŀƭΣ ŀƳƛ тл҈-os 
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ƳŜƎƻǎȊƭłǎǘ ƳǳǘŀǘΦ ! ƴŞǇŜǎǎŞƎ ŎǎǀƪƪŜƴŞǎŞƴŜƪ ƻƪŀƛ ŜƭǎǃǎƻǊōŀƴΣ ƳƛƴǘŜƎȅ ƘłǊƻƳƴŜƎȅŜŘ 

ǊŞǎȊōŜƴ ŀ ǘŜǊƳŞǎȊŜǘŜǎ ŦƻƎȅłǎƴŀƪ ǘǳŘƘŀǘƽƪ ōŜΣ ǳƎȅŀƴŀƪƪƻǊ ŀ ŦŜƴƴƳŀǊŀŘƽ ŦƻƎȅłǎ ƘłǘǘŜǊŞōŜƴ 

ŀȊ ŜƭǾłƴŘƻǊƭłǎ łƭƭΦ нлмн-ōŜƴ ŀ 5Şƭ-5ǳƴłƴǘǵƭ ƭŀƪƽƴŞǇŜǎǎŞƎŞƴŜƪ ƪŜǾŜǎŜōōΣ Ƴƛƴǘ мп҈-a volt 14 

ŞǾŜǎ ǾŀƎȅ ŀƴƴłƭ ŦƛŀǘŀƭŀōōΣ ƳƝƎ ŀ ср ŞǾŜǎ Şǎ ƛŘǃǎŜōōŜƪ ǊŞǎȊŀǊłƴȅŀ ŜƭŞǊǘŜ ŀ мт҈-ot, ami azt 

jelenti, ƘƻƎȅ ŀ ǊŞƎƛƽōŀƴ ǎȊłȊ ƎȅŜǊƳŜƪƪƻǊǵ ƭŀƪƻǎǊŀ ƳƛƴǘŜƎȅ мнр ƛŘǃǎƪƻǊǵ ƧǳǘƻǘǘΦ 9Ȋ ŀȊ 

ƻǊǎȊłƎƻǎƴłƭ ƛǎ ƪŜŘǾŜȊǃǘƭŜƴŜōō ƘŜƭȅȊŜǘŜǘ ƧŜƭŜȊΣ ƘƛǎȊŜƴ ƻǊǎȊłƎƻǎ łǘƭŀƎōŀƴ ŀȊ ǀǊŜƎŜŘŞǎƛ ƛƴŘŜȄ 

ŞǊǘŞƪŜ ммт ǾƻƭǘΦ ! 5Şƭ-5ǳƴłƴǘǵƭ ƳŜƎȅŞƛ ƪǀȊǸƭ ¢ƻƭƴłōŀƴ Ǿƻƭǘ ƭŜƎƳŀƎŀǎŀōō όмолύΣ .ŀǊŀƴȅłōŀƴ 

ǇŜŘƛƎ ƭŜƎŀƭŀŎǎƻƴȅŀōō όмннύ ŜȊŜƴ ƛƴŘŜȄ ŞǊǘŞƪŜΦ 

!Ȋ ŜƭƳǵƭǘ ŞǾǘƛȊŜŘōŜƴ ŀ 5Şƭ-Řǳƴłƴǘǵƭƛ ǊŞƎƛƽ ƎŀȊŘŀǎłƎƛ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ƭŜƘŜǘǃǎŞƎŜƛ ŎǎǀƪƪŜƴǘŜƪΣ 

ƳǳƴƪŀŜǊǃǇƛŀŎŀ ōŜǎȊǼƪǸƭǘΦ ! ǾłƭǎłƎ Ƙŀǘłǎŀ ǘƻǾłōō Ǌƻƴǘƻǘǘŀ ŀȊ łƭƭłǎƪŜǊŜǎŞǎƛ ƳǳǘŀǘƽƪŀǘΣ 

ŜƭǃǘŞǊōŜ ƪŜǊǸƭǘ ŀ ƪǀȊŦƻƎƭŀƭƪƻȊǘŀǘłǎΦ ! ƳŜƎȅŜƛ Ƴǳǘŀǘƽƪ ŀƭŀǇƧłƴ ƪŜŘǾŜȊǃōō ƘŜƭȅȊŜǘōŜƴ Ǿŀƴ 

¢ƻƭƴŀ ƳŜƎȅŜΦ 9ƎȅǊŞǎȊǘ ǇƻȊƛǘƝǾŀōō ƎŀȊŘŀǎłƎƛΣ ƳłǎǊŞǎȊǘ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ƘŜƭȅȊŜǘŞōǃƭ ŀŘƽŘƽŀƴΦ 

! Y{I łƭǘŀƭ ŀ мр-тп ŞǾŜǎ ƴŞǇŜǎǎŞƎ ƪǀǊŞōŜƴ ǾŞƎȊŜǘǘ ƳǳƴƪŀŜǊǃ-ŦŜƭƳŞǊŞǎ ŀŘŀǘŀƛ ŀƭŀǇƧłƴ нлмм-

ben ς ƘŀȊłƴƪōŀƴ ŜƎȅŜŘǸƭƛ ǊŞƎƛƽƪŞƴǘ ς ŎǎǀƪƪŜƴǘ ŀ 5Şƭ-5ǳƴłƴǘǵƭƻƴ ŀ ƎŀȊŘŀǎłƎƛƭŀƎ ŀƪǘƝǾ 

ƴŞǇŜǎǎŞƎ ǎȊłƳŀΦ όмΦ ǘłōƭłȊŀǘύ ! ǊŞƎƛƽōŀƴ łǘƭŀƎƻǎŀƴ оун ŜȊŜǊ Ŧǃ ŘƻƭƎƻȊƻǘǘ ǾŀƎȅ ƪŜǊŜǎŜǘǘ 

Ƴǳƴƪłǘ όŀ ƳǳƴƪŀƪŞǇŜǎ ƪƻǊǵŀƪ рнΣр҈-ŀύΣ ǎȊłƳǳƪ ς ŀ ƳǳƴƪŀƴŞƭƪǸƭƛǎŞƎ ŜƳŜƭƪŜŘŞǎŞōǃƭ Şǎ ŀ 

ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘǎłƎ ŎǎǀƪƪŜƴŞǎŞōǃƭ ŜǊŜŘǃŜƴ ς ŜƎȅ ŞǾ ŀƭŀǘǘ мΣт҈-ƪŀƭ ƳŞǊǎŞƪƭǃŘǀǘǘΣ ǎȊŜƳōŜƴ ŀȊ 

ƻǊǎȊłƎƻǎ ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ ŦƻƭȅŀƳŀǘƻƪƪŀƭΣ ŀƘƻƭ ƳƛƴƛƳłƭƛǎŀƴ όлΣс҈ύΣ ŘŜ ƴǃǘǘ ŀ ƎŀȊŘŀǎłƎƛƭŀƎ 

ŀƪǘƝǾŀƪ ǎȊłƳŀΦ ! 5Şƭ-5ǳƴłƴǘǵƭ ƳŜƎȅŞƛ ƪǀȊǸƭ .ŀǊŀƴȅłōŀƴ Şǎ {ƻƳƻƎȅōŀƴ ŀȊ ŀƪǘƝǾ ƴŞǇŜǎǎŞƎ 

ŀǊłƴȅŀ ŀȊ łǘƭŀƎƻǘ ƳŜƎƘŀƭŀŘƽ ƳŞǊǘŞƪōŜƴ ŎǎǀƪƪŜƴǘΣ ƳƝƎ ¢ƻƭƴłōŀƴ ƪƛǎǎŞ ƧŀǾǳƭǘ ŀ ƳǳǘŀǘƽΦ 

мΦ ǘłōƭłȊŀǘΥ ! 5Şƭ-Řǳƴłƴǘǵƭƛ ǊŞƎƛƽ ƭŜƎŦƻƴǘƻǎŀōō ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ Ƴǳǘŀǘƽƛ нлмс-ban 

aŜƎƴŜǾŜȊŞǎ Baranya Somogy Tolna hǊǎȊłƎƻǎ łǘƭŀƎ 

DŀȊŘŀǎłƎƛƭŀƎ ŀƪǘƝǾ ƴŞǇŜǎǎŞƎ ŀǊłƴȅŀκ҈ 59,4 57,3 51,7 61,5 

CƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪ ŀǊłƴȅŀκ҈ 55,0 54,5 54,4 58,8 

#ƭƭłǎƪŜǊŜǎŞǎƛ Ǌłǘŀκ҈ 7,5 4,8 4,8 4,4 

CƻǊǊłǎΥ Y{I ŀŘŀǘƻƪ ŀƭŀǇƧłƴ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 
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W9[[9a½pL ! w;DLj.!b 

.ŀǊŀƴȅłōŀƴ ŀ Y{I нлммΦ ŞǾƛ ƴŞǇǎȊłƳƭłƭłǎƛ ŀŘŀǘŀƛ ŀƭŀǇƧłƴ ŀ ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃƪ ǎȊłƳŀ 

ƳŜƎƘŀƭŀŘǘŀ ŀ нл ŜȊŜǊ ŦǃǘΣ ŀƳƛ ŀ ƴŞǇŜǎǎŞƎ рΣн ǎȊłȊŀƭŞƪłǘ ƧŜƭŜƴǘŜǘǘŜΦ ! ƳŜƎƪŞǊŘŜȊŜǘǘŜƪ ŀ 

ŦƻƎȅŀǘŞƪƻǎǎłƎǳƪ ƧŜƭƭŜƎŞǊǃƭ ŜƎȅǎȊŜǊǊŜ ǘǀōō όƭŜƎŦŜƭƧŜōō ƘłǊƻƳύ ǾłƭŀǎȊǘ ƛǎ ƳŜƎƧŜƭǀƭƘŜǘtek. Ezek 

ŀƭŀǇƧłƴ рп ǎȊłȊŀƭŞƪǳƪ Ǿƻƭǘ ƳƻȊƎłǎǎŞǊǸƭǘΣ му ǎȊłȊŀƭŞƪǳƪ ƭłǘłǎƛΣ мс ǎȊłȊŀƭŞƪǳƪ Ƙŀƭƭłǎƛ 

ǇǊƻōƭŞƳłƪƪŀƭ ƪǸȊŘǀǘǘΣ ŘŜ ǾƛǎȊƻƴȅƭŀƎ ƳŀƎŀǎΣ мл-мл ǎȊłȊŀƭŞƪ ƪǀǊǸƭƛ Ǿƻƭǘ ŀ ǎǵƭȅƻǎ ōŜƭǎȊŜǊǾƛ 

ŦƻƎȅŀǘŞƪƪŀƭ ŞƭǃƪΣ ŀ ƳŜƴǘłƭƛǎŀƴ ǎŞǊǸƭǘŜƪ Şǎ ŀȊ ŞǊǘŜƭƳƛ ŦƻƎȅŀǘŞƪƻǎƻƪ Ƙłƴȅŀda is. ¢ŀǊǘƽǎ 

ōŜǘŜƎǎŞƎōŜƴΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ŞǊǊŜƴŘǎȊŜǊƛ ƳŜƎōŜǘŜƎŜŘŞǎōŜƴ ǾŀƎȅ ŎǳƪƻǊōŜǘŜƎǎŞƎōŜƴ ŀ ƳŜƎȅŜ 

ƴŞǇŜǎǎŞƎŞƴŜƪ му ǎȊłȊŀƭŞƪŀΣ ƪǀȊŜƭ тл ŜȊŜǊ Ŧǃ ǎȊŜƴǾŜŘŜǘǘΦ  

! ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃƪ ƳǳƴƪŀǾŞƎȊŞǎŞǘΣ ǘłǊǎŀŘŀƭƳƛ ōŜƛƭƭŜǎȊƪŜŘŞǎŞǘ ƴŀƎȅōŀƴ ƳŜƎƘŀǘłǊƻȊȊŀ 

ŀȊ ƛǎƪƻƭłȊƻǘǘǎłƎǳƪ ǎȊƝƴǾƻƴŀƭŀΦ !Ȋ ƛǎƪƻƭŀƛ ǾŞƎȊŜǘǘǎŞƎ ǎȊŜǊƛƴǘƛ ǀǎǎȊŜǘŞǘŜƭ ŀƭŀǇƧłƴ ŀ 

ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃƪ ǘǀōō Ƴƛƴǘ ŦŜƭŜ ƭŜƎŦŜƭƧŜōō у ƻǎȊǘłƭȅǘ ǾŞƎȊŜǘǘΣ ǎȊŀƪƳłǾŀƭ мфΣ ŞǊŜǘǘǎŞƎƛǾŜƭ 

ǘƻǾłōōƛ му ǎȊłȊŀƭŞƪǳƪ ǊŜƴŘŜƭƪŜȊŜǘǘΣ ŀ ŘƛǇƭƻƳłǎƻƪ ŀǊłƴȅŀ у ǎȊłȊŀƭŞƪ ǾƻƭǘΦ ! ōŜǘŜƎǎŞƎ 

ǎǵƭȅƻǎǎłƎŀ Şǎ ƪƛŀƭŀƪǳƭłǎłƴŀƪ ƛŘŜƧŜ ǘŜǊƳŞǎȊŜǘŜǎŜƴ ǎȊƻǊƻǎ ƪŀǇŎǎƻƭŀǘōŀƴ Ǿŀƴ ŀ ƳŜƎǎȊŜǊȊŜǘǘ 

ƭŜƎƳŀƎŀǎŀōō ƪŞǇȊŜǘǘǎŞƎƎŜƭΦ 

{ƻƳƻƎȅ ƳŜƎȅŞōŜƴ нлмм-ben a ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃƪ ǎȊłƳŀ ƳŜƎƘŀƭŀŘǘŀ a мр ŜȊŜǊ ŦǃǘΣ ŀƳƛ ŀ 

ƴŞǇŜǎǎŞƎ пΣу ǎȊłȊŀƭŞƪłǘ ƧŜƭŜƴǘŜǘǘŜΦ ! ƳŜƎƪŞǊŘŜȊŞǎ ǎƻǊłƴ ŀ ǾłƭŀǎȊŀŘƽƪ ŜƎȅ ǊŞǎȊŜ ŜƎȅƴŞƭ ǘǀōō 

ŦƻƎȅŀǘŞƪƻǎǎłƎƻǘ ƧŜƭǀƭǘ ƳŜƎΣ ƝƎȅ млл ŦǃǊŜ łǘƭŀƎƻǎŀƴ мно ƭŜƭƪƛ ǾŀƎȅ ŦƛȊƛƪŀƛ ǎŞǊǸƭŞǎ ƧǳǘƻǘǘΦ ! 

ŦƻƎȅŀǘŞƪƻǎǎłƎōŀƴ ǎȊŜƴǾŜŘǃƪ пф ǎȊłȊŀƭŞƪŀ Ǿƻƭǘ ƳƻȊƎłǎǎŞǊǸƭǘΣ мф ǎȊłȊŀƭŞƪǳƪƴŀƪ ƭłǘłǎłǾŀƭΣ мс 

ǎȊłȊŀƭŞƪǳƪƴŀƪ ŀ ƘŀƭƭłǎłǾŀƭ Ǿƻƭǘŀƪ ǇǊƻōƭŞƳłƛΣ ŜƳŜƭƭŜǘǘ ǾƛǎȊƻƴȅƭŀƎ ƳŀƎŀǎ Ǿƻƭǘ ƳŞƎ ŀȊ ŞǊǘŜƭƳƛ 

ŦƻƎȅŀǘŞƪƻǎƻƪΣ ŀ ǎǵƭȅƻǎ ōŜƭǎȊŜǊǾƛ ŦƻƎȅŀǘŞƪƪŀƭ Şƭǃƪ Şǎ ŀ ƳŜƴǘłƭƛǎŀƴ ǎŞǊǸƭǘŜƪ ƘłƴȅŀŘŀ ƛǎΣ 

ǎƻǊǊŜƴŘōŜƴ мнΣ мл Şǎ ф ǎȊłȊŀƭŞƪΦ ! ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃƪ ƛǎƪƻƭłȊƻǘǘǎłƎłƴŀƪ ǎȊƝƴǾƻƴŀƭŀ ŀ 

ƳŜƎȅŜ łǘƭŀƎłƴłƭ ŀƭŀŎǎƻƴȅŀōō ǾƻƭǘΣ ŀƳŜƭȅŜǘ ƴŀƎȅōŀƴ ƳŜƎƘŀǘłǊƻȊƻǘǘ ōŜǘŜƎǎŞƎǸƪ ǎǵƭȅƻǎǎłƎŀ 

Şǎ ƪƛŀƭŀƪǳƭłǎłƴŀƪ ƛŘŜƧŜΦ !Ȋ ƛǎƪƻƭŀƛ ǾŞƎȊŜǘǘǎŞƎ ǎȊŜǊƛƴǘƛ ǀǎǎȊŜǘŞǘŜƭ ŀƭŀǇƧłƴ ŀ ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ 

Şƭǃƪ сн ǎȊłȊŀƭŞƪŀ ƭŜƎŦŜƭƧŜōō у ƻǎȊǘłƭȅǘ ǾŞƎȊŜǘǘΣ ǎȊŀƪƳłǾŀƭ мтΣ ŞǊŜǘǘǎŞƎƛǾŜƭ мс ǎȊłȊŀƭŞƪǳƪ 

rendelkezett, a diplomłǎƻƪ ŀǊłƴȅŀ с ǎȊłȊŀƭŞƪ ǾƻƭǘΦ ¢ŀǊǘƽǎ ōŜǘŜƎǎŞƎƎŜƭ ƪǀȊŜƭ ру ŜȊŜǊ Ŧǃ Şƭǘ 

{ƻƳƻƎȅ ƳŜƎȅŞōŜƴΦ 

¢ƻƭƴŀ ƳŜƎȅŞōŜƴ ŀ ǘƝȊ ŞǾǾŜƭ ƪƻǊłōōƛ ŀŘŀǘŦŜƭǾŞǘŜƭƘŜȊ ƪŞǇŜǎǘ ŜƎȅƘŀǊƳŀŘłǾŀƭ ƪŜǾŜǎŜōō 

ŦƻƎȅŀǘŞƪƪŀƭ Şƭǃ ǎȊŜƳŞƭȅǘ ƝǊǘŀƪ ǀǎǎȊŜΦ ! ƳŜƎȅŜ ƴŞǇŜǎǎŞƎŞƴŜƪ рΣо ǎȊłȊŀƭŞƪŀΣ мн ŜȊŜǊ Ŧǃ 
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ƴȅƛƭŀǘƪƻȊƻǘǘ ǵƎȅΣ ƘƻƎȅ ǾŀƭŀƳƛƭȅŜƴ ƳŀǊŀŘŀƴŘƽ ŦƻƎȅŀǘŞƪƻǎǎłƎōŀƴ ǎȊŜƴǾŜŘΦ ! ƴŞǇǎȊłƳƭłƭłǎƛ 

ǾłƭŀǎȊŀŘƽƪ ŜƎȅ ǊŞǎȊŜ ǘǀōō όƪŞǘ ǾŀƎȅ ƘłǊƻƳύ ŦƻƎȅŀǘŞƪƻǎǎłƎƻǘ ƛǎ ƳŜƎƧŜƭǀƭǘΣ ƝƎȅ ǎȊłȊ ŦƻƎȅŀǘŞƪƪŀƭ 

Şƭǃ ǎȊŜƳŞƭȅǊŜ łǘƭŀƎƻǎŀƴ мнн ƭŜƭƪƛ ǾŀƎȅ ŦƛȊƛƪŀƛ ǎŞǊǸƭŞǎ ƧǳǘƻǘǘΦ ! ŦƻƎȅŀǘŞƪƻǎ ƴŞǇŜǎǎŞƎŜƴ ōŜƭǸƭ 

ǘƻǾłōōǊŀ ƛǎ ŀ ƳƻȊƎłǎǎŞǊǸƭǘŜƪŞ Ǿƻƭǘ ŀ ƭŜƎƴŞǇŜǎŜōō ŎǎƻǇƻǊǘΣ ŀȊ ŜƎŞǎȊǎŞƎƪłǊƻǎƻŘƻǘǘŀƪ ǘǀōō 

Ƴƛƴǘ ŦŜƭŜ όрс ǎȊłȊŀƭŞƪŀύ ǎƻǊƻƭƘŀǘƽ ƛŘŜΦ ! Ǿŀƪƻƪ Şǎ ƎȅŜƴƎŞƴ ƭłǘƽƪ ŜƎȅǸǘǘŜǎŜƴ ŀ ŦƻƎȅŀǘŞƪƪŀƭ Şƭǃƪ 

мфΣ ŀ ǎƛƪŜǘŜƪ Şǎ ƴŀƎȅƻǘƘŀƭƭƽƪ ŀ мп ǎȊłȊŀƭŞƪłǘ ǘŜǘǘŞƪ ƪƛΣ de viszonylag magas ς тΣф Şǎ фΣу 

ǎȊłȊŀƭŞƪ ƪǀȊǀǘǘƛ ς Ǿƻƭǘ ƳŞƎ ŀȊ ŞǊǘŜƭƳƛ ŦƻƎȅŀǘŞƪƻǎƻƪΣ ŀ ǎǵƭȅƻǎ ōŜƭǎȊŜǊǾƛ ŦƻƎȅŀǘŞƪƪŀƭ Şƭǃƪ Şǎ ŀ 

ƳŜƴǘłƭƛǎŀƴ-ǇǎȊƛŎƘŞǎŜƴ ǎŞǊǸƭǘŜƪ ǊŞǎȊŀǊłƴȅŀ ƛǎΦ нлмм-ōŜƴ ŀ ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃƪ сн 

ǎȊłȊŀƭŞƪłƴŀƪ Ǿƻƭǘ łƭǘŀƭłƴƻǎ ƛǎƪƻƭŀƛ ǾŀƎȅ ŀƴƴłƭ ŀƭŀŎǎƻƴȅŀōō ǾŞƎȊŜǘǘǎŞƎŜΣ ǎȊŀƪƳłǾŀƭ муΣ 

ŞǊŜǘǘǎŞƎƛǾŜƭ ǘƻǾłōōƛ мр ǎȊłȊŀƭŞƪǳƪ ǊŜƴŘŜƭƪŜȊŜǘǘΣ ŘƛǇƭƻƳłǘ рΣр ǎȊłȊŀƭŞƪǳƪ ǎȊŜǊȊŜǘǘΦ bŜƳ 

ƎȅƽƎȅƝǘƘŀǘƽΣ ŘŜ ƎȅƽƎȅǎȊŜǊŜƪƪŜƭ ǾŀƎȅ ŜƎȅŞō ǘŜǊłǇƛłǾŀƭ ƪŜȊŜƭƘŜǘǃ ǘŀǊǘƽǎ ōŜǘŜƎǎŞƎōŜƴ пр ŜȊŜǊ 

ǎȊŜƳŞƭȅ ǎȊŜƴǾŜŘŜǘǘ ŀ ƳŜƎȅŞōŜƴΦ 

A foglakoȊǘŀǘłǎƛΣ ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ Ƴǳǘŀǘƽƪ ŀȊ ŜƭƳǵƭǘ ƛŘǃǎȊŀƪōŀƴ ǇƻȊƛǘƝǾ ŜƭƳƻȊŘǳƭłǎǘ 

ƳǳǘŀǘƴŀƪΣ ŀƳŜƭȅōŜƴ ŀȊƻƴōŀƴ ƧŜƭŜƴǃǎŜƴ ƪǀȊǊŜƧłǘǎȊƻǘǘ ŀ ƪǀȊŦƻƎƭŀƭƪƻȊǘŀǘłǎΦ ! 5Şƭ-dǳƴłƴǘǵƭƛ 

ǊŞƎƛƽōŀƴ ŀ ǊŜƴŘŜƭƪŜȊŞǎǊŜ łƭƭƽ ƻǊǎȊłƎƻǎ ŀŘŀǘƻƪōƽƭ ƪǀǾŜǘƪŜȊǘŜǘŜǘǘ ōŜŎǎƭŞǎŜƛƴƪ ǎȊŜǊƛƴǘ нлмс-

ban, hŀǾƛ łǘƭŀƎōŀƴ мм мсл ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃ Şǎ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ 

ƳǳƴƪŀǾłƭƭŀƭƽ όŀȊ ǀǎǎȊŜǎ ƪǀȊŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘ ооΣп҈-ŀύ ǾŜǘǘ ǊŞǎȊǘ ƪǀȊŦƻƎƭŀƭƪƻȊǘŀǘłǎōŀƴΦ ! 

ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪ Ƴłǎƛƪ ƧŜƭŜƴǘǃǎ ǊŞǎȊŜ ŀƪƪǊŜŘƛǘłƭǘ Ƴǳƴƪłƭǘŀǘƽƴłƭ ŘƻƭƎƻȊƛƪΦ .ŀǊŀƴȅŀ ƳŜƎȅŞōŜƴ 

28, SƻƳƻƎȅōŀƴ уΣ ¢ƻƭƴŀ ƳŜƎȅŞōŜƴ мр ŀƪƪǊŜŘƛǘłƭǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽǘ ǘŀǊǘŀƴŀƪ ƴȅƛƭǾłƴΦ ! 

ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪ нлмт Ŝƭǎǃ ŦŞƭŞǾƛ ƭŞǘǎȊłƳŀ ŜƭŞǊƛ ŀ пллл ŦǃǘΦ 

! ŦƻƎƭŀƭƪƻȊłǎƛ ǊŜƘŀōƛƭƛǘłŎƛƽǎ ǊŜƴŘǎȊŜǊ ƘŀȊŀƛ ǎŀƧłǘƻǎǎłƎŀƛōƽƭ ŀŘƽŘƽŀƴ ŀ ŦƻƎȅŀǘŞƪƻǎǎłƎƎŀƭ Şƭǃ 

Şǎ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅŜƪ ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ ǎǘłǘǳǎȊ ǎȊŜǊƛƴǘ ƪŞǘ ŎǎƻǇƻǊǘǊŀ 

ƻǎȊǘƻǘǘŀƪΦ !Ȋ ŜƎȅƛƪ ŀ ƪƻƳǇƭŜȄ ƳƛƴǃǎƝǘŞǎǎŜƭ ǊŜƴŘŜƭƪŜȊǃ ǊŜƘŀōƛƭƛǘłŎƛƽǎ Şǎ ǊƻƪƪŀƴǘǎłƎƛ Ŝƭƭłǘłǎōŀƴ 

ǊŞǎȊŜǎǸƭǃ ǎȊŜƳŞƭȅŜƪΣ ƳƝƎ ŀ Ƴłǎƛƪ ŀ ǊŜƎƛǎȊǘǊłƭǘ łƭƭłǎƪŜǊŜǎǃƪ ŎǎƻǇƻǊǘƧŀΦ ! 5Şƭ-5ǳƴłƴǘǵƭƻƴ 

ǊŜƘŀōƛƭƛǘłŎƛƽǎ Ŝƭƭłǘłǎōŀƴ ǊŞǎȊŜǎǸƭǃƪ ǎȊłƳŀ пнлп Ŧǃ Ǿƻƭǘ нлмт ŀǳƎǳǎȊǘǳǎłōŀƴ. ! ǾƛȊǎƎłƭǘ 

ƛŘǃǇƻƴǘōŀƴ Ŝ ƭŞǘǎȊłƳ стΣр҈-ŀ όнупм Ŧǃύ ŘƻƭƎƻȊƻǘǘΣ ȊǀƳŞōŜƴ ƪǀȊŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘƪŞƴǘΦ A 2012 

ς нлмт ƪǀȊǀǘǘ ƳŜƎǾŀƭƽǎǳƭǘ ¢#aht ό¢łǊǎŀŘŀƭƳƛ aŜƎǵƧǳƭłǎ hǇŜǊŀǘƝǾ tǊƻƎǊŀƳύ мΦмΦм 

αaŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŜƳōŜǊŜƪ ǊŜƘŀōƛƭƛǘłŎƛƽƧłƴŀƪ Şǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłƴŀƪ ǎŜƎƝǘŞǎŜέ 

ŎƝƳǼ ƪƛŜƳŜƭǘ ǇǊƻƎǊŀƳ ƪŜǊŜǘŞōŜƴ ŀ 5Şƭ-5ǳƴłƴǘǵƭƛ ǊŞƎƛƽōŀƴ мрсм Ŧǃ ōŜǾƻƴłǎłǊŀ ƪŜǊǸƭǘ ǎƻǊΣ 

ммор Ŧǃǘ ƘŜƭȅŜȊǘŜƪ Ŝƭ ōŞǊƧŜƭƭŜƎǼ ǘłƳƻƎŀǘłǎƻƪƪŀƭΣ Şǎ ƪǀȊǸƭǸƪ оро-ŀƴ ŀ Ƙŀǘ ƘƽƴŀǇƻǎ ƳƻƴƛǘƻǊƛƴƎ 

ǳǘłn is dolgoztak. 
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нΦ ǘłōƭłȊŀǘΥ ! ƪƻƳǇƭŜȄ ƳƛƴǃǎƝǘŞǎǎŜƭ ǊŜƴŘŜƭƪŜȊǃ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŜƳōŜǊŜƪ 

Ŧǃōō Ƴǳǘŀǘƽƛ ŀ 5Şƭ-5ǳƴłƴǘǵƭƛ ǊŞƎƛƽōŀƴΣ нлмт ŀǳƎǳǎȊǘǳǎłōŀƴ 

aŜƎƴŜǾŜȊŞǎ  Baranya Somogy Tolna 

B1 ς /м ƪŀǘŜƎƽǊƛłǾŀƭ ǊŜƴŘŜƭƪŜȊǃ, 
ǊŜƘŀōƛƭƛǘłŎƛƽǎ Ŝƭƭłǘłǎōŀƴ ǊŞǎȊŜǎǸƭǃ 
ǎȊŜƳŞƭȅŜƪ ǎȊłƳŀκŦǃ 

1 630 1 634 940 

B1 ς /м ƪŀǘŜƎƽǊƛłǾŀƭ ǊŜƴŘŜƭƪŜȊǃ, 
ǊŜƘŀōƛƭƛǘłŎƛƽǎ Ŝƭƭłǘłǎōŀƴ ǊŞǎȊŜǎǸƭǃ 
ƳǳƴƪŀǾƛǎȊƻƴȅōŀƴ łƭƭƽ ǎȊŜƳŞƭȅŜƪ 
ǎȊłƳŀκŦǃ 

1 163 928 750 

B1 ς C1 ς D ς 9 ƪŀǘŜƎƽǊƛłǾŀƭ ǊŜƴŘŜƭƪŜȊǃ, 
ǎȊƻƭƎłƭǘŀǘłǎǘ ƪŞǊǃ ǊŜƘŀōƛƭƛǘłŎƛƽǎ Ŝƭƭłǘłǎōŀƴ 
ƴŜƳ ǊŞǎȊŜǎǸƭǃ ǎȊŜƳŞƭȅŜƪ ǎȊłƳŀκŦǃ 

235 225 115 

CƻǊǊłǎΥ aŜƎȅŜƛ YƻǊƳłƴȅƘƛǾŀǘŀƭƻƪ ŀŘŀǘŀƛ ŀƭŀǇƧłƴ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

! ƴŀǇƧŀƛƴƪōŀƴ ȊŀƧƭƽ 9Cht мΦмΦм ό9ƳōŜǊƛ 9ǊǃŦƻǊǊłǎ CŜƧƭŜǎȊǘŞǎƛ hǇŜǊŀǘƝǾ tǊƻƎǊŀƳύ ƭŞƴȅŜƎŜǎŜƴ 

ƪƛōǃǾƝǘŜǘǘŜ ŀ ŎŞƭŎǎƻǇƻǊǘƧłǘΦ ! ǇǊƻƧŜƪǘ ƪǀȊǾŜǘƭŜƴ ŎŞƭŎǎƻǇƻǊǘƧłǘ ŀȊƻƴ ƳŜƎǾłƭǘƻȊƻǘǘ 

ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŜƳōŜǊŜƪ ŀƭƪƻǘƧłƪΣ ŀƪƛƪ ŀ тκнлмнΦ όLLΦмпΦύ b9CaL ǊŜƴŘŜƭŜǘ ŀƭŀǇƧłƴ ŜƭǾŞƎȊŜǘǘ 

ƪƻƳǇƭŜȄ ƳƛƴǃǎƝǘŞǎ ǎȊŜǊƛƴǘ .мΣ .нΣ /мΣ /нΣ 5Σ 9 ƪŀǘŜƎƽǊƛłƪōŀ ǘŀǊǘƻȊƴŀƪΦ ! ǇǊƻƧŜƪǘ ŀƭŀƴȅŀ ƭŜƘŜǘ 

ƳƛƴŘŜƴ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅΣ ŀƪƛ ǊŜƴŘŜƭƪŜȊƛƪ ŀ ƳŜƎŦŜƭŜƭǃ ƪƻƳǇƭŜȄ 

ƳƛƴǃǎƝǘŞǎǎŜƭ, Şǎ ŀ ƪƻƳǇƭŜȄ ƳƛƴǃǎƝǘŞǎ ǎƻǊłƴ ƳŜƎłƭƭŀǇƝǘłǎǊŀ ƪŜǊǸƭǘΣ ƘƻƎȅ ŀ ƪŞǊŜƭƳŜȊǃ ŜƎŞǎȊǎŞƎƛ 

łƭƭŀǇƻǘłƴŀƪ ƳŞǊǘŞƪŜ сл ǎȊłȊŀƭŞƪƻǎ ǾŀƎȅ ƪƛǎŜōō ƳŞǊǘŞƪǼΣ ŜƳŜƭƭŜǘǘ ǾłƭƭŀƭƧŀ ŀȊ ŜƎȅǸǘǘƳǼƪǀŘŞǎǘ 

ƳƛƴŘ ŀ ǊŜƘŀōƛƭƛǘłŎƛƽǎ ƘŀǘƽǎłƎƎŀƭΣ ƳƛƴŘ ŀȊ 9Cht ǇǊƻƧŜƪǘǎȊŜǊǾŜȊŜǘǘŜƭΦ 

! ǊŜƎƛǎȊǘǊłƭǘ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ łƭƭłǎƪŜǊŜǎǃƪ ǎȊłƳŀ нлмс ŞǾōŜƴ łǘƭŀƎƻǎŀƴ 

1 435 Ŧǃ Ǿƻƭǘ ŀ ǊŞƎƛƽōŀƴ όƳŜƎȅŞƴƪŞƴǘƛ ōƻƴǘłǎłǘ ƭłǎŘ ŀ оΦ ǘłōƭłȊŀǘōŀƴύΦ !ƪǘƛǾƛȊłƭłǎǳƪ 

ǘłƳƻƎŀǘłǎŀ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǘ ŜƭǃǎŜƎƝǘǃ ǘłƳƻƎŀǘłǎƻƪǊƽƭΣ ǾŀƭŀƳƛƴǘ ŀ aǳƴƪŀŜǊǃ-ǇƛŀŎƛ !ƭŀǇōƽƭ 

ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ǾłƭǎłƎƘŜƭȅȊŜǘŜƪ ƪŜȊŜƭŞǎŞǊŜ ƴȅǵƧǘƘŀǘƽ ǘłƳƻƎŀǘłǎǊƽƭ ǎȊƽƭƽ 6/1996-ƻǎ aǸa 

ǊŜƴŘŜƭŜǘ ŀƭŀǇƧłƴ ǘǀǊǘŞƴƛƪΦ YǀȊǸƭǸƪ ŀ ƭŜƎƧŜƭŜƴǘǃǎŜōō ŀ ōŞǊ- Şǎ ōŞǊƪǀƭǘǎŞƎ ǘłƳƻƎŀǘłǎΣ ŀƳŜƭȅōŜƴ 

ǊŜƎƛƻƴłƭƛǎ ǎȊƛƴǘŜƴ н прт ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ łƭƭłǎƪŜǊŜǎǃ ǊŞǎȊŜǎǸƭǘΦ  
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оΦ ǘłōƭłȊŀǘΥ #ƭƭłǎƪŜǊŜǎǃƪŞƴt ǊŜƎƛǎȊǘǊłƭǘ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŜƳōŜǊŜƪ Ŧǃōō 

Ƴǳǘŀǘƽƛ ŀ 5Şƭ-5ǳƴłƴǘǵƭƛ ǊŞƎƛƽōŀƴ нлмсΦ ŞǾōŜƴ 

aŜƎƴŜǾŜȊŞǎ  Baranya Somogy Tolna 

wŜƎƛǎȊǘǊłƭǘΣ ƳŜƎǾłltozott 
ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ łƭƭłǎƪŜǊŜǎǃƪ ǎȊłƳŀκŦǃ 

676 423 336 

aǳƴƪŀǾƛǎȊƻƴȅƻǎ ƪŞǇȊŞǎōŜƴ ǊŞǎȊǘǾŜǾǃ 
ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ 
łƭƭłǎƪŜǊŜǎǃƪ ǎȊłƳŀκŦǃϝ 

33 10 4 

±łƭƭŀƭƪƻȊƽǾł Ǿłƭłǎƛ ǘłƳƻƎŀǘłǎōŀƴ 
ǊŞǎȊŜǎǸƭǃ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ 
łƭƭłǎƪŜǊŜǎǃƪ ǎȊłƳŀκŦǃϝ 

8 24 2 

.ŞǊ- Şǎ ōŞǊƪǀƭǘǎŞƎ ǘłƳƻƎŀǘłǎōŀƴ 
ǊŞǎȊŜǎǸƭǃ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ 
łƭƭłǎƪŜǊŜǎǃƪ ōǊǳǘǘƽ ǎȊłƳŀκŦǃϝ 

340 2 027 90 

DLbht ǇǊƻƎǊŀƳōŀƴ ǊŞǎȊǘǾŜǾǃ 
ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ 
łƭƭłǎƪŜǊŜǎǃƪ ǎȊłƳŀκŦǃ 

254 1 818 77 

CƻǊǊłǎΥ bDa ŀŘŀǘǎȊƻƭƎłƭǘŀǘłǎ ŀƭŀǇƧłƴ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

aŜƎƧŜƎȅȊŜƴŘǃΣ ƘƻƎȅ ŀ ǊŜƎƛǎȊǘǊłƭǘ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ łƭƭłǎƪŜǊŜǎǃƪ ǘłƳƻƎŀǘłǎłƴŀƪ 

ŜƎȅ ǊŞǎȊŜ ŀȊ bC{½ łƭǘŀƭ ƳǼƪǀŘǘŜǘŜǘǘ DLbht рΦмΦм Şǎ ŀ сΦмΦм όDŀȊŘŀǎłƎŦŜƧƭŜǎȊǘŞǎƛ Şǎ LƴƴƻǾłŎƛƽǎ 

hǇŜǊŀǘƝǾ tǊƻƎǊŀƳύ ƪŜǊŜǘŞōŜƴ ǘǀǊǘŞƴǘΦ нлмс-ban e programokon ōŜƭǸƭ нмпф Ŧǃ ƪŀǇƻǘǘ 

ǾŀƭŀƳƛƭȅŜƴ ǘłƳƻƎŀǘłǎǘΦ 

 ! /;[/{hthw¢ !¢LtLY¦{ ChD[![Yh½¢!¢#{! Y¦¢!¢#{¦bY ¢«Yw;.9b 

Yǳǘŀǘłǎǳƴƪ ŜƳǇƛǊƛƪǳǎ ǊŞǎȊŞōŜƴ ǘǀōōŜƪ ƪǀȊǀǘǘ ŀȊǘ ǾłƭƭŀƭǘǳƪΣ ƘƻƎȅ ǎƻǊǘ ƪŜǊƝǘǸƴƪ ŀ 5Şƭ-

5ǳƴłƴǘǵƭƻƴ ό.ŀǊŀƴȅŀΣ {ƻƳƻƎȅΣ ¢ƻƭƴŀ ƳŜƎȅŞƪύ ŜƎȅ Ƴǳƴƪłƭǘŀǘƽƛ ƭŜƪŞǊŘŜȊŞǎŞǊŜΣ ŀƳŜƭȅ ǎƻǊłƴ ŀ 

ƪƻƴƪǊŞǘ ƳǳƴƪŀƘŜƭȅƛ ƎȅŀƪƻǊƭŀǘƻƪΣ ǘŀǇŀǎȊǘŀƭŀǘƻƪ Şǎ ŦŜƧƭŜǎȊǘŞǎƛ ƛƎŞƴȅŜƪ ǀǎǎȊŜƎȅǼƧǘŞǎŞǊŜ 

ǘǀǊŜƪǎȊǸƴƪΦ ! ŦŜƭƳŞǊŞǎ ƻƴ-ƭƛƴŜ ǘǀǊǘŞƴǘ ŀ DƻƻƎƭŜ ŦŜƭǸƭŜǘŞƴ ǾŀƭƽǎȊƝƴǼǎŞƎƛ ǘŜŎƘƴƛƪłǘ ŀƭƪŀƭƳŀȊǾŀΣ 

ŀ ƪŞǊŘǃƝǾ нлмтΦ ƳłƧǳǎ мл-ǘǃƭ ŀǳƎǳǎȊǘǳǎ му-ƛƎ Ǿƻƭǘ ŜƭŞǊƘŜǘǃΦ mǎǎȊŜǎŜƴ ноф ŎŞƎŜǘΣ ǾłƭƭŀƭƪƻȊłǎǘ 

ǎƛƪŜǊǸƭǘ ōŜǾƻƴƴǳƴƪ ŀ ƪǳǘŀǘłǎōŀΦ !Ȋ ǀǎǎȊŜƎȅǼƧǘǀǘǘ ƪǾŀƴǘƛǘŀǘƝǾ ŀŘŀǘƻƪ ǘŜƭƧŜǎ ƪǀǊǼ ŦŜƭŘƻƭƎƻȊłǎłǘ 

matematikai-ǎǘŀǘƛǎȊǘƛƪŀƛ ŜƭƧłǊłǎƻƪ ǎŜƎƝǘǎŞƎŞǾŜƭ ǾŞƎŜȊǘǸƪΣ ŀȊ ŜƭƧłǊłǎƳƽŘƻƪ ƪǀȊǸƭ ŀ 

ƪŜǊŜǎȊǘǘłōƭŀ-ŜƭŜƳȊŞǎǘ ŀƭƪŀƭƳŀȊǘǳƪΦ  

YŞǊŘǃƝǾǸƴƪ ǀǎǎȊŜǎŜƴ мр ƪŞǊŘŞǎǘ ǘŀǊǘŀƭƳŀȊƻǘǘΣ ŀƳŜƭȅōǃƭ ŀȊ Ŝƭǎǃ ƘłǊƻƳ ŀ ƳǳƴƪŀŀŘƽ 

ŀƭŀǇŀŘŀǘŀƛǊŀ όłƎŀȊŀǘΣ ǎȊŞƪƘŜƭȅΣ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪ ǎȊłƳŀύ ƪŞǊŘŜȊŜǘǘ ǊłΣ ŀ ǘƻǾłōōƛ мл ǇŜŘƛƎ ŀ 
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ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅŜƪ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłǊŀΣ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ 

ŦƻǊƳłƪǊŀ Şǎ ŜȊŜƪ ǀǎǎȊŜŦǸƎƎŞǎŜƛǊŜ ƪƻƴŎŜƴǘǊłƭǘΦ aƛƴŘŜƴ ŜǎŜǘōŜƴ ȊłǊǘΣ ŜȊŜƴ ōŜƭǸƭ 

ŦŜƭŜƭŜǘǾłƭŀǎȊǘłǎǘ ƛƎŞƴȅƭǃ ƪŞǊŘŞǎŜƪŜǘ ŀƭƪŀƭƳŀȊǘǳƴƪΣ Ƙŀǘ ŜǎŜǘōŜƴ ǘǀōō ǾłƭŀǎȊ ƛǎ ōŜƧŜƭǀƭƘŜǘǃ ǾƻƭǘΦ 

4.1. A minta ƧŜƭƭŜƳȊǃƛ 

! ноф ƳǳƴƪŀŀŘƽ ƪǀȊǸƭ ƭŜƎƴŀƎȅƻōō ǊŞǎȊōŜƴ όмр҈ύ ŀ ŦŜƭŘƻƭƎƻȊƽƛǇŀǊƛ ŎŞƎŜƪ ǾŜǘǘŜƪ ǊŞǎȊǘΣ ƪǀȊŜƭ 

10%-ƻǎ ŀǊłƴȅōŀƴ ǇŜŘƛƎ ŀȊ ƛƴƎŀǘƭŀƴǸƎȅƭŜǘŜƪ ǾłƭƭŀƭƪƻȊłǎŀƛ ƪŞǇǾƛǎŜƭǘŜǘǘŞƪ ƳŀƎǳƪŀǘΦ 9Ȋǘ 

ƪǀǾŜǘǃŜƴ ŀ ƘŀǊƳŀŘƛƪ ƘŜƭȅŜƴ ƪǀȊŜƭ ŀȊƻƴƻǎ ǎǵƭƭȅŀƭ όтΣр҈ύ ŀ ƘǳƳłƴ-ŜƎŞǎȊǎŞƎǸƎȅƛΣ ǎȊƻŎƛłƭƛǎ 

ŜƭƭłǘłǎΣ ŀ ƪŜǊŜǎƪŜŘŜƭŜƳΣ ƎŞǇƧłǊƳǼƧŀǾƝǘłǎΣ ƛƭƭŜǘǾŜ ŀ ƳǼǾŞǎȊŜǘΣ ǎȊƽǊŀƪƻȊǘŀǘłǎΣ ǎȊŀōŀŘƛŘǃ łƎŀȊŀǘ 

ƪŞǇǾƛǎŜƭǃƛ łƭƭƴŀƪΦ WŜƭŜƴǘǃǎŜōō ƳŞǊǘŞƪōŜƴ όсΣо҈Σ ŀȊŀȊ мр Ƴǳƴƪłƭǘŀǘƽύ ƳŞƎ ŀȊ ƛƴŦƻǊƳłŎƛƽΣ 

ƪƻƳƳǳƴƛƪłŎƛƽΣ ŀȊ ŜƎȅŞō ǎȊƻƭƎłƭǘŀǘłǎƻƪ όс҈ύΣ ŀȊ ŀŘƳƛƴƛǎȊǘǊŀǘƝǾ Şǎ ǎȊƻƭƎłƭǘŀǘłǎǘ ǘłƳƻƎŀǘƽ 

ǘŜǾŞƪŜƴȅǎŞƎ όрΣп҈ύΣ ǾŀƭŀƳƛƴǘ ŀ ƎŞǇ- Şǎ ŦŞƳƛǇŀǊ όрΣп҈ύ ǘŜǊǸƭŜǘŜ ǾŜǘǘ ǊŞǎȊǘ ŀ ƪǳǘŀǘłǎōŀƴΦ 

Iŀ ŜȊǘ ŀ ŘƛŦŦŜǊŜƴŎƛłƭǘ ƪŞǇŜǘ ŀ Ŧǃōō ƎŀȊŘŀǎłƎƛ łƎŀƪ ǎȊŜǊƛƴǘ ǊŜƴŘǎȊŜǊŜȊȊǸƪΣ ŀȊǘ ƭłǘƘŀǘƧǳƪΣ ƘƻƎȅ ŀ 

ƳŜȊǃƎŀȊŘŀǎłƎ оΣ ŀȊ ƛǇŀǊ нпΣоΣ ŀȊ ŞǇƝǘǃƛǇŀǊ пΣн Şǎ ŀ ǎȊƻƭƎłƭǘŀǘłǎƻƪ суΣр҈-ƪŀƭ ƪŞǇǾƛǎŜƭǘŜǘǘŞƪ 

ƳŀƎǳƪŀǘ ŀ ƳƛƴǘłōŀƴΦ aƛƴŘŜȊǘ ƭŜǾŜǘƝǘǾŜ ŀ ǊŞƎƛƽ ŜƎŞǎȊŞǊŜ Şǎ ŦƛƎȅŜƭŜƳōŜ ǾŞǾŜΣ ƘƻƎȅ ŀ 

ŦŜƭƳŞǊŞǎōŜƴ ǊŞǎȊǘǾŜǾǃ Ƴǳƴƪłƭǘŀǘƽƪ Řǀƴǘǃ ǎǵƭƭȅŀƭ ŀ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪ ƪǀȊǸƭ ƪŜǊǸƭǘŜƪ 

ƪƛΣ ƳŜƎłƭƭŀǇƝǘƘŀǘƽ ŀ ǎȊƻƭƎłƭǘŀǘłǎƛ ǎȊŜƪǘƻǊ ƳŀƎŀǎ ŘƻƳƛƴŀƴŎƛłƧŀ ƳƛƴŘ ŀ ƳƛƴǘłōŀƴΣ ƳƛƴŘ ŀ 

ǊŞƎƛƽōŀƴΦ ¦ƎȅŀƴŀƪƪƻǊ ŜǎŜǘǸƴƪōŜƴ ŀȊ ƛǇŀǊ ŦŜƭǸƭ-Σ ŀȊ ŞǇƝǘǃƛǇŀǊ ǇŜŘƛƎ ƪƛǎǎŞ ŀƭǳƭǊŜǇǊŜȊŜƴǘłƭǘ ǾƻƭǘΦ 

!Ƴƛ ŀ ǾłƭŀǎȊŀŘƽ Ƴǳƴƪłƭǘŀǘƽƪ ǎȊŞƪƘŜƭȅ ǎȊŜǊƛƴǘƛ ǘŜǊǸƭŜǘƛ ƳŜƎƻǎȊƭłǎłǘ ƛƭƭŜǘƛΣ ŀ ƘłǊƻƳ ŘŞƭ-

Řǳƴłƴǘǵƭƛ ƳŜƎȅŜ ǎȊƛƴǘŜ ŀȊƻƴƻǎ ǎǵƭƭȅŀƭ Ǿƻƭǘ ƧŜƭŜƴ ŀ ƪǳǘŀǘłǎōŀƴ ό{ƻƳƻƎȅ ос҈Σ ¢ƻƭƴŀ оо҈Σ 

Baranya 3м҈ύΦ ! ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘƛ ƭŞǘǎȊłƳ ŀ ŦŜƭƳŞǊŞǎōŜƴ ǊŞǎȊǘǾŜǾǃ ноф ƳǳƴƪŀŀŘƽ ŜǎŜǘŞōŜƴ 

ǵƎȅ ŀƭŀƪǳƭǘΣ ƘƻƎȅ ŀ ǾłƭŀǎȊŀŘƽƪ ǘǀōō Ƴƛƴǘ ŦŜƭŜ όрсΣр҈ύ ŀȊ рл Ŧǃ ŀƭŀǘǘƛ ƪŀǘŜƎƽǊƛłōƽƭ ƪŜǊǸƭǘ ƪƛΦ 

9ȊŜƴ ōŜƭǸƭ ŦŜƭŜ-ŦŜƭŜ ŀǊłƴȅōŀƴ ƻǎȊƭŀƴŀƪ ƳŜƎ ŀ Ƴƛƴǘłōŀ ƪŜǊǸƭǘ ǾłƭŀǎȊŀŘƽƪ ŀ нр Ŧǃ ŀƭŀǘǘƛ Şǎ нр-

рл Ŧǃ ƪǀȊǀǘǘƛ ƪŀǘŜƎƽǊƛłƪōŀƴΦ ±ŀƎȅƛǎ ŜƎȅŞǊǘŜƭƳǼŜƴ ŀ ƳƛƪǊƻ- Şǎ ƪƛǎǾłƭƭŀƭƪƻȊłǎƻƪ ŘƻƳƛƴłƭƴŀƪ ŀ 

ƭŞǘǎȊłƳ ŀƭŀǇƧłƴ ŀ ŦŜƭƳŞǊŞǎōŜƴΣ ŘŜ ŜȊ ŜƎȅōŜƴ ƛƎŀȊ ŀ ǊŞƎƛƽ ŜƎŞǎȊŞǊŜ ƛǎΦ но҈ ŀȊ рм-млл Ŧǃ ƪǀȊǀǘǘƛ 

Şǎ ǘƻǾłōōƛ нл҈ ŀ млм-рлл Ŧǃǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽƪ ƪǀǊŞōǃƭΦ aƛƴŘǀǎǎȊŜ ƪŞǘ Ƴǳƴƪłƭǘŀǘƽ ƪŞǇǾƛǎŜƭǘŜ ŀȊ 

501-1 ллл Ŧǃ ƪǀȊǀǘǘƛ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘƛ ƭŞǘǎȊłƳǵ ƳǳƴƪŀŀŘƽƪŀǘΣ мллл Ŧǃ ŦŜƭŜǘǘ ǇŜŘƛƎ ƳłǊ ƴŜƳ 

ƪŜǊǸƭǘ ŀ Ƴƛƴǘłōŀ ŜƎȅŜǘƭŜƴ ŎŞƎΣ ƛƴǘŞȊƳŞƴȅ ǎŜƳΦ 
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4.2. !Ȋ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ŜƭǘŜǊƧŜŘǘǎŞƎŜ 

Yǳǘŀǘłǎǳƴƪ Ŝƭǎǃ ǘŀǊǘŀƭƳƛ ƪŞǊŘŞǎŜ ŀǊǊŀ ƪŞǊŘŜȊŜǘǘ Ǌł, hogy foglalkoztat-Ŝ ŀ ƳǳƴƪŀŀŘƽ ŀǘƛǇƛƪǳǎ 

ŦƻǊƳłōŀƴ ƳǳƴƪŀǾłƭƭŀƭƽǘΣ Şǎ Ƙŀ ƛƎŜƴΣ ƳƛƭȅŜƴōŜƴΦ ! ǾłƭŀǎȊŀŘƽƪ нр҈ ƧŜƭŜȊǘŜΣ ƘƻƎȅ ƴŜƳ ŀƭƪŀƭƳŀȊ 

ǎŜƴƪƛǘ ŀǘƛǇƛƪǳǎ ŦƻǊƳłōŀƴΦ !Ȋƻƪ ƪǀȊǸƭΣ ŀƪƛƪ ǾƛǎȊƻƴǘ ƛƎŜƴƴŜƭ ǾłƭŀǎȊƻƭǘŀƪΣ ŀ ƭŜƎƴŀƎȅƻōō ŀǊłƴȅōŀƴ 

ŀ ǊŞǎȊƳǳƴƪŀƛŘǃǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ όоо҈ύ ƧŜƭŜƴǘ ƳŜƎΦ ałǎƻŘƛƪ ƘŜƭȅŜƴ ŀ ƪǀƭŎǎǀƴȊǀǘǘ ƳǳƴƪŀŜǊǃ 

όмо҈ύΣ ƘŀǊƳŀŘƛƪƻƴ ŀ ǊǳƎŀƭƳŀǎ ƳǳƴƪŀƛŘǃōŜƴ ǘǀǊǘŞƴǃ ŀƭƪŀƭƳŀȊłǎ όу҈ύ łƭƭΦ 9ƳƭƝǘŞǎǊŜ ƳŞƭǘƽ 

ƳŞƎ ŀȊ ŀƭƪŀƭƳƛ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ όс҈ύ, Şǎ ƳƛƴŘǀǎǎȊŜ ŀ Ƴǳƴƪłƭǘŀǘƽƪ п-4%-ŀ Şƭ ŀ ǘłǾƳǳƴƪŀΣ ƛƭƭŜǘǾŜ 

ŀ ƘŀǘłǊƻȊƻǘǘ ƛŘŜƧǼ ƳǳƴƪŀǾƛǎȊƻƴȅ ƭŜƘŜǘǃǎŞƎŞǾŜƭΦ 

YƝǾłƴŎǎƛŀƪ Ǿƻƭǘǳƴƪ ŀǊǊŀ ƛǎΣ Ǿŀƴ-Ŝ ǀǎǎȊŜŦǸƎƎŞǎ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘƛ ƭŞǘǎȊłƳ Şǎ ŀȊ ŀǘƛǇƛƪǳǎ 

ƳǳƴƪŀŦƻǊƳłƪ ƪǀȊǀǘǘΦ !Ȋǘ ƭłǘƘŀǘƧǳƪΣ ƘƻƎȅ ŀ нр-рл Ŧǃǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽ ƪƛǎǾłƭƭŀƭŀǘƻƪ рн҈-ŀ ƴŜƳ Şƭ 

ŀȊ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ƭŜƘŜǘǃǎŞƎŞǾŜƭΣ ŜȊ ŀ ƭŜƎƴŀƎȅƻōō ŀǊłƴȅ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘƛ ƭŞǘǎȊłƳ 

ŀƭŀǇƧłƴΦ ¦ƎȅŀƴŀƪƪƻǊΣ Ƙŀ ŀ ƴŜƳ ǾłƭŀǎȊƻƪŀǘ ƴŞȊȊǸƪΣ ŀƪƪƻǊ ƛǎ ŜȊ ŀ ƳŞǊŜǘ ŜƳŜƭƪŜŘƛƪ ƪƛΣ ƘƛǎȊ пт҈-

ŀ ŀȊƻƪƴŀƪΣ ŀƪƛƪ ƴŜƳ ŀƭƪŀƭƳŀȊƴŀƪ ŀǘƛǇƛƪǳǎ ƳǳƴƪŀŦƻǊƳłǘΣ Ŝōōǃƭ ŀ ƪŀǘŜƎƽǊƛłōƽƭ όнр-рл Ŧǃ 

ƪǀȊǀǘǘƛύ ƪŜǊǸƭ ƪƛΦ YƛŜƳŜƭŜƴŘǃ ƳŞƎΣ hogy a 101-рлл Ŧǃ ƪǀȊǀǘǘƛ ŎŞƎŜƪΣ ǾłƭƭŀƭƪƻȊłǎƻƪ тл҈-a 

ƧŜƭŜȊǘŜΣ ƘƻƎȅ ǊŞǎȊƳǳƴƪŀƛŘǃōŜƴ ŦƻƎƭŀƭƪƻȊǘŀǘΣ Şǎ ŀƪƪƻǊ ƛǎ ŜȊ ŀ ŎǎƻǇƻǊǘ ǘǼƴƛƪ ƪƛΣ ŀƳƛƪƻǊ ŦƻǊŘƝǘǾŀ 

ƴŞȊȊǸƪ ƳŜƎΥ ǾŀƎȅƛǎ ŀ ǊŞǎȊƳǳƴƪŀƛŘǃǘ ōŜƧŜƭǀƭǃƪ ƭŜƎƳŀƎŀǎŀōōΣ оу҈-ƻǎ ŀǊłƴȅŀ Ŝōōǃƭ ŀ YY± 

ƪǀǊōǃƭ ŀŘƽŘƛƪΦ 9ȊȊŜƭ ǀǎǎȊŜŦǸƎƎŞǎōŜƴ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻǊƳłōŀƴ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪ ƳŞǊǘŞƪŞǊŜ ƛǎ 

ǊłƪŞǊŘŜȊǘǸƴƪ ŀȊ ǀǎǎȊƭŞǘǎȊłƳƘƻȊ ƪŞǇŜǎǘΦ !Ȋǘ ƭłǘƘŀǘƧǳƪΣ ƘƻƎȅ ŀ ǾłƭŀǎȊŀŘƽƪ ƪǀȊŜƭ ŦŜƭŞƴŞƭ ŜȊ 

ƳƛƴŘǀǎǎȊŜ м-н҈ ƪǀȊǀǘǘƛΣ ŀƳŜƭȅ ƳŜƎŦŜƭŜƭ ŀȊ ŜƭǃȊŜǘŜǎ ǾłǊŀƪƻȊłǎŀƛƴƪƴŀƪΦ мт҈-kal jelenik meg a 

3-р҈Σ Şǎ ƪǀȊŜƭ Ƙŀǎƻƴƭƽ ǎǵƭƭȅŀƭ όмф҈ύ ƧŜƭŜƴǘǃǎ ŀ с-8%-ƻǎ ŀǊłƴȅ ƛǎΦ ;ǊŘŜƪŜǎǎŞƎΣ ƘƻƎȅ ŀ 

Ƴǳƴƪłƭǘŀǘƽƪ мл҈-łƴłƭ ƳŀƎŀǎΣ мл҈ ŦŜƭŜǘǘƛ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻǊƳłōŀƴ ŀƭƪŀƭƳŀȊƻǘǘŀƪ ŀǊłƴȅŀΦ 

4.3. aŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽƪ ŀǊłƴȅŀ Şǎ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ƧŜƭƭŜƳȊǃƛ 

! ƪŞǊŘǃƝǾǸƴƪǊŜ ŀŘƻǘǘ ǾłƭŀǎȊƻƪ ŀƭŀǇƧłƴ ŀ ƳŜƎƪŞǊŘŜȊŜǘǘ 5Şƭ-Řǳƴłƴǘǵƭƛ ƳǳƴƪŀŀŘƽƪ ор҈-a nem 

ŀƭƪŀƭƳŀȊ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅŜƪŜǘΣ ƪǀȊǘǸƪ ŦŜƭŜǊŞǎȊǘ όпн ŜǎŜǘōŜƴύ ŀȊƻƪ 

ǎŜƳΣ ŀƪƛƪŜǘ ŀ ƪǾƽǘŀ ǊŜƴŘǎȊŜǊ ŜǊǊŜ ƳƻǘƛǾłƭƴŀΦ ! ƧŜƭŜƴƭŜƎ Ƙŀǘłƭȅƻǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ƪǀǘŜƭŜȊŜǘǘǎŞƎ 

ŀƭŀǇƧłƴ ǳƎȅŀƴƛǎ ƳƛƴŘŜƴ нр ŦǃƴŞƭ ƴŀƎȅƻōō ŘƻƭƎƻȊƽƛ ƭŞǘǎȊłƳǵ Ƴǳƴƪłƭǘŀǘƽƴŀƪ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ 

5%-łōŀƴ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅǘ ƪŜƭƭ ŦƻƎƭŀƭƪƻȊǘŀǘƴƛŀΦ ! Ƴǳƴƪłƭǘŀǘƽƪ 

harmada 1-р Ŧǃ ƪǀȊǀǘǘƛ ƭŞǘǎȊłƳōŀƴΣ ǘƻǾłōōƛ мт҈-ŀ с Şǎ мл Ŧǃ ƪǀȊǀǘǘ ŀƭƪŀƭƳŀȊ ƳŜƎǾłƭǘƻȊƻǘǘ 
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ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽǘΣ Şǎ Ŏǎŀƪ ŀ ǎȊŜǊǾŜȊŜǘŜƪκǾłƭƭŀƭŀǘƻƪ мм҈-łƴłƭ ƧŜƭŜȊǘŞƪΣ ƘƻƎȅ мм-

нр Ŧǃǎ ƴŀƎȅǎłƎǊŜƴŘōŜƴ ŀƭƪŀƭƳŀȊƴŀƪ ƛƭȅŜƴ ŜƳōŜǊŜƪŜǘΦ 

YŜǊŜǎȊǘǘłōƭŀ ŜƭŜƳȊŞǎǸƴƪōǃƭ ŀȊ ƛǎ ƪƛŘŜǊǸƭΣ ƘƻƎȅ ŀ нр Ŧǃ ŀƭŀǘǘƛ ŎŞƎŜƪ оу҈-ŀ ŀƴƴŀƪ ŜƭƭŜƴŞǊŜ 

ŦƻƎƭŀƭƪƻȊǘŀǘ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽǘΣ ƘƻƎȅ ŜǊǊŜ ƴƛƴŎǎ ǘǀǊǾŞƴȅƛ 

ƪǀǘŜƭŜȊŜǘǘǎŞƎŜΦ aŜƎƭŜǇǃ ǳƎȅŀƴŀƪƪƻǊΣ ƘƻƎȅ ŀ млм-рлл Ŧǃǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽ Ƴǳƴƪłƭǘŀǘƽƪ ƳŀƎŀǎ 

ŀǊłƴȅŀ όпо҈ύ ŀ ƪǾƽǘŀ ŜƭƭŜƴŞǊŜ ƴŜƳ ŀƭƪŀƭƳŀȊ ƛƭȅŜƴ ǎȊŜƳŞƭȅŜƪŜǘΣ ǾŀƎȅƛǎ ŦŜƭǘŞǘŜƭŜȊƘŜǘǃŜƴ ƛƴƪłōō 

ōŜŦƛȊŜǘƛƪ ŀ ǊŜƘŀōƛƭƛǘłŎƛƽǎ ƘƻȊȊłƧłǊǳƭłǎ ƳŀƎŀǎ ǀǎǎȊŜƎŞǘΦ CŜƭƭŜƭǘǸƴƪ ƳŞƎ ŜƎȅ ŞǊŘŜƪŜǎ 

ƪŀǇŎǎƻƭŀǘƻǘΥ ŀȊƻƪ ƪǀȊǸƭΣ ŀƪƛƪ мм-нр Ŧǃ ƪǀȊǀǘǘƛ ƭŞǘǎȊłƳōŀƴ ŦƻƎƭŀƭƪƻȊǘŀǘƴŀƪ ƳŜƎǾłƭǘƻȊƻǘǘ 

ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽǘ, ƴŜƳ ŀ ƴŀƎȅŦƻƎƭŀƭƪƻȊǘŀǘƽƪ ǘǼƴƴŜƪ ƪƛΣ ƘŀƴŜƳ тл҈-ban a 25-

рл Ŧǃǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽ ŎŞƎŜƪ ƪǀǊŞōǃƭ ƪŜǊǸƭƴŜƪ ƪƛΣ ǾŀƎȅƛǎ ǃƪ ƧƽǾŀƭ ǘǀōōŜǘ ǘŜǎȊƴŜƪ ŀ ǘǀǊǾŞƴȅƛ 

ƳƛƴƛƳǳƳƴłƭ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎōŀƴΦ 

! ƪǾƽǘŀƪǀǘŜƭŜȊŜǘǘǎŞƎ ƪƛǾłƭǘƘŀǘƽ ǊŜƘŀōƛƭƛǘłŎƛƽǎ ƘƻȊȊłƧłǊǳƭłǎ ƳŜƎŦƛȊŜǘŞǎŞǾŜƭ ƛǎΣ ŜǊǊŜ ƪŞǊŘŜȊǘǸƴƪ 

Ǌł ŀ ǘƻǾłōōƛŀƪōŀƴΦ ! Ƴǳƴƪłƭǘŀǘƽƪ ƧŜƭŜƴǘǃǎ ƘłƴȅŀŘŀ όпр҈ύ ƴŜƳ ŦƛȊŜǘ ǊŜƘŀōƛƭƛǘłŎƛƽǎ 

ƘƻȊȊłƧłǊǳƭłǎǘΣ ŀƳŜƭȅ ƘłǊƻƳ ŜǎŜǘōŜƴ ƭŜƘŜǘǎŞƎŜǎΥ ǾŀƎȅ нр Ŧǃ ŀƭŀǘǘƛ ŀ ƭŞǘǎȊłƳ Şǎ ƴŜƳ ƪǀǘŜƭŜȊŜǘǘΣ 

ŜȊ ŀ ƪǳǘŀǘłǎǳƴƪōŀƴ ŀ ƴŜƳ ŦƛȊŜǘǃƪ ƪǀȊŜƭ ŦŜƭŜ όпр҈-ŀύΦ ałǎƻŘƛƪ ƭŜƘŜǘǃǎŞƎΣ ƘƻƎȅ нр Ŧǃ ŦŜƭŜǘǘƛ Şǎ 

ǘŜƭƧŜǎƝǘƛ ŀȊ р҈-ƻǎ ƪǾƽǘłǘΣ ǾŀƎȅ ŜǎŜǘƭŜƎ ŦŜƎȅǾŜǊŜǎ, illetǾŜ ōǸƴǘŜǘŞǎ-ǾŞƎǊŜƘŀƧǘłǎƛ ǎȊŜǊǾǊǃƭ Ǿŀƴ ǎȊƽΣ 

ƘƛǎȊ ǃƪ ƳŜƴǘŜǎǸƭƴŜƪ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ƪǀǘŜƭŜȊŜǘǘǎŞƎ ŀƭƽƭΦ  

! ǊŜƘŀōƛƭƛǘłŎƛƽǎ ƘƻȊȊłƧłǊǳƭłǎ нлмтΦ ƧŀƴǳłǊ м-ǘǃƭ мΦмптΦрлл CǘκŦǃκŞǾ ǀǎǎȊŜƎǊŜ ŜƳŜƭƪŜŘŜǘǘ ŀȊ 

ŜƭǃȊǃ ŞǾƛ фспΦрлл Cǘ-ǊƽƭΦ !ǊǊŀ ƪŞǊŘŜȊǘǸƴƪ Ǌł ŀ ƪǀǾŜǘƪŜȊǃƪōŜƴΣ Ƙogy tettek-e, illetve ha igen, 

ƳƛƭȅŜƴ ƛƴǘŞȊƪŜŘŞǎŜƪŜǘ ŀ Ƴǳƴƪłƭǘŀǘƽƪ ŜƴƴŜƪ ƪƛǾłƭǘłǎłǊŀΣ ƛǘǘ ǘǀōō ǾłƭŀǎȊ ƛǎ ōŜƧŜƭǀƭƘŜǘǃ ǾƻƭǘΦ 

!Ǌłƴȅłōŀƴ ŀ ƭŜƎǘǀōōŜƴ όнт҈ύ ƴŜƳ ǘŜǘǘŜƪ ǎŜƳƳƛƭȅŜƴ ƛƴǘŞȊƪŜŘŞǎǘΣ ǘƻǾłōōƛ у҈-ōŀƴ ǇŜŘƛƎ ŀȊŞǊǘ 

ƴŜƳΣ ƳŜǊǘ ŜŘŘƛƎ ƛǎ ƪŜƭƭǃ ǎȊłƳōŀƴ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪ Ǿƻƭǘŀƪ ŀȊ ŞǊƛƴǘŜǘǘŜƪΦ  

! ǾłƭŀǎȊŀŘƽ Ƴǳƴƪłƭǘŀǘƽƪ му҈-ŀ ƧŜƭŜȊǘŜΣ ƘƻƎȅ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽ 

ŦŜƭǾŞǘŜƭŜ ƳŜƭƭŜǘǘ Řǀƴǘǀǘǘ όƪǀȊŜƭ ŦŜƭǸƪ ƳƛƴŘŜȊǘ ōŞǊǘłƳƻƎŀǘłǎǎŀƭ ƭŞǇǘŜ ƳŜƎύΣ ŀƳƛ 

ƳƛƴŘŜƴƪŞǇǇŜƴ ŀȊ ƛƴǘŞȊƪŜŘŞǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ǀǎȊǘǀƴȊǃ Ƙŀǘłǎłǘ ƳǳǘŀǘƧŀΦ !Ȋƻƪ ƪǀȊǸƭΣ ŀƪƛƪ ƳŞƎ 

ŦƻƎŀƴŀǘƻǎƝǘƻǘǘŀƪ ǾŀƭŀƳƛǘΣ ƭŜƎƴŀƎȅƻōō ǊŞǎȊōŜƴ όƪǀȊŜƭ у҈-ōŀƴύ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ 

ŦƻǊƳłόƪŀύǘ ǾŜȊŜǘǘŜƪ ōŜΣ т҈-ōŀƴ ŀ ƳŜƎŦŜƭŜƭǃ ƳǳƴƪŀƪǀǊǸƭƳŞƴȅŜƪǊǃƭ ƎƻƴŘƻǎƪƻŘǘŀƪΣ Şǎ 

ŜƳƭƝǘŞǎǊŜ ƳŞƭǘƽ ƳŞƎ Ωŀ ƳǳƴƪŀƪǀǾŜǘŜƭƳŞƴȅŜƪ ŀƭƪŀƭƳŀǎǎłƎłƴŀƪ ǾƛȊǎƎłƭŀǘŀΩ ǾłƭŀǎȊ όс҈ύΦ 

! ƪǳǘŀǘłǎ Ŧǃ ŦƽƪǳǎȊłƴŀƪ ƳŜƎŦŜƭŜƭǃŜƴ ŀ ǘƻǾłōōƛŀƪōŀƴ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻǊƳłƪ ƪƻƴƪǊŞǘ ŀƭƪŀƭƳŀȊłǎƛ 

ǘŜǊǸƭŜǘŜƛǘ ǾƛȊǎƎłƭǘǳƪΣ ŀȊƻƪōŀƴ ŀȊ ŜǎŜǘōŜƴΣ ŀƳŜƴƴȅƛōŜƴ ŜȊ ƪŜǊǸƭǘ ōŜǾŜȊŜǘŞǎǊŜΦ Lǘǘ ŀ ǾłƭŀǎȊƻƪŀǘ 
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ƛƭƭŜǘǃŜƴ ǊǀƎǘǀƴ ŜƭƭŜƴǘƳƻƴŘłǎōŀ ǸǘƪǀȊǘǸƴƪΣ ƘƛǎȊ ƳƝƎ ƪƻǊłōōŀƴ Ŏǎŀƪ ол Ƴǳƴƪłƭǘŀǘƽ ƧŜƭȊŜǘǘ ƛƭȅŜƴ 

ƛǊłƴȅǵ ƛƴǘŞȊƪŜŘŞǎǘΣ ŀŘŘƛƎ ŜǊǊŜ ŀ ƪŞǊŘŞǎǊŜ мот-Ŝƴ ǾłƭŀǎȊƻƭǘŀƪΦ 9Ȋ ŜƎȅǊŞǎȊǘ ŀŘƽŘƘŀǘ 

ŦƛƎȅŜƭƳŜǘƭŜƴǎŞƎōǃƭΣ ƳłǎǊŞǎȊǘ ƧŜƭŜȊƘŜǘƛ ŀȊǘ ƛǎΣ ƘƻƎȅ ŀ Ƴǳƴƪłƭǘŀǘƽƪ ǎƻƪǎȊƻǊ ƴƛƴŎǎŜƴŜƪ ǘƛǎȊǘłōŀƴ 

Ǉƻƴǘƻǎŀƴ ŀȊ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ƭŜƘŜǘǎŞƎŜǎ ŦƻǊƳłƛǾŀƭΣ ƛƭƭŜǘǾŜ ǘǀǊǾŞƴȅƛ ƳŜƎƘŀǘłǊƻȊłǎłǾŀƭΦ  

aƛƴŘŜƴŜǎŜǘǊŜ ŀ ǾłƭŀǎȊŀŘƽƪ ƘŀǊƳŀŘŀ ŀȊǘ ƧŜƭŜȊǘŜΣ ƘƻƎȅ ƴŜƳ ǾŜȊŜǘŜǘǘ ōŜ ƛƭȅŜƴ ǘƝǇǳǎǵ 

ƳǳƴƪŀŦƻǊƳłǘΦ !Ȋƻƪ ƪǀȊǸƭ ǾƛǎȊƻƴǘΣ ŀƪƛƪ ŞƭǘŜƪ ŜȊȊŜƭ ŀ ƭŜƘŜǘǃǎŞƎƎŜƭΣ ƭŜƎǘǀōōŜƴ ŀ ǊŞǎȊƳǳƴƪŀƛŘǃǘ 

ǾłƭŀǎȊǘƻǘǘłƪ όоп҈ύΣ ƳłǎƻŘƛƪ ƘŜƭȅŜƴ ŀ ƪǀƭŎǎǀƴȊǀǘǘ ƳǳƴƪŀŜǊǃ όму҈ύΣ ƘŀǊƳŀŘƛƪƻƴ ǇŜŘƛƎ ŀ 

ǊǳƎŀƭƳŀǎ ƳǳƴƪŀƛŘǃ όф҈ύ ƧŜƭŜƴǘ ƳŜƎΦ 9Ȋ ŀ ǇǊŜŦŜǊŜƴŎƛŀ-ǎƻǊǊŜƴŘ ǀǎǎȊŜŎǎŜƴƎ ŀ ƪŞǊŘǃƝǾǸƴƪ пΦ 

ƪŞǊŘŞǎŞǊŜ ŀŘƻǘǘ ǾłƭŀǎȊŀƛǾŀƭΣ ǾŀƎȅƛǎ ŜȊŜƪ ǘŜƪƛƴǘƘŜǘǃƪ ŀ ƭŜƎƛǎƳŜǊǘŜōō Şǎ ƭŜƎƴŞǇǎȊŜǊǼōō ŀǘƛǇƛƪǳǎ 

ƳǳƴƪŀŦƻǊƳłƴŀƪ ŀ ƪǳǘŀǘłǎōŀƴ ǊŞǎȊǘǾŜǾǃ DŞƭ-Řǳƴłƴǘǵƭƛ Ƴǳƴƪłƭǘŀǘƽƪ ƎȅŀƪƻǊƭŀǘŀ ŀƭŀǇƧłƴΣ ŀ 

ǘǀōōƛǊŜ ǎȊłƳƻǘǘŜǾǃ ƧŜƭǀƭŞǎ ƴŜƳ ŞǊƪŜȊŜǘǘΦ 

4.4. !ǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ƧŜƭƭŜƳȊǃƪ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŎŞƭŎǎƻǇƻǊǘōŀƴ 

YŞǊŘǃƝǾǸƴƪ ǘǀōō ƪŞǊŘŞǎŜ ǀǎǎȊŜƪŀǇŎǎƻƭǘŀ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ 

foƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪŀǘ ŀȊ ŀǘƛǇƛƪǳǎ ƳǳƴƪŀŦƻǊƳłƪƪŀƭΦ ! ǾłƭŀǎȊŀŘƽƪ Řǀƴǘǃ ǊŞǎȊŜ ς 44%-a ς nem 

ŦƻƎƭŀƭƪƻȊǘŀǘ ŀǘƛǇƛƪǳǎ ŦƻǊƳłōŀƴ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽǘΦ !ȊƻƪƴłƭΣ ŀƪƛƪ 

ƛƎŜƴƴŜƭ ǾłƭŀǎȊƻƭǘŀƪ, ƭŜƎƴŀƎȅƻōō ǊŞǎȊōŜƴ όну҈-ōŀƴύ ŀ ƳƛƴƛƳłƭƛǎ м-р Ŧǃ ƪǀȊŞ ǘŜƘŜǘǃ ŀ 

ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘƛ ƭŞǘǎȊłƳΦ YǀȊŜƭ ŀȊƻƴƻǎΣ мн҈ ŀȊƻƪ ŀǊłƴȅŀΣ ŀƪƛƪ с-10, illetve 11-нр Ŧǃ ƪǀȊǀǘǘ 

ŀƭƪŀƭƳŀȊƴŀƪ ƛƭȅŜƴ ǎȊŜƳŞƭȅŜƪŜǘ ŜȊŜƪōŜƴ ŀ ƳǳƴƪŀŦƻǊƳłƪōŀƴΣ ŀȊ Ŝ ŦŜƭŜǘǘƛ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ƴŜƳ 

ƧŜƭƭŜƳȊǃΦ 

mǎǎȊŜǾŜǘŜǘǘǸƪ ŜȊŜƪŜǘ ŀ ǾłƭŀǎȊƻƪŀǘ ŀȊ Ŝƭǎǃ ƪŞǊŘŞǎǸƴƪƪŜƭΣ ƳŜǊǘ ƪƝǾłƴcsiak voltunk, mutat-e 

łƎŀȊŀǘƛ ƧŜƭƭŜƳȊǃƪŜǘ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅŜƪ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎŀΦ ! 

ƭŜƎƴŀƎȅƻōō ŀǊłƴȅōŀƴ Ƴƛƴǘłōŀ ƪŜǊǸƭǃ ŦŜƭŘƻƭƎƻȊƽƛǇŀǊƛ ŎŞƎŜƪ рс҈-ŀ ƴŜƳ ŦƻƎƭŀƭƪƻȊǘŀǘƽ Ŝ 

ŎŞƭŎǎƻǇƻǊǘ Şǎ ƳǳƴƪŀŦƻǊƳŀ ŜǎŜǘŞōŜƴΣ Ƙŀǎƻƴƭƽŀƴ ƳŀƎŀǎ ŜȊ ŀȊ ŀǊłƴȅ ŀ ƪŜǊŜǎƪŜŘŜƭƳƛ łƎŀȊŀǘōŀƴΦ 

.łǊ ŀ Ƴƛƴǘłōŀ ƴŜƳ ƴŀƎȅ ǎȊłƳōŀ ƪŜǊǸƭǘŜƪ ƻƪǘŀǘłǎƛ ƛƴǘŞȊƳŞƴȅŜƪΣ ŘŜ ƪƛǘǼƴƛƪΣ ƘƻƎȅ ŜǎŜǘǸƪōŜƴ 

60%-ǳƪ ƧŜƭŜȊǘŜΣ ƘƻƎȅ ƴŜƳ ŦƻƎƭŀƭƪƻȊǘŀǘΣ Şǎ ŀǊłƴȅŀƛōŀƴ ŀ ǎȊŀƪƳŀƛΣ ƳǼǎȊŀƪƛΣ ǘǳŘƻƳłƴȅƻǎ 

ǘŜǾŞƪŜƴȅǎŞƎΣ ŀ ǎȊłƭƭƝǘłǎΣ ǊŀƪǘłǊƻȊłǎΣ ǾŀƭŀƳƛƴǘ ŀ ǾƛƭƭŀƳƻǎŜƴŜǊƎƛŀ ǎȊŜƪǘƻǊ ŀ ƭŜƎƪƛŜƳŜƭƪŜŘǃōōΣ 

ƘƛǎȊ ŜǎŜǘǸƪōŜƴ тр҈ ŜȊ ŀ ƳŞǊǘŞƪΦ ;ǊŘŜƪŜǎǎŞƎΣ ƘƻƎȅ м-р Ŧǃ ƪǀȊǀǘǘƛ ƭŞǘǎȊłƳōŀƴ ŀ ƎŞǇ- Şǎ 

ŦŞƳƛǇŀǊƛ ŎŞƎŜƪΣ ǾŀƭŀƳƛƴǘ ŀ ƳǼǾŞǎȊŜǘΣ ǎȊƽǊŀƪƻȊǘŀǘłǎΣ ǎȊŀōŀŘƛŘǃǎ ǘŜǊǸƭŜǘ ŀ ƭŜƎƧŜƭŜƴǘǃǎŜōō 

ƪŞǇǾƛǎŜƭǃƪΣ ƘƛǎȊ Ŝƭǃōōƛ ŜǎŜǘŞōŜƴ рпΣ ǳǘƽōōƛƴłƭ пт҈ ƧŜƭŜȊǘŜ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǘΦ ¢ƻǾłōōƛ 



 

 

 
319 

 

ǀǎǎȊŜŦǸƎƎŞǎΣ ƘƻƎȅ ŀ мм-нр Ŧǃ ƪǀȊǀǘǘƛ ƭŞǘǎȊłƳǵ ŀƭƪŀƭƳŀȊłǎ ƘłǊƻƳ ǘŜǊǸƭŜǘŜƴ Ǿƻƭǘ ŀ ƭŜƎƴŀƎȅƻōōΥ 

a ƘǳƳłƴ-ŜƎŞǎȊǎŞƎǸƎȅƛΣ ǎȊƻŎƛłƭƛǎ ŜƭƭłǘłǎΣ ŀȊ ƛƴŦƻǊƳłŎƛƽΣ ƪƻƳƳǳƴƛƪłŎƛƽ Şǎ ŀȊ ƛƴƎŀǘƭŀƴǸƎȅƭŜǘŜƪΦ 

LƎȅŜƪŜȊǘǸƴƪ ǊłǾƛƭłƎƝǘŀƴƛ ŀȊƻƪǊŀ ŀȊ ŀƪŀŘłƭȅƻƪǊŀ ƛǎΣ ŀƳŜƭȅŜƪ ƳŜƎƎłǘƻƭƧłƪ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǘΦ 

9ōōŜƴ ŀȊ ŜǎŜǘōŜƴ ƛǎ ƭŜƘŜǘǃǎŞƎ Ǿƻƭǘ ǘǀōō ǾłƭŀǎȊ ƳŜƎƧŜƭǀƭŞǎŞǊŜ όƛǘǘ ŀȊ ƴҐорф ǾƻƭǘύΦ ! ǾłƭŀǎȊŀŘƽƪ 

тΣр ǎȊłȊŀƭŞƪŀ ŀȊŞǊǘ ƴŜƳ ǘŜǘǘ ƛƴǘŞȊƪŜŘŞǎŜƪŜǘΣ ƛƭƭŜǘǾŜ ƴŜƳ ŦƻƎƭŀƭƪƻȊǘŀǘ ƳŜƎǾłƭǘƻȊƻǘǘ 

ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽǘΣ ƳŜǊǘ ǎȊŜǊǾŜȊŜǘǸƪ ŀ ƧƻƎǎȊŀōłƭȅ ŀƭŀǇƧłƴ ƴŜƳ ƪǀǘŜƭŜȊŜǘǘΦ ! 

ƳǳƴƪŀŀŘƽƪ ƴŜƎȅŜŘ ǊŞǎȊŜ ƧŜƭŜȊǘŜ ƛǘǘΣ ƘƻƎȅ ǾŀƭŀƳƛƭȅŜƴ ŦƻǊƳłōŀƴ ǊŜŀƎłƭǘ ŀ ǊŜƘŀōƛƭƛǘłŎƛƽǎ 

ƘƻȊȊłƧłǊǳƭłǎ ǀǎǎȊŜƎŞƴŜƪ ƳŜƎŜƳŜƭŞǎŞǊŜΦ !Ȋƻƪ ƪǀȊǸƭΣ ŀƪƛƪ ƪǀǘŜƭŜȊŜǘǘŜƪΣ ŘŜ ŜƴƴŜƪ ŜƭƭŜƴŞǊŜ 

nem tettek semmilyŜƴ ƛƴǘŞȊƪŜŘŞǎǘ όƴҐнппύΣ ƭŜƎǘǀōōŜƴ ŀȊ ŀŘŜƪǾłǘ ƳǳƴƪŀƪǀǊǀƪŜǘΣ ƛƭƭŜǘǾŜ ŀ 

ƳŜƎŦŜƭŜƭǃ ƪŞǇŜǎǎŞƎǼ Şǎ ƪŞǇȊŜǘǘǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽǘ όмс҈ύ ƘƛłƴȅƻƭƧłƪΦ aƛƴŘƪŞǘ ŀƪŀŘłƭȅƪŞƴǘ 

ƧŜƭȊŜǘǘ ǾłƭŀǎȊ ǀǎǎȊŜŎǎŜƴƎ ŀ ƪƻǊłōōŀƴ ƳłǊ ƘƛǾŀǘƪƻȊƻǘǘ ǀǘ ŞǾǾŜƭ ŜȊŜƭǃǘǘƛ ƪǳǘŀǘłǎ ŜǊŜŘƳŞƴȅŜƛǾŜƭΦ 

Ezt az ƛƴŦƻǊƳłŎƛƽƪ Ƙƛłƴȅŀ όмп҈ύ Şǎ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ǘǵƭ ƴŀƎȅ ŀŘƳƛƴƛǎȊǘǊłŎƛƽǎ ǘŜǊƘŜ όмл҈ύ 

ƪǀǾŜǘƛΦ !Ȋ ŀƪŀŘłƭȅƳŜƴǘŜǎƝǘŞǎ ǇǊƻōƭŞƳłƛΣ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƘƻȊ ǎȊǸƪǎŞƎŜǎ ŦŜƭǘŞǘŜƭŜƪ Ƙƛłƴȅŀ Şǎ ŀ 

ƳƛƴǃǎƝǘŞǎƛ ǊŜƴŘǎȊŜǊ ŦƻƭȅŀƳŀǘƻǎ ǾłƭǘƻȊłǎŀƛ ƧŜƭŜƴǘŜƪ ƳŜƎ ƳŞƎ ŀ ǾłƭŀǎȊƻƪ ƪǀȊǀǘǘ ǎȊłƳƻǘǘŜǾǃŜƴ 

όу҈ ƪǀǊǸƭύΦ LƭƭŜǘǾŜ т-т҈ Ǿƻƭǘ ƳŞƎ ŀȊƻƪ ŀǊłƴȅŀΣ ŀƪƛƪ ŀ ƪƛǎȊłƳƝǘƘŀǘŀǘƭŀƴ ǘłƳƻƎŀǘłǎƛ ǊŜƴŘǎȊŜǊǘ 

ŞǎκǾŀƎȅ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ŀƪŀŘłƭȅŀƪŞƴǘ ŀ ǘŀǇŀǎȊǘŀƭŀǘ Ƙƛłƴȅłǘ ƧŜƭǀƭǘŞƪ ƳŜƎΦ 

{ŀǊƪŀƭŀǘƻǎ Ǉƻƴǘ ŀ Ƴǳƴƪłƭǘŀǘƽƪ ƳŜƎƝǘŞƭŞǎŜ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŜƳōŜǊŜƪ 

fƻƎƭŀƭƪƻȊǘŀǘƘŀǘƽǎłƎłǊƽƭΣ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłǊƽƭΦ 9ƴƴŞƭ ŀ ƪŞǊŘŞǎƴŞƭ ƪŀǇǘǳƪ ŀ ƭŜƎǘǀōō ǾłƭŀǎȊǘΣ рру 

ƧŜƭǀƭŞǎǘ ǊŜƎƛǎȊǘǊłƭǘǳƴƪΦ ф-ф ǇƻȊƛǘƝǾ Şǎ ƴŜƎŀǘƝǾ łƭƭƝǘłǎǘ ŦƻƎŀƭƳŀȊǘǳƴƪ ƳŜƎ Şǎ ǀǊǀƳǘŜƭƛΣ ƘƻƎȅ ŀ 

ƳŜƎƻǎȊƭłǎ см-оф҈ Ǿƻƭǘ ŀ ǇƻȊƛǘƝǾŀƪ ƧŀǾłǊŀΣ ǾŀƎȅƛǎ ŀ ƳŜƎƝǘŞƭŞǎ ŘǀƴǘǃŜƴ ƧƽΦ aŞƎ ōƛȊǘŀǘƽōō ŀ ƪŞǇ 

ŀȊ ǀǎǎȊŜǎ ǾłƭŀǎȊŀŘƽǘ ŦƛƎȅŜƭŜƳōŜ ǾŞǾŜΣ ƘƛǎȊŜƴ ŀȊǘ ƭłǘƧǳƪΣ ƘƻƎȅ ŀȊ Ŝƭǎǃ ƘłǊƻƳ ƭŜƎƎȅŀƪƻǊƛōō 

ǾŞƭŜƳŞƴȅ ǇƻȊƛǘƝǾ όмΦ ŀ Ƴǳƴƪłǘ ƪƛƘƝǾłǎƴŀƪ Şǎ ƴŀƎȅ ƭŜƘŜǘǃǎŞƎƴŜƪ ŞǊȊƛƪ όмо҈ύΤ нΦ ŀ ŎŞƎ ƛǊłƴǘ 

ƭƻƧłƭƛǎŀƪ Şǎ ŜƭƪǀǘŜƭŜȊŜǘǘŜƪ όмм҈ύΤ оΦ ƪŜǾŜǎŜōōǎȊŜǊ Ǿłƭtanak munkahelyet 10%)).  

!Ȋ Ŝƭǎǃ ǀǘōŜƴ ƛǎ Ŏǎŀƪ ŜƎȅ ƴŜƎŀǘƝǾ ƳŜƎƭłǘłǎ ƧŜƭŜƴƛƪ ƳŜƎΤ пΦ ǘǀōōǎȊǀǊ ōŜǘŜƎŜǎƪŜŘƴŜƪ όф҈ύΣ ƳƝƎ 

ŀȊ рΦ ǵƧǊŀ ǇƻȊƛǘƝǾ ƳŜƎƝǘŞƭŞǎǘ ǘǸƪǊǀȊΥ ǎȊŀōłƭȅƪǀǾŜǘǃƪΣ ōŜǘŀǊǘƧłƪ ŀȊ ŜƭǃƝǊłǎƻƪŀǘ όт҈ύύΦ ! Ƨƽ 

ƳŜƎƝǘŞƭŞǎŜƪ ƪǀȊǀǘǘ ƳŞƎ ƧŜƭŜƴǘǃǎŜōō ǎȊłƳōŀƴ όр-6҈ ƪǀǊǸƭύ ƳŜƎƧŜƭŜƴƛƪ ŀ ƎŀȊŘŀǎłƎƛ ŞǊŘŜƪ Şǎ ŀ 

tw ŞǊǘŞƪΣ ŀȊ ŀƎƎłƭȅƻƪ ŜǎŜǘŞōŜƴ ǇŜŘƛƎ ƪōΦ ǳƎȅŀƴƛƭȅŜƴ ƳŞǊǘŞƪōŜƴ Ωŀ ƪǸƭǀƴ ǎȊŀōłƭȅƻƪŀǘ 

ƛƎŞƴȅŜƭƴŜƪΩΣ ƛƭƭŜǘǾŜ ŀ αƳǳƴƪłǘ ǎŜƎŞƭȅ ƘŜƭȅŜǘǘƛ ƪŞƴȅǎȊŜǊƴŜƪ ƎƻƴŘƻƭƧłƪέ ǾłƭŀǎȊΦ 

!ǊǊŀ ƛǎ ǊłƪŞǊŘŜȊǘǸƴƪΣ ƳƛƭȅŜƴ ǎȊƻƭƎłƭǘŀǘłǎ ǾŀƎȅ ŀƪǘƛǾłƭƽ ŜǎȊƪǀȊ ƴȅǵƧǘŀƴŀ ǎŜƎƝǘǎŞƎŜǘ ŀȊ ŞǊƛƴǘŜǘǘ 

ƳǳƴƪŀǾłƭƭŀƭƽƪ ƴŜƳ ǘƛǇƛƪǳǎ ŦƻǊƳłōŀƴ ǘǀǊǘŞƴǃ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłƘƻȊΦ ! ƳǳƴƪŀŀŘƽƪ му҈-a 
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ƧŜƭŜȊǘŜΣ ƘƻƎȅ ƴŜƳ ƛƎŞƴȅŜƭ ǎŜƳƳƛƭȅŜƴ ǎŜƎƝǘǎŞƎŜǘΣ ŘŜ ŜȊ ŜƎȅōŜƴ ŀȊǘ ƛǎ ƧŜƭŜƴǘƛΣ ƘƻƎȅ ун҈-ban 

ǾƛǎȊƻƴǘ ǎȊƝǾŜǎŜƴ ǾŜƴƴŞƴŜƪ ƛƎŞƴȅōŜ ǾŀƭŀƳƛƭȅŜƴ ŜǎȊƪǀȊǘ ǾŀƎȅ ǎȊƻƭƎłƭǘŀǘłǎǘ όƴҐоулύΦ ! ƭŜƎǘǀōōŜƴ 

ǘƻǾłōōƛ ŀŘƽƪŜŘǾŜȊƳŞƴȅǘ ǾŜƴƴŞƴŜƪ ǎȊƝǾŜǎŜƴΣ ŜȊ ŀȊ ǀǎǎȊŜǎ ǾłƭŀǎȊƻƪ όƴҐпссύ мп҈-a, ha viszont 

Ŏǎŀƪ ŀȊƻƪŀǘ ǾŜǎǎȊǸƪ ŦƛƎȅŜƭŜƳōŜΣ ŀƪƛƪ ƛƎŞƴȅōŜ ǾŜƴƴŞƴŜƪΣ ŜȊ ŀȊ ŀǊłƴȅ му҈-Ǌŀ ƴǃΦ 9Ȋǘ ƪǀǾŜǘƛ ŀ 

ƳǳƴƪŀƪƛǇǊƽōłƭłǎ ǘłƳƻƎŀǘłǎŀΣ ŀȊ ǀǎǎȊŜǎ ǾłƭŀǎȊƻƪ мнΣ ŀȊ ƛƎŜƴƭǃ ǾłƭŀǎȊƻƪ мп҈-łōŀƴΦ aŀƧŘ ŀȊ 

ŀƪŀŘłƭȅƳŜƴǘŜǎƝǘŞǎ ǘłƳƻƎŀǘłǎŀ ƧŜƭŜƴǘƪŜȊƛƪ ƳŞƎ ƧŜƭŜƴǘǃǎŜōō ƛƎŞƴȅƪŞƴǘ όуΣ ƛƭƭΦ мл҈ ŀǊłƴȅōŀƴύΦ 

Iŀ ǀǎǎȊŜǎƝǘƧǸƪ ŀ ǾłƭŀǎȊƻƪŀǘΣ ŀȊǘ ƭłǘƘŀǘƧǳƪΣ ƘƻƎȅ ŀ Ƴǳƴƪłƭǘŀǘƽƪ тн҈-ōŀƴ ŜƭǎǃǎƻǊōŀƴ ǾŀƭŀƳƛƭȅŜƴ 

ǇŞƴȊōŜƭƛ ǘłƳƻƎŀǘłǎǘ ƛƎŞƴȅŜƭƴŞƴŜƪ ŀȊ ŞǊƛƴǘŜǘǘŜƪ ς ƴŀƎȅƻōō ŀǊłƴȅǵ ς ŦƻƎƭŀƭƪƻȊǘŀǘłǎłƘƻȊΦ 9Ȋ ŀ 

Ƴǳƴƪłƭǘŀǘƽƛ ƳŜƎƪǀȊŜƭƝǘŞǎ ǘǸƪǊǀȊƛ ŀȊǘ ŀ ǎȊŜƳƭŞƭŜǘŜǘΣ ŀƳŜƭȅ ŀ Ƴŀƛ ƳŀƎȅŀǊ ƎŀȊŘŀǎłƎōŀƴ 

ƳǼƪǀŘǃ ŎŞƎŜƪ ƘŜƭȅȊŜǘŞōǃƭΣ ǇŞƴȊǘŜƭŜƴǎŞƎŞōǃƭΣ ƭƛƪǾƛŘƛǘłǎƛ ǇǊƻōƭŞƳłƛōƽƭ ŦŀƪŀŘΦ ! ƪŞǊŘŞǎƪǀǊ ǵƴ. 

αǎƻŦǘέ-ǘŞƴȅŜȊǃƛ όǘŀƴłŎǎŀŘłǎΣ ƪŞǇȊŞǎŜƪΣ ƛƴŦƻǊƳłŎƛƽǎ ǊŜƴŘǎȊŜǊŜƪύ ŜƴƴŞƭ ƧƽǾŀƭ ǎȊŜǊŞƴȅŜōō 

ŀǊłƴȅōŀƴ όну҈ύ ƧŜƭŜƴƴŜƪ ƳŜƎ ŀ ǾłƭŀǎȊƻƪ ƪǀȊǀǘǘΦ 

! ƧǀǾǃōŜƴƛ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ǘŜǊǾŜƪƪŜƭ ƪŀǇŎǎƻƭŀǘōŀƴ ŀ ǾłƭŀǎȊŀŘƽƪ ǘǀōō Ƴƛƴǘ ŦŜƭŜ ƳŞƎ ƴŜƳ ǘǳŘƧŀΣ 

hogy alkalmaz-Ŝ ŀ ƪŞǎǃōōƛŜƪōŜƴ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽǘΦ ! Ƴƛƴǘŀ у҈-

ŀ ŀȊŞǊǘ ƴŜƳ ǘŜǊǾŜȊ ǾŜƭǸƪΣ ƳŜǊǘ ǵƎȅ ǾŞƭƛΣ ƘƻƎȅ ƴƛƴŎǎ ǎȊłƳǳƪǊŀ ƳŜƎŦŜƭŜƭǃ ƳǳƴƪŀƪǀǊΣ ǘƻǾłōōƛ 

1%-ōŀƴ ǇŜŘƛƎΣ ƳŜǊǘ ƴŜƳ Ǿłƭǘŀƪ ōŜΦ 9ƎȅŞǊǘŜƭƳǼ ƛƎŜƴƴŜƭ ŀ Ƴƛƴǘŀ оф҈-ŀ ǾƻƪǎƻƭǘΣ ƪǀȊǸƭǸƪ 

ƭŜƎƴŀƎȅƻōō ǊŞǎȊōŜƴ ŀȊŞǊǘΣ ƳŜǊǘ ǇƻȊƛǘƝǾŀƪ ŀ ǘŀǇŀǎȊǘŀƭŀǘŀƛƪ όмс҈ύΣ ǘƻǾłōōƛ мо҈ ǇŜŘƛƎ ƳŜǊǘ 

ǎȊƻŎƛłƭƛǎŀƴ ŞǊȊŞƪŜƴȅΦ ! Ƴǳƴƪłƭǘŀǘƽƪ ƳƛƴŘǀǎǎȊŜ о҈-ŀ ŀ ƪǾƽǘŀ ƪǀǘŜƭŜȊŜǘǘǎŞƎ ƳŞǊǘŞƪŞƛƎ ǘŜǊǾŜȊƛ 

ŀȊ ŀƭƪŀƭƳŀȊłǎǘΦ  

Iŀ ǀǎǎȊŜǎǎŞƎŞōŜƴ ƴŞȊȊǸƪ ŀ ǾłƭŀǎȊƻƪŀǘΣ ŜƭƳƻƴŘƘŀǘƧǳƪΣ ƘƻƎȅ ŀ Ƴǳƴƪłƭǘŀǘƽƪ Řǀƴǘǃ ǊŞǎȊŜ ƳŞƎ 

ōƛȊƻƴȅǘŀƭŀƴΣ ƪǀǊǸƭōŜƭǸƭ пл҈-ŀ ƪǸƭǀƴōǀȊǃ ƻƪƻƪōƽƭ ǳƎȅŀƴΣ ŘŜ ǘŜǊǾŜȊ ŀ ƧǀǾǃōŜƴ ƛǎ 

ŎŞƭŎǎƻǇƻǊǘǳƴƪƪŀƭΣ Şǎ ƳƛƴŘǀǎǎȊŜǎŜƴ ŀ Ƴƛƴǘŀ ǘƛȊŜŘŜ ƧŜƭȊŜǘǘ ŜƭǳǘŀǎƝǘłǎǘΦ Iŀ ƛǘǘ ƛǎ ƳŜƎƴŞȊȊǸƪ ŀȊ ǀǘ 

ŞǾǾŜƭ ŜȊŜƭǃǘǘƛ ŜǊŜŘƳŞƴȅŜƛƴƪŜǘ, ŀȊǘ ŞǊȊŞƪŜƭƘŜǘƧǸƪΣ ƘƻƎȅ ŘǳǇƭłƧłǊŀ ƴǃǘǘ ŀ ōƛȊƻƴȅǘŀƭŀƴ ǾłƭŀǎȊƻƪ 

ǎȊłƳŀ Şǎ ŜȊȊŜƭ ŜƎȅǸǘǘ ру-Ǌƽƭ оф҈-Ǌŀ ŎǎǀƪƪŜƴǘ ŀȊ ŜƎȅŞǊǘŜƭƳǼŜƴ ΩƛƎŜƴΩ ŀǊłƴȅΣ ǾƛǎȊƻƴǘ ŦŜƭŞǊŜ 

ŎǎǀƪƪŜƴǘ ŀ ƴŜƳŜƪ ƳŞǊǘŞƪŜΦ tŜǊǎȊŜ ƴŜƳ ǎȊŀōŀŘ ŦƛƎȅŜƭƳŜƴ ƪƝǾǸƭ ƘŀƎȅƴǳƴƪ ŀȊǘ ŀ ǘŞƴȅǘ ǎŜƳΣ 

hogy a 2012-Ŝǎ ƪǳǘŀǘłǎōŀƴ Ŏǎŀƪ нр Ŧǃ ŦŜƭŜǘǘƛΣ ǘŜƘłǘ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ ƪǀǘŜƭŜȊŜǘǘǎŞƎ ǘŜǊƘŞǾŜƭ 

ǘŜǊǾŜȊǃ ƳǳƴƪŀŀŘƽ ǾŜǘǘ ǊŞǎȊǘΦ 

5ƛŦŦŜǊŜƴŎƛłƭǘŀōō ƪŞǇŜǘ ƪŀǇƘŀǘǳƴƪ ŀ ƧǀǾǃƪŞǇǇŜƭ ƪŀǇŎǎƻƭŀǘōŀƴΣ Ƙŀ ƳƛƴŘŜȊǘ ǀǎǎȊŜǾŜǘƧǸƪ ŀȊȊŀƭΣ 

ƘƻƎȅ ŀ Ƴǳƴƪłƭǘŀǘƽ ŜƎȅōŜƴ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅŜƪ ŦƻƎƭŀƭƪƻȊǘŀǘƽƧŀ-e vagy 

ǎŜƳΦ !Ȋ ƪǀǊǾƻƴŀƭŀȊƽŘƛƪΣ ƘƻƎȅ ŀ ƴŜƳ ŦƻƎƭŀƭƪƻȊǘŀǘƽƪ тм҈-ŀ ōƛȊƻƴȅǘŀƭŀƴ ŀ ƧǀǾǃǾŜƭ ƪŀǇŎǎƻƭŀǘōŀƴΣ 
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ǊłŀŘłǎǳƭ ǘƻǾłōōƛ му҈-ǳƪ ŜƎȅŞǊǘŜƭƳǼŜƴ ƴŜƳ ǘŜǊǾŜȊ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǎŀƭΦ !Ȋ ƛǎ Ƨƽƭ ƪƛƻƭǾŀǎƘŀǘƽΣ 

ƘƻƎȅ ŀȊƻƪ ƪǀȊǸƭΣ ŀƪƛƪ ŀȊŞǊǘ ƴŜƳ ǘŜǊǾŜȊƴŜƪ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅŜƪƪŜƭΣ 

mert nincs sȊłƳǳƪǊŀ ƳŜƎŦŜƭŜƭǃ ƳǳƴƪŀƘŜƭȅΣ ту҈-ōŀƴ ŀ ƴŜƳ ŦƻƎƭŀƭƪƻȊǘŀǘƽƪ ƪǀȊǸƭ ƪŜǊǸƭƴŜƪ ƪƛΦ 

5ǀƴǘǃŜƴ ǇŜŘƛƎ ŀȊ м-р Ŧǃǘ ŀƭƪŀƭƳŀȊƽƪ ƴȅƛƭŀǘƪƻȊǘŀƪ ǵƎȅ όрт҈ύΣ ƘƻƎȅ Ŏǎŀƪ ŀ ƪǾƽǘŀ ƪǀǘŜƭŜȊŜǘǘǎŞƎ 

ƳŞǊǘŞƪŞƛƎ ǘŜǊǾŜȊƴŜƪ ŀȊ ŞǊƛƴǘŜǘǘŜƪƪŜƭΦ  

 m{{½9D½;{ 

Cǃōō ƳŜƎłƭƭŀǇƝǘłǎŀƛƴƪ ƪǀȊŞ ǘŀǊǘƻȊƛƪΣ ƘƻƎȅ ŀ ƭŜƎƛǎƳŜǊǘŜōō Şǎ ƭŜƎƴŞǇǎȊŜǊǼōō ŀǘƛǇƛƪǳǎ 

ƳǳƴƪŀŦƻǊƳłƪƴŀƪ ŀ ƪǳǘŀǘłǎōŀƴ ǊŞǎȊǘǾŜǾǃ DŞƭ-Řǳƴłƴǘǵƭƛ Ƴǳƴƪłƭǘŀǘƽƪ ƎȅŀƪƻǊƭŀǘŀ ŀƭŀǇƧłƴ ŀ 

ǊŞǎȊƳǳƴƪŀƛŘǃ όоп҈ύΣ ŀ ƪǀƭŎǎǀƴȊǀǘǘ ƳǳƴƪŀŜǊǃ όму҈ύ Şǎ ŀ ǊǳƎŀƭƳŀǎ ƳǳƴƪŀƛŘǃ όф҈ύ ǘŜƪƛƴǘƘŜǘǃΦ 

aƝƎ ŀ ƴŀƎȅŦƻƎƭŀƭƪƻȊǘŀǘƽƪ ǎȊƝǾŜǎŜōōŜƴ ŀƭƪŀƭƳŀȊƴŀƪ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǘΣ ŀŘŘƛƎ ŀ 

ƪƛǎǾłƭƭŀƭƪƻȊłǎƻƪ ƴŜƳ ƛǎƳŜǊƛƪ ŜƴƴŜƪ ǊŜƴŘǎȊŜǊŞǘΦ  

ałǎƛƪ Ŧƻƴǘƻǎ ƳŜƎłƭƭŀǇƝǘǎǳƴƪΣ ƘƻƎȅ ŀ Ƴǳƴƪłƭǘŀǘƽƛ ŞǊŘŜƪŜƭǘǎŞƎōŜƴ ŀȊ ǳǘƽōōƛ ƛŘǃōŜƴ ǾłƭǘƻȊłǎƻƪ 

ǘŀǇŀǎȊǘŀƭƘŀǘƽƪΦ aƝƎ ƪƻǊłōōŀƴ ŀȊ Ǿƻƭǘ ŀ ƧŜƭƭŜƳȊǃΣ ƘƻƎȅ αǾŜƎȅǸƴƪ ŦŜƭ ŜƎȅ ƳŜƎǾłƭǘƻȊƻǘǘ 

ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŜƳōŜǊǘ ƴŞƎȅ ƽǊłōŀƴ Şǎ ŜȊȊŜƭ ƪƛǾłƭǘƧǳƪ ŀ ǊŜƘŀōƛƭƛǘłŎƛƽǎ ƘƻȊȊłƧłǊǳƭłǎǘέΣ ƳłǊŀ 

ŀ ƳǳƴƪŀŜǊǃ Ƙƛłƴȅłōƽƭ ŀŘƽŘƽŀƴ ƳłǊ ŀ ǘŜǊƳŜƭŞǎōŜƴ Ǿŀƭƽ ŀƪǘƛǾƛǘłǎ ƛǎ Ŧƻƴǘƻǎǎł ǾłƭǘΦ 9Ȋ ŜƎȅǊŞǎȊǘ 

Ŝƭǃƴȅ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŜƳōŜǊŜƪΣ Ƴƛƴǘ ƳǳƴƪŀŜǊǃ ǘŀǊǘŀƭŞƪ ƛǊłƴǘƛ ŞǊŘŜƪƭǃŘŞǎ 

ƳŜƎƴǀǾŜƪŜŘŞǎŞōŜƴΣ ƳłǎǊŞǎȊǘ ƘłǘǊłƴȅΣ ƳŜǊǘ ƴƛƴŎǎ ƛŘǃ ƳǳƴƪŀƪƛǇǊƽōłƭłǎǊŀΣ ōŜǘŀƴǳƭłǎǊŀΦ 

! ƳŜƎƪŞǊŘŜȊŜǘǘ ŘŞƭ-Řǳƴłƴǘǵƭƛ Ƴǳƴƪłƭǘŀǘƽƪ ǎȊŜǊƛƴǘ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ 

ǎȊŜƳŞƭȅŜƪ ŀǘƛǇƛƪǳǎ ŦƻƎƭŀƭƪƻȊǘŀǘłǎłƴŀƪ Ŧǃōō ŀƪŀŘłƭȅŀƛ ŀ ƳŜƎŦŜƭŜƭǃ ƳǳƴƪŀƪǀǊ ƘƛłƴȅŀΣ ŀ 

ƳŜƎŦŜƭŜƭǃ ƪŞǇȊŜǘǘǎŞƎǼΣ ƪŞǇŜǎǎŞƎǼ ƳǳƴƪŀǾłƭƭŀƭƽ ƘƛłƴȅŀΣ ŀȊ ŀƭƪŀƭƳŀȊƘŀǘƽ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƛ 

ŦƻǊƳłƪƪŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ƛƴŦƻǊƳłŎƛƽƘƛłƴȅΣ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ ǘǵƭ ƴŀƎȅ ŀŘƳƛƴƛǎȊǘǊłŎƛƽǎ ǘŜǊƘŜΣ 

ǾŀƭŀƳƛƴǘ ŀȊ ŀƪŀŘłƭȅƳŜƴǘŜǎƝǘŞǎ ǇǊƻōƭŞƳłƛΤ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎƘƻȊ ǎȊǸƪǎŞƎŜǎ ŦŜƭǘŞǘŜƭŜƪ ƘƛłƴȅŀΤ ŀ 

ƳƛƴǃǎƝǘŞǎƛ ǊŜƴŘǎȊŜǊ ŦƻƭȅŀƳŀǘƻǎ ǾłƭǘƻȊłǎŀƛΦ  

mǊǀƳǘŜƭƛƴŜƪ ǘŜƪƛƴǘƘŜǘǃΣ ƘƻƎȅ ŀ Ƴǳƴƪłƭǘŀǘƽƪ łƭǘŀƭłƴƻǎ ƳŜƎƝǘŞƭŞǎŜ ŀ ƳŜƎǾłƭǘƻȊƻǘǘ 

ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ǎȊŜƳŞƭȅŜƪǊǃƭΣ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǳƪǊƽƭ ŘǀƴǘǃŜƴ ǇƻȊƛǘƝǾ όсф҈ύΦ 9ƴƴŜƪ 

legfontosabb okai, hogy a megǾłƭǘƻȊƻǘǘ ƳǳƴƪŀƪŞǇŜǎǎŞƎǼ ŘƻƭƎƻȊƽƪ ŀ Ƴǳƴƪłǘ ƪƛƘƝǾłǎƴŀƪΣ ƴŀƎȅ 

ƭŜƘŜǘǃǎŞƎƴŜƪ ŞǊȊƛƪΣ ƭƻƧłƭƛǎŀƪ Şǎ ŜƭƪǀǘŜƭŜȊŜǘǘŜƪ ŀ ŎŞƎ ƛǊłƴǘΣ ƪŜǾŜǎŜōōǎȊŜǊ Ǿłƭǘŀƴŀƪ ƳǳƴƪŀƘŜƭȅŜǘ 

όǳƎȅŀƴ ǘǀōōǎȊǀǊ ōŜǘŜƎŜǎƪŜŘƴŜƪύΣ ǾƛǎȊƻƴǘ ŀƭŀǇǾŜǘǃŜƴ ǎȊŀōłƭȅƪǀǾŜǘǃƪΣ ōŜǘŀǊǘƧłƪ ŀȊ 

ŜƭǃƝǊłǎƻƪŀǘΦ 
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½łǊłǎƪŞƴǘ Ŧƻƴǘƻǎƴŀƪ ǘŀǊǘƧǳƪ ƘŀƴƎǎǵƭȅƻȊƴƛΥ ŀ ǊǳƎŀƭƳŀǎ ƳǳƴƪŀŜǊǃǇƛŀŎ ŀƪƪƻǊ ǘŜƪƛƴǘƘŜǘǃ Ƨƽƭ 

ƳǼƪǀŘǃƴŜƪΣ Ƙŀ ōǃǾǸƭ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎΣ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ ƧƻƎŀƛ ƴŜƳ ŎǎƻǊōǳƭƴŀƪΣ Şǎ ŀ ǊǳƎŀƭƳŀǎ 
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Absztrakt 

A kis- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪ Iw ƎȅŀƪƻǊƭŀǘłƴŀƪ ǾƛȊǎƎłƭŀǘłōŀƴ ǘǀōō ƴŜƘŞȊǎŞƎƎŜƭ ƛǎ 

ǘŀƭłƭƪƻȊƘŀǘǳƴƪΦ 9ƎȅǊŞǎȊǊǃƭ ƴƛƴŎǎ ŜƎȅǎŞƎŜǎ ŘŜŦƛƴƝŎƛƽ ŀ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭŀǘƻƪ ƳŞǊŜǘŞǘ ǘŜƪƛƴǘǾŜ, 

ƳłǎǊŞǎȊǊǃƭ ŀ ƪŀǘŜƎƽǊƛłƴ ōŜƭǸƭ ƛǎ ƴŀƎȅƻƴ ǾŜƎȅŜǎ ŀ ƪŞǇΦ 9ƎȅǊŜ ǘǀōōŜƴ Ƴǳǘŀǘƴŀƪ ǊłΣ ƘƻƎȅ ŀ 

Ǿłƭƭŀƭŀǘƛ ƳŞǊŜǘ ƳŜƭƭŜǘǘ ŀȊ ƛǇŀǊłƎ Şǎ ǘŜǾŞƪŜƴȅǎŞƎΣ ŀ Ǿłƭƭŀƭŀǘƻƪ ŞƭŜǘƪƻǊŀΣ ŀ ǘǳƭŀƧŘƻƴƻǎ ǎȊŜƳŞƭȅŜ 

Şǎ ŜƎȅŞō ƧŜƭƭŜƳȊǃƪ ƛǎ ōŜŦƻƭȅłǎƻƭƧłƪ ŀ YY±-ƪ ƳǼƪǀŘŞǎŞǘΣ ŜȊŜƴ ōŜƭǸƭ ŀȊ ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎƻƪ 

ŦŜƭƘŀǎȊƴłƭłǎłǾŀƭ Şǎ ƳŜƴŜŘȊǎŜƭŞǎŞǾŜƭ ƪŀǇŎǎƻƭŀǘos gyakorlataikat.  
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Abstract 

In examining the HR practice of small and medium-sized companies, we encounter more 

difficulties. On the one hand, there is no uniform definition of the size of small and medium-

sized businesses, on the other hand, the picture is very mixed within the category. More and 

more people point to the fact that besides the size of the company, industry, and activity, age 

of companies, owner, and other characteristics also affect the functioning of SMEs, including 

their human resources management practices. 

In our literature review, we discuss the special features of the HR practice of family SMEs 

within the SME sector according to four questions: recruitment and selection, training and 

development, performance appraisal and compensation, and organizational culture. 

Keywords: HRM practice, Small- and medium-sized enterprises (SME), Family business  

 .9±9½9¢p 

! ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŀ ƎŀȊŘŀǎłƎƛ ǊŜƴŘǎȊŜǊŜƪ Ŧƻƴǘƻǎ ŜƭŜƳŜƛΦ {ȊŀƪŞǊǘǃƛ ōŜŎǎƭŞǎŜƪ ǎȊŜǊƛƴǘ ŀȊ 

ŜǳǊƽǇŀƛ ǾłƭƭŀƭƪƻȊłǎƻƪ тл-80%-ŀ ŎǎŀƭłŘƛ ŎŞƎ (Mandl, 2008), ŀƳƛ Ƨƽƭ ƧŜƭȊƛ ƎŀȊŘŀǎłƎƛ ǎǵƭȅǳƪŀǘΦ 

CǳƴƪŎƛƽƧǳƪ ƴŜƳŎǎŀƪ ŀ ƎŀȊŘŀǎłƎƛ ƴǀǾŜƪŜŘŞǎƘŜȊ Ǿŀƭƽ ƘƻȊȊłƧłǊǳƭłǎōŀƴΣ ƘŀƴŜƳ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎ 

ōǃǾƝǘŞǎŞōŜƴ Şǎ ǎǘŀōƛƭƛȊłƭłǎłōŀƴΣ Şǎ ŀ ƴŜƳȊŜŘŞƪŜƪ ƪǀȊǀǘǘƛ ǘǳŘłǎǘǊŀƴǎȊŦŜǊōŜƴ ƛǎ ƳŜƎƘŀǘłǊƻȊƽΦ 

.łǊ ŜƎȅǊŜ ƴŀƎȅƻōō ŦƛƎȅŜƭŜƳ ǀǾŜȊƛ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ ƳƛƴŘ ŀȊ ŀƪŀŘŞƳƛŀƛΣ ƳƛƴŘ ŀ 

ŘǀƴǘŞǎƘƻȊƽƛ ŘƛǎƪǳǊȊǳǎōŀƴΣ ǾƛǎȊƻƴȅƭŀƎ ƪŜǾŞǎ ƪǳǘŀǘłǎ ŦƻƎƭŀƭƪƻȊƛƪ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪΣ Şǎ ƪǀȊǸƭǸƪ ƛǎ 

ŀ ŎǎŀƭłŘƛ ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪ όǘƻǾłōōƛŀƪōŀƴ YY±-ƪύ ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ƳŜƴŜŘȊǎƳŜƴǘ όŀ 

ǘƻǾłōōƛŀƪōŀƴ 99a ǾŀƎȅ Iwaύ ƎȅŀƪƻǊƭŀǘłǾŀƭΦ 

{ȊŀƪƛǊƻŘŀƭƳƛ ǀǎǎȊŜŦƻƎƭŀƭƽ ŎƛƪƪǸƴƪōŜƴ ŜƴƴŜƪ ŀ Ƙƛłƴȅƴŀƪ ŀ ōŜǘǀƭǘŞǎŞƘŜȊ ǎȊŜǊŜǘƴŞƴƪ 

ƘƻȊȊłƧłǊǳƭƴƛΥ ŀ ŦƻƎŀƭƳƛ ƳŜƎƘŀǘłǊƻȊłǎ ǳǘłƴ ŀ ŎǎŀƭłŘƛ YY±-ƪ Iwa ƎȅŀƪƻǊƭŀǘłƴŀƪ ǎǇŜŎƛłƭƛǎ 

ǎŀƧłǘƻǎǎłƎŀƛǘ ŦƻƎƭŀƭƧǳƪ ǀǎǎȊŜ ƴŞƎȅ ƪŞǊŘŞǎƪǀǊΣ ŀ ƳǳƴƪŀŜǊǃ ǘƻōƻǊȊłǎ Şǎ ƪƛǾłƭŀǎȊǘłǎΣ ŀ ƪŞǇȊŞǎ-

ŦŜƧƭŜǎȊǘŞǎΣ ŀ ǘŜƭƧŜǎƝǘƳŞƴȅŞǊǘŞƪŜƭŞǎ Şǎ ǀǎȊǘǀƴȊŞǎΣ ƛƭƭŜǘǾŜ ŀ ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀ ǎȊŜƳǇƻƴǘƧłōƽƭΦ  
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! ǾƛȊǎƎłƭƽŘłǎǘ ƴŜƘŜȊƝǘƛΣ ƘƻƎȅ ǎŜƳ ŀ YY±Σ ǎŜƳ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ǘŜƪƛƴǘŜǘŞōŜƴ ƴƛƴŎǎŜƴ 

łƭǘŀƭłƴƻǎŀƴ ŞǊǾŞƴȅŜǎ ƳŜƎƘŀǘłǊƻȊłǎΦ ! ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘƛ ƭŞǘǎȊłƳ ŀƭŀǇƧłƴ ƪƛŀƭŀƪƝǘƻǘǘ 

ƳŞǊŜǘƪŀǘŜƎƽǊƛłƪ ŀȊ ŀŘƻǘǘ ǘŞǊǎŞƎ ƎŀȊŘŀǎłƎłƴŀƪ ƧŜƭƭŜƳȊǃƛ ƳŜƴǘŞƴ ŜƭǘŞǊƘŜǘƴŜƪΣ ǇŞƭŘłǳƭ ƳƝƎ ŀȊ 

USA-ōŀƴ рлл Ŧǃ ŀƭŀǘǘ ƳłǊ ƪƛǎǾłƭƭŀƭŀǘƻƪǊƽƭ ōŜǎȊŞƭǸƴƪΣ ŀŘŘƛƎ ŀȊ 9¦-ōŀƴ нрл Ŧǃ ŦŜƭŜǘǘ ƳłǊ 

ƴŀƎȅǾłƭƭŀƭŀǘƻƪǊƽƭ όHarney ς Nolan, 2014ύΦ WŜƭŜƴ ǘŀƴǳƭƳłƴȅōŀƴ ŀȊ 9¦-ōŀƴ ŞǊǾŞƴȅŜǎ 

ƳŞǊŜǘƪŀǘŜƎƽǊƛłƪŀǘ ǘŜƪƛƴǘƧǸƪ ŞǊǾŞƴȅŜǎƴŜƪ ŀ ƳŀƎȅŀǊ ƎŀȊŘŀǎłƎǊŀ ƛǎΥ ƳƛƪǊƻǾłƭƭŀƭƪƻȊłǎƻƪƴŀƪ 

ǘŜƪƛƴǘƧǸƪ ŀ мл Ŧǃ ŀƭŀǘǘƛΣ ƪƛǎǾłƭƭŀƭƪƻȊłǎƴŀƪ ŀ мл-пф ŦǃǎΣ Şǎ ƪǀȊŞǇǾłƭƭŀƭŀǘƴŀƪ ŀȊ рл-нрл Ŧǃ 

ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƭ ǊŜƴŘŜƭƪŜȊǃ ŎŞƎŜƪŜǘΦ 

! ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪƴŀƪ ƛǎ ǎƻƪŦŞƭŜ ƳŜƎƘŀǘłǊƻȊłǎŀ ƭŞǘŜȊƛƪΣ ƴƛƴŎǎ ƪǀȊǀǘǘǸƪ ŜƎȅ łƭǘŀƭłƴƻǎŀƴ 

ŜƭŦƻƎŀŘƻǘǘ ŘŜŦƛƴƝŎƛƽ (Mandl, 2008). !ȊǘΣ ƘƻƎȅ ƳƛƭȅŜƴ ƛǎƳŞǊǾŜƪ ŀƭŀǇƧłƴ ǘŜƪƛƴǘŜƴŜƪ ŜƎȅ 

ǾłƭƭŀƭƪƻȊłǎǘ ŎǎŀƭłŘƛƴŀƪΣ ŀȊ ŀŘƻǘǘ ƪǳǘŀǘłǎ ŎŞƭƧłǘƽƭ Şǎ ŀȊ ŜƭŞǊƘŜǘǃ ŀŘŀǘƻƪǘƽƭ ƛǎ ŦǸƎƎΦ 9ȊŜƪ ŀ 

ƳŜƎƘŀǘłǊƻȊłǎƻƪ ƧŜƭƭŜƳȊǃŜƴ ƪŞǘ Ŧƻƴǘƻǎ ǎȊŜƳǇƻƴǘƻǘ ǾŜǎȊƴŜƪ ŦƛƎȅŜƭŜƳōŜΥ ŀ ŎǎŀƭłŘǘŀƎƻƪ 

ǘǳƭŀƧŘƻƴƻǎƛ ǊŞǎȊŜǎŜŘŞǎŞǘΣ ƛƭƭŜǘǾŜ ŀ ŎǎŀƭłŘǘŀƎƻƪ ōŜǾƻƴƽŘƻǘǘǎłƎłǘ ŀ Ǿłƭƭŀƭŀǘ ƛǊłƴȅƝǘłǎƛ ŞǎκǾŀƎȅ 

ƳǼƪǀŘŞǎƛ ǘŜǾŞƪŜƴȅǎŞƎŞōŜ όŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŘŜŦƛƴƝŎƛƽƛƴŀƪ ǀǎǎȊŜƘŀǎƻƴƭƝǘłǎłǊƽƭ ƭłǎŘ Yłǎŀ 

et al., 2017ύΦ !ƳŜƴƴȅƛōŜƴ ŀȊ ŜƳōŜǊƛ ŜǊǃŦƻǊǊłǎ ƎȅŀƪƻǊƭŀǘƻƪ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪǊŀ ǾƻƴŀǘƪƻȊƽ 

ƧŜƭƭŜƎȊŜǘŜǎǎŞƎŜƛ Ǿŀƴƴŀƪ ŀ ŦƽƪǳǎȊōŀƴΣ ƳƛƴŘŜƴƪŞǇǇŜƴ Ŧƻƴǘƻǎ ƪǊƛǘŞǊƛǳƳΣ ƘƻƎȅ ŀ ŎǎŀƭłŘǘŀƎƻƪ 

ōŜƪŀǇŎǎƻƭƽŘƧŀƴŀƪ ŀ ǾłƭƭŀƭƪƻȊłǎ ƳǼƪǀŘŞǎƛ ǘŜǾŞƪŜƴȅǎŞƎŞōŜ ŀƪłǊ ŘǀƴǘŞǎƘƻȊƽƛΣ ŀƪłǊ ƻǇŜǊŀǘƝǾ 

ǎȊŜǊŜǇƪǀǊǘ ŜƭƭłǘǾŀΦ 9Ǝȅ ƻƭȅŀƴ ǾłƭƭŀƭƪƻȊłǎ ŜǎŜǘŞōŜƴΣ ŀƳŜƭȅ Ŏǎŀƪ ǘǳƭŀƧŘƻƴƻǎƛ ǎȊŜǊƪŜȊŜǘŞōŜƴ 

ŎǎŀƭłŘƛΣ ŘŜ ƛǊłƴȅƝǘłǎłǘΣ ƳǼƪǀŘǘŜǘŞǎŞǘ ƴŜƳ ŎǎŀƭłŘǘŀƎƻƪ ǾŞƎȊƛƪΣ ƭŜƎŦŜƭƧŜōō ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭŀti 

ǎŀƧłǘƻǎǎłƎƻƪŀǘ ŦƛƎȅŜƭƘŜǘǸƴƪ ƳŜƎΣ ŘŜ ŀ ŎǎŀƭłŘƛǎłƎōƽƭ ƪǀǾŜǘƪŜȊǃ ǎǇŜŎƛŀƭƛǘłǎƻƪŀǘ ƴŜƳΦ WŜƭŜƴ 

ǘŀƴǳƭƳłƴȅōŀƴ ŜȊŞǊǘ Yłǎŀ Şǎ ƳǳƴƪŀǘłǊǎŀƛ όнлмтύ ŀƭŀǇƧłƴ ŀȊƻƪŀǘ ŀ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ ǘŜƪƛƴǘƧǸƪ 

ŎǎŀƭłŘƛƴŀƪΣ αŀƘƻƭ ŀ ŎŞƎ ƭŜƎŀƭłōō рм҈-ŀ ŜƎȅ ŎǎŀƭłŘ ǘǳƭŀƧŘƻƴłōŀƴ Ǿŀƴ ;{  

- a csŀƭłŘ ǊŞǎȊǘ ǾŜǎȊ ŀ ǾłƭƭŀƭƪƻȊłǎ ƛǊłƴȅƝǘłǎłōŀƴ, VAGY 

- ŀ ŎǎŀƭłŘǘŀƎƻƪ ŀƭƪŀƭƳŀȊƻǘǘƪŞƴǘ ǊŞǎȊǘ ǾŜǎȊƴŜƪ ŀ ǾłƭƭŀƭƪƻȊłǎ ƳǼƪǀŘǘŜǘŞǎŞōŜƴ, VAGY  

- ŀ ǾŜȊŜǘŞǎǘ Şǎ ŀ ǘǳƭŀƧŘƻƴǘ ƛǎ ǊŞǎȊōŜƴ ǾŀƎȅ ǘŜƭƧŜǎ ƳŞǊǘŞƪōŜƴ ŀ ŎǎŀƭłŘƻƴ ōŜƭǸƭ ƪƝǾłƴƧłƪ 

łǘŀŘƴƛέ όYłǎŀ Ŝǘ ŀƭΦΣ нлмтΣ муύ. 

Ha a KKV-k, ƛƭƭŜǘǾŜ ŀ ŎǎŀƭłŘƛ Ǿłƭƭŀƭŀǘƻƪ ǎȊłƳƻǎǎłƎłǘ ƴŞȊȊǸƪΣ ŀƪƪƻǊ ŀ Y{I нлмсΦ ŞǾƛ ŀŘŀǘŀƛ 

ŀƭŀǇƧłƴ ƴŀƎȅƧłōƽƭ сфл ŜȊŜǊ YY± ƳǼƪǀŘƛƪ aŀƎȅŀǊƻǊǎȊłƎƻƴΣ ŜȊŜƪ ƪǀȊǀǘǘ фпΣп҈ όƪǀȊŜƭ срл ŜȊŜǊ 

ŎŞƎύ ŀ мл ŦǃƴŞƭ ƪŜǾŜǎŜōōŜǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽ ƳƛƪǊƻǾłƭƭŀƭƪƻȊłǎ ς ǘŞƳłƴƪ ǎȊŜƳǇƻƴǘƧłōƽƭ Ŧƻƴǘos 
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ƭłǘƴǳƴƪΣ ƘƻƎȅ ŜȊŜƪƴŞƭ ŀ ŎŞƎŜƪƴŞƭ ŀ Iwa ǘŜǾŞƪŜƴȅǎŞƎΣ Ƴƛƴǘ ƻƭȅŀƴ, ƪŜǾŞǎōŞ ŞǊǘŜƭƳŜȊƘŜǘǃΦ ! 

KKV-k 4.8%-ŀ όоо ŜȊŜǊ ŎŞƎύ ŀ ƪƛǎǾłƭƭŀƭƪƻȊłǎ, Şǎ лΣу҈ όƴŀƎȅƧłōƽƭ рнлл ŎŞƎύ ŀ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎ ς 

aŀƎȅŀǊƻǊǎȊłƎƻƴ ŀȊ ŜƎȅ YY±-Ǌŀ Ƨǳǘƽ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪ łǘƭŀƎŀ оΣоу ŦǃΣ ŀƳellyel az EU 

ǎŜǊŜƎƘŀƧǘƽƛ ƪǀȊŞ ǘŀǊǘƻȊǳƴƪΦ Yłǎŀ Şǎ ƳǳƴƪŀǘłǊǎŀƛ όнлмтύ ōŜŎǎƭŞǎŜ ŀƭŀǇƧłƴ ŀ YY±-ƪ ƴŀƎȅƧłōƽƭ 

58%-ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎ ς ōŜŎǎƭŞǎǸƪ ŀƭŀǇƧłƴ Ƴŀ aŀƎȅŀǊƻǊǎȊłƎƻƴ ƴŀƎȅƧłōƽƭ ол ŜȊŜǊ ƛƭȅŜƴΣ 

ƭŜƎŀƭłōō о Ŧǃǘ ŦƻƎƭŀƭƪƻȊǘŀǘƽ ŎŞƎ ǾŀƴΦ 

! ǘƻǾłōōƛŀƪōŀƴ ŀ YY±Σ ŜȊŜƴ ōŜƭǸƭ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ Iwa ƎȅŀƪƻǊƭŀǘŀƛƴŀƪ ǎŀƧłǘƻǎǎłƎŀƛǘ 

ƳǳǘŀǘƧǳƪ ōŜ ƴŞƎȅ ǘŜǊǸƭŜǘΥ ŀ ƳǳƴƪŀŜǊǃ ǘƻōƻǊȊłǎ Şǎ ƪƛǾłƭŀǎȊǘłǎΣ ŀ ƪŞǇȊŞǎ-ŦŜƧƭŜǎȊǘŞǎΣ ŀ 

ǘŜƭƧŜǎƝǘƳŞƴȅŞǊǘŞƪŜƭŞǎ Şǎ ǀǎȊǘǀƴȊŞǎΣ ƛƭƭŜǘǾŜ ŀ ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀ ǎȊŜƳǇƻƴǘƧłōƽƭΦ 

  ¢h.hw½#{ ;{ YL±#[!{½¢#{ 

A ƭŜƎǘǀōō ƪƛǎ- Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎǊŀ όYY±ύΣ ǾŀƭŀƳƛƴǘ ƪƛǎ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎǊŀ ƧŜƭƭŜƳȊǃΣ ƘƻƎȅ 

Iwa ƎȅŀƪƻǊƭŀǘǳƪ ŦƻǊƳŀƭƛȊłƭǘǎłƎŀ ŀƭŀŎǎƻƴȅ ǎȊƛƴǘǼΣ ŀ Iwa-ƴŜƪ ƴƛƴŎǎŜƴ ƛƴŦǊŀǎǘǊǳƪǘǵǊłƧŀΣ ŀȊŀȊ ŀ 

ǘǳƭŀƧŘƻƴƻǎκŎŞƎǾŜȊŜǘǃ Ǿłƭƛƪ ŞǊǘŜ ŦŜƭŜƭǃǎǎŞ (EY, 2017). 

A KKV-ƪƴłƭ ƳŜƎƧŜƭŜƴǃ Iwa ƎȅŀƪƻǊƭŀǘƻƪ ŦƻǊƳŀƭƛȊłƭǘǎłƎłƴŀƪ ƴǀǾŜƭŞǎŞōŜƴ ƘłǊƻƳ ōŜƭǎǃ 

ǘŞƴȅŜȊǃǘ ŀȊƻƴƻǎƝǘƻǘǘŀƪ: ŀ ǘǳƭŀƧŘƻƴƻǎκŎŞƎǾŜȊŜǘǃ ƛǎƪƻƭŀƛ ǾŞƎȊŜǘǘǎŞƎŞƴŜƪ ǎȊƛƴǘƧŞǘΣ ŜƭǃȊŜǘŜǎ 

ǾŜȊŜǘŞǎƛ ǘŀǇŀǎȊǘŀƭŀǘłǘ Şǎ ǎŀƧłǘ ŀƭƪŀƭƳŀȊƻǘǘŀƛ ƛǊłƴǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎŞǘΦ YǸƭǎǃ ǘŞƴȅŜȊǃƪ ǇŜŘƛƎ ŀȊ 

ƛǇŀǊłƎƛ ǎȊŀōłƭȅƻȊłǎƻƪ Ƴƛŀǘǘƛ ƪŞƴȅǎȊŜǊΣ ŀ ƪŞǇȊŜǘǘ ƳǳƴƪŀŜǊǃŞǊǘ Ŧƻƭȅǘŀǘƻǘǘ ǾŜǊǎŜƴȅ Şǎ ŀȊ 

ǸƎȅŦŜƭŜƪ ŜƭǾłǊłǎŀƛ Ǿƻƭǘŀƪ (Rouditser ς McKeown, 2015, Cardon ς {ǘŜǾŜƴǎΣ нллпΣ ƛŘŞȊƛΥ 

Psychogios et al., 2016). 

tǎȅŎƘƻƎƛƻǎ Şǎ ƳǳƴƪŀǘłǊǎŀƛ όнлмсύ ƪǳǘŀǘłǎŀΣ ŀƳŜƭȅōŜƴ ŀ YY± ǾŜȊŜǘǃƪ ǎŀƧłǘ Iwa ƎȅŀƪƻǊƭŀǘǳƪŀǘ 

ŞǊǘŞƪŜƭǘŞƪΣ ŀǊǊŀ ǾƛƭłƎƝǘƻǘǘ ǊłΣ ƘƻƎȅ ŀ ǎǘǊŀǘŞƎƛŀƛ Iwa ƎȅŀƪƻǊƭŀǘƻƪ ƴƛƴŎǎŜƴŜƪ ŦƻǊƳŀƭƛȊłƭǾŀΣ ƴƛƴŎǎ 

ǘŜƘŜǘǎŞƎƳŜƴŜŘȊǎƳŜƴǘΣ ƴŜƳ ƭŞǘŜȊƴŜƪ ƳǳƴƪŀǾłƭƭŀƭƽƛ ǘƻǾłōōƪŞǇȊŞǎŜƪΣ ƴƛƴŎǎ ǘŜǊǾŜȊŞǎ, Şǎ ŀ 

ƪƻƳǇŜƴȊłŎƛƽǎ ǊŜƴŘǎȊŜǊ ƛǎ ǘǀōōƴȅƛǊŜ ƘƛłƴȅȊƛƪΦ Harney Şǎ bƻƭŀƴ όнлмпύ ǾŞƭŜƳŞƴȅŜ ǎȊŜǊƛƴǘ ŀ 

KKV-ƪ ŀȊ ŜƭƳǵƭǘ ŞǾǘƛȊŜŘōŜƴ ǊŜƭŀǘƝǾŜ ƪƛǎ ŜƭǃǊŜƭŞǇŞǎǘ ǘŜǘǘŜƪ ŀ ƳƻŘŜǊƴ Iwa-ƎȅŀƪƻǊƭŀǘƻƪ łǘǾŞǘŜƭŜ 

Şǎ ōŜǾŜȊŜǘŞǎŜ ǘŜǊŞƴΦ NƎȅ ƴŜƳ ƳŜƎƭŜǇǃΣ ƘƻƎȅ ŀ ǘŜƘŜǘǎŞƎŜǎ ƳǳƴƪŀǾłƭƭŀƭƽƪ ǎƻƪƪŀƭ ƛƴƪłōō ƻƭȅŀƴ 

ƴŀƎȅƘƝǊǼΣ ƳǳƭǘƛƴŀŎƛƻƴłƭƛǎ ǎȊŜǊǾŜȊŜǘŜƪƴŞƭ ƪƝǾłƴƴŀƪ ŜƭƘŜƭȅŜȊƪŜŘƴƛΣ ŀƘƻƭ ƳŀƎŀǎ ŀ Iwa 

ŦƻǊƳŀƭƛȊłƭǘǎłƎŀ (Abraham et al., 2016).  
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A KKV-ƪ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪǊŀ ǾƻƴŀǘƪƻȊƽŀƴ ǎǇŜŎƛŦƛƪǳǎ ŜƭǾłǊłǎƻƪŀǘ όǎƻƪŦŞƭŜ Şǎ ƪŜǾŞǎōŞ ǎǇŜŎƛŀƭƛȊłƭǘ 

ŦŜƭŀŘŀǘƻƪΣ ǊǳƎŀƭƳŀǎǎłƎΣ ǘǀōō ǾłƭǘƻȊłǎ ǎǘōΦύ ǘłƳŀǎȊǘŀƴŀƪΣ Şǎ ŀ ǎȊŜƳŞƭȅ ƳǳƴƪŀƪǀǊƛ 

ŀƭƪŀƭƳŀǎǎłƎŀ ƳŜƭƭŜǘǘ ŦƻƪƻȊƽŘƛƪ ŀ ǎȊŜǊǾŜȊŜǘƛ ŞǊǘŞƪŜƪƘŜȊΣ ƳŜƎƎȅǃȊǃŘŞǎŜƪƘŜȊΣ ŀ ǾŜȊŜǘǃƘǀȊ Şǎ 

ŀ ƪǀǊƴȅŜȊŜǘƘŜȊ Ǿŀƭƽ ƛƭƭŜǎȊƪŜŘŞǎ ƧŜƭŜƴǘǃǎŞƎŜ (Williamson, 2002; Vozikis, 2013).  

A KKV-ƪ łƭǘŀƭłōŀƴ ƻƭŎǎƽ Şǎ ƪŞƴȅŜƭƳŜǎ ǘƻōƻǊȊłǎƛ ŜǎȊƪǀȊǀƪŜǘ ƘŀǎȊƴłƭƴŀƪΦ IŀǊƎƛǎ Şǎ .Ǌŀdley 

(2011ύ ŜǊŜŘƳŞƴȅŜƛ ǎȊŜǊƛƴǘ ŜȊŜƪƪŜƭ ŀȊ ŜǎȊƪǀȊǀƪƪŜƭ ƴŜƳ ŦŜƭǘŞǘƭŜƴǸƭ ŀ ƭŜƎƪŞǇȊŜǘǘŜōō Şǎ 

ƭŜƎƪƛǾłƭƽōō ǾŞƎȊŜǘǘǎŞƎǼ ƧŜƭŜƴǘƪŜȊǃƪŜǘ ŞǊƛƪ Ŝƭ Şǎ ǾƻƴȊȊłƪ ŀ ǾłƭƭŀƭŀǘƘƻȊΦ {ǳŎƘƳŀƴ όмффрΤ ƛŘŞȊƛΥ 

Williamson et al., 2002) ŀ ǘƻōƻǊȊłǎ ǎƛƪŜǊŜ ǎȊŜƳǇƻƴǘƧłōƽƭ ƪŞǘ ƧŜƭƭŜƎȊŜǘŜǎ ƘƛłƴȅƻǎǎłƎƻǘ ŀȊƻƴƻǎƝǘ 

όмύ ŀ ǎȊŜǊǾŜȊŜǘǊǃƭ ŜƭŞǊƘŜǘǃ ƛǎƳŜǊŜǘŜƪ ǘŜǊǸƭŜǘŜΣ ŀƳŜƭȅ ŀȊǘ ƧŜƭŜƴǘƛΣ ƘƻƎȅ ŀ ƳǳƴƪŀƪŜǊŜǎǃƪ ƳƛƭȅŜƴ 

ƛƴŦƻǊƳłŎƛƽƪƪŀƭ ǊŜƴŘŜƭƪŜȊƴŜƪ ŀ ƳǳƴƪłƭǘŀǘƽǊƽƭΣ όнύ αŀ ǎȊŜǊǾŜȊŜǘƛ ƭŜƎƛǘƛƳłŎƛƽΣ ŀƳŜƭȅ ŀǊǊŀ ǳǘŀƭΣ 

ƘƻƎȅ ŀ ƳǳƴƪŀƪŜǊŜǎǃƪƴŜƪ ƳƛƭȅŜƴ ōŜƴȅƻƳłǎŀƛƪ Şǎ ŦŜƭǘŜǾŞǎŜƛƪ Ǿŀƴƴŀƪ ŀȊȊŀƭ ƪŀǇŎǎƻƭŀǘōŀƴΣ ƘƻƎȅ 

ŀ ǎȊŜǊǾŜȊŜǘ ǾŀƭƽƧłōŀƴ ŜƎȅ ƪƝǾłƴŀǘƻǎΣ ƳŜƎŦŜƭŜƭǃ Şǎ ŀ ǎȊŜƳŞƭȅ ǎȊłƳłǊŀ ŀƭƪŀƭƳŀǎ Ƴǳƴƪłƭǘŀǘƽ-e 

ŀȊ ŀŘƻǘǘ ƛǇŀǊłƎōŀƴ ǳǊŀƭƪƻŘƽ ƴƻǊƳłƪǊŀΣ ŞǊǘŞƪǊŜƴŘǊŜ Şǎ ƳŜƎƎȅǃȊǃŘŞǎǊŜ ǘŜƪƛƴǘŜǘǘŜƭΦέ 

(Williamson, 2002, 85) ! ŦŜƴǘƛŜƪ ŀƭŀǇƧłƴ ŀ KKV-ƪ ƪŜǾŞǎōŞ ǘǼƴƴŜƪ ƪƝǾłƴŀǘƻǎΣ ƳŜƎŦŜƭŜƭǃ Şǎ 

ŀƭƪŀƭƳŀǎ Ƴǳƴƪłƭǘŀǘƽƪƴŀƪ (Lewis ς Coetzer, 2009). 

!Ȋ ƛƴŦƻǊƳłŎƛƽƘƛłƴƴȅŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ǇǊƻōƭŞƳłǘ ŀ Ƴǳƴƪłƭǘŀǘƽƪ ŜǊǃǎŜōō ƳłǊƪŀŞǇƝǘŞǎǎŜƭ 

ƻƭŘƘŀǘƴłƪ ƳŜƎΦ ! ǎȊŜǊǾŜȊŜǘƛ ƭŜƎƛǘƛƳłŎƛƽ ƪŞǊŘŞǎŞǘ ǇŜŘƛƎ ŀ ǘƻōƻǊȊłǎƛ ƎȅŀƪƻǊƭŀǘƻƪ ŦŜƧƭŜǎȊǘŞǎŞǾŜƭΤ 

HRM-ƛǊłƴȅŜƭǾŜƪ ƭŞǘǊŜƘƻȊłǎłǾŀƭΣ ǾŀƭŀƳƛƴǘ ƪƻƭƭŞƎłƪƪŀƭΣ ŦŜƭǎǃƻƪǘŀǘłǎƛ ƛƴǘŞȊƳŞƴȅŜƪƪŜƭ Şǎ 

ǎȊŀƪƳŀƛ ǎȊŜǊǾŜȊŜǘŜƪƪŜƭ Ǿŀƭƽ ƪŀǇŎǎƻƭŀǘƻƪ ƪƛŀƭŀƪƝǘłǎłǾŀƭΣ Ƨƽƭ ƛǎƳŜǊǘκƪƛƳŀƎŀǎƭƽ ǎȊŜǊǾŜȊŜǘŜƪƪŜƭ 

Ǿŀƭƽ ǇŀǊǘƴŜǊǎŞƎƛ ƪŀǇŎǎƻƭŀǘƻƪ ƪƛŀƭŀƪƝǘłǎłǾŀƭ ŞǎκǾŀƎȅ ŀȊ łƭǘŀƭǳƪ ƴȅǵƧǘƻǘǘ ŀƪƪǊŜŘƛǘłŎƛƽǎ 

ŜƭƛǎƳŜǊŞǎŜƪ ƴȅƛƭǾłƴƻǎǎłƎƎŀƭ ǘǀǊǘŞƴǃ ƳŜƎƛǎƳŜǊǘŜǘŞǎŞǾŜƭ ƭŜƘŜǘƴŜ ƪŜȊŜƭƴƛ (Williamson, 2002). 

! ǘƻōƻǊȊłǎ ƭŜƎŦǃōō ŦƻǊǊłǎŀ ŀ YY±-ƪ ŜǎŜǘŞōŜƴ ŀȊ αŞƭǃ ǎȊƽέΣ ŜȊŜƴ ǘǵƭ ŀȊ ǀƴŞƭŜǘǊŀƧȊƻƪΣ ƛƴŦƻǊƳłƭƛǎ 

łƭƭłǎƛƴǘŜǊƧǵƪΣ ƳǳƴƪŀǇǊƽōłƪ Şǎ ǇǊƽōŀƳǳƴƪłƪ ŀ ƳǳƴƪŀǘłǊǎŀƪ ƪƛǾłƭŀǎȊǘłǎłƴŀƪ ƭŜƎƪŜŘǾŜƭǘŜōō 

ƳƽŘǎȊŜǊŜƛΦ !ƘƻƎȅ ƴǃ ŀ ǾłƭƭŀƭƪƻȊłǎ ƳŞǊŜǘŜΣ ǵƎȅ ŜƎȅǊŜ ǘǀōō ǘƻōƻǊȊłǎƛ ŦƻǊǊłǎǘ 

όƳǳƴƪŀƪǀȊǾŜǘƝǘǃƪΣ ǵƧǎłƎƘƛǊŘŜǘŞǎŜƪ ǎǘōΦύ ŀƭƪŀƭƳŀȊƴŀƪΣ Şǎ ŜƎȅǊŜ ƪƛŦƛƴƻƳǳƭǘŀōō ŞǊǘŞƪŜƭŞǎƛ 

ƳƽŘǎȊŜǊŜƪŜǘ όǘŜǎȊǘŜƪΣ ƪƻǊłōōƛ ǊŜŦŜǊŜƴŎƛłƪ ŜƭƭŜƴǃǊȊŞǎŜΣ ŜƎȅŞō ǾŀƭƛŘłƭǘ ƪƛǾłƭŀǎȊǘłǎƛ ƳƽŘǎȊŜǊŜƪ 

ǎǘōΦύ ƘŀǎȊƴłƭƴŀƪ ŀ ƪƛǾłƭŀǎȊǘłǎōŀƴ (Lewis ς /ƻŜǘȊŜǊΣ нллфύΦ IŀǊƎƛǎ Şǎ .ǊŀŘƭŜȅ (2011) ƪŞǘ 

ƪǀƴƴȅŜƴ ŀƭƪŀƭƳŀȊƘŀǘƽ ŜǎȊƪǀȊǘ ƧŀǾŀǎƻƭΥ όмύ ŀ ǎǘǊǳƪǘǳǊłƭǘ ƛƴǘŜǊƧǵƪ όŀȊ ƛƴŦƻǊƳłƭƛǎ ōŜǎȊŞƭƎŜǘŞǎǎŜƭ 

Şǎ ǎǘǊǳƪǘǳǊłƭŀǘƭŀƴ ƛƴǘŜǊƧǵǾŀƭ ǎȊŜƳōŜƴύΣ ŀƳŜƭȅŜƪ ŀȊ ŀŘƻǘǘ ƳǳƴƪŀƪǀǊ ǎȊŜƳǇƻƴǘƧłōƽƭ ǊŜƭŜǾłƴǎ 

ŀŘŀǘƻƪǊŀ ǀǎǎȊǇƻƴǘƻǎƝǘŀƴŀƪΣ Şǎ ōƛȊǘƻǎƝǘƧłƪ ǳƎȅŀƴŀȊƻƴ ŀŘŀǘƻƪ ōŜƎȅǼƧǘŞǎŞǘ ƳƛƴŘŜƴ ŜƎȅŜǎ 
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ƧŜƭŜƴǘƪŜȊǃ ŜǎŜǘŞƴΣ ŜȊ ŀƭŀǇƧłƴ ǇŜŘƛƎ ƭŜƘŜǘǃǾŞ ǘŜǎȊƛƪ ŀ ǎȊŜƳŞƭȅŜƪ ǀǎǎȊŜƘŀǎƻƴƭƝǘłǎłǘΣ όнύ ŀȊ 

łƭƭłǎƛƴǘŜǊƧǵƴ ŀȊ ŀŘƻǘǘ Ƴǳƴƪŀ ǊŜŀƭƛǎȊǘƛƪǳǎ όŞǎ ƳǳƴƪŀƪǀǊŜƭŜƳȊŞǎǊŜ ŞǇǸƭǃύ ƛǎƳŜǊǘŜǘŞǎŜΣ ŀƳŜƭȅ 

ŀȊ łƭƭłǎǊŀ ƧŜƭŜƴǘƪŜȊǃǘ ŀōōŀƴ ǎŜƎƝǘƛΣ ƘƻƎȅ ŜƭƪŞǇȊŜƭƘŜǎǎŜ ŀ ƳǳƴƪłǘΣ ǾŀƭŀƳƛƴǘ ǀƴłƭƭƽŀƴ 

ƳŜƎōŜŎǎǸƭƘŜǎǎŜ ŀ ƳǳƴƪłƘƻȊ Ǿŀƭƽ ƛƭƭŜǎȊƪŜŘŞǎŞƴŜƪ ŀ ƳŞǊǘŞƪŞǘΦ 

Iŀ ŀ YY± ƎȅŀƪƻǊƭŀǘƻƪŀǘ ǀǎǎȊŜǾŜǘƧǸƪ ŀ ŎǎŀƭłŘƛ YY±-ƪ ƎȅŀƪƻǊƭŀǘłǾŀƭΣ ŦŜƭŦŜŘŜȊƘŜǘǸƴƪ ƴŞƘłƴȅ 

ŀƭŀǇǾŜǘǃ ƪǸƭǀƴōǎŞƎŜǘΦ De Kok et al. (2006) ǘŀƴǳƭƳłƴȅǳƪōŀƴ ŀǊǊŀ ŀ ƳŜƎłƭƭŀǇƝǘłǎra jutottak, 

ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳŞƎ ƪŜǾŜǎŜōō Iwa ƎȅŀƪƻǊƭŀǘƻǘ ŀƭƪŀƭƳŀȊƴŀƪΦ ¦ƎȅŀƴŀƪƪƻǊ 

wŀƴǎōǳǊƎ Şǎ ƳǳƴƪŀǘłǊǎŀƛ όнлмсύ ǎȊŜǊƛƴǘ ŀ ǘƻōƻǊȊłǎ Şǎ ƪƛǾłƭŀǎȊǘłǎΣ ǾŀƭŀƳƛƴǘ ŀ ōŜƛƭƭŜǎȊǘŞǎ 

ƧŜƭŜƴǘǃǎŞƎŜ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜƎȅŜŘƛ ƧŜƭƭŜƳȊǃƛƴŜƪ ƪǀǎȊǀƴƘŜǘǃŜƴ ƳŞƎ 

ƧŜƭŜƴǘǃǎŞƎǘŜƭƧŜǎŜōōΦ  

! ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǳƭǘǵǊłƧŀ Şǎ ŞǊǘŞƪǊŜƴŘǎȊŜǊŜ ŀ ƪǀȊǀǎ ŎǎŀƭłŘƛ ƘłǘǘŞǊōŜƴ ƎȅǀƪŜǊŜȊƛƪΦ ! 

ǎƛƪŜǊŜǎ ŀƭƪŀƭƳŀȊłǎ ŦŜƭǘŞǘŜƭŜ ŀȊ ǸȊƭŜǘƛ ǎȊŜƳǇƻƴǘƻƪ ƳŜƭƭŜǘǘ ŀ ƪǳƭǘǵǊłƘƻȊ Ǿŀƭƽ ƛƭƭŜǎȊƪŜŘŞǎΣ ƛƭƭŜǘǾŜ 

ŀ ǾŜƭŜ ǘǀǊǘŞƴǃ ǎȊŜƳŞƭȅŜǎ ŀȊƻƴƻǎǳƭłǎΦ ;ǇǇ ŜȊŞǊǘ ŀ ǘƻōƻǊȊłǎ-ƪƛǾłƭŀǎȊǘłǎΣ ǾŀƭŀƳƛƴǘ ŀ ōŜƛƭƭŜǎȊǘŞǎ 

ŦƻƭȅŀƳŀǘŀƛ ǎƻǊłƴ ǘŀǇŀǎȊǘŀƭƘŀǘƽ ŀƭŀŎǎƻƴȅ ǎȊƛƴǘǼ όƛŘǃōŜƭƛΣ ŜƴŜǊƎƛŀōŜƭƛΣ ǇŞƴȊōŜƭƛ ǎǘōΦύ ōŜŦŜƪǘŜǘŞǎ 

ƴŜƳŎǎŀƪ ŀ ǘŜƭƧŜǎƝǘƳŞƴȅ ǘŜǊŞƴ ƧŜƭŜƴǘƘŜǘ ƧŜƭŜƴǘǃǎ ƪƻŎƪłȊŀǘƻǘΣ ƘŀƴŜƳ ŀ ŎǎŀƭłŘƛ ƪŀǇŎǎƻƭŀǘƻƪ Şǎ 

ŀ ōƛȊŀƭƻƳ ǾƻƴŀǘƪƻȊłǎłōŀƴ ƛǎ (Ransburg et al., 2016). 

! ŎǎŀƭłŘƛ ŎŞƎŜƪōŜƴ ǇǊƻōƭŞƳŀ ǎȊłǊƳŀȊƘŀǘ ŀōōƽƭΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ŞǊǘŞƪŜƪΣ ŀ 

ǎȊŜƳŞƭȅƛǎŞƎƧŜƭƭŜƳȊǃƪΣ ŀ ŎǎŀƭłŘƛ ƪƻƘŞȊƛƽ Şǎ ōƛȊŀƭƻƳ ŦŜƭǸƭƝǊƧłƪ ŀ ǎȊŀƪƳŀƛ ƪƻƳǇŜǘŜƴŎƛłƪŀǘΣ ŀȊ 

ƻōƧŜƪǘƝǾ ǘŜƭƧŜǎƝǘƳŞƴȅǘΣ ŀȊŀȊ ŀȊ ǸȊƭŜǘƛ ŞƭŜǘ łƭǘŀƭ Řƛƪǘłƭǘ ǎȊǸƪǎŞƎƭŜǘŜƪŜǘ (Barach et al., 1988; 

Sieger et al., 2013; Welsh ς YƭŀƴŘǘΣ мффтΤ ƛŘŞȊƛΥ ±ƻȊƛƪƛǎΣ нлмоύΣ ŜƳƛŀǘǘ ŎǎǀƪƪŜƴ ŀ ƘŀǘŞƪƻƴȅǎłƎΣ 

ƴǃ ŀȊ ǸȊƭŜǘƛ ƪƻŎƪłȊŀǘ (Lansberg, 1983). 

! ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜǎŜǘŞōŜƴ ƪǸƭǀƴǀǎŜƴ ƴŜƘŞȊ ŀ ǾŜȊŜǘǃ ōŜƻǎȊǘłǎǵΣ ǎȊŜƴƛƻǊΣ ƴŜƳ ŎǎŀƭłŘǘŀƎ 

ƳǳƴƪŀǾłƭƭŀƭƽƪ ōŜǾƻƴȊłǎŀ Şǎ ƳŜƎǘŀǊǘłǎŀΣ ƳŜǊǘ ŜǊǃǎŜƴ Şƭ ŀȊ ŀ ƴŞȊŜǘΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃ łƭƭłǎƻƪōŀ 

ŎǎŀƭłŘǘŀƎƻƪŀǘ ƪŜƭƭ ǸƭǘŜǘƴƛΣ ƴŜƳ ǇŜŘƛƎ ƳŜƎŦŜƭŜƭǃ ƪŞǇŜǎǎŞƎŜƪƪŜƭ Şǎ ǾŞƎȊŜǘǘǎŞƎƎŜƭ ǊŜƴŘŜƭƪŜȊǃ 

szakembert (EY, 2017). 

/ǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪƴłƭ Ŝƭǃƴȅǀǎ ǾƛƭłƎƻǎŀƴ ƳŜƎƘŀǘłǊƻȊƴƛ ŀ ǘǳƭŀƧŘƻƴƻǎƛ Şǎ ƳŜƴŜŘȊǎƳŜƴǘ 

szempontokat (Lansberg, 1983). «ȊƭŜǘǾŜȊŜǘŞǎƛ ǎȊŜƳǇƻƴǘōƽƭ ǘŀƴłŎǎƻǎ ǳƎȅŀƴŀȊƻƴ 

ƪǊƛǘŞǊƛǳƳǊŜƴŘǎȊŜǊǘ ƘŀǎȊƴłƭƴƛ ŀ ŎǎŀƭłŘǘŀƎ Şǎ ŀ ƴŜƳ ŎǎŀƭłŘǘŀƎ ƧŜƭŜƴǘƪŜȊǃƪ ŜǎŜǘŞōŜƴΣ ƳƝƎ ŀ 

ǘǳƭŀƧŘƻƴƻǎƛ ǎȊŜƳǇƻƴǘ ǾƻƴŀǘƪƻȊłǎłōŀƴ ŞǊǘƘŜǘǃ ƳƽŘƻƴ ŦƻƴǘƻǎΣ ƘƻƎȅ ŀ ŎǎŀƭłŘǘŀƎƻƪ 

ōŜƪŜǊǸƭƧŜƴŜƪ ŀ ŎŞƎōŜΣ ŘŜ ŀȊ ŀƭƪŀƭƳŀȊłǎǳƪŀǘ ŜƎȅ ƳŜƎŦŜƭŜƭǃ ƪǀǾŜǘŜƭƳŞƴȅǊŜƴŘǎȊŜǊ ǎȊŜǊƛƴǘƛ 
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ŞǊǘŞƪŜƭŞǎƴŜƪ όŦƻǊƳłƭƛǎ ƪŞǇȊŞǎΣ ƪƻǊłōōƛ ƳǳƴƪŀǘŀǇŀǎȊǘŀƭŀǘ Ƴłǎ ŎŞƎŜƪƴŞƭΣ ǘŀƴŦƻƭȅŀƳƻƪ ǎǘōΦύ ƪŜƭƭ 

ƳŜƎŜƭǃȊƴƛŜ ŀƴƴŀƪ ŞǊŘŜƪŞōŜƴΣ ƘƻƎȅ ǃƪ ƛǎ ǊŜƴŘŜƭƪŜȊȊŜƴŜƪ ŀ ǎȊǸƪǎŞƎŜǎ ƪƻƳǇŜǘŜƴŎƛłƪƪŀƭ 

(Bryson ς White, 2016).  

wŀƴǎōǳǊƎ Şǎ ƳǳƴƪŀǘłǊǎŀƛ όнлмсύ ǵƎȅ ǾŞƭŜƪŜŘƴŜƪΣ ƘƻƎȅ ŀȊ ǵƧƻƴƴŀƴ ŀƭƪŀƭƳŀȊƻǘǘ ŎǎŀƭłŘǘŀƎƻƪ 

ƛƴǘŜƎǊłŎƛƽǎ ŦƻƭȅŀƳŀǘłǊŀ ƴŀƎȅƻōō ŦƛƎȅŜƭƳŜǘ ƪŜƭƭ ŦƻǊŘƝǘŀƴƛΦ ! ŎǎŀƭłŘƛ ƪǀǊōǃƭ ŞǊƪŜȊǃ 

ƳǳƴƪŀǾłƭƭŀƭƽƪƴŀƪ ŀōōŀƴ ƪŜƭƭ ǎŜƎƝǘǎŞƎŜǘ ŀŘƴƛΣ ƘƻƎȅ łǘƭłǎǎłƪ ŀ ǾłƭƭŀƭƪƻȊłǎōŀƴ ōŜǘǀƭǘǀǘǘ 

ƪǸƭǀƴƭŜƎŜǎ ƘŜƭȅȊŜǘǸƪŜǘΥ Ƴłǎ ŎǎŀƭłŘǘŀƎƻƪƪŀƭ Ǿŀƭƽ ǾƛǎȊƻƴȅ ŀ ōŜƭŞǇŞǎǘ ƪǀǾŜǘǃŜƴΣ ŀ ƳǳƴƪŀƘŜƭȅŜƴ 

ǘǀǊǘŞƴǃ ƛƴŦƻǊƳłŎƛƽƳŜƎƻǎȊǘłǎ ǎŀƧłǘƻǎǎłƎŀƛΣ ŀ ǾłƭƭŀƭŀǘƛκŎǎŀƭłŘƛ ƪǳƭǘǵǊŀ Şǎ ŞǊǘŞƪŜƪ 

ƳŜƎƧŜƭŜƴƝǘŞǎŞǾŜƭ ŜƎȅǸǘǘ ƧłǊƽ ŦŜƭŜƭǃǎǎŞƎ ǎǘōΦ  

!Ȋ ǸȊƭŜǘƛ Şǎ ŀ ŎǎŀƭłŘƛ ǎȊǸƪǎŞƎƭŜǘŜƪ Ǉƻƴǘƻǎ ƳŜƎŞǊǘŞǎŜΣ ǾŀƭŀƳƛƴǘ ŀ ŎǎŀƭłŘƻƴ ōŜƭǸƭǊǃƭΣ ƛƭƭŜǘǾŜ 

ƪƝǾǸƭǊǃƭ ŞǊƪŜȊǃ ǇƻǘŜƴŎƛłƭƛǎ ƳǳƴƪŀǾłƭƭŀƭƽƪƘƻȊ Ǿŀƭƽ ŦŀƛǊ ƘƻȊȊłłƭƭłǎ ƪǳƭŎǎŦƻƴǘƻǎǎłƎǵΣ Şǎ ŜƎȅŀǊłƴǘ 

Ƙŀǘłǎǎŀƭ Ǿŀƴ ŀ ǾłƭƭŀƭƪƻȊłǎōŀƴ ŀƭƪŀƭƳŀȊƻǘǘ ƳǳƴƪŀǾłƭƭŀƭƽƪ ŜƭŞƎŜŘŜǘǘǎŞƎŞǊŜΣ ƛƎŀȊǎłƎƻǎǎłƎ 

ŞǊȊŞǎŞǊŜ Şǎ ŀ ƭƻƧŀƭƛǘłǎłǊŀΦ 

 Y;t½;{-C9W[9{½¢;{ 

! ǎȊŀƪƛǊƻŘŀƭƳŀǘ łǘǘŜƪƛƴǘǾŜ ǀǎǎȊŜŦƻƎƭŀƭƽŀƴ ŜƭƳƻƴŘƘŀǘƧǳƪΣ ƘƻƎȅ ŀ ƪǳǘŀǘłǎƛ ŜǊŜŘƳŞƴȅŜƪ ŀƭŀǇƧłƴ 

a KKV-ƪ ƪŜǾŜǎŜōō ƪŞǇȊŞǎƛ ǇǊƻƎǊŀƳƻǘΣ ǘǊŞƴƛƴƎŜǘ ƪƝƴłƭƴŀƪΣ Ƴƛƴǘ ŀ ƴŀƎȅƻōō Ǿłƭƭŀƭŀǘƻƪ 

(Whapshott ς Mallett, 2016), Şǎ ƪŞǇȊŞǎ-ŦŜƧƭŜǎȊǘŞǎƛ ǊŜƴŘǎȊŜǊŜƛƪ ƪŜǾŞǎōŞ ǎȊƻŦƛǎȊǘƛƪłƭǘŀƪΣ 

ŦŜƧƭŜǘǘŜƪΦ !Ȋ h9/5 ŀŘŀǘŀƛ ŀƭŀǇƧłƴ ŀ YY±-k minimum 50%-ƪŀƭ ƪŜǾŜǎŜōō ƪŞǇȊŞǎǘ ŀƧłƴƭŀƴŀƪΣ Ƴƛƴǘ 

ƴŀƎȅ ǘłǊǎŀƛƪΣ ōłǊ ŀ ǾłƭƭŀƭŀǘƻƪΣ ƛƭƭŜǘǾŜ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ ƪǀȊǀǘǘ ƴŀƎȅ ƪǸƭǀƴōǎŞƎŜƪ Ǿannak: a fiatal, 

ŦŜƭǎǃŦƻƪǵ ǾŞƎȊŜǘǘǎŞƎǼ ǎȊŀƪŜƳōŜǊŜƪΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ƳŞǊƴǀƪǀƪΣ ƛƴŦƻǊƳŀǘƛƪǳǎƻƪΣ ƳŜƴŜŘȊǎŜǊŜƪ 

ǎȊłƳłǊŀ ǎƻƪƪŀƭ ǘǀōō ŀ ƪŞǇȊŞǎƛ ƭŜƘŜǘǃǎŞƎΣ Ƴƛƴǘ ƛŘǃǎŜōō Şǎ ƪŞǇȊŜǘƭŜƴŜōō όǾŀƎȅ ŜƎȅŞō 

ƧŜƭƭŜƳȊǃƪōŜƴ ƘłǘǊłƴȅƻǎŀōō ƘŜƭȅȊŜǘǼύ ǘłǊǎŀƛƪƴŀƪΦ 

Cƻƴǘƻǎ ƘŀƴƎǎǵƭȅƻȊƴƛΣ ƘƻƎȅ ŀ ƭŞǘŜȊǃ ǘŀƴǳƭƳłƴȅƻƪ ƴŀƎȅ ǊŞǎȊŜ ŀ ŦƻǊƳłƭƛǎ ǊŜƴŘǎȊŜǊŜƪǊŜΣ 

ƪŞǇȊŞǎŜƪǊŜ ŦƽƪǳǎȊłƭΣ ƴŜƳΣ ǾŀƎȅ ƪŜǾŞǎōŞ ǾŜǎȊƛ ǎȊłƳƝǘłǎōŀ az ƛƴŦƻǊƳłƭƛǎ ǘŀƴǳƭłǎ Şǎ ŦŜƧƭǃŘŞǎ 

ŜǎȊƪǀȊŜƛǘΣ ƭŜƘŜǘǃǎŞƎŜƛǘ, Şǎ ǀǎǎȊŜǎǎŞƎŞōŜƴ ŀȊ ƛƴŦƻǊƳłƭƛǎ ŦƻƭȅŀƳŀǘƻƪ ƭŜƘŜǘǎŞƎŜǎ ƴŀƎȅ ǎȊŜǊŜǇŞǘ 

ŜȊŜƪƴŞƭ ŀ Ǿłƭƭŀƭŀǘƻƪƴłƭ (Lewis ς Coetzer, 2009). Ahogy bƻƭŀƴ Şǎ DŀǊŀǾŀƴ όнлмрύ ǊłƳǳǘŀǘΣ ŀ Iw 

ǎȊŀƪƛǊƻŘŀƭƻƳ ŀ ŦƻǊƳłƭƛǎ ǘǊŞƴƛƴƎŜƪ ƘƛłƴȅłǘΣ ǾŀƎȅ ƪƛǎŜōō ŀǊłƴȅłǘ ŜƎȅŦŀƧǘŀ 

αǾƛǎǎȊŀƳŀǊŀŘƻǘǘǎłƎƴŀƪέ ŞǊǘŜƭƳŜȊƛΣ ŜƭƭŜƴǘŞǘōŜƴ ŀ ƴŀƎȅǾłƭƭŀƭŀǘƻƪ αǎȊƻŦƛǎȊǘƛƪłƭǘǎłƎłǾŀƭέΦ 
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A KKV-ƪ ǎŀƧłǘƻǎǎłƎŀƛǘ ƛƭƭŜǘǃŜƴ ƘłǊƻƳ ƪŞǊŘŞǎŎǎƻǇƻǊǘƻǘ ŞǊŘŜƳŜǎ ƳŜƎǾƛȊǎƎłƭƴƛΥ ƳŜƭȅŜƪ ŀȊ 

ƻōƧŜƪǘƝǾ ƻƪƻƪΣ ŀƳŜƭȅŜƪ Ƴƛŀǘǘ ƪŜǾŜǎŜōō ŀ ŦƻǊƳłƭƛǎ ƪŞǇȊŞǎ ŀ ƪƛǎǾłƭƭŀƭŀǘƻƪōŀƴΣ ƳŜƭȅŜƪ ŀȊƻƪ ŀ 

ƪǸƭǎǃ Şǎ ōŜƭǎǃ ǘŞƴȅŜȊǃƪΣ ŀƳŜƭȅŜƪ Ƙŀǘłǎǘ ƎȅŀƪƻǊƻƭƘŀǘƴŀƪ ŀ ƪŞǇȊŞǎƛ ǊŜƴŘǎȊŜǊǊŜΣ ƛƭƭŜǘǾŜ ƳƛƭȅŜƴ 

ƳƛƴǘłȊŀǘƻƪ ŀȊƻƴƻǎƝǘƘŀǘƽƪ ŀ ƪƛǎǾłƭƭŀƭŀǘƛ ǎȊŜƪǘƻǊōŀƴΦ 

! ŦƻǊƳłƭƛǎ ƪŞǇȊŞǎŜƪŜǘ ƛƭƭŜǘǃŜƴ Saru (2009) Şǎ De Kok et al. (2006) ǀǎǎȊŜŦƻƎƭŀƭƽƧŀ ŀƭŀǇƧłƴ ŀ 

ƪǀǾŜǘƪŜȊǃ ƻƪƻƪŀǘ ŀȊƻƴƻǎƝǘƧŀ ŀ ǎȊŀƪƛǊƻŘŀƭƻƳΥ  

A KKV-ƪ ǎȊłƳłǊŀ ŘǊłƎłƪ ŀ ƪŞǇȊŞǎŜƪΣ ƴŜƘŜȊŜƴ ǘǳŘƧłƪ Ǉƽǘƻƭƴƛ ŀ ƪŞǇȊŞǎƛ ƛŘǃǘŀǊǘŀƳǊŀ ƪƛŜǎǃ 

ƳǳƴƪŀŜǊǃǘΣ ƴŜƳ ŦŜƭǘŞǘƭŜƴǸƭ ƭłǘƧłƪΣ ƘƻƎȅ ƳƛƭȅŜƴ ƘŀǎȊƴŀΣ ŜƭǃƴȅŜ ƭŜƘŜǘ ŀ ƪŞǇȊŞǎƴŜƪΦ 9ȊŜƴ 

Ǿłƭƭŀƭŀǘƻƪ ǵƎȅ ƛǎ ŞǊŜȊƘŜǘƛƪΣ ƘƻƎȅ a ǇƛŀŎƻƴ ŜƭŞǊƘŜǘǃ αŘƻōƻȊƻǎέ ƪŞǇȊŞǎŜƪ ƴŜƳ Ǉƻƴǘ ŀǊǊŀ ŀ 

ƘƛłƴȅȊƽ ƪƻƳǇŜǘŜƴŎƛłǊŀ ƛǊłƴȅǳƭƴŀƪΣ ŀƳƛǊŜ ƴŜƪƛƪ ǎȊǸƪǎŞƎǸƪ Ǿŀƴ όŞǎ ƴƛƴŎǎ ŜǊǃŦƻǊǊłǎǳƪ ǎŀƧłǘΣ Ƨƽƭ 

ŎŞƭȊƻǘǘ ƪŞǇȊŞǎǘ ŦŜƧƭŜǎȊǘŜƴƛύΦ bƛƴŎǎ ƳŜƎŦŜƭŜƭǃ ƛƴŦƻǊƳłŎƛƽƧǳƪ ŀȊ ŜƭŞǊƘŜǘǃ ƪŞǇȊŞǎŜƪǊǃƭΣ ƝƎȅ ƴŜƳ 

ŦŜƭǘŞǘƭŜƴǸƭ ǘǳŘƧłƪΣ ƘƻƎȅ Ǿŀƴ-Ŝ ƻƭȅŀƴ ƪŞǇȊŞǎΣ ŀƳŜƭȅ Ǉƻƴǘƻǎŀƴ ƴŜƪƛƪ ǎȊƽƭΦ Iŀ ǾłƭŀǎȊǘŀƴŀƪ ƛǎΣ ƴŜƳ 

ŦŜƭǘŞǘƭŜƴǸƭ Ƨƽƭ ǾłƭŀǎȊǘŀƴŀƪΣ Şǎ ŜƴƴŜƪ ƳŜƎŦŜƭŜƭǃŜƴ ƴŜƳ ŜǊŜŘƳŞƴȅŜǎŜƪ ŀ ƪŞǇȊŞǎŜƪΦ Iŀ ŀ 

ǊǀǾƛŘǘłǾǵ ǘǵƭŞƭŞǎŞǊǘ ƪǸȊŘŜƴŜƪΣ ƴŜƳ ŦƻƎƴŀƪ όŜǎŜǘƭŜƎ ŀ ƘƻǎǎȊǵǘłǾƽ ǘǵƭŞƭŞǎǘ ōƛȊǘƻǎƝǘƽύ 

ƪŞǇȊŞǎŜƪƪŜƭ ŦƻƎƭŀƭƪƻȊƴƛΦ !ǘǘƽƭ ǘŀǊǘŀƴŀƪΣ ƘƻƎȅ ƳƛƴŞƭ Ƨƻōōŀƴ ƪŞǇȊŜǘǘ ŀ ŘƻƭƎƻȊƽΣ ŀƴƴłƭ ƴŀƎȅƻōō 

ƭŜǎȊ ŀ ŦƛȊŜǘŞǎƛ ƛƎŞƴȅŜ Şǎ ŀƴƴłƭ ƪŀǇƽǎŀōō ƭŜǎȊ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴΦ !Ȋ ŜǎŜǘŜƪ ŜƎȅ ǊŞǎȊŞōŜƴ ŀ 

ƳǳƴƪŀǾłƭƭŀƭƽǘƽƭ ǾłǊƧłƪ ŀ ƪŜȊŘŜƳŞƴȅŜȊŞǎǘΣ Şǎ Ƙŀ ŜȊ ƴŜƳ ǘǀǊǘŞƴƛƪ ƳŜƎΣ ŀ ƪŞǇȊŞǎ ƛǎ ŜƭƳŀǊŀŘΦ 

!ōōŀƴ ŀ ǘŜƪƛƴǘŜǘōŜƴΣ ƘƻƎȅ ƳƛƭȅŜƴ ƪǸƭǎǃ Şǎ ōŜƭǎǃ ŦŀƪǘƻǊƻƪ ōŜŦƻƭȅłǎƻƭƧłƪ ŀ ƪŞǇȊŞǎŜƪ 

ƎȅŀƪƻǊƛǎłƎłǘΣ ²ƘŀǇǎƘƻǘǘ Şǎ aŀƭƭŜǘǘ όнл16) Ƙŀǘ ǘŞƴȅŜȊǃŎǎƻǇƻǊǘƻǘ ŀȊƻƴƻǎƝǘΦ όмύ «ȊƭŜǘƛ 

ǎȊǸƪǎŞƎǎȊŜǊǼǎŞƎΥ ŀ YY±-ƪ ƪŞǇȊŞǎǎŜƭ ǇǊƽōłƭƴŀƪ ƳŜƎƻƭŘłǎǘ ǘŀƭłƭƴƛ ŀƪǘǳłƭƛǎ ǸȊƭŜǘƛ ǇǊƻōƭŞƳłƪǊŀΣ 

ǇƛŀŎƛ ǾłƭǘƻȊłǎƻƪǊŀΣ ǾłƭǎłƎƘŜƭȅȊŜǘǊŜΦ όнύ LƴƴƻǾłŎƛƽǎ ƪŞƴȅǎȊŜǊΣ ǘŜŎƘƴƻƭƽƎƛŀƛ ƴȅƻƳłǎΥ ƛƴƴƻǾŀǘƝǾ 

Şǎ ƎȅƻǊǎŀƴ ŦŜƧƭǃŘǃ ƛǇŀǊłƎŀƪōŀƴ Şǎ ǎȊŜƎƳŜƴǎŜƪōŜƴΣ ƻƭȅŀƴ ǾŜǊǎŜƴȅƘŜƭȅȊŜǘōŜƴΣ ŀƘƻƭ ŀȊ 

ǵƧŘƻƴǎłƎƴŀƪΣ ǇƛŀŎǾŜȊŜǘǃ ǎȊŜǊŜǇƴŜƪ ƪƛŜƳŜƭǘ ƧŜƭŜƴǘǃǎŞƎŜ ǾŀƴΣ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪƴŀƪ ǎȊǸƪǎŞƎǸƪ 

ƭŜƘŜǘ ŀ ƭŜƎǵƧŀōō ǘǳŘłǎǊŀΣ ŀ ŦƻƭȅŀƳŀǘƻǎ ƪŞǇȊŞǎŜƪǊŜΦ όоύ bŀƎȅƻōō Ǿłƭƭŀƭŀǘƻƪƪŀƭ Ǿŀƭƽ ƪŀǇŎǎƻƭŀǘΥ 

bizonyos helyzetekōŜƴ ŀȊ Ŝƭƭłǘłǎƛ ƭłƴŎƻƪōŀ Ǿŀƭƽ ōŜƪŜǊǸƭŞǎ ŦŜƭǘŞǘŜƭŜ ƭŜƘŜǘΣ ƘƻƎȅ ōƛȊƻƴȅƻǎ 

ƪŞǇȊŞǎŜƪŜǘ Ŝƭ ƪŜƭƭ ǾŞƎŜȊƴƛΦ όпύ «ȊƭŜǘƛ ƘłƭƽȊŀǘƻƪōŀƴ Ǿŀƭƽ ǊŞǎȊǾŞǘŜƭΥ ŀ ƘłƭƽȊŀǘƻƪōŀƴ Ǿŀƭƽ 

ǊŞǎȊǾŞǘŜƭ ŜƳŜƭƘŜǘƛ ŀ ƪŞǇȊŞǎƛ ƛƴǘŜƴȊƛǘłǎǘ όǇƭΦ ǘǀōō ƛƴŦƻǊƳłŎƛƽƘƻȊ Ƨǳǘ ŀ ŎŞƎΣ ǘǀōō ƭŜƘŜǘǃǎŞƎŜ ƭŜǎȊ 

ǎǘōΦύΦ όрύ ±łƭƭŀƭŀǘƛ ƳŞǊŜǘΣ ƪƻǊΥ ƴŀƎȅƻōō Ǿłƭƭŀƭŀǘƻƪƴłƭ ƧŜƭƭŜƳȊǃōō ƭŜƘŜǘ ŀ ŦƻǊƳłƭƛǎ ǘǊŞƴƛƴƎŜƪ 

ƳŀƎŀǎŀōō ŀǊłƴȅŀΦ όсύ ±łƭƭŀƭŀǘƻƴ ōŜƭǸƭƛ ǾłƭǘƻȊłǎƻƪΥ ŀ Ǿłƭƭŀƭŀǘƻƴ ōŜƭǸƭƛ ƴŀƎȅƻōō ǾłƭǘƻȊłǎƻƪ 

ŦŜƭƪŜƭǘƘŜǘƛƪΣ ƴǀǾŜƭƘŜǘƛƪ ŀ ƪŞǇȊŞǎ ƛǊłƴǘƛ ƛƎŞƴȅǘΦ 
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tŜǘǘ Şǎ Şǎ ²ƻƭŦŦ όнлммύ ƘŀƴƎǎǵƭȅƻȊȊŀΣ ƘƻƎȅ ƳƛǾŜƭ ƳŞǊŜǘǸƪ Ƴƛŀǘǘ ŀ YY±-ƪ ƪŜǾŞǎōŞ ǘǳŘƧłƪ 

ŀƭŀƪƝǘŀƴƛ ŀ ƪǸƭǎǃ ǇƛŀŎƻǘ ǾŀƎȅ ƪŞǇŜǎŜƪ ƴȅƻƳłǎǘ ƎȅŀƪƻǊƻƭƴƛ ŀ ƪǸƭǎǃ ƪǀǊƴȅŜȊŜǘǊŜΣ ƝƎȅ ǎƻƪƪŀƭ 

ƴŀƎȅƻōō ƧŜƭŜƴǘǃǎŞƎŜ ƭŜƘŜǘ ŀ ǘŀƴǳƭłǎƛ Şǎ ŀŘŀǇǘłŎƛƽǎ ƪŞǇŜǎǎŞƎƴŜƪ Şǎ ŀ ƪǸƭǎǃ ǇŀǊǘƴŜǊŜƪǘǃƭΣ 

ƘłƭƽȊŀǘƻƪōƽƭ Ǿŀƭƽ ǘŀƴǳƭłǎƴŀƪΦ ! ƪŞǇȊŞǎ-ŦŜƧƭŜǎȊǘŞǎǊŜ ŦƻǊŘƝǘƻǘǘ ŦƛƎȅŜƭŜƳōŜƴ Ŧƻƴǘƻǎ ǎȊŜǊŜǇŜ ƭŜǎȊ 

ŀ ŎŞƎ ǘǳƭŀƧŘƻƴƻǎłƴŀƪκǾŜȊŜǘŞǎŞƴŜƪ ǘŀƴǳƭłǎƛ ƻǊƛŜƴǘłŎƛƽƧŀΣ ǘŀƴǳƭłǎƘƻȊ Ǿŀƭƽ ǾƛǎȊƻƴȅŀΥ ŜōōŜƴ 

Frank et al. (2012) ŀƭŀǇƧłƴ ŀ ƭŜƎŦƻƴǘƻǎŀōō ǘŞƴȅŜȊǃk ŀȊ ǵƧǊŀ Ǿŀƭƽ ƴȅƛǘƻǘǘǎłƎΣ ŀ ǘŀƴǳƭłǎ 

ŦƻƴǘƻǎǎłƎłōŀ ǾŜǘŜǘǘ ƘƛǘΣ Şǎ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ ŀ ŦŜƧƭǃŘŞǎ ƳŜƭƭŜǘǘΦ  

! ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ Iwa ƎȅŀƪƻǊƭŀǘłǊƽƭ ǎȊƽƭƽ ŜƎȅƛƪ ƭŜƎŜƭǎǃ ŎƛƪƪŞōŜƴ Lansberg (1983) a 

ƪŞǇȊŞǎ-ŦŜƧƭŜǎȊǘŞǎƛ ǘŜǊǸƭŜǘ ǘŀƭłƴ ƭŜƎŦƻƴǘƻǎŀōō ƪƛƘƝǾłǎłƴŀƪ ŀ ŎǎŀƭłŘ Şǎ ŀ Ǿłƭƭŀƭŀǘ ǀǎǎȊŜŦƻƴƽŘłǎłǘ 

ƭłǘƧŀΦ /ǎŀƭłŘƛ ǎȊŜƳǇƻƴǘōƽƭ ƴŀƎȅƻƴ Ŧƻƴǘƻǎ ŀ ŎǎŀƭłŘǘŀƎƻƪ ƪŞǇȊŞǎŜ όŀȊƻƴ ŀ ǘŜǊǸƭŜǘŜƴΣ ŀƳƛ ŀȊ 

ŜƎȅŞƴ ǎȊłƳłǊŀ ƭŜƎŦƻƴǘƻǎŀōōύΣ łƳ ŀ ǎȊŜǊǾŜȊŜǘƛ ŎŞƭ ŜƭŞǊŞǎŜ ǎȊŜƳǇƻƴǘƧłōƽƭ ƭŜƘŜǘΣ ƘƻƎȅ ƴŜƳ ŀȊǘ 

ŀ ƪƻƳǇŜǘŜƴŎƛłǘ, Şǎ ƭŜƘŜǘΣ ƘƻƎȅ ƴŜƳ ŀƴƴŀƪ ŀ ǎȊŜƳŞƭȅƴŜƪ ƪŜƭƭŜƴŜ ŜƭǎŀƧłǘƝǘŀƴƛŀΦ Lansberg (1983) 

ǊŞǎȊƭŜǘŜǎ ƪŀǊǊƛŜǊǘŜǊǾŜȊŞǎǘ ŀƧłƴƭ ƳƛƴŘ ŀ ŎǎŀƭłŘǘŀƎƻƪΣ ƳƛƴŘ ǇŜŘƛƎ ŀ ƴŜƳ-ŎǎŀƭłŘǘŀƎƻƪ ǎȊłƳłǊŀΣ 

ƘŀƴƎǎǵƭȅƻȊǾŀΣ ƘƻƎȅ ŀ Ǿłƭƭŀƭŀǘ ƳǳƴƪłƧłōŀƴ ǊŞǎȊǘǾŜǾǃ ŎǎŀƭłŘǘŀƎƻƪƴŀƪ Ŝƭ ƪŜƭƭ ŦƻƎŀŘƴƛǳƪ ŀȊ ǸȊƭŜǘƛ 

ŎŞƭƻƪ ŦƻƴǘƻǎǎłƎłǘΦ Matlay (2002) ƪǳǘŀǘłǎŀ ŀƭŀǇƧłƴ ŦŜƭƘƝǾƧŀ ŀ ŦƛƎȅŜƭƳŜǘ ŀ αƪŞǇȊŞǎƛ 

ǇŀǊŀŘƻȄƻƴǊŀέΥ ƳƝƎ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪōŜƴ ŀ ŎǎŀƭłŘǘŀƎƻƪ ƪŞǇȊŞǎŜΣ Ƴƛƴǘ ƪǀȊŞǇ Şǎ ƘƻǎǎȊǵǘłǾǵ 

όŜƎȅŞƴƛ Şǎ ǎȊŜǊǾŜȊŜǘƛύ ōŜŦŜƪǘŜǘŞǎ ƧŜƭŜƴƛƪ ƳŜƎ όŞǎ ƴŜƳŎǎŀƪ ŀ ŎŞƎΣ ŘŜ ŀ ŎǎŀƭłŘ ǎȊŜƳǇƻƴǘƧłōƽƭ ƛǎ 

ŦƻƴǘƻǎǎłƎƎŀƭ ōƝǊύΣ ŀŘŘƛƎ ŀ ƴŜƳ ŎǎŀƭłŘǘŀƎƻƪ ƪŞǇȊŞǎŜ ŀ ǊǀǾƛŘǘłǾǵ ǸȊƭŜǘƛ ǎȊǸƪǎŞƎƭŜǘŜƪ Şǎ 

ƭŜƘŜǘǃǎŞƎŜƪ ŦǸƎƎǾŞƴȅŜΣ ƝƎȅ ǾŀƭƽŘƛ ƪŜǘǘǃǎǎŞƎ ŀƭŀƪǳƭƘŀǘ ƪƛΦ Randsberg et al. (2016) 

ƘŀƴƎǎǵƭȅƻȊȊłƪΣ ƘƻƎȅ Ŧƻƴǘƻǎ ŀ ǘŀƴǳƭłǎ ƪǸƭǀƴōǀȊǃ ǎȊƛƴǘƧŜƛǘ ŜƭƪǸƭǀƴƝǘŜƴƛΣ Şǎ ƪǸƭǀƴ ǾŞƎƛƎƎƻƴŘƻƭƴƛ 

ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜǎŜǘŞōŜƴΣ ƘƻƎȅ ŀȊ ŜƎȅŞƴƛ Şǎ ǎȊŜǊǾŜȊŜǘƛ ǎȊƛƴǘ ƪǀȊǀǘǘ ƴŜƳŎǎŀƪ ŀ 

ŎǎƻǇƻǊǘƻǎΣ ƘŀƴŜƳ ŀ ŎǎŀƭłŘƛ ǘŀƴǳƭłǎ ƛǎ ŦƻƴǘƻǎΦ 

[ƛƻƴȊƻ Şǎ wƻǎǎƛƎƴƻƭƛ όнлмоύ ǀǎǎȊŜŦƻƎƭŀƭłǎłōŀƴ ƘłǊƻƳ ōŜƭǎǃ ǎŀƧłǘƻǎǎłƎƻǘ ŀȊƻƴƻǎƝǘΣ ŀƳŜƭȅŜƪ ŀ 

ŎǎŀƭłŘƛ ŎŞƎŜƪ ƪŞǇȊŞǎ-ŦŜƧƭŜǎȊǘŞǎƛ ǊŜƴŘǎȊŜǊŞǊŜΣ ƛƭƭŜǘǾŜ ŀȊ ŜȊŜƪōŜƴ ŀ ŎŞƎŜƪōŜƴ ƧŜƭƭŜƳȊǃ ǘŀƴǳƭłǎǊŀ 

Ŧƻƴǘƻǎ Ƙŀǘłǎǎŀƭ ƭŜƘŜǘƴŜƪΦ 9ȊŜƪΥ όмύ ŀ ŎǎŀƭłŘƛ ŞǊǘŞƪŜƪΣ ŎŞƭƻƪ Şǎ ƪŀǇŎǎƻƭŀǘƻƪΣ ŎǎŀƭłŘƛ ƪƻƘŞȊƛƽΣ όнύ 

ŀ ǊǳƎŀƭƳŀǎǎłƎΣ ŦƻǊƳłƭƛǎ ǊŜƴŘǎȊŜǊŜƪ ƘƛłƴȅŀΣ ƛƴŦƻǊƳŀƭƛǘłǎ ƳŀƎŀǎ ǎȊƛƴǘƧŜΣ Şǎ όоύ ŀ ŎǎŀƭłŘǘŀƎƻƪ 

ǾŜȊŜǘŞǎƛ Şǎ ŜƎȅŞō ƪƻƳǇŜǘŜƴŎƛłƛΣ ǎȊłƳŀΦ  

όмύ ! ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŞǊǘŞƪŜƛ Şǎ ŎŞƭǊŜƴŘǎȊŜǊŜ ŀȊ ŀƭŀǇƝǘƽ ŎǎŀƭłŘǘŀƎόƻƪύ ŎǎŀƭłŘƛ ŞǊǘŞƪŜƛǊŜ Şǎ 

ŎŞƭƧŀƛǊŀ ŀƭŀǇǳƭΣ ŀƳŜƭȅŜƪ ς Ƙŀ ŀ ǾłƭƭŀƭƪƻȊłǎ ǎƛƪŜǊŜǎ ς Ǿłƭƭŀƭŀǘƛ ŞǊǘŞƪŜƪƪŞ ƪƻƴǾŜǊǘłƭƽŘƴŀƪ Şǎ 

ƳŜƎǎȊƛƭłǊŘǳƭƴŀƪΦ 9ȊŜƪ ŀ ǘǊŀŘƝŎƛƽǾł Ǿłƭƽ ŞǊǘŞƪŜƪ ŀȊǘłƴ ƴŜƘŜȊŜƴ ƳŜƎǾłƭǘƻȊǘŀǘƘŀǘƽƪΣ ƘƛǎȊŜƴ ŀ 
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ŎǎŀƭłŘǘŀƎƻƪ ŞǊȊŜƭƳƛƭŜƎ ƛǎ ƪǀǘǃŘƴŜƪ ƘƻȊȊłƧǳƪ ς ǇŜŘƛƎ ƭŜƘŜǘΣ ƘƻƎȅ όǇŞƭŘłǳƭύ ŀ ƪǸƭǎǃ ƪǀǊƴȅŜȊŜǘ 

ǾłƭǘƻȊłǎŀƛ ǾłƭǘƻȊłǎǘ ƪƝǾłƴƴłƴŀƪ ƳŜƎ (Zahra et al., 2007)Φ 9ōōǃƭ ŀ ǎȊŜƳǇƻƴǘōƽƭ ŀ ǘŀƴǳƭłǎƘƻȊ 

Ǿŀƭƽ ǾƛǎȊƻƴȅΣ ŀȊ ƛƴƴƻǾłŎƛƽǊŀ Ǿŀƭƽ ƴȅƛǘƻǘǘǎłƎΣ ŀ ŎŞƭǊŜƴŘǎȊŜǊ ƳŜƎǾłƭǘƻȊǘŀǘłǎŀ ǾŀƎȅ ŀ ƪǳƭǘǵǊŀ 

ŀƭŀƪƝǘłǎŀΣ ŀ ǎȊŜǊǾŜȊŜǘƛ ǘŀƴǳƭłǎ Şǎ ŀŘŀǇǘłŎƛƽ ƴŜƘŜȊŜōō ƭŜƘŜǘ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪōŜƴ ς ƪƛǾŞǾŜΣ Ƙŀ ŀȊ 

ŜǊŜŘŜǘƛ ŎǎŀƭłŘƛ ŞǊǘŞƪŜƪ ƪǀȊǀǘǘ ƳŜƎƧŜƭŜƴƛƪ ŜȊ ŀ ƴȅƛǘƻǘǘǎłƎΣ ŜȊ ŀ ǾłƭƭŀƭƪƻȊƽǎȊŜƭƭŜƳΣ Şǎ ƴŜƳ αƘŀƭ 

mŜƎέΣ ŀƘƻƎȅ ŀ Ǿłƭƭŀƭŀǘ ƴǃ (Zahra, 2010). 9ȊȊŜƭ ŜƭƭŜƴǘŞǘōŜƴΣ ŀ ŎǎŀƭłŘǘŀƎƻƪ ƪǀȊǀǘǘƛ ǎȊƻǊƻǎ 

ƪǀǘŜƭŞƪΣ ŀȊ ƛƴǘŜƴȊƝǾ ƪŀǇŎǎƻƭŀǘƻƪΣ ŀȊ ŜƎȅƳłǎ Şǎ ŀ ŎǎŀƭłŘ ƛǊłƴǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎΣ ŀ ƪǀȊǀǎ 

ƪƽŘǊŜƴŘǎȊŜǊ ƳŜƎƪǀƴƴȅƝǘƘŜǘƛΣ ƎȅƻǊǎƝǘƘŀǘƧŀ Şǎ ƘŀǘŞƪƻƴȅŀōōł ǘŜƘŜǘƛ ŀ ǎȊŜǊǾŜȊŜǘŜƴ ōŜƭǸƭƛ 

ǘǳŘłǎłǘŀŘłǎǘ (Nahapiet ς Goshal, 1998).  

όнύ ! ǊǳƎŀƭƳŀǎǎłƎΣ ŀ ŦƻǊƳłƭƛǎ ǊŜƴŘǎȊŜǊŜƪ Ƙƛłƴȅŀ Şǎ ŀȊ ŜǊǃǎ ƛƴŦƻǊƳłƭƛǎ ƪŀǇŎǎƻƭŀǘƻƪ ƎȅƻǊǎ 

ǊŜŀƎłƭłǎǘ ǘŜǎȊƴŜƪ ƭŜƘŜǘǃǾŞΣ ŀȊƻƴōŀƴ Ǝłǘ ƭŜƘŜǘΣ Ƙŀ ŀ ǘǳŘłǎƳŜƎƻǎȊǘłǎ ƴŜƳ ƳǼƪǀŘƛƪΣ ŀȊŀȊ ŀȊ 

ŜƎȅŞƴŜƪ ǘǳŘłǎŀ ƴŜƳ ǘǳŘ ƛƴǘŜƎǊłƭƽŘƴƛ Şǎ ǎȊŜǊǾŜȊŜǘƛ ǘǳŘłǎǎł ƪƻƴǾŜǊǘłƭƽŘƴƛΦ CƻƴǘƻǎΣ ƘƻƎȅ ŀ 

ŎǎŀƭłŘǘŀƎƻƪ Şǎ ƴŜƳ ŎǎŀƭłŘǘŀƎƻƪ ŜƎȅŜƴǊŀƴƎǵ ǘŀƎƻƪ ƭŜƎȅŜƴŜƪ ŀȊ ƛƴŦƻǊƳłƭƛǎ ƘłƭƽȊŀǘƻƪōŀƴΣ ƴŜ 

ƧǀƧƧŜƴŜƪ ƭŞǘǊŜ αƪǸƭǀƴōǀȊǃΣ ŜƎȅƳłǎǘƽƭ ŜƭƪǸƭǀƴǸƭǃ ǾŀƭƽǎłƎƻƪέΣ ŀƳŜƭȅŜƪōŜƴ ŀ ŎǎŀƭłŘǘŀƎƻƪ Şǎ 

ƴŜƳ ŎǎŀƭłŘǘŀƎƻƪ ƴŜƳ ƻǎȊǘƧłƪ ƳŜƎ ŀ ǘǳŘłǎǘΣ ǾŀƎȅ ŀƳŜƭȅŜƪōŜƴ ŀ ŎǎŀƭłŘ ƳƛƴƛƳŀƭƛȊłƭƴƛ ŀƪŀǊƧŀ ŀ 

non-familiness-t (Cunningham et al., 2016). ! ƪǸƭǎǃ ǘǳŘłǎƳŜƎƻǎȊǘƽ ǇŀǊǘƴŜǊŜƪƴŜƪ όǾŜǾǃƪƴŜƪΣ 

ōŜǎȊłƭƭƝǘƽƪƴŀƪΣ ŜƎȅŜǘŜƳŜƪƴŜƪΣ ǎȊŀƪƳŀƛ ǎȊŜǊǾŜȊŜǘŜƪƴŜƪ Şǎ ƪǀȊǀǎǎŞƎŜƪƴŜƪύ ƴŀƎȅ ǎȊŜǊŜǇǸƪ 

ƭŜƘŜǘ ŀ ǘŀƴǳƭłǎōŀƴ Şǎ ŀȊ ƛƴŦƻǊƳłŎƛƽƳŜƎƻǎȊǘłǎōŀƴ (Lionzo ς Rossignoli, 2013). 

όоύ aƛƴŘ ŀ ǾŜȊŜǘǃΣ ƳƛƴŘ ŀ ŎǎŀƭłŘǘŀƎƻƪ ƪƻƳǇŜǘŜƴŎƛłƛΣ ǘǳŘłǎŀΣ ŀŘƻǘǘ ŜǎŜǘōŜƴ ǇŜŘƛƎ ŀ 

ƪƻƳǇŜǘŜƴŎƛłƪ Ƙƛłƴȅłƴŀƪ ŦŜƭƛǎƳŜǊŞǎŜ Şǎ ŜȊŜƪ ǇƽǘƭłǎŀΣ ŀ ǘŀƴǳƭłǎǊŀ Ǿŀƭƽ ƴȅƛǘƻǘǘǎłƎ ƛǎ Ŧƻƴǘƻǎ 

ǘŞƴȅŜȊǃΦ YŞǊŘŞǎΣ ƘƻƎȅ ŀ ŎŞƎ ƳŜƴƴȅƛǊŜ ǘǀǊŜƪǎȊƛƪ ŀǊǊŀΣ ƘƻƎȅ ƪƛȊłǊƽƭŀƎΣ ǾŀƎȅ ƴŀƎȅ ǊŞǎȊōŜƴ 

ŎǎŀƭłŘǘŀƎƻƪŀǘ ŀƭƪŀƭƳŀȊȊƻƴ ς ƳŞƎ ŀƪłǊ ŀƪƪƻǊ ƛǎΣ Ƙŀ ŀ ŎǎŀƭłŘǘŀƎƻƪ ƪƻƳǇŜǘŜƴŎƛłƛ ƴŜƳ ǘŜǎȊƛƪ 

ŀƭƪŀƭƳŀǎǎł ŀȊ ŀŘƻǘǘ ŦŜƭŀŘŀǘǊŀΦ 9ǊǊǃƭ ŀ ǘŞƳłǊƽƭ ƳłǊ ŜƧǘŜǘǘǸƴƪ ǎȊƽǘ ŀ ƪƛǾłƭŀǎȊǘłǎǊƽƭ ǎȊƽƭƽ 

fejezetben.  

 TELW9{N¢a;b¸;w¢;Y9[;{ ;{ m{½¢mb½;{ 

! ŎǎŀƭłŘƛ ŎŞƎŜƪ ŜǎŜǘŞōŜƴ ƪŞǘΣ ŜƎȅƳłǎƴŀƪ ŜƭƭŜƴǘƳƻƴŘƽ ƭƻƎƛƪłǘ ƪǀǾŜǘǃ ŀƭǊŜƴŘǎȊŜǊ ƪǀȊǀǘǘ ƪŜƭƭ 

ƳŜƎǘŀƭłƭƴƛ ŀȊ ŜƎȅŜƴǎǵƭȅǘΦ ! ŎǎŀƭłŘƛ ŎŞƭƻƪΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ŀȊ ŞǊȊŜƭƳƛ ǎǘŀōƛƭƛǘłǎΣ ƘŀǊƳƽƴƛŀΣ 

ŜƭƛǎƳŜǊǘǎŞƎ ǎǘōΦ ǇłǊƘǳȊŀƳƻǎŀƴ ƧŜƭŜƴƴŜƪ ƳŜƎ ŀȊ ƻƭȅŀƴ ǸȊƭŜǘƛ ŎŞƭƻƪƪŀƭΣ Ƴƛƴǘ ŀ ǘǵƭŞƭŞǎΣ 

ƴǀǾŜƪŜŘŞǎΣ ǇǊƻŦƛǘŀōƛƭƛǘłǎ (Sharma et al., 2013)Φ ! ƪŜǘǘǃǎ ǊŜƴŘǎȊŜǊƪǀǾŜǘŜƭƳŞƴȅŜƪōǃƭ 
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ƪǀǾŜǘƪŜȊǃŜƴ ŀȊ ǀǎȊǘǀƴȊŞǎǎŜƭΣ ǘŜƭƧŜǎƝǘƳŞƴȅŞǊǘŞƪŜƭŞǎǎŜƭ Şǎ ƪƻƳǇŜƴȊłŎƛƽǾŀƭ ƪŀǇŎǎƻƭŀǘƻǎ 

ǇǊƻōƭŞƳłƪ ŜƎȅ ǊŞǎȊŜ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪōŜƴ ǎǘǊǳƪǘǳǊłƭƛǎ ƧŜƭƭŜƎǼΣ ŀȊŀȊ ŦǸƎƎŜǘƭŜƴ ŀ 

ǘǳƭŀƧŘƻƴƻǎƻƪκŎŞƎǾŜȊŜǘǃƪ ǎȊŜƳŞƭȅŜǎ ƛƴŘƝǘŞƪŀƛǘƽƭΦ !Ȋ Ŝƭǎǃ Şǎ ƭŜƎŦƻƴǘƻǎŀōō ǇǊƻōƭŞƳŀΣ ƘƻƎȅ ŀ 

ŦƻǊǊłǎƻƪ Şǎ ƧŀǾŀƪ ŎǎŜǊŞƧŜ ǘŜƭƧŜǎŜƴ ŜƭǘŞǊǃ ƭƻƎƛƪŀ ŀƭŀǇƧłƴ ƳǼƪǀŘƛƪ ŀ ŎǎŀƭłŘƻƪ Şǎ ŀ ƎŀȊŘŀǎłƎƛ 

ǎȊŜǊǾŜȊŜǘŜƪ ŜǎŜǘŞōŜƴ (Miller ς Le-Breton-Miller, 2014)Φ ! ŎŞƎŜƪ ŜǎŜǘŞōŜƴ ŀ ǇƛŀŎƛ ƭƻƎƛƪŀ ŀ 

ƳŜƎƘŀǘłǊƻȊƽΣ ƛƭȅŜƴƪƻǊ ŀȊ łǊǳΣ ƧŜƭŜƴ ŜǎŜǘōŜƴ ŀ ƳǳƴƪŀǾłƭƭŀƭƽ łƭǘŀƭ ŜƭǾŞƎȊŜǘǘ Ƴǳƴƪŀ ŞǊǘŞƪŞǘ 

ƪǀȊǾŜǘƭŜƴǸƭ ƘŀǘłǊƻȊȊłƪ ƳŜƎΣ Şǎ ŜȊ ƪŞǇŜȊƛ ŀ ŎǎŜǊŜ ŀƭŀǇƧłǘΣ ŀƳŜƭȅƴŜƪ ǘłǊƎȅŀ ŀȊ ŜƭǾŞƎŜȊŜǘǘ 

Ƴǳƴƪŀ Şǎ ŀȊ ŞǊǘŜ ƴȅǵƧǘƻǘǘ ƪǀȊǾŜǘƭŜƴ ŜƭƭŜƴǎȊƻƭƎłƭǘŀǘłǎΦ ! ŎǎŀƭłŘōŀƴ ŜȊȊŜƭ ǎȊŜƳōŜƴ ƴŜƳ ŀȊ 

ŜǊǃŦƻǊǊłǎƻƪ ŀƴȅŀƎƛŀƪōŀƴ ƪƛŦŜƧŜȊƘŜǘǃ ŞǊǘŞƪŜ ŀ ŎǎŜǊŜ ŀƭŀǇƧŀΣ ƘŀƴŜƳ ŀ ŎǎŀƭłŘǘŀƎƻƪ ŞǊȊŜƭƳƛ 

ǎȊǸƪǎŞƎƭŜǘŜƛƴŜƪ ƪƛŜƭŞƎƝǘŞǎŜ Şǎ ƘƻǎǎȊǵ ǘłǾǵ Ƨƽƭ-ƭŞǘŞƴŜƪ ōƛȊǘƻǎƝǘłǎŀ ŀ ŘƻƳƛƴłƴǎ ŜƭǾΦ ! 

ǊŜŎƛǇǊƻŎƛǘłǎ ŜƭǾŞƴ ƴȅǳƎǾƽ ŎǎŀƭłŘƛ ƛƴǘŜǊŀƪŎƛƽƪōŀƴΣ ǎȊŜƳōŜƴ ŀ ǇƛŀŎƛ ǘǊŀƴȊŀƪŎƛƽƪƪŀƭΣ ŀȊ ŀŘłǎ 

ƎŜǎȊǘǳǎłǘ ƴŜƳ ƪŜƭƭ ŀȊƻƴƴŀƭ ǾŀƎȅ ǊǀǾƛŘǘłǾƻƴ ǾƛǎȊƻƴƻȊƴƛΣ Şǎ ŀ ŎǎŜǊŞōŜƴ ǊŞǎȊǘ ǾŜǾǃ ƧŀǾŀƪ ŞǊǘŞƪŜ 

ǎŜƳ ƪǀƴƴȅŜƴ ƘŀǘłǊƻȊƘŀǘƽ ƳŜƎΦ 9Ȋ ŀȊ ŀƭŀǇǾŜǘǃ ƪǸƭǀƴōǎŞƎ ŜƭǎǃǎƻǊōŀƴ ŀ ƘƻȊȊłǘŀǊǘƻȊƽƪ 

ǘŜƭƧŜǎƝǘƳŞƴȅŞƴŜƪ ƳŜƎƝǘŞƭŞǎŞōŜƴ Şǎ ƧŀǾŀŘŀƭƳŀȊłǎłōŀƴ ƧŜƭŜƴǘ ƪƛƘƝǾłǎƻƪŀǘ ŀ ǾłƭƭŀƭŀǘǾŜȊŜǘŞǎ 

ǎȊłƳłǊŀΦ  

! ƳǳƴƪŀƘŜƭȅƛ ǾƛǎȊƻƴȅƻƪōŀƴ ŀ ǘŜƭƧŜǎƝǘƳŞƴȅ ŞǊǘŞƪŜƭŞǎŞƴŜƪ ŀƭŀǇƧŀ ŀȊ ŀ ƘƻȊȊłƧłǊǳƭłǎΣ ŀƳƛǘ ŀ 

ǎȊŜǊǾŜȊŜǘ ƎŀȊŘŀǎłƎƛ ŎŞƭƧŀƛƴŀƪ ŜƭŞǊŞǎŞƘŜȊ ƴȅǵƧǘ ŀȊ ŜƎȅŞƴΣ ǾŀƎȅƛǎ ŀ ƎŀȊŘŀǎłƎƛ ŞǊǘŜƭŜƳōŜƴ ǾŜǘǘ 

prƻŘǳƪǘƛǾƛǘłǎΣ ŀƳƛ ƴŜƘŜȊŜƴ ŜƎȅŜȊǘŜǘƘŜǘǃ ǀǎǎȊŜ ŀ ŎǎŀƭłŘƛ ǎȊŜǊŜǇŜƪ ŞǊȊŜƭƳƛ ŀƭŀǇǵ ƭƻƎƛƪłƧłǾŀƭΦ ! 

ǾłƭƭŀƭŀǘǾŜȊŜǘŞǎΣ ƛƭƭŜǘǾŜ ŀȊ ŞǊǘŞƪŜƭǃ ǎȊŜƳŞƭȅŜ ŀȊŞǊǘ ƴŞȊ ǎȊŜƳōŜ ƴŜƘŞȊǎŞƎŜƪƪŜƭ ŀ ŎǎŀƭłŘƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪ ŜǎŜǘŞōŜƴΣ ƳŜǊǘ ƴŀƎȅƻƴ ƴŜƘŞȊ ŜƎȅŜƴǎǵƭȅǘ ǘŀƭłƭƴƛ ŀ ƪŞǘ ŜƭǘŞǊǃ ŜƭǾłǊłǎǊŜƴŘǎȊŜǊ 

όŎǎŀƭłŘƛ ǾŜǊǎǳǎ ƳǳƴƪŀƘŜƭȅƛύ ƪǀȊǀǘǘΦ ! ƎȅŀƪƻǊƭŀǘōŀƴ ŜȊ ƪŜǘǘǃǎ ƴƻǊƳŀǊŜƴŘǎȊŜǊ όŘƻǳōƭŜ 

ǎǘŀƴŘŀǊŘύ ƪƛŀƭŀƪǳƭłǎłƘƻȊ ǾŜȊŜǘƘŜǘΣ ŀƳƛ ǊƻƳōƻƭƧŀ ŀ ŎŞƎ ōŜƭǎǃ ǎȊƻŎƛłƭƛǎ ǾƛǎȊƻƴȅŀƛǘ Şǎ ŀ 

ǘŜƭƧŜǎƝǘƳŞƴȅŜƪ ŎǎǀƪƪŜƴŞǎŞƴŜƪ ƛǊłƴȅłōŀ ƘŀǘΦ !Ȋƻƪōŀƴ ŀȊ ŜǎŜǘŜƪōŜƴ ǇŞƭŘłǳƭΣ ŀmikor a 

ŎǎŀƭłŘǘŀƎƻƪ ǘŜƭƧŜǎƝǘƳŞƴȅŞƴŜƪ ŞǊǘŞƪŜƭǃƧŜ ƴŜƳ ŎǎŀƭłŘǘŀƎΣ ŀ ƳŜƎŦŜƭŜƭƴƛ ǾłƎȅłǎ ǾŀƎȅ ŀ 

ƪƻƴŦƭƛƪǘǳǎƪŜǊǸƭŞǎ ǎȊłƴŘŞƪŀ Ƴƛŀǘǘ ŀȊ ŞǊǘŞƪŜƭǃ ŀōōŀƴ ǾłƭƘŀǘ ŞǊŘŜƪŜƭǘǘŞΣ ƘƻƎȅ ŀȊ ŞǊǘŞƪŜƭǘ 

ŎǎŀƭłŘǘŀƎ ǘŜƭƧŜǎƝǘƳŞƴȅŞƴŜƪ ǾŀƎȅ ƪƻƳǇŜǘŜƴŎƛłƛƴŀƪ ŜǎŜǘƭŜƎŜǎ ƘƛłƴȅƻǎǎłƎŀƛǘ ŜƭƭŜǇƭŜzze 

(Lansberg, 1983).  

!Ȋ ǀǎȊǘǀƴȊŞǎ Şǎ ƧŀǾŀŘŀƭƳŀȊłǎ ǘŜƪƛƴǘŜǘŞōŜƴ ǎŜƳ ƪǀƴƴȅǼ ŀ ŦŜƴǘƛ ŜƭƭŜƴǘƳƻƴŘłǎƻƪ ŦŜƭƻƭŘłǎŀΦ !Ȋ 

ŀƭŀǇǇǊƻōƭŞƳŀ ŜȊŜƪōŜƴ ŀȊ ŜǎŜǘŜƪōŜƴ ŀ ƳŞƭǘłƴȅƻǎǎłƎ ŜƭǘŞǊǃ ƧŜƭŜƴǘŞǎŜ ŀ ŎǎŀƭłŘƻƪōŀƴ Şǎ ŀ 

ǾłƭƭŀƭŀǘƻƪōŀƴΦ ! ŎǎŀƭłŘƻƪ ŜǎŜǘŞōŜƴ ƭŜǎȊłǊƳŀȊƻǘǘŀƪ ƪǀȊǀǘǘ ŀ ƳŞƭǘłƴȅƻǎǎłƎ ƳŞǊŎŞƧŜ ŀ 

gyermekek ǎȊǸƪǎŞƎƭŜǘŜƛƴŜƪ ƪƛŜƭŞƎƝǘŞǎŜΦ hƭŘŀƭłƎƛ Ǌƻƪƻƴƻƪ όǘŜǎǘǾŞǊŜƪύ ŜǎŜǘŞōŜƴ ŀ 
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ƳŞƭǘłƴȅƻǎǎłƎ ŜƭǾŜ ŀȊ ŜƎȅŜƴƭǃǎŞƎŜƴ ƪŜǊŜǎȊǘǸƭ Ǿŀƭƽǎǳƭ ƳŜƎΦ 9ȊȊŜƭ ǎȊŜƳōŜƴ ŀ ƳǳƴƪŀƘŜƭȅŜƪŜƴ ŀ 

ƳŞƭǘłƴȅƻǎǎłƎ ŜƭǾƛ ŀƭŀǇƧŀ ŀȊ ŞǊŘŜƳΣ ŀȊŀȊ ǎƻƪƪŀƭ ƛƴƪłōō ŦǳƴƪŎƛƻƴłƭƛǎ ǎȊŜƳǇƻƴǘƻƪ ƘŀǘłǊƻȊȊłƪ 

ƳŜƎ ŀ ƧŀǾŀƪ ŜƭƻǎȊǘłǎłǘΦ ! ƳŞƭǘłƴȅƻǎǎłƎ ŎǎŀƭłŘƛ Şǎ ƳǳƴƪŀƘŜƭȅƛ ǎȊŜƳǇƻƴǘƧŀƛƴŀƪ ŜƎȅƛŘŜƧǼ 

ŞǊǾŞƴȅŜǎƝǘŞǎŜ ƎȅŀƪǊŀƴ ǾŜȊŜǘ ƴŜǇƻǘƛȊƳǳǎƘƻȊΣ ŀƳƛƪƻǊ ŀ ǘŜƭƧŜǎƝǘƳŞƴȅŜƴ ŀƭŀǇǳƭƽ ƳŞƭǘłƴȅƻǎǎłƎ 

ŜƭǾŜ ǎŞǊǸƭ Şǎ ǇǊƛǾƛƭŞƎƛǳƳƻƪ ǊŜƴŘǎȊŜǊŜ ƭŞǇ ŀ ƘŜƭȅŞǊŜΦ ! Ƴłǎƛƪ ǎȊŞƭǎǃ ŜǎŜǘōŜƴ ŀ ŘƛƭŜƳƳŀ 

ŦŜƭƻƭŘłǎłƴŀƪ ƪƛƳŜƴŜǘŜ ŀ ŎǎŀƭłŘǘŀƎƻƪ ŀƭǳƭƪƻƳǇŜƴȊłƭłǎŀ ŀ ƴŜƳ ŎǎŀƭłŘǘŀƎƻƪƪŀƭ ǎȊŜƳōŜƴ ŀƴƴŀƪ 

ŞǊŘŜƪŞōŜƴΣ ƘƻƎȅ ŀ ƪŜǘǘǃǎ ƳŞǊŎŞƴŜƪ ƳŞƎ ŀ ƭŜƘŜǘǃǎŞƎŜ ǎŜ ŦƻƎŀƭƳŀȊƽŘƘŀǎǎƻƴ ƳŜƎΦ !Ȋ ƛƭȅŜƴ 

ƧŜƭƭŜƎǼ ƎȅŀƪƻǊƭŀǘ ƳǀƎǀǘǘ ǎƻƪǎȊƻǊ ŀȊ ŀȊ ƛŘŜƻƭƻƎƛƪǳǎ ŞǊǾ ƘǵȊƽŘƛƪ ƳŜƎΣ ƘƻƎȅ ŀ ŎǎŀƭłŘǘŀƎƻƪƴŀƪ 

ŜȄǘǊŀ ŦŜƭŜƭǃǎǎŞƎŜ Ǿŀƴ ŀ ŎŞƎƎŜƭ ǎȊŜƳōŜƴΣ ŀƳƛƴŜƪ ǘǀōōƭŜǘǘŜƭƧŜǎƝǘƳŞƴȅōŜƴ ƛǎ ƳŜƎ ƪŜƭƭ ƧŜƭŜƴƴƛŜΦ 

9Ȋ ŀ ƳŜƎƻƭŘłǎ ƎȅŀƪǊŀƴ ǾŜȊŜǘ ƪƻƴǘǊŀǎȊŜƭŜƪŎƛƽƘƻȊΣ ƘƛǎȊŜƴ ŀ ƪƻƳǇŜǘŜƴǎ Şǎ ŀƭǳƭŦƛȊŜǘŜǘǘ 

ŎǎŀƭłŘǘŀƎƻƪ ƪǀƴƴȅŜƴ ŘǀƴǘƘŜǘƴŜƪ ǵƎȅΣ ƘƻƎȅ ƪƛƭŞǇƴŜƪ ŀ ŎŞƎōǃƭΦ ! ƪƻƳǇŜƴȊłŎƛƽǾŀƭ ƪŀǇŎǎƻƭŀǘƻǎ 

ōƛȊƻƴȅǘŀƭŀƴ ŀƭŀǇŜƭǾŜƪōǃƭ ŦŀƪŀŘƽ ƴŜƘŞȊǎŞƎŜƪ ƭŜƪǸȊŘŞǎŜ ƛƎŜƴ ƴŜƘŞȊ ŦŜƭŀŘŀǘ, Şǎ ŜƭƪŞǇȊŜƭƘŜǘǃΣ 

ƘƻƎȅ ǘŜƭƧŜǎŜƴ ƴŜƳ ƛǎ ƭŜƘŜǘ ŦŜƭƻƭŘŀƴƛ ŀ ŦŜƴǘƛ ŜƭƭŜƴǘƳƻƴŘłǎƻƪŀǘΦ  

 {½9w±9½9¢L Y¦[¢¨w! 

! ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǳƭǘǵǊłƧłǾŀƭ ŦƻƎƭŀƭƪƻȊƽ ŦǃłǊŀƳǵ ƪǳǘŀǘłǎƻƪ ƪǀȊŞǇǇƻƴǘƧłōŀƴ ƻƭȅŀƴ 

ƪŞǊŘŞǎŜƪ łƭƭƴŀƪΣ Ƴƛƴǘ ƘƻƎȅ Ǿŀƭƽōŀƴ ƪǸƭǀƴōǀȊƛƪ-Ŝ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǳƭǘǵǊłƧŀ Ƴłǎ 

ǾłƭƭŀƭŀǘƻƪŞǘƽƭ (Vallejo, 2008)Σ ƛƭƭŜǘǾŜ ƳƛƭȅŜƴ ƪǳƭǘǵǊŀǘƝǇǳǎƻƪ ŦŜŘŜȊƘŜǘǃƪ ŦŜƭ ŀ ŎǎŀƭłŘƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪōŀƴ (Dyer, 1988), Şǎ ƳŜƭȅ ƪǳƭǘǳǊłƭƛǎ ǎŀƧłǘƻǎǎłƎƻƪ ǘŜǎȊƴŜƪ ƘŀǘŞƪƻƴƴȅł ŜƎȅ ŎǎŀƭłŘƛ 

ǾłƭƭŀƭƪƻȊłǎǘ (Denison et al., 2004)Φ ! ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǳǘŀǘłǎłƴŀƪ ǇŀƭŜǘǘłƧłƴ ƳŜƎƧŜƭŜƴǘŜƪ 

ŀ ƪǊƛǘƛƪŀƛ ƳŜƎƪǀȊŜƭƝǘŞǎŜƪ ƛǎΣ ŀƳŜƭȅŜƪ ŀ ŎǎŀƭłŘƛǎłƎƎŀƭ ǀǎǎȊŜŦǸƎƎǃ ƘŀǘŀƭƳƛ ŀǎȊƛƳƳŜǘǊƛłƪƪŀƭ Şǎ 

ŜȊŜƪ ƪǳƭǘǳǊłƭƛǎ ōŜłƎȅŀȊƻǘǘǎłƎłǾŀƭ ŦƻƎƭŀƭƪƻȊƴŀƪ (Fletcher et al., 2012). Ebben a fejezetben 

ǊǀǾƛŘ ōŜǘŜƪƛƴǘŞǎǘ ƴȅǵƧǘǳƴƪ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪǊŀ ǾƻƴŀǘƪƻȊƽ ŦǃłǊŀƳǵΣ ƳŀƧŘ ƪǊƛǘƛƪŀƛ 

ƪǳǘŀǘłǎƻƪōŀΦ  

! ŦǃłǊŀƳǵ ƪǳƭǘǵǊŀƪǳǘŀǘłǎƻƪ łƭǘŀƭ ƪƛŘƻƭƎƻȊƻǘǘ ƪǳƭǘǵǊŀǘƛǇƻƭƽƎƛłƪ ŎŞƭƧŀΣ ƘƻƎȅ ŀ ƪǸƭǀƴōǀȊǃ 

ǎȊŜǊǾŜȊŜǘŜƪŜǘ ŀ ƪǳƭǘǳǊłƭƛǎ ƧŜƭƭŜƳȊǃƪ ǘǸƪǊŞōŜƴ ǀǎǎȊŜƘŀǎƻƴƭƝǘƘŀǘƽǾł ǘŜƎȅŞƪ (Cheyne ς Loan-

Clarke, 2013)Φ !ǊǊŀ ƪŜǊŜǎƛƪ ŀ ǾłƭŀǎȊǘΣ ƘƻƎȅ ǾŀƧƻƴ ƘƻƎȅŀƴ ƪŜƭƭ ŀȊ ŀŘƻǘǘ ŦŜƭǘŞǘŜƭǊŜƴŘǎȊŜǊ ƳŜƭƭŜǘǘ 

ƳǼƪǀŘǃ Ǿłƭƭŀƭŀǘ ƪǳƭǘǵǊłƧłǘ ƪƛŀƭŀƪƝǘŀƴƛ ŀƘƘƻȊΣ ƘƻƎȅ ŀ ƪǳƭǘǵǊŀ ŀ ǾŜǊǎŜƴȅŜƭǃƴȅ ŦƻǊǊłǎłǾł 

ǾłƭƘŀǎǎƻƴ Şǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ǘŜƭƧŜǎƝǘƳŞƴȅǘ ǇƻȊƛǘƝǾŀƴ ōŜŦƻƭȅłǎƻƭƧŀ. Dyer (1988) ǘǀōō Ƴƛƴǘ пл 

ŎǎŀƭłŘƛ ŎŞƎ ǘǀǊǘŞƴŜǘŞǘ ǾƛȊǎƎłƭǾŀ ƴŞƎȅ ƪǳƭǘǵǊŀǘƝǇǳǎǘ ƪǸƭǀƴƝǘŜǘǘ Ŝƭ ŀ ŎŞƎŜƪǊŜ ƧŜƭƭŜƳȊǃ ŀƭŀǇǾŜǘǃ 



 

 

 
335 

 

hiedeleƳǊŜƴŘǎȊŜǊ ŀƭŀǇƧłƴΥ ǇŀǘŜǊƴŀƭƛǎǘŀΣ ƭŀƛǎǎŜȊ-ŦŀƛǊΣ ǇŀǊǘƛŎƛǇŀǘƝǾ Şǎ ǇǊƻŦŜǎǎȊƛƻƴłƭƛǎΦ 9ȊŜƪ ŀ 

ƪǳƭǘǳǊłƭƛǎ ƳƛƴǘłȊŀǘƻƪ ŀƭŀǇǾŜǘǃŜƴ ŀ ǘǳƭŀƧŘƻƴƻǎ-ƳŜƴŜŘȊǎŜǊ łƭǘŀƭ ƪǀǾŜǘŜǘǘ ǾŜȊŜǘŞǎƛ ǎǘƝƭǳǎǘ 

ǘǸƪǊǀȊƛƪ ǾƛǎǎȊŀΣ ƪƛǘǸƴǘŜǘŜǘǘ ǎȊŜǊŜǇŜǘ ǘǳƭŀƧŘƻƴƝǘǾŀ ŜƴƴŜƪ ŀ ƪǳƭǘǵǊŀ ŦƻǊƳłƭłǎłōŀƴΦ Dyer (1988) 

ƪǳǘŀǘłǎŀƛ ŀƭŀǇƧłƴ ŀȊ Ŝƭǎǃ-ƎŜƴŜǊłŎƛƽǎ ŎǎŀƭłŘƛ ŎŞƎŜƪ ƪǀȊǀǘǘ ŀ ǇŀǘŜǊƴŀƭƛǎǘŀ ƪǳƭǘǵǊŀ Ǿƻƭǘ ŀ 

ƭŜƎŜƭǘŜǊƧŜŘǘŜōō όƪōΦ ул҈ύΣ ƳƝƎ ŀ Ƴłǎƛƪ ƘłǊƻƳ ƪǳƭǘǵǊŀǘƝǇǳǎ Ŝƭǎǃ ƎŜƴŜǊłŎƛƽǎ ŎǎŀƭłŘƛ ŎŞƎŜƪ 

ŜǎŜǘŞōŜƴ ǎƻƪƪŀƭ Ǌƛǘƪłōōŀƴ ƧŜƭŜƴƛƪ ƳŜƎΦ ! ǇŀǘŜǊƴŀƭƛǎǘŀ ƪǳƭǘǵǊŀǘƝǇǳǎ ƭŞƴȅŜƎŜΣ ƘƻƎȅ ǘŜƭƧŜǎ 

ŜƎŞǎȊŞōŜƴ ŀȊ ŀƭŀǇƝǘƽ ōƛǊǘƻƪƻƭƧŀ ŀ ƘŀǘŀƭƳŀǘΣ ƳƛƴŘŜƴ Ŧƻƴǘƻǎŀōō ŘǀƴǘŞǎǘ ǃ ƘƻȊ ƳŜƎ (Dyer, 

1988)Φ !Ȋ ŀƭŀǇƝǘłǎƪƻǊ ƪƛŀƭŀƪǳƭǘ ŞǊǘŞƪŞƪŜƪ ƳŜƎǃǊȊŞǎŜ Şǎ ŀ ƘŀƎȅƻƳłƴȅƻƪ ǘƛǎȊǘŜƭŜǘōŜƴ ǘŀǊǘłǎŀ 

Ŧƻƴǘƻǎ ŞǊǘŞƪ (Dyer, 1988)Φ ! ŎǎŀƭłŘ ōƛȊŀƭƳŀ ŀƭŀŎǎƻƴȅ ŀ ƪƝǾǸƭłƭƭƽƪƪŀƭ ǎȊŜƳōŜƴΣ ŜȊŞǊǘ ŀ 

ŎǎŀƭłŘǘŀƎƻƪ ƳŜƎƪǸƭǀƴōǀȊǘŜǘŜǘǘ ƘŜƭȅȊŜǘōŜƴ Ǿŀƴƴŀƪ (Dyer, 1988)Φ ! ǇŀǘŜǊƴŀƭƛǎǘŀ ƪǳƭǘǳǊłƭƛǎ 

ƧŜƎȅŜƪ Ƙŀǘłǎłƴŀƪ ǾƛȊǎƎłƭŀǘŀ ƳŜƎƘŀǘłǊƻȊƽ Ǿƻƴǳƭŀǘ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎ ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊłƧłƴŀƪ 

ǾƛȊǎƎłƭŀǘłōŀƴ όŜǊǊǃƭ ōǃǾŜōōŜƴ ƭłǎŘ IŜƛŘǊƛŎƘ Ŝǘ ŀl., 2016).  

! ƪǳƭǘǵǊŀǘƝǇǳǎƻƪ ƧŜƭƭŜƳȊǃƛƴŜƪ ƳŜƎƘŀǘłǊƻȊłǎłƴ ǘǵƭ ŀ ŦǃłǊŀƳǵ ƪǳƭǘǵǊŀ-ƪǳǘŀǘƽƪŀǘ ŜǊǃǎŜƴ 

ŦƻƎƭŀƭƪƻȊǘŀǘƧŀ ŀȊ ŀ ƪŞǊŘŞǎΣ ƘƻƎȅ ǾŀƧƻƴ ƳƛƭȅŜƴ ƧŜƭƭŜƳȊǃƪƪŜƭ ōƝǊ ŀȊ ŀ ƘŀǘŞƪƻƴȅ Şǎ ǇƻȊƛǘƝǾ Ǿłƭƭŀƭŀǘƛ 

ƪǳƭǘǵǊŀΣ ŀƳŜƭȅ ŀ ǇǊƻŦƛǘŀōƛƭƛǘłǎǘ ƛǎ ŜƭǃǊŜ ƳƻȊŘƝǘƧŀΦ 9ƴƴŜƪ ŀȊ ƻk-okozati kapcsolatnak az 

ƛƎŀȊƻƭłǎŀ ƴŜƳ ƪǀƴƴȅǼ ŦŜƭŀŘŀǘ (Cheyne ς Loan-Clarke, 2013). 5Ŝƴƛǎƻƴ Şǎ ƳǳƴƪŀǘłǊǎŀƛ (2004) 

ŜƎȅ ƻƭȅŀƴ ƪǳƭǘǵǊŀ-ƳŞǊŞǎƛ ƳƻŘŜƭƭǘ ŀƧłƴƭŀƴŀƪ ƳƛƴŘŜƴ Ǿłƭƭŀƭŀǘ ǎȊłƳłǊŀΣ ŀƳŜƭȅ ƭŜƘŜǘǃǾŞ ǘŜǎȊƛ ŀ 

ǇƻȊƛǘƝǾ ƪǳƭǘǵǊŀ ƪƛŀƭŀƪƝǘłǎłǘΦ aƛƴŞƭ ƳŀƎŀǎŀōō ŞǊǘŞƪŜƪŜǘ Ƴǳǘŀǘ ŜƎȅ Ǿłƭƭŀƭŀǘ ŀ ƳƻŘŜƭƭōŜƴ 

ƳŜƎƘŀǘłǊƻȊƻǘǘ ƪǳƭǘǳǊłƭƛǎ ƧŜƭƭŜƳȊǃƪ ς ŀƭƪŀƭƳŀȊƪƻŘłǎΣ ƪǸƭŘŜǘŞǎΣ ƪƻƴȊƛǎȊǘŜƴŎƛŀΣ ōŜǾƻƴłǎ ς 

ǾƻƴŀǘƪƻȊłǎłōŀƴΣ ŀƴƴłƭ ǾŀƭƽǎȊƝƴǼōōΣ ƘƻƎȅ ǇŞƴȊǸƎȅƛ Ƴǳǘŀǘƽƛ ƧŀǾǳƭƴŀƪΣ łƭƭƝǘƧłƪ ŀ ǎȊŜǊȊǃƪΦ 

20 ŎǎŀƭłŘƛ Şǎ оуф ƴŜƳ ŎǎŀƭłŘƛ ŎŞƎ ǀǎǎȊŜƘŀǎƻƴƭƝǘƽ ŜƭŜƳȊŞǎŜ ǎƻǊłƴ ŀȊǘ ǘŀƭłƭǘłƪΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪ ƳŀƎŀǎŀōō łǘƭŀƎƻǘ ŞǊǘŜƪ Ŝƭ ƳƛƴŘŜƴ ƛƴŘŜȄ ǘŜƪƛƴǘŜǘŞōŜƴΣ Ƴƛƴǘ ŀ ƴŜƳ ŎǎŀƭłŘƛ 

ǾłƭƭŀƭŀǘƻƪΦ {ȊƛƎƴƛŦƛƪłƴǎ ƪǸƭǀƴōǎŞƎ ƳǳǘŀǘƪƻȊƻǘǘ ŀ ƪŞǇŜǎǎŞƎ-ŦŜƧƭŜǎȊǘŞǎ ƛƴŘŜȄōŜƴΣ ŀƳŜƭȅ ŀǊǊŀ 

ǳǘŀƭΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ǘǀōōŜǘ ŦŜƪǘŜǘƴŜƪ ōŜ ŀ ƳǳƴƪŀǘłǊǎŀƪ ŦŜƧƭŜǎȊǘŞǎŞōŜΣ Ƴƛƴǘ Ƴłǎ 

ŎŞƎŜƪΦ 5Ŝƴƛǎƻƴ Şǎ ƳǳƴƪŀǘłǊǎŀƛ (2004) ŀȊ ŜǊŜŘƳŞƴȅŜƪŜǘ ŀȊŞǊǘ ƛǎ ŞǊŘŜƪŜǎƴŜƪ ǘŀƭłƭƧłƪΣ ƳŜǊǘ 

ƳŜƎƪŞǊŘǃƧŜƭŜȊƛƪ ŀȊǘ ŀ ƘŀƎȅƻƳłƴȅƻǎ ƴŞȊŜǘŜǘΣ ƳƛǎȊŜǊƛƴǘ ŀ ǘǳƭŀƧŘƻƴ Şǎ ŀ ƪƻƴǘǊƻƭƭ ŜƭǾłƭŀǎȊǘłǎŀ 

ŦŜƧƭŜǘǘŜōō ǎȊŜǊǾŜȊŜǘƛ ŦƻǊƳŀ ƪƛŀƭŀƪǳƭłǎłƘƻȊ ǾŜȊŜǘΦ 

Vallejo (2008, 2011; 2011) ŀǊǊŀ ǾłƭƭŀƭƪƻȊƻǘǘΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǳƭǘǳǊłƭƛǎ 

ƧŜƭƭŜƳȊǃƛƴŜƪ ǘŜƭƧŜǎƝǘƳŞƴȅ-ǾłƭǘƻȊƽƪǊŀ ƎȅŀƪƻǊƻƭǘ Ƙŀǘłǎłǘ ƳƻŘŜƭƭŜȊƛΣ ŀƳŜƭȅ ŀƭŀǇƧłƴ ōƛȊƻƴȅƝǘłǎǘ 

ƴȅŜǊƘŜǘ ŀȊ ƛǎΣ ƘƻƎȅ ŀ ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀ ŀ ǾŜǊǎŜƴȅƪŞǇŜǎǎŞƎ ŜƎȅƛƪ ƪǳƭŎǎǘŞƴȅŜȊǃƧŜΦ {Ǉŀƴȅƻƭ 

ŀǳǘƽŞǊǘŞƪŜǎƝǘǃ ǎȊŜƪǘƻǊōŀƴ ǾŞƎȊŜǘǘ ŜƳǇƛǊƛƪǳǎ ƪǳǘŀǘłǎŀ ŀƭŀǇƧłƴ ǎƛƪŜǊǸƭǘ ƛƎŀȊƻƭƴƛŀΣ ƘƻƎȅ ƳƛƴŞƭ 
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ƛƴƪłōō ŀȊ łǘŀƭŀƪƝǘƽ ǾŜȊŜǘŞǎƛ ǎǘƝƭǳǎ όōǃǾŜōōŜƴ ƭłǎŘ Bakacsi, 1998; Bass, 1990) ƧŜƭƭŜƳȊƛ ŀȊ Ŝƭǎǃ 

ǎȊłƳǵ ǾŜȊŜǘǃǘΣ ŀƴƴłƭ ƳŀƎŀǎŀōō ŀ ǎȊŜǊǾŜȊŜǘōŜƴ ŀȊ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎ Şǎ ŀ ƘŀǊƳƽƴƛŀ ǎȊƛƴǘƧŜΣ 

ǘƻǾłōōł ŜǊǃǎŜōō ŀ ŎǎƻǇƻǊǘǀǎǎȊŜǘŀǊǘƻȊłǎ ŞǊȊŞǎŜ ƛǎ (Vallejo-Martos, 2011)Φ LƎŀȊƻƭłǎǘ ƴȅŜǊǘ 

ǘƻǾłōōłΣ ƘƻƎȅ ŀ ƘƻǎǎȊǵ-ǘłǾǵ ƻǊƛŜƴǘłƭǘǎłƎ Şǎ ŀȊ ǸƎȅŦŞƭƪǀȊǇƻƴǘǵǎłƎ ŜƳŜƭƛƪ ŀ ŎŞƎ ǇǊƻŦƛǘŀōƛƭƛǘłǎłǘ 

(Vallejo-Martos, 2011)Φ ! ǎȊŜǊȊǃ ŀȊǘ ƧŀǾŀǎƻƭƧŀΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜƭǘŞǊǃ ŦŜƧƭǃŘŞǎƛ 

ŦłȊƛǎŀƛōŀƴ ŞǊŘŜƳŜǎ Ƴłǎ-Ƴłǎ ŞǊǘŞƪǊŜ ƘŜƭȅŜȊƴƛ ŀ ƘŀƴƎǎǵƭȅǘ ŀ Ǿłƭƭŀƭŀǘƛ ƪǳƭǘǵǊŀ ŦŜƧƭŜǎȊǘŞǎŜ ǎƻǊłƴΦ 

! ƪŜȊŘŜǘƛ ǎȊŀƪŀǎȊōŀƴ όαǘǳƭŀƧŘƻƴƻǎ-ŜƭƭŜƴǃǊέύ ŀ ƘƻǎǎȊǵ ǘłǾǵ ƻǊƛŜƴǘłŎƛƽΣ ŀ αǘŜǎǘǾŞǊƛ ǇŀǊǘƴŜǊǎŞƎέ 

ǎȊŀƪŀǎȊłōŀƴ ŀȊ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎΣ ƳƝƎ ŀȊ αǳƴƻƪŀǘŜǎǘǾŞǊŜƪ ƪƻƴȊƻǊŎƛǳƳłōŀƴέ ŀ ƘŀǊƳƽƴƛŀ ŀȊ ŀ 

kulcsfontoǎǎłƎǵ ŞǊǘŞƪΣ ŀƳŜƭȅ ŀ Ǿłƭƭŀƭŀǘ ŦŜƴƴƳŀǊŀŘłǎłǘ Şǎ ǇǊƻŦƛǘŀōƛƭƛǘłǎłǘ ǘłƳƻƎŀǘƧŀ (Vallejo, 

2008)Φ Yǳǘŀǘłǎŀ 5Ŝƴƛǎƻƴ Şǎ ƳǳƴƪŀǘłǊǎŀƛ όнллпύ ŦŜƭƳŞǊŞǎŞƘŜȊ Ƙŀǎƻƴƭƽŀƴ ǎȊƛƴǘŞƴ 

ƳŜƎŜǊǃǎƝǘŜǘǘŜΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜƎȅ ǎƻǊ ǇƻȊƛǘƝǾ ƪǳƭǘǳǊłƭƛǎ ƧŜƭƭŜƳȊǃ όōŜǾƻƴłǎΣ 

azonoǎǳƭłǎΣ ƭƻƧŀƭƛǘłǎΣ ƳǳƴƪŀƘŜƭȅƛ ƭŞƎƪǀǊΣ ōƛȊŀƭƻƳΣ ǊŞǎȊǾŞǘŜƭΣ ǵƧǊŀ-ōŜŦŜƪǘŜǘŞǎΣ łǘŀƭŀƪƝǘƽ 

ǾŜȊŜǘŞǎƛ ǎǘƝƭǳǎΣ ōƛȊŀƭƻƳύ ǘŜƪƛƴǘŜǘŞōŜƴ ƳŀƎŀǎŀōō ǎȊƛƴǘŜǘ ƳǳǘŀǘǘŀƪΣ Ƴƛƴǘ ŀ ƴŜƳ ŎǎŀƭłŘƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪ (Vallejo, 2008). 

bƻƘŀ ŀ ƪǳƭǘǵǊłǘ ŀƭŀƪƝǘƽ ǘŞƴȅŜȊǃƪǊǃƭ ƳłǊ ŜƭŞƎ ǎƻƪŀǘ ǘǳŘǳƴƪΣ ƪŜǾŞǎōŞ ŞǊǘƧǸƪ ŀȊǘ ŀ ŦƻƭȅŀƳŀǘƻǘΣ 

ŀƘƻƎȅŀƴ ŀ ŎǎŀƭłŘƛ ƪǳƭǘǵǊŀ ŀ ƘŀǘŀƭƳƛ ǾƛǎȊƻƴȅƻƪŀǘ ŀƭŀƪƝǘƧŀΣ ǾŜǘƛƪ ŦŜƭ CƭŜǘŎƘŜǊ Şǎ ǘłǊǎŀƛ όнлмнύ. 

±ŀƧƻƴ ƘƻƎȅŀƴ ȊŀƧƭƛƪ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪōŜƴ ŀ ƧŜƭŜƴǘŞǎŀŘłǎ ŦƻƭȅŀƳŀǘŀΚ aƛƭȅŜƴ ƛŘŜƻƭƽƎƛłƪΣ 

ŘƛǎƪǳǊȊǳǎƻƪ Şǎ ƭƻƎƛƪłƪ ǘŀǊǘƧłƪ ŦŜƴƴ ŀ ƧŜƭƭŜƳȊǃ ƘŀǘŀƭƳƛ ŀǎȊƛƳƳŜǘǊƛłƪŀǘ ŜƎȅ ŎǎŀƭłŘƛ ǸȊƭŜǘōŜƴ 

(Fletcher et al., 2012)Κ ! ƳŜƎŞǊǘŞǎ-ƻǊƛŜƴǘłƭǘΣ ƛƭƭŜǘǾŜ ƪǊƛǘƛƪŀƛ ƪǳǘŀǘłǎƻƪ ŜȊŜƪǊŜ ŀ ƪŞǊŘŞǎŜƪǊŜ 

ƪŜǊŜǎƛƪ ŀ ǾłƭŀǎȊǘ ŀ ǊŞǎȊǘǾŜǾǃƪ ŘƛǾŜǊȊ ǇŜǊǎǇŜƪǘƝǾłƛƴŀƪ ōŜƳǳǘŀǘłǎłƴ ƪŜǊŜǎȊǘǸƭΦ 

! αŎǎŀƭłŘέ Ƴƛƴǘ ŀ ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀ ƳŜǘŀŦƻǊłƧŀ ƴŜƳ Ŏǎŀƪ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪōŀƴ ǊŜƭŜǾłƴǎΣ 

ƘŀƴŜƳ ŀ ƴŀƎȅǾłƭƭŀƭŀǘƻƪ ƛǎ ŜƭǃǎȊŜǊŜǘŜǘǘŜƭ ƭłǘǘŀǘƧłƪ ǀƴƳŀƎǳƪŀǘ αƴŀƎȅ ŎǎŀƭłŘƪŞƴǘέΦ ! αŎǎŀƭłŘέ 

ƳŜǘŀŦƻǊŀ ŀȊǘ ǎǳƎŀƭƭƧŀΣ ƘƻƎȅ ŀ ƳǳƴƪŀƘŜƭȅƛ ƪǀȊǀǎǎŞƎ ŜƎȅǎŞƎŜǎΣ ƘŀǊƳƻƴƛƪǳǎΣ ǎȊƻǊƻǎ Şǎ 

szeretetteli kapcsolatokƻƴ ƴȅǳƎǎȊƛƪΣ ƳŜƭȅōŜƴ ŜƎȅŜǘŞǊǘŞǎ ǳǊŀƭƪƻŘƛƪ (Ainsworth ς Cox, 2003). 

! ƪǊƛǘƛƪŀƛ ƪǳǘŀǘƽƪ ǊłǾƛƭłƎƝǘŀƴŀƪ ŀǊǊŀΣ ƘƻƎȅ ŀ ŎǎŀƭłŘ ƳŜǘŀŦƻǊŀ ōŜǾŜǘŞǎŜ ŜƎȅǵǘǘŀƭ ǎȊŀōłƭȅƻȊƽ-

ŦŜƎȅŜƭƳŜȊǃ ŜǎȊƪǀȊ ƛǎΣ ŀƳŜƭȅ ŀ ƴƻǊƳŀǘƝǾ ƪƻƴǘǊƻƭƭǘ ŎŞƭƻȊȊŀ (Casey, 1999)Φ ±ŀƧƻƴ Ƴłǎǘ ƧŜƭŜƴǘ-e a 

csalłŘƛŀǎǎłƎ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪōŀƴΣ ŀƘƻƭ ŀ ŎǎŀƭłŘ ƴŜƳ Ŏǎŀƪ ŜƎȅ αŘƛǎƪǳǊȊƝǾ ƪƻƴǎǘǊǳƪŎƛƽέ 

(Casey, 1999)Σ ƘŀƴŜƳ ǾŀƭƽŘƛ Ǌƻƪƻƴƛ ƪŀǇŎǎƻƭŀǘƻƪƻƴ ŀƭŀǇǳƭΚ 

9ǘƴƻƎǊłŦƛŀƛ ƪǳǘŀǘłǎƻƪ (Ainsworth ς Cox, 2003; Ram ς Holliday, 1993; Ram, 2001) ǊłƳǳǘŀǘǘŀƪΣ 

ƘƻƎȅ ŀ αŎǎŀƭłŘέ Ƴƛƴǘ ƪǳƭǘǳǊłƭƛǎ Ŝƴǘƛǘłǎ ƧŜƭŜƴǘŞǎŜ ŀ ƪƛǎ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪōŀƴ ǎŜƳ ŜƎȅǎŞƎŜǎΣ 
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ƘŀƴŜƳ ƪƻƳǇƭŜȄ Şǎ ŜƭƭŜƴǘƳƻƴŘłǎƻƪƪŀƭ ǘŜǊƘŜǎ ŦƻƎŀƭƻƳΣ ŀƳŜƭȅ ǘłǊǎŀŘŀƭƳƛƭŀƎ ōŜłƎȅŀȊƻǘǘΣ 

ǘŜǊƳŞǎȊŜǘŜǎƴŜƪ ǾŜǘǘ ƘŀǘŀƭƳƛ ƪǸƭǀƴōǎŞƎŜƪŜǘ ǘŜǊƳŜƭƘŜǘ ǵƧǊŀΦ ! ƪǳǘŀǘƽƪ łƭǘŀƭ ǾƛȊǎƎłƭǘ 

szervezetekben ŀ αŎǎŀƭłŘƛ ƪǳƭǘǵǊŀέ ŀ ǇŀǘǊƛŀǊƪłƭƛǎ ǘłǊǎŀŘŀƭƳƛ ōŜǊŜƴŘŜȊƪŜŘŞǎǘ ŜǊǃǎƝǘŜǘǘŜ 

ŜƎȅǊŞǎȊǘ ŀ ǎȊǸƭǃ-ƎȅŜǊƳŜƪ ƘŀǘŀƭƳƛ ŀǎȊƛƳƳŜǘǊƛłƴΣ ƳłǎǊŞǎȊǘ ŀ ƴǃƪ ǘłǊǎŀŘŀƭƳƛ ƴŜƳƛ όƎŜƴŘŜǊύ 

ǎȊŜǊŜǇŜƛƴŜƪ ǊǀƎȊƝǘŞǎŞƴ ƪŜǊŜǎȊǘǸƭΦ ! ƴǃƪ ŀ ǾƛȊǎƎłƭǘ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪōŀƴ ƘłǘǘŞǊǎȊŜǊŜǇŜǘ 

ǘǀƭǘǀǘǘŜƪ ōŜΥ ǾŀƎȅ ŀƭƪŀƭƳŀȊƻǘǘƪŞƴǘ όƳƛƪǀȊōŜƴ ŦƛǵǘŜǎǘǾŞǊŜƛƪ ǾŜȊŜǘǃ ǇƻȊƝŎƛƽōŀƴ Ǿƻƭǘŀƪύ 

(Ainsworth ς Cox 2003)Σ ǾŀƎȅ ŀ ƘłȊǘŀǊǘłǎƛκŎǎŀƭłŘƛ ŦŜƭŀŘŀǘƻƪ Şǎ ŀ Ǿłƭƭŀƭŀǘ ōŜƭǎǃ ŦƻƭȅŀƳŀǘŀƛƴŀƪ 

ŦŜƭǸƎȅŜƭŜǘŞŞǊǘ Ǿƻƭǘŀƪ ŦŜƭŜƭǃǎŜƪΣ ŀƳŜƭȅŜƪ ƪŜǾŞǎōŞ ƭłǘƘŀǘƽ Ƴǳƴƪłǘ Şǎ ŀƭŀŎǎƻƴȅŀōō ŦƛȊŜǘŞǎǘ 

jelentettek (Ram ς Holliday, 1993)Φ ! ƴǃƪ Ǿłƭƭŀƭŀǘƛ ǘŜǾŞƪŜƴȅǎŞƎōŜ Ǿŀƭƽ ōŜǾƻƴłǎŀ ƳǀƎǀǘǘ ƛǎ 

ǇŀǘǊƛŀǊƪłƭƛǎ ƛŘŜƻƭƽƎƛŀ ǎŜƧƭŜǘǘ ŦŜƭ (Ainsworth ς Cox, 2003)Υ ŀ ƴǃƪ ŘƻƭƎŀΣ ƘƻƎȅ ŀ ŎǎŀƭłŘŘŀƭ 

ƭŜƎȅŜƴŜƪΣ ŜȊŞǊǘ ƧƻōōΣ Ƙŀ ƴŜƳ Ǿłƭƭŀƭƴŀƪ αƪǸƭǎǃέ ƳǳƴƪłǘΣ ƘŀƴŜƳ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎōŀƴ 

ǘŜǾŞƪŜƴȅƪŜŘƴŜƪΣ ǊŞǎȊƳǳƴƪŀƛŘǃōŜƴΣ ƪƛǎŜōō ƛƎŞƴȅōŜǾŞǘŜƭǘ ƧŜƭŜƴǘǃ ŦŜƭŀŘŀǘƻƪƪŀƭ ς Şǎ ƪŜǾŜǎŜōō 

ŦŜƧƭǃŘŞǎƛκŜƭǃƳŜƴŜǘŜƭƛ ƭŜƘŜǘǃǎŞƎƎŜƭΦ 9ǊǊŜ ŀȊ ŞǊƛƴǘŜǘǘŜƪ ŀ Ƴǳƴƪŀ ǇǎȊƛŎƘƻƭƽƎƛŀƛ Şǎ ŞǊȊŜƭƳƛ 

ŜƭǘłǾƻƭƝǘłǎłǾŀƭΣ ǾŀƭŀƳƛƴǘ ŀ ƘŀƎȅƻƳłƴȅƻǎ ƴǃƛ ǎȊŜǊŜǇŜƪōŜ Ǿŀƭƽ ǾƛǎǎȊŀǾƻƴǳƭłǎǎŀƭ ǊŜŀƎłƭǘŀƪΣ 

ŀƳŜƭȅ ǘƻǾłōō ŜǊǃǎƝǘŜǘǘŜ ŦǸƎƎǃ ƘŜƭȅȊŜǘǸƪŜǘ (Ainsworth ς Cox, 2003).  

! αŎǎŀƭłŘƛ ƪǳƭǘǵǊŀέ ƛŘŜƻƭƽƎƛŀƛ ŀƭŀǇƪǀǾŜ ŀ ōƛȊŀƭƻƳ ŜƭǾŜΣ ƳŜƭȅƴŜƪ ƧŜƭŜƴǘŞǎŜ ǎȊƛƴǘŞƴ 

ŜƭƭŜƴǘƳƻƴŘłǎƻƪƪŀƭ ǘŜǊƘŜƭǘΣ Ƴǳǘŀǘ Ǌł wŀƳ Şǎ IƻƭƭƛŘŀȅ όмффоύΦ !ƭŀǇƻǘ ƴȅǵƧǘƻǘǘ ŀ 

foglŀƭƪƻȊǘŀǘłǎǎŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ŘǀƴǘŞǎŜƪ ǊŀŎƛƻƴŀƭƛȊłƭłǎłǊŀΥ ŀ ƳŜƎōƝȊƘŀǘƽ ŎǎŀƭłŘƛ ƳǳƴƪŀŜǊǃ 

ƻƭŎǎƽΣ ƪŜƭƭǃŜƴ ǊǳƎŀƭƳŀǎΣ ǘǵƭƳǳƴƪłǊŀ ƘŀƧƭŀƴŘƽ ς Ƴłǎ ǎȊƽǾŀƭ ƪƛȊǎłƪƳłƴȅƻƭƘŀǘƽΦ !Ȋ ŜƭǾ ƎȅŀƪǊŀƴ 

ǸȊƭŜǘƛ ǎȊŜƳǇƻƴǘōƽƭ ƛǊǊŀŎƛƻƴłƭƛǎ ƘŜƭȅȊŜǘŜƪŜǘ ŜǊŜŘƳŞƴȅŜȊΥ ƛƴƪƻƳǇŜǘŜƴǎΣ łƳ ƪǳƭŎǎǇƻȊƝŎƛƽōŀƴ 

ƭŜǾǃ ŎǎŀƭłŘǘŀƎƻƪΣ ŀƪƛƪŜǘ ƴŜƳ ƭŜƘŜǘ ŜƭƳƻȊŘƝǘŀƴƛΦ ! ƴŜƳ-ŎǎŀƭłŘǘŀƎƻƪ ǘƻōƻǊȊłǎŀ ƛǎ ŀ ōƛȊŀƭƻƳ 

ŜƭǾŞǊŜ ŞǇǸƭΥ ƛƴŦƻǊƳłƭƛǎ ǵǘƻƴΣ ǎȊłƧƘŀƎȅƻƳłƴȅ ǵǘƧłƴ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ ǎȊƻŎƛłƭƛǎ ƘłƭƽƧłƴ ƪŜǊŜǎȊǘǸƭΦ 

! ōƛȊŀƭƻƳǊŀ ŞǇǸƭǃ ŎǎŀƭłŘƛ ƪǳƭǘǵǊŀ ǳƎȅŀƴŀƪƪƻǊ ŀ ƴƻǊƳŀǘƝǾ ƪƻƴǘǊƻƭƭ ƪƛǘŜǊƧŜǎȊǘŞǎŞƴŜƪ ŜǎȊƪǀȊŜ ƛǎΣ 

ƘƝǾƧŀ ŦŜƭ ŀ ŦƛƎȅŜƭƳŜǘ 5ƛŎƪ Şǎ aƻǊƎŀƴ όмфут ƛƴ wŀƳ ς Holliday, 1993)Υ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ 

ŎǎŀƭłŘƛκƪǀȊǀǎǎŞƎƛ ƘłƭƽƧłƴŀƪ ƘŀǎȊƴłƭŀǘłƴ ƪŜǊŜǎȊǘǸƭ ŀ ƪƻƴŦƻǊƳƛǘłǎǘ ŜǊǃǎƝǘƛΦ (Ram ς Holliday, 

1993) 

 m{{½9D½;{ 

! ŎǎŀƭłŘƛ YY±-ƪ Iwa ƎȅŀƪƻǊƭŀǘłƴŀƪ łǘǘŜƪƛƴǘŞǎŞƘŜȊ ƪŀǇŎǎƻƭƽŘǾŀ ƘłǊƻƳ ƎƻƴŘƻƭŀǘƪǀǊǊŜ 

ƘƝǾƴłƴƪ ŦŜƭ ŀ ŦƛƎȅŜƭƳŜǘΣ ƛƭƭŜǘǾŜ ǾŞƎŜȊŜǘǸƭ ƴŞƘłƴȅ ǘƻǾłōōƛ ƪǳǘŀǘłǎƛ ƛǊłƴȅǘ ŦƻƎŀƭƳŀȊǳƴƪ ƳŜƎΦ 
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LƴŦƻǊƳŀƭƛǘłǎ 

aƛƴŘŜƴ Iwa ǘŜǊǸƭŜǘǊŜ łƭǘŀƭłƴƻǎǎłƎōŀƴ ŞǊǾŞƴȅŜǎ ŀ ŦƻƭȅŀƳŀǘƻƪ ŀƭŀŎǎƻƴȅ ǎȊƛƴǘǼ 

ŦƻǊƳŀƭƛȊłƭǘǎłƎŀΣ ƪǸƭǀƴǀǎŜƴ ŀ ǎǘǊŀǘŞƎƛŀƛ ƧŜƭŜƴǘǃǎŞƎǼ Iwa ƎȅŀƪƻǊƭŀǘƻƪ όǘŜƘŜǘǎŞƎƳŜƴŜŘȊǎƳŜƴǘΣ 

ƪŞǇȊŞǎ-ŦŜƧƭŜǎȊǘŞǎΣ ƪƻƳǇŜƴȊłŎƛƽύ ƘƛłƴȅƻȊƴŀƪΦ ! Iwa ǊŜƴŘǎȊŜǊŜƪ ŀƭŀŎǎƻƴȅ ŦƻǊƳŀƭƛȊłƭǘǎłƎłƴŀƪ 

ƪŜŘǾŜȊǃǘƭŜƴ Ƙŀǘłǎŀƛ ƭŜƘŜǘƴŜƪΥ ŀ ŎŞƎ ƴŜƳ ǘǳŘƧŀ ƳŜƎǎȊƽƭƝǘŀƴƛ ŀ ǎȊłƳłǊŀ ŞǊǘŞƪŜǎ 

ƳǳƴƪŀǾłƭƭŀƭƽƪŀǘΣ ƴŜƳ ōƛȊƻƴȅǳƭ ƪŜƭƭǃŜƴ ǾƻƴȊƽ ƳǳƴƪŀƘŜƭȅƴŜƪΣ ƴŜƳ ŀŘ łǘǘŜƪƛƴǘƘŜǘǃ ƪŀǊǊƛŜǊ- Şǎ 

ǘŜƘŜǘǎŞƎǇǊƻƎǊŀƳƻǘΣ ƛƭƭŜǘǾŜ ŀ ƪƻƳǇŜƴȊłŎƛƽ ǎŜƳ łǘƭłǘƘŀǘƽΦ ¦ƎȅŀƴŀƪƪƻǊ ŀȊ ƛƴŦƻǊƳłƭƛǎ ƳǼƪǀŘŞǎ 

ǎȊłƳƻǎ Ŝƭǃƴȅǘ ƛǎ ƳŀƎłōŀƴ ƘƻǊŘƻȊΦ 9ƴƴŜƪ ǘǳƭŀƧŘƻƴƝǘƘŀǘƽ ŀ ŎŞƎ ǊǳƎŀƭƳŀǎǎłƎŀΣ ƎȅƻǊǎ ǊŜŀƎłƭłǎƛ 

ƪŞǇŜǎǎŞƎŜΦ ! Ŏǎŀƭłdi KKV-k szocio-ŜƳƻŎƛƻƴłƭƛǎ ƭŞƎƪǀǊŜ ŜƎȅ ǎƻǊ ǘƻǾłōōƛ ǇƻȊƛǘƝǾ Ƙŀǘłǎǘ ǊŜƧǘΥ 

ƪǀȊǾŜǘƭŜƴ ƳǳƴƪŀƘŜƭȅƛ ƭŞƎƪǀǊΣ ƳŀƎŀǎ ōƛȊŀƭƳƛ ǎȊƛƴǘΣ ǊŞǎȊǾŞǘŜƭΣ ōŜǾƻƴłǎΣ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎΣ 

ƭƻƧŀƭƛǘłǎΣ ŜǊǃǎ ƪƻƘŞȊƛƽΦ 9ȊŜƪ ƳƛƴŘŜƎȅƛƪŜ ǀǎǎȊŜŦǸƎƎŞǎōŜ ƘƻȊƘŀǘƽ ŀ ŎŞƎ ƎŀȊŘŀǎłƎƛ ǎƛƪŜǊŞǾŜƭΦ 

Az infƻǊƳłƭƛǎ ƳǼƪǀŘŞǎǘ ŀ ƘŀƎȅƻƳłƴȅƻǎ ŘƛǎƪǳǊȊǳǎƻƪ αǾƛǎǎȊŀƳŀǊŀŘƻǘǘǎłƎƴŀƪέ ǘŜƪƛƴǘƛƪΣ Şǎ 

ŜƴƴŜƪ ƳŜƎŦŜƭŜƭǃŜƴ ŀ Iw ƎȅŀƪƻǊƭŀǘƻƪ ƛƴŦƻǊƳłƭƛǎ ŦƻǊƳłƛ όǘǳŘłǎłǘŀŘłǎΣ ǘŜƘŜǘǎŞƎƳŜƴŜŘȊǎƳŜƴǘύ 

ƳŞƭǘŀǘƭŀƴǳƭ ƪŜǾŞǎ ŦƛƎȅŜƭƳŜǘ ƪŀǇƴŀƪΦ !Ȋǘ ƛǎ ƭłǘƘŀǘƧǳƪΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ YY±-ƪ ƳǼƪǀŘŞǎŞōŜƴ ŀ 

ƪƻƘŞȊƛƽ Şǎ ŀ ōƛȊŀƭƻƳ Ŧƻƴǘƻǎ ǎȊŜǊŜǇŜǘ ƧłǘǎȊƛƪΦ ! ƪƻƘŞȊƛƽΣ Ƴƛƴǘ ŀ ǾłƭƭŀƭƪƻȊłǎ ōŜƭǎǃ ǀǎǎȊŜǘŀǊǘƽ 

ŜǊŜƧŜ ŜƎȅǊŞǎȊǊǃƭ ƳŜƎƪǀƴƴȅƝǘƘŜǘƛ ŀ ǘǳŘłǎłǘŀŘłǎǘΣ ǳƎȅŀƴŀƪƪƻǊ ƳŜƎƴŜƘŜȊƝǘƛ ŀȊ łǘƭłǘƘŀǘƽ Şǎ 

ƪǀǾŜǘƪŜȊŜǘŜǎ ōŜƭǎǃ ƳǼƪǀŘŞǎǘΦ ! ōƛȊŀƭƻƳ ƳŜƎƝǘŞƭŞǎŜ ǎȊƛƴǘŞƴ ƪŜǘǘǃǎΦ 9ƎȅǊŞǎȊǊǃƭ ǎȊƛƴǘŞƴ 

ŜƭǃǎŜƎƝǘƛ ŀ ǘǳŘłǎłǘŀŘłǎǘΣ ŘŜ ƎȅŜƴƎƝǘƛ ŀ ŎǎŀƭłŘǘŀƎƻƪ ǎȊŀƪƳŀƛ ƪƻƳǇŜǘŜƴŎƛłƪ ŀƭŀǇƧłƴ ǘǀǊǘŞƴǃ 

ƳŜƎƝǘŞƭŞǎŞǘΣ Şǎ ŀ ŦƻƎƭŀƭƪƻȊǘŀǘłǎǎŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ŘǀƴǘŞǎŜƪ ǊŀŎƛƻƴŀƭƛǘłǎłǘΦ 

! ǾŜȊŜǘǃ ǎȊŜƳŞƭȅŜ 

{ȊŀƪƛǊƻŘŀƭƳƛ łǘǘŜƪƛƴǘŞǎǸƴƪ Ƴłǎƛƪ Ŧƻƴǘƻǎ ǘŀƴǳƭǎłƎŀΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ YKV tulajdonos- menedzser 

ǎȊŜƳŞƭȅŜ ŀ Iwa ŦƻƭȅŀƳŀǘƻƪǊŀ ƴŞȊǾŜ ƳŜƎƘŀǘłǊƻȊƽΦ ! ǘƻōƻǊȊłǎ-ƪƛǾłƭŀǎȊǘłǎ ŜǎŜǘŞƴ ŀȊ ƛǎƪƻƭŀƛ 

ǾŞƎȊŜǘǘǎŞƎΣ ŀ ǾŜȊŜǘŞǎƛ ǘŀǇŀǎȊǘŀƭŀǘƻƪ Şǎ ŀȊ ŀƭƪŀƭƳŀȊƻǘǘŀƪ ƛǊłƴǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎΣ ŀ ƪŞǇȊŞǎ-

ŦŜƧƭŜǎȊǘŞǎ ǘŜǊǸƭŜǘŞƴ ŀ ǘŀƴǳƭłǎƘƻȊ Ǿŀƭƽ ǾƛǎȊƻƴȅΣ ŀȊ ǵƧǊŀ Ǿŀƭƽ ƴȅƛǘƻǘǘǎłƎ Şǎ ŀ ŦŜƧƭǃŘŞǎōŜ ǾŜǘŜǘǘ Ƙƛǘ 

ōŜŦƻƭȅłǎƻƭƧŀ ŀ ǾłƭƭŀƭƪƻȊłǎ Iwa ƎȅŀƪƻǊƭŀǘłǘΦ ! ǾŜȊŜǘǃ ǾŜȊŜǘǃƛ ǎǘƝƭǳǎłƴŀƪ ƪǳƭǘǵǊŀŦƻǊƳłƭƽ Ƙŀǘłǎŀ 

ǘŜǘǘŜƴ ŞǊƘŜǘǃ ŀ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǳƭǘǳǊłƭƛǎ ƳƛƴǘłȊŀǘŀƛōŀƴ Şǎ ōŜƭǎǃ ŞǊǘŞƪǊŜƴŘƧŞōŜƴ ƛǎΦ !Ȋ łǘŀƭŀƪƝǘƽ 

ǾŜȊŜǘŞǎƛ ǎǘƝƭǳǎ ǀǎǎȊŜŦǸƎƎŞǎōŜ ƘƻȊƘŀǘƽ ŀȊ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎƎŜƭ Şǎ ŀ ƘŀǊƳƽƴƛłǾŀƭΣ ƛƭƭŜǘǾŜ ŀȊ ŜǊǃǎ 

ōŜƭǎǃ ƪƻƘŞȊƛƽǾŀƭΦ 

/ǎŀƭłŘǘŀƎƻƪ ƳŜƎƪǸƭǀƴōǀȊŜǘŜǘǘ ƘŜƭȅȊŜǘŜ 
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! ŎǎŀƭłŘƛ YY±-ƪ ƭŜƎƧŜƭŜƴǘǃǎŜōō ƪƛƘƝǾłǎłƴŀƪ ŀ ŎǎŀƭłŘǘŀƎƻƪ Şǎ ŀ ƴŜƳ-ŎǎŀƭłŘǘŀƎƻƪ 

ƳŜƎƪǸƭǀƴōǀȊǘŜǘŞǎŜ ōƛȊƻƴȅǳƭΣ ǎǃǘ ŀȊ ƛǎ ǎȊŜƳōŜǘǼƴǃΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ŞǊŘŜƪŜƪ ƎȅŀƪǊŀƴ ŦŜƭǸƭƝǊƧłƪ 

ŀȊ ǸȊƭŜǘƛ ŞǊŘŜƪŜƪŜǘΦ DȅŀƪƻǊƛ ŘƛƭŜƳƳŀΣ ƘƻƎȅ ŀ ŎŞƎǾŜȊŜǘǃƪ ƴŜƘŜȊŜƴ ǘǳŘƴŀƪ ŜƎȅƛŘŜƧǼƭŜƎ 

ƳŜƎŦŜƭŜƭƴƛ ŀ ŎǎŀƭłŘŘŀƭ ǎȊŜƳōŜƴƛ ƳŞƭǘłƴȅƻǎǎłƎ Şǎ ŀ ƎŀȊŘŀǎłƎƛ ŀƭŀǇǵ ǘŜƭƧŜǎƝǘƳŞƴȅŜƭǾ ƪŜǘǘǃǎ 

ƪǀǾŜǘŜƭƳŞƴȅǊŜƴŘǎȊŜǊŞƴŜƪΦ 9Ȋ ŀ ƪŜǘǘǃǎ ƴƻǊƳŀǊŜƴŘǎȊŜǊ ƪŜŘǾŜȊǃǘƭŜƴǸƭ Ƙŀǘ ŀ ǘłǊǎŀǎ ƪŀǇŎǎƻƭŀǘƻƪ 

ƳŜƭƭŜǘǘ ŀ ǎȊŜǊǾŜȊŜǘƛ ǘŜƭƧŜǎƝǘƳŞƴȅǊŜ ƛǎΦ  

¢ƻǾłōōƛ ƪǳǘŀǘłǎƛ ƛǊłƴȅƻƪ 

! ƴŜƳȊŜǘƪǀȊƛ ǎȊŀƪƛǊƻŘŀƭƻƳ ƳŜƭƭŜǘǘ Ŧƻƴǘƻǎ ƭŜƴƴŜΣ ƘƻƎȅ ŀ ƘŀȊŀƛ ŎǎŀƭłŘƛ YY±-ƪ ƎȅŀƪƻǊƭŀǘłǊƽƭ ƛǎ 

ŜƎȅǊŜ ǘǀōō ŀŘŀǘǳƴƪ ƭŜƎȅŜƴΦ ! ƪǀǾŜǘƪŜȊǃƪōŜƴ όŀ ǘŜƭƧŜǎǎŞƎ ƛƎŞƴȅŜ ƴŞƭƪǸƭύ ƴŞƘłƴȅ ƝƎŞǊŜǘŜǎ 

ƪǳǘŀǘłǎƛ ǘŜǊǸƭŜǘǊŜ Ƴǳǘŀǘǳƴƪ ǊłΥ  

1. ŦŜƭǘŞǘŜƭŜȊŞǎǸƴƪ ǎȊŜǊƛƴǘ ƛǇŀǊłƎƛ ǎŀƧłǘƻǎǎłƎƻƪ ƛǎ ōŜŦƻƭȅłǎǎŀƭ Ǿŀƴƴŀƪ ŀ ŎǎŀƭłŘƛ YY±-k 

ǎŀƧłǘƻǎǎłƎŀƛǊŀΣ ŜȊŞǊǘ ŀ ǘǳŘłǎƛƴǘŜƴȊƝǾ Ǿǎ ƴŜƳ ǘǳŘłǎƛƴǘŜƴȊƝǾ ƛǇŀǊłƎŀƪ ƳƛƴǘłȊŀǘŀƛ ƛǎ 

ŞǊŘŜƪŜǎŜƪ ƭŜƘŜǘƴŜƪΣ 

2. ŀ ŦŜƴǘƛŜƪōŜƴ ƛǎ ŜƳƭƝǘŜǘǘ ƭŜƎŦǃōō ƪƛƘƝǾłǎ Şǎ ƛƎŀȊłƴ ƛȊƎŀƭƳŀǎ ƪǳǘŀǘƽƛ ƪŞǊŘŞǎΣ ƘƻƎȅ 

ƘƻƎȅŀƴ ǘǀǊǘŞƴƛƪ ŀ ŎǎŀƭłŘƛ YY±-ƪōŀƴ ŀ ŎǎŀƭłŘƛ Şǎ ŀȊ ǸȊƭŜǘƛ ǎȊŜƳǇƻƴǘƻƪ 

ǀǎǎȊŜƘŀƴƎƻƭłǎŀΣ 

3. Şǎ ǾŞƎǸƭ ŜƎȅ ƪŜǾŞǎōŞ ƪǳǘŀǘƻǘǘ ǘŜǊǸƭŜǘƪŞƴǘ ŦŜƭǘłǊƴƛΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ YY±-ƪ ōŜƭǎǃ 

ƳǼƪǀŘŞǎŞōŜƴ ŀ ƪǀƭŎǎǀƴǀǎ ƪŀǇŎǎƻƭŀǘƻƪΣ ŀ ǇłǊōŜǎȊŞŘΣ ǊŞǎȊǾŞǘŜƭ ƘƻƎȅŀƴ ƧŜƭŜƴƛƪ ƳŜƎ 

Şǎ ƳƛƭȅŜƴ Ƙŀǘłǎǎŀƭ Ǿŀƴ ŀ ǾłƭƭŀƭƪƻȊłǎ ƳŜƎǘŀǊǘƽ ŜǊŜƧŞǊŜΣ ƛƭƭŜǘǾŜ ǸȊƭŜǘƛ ǎƛƪŜǊŞǊŜΦ 
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Absztrakt 

¢ŀƴǳƭƳłƴȅƻƳ ƪǊŜŀǘƝǾ ƪƝǎŞǊƭŜǘ ƪŞǘ ǾƛƭłƎ ǀǎǎȊŜƪŀǇŎǎƻƭłǎłǊŀΣ ŀ ǘǳŘƻƳłƴȅ Şǎ ŀ ƳǼǾŞǎȊŜǘ 

ǎȊƛƳōƛƽȊƛǎłǊŀΦ ! ǎȊŜƴǘ Şǎ ŀ ǇǊƻŦłƴ ǘŀƭłƭƪƻȊƛƪΦ tǳǎȊǘłƴ ƴŞȊǃǇƻƴǘ ƪŞǊŘŞǎŜΣ ƘƻƎȅ ƛǘǘ Şǎ Ƴƻǎǘ ŀ 

ǘǳŘƻƳłƴȅ ŀ ǎȊŜƴǘΣ ŀƳƛǘ ŀ ǇǊƻŦłƴ ƛƴǎǇƛǊłƭΦ 9ƎȅŞōƪŞƴǘ ŦƻǊŘƝǘǾŀ ƛǎ ƭŜƘŜǘƴŜΦ ! ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ 

ǎȊŀƪƳŀƛ ƎȅŀƪƻǊƭŀǘłƴŀƪ ǊŀŎƛƻƴŀƭƛǘłǎłǘ ǎȊƛƴǘŜǘƛȊłƭƻƳ ŀ ƳǼǾŞǎȊŜǘΣ ŜƎȅ ŘŀƭǎȊǀǾŜƎ ƛƴǘǳƛǘƝǾ 

ƳƻƴŘŀƴƛǾŀƭƽƧłǾŀƭΦ ! ǎȊƛƴƪǊƻƴƛŎƛǘłǎ ǎŜƎƝǘǎŞƎŞǾŜƭ ƎŀȊŘŀƎƻŘƛƪ ŀ ǘŀǊǘŀƭƻƳΦ !ȊŀȊ ƴȅƛƭǾłƴǾŀƭƽŀƴ 

nem ok-ƻƪƻȊŀǘƛ ǀǎǎȊŜŦǸƎƎŞǎǊǃƭ Ǿŀƴ ǎȊƽΣ ƘŀƴŜƳ ƪŞǘ ŘƻƭƻƎ ƧŜƭŜƴǘŞǎǎŜƭ ōƝǊƽ ŜƎȅōŜŜǎŞǎŞǊǃƭΦ 

aƛƪǀȊōŜƴ ŀ ǎȊƛƴƪǊƻƴƛŎƛǘłǎ ƧŜƭƭŜƎŞōǃƭ ŀŘƽŘƽŀƴ ŜŘŘƛƎ ŎǎǳǇłƴ ŜƎȅŜǘƭŜƴ ƳŜƎŦƛƎȅŜƭǃǘ ŞǊƛƴǘŜǘǘ, 

ǘǀǊǘŞƴŜǘŜǎŜƴ Şƴ ŞƭǘŜƳ ƳŜƎ ǀǎǎȊŜŦǸƎƎŞǎƪŞƴǘ ŀ ƪŞǘ ƪǸƭǀƴłƭƭƽ ƧŜƭŜƴǎŞƎŜǘΣ ŀŘŘƛƎ ŜȊ ŀ ǇǳōƭƛŎƛǘłǎ 

ǎŜƎƝǘƘŜǘƛ Ŝ αŦŜƭŦŜŘŜȊŞǎέ ǎȊŞƭŜǎŜōō ƪǀǊǼ ƳŜƎƛǎƳŜǊŞǎŞǘΦ 

YǳƭŎǎǎȊŀǾŀƪΥ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎΣ ǎȊƛƴƪǊƻƴƛŎƛǘłǎΣ modell, gyakorlat 

Abstract 

This paper is a creative attempt to link two worlds, the symbiosis of science and art. The holy 

and the profane meet. It is merely a matter of point of view that here and now the science is 

the holy one, which is inspired by the profane. Otherwise, it could be the contrary, too. I 
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synthesize the rationality of the professional practice of organizational development with the 

intuitive message of art and lyrics. Synchronicity enhances the content. It is obviously not a 

cause-and-effect relationship, but a coiƴŎƛŘŜƴŎŜ ƻŦ ǘǿƻ ƻōƧŜŎǘƛǾŜǎΩ ƳŜŀƴƛƴƎΦ ²ƘƛƭŜ ŘǳŜ ǘƻ ǘƘŜ 

nature of synchronicity, so far only one observer, me, had experienced the two separate 

phenomena in their context, this publication contributes to a wider understanding of the 

ΨŘƛǎŎƻǾŜǊȅΩΦ 

Keywords: Organizational development, Synchronicity, Model, Professional practice  

 .9±9½9¢p 

¢ŀƴǳƭƳłƴȅƻƳ Ŝƭǎǃ ǊŞǎȊŜ ŀ {ȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ±ŀǊłȊǎƎǀƳō aƻŘŜƭƭǘ ƳǳǘŀǘƧŀ ōŜΣ ŀƳƛ ŀ 

ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ ƎȅŀƪƻǊƭŀǘłōƽƭ ǎȊǸƭŜǘŜǘǘ (Nagy ς Titkos, 2015), Şǎ ƻǘǘ ƘŀǘŞƪƻƴȅŀƴ 

ƘŀǎȊƴłƭƘŀǘƽ ƛǎΦ ! α±ŀǊłȊǎƎǀƳōέ ǇŀǊŀŘƻȄ ƳƽŘƻƴ ŜƎȅ ƳłǘǊƛȄΣ ŘŜ ŀƘƻƎȅ ŀȊ ŜƎȅ ǾŀǊłȊǎƎǀƳōǘǃƭ 

ŜƭǾłǊƘŀǘƽΣ ǎƻƪ ƳƛƴŘŜƴ ƳŜƎǘŀƭłƭƘŀǘƽ ōŜƴƴŜΣ ŀƳƛ ŜƎȅ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ ǎƻǊłƴ Ŧƻƴǘƻǎ ƭŜƘŜǘΦ ! 

ǎȊŜǊŜǇƭǃƪ Şǎ ŀ ŦłȊƛǎƻƪ ŘƛƳŜƴȊƛƽƛ ŀŘƧłƪ ŀ ƪŜǊŜǘŜǘΣ ŀ ŘƛƳŜƴȊƛƽƪ ǾłƭǘƻȊƽƛƴŀƪ ǀǎǎȊŜŦǸƎƎŞǎei pedig 

ŀ Ŧǃōō ŦƽƪǳǎȊǇƻƴǘƻƪŀǘΦ 

! ƳłǎƻŘƛƪ ǊŞǎȊōŜƴ ŜƎȅ ȊŜƴŜǎȊłƳ ǎȊǀǾŜƎŞƴŜƪ ŀ ǎŜƎƝǘǎŞƎŞǾŜƭ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ 

ŦƻƭȅŀƳŀǘōŀƴ ŀ ¢ŀƴłŎǎŀŘƽǘ ŞǊƛƴǘǃ ŦŜƭŀŘŀǘƻƪŀǘΣ ŎǎŀǇŘłƪŀǘΣ ŘƛƭŜƳƳłƪŀǘ Şǎ ǾŜǎȊŞƭȅŜƪŜǘ ǾŜǎȊŜƪ 

ǎƻǊǊŀΣ ƪǸƭǀƴǀǎ ǘŜƪƛƴǘŜǘǘŜƭ ŀ α{ȊŜǊŜǇƭǃƪƪŜƭέ Ǿŀƭƽ ǾƛǎȊƻƴȅłǊŀΦ ! ƪŞǘ ǊŞǎȊ ǎȊƻƪŀǘƭŀƴ ŜƎȅǸǘǘŜǎŜ 

ŜƎȅƳłǎǘ ƎŀȊŘŀƎƝǘǾŀ ŀŘ ƪƻƳǇƭŜȄΣ ŞƭŜǘǘŜƭƛ Şǎ ǃǎȊƛƴǘŜ ƪŞǇŜǘ Ŝ ƳǼŦŀƧ ƴŜƘŞȊǎŞƎŜƛǊǃƭΦ 

 A MODELL 

! ±ŀǊłȊǎƎǀƳō aƻŘŜƭƭ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ ŀōƭŀƪŀΣ Ƙŀ ōŜƭŜƴŞȊǸƴƪΣ ǎƻƪ ƳƛƴŘŜƴǘ ƳŜƎƳǳǘŀǘΦ 

tŀǊŀŘƻȄ ƳƽŘƻƴ ŜƎȅ ƳłǘǊƛȄΣ ŀƳŜƭȅōŜƴ ŀȊ ƻǎȊƭƻǇƻƪ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ ǇŜǊǎȊƻƴłƭƛǎ 

ŘƛƳŜƴȊƛƽƧłǘ ŀŘǾŀΣ ŀƴƴŀƪ ƭŜƘŜǘǎŞƎŜǎ ǎȊŜǊŜǇƭǃƛΥ ŀ aŜƎǊŜƴŘŜƭǃΣ ŀ wŞǎȊǘǾŜǾǃ Şǎ ŀ ¢ŀƴłŎǎŀŘƽΦ ! 

ǎƻǊƻƪ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ ŦƻƭȅŀƳŀǘ-ŘƛƳŜƴȊƛƽƧłǘ ƪŞǇǾƛǎŜƭƛƪΥ ŀȊ LƎŞƴȅ ό5ǊƛǾŜǊύΣ ŀ CŜƭƳŞǊŞǎ 

ό5ƛŀƎƴƽȊƛǎύΣ ŀ .ŜŀǾŀǘƪƻȊłǎ όLƴǘŜǊǾŜƴŎƛƽύ Şǎ ŀ ±ƛǎǎȊŀƧŜƭȊŞǎ όCŜŜŘōŀŎƪύΦ   

9Ǝȅ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ŦƻƭȅŀƳŀǘƴłƭ ƴŜƘŞȊ ƳŜƎƳƻƴŘŀƴƛ ǇƻƴǘƻǎŀƴΣ Ƴƛ ƭŜǎȊ ŀ ǾŞƎŜǊŜŘƳŞƴȅΦ 

9ƘƘŜȊ ǘǵƭ ǎƻƪ ŀ ŘƛƴŀƳƛƪǳǎ ǾłƭǘƻȊƽΥ ŜƳōŜǊŜƪΣ ƛƴǘŜǊŀƪŎƛƽƪΣ ƪǀǊƴȅŜȊŜǘΦ NƎȅ ŀȊǘłƴ ŀ ±ŀǊłȊǎƎǀƳōΣ 
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ŀƘƻƎȅŀƴ ƳŀƎŀ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ ƛǎΣ ŜƎȅ ǾŀƭƽǎȊƝƴǼǎŞƎƛ ƳƻŘŜƭƭΣ ƳŞƎ Ƙŀ ŀȊ ŜƎȅŜǎ ǎȊŜǊŜǇƭǃƪ 

ǾłƎȅŀ Ƴłǎ ƛǎΦ  

мΦ łōǊŀΥ {ȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ±ŀǊłȊǎƎǀƳō aƻŘŜƭƭ 

{ȊŜǊŜǇƭǃƪ 
CłȊƛǎƻƪ 

aŜƎǊŜƴŘŜƭǃ wŞǎȊǘǾŜǾǃ ¢ŀƴłŎǎŀŘƽ 

 
LƎŞƴȅ 

(Driver) 

aƛƴŘŜƴ ǎȊŜǊŜǇƭǃ ƳłǎƪŞƴǘ Şƭƛ ƳŜƎ ŀ ƘŜƭȅȊŜǘŜǘ 
! ǘǀōōƛŜƪŜǘ ƪŜƭƭ ŦŜƧƭŜǎȊǘŜƴƛ 
!Ǝȅŀƭłǎ ǾŀƎȅ ŎǎŜƭŜƪǾŞǎ 

! ǎȊŜǊŜǇƭǃƪ Şǎ ŀ ǎȊŜǊǾŜȊŜǘ ǾƛǎȊƻƴȅŀ 

 
CŜƭƳŞǊŞǎ 
ό5ƛŀƎƴƽȊƛǎύ 

! ǎȊŜǊǾŜȊŜǘ ŞƭŜǘŎƛƪƭǳǎŀ 
{ȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀ 
±łƭǘƻȊǘŀǘłǎƛ ƪŞǇŜǎǎŞƎ 

! ƪƻƴǎȊŜƴȊǳǎ ǎȊǸƪǎŞƎŜǎǎŞƎŜ 
±ŜǎȊŞƭȅŜǎ ŀǘǘƛǘǼŘǀƪ 

 
.ŜŀǾŀǘƪƻȊłǎ 
όLƴǘŜǊǾŜƴŎƛƽύ 

α!έ-ōƽƭ α.έ-be 
CŜƧƭǃŘŞǎ ς ŦŜƧƭŜǎȊǘŞǎ 
! ǘŀƴǳƭłǎƛ ŦƻƭȅŀƳŀǘ 
tǊƻƧŜƪǘǎȊŜǊǼǎŞƎ 

 
±ƛǎǎȊŀƧŜƭȊŞǎ 
(Feedback) 

IŀǘŞƪƻƴȅ ǾƛǎǎȊŀƧŜƭȊŞǎ 
IŜƭȅȊŜǘƳŜƎƘŀǘłǊƻȊłǎ 
¢ŞƴȅŜƪΣ ŀŘŀǘƻƪ 
;ǊȊŜƭƳŜƪ 

CƻǊǊłǎΥ bŀƎȅ ς Titkos, 2015 

2.1. A {ȊŜǊŜǇƭǃƪ 

! aŜƎǊŜƴŘŜƭǃ 

Cƻƴǘƻǎŀƪ ŀȊ ŞǊŘŜƪŜƛΣ ŞǊȊŜƭƳŜƛΣ ǘǳƭŀƧŘƻƴƻǎƛ ǎǘłǘǳǎȊŀΣ ƛƴŦƻǊƳłŎƛƽƛΣ ǘŀǇŀǎȊǘŀƭŀǘŀƛΣ ƘƛŜŘŜƭƳŜƛΣ 

ǎȊƻŎƛŀƭƛȊłŎƛƽƧŀΦ CƻƴǘƻǎΣ ƘƻƎȅ Ƴƛǘ ƎƻƴŘƻƭ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎǊǃƭΦ aƛƭȅŜƴ ǾŞƎȊŜǘǘǎŞƎŜΣ ǘǳŘłǎŀΣ 

ƪƻǊłōōƛ ŞƭƳŞƴȅŜƛ Ǿŀƴƴŀƪ ŜǊǊǃƭΚ włŀŘłǎǳƭ ŜȊŜƪ ŀ ǘŞƴȅŜȊǃƪ ŘƛƴŀƳƛƪǳǎŀƪΣ ƛŘǃǾŜƭ ǾłƭǘƻȊƘŀǘƴŀƪΣ 

ƝƎȅ ǾłƭǘƻȊƘŀǘ ŜȊŜƪōǃƭ ŦŀƪŀŘƽŀƴ ŀ ƳŜƎǊŜƴŘŜƭǃƛ ǎȊłƴŘŞƪ ƛǎΦ ! ƭŜƭƪŜǎ ƳŜƎǊŜƴŘŜƭǃōǃƭ ǊŜȊƛƎƴłƭǘ 

ǾłƭƘŀǘΣ ǘłƳƻƎŀǘƽōƽƭ ǎŜƳƭŜƎŜǎΣ ƳŀƧŘ ŜƭƭŜƴłƭƭƽΦ !Ȋ ƛǎ ƭŜƘŜǘΣ ƘƻƎȅ ƪŞǘŜƭƪŜŘƛƪΣ ƴŜƳ ƘƛǎȊ ōŜƴƴŜΣ 

ǾŀƎȅ ƪŀǘƻƴłǎŀƴ ǾŞƎƛƎƘŀƧǘƧŀ ŀȊ ŜƎŞǎȊŜǘΦ ¢ŀƭłƴ Ŧƻƴǘƻǎ ƴŜƪƛΣ ƘƻƎȅ ƛǘǘ ŜƳōŜǊŜƪǊǃƭ Ǿŀƴ ǎȊƽΣ ŘŜ 

lehet, hogy nem. [ŞƴȅŜƎŜǎΣ ƘƻƎȅ ǊŞǎȊǘǾŜǾǃ-ŜΣ ǾŀƎȅ ŀƪǾŀǊƛǎǘŀΦ ałǎ ǇŜǊǎǇŜƪǘƝǾłǘΣ Ƴłǎ 

ƳŜƎŞƭŞǎŜƪŜǘ ƧŜƭŜƴǘΥ ǇŞƭŘłǳƭ ŜƎȅ ǿƻǊƪǎƘƻǇ ƪŀǇŎǎłƴ ŎǎǳǇłƴ ŀƴƴŀƪ ŜǊŜŘƳŞƴȅŞǾŜƭ ǘŀƭłƭƪƻȊƛƪΣ 

ǾŀƎȅ ǊŞǎȊǘ ƛǎ ǾŜǎȊ ŀ ŦƻƭȅŀƳŀǘłōŀƴΦ {ȊłƳǘŀƭŀƴ ŦƻǊƎŀǘƽƪǀƴȅǾ ƭŞǘŜȊƛƪΦ 
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! wŞǎȊǘǾŜǾǃ  

{ƻƪǎȊƻǊ ŜƭǎȊŜƴǾŜŘǃƪŞƴǘ Şƭƛ ƳŜƎ ŀ ŦƻƭȅŀƳŀǘƻǘΦ ! ƳŜƎǊŜƴŘŜƭǃƴŞƭ ŜƳƭƝǘŜǘǘ ǾłƭǘƻȊƽ ǘŞƴȅŜȊǃƪ Şǎ 

ŀȊƻƪ ŘƛƴŀƳƛƪłƧŀ όŀȊ ŜƎȅŜǎ ǘŞƴȅŜȊǃƪ ǘŀǊǘŀƭƳłƴŀƪ ŀƭŀƪǳƭłǎŀύ ŀƭŀǇƧłƴ ƴŜƪƛ ƛǎ ǾłƭǘƻȊƘŀǘ ŀ 

ǎȊłƴŘŞƪŀΣ ƳŀƎŀǘŀǊǘłǎŀΣ ŀȊŀȊ ǾƛǎȊƻƴȅŀ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ŦƻƭȅŀƳŀǘƘƻȊ ŀ ǘłƳƻƎŀǘƽǘƽƭ ŀȊ 

ŜƭƭŜƴłƭƭƽƛƎ ǘŀǊǘƽ ǎƪłƭłƴΣ ǇŞƭŘłǳƭΥ αbŜƳ ǎȊŜǊŜǘǸƴƪ ǘǊŞƴƛƴƎǊŜ ƧłǊƴƛ Χ WŀΣ Ƙŀ ŜȊ ŀ ǘǊŞƴƛƴƎΣ ŀƪƪƻǊ 

ǎȊŜǊŜǘǸƴƪΦέ bŞƘłƴȅ ǊŞǎȊǘǾŜǾǃǘ ƻƭȅƪƻǊ ŀȊŞǊǘ Ǿƻƴǳƴƪ ōŜΣ ƘƻƎȅ ƴŜ ǎŞǊǘǃŘƧǀƴ ƳŜƎΦ IƻȊȊǳƪ ǃǘ 

ƘŜƭȅȊŜǘōŜΗ bŜǾŜȊȊǸƪ ƪƛ ŀ ƭŜƘŜǘǎŞƎŜǎ ǇŀǊǘƛȊłƴƻƪŀǘΗ ±ƻƴƧǳƪ ōŜ ǃƪŜǘΗ NƎȅ ǘŀƭłƴ ƪƛǎŜōō ŀȊ ŜǎŞƭȅΣ 

ƘƻƎȅ ƳŜƎŦǵǊƧłƪ ŀ ǇǊƻƧŜƪǘŜǘΦ 

! ¢ŀƴłŎǎŀŘƽ 

[ŜƘŜǘ ƪǸƭǎǃΣ ǾŀƎȅ ōŜƭǎǃΦ Cƻƴǘƻǎ ƧŜƭƭŜƳȊǃƛΥ ǎȊŀƪƳŀƛǎłƎΣ ŦǸƎƎŜǘƭŜƴǎŞƎΣ Ƴłǎ ǇŜǊǎǇŜƪǘƝǾŀΣ 

ōŜƴŎƘƳŀǊƪƻǘ ƘƻȊΦ 9ȊŜƪƴŜƪ ŀ ƧŜƭƭŜƳȊǃƪƴŜƪ ŞǊǘŞƪŜƛ ƪǸƭǀƴōǀȊƴŜƪ ƪǸƭǎǃ- Şǎ ōŜƭǎǃ ǘŀƴłŎǎŀŘƽ 

ŜǎŜǘŞƴΦ CŀŎƛƭƛǘłƭΣ ƛƴǎǇƛǊłƭΣ ƪŀǘŀƭƛȊłƭΣ ƪŞǊŘŜȊΣ Şǎ ƴŜƳ ǘǳǘƛ ǊŜŎŜǇǘŜǘ ŀŘΦ ±ŀƭƽǎȊƝƴǼǎŞƎŜǘ ƪƝƴłƭΣ 

ƴȅƛǘƻǘǘ ǾŞƎǼ ŦƻƭȅŀƳŀǘƻǘ όǾŀƭƽǎȊƝƴǼǎŞƎƛ ƳƻŘŜƭƭύΦ IŀǎȊƴƻǎ ƭŜƘŜǘΣ Ƙŀ ŎƻŀŎƘ ǎȊŜƳƭŞƭŜǘǼΦ 

{ȊŜǊǾŜȊŜǘƛ ǾŀƎȅ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ǎŀƧłǘƻǎǎłƎƪŞƴǘ ŜƭǃŦƻǊŘǳƭƘŀǘΣ ǾŀƎȅ ŜƭǃƝǊǘ ǎȊŀƪƳŀƛ 

ƪǀǾŜǘŜƭƳŞƴȅΣ ƘƻƎȅ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘǃ-ǘŀƴłŎǎŀŘƽ ǇŞƭŘłǳƭ ƛƴŦƻǊƳŀǘƛƪǳǎǎŀƭΣ ƭŜŀƴ 

ǎȊŀƪŜƳōŜǊǊŜƭΣ ǾŀƎȅ Ƴłǎ ǎǇŜŎƛŀƭƛǎǘłǾŀƭ ǇłǊōŀƴ-ǘŜŀƳōŜƴ ŘƻƭƎƻȊƛƪΣ ƘƻƎȅ ŀ ǾłƭǘƻȊłǎƻƪ 

ƛƴŦƻǊƳŀǘƛƪŀƛΣ ƎȅłǊǘłǎƛ ǾŀƎȅ ŜƎȅŞō ƪǀǾŜǘƪŜȊƳŞƴȅŜƛǘ Şǎ ƳŜƎƻƭŘłǎŀƛǘ ƛǎ ǇǊŜȊŜƴǘłƭƘŀǎǎłƪΦ 

2.2. CłȊƛǎƻƪ 

!Ȋ LƎŞƴȅ ό5ǊƛǾŜǊύ 

.łǊ ƳŜƎŜƭǃȊƛ ŀ ǘǸƴŜǘΣ ŀ ƘƻȊȊł ƪŀǇŎǎƻƭƽŘƽ ŦłƧŘŀƭƻƳƳŀƭ Şǎ ŀƴƴŀƪ ǾŜǊōŀƭƛȊłƭłǎłǾŀƭ όαŀȊ ŀ ōŀƧΧέύΣ 

ƳŀƎłƴŀƪ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ŦƻƭȅŀƳŀǘƴŀƪ ƪŜȊŘǃ αŘǊƛǾŜέ-Ƨŀ ŀȊ ƛƎŞƴȅΦ [ŜƘŜǘ ǇŞƴȊǸƎȅƛΣ 

ǘŜǊƳŜƭŞǎƛΣ ŞǊǘŞƪŜǎƝǘŞǎƛΣ IwΣ ǎȊŜǊǾŜȊŜǘƛΣ ƪǳƭǘǳǊłƭƛǎ αōŀƧέ ƪǀǾŜǘƪŜȊƳŞƴȅŜΦ Cƻƴǘƻǎ ŀȊ ŞǊƛƴǘŜǘǘŜƪ 

ŞǊȊŞƪŜƴȅǎŞƎŜΣ Ƙƻƭ Ǿŀƴ ŀȊ ŀ ŦłƧŘŀƭƻƳƪǸǎȊǀōΣ ŀƳƛǘ ƳłǊ ŞǎȊƭŜƭƴŜƪΦ aŜƭȅŜƪ ŀȊƻƪ ŀ ŘŜŦƛƴƛłƭƘŀǘƽ 

αƎȅŜƴƎŜ ƧŜƭŜƪέ όIƻǾłƴȅƛ DłōƻǊύ, ǘǸƴŜǘŜƪΣ ŀƳŜƭȅŜƪ ƳłǊ ƧŜƭȊƛƪ ŜƭǃǊŜ ŀ ōŀƧǘΣ ǇŞƭŘłǳƭΥ ŀ ŦƭǳƪǘǳłŎƛƽΣ 

ŀȊ ŞǊǘŞƪŜǎƝǘŞǎƛ ǎȊłƳƻƪ ŎǎǀƪƪŜƴŞǎŞƴŜƪΣ ǾŀƎȅ ŀ ƪƛƴǘƭŞǾǃǎŞƎ ƴǀǾŜƪŜŘŞǎŞƴŜƪ ŞǎȊƭŜƭŞǎŜΦ 9Ȋ 

ǎŜƎƝǘƘŜǘƛ ŀȊ ƛŘǃŦŀƪǘƻǊǘΦ ±ŀƴ ƛŘǃƴƪ ǊŜŀƎłƭƴƛΥ ǇǊŜ- ƛƭƭΦ ǇǊƻŀƪǘƝǾŀƴΣ ƴŜƳ ǇŜŘƛƎ ǊŜŀƪǘƝǾŀƴΦ 

[ŜƘŜǘǎŞƎŜǎ ǇǊƻōƭŞƳłƪΥ ƘŀƭƻƎŀǘłǎΣ ƳŀƧŘ ǘǼȊƻƭǘłǎΦ bŜƳ ŦŜƭǘŞǘƭŜƴǸƭ ƭǳǎǘŀǎłƎΣ ǾŀƎȅ ǎȊŀƪƳŀƛ 

ƛƴƪƻƳǇŜǘŜƴŎƛŀΣ ƭŜƘŜǘ ǇǳǎȊǘłƴ ŜǊǃŦƻǊǊłǎƘƛłƴȅ ŀȊ ƻƪΦ [ŞƴȅŜƎŜǎ ōŜŦƻƭȅłǎƻƭƽ ǘŞƴȅŜȊǃƪΥ ǘǃƪŜŜǊǃΣ 
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ǇƛŀŎƛ ǾƛǎȊƻƴȅƻƪΣ ǘǳƭŀƧŘƻƴƻǎƛ ƳŜƴǘŀƭƛǘłǎΦ !Ȋ ŞǊƛƴǘŜǘǘŜƪ ǎǵƭȅƻǎΣ łƳ ǘƛǇƛƪǳǎ ǘŞǾŜŘŞǎŞǘ Ƨƽƭ 

ǎȊŜƳƭŞƭǘŜǘƛ ŀ ǘǀǊǘŞƴŜǘΣ ŀƳƛƪƻǊ ŀ ǎǸƭƭȅŜŘǃ ƘŀƧƽƴ ƧłǘǎȊƛƪ ŀ ȊŜƴŜƪŀǊ Şǎ ŀȊ ŜƎȅƛƪǸƪ ŀƎƎƽŘƽ 

ƳŜƎƧŜƎȅȊŞǎŞǊŜΥ α{ǸƭƭȅŜŘ ŀ ƘŀƧƽΗέΣ Ƨǀƴ ŀ ƳŜƎƴȅǳƎǘŀǘƽ ǾłƭŀǎȊΥ αaƛǘ ƛȊƎǳƭǎȊΚ bŜƳ ŀ ǘƛŞŘΦέ 

! CŜƭƳŞǊŞǎ ό5ƛŀƎƴƽȊƛǎύ 

A helyzet- ǾŀƎȅ łƭƭŀǇƻǘŦŜƭƳŞǊŞǎ ǎȊǸƪǎŞƎŜǎ ƭŞǇŞǎΣ ōłǊ ƭŜƘŜǘ ƪƝǎŞǊǘŞǎ ŀ ƳŜƭƭǃȊŞǎŞǊŜΣ ƴŜƳ 

ŞǊŘŜƳŜǎ Ŝ-ƴŞƭƪǸƭ ƴŜƪƛŦƻƎƴƛ ŀ ŦƻƭȅŀƳŀǘƴŀƪΦ Cƻƴǘƻǎ ƳŜƎłƭƭƴƛ Şǎ ŜƭƪŞǎȊƝǘŜƴƛ ŜȊǘ ŀ 

ǇƛƭƭŀƴŀǘŦŜƭǾŞǘŜƭǘΦ [ŜƎȅŜƴ ŀƭŀǇƻǎΣ ǎƻƪ ǎȊŜƳǇƻƴǘǵΣ ǘŞƴȅŜƪŜƴΣ ƛƴŦƻǊƳłŎƛƽƪƻƴ ŀƭŀǇǳƭƽΣ ƴŜƳ 

ǇǳǎȊǘłƴ ǾŞƭŜƳŞƴȅŜƪŜƴΦ ;ǊŘŜƳŜǎ ƪŞǘŜƭƪŜŘƴƛ Şǎ ƪƻƴǘǊƻƭƭłƭƴƛΣ ƳŜƴƴȅƛǊŜ Ǿŀƭƽǎ ŀȊ ƛƴŦƻǊƳłŎƛƽΦ 

bŜƳ ŜƎȅ ǎȊƻōłōŀ ōŜȊłǊƪƽȊǾŀΣ ƘŀƴŜƳ ŀ ƘŜƭȅǎȊƝƴŜƴΣ ǎŀƧłǘ ǘŀǇŀǎȊǘŀƭŀǘƻǘ ǎȊŜǊŜȊǾŜΦ YǸƭǀƴǀǎŜƴ 

Ŧƻƴǘƻǎ ŀ Ƨƽ ƪŞǊŘŜȊŞǎǘŜŎƘƴƛƪŀΦ 9ƴƴŜƪ ǎŜƎƝǘǎŞƎŞǾŜƭ ǇƻƴǘƻǎƝǘƧǳƪ ŀȊ ƻƭȅŀƴ ƘƻƳłƭȅƻǎ ŦƻƎŀƭƳŀƪŀǘΣ 

ƳƛƴǘΥ ǎƻƪΣ ƪŜǾŞǎΣ ŜƭŞƎΣ ƳƛƴŘƧłǊǘΣ ƳŀƧŘΣ ǊŞƎŜƴΣ ƳŜǎǎȊŜΣ ƪǀȊŜƭΣ ǵƎȅ ǎȊƻƪǘǳƪ ǎǘōΦ ¢ǀǊŜƪǎȊǸƴƪ ŀ 

ƪƻƳǇƭŜȄƛǘłǎǊŀΦ YŜǊŜǎǎǸƪ ŀȊ ǀǎǎȊŜŦǸƎƎŞǎŜƪŜǘΦ 

! .ŜŀǾŀǘƪƻȊłǎ όLƴǘŜǊǾŜƴŎƛƽύ 

! ōŜŀǾŀǘƪƻȊłǎ ƭŜƎȅŜƴ ǘŜǊǾǎȊŜǊǼΣ ǊŜƴŘǎȊŜǊǎȊŜƳƭŞƭŜǘǼΣ ǎȊŀƪŀǎȊƻƪǊŀ ōƻƴǘƘŀǘƽΦ ! ƪƻƳǇƭŜȄ 

ƪǀƭŎǎǀƴƘŀǘłǎƻƪ ŦƛƎȅŜƭŜƳōŜ ǾŞǘŜƭŞǾŜƭ ǘŜǊǾŜȊŜǘǘ ǇǊƻƧŜƪǘΣ ŀƴƴŀƪ ƛŘǃƛƎŞƴȅŞǾŜƭ Şǎ ǀǎǎȊŜǎ 

ƪƻƴȊŜƪǾŜƴŎƛłƧłǾŀƭΦ CƛȊƛƪŀƛ ŀƴŀƭƽƎƛłǾŀƭ ŞƭǾŜ ƘǳƭƭłƳ ƧŜƭƭŜƎǼΣ ƳŞƎ Ƙŀ ƪǾŀƴǘǳƳƻƪōŀƴ ƛǎ ǘǀǊǘŞƴƛƪ ŀ 

folyamŀǘΦ !ƪƪƻǊ ƛǎ ǘǀǊǘŞƴƛƪΣ Ƙŀ ŞǇǇŜƴ ƴƛƴŎǎ ōŜŀǾŀǘƪƻȊłǎΦ ¢ŜƘŜǘŜǘƭŜƴǎŞƎŜ ǾŀƴΦ ±ŀƭŀƳƛǘ 

ŜƭƛƴŘƝǘƻǘǘǳƴƪΣ ƳŜƎƭǀƪǘǸƪ όŜǊǃƘŀǘłǎύΣ ƘŀƭŀŘΣ ƭŜƴŘǸƭŜǘōŜƴ Ǿŀƴ όŜǊǃ Ȅ ǘǀƳŜƎ Ґ ƛƳǇǳƭȊǳǎύΣ 

ƳƛƪǀȊōŜƴ ƪǸƭǀƴŦŞƭŜ ŜƎȅŞō Ƙŀǘłǎƻƪ ƛǎ ŞǊƛƪΦ CŜƭŀŘŀǘ ŀ Ƙŀǘłǎƻƪ ōŜŀȊƻƴƻǎƝǘłǎŀΦ [ŜƧǘǃƴΣ ǾŀƎȅ 

emeƭƪŜŘǃƴ ƘŀƭŀŘΚ aƛƭȅŜƴ ǎǵǊƭƽŘłǎƻƪōƽƭ ƪŜƭŜǘƪŜȊƛƪ ŜƴŜǊƎƛŀǾŜǎȊǘŞǎΚ Iƻƭ Ǿŀƴƴŀƪ ŦŞƪŜƪ ŀ 

rendszerben? Melyek azok? 

! ±ƛǎǎȊŀƧŜƭȊŞǎ όCŜŜŘōŀŎƪ) 

¦ƎȅŀƴǵƎȅ ƪǸƭǀƴǸƭƧǀƴ ŜƭΣ Ƴƛƴǘ ŀ 5ƛŀƎƴƽȊƛǎΦ [ŜƎȅŜƴ ǘǸƪǀǊōŜ ƴŞȊŞǎΣ ǀƴǊŜŦƭŜȄƛƽΣ ƳŞǊŞǎΣ 

ƘŜƭȅȊŜǘƳŜƎƘŀǘłǊƻȊłǎΗ !ƴƴŀƪ ǘƛǎȊǘłȊłǎŀΣ Ƙogy hova jutottunk, hol tartunk? Annak kontrollja, 

ƘƻƎȅ ƳŜǊǊŜ ƛǎ ƘŀƭŀŘǳƴƪΚ ! ǊƻǎǎȊ ƘƝǊΣ ƘƻƎȅ ǘŞǾŜǎ ƛǊłƴȅōŀΣ ŀ ƧƽΣ ƘƻƎȅ ƭŀǎǎŀƴΚ Lǘǘ Ǿŀƴ ŀ ƪƻǊǊŜƪŎƛƽ 

ƭŜƘŜǘǃǎŞƎŜΦ ! ŦƻƭȅŀƳŀǘƻǎ Şǎ ǎȊƛǎȊǘŜƳŀǘƛƪǳǎ ŀŘŀǘƎȅǼƧǘŞǎΣ ƳŞǊŞǎ ŜƭǃŦŜƭǘŞǘŜƭŜ ŀ ǊŜłƭƛǎ 

ǾƛǎǎȊŀƧŜƭȊŞǎƴŜƪΦ 5ƻƪǳƳŜƴǘłŎƛƽƪΣ ŦƻǘƽƪΥ ǀǎǎȊŜǎȊŜǊŜƭŞǎΣ łǊƻƪ ōŜǘŜƳŜǘŞǎ ŜƭǃǘǘΣ ŀƭŀǇǾŀǎŀƭłǎΣ 

ƧŜƎȅȊǃƪǀƴȅǾŜƪΥ ƪƛƴŜƪ ŀ ŘǀƴǘŞǎŜ Ǿƻƭǘ Şǎ Ƴƛ Ǿƻƭǘ ŜȊ ŀ ŘǀƴǘŞǎ ǇƻƴǘƻǎŀƴΦ NƎȅ ƪƛǎŜōō ŀȊ ŜǎŞƭȅŜ ŀ 

ƪŀǇƛǘłƴȅ Şǎ ŀ ƎŞǇƘłȊ ƪǀȊǘƛ ƻƭȅŀƴ ōŜǎȊŞƭƎŜǘŞǎƴŜƪΣ Ƴƛƴǘ αaŜƴƴȅƛΚ ςHarminc. ςMi harminc? ς

aƛŞǊǘΣ Ƴƛ ƳŜƴƴȅƛΚέ 



 

 
348 

 

2.3. !Ȋ LƎŞƴȅ ŦłȊƛǎ ŦƽƪǳǎȊŀƛ 

aƛƴŘŜƴ ǎȊŜǊŜǇƭǃ ƳłǎƪŞƴǘ Şƭƛ ƳŜƎ ŀ ƘŜƭȅȊŜǘŜǘ  

9Ȋ ŀŘƽŘƘŀǘ ŀ ǎȊŜƳŞƭȅƛǎŞƎōǃƭΣ ŘŜ ŦǃƪŞǇǇ ŀ ǾƛǎŜƭƪŜŘŞǎ ƴŀǊŎƛǎȊǘƛƪǳǎ ƧŜƭƭŜƎŞōǃƭΦ (Titkos, 2018) 

aƛƴŘŀƴƴȅƛǳƴƪ ǾƛǎŜƭƪŜŘŞǎŞƴŜƪ ǎŀƧłǘƻǎǎłƎŀ ŜȊ ŀ ǾƻƴłǎΦ bŜǾŜȊŜǘŜǎŜƴ ŀȊ ŀ ǎŀƧłǘƻǎǎłƎΣ ƘƻƎȅ ŀ 

sȊŜƳŞƭȅƪǀȊƛ ƪŀǇŎǎƻƭŀǘƻƪōŀƴ ŀȊ ŜƳōŜǊŜƪ ƴŜƳ ŀ ƳłǎƛƪǊŀΣ ŀƴƴŀƪ ǾƛǎŜƭƪŜŘŞǎŞǊŜ ǾŀƎȅ ŞǇǇŜƴ 

ƪƻƳƳǳƴƛƪłŎƛƽƧłǊŀ ǊŜŀƎłƭƴŀƪΣ ƘŀƴŜƳ ŀ ƳŀƎǳƪōŀƴ ŜȊŜƪǊǃƭ ƪƛŀƭŀƪƝǘƻǘǘ ƪŞǇǊŜΦ !ǊǊŀ ŀ ƪŞǇǊŜΣ 

ŀƳŜƭȅ ŜƎȅ ǎƻƪǾłƭǘƻȊƽǎ ǇǎȊƛŎƘƻƭƽƎƛŀƛ ŜǊǃǘŞǊōŜƴ ǎȊǸƭŜǘƛƪΣ ǎǃǘ ǎŀƧłǘƻǎ ŘƛƴŀƳƛƪłǾŀƭ łƭƭŀƴŘƽ 

ǾłƭǘƻȊłǎōŀƴ ƛǎ ǾŀƴΦ aƛƴŘŜƴƪƛƴŜƪ ǎŀƧłǘ ƪŞǇŜ ǾŀƴΣ - aƘƻƎȅŀƴ ŀȊ b[t ŦƻƎŀƭƳŀȊΥ Ƴłǎ ŀ ǘłƧ Şǎ 

Ƴłǎ ŀ ǘŞǊƪŞǇ ς, ƳŜƭȅƘŜȊ ŀȊǘłƴ ǊŞǎȊōŜƴ ŞǊȊŜƭƳƛ ŞǊƛƴǘŜǘǘǎŞƎŜΣ ǊŞǎȊōŜƴ ŜƎƻƛȊƳǳǎŀ ŀƭŀǇƧłƴ 

ǊŀƎŀǎȊƪƻŘƛƪ ƛǎΦ 9Ȋ ŀ ǎŀƧłǘƻǎ ƴŀǊŎƛǎȊǘƛƪǳǎ ƘƻȊȊłłƭƭłǎ ς ŀȊŀȊΣ ƘƻƎȅ ƳƛƴŘŜƴƪƛ ŀ ǎŀƧłǘ ƪŞǇŞōŜƴ 

ƎȅǀƴȅǀǊƪǀŘƛƪ ς ƪǀǾŜǘƪŜȊƳŞƴȅŜƪƪŜƭ ǘŜǊƘŜǎΦ bŜǾŜȊŜǘŜǎŜƴΣ ƳƛƴŘŜƴƪƛ ƳŀƎłǊŀ ǊŜŀƎłƭΣ Şǎ 

ǘǀōōƴȅƛǊŜ Ƴłǎǘ ǘŜǎȊ ŞǊǘŜ ŦŜƭŜƭǃǎǎŞΦ  

! ǘǀōōƛŜƪŜǘ ƪŜƭƭ ŦŜƧƭŜǎȊǘŜƴƛ 

!Ȋ ŜƎȅƳłǎǊŀ ƳǳǘƻƎŀǘłǎΣ ŀ ŦŜƭŜƭǃǎǎŞƎƘłǊƝǘłǎ ǘƛǇƛƪǳǎ ŜǎŜǘŜΦ ! ǾŞŘŜƪŜȊǃ ƳŜŎƘŀƴƛȊƳǳǎƻƪ 

ǎŜƎƝǘǎŞƎŞǾŜƭ ŀȊ ŜƎȅŞƴ ŜƭǘƻǊȊƝǘƧŀ ǾŀƎȅ ƭŜǘŀƎŀŘƧŀ ŀ ǾŀƭƽǎłƎƻǘΣ ŀƴƴŀƪ ŞǊŘŜƪŞōŜƴΣ ƘƻƎȅ 

ǾŀƭŀƳƛƭȅŜƴŦŀƧǘŀ ŜƎȅŜƴǎǵƭȅōŀƴ ŞƭƘŜǎǎŜƴ ǀƴƳŀƎłǾŀƭ Şǎ ƪǀǊƴȅŜȊŜǘŞǾŜƭΦ hƭȅŀƴ ǾŞŘŜƪŜȊǃ-ŞƴǾŞŘǃ 

ǊŜŀƪŎƛƽƪǊƽƭ ƭŜƘŜǘ ǎȊƽΣ ƳƛƴǘΥ 

- tǊƻƧŜƪŎƛƽΥ !Ȋ ŜƎȅŞƴ ƳłǎǊŀ ǾŜǘƝǘƛ ƪƛ ǎŀƧłǘ ŞǊȊŞǎŜƛǘΦ  

- .ǼƴōŀƪƪŞǇȊŞǎΥ ałǎǘ ƘƛōłȊǘŀǘΣ Şǎ ƴŜƳ ǾŜǎȊ ǘǳŘƻƳłǎǘ ǎŀƧłǘ ŦŜƭŜƭǃǎǎŞƎŞǊǃƭΦ 

- IŀǎƝǘłǎΥ ! ǾƛƭłƎ Şǎ ŀ ŘƻƭƎƻƪ ƧƽǊŀ Şǎ ǊƻǎǎȊǊŀΣ ŦŜƪŜǘŞǊŜ Şǎ ŦŜƘŞǊǊŜ ƻǎȊǘłǎŀΦ 

- !ƳƴŞȊƛŀΥ CŜƭŜƧǘŞǎΣ ƳŜƎ ƴŜƳ ǘǀǊǘŞƴǘǘŞ ǘŜǾŞǎΣ ƛƭƭŜǘǾŜ 

- {ȊŜƭŜƪǘƝǾ ŀƳƴŞȊƛŀΥ Ƙŀ Ŏǎŀƪ ŀ ƧƽǊŀ ǾŀƎȅ ŀ ǊƻǎǎȊǊŀ ŜƳƭŞƪǎȊƛƪΦ 

- CŀƴǘłȊƛłƭłǎ: menŜƪǸƭŞǎ ŀ ǾŀƭƽǎłƎǘƽƭ 

- {ȊƻƳŀǘƛȊłƭłǎΥ ǘŜǎǘƛ ōŜǘŜƎǎŞƎŜǘ ǇǊƻŘǳƪłƭ 

- ParanoiaΥ ǸƭŘǀȊŞǎƛ ƳłƴƛŀΦ 

!Ǝȅŀƭłǎ ǾŀƎȅ ŎǎŜƭŜƪǾŞǎΚ  

{ƻŘǊƽŘƘŀǘǎȊΣ Şǎ ƪǀȊōŜƴ ƳŞƎ ŀƎȅŀƭƘŀǘǎȊ ƛǎΣ ŀƳƛ ŀ ǾŞƎǘŜƭŜƴ ŦƛƪŎƛƽƪ ōƛǊƻŘŀƭƳŀΣ ǾŀƎȅ ŎǎƛƴłƭƧ 

ǾŀƭŀƳƛǘΣ Şǎ Ƙŀ Ƙƛōłǎŀƴ ǘŜǎȊŜŘΣ ƳłǊ ǘǳŘƻŘΣ ƘƻƎȅŀƴ ƴŜ ǘŜŘŘΦ !ƘƻƎȅŀƴ 9Řƛǎƻƴ ƳŜǎŞƭǘŜ ŀȊ ƛȊȊƽ 

ŦŜƭǘŀƭłƭłǎłƴŀƪ ŦƻƭȅŀƳŀǘłǘΥ ффф-ǎȊŜǊ ƪƛǇǊƽōłƭǘŀΣ ƘƻƎȅŀƴ ƭŜƘŜǘ ƴŜƳΣ ǾŀƎȅ ƴŜƳ Ƨƽƭ ƳǼƪǀŘǃ ƛȊȊƽǘ 
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ƪŞǎȊƝǘŜƴƛΦ 9ȊǊŜŘǎȊŜǊǊŜ ǇŜŘƛƎ ŀȊǘΣ ƘƻƎȅŀƴ ƭŜƘŜǘ ƧƽǘΦ tǊƻŦŜǎǎȊƛƻƴłƭƛǎ ǊŜŀƪŎƛƽƛ ŀ t5/! ƪǀǊΣ ŀǾŀƎȅ 

Deming ciklus (Deming, 1986), amin a ¢ƻȅƻǘŀ ¢ŜǊƳŜƭŞǎƛ wŜƴŘǎȊŜǊ ό¢t{ύ YŀƛȊŜƴ ŜƭǾŜ ƛǎ ŀƭŀǇǳƭΦ 

A Plan-Do-Check-!Ŏǘ ƪǀǊ ƭŜƘŜǘ ǎƻƪŦŞƭŜƪŞǇǇ ƘƛłƴȅƻǎΣ ǾŀƎȅ ƘƛōłǎΥ ŜƎȅΣ ǾŀƎȅ ǘǀōō Ŏƛƪƭǳǎ ŜƭŜƳ ƛǎ 

ƘƛłƴȅƻȊƘŀǘΦ  

! ǎȊŜǊŜǇƭǃƪ Şǎ ŀ ǎȊŜǊǾŜȊŜǘ ǾƛǎȊƻƴȅŀ  

! ǎȊŜǊǾŜȊŜǘ ƳłǎƻŘƛƪ ŜƎŞǎȊǎŞƎƪǊƛǘŞǊƛǳƳŀ ό[ǀǿŜȅ ς Nadkarni, 2003, 75-91). A szervezeti 

ƪǀǘǃŘŞǎ ŞǊȊŞǎŞƴŜƪ ŀƭŀǇŜƭŜƳŜƛΥ 

- ŀ ŦƻƴǘƻǎǎłƎ ǘǳŘŀǘΣ ƘƻƎȅ ǎȊłƳƝǘƻƪΣ 

- ŀȊ ŀǳǘƻƴƽƳƛŀΣ ƘƻƎȅ ƳŜƎǃǊƛȊȊŜƳ ƛŘŜƴǘƛǘłǎƻƳŀǘΣ 

- ŀ ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊłǾŀƭ Ǿŀƭƽ ŀȊƻƴƻǎǳƭłǎΣ ƘƻƎȅ ǘŀǊǘƻȊƻƳ ǾŀƭŀƘƻǾłΣ 

- ŀ ǘǀōōƛǊłƴȅǵ ƪŀǇŎǎƻƭŀǘƻƪΣ ƘƻƎȅ ǎǘŀōƛƭƛǘłǎǘ ŀŘƧŀƴŀƪΦ 

A ǎȊŜǊŜǇƭǃ Şǎ ŀ ǎȊŜǊǾŜȊŜǘ ǾƛǎȊƻƴȅłǘ ŀƭŀǇǾŜǘǃŜƴ ōŜŦƻƭȅłǎƻƭƧłƪ ŀ ǎȊŜǊǾŜȊŜǘ ǘǳƭŀƧŘƻƴ-Σ ŞǊŘŜƪ- Şǎ 

ŞǊȊŜƭƳƛ ǾƛǎȊƻƴȅŀƛΦ CŜƭǘŞǊƪŞǇŜȊŞǎǸƪ ƴŞƭƪǸƭ Ǿŀƪƻƴ ōƻƭȅƻƴƎǳƴƪ ŀ ǎȊŜǊǾŜȊŜǘōŜƴΦ 

2.4. ! CŜƭƳŞǊŞǎ ŦłȊƛǎ ŦƽƪǳǎȊŀƛ 

! ǎȊŜǊǾŜȊŜǘ ŞƭŜǘŎƛƪƭǳǎŀ 

!ŘƛȊŜǎ {ȊŜǊǾŜȊŜǘƛ ;ƭŜǘŎƛƪƭǳǎ aƻŘŜƭƭƧŜ (Adizes, 1979) ǎŜƎƝǘǎŞƎŜǘ ƴȅǵƧǘ ŀ ŎŞƎ ŀŘƻǘǘ ŦŜƧƭŜǘǘǎŞƎƛ 

ǎȊƛƴǘƧŞƴŜƪ ƳŜƎƘŀǘłǊƻȊłǎłƘƻȊΦ .ŜŀȊƻƴƻǎƝǘƘŀǘƧǳƪΣ ƘƻƎȅ ƳŜƭȅ ŦǳƴƪŎƛƽƛōŀƴ ƳǼƪǀŘƛƪ ŦŜƭƴǃǘǘ 

ƪǊƛǘŞǊƛǳƳƻƪ ǎȊŜǊƛƴǘ, Şǎ ƳŜƭȅŜƪōŜƴ ƪŜƭƭŜƴŜ ŦŜƧƭǃŘƴƛŜΥ 

- YŞǇŜǎ-Ŝ ŜƭǾŞƎŜȊƴƛ ŀȊǘ ŀ ŦŜƭŀŘŀǘƻǘΣ ŀƳƛŞǊǘ ƭŞǘǊŜƧǀǘǘΚ 

- IŀǘŞƪƻƴȅŀƴ Şǎ ǎȊŀōłƭȅǎȊŜǊǼŜƴ ƳǼƪǀŘƛƪ-e? 

- IƻƎȅŀƴ ƪŜȊŜƭƛ ŀ ǾłƭǘƻȊłǎƻƪŀǘΚ 

- Rendelkezik-Ŝ ŞǊǾŞƴȅŜǎ Şǎ ŞǊǘŜƭƳŜȊŜǘǘ ǾƝȊƛƽǾŀƭΚ 

!Ȋ ƛƴǘŜǊǾŜƴŎƛƽƪ ŜƭǃƪŞǎȊƝǘŞǎŞƘŜȊ ƴŞƭƪǸƭǀȊƘŜǘŜǘƭŜƴΦ 9ƎȅǊŞǎȊǘ ŀȊŞǊǘΣ ƳŜǊǘ ŀƴŀƭƽƎƛłǾŀƭ ŞƭǾŜ ŀ 

ƎȅŜǊŜƪƻǊǾƻǎƴŀƪ Şǎ ŀ ƎŜǊƻƴǘƻƭƽƎǳǎƴŀƪ ƴŜƳŎǎŀƪ ŀ ǇŀŎƛŜƴǎŜΣ ŘŜ ŀȊ ŀŘŜƪǾłǘ ŜǎȊƪǀȊǘłǊŀ ƛǎ ƛƎŜƴ 

ŜƭǘŞǊǃΦ ałǎǊŞǎȊǘ ǇŜŘƛƎ ŀ ōŜŀǾŀǘƪƻȊłǎ ŎŞƭƧŀ ŀȊ ǀǎǎȊƘŀƴƎ ǘŜǊŜƳǘŞǎŜ ƳƛƴŘ ŀ ŦǳƴƪŎƛƽƪΣ ƳƛƴŘ ŀȊ 

ƛŘǃŘƛƳŜƴȊƛƽ ǘŜǊŞƴΦ 
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{ȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀ 

!ƘƻƎȅŀƴ ŀ ŘƻƭƎƻƪŀǘ ŜƎȅ ǎȊŜǊǾŜȊŜǘōŜƴ ǘŜǎȊƛƪΣ αŜƎȅ ǎȊŜǊǾŜȊŜǘ ǘŀƎƧŀƛƴŀƪ ŀ ƪǀȊǀǎ ƳŜƴǘłƭƛǎ 

ǎȊƻŦǘǾŜǊŜέ (Hofstede, 2005, 71). !Ȋ ƛƎŀȊłƴ Ŧƻƴǘƻǎ ŀȊΣ αŀƳƛǊŜ ŀ όŦŜƭǎǃύ ǾŜȊŜǘŞǎ ƘŀǎȊƴłƭƴƛ ǘǳŘƧŀΦ 

bŞƎȅ ŀǎǇŜƪǘǳǎłǘ ƪŜƭƭ ŜƎȅŜƴǎǵƭȅōŀ ƘƻȊƴƛΥ ǎǘǊŀǘŞƎƛŀΣ ǎǘǊǳƪǘǵǊŀΣ ƪǳƭǘǵǊŀΣ ƪƻƴǘǊƻƭƭέ όIƻŦǎǘŜŘŜΣ 

2005, 377-378)Φ aƛƴŘŜƴǊŜ ƪƛƘŀǘ ŀ ǎȊŜǊǾŜȊŜǘōŜƴΦ [ŀǎǎŀƴ ǾłƭǘƻȊƛƪΣ ƛƭƭǵȊƛƽ ŀ ƎȅƻǊǎ ƪǳƭǘǵǊŀǾłƭǘłǎ 

ƛƎŞƴȅŜΦ #ƭǘŀƭłōŀƴ ŜǊǃǎ ŜƭƭŜƴłƭƭłǎƻƪ ǾŞŘƛƪΦ włŀŘłǎǳƭ ŀ ǎȊŜǊǾŜȊŜǘ ǎȊŜǊŜǇƭǃƛ ǎȊƝǾŜǎŜƴ ŞƭƴŜƪ 

ŞǊǘŜƭƳŜȊŞǎƛ ŀǳǘƻƴƽƳƛłƧǳƪƪŀƭΣ ƝƎȅ ŀ ƪǳƭǘǵǊłǘ łƭǘŀƭłōŀƴ ŦƻƎŀƭƳƛΣ ŞǊǘŜƭƳŜȊŞǎƛ Şǎ ǾƛǎŜƭƪŜŘŞǎƛ 

ǎƻƪǎȊƝƴǼǎŞƎ ƧŜƭƭŜƳȊƛΦ ±ƛǎŜƭƪŜŘŞǎƛ ǎȊƛƴǘŜƴ ŀ WǀǾǃƪŞǇ ǎŜƎƝǘƛ ŀ ƪontrollt. 

±łƭǘƻȊǘŀǘłǎƛ ƪŞǇŜǎǎŞƎ 

! ǎȊŜǊǾŜȊŜǘ Şǎ ǘŀƎƧŀƛƴŀƪ ŀŘŀǇǘłŎƛƽǎ ƪŞǇŜǎǎŞƎŜ ŀ ƳŜǊŜǾΣ ǾŀƎȅ ǊǳƎŀƭƳŀǎ ǎƪłƭłƴΦ aƛƴŞƭ ǘǀōōǎȊǀǊ 

ǘǀǊǘŞƴƛƪ ǾłƭǘƻȊǘŀǘłǎΣ ŀƴƴłƭ ǎȊƻŎƛŀƭƛȊłƭǘŀōō Ǌł ŀ ǎȊŜǊǾŜȊŜǘΦ ¢ƻǾłōōƛ ǎȊŜǊǾŜȊŜǘƛ Şǎ ŜƎȅŞƴƛ 

ōŜŦƻƭȅłǎƻƭƽ ǘŞƴȅŜȊǃƪ ƘŀǘƴŀƪΦ {ȊŜǊǾŜȊŜǘƛΥ ŞƭŜǘŎƛƪƭǳǎΣ ƪǳƭǘǵǊŀΣ ǎǘǊǳƪǘǵǊŀΣ ƪǀǊƴȅŜȊŜǘΦ 9ƎȅŞƴƛΥ 

ǎȊŜƳŞƭȅƛǎŞƎΣ ǎȊƻŎƛŀƭƛȊłŎƛƽΣ ƪǳƭǘǵǊŀΣ ŞǊŘŜƪǾƛǎȊƻƴȅƻƪΦ {ǵƭȅƻǎΣ ōłǊ ƎŜƴŜǊłŎƛƽƴƪŞƴǘ ƪǸƭǀƴōǀȊǃ 

ƳŞǊǘŞƪǼ ǇǊƻōƭŞƳŀΣ ƘƻƎȅ ŀ ǾłƭǘƻȊłǎƻƪ ǎŜōŜǎǎŞƎŜΣ ǾŀƭŀƳƛƴǘ ŀ ǾłƭǘƻȊłǎƻƪ ŦŜƭŘƻƭƎƻȊłǎłƴŀƪΣ 

ƛƭƭŜǘǾŜ ǘǳŘŀǘƻǎ ǾłƭǘƻȊǘŀǘłǎƻƪƪŀƭ Ǿŀƭƽ ƭŜǊŜŀƎłƭłǎłƴŀƪ ǎŜōŜǎǎŞƎŜ ƪǀȊǀǘǘ ƴȅƝƭƛƪ ŀȊ ƻƭƭƽΦ ¦Ǝȅŀƴƛǎ ŀ 

ŦƻƭȅŀƳŀǘ Ŏǎŀƪ ǊŞǎȊōŜƴ ƛƴǘŜƭƭŜƪǘǳłƭƛǎΣ ŀȊŀȊ αŦŜƧōŜƴέ ƳŜƎƻƭŘƘŀǘƽΣ ŀ ǾłƭǘƻȊłǎƻƪ łǘŞƭŞǎŜ αȊǎƛƎŜǊƛέΣ 

ŜƎȅŞƴƛƭŜƎ ŦŜƭŘƻƭƎƻȊƘŀǘƽ ǇǊƻōƭŞƳŀΦ 9ȊŞǊǘ Ŧƻƴǘƻǎ ǘǳŘƴƛΣ ƳƛƭȅŜƴ ǎȊŜƳŞƭȅŜǎ łƭƭŀǇƻǘŀƛ Ǿŀƴƴŀƪ 

(Titkos, 2003, 40ς48). 

! ƪƻƴǎȊŜƴȊǳǎ ǎȊǸƪǎŞƎŜǎǎŞƎŜ 

! ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ǇǊƻƧŜƪǘŜƪ ƘŀǘŞƪƻƴȅǎłƎłǘ ƳŜǎǎȊŜƳŜƴǃŜƴ ōŜŦƻƭȅłǎƻƭƧŀ ŀ ƪƻƴǎȊŜƴȊǳǎΥ ŀ 

ǾŜȊŜǘŞǎ ŜƎȅǎŞƎŜǎǎŞƎŜΦ ! ŘǀƴǘŞǎŜƪŜǘ ŜƭǃƪŞǎȊƝǘǃ ōŜƭǎǃ ǾƛǘłƪΣ ŀ ƪǸƭǀƴōǀȊǃ ǎȊŜƳǇƻƴǘƻƪ 

ǘŀƭłƭƪƻȊłǎŀΣ ŀ ǘƛǎȊǘłȊłǎǘ ŎŞƭȊƽ ŦƽƪǳǎȊłƭǘ ƳŜƎōŜǎȊŞƭŞǎŜƪ όǿƻǊƪǎƘƻǇƻƪύ ƪŜǊŜǘŞōŜƴ ǘǀǊǘŞƴƘŜǘΦ 

!Ȋ ŜƭƭŜƴǘƳƻƴŘłǎƻǎΣ ȊŀǾŀǊƻǎ ǇƻǊǘłƭ όƪƛŦŜƭŞ ƭłǘǎȊƽΣ ƻƭȅƪƻǊ ŜƭƳŞǊƎŜǎŜŘŜǘǘ ǾƛǘłƪΣ ƪƻƴŦƭƛƪǘǳǎƻƪύ 

ƪƛŦŜƧŜȊŜǘǘŜƴ ƪłǊƻǎŀƪΣ ƳŜǊǘ ōƛȊƻƴȅǘŀƭŀƴǎłƎƻǘ ƪŜƭǘŜƴŜƪΣ ƪƛōǵǾƽƪŀǘ ǘŜƭƧŜǎƝǘƳŞƴȅ ƘŜƭȅŜǘǘΦ ! 

¢ƻȅƻǘŀ t{Σ ǾŀƎȅ ŀȊ !ƭŎŀǘŜƭƴŞƭ Şǎ ŀ aŜǊŎŜŘŜǎ-Benz AG-ƴłƭ ǎȊŜǊȊŜǘǘ ǎŀƧłǘ ǘŀǇŀǎȊǘŀƭŀǘŀƛƳ 

ƳŜƎŜǊǃǎƝǘƛƪ ŜȊǘΦ (Titkos, 2000, 101ς131) 

±ŜǎȊŞƭȅŜǎ !ǘǘƛǘǼŘǀƪ 

!Ȋ ŀǘǘƛǘǼŘǀƪΣ Ƴƛƴǘ ŞǊȊŜƭƳƛ ǘǀƭǘŜǘǼ ŞǊǘŞƪŜƭǃ ƳŜƎłƭƭŀǇƝǘłǎƻƪ ǊŜƴŘƪƝǾǸƭ ƳŜǊŜǾŜƪΣ ƴŜƘŜȊŜƴ 

ǾłƭǘƻȊǘŀǘƘŀǘƽŀƪΦ !Ȋ ŜƎȅŞƴ ǎȊłƳłǊŀ ŜƎȅ Ŧƻƴǘƻǎ ŀǘǘƛǘǼŘƧŜ ŦŜƭŀŘłǎŀ ŀȊ ǀƴŞǊǘŞƪŜƭŞǎŞƴŜƪ ƧŜƭŜƴǘǃǎ 
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ƭŜǎȊłƭƭƝǘłǎłǘΣ ŜȊłƭǘŀƭ ŜŘŘƛƎƛ ǇƻȊƝŎƛƽƧłƴŀƪ ōƛȊƻƴȅǘŀƭŀƴǎłƎłǘ ƧŜƭŜƴǘŜƴŞΦ 9Ȋǘ ŜƭƪŜǊǸƭŜƴŘǃΣ 

hajlamosak vagyunk ς ŀǘǘƛǘǼŘƧŜƛƴƪŜǘΣ Ƴƛƴǘ ǘƻǊȊƝǘƽ ǎȊŜƳǸǾŜƎŜǘ ƘŀǎȊƴłƭǾŀ ς ƴŜƳ ŀȊǘ ƭłǘƴƛ ŀ 

ǾƛƭłƎōŀƴΣ ŀƳƛ ǾŀƴΣ ƘŀƴŜƳ ŀȊǘΣ ŀƳƛǘ ƭłǘƴƛ ǎȊŜǊŜǘƴŞƴƪΦ [ŜƎǾŜǎȊŞƭȅŜǎŜōō ŀǘǘƛǘǼŘǸƴƪΥ ŀȊ ŜƭǃƝǘŞƭŜǘΦ 

!Ȋ ŀǘǘƛǘǼŘǀƪ ǎŜƎƝǘǎŞƎŞǾŜƭ ǘǀǊǘŞƴǃ ƘŞǘƪǀȊƴŀǇƛ ƎƻƴŘƻƭƪƻŘłǎƴŀƪ ǎŀƧłǘƧŀ ŀȊ ŜƭƭŜƴǘƳƻƴŘłǎ-

ƳŜƴǘŜǎǎŞƎǊŜΣ ŜƎȅŜƴǎǵƭȅǊŀ Ǿŀƭƽ ǘǀǊŜƪǾŞǎΦ ±ŞŘŜƪŜȊǸƴƪ ŀȊ ƻƭȅŀƴ ǘŜƴŘŜƴŎƛłƪ ŜƭƭŜƴΣ ŀƳŜƭȅŜƪ ŀȊ 

ŜƎȅŜƴǎǵƭȅ ŦŜƭōƻǊƝǘłǎłǘ ŎŞƭƻȊȊłƪΦ !Ȋ ŀǘǘƛǘǼŘǀƪ ƪǀȊǘ ŦŜƭƳŜǊǸƭǃ ŜƭƭŜƴǘƳƻƴŘłǎǎŀƭ Şǎ ŀƴƴŀƪ 

ƪǀǾŜǘƪŜȊƳŞƴȅŜƛǾŜƭ ŦƻƎƭŀƭƪƻȊƛƪ ŀ ƪƻƎƴƛǘƝǾ ŘƛǎǎȊƻƴŀƴŎƛŀ ŜƭƳŞƭŜǘŜΦ  

2.5. ! .ŜŀǾŀǘƪƻȊłǎ ŦłȊƛǎ ŦƽƪǳǎȊŀƛ 

A-ōƽƭ .-be 

IŞǘƪǀȊƴŀǇƛ ƛŘǃǎŞƳłƴƪΥ ŀ ƘŀƭŀŘłǎ ǘǀǊǾŞƴȅŜ ǎȊŜǊƛƴǘ ƳǼƪǀŘƛƪΦ ! ǾƛƭłƎ ƴŜƳ łƭƭ ƳŜƎΣ ƳŞƎ Ƙŀ 

egyesŜƪ ǎȊŜǊŜǘƴŞƪ ƛǎΣ ƳŜǊǘ ǳƎȅŜ ƪƛ ŀƪŀǊƴŀƪ ǎȊłƭƭƴƛΦ aƛƴŘƛƎ ǘǀǊǘŞƴƴŜƪ ŀ ŘƻƭƎƻƪΦ IŀƭŀŘƴŀƪ ŀȊ 

α!έ ƳǵƭǘōƽƭΣ ŀ ƧǀǾǃ α.έ ŦŜƭŞΦ bŞƘŀ ǎƛƪŜǊǸƭ ŀ ƧŜƭŜƴōŜƴ ƭŜƴƴǸƴƪΦ bŜƘŞȊΣ ƳŜǊǘ ŀ ƳƻȊƎłǎ 

ǘŜǊƳŞǎȊŜǘŜ Ƴƛŀǘǘ ƳǵƭǘǊŀ Şǎ ƧǀǾǃǊŜ ŦƽƪǳǎȊłƭǳƴƪΦ ! ƧǀǾǃǊŜ ŦƽƪǳǎȊłƭłǎ ǾƝȊƛƽƧŀΣ ƛŘŜłƭƪŞǇŜΥ a 

WǀǾǃƪŞǇΦ 9ƴƴŜƪ ŀ ǘǳƭŀƧŘƻƴƻǎƛ αǘŜǊƳŞƪƴŜƪέ ƽǊƛłǎƛ ŀ ƧŜƭŜƴǘǃǎŞƎŜΦ !Ȋ ŜƭŞǊŜƴŘǃ ŎŞƭ 

ƳŜƎŦƻƎŀƭƳŀȊłǎłƴ ǘǵƭ ŀ ƳƛƴŘŜƴƴŀǇƛ ǎȊŜǊǾŜȊŜǘƛ ǾƛǎŜƭƪŜŘŞǎ ƭŜƎƛǘƛƳ ƪƻƴǘǊƻƭƭƧŀ ƭŜƘŜǘΦ 9Ǝȅ 

ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ ǎƻǊłƴ ŀ ƧǀǾǃƪŞǇ ǎȊŜǊǾŜȊŜǘƛ ǎȊŜǊŜǇƭǃƪǊŜ ς ŦǳƴƪŎƛƻƴłƭƛǎ ǘŜǊǸƭŜǘŜƪǊŜ Ǿŀƭamint 

ǎȊŜƳŞƭȅŜƪǊŜ Ǿŀƭƽ ƭŜōƻƴǘłǎŀ ƻǇŜǊŀŎƛƻƴŀƭƛȊłƭƧŀΣ ŀȊŀȊ ƳŞǊƘŜǘǃ ǾƛǎŜƭƪŜŘŞǎŜƪǊŜ ōƻƴǘƧŀ Şǎ 

ŘŜƭŜƎłƭƧŀ ŀƴƴŀƪ ŜƭŜƳŜƛǘΦ 

CŜƧƭǃŘŞǎ ς ŦŜƧƭŜǎȊǘŞǎ 

!Ȋ Ŝƭǎǃ ǘǳŘŀǘǘŀƭŀƴΣ ŀ ƳłǎƻŘƛƪ ǘǳŘŀǘƻǎΦ {ȊŜǊǾŜȊŜǘƛ ŀǊłƴȅŀ ǾłƭŀǎȊǘłǎΣ ŜƭƪǀǘŜƭŜȊǃŘŞǎ ƪŞǊŘŞǎŜΣ ŀȊ 

ŀǊłƴȅƻƴ ǘǀōō ǘǳŘŀǘƻǎǎłƎƎŀƭ ƭŜƘŜǘ ƧŀǾƝǘŀƴƛΦ [ŜƘŜǘ ǎƻŘǊƽŘƴƛΣ łǊŀƳƭŀǘƻƪ ƧłǘŞƪǎȊŜǊŞǾŞ Ǿłƭƴƛ Şǎ 

ƭŜƘŜǘ ŀȊ łǊŀƳƭŀǘƻƪŀǘ ƪŜǊŜǎƴƛΣ ŜƴŜǊƎƛłƧǳƪŀǘ ƘŀǎȊƴłƭƴƛΦ ! ǎƻŘǊłǎǎŀƭ ǎȊŜƳōŜƴ ǵǎȊƴƛ ƛƎŜƴ ŦłǊŀǎȊǘƽ 

Şǎ Ǌƛǘƪłƴ ƪƛŦƛȊŜǘǃŘǃ ƳǳǘŀǘǾłƴȅΦ 

¢ŀƴǳƭłǎƛ ŦƻƭȅŀƳŀǘ 

! ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ ƪƛǘŀǊǘƽ ǘŀƴǳƭłǎƛ ŦƻƭȅŀƳŀǘ ŜǊŜŘƳŞƴȅŜΦ ¨Ƨ ǎǘǊǳƪǘǵǊłƪΣ ƳǼƪǀŘŞǎŜƪΣ Şǎ 

ŜȊŜƪƘŜȊ ǘŀǊǘƻȊƽ ŀŘŀǇǘƝǾ ƪƻƳǇŜǘŜƴŎƛłƪ ŜƭǎŀƧłǘƝǘłǎłǊƽƭ ǎȊƽƭΦ /ŞƭƧŀΣ ƘƻƎȅ ǵƧ ǾƛƭłƎǳƴƪ ŦŜƭŜǘǘƛ 

ƪƻƴǘǊƻƭƭ ǊŞǾŞƴ ōƛȊǘƻƴǎłƎǊŀ ƭŜƭƧǸƴƪ, Şǎ ŀƴȅŀƎƛ-Σ ƛƭƭŜǘǾŜ ǎȊƻŎƛłƭƛǎ ƴȅŜǊŜǎŞƎǊŜ ǘŜƎȅǸƴƪ ǎȊŜǊǘΦ 

9ƪǀȊōŜƴ Ƴƛƴǘłƪŀǘ ƪŜǊŜǎǸƴƪ Şǎ ƪǀǾŜǘǸƴƪΦ [ŜƳƻƴŘǳƴƪ ǊŞƎƛ ŘƻƭƎƻƪǊƽƭ ǵƧŀƪ ƪŜŘǾŞŞǊǘΦ 9ƴŜǊƎƛłƪŀǘ 
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ƳƻȊƎƽǎƝǘǳƴƪΣ ǘŀǇŀǎȊǘŀƭǳƴƪΣ ƳŜƎƧłǊƧǳƪ Ǉƻƪƭƻǘ Şǎ ƳŜƴƴȅŜǘΦ YǀȊōŜƴ ǇŜŘƛƎ ǾłƭǘƻȊƛƪ ŀ 

ǾƛǎŜƭƪŜŘŞǎǸƴƪΣ ǾłƭǘƻȊǳƴƪΦ hƭȅƪƻǊ ŀ ǘǵƭŞƭŞǎŞǊǘΣ ƻƭȅƪƻǊ ŀ ƳŜƎŞƭŞǎŞǊǘΦ hƭȅŀƴ ƪǀƭǘǎŞƎ ŜȊΣ ƳŜƭȅ 

ŀƭƛƎƘŀ ƳŜƎǎǇƽǊƻƭƘŀǘƽΦ 

tǊƻƧŜƪǘǎȊŜǊǼǎŞƎ 

! ōŜŀǾŀǘƪƻȊłǎƻƪ ƻƪƻȊŀǘƛ ǊŜƴŘǎȊŜǊŞōŜƴ ǇǊƻƧŜƪǘǎȊŜǊǼ ƳǼƪǀŘŞǎ ȊŀƧƭƛƪΦ YƻƳǇƭŜȄ Şǎ ƛŘǃƛƎŞƴȅŜǎ 

top-Řƻǿƴ ǇǊƻƎǊŀƳƻƪΦ 9Ǝȅ ǎȊƻƪłǎ ŜƎȅŞƴƛ ǊǀƎȊǃŘŞǎŜ ƛǎ ƛŘǃ- Şǎ ƎƻƴŘƻȊłǎ-ƛƎŞƴȅŜǎΣ ŀ ǎȊŜǊǾŜȊŜǘƛ 

ƳǼƪǀŘŞǎ ǾłƭǘƻȊłǎŀ ƘƻǎǎȊǵ ƘƽƴŀǇƻƪŀǘ ƛƎŞƴȅŜƭΦ ;ǊŞǎƛ ƛŘŜƧŜ ǾŀƴΦ 9ƎȅŜŘƛ Şǎ ŀŘŀǇǘƝǾ 

ƳŜƎƻƭŘłǎƻƪǊŀ Ǿŀƴ ǎȊǸƪǎŞƎΦ ¢ƛǇƛƪǳǎ ǾŜǎȊŞƭȅŦƻǊǊłǎǘ ƧŜƭŜƴǘŜƴŜƪΥ ŀȊ ƛƭƭŜǎȊƪŜŘŞǎƛ ǇǊƻōƭŞƳłƪΣ ŀ 

ƪƻƳƳǳƴƛƪłŎƛƽǎ ŎǎŀǇŘłƪΣ ŀȊ ŜƎȅǸǘǘƳǼƪǀŘŞǎ ƴŜƘŞȊǎŞƎŜƛΣ ŀȊ ŜǊǃŦƻǊǊłǎƻƪ ǊŜƴŘŜƭƪŜȊŞǎǊŜ łƭƭłǎŀΦ 

2.6. A ±ƛǎǎȊŀƧŜƭȊŞǎ ŦłȊƛǎ ŦƽƪǳǎȊǇƻƴǘƧŀƛ 

IŀǘŞƪƻƴȅ ǾƛǎǎȊŀƧŜƭȊŞǎ 

A vƛǎǎȊŀŎǎŀǘƻƭłǎ ƘŀǘŞƪƻƴȅǎłƎŀ ŦǸƎƎ ŀȊ ŀŘƽ ǇƻȊƛǘƝǾ ǎȊłƴŘŞƪłǘƽƭΣ ŀ ŦƻƎŀŘƽ ƴȅƛǘƻǘǘǎłƎłǘƽƭΣ ŀ 

ƪƻƴǘǊƻƭƭ ƭŜƘŜǘǃǎŞƎŞǘǃƭΣ ŀ ƧŜƭȊŞǎ ƛŘǃȊƝǘŞǎŞǘǃƭ ǾŀƭŀƳƛƴǘ ǎǘƝƭǳǎłǘƽƭ ƛǎΦ !ƪƪƻǊ ƘŀǎȊƴƻǎŀōōΣ Ƙŀ 

ǎǇŜŎƛŦƛƪǳǎ Şǎ ƴŜƳ łƭǘŀƭłƴƻǎΣ Ƙŀ ƛƴƪłōō ƭŜƝǊƽΣ Ƴƛƴǘ ƳƛƴǃǎƝǘǃΣ Şǎ Ƙŀ ƳŜƎǾłƭǘƻȊǘŀǘƘŀǘƽ ƧŜƭƭŜƳȊǃǊŜ 

ƛǊłƴȅǳƭΦ 9Ǝȅ ǾƛǎǎȊŀŎǎŀǘƻƭłǎ ŀŘƻǘǘ ŜǎŜǘōŜƴ ƎȅŜƴƎƝǘƘŜǘƛ ŀȊ ǀƴƳŀƎǳƴƪǊƽƭ ƪƛŀƭŀƪƝǘƻǘǘ ƪŞǇŜǘΣ ǾŀƎȅ 

ǘłǾƻƭ ŜǎƘŜǘ ŀȊ ǀƴƳŀƎǳƴƪƪŀƭ ǎȊŜƳōŜƴ ǘłƳŀǎȊǘƻǘǘ ŜƭǾłǊłǎǘƽƭΣ ŜȊŞǊǘ ŘƛǎǎȊƻƴŀƴŎƛłǘ ƻƪƻȊΦ 9 

ŘƛǎǎȊƻƴŀƴŎƛŀ ƻƪƻȊǘŀ ŦŜǎȊǸƭǘǎŞƎ ŜǊŜŘƳŞƴȅŜȊƘŜǘƛ ŀ ǾƛǎŜƭƪŜŘŞǎ ƳŜƎǾłƭǘƻȊłǎłǘΣ ŘŜ ƪŜƭǘƘŜǘƛ ŀ 

ŦŜƴȅŜƎŜǘŜǘǘǎŞƎ ŞǊȊŞǎŞǘ Şǎ ƪƻƴŦƭƛƪǘǳǎǘ ƛǎ ƻƪƻȊƘŀǘΦ ! ǾŜǎȊŞƭȅŞǊȊŜǘ ŀƪǘƛǾłƭƧŀ ŀȊ ƻƭȅŀƴ ǾŞŘŜƪŜȊǃ 

ƳŀƎŀǘŀǊǘłǎŦƻǊƳłƪŀǘΣ Ƴƛƴǘ ŀ ǘŀƎŀŘłǎΣ ŀ ǊŀŎƛƻƴŀƭƛȊłƭłǎΣ ŀ ǇǊƻƧŜƪŎƛƽΣ ŀ ƘŀƳƛǎ ƛƎŀȊƻƭłǎΣ ǘłƳŀŘłǎΣ 

ǾŜǊǎŜƴƎŞǎ ǎǘōΦ wŜƴŘƪƝǾǸƭ ƘŀǎȊƴƻǎΣ Ƙŀ ŜƎȅ ǾƛǎǎȊŀƧŜƭȊŞǎ осл ŦƻƪƻǎΦ 

IŜƭȅȊŜǘƳŜƎƘŀǘłǊƻȊłǎ 

Cƻƴǘƻǎ ǘƛǎȊǘłƴ ƭłǘƴƛΣ Ƙƻƭ ǘŀǊǘǳƴƪΣ ƳŜǊǘ Ŝǘǘǃƭ ŦǸƎƎΣ ŜȊ ƘŀǘłǊƻȊȊŀ ƳŜƎ ŀ ǘƻǾłōōƛ ŎǎŜƭŜƪǾŞǎǘΦ ! 

t5/! ƪǀǊ Şǎ ŀ YŀƛȊŜƴ ŜƭǾ ŀƭŀǇƧłƴ ƳǼƪǀŘƘŜǘΦ !Ȋ ŞǊǘŜƭƳŜǎǎŞƎ-ŞǊȊŜǘ Şǎ ŀ ƘŀƭŀŘłǎ-ŞǊȊŜǘ 

ƳŜƎŜǊǃǎƝǘŞǎŞƴŜƪ ƭŜƘŜǘǃǎŞƎŞǘ ŀŘƧŀΣ ƳłǊǇŜŘƛƎ ŜȊŜƪ ŀ ƳƻǘƛǾłŎƛƽ ƴŞƎȅ ŀƭŀǇŞǊȊŜǘŞƴŜƪ ƪŞǘ ŞǊȊŜǘŜΦ 

aƻǘƛǾłŎƛƽ ƴŞƭƪǸƭ ǇŜŘƛƎ ŀƭƛƎƘŀ ƭŜǎȊ ƻƭȅŀƴ ǎƛƪŜǊŜǎ ŀ ŦƻƭȅŀƳŀǘΣ Ƴƛƴǘ ƭŜƘŜǘƴŜΦ NƎȅ ŀȊǘłƴ ŞǊŘŜƳŜǎ 

ŀ Ƴłǎƛƪ ƪŜǘǘǃǾŜƭΥ ŀ ƪƻƳǇŜǘŜƴŎƛŀ Şǎ ŀȊ ŀǳǘƻƴƽƳƛŀ ŞǊȊŜǘŞǾŜƭ ƛǎ ŦƻƎƭŀƭƪƻȊƴƛΦ aƛƴŞƭ Ǉƻƴǘƻǎŀōō ŀ 

ƘŜƭȅȊŜǘ ƳŜƎƘŀǘłǊƻȊłǎŀΣ ŀƴƴłƭ ǎƛƪŜǊŜǎŜōō ƭŜƘŜǘ ŀ ƪƻǊǊŜƪŎƛƽΦ 
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¢ŞƴȅŜƪΣ ŀŘŀǘƻƪΣ ŞǊȊŜƭƳŜƪ 

! ǘŞƴȅŜƪ Şǎ ŀ ƭŜƭƪŜǎŜŘŞǎ ƘŜƭȅŜǎ ŀǊłƴȅŀΦ Wƽƭ ŘŜŦƛƴƛłƭǘ ŦƻƎŀƭƳŀƪ ƘŀǎȊƴłƭŀǘŀ Şǎ ŀȊ ŜƭŞǊǘ 

ŜǊŜŘƳŞƴȅŜƪ ǸƴƴŜǇƭŞǎŜ ƛǎ ǎŜƎƝǘƛ ŀ ǘƻǾłōōƭŞǇŞǎǘΦ ! ǇǊƻƧŜƪǘ ŀƭŀǇǾŜǘǃŜƴ ǊŀŎƛƻƴłƭƛǎ ŦƻƭȅŀƳŀǘΣ ŘŜ 

ŜƳōŜǊŜƪ ǾŞƎȊƛƪΣ ŜȊŞǊǘ ŞǊȊŜƭƳƛ ŀǎǇŜƪǘǳǎŀ ƛǎ ǾŀƴΦ Lƴƪłōō ƘŀǎȊƴłƭƧǳƪ ƪƛΣ Ƴƛƴǘ ŜƭƪŜǊǸƭƴƛ ǇǊƽōłƭƧǳƪΦ 

¦ƎȅŀƴŀƪƪƻǊ ƳŀǊŀŘƧǳƴƪ ŀ ǊŜŀƭƛǘłǎ ǘŀƭŀƧłƴΥ ŀ tȅƎƳŀƭƛƻƴ ŜŦŦŜƪǘǳǎ ƴŜƳ ŀȊ ƛƭƭǵȊƛƽƪǊƽƭ ǎȊƽƭΣ ŀ 

DŀƭŀǘŜŀ ŜŦŦŜƪǘǳǎ ƴŜƳ ƘƻƳƻƪǾłǊΣ Şǎ ŀ ǾƝȊƛƽƪ ƴŜƳ ƛǊǊŜłƭƛǎŀƪΣ ƘŀƴŜƳ ǊŜŀƭƛǘłǎ ǘǀōōƭŜǘek. 

 AZ A BAJ 

!Ȋ ά!Ȋ ŀ ōŀƧέ ŎƝƳǼ ǎȊłƳ ŀ .šƭƎŀ ƴŜǾǼ ƳŀƎȅŀǊ ƘƛǇƘƻǇ κ ǊŀǇ ŜƎȅǸǘǘŜǎ нллп-Ŝǎ άWǀƴ ŀ DƽƭŜƳΗέ 

ŎƝƳǼ ŀƭōǳƳłōŀƴ ƧŜƭŜƴǘ ƳŜƎΦ {ȊǀǾŜƎŞǊŜ ŀǎǎȊƻŎƛłƭǾŀ ς ŀ ǘłǊǎŀŘŀƭƳƛ ƭłǘƭŜƭŜǘŜƴ ǘǵƭ ς a 

ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ŦƻƭȅŀƳŀǘōŀƴ ŀ ƘŜƭȅȊŜǘ ǎŀƧłǘƻǎǎłƎŀƛōƽƭΣ ŀ ǊŞǎȊǘǾŜǾǃƪ ƳŜƎŞƭŞǎŜƛōǃƭ Şǎ 

ƳǼƪǀŘŞǎŞōǃƭ ŀŘƽŘƽΣ ŀ ¢ŀƴłŎǎŀŘƽǘ ŞǊƛƴǘǃ ŦŜƭŀŘŀǘƻƪŀǘΣ ŎǎŀǇŘłƪŀǘΣ ŘƛƭŜƳƳłƪŀǘ Şǎ ǾŜǎȊŞƭȅŜƪŜǘ 

ŦŜŘŜȊƘŜǘǸƴƪ ŦŜƭΦ {ƻǊǊƽƭ ǎƻǊǊŀ ƘŀƭŀŘǾŀ ŞǊǘŜƭƳŜȊƘŜǘƧǸƪ ǃƪŜǘΣ ƳŜƎŎǎƻŘłƭǾŀ ŀ ŘŀƭǎȊǀǾŜƎ Şǎ ŀ 

ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘǃ ƎȅŀƪƻǊƭŀǘƛ ǘŀǇŀǎȊǘŀƭŀǘ ǀǎǎȊŜŎǎŜƴƎŞǎŞǘΦ ! ƧłǘŞƪƻǎ ƪƝǎŞǊƭŜǘ ŜƭƎƻƴŘƻƭƪƻŘǘŀǘƽΣ 

łǘŀŘƘŀǘƽ Şǎ ōŜǎȊŞƭƎŜǘŞǎŜƪǊŜ ǀǎȊǘǀƴȊǃ ǘŀǊǘŀƭƳŀƪŀǘ ƘƻǊŘƻȊΦ [łǎǎǳƪΗ 

αIŀ ǎȊŜƳŜȊŜƪ ǾŜƭŜΣ ŀƪƪƻǊ ŀȊ ŀ ōŀƧΦ  

Iŀ ƴŜƳ ǎȊŜƳŜȊŜƪ ǾŜƭŜΣ ŀȊ ŀ ōŀƧΦέ  

! ǘŀƴłŎǎŀŘƽ Şǎ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ŦƻƭȅŀƳŀǘ ǘǀōōƛ ǊŞǎȊǘǾŜǾǃƧŜ ƪǀȊǘƛ ōƛȊŀƭƻƳǊƽƭ ǎȊƽƭΦ 

.ƛȊŀƭƻƳƘƛłƴȅƻǎ ƘŜƭȅȊŜǘōŜƴ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘǃ ƧƽǾŀƭ ƪŜǾŜǎŜōō ƛƴŦƻǊƳłŎƛƽǾŀƭ ǘǳŘ ŘƻƭƎƻȊƴƛ 

ŜƎȅ ƻƭȅŀƴ ŦƻƭȅŀƳŀǘōŀƴΣ ƳŜƭȅ ŀȊ ƛƴŦƻǊƳłŎƛƽƪƻƴ ŀƭŀǇǳƭΦ /ǎŀƪƘƻƎȅ ŀȊ ƛƴǘƛƳƛǘłǎ ƘŀǘŞƪƻƴȅǎłƎƛ 

ǎȊƛƴǘƧŜ ǎȊŜƳŞƭȅŜƴƪŞƴǘΣ ƘŜƭȅȊŜǘŜƴƪŞƴǘ Şǎ ŀ ŦƻƭȅŀƳŀǘ ŘƛƴŀƳƛƪłƧłōŀƴ ƛǎ ǾłƭǘƻȊƽΦ 9Ȋt a szintet kell 

ƳŜƎŞǊŜȊƴƛŜΣ ŜƭŞǊƴƛŜ Şǎ ŀƭƪŀƭƳŀȊƪƻŘƴƛ ƘƻȊȊłΦ 

αIŀ Ŏǎŀƪ ǀǘ ǇŜǊŎƛƎ ŎǎƛƴłƭƻƳΣ ŀȊ ŀ ōŀƧΦ  

Iŀ ŜƎŞǎȊ ŞƧǎȊŀƪŀ ǎȊŜƳŜȊŜƪ ǾŜƭŜΣ ŀȊ ŀ ōŀƧΦέ 

! ŎŞƎŜǎ ƧŜƭŜƴƭŞǘ ƛƴǘŜƴȊƛǘłǎłǊƽƭ ǎȊƽƭΦ ! ŦƻƭȅŀƳŀǘ ǎȊǸƪǎŞƎƭŜǘŜΣ ŀ ǎȊŜǊŜǇƭǃƪ ǘǼǊǃƪŞǇŜǎǎŞƎŜ Şǎ 

ƛƎŞƴȅŜƛΣ ŀ ƪǀǊƴȅŜȊŜǘƛ ǾłƭǘƻȊƽƪΣ ƳƛƴŘ ōŜŦƻƭȅłǎƻƭƧłƪΦ ! ǘŀƴłŎǎŀŘƽ ŀǊłƴȅŞǊȊŞƪŜΣ ǀƴǊŜŦƭŜȄƛƽƧŀΣ 

ŜƳǇłǘƛłƧŀ Şǎ ǊǳƎŀƭƳŀǎǎłƎŀ ǎŜƎƝǘƘŜǘ ŀȊ ƻǇǘƛƳłƭƛǎ ƳŞǊǘŞƪ ƳŜƎǘŀƭłƭłǎłōŀƴΦ 

α5Ŝ Ƙŀ Şƴ ƻŘŀƳŜƎȅŜƪ ƘƻȊȊłΣ ŀȊ ŀ ōŀƧΦ  

Iŀ ƴŜƳ ƳŜƎȅŜƪ ƻŘŀ ƘƻȊȊłΣ ŀȊ ŀ ōŀƧΦέ 



 

 
354 

 

hƭȅƪƻǊ ŀ ǎȊŜǊŜǇƭǃƪ ƳŜƎƪŜǊŜǎŞǎŜΣ ǎȊǼƪ ŜǊǃŦƻǊǊłǎŀƛƪΣ ǇŞƭŘłǳƭ ƛŘŜƧǸƪ ƛƎŞƴȅōŜǾŞǘŜƭŜ ŀ ȊŀǾŀǊƽ 

ǎȊłƳǳƪǊŀΣ ƳłǎƪƻǊ ŀ αƳŜƎ ǎŜ ƪŞǊŘŜȊŜǘǘέ ǎŞǊǘǃŘŞǎŞǾŜƭ ǎȊŜƳōŜǎǸƭƘŜǘ ŀ ǘŀƴłŎǎŀŘƽΦ  

αIŀ ŜƭƪŞǊŜƳ ŀ ǎȊłƳłǘΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ƴŜƳ ƪŞǊŜƳ Ŝƭ ŀ ǎȊłƳłǘΣ ŀȊ ŀ ōŀƧΦέ 

! ŦŜƧƭŜǎȊǘǃ Şǎ ŀ ǎȊŜǊŜǇƭǃƪ ƪŀǇŎǎƻƭŀǘłƴŀƪ ƳŞƭȅǎŞƎŞǊǃƭ ǎȊƽƭ ŜȊ a dilemma. Ugyanakkor a 

ǎȊŜǊŜǇƭǃ ŦƻƴǘƻǎǎłƎłƴŀƪ ƧŜƭȊŞǎŞǊŜ ƛǎ ǎȊƻƭƎłƭ ǇǊŀƎƳŀǘƛƪǳǎ ǾŀƎȅ ǘŜǊłǇƛłǎ ŎŞƭōƽƭΦ tǊŀƎƳŀǘƛƪǳǎΣ 

ƳŜǊǘ ƴŜƳŎǎŀƪ ǘŜǊǾŜȊŜǘǘŜƴΣ ƘŀƴŜƳ ǎǇƻƴǘłƴǳƭ ƛǎ ǎȊǸƪǎŞƎ Ǿŀƴ Ǌł ŀ ŦƻƭȅŀƳŀǘōŀƴΦ ¢ŜǊłǇƛłǎΣ ŀƘƻƭ 

ŀ ǎȊŜǊŜǇƭǃ ŞƴƪŞǇŞƴŜƪ ŜǊǃǎƝǘŞǎŞǊǃƭΣ ŦƻƴǘƻǎǎłƎǘǳŘŀǘŀ ƴǀǾŜƭŞǎŞǊǃƭ ǾŀƎȅ ƪƛŜƭŞƎƝǘŞǎŞǊǃƭ Ǿŀƴ ǎȊƽΦ 

±ŜǎȊŞƭȅŜΣ ƘƻƎȅ ŀ ǎȊŜǊŜǇƭǃ ōƛȊŀƭƳŀǎƪƻŘłǎƴŀƪ ŞǊǘŜƭƳŜȊƘŜǘƛΦ 

αIŀ нл-as vagyok, az a baj. 

Ha 30-as vagyok, az a baj. 

Ha 70-es vagyok, az is baj. 

Ha 80-as vagyok - az nem lehetek -Σ ŀȊ ƛǎ ōŀƧΦέ 

! ƪƻƳǇŀǘƛōƛƭƛǘłǎ ƳŜƎǘŜǊŜƳǘŞǎŞƴŜƪ ŦŜƭŀŘŀǘłǊƽƭ ǎȊƽƭΦ ! ǘŀƴłŎǎŀŘƽ ŘƻƭƎŀ ŀ αƪŀƳŞƭŜƻƴƛǘłǎέΣ 

ƛƭƭŜǎȊƪŜŘŞǎ ŀ ƘŜƭȅȊŜǘƘŜȊΣ ŀ ǎȊŜǊŜǇƭǃƪƘǀȊΦ ! ǎƻƪŦŞƭŜǎŞƎΣ ŀ ǎȊŞƭŜǎ ǎȊŜǊŜǇǎƪłƭŀΣ ŀ ƎŀȊŘŀƎ 

ƳƽŘǎȊŜǊǘŀƴƛ ǊŜǇŜǊǘƻłǊ ƭŜƘŜǘ ŀ ƎŀǊŀƴŎƛłƧŀ ŀȊ ƛƴǘŜǊǾŜƴŎƛƽƪ ƘŀǘŞƪƻƴȅǎłƎŀƭŀǇǵ ƛƭƭŜǎȊǘŞǎŞƴŜƪΦ 

αIŀ ŦƻƎƭŀƪ, leteperlek, az a baj. 

Iŀ Ŏǎŀƪ ōŜŎŞȊƎŜǘƭŜƪΣ ŀȊ ŀ ōŀƧΦ 

Vicceset mondok, az nem baj, 

ǎǃǘΣ łƭǘŀƭłōŀƴ ŀȊ ŀ ƭŜƎƪƛǎŜōō ōŀƧΦέ 

! ŦŜƧƭŜǎȊǘǃ ŜƎȅƛƪ ŘƛƭŜƳƳłƧłǊƽƭ ǎȊƽƭΣ ƴŜǾŜȊŜǘŜǎŜƴ ŀǊǊƽƭΣ ƘƻƎȅŀƴ ƪǀȊŜƭƝǘǎŜƴ ƳŜƎ ǎȊŜƳŞƭȅŜƪŜǘ Şǎ 

ǇǊƻōƭŞƳłƪŀǘΦ [ŜƘŜǘ ŘƛǊŜƪǘ Şǎ ƭŜƘŜǘ ŦƛƴƻƳƪƻŘƽΦ !Ȋ ŀƪǘǳłƭƛǎ Şǎ ƘŀǘŞƪƻƴȅ ƳƽŘ ƘŜƭȅȊŜǘŦǸƎƎǃΣ ƝƎȅ 

ŀ ǘŀƴłŎǎŀŘƽ ƘŜƭȅȊŜǘŦŜƭƛǎƳŜǊǃ ƪŞǇŜǎǎŞƎŞǾŜƭΣ ǘŀǇŀǎȊǘŀƭŀǘƛ ŜǎȊƪǀȊǘłǊłǾŀƭΣ ǎȊŜƴȊƛǘƛǾƛǘłǎłǾŀƭ 

ǎȊłƳƻƭΦ ! ƘǳƳƻǊΣ ŀȊ όǀƴύƛǊƽƴƛŀ ŦŜƭƳŜƭŜƎƝǘǃΣ ŦŜƭƻƭŘƻȊƽ Şǎ ŦŜǎȊǸƭǘǎŞƎƻƭŘƽ ǎȊŜǊŜǇŜ ŀ ƳŀƎŀ ƘŜƭȅŞƴ 

ŎǎƻŘłƪǊŀ ƪŞǇŜǎΦ 

αIƻƎȅƘŀ ōŜƭŜƭłǘƻƪ ŀ ŦŜƧŜŘōŜΣ ŀȊ ŀ ōŀƧΦ 

5Ŝ Ƙŀ ƴŜƳ ƭłǘƻƪ ōŜƭŜ ŀ ŦŜƧŜŘōŜΣ ŀȊ ŀ ōŀƧΦέ 

! ǘǊŀƴǎȊǇŀǊŜƴŎƛłǘƽƭ Ǿŀƭƽ ŦŞƭŜƭŜƳǊǃƭ ǎȊƽƭΦ ! ƭŜƭŜǇƭŜȊǃŘŞǎǘǃƭ Ǿŀƭƽ ŦŞƭŜƭŜƳǊǃƭΣ ŀǊǊƽƭΣ ƘƻƎȅ ŀ 

αƪǸƭǎǃǎǀƪέ ǘǵƭ ǎƻƪŀǘ ŦƻƎƴŀƪ ǘǳŘƴƛΦ 9ƭƛƴŘǳƭƴŀƪ ƻƭȅŀƴ ŜƭƘłǊƝǘƽ ƳŜŎƘŀƴƛȊƳǳǎƻƪΣ Ƴƛƴǘ ŀ ǇǊƻƧŜƪŎƛƽΣ 

ǘŀƎŀŘłǎΣ ŀƳƴŞȊƛŀΣ ǎȊŜƭŜƪǘƝǾ ŀƳƴŞȊƛŀΣ ǘǊŞŦŀΣ ŎƛƴƛȊƳǳǎΦ 

αIŀ ŦŜƭǾŜǎȊŜƳ ŀ ǇŀǇǳŎǎƻǘΣ ŀȊ ŀ ōŀƧΦ 
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Iŀ ƴŜƳ ǾŜǎȊŜƳ ŦŜƭΣ ŦŜƭŦłȊƻƪΣ ŀȊ ŀ ōŀƧΦέ 

! ǎȊŜǊǾŜȊŜǘƛ ǘŀƭłƭƪƻȊłǎƻƪ ŦƛƭǘŜǊŜȊŜǘǘΣ αǎŜƳƛέ- ǾŀƎȅ αŦǳƭƭέ, ŀȊŀȊ ŘƛǊŜƪǘ ƪƻƴǘŀƪǘƧłǊƽƭ ǎȊƽƭΦ ! 

αǇŀǇǳŎǎέ ŦǳƴƪŎƛƻƴłƭƛǎŀƴ ƪƝƳŞƭƘŜǘƛ ŀ ƭłōŀǘΣ ŘŜ ŀ ǇŀŘƭƽǘ ƛǎΣ ŀƘƻƎȅŀƴ ŀȊ ƽǾŀǘƻǎǎłƎ ǾŞŘƘŜǘƛ ŀ 

ǘŀƴłŎǎŀŘƽǘ ς ōŜƭŜƭŞǇƘŜǘ ǾŀƭŀƳƛōŜΣ ŀƳƛōŜ ƴŜƳ ƪŜƭƭŜƴŜ ς, de a szervezetet vagy tagjait is. A 

ƪƝƳŞƭŜǘŜǎ ƳƽŘ ς ǇŞƭŘłǳƭ Ǉƛƭƻǘ ŦłȊƛǎ ς ŦŀƪŀŘƘŀǘ ƪƻŎƪłȊŀǘƪŜǊǸƭŞǎōǃƭΣ ŀƎƎƻŘŀƭƻƳōƽƭΣ ŘŜ ŀōōƽƭ 

ŀȊ ŜƎȅǎȊŜǊǼ ǘŞƴȅōǃƭ ƛǎΣ ƘƻƎȅ ŜƎȅ ǎȊŜǊǾŜȊŜǘ ŜƳōŜǊŜƪŜǘΣ ǎƻǊǎƻƪŀǘΣ ŞƭŜǘŜƪŜǘ ƛǎ ƧŜƭŜƴǘΦ ! ŘƛǊŜƪǘ 

ǸȊŜƳƳƽŘƻǘ ƛƎŀȊƻƭƘŀǘƧŀ ƪǊƝȊƛǎ ƘŜƭȅȊŜǘΣ ƭŜƘŜǘ ƳƽŘǎȊŜǊǘŀƴƛ ǎŀƧłǘƻǎǎłƎΣ ǾŀƎȅ ŞǊŘŜƪ ǎȊŜƳǇƻƴǘǵΦ 

αIŀ ŜƭƪŜƴŜƳ ŀ ǎȊŜƳŦŜǎǘŞƪŜŘΣ ŀȊ ŀ ōŀƧΦέ 

! ǎȊŜǊǾŜȊŜǘ ŦŞƭŜƭƳŞǊǃƭ ǎȊƽƭ Şǎ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘǃ ǎȊłƳłǊŀ ƛǎ ƘƻǊŘƻȊ ǾŜǎȊŞƭȅǘΦ 9Ȋ ŀ αƴŜƘƻƎȅ 

ƘǸƭȅŞƴΣ ǾŀƎȅ ƘǸƭȅŞƴŜƪ ƴŞȊȊǸƴƪ ƪƛέ ǎȊŜǊǾŜȊŜǘƛ ŀƎƎƻŘŀƭƳŀ Şǎ ŀ αƪƛǊłƭȅ ƳŜȊǘŜƭŜƴέ 

ŦŜƭƛǎƳŜǊŞǎŞƴŜƪ ŜƎȅǸǘǘŜǎ ŞƭƳŞƴȅŜΦ !Ȋ ŜƭŦƻƎŀŘłǎ ŀ ǊŜŀƭƛǘłǎ ǘƛǎȊǘŜƭŜǘŜΣ ŀ ǾłƭǘƻȊǘŀǘłǎ ŜǎŞƭȅŞƴŜƪ 

ƪǀȊǾŜǘƝǘŞǎŜ ƭŜƘŜǘ ŀ ǘŀƴłŎǎŀŘƽ αǘŜǊłǇƛłǎέ ǊŜŀƪŎƛƽƧŀΦ 

αIŀ ǾŞƪƻƴȅŀƪ ŀ ŦŀƭŀƪΣ ŀȊ ŀ ōŀƧΦέ 

!Ȋ łǘƭłǘƘŀǘƽǎłƎǘƽƭ Ǿŀƭƽ ŦŞƭŜƭŜƳǊǃƭ ǎȊƽƭΣ ŀǊǊƽƭΣ ƘƻƎȅ ƪƛǘǳŘƽŘƴŀƪ ŜŘŘƛƎ ǊŜƧǘŜǘǘ ŘƻƭƎƻƪΦ {ǃǘΗ 

αhǘǘ ŜƎȅ Ǉƽƪ ŀ ǇłǊƴłƴΣ ŀȊ ŀ ōŀƧΦέ 

LƧŜǎȊǘǃ ŘƻƭƎƻƪ ƪŜǊǸƭƴŜƪ ŜƭǃΦ ! ǎȊŜƪǊŞƴȅōǃƭ ƪƛƘǳƭƭƽ ŎǎƻƴǘǾłȊŀƪ ŜǎŜǘŜ Şǎ ǎƻǊŀ ŘƛŦŦǵȊ 

aggoŘŀƭƻƳƳŀƭ ǘǀƭǘƘŜǘƛ Ŝƭ ŀ ǎȊŜǊǾŜȊŜǘ ǘŀƎƧŀƛǘ ŞǊƛƴǘŜǘǘǎŞƎǸƪ ƻƪłƴΦ ! ǘŀƴłŎǎŀŘƽ ǎȊłƳłǊŀ ŜȊ 

ƪŜǘǘǃǎ ŦŜƭŀŘŀǘΥ ŜƎȅǊŞǎȊǘ ŀ αǇƽƪ ŜƭǘǸƴǘŜǘŞǎŜέΣ ƳłǎǊŞǎȊǘ ōƛȊǘƻƴǎłƎƻǘ ŀŘƴƛ ŀ ǎȊŜǊŜǇƭǃƪƴŜƪΣ ƘƻƎȅ 

ǳǊŀ ŀ ƘŜƭȅȊŜǘƴŜƪΣ ƪŞǇŜǎ ƪŜȊŜƭƴƛ Şǎ ƻǊǾƻǎƻƭƴƛ ŀ ōŀƧǘΦ 

αaƛƴŘƧłǊǘ Ƨǀƴ ŀ .ŀǊłǘƻƪ ƪǀȊǘΣ ŀȊ ŀ ōŀƧΦέ 

! ǎȊŜǊǾŜȊŜǘ ŦƽƪǳǎȊǾłƭǘłǎłǊƽƭ ǎȊƽƭΣ ŀǊǊƽƭΣ ƘƻƎȅ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ ƴŜƳ ƻƭȅŀƴ ŦƻƴǘƻǎΣ 

ŦƛƎȅŜƭƧǸƴƪ ƛƴƪłōō ƳłǎǊŀΦ ! ŦƻƭȅŀƳŀǘ ƴŜƘŞȊǎŞƎŜƛΣ ŀƴȅŀƎƛ Şǎ ǎȊŜƳŞƭȅŜǎ ƪǀƭǘǎŞƎƎŜƭ ƧłǊƘŀǘƴŀƪ ŀ 

ƪǀƴƴȅŜŘŜōō ƛǊłƴȅƻƪōŀ ŦƻǊŘǳƭłǎ ǾłƎȅłǾŀƭΦ YƻƴƪǊŞǘŀƴΥ 

α!Ȋ ŀ ōŀƧΣ ƪell valami? 

Kell valami? Iszol valamit, az a baj? 

Nem, nem iszok semmit, az a baj. 

!Ȋ ŀ ōŀƧΣ ƘƻƎȅ ƴŜƳ ƛǎȊƻƭΣ Şǎ ŀȊ ŀ ōŀƧΣ ƘƻƎȅ ƴŜƳ ƛǎȊƻƪΦέ 

! ǎȊŀƪƳŀƛ Ƴǳƴƪŀ ǎȊǸƴŜǘŜƭǘŜǘŞǎŞǊǃƭ ǎȊƽƭΦ Lƴƪłōō ōǳƭƛȊȊǳƴƪΦ [ŜƘŜǘ ŜȊ ƘłǊƝǘłǎΣ ŘŜ ƧƻƎƻǎ ǎȊǸƴŜǘΣ 

ŀ ƪƛŦłǊŀŘłǎ ƪǀǾŜǘƪŜȊƳŞƴȅŜ ƛǎΦ ! ǾŜƎȅǸƪ ƪǀƴƴȅŜŘŞƴ ŦŜƭŜƭǃǘƭŜƴǎŞƎŜΣ ŘŜ ŀȊ łƭƭƧǳƴƪ ƳŜƎ 

ǸƴƴŜǇŜƭƴƛ ŀȊ ŜŘŘƛƎƛ ǎƛƪŜǊŜƪŜǘ ǎȊłƴŘŞƪŀ ƛǎΦ Wƻōō ŜǎŜǘōŜƴ ƴŜƳ ŀȊ ŜƭƪŜǎŜǊŜŘŞǎ ŀƭƪƻƘƻƭōŀ 

ŦƻƧǘłǎłƴŀƪ ƴŞǇƛ ƘŀƎȅƻƳłƴȅłǊƽƭ ǎȊƽƭΦ 
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αYŀǇƻŘΚ ±łƎƻŘΚ ;ǊȊŜŘΚ ;ǊȊŞƪŜƭŜŘΚ ¢łƴŎƻƭƧłƭΣ ƭŀȊǳƭƧΣ ƳŜƎǘŜǎȊŜŘΚ  

Hallod? CƻƎƻŘΚ aŜƎǾŀƴΚ YŜƴŜŘΚ ¢ŀǇŀǎȊǘŀƭƻŘΚ CǊŀƴƪƽƴΚ YǀǾŜǘǎȊΚέ 

! ǘŀƴłŎǎŀŘƽ ƳŀƴǘǊłƧŀΥ CƛƎȅŜƭƧ ŀȊ ǀǎǎȊŜǎ ŞǊȊŞƪǎȊŜǊǾŜŘŘŜƭΗ bŜ ŀƎȅŀƭƧΗ /ǎƛƴłƭŘΗ ¢ŀǇŀǎȊǘŀƭƧΗ Iŀ 

ǘŀƴłŎǎŀŘƽƴŀƪ ƘƝǾǘłƭΣ ƪǀǾŜǎǎΗ 

αIŀ ǘǵƭŦǃȊǀƳ ŀ ǘŞǎȊǘłǘΣ ŀȊ ŀ ōŀƧΦ 

5Ŝ Ƙŀ ƪƛŎǎƛǘ ƴȅŜǊǎ ŀ ƪǀȊŜǇŜΣ ŀȊ ŀ ōŀƧΦέ 

Az egyeǎ ǘŜǊǸƭŜǘŜƪƪŜƭ Ǿŀƭƽ ŦƻƎƭŀƭƪƻȊłǎ ŀǊłƴȅłƴŀƪ ŘƛƭŜƳƳłƧłǊƽƭ ǎȊƽƭΦ ¢ǵƭ ǎƻƪŀǘ ǾŀƎȅ ǘǵƭ ƪŜǾŜǎŜǘ 

ǘǀǊǃŘƛƪ ŀ ǘŀƴłŎǎŀŘƽ ǾŀƭŀƳƛǾŜƭΦ {ŀƧłǘ ǎȊƛƳǇłǘƛłƧŀΣ ǎȊŀƪƳŀƛ ŦƛƭǘŜǊŜƛΣ ŀ ƳŜƎǊŜƴŘŜƭǃ ƪƝǾłƴǎłƎŀƛΣ ŀ 

ǊŞǎȊǘǾŜǾǃƪ ƘŀƧƭŀƴŘƽǎłƎŀ Şǎ ŀ ƘŜƭȅȊŜǘ ŜƎȅŞō ƧŜƭƭŜƳȊǃƛΣ ƳƛƴŘ ōŜŦƻƭȅłǎƻƭƽƪ ƭehetnek. 

αIŀ ƴƛƴŎǎ ōŜƴƴŜ ŜƭŞƎ ŎƛǘǊƻƳ ŀ ǘŜłōŀƴΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ǘǵƭ ǎƻƪ ŀ ƳŞȊΣ ŀƪƪƻǊ ƳŜƎ ŀȊ ŀ ōŀƧΦέ 

! ǘŀƴłŎǎŀŘƽ ǾƛǎǎȊŀƧŜƭȊŞǎŜƛǊǃƭ ǎȊƽƭƽ ŘƛƭŜƳƳŀΦ ! ǇƻȊƛǘƝǾΣ ƛƭƭŜǘǾŜ ŀ ƴŜƎŀǘƝǾ ǾƛǎǎȊŀƧŜƭȊŞǎŜƪ 

ŀǊłƴȅłƴŀƪ ƪŞǊŘŞǎŜΦ ! ƪŜǾŞǎ ƪǊƛǘƛƪŀ Şǎ ŀ ǘǵƭ ǎƻƪ ŞŘŜƭƎŞǎ ŜƎȅŀǊłƴǘ ƎƻƴŘ ƭŜƘŜǘΦ CŀƪŀŘƘŀǘ ŀ 

ǘŀƴłŎǎŀŘƽ ƽǾŀǘƻǎǎłƎłōƽƭΣ ƳŜƎŦŜƭŜƭƴƛ ǾłƎȅłǎłōƽƭΣ ǇŜǊǎȊŜ Ƨƽ ǎȊłƴŘŞƪłōƽƭ ƛǎΦ hƭȅƪƻǊ ŀ ƪŜǾŞǎ ƛǎ 

ǎƻƪΣ ƳłǎƪƻǊ ŀ ǎƻƪ ƛǎ ƪŜǾŞǎΦ ! ƳŞǊŎŜ ŀȊ ŜǊŜŘƳŞƴȅŜǎǎŞƎΣ ŜȊŞǊǘ ƛǎ Ŧƻƴǘƻǎ ǘƛǎȊǘłȊƴƛΣ Ƴƛǘ ǘŜƪƛƴǘǸƴƪ 

ŀƴƴŀƪΣ ƳłǊƳƛƴǘ ŜǊŜŘƳŞƴȅƴŜƪΦ  

αIŀ ŜƭŦƻƎȅ ŀ ŘƻƘłƴȅƻƳΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ŜƭŦƻƎȅ ŀ ǇŀǇƝǊƻƳ ƛǎΣ ŀȊ ƛǎ ōŀƧΦέ 

! ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘǃ Ƙƛłƴȅƻǎ ŜǎȊƪǀȊƪŞǎȊƭŜǘŞǊǃƭ ǎȊƽƭΦ !ǊǊƽƭΣ ƘƻƎȅ ƻƭȅƪƻǊ ƪƛŦƻƎȅ ŀȊ ǀǘƭŜǘŜƪōǃƭΣ 

ƘƻƎȅ ǎȊǼƪƴŜƪ ōƛȊƻƴȅǳƭ ŀ ƳƽŘǎȊŜǊǘŀƴƛ ǊŜǇŜǊǘƻłǊƧŀΣ ǾŀƎȅ ŜƎȅǎȊŜǊǼŜƴ ƴŜƳ ƛƭƭƛƪ ŀ ƘŜƭȅȊŜǘƘŜȊΦ 

αIŀ ƴŜƳ ŦƻƎȅ ŜƭΣ ŀȊ ƛǎ ōŀƧΣ 

ƳŜǊϥ ƻŘŀƧǀǎǎȊ ƭŜƧƳƻƭƴƛΣ ŀȊ ŀ ōŀƧΦέ 

! ǘŀƴłŎǎŀŘƽ ƳƽŘǎȊŜǊŜƛƴŜƪ ƳŜƎǎȊŜǊȊŞǎŞǊǃƭ ǎȊƽƭΦ 9ƭƭŜǎƛƪ ŀ ƳǼƪǀŘŞǎŞǘΣ ŀȊǘ ƎƻƴŘƻƭƧłƪΣ ƘƻƎȅ ŜȊ 

ƳłǊ ǘǳŘłǎ Şǎ ŀ ƭŜƴȅǵƭłǎ ǳǘłƴ Ƨǀƴ ŀ ǎǳŦƴƛ ǘǳƴƴƛƴƎΦ  

αbƛƴŎǎ ƪŜŘǾŜƳ ŀƪłǊƪƛƴŜƪ ŀŘƴƛΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ǘŀƘƽ ƳƽŘƻƴ ƪŞǊǎȊΣ ŀȊ ƛǎ ōŀƧΦέ 

! ǘƛǎȊǘłȊŀǘƭŀƴ ŦŜƭŀŘŀǘǾłƭƭŀƭłǎ Ƴƛŀǘǘƛ ŜƭƳŞǊƎŜǎŜŘŜǘǘ ǾƛǎȊƻƴȅǊƽƭ ǎȊƽƭΦ bŜƳ ǘƛǎȊǘłȊƻǘǘ ŀ ǘŀƴłŎǎŀŘƽ 

Ǿłƭƭŀƭłǎŀ Şǎ ǎȊŜǊŜǇŜΦ bŜƳ ƳƽŘǎȊŜǊǘŀƴƛ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎǘΣ ŀȊŀȊ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎ 

ǘŀƴƝǘłǎłǘ ǾłƭƭŀƭǘŀΣ ǾƛǎȊƻƴǘ ŀ ƳŜƎǊŜƴŘŜƭǃ ŜǊǊŜ ƛǎ ǎȊłƳƝǘƻǘǘΦ  

α5Ŝ Ƙŀ ƴŜƳ ŀŘƻƪΣ ŀȊ ƛǎ ōŀƧΦ 

!ŘƻƪΣ ŀȊǘ ƳŜƎǎȊƻƪƻŘΣ ŀȊ ŀ ōŀƧΦέ 



 

 

 
357 

 

! ǊǀƎȊǸƭǘ ǎȊŜǊŜǇǘŞǾŜǎȊǘŞǎǊǃƭ ǎȊƽƭΣ ŀ ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘǃ ŀ ǎȊŜǊǾŜȊŜǘ ƳŜƭƭŜǘǘΣ ƻƭȅƪƻǊ ƘŜƭȅŜǘǘΣ 

ŦŜƧƭŜǎȊǘǃǘ ŦŜƧƭŜǎȊǘΦ ! ƳŜƎǊŜƴŘŜƭǃ ǇŜŘƛƎ ǘŜǊƳŞǎȊŜǘŜǎƴŜƪ ǾŜǎȊƛ ŀ ǊŜƧǘŜǘǘ ŦŜƭŀŘŀǘōǃǾƝǘŞǎǘΦ  

αIŀ ƛŘŜ ƳŜƎȅŜƪ ǎȊƽǊŀƪƻȊƴƛΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ƻŘŀ ƳŜƎȅŜƪΣ ǎȊƽǊŀƪƻȊƴŀƪΣ ŀȊ ŀ ōŀƧΦέ 

! ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘǃ ƘǳƭƭłƳǾŀǎǵǘ ŞƭƳŞƴȅŞǊǃƭ ǎȊƽƭΦ !ǊǊƽƭΣ ƘƻƎȅ Ǿŀƴƴŀƪ ƪǀƴƴȅǼ Şǎ Ǿŀƴƴŀƪ ƴŜƘŞȊ 

ƳǳƴƪłƪΦ hƭȅƪƻǊ ŞƭǾŜȊŜǘΣ ƻƭȅƪƻǊ ƪƝƴ ŎǎƛƴłƭƴƛΦ bŞƘŀ tŜƭƛƪłƴ ŜƭǾǘłǊǎŀǘ όαŀȊ ŞƭŜǘ ƴŜƳ Ƙŀōƻǎ 

ǘƻǊǘŀέύΣ ƳłǎƪƻǊ a Ƨƽ ŎǎƛƭƭŀƎłƭƭłǎǘ ŜƳƭŜƎŜǘƛΦ ! ƳŜƎƻƭŘłǎǘ ǇŜŘƛƎ ǘǀōōƴȅƛǊŜ ½ƻǊōŀΣ ŀ ƎǀǊǀƎ 

ǵǘƳǳǘŀǘłǎŀ ƧŜƭŜƴǘƛΥ α¢łƴŎƻƭƴƛ ƪŜƭƭ ¦ǊŀƳΣ ŀ ȊŜƴŜ ƳŀƧŘ Ŏǎŀƪ ƳŜƎƧǀƴ ƳŀƎłǘƽƭέΦ !Ȋ ŀƭłȊŀǘƻǎ 

ǎȊŀƪƳŀƛ Ƴǳƴƪłǘ ŀƭƛƎƘŀ ƭŜƘŜǘ ǘǵƭōŜŎǎǸƭƴƛΦ 

αIŀ Ƨƽ ŀ ȊŜƴŜΣ ǎƻƪŀƴ ǾŀƴƴŀƪΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ǊƻǎǎȊ ŀ ȊŜƴŜΣ ǎƻƪŀƴ ǾŀƴƴŀƪΣ ŀȊ ŀ ōŀƧΦέ 

! ƧƽƭΣ ƛƭƭŜǘǾŜ ǊƻǎǎȊǳƭ ƳǼƪǀŘǃ ŎŞƎŜƪōŜƴ ŀ ƳǳƴƪŀŜǊǃ ƳƻȊƎłǎłƴŀƪ łǊƴȅƻƭŘŀƭłƘƻȊ ƪŀǇŎǎƻƭƽŘƽ 

tŀƴłŎǎŀŘƽƛ ŦŜƭŀŘŀǘǊƽƭ ǎȊƽƭΦ ! ƪƛǾłƭƽ ŎŞƎŜƪ łƭǘŀƭłōŀƴ ǾƻƴȊƽŀƪ ƛǎΣ ƝƎȅ ƛǘǘ ǎƻƪ ŀ ƧŜƭŜƴǘƪŜȊǃΣ ŀƳƛƴŜƪ 

ƪŞǘǎŞƎǘŜƭŜƴ ŜƭǃƴȅŜƛ ƳŜƭƭŜǘǘ ŜǊǃŦƻǊǊłǎǘ ǾŜǎȊǘǃ ƭŜƘŜǘ ŀ ƪƛǾłƭŀǎȊǘłǎΦ Iŀ ǾƛǎȊƻƴǘ ǊƻǎǎȊǳƭ ƳŜƎȅ ŀ 

ŎŞƎƴŜƪΣ ŀƪƪƻǊ ŀȊ ŜƭōƻŎǎłǘłǎƴŀƪ ƭŜƘŜǘ ƧŜƭŜƴǘǃǎ ŀ ƪǀƭǘǎŞƎŜΦ  

αbŜƳ ƛǎ ǘǳŘƻƳΣ Ƴƛǘ ƪŜǊŜǎǸƴƪ ƛǘǘΣ ŀȊ ŀ ōŀƧΦέ 

! ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘǃ ǊŜƳŞƴȅǘ ǾŜǎȊǘŜǘǘΣ Ƨƽ ŜǎŜǘōŜƴ ǇƛƭƭŀƴŀǘŀƛǊƽƭΣ ǊƻǎǎȊŀōō ŜǎŜǘōŜƴ ƛŘǃǎȊŀƪŀƛǊƽƭ 

ǎȊƽƭΦ {ȊłƳǘŀƭŀƴ ƻƪŀ ƭŜƘŜǘΦ ! ōŜŀǾŀǘƪƻȊłǎƻƪ ƪǳŘŀǊŎŀΣ ŀ ǎȊŜǊǾŜȊŜǘƛ ŜƭƭŜƴłƭƭłǎƻƪΣ ŀ ŦƻǊǊłǎƻƪ 

ŜƭŞƎǘŜƭŜƴǎŞƎŜΣ ǎŀƧłǘ ŜƎȅŜƴǎǵƭȅłƴŀƪ ŜƭǾŜǎȊǘŞǎŜΣ ŀ ƴŜƳ ǾłǊǘ ƴŜƎŀǘƝǾ ƪǀǊƴȅŜȊŜǘƛ ƘŀǘłǎƻƪΦ ! 

ǘŀƴłŎǎŀŘƽƪ ŀƭƛƎƘŀƴŜƳ ǾŞƎǘŜƭŜƴ ǎȊłƳǵ ǘƛǇƛƪǳǎ ǾŀƎȅ ŞǇǇŜƴ ǎȊŜƳŞƭȅŜǎ ǇŞƭŘłǘ ǘǳŘƴŀƪ ǎƻǊƻƭƴƛ. 

α! ōŀǊłǘŀƛŘ ƳŜƎ ƳƛƭȅŜƴŜƪΣ ŀȊ ŀ ōŀƧΦ 

!ȊŞǊϥ ƴŜƳ ƳŜƎȅŜƪ ƻŘŀΣ ƳŜǊϥ ŀȊ ŀ ōŀƧ 

!Ȋ ŀǊŎŀ ŀ ōŀƧΣ ŀȊ ŀǊŎ ŀ ōŀƧΦέ 

!Ȋ ŜƳōŜǊƛ ǎȊƛƳǇłǘƛłƪǊƽƭ ǎȊƽƭΦ !ǊǊƽƭ ŀ ǘŞƴȅŜȊǃǊǃƭΣ ŀƳŜƭȅ ς egy mǳƴƪŀƪŀǇŎǎƻƭŀǘ ŜǎŜǘŞƴ 

ƪǸƭǀƴǀǎŜƴ ς ŀ ƘŀǘŞƪƻƴȅǎłƎ Ŧƻƴǘƻǎ ŜƭŜƳŜΦ {ȊŜƳŞƭȅƪǀȊƛ ƪŀǇŎǎƻƭŀǘƻƪōŀƴ ŀȊ ŜƎȅŞƴŜƪōŜ ƪƽŘƻƭǘΣ 

łƳ ŘƛƴŀƳƛƪǳǎŀƴ ƳǼƪǀŘǃ ǾƻƴȊŀƭƳŀƪ Şǎ ǘŀǎȊƝǘłǎƻƪ ŀƭŀǇǾłƭǘƻȊƽƪŞƴǘ ōŜŦƻƭȅłǎƻƭƧłƪ ŀ 

kimeneǘŜƪŜǘΦ CƻǊƳłƭłǎǳƪ ŀ ŦŜƧƭŜǎȊǘǃƛ ƳǼƪǀŘŞǎ ƛȊƎŀƭƳŀǎΣ ƪƻŎƪłȊŀǘƻǎ Şǎ ŜƎȅōŜƴ ǎȊǸƪǎŞƎŜǎ 

ǊŞǎȊŜΦ 

αIƻƎȅ Şƴ ǎƻŘƻǊƧŀƳ ƳŜƎΣ ŀȊ ŀ ōŀƧΦ 

Mer' nem tudsz sodorni, az a baj. 

!ƪƪƻǊ ƳŜƎ ƳƛƴŜƪ ƪŞǊǎȊΚ 9Ȋ ŀ ōŀƧΦ 
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¢ǸȊŜǘ ƛǎ Şƴ ŀŘƧŀƪΚ !Ȋ ŀ ōŀƧΦέ 

! ŦŜƭƪŞǎȊǸƭŜǘƭŜƴΣ ǀƴłƭƭƽǘƭŀƴΣ ŜǎŜǘƭŜƎ ŀƭƪŀƭƳŀǘƭŀƴΣ ŘŜ ƭŜƭƪŜǎΣ łƳ ǎȊŜǊŜǇǘŞǾŜǎȊǘŜǘǘ ǊŞǎȊǘǾŜǾǃƪǊǃƭ 

ǎȊƽƭΦ ±ŜǎȊŞƭȅǘ ƧŜƭŜƴǘŜƴŜƪ ŀ ŦŜƧƭŜǎȊǘŞǎ ŦƻƭȅŀƳŀǘłōŀƴΦ aƛƴǘ ƎȅŜǊŜƪ ŀ ǘłōƻǊǘǼȊƴŞƭΥ ƳŜƭŜƎŜŘƧŜƴ 

ƳŜƭƭŜǘǘŜΣ ŘŜ ƴŜ ǃ ŀƪŀǊƧŀ ƳŜƎƎȅǵƧǘŀƴƛΣ ǾŀƎȅ ŞƭŜǎȊǘŜƴƛ ŀ ǘǸȊŜǘΦ ! ŦŜƧƭŜǎȊǘŞǎ ǎȊŀƪƳŀΦ WƻōōΣ Ƙŀ ƴŜƳ 

ǇǳǎȊǘłƴ ŀ ƪƝǾłƴŎǎƛǎłƎƻƴΣ ƘŀƴŜƳ ƴŞƳƛ ǘŀǇŀǎȊǘŀƭŀǘƻƴ ƛǎ ŀƭŀǇǳƭΦ 

α!Ȋǘ ƘƛǎȊŜŘΣ ƘƻƎȅ ŦǸǾŜǎΣ ŀȊ ŀ ōŀƧΦ 

aŜǊϥ ƴŜƳ ƭłǘǘłƭ ƳŞƎ ƛƭȅŜǘΣ ŀȊ ŀ ōŀƧΦ 

Ezt mindig el kell mondanom, ez a baj. 

{ȊŜǊƛƴǘŜŘ ƳŞƎ ƴŜƳ ǳƴƻƳΚ 9Ȋ ƛǎ ōŀƧΦέ 

! ǊŞǎȊǘǾŜǾǃƪ ǘŞǾƘƛǘŜƛǊǃƭ ǎȊƽƭ Şǎ ŀǊǊƽƭ ŀȊ ŜǊǃŦƻǊǊłǎǾŜǎȊǘŞǎǊǃƭΣ ŀƳƛǘ ŀȊ ŜƭƻǎȊƭŀǘłǎǳƪ ƛƎŞƴȅŜƭΦ ! 

αaƛƴŘŜƴǘǳŘƽέ Şǎ ŀ αIƝǊƘŀǊŀƴƎέ ŘŜǎǘǊǳƪǘƝǾ ǎȊŜǊŜǇŜƪŜǘ ǾƛǾǃƪ ǎƻƪ ŜƴŜǊƎƛłǘ ŜƭǾƛƘŜǘƴŜƪ ŜƎȅ 

ƪƻƴǎǘǊǳƪǘƛǾƛǘłǎǊŀ ǘǀǊŜƪǾǃ ŦƻƭȅŀƳŀǘōŀƴΦ 9ȊŜƪƴŜƪ ŀ ǾŜǎȊŞƭȅŦƻǊǊłǎƻƪƴŀƪ ŀȊ ŀȊƻƴƻǎƝǘłǎŀ Şǎ 

ƪŜȊŜƭŞǎŜ ƛǎ ǘŀƴłŎǎŀŘƽƛ ŦŜƭŀŘŀǘΦ 

αIŀ ƘǳƴƎŀǊƻŦƽō Ǿŀgy, az a baj. 

Iŀ ǎȊŀōŀŘƪǃƳǼǾŜǎ ǾŀƎȅΣ ŀȊ ŀ ōŀƧΦ 

Ha dialektikus materialista vagy, az a baj. 

Iŀ ǎŜƳƳƛƭȅŜƴ ƴŜƳ ǾŀƎȅΣ ŀȊ ŀ ōŀƧΦέ 

! ǎƻƪŦŞƭŜǎŞƎ Şǎ ŀȊ ŜƘƘŜȊ ƪŀǇŎǎƻƭƽŘƽ ƛƴǘƻƭŜǊŀƴŎƛŀ ƪŜȊŜƭŞǎŞƴŜƪ ƛƎŞƴȅŞǊǃƭ ǎȊƽƭΦ ! ǘŀƴłŎǎŀŘƽ 

ƛƎȅŜƪŜȊȊŜƴ ǎȊƽǘ ŞǊǘŜƴƛ ŀ ƭŜƎƪǸƭǀƴōǀȊǃōō ǊŞǎȊǘǾŜǾǃƪƪŜƭΦ bŜ ƭŜƎȅŜƴŜƪ ƛƭƭǵȊƛƽƛ ŀōōŀƴ ŀ 

ǘŜƪƛƴǘŜǘōŜƴΣ ƘƻƎȅ ōłǊƳŜƴƴȅƛǊŜ ƛǎ ŜƎȅǎŞƎŜǎ ŀ ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊŀΣ ŀ ǎȊŜƳŞƭȅƛǎŞƎΣ ŀȊ ŞǊǘŞƪŜƪ Şǎ 

ŀȊ ŞǊŘŜƪŜƪ ǇǊƛȊƳłƛ ǎȊŞǘǎȊƽǊƧłƪ ŀ ǊŜŀƪŎƛƽƪ ƴȅŀƭłōƧłǘΦ !Ȋ ŜƳōŜǊƛ ǾƛǎŜƭƪŜŘŞǎ ƴŀǊŎƛǎȊǘƛƪǳǎ ƧŜƭƭŜƎǼΦ 

aƛƴŘŜƴƪƛ ǀƴƳŀƎłǊŀ ǊŜŀƎłƭΣ ŘŜ ǘǀōōƴȅƛǊŜ ŀ Ƴłǎƛƪŀǘ ǘŜǎȊƛ ŦŜƭŜƭǃǎǎŞ ŞǊǘŜΦ 

αYŀǇƻŘΚ ±łƎƻŘΚ ;ǊȊŜŘΚ ;ǊȊŞƪŜƭŜŘΚ ¢łƴŎƻƭƧłƭΣ ƭŀȊǳƭƧΣ ƳŜƎǘŜǎȊŜŘΚ 

IŀƭƭƻŘΚ CƻƎƻŘΚ aŜƎǾŀƴΚ YŜƴŜŘΚ ¢ŀǇŀǎȊǘŀƭƻŘΚ CǊŀƴƪƽƴΚ YǀǾŜǘǎȊΚέ  

! ǘŀƴłŎǎŀŘƽ ƳŀƴǘǊłƧŀΥ CƛƎȅŜƭƧ ŀȊ ǀǎǎȊŜǎ ŞǊȊŞƪǎȊŜǊǾŜŘŘŜƭΗ bŜ ŀƎȅŀƭƧΗ /ǎƛƴłƭŘΗ ¢ŀǇŀǎztalj! Ha 

ǘŀƴłŎǎŀŘƽƴŀƪ ƘƝǾǘłƭΣ ƪǀǾŜǎǎΗ 

αIŀ ōŜƭŞǇǸƴƪ ŀȊ ¦ƴƛƽōŀΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ƴŜƳ ƳŜƎȅǸƴƪ ŀ ǘǳǘƛ ƧƽōŀΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ƻǘǘƘƻƴ ƴŜǾŜƭŜƪ ŘƛǎȊƴƽǘΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ƴŜƳ ƴȅƛǘƻƪ ŎǳƪǊłǎȊŘłǘ .ŞŎǎōŜƴΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ŀƴŜǎȊǘŜȊƛƻƭƽƎǳǎǘ ƘƝǾƻƪ ŀ ŎǎƛǊƪŞƘŜȊΣ  
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Şǎ ŀȊǘłƴ ǎȊƝǾƭŀǇłǘǘŀƭ Ŏǎapom agyon, az a baj. 

[ƛōłǘ ǘǀƳ ŀ ƳŀƳŀΣ ŀȊ ŀ ōŀƧΦ 

5Ŝ ƳƛŞǊǘΚ ς ǘŜǎȊƛ Ŧǀƭ ŀ ƪŞǊŘŞǎǘΣ ŀȊ ŀ ōŀƧΦέ 

! ƪƻƳǇŀǘƛōƛƭƛǘłǎ ŦƛƎȅŜƭŜƳōŜ ǾŞǘŜƭŞƴŜƪ Ƙƛłƴȅłōƽƭ ŦŀƪŀŘƽ ŀōǎȊǳǊŘƛǘłǎǊƽƭ ǎȊƽƭΦ ! ƳŜƎƻƭŘłǎƻƪ 

ǎȊƛǘǳłŎƛƽ ŦǸƎƎǃǎŞƎŞƴŜƪ ŦŜƭƛǎƳŜǊŞǎŜΣ ŜƭŜƳȊŞǎŜ Şǎ ŀŘŀǇǘłƭłǎŀ ƴŞƭƪǸƭǀȊƘŜǘŜǘƭŜƴΦ ! ǎȊƛǘǳłŎƛƽ 

ƘŀǘŀƭƳŀ ƴŜƳŎǎŀƪ ǎȊƻŎƛłƭǇǎȊƛŎƘƻƭƽƎƛŀƛ ōǀƭŎǎŜǎǎŞƎΦ ! ƳŜƴŜŘȊǎƳŜƴǘ ƴŀǇƛ ǎȊƛƴǘǼ 

ŦŜƭƛǎƳŜǊŞǎŜƛƘŜȊ ǘŀǊǘƻȊƛƪΦ ! ƳƽŘǎȊŜǊǘŀƴƛ Şǎ ŜƭƧłǊłǎƛ ƪƻƴȊŜǊǾŜƪ ƪǀǊƴȅŜȊŜǘƛΣ ƪǳƭǘǳǊłƭƛǎ 

łǘŘƻƭƎƻȊłǎǘ ƛƎŞƴȅŜƭƴŜƪΦ 

αIŀ ŦǊƛǎǎŜƴ ƛǎȊƻƳ ŀ ǘŜƧŜǘΣ ŀȊ ŀ ōŀƧΦ 

Ha feƭŦƻǊǊŀƭƻƳΣ ŦŜǊǘǃǘƭŜƴƝǘŜƳΣ ŀȊ ŀ ōŀƧΦέ 

! ǎǇƻƴǘłƴ ǾŀƎȅ ŀ ǘŜǊǾŜȊŜǘǘ ōŜŀǾŀǘƪƻȊłǎ ŘƛƭŜƳƳłƧłǊƽƭ ǎȊƽƭΦ YǊƝȊƛǎ ƘŜƭȅȊŜǘōŜƴ ŀ ǎǇƻƴǘŀƴŜƛǘłǎ 

αŞƭŜǘƳŜƴǘǃέ ƭŜƘŜǘΦ {ǃǘ ŀ αƭŜŀƴέ ǘŜǊƳŜƭŞǎƛ ŦƻƭȅŀƳŀǘōŀƴ (Womack ς Jones ς Roos, 1990) a 

ǘŜǊǾŜȊŜǘǘ ǎǇƻƴǘŀƴŜƛǘłǎ ƛǎ ƻǘǘ Ǿŀƴ ŀȊ αŀƴŘƻƴέ ȊǎƛƴƽǊ ŦǳƴƪŎƛƽƧłōŀƴΦ Iŀ ƴŜƳ ŀȊƻƴƴŀƭ ŎǎŜƭŜƪǎȊƛƪ 

ŀ ŘƻƭƎƻȊƽΣ ŀȊȊŀƭ ŀȊ ŞǊǘŞƪǘŜǊƳŜƭǃ ŦƻƭȅŀƳŀǘōƽƭ ŞǊǘŞƪǾŜǎȊǘǃǘ ŎǎƛƴłƭΣ ŀƳƛƪƻǊ ŀ Ƙƛōłǎ ǘŜǊƳŞƪŜǘ 

ǘƻǾłōōŜƴƎŜŘƛΦ ! ǎǇƻƴǘŀƴŜƛǘłǎōŀƴ ǳƎȅŀƴŀƪƪƻǊ ƻǘǘ ŀȊ łǘƎƻƴŘƻƭǘǎłƎ Ƙƛłƴȅłƴŀƪ ƪǀƭǘǎŞƎ-

ƪƻŎƪłȊŀǘŀΦ ! ǘŜǊǾŜȊŞǎ ǎƻǊłƴ ŀȊ ŀƭǳƭ-Σ łǘ- ǾŀƎȅ ǘǵƭƎƻƴŘƻƭłǎ ǎƪłƭłƧłƴ ƪŜǊŜǎǎǸƪ ŀȊ ƻǇǘƛƳǳƳƻǘΦ 

αYƛǾŜǎȊŜƳ ŀ ǎǇłƧȊōƽƭΣ ŀȊ ŀ ōŀƧΦ 

Iŀ ŀ ƪƛǎƪŀƴŀƭŀǘ ƴŜƳ ƻŘŀ ǊŀƪƻƳ ǾƛǎǎȊŀΣ ŀȊ ŀ ōŀƧΦέ 

! ǎȊƻƪłǎ ƘŀǘŀƭƳłƴŀƪ ǾŜǎȊŞƭȅŞǊǃƭ ǎȊƽƭΦ !ǊǊƽƭΣ ƘƻƎȅ ŀ ǘłǊƎȅƛ ǾŀƎȅ ǎȊŜƳŞƭȅƛ ƪǀǘǀǘǘǎŞƎŜƪ ŀ 

ǾłƭǘƻȊǘŀǘłǎ ƎłǘƧŀƛ Şǎ ƝƎȅ ŀ ǎȊŜǊǾŜȊŜǘ ǊǳƎŀƭƳŀǘƭŀƴǎłƎłƘƻȊ ǾŜȊŜǘƴŜƪΦ 

α!Ȋǘ ƳƻƴŘƻŘΣ ǎƻƪŀǘ ǎȊƝǾƻƪΣ ŀȊ ŀ ōŀƧΦ 

!Ȋ ŀ ōŀƧΣ ƘƻƎȅ ǎŜƳƳƛ ƪǀȊǀŘ ƘƻȊȊłΣ ŀȊ ŀ ōŀƧΦ 

aŜƎ ƛŘŜƧǀǎǎȊΣ ŀȊǘϥ ŘǳƳłƭǎȊ ƴŜƪŜƳΣ ŀȊ ŀ ōŀƧΦ 

;ǎ ƴŜƳ ƘŀƎȅƻŘ ŀōōŀΣ ŀȊ ŀ ōŀƧΦέ 

! ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ŦƻƭȅŀƳŀǘ ŀƪŀŘłƭȅƻȊƽƛǊƽƭ Ǿŀƴ ǎȊƽΦ hƭȅŀƴ ǊŞǎȊǘǾŜǾǃƪǊǃƭΣ ŀƪƛƪ ǎȊƝǾŜǎŜƴ 

ƭŜłƭƭƝǘŀƴłƪ ŀ ŦƻƭȅŀƳŀǘƻǘΣ ǇŜŘƛƎ ǎŜƳ ƘŀǘłǎƪǀǊǸƪΣ ǎŜƳ ƪƻƳǇŜǘŜƴŎƛłƧǳƪ ƴƛƴŎǎ ŜǊǊŜΣ ǎǃǘ ǎƻƪǎȊƻǊ 

ŞǊƛƴǘŜǘǘǎŞƎǸƪ ǎŜΦ YƛǘŀǊǘƽŀƪ Şǎ ǎȊƝǾƽǎŀƪΦ 

α;ǎ ƴŜƳ ŦƛƎȅŜƭǎȊΣ ƘƻƎȅ ƴŜƳ ŞǊŘŜƪŜƭΣ ŀȊ ŀ ōŀƧΦέ 

LŘǃǘ Şǎ ŜƴŜǊƎƛłǘ Ǌŀōƭƽ ǊŞǎȊǘǾŜǾǃƪǊǃƭ ǎȊƽƭΣ ŀƪƛƪ ǀƴǊŜŦƭŜȄƛƽ Şǎ ŜƳǇłǘƛŀ Ƙƛłƴȅłōŀƴ ǎŀƧłǘ 

ǇŀǊŀŘƛƎƳłƧǳƪƻƴ ƪƝǾǸƭ ŀƭƛƎ ƭłǘƴŀƪΦ !Ȋǘ ƪƛȊłǊƽƭŀƎƻǎ ŞǊǾŞƴȅǼƴŜƪ ǘŀǊǘǾŀΣ ŦłǊŀŘƘŀǘŀǘƭŀƴǳƭ ŦƻǊƎŀǘƧłƪ 

αƛƳŀƳŀƭƳŀƛƪŀǘέΦ 
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α!ȊΣ ŀƳƛǘ ƳƻƴŘŀǎȊΥ ŀȊ ŀ ōŀƧΦ 

Meg illetlen is vagy, az a baj. 

ałǎǎŀƭ ōŜǎȊŞƭŜƪ ς ƴŜƳ ȊŀǾŀǊΚέ 

A tartalmilag is toǊȊΣ ƛƴŘǳƭŀǘƻǎ ƪƻƳƳŜƴǘŜƪǊǃƭ ǎȊƽƭΦ Wƻōō ŜǎŜǘōŜƴ ŀȊ ŀŘƻǘǘ ǎȊŜǊǾŜȊŜǘƛ ƪǳƭǘǵǊłǘƽƭ 

ƛŘŜƎŜƴΣ ǊƻǎǎȊŀōō ŜǎŜǘōŜƴ ŀōōŀƴ ƳŜƎǘǼǊǘ ǾƛǎŜƭƪŜŘŞǎŜƪǊǃƭΦ 

αIƻƎȅ ƴŜƳ ǾłǊǎȊΣ ŀƳƝƎ ōŜŦŜƧŜȊŜƳΣ ŀȊ ƛǎ ōŀƧΦ 

±ŀƎȅ ŀƪƪƻǊ ƪŞǊƧ ŜƭƴŞȊŞǎǘΣ ŀōōƽƭ ƴŜƳ ƭŜƘŜǘ ōŀƧΣ 

ŘŜ ƘƻƎȅ ōǳƴƪƽ ǾŀƎȅΣ ŀȊ ƴŜƳ Ŏǎŀƪ neked baj, 

ŘŜ ƘƻƎȅ ƴŜƳ ǘǳŘǎȊ ǊƽƭŀΣ ŀȊ ŀ ƭŜƎƴŀƎȅƻōō ōŀƧΦέ 

! ǎȊŜǊǾŜȊŜǘƛ ŀǊǊƻƎŀƴŎƛłǊƽƭ ǎȊƽƭΣ ŀȊ ŀƎǊŜǎǎȊƝǾ ŜƭƭŜƴłƭƭłǎƻƪǊƽƭΣ ƳǀƎǀǘǘǸƪ ǾŞƭƘŜǘǃŜƴ 

ŞǊŘŜƪǎŞǊŜƭƳŜƪƪŜƭ ǘŜƭƝǘŜǘǘ ƛƴŘǳƭŀǘƻƪǊƽƭ Şǎ ŀȊƻƪ ƎŀȊŘłƛǊƽƭΦ 

α;ƴ ǘǳŘƻƳ ƳŀƎŀƳǊƽƭΣ ŜȊ ƪƛǎŜōō ōŀƧΦ 

5Ŝ ƭŜƎŀƭłōō ǘǀǊŜƪǎȊŜƳ ŜƎy kicsit, az nem baj. 

bŀΣ ƳƛƴŘŜƎȅΣ ŜȊ ŀȊ Şƴ ǇǊƻōƭŞƳłƳΣ ŜȊ ŀ ōŀƧΦ 

/ǎŀƪ ŜƴƎŜƳ ƛȊƎŀǘΣ ŀȊ ŀ ōŀƧΦέ 

! ǘŀƴłŎǎŀŘƽ ǘǳŘŀǘƻǎŀƴ ƘŀǎȊƴłƭǘΣ ŎŞƭȊƻǘǘ ŀƎǊŜǎǎȊƛƽƧłǊƽƭ Ǿŀƴ ǎȊƽΦ 9ǎȊƪǀȊƪŞƴǘ ƘŀǎȊƴłƭƧŀΣ ƴŜƳ 

ŞǊȊŜƭƳƛ ŀƭŀǇǵΣ ƘŀƴŜƳ ǎȊŜǊŜǇōǃƭ ŦŀƪŀŘΣ Şǎ ŀ ŦƻƭȅŀƳŀǘƻǘ ǘŜǎȊƛ ƎȅƻǊǎŀōōłΣ ƘŀǘŞƪƻƴȅŀōōłΦ 

#ǘƭŜƴŘƝǘ ƴŜƘŞȊǎŞƎŜƪŜƴΣ ƭŜōƻƴǘ ŜƭƭŜƴłƭƭłǎƻƪŀǘΣ łǘǾƛǎȊ ƪƻƴŎŜǇŎƛƽƪŀǘ ǾŀƎȅ ŘƛƴŀƳƛƪłǘ ŀŘ ŜƎȅ 

ƭŜƭŀǎǎǳƭǘΣ ŦłǊŀŘǘ ŎǎŀǇŀǘƴŀƪΣ ŦƻƭȅŀƳŀǘƴŀƪΦ 

αtŜŘƛƎ ƛȊƎŀǘƘŀǘƴŀ ƳŞƎ ǾŀƭŀƪƛǘΣ ŀȊ ƴŜƳ ƭŜƴƴŜ ōŀƧΦ 

Wƽƭ ŦŜƭƛȊƎŀǘƘŀǘƴŀ ǾŀƭŀƪƛǘΣ ŀōōƽƭ ƴŜƳ ƭŜƴƴŜ ōŀƧΦ 

!Ȋ Ƨƽǘ ǘŜƴƴŜ nekem is. Az csak nem baj, 

ƘƻƎȅ ǾłƎȅƻƳ Ǌł ŜƎȅ ƪƛŎǎƛǘΦΦΦ {ȊŜǊƛƴǘŜŘΣ ōŀƧΚέ 

! ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘǃƴŜƪ ŀǊǊƽƭ ŀ ǾłƎȅłǊƽƭΣ ƛƎŞƴȅŞǊǃƭ ǎȊƽƭΣ ƘƻƎȅ ƳǳƴƪłƧŀ ǎƻǊłƴ ǘłƳƻƎŀǘƽƪǊŀ Şǎ 

ǘłƳƻƎŀǘłǎǊŀ ƭŜƭƧŜƴΦ 9Ȋǘ ǾłǊƧŀ ŀ ǘǳƭŀƧŘƻƴƻǎǘƽƭΣ ŀ ǎȊŀƪƳŀƛ ǾŜȊŜǘŞǎǘǃƭ Şǎ ŀ ǊŞǎȊǘǾŜǾǃƪǘǃƭ ƛǎΦ 

αYŀǇƻŘΚ ±łƎƻŘΚ ;ǊȊŜŘΚ ;ǊȊŞƪŜƭŜŘΚ ¢łƴŎƻƭƧłƭΣ ƭŀȊǳƭƧΣ ƳŜƎǘŜǎȊŜŘΚ  

IŀƭƭƻŘΚ CƻƎƻŘΚ aŜƎǾŀƴΚ YŜƴŜŘΚ ¢ŀǇŀǎȊǘŀƭƻŘΚ CǊŀƴƪƽƴΚ YǀǾŜǘǎȊΚ  YŀǇƻŘΚέ  

! ǘŀƴłŎǎŀŘƽ ƳŀƴǘǊłƧŀΥ CƛƎȅŜƭƧ ŀȊ ǀǎǎȊŜǎ ŞǊȊŞƪǎȊŜǊǾŜŘŘŜƭΗ bŜ ŀƎȅŀƭƧΗ /ǎƛƴłƭŘΗ ¢ŀǇŀǎȊǘŀƭƧΗ Iŀ 

ǘŀƴłŎǎŀŘƽƴŀƪ ƘƝǾǘłƭΣ ƪǀǾŜǎǎΗ 
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Absztrakt 

! ǎȊŜǊǾŜȊŜǘŜƪ ƳǼƪǀŘŞǎƛ ƘŀǘŞƪƻƴȅǎłƎŀ ŀƭŀǇǾŜǘǃŜƴ ŀ ŦƻƭȅŀƳŀǘƻƪ ƳŜƎŦŜƭŜƭǃ ƳǼƪǀŘŞǎŞǘǃƭ ŦǸƎƎΦ 

! ƪǸƭǀƴōǀȊǃ ƳƛƴǃǎŞƎƳŜƴŜŘȊǎƳŜƴǘ ǊŜƴŘǎȊŜǊŜƪ Şǎ ŦƛƭƻȊƽŦƛłƪ ƛǎ ŀƭŀǇǾŜǃ ŜƭŜƳƴŜƪ ǘŜƪƛƴǘƛƪ ŀ 

ƳŜƎŦŜƭŜƭǃ ŦƻƭȅŀƳŀǘƳŜƴŜŘȊǎƳŜƴǘ ǎȊŜƳƭŞƭŜǘ ƪƛŀƭŀƪƝǘłǎłǘΦ 

aŀ ŀ ƘŀȊŀƛ Şǎ ŀȊ ŜǳǊƽǇŀƛ ŦŜƭǎǃƻƪǘŀǘłǎƛ ƛƴǘŞȊƳŞƴȅŜƪ ƳǼƪǀŘŞǎŞǘ ƧŜƭƭŜƳȊƛ ŀ ƳƛƴǃǎŞƎōƛȊǘƻǎƝǘłǎΦ 

9 ǊŜƴŘǎȊŜǊŜƪ ¢va ŀƭŀǇǵ ƪƛŀƭŀƪƝǘłǎŀ Şǎ ƳǼƪǀŘǘŜǘŞǎŜ ƛƴŘƻƪƻƭǘΦ ! ŦŜƭǎǃƻƪǘŀǘłǎ ǇƛŀŎłƴ ƛǎ ŞƭŜǎŜŘƛƪ 

ŀ ǾŜǊǎŜƴȅΦ !Ȋ ŜǳǊƽǇŀƛ ŦŜƭǎǃƻƪǘŀǘłǎƛ ǘŞǊǎŞƎōŜƴ ŀȊ ƛƴǘŞȊƳŞƴȅŜƪ ƳƛƴǃǎŞƎƳŜƴŜŘȊǎƳŜƴǘ 

ǊŜƴŘǎȊŜǊŜƛƴŜƪ ŦŜƧƭŜǎȊǘŞǎŞǘ ƧŜƭŜƴǘǃǎŜƴ ǘłƳƻƎŀǘƧłƪ ŀȊ 9bv! ǎȊtenderdƧŜƛ Şǎ ƛǊłƴȅŜƭǾŜƛΦ ! a!. 

ŀȊ ƛƴǘŞȊƳŞƴȅ ŀƪƪǊŜŘƛǘłŎƛƽǎ ŦƻƭȅŀƳŀǘōŀƴ ƛǎ Ŝ ŘƻƪǳƳŜƴǘǳƳƻǘ ǘŜƪƛƴǘƛ ŀƭŀǇƴŀƪΦ !Ȋ ŜƭƳǵƭǘ 

ƛŘǃǎȊŀƪōŀƴ ŀȊ 9{D нлмр-ōŜƴ ƧƽǾłƘŀƎȅƻǘǘ ŘƻƪǳƳŜƴǘǳƳłǘ ŦƛƎȅŜƭŜƳōŜ ǾŞǾŜ ŀƭŀƪƝǘƻǘǘǳƪ ƪƛ ŀȊ 

ŜƴƴŜƪ ƳŜƎŦŜƭŜƭǃ ŜƭƧłǊłǎƻƪŀǘΣ ŦƻƭȅŀƳŀǘƻƪŀǘΦ 

!Ȋ ŜƭǃŀŘłǎōŀƴ ŀȊ Ŝƭǎǃ ǘŀǇŀǎȊǘŀƭŀǘƻƪŀǘ ƛǎ ŦƛƎȅŜƭŜƳōŜ ǾŞǾŜ ǾƛȊǎƎłƭƧǳƪ ƳŜƎ ŀ ǎȊǘŜƴŘŜǊŘŜƪ Şǎ 

ƛǊłƴȅŜƭǾŜƪΣ ǾŀƭŀƳƛƴǘ ŀ ǎȊŜǊǾŜȊŜǘŜƪ Şǎ ŦƻƭȅŀƳŀǘƻƪ ŞǊŜǘǘǎŞƎƛ ƳƻŘŜƭƭŜƪ ŀƭƪŀƭƳŀȊłǎƛ ƭŜƘŜǘǃǎŞƎŜƛǘ 

ŀ ŦŜƭǎǃƻƪǘŀǎƛ ƛƴǘŞȊƳŞƴȅŜƪ ƳƛƴǃǎŞƎ- Şǎ ƳǼƪǀŘŞǎ ŦŜƧƭŜǎȊǘŞǎŞōŜƴΦ aŜƎłƭƭŀǇƝǘƧǳƪΣ ƘƻƎȅ ŀ ǇƛŀŎƛ 

ǇƻȊƝŎƛƽ Şǎ ŀ ƪŞǇȊŞǎ ƳƛƴǃǎŞƎŞƴŜƪ ŜǊǃǎƝǘŞǎŞōŜƴ ŀ ƳŜƎŦŜƭŜƭǃ ŦƻƭȅŀƳŀǘƳŜƴŜŘȊǎƳŜƴǘ ǎȊŜƳƭŞƭŜǘ 

ƳŜƎǾŀƭƽǎƝǘłǎŀ ŀƭŀǇǾŜǘǃΦ 

Kulcsszavak: mƛƴǃǎŞƎƳŜƴŜŘȊǎƳŜƴǘΣ ¢vaΣ 9bv!Σ folyamatmenedzsment 
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Abstract 

The operational efficiency of organizations depends essentially on the proper functioning of 

the processes. The different quality management systems and philosophies consider the 

development of a proper process management approach as a fundamental element. 

Nowadays in Hungary and Europe, the operation of higher education institutions is 

characterized by quality assurance. The TQM-based design and operation of these systems 

are justified. Competition in the higher education market is intensifying. In the European 

Higher Education Area, the improvement of quality management systems of institutions is 

strongly supported by the standards and guidelines of ENQA. The MAB also considers this 

document a basis for the accreditation process. In the recent period, we have developed the 

corresponding procedures and processes taking into account the document approved by ESG 

in 2015. 

In the presentation, taking into account the first experiences, we examine the standards and 

guidelines, as well as the possibilities of applying the maturity models of organizations and 

processes in the improvement of the quality and operation of higher education institutions. 

We conclude that in the implementation of appropriate process management approach is 

essential to strengthen market position and the quality of education. 

Keywords: Quality management, TQM, ENQA, Process management 
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ałǊŀ ŀȊ 9ǳǊƽǇłƘƻȊ ƪŀǇŎǎƻƭǘ łƭǘŀƭłƴƻǎ ŞǊǘŞƪŜƪ ŀ ƪǀǾŜǘƪŜȊǃƪΥ ƪǳƭǘǵǊŀΣ ƳǼǾŞǎȊŜǘ Şǎ ƪǊŜŀǘƛǾƛǘłǎΦ 

! ƳǼǾŞǎȊŜǘƛ ǘŜƭƧŜǎƝǘƳŞƴȅΣ ŀȊ ŜƎȅŞƴƛ ƪǊŜŀǘƛǾƛǘłǎ Şǎ ŀȊ Ŝōōǃƭ ƪƛŀƭŀƪǳƭƽ ƧǀǾŜŘŜƭƳŜȊǃǎŞƎΣ ƳŜƭȅƴŜƪ 

ŀƭŀǇƧŀ ŀ ǎȊŜƭƭŜƳƛ ƧƻƎŘƝƧΣ ƳƛƴŘŜȊŜƪ ǎŀƧłǘƻǎ ƪƻƳōƛƴłŎƛƽƧŀ ƘŀǘłǊƻȊȊŀ ƳŜƎ ŀ ƪǊŜŀǘƝǾ ƛǇŀǊǘΦ ! 

ŦƻƎŀƭƻƳ ǘŀǊǘŀƭƳŀ ƻƭȅŀƴ ƪŜǘǘǃǎǎŞƎŜƪŜǘ ǊŜƧǘ ƳŀƎłōŀƴΣ Ƴƛƴǘ ŀ ƳŀƎŀǎ- Şǎ ŀ ǘǀƳŜƎƪǳƭǘǵǊŀΦ ! 

ƪǳƭǘǳǊłƭƛǎ ƪǊŜŀǘƝǾ ƛǇŀǊ ƘƛŘŀǘ ƪŞǇŜȊ ŀ ƳǼǾŞǎȊŜǘΣ ŀ ƪǳƭǘǵǊŀΣ ŀȊ ǸȊƭŜǘ Şǎ ŀ ǘŜŎƘƴƻƭƽƎƛŀ ƪǀȊǀǘǘΦ 

!Ȋ ŜƭƳǵƭǘ ŞǾǘƛȊŜŘōŜƴ ŜƭƪŜȊŘǃŘǀǘǘΣ ƳłǊŀ łƭƭŀƴŘƽǎǳƭǘ ŜƎȅ ƻƭȅŀƴ ŦƻƭȅŀƳŀǘ ŀ ƎŀȊŘŀǎłƎōŀƴΣ 

ŀƳŜƭȅōŜƴ ŀ ƘŀƎȅƻƳłƴȅƻǎ ƎȅłǊǘłǎƛ Şǎ ŞǊǘŞƪƭłƴŎƻƪ łǘŀƭŀƪǳƭƴŀƪΣ ƪƛŀƭŀƪǳƭ ŀ ŘƛƎƛǘłƭƛǎ ƎŀȊŘŀǎłƎΦ 

[ŜƎŞǊǘŞƪŜǎŜōō ƴȅŜǊǎŀƴȅŀƎŀƛƴƪ ŀ ƳƛƴǃǎŞƎƛ ǘŀǊǘŀƭƻƳŜƭǃłƭƭƝǘłǎΣ ŀȊ ƛƴƴƻǾłŎƛƽ Şǎ ŀȊ 

ŞǊȊŜƭŜƳƪŜƭǘŞǎǊŜ Ǿŀƭƽ ƪŞǇŜǎǎŞƎΦ 

! ƎŀȊŘŀǎłƎƛ ƪǊŜŀǘƛǾƛǘłǎ ŜƎȅ ŘƛƴŀƳƛƪǳǎ ŦƻƭȅŀƳŀǘΣ ŀƳŜƭȅ ŀȊ ƛƴƴƻǾłŎƛƽΣ ŀ ǘŜŎƘƴƻƭƽƎƛŀΣ ŀȊ ǸȊƭŜǘƛ 

ƎȅŀƪƻǊƭŀǘ ǎŜƎƝǘǎŞƎŞǾŜƭ ƎŀȊŘŀǎłƎƛ ǾŜǊǎŜƴȅŜƭǃƴȅƘǀȊ ǾŜȊŜǘΦ ! ƎŀȊŘŀǎłƎƛ ǾŜǊǎŜƴȅƪŞǇŜǎǎŞƎ 

ƪŞǊŘŞǎŜ ŀȊƻƴōŀƴ ŜƭǾłǊƧŀ ŜƴƴŜƪ ŀ ǎǇŜŎƛłƭƛǎ ǘŜǊǸƭŜǘƴŜƪ ŀ ƳŜƎŞǊǘŞǎŞǘ Şǎ ŀ ǎŀƧłǘƻǎ ƳŜƴŜŘȊǎƳŜƴǘ 

ƪƛƘƝǾłǎƻƪƴŀƪ ŀ ǘŜƭƧŜǎƝǘŞǎŞǘΦ 

Kulcsszavak: dƛƎƛǘłƭƛǎ ƎŀȊŘŀǎłƎΣ ƪǳƭǘǵǊŀΣ ƳǼǾŞǎȊŜǘΣ ƪǊŜŀǘƛǾƛǘłǎΣ ǘŜŎƘƴƻƭƽƎƛŀ 

                                                      

5 ! ǎȊŜǊȊǃ Ŏǎŀƪ ŀōǎȊǘǊŀƪǘƻǘ ƴȅǵƧǘƻǘǘ ōŜΦ ¢ƘŜ ŀǳǘƘƻǊ ǎǳōƳƛǘǘŜŘ ƻƴƭȅ ŀƴ ŀōǎǘǊŀŎǘΦ 
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Abstract  

Today, the most common values associated with Europe are culture, arts, and creativity. 

Artistic performance, individual creativity, and the resulting profitability, which is based on 

intellectual royalty ς the combination of which define the creative industry. The concept 

contains certain dualities like high and mass culture. The cultural creative industry is forming 

bridges across the areas of arts, culture, business, and technology. 

The economical process of the transformation of traditional manufacturing and value chains, 

along with the emersion of the digital economy, has begun in the previous decade and 

became commonplace in the near past. Our most valuable resources today are quality 

content creation, innovation, and the ability to evoke emotion. 

Economic creativity is a dynamic process, which ς with the help of innovation, technology, 

and business practice ς leads to an economic advantage. The topic of economic 

competitiveness does require however the understanding of the mentioned special area of 

business, as well as meeting particular management challenges. 

Keywords: Digital economy, Culture, Arts, Creativity, Technology 
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Absztrakt 

bŀǇƧŀƛƴƪ ƪǀǊƴȅŜȊŜǘƛ Şǎ ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƛƴŀƪ ŜƴȅƘƝǘŞǎŜ ƪŀǇŎǎłƴ ŀ ƭŜƘŜǘǎŞƎŜǎ ƳŜƎƻƭŘłǎƻƪ 

ŜƎȅ ǊŞǎȊŜ ŀ Ǿłƭƭŀƭŀǘƻƪ ƪǀǊƴȅŜȊŜǘƛ Şǎ ǘłǊǎŀŘŀƭƳƛ ǎȊŜƳǇƻƴǘƻƪǊŀ ŞǊȊŞƪŜƴȅ ƳǼƪǀŘŞǎŞƘŜȊ 

ƪŀǇŎǎƻƭƽŘƛƪΦ 9 ƳǼƪǀŘŞǎƛ ƳƽŘ ǊŜǇǊŜȊŜƴǘłƴǎŀƛ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪΣ ŀƳŜƭȅŜƪ ǘłǊǎŀŘalmi 

ǇǊƻōƭŞƳłƪ ǇŞƴȊǸƎȅƛƭŜƎ ŦŜƴƴǘŀǊǘƘŀǘƽ ƳŜƎƻƭŘłǎłǊŀ ƧǀǘǘŜƪ ƭŞǘǊŜΦ ! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ 

ŎŞƭǊŜƴŘǎȊŜǊŜ ǘŜƘłǘ ŜƎȅǎȊŜǊǊŜ ƎŀȊŘŀǎłƎƛ όǇƛŀŎƛύ Şǎ ǘłǊǎŀŘŀƭƳƛ-ƪǀǊƴȅŜȊŜǘƛ όǎȊƻŎƛłƭƛǎύΦ 9 ŎŞƭƻƪ 

ƎȅŀƪǊŀƴ ŜƎȅƳłǎƴŀƪ ŜƭƭŜƴǘƳƻƴŘŀƴŀƪΣ ŀȊ ǸȊƭŜǘƛ Şǎ ǘłǊǎŀŘŀƭƳƛ ƪǸƭŘŜǘŞǎŜƪ ǸǘƪǀȊŞǎŜ 

ŦŜǎȊǸƭǘǎŞƎŜƪŜǘ ǘŜǊŜƳǘ ŀ ƳǼƪǀŘŞǎ ǎƻǊłƴΦ ¢ŀƴǳƭƳłƴȅƻƳōŀƴ ŎŞƭƻƳΣ ƘƻƎȅ ŀ ǾƻƴŀǘƪƻȊƽ ƘŀȊŀƛ Şǎ 

ƴŜƳȊŜǘƪǀȊƛ ǎȊŀƪƛǊƻŘŀƭƻƳ ŦŜƭŘƻƭƎƻȊłǎłƴ ƪŜǊŜǎȊǘǸƭ ōŜƳǳǘŀǎǎŀƳΣ Ŝ ǾłƭƭŀƭƪƻȊłǎƻƪ ǘǀōōŜǎ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎǸƪōǃƭ ŦŀƪŀŘƽŀƴ ƳǼƪǀŘŞǎǸƪ ǎƻǊłƴ ƳƛƭȅŜƴ ŦŜǎȊǸƭǘǎŞƎŜƪƪŜƭ ǘŀƭłƭƧłƪ ǎȊembe 

ƳŀƎǳƪŀǘΦ YǀǾŜǘƪŜȊǘŜǘŞǎŜƳΣ ƘƻƎȅ ōłǊ ŜƭƳŞƭŜǘƛƭŜƎ ƪǀƴƴȅŜƴ ōŜƭłǘƘŀǘƽΣ ƘƻƎȅ ŀ ǘǀōōŜǎ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎōǃƭ ŦŀƪŀŘƽ ŦŜǎȊǸƭǘǎŞƎŜƪ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǀȊǇƻƴǘƛ ƳŜƎƘŀǘłǊƻȊƽƛΣ ŀ 

ǾƻƴŀǘƪƻȊƽ ŜƳǇƛǊƛƪǳǎ ƪǳǘŀǘłǎƻƪ ƳƛƴŘ ƘŀȊŀƛΣ ƳƛƴŘ ƴŜƳȊŜǘƪǀȊƛ ǾƛǎȊƻƴȅƭŀǘōŀƴ ƘƛłƴȅƻȊƴŀƪ, ami 

ƘłǘǊłƭǘŀǘƘŀǘƧŀ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ ǘłƳƻƎŀǘƽ ǎȊŀƪǇƻƭƛǘƛƪłƪ ƳŜƎŦŜƭŜƭǃ ƪƛŀƭŀƪƝǘłǎłǘΦ 

YǳƭŎǎǎȊŀǾŀƪΥ ƪǀǊƴȅŜȊŜǘƛ Şǎ ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƪΣ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪΣ ǘǀōōŜǎ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎΣ ŦŜǎȊǸƭǘǎŞƎŜƪ 

Abstract 

Potential solutions to ǇǊŜǎŜƴǘ ŘŀȅǎΩ ŜƴǾƛǊƻƴƳŜƴǘŀƭ ŀƴŘ ǎƻŎƛŀƭ ǇǊƻōƭŜƳǎ ŀǊŜ ŀƭǎƻ ǊŜƭŀǘŜŘ ǘƻ ǘƘŜ 

environmentally and socially sensible functioning of business organizations. Social 

enterprises, founded to provide financially sustainable solutions for social (and 

environmental) problems, serve as good examples for the socially and environmentally 
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sensitive functioning of the business. Social enterprises follow both economic (market-

oriented) and social (and/or environmental) goals at the same time. These goals might 

contradict each other, and the clash of business and social missions leads to tensions during 

enterprise functioning. The present paper aims to introduce and reflect on these tensions 

based on a literature review. We reflect on operating tensions emerging for enterprises as a 

result of their multiple commitments. Our conclusion is that although from a theoretical point 

of view it is easy to recognize that tensions are definitive characteristics of social enterprises, 

still, lack of empirical research, both in a Hungarian and international context, significantly 

complicates implementing empirically-based policies for social enterprise development. 

Keywords: Social and environmental problems, Social enterprises, Multiple commitments, 

Tensions 

 .9±9½9¢;{ 

! Ǝƭƻōłƭƛǎ ƪŀǇƛǘŀƭƛǎǘŀ ǇƛŀŎƎŀȊŘŀǎłƎ ŜƎȅŦŜƭǃƭ ƴŀƎȅƳŞǊǘŞƪǼ ŀƴȅŀƎƛ ƧƽƭŞǘŜǘ Şǎ ƛƭȅŜƴ ŞǊǘŜƭŜƳōŜƴ 

ƴŀƎȅŦƻƪǵ ǎȊŀōŀŘǎłƎƻǘ ōƛȊǘƻǎƝǘ ǎȊŞƭŜǎ ǘǀƳŜƎŜƪƴŜƪΣ ƳłǎŦŜƭǃƭ ŀȊƻƴōŀƴ ƘƻȊȊłƧłǊǳƭ ŀ ǘłǊǎŀŘŀƭƳƛ 

ŜƎȅŜƴƭǃǘƭŜƴǎŞƎŜƪ ƪƛŀƭŀƪǳƭłǎłƘƻȊΣ ŀ ƪǀǊƴȅŜȊŜǘƛ ŞǊǘŜƭŜƳōŜƴ ǾŜǘǘ ǘǵƭǘŜǊƳŜƭŞǎƘŜȊ Şǎ 

ǘǵƭŦƻƎȅŀǎȊǘłǎƘƻȊΣ ŀ ǘŜǊƳŞǎȊŜǘƛ ƪǀǊƴȅŜȊŜǘ ǎȊŜƴƴȅŜȊŞǎŞƘŜȊΣ Şǎ ǎȊŞƭŜǎ ƴŞƭƪǸƭǀȊǃ ǘǀƳŜƎŜƪ 

ǎȊłƳłǊŀ ŀȊ ŜƳōŜǊƛ ǎȊŀōŀŘǎłƎ Şǎ ƳŞƭǘƽǎłƎ ƳƛƴƛƳǳƳłǘ ǎŜƳ ƪŞǇŜǎ ōƛȊǘƻǎƝǘŀƴƛ (Roh, 2016). A 

ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƪ ŜƴȅƘƝǘŞǎŞǊŜ ƭŞǘǊŜƘƻȊƻǘǘ ƪǀȊǇƻƴǘƛ ǵƧǊŀŜƭƻǎȊǘłǎƛ ǊŜƴŘǎȊŜǊŜƪ ǇŜŘƛƎ ǎƻƪ 

esetben helȅƛ Şǎ ƴŜƳȊŜǘƛΣ ŘŜ ƪǸƭǀƴǀǎŜƴ Ǝƭƻōłƭƛǎ ƭŞǇǘŞƪōŜƴ ǎȊŜƳƳŜƭ ƭłǘƘŀǘƽŀƴ ƴŜƳ ƪŞǇŜǎŜƪ 

ƳŜƎƻƭŘŀƴƛ ŀ ǘłǊǎŀŘŀƭƳƛ ŜƎȅŜƴƭǃǘƭŜƴǎŞƎŜƪ όŞǎ ŀ ƪǀǊƴȅŜȊŜǘǾŞŘŜƭŜƳύ ǇǊƻōƭŞƳłƧłǘ (Borzaga et 

al., 2012)Φ ! ƧŜƭŜƴƭŜƎƛ ƪŀǇƛǘŀƭƛǎǘŀ ǇƛŀŎƎŀȊŘŀǎłƎƛ ǎǘǊǳƪǘǵǊŀ ŜƎȅŦŀƧǘŀ łǘǾłƭǘłǎƛ ŘƛƭŜƳƳŀ όǘǊŀde-off) 

ŜƭŞ łƭƭƝǘƘŀǘƧŀ ŀȊ ŜǊǊŜ ŞǊȊŞƪŜƴȅ ƎŀȊŘŀǎłƎƛ ǎȊŜǊŜǇƭǃƪŜǘ ŀ ǎȊƻŎƛłƭƛǎ ƎƻƴŘƻǎƪƻŘłǎ Şǎ ǾłƭƭŀƭƪƻȊłǎ 

ƎŀȊŘŀǎłƎƛ ǎƛƪŜǊŜ ƪǀȊǀǘǘ (Kornai, 2008).  

bŀǇƧŀƛƴƪ ǘłǊǎŀŘŀƭƳƛ Şǎ ƪǀǊƴȅŜȊŜǘƛ ǇǊƻōƭŞƳłƛƴŀƪ ƳŜƎƻƭŘłǎłǊŀ ƴȅǵƧǘƘŀǘƴŀƪ ƭŜƘŜǘǃǎŞƎŜǘ ŀ 

ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪΣ ŀƳŜƭȅŜƪ ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƪ ǇŞƴȊǸƎȅƛƭŜƎ ŦŜƴƴǘŀǊǘƘŀǘƽ 

ƳŜƎƻƭŘłǎłǊŀ ƧǀǘǘŜƪ ƭŞǘǊŜ (Borzaga ς Solari, 2004; Csoba et al., 2007; G. Fekete ς {ƻƭȅƳłǊƛΣ 

2004; Roh, 2016; Smith et al., 2012). A ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŀ ƪŀǇƛǘŀƭƛǎǘŀ ǇƛŀŎƎŀȊŘŀǎłƎ 

ǎȊŜǊŜǇƭǃƛƪŞƴǘ ƳǼƪǀŘƴŜk ugyan, de ς ŀ ǇƛŀŎ ƳŜƎǎȊŀōǘŀ ŦŜƭǘŞǘŜƭŜƪ ƳŜƭƭŜǘǘ ς, (kritikus) 

ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƪǊŀ ƪƝǾłƴƴŀƪ ƳŜƎƻƭŘłǎƻƪŀǘ ƪƛŘƻƭƎƻȊƴƛ (Defourny ς Nyssens, 2010a). A 
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ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪƻƴŎŜǇŎƛƽƧŀ ŜƭƭŜƴǘƳƻƴŘ ŀ ƪƻƴǾŜƴŎƛƻƴłƭƛǎ ƎŀȊŘŀǎłƎƛ ŜƭƳŞƭŜǘŜƪƴŜƪΣ 

ŀƳŜƭȅŜƪ ŀȊǘ łƭƭƝǘƧłƪΣ ŀ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪƛȊłǊƽƭŀƎ ŀ ǎŀƧłǘ ƴǀǾŜƪŜŘŞǎǸƪŜǘ Şǎ ǇǊƻŦƛǘŞǊŘŜƪŜƛƪŜǘ 

ǘŀǊǘƧłƪ ǎȊŜƳ Ŝƭǃǘǘ (Borzaga ς Solari, 2004). ! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜƭǎǃŘƭŜƎŜǎ ŎŞƭƧŀ ǳƎȅŀƴƛǎ 

ƴŜƳ ŀ ǇǊƻŦƛǘƳŀȄƛƳŀƭƛȊłƭłǎΣ ƘŀƴŜƳ ŀȊΣ ƘƻƎȅ αǘłǊǎŀŘŀƭƳƛ ŞǊǘŞƪŜǘέ ǘŜǊŜƳǘǎŜƴŜƪ (BIS, 2011; 

Blackburn, ς Ram 2006; Borzaga et al., 2012; Dees, 2001; Defourny ς Nyssens, 2010a, 2010b; 

9ǳǊƽǇŀƛ .ƛȊƻǘǘǎłƎ нлмоΤ tŜǘƘŜǃ нллфύΦ 9ōōŜƴ ŀ ƳŜƎƪǀȊŜƭƝǘŞǎōŜƴ ŀ ƪƻƴŎŜǇŎƛƽ ǘŜƘłǘ ŀ Ǿłƭƭŀƭŀǘƛ 

ǀƴȊŞǎ ƪǳƭǘǵǊłƧłƴŀƪ ŀƭǘŜǊƴŀǘƝǾłƧłǘ ƪƝƴłƭƧŀ ŦŜƭ (Zahra et al., 2009).  

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŎŞƭǊŜƴŘǎȊŜǊŜ ŜƎȅǎȊŜǊǊŜ ƎŀȊŘŀǎłƎƛ όǇƛŀŎƛύ Şǎ ǘłǊǎŀŘŀƭƳƛ όǎȊƻŎƛłƭƛǎύ 

(Roh, 2016). 9 ŎŞƭƻƪ ŀȊƻƴōŀƴ ƎȅŀƪǊŀƴ ŜƎȅƳłǎƴŀƪ ŜƭƭŜƴǘƳƻƴŘŀƴak, az ǸȊƭŜǘƛ Şǎ ǘłǊǎŀŘŀƭƳƛ 

ƪǸƭŘŜǘŞǎŜƪ ǸǘƪǀȊŞǎŜ ǇŜŘƛƎ ŦŜǎȊǸƭǘǎŞƎŜƪŜǘ ǘŜǊŜƳǘ ŀ ƳǼƪǀŘŞǎ ǎƻǊłƴΦ 9ȊŜƪ ŀ ŎŞƭǊŜƴŘǎȊŜǊ 

ǎǘǊǳƪǘǵǊłƧłōƽƭ ŦŀƪŀŘƽ ŦŜǎȊǸƭǘǎŞƎŜƪ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǀȊǇƻƴǘƛ ƳŜƎƘŀǘłǊƻȊƽƛ (Smith 

et al., 2013).  

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪƪŀƭ ŦƻƎƭŀƭƪƻȊƽ ǎȊŀƪƛǊƻŘŀƭƻƳ ƳŜƴƴȅƛǎŞƎŜ ŦƻƭȅŀƳŀǘƻǎ ƴǀǾŜƪŜŘŞǎǘ 

ƳǳǘŀǘΣ ŀ ǊŜƴŘŜƭƪŜȊŞǎǊŜ łƭƭƽ ŜƳǇƛǊƛƪǳǎ ƪǳǘŀǘłǎƻƪ ǎȊłƳŀ ŀȊƻƴōŀƴ ǘƻǾłōōǊŀ ƛǎ ŀƭŀŎǎƻƴȅ (Cukier 

et al., 2011, Sastre-Castillo et al., 2015). ! ƘŀȊŀƛ ƪǳǘŀǘłǎƻƪ ŜƭǎǃǎƻǊōŀƴ ŀ ƪƻƴŎŜǇŎƛƽ 

ƳŜƎŞǊǘŞǎŞǊŜΣ ƘŀȊŀƛ ƧŜƭƭŜƳȊǃƛƴŜƪ ŦŜƭǘłǊłǎłǊŀΣ ƛƭƭŜǘǾŜ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳǼƪǀŘŞǎŞǘ 

ƪƻǊƭłǘƻȊƽ ǘŞƴȅŜȊǃƪ ŀȊƻƴƻǎƝǘłǎłǊŀ ƛǊłƴȅǳƭƴŀƪ ό.ǳŎƘƪƻΣ нлмсΤ aƛƘłƭȅΣ нлмтΤ {ȊǼŎǎƴŞ aŀǊƪƻǾƛŎǎ 

ς {ŀǎǾłǊƛΣ нлмрΤ DΦ CŜƪŜǘŜ Ŝǘ ŀƭΦΣ нлмтΤ ¢ƽǘƘ Ŝǘ ŀƭΦ нлммύΦ ! ƴŜƳȊŜǘƪǀȊƛ ƪǳǘŀǘłǎƻƪ ŀ ƪƻƴŎŜǇŎƛƽ 

ƳŜƎŞǊǘŞǎŜ mellett (Abu-Saifan, 2012; Borzaga ς Solari, 2004; Borzaga et al., 2012; Dees ς 

Anderson, 2003; 2006; Defourny ς Nyssens, 2010a; 2010b; Van Ryzin et al., 2009), a sikeres 

ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊƽ ƪŀǊŀƪǘŜǊŞǘ ƛǎ ǾƛȊǎƎłƭƧłƪΣ ƛƭƭŜǘǾŜ ŀȊǘΣ ƘƻƎȅ ŀȊ ƳƛōŜƴ ƪǸƭǀƴōǀȊƛk a 

ƘŀƎȅƻƳłƴȅƻǎ ǾłƭƭŀƭƪƻȊƽƛ ƪŀǊŀƪǘŜǊǘǃƭ (Sastre-Castillo et al., 2015; Yitshaki ς Kropp, 2016). 

! ǘǀōōŜǎ όƎŀȊŘŀǎłƎƛ-ǎȊƻŎƛłƭƛǎΣ ŜǎŜǘƭŜƎ ƪǀǊƴȅŜȊŜǘƛύ ŜƭƪǀǘŜƭŜȊǃŘŞǎōǃƭΣ Ƴƛƴǘ ǘłǊǎŀŘŀƭƳƛ ŎŞƭōƽƭ 

ŜǊŜŘǃ ŦŜǎȊǸƭǘǎŞƎŜƪ ŜƳǇƛǊƛƪǳǎ ŦŜƭǘłǊłǎłǾŀƭ ƪŜǾŞǎ ǘŀƴǳƭƳłƴȅ ŦƻƎƭŀƭƪƻȊƛƪΦ aƛǾŜƭ ŀ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎƻƪ ƳǼƪǀŘŞǎŞōŜƴ ŀ ŦŜǎȊǸƭǘǎŞƎŜƪ ƧŜƭŜƴƭŞǘŜ ƳŜƎƘŀǘłǊƻȊƽΣ Ŧƻƴǘƻǎ ŀ ǇǊƻōƭŞƳŀ 

ƳŞƭȅŜōō ƳŜƎŞǊǘŞǎŜ (Smith et al., 2013). WŜƭŜƴ ǘŀƴǳƭƳłƴȅ ŜǊǊŜ ƛǊłƴȅǳƭΣ ŜƎȅΣ ŀ ǘŞƳłǾŀƭ 

ƪŀǇŎǎƻƭŀǘƻǎ ǎȊŀƪƛǊƻŘŀƭƳƛ łǘǘŜƪƛƴǘŞǎ ǎŜƎƝǘǎŞƎŞǾŜƭΦ 

9ƴƴŜƪ ƳŜƎŦŜƭŜƭǃŜƴ ǘŀƴǳƭƳłƴȅƻƳŀǘ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ Şǎ Ŧǃōō ƧŜƭƭŜƳȊǃƛƪ 

ōŜƳǳǘŀǘłǎłǾŀƭ ƪŜȊŘŜƳΣ ƳƛŜƭǃǘǘ ǊłǘŞǊŜƪ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳǼƪǀŘŞǎŜ ǎƻǊłƴ 

ƧŜƭŜƴǘƪŜȊǃ ŦŜǎȊǸƭǘǎŞƎŜƪǊŜΦ ¢ŀƴǳƭƳłƴȅƻƳŀǘ ǀǎǎȊŜƎȊŞǎǎŜƭ ȊłǊƻƳΦ 
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! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪŀǇŎǎłƴ ƘłǊƻƳ ŀƭŀǇŦƻƎŀƭƻƳ ŀȊƻƴƻǎƝǘƘŀǘƽΥ ŀ ǘłǊǎŀŘŀƭƳƛ 

ǾłƭƭŀƭƪƻȊłǎΣ Ƴƛƴǘ ǘŜǾŞƪŜƴȅǎŞƎκŦƻƭȅŀƳŀǘ όǎƻŎƛŀƭ ŜƴǘǊŜǇǊŜƴŜǳǊǎƘƛǇύΤ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊƽΣ 

Ƴƛƴǘ ǎȊŜƳŞƭȅ όǎƻŎƛŀƭ ŜƴǘǊŜǇǊŜƴŜǳǊύ Şǎ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎΣ Ƴƛƴǘ ǎȊŜǊǾŜȊŜǘ όǎƻŎƛŀƭ 

enterprise) fogalmai (G. Fekete et al., 2017). ! ƪƻƴŎŜǇŎƛƽ ŜƭǃǎȊǀǊ 9ǳǊƽǇłōŀƴ Şǎ ŀȊ 9ƎȅŜǎǸƭǘ 

#ƭƭŀƳƻƪōŀƴ ƧŜƭŜƴǘ ƳŜƎ ŀȊ мффл-Ŝǎ ŞǾŜƪōŜƴΣ ƧŜƭƭŜƳȊǃŜƴ ŀ ƘŀǊƳŀŘƛƪ ǎȊŜƪǘƻǊƘƻȊ ƪŀǇŎǎƻƭƽŘƽŀƴΣ 

ǾłƭŀǎȊǳƭ ŀ ƪǀȊǎȊƻƭƎłƭǘŀǘłǎƻƪΣ ƛƭƭŜǘǾŜ ŦƻǊ-ǇǊƻŦƛǘ ǾłƭƭŀƭƪƻȊłǎƻƪ łƭǘŀƭ ƪƛŜƭŞƎƝǘŜǘƭŜƴΣ ǾŀƎȅ ǊŞǎȊōŜƴ 

ƪƛŜƭŞƎƝǘŜǘƭŜƴ ǘłǊǎŀŘŀƭƳƛ ǎȊǸƪǎŞƎƭŜǘŜƪǊŜ (Defourny ς Nyssens, 2010b). A terminusra a 

ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ƪƛŦŜƧŜȊŞǎ ƳŜƭƭŜǘǘ ŀ ƪǀȊǀǎǎŞƎƛ ǾłƭƭŀƭƪƻȊłǎΣ ǎȊƻŎƛłƭƛǎ ǾłƭƭŀƭƪƻȊłǎΣ ƘƛōǊƛŘ 

ǎȊŜǊǾŜȊŜǘ ƪƛŦŜƧŜȊŞǎŜƪ ƛǎ ƘŀǎȊƴłƭŀǘƻǎŀƪ ŀ ǎȊŀƪƛǊƻŘŀƭƻƳōŀƴ (Battilana et al., 2012; Haigh ς 

IƻŦŦƳŀƴΣ нлмпΤ aƛƘłƭȅ, 2017). 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŦŜƧƭŜǎȊǘŞǎŞǊŜ ƛǊłƴȅǳƭƽ ǇǊƻƎǊŀƳƻƪ ƎȅŀǊŀǇƻŘłǎłǾŀƭ ƳŜƎƧŜƭŜƴǘ ŀȊ 

ƛƎŞƴȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ŦƻƎŀƭƳłƴŀƪ Ǉƻƴǘƻǎ ŘŜŦƛƴƛłƭłǎłǊŀ (Defourny ς Nyssens, 2010b), 

a szakirodalomban jelŜƴƭŜƎ ǎȊłƳƻǎΣ ǊŜƎƛƻƴłƭƛǎŀƴ ƛǎ ŜƭǘŞǊǃ ŘŜŦƛƴƝŎƛƽ ƭŞǘŜȊƛƪ (Bacq ς Janssen, 

нлммΤ aƛƘłƭȅΣ нлмтΤ {ŀǎǘǊŜ-/ŀǎǘƛƭƭƻ Ŝǘ ŀƭΦΣ нлмрύ όмΦ ǘłōƭłȊŀǘύΦ aƛƴŘŜƴ ƳŜƎƪǀȊŜƭƝǘŞǎ ŜǎŜǘŞōŜƴ 

ƛƎŀȊΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ŜƭǎǃŘƭŜƎŜǎ ŎŞƭƧŀ ƴŜƳ ŀ ǇǊƻŦƛǘƳŀȄƛƳŀƭƛȊłƭłǎΣ ƘŀƴŜƳ 

αǘłǊǎŀŘŀƭƳƛ ŞǊǘŞƪŜǘέ ǘŜǊŜƳǘŜƴƛΣ ŜƎȅ ƪǀȊǀǎǎŞƎκŎǎƻǇƻǊǘ ŞǊŘŜƪŜƛǘ ǎȊƻƭƎłƭƴƛΣ Şǎ ŜȊ ŀ ŎŞƭ ŜȄǇƭƛŎƛǘ 

ƳŜƎƧŜƭŜƴƛƪ ŀ ǾłƭƭŀƭƪƻȊłǎ ƪǸƭŘŜǘŞǎŞōŜƴ (BIS, 2011; Blackburn ς Ram, 2006; Borzaga et al., 

2012; Dees, 2001; Defourny ς bȅǎǎŜƴǎΣ нлмлŀΤ нлмлōΤ 9ǳǊƽǇŀƛ .ƛȊƻǘǘǎłƎΣ нлмоΤ tŜǘƘŜǃΣ нллфύΦ 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ǘŜƘłǘ ƴŜƳ ƳłǎΣ Ƴƛƴǘ αƧƽǘ ǘŜƴƴƛ ǇŞƴȊǸƎȅƛƭŜƎ ŦŜƴƴǘŀǊǘƘŀǘƽ ƳƽŘƽƴέ 

(Zahra et al., 2009, 521). 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜƎȅǊŜ Ŧƻƴǘƻǎŀōō ǎȊŜǊŜǇŜǘ ǘǀƭǘŜƴŜƪ ōŜ ŀȊ 9ǳǊƽǇŀƛ ¦ƴƛƽ 

ƎŀȊŘŀǎłƎłōŀƴΥ ŀȊ ŀƪǘƝǾ ƴŞǇŜǎǎŞƎ пΣр҈-łǘΣ ǘǀōō Ƴƛƴǘ мм Ƴƛƭƭƛƽ ŜƳōŜǊǘ ŦƻƎƭŀƭƪƻȊǘŀǘƴŀƪΣ Şǎ ŀȊ 

¦ƴƛƽ D5t-ƧŞƴŜƪ мл҈-łǘ łƭƭƝǘƧłƪ Ŝƭǃ ό{ȊǼŎǎƴŞ aŀǊƪƻǾƛŎǎ ς {ŀǎǾłǊƛΣ нлмрύΦ {ȊŜǊǾŜȊŜǘƛ ŦƻǊƳłƛƪŀǘ 

ǘŜƪƛƴǘǾŜ ǎƻƪŦŞƭŞƪ ƭŜƘŜǘƴŜƪ, ƳƛƴŘ ƻǊǎȊłƎƻƪ ƪǀȊǀǘǘΣ ƳƛƴŘ ǇŜŘƛƎ ƻǊǎȊłƎƻƪƻƴ ōŜƭǸƭ (Defourny ς 

Nyssens, 2010b; Haigh ς Hoffman, 2014). ¢łǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ ōłǊƳƛƭȅŜƴ ǘƝǇǳǎǵ ǎȊŜǊǾŜȊŜǘ 

ƭŜƘŜǘΣ Ƙŀ Ǿŀƴ ǘłǊǎŀŘŀƭƳƛ ƪǸƭŘŜǘŞǎŜ Şǎ ƪƛƳǳǘŀǘƘŀǘƽ ǘłǊǎŀŘŀƭƳƛ ƘŀǘłǎŀΣ ǾŀƭŀƳƛƴǘ ŀ ǇƛŀŎǊƽƭΣ 

ŞǊǘŞƪŜǎƝǘŞǎōǃƭ ǾŀƎȅ ǎȊƻƭƎłƭǘŀǘłǎƴȅǵƧǘłǎōƽƭ ǎȊłǊƳŀȊƽ ōŜǾŞǘŜƭŜΦ ! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎ 

ƳǼƪǀŘƘŜǘ ŦƻǊ-profiǘ ǎȊŜǊǾŜȊŜǘƛ ŦƻǊƳłōŀƴ ƛǎΣ Ƙŀ Ǿŀƴ ƪƛƳǳǘŀǘƘŀǘƽ ǘłǊǎŀŘŀƭƳƛ Ƙŀǘłǎŀ (G. Fekete 

et al. 2017). 
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1Φ ǘłōƭłȊŀǘΥ ! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŘŜŦƛƴƝŎƛƽƛƴŀƪ Ŧǃōō ŜƭŜƳŜƛ6 

Borzaga et 
al. 2012 

!ǳǘƻƴƽƳ ǎȊŜǊǾŜȊŜǘŜƪΣ ŀƳŜƭȅŜƪ ƘŀǎȊƴŀƛǘ ŀȊ ŜƎŞǎȊ ƪǀȊǀǎǎŞƎ ŞƭǾŜȊƛΦ #ƭƭŀƳǇƻƭƎłǊƻƪ ŜƎȅ 
ŎǎƻǇƻǊǘƧłƴŀƪ ǘǳƭŀƧŘƻƴłōŀƴ Şǎ ƛǊłƴȅƝǘłǎŀ ŀƭŀǘǘ łƭƭΣ ŀ ǇǊƻŦƛǘŜƭƻǎȊǘłǎ ƪƻǊƭłǘƻȊǾŀ ǾŀƴΦ ! 
ƎŀȊŘŀǎłƎƛ Şǎ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƻƪ ǘŀƭłƭƪƻȊłǎŀΦ 

Roh 2016 DŀȊŘŀǎłƎƛ ǘŜǾŞƪŜƴȅǎŞƎŜǘ Ŧƻƭȅǘŀǘƴŀƪ ōŜǾŞǘŜƭŜƛƪ ƴǀǾŜƭŞǎŜ Şǎ ǘłǊǎŀŘŀƭƳƛ ƪǸƭŘŜǘŞǎǸƪ 
ǘƻǾłōōŦŜƧƭŜǎȊǘŞǎŜ ŞǊŘŜƪŞōŜƴΦ 

9ǳǊƽǇŀƛ 
.ƛȊƻǘǘǎłƎ 
2013 

YƻƳōƛƴłƭƧłƪ ŀ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƻƪŀǘ ŀ ǾłƭƭŀƭƪƻȊƽƛ ƭŞǘǘŜƭΦ ! ƪǀȊǀǎǎŞƎ ŞǊŘŜƪŜƛǘ ǎȊƻƭƎłƭƧłƪΣ 
Şǎ ƴŜƳ ŀ ǇǊƻŦƛǘ ƳŀȄƛƳŀƭƛȊłƭłǎǊŀ ǘǀǊŜƪǎȊŜƴŜƪΣ ƎȅŀƪǊŀƴ ƛƴƴƻǾŀǘƝǾ ǘŜǊƳŞǎȊŜǘǼŜƪΦ 

Blackburn 
ς Ram 
2006 

bŜƳ ǇǊƻŦƛǘƻǊƛŜƴǘłƭǘ ǎȊŜǊǾŜȊŜǘŜƪΣ ŀƳŜƭȅŜƪ ǊŜƴŘŜƭƪŜȊƴŜƪ ƎŀȊŘŀǎłƎƛ ŎŞƭƻƪƪŀƭΣ ƳƛƪǀȊōŜƴ 
ƛƴƴƻǾŀǘƝǾ ƳŜƎƻƭŘłǎǘ ƪƝƴłƭƴŀƪ ŀ ǘłǊǎŀŘŀƭƳƛ ƪƛǊŜƪŜǎȊǘŜǘǘǎŞƎǊŜ Şǎ ƳǳƴƪŀƴŞƭƪǸƭƛǎŞƎǊŜΦ 

NESsT7 ! ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƪ ǇŞƴȊǸƎȅƛƭŜƎ ŦŜƴƴǘŀǊǘƘŀǘƽΣ ƛƴƴƻǾŀǘƝǾ ƳŜƎƻƭŘłǎłǊŀ Ƨǀǘǘ ƭŞǘǊŜΦ 
! ǎȊŜǊǾŜȊŜǘ ǇŞƴȊǸƎȅƛ ŦŜƴƴǘŀǊǘƘŀǘƽǎłƎłƴŀƪ ƧŀǾƝǘłǎłƴ ǘǵƭ ŎŞƭƧŀ ƧŜƭŜƴǘǃǎ ǘłǊǎŀŘŀƭƳƛ 
Ƙŀǘłǎ ƪƛŦŜƧǘŞǎŜΣ ŦƻƭȅŀƳŀǘƻǎŀƴΣ ŦŜƭŜƭǃǎ ƳƽŘƻƴ Şǎ ƳŀƎŀǎ ǎȊƝƴǾƻƴŀƭƻƴ ƴȅǵƧǘƻǘǘ ǘŜǊƳŞƪŜƪ 
Şǎ ǎȊƻƭƎłƭǘŀǘłǎƻƪ ŞǊǘŞƪŜǎƝǘŞǎŞƴ ƪŜǊŜǎȊǘǸƭΦ 

EMES8 
European 
Research 
Network 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǊƛǘŞriumai (Defourny-Nyssens, 2010b): 
DŀȊŘŀǎłƎƛ ŘƛƳŜƴȊƛƽƪΥ CƻƭȅŀƳŀǘƻǎ ǘŜǊƳŞƪΣ ǾŀƎȅ ǎȊƻƭƎłƭǘŀǘłǎŞǊǘŞƪŜǎƝǘŞǎΤ ƳŀƎŀǎ Ŧƻƪǵ 
ŦǸƎƎŜǘƭŜƴǎŞƎΤ ƳŜƎƘŀǘłǊƻȊƽ ǎȊƛƴǘǼ ƎŀȊŘŀǎłƎƛ ƪƻŎƪłȊŀǘΤ ƳƛƴƛƳłƭƛǎ ŦƛȊŜǘŜǘǘ ƳǳƴƪŀŜǊǃ 
{ȊƻŎƛłƭƛǎ ŘƛƳŜƴȊƛƽƪΥ ŜȄǇƭƛŎƛǘ ƪǀȊǀǎǎŞƎŜǘ ŞǊƛƴǘǃ ŎŞƭΤ łƭƭŀƳǇƻƭƎłǊƻƪ łƭǘŀƭƛ 
ƪŜȊŘŜƳŞƴȅŜȊŞǎΤ ŀ ŘǀƴǘŞǎƛ ƳŜŎƘŀƴƛȊƳǳǎ ƴŜƳ ŀ ƪŀǇǘŀƭƛǎǘŀ ŘǀƴǘŞǎƛ ƳŜŎƘŀƴƛȊƳǳǎ 
ƳƽŘǎȊŜǊŞƴ ŀƭŀǇǎȊƛƪΤ ǊŞǎȊǾŞǘŜƭƛ ƧŜƭƭŜƎΤ ƭƛƳƛǘłƭǘ ǇǊƻŦƛǘŜƭƻǎȊǘłǎ 

CƻǊǊłǎΥ sŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ .ƭŀŎƪōǳǊƴ ς Ram, 2006; Borzaga et al., 2012; Defourny ς Nyssens, 2010b; 

9ǳǊƽǇŀƛ .ƛȊƻǘǘǎłƎ, 2013; Roh, нлмсΤ Şǎ ¢ƽǘƘ Ŝǘ ŀƭΦΣ нлмм ŀƭŀǇƧłƴ 

5ŜŦƻǳǊƴȅ Şǎ bȅǎǎŜƴǎ όнлмтύ ǎȊŜǊƛƴǘ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƴŞƎȅ ƪǸƭǀƴōǀȊǃ ǘƝǇǳǎŀ 

ƪǸƭǀƴƝǘƘŜǘǃ Ŝƭ όмΦ łōǊŀύΦ ! ƳƻŘŜƭƭ ƘłǊƻƳ ŀƭŀǇǾŜǘǃ ŞǊŘŜƪ ƳŜƴǘŞƴ όłƭǘŀƭłƴƻǎΣ ƪǀƭŎǎǀƴǀǎΣ ǘǃƪŜύ 

ŦŜƭłƭƭƝǘƻǘǘ ǘǊƛŀƴƎǳƭǳƳōŀƴ ƘŜƭȅŜȊƛ Ŝƭ ŀ ƧŜƭƭŜƳȊǃ ƛƴǘŞȊƳŞƴȅŜƪŜǘ όƛƴǎǘƛǘǳǘƛƻƴŀƭ ǘǊŀƧŜŎǘƻǊƛŜǎύ Şǎ 

ǎȊłǊƳŀȊǘŀǘƧŀ ŀȊƻƪōƽƭ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘΦ ! ƳƻŘŜƭƭ ŀ ǎȊŜǊǾŜȊŜǘŜƪǊŜ ƧŜƭƭŜƳȊǃ 

ŜǊǃŦƻǊǊłǎƻƪŀǘ ƛǎ ǘŀǊǘŀƭƳŀȊȊŀΦ 9 ǎȊŜǊƛƴǘ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ǘƝǇǳǎŀƛ ŀ ƪǀǾŜǘƪŜȊǃŜƪ 

(Defourny-Nyssens, 2017):  

                                                      

6 !Ȋ ǀǎǎȊŜƎȅǼƧǘǀǘǘ ŘŜŦƛƴƝŎƛƽƪ ŀ ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƪ ƳŜƎƻƭŘłǎłǊŀ ƭŞǘǊŜƧǀǘǘ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ ƴŜǾŜȊƛƪ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƴŀƪΦ 

!Ȋ ŜƭǎǃǎƻǊōŀƴ ƪǀǊƴȅŜȊŜǘƛ ŎŞƭƭŀƭ ƭŞǘǊŜƧǀǘǘ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ ŎǎǳǇłƴ ŜƎȅΣ ŀȊ 9ǳǊƽǇŀƛ .ƛȊƻǘǘǎłƎ όнлмоύ ŘŜŦƛƴƝŎƛƽƧŀ ǎƻǊƻƭƧŀ 
ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǀȊŞΦ 

7 A NESSt a Nonprofit Enterprise and Self-{ǳǎǘŀƛƴŀōƛƭƛǘȅ ¢ŜŀƳ ǊǀǾƛŘƝǘŞǎŜΦ ! ƴŜƳȊŜǘƪǀȊƛ ǎȊŜǊǾŜȊŜǘ ǇŞƴȊǸƎȅƛ ǘłƳƻƎŀǘłǎǘ Şǎ 
ǎȊŜǊǾŜȊŜǘŦŜƧƭŜǎȊǘŞǎƛ ǘŀƴłŎǎŀŘłǎǘ Şǎ ƪŞǇȊŞǎǘ ƴȅǵƧǘ ŦŜƴƴǘŀǊǘƘŀǘƽ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ǎȊłƳłǊ (G. Fekete et al., 2017). 

8 Az EMES aȊ 9aŜǊƎŜƴŎŜ ŘŜǎ 9ƴǘŜǊǇǊƛǎŜǎ {ƻŎƛŀƭŜǎ Ŝƴ 9ǳǊƻǇŜ ǊǀǾƛŘƝǘŞǎŜ (Defourny ς Nyssens, 2010a). !Ȋ 9a9{ ŀȊ 9ǳǊƽǇŀƛ 
¦ƴƛƽ ŦƛƴŀƴǎȊƝǊƻȊłǎłōŀƴΣ мффс Şǎ нллл ƪǀȊǀǘǘ ƳŜƎǾŀƭƽǎǳƭƽ ǇǊƻƧŜƪǘ ǾƻƭǘΣ ŀȊ ŀƪƪƻǊƛ мр ǘŀƎłƭƭŀƳ ōŜǾƻƴłǎłǾŀƭΦ ! ǇǊƻƧŜƪǘ ŎŞƭƧŀ ŀ 
ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳŜƎŞǊǘŞǎŜ ǾƻƭǘΦ ! ƪǳǘŀǘłǎ ǎƻǊłƴ ƴŜƳ ƘŀǘłǊƻȊǘŀƪ ƳŜƎ ƻƭȅŀƴ ƛƴŘƛƪłǘƻǊǊŜƴŘǎȊŜǊǘΣ ŀƳƛ ŜƎȅŞǊǘŜƭƳǼŜƴ 
ƭŜƘŀǘłǊƻƭƧŀΣ ƳŜƭȅ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳƛƴǃǎǸƭƴŜƪ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƴŀƪΦ 9Ǝȅ ƛŘŜłƭǘƝǇǳǎǘ ŘŜŦƛƴƛłƭǘŀƪΣ ŀƳƛ ǎŜƎƝǘ ŀ ƪǳǘŀǘƽƪƴŀƪ 
ǇƻȊƝŎƛƻƴłƭƴƛ ƳŀƎǳƪŀǘ αŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƎŀƭŀȄƛǎłōŀƴέ (Defourny ς Nyssens, 2010b). 
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- ±łƭƭŀƭƪƻȊƽ ƴƻƴ-ǇǊƻŦƛǘ ǎȊŜǊǾŜȊŜǘŜƪΥ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƧǳƪ ŜƭŞǊŞǎŞǘ ǘłƳƻƎŀǘŀƴŘƽΣ ŀ ōŜǾŞǘŜƭŜƪ 

όłƭƭŀƳƛ ŦƻǊǊłǎƻƪΣ ǘłƳƻƎŀǘłǎƻƪ ǎǘōΦύ ƪƛŜƎŞǎȊƝǘŞǎŜ ŎŞƭƧłōƽƭ ǾłƭƭŀƭƪƻȊƽƛ ǘŜǾŞƪŜƴȅǎŞƎŜǘ 

Ŧƻƭȅǘŀǘƽ ƴƻƴ-profit szervezetek. 

- {ȊƻŎƛłƭƛǎ ǎȊǀǾŜǘƪŜȊŜǘŜƪΥ ǾŀƭŀƳƛƭȅŜƴ ǘłǊǎŀŘŀƭƳƛ ŎŞƭǘ ǘłƳƻƎŀǘƽΣ ŀ ǘŀƎƻƪ ǘǳƭŀƧŘƻƴłōŀƴ łƭƭƽ 

Şǎ łƭǘŀƭǳƪ ŘŜƳƻƪǊŀǘƛƪǳǎ ƳƽŘƻƴ ƛǊłƴȅƝǘƻǘǘ ǎȊŜǊǾŜȊŜǘΦ 

- For-ǇǊƻŦƛǘ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪΥ ŜƭǎǃŘƭŜƎŜǎŜƴ ǘłǊǎŀŘŀƭƳƛ ŎŞƭ łƭǘŀƭ ǾŜȊŞǊŜƭǘΣ ŦƻǊ-profit 

ŦƻǊƳłōŀƴΣ ǸȊƭŜǘƛ ŀƭŀǇƻƴ ƳǼƪǀŘǃ ǎȊŜǊǾŜȊŜǘŜƪΦ 

- #ƭƭŀƳƛ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪΥ ƪǀƭǘǎŞƎŎǎǀƪƪŜƴǘŞǎ ŎŞƭƧłōƽƭ ƪƛǎȊŜǊǾŜȊŜǘǘΣ ǎȊƻŎƛłƭƛǎ 

ƧŜƭƭŜƎǼΣ łƭƭŀƳƛ ŦŜƭŀŘŀǘƻƪ Ŝƭƭłǘłǎłǘ ǎȊƻƭƎłƭƽ ǾłƭƭŀƭƪƻȊłǎƻƪ όαƪǀȊǀǎǎŞƎƛ ǎǇƛƴ-ƻŦŦέύ (Defourny 

ς Nyssens, 2017, 2 486). 

3Φ łōǊŀΥ ! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƛƴǘŞȊƳŞƴȅŜƪōǃƭ όƛƴǎǘƛǘǳǘƛƻƴŀƭ ǘǊŀƧŜŎǘƻǊƛŜǎύ ǎȊłǊƳŀȊǘŀǘƻǘǘ 

ǘƝǇǳǎŀƛ 

 

CƻǊǊłǎΥ sŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 5ŜŦƻǳǊƴȅ ς Nyssens, нлмт ŀƭŀǇƧłƴ 

! ŦŜƴǘƛŜƪ ŀƭŀǇƧłƴ ƧŜƭŜƴ ǘŀƴǳƭƳłƴȅōŀƴ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƴŀƪ ǘŜƪƛƴǘƧǸƪ ŀȊƻƪŀǘ ŀ 

ǾłƭƭŀƭƪƻȊłǎƻƪŀǘΣ ŀƳŜƭȅ ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳłƪ ǇŞƴȊǸƎȅƛƭŜƎ ŦŜƴƴǘŀǊǘƘŀǘƽ ƳŜƎƻƭŘłǎłǊŀ ƧǀǘǘŜƪ 

ƭŞǘǊŜΣ ǾŀƎȅ ŀƭŀƪǳƭǘŀƪ łǘ ŜǊǊŜ ŀ ŎŞƭǊŀΦ 
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 ¢m..9{ 9[Ym¢9[9½p5;{.p[ C!Y!5j C9{½«[¢{;D9Y ! ¢#w{!5![aL ±#[[![Yh½#{hY 

a¯Ym5;{;.9b 

! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪŀǇŎǎłƴ ŀȊ ŜƳǇƛǊƛƪǳǎ ƪǳǘŀǘłǎƻƪ ŜƎȅ-ƪŞǘ ƪƛǾŞǘŜƭǘǃƭ (Lizuka et al. 

2015, Mason ς Doherty 2016) ŜƭǘŜƪƛƴǘǾŜ ƎȅŀƪƻǊƭŀǘƛƭŀƎ ƘƛłƴȅƻȊƴŀƪΣ Ƙƻƭƻǘǘ ŦŜƭǘŞǘŜƭŜȊƘŜǘƧǸƪΣ 

ƘƻƎȅ ŜȊŜƪ ŜǎŜǘŞōŜƴ ŀ ƳǼƪǀŘŞǎ ǎƻǊłƴ ŀ ŦŜǎȊǸƭǘǎŞƎŜƪ ŦƻƪƻȊƻǘǘŀƴ ƧŜƭŜƴǘƪŜȊƴŜƪ ŀ Ǿłƭƭŀƭŀǘƛ 

ƴȅŜǊŜǎŞƎ ǘŜǊƳŜƭŞǎŞǊŜ Şǎ ǘłǊǎŀŘŀƭƳƛ ŞǊŘŜƪŜƪ ǎȊƻƭƎłƭŀǘłǊŀ (Roh, 2016) Ǿŀƭƽ ǇłǊƘǳȊŀƳƻǎ 

ǘǀǊŜƪǾŞǎ ƪǀǾŜǘƪŜȊǘŞōŜƴΦ ! ƪƻƴŎŜǇŎƛƽ ƝƎȅ ŜƎȅ αŜƭƭŜƴǘŞǘŜǎ ŞǊǘŞƪŜƪ ƪǀȊǀǘǘƛ ƘłȊŀǎǎłƎƪŞƴǘέ 

ŦƻƎƘŀǘƽ ŦŜƭ (Zahra et al., 2009, 527)Σ ƳŜƭȅƴŜƪ ƪǀǾŜǘƪŜȊǘŞōŜƴ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪƴŀƪ 

ƳǼƪǀŘŞǎǸƪ ǎƻǊłƴ ǎȊłƳƻǎ ŦŜǎȊǸƭǘǎŞƎƎŜƭ Şǎ Ŝǘƛƪŀƛ ƪƛƘƝǾłǎǎŀƭ ƪŜƭƭ ǎȊŜƳōŜƴŞȊƴƛǸƪ (Smith et al. 

2013). ałǎ ǎȊƽǾŀƭΥ ƳƛǾŜƭ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŎŞƭƧŀ ǎȊƻŎƛłƭƛǎ ǇǊƻōƭŞƳłƪ ƭŜƪǸȊŘŞǎŜ ǸȊƭŜǘƛ 

ƳŜƎƻƭŘłǎƻƪƻƴ ƪŜǊŜǎȊǘǸƭΣ ŀȊ ŜƎȅƳłǎǎŀƭ ŜƭƭŜƴǘŞǘŜǎ ƛǊłƴȅǵ ǘǀǊŜƪǾŞǎŜƪ ǸǘƪǀȊŞǎŜΣ ŀȊ 

ƛƴƪƻƴȊƛǎȊǘŜƴǎ ŎŞƭƻƪΣ ƴƻǊƳłƪ Şǎ ŞǊǘŞƪŜƪ ƧŜƭŜƴƭŞǘŜ ŀ ƳǼƪǀŘŞǎǸƪ ǎƻǊłƴ ǇƻǘŜƴŎƛłƭƛǎŀƴ ǎȊłƳƻǎ 

ŦŜǎȊǸƭǘǎŞƎŜǘ Şǎ ŘƛƭŜƳƳłǘ ŜǊŜŘƳŞƴȅŜȊƴŜƪ (Zahra et al., 2009).  

CŜǎȊǸƭǘǎŞƎ ŀƭŀǘǘ ŀȊƻƪŀǘ ŀ ŘƛƭŜƳƳłƪŀǘ ŞǊǘƧǸƪΣ ŀƳŜƭȅŜƪ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳǼƪǀŘŞǎŜ 

ǎƻǊłƴ ƧŜƭŜƴǘƪŜȊƴŜƪΣ ŀ ƪŜǘǘǃǎ όƎŀȊŘŀǎłƎƛ Şǎ ǘłǊǎŀŘŀƭƳƛύ ŜƭƪǀǘŜƭŜȊǃŘŞǎΣ ŀȊ ŜƎȅƳłǎǎŀƭ ŜƭƭŜƴǘŞǘŜǎ 

ƛǊłƴȅǵ ǘǀǊŜƪǾŞǎŜƪ ǸǘƪǀȊŞǎŜΣ ŀ ǇƻǘŜƴŎƛłƭƛǎŀƴ ŜƎȅƳłǎǎŀƭ ǀǎǎȊŜ ƴŜƳ ŜƎȅŜȊǘŜǘƘŜǘǃΣ ŜƎȅǎȊŜǊǊŜ 

ƳŜƎ ƴŜƳ ǾŀƭƽǎƝǘƘŀǘƽ ŎŞƭƻƪΣ ƴƻǊƳłƪ Şǎ ŞǊǘŞƪŜƪ ŜǊŜŘƳŞƴȅŜƪŞǇǇŜƴ ό{ƳƛǘƘ Ŝǘ ŀƭΦΣ нлмоΣ ½ŀƘǊŀ 

et al., 2009). 

{ƳƛǘƘ Şǎ ǎȊŜǊȊǃǘłǊǎŀƛ όнлмоύ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳǼƪǀŘŞǎŞōŜƴ ƧŜƭŜƴǘƪŜȊǃΣ ƪŜǘǘǃǎ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎŞōǃƭ ǎȊłǊƳŀȊƽ ŦŜǎȊǸƭǘǎŞƎŜƪŜǘ ƴŞƎȅ ŎǎƻǇƻǊǘǊŀ ƻǎȊǘƻǘǘłƪΥ ǘŜƭƧŜǎƝǘƳŞƴȅƘŜȊ 

ƪŀǇŎǎƻƭƽŘƽ ŦŜǎȊǸƭǘǎŞƎŜƪ όtŜǊŦƻǊƳƛƴƎ ¢ŜƴǎƛƻƴǎύΣ ǎȊŜǊǾŜȊŞǎƛ ŦŜǎȊǸƭǘǎŞƎŜƪ όhǊƎŀƴƛȊƛƴƎ ¢ŜƴǎƻƴǎύΣ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎƘŜȊ ƪŀǇŎǎƻƭƽŘƽ ŦŜǎȊǸƭǘǎŞƎŜƪ ό.ŜƭƻƴƎƛƴƎ ¢Ŝƴǎƛƻƴǎύ Şǎ ƛŘǃƘƻǊƛȊƻƴǘƻƪƘƻȊ 

ƪŀǇŎǎƻƭƽŘƽ ŦŜǎȊǸƭǘǎŞƎŜƪ ό[ŜŀǊƴƛƴƎ ¢Ŝƴǎƛƻƴǎύ όнΦ ǘłōƭłȊŀǘύΦ 

! ƴŜƳȊŜǘƪǀȊƛ ǎȊŀƪƛǊƻŘŀƭƻƳ ŀȊ ŜƎȅǎȊŜǊǊŜ ƎŀȊŘŀǎłƎƛ Şǎ ǘłǊǎŀŘŀƭƳƛ ƪǸƭŘŜǘŞǎ ƪŜǘǘǃǎǎŞƎŞǘ 

αŘƻǳōƭŜ ōƻǘǘƻƳ ƭƛƴŜέ ƪƛŦŜƧŜȊŞǎǎŜƭ ƧŜƭȊƛ (Zahra et al., 2009; Battilana et al., 2012; Dart, 2004; 

Harding, 2004). IŀōłǊ ŀ ǎȊŀƪƛǊƻŘŀƭƻƳ ƧŜƭƭŜƳȊǃŜƴ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳǼƪǀŘŞǎŞōŜƴ 

ƧŜƭƭŜƳȊǃ ƪŜǘǘǃǎ ŜƭƪǀǘŜƭŜȊǃŘŞǎǘ ŜƳŜƭƛ ƪƛ Şǎ ƘŀǘłǊƻȊȊŀ ƳŜƎ ŀȊǘ ƎŀȊŘŀǎłƎƛ-ǘłǊǎŀŘŀƭƳƛ 

ŘƛƳŜƴȊƛƽƪōŀƴΣ Ŧƻƴǘƻǎ ǎȊŜƳǇƻƴǘƻƪŀǘ ƪŞǇǾƛǎŜƭƘŜǘƴŜƪ ŀ ƪǀǊƴȅŜȊŜǘƛ ŘƛƳŜƴȊƛƽƪ ƳŜƴǘŞƴ 

ŦŜƭƳŜǊǸƭǃ ŘƛƭŜƳƳłƪ ƛǎ (Norman ς McDonald, 2004). 9ȊŞǊǘ ŞǊŘŜƳŜǎ ƭŜƘŜǘ ƪƛǘŜǊƧŜǎȊǘŜƴƛ ŀ 
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ƪŜǘǘǃǎ ŜƭƪǀǘŜƭŜȊǃŘŞǎ ƎƻƴŘƻƭŀǘłǘ ŀ ƘłǊƳŀǎΣ ƎŀȊŘŀǎłƎƛ-Σ ǘłǊǎŀŘŀƭƳƛ-Σ ƪǀǊƴȅŜȊŜǘƛ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎǊŜ όǘǊƛǇƭŜ ōƻǘǘƻƳ ƭƛƴŜύ (Savitz, 2013). 

нΦ ǘłōƭłȊŀǘΥ ! ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƳǼƪǀŘŞǎŜ ǎƻǊłƴ ƧŜƭŜƴǘƪŜȊǃ ǇƻǘŜƴŎƛłƭƛǎ ŦŜǎȊǸƭǘǎŞƎŜƪΣ ŀ 

ǾƻƴŀǘƪƻȊƽ ǘłǊǎŀŘŀƭƳƛ Şǎ ƎŀȊŘŀǎłƎƛ ŘƛƳŜƴȊƛƽƪ Şǎ ƭŜƎŦƻƴǘƻǎŀōō ƪŞǊŘŞǎŜƪ 

 ¢łǊǎŀŘŀƭƳƛ ƪǸƭŘŜǘŞǎ 
ŘƛƳŜƴȊƛƽƧŀ 

«ȊƭŜǘƛ ŎŞƭƻƪ ŘƛƳŜƴȊƛƽƧŀ WŜƭŜƴǘƪŜȊǃ ŦŜǎȊǸƭǘǎŞƎŜƪ 

¢ŜƭƧŜǎƝǘƳŞƴȅƘŜȊ 
ƪŀǇŎǎƻƭƽŘƽ 
ŦŜǎȊǸƭǘǎŞƎŜƪ 

- ;ǊƛƴǘŜǘǘŜƪ ǎȊŞƭŜǎ ƪǀǊŞƴŜƪ 
ŎŞƭƧŀƛƴŀƪ ǸǘƪǀȊŞǎŜ 
- !Ȋ ŜǊŜŘƳŞƴȅŜƪ 
ǎȊǳōƧŜƪǘƝǾŜƪΣ ƴŜƘŜȊŜƴ 
ƳŞǊƘŜǘǃŜƪ 

- ;ǊƛƴǘŜǘǘŜƪ ǎȊǼƪŜōō 
ƪǀǊŞƴŜƪ ƧŜƭŜƴƴŜƪ ƳŜƎ ŀ 
ŎŞƭƧŀƛ 
- hōƧŜƪǘƝǾŜƴ ƳŞǊƘŜǘǃ 
ŜǊŜŘƳŞƴȅŜƪ 

- {ƛƪŜǊ ŘŜŦƛƴƛłƭƘŀǘƽǎłƎŀΣ 
ƎŀȊŘŀǎłƎƛ Şǎ ǘłǊǎŀŘŀƭƳƛ ŎŞƭƻƪ 
ƳŞǊƘŜǘǃǎŞge 
- ! ƎŀȊŘŀǎłƎƛ Şǎ ǘłǊǎŀŘŀƭƳƛ 
ŎŞƭƻƪ ŜƎȅǸǘǘŜǎ 
ǘłƳƻƎŀǘƘŀǘƽǎłƎŀ 

{ȊŜǊǾŜȊŞǎƛ 
ŦŜǎȊǸƭǘǎŞƎŜƪ 

- ! ǘłǊǎŀŘŀƭƳƛ ƪǸƭŘŜǘŞǎ 
ŜƭŞǊŞǎŞƘŜȊ ǎȊǸƪǎŞƎŜǎ 
ƪŞǇŜǎǎŞƎŜƪƪŜƭ ǊŜƴŘŜƭƪŜȊǃΣ 
ǾŀƎȅ ƘłǘǊłƴȅƻǎ ƘŜƭȅȊŜǘǼ 
alkalmazottakat 
foglalkoztasson a szervezet 
- Non-profit szervezeti 
forma ǾłƭŀǎȊǘłǎŀ 

- ! ǎȊŜǊǾŜȊŜǘ łƭǘŀƭ 
ŀƭƪŀƭƳŀȊƻǘǘ ƳǳƴƪŀŜǊǃ 
rendelkezzen a 
ƘŀǘŞƪƻƴȅǎłƎƘƻȊ Şǎ 
ǇǊƻŦƛǘǘŜǊƳŜƭŞǎƘŜȊ 
ǎȊǸƪǎŞƎŜǎ 
ƪŞǇŜǎǎŞƎŜƪƪŜƭ 
- For-profit szervezeti 
ŦƻǊƳŀ ǾłƭŀǎȊǘłǎŀ 

- Kiket alkalmazzon a 
ǾłƭƭŀƭƪƻȊłǎΚ 
- aŜƴƴȅƛǊŜ ƪǸƭǀƴƝǘǎŜ Ŝƭ 
ŜƎȅƳłǎǘƽƭ ŀ Ǿłƭƭŀƭŀǘ ŀ 
ǘłǊǎŀŘŀƭƳƛ Şǎ ǸȊƭŜǘƛ ŎŞƭƻƪŀǘΚ 
- aƛƭȅŜƴ ǎȊŜǊǾŜȊŜǘƛ ŦƻǊƳłōŀƴ 
ƳǼƪǀŘƧǀƴ ŀ ǾłƭƭŀƭƪƻȊłǎΚ 

9ƭƪǀǘŜƭŜȊǃŘŞǎƘŜȊ 
ƪŀǇŎǎƻƭƽŘƽ 
ŦŜǎȊǸƭǘǎŞƎŜƪ 

- !Ȋ ŀƭƪŀƭƳŀȊƻǘǘŀƪ Şǎ 
ŞǊƛƴǘŜǘǘŜƪ ŜƭƪǀǘŜƭŜȊǃŘǘŜƪ ŀ 
ǘłǊǎŀŘŀƭƳƛ ŎŞƭƻƪ ƳŜƭƭŜǘǘ 

- !Ȋ ŀƭƪŀƭƳŀȊƻǘǘŀƪ Şǎ 
ŞǊƛƴǘŜǘǘŜƪ 
ŜƭƪǀǘŜƭŜȊǃŘǘŜƪ ŀ 
ƎŀȊŘŀǎłƎƛ ŎŞƭƻƪ ƳŜƭƭŜǘǘ 

- IƻƎȅŀƴ ƪŜȊŜƭƧŜ ŀ Ǿłƭƭŀƭŀǘ ŀ 
ƳǳƴƪŀǾłƭƭŀƭƽƪ ŜƎȅŜǎ ŎǎƻǇƻǊǘƧŀƛ 
ƪǀȊǀǘǘƛ ŞǊǘŞƪςƪǸƭǀƴōǎŞƎŜƪŜǘΚ 
- IƻƎȅŀƴ ƪƻƳƳǳƴƛƪłƭƧŀ ŀ 
Ǿłƭƭŀƭŀǘ ŀ ƘƛōǊƛŘΣ ǘłǊǎŀŘŀƭƳƛ-
ƎŀȊŘŀǎłƎƛ ƘƻǾŀǘŀǊǘƻȊłǎłǘΚ 

LŘǃƘƻǊƛȊƻƴǘƻƪƘƻȊ 
ƪŀǇŎǎƻƭƽŘƽ 
ŦŜǎȊǸƭǘǎŞƎŜƪ 

- ! ǘłǊǎŀŘŀƭƳƛ Ƙŀǘłǎ 
ŜƭŞǊŞǎŜ ƘƻǎǎȊǵ ǘłǾǵ 
ǇŜǊǎǇŜƪǘƝǾłǘ ƛƎŞƴȅŜƭ 
- ! ƴǀǾŜƪŜŘŞǎ ǎŜƎƝǘƘŜǘƛΣ ŘŜ 
vissza is vetheti a 
ǘłǊǎŀŘŀƭƳƛ ŜǊŜŘƳŞƴȅŜƪŜǘ 

- !Ȋ ǸȊƭŜǘƛ ŜǊŜŘƳŞƴȅŜƪ 
ǊǀǾƛŘǘłǾƻƴ ƧŜƭŜƴǘƪŜȊƴŜƪ 
- ! ǘłǊǎŀŘŀƭƳƛ ƪǸƭŘŜǘŞǎ 
visszafoghatja a 
ƴǀǾŜƪŜŘŞǎǘ 

- IƻƎȅŀƴ ƪŞǇŜǎ ŀ ǎȊŜǊǾŜȊŜǘ 
ǊǀǾƛŘ Şǎ ƘƻǎǎȊǵ ǘłǾƻƴ ƛǎ 
tervezni? 
- IƻƎȅŀƴ ƪŜȊŜƭƧŜ ŀ ƘƻǎǎȊǵ Şǎ 
ǊǀǾƛŘ ǘłǾǵ ŎŞƭƻƪ ǸǘƪǀȊŞǎŞǘΚ 

CƻǊǊłǎΥ Smith et al., 2013 

! ŦŜǎȊǸƭǘǎŞƎŜƪ ƳŜƎŞǊǘŞǎŞƘŜȊ Şǎ ŜƳǇƛǊƛƪǳǎ ƪǳǘŀǘłǎłƘƻȊΣ ƪǸƭǀƴǀǎŜƴ ŀ ǾƻƴŀǘƪƻȊƽ ŜƳǇƛǊƛƪǳǎ 

ǘŀƴǳƭƳłƴȅƻƪ ƘƛłƴȅłōŀƴΣ ǎŜƎƝǘǎŞƎŜǘ ƴȅǵƧǘƘŀǘƴŀƪ ŀ ǇŀǊŀŘƻȄƻƴ Şǎ ŞǊƛƴǘŜǘǘ ŜƭƳŞƭŜǘŜƪ. Ezek 

ƳŜƎŦŜƭŜƭǃ ƪŜǊŜǘŜǘ ōƛȊǘƻǎƝǘŀƴŀƪ ŀ ŦŜǎȊǸƭǘǎŞƎŜƪ ƪǳǘŀǘłǎłōŀƴΣ Şǎ ƳŜƎŦŜƭŜƭǃ ŀƭŀǇƻǘ ƴȅǵƧǘŀƴŀƪ ŀȊ 

egyideƧǼƭŜƎ ƧŜƭŜƴǘƪŜȊǃΣ ǾŜǊǎŜƴƎǃ ǎȊłƴŘŞƪƻƪκƛƎŞƴȅŜƪ ƳŜƎŞǊǘŞǎŞƘŜȊΣ ƳŜƭȅŜƪ ŀ paradoxon 

ŀƭŀǇƧłǳƭ ǎȊƻƭƎłƭƴŀƪ (Smith ς Lewis, 2011).  

!Ȋ ŞǊƛƴǘŜǘǘ-ŜƭƳŞƭŜǘ Ǿłƭƭŀƭŀǘƛ ŦŜƴƴǘŀǊǘƘŀǘƽǎłƎ όŎƻǊǇƻǊŀǘŜ ǎǳǎǘŀƛƴŀōƛƭƛǘȅύ ǾƻƴŀǘƪƻȊłǎłōŀƴ 

ǘǀǊǘŞƴǃ ŀƭƪŀƭƳŀȊłǎłǊŀ ƘŀȊŀƛ ǇŞƭŘłǘ ƛǎ ǘŀƭłƭǳƴƪ, a kis-Şǎ ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪ όYY±-ƪύ ǘŜǊǸƭŜǘŞƴ 
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όałƭƻǾƛŎǎΣ нлмлΤ ałƭƻǾƛŎǎ Ŝǘ ŀƭΦΣ нлммύΦ ! ƘŀȊŀƛ ƪǳǘŀǘłǎƻƪ ŀƭŀǇƧłƴ ƪƛƧŜƭŜƴǘƘŜǘǃΣ ƘƻƎȅ όмύ ŀ ƘŀȊŀƛ 

Ǿłƭƭŀƭŀǘƻƪ ƛǊłƴȅłōŀ ƪǸƭǀƴōǀȊǃ ŞǊƛƴǘŜǘǘŜƪǘǃƭ ŜƭǘŞǊǃ ŜƭǾłǊłǎƻƪ ŞǊƪŜȊƴŜƪΣ Şǎ όнύ ŀ Ŧƻƴǘƻǎŀōō 

όƴŀƎȅƻōō ōŜŦƻƭȅłǎƻƭłǎƛ ƪŞǇŜǎǎŞƎƎŜƭ ǊŜƴŘŜƭƪŜȊǃύ ŞǊƛƴǘŜǘǘŜƪ ŜƭǎǃǎƻǊōŀƴ ǇƛŀŎƛ-ǸȊƭŜǘƛ ƧŜƭƭŜƎǼΣ 

ƴŜƳ ǇŜŘƛƎ ǘłǊǎŀŘŀƭƳƛ ŞǎκǾŀƎȅ ƪǀǊƴȅŜȊŜǘƛ ŜƭǾłǊłǎƻƪŀǘ ǘłƳŀǎȊǘŀƴŀƪ ŀ ƘŀȊŀƛ YY±-ƪ ƛǊłƴȅłōŀΦ 

 m{{½9D½;{ 

¢ŀƴǳƭƳłƴȅƻƳōŀƴ ōŜƳǳǘŀǘǘŀƳ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŦƻƎŀƭƳłǘΣ ƛƭƭŜǘǾŜ ŀȊ Ŝ ǾłƭƭŀƭƪƻȊłǎi 

ŦƻǊƳŀ ǘǀōōŜǎ ŜƭƪǀǘŜƭŜȊǃŘŞǎŞōǃƭ ŦŀƪŀŘƽ ǇƻǘŜƴŎƛłƭƛǎ ŦŜǎȊǸƭǘǎŞƎŜƪŜǘΦ {ȊŀƪƛǊƻŘŀƭƳƛ 

łǘǘŜƪƛƴǘŞǎŜƳ ŀƭŀǇƧłƴ ƪƛƧŜƭŜƴǘƘŜǘǃΣ ƘƻƎȅ ōłǊ ŜƭƳŞƭŜǘƛƭŜƎ ƪǀƴƴȅŜƴ ōŜƭłǘƘŀǘƽΣ ƘƻƎȅ ŀ ǘǀōōŜǎ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎōǃƭ ŦŀƪŀŘƽ ŦŜǎȊǸƭǘǎŞƎŜƪ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪǀȊǇƻƴǘƛ ƳŜƎƘŀǘłǊƻȊƽƛΣ a 

ǾƻƴŀǘƪƻȊƽ ŜƳǇƛǊƛƪǳǎ ƪǳǘŀǘłǎƻƪ ƳƛƴŘ ƘŀȊŀƛΣ ƳƛƴŘ ƴŜƳȊŜǘƪǀȊƛ ǾƛǎȊƻƴȅƭŀǘōŀƴ ƘƛłƴȅƻȊƴŀƪΣ ŀƳƛ 

ƘłǘǊłƭǘŀǘƘŀǘƧŀ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ ǘłƳƻƎŀǘƽ ƘŀȊŀƛ Şǎ ƴŜƳȊŜǘƪǀȊƛ ǎȊŀƪǇƻƭƛǘƛƪłƪ 

ƳŜƎŦŜƭŜƭǃ ƪƛŀƭŀƪƝǘłǎłǘΦ ałǊǇŜŘƛƎ ŀ ǘǀōōŜǎ ŜƭƪǀǘŜƭŜȊǃŘŞǎōǃƭ ŦŀƪŀŘƽ ŦŜǎȊǸƭǘǎŞƎŜƪ ǇǊƻōƭŞƳłƧŀ 

ŞǇǇŜƴ ŀǊǊŀ Ƴǳǘŀǘ ǊłΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŀ ƪƻƴǾŜƴŎƛƻƴłƭƛǎ ǾłƭƭŀƭŀǘƻƪƘƻȊ ƪŞǇŜǎǘ ƛǎ 

ǎȊłƳǘŀƭŀƴ ƪƛƘƝǾłǎǎŀƭ ǘŀƭłƭƧłƪ ǎȊŜƳōŜƴ ƳŀƎǳƪŀǘ ƳǼƪǀŘŞǎǸƪ ǎƻǊłƴΦ NƎȅΣ ŀƳŜƴƴȅƛōŜƴ ŀȊǘ 

ǎȊŜǊŜǘƴŞƴƪΣ ƘƻƎȅ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŀ ƧŜƭŜƴƭŜƎƛƴŞƭ ƴŀƎȅƻōō ǎǵƭȅǘ ǘǀƭǘǎŜƴŜƪ ōŜ όŀ ƘŀȊŀƛύ 

ƎŀȊŘŀǎłƎōŀƴΣ ƳƛƴŘŜƴƪŞǇǇŜƴ ǎȊǸƪǎŞƎŜǎ ŀȊ ŜƳǇƛǊƛƪǳǎŀƴ ƳŜƎŀƭŀǇƻȊƻǘǘ ǎȊŀƪǇƻƭƛǘƛƪłƪ 

ƪƛŘƻƭƎƻȊłǎŀΣ ŀƳƛǘ ƳŜƎ ƪŜƭƭ Ŝƭǃzzǀƴ ŀ ǘǀōōŜǎ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎōǃƭ ŦŀƪŀŘƽ ŦŜǎȊǸƭǘǎŞƎŜƪ 

ǇǊƻōƭŞƳłƧłƴŀƪ ŀƭŀǇƻǎ ŜƳǇƛǊƛƪǳǎ ŦŜƭǘłǊłǎŀΦ 
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Abstract 

Sport promotes the emergence and strengthening of a number of personal attributes and 

skills during the sport socialization process. For companies, the athletic competence can be 

regarded as an essential factor, for strengthening the corporate human capital. The purpose 

of the research is to explore and to make visible how the competencies developed by the 

sport can prevail most effectively in the labor market. The method of this research - in 

addition to the secondary literature research - is a questionnaire based online survey. The 

sample of the research is given by currently active athletes over 14 years and previous 

ŀǘƘƭŜǘŜǎΦ !ǎ ŀ ǊŜǎǳƭǘ ƻŦ ǘƘŜ ǊŜǎŜŀǊŎƘ ƛǘ Ŏŀƴ ōŜ ǎǘŀǘŜŘ ǘƘŀǘ ǘƘŜ ŀǘǘŜƴǘƛƻƴ ƻƴ ŀǘƘƭŜǘŜǎΩ ǘŀƭŜƴǘ Ŏŀƴ 

be an important element of the talent management strategy of companies, because the 

ŀǘƘƭŜǘŜǎΩ ǇŜǊǎƻƴŀƭ ŀǘǘǊƛōǳǘŜǎ ŀƴŘ ǎƪƛƭƭǎ ŘŜveloped through sport activity (such as fighting 

spirit, endurance, results orientation, teamwork) are also visible in the workplaces. For 

enhancing competitiveness, these skills and personalities can be decisive factors for 

employers. 

Keywords: Athlete, Competency, Human resources, Dual career, Talent management, Human 

capital 
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ŀƭŀƪǳƭłǎłǊŀΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ŀ ǇłƭȅŀǾłƭŀǎȊǘłǎǊŀΣ ŀ ƘŜƭȅƛ ƛƴǘŞȊƳŞƴȅŜƪ - ŀ ǊŜƎƛƻƴłƭƛǎ 

ǾłƭƭŀƭƪƻȊłǎƻƪƪŀƭΣ łƎŀȊŀǘƻƪƪŀƭ ŜƎȅǸǘǘƳǼƪǀŘǾŜ - ƧŜƭŜƴǘǃǎ Ƙŀǘłǎǘ ƎȅŀƪƻǊƻƭƴŀƪΦ 

! ǇłƭȅŀǾłƭŀǎȊǘłǎƛ ŘǀƴǘŞǎƛ ŦƻƭȅŀƳŀǘ ǘǀōō ŞǾŜƴ ƪŜǊŜǎȊǘǸƭ ƛǎ ǘŀǊǘƘŀǘΣ Şǎ ōŜŦƻƭȅłǎƻƭƧŀ ŀȊ ŜƎȅŞƴƛ 

ƛƴŦƻǊƳłŎƛƽƪŜǊŜǎŞǎΣ ŀ ǎȊǸƭǃƪ ŦƻƎƭŀƭƪƻȊłǎŀΣ ƭŜƎƳŀƎŀǎŀōō ƛǎƪƻƭŀƛ ǾŞƎȊŜǘǘǎŞƎŜΣ ŀ ŎǎŀƭłŘ 

ǇłƭȅŀƻǊƛŜƴǘłŎƛƽƧŀΣ ŀ ǘŀƴłǊƻƪΣ ŀȊ ƻǎȊǘłƭȅǘłǊǎŀƪ Şǎ ŀ ōŀǊłǘƻƪ όwłƳƘłǇΣ нлмтύΦ A 

ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ Ǿŀƭƽ ŜƭƘŜƭȅŜȊƪŜŘŞǎƛ ŜǎŞƭȅŜƪ ǘŜƪƛƴǘŜǘŞōŜƴ ŀ ƳŀƎŀǎŀōō ǾŞƎȊŜǘǘǎŞƎǼŜƪ 

ŜƭǃƴȅǀǎŜōō ǇƻȊƝŎƛƽōŀƴ Ǿŀƴƴŀƪ (Somlai, 2010). włƳƘłǇ όнлмтύ ƪǳǘŀǘłǎŀ ς amely 1 731 Ƴƛƴǘłǘ 

ƴȅǵƧǘƻǘǘ ом ƛƴǘŞȊƳŞƴȅ ƪǀȊŞǇƛǎƪƻƭłǎŀƛƴŀƪ ǇłƭȅŀǾłƭŀǎȊǘłǎłǊƽƭ Şǎ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎǊŀ Ǿŀƭƽ 

ƪƛƭŞǇŞǎŞǊǃƭ ς ŀȊǘ ƳǳǘŀǘƧŀΣ ƘƻƎȅ ŀ Řƛłƪƻƪ ǘǀōōΣ Ƴƛƴǘ рл҈-a alkalmazƻǘǘƪŞƴǘ ƪŞǇȊŜƭƛ Ŝƭ ŀ ƧǀǾǃƧŞǘΣ 

23%-ŀ ŀȊ ŀƭƪŀƭƳŀȊƻǘǘƛ ǘŜƭƧŜǎ ƳǳƴƪŀƛŘǃ ƳŜƭƭŞ ŜƎȅŞō Ƴǳƴƪłǘ ƛǎ ŜƭǾłƭƭŀƭƴŀΣ ǎŀƧłǘ ǾłƭƭŀƭƪƻȊłǎōŀƴ 
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17%-ŀ ŘƻƭƎƻȊƴŀΣ ŎǎǳǇłƴ т҈ ŘƻƭƎƻȊƴŀ ǎȊŀōŀŘǵǎȊƽƪŞƴǘΦ !Ȋ ŜƭƘŜƭȅŜȊƪŜŘŞǎ ǘŜǊǸƭŜǘƛǎŞƎŞōŜƴ ос҈-

ŀ ŀ ǾłƭŀǎȊŀŘƽƪƴŀƪ ƪǸƭŦǀƭŘǀƴ ǎȊŜǊŜǘƴŜ ŜƭƘŜƭȅŜȊƪŜŘƴƛΣ ŘŜ ƧŜƭŜƴǘǃǎΣ оо҈ ŀ bȅǳƎŀǘ-dǳƴłƴǘǵƭƛ 

ǊŞƎƛƽōŀƴ ǘŜǊǾŜȊŜǘǘ ŜƭƘŜƭȅŜȊƪŜŘŞǎΣ ƳŀƧŘ ŜȊǘ .ǳŘŀǇŜǎǘ ƪǀǾŜǘƛΣ мт҈-kal. 

! ƪƻǊłōōƛ ƪǳǘŀǘłǎƻƪōŀƴ ƭłǘƘŀǘƽǾł Ǿłƭǘ (GfK, 2008; Deloitte, 2013; Deloitte, 2015; GfK 2015, 

¢ŀƳłƴŘƭ Ŝǘ ŀƭΦΣ нлмлΤ .ƻǊŘłǎ Ŝǘ ŀƭΦΣ нлмлΤ ¢ŀƳłƴŘƭ Ŝt al., 2014)Σ ƘƻƎȅ ŀ ƪǀȊŞǇƛǎƪƻƭłǎƻƪ Şǎ ŀ 

ŦŜƭǎǃƻƪǘŀǘłǎōŀƴ ǊŞǎȊǘ ǾŜǾǃ ƘŀƭƭƎŀǘƽƪ ƴŜƳ ǊŜƴŘŜƭƪŜȊƴŜƪ ǊŜłƭƛǎ ǇłƭȅŀƪŞǇǇŜƭΣ ŜƭƘŜƭȅŜȊƪŜŘŞǎƛ 

ŜǎŞƭȅŜƛƪŜǘΣ ǾłǊƘŀǘƽ ƧǀǾŜŘŜƭƳƛ ǎȊƛƴǘƧǸƪŜǘ ƳŀƎŀǎŀōōƴŀƪ ƝǘŞƭƛƪ ƳŜƎΦ 9ȊȊŜƭ ŜƭƭŜƴǘŞǘōŜƴ włƳƘłǇ 

(2017) 2012-2015-ǀǎ ƪǳǘŀǘłǎƛ ŜǊŜŘƳŞƴȅŜƛ ŀȊǘ ƳǳǘŀǘƧłƪΣ ƘƻƎȅ ŀ Ŧƛŀǘŀƭƻƪ ƳǳƴƪŀŜǊǃ-piaci 

ŜƭƪŞǇȊŜƭŞǎŜƛ ŀȊ ŜƭǃȊǃ ŜǊŜŘƳŞƴȅŜƪƘŜȊ ƪŞǇŜǎǘ ǊŜłƭƛǎŀōōŀƪΦ ! ƳǳƴƪŀŜǊǃǇƛŀŎƻƪ ƴŜƳȊŜǘƛ 

ƘŀǘłǊŀƛƴŀƪ ŜƭǘǼƴŞǎŜ ƴŜƳȊŜǘƪǀȊƛ ǾŜǊǎŜƴȅǘ ŜǊŜŘƳŞƴȅŜȊŜǘǘ όwłƳƘłǇ Ŝǘ ŀƭΦΣ нлмтύ, amelyben a 

ƘǳƳłƴ ǘǃƪŜ ǎȊŜǊŜǇŜ ŜƎȅǊŜ ŜǊǃǎŜōōŜƴ ƧŜƭenik meg.  

! ŦŜƧƭŜǘǘ ƪƻƳǇŜǘŜƴŎƛłƪ Şǎ ŀȊ ŞƭŜǘƘƻǎǎȊƻƴ łǘ ǘŀǊǘƽ ǘŀƴǳƭłǎ ǎȊǸƪǎŞƎŜǎǎŞƎŜ ŀȊ ƻƭȅŀƴ ǎǇŜŎƛłƭƛǎ 

ǘŜǊǸƭŜǘŜƪǊŜ ƛǎ ǾƻƴŀǘƪƻȊƛƪΣ Ƴƛƴǘ ǇŞƭŘłǳƭ ŀ ǎǇƻǊǘƻƭƽƛ ǎȊŜƎƳŜƴǎΣ ŀ ǘƛǇƛƪǳǎŀƴ ƪŜǘǘǃǎ ƪŀǊǊƛŜǊ ǵǘΥ ŀ 

ǎǇƻǊǘƻƭƽƛ ƪŀǊǊƛŜǊ ǾŞƎŜȊǘŞǾŜƭ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎ ŜƭǾłǊłǎŀƛƴŀƪ ƛǎ meg kell felelni. Ehhez adhat 

ŀƭŀǇƻǘ ŀ ƳŜƎƭŞǾǃΣ ŀ ǎǇƻǊǘƻƭƽƛ ǎȊƻŎƛŀƭƛȊłŎƛƽōŀƴ ƪƛŀƭŀƪǳƭǘ ƪƻƳǇŜǘŜƴŎƛłƪ ƘŀǎȊƴƻǎƝǘłǎŀΦ ! ǎǇƻǊǘ 

ǎǘǊŀǘŞƎƛŀƛ łƎŀȊŀǘΣ Şǎ ŀ ƴŜƳȊŜǘƎŀȊŘŀǎłƎǊŀ ƛǎ Ƙŀǘłǎǎŀƭ ōƝǊΦ NƎȅ ŀ ǎǇƻǊǘƻƭƽƛ ǎȊŜƎƳŜƴǎǊŜ ƛǎ 

ǾƻƴŀǘƪƻȊǘŀǘƘŀǘƽΣ Ƴƛƴǘ ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ ōłȊƛǎǊŀΣ ƘƻƎȅ ŀ ƎƭƻōŀƭƛȊłŎƛƽΣ ŀ ǘǳŘłǎŀƭŀǇǵ ƎŀȊŘŀǎłƎ 

ǘŞǊƴȅŜǊŞǎŞǾŜƭ ǵƧ ǊŜƴŘǎȊŜǊŜƪ ŞǇǸƭƴŜƪ ƪƛΣ ŜȊȊŜƭ ŜƎȅǸǘǘ ǵƧ ŜƭǾłǊłǎƻƪ ƧŜƭŜƴƴŜƪ ƳŜƎΦ bŜƳȊŜǘƪǀȊƛ 

ƪǀȊŜƎōŜƴ ǎȊǸƪǎŞƎŜǎ ƎƻƴŘƻƭƪƻȊƴƛΣ ŦŜƧƭŜǎȊǘŜƴƛ ŀ ǇƛŀŎƛ ŜǊǃŦƻǊǊłǎŀƛƴƪŀǘΦ 

1.1. wŜƎƛƻƴłƭƛǎ ǾŜǊǎŜƴȅƪŞǇŜǎǎŞƎ Şǎ ŀ Iw ƪŀǇŎǎƻƭŀǘŀ 

9Ǝȅ ǊŞƎƛƽ ǾŜǊǎŜƴȅƪŞǇŜǎǎŞƎŞōŜƴ ƳŜƎƘŀǘłǊƻȊƽ ǎȊŜǊŜǇŜ Ǿŀƴ ŀ ǘŜǊǸƭŜǘƛ ǘǃƪŞƴŜƪΦ Rechnitzer 

ŞǊǘŜƭƳŜȊŞǎŜ ǎȊŜǊƛƴǘ αŀ ǘŜǊǸƭŜǘƛ ǘǃƪŜ ŀ ǘŜǊǸƭŜǘǊŜƴŘǎȊŜǊōŜƴ ǊŜƴŘŜƭƪŜȊŞǎǊŜ łƭƭƽΣ ǎ ŦŜƭƘŀƭƳƻȊƻǘǘ 

ƎŀȊŘŀǎłƎƛΣ ǘłǊǎŀŘŀƭƳƛ Şǎ ƪǳƭǘǳǊłƭƛǎ ǘǃƪŞƪ ƳŜǘǎȊŞǎǇƻƴǘƧŀΣ ƪǀȊǀǎ ŦŜƭǸƭŜǘŜΣ ŀȊƻƴ elemek 

ǀǎǎȊŜǎǎŞƎŜΣ ŀƳŜƭȅŜƪ ŀȊ ŀŘƻǘǘ ƘŜƭȅǊŜ ƧŜƭƭŜƳȊǃŜƪΣ ǎ Ŏǎŀƪ ŀōōŀƴ Şǎ Ŏǎŀƪ ƻǘǘ ŞǊǘŜƭƳŜȊƘŜǘǃƪέ 

(Rechnitzer, 2016, 25ύΦ ! ǘŜǊǸƭŜǘƛ ǘǃƪŜ ŦƻƎŀƭƳłǘ Şǎ ŜƭƳŞƭŜǘŞƴŜƪ ŀƭŀǇƧŀƛǘ Camagni (2008, 2009) 

ǘŜǊŜƳǘŜǘǘŜ ƳŜƎΦ aƻŘŜƭƭƧŜ ŀ ǘǃƪŜƧŀǾŀƪ, illetve ŀ ƘŀǊŘ Şǎ ŀ ǎƻŦǘ ǘŞƴȅŜȊǃƪ ƳłǘǊƛȄŀΦ ! ƳƻŘŜƭƭ 

ƳŜƎƪǸƭǀƴōǀȊǘŜǘ ŦƻǊƳłƭƛǎ Şǎ ƛƴŦƻǊƳłƭƛǎ ŦƻƭȅŀƳŀǘƻƪŀǘΦ CƻǊƳłƭƛǎ ǎȊƛƴǘŜƴ ŀ ƘŜƭȅ ǇƻȊƛŎƛƻƴłƭłǎŀΣ 

ŜƭƘŜƭȅŜȊƪŜŘŞǎŜΣ ŀ Ǌƽƭŀ ƪƛŀƭŀƪǳƭǘ ǾŞƭŜƳŞƴȅŜƪ Şǎ ǾƻƴȊłǎŀ όǘǃƪŜƧŀǾŀƪΣ ƳǳƴƪŀŜǊǃΣ ǘǳŘłǎΣ 

ƛƴƴƻǾłŎƛƽύ ŦƻƎŀƭƳŀȊƽŘƛƪ ƳŜƎΦ YƛŜƳŜƭǘŜƴ Ŧƻƴǘƻǎŀƪ ŀȊ ŜǎŜǘƭŜƎŜǎ ƪƭŀǎȊǘŜǊŜƪΣ ƘłƭƽȊŀǘƻƪΣ ŀ ŎƛǾƛƭ 
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ǎȊŦŞǊŀΣ ŀǾŀƎȅ ŀ ƭƻƪłƭƛǎ ǘłǊǎŀŘŀƭƻƳ ǘŜǊŜƛΦ ! ǎƛƪŜǊŜǎ ǊŞƎƛƽ ǘŜǊǸƭŜǘƛ ǘǃƪŞƧŜ ƎŀȊŘŀǎłƎƛΣ ǘłǊǎŀŘŀƭƳƛ 

Şǎ ƪǳƭǘǳǊłƭƛǎ ŜƭŜƳŜƪŜǘ ǘŀǊǘŀƭƳŀȊΦ  

! Ǿłƭƭŀƭŀǘƻƪ Şǎ ŀ ǊŞƎƛƽ ǾŜǊǎŜƴȅƪŞǇŜǎǎŞƎŞōŜƴ ŀ ǘłǊǎŀŘŀƭƳƛ ǘǃƪŜ ǊŞǎȊŜƪŞƴǘ ƧŜƭŜƴƛƪ ƳŜƎ ŀ ƘǳƳłƴ 

ǘǃƪŜΦ ! ƘǳƳłƴ ŜǊǃŦƻǊǊłǎ ǘŜǊǸƭŜǘƛ ŜƭŜƳȊŞǎŞōŜƴ ŀ ŦŜƧƭǃŘŞǎǘ ƘƻǊŘƻȊƽ ŜǊǃŦƻǊǊłǎ ǘŞƴȅŜȊǃƛƪŞƴǘ Şǎ 

ƘŀǘłǎƳŜŎƘŀƴƛȊƳǳǎłƴŀƪ ƭŞƴȅŜƎƛ ŜƭŜƳŜƪŞƴǘ ƧŜƭŜƴƛƪ ƳŜƎ ŀȊ ŜƳōŜǊƛ ǘŞƴȅŜȊǃΣ ŀȊ ŞƭŜǘƳƛƴǃǎŞƎΣ ŀȊ 

ŞƭŜǘƪǀǊǸƭƳŞƴȅŜƪΣ ŀ ǘǳŘłǎ Şǎ ƛǎƳŜǊŜǘƪǀȊƭŞǎ Şǎ -łǘŀŘłǎ ƘłƭƽȊŀǘŀΣ Şǎ ŀ ǘŜƭŜǇǸƭŞǎƛ ƛƴƴƻǾłŎƛƽǎ 

Ƴƛƭƛǃ (Rechnitzer, 2007). ! ǎǇƻǊǘƻƭƽΣ Ƴƛƴǘ ƘǳƳłƴ ǘǃƪŜ ƧŜƭŜƴƛƪ ƳŜƎ ŜōōŜƴ ŀ ŦƻƭȅŀƳŀǘōŀƴΦ 

1.2. ¢ŜƘŜǘǎŞƎƳŜƴŜŘȊǎƳŜƴǘ ς Iw Şǎ ǎǇƻǊǘ 

{ȊłƳƻǎ ƪǳǘŀǘłǎ ŀƭŀǇƧłƴ ƭłǘƘŀǘƽǾł ǾłƭǘΣ ƘƻƎȅ ŀ ǘŜƘŜǘǎŞƎ-ǀǎǎȊŜǘŜǾǃƪŜǘ ƴŜƳ ƪŞǎȊŜƴ ƪŀǇƧǳƪ 

ǎȊǸƭŜǘŞǎǸƴƪƪƻǊΣ ƘŀƴŜƳ ŜȊŜƪ ƘƻǎǎȊŀǎ ŦŜƧƭŜǎȊǘǃ Ƴǳƴƪŀ ŜǊŜŘƳŞƴȅŜƪŞƴǘ ŦƻǊƳłƭƽŘƘŀǘƴŀƪ 

όYƻƴŎȊƻǎƴŞ {ȊƻƳōŀǘƘŜƭȅƛΣ нлмоύ. A Towers-²ŀǘǎƻƴ łƭǘŀƭ нлмм-ōŜƴ ;ǎȊŀƪ-!ƳŜǊƛƪłōŀƴ 

ƪŞǎȊƝǘŜǘǘ α¢ŜƘŜǘǎŞƎƳŜƴŜŘȊǎƳŜƴǘ Şǎ Ƨǳǘǘŀǘłǎƻƪέ ŎƝƳǼ ƪǳǘŀǘłǎ ƳŜƎŦƻƎŀƭƳŀȊǘŀ ŀ 

ǘŜƘŜǘǎŞƎƳŜƴŜŘȊǎƳŜƴǘ ƭŜƎŞƎŜǘǃōō ƪŞǊŘŞǎŜƛǘ Şǎ ƳŜƎƻƭŘłǎłǘΦ ! Ǿłƭƭŀƭŀǘƻƪ ǎǘǊŀǘŞƎƛłƧłƴŀƪ 

ƭŞƴȅŜƎŜǎ ŜƭŜƳŜ ŀ ǘŜƘŜǘǎŞƎŜǎ ƳǳƴƪŀŜǊǃƴŜƪ ŀ ŎŞƎƘŜȊ ǾƻƴȊłǎŀΣ ƳŜƎŦŜƭŜƭǃ ŦŜƭŀŘŀǘƻƪƪŀƭ ŜƭƭłǘłǎŀΣ 

ǘƻǾłōōŦŜƧƭŜǎȊǘŞǎŜΣ ŀȊ ŜƎȅŞƴƛ Şǎ ŀ Ǿłƭƭŀƭŀǘƛ ŎŞƭƻƪ ǀǎǎȊŜƘŀƴƎƻƭłǎłǾŀƭ ŀ ƳǳƴƪŀŜǊǃ ƳŜƎǘŀǊǘłǎŀΦ 

aƛƴŘŜȊ ŀȊ ŜƎȅŞƴƛΣ ŀ Ǿłƭƭŀƭŀǘƛ Şǎ ŀ ǘłǊǎŀŘŀƭƳƛ ŞǊŘŜƪŜǘ ǎȊƻƭƎłƭƧŀΣ Şǎ ƪƛŦŜƧŜȊƘŜǘƛ ŀ Ǿłƭƭŀƭŀǘƻƪ 

ŦŜƭŜƭǃǎǎŞƎǾłƭƭŀƭłǎłǘ ŀ ƘƻȊȊłƧǳƪ ƪŜǊǸƭǘ ǘŜƘŜǘǎŞƎŜƪ ƛǊłƴǘΦ ! ǘŜƘŜǘǎŞƎŜƪƪŜƭ Ǿŀƭƽ ŦŜƭŜƭǃǎ 

ŦƻƎƭŀƭƪƻȊłǎ ƴŜƳ ŎǎǳǇłƴ ŀ Iw ǊŞǎȊƭŜƎ ŦŜƭŀŘŀǘŀΣ ŘŜ ŀ Ǿłƭƭŀƭŀǘƛ ǎǘǊŀǘŞƎƛŀ ǊŞǎȊŜ ƪŜƭƭΣ ƘƻƎȅ ƭŜƎȅŜƴ 

όYƻƴŎȊƻǎƴŞ {ȊƻƳōŀǘƘŜƭȅƛΣ нлмпύΦ 

! ǎǇƻǊǘƻƭƽƛ ǘŜƘŜǘǎŞƎ ŀ Ǿłƭƭŀƭŀǘƻƪ ǎȊłƳłǊŀ ƛǎ ƳŜƎƘŀǘłǊƻȊƽ αǇƻǿŜǊέ ŦŀƪǘƻǊǘ ƧŜƭŜƴǘƘŜǘΣ 

ŀƳŜƴƴȅƛōŜƴ ŀ Iw ǎǘǊŀǘŞƎƛłƧǳƪōŀƴ ƛǎ ǎȊłƳōŀ ǾŜǎȊƛƪ Şǎ ŞǊǾŞƴȅŜǎƝǘƛƪ ŀ Ǿłƭƭŀƭŀǘƛ 

ǘŜƘŜǘǎŞƎƳŜƴŜŘȊǎƳŜƴǘ ǘŜǊǸƭŜǘŞƴΦ ! ǎǇƻǊǘƻƭƽƛ ƻƭŘŀƭǊƽƭ ŀȊ ŞƭǎǇƻǊǘ ǾŞƎŜȊǘŞǾŜƭ ŀ ǎǇƻǊǘƻƭƽƪ ƪŜȊŞǘ 

ŜƭŜƴƎŜŘƛƪΣ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ Ǿŀƭƽ ŞǊǾŞƴȅŜǎǸƭŞǎǸƪ ƴŜƘŞȊǎŞƎŜƪōŜ ǸǘƪǀȊƛƪΦ 9Ȋǘ ŀ ǇǊƻōƭŞƳłǘ ŀȊ 

ŀƳŜǊƛƪŀƛ ƪƻƴǘƛƴŜƴǎŜƴ ƘƻǎǎȊǵ ŞǾŜƪ ƽǘŀ ƪŜȊŜƭƛƪΣ 9ǳǊƽǇłōŀƴ ƳŞƎ Ŏǎŀƪ ŀȊ 9ǳǊƽǇŀƛ ¦ƴƛƽ łƭǘŀƭƛ 

ŀƧłƴƭłǎƻƪΣ ƪŜȊŘŜǘƛ ƭŞǇŞǎŜƪ ǘǀǊǘŞƴǘŜƪ ƳŜƎΦ ! ǇǊƻōƭŞƳŀ ƳŜƎƻƭŘłǎłǊŀ ƭłǘƘŀǘƽǾł ǎȊǸƪǎŞƎŜǎ 

ǘŜƴƴƛΣ ƳŜƭȅŜƪ ŀȊƻƪ ŀȊ ŜƭŜƳŜƪΣ ŀƳŜƭȅŜƪ ƪǸƭǎǃ Şǎ ōŜƭǎǃ ǘŞƴȅŜȊǃƪŞƴǘ Ƙŀǘƴŀƪ ŀ ǎǇƻǊǘƻƭƽ 

ǇłƭȅŀŦǳǘłǎłǊŀ, Şǎ ƳƛƭȅŜƴ ŦŜƧƭŜǎȊǘŞǎƛ ƳŜƎƻƭŘłǎƻƪ ǾłƭƘŀǘƴŀƪ ŀ ǘłǊǎŀŘŀƭƳƛ ǇǊƻōƭŞƳŀ 

ƳŜƎƻƭŘłǎłǊŀ όCŀǊŀƎƽ Ŝǘ ŀƭΦΣ нлмуύ. ! ǎǇƻǊǘƻƭƽƛ ǘŜƘŜǘǎŞƎΣ ŀ ǎǇƻǊǘƻƭƽƛ ŞƭŜǘǵǘǇǊƻƎǊŀƳ ǊŞǎȊŜƪŞƴǘ 

ƳŜƎŀƭŀǇƻȊȊŀ ŀ ǎǇƻǊǘƻƭƽƛ ƪŀǊǊƛŜǊ ǘƻǾłōōƛ ǵǘƧŀƛǘΣ ŀ ŎƛǾƛƭ ŞƭŜǘǊŜ ǾƻƴŀǘƪƻȊǘŀǘǾŀ ƛǎΦ όCŀǊŀƎƽΣ нлмрύ 
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! ǎǇƻǊǘƴŀƪ ŀ ŎǎŀƭłŘƛ ŞǊǘŞƪŜƪ ǘƻǾłōōŦŜƧƭŜǎȊǘŞǎŞōŜƴ Ǿŀƴ ǎȊŜǊŜǇŜΣ ŀ ǎǇƻǊǘ ǘƻǾłōō ŜǊǃǎƝǘƛ ŀ 

ƪŞǇŜǎǎŞƎŜƪŜǘ Şǎ ǵƧ ƪŞǇŜǎǎŞƎŜƪƪŜƭ ǊǳƘłȊȊŀ ŦŜƭ ŀ ŦƛŀǘŀƭƻƪŀǘΦ ! ǎǇƻǊǘōŀƴ Ǿŀƭƽ ǎȊƻŎƛŀƭƛȊłŎƛƽ Şǎ ŀ 

ǎǇƻǊǘōŀƴ ƳŜƎƴȅƛƭǾłƴǳƭƽ ǇŜŘŀƎƽƎƛŀ ŀ ǘŀƴǳƭłǎƛ ŦƻƭȅŀƳŀǘƻƪŀǘ ǎŜƎƝǘƛƪ ŀ ǎǇƻǊǘƻƭƽƪ ǎȊłƳłǊŀΦ 9ȊŜƪ 

ŀȊ ŞǊǘŞƪŜƪ ŀȊƻƪΣ ŀƳŜƭȅŜƪ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ ƛǎ ŀ ƘǳƳłƴ ƪŞǇŜǎǎŞƎŜƪ ƪǀȊŞ ǎƻǊƻƭƘŀǘƽƪ Şǎ ŜƎȅǊŜ 

ƴŀƎȅƻōō ƧŜƭŜƴǘǃǎŞƎƎŜƭ ōƝǊƴŀƪ ŀ Ƴǳƴƪŀ ǾƛƭłƎłōŀƴ όCŀǊŀƎƽ ς Konczos-Szombathelyi, 2017). 

! ǇǊƻōƭŞƳŀ ŦƻǊǊłǎŀ ŀȊΣ ƘƻƎȅ ŀ ƭŜƎǘǀōōΣ ŦƛŀǘŀƭƪƻǊōŀƴ ǘŜƘŜǘǎŞƎŜǎƴŜƪ ǘŀǊǘƻǘǘ ǎǇƻǊǘƻƭƽ ƴŜƳ Ƨǳǘ Ŝƭ 

olyan szintre sportkarrierje soǊłƴΣ ƘƻƎȅ ƳŀƎŀ ŀ ǎǇƻǊǘ ƧŜƭŜƴǘǎŜ ŀ ƳŜƎŞƭƘŜǘŞǎƛ ƭŜƘŜǘǃǎŞƎŜǘ 

ǎȊłƳłǊŀΦ 9ȊŜƪƴŜƪ ŀ ǎǇƻǊǘƻƭƽƪƴŀƪ ŀȊ ƛǎƪƻƭŀ ōŜŦŜƧŜȊŞǎŜ ǳǘłƴ ŀ Ƴǳƴƪŀ ǾƛƭłƎłōŀ ƪŜƭƭ ƪƛƭŞǇƴƛǸƪΣ ŀ 

ǎǇƻǊǘƪŀǊǊƛŜǊ ƘŜƭȅŜǘǘΦ !Ȋ ǳǘłƴǇƽǘƭłǎ-ƴŜǾŜƭŞǎǎŜƭ ŦƻƎƭŀƭƪƻȊƽ ǎȊŜǊǾŜȊŜǘŜƪƴŜƪΣ ǎȊŀƪŜƳōŜǊŜƪƴŜƪ 

kidolgozott straǘŞƎƛłǾŀƭ ǎȊǸƪǎŞƎŜǎ ǊŜƴŘŜƭƪŜȊƴƛǸƪ ŜǊǊŜ ŀȊ ƛŘǃǎȊŀƪǊŀΣ ƘƻƎȅ ŀ ǎǇƻǊǘ Şǎ ǘŀƴǳƭłǎ 

ŜƎȅŜƴǎǵƭȅŀ ŦŜƴƴƳŀǊŀŘƧƻƴΦ !Ȋ ŜŘȊŞǎŜƪ Şǎ ŀ ǾŜǊǎŜƴȅŜƪ ŜƎȅǸǘǘŜǎ ƧŜƭŜƴƭŞǘŜ ƪƛƳƻƴŘƻǘǘŀƴ 

ƳŜƎǘŜǊƘŜƭǃΤ ŀƪƛƪ ƴŜƳ ōƝǊƧłƪ ŜȊǘ ŀ ŦŀƧǘŀ ǘŜǊƘŜƭŞǎǘΣ ŀōōŀƘŀƎȅƧłƪ ŀ ǾŜǊǎŜƴȅǎǇƻǊǘƻǘΣ 

ƭŜƳƻǊȊǎƻƭƽŘƴŀƪ (BƝǊƽƴŞΣ нлммύ. Dǃǎƛ Şǎ {ŀƭƭƽƛ ƪǳǘŀǘłǎłōŀƴ (2017) ƭłǘƘŀǘƽǾł ǾłƭǘΣ ƘƻƎȅ ŀ 

15 ǾƛȊǎƎłƭǘ ǎǇƻǊǘŀƪŀŘŞƳƛłƴ ǾŞƎȊǃ ƪǀȊŜƭ олл ƎȅŜǊƳŜƪōǃƭ ƪŜǾŜǎŜōōΣ Ƴƛƴǘ нл҈ Ƨǳǘƻǘǘ Ŝƭ Ŝƭǎǃ 

ƪǀǊōŜƴ ŀ ǇǊƻŦŜǎǎȊƛƻƴłƭƛǎ ǎȊƛƴǘǊŜΦ ! ƪƛǾłƭƽǾł Ǿłƭłǎ ƳƛƴŘŜƴ ǘŞǊŜƴ ǊŜƴƎŜǘŜƎ ŜƴŜǊƎƛŀ-ōŜŦŜƪǘŜǘŞǎǘ 

ƛƎŞƴȅŜƭΦ ! ƭŀōŘŀǊǵƎƽ ŀƪŀŘŞƳƛŀƛ ǊŜƴŘǎȊŜǊōǃƭ ƪƛƪŜǊǸƭǃ ǎǇƻǊǘƻƭƽƪ нл҈ ƪǀǊǸƭƛ ŀǊłƴȅŀ Ǿłƭƛƪ 

ŞƭǎǇƻǊǘƻƭƽǾłΣ ŀ ƳŀǊŀŘŞƪ ул҈-ƴŀƪ ƪŞǘ ƭŜƘŜǘǃǎŞƎŜ ƳŀǊŀŘΥ ŀƭŀŎǎƻƴȅŀōō ǎȊƛƴǘŜƴ ƧłǘǎȊŀƴƛΣ ǾŀƎȅ ŀ 

ŎƛǾƛƭ ƪŀǊǊƛŜǊ ŦŜƭŞ ŦƻǊŘǳƭƴƛΦ ! ŎƛǾƛƭ ƪŀǊǊƛŜǊ ŦŜƭŞ ŦƻǊŘǳƭłǎ ŀ ǎǇƻǊǘƻƭƽƪ ǘŜƪƛƴǘŜǘŞōŜƴ ƘłǘǊłƴȅǘ ƧŜƭŜƴǘΣ 

ƳŜǊǘ ŀ ǘǳŘŀǘƻǎŀƴ ŜƭǘŜǊǾŜȊŜǘǘ ǾƛǎǎȊŀǾƻƴǳƭłǎ ŜǎŜǘŞōŜƴ ƛǎ ƭŜƳŀǊŀŘłǎǎŀƭ ƛƴŘǳƭƴŀƪ ŀ ƪƻǊǘłǊǎŀƛƪ 

munka- Şǎ ǎȊŀƪƳŀƛ ǘŀǇŀǎȊǘŀƭŀǘłƘƻȊ ǾƛǎȊƻƴȅƝǘǾŀ ό[ŜƴǘŞƴŞ tǳǎƪłǎΣ нлмпύ. 

! ǎǇƻǊǘƻƭłǎōŀƴ Şǎ ŀ ǘŀƴǳƭƳłƴȅƻƪōŀƴ Ǿŀƭƽ ŜƎȅǸǘǘŜǎ ƳŜƎǘŜǊƘŜƭŞǎ ŀ ƳŀƎȅŀǊ ƻƪǘŀǘłǎƛ rendszer 

Ƴƛŀǘǘ ƴŀƎȅƳŞǊǘŞƪōŜƴ ƭŜǘŜǊƘŜƭƛ ŀ ƎȅŜǊƳŜƪŜƪŜǘΣ ŜȊŞǊǘ ŀ ǎǇƻǊǘƻƭƽƪ ƳŀƎŀǎ ǎȊƛƴǘǼ ƛǎƪƻƭŀƛ ǾŀƎȅ 

ǎǇƻǊǘ ƳŜƎŦŜƭŜƭŞǎŞǘ ǾŜǎȊŞƭȅŜȊǘŜǘƛΦ bŜƳȊŜǘƪǀȊƛ ƪǳǘŀǘłǎƻƪ ǎȊŜǊƛƴǘ ŜȊ ŀ ǇǊƻōƭŞƳŀ ƻǊǾƻǎƻƭƘŀǘƽ 

ǘǳŘŀǘƻǎ ƛŘǃƳŜƴŜŘȊǎƳŜƴǘǘŜƭ Şǎ ŀ ǇǊƛƻǊƛǘłǎƻƪ ƳŜƎŦŜƭŜƭǃ ǎǵƭȅƻȊłǎłǾŀƭ (Aqulilina, 2013). A 

ǘǳŘŀǘƻǎ ƛŘǃƳŜƴŜŘȊǎƳŜƴǘ ƳŜƴǘƻǊǘŀƴłǊƻƪ ǘłƳƻƎŀǘłǎłǾŀƭ ŀƭŀƪƝǘƘŀǘƽ ƪƛΦ ! ǎǇƻǊǘŀƪŀŘŞƳƛłƪ 

ŎǎǀƪƪŜƴǘŜǘǘ ǘŀƴǊŜƴŘŜǘ ōƛȊǘƻǎƝǘŀƴŀƪ ŀ ǎǇƻǊǘƻƭƽƪƴŀƪΣ ƘƻƎȅ ŀ ǎǇƻǊǘƻƭłǎǊŀ ƪŜǊǸƭƧǀƴ ŀ ƴŀƎȅƻōō 

ƘŀƴƎǎǵƭȅΦ {ȊłƳƻǎ ǎǇƻǊǘŀƪŀŘŞƳƛłƴ όa¢YΣ DȅǃǊΣ IƻƴǾŞŘύΣ ŀƳŜƭȅŜƪōŜƴ ŀ ƘŜƭȅǎȊƝƴŜƴ Ŧƻƭȅƛƪ ŀȊ 

ƻƪǘŀǘłǎΣ Ŏǎŀƪ ŀȊ ŀƭŀǇǘŀƴǘłǊƎȅŀƪǊŀΣ ǾŀƭŀƳƛƴǘ ŀ ƴȅŜƭǾƻƪǘŀǘłǎǊŀΣ ƛƴŦƻǊƳŀǘƛƪłǊŀ ƪƻƴŎŜƴǘǊłƭƴŀƪΦ ! 

ǇǊƻōƭŞƳŀ Ƴłǎƛƪ ǊŞǎȊŞǘ ŀ ǎȊŀƪŜƳōŜǊƘƛłƴȅ ƧŜƭŜƴǘƛΣ ŀ ƳŜƎƴǀǾŜƪŜŘŜǘǘ ǎǇƻǊǘƻƭƽƛ ƭŞǘǎȊłƳ ƻƪłƴΦ 

9ǊǊŜ ƳŜƎƻƭŘłǎǘ ƧŜƭŜƴǘƘŜǘƴŜƪ ƴŜƳȊŜǘƪǀȊƛ Ƴƛƴǘłƪ όǇŞƭŘłǳƭ !ƴƎƭƛłōŀƴ ǎȊŞƭŜǎƪǀǊǼ ŀ ƪƭǳōƻƪ Şǎ ŀȊ 

ŜƎȅŜǘŜƳŜƪ ŜƎȅǸǘǘƳǼƪǀŘŞǎŜ ŀ ǎǇƻǊǘǘǳŘƻƳłƴȅƛ ǎȊŀƪŜƳōŜǊŜƪ ǘŜƪƛƴǘŜǘŞōŜƴύ (Zalai, 2016). 
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IŀȊłƴƪōŀƴ ƛǎ ƧŜƭƭŜƳȊǃ ŀȊ ŜƭƳǵƭǘ ŞǾŜƪōŜƴ ǘǀōō ƻƭȅŀƴ ǇǊƻƎǊŀƳ ƛǎΣ ŀƳŜƭȅ ŀȊ ŞƭǎǇƻǊǘƻƭƽ Ŧƛŀǘŀƭƻƪ 

ǎǇƻǊǘ ƳŜƭƭŜǘǘƛ ǘŀƴǳƭłǎłǘ ǎŜƎƝǘƛ ŜƭǃΦ LƭȅŜƴ ǇŞƭŘłǳƭ ŀ ah. hƭƛƳǇƛƪƻƴ ;ƭŜǘǵǘ tǊƻƎǊŀƳ ǾŀƎȅ ŀ 

aŀƎȅŀǊ {ǇƻǊǘŎǎƛƭƭŀƎƻƪ mǎȊǘǀƴŘƝƧ ǇǊƻƎǊŀƳΦ 9ȊŜƪ ŀ ǇǊƻƎǊŀƳƻƪ ƴŜƳ ŦŜŘƛƪ ƭŜ ŀ ǎǇƻǊǘƻƭƽƛ ōłȊƛǎǘΣ 

ŜȊŞǊǘ ŜȊŜƪ ƳŜƭƭŜǘǘ ǎȊǸƪǎŞƎŜǎ ƭŜƴƴŜ ƪƛŀƭŀƪƝǘŀƴƛ ŜƎȅ ƻƭȅŀƴ ǇǊƻƎǊŀƳƻǘΣ ŀƳŜƭȅ ŀȊ ŞƭǎǇƻǊǘōƽƭ ƪƛŜǎǃΣ 

de 14-нл ŞǾŜǎ ƪƻǊ ƪǀȊǀǘǘ ǊŜƴŘǎȊŜǊŜǎŜƴ ǎǇƻǊǘƻƭƽ Ŧƛŀǘŀƭƻƪƴŀƪ ƴȅǵƧǘŀƴŀ ǎȊŀƪƳŀƛ ǎŜƎƝǘǎŞƎŜǘΣ 

ǘŀƴłŎǎŀŘłǎǎŀƭΣ ŀ ǇłƭȅŀǾłƭŀǎȊǘłǎ ǎŜƎƝǘǎŞƎŞǾŜƭΣ ŀ ŦŜƭǾŞǘŜƭƛǊŜ Ǿŀƭƽ ŦŜƭƪŞǎȊƝǘŞǎǎŜƭ όDǃǎƛ ς {ŀƭƭƽƛΣ 

2017). 
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! ǎȊŀƪƛǊƻŘŀƭƳƛ ǎȊŜƪǳƴŘŜǊ ƪǳǘŀǘłǎ ƳŜƭƭŜǘǘ ƻƴƭƛƴŜ ƪŞǊŘǃƝǾŜǎ ƪǳǘŀǘłǎǘ ǾŞƎŜȊǘǸƴƪ ŀ ǎǇƻǊǘƻƭƽƪ 

ƪǀȊǀǘǘ ŀƴƴŀƪ ŦŜƭǘłǊłǎłǊŀΣ ƘƻƎȅ ƳƛƭȅŜƴ ƪƻƳǇŜǘŜƴŎƛłƪŀǘ ƘŀǎȊƴƻǎƝǘŀƴŀƪ ŀ ǎǇƻǊǘōŀƴ Şǎ ŀ 

ƳǳƴƪŀŜǊǃǇƛŀŎƻƴΣ ǾŀƭŀƳƛƴǘΣ ƘƻƎȅ ŜȊŜƪ Ƙŀǎƻƴƭƽŀƪ-ŜΦ ! ƪǳǘŀǘłǎ ƳƛƴǘłƧŀ мп ŞǾ ŦŜƭŜǘǘƛΣ 

ǎǇƻǊǘŜƎȅŜǎǸƭŜǘōŜƴ ǎǇƻǊǘƻƭƽ ǎȊŜƳŞƭȅŜƪΣ ǾŀƭŀƳƛƴǘ ŀƪƛƪ ƪƻǊłōōŀƴ sportoltak 

ǾŜǊǎŜƴȅǊŜƴŘǎȊŜǊōŜƴΦ ! ǾƛȊǎƎłƭŀǘ ƻƴƭƛƴŜ ŦŜƭƳŞǊŞǎǎŜƭ ǘǀǊǘŞƴǘΣ ŀƳŜƭȅƴŜƪ ŜƭǃƴȅŜΣ ƘƻƎȅ ƴƛƴŎǎ 

ƪŞǊŘŜȊǃōƛȊǘƻǎƛ ǘƻǊȊƝǘłǎΦ ! ƪƛǘǀƭǘŞǎƘŜȊ ƻǊǎȊłƎƻǎ ŜƭƻǎȊƭłǎōŀƴ ǎǇƻǊǘŜƎȅŜǎǸƭŜǘŜƪŜǘ ƪŞǊǘǸƴƪ ŦŜƭΣ 

ƘƻƎȅ ǘǀƭǘŜǎǎŞƪ ƪƛ ŀ ƪŞǊŘǃƝǾŜǘΦ ! ƳƛƴǘŀǾŞǘŜƭǘ ŜǊǃǎƝǘŜǘǘŜ ŀȊ ŜƎȅŜǘŜƳƛ ƘŀƭƭƎŀǘƽƛ ōłȊƛǎΣ ŀƪƛƪ 

ǎǇƻǊǘǘǳŘƻƳłƴȅƛ ǘŀƴǳƭƳłƴȅƻƪŀǘ Ŧƻƭȅǘŀǘƴŀƪ Şǎ ǎǇƻǊǘƻƭƽƪ ƛǎ ŜƎȅōŜƴΦ ! ƪŞǊŘǃƝǾŜǎ ƭŜƪŞǊŘŜȊŞǎ 

ŦƻƭȅŀƳŀǘƻǎΣ ƧŜƭŜƴ ƪǳǘŀǘłǎƘƻȊ ŀȊ ŜŘŘƛƎ ōŜŞǊƪŜȊŜǘǘ ǾłƭŀǎȊƻƪŀǘ ŘƻƭƎƻȊǘǳƪ ŦŜƭΣ ŀƳŜƭȅ ƳŜƎƳǳǘŀǘƧŀ 

ŀȊ ŜǊŜŘƳŞƴȅŜƪ ƛǊłƴȅłǘΦ ! ƧŜƭŜƴƭŜƎƛ ŜǊŜŘƳŞƴȅŜƪ мло ǾłƭŀǎȊŀŘƽ ŀƭŀǇƧłƴ ƪŜǊǸƭǘŜƪ ŞǊǘŞƪŜƭŞǎǊŜΦ 
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! ƪǳǘŀǘłǎƛ ƭŜƪŞǊŘŜȊŞǎ ŦƻƭȅŀƳŀǘōŀƴ ǾŀƴΣ ƧŜƭŜƴƭŜƎ ǊŞǎȊŜǊŜŘƳŞƴȅŜƪ όbҐмлоύ ŀƭŀǇƧłƴ Ǿŀƴ 

ƭŜƘŜǘǃǎŞƎ ŀȊ ŜǊŜŘƳŞƴȅŜƪ ōŜƳǳǘŀǘłǎłǊŀΦ ! ǘŀƴǳƭƳłƴȅ Ǉƛƭƻǘ ƧŜƭƭŜƎǼΣ ŀƳŜƭȅ ƧŜƭŜƴǘǃǎŜƴ 

ƘƻȊȊłǎŜƎƝǘƛ ƪǳǘŀǘƽƳǳƴƪłƴƪŀǘ ŀ ƪǳǘŀǘłǎ ƛǊłƴȅłƴŀƪ ǇƻƴǘƻǎƝǘłǎłƘƻȊΦ ! ƪŞǊŘŞǎŜƪ ŀ ǎǇƻǊǘƻƭƽƛ 

ƪŀǊǊƛŜǊ ǾŞƎŜȊǘŞǾŜƭΣ ŀ ƳǳƴƪŀŜǊǃ-ǇƛŀŎǊŀ Ǿŀƭƽ ƪƛƭŞǇŞǎǊŜ ƛǊłƴȅǳƭǘŀƪΣ ŀƳŜƭȅōŜƴ Ŧǃ ŜƭŜƳƪŞƴǘ ŀȊ ƭŜǘǘ 

ƳŜƎƘŀǘłǊƻȊǾŀΣ ƘƻƎȅ ƝǘŞƭƛƪ ƳŜƎ ŜƴƴŜƪ ŀ ŦƻƭȅŀƳŀǘƴŀƪ ŀ ƴŜƘŞȊǎŞƎŞǘΣ ƪŞǎȊǸƭƴŜƪ-e erre az 

ƛŘǃǎȊŀƪǊŀΦ 

! ƪŞǊŘǃƝǾ ŘŜƳƻƎǊłŦƛŀƛ ƪŞǊŘŞǎŜƛƴŞƭ ŀ ƪƛǘǀƭǘǃƪƴŞƭ ƳŜƎƳǳǘŀǘƪƻȊƻǘǘ ŀ ƴŀƎȅƻōō ƴǃƛ ǾłƭŀǎȊŀŘƽƛ 

ƘŀƧƭŀƴŘƽǎłƎ όру҈ύΦ ! ƪŞǊŘǃƝǾŜǎ ƪƛǘǀƭǘŞǎ ƻǊǎȊłƎƻǎ ŜƭƻǎȊƭłǎǘ ƳǳǘŀǘΣ ƭŜƎƴŀƎȅƻōō ŀǊłƴȅōŀƴ 

/ǎƻƴƎǊłŘ ƳŜƎȅŞōŜƴ ǘǀƭǘǀǘǘŞƪ ƪƛ όнтΣпн҈ύΣ ƳŀƧŘ DȅǃǊ-Moson-{ƻǇǊƻƴ ƳŜƎȅŞōŜƴ όнлΣфт҈ύ Şǎ 
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Budapesten (17,74%ύΦ Lǎƪƻƭŀƛ ǾŞƎȊŜǘǘǎŞƎ ǘŜƪƛƴǘŜǘŞōŜƴ ŀ ƪƛǘǀƭǘǃƪ орΣпу҈-a egyetemiΣ Ŧǃƛǎƪƻƭŀƛ 

ǾŞƎȊŜǘǘǎŞƎǼΣ ŜƎȅŜƴƭǃ ŀǊłƴȅōŀƴ Ǿŀƴƴŀƪ ŀ ƪǀȊŞǇƛǎƪƻƭŀΣ ƎƛƳƴłȊƛǳƳ ǾŞƎȊŜǘǘǎŞƎǼŜƪƪŜƭΦ мфΣор҈-

ōŀƴ у łƭǘŀƭłƴƻǎ ǾŞƎȊŜǘǘǎŞƎǼŜƪΦ ! ƪƛǘǀƭǘǃƪ ƴŀƎȅƻōō ŀǊłƴȅŀ ƳłǊ ŘƻƭƎƻȊƽƛ ǎǘłǘǳǎȊōŀƴ Ǿŀƴ όру҈ύΦ 

A ǘƻǾłōōǘŀƴǳƭłǎƛ ǎȊłƴŘŞƪǊŀ ǾƻƴŀǘƪƻȊƽ ǾłƭŀǎȊƻƪōŀƴ ŀ ǾłƭŀǎȊŀŘƽƪ олΣср҈-ŀ ǘŜǊǾŜȊƛ ŦŜƭǎǃŦƻƪǵ 

ǘŀƴǳƭƳłƴȅŀƛǘΣ мфΣор҈-ŀ ǎȊŀƪƳŀƛ ǘŀƴǳƭƳłƴȅƻƪŀǘ ǎȊŜǊŜǘƴŜ ŦƻƭȅǘŀǘƴƛΣ у҈ ǾłƭŀǎȊƻƭǘŀ ŀȊǘΣ ƘƻƎȅ 

ƴŜƳ ǘŜǊǾŜȊƛ ŀ ǘƻǾłōōǘŀƴǳƭłǎǘΦ ! ƪŞǊŘǃƝǾ ǊłƪŞǊŘŜȊŜǘǘ ŀ ǎǇƻǊǘ ǎȊŀƪǘŜǊǸƭŜǘŜƴ Ǿŀƭƽ 

tƻǾłōōǘŀƴǳƭłǎǊŀΣ ŀƳŜƭȅōŜƴ рл҈ ǾłƭŀǎȊƻƭǘŀ ŀȊǘΣ ƘƻƎȅ ŀ ǎǇƻǊǘǘŀƭ ƪŀǇŎǎƻƭŀǘƻǎ ǎȊŀƪǘŜǊǸƭŜǘŜƴ 

ǘŜǊǾŜȊƛ ŀ ǘƻǾłōōǘŀƴǳƭłǎǘΦ 9Ȋ ŀȊ ŞǊǘŞƪ ƛǊłƴȅŀŘƽ ƭŜƘŜǘ ŀ ǎǇƻǊǘǘǳŘƻƳłƴȅƛ ƛǎƪƻƭłƪ ǎȊłƳłǊŀΣ ŀ 

ǎȊŀƪƪŞǇȊŞǎ ǘŜǊǸƭŜǘŞƴΦ ! ǾłƭŀǎȊŀŘƽƪ ƴŀƎȅƻōō ǊŞǎȊŜ όссΣмо҈ύ ŀƳŀǘǃǊ ǊŜƴŘǎȊŜǊōŜƴ ǎǇƻrtol. 

! ǎȊǸƭǃƛ ƘłǘǘŞǊ ǘŜƪƛƴǘŜǘŞōŜƴ ŀ ƪƛǘǀƭǘǃƪ ǘǀōōǎŞƎŞƴŜƪ όтм҈ύ ǎȊǸƭŜƛ ƴŜƳ ǎǇƻǊǘƻƭǘŀƪ 

ǾŜǊǎŜƴȅǎȊŜǊǼŜƴΦ ! ǎȊǸƭǃƪ ǎǇƻǊǘƻƭłǎƛ ǎȊƻƪłǎŀƛ ƳŜƎƳǳǘŀǘƧłƪΣ ƘƻƎȅ ƳŜƴƴȅƛǊŜ ƳŜƎƘŀǘłǊƻȊƽ ŀ 

ŎǎŀƭłŘ ǎȊłƳłǊŀ ŀ ǎǇƻǊǘΣ ŜǎŜǘƭŜƎŜǎŜƴ ƳŜƴƴȅƛǊŜ ǘŀǊǘƧłƪ ōŜƴǘ ŀ ƎȅŜǊƳŜƪǸƪŜǘ ŀȊ ŀŘƻǘǘ ǘŜǊǸƭŜǘŜƴΣ 

ǾŀƎȅ ƛƴƪłōō ƳƻǘƛǾłƭƧłƪ ŀ ǘƻǾłōōǘŀƴǳƭłǎǘΦ ! ǎȊǸƭǃƛ ōŜŦƻƭȅłǎ Ƙŀǘłǎŀ ŀ ǎǇƻǊǘƻƭƽƛ ƪŜǘǘǃǎ ƪŀǊǊƛŜǊ 

ǇǊƻƎǊŀƳƻƪ ƪƛŘƻƭƎƻȊłǎłōŀƴ ƳǳǘŀǘƘŀǘ ƛǊłƴȅǘΦ  

WŜƭŜƴǘǃǎ ǘŜǊǸƭŜǘŜǘ ƪŞǇǾƛǎŜƭǘ ŀ ƪŞǊŘǃƝǾōŜƴ ŀȊ ŀ ƪŞǊŘŞǎΣ ƳƛǎȊŜǊƛƴǘ ǎǇƻǊǘƻƭƽƪŞƴǘ ƪŞǎȊǸƭ-e/ 

ƪŞǎȊǸƭǘ-e a versenysport ǳǘłƴƛ ǎȊŀƪƳŀƛ ƪŀǊǊƛŜǊǊŜΚ όмΦ łōǊŀύ  

!Ȋ ŜǊŜŘƳŞƴȅŜƪōŜƴ ƭłǘƘŀǘƽΣ ƘƻƎȅ ŀ ǾłƭŀǎȊŀŘƽ ǎǇƻǊǘƻƭƽƪ осΣо҈-ŀ ƪŞǎȊǸƭ ŀ ǘŀƴǳƭƳłƴȅŀƛǾŀƭ ŀ 

ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ Ǿŀƭƽ ƳŜƎƳŞǊŜǘǘŜǘŞǎǊŜΣ ǾƛǎȊƻƴǘ ŜƭŞƎ ƴŀƎȅ ŀȊƻƪƴŀƪ ŀȊ ŀǊłƴȅŀΣ ŀƪƛƪ ǾŀƎȅ ƳŞƎ 

ƴŜƳ ƎƻƴŘƻƭƪƻȊƴŀƪ ǊŀƧǘŀ όнмΣу҈ύΣ ǾŀƎȅ ƴŜƳ ƪŞǎȊǸƭƴŜƪ Ǌł (нлΣм҈ύΣ ŀƳƛǘ Ƙŀ ǀǎǎȊŜǾƻƴǳƴƪΣ ŀƪƪƻǊ 

ƧŜƭŜƴǘǃǎ ŀǊłƴȅǘ ƪŞǇǾƛǎŜƭƴŜƪΦ  

мΦ łōǊŀΥ {ǇƻǊǘƻƭƽƛ ƪŀǊǊƛŜǊǊŜ Ǿŀƭƽ ƪŞǎȊǸƭŞǎ 
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CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

A нΦ łōǊłƴ ŀ ǎǇƻǊǘƻƭƽƛ ƪŀǊǊƛŜǊ ǳǘłƴƛ ǎȊŀƪƳŀƛ ǘŜǊǾŜƪǊǃƭ ƪŀǇǳƴƪ ƪŞǇŜǘΦ WŜƭƭŜƳȊǃŜƴ ŀ ǎǇƻǊǘōŀƴ 

Ǿŀƭƽ ƪŀǊǊƛŜǊǾłƭŀǎȊǘłǎǘ ǘŜǊǾŜȊƛƪ ŀ ǾłƭŀǎȊŀŘƽƪΣ ŜȊŜƴ ŀ ǘŜǊǸƭŜǘŜƴ ǎȊŜǊŜǘƴŞƴŜƪ ǎȊŀƪƳŀƛƭŀƎ 

ƪƛōƻƴǘŀƪƻȊƴƛΦ ! ǾłƭŀǎȊŀŘłǎ ƳŜƎƻǎȊƭƛƪΣ ŘŜ ƭłǘƘŀǘƽ ƴŞƘłƴȅ ƪƛƳŀƎŀǎƭƽ ŞǊǘŞƪ ŀȊ ŜƎȅƳłǎƘƻȊ 

ǾƛǎȊƻƴȅƝǘƻǘǘ ǾłƭŀǎȊƻƪōŀƴΦ 9ƎȅǊŞǎȊǊǃƭ ƧŜƭŜƴǘǃǎ ŀȊΣ ŀƪƛ ǎȊŀƪƳŀƛ ǘŀƴǳƭƳłƴȅƻƪŀǘ ǎȊŜǊŜǘƴŜ Ŧƻƭȅǘŀǘƴƛ 

ŀ ǘŜǊǸƭŜǘŜƴ Şǎ ŜȊȊŜƭ ŜƎȅǸǘǘ ŀ ǎǇƻǊǘōŀƴ ǎȊŜǊŜǘƴŜ ŀ ǘƻǾłōōƛŀƪōŀƴ ƛǎ ǘŜǾŞƪŜƴȅƪŜŘƴƛ όммΣо҈ύΣ ŀ 

Ƴłǎƛƪ ǊŞǎȊǊǃƭ ǎȊƛƴǘŞƴ ƴŀƎȅƻōō ǎȊłƳōŀƴ ƧŜƭǀƭǘŞƪ ƳŜƎ ŀȊǘΣ ƘƻƎȅ ǎŀƧłǘ ǎǇƻǊǘǾłƭƭŀƭƪƻȊłǎǘ ǎȊŜǊŜǘƴŜ 

όуΣм҈ύ ǾŀƎȅ ǎǇƻǊǘƪƭǳōƻǘ όпΣу҈ύ ǎȊŜǊŜǘƴŜ ƭŞǘǊŜƘƻȊƴƛΦ  

нΦ łōǊŀΥ YŀǊǊƛŜǊ ǘŜǊǾŜƪ ŀ ǎǇƻǊǘƻƭƽƛ ƪŀǊǊƛŜǊ ǳǘłƴ 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

! ǾłƭŀǎȊƻƪ ŀƭŀǇƧłƴ ŀ ǎǇƻǊǘ ǘŜǊǸƭŜǘŜ ŀ ǎȊƻƭƎłƭǘŀǘƽƛǇŀǊ Şǎ ŀ ǎǇƻǊǘǘŜǊƳŞƪ ǇƛŀŎłƴ ƛǎ ƎŀȊŘŀǎłƎƛ 

ŜƳŜƭƪŜŘŞǎǘ ƴȅǵƧǘƘŀǘΥ ŀƳŜƴƴȅƛōŜƴ ǎƻƪŀƴ ŦƻƎƭŀƭƪƻȊƴŀƪ ŀ ǎǇƻǊǘ ǘŜǊǸƭŜǘŞǾŜƭ ǾłƭƭŀƭƪƻȊłǎ ǎȊƛƴǘŜƴΣ 

ǵƎȅ ŀ ǎǇƻǊǘǘŀƭ ǀǎǎȊŜŦǸƎƎǃ ǘŜǊǸƭŜǘŜƪΣ ŀ ǇƛŀŎƛ ǎȊŜƎƳŜƴǎŜƪ ƛǎ ǎȊŞƭŜǎ ƪŜǊŜǘŜƪŜǘ ƪŀǇƴŀƪ ŀ ƎŀȊŘŀǎłƎƛ 

ǇƭŀǘŦƻǊƳƻƴΦ ! ƴǀǾŜƪǾǃ ǎȊłƳǵ ǊŞǎȊǾŞǘŜƭ ŀ ǎǇƻǊǘōŀƴ ǎȊłƳƻǎ ǇƻȊƛǘƝǾ Ƙŀǘłǎǎŀƭ ōƝǊΣ ŀƪłǊ ŀȊ 

ŜƎŞǎȊǎŞƎǸƎȅǊŜΣ ŀƪłǊ ŀ ǎǇƻǊǘǇƛŀŎƛ ŜƳŜƭƪŜŘŞǎǊŜ ƎƻƴŘƻƭǳƴƪΦ ! ǎǇƻǊǘƻƭƽƪ ŦŜƭƛǎƳŜǊƛƪ ŀ ǎǇƻǊǘōŀƴ 

ǊŜƧƭǃ ƪŜŘǾŜȊǃ ƘŀǘłǎƻƪŀǘΣ ŀƳŜƭȅŜƪŜǘ ŀƪłǊ ǎȊŀƪƳŀƛ ǘǳŘłǎǳƪƪŀƭΣ ŀƪłǊ ŀ ǎȊƻƭƎłƭǘŀǘƽƛǇŀǊōŀƴ ǾŀƎȅ 

ŀ ǘŜǊƳŞƪǇƛŀŎƻƴ ƛǎ ƪƛ ǘǳŘƴŀƪ ƘŀǎȊƴłƭƴƛΦ  

! ƪŞǊŘǃƝǾ ƪŞǊŘŞǎƪǀǊŜ ƪƛǘŜǊƧŜŘǘ ŀǊǊŀ ƛǎΣ ƘƻƎȅ Ƴƛ ŀƭŀǇƧłƴ ǾłƭŀǎȊǘƻǘǘΣ ǾłƭŀǎȊǘ ƳŀƧŘ ƳǳƴƪŀƘŜƭȅŜǘ 

ŀ ǎǇƻǊǘƻƭƽƛ Ǉłƭȅŀ ōŜŦŜƧŜȊǘŞǾŜƭΦ 9ȊŜƪōŜƴ ŀ ǾłƭŀǎȊƻƪōŀƴ ŀ ƭŜƎƴŀƎȅƻōō ŀǊłƴȅōŀƴ ŀ ǘŀƴǳƭƳłƴȅƻƪ 

ŀƭŀǇƧłƴ Ǿŀƭƽ ƳǳƴƪŀƘŜƭȅ ǾłƭŀǎȊǘłǎ ƪŜǊǸƭǘ ŜƭǃǘŞǊōŜ όпсΣтт҈ύΦ YƛŜƳŜƭǘ ǎȊŜǊŜǇ Ƨǳǘƻǘǘ ŀ ƪŀǇŎǎƻƭŀǘƛ 

ǘłƳƻƎŀǘłǎƴŀƪ ƛǎ όоуΣтм҈ύΦ 9Ȋ ŀȊ ŀǊłƴȅ ŜƭŞƎ ƪǀȊŜƭƛ ŀȊ ŜƭǃȊǃΣ ǘŀƴǳƭƳłƴȅƻƪƻƴ ŀƭŀǇǳƭƽ 
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ƳǳƴƪŀǾłƭŀǎȊǘłǎƘƻȊΣ ŜȊŞǊǘ ŀ ǾŜǎȊŞƭȅ ŦŜƴƴłƭƭΣ ƘƻƎȅ ƪǸƭǎǃ ǘŞƴȅŜȊǃƪǘǃƭ ǾłǊƧłƪ ŜƭΣ Ƙƻgy a 

ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ ŞǊǾŞƴȅŜǎǸƭƧŜƴŜƪΦ ! ŦŜƴƴƳŀǊŀŘƽ мпΣрн҈ ǾłƭŀǎȊŀƛ ŀȊ αŀƘƻƭ ǘŀƭłƭǘŀƳΣ ǘŀƭłƭƻƪ 

ƳǳƴƪŀƘŜƭȅŜǘέΦ 9ōōŜƴ ŀ ǾłƭŀǎȊōŀƴ ŜǎŜǘƭŜƎ ƳŜƎƧŜƭŜƴƘŜǘ ŀȊ ƛǎΣ ƘƻƎȅ ƴŜƳ ŦƻƎƭŀƭƪƻȊƴŀƪ ƳŞƎ ŀȊ 

ŀŘƻǘǘ ǘŞƳłǾŀƭΣ ƳŀƧŘ ŀƘƻƎȅ ŀƭŀƪǳƭΦ ! ƪƛǘǀƭǘǃƪ ǘǀōōƴȅƛǊŜ όтн҈ύ ǵƎȅ ƎƻƴŘƻƭƧłƪΣ hogy nem jelent 

ǎȊłƳǳƪǊŀ ǇǊƻōƭŞƳłǘ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ Ǿŀƭƽ ŜƭƘŜƭȅŜȊƪŜŘŞǎΣ Ŏǎŀƪ нтΣпн҈ ƝǘŞƭƛ ƳŜƎ ǵƎȅΣ ƘƻƎȅ 

ƭŜƘŜǘ ƎƻƴŘƧǳƪ ŜȊŜƴ ŀ ǘŜǊǸƭŜǘŜƴΦ 

[ŜƎǘǀōōŜƴ όснΣф҈ύ ŀ ǾłƭŀǎȊŀŘƽƪ ƪǀȊǸƭ ǵƎȅ ƎƻƴŘƻƭƧłƪΣ ƘƻƎȅ ŀ ǎǇƻǊǘƻƭƽƛ Ƴǵƭǘŀǘ ŜƭǃƴȅƪŞƴǘ 

ƪŜȊŜƭƛƪ ŀ ƳǳƴƪŀƘŜƭȅŜƴ Ǿŀƭƽ ƧŜƭŜƴǘƪŜȊŞǎƪƻǊΦ ! ǎǇƻǊǘƻƭƽƛ ƪƻƳǇŜǘŜƴŎƛłƪ ƘŀǎȊƴƻǎƝǘłǎłƴŀƪ 

ƪŞǊŘŞǎƪǀǊŞƴŞƭ ŀ ǾłƭŀǎȊŀŘƽƪ ǵƎȅ ƭłǘƧłƪΣ ƘƻƎȅ ŀ ƳǳƴƪŀƘŜƭȅǸƪǀƴ ǘǳŘƧłƪ ŞǊǾŞƴȅŜǎƝǘŜƴƛ ŀȊƻƪŀǘ 

ƭŜƎƛƴƪłōō όпоΣрр҈ύΣ ŘŜ ŀȊ ƛǎƪƻƭłǘ ƛǎ ƧŜƭŜƴǘǃǎ ǎȊłƳōŀƴ ƧŜƭǀƭǘŞƪ ƳŜƎΣ нтΣпн҈-ban. όоΦ łōǊŀύ 

9ōōŜƴ ŀ ƪŞǊŘŞǎƪǀǊōŜƴ ƭŞƴȅŜƎŜǎ ŜƭŜƳΣ ƘƻƎȅ ŀ ǎǇƻǊǘƻƭƽƛ ƪƻƳǇŜǘŜƴŎƛłƪƴŀƪ ƘŀǘŞƪƻƴȅ ǎȊŜǊŜǇŜ 

Ǿŀƴ ŀȊ ŞƭŜǘǾƛǘŜƭ ǘǀōō ǘŜǊǸƭŜǘŞƴΣ ŀƳƛ ŜƭǃǎŜƎƝǘƛ ŀ ǎƛƪŜǊŜǎ ōƻƭŘƻƎǳƭłǎǘΣ ŀȊ ƛǎƪƻƭłōŀƴ Şǎ ŀ 

ƳǳƴƪŀƘŜƭȅŜƴ ŜƎȅŀǊłƴǘΦ ! ǎǇƻǊǘ ǎƻǊłƴ ŦŜƭŜǊǃǎǀŘƴŜƪ ŜȊŜƪ ŀ ƪƻƳǇŜǘŜƴŎƛŀ ŜƭŜƳŜƪ Şǎ 

ŀƭƪŀƭƳŀȊłǎǳƪ ŀȊ ŞƭŜǘǾƛǘŜƭǊŜ ƛǎ Ƙŀǘłǎǎŀƭ ōƝǊΦ  

оΦ łōǊŀΥ {ǇƻǊǘƻƭƽƛ ƪƻƳǇŜǘŜƴŎƛłƪ ƘŀǎȊƴƻǎƝǘłǎŀ 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

!Ȋ ƻǇǘƛƳƛǎǘŀ ǎȊłƳƻƪ ŀŘƽŘƘŀǘƴŀƪ ŀ ƪƛǘǀƭǘǃƪ ƧŜƭƭŜƎŞōǃƭ ƪƛŦƻƭȅƽƭŀƎΣ ƘƛǎȊŜƴ ƭłǘƘŀǘƽ Ǿƻƭǘ ŀ ƪƻǊłōōƛ 

ƭŜƝǊłǎōŀƴΣ ƘƻƎȅ ŦǃƪŞƴǘ ƧŜƭŜƴƭŜƎ ŘƻƭƎƻȊƽ ǎȊŜƳŞƭȅŜƪ ǘǀƭǘǀǘǘŞƪ ƪƛ ŀ ƪŞǊŘǃƝǾŜt. 

! ǎǇƻǊǘƻƭƽƛ ǇłƭȅŀǾłƭŀǎȊǘłǎƛ ƪŞǊŘŞǎŜƪōŜƴ ƪƛŜƳŜƭǘ ǘŞƴȅŜȊǃ ŀȊƻƪƴŀƪ ŀ ǎȊŜǊŜǇŜΣ ŀƪƛƪ ŀ ǎǇƻǊǘƻƭƽǊŀ 

Ƙŀǘłǎǘ ƎȅŀƪƻǊƻƭƴŀƪΣ ŀ ǎȊƻǊƻǎŀōō ǎȊƻŎƛłƭƛǎ ƪǀȊŜƎǸƪŜǘ ƪŞǇŜȊƛƪΦ ! ƪŞǊŘǃƝǾōŜƴ ǊłƪŞǊŘŜȊǘǸƴƪ ŀǊǊŀΣ 

ƘƻƎȅ ǎǇƻǊǘƻƭƽƛ ǇłƭȅŀŦǳǘłǎłǘ ōŜŦƻƭȅłǎƻƭƽ ŘǀƴǘŞǎŜƪōŜƴ ƳŜƪƪƻǊŀ ǎȊŜǊŜǇŜt kapnak azok a 
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ǎȊŜƳŞƭȅŜƪΣ ŀƪƛƪ ƘƻȊȊł ƪǀȊŜƭ łƭƭƴŀƪΦ ! ǾłƭŀǎȊƻƪōŀƴ ƳŜƎƧŜƭǀƭǘ ǎȊŜƳŞƭȅŜƪ ŀ ǎȊǸƭǃΣ ŜŘȊǃΣ ǘŀƴłǊΣ 

ōŀǊłǘΣ Ƴłǎƛƪ ǎǇƻǊǘƻƭƽΣ Şǎ ǀƴłƭƭƽŀƴ ƛǎ ƳŜƎƧŜƭǀƭƘŜǘǃ ŜƎȅŞō ǎȊŜƳŞƭȅ ƪŀǇƻǘǘ ƘŜƭȅŜǘΦ ! ǾłƭŀǎȊƻƪōŀƴ 

ŀ ǎȊǸƭǃƪ ƪǀȊŜǇŜǎ ōŜŦƻƭȅłǎƻƭłǎƛ ŜƭŜƳƪŞƴǘ ǎȊŜǊŜǇŜƭǘŜƪΣ ŀƳŜƭȅŜǘ ƴŜƳ ŀ ƭŜƎƳŜƎƘŀǘłǊƻȊƽōō 

ǘŞƴȅŜȊǃƪŞƴǘ ŞǊǘŜƭƳŜȊƘŜǘƧǸƪΣ ŘŜ ƧŜƭŜƴǘǃǎ ŀ ǎǇƻǊǘƻƭƽƛ ƘłǘǘŞǊ ƪƛŀƭŀƪƝǘłǎłōŀƴΦ !Ȋ ŜŘȊǃ ǎȊŜǊŜǇŜ 

ǾƛǎȊƻƴǘ ƳŜƎƘŀǘłǊƻȊƽΣ ŀƳƛ ŀ ǎȊŀƪƳŀƛ ƪŞǇȊŞǎ ǘŜǊǸƭŜǘŞƴŜƪ ƧŜƭŜƴǘ ƪƛŜƳŜƭǘ ƛƴŦƻǊƳłŎƛƽǘΦ ! 

ƳŜƎŦŜƭŜƭǃ ǎȊŀƪŜƳōŜǊƪŞǇȊŞǎ ŜƎȅƛƪ ƪǳƭŎǎǘŜǊǸƭŜǘŜ ŀȊ ŜŘȊǃƛ ƪŞǇȊŞǎ ǎȊƝƴǾƻƴŀƭŀΣ ƘƛǎȊŜƴ Ƙŀǘłǎǎŀƭ 

Ǿŀƴ ŀ ǎǇƻǊǘƻƭƽ ŜƎȅŞƴƛ ƪŀǊǊƛŜǊǵǘƧłǊŀ ƛǎΦ ! ǘǀōōƛ ƳŜƎƧŜƭǀƭǘ ǎȊŜƳŞƭȅǊŜ ŀŘƻǘǘ ǾłƭŀǎȊōŀƴΣ Ƴƛƴǘ ŀ 

ōŀǊłǘΣ ǘŀƴłǊΣ Ƴłǎƛƪ ǎǇƻǊǘƻƭƽ Şǎ ŜƎȅŞō ƪŀǘŜƎƽǊƛŀΣ ƴŜƳ ƧŜƭŜƴǘǃǎ ǎȊŜǊŜǇƘŜȊ ƪǀǘǀǘǘŞƪ ŀȊ ŀŘƻǘǘ 

ǎȊŜƳŞƭȅŜƪ ōŜŦƻƭȅłǎƻƭłǎƛ ƪŞǇŜǎǎŞƎŞǘΦ  

! ƴŀƎȅƻōō ŜƭŜƳǎȊłƳǵ Ƴƛƴǘłƴ ŀƭŀǇǳƭƽ ŜƭŜƳȊŞǎŜƪ Ǉƻƴǘƻǎŀōō ŞǊǘŞƪŜƭŞǎǘ ƴȅǵƧǘƘŀǘƴŀƪΦ ! 

ƪŞǊŘǃƝǾ ƪŞǊŘŞǎŜƛ ǎȊŞƭŜǎŜōō ƪǀǊōŜƴ ŜƭŜƳȊƛƪ ŀ ǎǇƻǊǘƻƭƽƛ ŞƭŜǘǇłƭȅŀ ǎȊŜƎƳŜƴǎŜƛǘΦ WŜƭŜƴ 

ǘŀƴǳƭƳłƴȅ ŀȊ ŜŘŘƛƎƛ Ƴƛƴǘŀ ŀƭŀǇƧłƴ ƪƛƳǳǘŀǘƘŀǘƽ Ŧƻƴǘƻǎŀōō ƧŜƭŜƴǎŞƎŜƪŜǘ ƳǳǘŀǘƧŀ ƳŜƎΦ  

 m{{½9D½;{ 

! ǎǇƻǊǘƻƭƽ ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ ƭŜƘŜǘǃǎŞƎŜƛƴŜƪ ƘŀǘŞƪƻƴȅ ƪƛƘŀǎȊƴłƭłǎŀ ŞǊŘŜƪŞōŜƴ ǎȊǸƪǎŞƎŜǎ ŀ 

ŦƻƭȅŀƳŀǘƻǎ ƪŞǇȊŞǎΣ ǘǳŘŀǘƻǎΣ ŎŞƭƛǊłƴȅƻǎ ǘŜǊǾŜȊŞǎΣ ƘƻƎȅ ŀ ƳǳƴƪŀŜǊǃ-ǇƛŀŎƛ ƪƛƘƝǾłǎƻƪƘƻȊ 

ƳŜƎŦŜƭŜƭǃŜƴ ǘǳŘƧƻƴ ŀƭƪŀƭƳŀȊƪƻŘƴƛΦ ! ǎȊŀƪƛǊƻŘŀƭƻƳōŀƴ ƪƛŜƳŜƭǘ ǘŜǊǸƭŜǘŜǘ ƪŞǇǾƛǎŜƭ ŀ ƪŞǇȊŞǎΣ ŀȊ 

ƻƪǘŀǘłǎΣ ŀ ƪŜǘǘǃǎ ƪŀǊǊƛŜǊ ƳƻŘŜƭƭΦ ! ƎȅŀƪƻǊƭŀǘōŀƴ ǾƛǎȊƻƴǘ Ƴłǎ ƛǊłƴȅƻƪ ǘŀǇŀǎȊǘŀƭƘŀǘƽŀƪΣ Ƴƛƴǘ 

ǇŞƭŘłǳƭ ŀȊΣ ƘƻƎȅ ƴŜƳ ŦŜƭǘŞǘƭŜƴǸƭ ƘŜƭȅŜȊƛƪ ŀ ǘŀƴǳƭƳłƴȅƻƪŀǘ ŜƭǃǘŞǊōŜ ŀ ǎǇƻǊǘƻƭƽƪΣ ŀƪƛƪ ŀ 

ǎǇƻǊǘǇłƭȅŀŦǳǘłǎǳƪ ƳŀƎŀǎ Ŧƻƪłƴ łƭƭƴŀƪ ǾŀƎȅ ŜǊŜŘƳŞƴȅŜǎŜƴ ǘŜƭƧŜǎƝǘŜƴŜƪ ŀ ǎǇƻǊǘǇłƭȅłƴΦ 9ȊŞǊǘ ƛǎ 

ǎȊǸƪǎŞƎŜǎǎŞ Ǿłƭǘ ŦŜƭƳŞǊƴƛ ŀ ǎǇƻǊǘƻƭƽƪŀǘ ŞǎκǾŀƎȅ Ǿƻƭǘ ǎǇƻǊǘƻƭƽƪŀǘΣ ǃƪ ƳƛƭȅŜƴ ƳƽŘƻƴ ŞƭǘŞƪ ƳŜƎ 

ŀ ƪŀǊǊƛŜǊƧǸƪ ŦƻǊŘǳƭƽǇƻƴǘƧłǘΦ 

! ǎǇƻǊǘƻƭƽ Ŧǃ ǘŜǾŞƪŜƴȅǎŞƎŜ ŀ ǎǇƻǊǘƻƭłǎΣ ŀƳŜƭȅōŜƴ ŀ ǘŜƘŜǘǎŞƎŞǘ ƳŜƎƳǳǘŀǘƘŀǘƧŀΣ ŜȊŞǊǘ ŀȊ 

ŞƭŜǘŞƴŜƪ ƧŜƭŜƴǘǃǎ ƛŘŜƧŞǘ ŜōōŜƴ ŀ ǘŜǾŞƪŜƴȅǎŞƎōŜƴ ǘǀƭǘƛΦ {ŀƧłǘƻǎ ƪƻƳǇŜǘŜƴŎƛłƪ ŜǊǃǎǀŘƴŜƪ ƳŜƎ 

ŜōōŜƴ ŀȊ ƛŘǃǎȊŀƪōŀƴ Şǎ ǘŜǾŞƪŜƴȅǎŞƎōŜƴΣ ŀƳŜƭȅŜƪŜǘ ƪŞǎǃōō ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴ 

ŞǊǾŞƴȅŜǎƝǘƘŜǘΦ 9ƘƘŜȊ ŀȊƻƴōŀƴ ƴŜƳ ǾŜȊŜǘ ŜƎȅŜƴŜǎ ǵǘΣ ƘƛǎȊŜƴ ǎȊłƳƻǎ ǘƻǾłōōƛ ǘŞƴȅŜȊǃ 

ōŜŦƻƭȅłǎƻƭƧŀΦ LƭȅŜƴ ŀ ǘŀƴǳƭƳłƴȅƛ ƘłǘǘŞǊΣ ŀƳŜƭȅ ŀ ǎȊŀƪƳŀƛ ŀƭŀǇƻǘ ŀŘƧŀ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎƻƴΦ  

! ǇłƭȅŀǾłƭŀǎȊǘłǎ ŀȊ Ŝƭǎǃ ƭŞǇŞǎ ŀ ǎǇƻǊǘƻƭƽƛ ŞƭŜǘǇłƭȅŀ łǘƳŜƴŜǘŞƴŜƪ ƪŜȊŜƭŞǎŞben, amelyben a 

ǘŀƴǳƭłǎƴŀƪ Şǎ ŀ ƘłǘǘŞǊǘłƳƻƎŀǘłǎƴŀƪ ƪƛŜƳŜƭƪŜŘǃ ǎȊŜǊŜǇŜ ǾŀƴΦ ! ǎǇƻǊǘƻƭƽƪ ŀ ǎǇƻǊǘƻƭƽƛ 

ƪŀǊǊƛŜǊƧǸƪ ōŜŦŜƧŜȊǘŞǾŜƭ ǵƧ ǵǘǊŀ ƪŜƭƭΣ ƘƻƎȅ ƭŞǇƧŜƴŜƪΣ ŜƴƴŜƪ ǘǳŘŀǘƻǎ ŜƭǃƪŞǎȊǸƭŜǘŞǾŜƭ ƴŜƳ 
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ǸǘƪǀȊƴŜƪ ŀƴȅŀƎƛΣ ŜǊƪǀƭŎǎƛΣ ŞƭŜǘǎȊƝƴǾƻƴŀƭōŜƭƛ ƘłǘǊłƴȅōŀΦ ! ƪǳǘŀǘłǎ ŜƴƴŜƪ ŀ ǘłǊǎŀŘŀƭƳƛ 

ǇǊƻōƭŞƳłƴŀƪ ŀ ŦŜƭƳŞǊŞǎŞōŜƴ ƴȅǵƧǘ ǎŜƎƝǘǎŞƎŜǘΣ ƘƻƎȅ ŀ ƳŜƎŦŜƭŜƭǃ ōŜŀǾŀǘƪƻȊłǎƛ Ǉƻƴǘƻƪ 

ŦŜƭƛǎƳŜǊƘŜǘǃǾŞ ǾłƭƧŀƴŀƪΣ Şǎ ƘŀǘŞƪƻƴȅ ǇǊƻƎǊŀƳƻƪ ǾŀƭƽǎǳƭƧŀƴŀƪ ƳŜƎ ŀ ǘŜǊǸƭŜǘŜƴΦ 

! ƪǳǘŀǘłǎōŀƴ ƭłǘƘŀǘƽǾł Ǿłƭǘŀƪ ŀȊƻƪ ŀ ǘŞƴȅŜȊǃƪΣ ŀƳŜƭȅŜƪ ōŜŦƻƭȅłǎǎŀƭ Ǿŀƴƴŀƪ ŀ ǎǇƻǊǘƻƭƽƛ 

ƪŀǊǊƛŜǊǊŜΣ ǾŀƭŀƳƛƴǘ ŀȊƻƪ ŀ ǾŜǎȊŞƭȅŦƻǊǊłǎƻƪΣ ŀƳƛǾŜƭ ƴŜƳ ōƛȊǘƻǎΣ ƘƻƎȅ ƳŞƎ ǎȊŜƳōŜǎǸƭƴŜƪ ŀ 

ǎǇƻǊǘƻƭƽƪΣ Ƴƛƴǘ ŀ ƳǳƴƪŀŜǊǃǇƛŀŎǊŀ ǘǀǊǘŞƴǃ łǘƳŜƴŜǘΦ ! ǎǇƻǊǘƻƭƽƪ ƪŀǊǊƛŜǊǘŜǊǾŜȊŞǎŞōŜƴ ǎȊłƳƻǎ 

ǘŞƴȅŜȊǃǘ ǎȊǸƪǎŞƎŜǎ ŦƛƎȅŜƭŜƳōŜ ǾŜƴƴǸƴƪΣ ŀƳƛ ŀ ǎǇƻǊǘƻƭƽƛ ǘŜƘŜǘǎŞƎŜǘΣ ŀƴƴŀƪ ǎǇƻǊǘōŀƴ Ǿŀƭƽ 
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ŦƽƪǳǎȊōŀΣ ƘƻƎȅ ƳƛƭȅŜƴ ŀƭƪŀƭƳŀȊƻǘǘ ƳƽŘǎȊŜǊ-ŜƎȅǸǘǘŜǎ ŎŞƭǎȊŜǊǼΣ ŀƘƘƻȊΣ ƘƻƎȅ ŜƎȅ łǘǀǊǀƪƝǘŞǎǎŜƭ 

ǘǀǊǘŞƴǃ Ǿłƭǘłǎ ƳƛƴŞƭ ƪŜǾŜǎŜōō ƪƻŎƪłȊŀǘǘŀƭΣ ǎǃǘ ŀ ŎŞƎǾŀƎȅƻƴƻƪ ƪŜȊŜƭŞǎŞǘ Şǎ ƳǼƪǀŘǘŜǘŞǎŞǘ 

ƛƭƭŜǘǃŜƴ ƳƛƴŞƭ ǎƛƪŜǊŜǎŜōōŜƴ ȊłǊǳƭƘŀǎǎƻƴΦ 9ȊȊŜƭ ŀ ƎƻƴŘƻƭŀǘƛǎłƎƎŀƭ Şǎ ŎŞƭƭŀƭ ȊŀƧƭƽ 

ƳƽŘǎȊŜǊŦŜƧƭŜǎȊǘŞǎōǃƭ ǎȊǸƭŜǘŜǘǘ ƳŜƎ ŀ C!.¦ ς ŀ ŦŜƭŜƭǃǎ łǘǀǊǀƪƝǘŞǎ ƳƽŘǎȊŜǊǘŀƴŀΦ ¦Ǝȅŀƴ ŜȊ ŀ 

ƳƽŘǎȊŜǊŀƭƪŀƭƳŀȊłǎƛ ŦŜƭŘƻƭƎƻȊłǎ ƳŞƎ ƴŜƳ ŀƪƪƻǊŀ ǎȊłƳƻǎǎłƎǵ ŎŞƎŜǘ ŞǊƛƴǘŜǘǘΣ ƘƻƎȅ ŀȊ 

łǘǀǊǀƪƝǘŞǎ ǾŀƭŀƳŜƴƴȅƛ ǇǊƻōƭŞƳłƧłǊŀ ōƛȊǘƻǎ ǾłƭŀǎȊƻƪŀǘ ŀŘƧƻƴΣ ŘŜ ƳłǊ Ǿŀƴƴŀƪ ƻƭȅŀƴ ōƛȊǘŀǘƽ 

ǘŀǇŀǎȊǘŀƭŀǘƛ ŜǊŜŘƳŞƴȅŜƪΣ ŀƳŜƭȅŜƪǊǃƭ ōƛȊƻƴȅƻǎŀƴ łƭƭƝǘƘŀǘƽΣ ƘƻƎȅ ŀȊ łǘǀǊǀƪƝǘŞǎ ǎƛƪŜǊŞōŜƴ 

ŜǎŞƭȅǘŞƴȅŜȊǃƪƴŜƪ ǘŜƪƛƴǘƘŜǘǃƪΦ 9ǊǊǃƭ ƭŜǎȊ ǎȊƽΦ 

YǳƭŎǎǎȊŀǾŀƪΥ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪΣ ǘŀƴłŎǎŀŘƽƛ esetekΣ C!.¦ ƳƽŘǎȊer, projekt ǘŀƴǳƭǎłƎƻƪ 
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Abstract 

The aim of the study is to show the importance of dealing responsibly with the family 

businesses process of transmission ς with its correct relevance and methodology - in time 

(before the retirement age of the perpetrator). Through our own examines, the 

collaborations with the members of the National Changing and Crisis Management 

Association and wit the analysis of the consultative cases (project lessons) that we collected, 

during the application of incorporable and best worked processes there has always been a 

fundamental methodological question and a dilemma to be solved to have a transmission 

with a minimum of risk and even more successful completion of the business assets and 

operations. With this philosophy and aim of developing methodology has FABU been born ς 

the method of responsible transmission. We are trying to make method-capture tests from 

the feedbacks of the organizations who are using this method. Although the processing is not 

affecting a determining number businesses to give a correct answer to all the questions and 

problems of transmission, we already have some encouraging experimental results that can 

be safely considered to be a factor for the success of the transmission. 

Keywords: Family Business, Responsible inheritance, Counseling cases, FABU method, Project 

lessons 

 .9±9½9¢p  

! ŎǎŀƭłŘƛ ŎŞƎŜƪ ƛƎŜƴ ƧŜƭŜƴǘŞƪŜƴȅ ǎȊŜǊŜǇŜǘ ǘǀƭǘŜƴŜƪ ōŜ ŀ ǇƛŀŎƎŀȊŘŀǎłƎƻƪōŀƴΣ ǘǀōōŜƪ ƪǀȊǘ ǃƪ 

ŀŘƧłƪ ŀ ǾƛƭłƎ D5t-ƧŞƴŜƪ ƪōΦ ср҈-łǘΣ ƳƝƎ ŀ ǾƛƭłƎ ŜƎȅƛƪ ƭŜƎŦŜƧƭŜǘǘŜōō ƻǊǎȊłƎłōŀƴΣ ŀȊ ¦{!-ban az 

ŞǾŜǎ D5t пр҈-łǘ (Poza ς Daugherty, 2014) ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪ ǘŜǊƳŜƭƛƪΦ ! ǾƛƭłƎōŀƴ ōŜǘǀƭǘǀǘǘ 

ƧŜƭŜƴǘǃǎŞƎǸƪ ŘŀŎłǊŀ ŀ ƘŀȊŀƛ ŎǎŀƭłŘƛ ŎŞƎŜƪ ƘƻȊȊłƧłǊǳƭłǎŀƛǊƽƭ ƧƽǾŀƭ ƪŜǾŜǎŜōōŜǘ ǘǳŘǳƴƪΣ ǘŜƪƛƴǘǾŜΣ 

ƘƻƎȅ ǊłƧǳƪ ƴŞȊǾŜ ƴƛƴŎǎ ǀƴłƭƭƽ Y{I ŀŘŀǘƎȅǼƧǘŞǎΣ ŎǎǳǇłƴ ŀ ǾłƭƭŀƭƪƻȊłǎƻƪǊƽƭΣ ƪǀȊǘǸƪ ŀ YY±-ƪǊƽƭΦ 

ό{ŀƧƴƻǎΣ ŜƳƛŀǘǘ ƳŞƎ ƳƛƴŘƛƎ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪŜǘ ƪƛȊłǊƽƭŀƎ ŀ YY± ƪǀǊǊŜƭ ŀȊƻƴƻǎƝǘƧłƪΣ ǇŜŘƛƎ 

ƪǀȊǀǘǘǸƪ ǘǀōō ƴŀƎȅǾłƭƭŀƭŀǘ ƛǎ Ǿŀƴ ƳłǊΦύ  

A KKV-Ǌƽƭ ǎȊƽƭƽ ǎǘŀǘƛǎȊǘƛƪłƪ ǎȊŜǊƛƴǘ ŀ ǎȊŜƪǘƻǊ ŀŘƧŀ ŀ ƘŀȊŀƛ ǾłƭƭŀƭƪƻȊłǎƻƪ фф҈-łǘΦ ! ƪƛǎ- Şǎ 

ƪǀȊŞǇǾłƭƭŀƭƪƻȊłǎƻƪ ŀ ƳŀƎȅŀǊ D5t ƪōΦ пр҈-łǘ łƭƭƝǘƧłƪ ŜƭǃΣ ƳƛƪǀȊōŜƴ ŀ ƘŀȊŀƛ ŦƻƎƭŀƭƪƻȊǘŀǘƻǘǘŀƪ 

ŜǎŜǘŞōŜƴ ŜȊ ŀȊ ŀǊłƴȅ сл҈Φ !Ȋ ƪŜŘǾŜȊǃǘƭŜƴŜōō ǘŞƴȅΣ ƘƻƎȅ ŀ YY± ǎȊŜƪǘƻǊƻƴ ōŜƭǸƭ ŀȊ ŀƭƪŀƭƳŀȊƻǘǘ 

ƴŞƭƪǸƭƛ ǵƴΦ ǀƴŦƻƎƭŀƭƪƻȊǘŀǘƽΣ ƛƭƭŜǘǾŜ мςф Ŧǃǎ ǾłƭƭŀƭƪƻȊłǎƻƪŀǘ ŜƎȅǸǘǘŜǎŜƴ ƪŞǇŜȊǃ ǵƴΦ 
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mikǊƻǾłƭƭŀƭƪƻȊłǎƻƪ ŀǊłƴȅŀ ŀȊ ǀǎǎȊŜǎ ƳǼƪǀŘǃ ǾłƭƭŀƭƪƻȊłǎ фрΣм҈-ŀΦ ό±ŀƭƽǎȊƝƴǼΣ ƘƻƎȅ ŜȊŜƪ 

ǘǀōōǎŞƎŜ ƛǎ ŎǎŀƭłŘƛ ŎŞƎΦύ  

±ŀƴƴŀƪ ŀȊƻƴōŀƴ ƴŀƎȅƻōō ŎǎŀƭłŘƛ ŎŞƎŜƪ ƛǎΦ /ǎŀƪ ŀȊ C.b- I όCŜƭŜƭǃǎ /ǎŀƭłŘƛ ±łƭƭŀƭŀǘƻƪŞǊǘ 

aŀƎȅŀǊƻǊǎȊłƎƻƴ YǀȊƘŀǎȊƴǵ 9ƎȅŜǎǸƭŜǘύ нлмо-ōŀƴΣ ǎŀƧłǘ ǘŀƎƧŀƛƴŀƪ ƪǀǊŞōŜ όƧŜƭŜƴƭŜƎ ƳƛƴŘǀǎǎȊŜ 

ƪōΦ рл ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎ ŀ ǘŀƎƧŀύ ǘŀǊǘƻȊƽ ŎǎŀƭłŘƛ Ǿłƭƭŀƭŀǘƻƪ ǀǎǎȊŜǎƝǘŜǘǘ łǊōŜǾŞǘŜƭŜ нлмо-ban 

ƳŜƎƘŀƭŀŘǘŀ ŀ нтр ƳƛƭƭƛłǊŘ ŦƻǊƛƴǘƻǘΦ ¢ƝȊŜȊǊŜǎ ƴŀƎȅǎłƎǊŜƴŘōŜƴ ŀƭƪŀƭƳŀȊƴŀƪ ƳǳƴƪŀǾłƭƭŀƭƽƪŀǘΣ 

Şǎ łǘƭŀƎƻǎŀƴ ƴŞƎȅ ŎǎŀƭłŘǘŀƎ ŘƻƭƎƻȊƛƪ ŀ ǎŀƧłǘ ǘǳƭŀƧŘƻƴǵ ŎŞƎŜƪōŜƴ ǾŜȊŜǘǃ ǇƻȊƝŎƛƽōŀƴΣ ŀȊ ŜȄǇƻǊǘ 

ǘŜǾŞƪŜƴȅǎŞƎǸƪ ŀ ǘŀƎŎŞƎŜƪƴŞƭ łǘƭŀƎƻǎŀƴ ƳƛƴǘŜƎȅ нр҈-os volt 2013-ig.  

IŀȊłƴƪōŀƴ ƛǎ ŀƴƴȅƛ ōƛȊǘƻǎŀƴ łƭƭƝǘƘŀǘƽΣ ǀǎǎȊŜǎǎŞƎŞōŜƴ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪƴŜƪ ƪƻƳƻƭȅ ǎǵƭȅǳƪ Ǿŀƴ ŀ 

ƎŀȊŘŀǎłƎōŀƴΦ 5Ŝ ŀ ǘłǊǎŀŘŀƭƳƛ ƳŜƎƘŀǘłǊƻȊƻǘǘǎłƎƻƪōŀƴ ƛǎ Ǿŀƴ ƧŜƭŜƴǘǃǎŞƎǸƪΣ ǳƎȅŀƴƛǎ ς ahogy a 

ǾƛƭłƎōŀƴ Ƴłǎǳǘǘ ƛǎ ς Ŝ ǘŜƪƛƴǘŜǘōŜƴ ƛǎ ǎƻƪ ƻƭȅŀƴ ŞǊǘŞƪŜƪŜǘ ƪŞǇǾƛǎŜƭƴŜƪ Şǎ ƘƻǊŘƻȊƴŀƪΣ Ƴƛƴǘ 

ǇŞƭŘłǳƭ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪŞǊǘ Ǿŀƭƽ ŦŜƭŜƭǃǎǎŞƎŞǊȊŜǘΣ ŀȊ ŜƭǃłƭƭƝǘƻǘǘ ǘŜǊƳŞƪ ƛǊłƴǘƛ ŜƭƪǀǘŜƭŜȊŜǘǘǎŞƎΣ ŀ 

ŦǸƎƎŜǘƭŜƴǎŞƎΣ ƘƻǎǎȊǵ ǘłǾǵ ǎȊŜƳƭŞƭŜǘƳƽŘΣ ǎƻƪƻƭŘŀƭǵǎłƎ ǎǘōΦ 

 A /{![#5L /;D9Y ;{ W9[[9D½9¢9{{;D9L 

¢ǳƭŀƧŘƻƴƪŞǇǇ Ƴƛǘ ƛǎ ƴŜǾŜȊǸƴƪ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƴŀƪΚ 9Ȋǘ ƪǳǘŀǘǾŀ ƳŜƎƭŜǇǃ ǎƻƪǎȊƝƴǼǎŞƎƎŜƭ 

ǘŀƭłƭƪƻȊƘŀǘǳƴƪΦ !Ȋ 9ǳǊƽǇŀƛ ¦ƴƛƽ нллф-ōŜƴ ŀ ǾƛƭłƎƻƴ ƘŀǎȊƴłƭŀǘƻǎ фл ŦŞƭŜ ƳŜƎƘŀǘłǊƻȊłǎǘ ǘŀƭłƭǘ 

(European Commission, 2009). 9ȊŜƴ ƳŜƎŦƻƎŀƭƳŀȊłǎƻƪōƽƭ ŀȊ 9¦ ŀ ƪǀǾŜǘƪŜȊǃƪŜǘ ŦƻƎŀŘǘŀ Ŝƭ 

ƳŞǊǾŀŘƽƴŀƪΥ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƴŀƪ ƳƛƴǃǎǸƭƴŜƪ - ƳŞǊŜǘǸƪǘǃƭ ŦǸƎƎŜǘƭŜƴǸƭ - ŀȊƻƴ ƎŀȊŘŀǎłƎƛ 

ǘłǊǎŀǎłƎƻƪΣ ŀƳŜƭȅŜƪ ƛǊłƴȅƝǘłǎłōŀƴ ŀ ǘǳƭŀƧŘƻƴƻǎ ƳŜƭƭŜǘǘ ƭŜƎŀƭłōō ƳŞƎ ŜƎȅ ŎǎŀƭłŘǘŀƎ ǊŞǎȊǘ vesz, 

ǾŀƭŀƳƛƴǘ ŀ ŎǎŀƭłŘ ǘǳƭŀƧŘƻƴƛ ƘłƴȅŀŘŀ ƳŜƎƘŀǘłǊƻȊƽ ǎȊŜǊŜǇŜǘ όƴȅƝƭǘ ǊŞǎȊǾŞƴȅǘłǊǎŀǎłƎ ŜǎǘŞƴ 

ƳƛƴƛƳǳƳ нрҌ҈Σ ȊłǊǘ ǊŞǎȊǾŞƴȅǘłǊǎŀǎłƎ ŜǎŜǘŞƴ ƳƛƴƛƳǳƳ рлҌ҈ύ ōƛȊǘƻǎƝǘ ŀ ŎǎŀƭłŘƴŀƪ ŀ 

ǘǳƭŀƧŘƻƴƻǎƛ ŘǀƴǘŞǎŜƪōŜƴΦ 

! ǾŜȊŜǘŞǎǊŜ Şǎ ŀ ƳƛƴŘŜƴƴŀǇƻǎ ƳǳƴƪŀǾŞƎȊŞǎǊŜ ŜƎȅŀǊłƴǘ ƧŜƭƭŜƳȊǃΣ ƘƻƎȅ ŀ ŎǎŀƭłŘ ǘǀōō 

ƎŜƴŜǊłŎƛƽƧŀ ǾŜǎȊ ōŜƴƴŜ ǊŞǎȊǘΦ  

LƎŜƴ łƳΣ ŘŜ ŦŜƭǾŜǘǃŘƘŜǘ ŀ ƪŞǊŘŞǎΣ ƘƻƎȅ Ƴƛǘ ǘŜƪƛƴǘƘŜǘǸƴƪ ŎǎŀƭłŘƴŀƪΣ ƳƛƭȅŜƴ ƳŞǊǘŞƪǼΣ 

ƘƻǊƛȊƻƴǘǵ Ǌƻƪƻƴƛ ǎȊłƭŀƪŀǘ ƭŜƘŜǘ ŦƛƎȅŜƭŜƳōŜ ǾŜƴƴƛΚ 9Ȋ ŜƭŞƎƎŞ ǾłƭǘƻȊƽ ƭŜƘŜǘΦ 9Ǝȅ ƭŜƘŜǘǎŞƎŜǎ 

ŦŜƭƻǎȊǘłǎ ǎȊŜǊƛƴǘ Ǿŀƴƴŀƪ ƻƭȅŀƴ ŎŞƎŜƪ όǵƴΦ Ǌƻƪƻƴƛ ǾłƭƭŀƭƪƻȊłǎƻƪύΣ ŀƳŜƭȅŜƪ ŀ ŎǎŀƭłŘƛ ǘǳƭŀƧŘƻƴǘ Şǎ 

ǾŜȊŜǘŞǎǘ ŀ ƧǀǾǃōŜƴ ǎŜƳ Ŏǎŀƪ ŀ ǎȊǼƪ ŎǎŀƭłŘōŀƴ όƘłȊŀǎǘłǊǎŀƪΣ ƎȅŜǊƳŜƪŜƪ ƪǀǊŞōŜƴύΣ ƘŀƴŜƳ 
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ǘłƎŀōō Ǌƻƪƻƴƛ ƪŀǇŎǎƻƭŀǘƻƪ ƪǀȊǀǘǘ ƪƝǾłƴƧłƪ ǘŀǊǘŀƴƛΦ !Ȋ 9ƎȅŜǎǸƭŜǘǸƴƪ ό±łƭǘƻȊłǎ- Şǎ 

±łƭǎłƎƳŜƴŜŘȊǎŜǊŜƪ hǊǎȊłƎƻǎ 9ƎȅŜǎǸƭŜǘŜύ łƭǘŀƭ ǘłƳƻƎŀǘƻǘǘ ŎǎŀƭłŘƛ ŎŞƎƪǳǘŀǘłǎƻƪ ǎƻǊłƴΣ 

ǾŀƭŀƳƛƴǘ ŀ .ǳŘŀǇŜǎǘƛ aŜǘǊƻǇƻƭƛǘŀƴ 9ƎȅŜǘŜƳƳŜƭ ƪǀȊǀǎ ǎȊŀƪƛǊłƴȅǵ ƪŞǇȊŞǎōŜƴ ό9ȄŜŎǳǘƛǾŜ a.! 

- ¢ǳǊƴŀǊƻǳƴŘ aŜƴŜŘȊǎƳŜƴǘύ {ǘŜƴ ŜƭƘŀǘłǊƻƭłǎłǘ ŀƭƪŀƭƳŀȊȊǳƪΣ ŀƳŜƭȅ ǎȊŜǊƛƴǘΥ  

- αŀȊƻƪ ŀ ŎǎŀƭłŘƻƪΣ ŀƘƻƭ ƳƛƴŘŜƴ ǘŀƎΣ ŘŜ ƭŜƎŀƭłōō ƪŞǘ ŎǎŀƭłŘǘŀƎ ƛƴŦƻǊƳłƭƛǎŀƴ ǾŀƎȅ 

ŦƻǊƳłƭƛǎŀƴ ǊŞǎȊǘ ǾŜǎȊ ŀ ǾłƭƭŀƭƪƻȊłǎōŀƴΣ ǘŀƎƧŀ ŀ ǾłƭƭŀƭƪƻȊƽ ŎǎŀƭłŘƴŀƪ ƛǎΤ 

-  Ŏǎŀƪ ŀȊƻƴ ŎǎŀƭłŘǘŀƎƻƪ ǘŀǊǘƻȊƴŀƪ ŀ ǾłƭƭŀƭƪƻȊƽ ŎǎŀƭłŘōŀΣ ŀƪƛƪ ƛƴŦƻǊƳłƭƛǎŀƴ ǾŀƎȅ 

ŦƻǊƳłƭƛǎŀƴ ǊŞǎȊǘ ǾŜǎȊƴŜƪ ŀ ǾłƭƭŀƭƪƻȊłǎōŀƴΣ 

- ŀ ǾłƭƭŀƭƪƻȊƽ ŎǎŀƭłŘƴŀƪ Ŏǎŀƪ ŀȊƻƴ ŎǎŀƭłŘǘŀƎƻƪ ŀ ǘŀƎƧŀƛΣ ŀƪƛƪ ŦƻǊƳłƭƛǎŀƴ ǾŜǎȊƴŜƪ ǊŞǎȊǘ ŀ 

ǾłƭƭŀƭƪƻȊłǎ ƳǼƪǀŘŞǎŞōŜƴΦέ (Sten, 2007, 168)  

tŜǊǎȊŜΣ ŜȊ ŀ ǾłƭƭŀƭƪƻȊłǎōŀƴ Ǿŀƭƽ ǊŞǎȊǾŞǘŜƭǊŜ ǾƻƴŀǘƪƻȊƛƪΣ ǎ ƴŜƳ ŀȊƻƴƻǎ ŀ ǘǳƭŀƧŘƻƴƭłǎǎŀƭΦ IƛǎȊ 

ǇŞƭŘłǳƭ ŘǀƴǘƘŜǘ ǵƎȅ ŀ ǾłƭƭŀƭƪƻȊƽ ŎǎŀƭłŘΣ ƘƻƎȅ ŀŘ ōƛȊƻƴȅƻǎ ǘǳƭŀƧŘƻƴǊŞǎȊǘ όŜǎŜǘƭŜƎ ƪŀǇƘŀǘ 

ƻǎȊǘŀƭŞƪƻǘΣ ǊŞǎȊŜǎŜŘƘŜǘ ŀ ƳŜƎǘŜǊƳŜƭǘ ƘŀǎȊƻƴōƽƭύ ŀ ŎŞƎōŜƴ ƴŜƳ ƳǳƴƪłƭƪƻŘƽ ŎǎŀƭłŘǘŀƎƴŀƪ ƛǎΣ 

ŘŜ ŜȊ ƴŜƳ ŀȊƻƴƻǎ ŀȊ ŜƭǃōōƛŜƪōŜƴ ƳŜƎƘŀǘłǊƻȊƻǘǘ ƪǀǊǊŜƭΦ !Ȋ ƛƭȅŜƴ ŜǎŜǘŜƪ ƧŜƭŜƴǘǃǎ ǊŞǎȊŞōŜƴ Ŝ 

ŎǎŀƭłŘǘŀƎƻƪ ƧƻƎŀƛ ƴŜƳ ƪǸƭǀƴōǀȊƴŜƪ όōłǊ ŜƭǃŦƻǊŘǳƭƘŀǘ ŀȊ ƛǎΣ ƘƻƎȅ ŜƭǎǃōōǎŞƎƛ ƧƻƎƻƪ ƛƭƭŜǘƛƪ ƳŜƎ 

ǃƪŜǘύ ŀȊ ŜǎŜǘƭŜƎŜǎ ŜƎȅŞōΣ ŀ ŎŞƎƘŜȊ ƴŜƳ Ǌƻƪƻƴƛ ǎȊłƭŀƪƻƴ ƪǀǘǃŘǃΣ ǘǳƭŀƧŘƻƴƛ ǊŞǎǎȊŜƭ ǊŜƴŘŜƭƪŜȊǃ 

ōŜŦŜƪǘŜǘǃƪǘǃƭΦ  

! ŎǎŀƭłŘƛ ŎŞƎŜƪ ς ǎ ŜȊǘ ŀ ŦƻǊƎŀƭƻƳōŀƴ ƭŞǾǃ ǎƻƪŦŞƭŜ ƳŜƎƘŀǘłǊƻȊłǎ ƛǎ ƧŜƭȊƛ ς ǎƻƪōŀƴ ƪǸƭǀƴōǀȊƴek 

ŀ ƴŜƳ ŎǎŀƭłŘƛ ƧŜƭƭŜƎǼ ǾłƭƭŀƭƪƻȊłǎƻƪǘƽƭΦ 9ȊŜƪ ŀ ƧŜƭƭŜƎȊŜǘŜǎǎŞƎŜƪ ŀƪƪƻǊ ǾłƭƘŀǘƴŀƪ ƪǊƛǘƛƪǳǎǎłΣ Ƙŀ 

ŀ ŎǎŀƭłŘƛ ŎŞƎ ǾŀƭŀƳƛƭȅŜƴ ǾłƭǘƻȊłǎ Ŝƭǃǘǘ łƭƭΣ Şǎ ŀ ǾłƭǘƻȊłǎƻƪ ƪǀȊǀǘǘ ƛǎ ƪƛŜƳŜƭƪŜŘǃ ƧŜƭŜƴǘǃǎŞƎǼ ŀ 

ŎŞƎ ǘǳƭŀƧŘƻƴǾƛǎȊƻƴȅŀƛǾŀƭ ƛǎ ŜǊǃǎŜƴ ǀǎǎȊŜŦǸƎƎǃ ŎŞƎƛǊłƴȅƝǘłǎΣ ǾŜȊŜǘŞǎ łǘǀǊǀƪƝǘŞǎŜΦ όbŜƳ 

ǾŞƭŜǘƭŜƴΣ ƘƻƎȅ ŀ ŦŜƧƭŜǘǘ ǇƛŀŎƎŀȊŘŀǎłƎƻƪōŀƴ ǘǀōō ǎȊŀƪƛǊƻŘŀƭƻƳΣ ŘŜ ŦǃƪŞǇǇ ƪǸƭǀƴŦŞƭŜΣ ŀȊ 

ƛƴǘŜǊƴŜǘŜƴ ǘŀƭłƭƘŀǘƽ ƛƴǘŞȊƳŞƴȅƛ ŦŜƭǸƭŜǘŜƪ ς ƪŀƳŀǊłƪΣ ǘŀƴłŎǎŀŘƽ ŎŞƎŜƪ ǎǘōΦ ς ǘŀƴłŎǎŀŘƽƛ 

ƛƴǘŜƭƳŜƪƪŜƭΣ ǇǊŀƪǘƛƪǳǎ ǘŀƴłŎǎƻƪƪŀƭ ƛƎȅŜƪŜȊƴŜƪ łǘǎŜƎƝǘŜƴƛ ŀȊ łǘǀǊǀƪƝǘŞǎƛ ŘƛƭŜƳƳłƪ ǎƻƪŀǎłƎłǾŀƭ 

ƪǸǎȊƪǀŘǃƪŜǘ όƭŘΦ ǇƭΦ vǳŞōŜŎ Entrepreneuriat, 2018; Olivier, 2011; Poza ς Daugherty, 2014).  

aŀƎȅŀǊƻǊǎȊłƎƻƴ ŞǇǇŜƴ ŀȊ łǘǀǊǀƪƝǘŞǎŜƪ ƪŀǇŎǎłƴ ƪŜǊǸƭǘŜƪ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪ ŦƽƪǳǎȊōŀΦ 9ƎȅŜǎ 

ōŜŎǎƭŞǎŜƪ ǎȊŜǊƛƴǘ ǳƎȅŀƴƛǎ ƘŀȊłƴƪōŀƴ ŀƪǘǳłƭƛǎan ƳłǊ ǘǀōō Ƴƛƴǘ мрл-нлл ŜȊŜǊ ŎǎŀƭłŘƛ 

ǾłƭƭŀƭƪƻȊłǎ ŜǎŜǘŞōŜƴ Ǿłƭǘ ŜƎȅǊŜ ǎǸǊƎŜǘǃōōŞ ŀȊ łǘǀǊǀƪƝǘŞǎΦ 9ƴƴŜƪ ƻƪŀ ŀȊΣ ƘƻƎȅ ŀ ǊŜƴŘǎȊŜǊǾłƭǘłǎ 
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ǳǘłƴ ƳŜƎŀƭŀƪǳƭƽ ŎŞƎŜƪ ŀƭŀǇƝǘƽ αǘǳƭŀƧŘƻƴƻǎŀǘȅłƛέ όǎ ƪǀȊǘǸƪ ǘǀōōŜƴ ŀȊ ŜŘŘƛƎƛ ǎƛƪŜǊŜǎŜōōŜƪ 

ƪǀȊǸƭύ ȊǀƳŞōŜƴ ƴŀǇƧŀƛƴƪǊŀ Ƨǳǘƻǘǘŀƪ Ŝƭ ŀ ƴȅǳƎŘƝƧŀǎ ƪƻǊǘ ƧŜƭŜƴǘǃ ƘŀǘłǊƛƎΦ9  

9Ȋ ƎƻƴŘΣ ƳŜǊǘ ŀ ƘŀȊŀƛ ŎǎŀƭłŘƛ ŎŞƎŜƪ Şǎ ŀ ǘŀƴłŎǎŀŘƽƪΣ ŘŜ ƳŞƎ ŀ ƪǳǘŀǘƽƪ ǎŜƳ ŦƻƎƭŀƭƪƻȊǘŀƪ ŜƭŞƎ 

ōŜƘŀǘƽŀƴ ŜȊȊŜƭ ŀ ǇǊƻōƭŞƳłǾŀƭ όŎǎǳǇłƴ ŀȊ ǳǘƽōōƛ р-т ŞǾōŜƴ ƧŜƭŜƴƴŜƪ ƳŜƎ ƴŀƎȅƻōō ǎȊłƳōŀƴ 

szakcikkek, ƪǳǘŀǘłǎƻƪ ǎǘōΦ Ŝ ǘŞƳłōŀƴύΦ aƛƪǀȊōŜƴ ŀ ŦŜƧƭŜǘǘ ǇƛŀŎƎŀȊŘŀǎłƎƻƪ ǘŀǇŀǎȊǘŀƭŀǘƛ 

ǎǘŀǘƛǎȊǘƛƪłƛ ǎȊŜǊƛƴǘ όƘŀȊłƴƪƴłƭ ƪƛǘŜǊƧŜŘǘŜōō ǘŀƴłŎǎŀŘƽƛ Şǎ ƪŀƳŀǊŀƛΣ ƻƪǘŀǘłǎƛ-ƪŞǇȊŞǎƛ 

ƘłǘǘŞǊǘłƳƻƎŀǘłǎ ƳŜƭƭŜǘǘ ƛǎύ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ƪōΦ ол-35%-ŀ ƴŜƳ Şƭƛ ǘǵƭ ŀȊ ǵƴΦ 

ƎŜƴŜǊłŎƛƽǾłƭǘłǎǘΣ ǎǃǘ ƳłǊ ŀȊ łǘŀŘłǎƛ ǇǊƻŎŜǎǎȊǳǎ ǎƻǊłƴ ƛǎ ƪǀȊŜƭ нл҈-ǳƪ Ŝǎƛƪ łƭŘƻȊŀǘǳƭΦ 

¦ƎȅŀƴŀƪƪƻǊ ŀ ŎŞƎǳǘƽŘƭłǎǘ ƪǀǾŜǘǃ ƘŞǘ ŞǾ ŀƭŀǘǘ ƳƛƴŘŜƴ ƘŀǊƳŀŘƛƪ ŎŞƎ ǘǼƴƛƪ Ŝƭ ǀǊǀƪǊŜΦ 9ȊŜƪ ŀ 

ǘŀǇŀǎȊǘŀƭŀǘƛ ǎǘŀǘƛǎȊǘƛƪłƪ ƳłǊ ŞǾŜƪƪŜƭ ŜȊŜƭǃǘǘ όмффт-ōŜƴ ƧŜƭŜƴǘ ƳŜƎ ŜǊǊǃƭ ŀȊ Ŝƭǎǃ ǇǳōƭƛƪłŎƛƽƳύ 

ƛǎ ŀǊǊŀ ƪŞǎȊǘŜǘǘŜƪΣ ǎ ŀ ƪŞǎǃōōƛŜƪōŜƴ 9ƎȅŜǎǸƭŜǘǸƴƪŜǘ όŦǃƪŞǇǇ ŀ ŦŜƭǎǃƻƪǘŀǘłǎōŀƴ ƛǎ ŞǊŘŜƪŜƭǘ 

ǘŀƎƧŀƛǘύ ƛǎΣ ƘƻƎȅ ōŜƘŀǘƽōōŀƴ ŦƻƎƭŀƭƪƻȊȊǳƴƪ ŀ ǎȊƽōŀƴ ŦƻǊƎƽ ǇǊƻōƭŞƳłǾŀƭΦ  

bŜƳ ŜƎȅǎȊŜǊǼ ƪŞǊŘŞǎǊǃƭ Ǿŀƴ ǎȊƽΣ ƘƛǎȊ Ƙŀ Ƨƽƭ ƳŜƎƎƻƴŘƻƭƧǳƪΣ ƪǸƭǀƴǀǎŜƴ ƳŜƎƘǀƪƪŜƴǘǃŜƪ ŜȊŜƪ ŀ 

ǘǵƭŞƭŞǎƛ ŀǊłƴȅƻƪ ŀƴƴŀƪ ǘǸƪǊŞōŜƴΣ ƘƻƎȅ ŀ ƴŜƳ ŎǎŀƭłŘƛ ōƛǊǘƻƪƭłǎǵ ŎŞƎŜƪ ŞƭŜǘŞōŜƴ - ōłǊ ƎȅŀƪǊŀƴ 

ƳŜƎǘǀǊǘŞƴƛƪ ς a tulajdonos-Σ ǾŀƎȅ ŀ ƳŜƴŜŘȊǎƳŜƴǘǾłƭǘłǎ ƪǸƭǀƴǀǎŜōō ƳŜƎǊłȊƪƽŘǘŀǘłǎǘ ƴŜƳ 

ƻƪƻȊ ŀȊ ŜƎȅŞōƪŞƴǘ ǎƛƪŜǊŜǎ ǸȊƭŜǘƳŜƴŜǘōŜƴΦ  

! ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ łǘŀŘłǎŀ ƪŀǇŎǎłƴ ƪŜƭŜǘƪŜȊǃ ƘŀǘŀƭƳŀǎ αŜƭƘǳƭƭłǎƛέ ǾŜǎȊǘŜǎŞƎƴŜƪΣ Ƴƛƴǘ 

ƧŜƭŜƴǎŞƎƴŜƪ ǎȊłƳƻǎ ƘłǘǘŞǊ ƻƪŀ Şǎ ƴŜƘŞȊǎŞƎŜ ǾŀƴΦ .łǊ ƳŀƎŀ ŀȊ łǘǀǊǀƪƝǘŞǎ ς αǊŀŎƛƻƴłƭƛǎ-ƭƻƎƛƪŀƛέ 

ŞǊǘŜƭŜƳōŜƴ ς ŜƎȅ Ƨƽƭ ǘŜǊǾŜȊƘŜǘǃ ŦƻƭȅŀƳŀǘΣ ƘƛǎȊŜƴ ƳƛƴŘŜƴ ǘǳƭŀƧŘƻƴƻǎ ŎŞƎǾŜȊŜǘǃ ǘǳŘƧŀΣ ƘƻƎȅ ŀȊ 

ŞƭŜǘ ǾŞƎŜǎΣ ƴŜƳ ƳŀǊŀŘƘŀǘ ǀǊǀƪƪŞ ŀ ǾłƭƭŀƭƪƻȊłǎŀ ŞƭŞƴΦ aŞƎƛǎΣ ƳƛƪƻǊ ŀ ŘƻƭƻƎ ŀƪǘǳłƭƛǎǎł ǾłƭƴŀΣ 

ǎƻƪǎȊƻǊ ƘŀƭƻƎŀǘłǎ ŞǎκǾŀƎȅ ǊƻǎǎȊ ŘǀƴǘŞǎ ŀ ǾŞƎŜΦ 9ƴƴŜƪ ƎȅŀƪƻǊǘŀ ƛƴƪłōō ǎȊǳōƧŜƪǘƝǾ ς ŞǊȊŜƭƳƛ 

όǇƭΦ ŀȊ ŀƭŀǇƝǘƽ ƴŜƘŜȊŜƴ ŜƴƎŜŘƛ łǘ ŀ ŎŞƎ ƛǊłƴȅƝǘłǎłǘΣ ŜǎŜǘƭŜƎ ŞǊȊŜƭƳƛ ŀƭŀǇƻƴ ŞǎκǾŀƎȅ ƪƻƴȊŜǊǾŀǘƝǾ 

ǾŞƭŜƭƳŜƪ Şǎ ƘŀƎȅƻƳłƴȅƻƪ ǎȊŜǊƛƴǘ ς ŀȊ ƛŘǃǎŜōō ǘŜǎǘǾŞǊ ŀȊ ŜƭǎǃΣ ŀ ƭłƴȅƻƪ ƴŜƳ ƛƎŀȊłƴ 

ŀƭƪŀƭƳŀǎŀƪ ŀ ǾŜȊŜǘŞǎǊŜ ǎǘōΦύ ƻƪŀƛ ǾŀƴƴŀƪΣ ƳƛƴǘǎŜƳ ƻōƧŜƪǘƝǾ ƪǀǊǸƭƳŞƴȅŜƪ όǇƭΦ ƴƛƴŎǎ ǀǊǀƪǀǎΣ 

ǾŀƎȅ ŀƪƛ ƭŜƴƴŜΣ ƴŜƳ ǾłƭƭŀƭƧŀ ǎǘōΦύΦ  

¢ŞƴȅΣ ƘƻƎȅ ŀ ŦŜƭŜƭǃǎ łǘǀǊǀƪƝǘŞǎ ǘǀōō ǎȊƛƴǘŜƴ ǘǀǊǘŞƴǃ όŀƴȅŀƎƛΣ ŞǊȊŜƭƳƛ Şǎ ŎǎŀƭłŘŘƛƴŀƳƛƪŀƛύ 

ƪŜȊŜƭŞǎǘ ƛƎŞƴȅŜƭόƴŜύΦ 9Ƴƛŀǘǘ ŀȊ łǘŀŘłǎ ƴŜƘŞȊǎŞƎŜƛ ƎȅŀƪƻǊǘŀ ŀ ŎǎŀƭłŘƻƴ ōŜƭǸƭ ǎȊŞǘƘǵȊłǎǘ 

                                                      

9  ! ǊŜƴŘǎȊŜǊǾłƭǘłǎ ƴŀƎȅ ŎŞƎŀƭŀǇƝǘƽ αōƻƻƳέ-Ƨłƴŀƪ ƛŘŜƧŞƴ ŀȊ ŜƎȅƛƪ ǎȊŀƪƭŀǇ ƳŜƎŀƭƪƻǘǘŀ ŀ ǘƛǇƛƪǳǎ ƳŀƎȅŀǊ 
ǾłƭƭŀƭƪƻȊƽ αǇǊƻŦƛƭƧłǘέΣ ŀƳŜƭȅ ǎȊŜǊƛƴǘ ŀȊ ŀƪƪƻǊƛ ŞǾŜƪ ǘƛǇƛƪǳǎ ƳŀƎȅŀǊ ǾłƭƭŀƭƪƻȊƽƧŀΥ ŦŞǊŦƛΣ ƳŞǊƴǀƪΣ ǎ ƪƻǊłǘ ǘekintve 
пл Şǎ пр ŞǾ ƪǀȊǀǘǘƛΦ  
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ŜǊŜŘƳŞƴȅŜȊƴŜƪ ŀȊ ŜƭƭŜƴǘƳƻƴŘłǎƻǎ ƭƻƎƛƪłƪ ƪǀȊǀǘǘΣ ƘƛǎȊŜƴ ŜƎȅǎȊŜǊǊŜ ƪŜƭƭ ǵƎȅ ƳŜƎŜǊǃǎƝǘŜƴƛ ŀ 

ŎŞƎŜǘΣ ƘƻƎȅ ŀȊ ŦƻƪƻȊȊŀ ŀ ŎǎŀƭłŘƛ ǀǎǎȊŜǘŀǊǘłǎǘΣ ƪƛŀƭŀƪƝǘŀƴƛ ŞǎκǾŀƎȅ ǘǳŘŀǘƻǎƝǘŀƴƛ a ŎŞƎǾŜȊŜǘŞǎƛ 

ŘƛƴŀǎȊǘƛŀ ŞǊǘŞƪǊŜƴŘƧŞǘΣ ŘŜ ǾƛƎȅłȊƴƛ ƪŜƭƭ ŀǊǊŀ ƛǎΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ŎŞƎ ǵƧ αŦŜƧŜέ ƪŞǇŜǎ ƭŜƎȅŜƴ ŀ ŎŞƎŜǘ 

ǵƎȅ ƳǼƪǀŘǘŜǘƴƛΣ ƘƻƎȅ ŀƴƴŀƪ ŜŘŘƛƎƛ ǎƛƪŜǊŜƛ ǘǀǊŜǘƭŜƴŜƪ ƳŀǊŀŘƧŀƴŀƪ (Noszkay, 2011, 2013). Ezek 

a veszŞƭȅǘ ƛǎ ƘƻǊŘƻȊƽ ƴŜƘŞȊǎŞƎŜƪ ƎȅŀƪǊŀƴ ŀ ƴȅǳƎŘƝƧŀǎ ƪƻǊǵ ŎŞƎǘǳƭŀƧŘƻƴƻǎǘ ŀǊǊŀ ƪŞǎȊǘŜǘƛƪΣ ƘƻƎȅ 

ǘƻǾłōō ƳŀǊŀŘƧƻƴ ŀ ŎŞƎ ŞƭŞƴΣ Ƴƛƴǘ ŀƘƻƎȅ ŀȊǘ ŀ ƪƻǊŀ ŞǎκǾŀƎȅ ŜƎŞǎȊǎŞƎƛ łƭƭŀǇƻǘŀ ƳŜƎŜƴƎŜŘƛΦ 

мΦ łōǊŀΥ ! ŦŜƴƴǘŀǊǘƘŀǘƽ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎ ŜƭƳŞƭŜǘƛ ƳƻŘŜƭƭƧŜ 

 

CƻǊǊłǎΥ Danes et al., 2003, 244 

aƛƴŘŜȊŜƪ ƳŜƭƭŜǘǘ ƪƻƳƻƭȅ ƴŜƘŞȊǎŞƎŜǘ ƻƪƻȊƘŀǘΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪ ς ƭŜƎŦǃōō 

ƧŜƭƭŜƎȊŜǘŜǎǎŞƎŜƛƪ ǎȊŜǊƛƴǘ ς un. αWŀƴǳǎ ŀǊŎǵŀƪέΗ 9Ȋ ŀ ƪŜǘǘǃǎŞƎ ς ŀƳŜƭȅ ƪƛȊłǊƽƭŀƎ Ŏǎŀƪ ŀ ŎǎŀƭłŘƛ 

ŎŞƎŜƪ ǎŀƧłǘƧŀ ς ŜƎȅ ƎȅŀƪƻǊƭŀǘƛ ŜƭƭŜƴǘƳƻƴŘłǎōƽƭ ƪǀǾŜǘƪŜȊƛƪΣ ǾŀƎȅƛǎ ŀōōƽƭΣ ƘƻƎȅ ŀ ŎǎŀƭłŘ Şǎ ŀ 

ŎŞƎ ς ƪŞǘ ƪǸƭǀƴōǀȊǃ ǊŜƴŘǎȊŜǊ ς ƛƳƳŀƴŜƴǎ ŞǊǘŞƪŜƛ ŜƭǘŞǊǃƪΦ  

- 9ƎȅŦŜƭǃƭ ŀ ŎŞƎΣ Ƴƛƴǘ ǾłƭƭŀƭƪƻȊłǎΣ ƪƭŀǎǎȊƛƪǳǎ ƧŜƭƭŜƎȊŜǘŜǎǎŞƎŜƪƪŜƭ ōƝǊΥ łǊǳǘŜǊƳŜƭǃΣ ǇǊƻŦƛǘ- Şǎ 

ǾŜǾǃƻǊƛŜƴǘłƭǘ ƎŀȊŘłƭƪƻŘłǎƛ ŜƎȅǎŞƎΦ CŜƧƭŜǘǘǎŞƎŞǘǃƭ Şǎ ŞƭŜǘŎƛƪƭǳǎłǘƽƭΣ ǇǊƻŦƛƭƧłǘƽƭΣ ǘŜŎƘƴƛƪŀƛ 

Şǎ ǘŜŎƘƴƻƭƽƎƛŀƛΣ ƳǳƴƪŀƳŜƎƻǎȊǘłǎƛ Şǎ ŜƎȅǸǘǘƳǼƪǀŘŞǎƛ ǾƛǎȊƻƴȅŀƛǘƽƭ ŦǸƎƎǃ ǎȊŜǊǾŜȊŜǘƛ 

ƘƛŜǊŀǊŎƘƛłƧŀ Şǎ -ƪǳƭǘǵǊłƧa ŀ ǎȊŜǊǾŜȊŜǘ ƳǼƪǀŘŞǎŞƴŜƪ ƭƻƎƛƪłƧłōƽƭ ƪǀǾŜǘƪŜȊƛƪΦ 
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- aƛƪǀȊōŜƴ ƭŞǘŜȊƛƪ ŜƎȅ Ƴłǎƛƪ ǎȊƛƴǘΣ ŀƳŜƭȅƴŜƪ ƛƳƳŀƴŜƴǎ ŞǊǘŞƪŜƛ Ŝǘǘǃƭ ŜƭǘŞǊǃƪΦ ! ŎǎŀƭłŘ 

ǳƎȅŀƴƛǎ ŜƎȅ ƻƭȅŀƴ αŦƻƎȅŀǎȊǘłǎƛ ŜƎȅǎŞƎέΣ ŀƳŜƭȅƴŜƪ ƳŜƎƘŀǘłǊƻȊƽ ŞǊǘŞƪŜ ŀ ǎȊŜǊŜǘŜǘΣ 

ƪŀǇŎǎƻƭŀǘŀƛ ŀ ŎǎŀƭłŘƛ ǎȊŜǊŜǇŜƪƪŜƭ ŦǸƎƎƴŜƪ ǀǎǎȊŜΣ Şǎ ŀƳŜƭȅŜƪ ŀ ŎǎŀƭłŘƛ ƘƛŜǊŀǊŎƘƛłōan 

ƳŜƎƘŀǘłǊƻȊƽƪΦ ! ƪŞǘ ŜƭǘŞǊǃ ŞǊǘŞƪǎȊƛƴǘ ƪǀȊǀǘǘ ǾŀƭŀƳƛŦŞƭŜ ŜƎȅŜƴǎǵƭȅǘ ƪŜƭƭ ǘŜǊŜƳǘŜƴƛΣ 

ƪǸƭǀƴōŜƴ ŀ ƪŞǘ ǎȊƛƴǘ ŀƪłǊ ŜƎȅƳłǎ ŜƭƭŜƴŞōŜƴΣ ŜƭƭŜƴǘŞǘŜǎŜƴ ƛǎ ŜƭƪŜȊŘόƘŜǘύ ƳǼƪǀŘƴƛΦ  

bŞƳƛƪŞǇǇ Ƙŀǎƻƴƭƽ ŘƛƴŀƳƛƪłǘ ŦŜƭǘŞǘŜƭŜȊ ŀȊ ŀ ŦŜƴƴǘŀǊǘƘŀǘƽ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƛ ƳƻŘŜƭƭΣ ŀƳŜlyet 

Danes (2003) ǎȊŜǊȊǃǘłǊǎŀƛǾŀƭ ŀŘƻǘǘ ƪǀȊǊŜ ŜƎȅƛƪ ƳǳƴƪłƧǳƪōŀƴ όƭłǎŘΦ мΦ łōǊŀύΦ 

 A /{![#5L /;D9Y α¢L¢Y!Lέ ![¦[b;½9¢.9b ς ¢!b#/{!5jI SZEMMEL  

! ŎǎŀƭłŘƛ ŎŞƎŜƪǊŜ ǾƻƴŀǘƪƻȊƽΣ мффт-ōŜƴ ƛƴŘƝǘƻǘǘ (Noszkay, 1997) ƪǳǘŀǘłǎŀƛƳ ǎƻǊłƴ όŦŜƧƭŜǘǘ 

ǇƛŀŎƎŀȊŘŀǎłƎƻƪ ǘǀōō ƎŜƴŜǊłŎƛƽǾłƭǘłǎǘ ƳŜƎŞƭǘ ŎǎŀƭłŘƛ ŎŞƎŜƪ ǘǀǊǘŞƴŜǘŜƛƴŜƪ ǘŀƴǳƭƳłƴȅƻȊłǎŀΣ 

ƛƭƭΦ ŀ ±h9 ƳǳƴƪŀǘłǊǎŀƛǾŀƭ ǾŞƎȊŜǘǘ ƘŀȊŀƛ Ŝƭǎǃ ƎŜƴŜǊłŎƛƽǎ ǾłƭƭŀƭƪƻȊłǎƻƪ ǘŀƴǳƭƳłƴȅƻȊłǎŀ Şǎ 

ŜǎŜǘŜƛƴŜƪ ŦŜƭŘƻƭƎƻȊłǎŀ ς (Noszkay, 2011, 2013, 2015, 2017) ǎŜƎƝǘǎŞƎŞǾŜƭ ŀȊ ŀƭłōōi 

ƪǀǾŜǘƪŜȊǘŜǘŞǎǊŜ ƧǳǘƻǘǘŀƳΥ 

Az мΦ łōǊłƴ ƛǎ Ƨƽƭ ŞǊȊŞƪŜƭƘŜǘǃ ƪŞǘ ǎȊƛƴǘ ƪǀȊǀǘǘƛ ŜƎȅŜƴǎǵƭȅǘ Ŏǎŀƪ ŀȊƻƴ ŎǎŀƭłŘƛ ŎŞƎŜƪƴŜƪ Ǿŀƴ 

ŜǎŞƭȅǸƪ ƘƻǎǎȊǵ ǘłǾƻƴΣ ƪǀǾŜǘƪŜȊŜǘŜǎŜƴ ŦŜƴƴǘŀǊǘŀƴƛΣ ŀƳŜƭȅŜƪƴŜƪ ǎƛƪŜǊǸƭ ŀ ŎǎŀƭłŘ Şǎ ŀ 

ǾłƭƭŀƭƪƻȊłǎ ŞǊǘŞƪŜƛ ƪǀȊǀǘǘ ƛǎ ŜƎȅŦŀƧǘŀ ƘŀǊƳƽƴƛłǘ ƭŞǘǊŜƘƻȊƴƛǳƪΦ 9Ȋ ǳǘƽōōƛ ŀ ƪŞǘ ŜƎȅǎŞƎ όŎǎŀƭłŘ 

Şǎ ǾłƭƭŀƭƪƻȊłǎύ ς ƛƳƳŀƴŜƴǎΣ ǳƎȅŀƴŀƪƪƻǊ ŜƎȅƳłǎǘƽƭ ŜƭǘŞǊǃ ƧŜƭƭŜƳȊǃƛ ƪǀȊǀǘǘ ς egy olyan, 

ƛƴǘŜƎǊłƭłǎǘ ǎȊƻƭƎłƭƴƛ ƪŞǇŜǎΣ ƎŜƴŜǊłŎƛƽƪƻƴ łǘƝǾŜƭǃ ŞǊǘŞƪǊŜƴŘ όǎȊƛƴǘύΣ ŀƳŜƭȅ ŀ Ǿŀƭƽōŀƴ 

ƘƻǎǎȊǵǘłǾƻƴ ŦŜƴƴƳŀǊŀŘƴƛ ƪŞǇŜǎŜƪ ǎȊǸƪǎŞƎǎȊŜǊǼ ƧŜƭƭŜƳȊǃƧŜΦ 9Ȋ ǇŜŘƛƎ ŀ ŎǎŀƭłŘ Şǎ ŀ ŎǎŀƭłŘƛ ŎŞƎ 

ƪǀǾŜǘƪŜȊŜǘŜǎΣ ƪǾłȊƛ ǎȊŀƪǊłƭƛǎ10 ŞǊǘŞƪǊŜƴŘƧŜΣ ŀƳŜƭȅ ƪŞǇŜǎ ǘłǾƻƭŀōō ƭłǘƴƛ ŀ αōŜƭłǘƘŀǘƽ ƧŜƭŜƴέ-en, 

ǎ ƻƭȅŀƴ ǀǊǀƪ ŜƳōŜǊƛ ŞǊǘŞƪŜƪ όƳƛƴǘ ǇƭΦ łƭŘƻȊŀǘǾłƭƭŀƭłǎ Şǎ ŀ ŦŜƭŜƭǃǎǎŞƎ ŀ ǘłǊǎŀŘŀƭƳƛ ƪǀǊƴȅŜȊŜǘŞǊǘΣ 

ŎǎŀƭłŘŞǊǘΣ ŀ ƳǳƴƪŀǘłǊǎŀƪŞǊǘΣ ƘǼǎŞƎ ǎǘōΦύ ƳŜƴǘŞƴ ƪŜǊǸƭ ƳŜƎŦƻƎŀƭƳŀȊłǎǊŀΣ ŀƳŜƭȅŜƪ 

ǘǵƭƳǳǘŀǘƴŀƪ ŀȊ ŜƎȅŜǎ ǘǀǊǘŞƴŜƭƳƛ ƪƻǊǎȊŀƪƻƪ ǾłƭƭŀƭƪƻȊłǎŀƛƴ Şǎ ƎŜƴŜǊłŎƛƽƛƴ ŜƎȅŀǊłƴǘΦ Az 

ŜƎȅŜƴǎǵƭȅ ǵƎȅ ǘŀǊǘƘŀǘƽ ŦŜƴƴΣ Ƙŀ ŀ ƳƛƴŘŜƴƪƻǊƛ ǸȊƭŜǘƛ ǎǘǊŀǘŞƎƛŀ ƳŜƎƘŀǘłǊƻȊłǎŀ ǎƻǊłƴ ŀ ŎǎŀƭłŘ 

Şǎ ŀ ǾłƭƭŀƭƪƻȊłǎ ŞǊŘŜƪŜƛ ƪǀȊǀǘǘ ŜȊ ŀ ƘƻǎǎȊǵǘłǾǊŀ ǎȊƽƭƽ ŞǊǘŞƪǊŜƴŘ ƳƛƴŘŜƴƪƻǊƛ ǇǊƛƻǊƛǘłǎǘ ŞƭǾŜȊΦ 

                                                      

10 YƻȊǎŘƛ ¢ŀƳłǎ ǎȊŜǊƛƴǘΥ α! ǎȊŀƪǊłƭƛǎ ǊŜƴŘǎȊŜǊ ŀ ōŜƭłǘłǎƻƴ Şǎ ŀ ǘǳŘŀǘƻǎǎłƎƻƴ ŀƭŀǇǳƭΣ ǎȊŀōŀŘ ŀƪŀǊŀǘǵ ŜƎȅŞƴŜƪ 

ŘǀƴǘŞǎŞǾŜƭ Ƨǀƴ ƭŞǘǊŜΣ ǎ ŀȊ ƝƎȅ ƭŞǘǊŜƧǀǘǘ ŜƎȅǎŞƎ ŀ ǎȊŜǊŜǘŜǘōŜƴ ƻƭȅ ŜǊǃǎŜƴ ǀǎǎȊŜŦƻǊǊΣ ŀƳŜƭȅ ƛŘǃǘƭŜƴ ƪƻǊƻƪƛƎ 

ŜƭǇǳǎȊǘƝǘƘŀǘŀǘƭŀƴ ƭŜǎȊΦέ (Kozsdi, 2008, 1-11) 
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9Ȋłƭǘŀƭ ǘǳŘ ŜƎȅŦŀƧǘŀ ǀǎǎȊƘŀƴƎ ƭŞǘǊŜƧǀƴƴƛΣ ŀƳƛ ŀ ŎǎŀƭłŘƛ- Şǎ ŀ ǾłƭƭŀƭƪƻȊłǎƛ ǎǘǊŀǘŞƎƛłƪ Şǎ ǘŜǊǾŜƪ 

ǀǎǎȊŜŜƎȅŜȊǘŜǘŞǎŞƴŜƪ ŜǎŞƭȅŞǘ ŀ ŎǎŀƭłŘƛ ŎŞƎ ǾŜȊŜǘŞǎŜ ǎȊłƳłǊŀ ƪŞǇŜǎ ōƛȊǘƻǎƝǘŀƴƛΦ {ȊŜǊŜƴŎǎŞǎ 

ŜǎŜǘōŜƴ ŀ ǎȊƽōŀƴ ŦƻǊƎƽΣ ƪƻƳǇƭŜȄ ŞǊǘŞƪǊŜƴŘŜǘ ŀȊ ŀƭŀǇƝǘƽ ŎǎŀƭłŘǘŀƎόƻƪύ ŀƭŀƪƝǘƧŀ ƪƛΣ Şǎ ŜȊ ŀȊ 

ŞǊǘŞƪǊŜƴŘ - ŀƳŜƴƴȅƛōŜƴ ŀȊǘ ŀ ƳƛƴŘŜƴƪƻǊƛ ŎǎŀƭłŘǘŀƎƻƪ ŞǊǘŞƪǊŜƴŘƧŞǾŜƭ ƛǎ ǎƛƪŜǊǸƭ ƘŀǊƳƻƴƛȊłƭƴƛ 

- ƪŞǇŜǎ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎ ǎǘŀōƛƭΣ ǎ ŀ ŎŞƎΣ Ƴƛƴǘ ǊŜƴŘǎȊŜǊ ǎȊłƳłǊŀ ƳŜƎǃǊȊǃΣ ǘłƳƻƎŀǘƽΣ ƛǊłƴȅǘ 

ǎȊŀōƽ ƘŀƎȅƻƳłƴȅ11 ƧŜƭƭŜƎǼ ǘŞƴȅŜȊǃǾŞ αŞǊƭŜƭǃŘƴƛέΦ  

!Ƴƛƴǘ ŀ нΦ Ǉƻƴǘ ōŜǾŜȊŜǘǃ ǎƻǊŀƛōŀƴ ŜƳƭƝǘŜǘǘŜƳΣ Ƨƽ ƛŘŜƧŜ ƪǳǘŀǘƻƳ ŀ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ 

αǘƛǘƪŀƛǘέΦ [ŜƎǳǘƽōō нлмп ς нлмр ƪǀȊǀǘǘ ŀ ±h9 ǘłƳƻƎŀǘłǎłǾŀƭ Şǎ ƘŀƭƭƎŀǘƽƛƳ ōŜǾƻƴłǎłǾŀƭ ς 

ǘǀōōΣ ŞǾŜƪ ƽǘŀ ƪƻƴǎȊƻƭƛŘłƭǘŀƴΣ ƴŞƳŜƭȅƛƪ ƪƛŦŜƧŜȊŜǘǘŜƴ ǎƛƪŜǊŜǎŜƴ ƳǼƪǀŘǃ YY± ƪǀǊōŜ ǘŀǊǘƻȊƽΣ 

ƪǀȊŜǇŜǎ ƳŞǊŜǘǼ ŎǎŀƭłŘƛ ŎŞƎ ŜǎŜǘŞǘ ǾƛȊǎƎłƭǘǳƪ ƳŜƎ ƪǀȊŜƭŜōōǊǃƭΣ ƛƴǘŜǊƧǵ-ǘŜŎƘƴƛƪłǾŀƭΦ ό! 

ǾƛȊǎƎłƭŀǘƛ ŜǊŜŘƳŞƴȅŜƪŜǘ ǘǀōōΣ ƭŜƎǳǘƽōō ŀ ±ŜȊŜǘŞǎǘǳŘƻƳłƴȅ ŦƻƭȅƽƛǊŀǘōŀƴ ǇǳōƭƛƪłƭǘŀƳ 

Noszkay, 2017). ±ƛȊǎƎłƭŀǘǳƴƪ ǘŀǇŀǎȊǘŀƭŀǘƛ ǊŞǎȊƭŜǘŜƛƴŜƪ ƛǎƳŜǊǘŜǘŞǎŜ ƳŜƎƘŀƭŀŘƴł ŀ ƧŜƭŜƴ Ƴǳƴƪŀ 

ƪŜǊŜǘŜƛǘΣ ŀȊƻƴōŀƴ ŀ ƭŜƎŦǃōō ǘŀǇŀǎȊǘŀƭŀǘŀƛƴƪ ǘŀƴǵǎłƎŀƛǊŀ ǘłƳŀǎȊƪƻŘǾŀ ǎƛƪŜǊǸƭǘ ς ŜƎȅ ǊŞƎŜōōŜƴ 

ƪǀǊǾƻƴŀƭŀȊƽŘƽ ς łǘǀǊǀƪƝǘŞǎƛ ŜƭƧłǊłǎ ŜƭƪŞǇȊŜƭŞǎŞǘ ƳƽŘǎȊŜǊǘŀƴƛƭŀƎ ƛǎ ƪƻƴƪǊŜǘƛȊłƭƴi, FABU ς a 

ŦŜƭŜƭǃǎ łǘǀǊǀƪƝǘŞǎ ƳƽŘǎȊŜǊŜ ŜƭƴŜǾŜȊŞǎǎŜƭΦ όWŜƭŜƴƭŜƎ ŀ ±h9 ǎȊŀƪŞǊǘǃ ƳǳƴƪŀǘłǊǎŀƛ ŜȊǘ ŀ 

ƳƽŘǎȊŜǊ-ŜƎȅǸǘǘŜǎǘ ŀƭƪŀƭƳŀȊȊłƪΣ ŀƳŜƴƴȅƛōŜƴ łǘǀǊǀƪƝǘŞǎƛ ŦƻƭȅŀƳŀǘǊŀ ƪŀǇƴŀƪ ς gyakorta 

ƛƴǘŜǊƛƳ ƳŜƴŜŘȊǎŜƭŞǎ ƪŜǊŜǘŞōŜƴ ς ǘŀƴłŎǎŀŘƽƛ ƳŜƎōƝȊłǎǘΦύ  

! ǘƻǾłōōƛŀƪōŀƴ ƴŀƎȅǾƻƴŀƭǵŀƴ ōŜƳǳǘŀǘƻƳ ŜȊǘ ŀ ƳƽŘǎȊŜǊǘΣ ǾŀƭŀƳƛƴǘ ŀȊ ŀƭƪŀƭƳŀȊłǎłƴŀƪ 

ǊŜŦŜǊŜƴŎƛłƛ ƪǀȊǸƭ ƴŞƘłƴȅ ƛȊƎŀƭƳŀǎŀōō ŜǎŜǘŜǘΣ ŀȊƻƪōƽƭ ƛǎ ƪƛŜƳŜƭǾŜ ŀȊƻƪŀǘ ŀ ǘŀƴǳƭǎłƎƻǎ 

ƳƻȊȊŀƴŀǘƻƪŀǘΣ ŀƳŜƭȅŜƪ ƳƛƴŘ ŀǊǊŀ ŦƛƎȅŜƭƳŜȊǘŜǘƴŜƪΣ ƛŘǃōŜƴ Şǎ ŦŜƭŜƭǃǎŜƴ ƪŜƭƭ ŀȊ łǘǀǊǀƪƝǘŞǎǎŜƭ 

foglalkozni. EllenkŜȊǃ ŜǎŜǘōŜƴ ŀ ŎǎŀƭłŘƛ ŎŞƎǾŀƎȅƻƴ ƪƻƳƻƭȅ ƪłǊƻǎƻŘłǎłǾŀƭ ƪŜƭƭ ǎȊłƳƻƭƴǳƴƪ όƧƽΣ 

hŀ ƴŜƳ ŀ ǘŜƭƧŜǎ ǎȊŞǘŜǎŞǎŞǾŜƭΗύΣ ς ƘƛǎȊ ŀ ƪŀǇƪƻŘƽƴ ǾŞƎǊŜƘŀƧǘƻǘǘΣ αƪŞƴȅǎȊŜǊ-ǎȊǸƭǘŜέ ǀǊǀƪƭŞǎ 

Ƙƛłǘǳǎŀƛ ƽƘŀǘŀǘƭŀƴǳƭ ƛǎ ǊŞǎŜƪŜǘ ǸǘƴŜƪ ŀȊ ŀƭŀǇƝǘƽ łƭǘŀƭ αōŜƧłǊŀǘƻǘǘέ ƳǼƪǀŘŞǎŜƴΦ 

                                                      

11  IŀƳǾŀǎ .Şƭŀ szerint: α! ƘŀƎȅƻƳłƴȅ ƴŜƳ ǊŜƴŘǎȊŜǊΣ ƘŀƴŜƳ ǊŜƴŘΦ ! ǊŜƴŘ ŀǊǊƽƭ ƛǎƳŜǊƘŜǘǃ ŦŜƭΣ ƘƻƎȅ ǀƴƳŀƎłǘ 

łƭƭŀƴŘƽŀƴ ƧŀǾƝǘƧŀΦ ! ǊŜƴŘǎȊŜǊ ƻǊƎŀƴƛȊłŎƛƽΣ ŀ ǊŜƴŘ ƻǊƎŀƴƛȊƳǳǎΦ ! ǊŜƴŘǎȊŜǊΣ Ƙŀ ǾŀƭŀƘƻƭ ƴŜƳ Ƨƽ - ƳłǊǇŜŘƛƎ ƳƛƴŘƛƎ 

ƪƛŘŜǊǸƭΣ ƘƻƎȅ ǾŀƭŀƘƻƭ ƴŜƳ Ƨƽ - ǀǎǎȊŜƻƳƭƛƪΦ Iŀ ŀ ǊŜƴŘ ǾŀƭŀƘƻƭ ƴŜƳ ƧƽΣ ǀƴƳŀƎłǘ ƪƛƧŀǾƝǘƧŀΦ ! ƘŀƎȅƻƳłƴȅ ƴŜƳ 

ǊŜƴŘǎȊŜǊΣ ƘŀƴŜƳ ǊŜƴŘΣ ƳƛƴŘŜƴ ǎȊłƳǳƴƪǊŀ ƛǎƳŜǊǘ ŀƭŀƪƧłōŀƴΣ ŀ ƪƝƴŀƛŀƪƴłƭΣ ŀ ƘƛƴŘǳƪƴłƭΣ ŀ ƘŞōŜǊŜƪƴŞƭΣ ŀ 

ƎǀǊǀƎǀƪƴŞƭΦ ! ǊŜƴŘ ƴŜƳ ȊłǊǘ Şǎ ǎǘŀǘƛƪǳǎ ŞǇǸƭŜǘΣ ƘŀƴŜƳ ƴȅƝƭǘ ƛǊłƴȅ Şǎ ǵǘΦέ όIŀƳǾŀǎΣ нллуΣ мунύ  
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оΦмΦ ! C!.¦ ƳƽŘǎȊŜǊǘŀƴƛ ŜƭŜƳŜƛ  

1. /ǎŀƭłŘƛ ŀƭƪƻǘƳłƴȅ12Υ ƻƭȅŀƴ ŘƻƪǳƳŜƴǘǳƳΣ ƪŜǊŜǘǊŜƴŘǎȊŜǊΣ ŀƳŜƭȅ ŀ ŎǎŀƭłŘƛ ǾŀƎȅƻƴ 

ƘƻǎǎȊǵǘłǾǵ ƳŜƎǃǊȊŞǎŞǊŜ Şǎ ƎȅŀǊŀǇƝǘłǎłǊŀΣ ŀ ŎǎŀƭłŘƛ ŘƛƴŀǎȊǘƛŀ ƪƛŞǇƝǘŞǎŞǊŜ ς ŞǾŜƪǊŜ 

ƪƛƘŀǘƽ ς ǊłƘŀǘłǎǎŀƭ ōƝǊΣ ŎǎŀƭłŘƛ ƪǀȊƳŜƎŜƎȅŜȊŞǎŜƴ ŀƭŀǇǳƭΣ Şǎ ŀƳŜƭȅ ƳŜƎƘŀǘłǊƻȊȊŀΥ 

- ƪƛǘ ǘŜƪƛƴǘ ŀ ŎǎŀƭłŘ όŎǎŀƭłŘƛ ŘƛƴŀǎȊǘƛŀύ ς ǀǊǀƪǀǎǀŘŞǎƛ ǎȊŜƳǇƻƴǘōƽƭ ς ǘŀƎƧłƴŀƪ; 

- ŀ ŎǎŀƭłŘ ƳƛƭȅŜƴ łƭǘŀƭłƴƻǎ ǀǊǀƪǀǎǀŘŞǎƛ ŜƭǾŜƪŜǘ ƪŞǇǾƛǎŜƭΤ 

- ŀ ŎǎŀƭłŘ ƳƛƭȅŜƴ ǀǊǀƪǀǎǀŘŞǎƛ ƘƛŜǊŀǊŎƘƛłǘ ƪǀǾŜǘΤ 

- ŀȊ ǀǊǀƪǀǎǀŘŞǎ ƪŀǇŎǎłƴ ƳŜƭȅŜƪ ŀ ŎǎŀƭłŘǘŀƎƻƪ ƧƻƎŀƛ Şǎ ƪǀǘŜƭŜȊŜǘǘǎŞƎŜƛ ς ƪǸƭǀƴǀǎ 

ǘŜƪƛƴǘŜǘǘŜƭ ŀȊ ŞǊƛƴǘŜǘǘ ŎǎŀƭłŘǘŀƎόƻƪύǊŀΤ 

- ŀ ǾŀƎȅƻƴōƽƭ Şǎ ŀƴƴŀƪ ǀǊǀƪǀǎǀŘŞǎƛ ǊŜƴŘƧŞōǃƭ Ǿŀƭƽ ƪƛȊłǊłǎ ƪǊƛǘŞǊƛǳƳŀƛΦ 

- !Ȋ !ƭƪƻǘƳłƴȅ ƳŜƭƭŞƪƭŜǘŜƛ: ;ǊǘŞƪǊŜƴŘΣ YǸƭŘŜǘŞǎƴȅƛƭŀǘƪƻȊŀǘ. 

2. ! ŎǎŀƭłŘƛ ŀƭƪƻǘƳłƴȅōƽƭ ƭŜǾŜȊŜǘƘŜǘǃΣ ŀƪǘǳłƭƛǎ ǀǊǀƪǀǎǀŘŞǎƛ ǘŜǊǾ 

- tƻǘŜƴŎƛłƭƛǎ ǀǊǀƪǀǎ ƪƛƧŜƭǀƭŞǎŜΤ 

- Iŀ ǘǀōō ǀǊǀƪǀǎ ǾŜǎȊƛ łǘ ŀ ŎŞƎŜǘΣ ƪƛ ƭŜǎȊ ŀȊ ƛǊłƴȅƝǘƽ ǎȊŜƳŞƭȅΤ 

- ! ƴŜƳ ŀȊƻƴƻǎ ŀǊłƴȅǵ ƘŀǘŀƭƻƳƳŀƭ ǊŜƴŘŜƭƪŜȊǃƪ ƳƛƭȅŜƴ ŀǊłƴȅōŀƴ Şǎ 

ƳǳƴƪŀƳŜƎƻǎȊǘłǎǎŀƭ, ƘƻƎȅŀƴ ƛǊłƴȅƝǘǎŀƴŀƪΤ 

- !Ȋ łǘŀŘłǎ ǸǘŜƳǘŜǊǾŜΣ ƛƭƭΦ ŀȊ ŀǊǊŀ Ǿŀƭƽ ŦŜƭƪŞǎȊǸƭŞǎ ƳŜƴŜǘŜ Şǎ ŀȊ ŀƭŀǇƝǘƽ 

ǾƛǎǎȊŀǾƻƴǳƭłǎłƴŀƪ ƳƽŘƧŀΤ 

- ±łǊŀǘƭŀƴ ƘŜƭȅȊŜǘŜƪ ƪŜȊŜƭŞǎŞƴŜƪ ƳƽŘƧŀƛ Şǎ ŜǎŜǘƭŜƎŜǎ ǾŜǊȊƛƽƛΤ 

- ! ŎŞƎƳǼƪǀŘŞǎ ƳŜƎŜǊǃǎƝǘŞǎŜ Şǎ ǾŞƎǎǃ ƳŜƎƻƭŘłǎƛ ǎȊƛƴǘǊŜ ƘƻȊłǎłƴŀƪ ƳŜƴŜǘŜ. 

3. !Ȋ ŀƪǘǳłƭƛǎ ǀǊǀƪǀǎόǀƪύ łǘǀǊǀƪƝǘŞǎǊŜ Ǿŀƭƽ ŦŜƭƪŞǎȊƝǘŞǎŞƴŜƪ ƻǇŜǊŀǘƝǾ ǘŜǊǾŜ  

- YǸƭǎǃ ǘŀƴǳƭłǎƛ ǘŞƴȅŜȊǃƪ Şǎ ƭŜƘŜǘǃǎŞƎŜƪ ƪƛƧŜƭǀƭŞǎŜ όǘŀǇŀǎȊǘŀƭŀǘƻƪ ƎȅǼƧǘŞǎŜ 

ƪǸƭŦǀƭŘǀƴΣ ŜƎȅŞō ƪǸƭǎǃ ŦŜƭƪŞǎȊǸƭŞǎƛ ƭŜƘŜǘǃǎŞƎŜƪ Şǎ ǸǘŜƳŜ ǎǘōΦύ; 

- .ŜƭǎǃΣ ŀ ǎŀƧłǘ ŎŞƎ ǸȊƭŜǘƛǊłƴȅƝǘłǎłǊŀ ŦŜƭƪŞǎȊǸƭŞǎ όƳƛƴƛƳǳƳ с-мн ƘƽƴŀǇ 

ƳƛƴǃǎƝǘŜǘǘ ƛƴǘŜǊƛƳ ŞǎκǾŀƎȅ ǘǳǊƴŀǊƻǳƴŘ ς ƳŜƴǘƻǊ ǘŀƴłŎǎŀŘƽ ǎŜƎƝǘǎŞƎŞǾŜl (a 

bh. ƴǀǾŜƪŜŘŞǎƳŜƴŜŘȊǎƳŜƴǘ ƳƽŘǎȊŜǊ ǘŜŎƘƴƻƭƽƎƛłƧŀ ŀƭŀǇƧłƴύ.  

                                                      

12 aŜƎƧŜƎȅȊŞǎΥ CƛƎȅŜƭŜƳǊŜ ƳŞƭǘƽ ƪŞǘ ǎȊŜǊȊǃ όaƻƴǘŜƳŜǊƭƻ ς Ward, 2011) ƳǳƴƪłƧŀΣ ŀƳŜƭȅ ǎƻƪƻƭŘŀƭǵ łǘǘŜƪƛƴǘŞǎ 

ƳŜƭƭŜǘǘΣ ƧŜƭŜƴǘǃǎ ƳƽŘǎȊŜǊǘŀƴƛ ǎŜƎƝǘǎŞƎŜǘ ƛǎ ƴȅǵƧǘ ŀ ŎǎŀƭłŘƛ ŀƭƪƻǘƳłƴȅ ŜƭƪŞǎȊƝǘŞǎŞƘŜȊΦ   
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нΦ łōǊŀΥ ! C!.¦ ǎǘǊǳƪǘǳǊłƭƛǎ ƳƻŘŜƭƭƧŜ 

 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ (Noszkay, 2017) 

! ƳƽŘǎȊŜǊ ŀƭƪŀƭƳŀȊłǎŀ ƪŀǇŎǎłƴ ǎȊŜǊȊŜǘǘ ǘŀǇŀǎȊǘŀƭŀǘƻƪ ǎȊŜǊƛƴǘΥ 

bŀƎȅƻƴ ŞǊŘŜƪŜǎ ǘŀǇŀǎȊǘŀƭŀǘƻƪǊŀ ǘŜǘǘǸƴƪ ǎȊŜǊǘ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪ łǘǀǊǀƪƝǘŞǎŞǾŜƭ ǀǎǎȊŜŦǸƎƎǃΣ ƛƭƭΦ 

ŀƴƴŀƪ ǎƻǊłƴ ŀ ŎǎŀƭłŘƛ ŎŞƎŜƪƴŞƭ ŦŜƭƳŜǊǸƭǘ ǇǊƻōƭŞƳłƪ ƳŜƎƻƭŘłǎłǊŀ ǾƻƴŀǘƪƻȊƽ ǘŀƴłŎǎŀŘƽƛ 

ƳŜƎƪŜǊŜǎŞǎŜƪκƳŜƎōƝȊłǎƻƪ ǎƻǊłƴΦ ¢ŀƭłƴ ŀ ƭŜƎƛƴƪłōō ŦƛƎȅŜƭŜƳǊŜ ƳŞƭǘƽ ƳŜƎłƭƭŀǇƝǘłǎ az lehet, 

ƘƻƎȅ ƳŞƎ ŀȊƻƴ ŎǎŀƭłŘƛ ŎŞƎŜƪ ǎƛƴŎǎŜƴŜƪ ƛƎŀȊłƴ ǘƛǎȊǘłōŀ ŀȊȊŀƭΣ ƘƻƎȅ ƳƛƪƻǊ Şǎ ƘƻƎȅŀƴ ŞǊŘŜƳŜǎ 

ŀȊ łǘǀǊǀƪƝǘŞǎǎŜƭ ŦƻƎƭŀƭƪƻȊƴƛ ς ŀƪłǊ ƳƽŘǎȊŜǊǘŀƴƛΣ ŀƪłǊ αǇŜŘŀƎƽƎƛŀƛέΣ ŀƪłǊ ƛŘǃōŜƭƛ ƪŞǊŘŞǎŜƪ 

ǘŜƪƛƴǘŜǘŞōŜƴ ςΣ ŀƪƛƪ ǘǳƭŀƧŘƻƴƪŞǇǇ ǎȊŜǊŜǘƴŞƴŜƪ ŜǊǊŜ ŀȊ ŀƪǘǳǎǊŀ Ƨƽƭ ŦŜƭƪŞǎȊǸƭƴƛΦ  

! ǘƻǾłōōƛŀƪōŀƴ ƴŞƘłƴȅ ƻƭȅŀƴ ŞǊŘŜƪŜǎŜōō ŜǎŜǘŜǘ ŜƳŜƭŜƪ ƪƛ ŀ ±h9 ǘŀƴłŎǎŀŘƽƛ, ŎǎŀƭłŘƛ 

ŎŞƎƳŜƎōƝȊłǎŀƛƴŀƪ ǎƻǊłōƽƭΣ ŀƳŜƭȅŜƪ ƧŜƭƭŜƎȊŜǘŜǎ ƳƻȊȊŀƴŀǘŀƛ ƳƛƴŘŜƴƪŞǇǇ ǘŀƴǳƭǎłƎƻǎŀƪ 

ƭŜƘŜǘƴŜƪ ŀȊƻƪ ǎȊłƳłǊŀΣ ŀƪƛƪ ŎǎŀƭłŘƛ ŎŞƎŜƪ łǘǀǊǀƪƝǘŞǎƛ ƪŞǊŘŞǎŜƛǾŜƭ ƘƛǾŀǘłǎǳƪƴłƭ fogva 

ŦƻƎƭŀƭƪƻȊƴŀƪ όŀƪłǊ ƪǳǘŀǘƽƪŞƴǘΣ ƻƪǘŀǘƽƪŞƴǘ ǾŀƎȅ ǘŀƴłŎǎŀŘƽƪŞƴǘύΣ ǾŀƎȅ ŞǊƛƴǘŜǘǘ ǘǳƭŀƧŘƻƴƻǎƪŞƴǘ 

ŞǇǇ ƛƭȅŜƴ ŘƛƭŜƳƳłƪ Ŝƭǃǘǘ łƭƭƴŀƪΦ  

- aŜƎƭŜǇǃΣ ŘŜ ŞǊǘƘŜǘǃ ƧŜƭŜƴǎŞƎΣ ƘƻƎȅ ƳŞƎ ŀ ƭŜƎǎƛƪŜǊŜǎŜōōŜƪ ǎŜƳ ƛƎŀȊłƴ ŘŜƪƭŀǊłƭǘŀƪ 

ƪǀȊǀǎΣ ŎǎŀƭłŘƛ ŞǊǘŞƪǊŜƴŘŜǘ όƴŜƳ ōŜǎȊŞƭǾŜ ŀ /ǎŀƭłŘƛ !ƭƪƻǘƳłƴȅǊƽƭύΗ .łǊΣ ŀȊ ƛƴǘŜǊƧǵƪ ǎƻǊłƴ 

ŞǊȊŞƪŜƭƘŜǘǃ ǾƻƭǘΣ ƘƻƎȅ ƪǸƭǀƴǀǎŜƴ ŀȊ ŀƭŀǇƝǘƽ ŀǘȅłƪΣ ŘŜ ƴȅƻƳƻƪōŀƴ ŀ ǇƻǘŜƴŎƛłƭƛǎ ǀǊǀƪǀǎ 

όǀǊǀƪǀǎǀƪύ αŦŜƧŞōŜƴέ ƛǎΣ ƪǀŘǀǎŜƴ ōłǊΣ ŘŜ ƭŞǘŜȊƛƪ ŜƎȅŦŀƧǘŀ ŞǊǘŞƪǊŜƴŘΦ 9 ƳǀƎǀǘǘ ǾŀƭƽǎȊƝƴǼ 
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ŀȊ ƭŜƘŜǘΣ ƘƻƎȅ ŀ ŎŞƎ ŀƭŀǇƝǘƽƧłƴŀƪ ǾŞƭŜƪŜŘŞǎŜ ǎȊŜǊƛƴǘΣ ŀƳƛǘ ǃ ŜƎŞǎȊ ǾłƭƭŀƭƪƻȊƽƛ ǇłƭȅŀŦǳǘłǎŀ 

ŀƭŀǘǘ ŞǊǘŞƪƪŞƴǘ Ǿŀƭƭƻǘǘ Şǎ ƪǀǾŜǘŜǘǘΣ ŀȊ αŜǾƛŘŜƴŎƛŀέ ŀ ŎǎŀƭłŘ ǾŀƭŀƳŜƴƴȅƛ ǘŀƎƧŀ ǎȊłƳłǊŀΣ - 

ƪǸƭǀƴǀǎƪŞǇǇ ŀƴƴŀƪ ŀ ǎȊłƳłǊŀΣ ŀƪƛ ŀ ŎŞƎŜǘ ǀǊǀƪǀƭƴƛ ŦƻƎƧŀΦ bŜƳ ƎƻƴŘƻƭ ŀǊǊŀ ǎŜƳ ǃΣ ǎŜƳ 

ŀ ƪǀǾŜǘƪŜȊǃ ƎŜƴŜǊłŎƛƽ ǘŀƎƧŀΣ ƘƻƎȅ ŀ ŎǎŀƭłŘƛ ŎŞƎ ƘƻǎǎȊǵǘłǾǵ ŦŜƴƴƳŀǊŀŘłǎłǘ ŞǇǇ ŀȊ 

ŞǊǘŞƪǊŜƴŘ ς ŎǎŀƭłŘƛ ƪǀȊƳŜƎŜƎȅŜȊŞǎŜƴ ŀƭŀǇǳƭƽ ς ƝǊƻǘǘ ŦƻǊƳłƧŀ όŀ /ǎŀƭłŘƛ !ƭƪƻǘƳłƴȅ 

ǊŞǎȊŜƪŞƴǘύ ǎȊƻƭƎłƧŀΦ bŜƳ Ŏǎŀƪ ŀ ƪǀȊǾŜǘƭŜƴǸƭ ǎƻǊǊŀ ƪŜǊǸƭǃ ǀǊǀƪǀǎΣ ŘŜ ƘƻǎǎȊǵǘłǾƻƴ ŀ 

ŎŞƎŘƛƴŀǎȊǘƛŀ ƪƛŞǇƝǘŞǎŞōŜƴ Şǎ ŦƻƭȅǘƻƴƻǎǎłƎłōŀƴΣ ŞǇǇ ŀȊ ŜƎȅŜǎ ƎŜƴŜǊłŎƛƽƪ ƪǀȊǀǘǘƛ 

łǘƳŜƴŜǘŜƪŜǘ ǎŜƎƝǘǃΣ ƛƴǘŜƎǊłŎƛƽǎ αƎŀǊŀƴŎƛŀέ ƭŜƘŜǘƴŜΦ  

NƎȅ ŀȊǘłƴ ƴŜƳ ŎǎƻŘŀΣ ƘƻƎȅ Ƙŀ ŀȊ łǘǀǊǀƪƝǘŞǎ ƳŜƎǘǀǊǘŞƴƛƪΣ ŀƪƪƻǊ ς ƪǸƭǀƴǀǎŜƴΣ Ƙŀ ǘǀōō 

ǀǊǀƪǀǎ Ǿŀƴ ς ŦŜƭŜǊǃǎǀŘƘŜǘ ǇƭΦ ŀ ŎǎŀƭłŘƛ ŎŞƎ ƪŜǘǘǃǎ ƧŜƭƭŜƎŞōǃƭ ƪǀǾŜǘƪŜȊǃ ŜƭƭŜƴǘƳƻƴŘłǎΦ  

LŘŞȊŜǘ ŀȊ ŜƎȅƛƪ ŎǎŀƭłŘƛ ŎŞƎƴŞƭ ǾŞƎȊŜǘǘ ǘŀƴłŎǎŀŘƽi Ƴǳƴƪłnk ǎƻǊłƴ ŜƭƘŀƴƎȊƻǘǘ ƛƴǘŜǊƧǵōƽƭΥ 

α9ƭƧǳǘƻǘǘŀƳ ƻŘŀΣ ƘƻƎȅ ƛƴƪłōō ǾŀƎȅ ƪƛǾłǎłǊƭƻƳ ŀȊ ǀŎǎŞƳŜǘ ŀ ŎŞƎōǃƭΣ ǾŀƎȅ Şƴ ƭŞǇŜƪ ƪƛ ŀ 

ŎŞƎōǃƭ όǎ ǾłǎłǊƻƭƧƻƴ ŀƪƪƻǊ ǃ ƪƛύΣ ŘŜ ǘƻǾłōō ƳłǊ ƴŜƳ ǘǳŘƻƳ ŜƭǾƛǎŜƭƴƛΣ ƘƻƎȅ ǎȊƛƴǘŜ ƳƛƴŘŜƴ 

ōŜǊǳƘłȊłǎƛ ŜƭƪŞǇȊŜƭŞǎŜƳŜǘ ŜƭǾŜǘƛΣ ŘŜ Ƙŀ ŀ ǎŀƧłǘΣ ŜƎȅŞƴƛ ƛƎŞƴȅŜƛǊǃƭ Ǿŀƴ ǎȊƽΣ ƘŀǊŎƻƭΣ ǎ ŜȊŜǊ 

Şǎ ŜȊŜǊ αƧƽέ ŞǊǾŜ ŀƪŀŘΗέ 

- bŜƳ ŎǎŀƪΣ ƘƻƎȅ ŀ ƘƻǎǎȊǵǘłǾǵ ŎǎŀƭłŘƛ ŎŞƎǘǀǊŜƪǾŞǎŜƪ Şǎ ŞǊǘŞƪŜƪ ǎŜƳ ǾƛƭłƎƻǎŀƪΣ ŘŜ 

ƎȅŀƪƻǊƛΣ ƘƻƎȅ ƳŞƎ ŘŜƪƭŀǊłƭǘΣ ƴŞƘłƴȅ ŞǾǊŜ ŜƭǃǊŜǘŜƪƛƴǘǃ ŎŞƎǎǘǊŀǘŞƎƛŀ ǎƛƴŎǎ ƪƛŘƻƭƎƻȊǾŀΦ 9Ȋ 

ƭŜƎƛƴƪłōō ŀȊƻƴ ŎǎŀƭłŘƛ ŎŞƎŜƪ ŜǎŜǘŞōŜƴ ŦƻǊŘǳƭ ŜƭǃΣ ŀƘƻƭ ŀȊ ŀƭŀǇƝǘƽ ŀǘȅŀ ƴŜƳ ŜƴƎŜŘǘŜ ƪƛ ŀ 

ŎŞƎ αŘƛǊŜƪǘέ ƛǊłƴȅƝǘłǎłǘ ŀ ǎŀƧłǘ ƪŜȊŞōǃƭΣ ǎ Ƙŀ ōŜ ƛǎ Ǿƻƴǘŀ ŀ ǇƻǘŜƴŎƛłƭƛǎ ǀǊǀƪǀǎǘ ōƛȊƻƴȅƻǎ 

ŎŞƎŦŜƭŀŘŀǘƻƪōŀΣ ŀ ǘǀōō ŞǾŜǎ ƪƻƴŎŜǇŎƛƽƧłǘ ƴŜƳ ƻǎȊǘƻǘǘŀ ƳŜƎΣ ƴŜƳ ƘƻƎȅ ǾŀƭŀƘŀ ƛǎ ƭŜƝǊǘŀ 

ǾƻƭƴŀΦ { ƪǀȊōŜƴΣ Ƙŀ ōŜǸǘ ǾŀƭŀƳƛΣ ƘƛǊǘŜƭŜƴ ōŀƧ ǳǘłƴ όōŜǘŜƎǎŞƎΣ ōŀƭŜǎŜǘΣ ǾŀƎȅ ŀ ƭŜƎǊƻǎǎȊŀōō 

ŀ ƘŀƭłƭŜǎŜǘύ ŀ ƘƛǊǘŜƭŜƴ ƳŀƎłǊŀ ƳŀǊŀŘƽ ǀǊǀƪǀǎ ƴŀƎȅƻƴ ƴehezen/vagy sehogy sem tudja 

ƻǘǘ Ŧƻƭȅǘŀǘƴƛ όƳŞƎ ŀ ƭŜƎƧƻōō ǎȊłƴŘŞƪ ƳŜƴǘŞƴ ǎŜƳΗύΣ ŀƘƻǾł ŀ ŎŞƎ ŀƭŀǇƝǘƽƧŀ ƳłǊ ŜƭƧǳǘƻǘǘΦ 

ό! ǎȊƽōŀƴ ŦƻǊƎƽ ƘŜƭȅȊŜǘŜƪ ƪŞǇŜȊƛƪ ŀ ŎǎŀƭłŘƛ łǘǀǊǀƪƝǘŞǎƛ ƳŜƎōƝȊłǎŀƛƴƪ ȊǀƳŞǘΣ ǾŀƎȅƛǎΣ 

ƘƻƎȅ ŀ ƪŞǘǎŞƎōŜ ŜǎŜǘǘ ŎǎŀƭłŘ ŜƭŜƛƴǘŜ ƪŀǇƪƻŘΣ ǎ ŀƳƛƪƻǊ ǊłƧǀƴΣ ƘƻƎȅ ƴŜƳ ōƻƭŘƻƎǳƭΣ 

ǘŀƴłŎǎŀŘƽƘƻȊ ŦƻǊŘǳƭΦ 5Ŝ ŜƪƪƻǊǊŀ ƳłǊ ŀ ŎŞƎ ƘŜƭȅȊŜǘŜ ƧŜƭŜƴǘǃǎŜƴ ǊƻƳƭƻǘǘΦύ  

- aƛǾŜƭ ŀȊ Ŝƭǃōōƛ ƧŜƭŜƴǎŞƎ ƎȅŀƪǊŀƴ ŀ ŎŞƎ ƳǼƪǀŘǘŜǘŞǎƛ ǎȊŀōłƭȅƻȊƻǘǘǎłƎłƴŀƪ łƭǘŀƭłƴƻǎ 

ƘƛłƴȅƻǎǎłƎŀƛǾŀƭ ǇłǊƻǎǳƭΣ ƴŜƳ ŎǎƻŘŀΣ ƘƻƎȅ ŀȊ ƛƭȅŜƴ ŎŞƎŜƪ ŦŜƧƭǃŘŞǎŜΣ ƴǀǾŜƪŜŘŞǎŜ is 

ƳŜƎŀƪŀŘΦ ! ƭŜƎǳǘƽōō ƪŜȊŜƭǘ ŎǎŀƭłŘƛ ǾłƭƭŀƭƪƻȊłǎƻƪ ŜƎȅƛƪŞƴŞƭ ǇƭΦ ŜƭǃŦƻǊŘǳƭǘ ŀȊΣ ƘƻƎȅ ŀȊ 

ŀƭŀǇƝǘƽ ŀǇŀ ǎǵƭȅƻǎ ōŜǘŜƎǎŞƎŜ ƻƪłƴΣ ŀ ŎŞƎōŜƴ ŞǾŜƪ ƽǘŀ ŀ ƳŀǊƪŜǘƛƴƎ Şǎ ŀ ƪŜǊŜǎƪŜŘŜƭƳƛ 

ŦǳƴƪŎƛƽǘ ǾŞƎȊǃ ǀǊǀƪǀǎ Ŧƛǵƴŀƪ ƪŜƭƭŜǘǘ łǘǾŜƴƴƛŜ ŀ ŎŞƎŜǘΣ ǎ ŀȊ ŀǇŀ ŜƎȅ ŞǾŜǎ ǘŜƭƧŜǎ 
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ǘłǾƻƭƳŀǊŀŘłǎŀ ŀƭŀǘǘ ŀ ŎŞƎ Ƴǳǘŀǘƽƛ ŜƎȅǊŜ Ŏǎŀƪ ǊƻƳƭƻǘǘŀƪΣ ǎ ƳŞƎ ǘƻǾłōōƛ ŞǾŜƪ ŀƭŀǘǘ ǎŜƳ 

Ǿƻƭǘŀƪ ƪŞǇŜǎŜƪ όƛƳƳłǊ ŀ ƴŞƳƛƪŞǇǇ ǾƛǎǎȊŀǘŞǊǘ ŀǘȅŀƛ ǎŜƎƝǘǎŞƎ ƳŜƭƭŜǘǘ ǎŜƳΗύ ƧŀǾǳƭƴƛΦ {ǃǘ 

ƭŀǎǎŀƴ ƳłǊ ŀ ŎŞƎ ǘƻǾłōōƛ ƭŞǘŜ ƛǎ ǾŜǎȊŞƭȅōŜ ƪŜǊǸƭǘΦ  

9ƪƪƻǊ ƳŜǊǸƭǘ ŦŜƭ ŀȊ ŀƭŀǇƝǘƽōŀƴΣ ƘƻƎȅ ƛƳƳłǊ ƪǸƭǎǃ ǎŜƎƝǘǎŞƎǊŜ ƭŜƴƴŜ ǎȊǸƪǎŞƎΣ ǎ ƧŜƭŜƴƭŜƎ ŀ ±h9 

ŜƎȅƛƪ ǘŀƎƧŀ ƛƴǘŜǊƛƳ ƳŜƴŜŘȊǎŜǊƪŞƴǘ ǎŜƎƝǘƛ ŀ ŎŞƎ ƪƛƭłōŀƭłǎłǘΣ ŀƳŜƭȅƴŜƪ ŀȊ ŜƎȅƛƪ ǎǸǊƎǃǎΣ ŀƭŀǇǾŜǘǃ 

ƳƻȊȊŀƴŀǘŀ ŀȊ ŞǾŜǎ ǸȊƭŜǘƛ ǘŜǊǾŜȊŞǎ αƪǳƭǘǵǊłƧłƴŀƪέ ƳŜƎƘƻƴƻǎƝǘłǎŀΣ ŀ ŎŞƎǎǘǊŀǘŞƎƛŀ ƪƛŘƻƭƎƻȊłǎŀ 

mellett a teljeǎ ƳǼƪǀŘŞǎ ǎȊŀōłƭȅƻȊłǎŀΣ ǀǎǎȊŜǎǎŞƎŞōŜƴ ŜƎȅ ƪƻƳǇƭŜȄ {ȊŜǊǾŜȊŜǘƛ Şǎ aǼƪǀŘŞǎƛ 

{ȊŀōłƭȅƻȊłǎ ƪƛŀƭŀƪƝǘłǎŀΦ  

!Ƴƛ ŞǊŘŜƪŜǎǎŞƎŜ ƳŞƎ ŀȊ Ŝƭǃōō ŜƳƭƝǘŜǘǘ ǘŀƴłŎǎŀŘƽƛ ƳŜƎōƝȊłǎƴŀƪ ŀȊΣ ƘƻƎȅ ŀȊ ƛƴǘŜǊƛƳ 

ƳŜƴŜŘȊǎŜǊ ŜƎȅ αƪǾłȊƛέ ǸȊƭŜǘƛ ƪŞǇȊŞǎǘ ƛǎ ƴȅǵƧǘǎƻƴ ŀ ŎŞƎ ǀǊǀƪǀǎŞƴŜƪΣ ŀōōƽƭ ŀ ŎŞƭōƽƭΣ ƘƻƎȅ ŀ 

ƧŜƭŜƴ ƛǊłƴȅƝǘƽƛ-ǘǳƭŀƧŘƻƴƻǎƛ ŦŜƭƪŞǎȊǸƭǘǎŞƎŞƴŜƪ ƘƛłƴȅƻǎǎłƎŀƛǘ αƪƻǊǊƛƎłƭƧŀέΣ ǎ ƝƎȅ ŀ ƪŞǎǃōōƛŜƪōŜƴ 

ƪŞǇŜǎ ƭŜƎȅŜƴ ŀ ŎŞƎ ƛǊłƴȅƝǘƽƛ-ǘǳƭŀƧŘƻƴƻǎƛ ǇƻȊƝŎƛƽƧłǘ ŜƭƭłǘƴƛΦ ! ƳŜƎōƝȊłǎ ǎƻǊłƴ ŀ ƪǾłȊƛ ƪƛƪŞǇȊŞǎƛ 

ƛƎŞƴȅǘ ƳŜƎǘƻƭŘƻǘǘŀ ŀȊ ŀƭŀǇƝǘƽ ƳŞƎ ŀȊȊŀƭ ƛǎΣ ƘƻƎȅ ς ŜƎȅŜƭǃǊŜ р ŞǾƛƎ όŀƳƛ ƛƎŞƴȅ ǎȊŜǊƛƴǘ ŀ 

ƪŞǎǃōōƛŜƪōŜƴ ƳŜƎƘƻǎǎȊŀōōƝǘƘŀǘƽύ ς ƘŀǾƻƴǘŀ ŀ ǘŀƴłŎǎŀŘƽ ŜƎȅ-ŜƎȅ ŀƭƪŀƭƻƳƳŀƭ ǘŜƪƛƴǘǎŜ łǘ ŀȊ 

ǳƴΦ ǸȊƭŜǘƛ ǎȊłƳƻƪŀǘΣ Şǎ ŀ ŎŞƎƳǼƪǀŘŞǎ ŜƎȅ-ŜƎȅ ŀŘƻǘǘ ǘŜǊǸƭŜǘŞǘΣ Şǎ ƧŜƭŜȊȊŜƴ ǾƛǎǎȊŀΣ ōŜǎȊŞƭƧŜ ƳŜƎ 

ŀȊ ǀǊǀƪǀǎǎŜƭ ŀ ǘŀǇŀǎȊǘŀƭǘŀƪŀǘΦ YǸƭǀƴǀǎƪŞǇǇ ŦƻƎƭŀƭƪƻȊȊƻƴ ƳƛƴŘŀȊƻƴ ƳǼƪǀŘŞǎƛ ǘŜǊǸƭŜǘŜƪƪŜƭΣ 

ŀƘƻƭ ŀƴƻƳłƭƛłƪΣ ǊŜƴŘŜƭƭŜƴŜǎ ƧŜƭŜƴǎŞƎŜƪ ǘŀǇŀǎȊǘŀƭƘŀǘƽƪΣ ǎ ƧŜƭŜȊȊŜƴ ǾƛǎǎȊŀ ŜȊ ŜǎŜǘōŜƴ ƴŜƳ Ŏǎŀƪ 

ŀȊ ǀǊǀƪǀǎƴŜƪΣ ŘŜ ƧŜƭŜƴǘǃǎŜōō ǇǊƻōƭŞƳłƪ ŜǎŜǘŞƴ ς ŀ ŎŞƎ ƳƛƴŘŜƴƴŀǇƻǎ Şǎ ŦƻƭȅŀƳŀǘƻǎ 

ƳǼƪǀŘǘŜǘŞǎŞǘǃƭ ŜƎȅŞōƪŞƴǘ ǀƴƳŀƎłǘ ǘłǾƻƭǘŀǊǘƽ ς łǘǀǊǀƪƝǘǃ ŀǘȅłƴŀƪ ƛǎΦ 

YǀȊōŜƴ ŀȊ ƛŦƧǵ ǀǊǀƪǀǎ όŜƎȅŜǘƭŜƴ ƎȅŜǊƳŜƪŜ ŀȊ łǘǀǊǀƪƝǘǃƴŜƪύ ƘłȊŀǎƻŘłǎƛ ǎȊłƴŘŞƪŀ ƛǎ ŦŜƭƳŜǊǸƭǘΣ 

ǎ ŜȊ ŀȊ ŀƭŀǇƝǘƽ ŀǘȅłǘ ƳƛƴŘƛƴƪłōō ŀǊǊŀ ƪŞǎȊǘŜǘŜǘƛ όŀƳƛǘ ŀ ǘŀƴłŎǎŀŘƽ ƳłǊ ŀ ƳŜƎōƝȊłǎ ƪŜȊŘŜǘŞǘǃƭ 

ƧŀǾŀǎƻƭǘ ƴŜƪƛΣ Ŏǎŀƪ ǃ ƽŘȊƪƻŘƻǘǘ ǘǃƭŜύΣ ƘƻƎȅ ƳƛŜƭǃōō ς ƳŞƎ ŀȊ ǀǊǀƪǀǎ ƘłȊŀǎǎłƎƪǀǘŞǎŜ Ŝƭǃǘǘ ς 

ƪŞǎȊǸƭƧǀƴ Ŝƭ ŀ /ǎŀƭłŘƛ !ƭƪƻǘƳłƴȅΣ ŀƳƛōŜƴ ς ǘǀōōŜƪ ƪǀȊǘ ς ǇƭΦ ŀȊ ǀǊǀƪǀǎǀŘŞǎ ǊŜƴŘƧŜ ƛǎ ǘƛǎȊǘłȊƻǘǘ 

Şǎ ǎȊŀōłƭȅƻȊƻǘǘΦ 

- ¢ŀƭłƴ ςŀ ǘǀōōƛ ŎǎŀƭłŘƛ ŎŞƎ ŜǎŜǘŞƘŜȊ ƘŀǎƻƴƭƽΣ ŘŜ ƳŞƎƛǎ ōƛȊƻƴȅƻǎ ŞǊǘŜƭŜƳōŜƴ ƳŞƎƛǎ Ƴłǎ 

ς ǎǇŜŎƛłƭƛǎ ŀ ƪǀǾŜǘƪŜȊǃ όƧŜƭŜƴƭŜƎ ǎȊƛƴǘŞƴ ŀ ±h9 ƎŜƴŜǊŀƭƛǎǘŀ ǘŀƴłŎǎŀŘƽ ǘŀƎƧŀ Şǎ 

ƳǳƴƪŀǘłǊǎŀƛ łƭǘŀƭ ƛƴǘŜǊƛƳ ƳŜƴŜŘȊǎƳŜƴǘƪŞƴǘ ƪŜȊŞōŜƴ ƭŞǾǃύ ŜǎŜǘΦ !Ȋ мффл-Ŝǎ ŞǾŜƪ 

ƳłǎƻŘƛƪ ŦŜƭŞōŜƴ ŀƭŀǇƝǘƻǘǘΣ ƴŞƘłƴȅ ŞǾ ŀƭŀǘǘ ŜƎȅ ƴŀƎȅƻƴ Ƨƽƭ ƳǼƪǀŘǃǾŞ Şǎ ǇǊƻǎǇŜǊłƭƽ 

ŎŞƎƎŞ ŦƻǊƳłƭƽŘƽ ƪŜǊŜǎƪŜŘŜƭƳƛ όƳŀƧŘ ƪŞǎǃōō ƎȅłǊǘƽ Şǎ ǎȊƻƭƎłƭǘŀǘƽ ǇǊƻŦƛƭƭŀƭ ƛǎ ōǃǾǸƭǃ 

ŜƴŜǊƎŜǘƛƪŀƛύ ŎǎŀƭłŘƛ ŎŞƎ ƛǊłƴȅƝǘƽ ǘǳƭŀƧŘƻƴƻǎŀ όŀ ŦŜƭŜǎŞƎ рл҈-ƪŀƭ ƪǀȊǀǎ ǘǳƭŀƧŘƻƴƴŀƭ Ǿŀƴ 
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ƧŜƭŜƴ ŀ ǾłƭƭŀƭƪƻȊłǎōŀƴύ ǘǊŀƎƛƪǳǎ ƪǀǊǸƭƳŞƴȅŜƪ ƪǀȊǀǘǘ ŜƭƘǳƴȅǘΣ ƳƛƴŘŜƴŦŞƭŜ ǾŞƎǊŜƴŘŜƭŜǘ 

ƴŞƭƪǸƭΦ YŞǘ ŦŜƭƴǃǘǘ Ŧƛǵ όƴƻƘŀ ŀ ŎŞƎ-ǇǊƻŦƛƭƻƪ ǎȊŜǊƛƴǘ ƳŜƎŦŜƭŜƭǃ ǾŞƎȊŜǘǘǎŞƎƎŜƭ ōƝǊƴŀƪύ ƪǀȊǸƭ 

ŜƎȅƛƪ ǎŜƳ ŀƪŀǊƧŀ ƧŜƭŜƴƭŜƎƛ Ƴǳƭǘƛ Ǿłƭƭŀƭŀǘƴłƭ ƭŞǾǃ ŀƭƪŀƭƳŀȊƻǘǘƛ ƭŞǘŞǘ ƻǘǘƘŀƎȅƴƛ Şǎ łǘǾŜƴƴƛ 

ŀ ŎŞƎŜǘΣ ŘŜ ƳŞƎ Ŏǎŀƪ ƳŜƎǘŀǊǘŀƴƛ ǎŜƳΦ NƎȅ ŀȊ ŀƴȅŀ ǾŜǘǘŜ łǘ ŜƎȅ ŘŀǊŀōƛƎ ŀ ŎŞƎ ǘŜƭƧŜǎ 

ƛǊłƴȅƝǘłǎłǘΣ ŘŜ ŜƎȅŜŘǸƭ ŀ ƘłǊƻƳ ǇǊƻŦƛƭ αƪŞȊƛ ǾŜȊŞǊƭŞǎŞǾŜƭέ ƴŜƳ ƪŞǇŜǎ ƳŜƎōƛǊƪƽȊƴƛΦ 

¦Ǝȅŀƴƛǎ ŀ ŦŞǊƧ ŀ ƧŜƭŜƴǘǃǎŜƴ ƳŜƎƴǃǘǘ ŎŞƎ ƘƛǾŀǘłǎƻǎƻǎ ƳŜƴŜŘȊǎƳŜƴǘƧŞƴŜƪ ŦŜƭłƭƭƝǘłǎłǘ Şǎ 

ŀȊ ƛƴǘŞȊƳŞƴȅŜǎƝǘŞǎŞǘ ς ƳŞƎ ŀ Ƙŀƭłƭŀ Ŝƭǃǘǘ ς ŜƭƪŜȊŘǘŜΣ ŘŜ ōŜŦŜƧŜȊƴƛ ƳłǊ ƴŜƳ ǘǳŘǘŀΣ ƝƎȅ 

ǎŜƳ ŀ ǎǘǊŀǘŞƎƛŀΣ sem a ƳǼƪǀŘŞǎƛ ǊŜƴŘ ƴŜƳ ƪŜǊǸƭǘ ǎȊŀōłƭȅƻȊłǎǊŀΦ !Ȋ ƛǊłƴȅƝǘłǎƛ 

ƎȅŜƴƎŜǎŞƎŜƪƪŜƭ ƪǸǎȊƪǀŘǃ ŎŞƎ ƘƛłǘǳǎŀƛǾŀƭ ŀ ŎŞƎ ŀƭƪŀƭƳŀȊłǎłōŀƴ ƭŞǾǃ ƪǳƭŎǎŜƳōŜǊŜƛ 

όƪǸƭǀƴǀǎƪŞǇǇ ŀȊ ŜƎȅƛƪΣ ŀȊ ǵƧ ŞǊǘŞƪŜǘ ǘŜǊƳŜƭƴƛ ƪŞǇŜǎ ǘŜŎƘƴƻƭƽƎƛŀƛ ǘǳŘłǎōłȊƛǎłƴŀƪ Şǎ 

ƳǼǎȊŀƪƛ ŘƻƪǳƳŜƴǘłŎƛƽƛƴŀƪ ƭŜǘŞǘŜƳŞnyese) ς ŜƭƪŜȊŘǘŜƪ ƳƛƴŘ ƛƴƪłōō ǾƛǎǎȊŀŞƭƴƛΣ ǎǃǘ 

ƭŀǎǎŀƴΣ ƛƴŦƻǊƳłƭƛǎ ƳƽŘƻƴ ŀ ŎŞƎ ŦŜƭŜǘǘƛ ƘŀǘŀƭƳŀǘ ƛǎ łǘǾŜƴƴƛ όǎ ŀƘƻƎȅ ŜȊ ƭŜƴƴƛ ǎȊƻƪƻǘǘΣ 

ŦƻƪƻȊŀǘƻǎŀƴ ǀƴǀǎ ŞǊŘŜƪŜƛƴŜƪ ŀƭłǊŜƴŘŜƭƴƛΗύΦ NƎȅ Ƨǀǘǘ ŀ ǘǳƭŀƧŘƻƴƻǎ ŦŜƭŜǎŞƎ ŜƭƘŀǘłǊƻȊłǎŀΣ 

ŜƭŀŘƧŀ ŀ ŎŞƎŜǘΣ ƳŞƎƘƻȊȊł ƴŜƳ ƛǎ ŀƪłǊƘƻƎȅΣ ƘŀƴŜƳ ŀ ŎŞƎ ŜƭƘǳƴȅǘ ŀƭŀǇƝǘƽƧŀ Şǎ ŜƎȅ 

ōŜǎȊłƭƭƝǘƽ όŀȊ ŜƭƧłǊłǎ ǎȊŜǊƛƴǘƛ ǘŜǊƳŞƪƎȅłǊǘłǎǘ ǾŞƎȊǃύ łƭǘŀƭ kifejlesztett ς ŀ ŎŞƎ ƭŜƎŦǃōō 

ŞǊǘŞƪŞǘ ƧŜƭŜƴǘǃ ς kvow-how-ǘ ƪǸƭǀƴ ŜƭŀŘłǎǊŀΣ ŜƎȅ ƴŜƳȊŜǘƪǀȊƛ ŎŞƎƴŜƪ ǎȊłƴǾŀΦ ! ŎŞƎ 

ŜƭŀŘłǎŀ Ŝƭǃǘǘƛ ǊŜƴŘōŜǘŞǘŜƭΣ ǾŀƎȅƻƴŞǊǘŞƪŜƭŞǎ ǎǘōΦΣ ƻƪłƴ ŀ ±h9-ƘƻȊ ŦƻǊŘǳƭǘΣ ƳƛƴǃǎƝǘŜǘǘ 

ǘŀƴłŎǎŀŘƽ ǘłƳƻƎŀǘłǎłǘ ƪŞǊǾŜΦ aǳƴƪŀǘłǊǎǳƴƪ łǘƭłǘǾŀ ŀ ƘŜƭȅȊŜǘŜǘΣ ŘǀōōŜƴǘŜƴ 

ǘŀǇŀǎȊǘŀƭǘŀΣ ƘƻƎȅ ƴŜƳŎǎŀƪ ŀ ŎŞƎ ŦŞƭƛƎ-ƳŜŘŘƛƎ ǎȊŀōłƭȅƻȊƻǘǘ ƳǼƪǀŘŞǎƛ ǊŜƴŘǎȊŜǊŞƴŜƪ 

ǎȊŞǘȊƛƭłƭƽŘłǎŀΣ ŘŜ ŀȊ ƛƴŦƻǊƳłƭƛǎ ƘŀǘŀƭƻƳ ƻƪƻȊǘŀ ǇƭǳǎȊ Ƙƛłǘǳǎƻƪ ƻƭȅŀƴ ƳŞǊǘŞƪǼ 

ŜƭŞǊǘŞƪǘŜƭŜƴŜŘŞǎǘ ƻƪƻȊǘŀƪΣ ƘƻƎȅ ŀ ŎŞƎŜǘ ƧƽΣ Ƙŀ αƛƴƎŀǘƭŀƴłǊōŀƴέ ƭŜƘŜǘƴŜ Ŏǎŀƪ 

ŞǊǘŞƪŜǎƝǘŜƴƛΣ ƘƛǎȊ ǇƭΦ ŀ ǊŀƪǘłǊƪŞǎȊƭŜǘŜƴ ƳłǊ Ŏǎŀƪ ŀ ƪƻǊǎȊŜǊǼǘƭŜƴƴŞ Ǿłƭƽ ŀƴȅŀƎƻƪΣ 

ŀƭƪŀǘǊŞǎȊŜƪ ǎǘōΦ ǘŀƭłƭƘŀǘƽƪΦ ! ǾŜǊǎŜƴȅŜƭǃƴȅǘ ƧŜƭŜƴǘǃ ŜƭƧłǊłǎǘ ƳŜƎ ƳŞƎ ƴŜƘŜȊŜōōŜƴΣ vagy 

ǎŜƘƻƎȅ ǎŜƳ ƭŜƘŜǘƴŜ ŞǊǘŞƪŜǎƝǘŜƴƛΣ ƳƛǾŜƭ ƪǀȊōŜƴ ŀȊΣ ōƛȊƻƴȅƝǘƘŀǘŀǘƭŀƴ ƳƽŘƻƴΣ ŘŜ ƪǾłȊƛ ŀȊ 

ƛƴŦƻǊƳłƭƛǎ ǾŜȊŜǘŞǎ ƪŜȊŞōŜ ƪŜǊǸƭǘ όŀȊ ŀƪǘǳłƭƛǎ ƘŜƭȅȊŜǘ ς ŀȊ ƛƴǘŜǊƧǵƪ ŀƭŀǇƧłƴ ς αŜƭǾŜǎȊǘŜƪέΣ 

ƛƭƭΦ Ƙƛłƴȅƻǎŀƪ a ƳǼǎȊŀƪƛ ǊŀƧȊƻƪ ǎǘōΦύΣ ƳƛƪǀȊōŜƴ ŀ ƴȅǳƎŘƝƧ ƪƻǊǘ ŜƭŞǊǃΣ ƪǸƭǎǃ ǘǳƭŀƧŘƻƴƻǎ 

ŜƭŀŘƴł ŀ ǊŞǎȊŞǘ ŀ ŎǎŀƭłŘƛ ŎŞƎ ƧŜƭŜƴƭŜƎƛ ǘǳƭŀƧŘƻƴƻǎłƴŀƪΦ  

¢ŀƴłŎǎŀŘƽƴƪ ƳŜƎƛǎƳŜǊǾŜ ŀ ƘŜƭȅȊŜǘŜǘΣ ŀȊǘ ƧŀǾŀǎƻƭǘŀ ŀ ŎǎŀƭłŘƛ ŎŞƎ ǘǳƭŀƧŘƻƴƻǎłƴŀƪΣ ƘƻƎȅ 

ōłǊƳƛƭȅŜƴ ǎȊƛƴǘǼ Şǎ ƳŞǊǘŞƪǼ ŜƭŀŘłǎ ƘŜƭȅŜǘǘΣ ƳƛƴŘŜƴŜƪŜƭǃǘǘ ǘŜƎȅŜƴ ŀƧłƴƭŀǘƻǘ ŀ ƪǸƭǎǃ 

partnernek a tulajŘƻƴłōŀƴ ƭŞǾǃ пл҈-ƴȅƛ ǘǳƭŀƧŘƻƴǊŞǎȊǘ ƧŜƭŜƴǘǃ ŜƭƧłǊłǎ ǘǳƭŀƧŘƻƴƧƻƎłǊŀΣ ǎ Ƙŀ 

ƳłǎƪŞƴǘ ƴŜƳ ƳŜƎȅΣ ǎȊŜƳŞƭȅƛ ƪǀƭŎǎǀƴōǃƭ ŦƛȊŜǎǎŜ ƪƛΦ YǀȊōŜƴ ǘŜƎȅŞƪ ǊŜƴŘōŜ ŀ ŎŞƎŜǘΣ ŀƴƴŀƪ 
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ǘŜƭƧŜǎ ƳǼƪǀŘŞǎŞǘΣ ǎȊŀōłƭȅƻȊƻǘǘǎłƎłǘΦ ! ǇǊƻŦƛƴ ƳǼƪǀŘǃ ŎŞƎ ƪƛŀƭŀƪƝǘłǎłǘ ǃ ǎƛƪŜǊŘƝƧ ŜƭƭŜƴŞōŜƴ 

όƴȅƛƭǾłƴ ōƛȊƻƴȅƻǎ ƘŀǾƛ ƪǀƭǘǎŞƎŜƛ ƳŜƎǘŞǊƝǘŞǎŜ ƳŜƭƭŜǘǘύΣ ǘƻǾłōōł ŀ ƧŜƭŜƴ ŀƭƪŀƭƳŀȊłǎōŀƴ ƭŞǾǃ Şǎ 

ŀ ŎŞƎ ƛǊłƴǘ ǃǎȊƛƴǘŞƴ ŜƭƪǀǘŜƭŜȊŜǘǘ ƳǳƴƪŀǘłǊǎŀƪǊŀ ǘłƳŀǎȊƪƻŘǾŀΣ ŜƭǾŞƎȊƛΦ aŀƧŘ Ƙŀ ƳłǊ ƴŞƳƛƪŞǇǇ 

ƧŀǾǳƭ ŀ ŎŞƎ ŀƴȅŀƎƛ ƘŜƭȅȊŜǘŜΣ ŀƪƪƻǊ ƳƛƴƛƳǳƳ ƪŞǘ ƳŜƎŦŜƭŜƭǃ ǎȊŀƪǘǳŘłǎǎŀƭ ǊŜƴŘŜƭƪŜȊǃ ƳŞǊƴǀƪ 

ŦŜƭǾŞǘŜƭŞǾŜƭΣ ŀ ǾłƭƭŀƭƪƻȊłǎǘ αǾƛǎǎȊŀŞǇƝǘƛέΦ aƛƴŘemellett ς ƳŜƴŜǘ ƪǀȊōŜƴ ς ƪƛǾłƭŀǎȊǘƧŀΣ ƛƭƭΦ ƪƛƪŞǇȊƛ 

ŀ ƘƛǾŀǘłǎƻǎ ƳŜƴŜŘȊǎŜǊŜƪŜǘ όƳŜƴŜŘȊǎƳŜƴǘŜǘύΣ ŀƪƛƪ ŀƭƪŀƭƳŀǎŀƪ ŀ ƪŞǎǃōōƛŜƪōŜƴ ŀ ŎŞƎ 

ǾŜȊŜǘŞǎŞǊŜΣ ǎ ŀƪƛƪƴŜƪ ς ŀ ŎŞƎŜǘ ǊŜƴŘōŜ ǘŞǘŜƭŜ ǳǘłƴ ς ƳŀƧŘ łǘ ǘǳŘƧŀ ŀŘƴƛ ŀȊ ƛǊłƴȅƝǘłǎǘΦ YǀȊōŜƴ 

ŀ ŦƻƪƻȊƽŘƽŀƴ ƳŜƎŜǊǃǎǀŘǃ ƳŜƴŜŘȊǎƳŜƴǘǘŜƭ Şǎ a ŎŞƎ ǎȊŀōłƭȅƻȊƻǘǘǎłƎłǾŀƭΣ ǾŀƭŀƳƛƴǘ ŀȊ ŜǊǃǎ 

kontrolling- Şǎ ŀ ǊłŞǇǸƭǃ ǘǳƭŀƧŘƻƴƻǎƛ ƪƻƴǘǊƻƭƭ ǊŜƴŘǎȊŜǊ ƪƛŞǇƝǘŞǎŞǾŜƭ ƳƛƴŘ Ƨƻōōŀƴ ǎŀǊƻƪōŀ 

ǎȊƻǊƝǘƧŀ ŀ ƎȅŜƴƎǸƭǃ ƛƴŦƻǊƳłƭƛǎ ƘŀǘŀƭƻƳ αƪǳƭŎǎǎȊŜǊŜǇƭǃƧŞǘέΣ ǎ ƳłǊ Ƙŀ ƳƛƴŘŜƴ ƪŜƭƭǃ 

ŘƻƪǳƳŜƴǘłƭǾŀ ƛǎ ƭŜǎȊΣ Ƙŀ ƪŜƭƭΣ ŀƪłǊ ƳŜƎ ƛǎ ǾłƭƘŀǘƴŀƪ ƳŀƧŘ ǘǃƭŜΦ  

Ami az interim menedzser utłƴƛ ƛŘǃƪŜǘ ƛƭƭŜǘƛΣ ŀ ƳŜƎƻƭŘłǎ ǳƎȅŀƴŀȊ ƭŜǎȊΣ Ƴƛƴǘ ŀȊ ŜƭǃȊǃ ŎŞƎ 

ŜǎŜǘŞōŜƴ ƛǎΣ ōłǊ ŀȊȊŀƭ ŀ ƪƛǾŞǘŜƭƭŜƭΣ ƘƻƎȅ ŀ ǘǳƭŀƧŘƻƴƻǎ ƳłǊ ƴŜƳ ƪƝǾłƴ ŀ ŎŞƎ ŜŦŦŜƪǘƝǾ 

ƛǊłƴȅƝǘłǎłōŀƴ ǊŞǎȊǘ ǾŜƴƴƛΣ ŘŜ ŀȊ ŀǇŀ ǳǘłƴ ƳŀǊŀŘǘ ǘǳƭŀƧŘƻƴǊŞǎȊǘ ƳŜƎƻǎȊǘƧŀ ŀȊ ǳǘƽŘƻƪƪŀƭΦ 

!Ȋƻƴōŀƴ Ƙŀ ƪǀȊōŜƴ ǾŀƭŀƳŜƭȅƛƪǸƪ ǘŞƴȅƭŜƎŜǎŜƴ ƳŞƎƛǎ ǊŞǎȊǘ ƪƝǾłƴƴŀ ǾŜƴƴƛ ŀ ƳŜƴŜŘȊǎŜƭŞǎōŜƴ ƛǎ 

όŜȊ ŜǎŜǘōŜƴ ǾŜƭŜύΣ ŘŜ ŀƪƪƻǊ ƛǎ ŀ ǘŀƴłŎǎŀŘƽ ς ŦǸƎƎŜǘƭŜƴ ǎȊŀƪŞǊǘǃƪŞƴǘ ς gyakorolja majd az 

αŜƭƭŜƴǇƽƭǳǎǘέΣ ŀ ƪƛŞǇƝǘŜǘǘ ǘǳƭŀƧŘƻƴƻǎƛ ƪƻƴǘǊƻƭƭ ǊŜƴŘǎȊŜǊ ƳŜƴǘŞƴΦ 

 m{{½9ChD[![#{  

mǎǎȊŜŦƻƎƭŀƭłǎƪŞǇǇ ǘŀƭłƴ ŀȊǘ ŀ ƭŜƎŦƻƴǘƻǎŀōō ƪƛŜƳŜƭƴƛΣ ƘƻƎȅ ōłǊ Ǿŀƴƴŀƪ ƪǀȊǀǎ Ǿƻƴłǎƻƪ Şǎ 

ǘǀǊǾŞƴȅǎȊŜǊǼǎŞƎŜƪ ŀȊ łǘǀǊǀƪƝǘŞǎƛ ǇǊƻōƭŞƳŀ ƪŜȊŜƭŞǎŜ ƪŀǇŎǎłƴΣ ŜƴƴŜƪ ŘŀŎłǊŀ mindegyik eset 

ŜƎȅ ƪƛŎǎƛǘ ƳłǎΦ aŞƎƘƻȊȊł αƳłǎƪŞǇǇέ ƳłǎΧΦ !Ƴƛ ŀ ƭŜƎƛƴƪłōō ŦƛƎȅŜƭƳŜȊǘŜǘǃΣ ƘƻƎȅ Ƙŀ Ƴłǎǘ ƴŜƳ 

ƛǎΣ ŘŜ ƭŜƎŀƭłōō ŀ ƘŀǘŀƭƳƛ łƎŀƪ όǘǳƭŀƧŘƻƴƻǎƛ- Şǎ ƳŜƴŜŘȊǎƳŜƴǘ ŦǳƴƪŎƛƽƪύ ƪŜǘǘŞǾłƭŀǎȊǘłǎłƛƎΣ a 

ǎȊŜǊǾŜȊŜǘƛ ƳǳƴƪŀƳŜƎƻǎȊǘłǎƛ- Şǎ ƪƻƻǇŜǊłŎƛƽǎ ǾƛǎȊƻƴȅƻƪƛƎΣ ŀ ŦǳƴƪŎƛƽƪ ƪƛŞǇƝǘŜǘǘǎŞƎŞƛƎΣ ŀȊ 

ƛƴǘŞȊƳŞƴȅŜǎƝǘŜǘǘǎŞƎƛƎΣ ς ǀǎǎȊŜǎǎŞƎŞōŜƴ ŀ ǾłƭƭŀƭƪƻȊłǎ ǎȊŀōłƭȅŜƭǾǼ ƳǼƪǀŘŞǎŞƛƎ ς ŞǊŘŜƳŜǎ 

ƳƛƴƛƳǳƳ ŀȊ ŀƭŀǇƝǘƽ ƴȅǳƎŘƝƧ-ƪƻǊŀ Ŝƭǃǘǘ όƳƛƴƛƳǳƳ о-п ŞǾǾŜƭύ ŜƭǾŞƎŜȊƴƛΦ 9ƭƭŜƴƪŜȊǃ Ŝǎǘōen egy 

ǾłǊŀǘƭŀƴ ǎȊƛǘǳłŎƛƽ όōŜǘŜƎǎŞƎΣ ōŀƭŜǎŜǘ ǎǘōΦύ ƻƭȅŀƴ ƴŜƘŞȊΣ ǎƻƪ ŜǎǘōŜƴ ŀƪłǊ ǘǊŀƎƛƪǳǎ ƘŜƭȅȊŜǘōŜ ƛǎ 

ǎƻŘƻǊƘŀǘƧŀ ŀ ŎǎŀƭłŘƻǘΣ ŀ ŎǎŀƭłŘ ƳŜƎŞƭƘŜǘŞǎŞǘΣ ƪǸƭǀƴǀǎƪŞǇǇ ŀȊ ǀǊǀƪǀǎǀƪŜǘΣ ŀƳƛ ǎȊƛƴǘŜ ōƛȊǘƻǎŀƴ 

ǾƛǎǎȊŀŜǎŞǎǘ ƧŜƭŜƴǘƘŜǘ ƳƛƴŘŜƴ ǘŜƪƛƴǘŜǘōŜƴΦ 
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5ŜΣ ƘƻƎȅ ŜƎȅ ƛƎŀȊłƴ ǇƻȊƛǘƝǾ ǇŞƭŘłǾŀƭ ȊłǊǳƭƘŀǎǎƻƴ ŀ ǇǊŀȄƛǎŜǎŜǘŜƪ ǎƻǊŀΥ ƧŜƭŜƴƭŜƎ ŜƎȅƛƪ ±h9 

ƳǳƴƪŀǘłǊǎǳƴƪ ŜƎȅ ƴŜƎȅǾŜƴƘŞǘ ŞǾŞǘ ŜƭƘŀƎȅƽ ŎǎŀƭłŘƛ ŎŞƎ-ǘǳƭŀƧŘƻƴƻǎ ǾłƭƭŀƭƪƻȊƽ ƳŜƎōƝȊłǎłƴ 

ŘƻƭƎƻȊƛƪΦ /ŞƭΣ ŀ ǾłƭƭŀƭƪƻȊłǎǘ łǘǎŜƎƝǘŜƴƛ ŞƭŜǘŎƛƪƭǳǎŀ ǎȊŜǊƛƴǘ ŞǇǇ ŀ ŦŞǊŦƛƪƻǊōŀΦ 9ƴƴŜƪ ƪŀǇŎǎłƴ 

ŀƪǘǳłƭƛǎ ŦŜƭŀŘŀǘ ŀ ǾłƭƭŀƭƪƻȊłǎ ƴǀǾŜƪŜŘŞǎ-ƳŜƴŜŘȊǎƳŜƴǘƧŜ Şǎ ŀ ŎŞƎ ƳǼƪǀŘŞǎŞƴŜƪ ǎȊŀōłƭȅƻȊłǎŀΣ 

ƛƴǘŞȊƳŞƴȅŜǎƝǘŞǎŜΦ !Ȋƻƴōŀƴ Ƙŀ ŜȊȊŜƭ ǾŞƎŜȊƴŜƪΣ ƪǀǾŜǘƪŜȊƛƪ ŀ ƪŞǘ ς ǳƎȅŀƴ ƳŞƎ Ŏǎŀƪ ŞǊŜǘǘǎŞƎƛ 

Ŝƭǃǘǘ łƭƭƽ ς ŦƛǵƎȅŜǊƳŜƪ ōŜǾƻƴłǎŀ ƪƛǎŜōō-ƴŀƎȅƻōō ŦŜƭŀŘŀǘƻƪƪŀƭ ŀȊ ǸȊƭŜǘƳŜƴŜǘōŜΦ !Ȋƻƴōŀn, ha 

ŜƭǾŞƎȊƛƪ ŀȊ ŜƎȅŜǘŜƳŜǘΣ ŀ ǘǳƭŀƧŘƻƴƻǎ ƳłǊ ŀȊǘ ǘŜǊǾŜȊƛΣ ƘƻƎȅ ƛŘǃōŜƴ ŦƻƎƴŀƪ ŦƻƎƭŀƭƪƻȊƴƛ ŀ /ǎŀƭłŘƛ 

!ƭƪƻǘƳłƴȅ ƪƛŀƭŀƪƝǘłǎłǾŀƭΦ bŜ ŞǊƧŜ ŀ ǾłƭƭŀƭƪƻȊłǎ ƛǊłƴȅƝǘƽƛǘ ς Ƙŀ ŜȊǘ ŜƎȅłƭǘŀƭłƴ ƪƛ ƭŜƘŜǘ ǾŞŘŜƴƛ ς 

ǎŜƳƳƛ ƻƭȅŀƴΣ ŀƳƛ ƴŀƎȅƻƴ ƳŜƎǊłȊƴł ŀ ŎŞƎ ŜƭŦƻƎŀŘƘŀǘƽ ǸǘŜƳōŜƴ ȊŀƧƭƽ ŦŜƧƭǃŘŞǎŞǘΣ 

ƴǀǾŜƪŜŘŞǎŞǘΗ 
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ŀŘƽȊƻǘǘ ŜǊŜŘƳŞƴȅΥ мнƳCǘ -нƳCǘ ǾŜǎȊǘŜǎŞƎ 

Befektetett ŜǎȊƪǀȊǀƪΥ нпƳCǘ .ŜŦŜƪǘŜǘŜǘǘ ŜǎȊƪǀȊǀƪΥмсƳCǘ 

ƭŞǘǎȊłƳΥ п Ŧǃ ŀƭƪŀƭƳŀȊƻǘǘ ƭŞǘǎȊłƳΥ о Ŧǃ ŀƭƪŀƭƳŀȊƻǘǘ 

#ǘƭŀƎƻǎ ƪŞǎȊƭŜǘŞǊǘŞƪΥ мсƳCǘ  #ǘƭŀƎƻǎ ƪŞǎȊƭŜǘŞǊǘŞƪΥ птƳCǘ 

 

! ǎȊƽōŀƴ ŦƻǊƎƽ ŎŞƎ ŀŘŀǘŀƛΥ 

!Ȋ ŀƭŀǇƝǘƽ Ƙŀƭłƭŀ Ŝƭǃǘǘ όΧΦŞǾύΥ  ΧΦΦ ŞǾƛ ƴȅƛǘƽ ŀŘŀǘƻƪΥ  

łǊōŜǾŞǘŜƭΥ 178mFt 41,5mFt 

ŀŘƽȊƻǘǘ ŜǊŜŘƳŞƴȅΥ нпƳCǘ 10mFt 

.ŜŦŜƪǘŜǘŜǘǘ ŜǎȊƪǀȊǀƪΥ уфƳCǘ .ŜŦŜƪǘŜǘŜǘǘ ŜǎȊƪǀȊǀƪΥмнлƳCǘ 

ƭŞǘǎȊłƳΥ с Ŧǃ ŀƭƪŀƭƳŀȊƻǘǘ ƭŞǘǎȊłƳΥ н Ŧǃ ŀƭƪŀƭƳŀȊƻǘǘ 

{ŀƧłǘǘǃƪŜ ƳŜƎǘŞǊǸƭŞǎ όwh9ύΥ мфΣмф҈  {ŀƧłǘǘǃƪŜ ƳŜƎǘŞǊǸƭŞǎ όwh9ύΥлΣ нп҈ 

9ǎȊƪǀȊŀǊłƴȅƻǎ ƴȅŜǊŜǎŞƎ όwh!ύ: 13, 65% 9ǎȊƪǀȊŀǊłƴȅƻǎ ƴȅŜǊŜǎŞƎ όwh!ύΥлΣмт҈ 

 

https://www.economie.gouv.qc.ca/fileadmin/contenu/documents_soutien/gestion_entreprises/entrepreneuriat/carnet_a-b_entreprise_familiale.pdf
https://www.economie.gouv.qc.ca/fileadmin/contenu/documents_soutien/gestion_entreprises/entrepreneuriat/carnet_a-b_entreprise_familiale.pdf
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ƳŜƎƭłǘłǎǳƴƪ ǎȊŜǊƛƴǘ ŀȊ ŞǊŘŜƪŜƎȅŜȊǘŜǘŞǎ ǇŀǊǘƴŜǊƛ ǊŜƴŘǎȊŜǊŜ ƳƛƴŘŜƴ ŞǊŘŜƪŜƭǘ ǎȊłƳłǊŀ 

ƳŀƎŀǎŀōō ƘŀǎȊƴƻǎǎłƎƻǘ ƧŜƭŜƴǘΣ Ƴƛƴǘ ŀ Ƴłǎƛƪ ƻƭŘŀƭ ŜƭƭŜƴŦŞƭƪŞƴǘ ǘǀǊǘŞƴǃ ƪŜȊŜƭŞǎŜΦ  

Kulcsszavak: ŞǊŘŜƪŜƎȅŜȊǘŜǘŞǎΣ alkalmazotti kapcsolatok, mǳƴƪŀǸƎȅƛ kapcsolatok, Michigan- 

Şǎ IŀǊǾŀǊŘ-modell 

                                                      

13 ! ǘŀƴǳƭƳłƴȅ .Ŝǎǘ tŀǇŜǊ ŘƝƧŀǎ lett, a teljes anyag ŀ ±ŜȊŜǘŞǎǘǳŘƻƳłƴȅ ŎΦ ŦƻƭȅƽƛǊŀǘōŀƴ ŦƻƎ ƳŜƎƧŜƭŜƴƴƛΦ The paper 
has won a Best Paper Award, the full article will be published in the Budapest Management Review journal. 
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Abstract  

The purpose of this article is to examine the determining factors o the necessity and 

eventually the mutual utility of industrial relations starting from the theory (Michigan and 

Harvard models, employee or labor relations), through its potential role in the human capital 

or the labor market segmentation. We will also take a look at the impact of the global 

economic crisis on collective bargaining coverage and trade union organization. 

At the end of the theoretical logical construction, the dimensions of industrial relations and 

the elements influencing their operation are identified, grouped around six statements. We 

consider it important to point out that, in our view, the partnership of industrial relations 

ensures a higher level of satisfaction to all stakeholders than when handling the other side as 

an opponent. 

Keywords: Industrial relations, Michigan- and Harvard-model 
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Absztrakt  

! ǘŀƴǳƭƳłƴȅ14 ŀ ǾŜȊŜǘǃƛ ƪƛǾłƭƽǎłƎǊŀ ŦƽƪǳǎȊłƭ ƳŀƎȅŀǊƻǊǎȊłƎƛ ŦŜƭǎǃ- Şǎ Ŝƭǎǃ ǎȊłƳǵ ǾŜȊŜǘǃƪ 

ƪǀǊŞōŜƴ Ŧƻƭȅǘŀǘƻǘǘ ǇǊƛƳŜǊΣ ƪǾŀƴǘƛǘŀǘƝǾΣ ƪŞǊŘǃƝǾŜǎ ǘŜŎƘƴƛƪłǾŀƭ ǾŞƎȊŜǘǘ ƳŜƎƪŜǊŜǎŞǎ 

ŜǊŜŘƳŞƴȅŜƛǘ ŦŜƭŘƻƭƎƻȊǾŀΦ ! мло Ŧǃ ǾłƭŀǎȊŀŘƽ ƴŜƳ ōƛȊǘƻǎƝǘƧŀ ŀ ǊŜǇǊŜȊŜƴǘŀǘƛǾƛǘłǎǘΣ ǳƎȅŀƴŀƪƪƻǊ 

ŀ ƧŜƭŜƴƭŜƎƛ ƳƛƴǘŀŜƭŜƳǎȊłƳ ƳŜƭƭŜǘǘ ŀȊ ŜǊŜŘƳŞƴȅŜƪ ŀƭƪŀƭƳŀǎŀƪ ŀȊ ƻǊƛŜƴǘłŎƛƽǊŀ Şǎ ŀ ǘŜƴŘŜƴŎƛłƪ 

ŀȊƻƴƻǎƝǘłǎłǊŀΦ ! ǾŜȊŜǘǃ ǎŀƧłǘ ŦŜƧƭǃŘŞǎŞǘ ƳŜƎƘŀǘłǊƻȊƽ Şǎ ƧŜƭƭŜƳȊǃ ǘŞƴȅŜȊǃƪŜǘ ƳǳǘŀǘƧǳƪ ōŜΣ 

ǘƻǾłōōł ŀ ƪǀȊǾŜǘƭŜƴǸƭ ŀ ǾŜȊŜǘǃ łƭǘŀƭ ƛǊłƴȅƝǘƻǘǘ ŎǎŀǇŀǘΣ ŀ ǎŀƧłǘ ǎȊŜǊǾŜȊŜǘƛ ŜƎȅǎŞƎΣ ŀȊ ŜƎŞǎȊ 

Ǿłƭƭŀƭŀǘ Şǎ ŀ ǾŜȊŜǘŞǎΣ Ƴƛƴǘ ǎȊŀƪƳŀ ŦŜƧƭŜǎȊǘŞǎŞƘŜȊ ƪŀǇŎǎƻƭƽŘƽ ŜǊǃŦŜǎȊƝǘŞǎŜƪŜǘΦ  

! ƪǳǘŀǘłǎ ƧŜƭƭŜƎŞōǃƭ ŀŘƽŘƽ ŘƻƳƛƴłƴǎŀƴ ŘŜǎƪǊƛǇǘƝǾ ƳŜƎƪǀȊŜƭƝǘŞǎǎŜƭ ƳŜƎƛǎƳŜǊƘŜǘƧǸƪ ŀ ƳŀƎȅŀǊ 

ŦŜƭǎǃǾŜȊŜǘǃƛ ǎȊŀƪƳłƘƻȊ ƪŀǇŎǎƻƭƽŘƽ ǎŀƧłǘƻǎǎłƎƻƪŀǘΦ 9ƳŜƭƭŜǘǘ ƪƭŀǎȊǘŜǊŀƴŀƭƝȊƛǎǘ ƛǎ ǾŞƎŜȊǘǸƴƪ ŀ 

ŦŜƭǎǃǾŜȊŜǘǃƛ ŎǎƻǇƻǊǘƻƪ ŀȊƻƴƻǎƝǘłǎŀ ŎŞƭƧłōƽƭΣ ǘƻǾłōōł ƧŀǾŀǎƭŀǘƻǘ ŦƻƎŀƭƳŀȊǳƴƪ meg a 

ŦŜƭǎǃǾŜȊŜǘǃƛ ƪƛǾłƭƽǎłƎ ǘǳŘŀǘƻǎ ŦŜƧƭŜǎȊǘŞǎŜ ŞǊŘŜƪŞōŜƴΦ  

Kulcsszavak: fŜƭǎǃǾŜȊŜǘŞǎΣ vŜȊŜǘǃƛ ƪƛǾłƭƽǎłƎΣ vŜȊŜǘŞǎ-ŦŜƧƭŜǎȊǘŞǎ 

                                                      

14 ! ǘŀƴǳƭƳłƴȅ .Ŝǎǘ tŀǇŜǊ ŘƝƧŀǎ ƭŜǘǘΣ ŀ ǘŜƭƧŜǎ ŀƴȅŀƎ ŀ ±ŜȊŜǘŞǎǘǳŘƻƳłƴȅ ŎΦ ŦƻƭȅƽƛǊŀǘōŀƴ ŦƻƎ ƳŜƎƧŜƭŜƴƴƛΦ The paper 
has won a Best Paper Award, the full article will be published in the Budapest Management Review journal. 
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Abstract 

The study focuses on leadership excellence by examining the results of a primer, 

questionnaire-based survey conducted among chief executive officers and top leaders in 

Hungary. The 103 respondents do not ensure representativity, but at the same time, the 

results are suitable for orientation and trends identification. We describe the determinants 

ƻŦ ǘƘŜ ƭŜŀŘŜǊǎΩ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ ǘƘŜ ŦŀŎǘƻǊǎ ǘƘŀǘ ŀǊŜ ǊŜƭŀǘŜŘ ǘƻ ǘƘŜ ƭŜŀŘŜǊΩǎ directly led team, 

the own organizational unit, the whole company and the management as a profession. 

Due to the dominant, descriptive approach to the research, we can learn about the features 

related to the Hungarian chief executive officer profession. Also, we have conducted cluster 

analysis to identify top management teams and make a proposal for the conscious 

development of top leadership excellence. 

Keywords: Leadership, Leadership Excellence, Leadership Development 
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! ƎƭƻōŀƭƛȊłŎƛƽ Şǎ ŀȊ ƛƴǘŜǊƴŀŎƛƻƴŀƭƛȊłƭƽŘłǎ ŀŘǘŀ ƭŜƘŜǘǃǎŞƎŜƪŜǘ ŀ ǾƛƭłƎ ǎȊłƳǘŀƭŀƴ ǘŜǊǸƭŜǘŞƴ 

ƪƛƘŀǎȊƴłƭƧłƪΦ 9Ǝȅ ƛƭȅŜƴ ǘŜǊǸƭŜǘ ŀ ŦŜƭǎǃƻƪǘŀǘłǎ ƴŜƳȊŜǘƪǀȊƛŜǎŜŘŞǎŞƴŜƪ ŀ ŦƻƭȅŀƳŀǘŀ ƛǎΣ ŀƳŜƭȅ ǵƧ 

ƭŜƘŜǘǃǎŞƎŜǘ ōƛȊǘƻǎƝǘ ŀȊ ƛƴǘŞȊƳŞƴȅ Şǎ ŀȊ ƻƪǘŀǘƽƪ ƳŜƭƭŜǘǘ ŀ ƘŀƭƭƎŀǘƽƪ ǇŜǊƳŀƴŜƴǎ ŦŜƧƭǃŘŞǎŞǊŜ ƛǎΦ 

! ǘŀƴǳƭƳłƴȅƛ ƳƛƎǊłŎƛƽƴŀƪ ƪŞǘ Ŧǃ ŎǎƻǇƻǊǘƧŀ ǾŀƴΣ ŀ ŘƛǇƭƻƳŀǎȊŜǊȊŞǎƛ Şǎ ƪǊŜŘƛǘǎȊŜǊȊŞǎƛ ƭŜƘŜǘǃǎŞƎΣ 

ŀ ǘƻǾłōōƛŀƪōŀƴ ŀ ŘƛǇƭƻƳŀǎȊŜǊȊŞǎƛ ǇǊƻƎǊŀƳƻƪōŀƴ ǊŞǎȊǘ ǾŜǾǃ ǎȊŜƳŞƭȅŜƪ ŞƭŜǘǵǘƧŀ ƪŜǊǸƭ 

ōŜƳǳǘŀǘłǎǊŀΦ 9ƭǎǃ ƪǀǊōŜƴ ƴŜƳȊŜǘƪǀȊƛ ǘŜƪƛƴǘŜǘōŜƴΣ ƳŀƧŘ ƪŞǎǃōō ŀ aŀƎȅŀǊƻǊǎȊłƎ ƘŀǘłǊŀƛƴ ƪƝǾǸƭ 

Şƭǃ ƳŀƎȅŀǊ ŀƧƪǵ Şǎ ŀƴȅŀƻǊǎȊłƎƛ ŦŜƭǎǃƻƪǘŀǘłǎƛ ƛƴǘŞȊƳŞƴȅōŜƴ ǘŀƴǳƭƽ Ŧƛŀǘŀƭƻƪ ǎȊŜƳǎȊǀƎŞōǃƭΦ 

! ŦŜƭƳŞǊŞǎ ŀ 5ƛǇƭƻƳłǎ tłƭȅŀƪǀǾŜǘǃ wŜƴŘǎȊŜǊ нлммπнлмпπŜǎ ŞǾŜƛōŜƴ ƭŜƪŞǊŘŜȊŜǘǘ ŀŘŀǘŀƛǊŀ 

ǘłƳŀǎȊƪƻŘƛƪΦ !Ȋ ƻǊǎȊłƎƻǎ ŀŘŀǘƻƪ ƪǀȊǸƭ м тпс ǎȊƻƳǎȊŞŘƻǎ ǊŞƎƛƽōƽƭ όǎȊŜǊōƛŀƛΣ ǊƻƳłƴƛŀƛΣ 

ǳƪǊŀƧƴŀƛΣ ǎȊƭƻǾłƪƛŀƛΣ ŀǳǎȊǘǊƛŀƛΣ ǎȊƭƻǾŞƴƛŀƛ Şǎ ƘƻǊǾłǘƻǊǎȊłƎƛ ǊŞƎƛƽύ ŞǊƪŜȊǃ ŀŘŀǘƪǀȊƭǃ łƭǘŀƭ 

ƳŜƎŀŘƻǘǘ ƛƴŦƻǊƳłŎƛƽƪŀǘ ǘŀǊǘŀƭƳŀȊȊŀΦ !Ȋ ŜƭŜƳȊŞǎ ǎƻǊłƴ ƳŜƎǾƛȊǎƎłƭłǎǊŀ ƪŜǊǸƭ ŀ ƘŀȊŀǘŞǊǘ 

Ŧƛŀǘŀƭƻƪ ŀǊłƴȅŀƛƴŀƪ ǎȊłƳŀΣ Şǎ ŀȊƻƪŀǘ ōŜŦƻƭȅłǎƻƭƽ ƎŀȊŘŀǎłƎƛ ς ǎȊƻŎƛƻƭƽƎƛŀƛ ǘŞƴȅŜȊǃƪΦ 9ƳŜƭƭŜǘǘ 

ƪƛǘŞǊǸƴƪ ŀ ƪǸƭƘƻƴƛ Ŧƛŀǘŀƭƻƪ ƪŀǊǊƛŜǊ ǵǘƧłǊŀΦ 

!Ȋ ŜǊŜŘƳŞƴȅŜƪ ƴŀƎȅ ǎŜƎƝǘǎŞƎŜǘ ƴȅǵƧǘƘŀǘƴŀƪ ŀ ƪǸƭƘƻƴƛ ǊŞƎƛƽƪōŀƴ ƳǼƪǀŘǃ ŦŜƭǎǃƻƪǘŀǘłǎƛ 

ƛƴǘŞȊƳŞƴȅŜƪ ǎȊłƳłǊŀΣ ƘƛǎȊ ŜȊłƭǘŀƭ ǊŜƳŜƪǸƭ ǎȊŜƳƭŞƭǘŜǘƘŜǘǃΣ ƳŜƭȅ ǊŞƎƛƽōƽƭ ƳƛƭȅŜƴ 

ǘǳŘƻƳłƴȅǘŜǊǸƭŜǘǊŜ ŞǊƪŜȊƴŜƪ ŀ ŦƛŀǘŀƭƻƪΣ ƳŜƭȅŜƪ ǎȊłƳƝǘŀƴŀƪ ƘƛłƴȅǎȊŀƪƴŀƪ ƘŀȊłƧǳƪōŀƴΣ ƛƭƭŜǘǾŜ 
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ƛŘǃǎȊŀƪōŀƴ ƘƻȊƻǘǘ ŘǀƴǘŞǎŜƛƪŜǘ Şǎ ƘƻǎǎȊǵ ǘłǾǵ ǘŜǊǾŜƛƪŜǘΦ 

YǳƭŎǎǎȊŀǾŀƪΥ 5twΣ ƪǸƭƘƻƴƛ fiatalokΣ ŘƛłƪƳƻōƛƭƛǘłǎΣ karrierutakΣ ƴŜƳȊŜǘƪǀȊƛŜǎŜŘŞǎ 

Abstract 

The globalization and internationalization provide many opportunities in different ways in the 

world. One of these is the process of internalization of higher education. It provides new 

possibilities not only for the institutions and its teachers but also for the student's permanent 

developments. The migration for studies has two main groups the graduation (aiming for 

diploma) and collecting credit through the credit system. In this paper, the students 

participating in the diploma programme career path will be described. Firstly in an 

international sense, then those Hungarian speakers who live outside of the Hungarian 

ōƻǊŘŜǊǎ ŀƴŘ ǎǘǳŘȅƛƴƎ ƛƴ ǘƘŜ ƘƻƳŜ ŎƻǳƴǘǊȅΩǎ ƘƛƎƘŜǊ ŜŘǳŎŀǘƛƻƴŀƭ ƛƴǎǘƛǘǳǘƛƻƴǎΦ 

The research uses data from the Graduate Career Tracking System between 2011-2014. This 

dataset contains data from 1,746 students of the neighbouring regions (including Serbian, 

Romanian, Ukrainian, Slovakian, Austrian, Croatian and Slovenian). During the research, I 

examined the ratios of those who had gone home and the economic and social reasons 

behind it. I also write about the career path of these young adults. 

The results could be a great help for the higher education institutions in abroad because they 

are able to see, which region what kind of scientific field interest these students, what majors 

are they lacking. Also, we can see what factors are contributing to their career ways after 

graduating and long-term plans. 

Keywords: GCT, Young people from abroad, Student mobility, Careers, Internationalization 
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Absztrakt 

! ǘŀƴǳƭƳłƴȅ łǘŦƻƎƽ ƪŞǇŜǘ ƪƝǾłƴ ƴȅǵƧǘŀƴƛ ŀ ƳŀƎȅŀǊ ŘƛŀǎȊǇƽǊłōŀƴ Şƭǃƪ ƳŀƎȅŀǊ ƴȅŜƭǾ 

ƻƪǘŀǘłǎłǊƽƭΦ ! ǾƻƴŀǘƪƻȊƽ ǎȊŀƪƛǊƻŘŀƭƻƳ łǘǘŜƪƛƴǘŞǎŞǾŜƭ ŀ ǎȊŜǊȊǃƪ ǾƛȊǎƎłƭŀǘ ǘłǊƎȅłǾł ǘŜǎȊƛƪ ŀ 

ƘŀǘłǊƻƴ ǘǵƭƛ ƳŀƎȅŀǊǎłƎ ƘŜƭȅȊŜǘŞǘΣ ŜƭƘŜƭȅŜȊƪŜŘŞǎŞǘ Şǎ az ƛŘŜƴǘƛǘłǎƳŜƎǃǊȊŞǎ ƪŞǊŘŞǎŞǘΣ 

ƪƛŜƳŜƭǘŜƴ ƪŜȊŜƭǾŜ ƳŀƎȅŀǊ ŘƛŀǎȊǇƽǊŀ ƴȅŜƭǾƻƪǘŀǘłǎłƴŀƪ ǘǀǊǘŞƴŜǘƛǎŞƎŞǘ Şǎ Ƴŀƛ ǘǊŜƴŘƧŜƛǘΦ ! 

ƳŀƎȅŀǊ ŘƛŀǎȊǇƽǊŀ ƛŘŜƴǘƛǘłǎƳŜƎǃǊȊǃ ŀƪǘƛǾƛǘłǎŀ ƪŀǇŎǎłƴ ŜǎŜǘǘŀƴǳƭƳłƴȅƪŞƴǘ ōŜƳǳǘŀǘłǎǊŀ ƪŜǊǸƭ 

ŀ ƪǸƭǀƴōǀȊǃ ƪƻƴǘƛƴŜƴǎŜƪŜƴ Şƭǃ ƪƻƭƽƴƛłƪ ƪǀȊǀǎǎŞƎǎȊŜǊǾŜȊǃ ǘŜǾŞƪŜƴȅǎŞƎŜΣ ƪǸƭǀƴǀǎ ǘŜƪƛƴǘŜǘǘŜƭ 

ŀ ƳŀƎȅŀǊ ƴȅŜƭǾ ǘŀƴƝǘłǎłǊŀΣ ŀƭłƘǵȊǾŀ ŀƴƴŀƪ ŜƭǃƴȅŜƛǘ Şǎ ǇǊƻōƭŞƳłƛǘΦ 9ƳŜƭƭŜǘǘ ŜƭŜƳeȊȊǸƪ Şǎ 

ǀǎǎȊŜǾŜǘƧǸƪ ŜƎȅ-ŜƎȅ ŀǳǎȊǘǊłƭƛŀƛΣ ŞǎȊŀƪ-ŀƳŜǊƛƪŀƛ Şǎ ƭŀǘƛƴ-ŀƳŜǊƛƪŀƛ ǘŜǊǸƭŜǘǊǃƭ ǾłƭŀǎȊǘƻǘǘ ƳŀƎȅŀǊ 

ƛǎƪƻƭłǘ Şǎ ŀȊƻƪ ƴȅŜƭǾƻƪǘŀǘłǎ ǘŜǊŞƴ ǾŞƎȊŜǘǘ ƳǳƴƪłƧłǘΣ ǾŀƭŀƳƛƴǘ ŀȊ ƻǘǘ Şƭǃ ƪǀȊǀǎǎŞƎŜƪ 

ƛŘŜƴǘƛǘłǎƳŜƎǃǊȊŞǎŞƴŜƪ ǘłƳƻƎŀǘłǎłǘ. 

Kulcsszavak: magyar ŘƛŀǎȊǇƽǊŀΣ ƛŘŜƴǘƛǘłǎΣ ƴȅŜƭǾƻƪǘŀǘłǎΣ magyar iskola 
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Abstract 

The study aims to give a comprehensive view on the Hungarian language education of those 

living in the Hungarian Diaspora. Through the review of the international literature, the 

authors examine the situation and position of Hungarians living outside the borders and the 

preservation of their identity as well as the history of their language education and its current 

trends. As a case study of the identity preserving activities of Hungarian Diaspora, the authors 

introduce the community organising activities of Hungarian Diaspora living on the different 

continents, and their Hungarian language education with its advantages and problems as 

well. Besides this, the study compares an Australian, North-American and Latin-American 

school and their language education as well as the identity preserving activities of Hungarian 

Diaspora living there.  

Keywords: Hungarian diaspora, Identity, Language education, Hungarian school 

 .9±9½9¢;{ 

! ƪǳǘŀǘłǎ ŎŞƭƧŀ ŀ ƳŀƎȅŀǊ ƛŘŜƴǘƛǘłǎ ƳŜƎǃǊȊŞǎŞƴŜƪ ǾƛȊǎƎłƭŀǘŀ ŀ ƳŀƎȅŀǊ ƴȅŜƭǾǘŀƴǳƭłǎ 

ǎŜƎƝǘǎŞƎŞǾŜƭΦ ! ǘŞƳŀ ǾƛȊǎƎłƭŀǘŀ ŀ ǘŜǊŜǇƳǳƴƪłƴ ƪŞǎȊǸƭǘ ŀŘŀǘƎȅǼƧǘŞǎŜƪ ǎƻǊłƴ ŦƻƎŀƭƳŀȊƽŘƻǘǘ 

ƳŜƎ ŀȊ ƝǊƽƪōŀƴΣ Şǎ ŀȊ ƻǘǘ ƎȅǼƧǘǀǘǘ ǇǊƛƳŜǊ ŀŘŀǘƻƪΣ ƛƭƭŜǘǾŜ ƴŜƳȊŜǘƪǀȊƛ ǎȊŀƪƛǊƻŘŀƭƳŀƪ 

ǎŜƎƝǘǎŞƎŞǾŜƭ ƪŜǊǸƭǘ ŜƭŜƳȊŞǎǊŜΦ ! ǘŀƴǳƭƳłƴȅ ǎƻǊłƴ ŦǀƭŘǊŀƧȊƛ ƳƛƴǘŀǾŞǘŜƭŜȊŞǎǎŜƭ ƪƛǾłƭŀǎȊǘłǎǊŀ 

ƪŜǊǸƭǘ ƘłǊƻƳ ƳŀƎȅŀǊ ƛǎƪƻƭŀΣ ŀƳŜƭȅŜƪƴŜƪ ŀ ƳŀƎȅŀǊ ƴȅŜƭǾƻƪǘŀǘłǎŀ ƪŜǊǸƭ ƳŜƎǾƛȊǎƎłƭłǎǊŀ, illetve 

ŦŜƭǘłǊłǎǊŀ ƪŜǊǸƭ ŀ Řƛłƪƻƪ ƳƻǘƛǾłŎƛƽƧŀ Şǎ ŀǘǘƛǘǼŘƧŜΦ mǎǎȊŜǾŜǘƧǸƪ ŀȊ ƛǎƪƻƭłƪ ƛŘŜƴǘƛǘłǎƳŜƎǃǊȊǃ 

ǘŜǾŞƪŜƴȅǎŞƎŞǘΣ ƻƪǘŀǘłǎƛ ƳƽŘǎȊŜǊǘŀƴłǘΣ ƪƛƳŜƴŜǘŜƭƛ ƪǀǾŜǘŜƭƳŞƴȅŞǘΣ ƛƭƭŜǘǾŜ ŀ Řƛłƪƻƪ 

ƳƻǘƛǾłŎƛƽƧłǘΣ ƳŜƭƭȅŜƭ łǘŦƻƎƽ ƪŞǇŜǘ ƪŀǇ ŀȊ ƻƭǾŀǎƽ ƘłǊƻƳ ƪƻƴǘƛƴŜƴǎ ƳŀƎȅŀǊ ƻƪǘŀǘłǎƻƴ ƪŜǊŜǎȊǘǸƭ 

ǘǀǊǘŞƴǃ ƛŘŜƴǘƛǘłǎƳŜƎǃǊȊǃ ǘǀǊŜƪǾŞǎŜƛǊǃƭ, annak ǎŀƧłǘƻǎǎłƎŀƛǊƽƭΣ ŀ ƳŜƎǾƛȊǎƎłƭǘ ƳŀƎȅŀǊ 

ƛǎƪƻƭłƪƻƴ ƪŜǊŜǎȊǘǸƭΦ 

 ! b¸9[± ;{ Y¦[¢¨w! tOLITIKAI-Cm[5w!W½L W9[9b¢p{;D9 

!Ȋ ŜȄǇƭƛŎƛǘ ƪǳƭǘǵǊŀ ŜƭŜƳŜ ŀ ƴȅŜƭǾ (Jarjabka, 2012)Φ α! ƪǳƭǘǵǊŀ ŜƎȅ ƳŜƎƘŀǘłǊƻȊƻǘǘ 

ŜƳōŜǊŎǎƻǇƻǊǘ łƭǘŀƭ ƻǎȊǘƻǘǘΣ ƳŞƭȅŜƴ ƎȅǀƪŜǊŜȊǃ ŞǊǘŞƪŜƪ Şǎ ŦŜƭǘŜǾŞǎŜƪ ƘŀƭƳŀȊŀΣ ƳŜƭȅ 

ƳŜƎƘŀǘłǊƻȊȊŀ ŀ ǘŀƎƻƪ ŜƎȅƳłǎ ƪǀȊǘƛΣ ƛƭƭŜǘǾŜ ŀȊ ŜƳōŜǊ Şǎ ǘŜǊƳŞǎȊŜǘƛ ƪǀǊƴȅŜȊŜǘ ƪǀȊǘƛ 
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ƪŀǇŎǎƻƭŀǘłǘέ (Maznevski ς tŜǘŜǊǎƻƴΣ мффуΣ ср ƛŘŞȊƛ WŀǊƧŀōƪŀ нлмнΣ моύΦ ! ƴȅŜƭǾΣ ŀ ƪǀȊǀǎ 

ǘǀǊǘŞƴŜƭŜƳΣ ŀ ŎǎƻǇƻǊǘ ǘŀƎƧŀƛ łƭǘŀƭ Ǿŀƭƭƻǘǘ ŞǊǘŞƪŜƪΣ ŀ ƪǀȊǀǎ ŜǊŜŘŜǘƳƝǘƻǎȊΣ ŀ ƪǀȊǀǎ ƘǃǎǀƪΣ ŀ ƴŀƎȅ 

ǘǊŀƎŞŘƛłƪΣ ŀ ƴŀƎȅ ǘŜƭƧŜǎƝǘƳŞƴȅŜƪΣ ŀ ǎȊƛƳōƻƭƛƪǳǎ ƛƴǘŞȊƳŞƴȅŜƪ Şǎ ƘŜƭȅŜƪ ƧŜƭŜƴǘƛƪ ŀ ƴŜƳȊŜǘƛ 

ƛŘŜƴǘƛǘłǎ ŀƭŀǇƧŀƛǘΣ ƳŜƭȅ ŜƭǃŦŜƭǘŞǘŜƭŜ ŀ ƴŜƳȊŜǘǘǳŘŀǘƴŀƪΣ Ƴƛƴǘ ŀ ƴŜƳȊŜǘŜǘ όŜƳōercsoportot) a 

ŦǀƭŘǊŀƧȊƛ ǘŞǊǊŜƭ όƘŀȊŀκǎȊǸƭǃŦǀƭŘύ ǀǎǎȊŜƪŀǇŎǎƻƭƽ ƛŘŜƻƭƽƎƛłƴŀƪ (Taylor et al., 2000). Ebben a 

ƎƻƴŘƻƭŀǘƳŜƴŜǘōŜƴ ǘŜƘłǘ ƪǳƭǘǵǊŀΣ ƛŘŜƴǘƛǘłǎ Şǎ ǘŞǊ ǀǎǎȊŜƪŀǇŎǎƻƭƽŘƛƪΣ ŀ ƪǳƭǘǵǊłƴŀƪ ƪǀȊǾŜǘŜǘǘŜƴ 

ŦƻƴǘƻǎΣ ŀ ƴŜƳȊŜǘŜǘ ŀ ǘŞǊƘŜȊ όǎȊǸƭǃŦǀƭŘƘǀȊύ ƪŀǇŎǎƻƭƽΣ ŦǀƭŘrajzi szerep jut. Ugyanakkor a 

ƪǀƭŎǎǀƴƘŀǘłǎ ŦƻǊŘƝǘǾŀ ƛǎ ƛƎŀȊΣ ŀ ǘŞǊ ŜƎȅŜǎ ƪƛǘǸƴǘŜǘŜǘǘ ŜƭŜƳŜƛΣ ǇƻƴǘƧŀƛ ǎȊƛƴǘŞƴ Ƙŀǘƴŀƪ ŀȊ 

ƛŘŜƴǘƛǘłǎǊŀΣ ŀƴƴŀƪ ƴŀƎȅƻƴ Ŧƻƴǘƻǎ ŞǇƝǘǃŜƭŜƳŜƛ ƭŜƘŜǘƴŜƪ (Nora, 2003). 

! ƳŀƎȅŀǊ ƴŜƳȊŜǘ ƪǸƭǀƴōǀȊǃ ƳƛƎǊłŎƛƽǎ Ŏƛƪƭǳǎƻƪ Şǎ ŀ ǘǊƛŀƴƻƴƛ ōŞƪŜŘƛƪǘłǘǳƳ ǳǘłƴ Ǉƻƭƛǘƛƪŀƛ 

ŦǀƭŘǊŀƧȊƛ ŞǊǘŜƭŜƳōŜƴ ǘǀōō ƪǸƭǀƴōǀȊǃ ƘŜƭȅȊŜǘǼ ŎǎƻǇƻǊǘǊŀ ǎȊŀƪŀŘǘΣ ƝƎȅ ƳŜƎƪǸƭǀƴōǀȊǘŜǘƘŜǘǸƴƪ 

ǘǀōōǎŞƎƛ-ƪƛǎŜōōǎŞƎƛ ǾƛǎȊƻƴȅǘΣ ƳŜƭȅ ǎȊŜǊƛƴǘ ƭŞǘŜȊƛƪ ŀ ƴŜƳȊŜǘ Şǎ ƪǳƭǘǵǊŀ ƳŀƎȅŀǊƻǊǎȊłƎƛ Şǎ ŀ 

ƳŀƎȅŀǊ ƪƛǎŜōōǎŞƎƎŜƭ ǊŜƴŘŜƭƪŜȊǃ łƭƭŀƳƻƪōŜƭƛ ƘŜƭȅȊŜǘŜΦ ! ƳŀƎȅŀǊ ƳƛƎǊłŎƛƽ ǎƻǊłƴ ǘǀōō 

ǾłƴŘƻǊƭłǎƛ Ŏƛƪƭǳǎǘ ƪǸƭǀƴōǀȊǘŜǘƘŜǘǸƴƪ ƳŜƎΣ ƳŜƭȅŜƪ ƘƻȊȊłƧłǊǳƭǘŀƪ ŀƘƘƻȊΣ ƘƻƎȅ Ƴŀ ƛƭȅŜƴ 

ǎȊłƳōŀƴ ŞƭƴŜƪ aŀƎȅŀǊƻǊǎȊłƎ ƘŀǘłǊŀƛƴ ƪƝǾǸƭ ƳŀƎȅŀǊƻƪ όDŀȊǎƽΣ нлмсύΦ !Ȋ Ŝƭǎǃ Ŏƛƪƭǳǎ мупф Ŝƭǃǘǘ 

Ǿƻƭǘ ƳŜƎŦƛƎȅŜƭƘŜǘǃΣ ŀƳƛƪƻǊ ƧŜƭƭŜƳȊǃŜƴ ƪŀƭŀƴŘǾłƎȅōƽƭ Şǎ ƳŜƎƎŀȊŘŀƎƻŘłǎ ŎŞƭƧłōƽƭ ƘŀƎȅǘłƪ Ŝƭ 

ŀȊ ƻǊǎȊłƎƻǘ ŀȊ ŜƭǾłƴŘƻǊƭƽƪΦ ! ƳłǎƻŘƛƪ Ŏƛƪƭǳǎ ŀȊ мупф-Ŝǎ ǾƛƭłƎƻǎƛ ŦŜƎȅǾŜǊƭŜǘŞǘŜƭǘ ƪǀǾŜǘǃŜƴ 

ƪŜȊŘǃŘǀǘǘ Şǎ ŀȊ муст-Ŝǎ ƪƛŜƎȅŜȊŞǎƛƎ ǘŀǊǘƻǘǘΣ ŀƳƛƪƻǊ ƭŜƎƛƴƪłōō ŀ ƘƻƴǾŞŘŜƪ ƘŀƎȅǘłƪ Ŝƭ ŀȊ 

ƻǊǎȊłƎƻǘΣ ƳŜǊǘ ǘŀǊǘƻǘǘŀƪ ŀ ƳŜƎǘƻǊƭłǎǘƽƭΦ ! ƪƛŜƎȅŜȊŞǎǘ ƪǀǾŜǘǃŜƴ ƪŜȊŘǃŘǀǘǘ ŀ ƘŀǊƳŀŘƛƪ ŎƛƪƭǳǎΣ 

ŀƳƛ ŀȊ Ŝƭǎǃ ǾƛƭłƎƘłōƻǊǵ ōŜŦŜƧŜȊŞǎŞƛƎ ǘŀǊǘƻǘǘΣ ƳŜƭȅ ƛŘǃǎȊŀƪ ŀƭŀǘǘ ŜƭŜƛƴǘŜ ŀ ŦǀƭŘ ƴŞƭƪǸƭ ƳŀǊŀŘǘ 

ǇŀǊŀǎȊǘƛ ǊŞǘŜƎΣ ƳŀƧŘ ŀ ƪŞǎǃōōƛŜƪōŜƴ ŀ ƳŜƎƎŀȊŘŀƎƻŘłǎ ǊŜƳŞƴȅŞōŜƴ ǾłƴŘƻǊƻƭǘŀƪ ƪǸƭŦǀƭŘǊŜ ς 

ƧŜƭƭŜƳȊǃŜƴ ;ǎȊŀƪ-!ƳŜǊƛƪłōŀ ς magyarok όYǳƴŎȊΣ мффтΤ DŀȊǎƽΣ нлмсύΦ !Ȋ Ŝƭǎǃ ǾƛƭłƎƘłōƻǊǵǘ 

ƪǀǾŜǘǃŜƴ ƛƴŘǳƭǘ ŀ ƴŜƎȅŜŘƛƪ Ŏƛƪƭǳǎ όŞǎ ŀ ƳłǎƻŘƛƪ ǾƛƭłƎƘłōƻǊǵ ōŜŦŜƧŜȊŞǎŞƛƎ ǘŀǊǘƻǘǘύΣ ŀƳƛƪƻǊ ƳŞƎ 

ǘŀǊǘƻǘǘ ŀ ƎŀȊŘŀǎłƎƛ ƻƪƻƪōƽƭ ǘǀǊǘŞƴǃ ƪƛǾłƴŘƻǊƭłǎΣ ƛƭƭŜǘǾŜ ŀ ǘǊƛŀƴƻƴƛ ōŞƪŜŘƛƪǘłǘǳƳ ǳǘłƴ ŀȊ 

ŜƭŎǎŀǘƻƭǘ ƻǊǎȊłƎǊŞǎȊŜƪ ƭŀƪƽƛ ƪǀȊǸƭ ǘǀōōŜƴ ŜƭƘŀƎȅǘłƪ ǵƧ ƻǊǎȊłƎǳƪŀǘ Şǎ ƴȅǳƎŀǘƻƴΣ ƛƭƭŜǘǾŜ 

!ǳǎȊǘǊłƭƛłōŀƴ ƪŜȊŘǘŜƪ ǵƧ ŞƭŜǘŜǘΦ ! ƴŜƎȅŜŘƛƪ ǾłƴŘƻǊƭłǎƛ Ŏƛƪƭǳǎ ǎƻǊłƴ ŀȊ мфол-ŀǎ ŞǾŜƪōŜƴ 

ǾŞƎōŜƳŜƴǘ Ǉƻƭƛǘƛƪŀƛ ǸƭŘǀȊǘŜǘŞǎ Ƴƛŀǘǘ ǘǀōō ƳŀƎȅŀǊ łƭƭŀƳǇƻƭƎłǊ ƪŞƴȅǎȊŜǊǸƭǘ ŜƭƘŀƎȅƴƛ 

aŀƎȅŀǊƻǊǎȊłƎƻǘΣ ŀƪƛƪ ƴŀƎȅ ǎȊłƳōŀƴ ǘŜƭŜǇŜŘǘŜƪ ƭŜ ;ǎȊŀƪ-!ƳŜǊƛƪłōŀƴΣ ŀȊ 9ƎȅŜǎǸƭǘ 

YƛǊłƭȅǎłƎōŀƴ Şǎ !ǳǎȊǘǊłƭƛłōŀƴ όYǳƴŎȊΣ мффтΤ DŀȊǎƽΣ нлмсύΦ ! ƳłǎƻŘƛƪ ǾƛƭłƎƘłōƻǊǵǘ ƪǀǾŜǘǃŜƴ 

ƛƴŘǳƭǘ ŀȊ ǀǘǀŘƛƪ ŎƛƪƭǳǎΣ ŀƳŜƭȅ ŀȊ мфрс-ƻǎ ŦƻǊǊŀŘŀƭƻƳƛƎ ǘŀǊǘƻǘǘΣ ŀ Ŏƛƪƭǳǎ ŜƭŜƧŞƴ ƧŜƭƭŜƳȊǃŜƴ ŀ 

ƘłōƻǊǵǎ ƳŜƎǘƻǊƭłǎ Ŝƭǃƭ ƳŜƴŜƪǸƭǃƪ ƘŀƎȅǘłƪ Ŝƭ ŀȊ ƻǊǎȊłƎƻǘΣ ƛƭƭŜǘǾŜ ǘǀōōŜƴ ǾƻƭǘŀƪΣ ŀƪƛƪ ŀȊ мфпу-
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ŀǎ ȊǎƛŘƽ łƭƭŀƳŀƭŀǇƝǘłǎǘ ƪǀǾŜǘǃŜƴ LȊǊŀŜƭōŜƴ ǘŜƭŜǇŜŘǘŜƪ ƭŜΦ 9ƳŜƭƭŜǘǘΣ ŀ ƳłǎƻŘƛƪ ǾƛƭłƎƘłōƻǊǵǘ 

ƪǀǾŜǘǃŜƴ ƳŜƎǾłƭǘƻȊƻǘǘ ƳŀƎȅŀǊ Ǉƻƭƛǘƛƪŀƛ ōŜǊŜƴŘŜȊƪŜŘŞǎ ƛǎ ǎŜǊƪŜƴǘŜǘǘŜ ŀ ƧŜƭƭŜƳȊǃŜƴ ƴyugati 

ƛǊłƴȅōŀ ǘǀǊǘŞƴǃ ƪƛǾłƴŘƻǊƭłǎǘΦ ! ƘŀǘƻŘƛƪ Ŏƛƪƭǳǎ ŀȊ мфрс-ƻǎ ŦƻǊǊŀŘŀƭƻƳ ǳǘłƴ ƪŜȊŘǃŘǀǘǘ Şǎ 

ƧŜƭƭŜƳȊǃŜƴ Ǉƻƭƛǘƛƪŀƛ ƳŜƴŜƪǸƭǘŜƪ ƘŀƎȅǘłƪ Ŝƭ aŀƎȅŀǊƻǊǎȊłƎƻǘΣ ƛƭƭŜǘǾŜ Ƨƻōō ŜƎȊƛǎȊǘŜƴŎƛŀ 

ǊŜƳŞƴȅŞōŜƴ ŘƛǎǎȊƛŘłƭǘŀƪ ŀ ƴȅǳƎŀǘƛ ƻǊǎȊłƎƻƪōŀΣ ŀƳŜƭȅ ŦƻƭȅŀƳŀǘ ŀȊ мфуф-es rendsȊŜǊǾłƭǘłǎƛƎ 

ǘŀǊǘƻǘǘΦ ! ƘŜǘŜŘƛƪ Ŏƛƪƭǳǎ ŀ ǊŜƴŘǎȊŜǊǾłƭǘłǎǘ ƪǀǾŜǘǃŜƴ ƴŀǇƧŀƛƴƪƛƎ ǘŀǊǘΣ ŀƳƛƪƻǊ Ƙŀǎƻƴƭƽŀƴ ƴŞƘłƴȅ 

ƪƻǊłōōƛ ŎƛƪƭǳǎƘƻȊ όŜƭǎǃ Şǎ ƘŀǊƳŀŘƛƪύ ƧŜƭƭŜƳȊǃŜƴ ŀ Ƨƻōō ŀƴȅŀƎƛ ƭŜƘŜǘǃǎŞƎŜƪ Ƴƛŀǘǘ ŘǀƴǘŜƴŜƪ ŀȊ 

ŜƭǾłƴŘƻǊƭłǎ ƳŜƭƭŜǘǘ ŀȊ ŜƳōŜǊŜƪ όYǳƴŎȊΣ мффтΤ DŀȊǎƽΣ нлмсύ.  

! ƪǸƭǀƴōǀȊǃ ǾłƴŘƻǊƭłǎƛ ŎƛƪƭǳǎƻƪƴŀƪΣ ƛƭƭŜǘǾŜ ŀ ǘǀǊǘŞƴŜƭŜƳ ǎƻǊłƴ ōŜƪǀǾŜǘƪŜȊŜǘǘ 

ƘŀǘłǊǾłƭǘƻȊłǎƻƪƴŀƪ ŀ ƘŀǘłǎłǊŀ ǾƛȊǎƎłƭƘŀǘǳƴƪ ǘǀƳōōŜƴΣ ǎȊƽǊǾłƴȅōŀƴ Şǎ ŘƛŀǎȊǇƽǊłōŀƴ Şƭǃ 

ƳŀƎȅŀǊǎłƎƻǘΦ ! ƪƛǎŜōōǎŞƎƛ ƘŜƭȅȊŜǘōŜƴ ŀ ƪǳƭǘǵǊŀ ƳŜƎŞƭŞǎŞǘ ƪŜǘǘǃǎǎŞƎ ƧŜƭƭŜƳȊƛΣ ƘƛǎȊŜƴ ƪŞǘ 

egymłǎǊŀ ŜƎȅƛŘŜƧǼƭŜƎ Ƙŀǘłǎǎŀƭ ƭŞǾǃ ǘŞƴȅŜȊǃ ōŜŦƻƭȅłǎŀ ŀƭŀǘǘ łƭƭΦ ! ƘŀǘłǊƻƴ ǘǵƭƛΣ ƪǳǘŀǘƻǘǘ ƳŀƎȅŀǊ 

ƪǳƭǘǵǊŀ ƳƛƴŘ ǊŞǎȊŜƛ ŀ ƳŀƎȅŀǊ ƴŜƳȊŜǘƛ ƪǳƭǘǵǊłƴŀƪΣ ǳƎȅŀƴŀƪƪƻǊ ŜƎȅǸǘǘŞƭŞǎƛ ƪǳƭǘǵǊŀ ƛǎΣ ǘŜƘłǘ ŀ 

ƘŜƭȅōŜƴƛ ƪǳƭǘǵǊłƪƪŀƭ ŦƻƭȅŀƳŀǘƻǎ ƪǀƭŎǎǀƴƘŀǘłǎōŀƴ łƭƭ (Vers et al., 2017). 

! ƳƛƎǊłŎƛƽ ǊŞǾŞƴ ŀȊƻƴōŀƴ ǾƛƭłƎǳƴƪ Ǝƭƻōłƭƛǎ ƻƭǾŀǎȊǘƽǘŞƎŜƭƭȅŞ Ǿłƭƛƪ ό/ǎŀǇƽ Ŝǘ ŀƭΦΣ нллтύ. A 

ƪƛǘŜƭŜǇƝǘŞǎŜƪƪŜƭΣ ƘŀǘłǊǾłƭǘƻȊłǎƻƪƪŀƭ ƴŜƳ ǎȊǼƴƛƪ ƳŜƎ ŀ ƪŀǇŎǎƻƭŀǘ ŀȊ ŀƴȅŀƻǊǎȊłƎƎŀƭΣ ƘŀƴŜƳ 

ƪǸƭǀƴōǀȊǃ ōƻƴȅƻƭǳƭǘ ƪŀǇŎǎƻƭŀǘƻƪ ǊŜƴŘǎȊŜǊŜ ŀƭŀƪǳƭ ƪƛΦ YŜǘǘǃǎ łƭƭŀƳǇƻƭƎłǊǎłƎΣ ƪŜǘǘǃǎ ƪǳƭǘǳǊłƭƛǎ 

ƪǀǘǃŘŞǎΣ ǘǀōōŜǎ ƛŘŜƴǘƛǘłǎƻƪΣ ǘǀōōŜǎ ƭƻƧŀƭƛǘłǎΣ ƘłƭƽȊŀǘƻǎŀƴ ǎȊŜǊǾŜȊŜǘǘ ƪǀȊǀǎǎŞƎƛ ŞƭŜǘ Ǿłƭƛƪ 

ǘƛǇƛƪǳǎǎłΦ ! ǎǘŀōƛƭ ǎǘǊǳƪǘǵǊłǾŀƭ Şǎ ōłȊƛǎǎŀƭ ǊŜƴŘŜƭƪŜȊǃ ǎȊŜǊǾŜȊŜǘŜƪ όƪǀȊǸƭǸƪ ƛǎ ƪƛƳŀƎŀǎƭŀƴŀƪ ŀȊ 

ŜƎȅƘłȊŀƪΣ Ǿŀƭƭłǎƛ ǎȊŜǊǾŜȊŜǘŜƪύ ƧŜƭŜƴǘǃǎŞƎŜ ŜȊłƭǘŀƭ ƳŜƎŜǊǃǎǀŘƛƪ όYŜƳŞƴȅŦƛΣ нлммύ.  

 a!D¸!w b¸9[± ±9{½;[¸9½¢9¢9¢¢{;D9 ;{ ! b¸ELVCSERE FOLYAMATA A I!¢#whb ¢¨[L 

a!D¸!w{#D Ymw;.9b 

! ƴȅŜƭǾŎǎŜǊŜ ǾƛƭłƎƧŜƭŜƴǎŞƎΣ ǘǀǊǘŞƴŜƭƳƛ ƪƻǊǎȊŀƪƻƪōƽƭ ǘǀōō ǇŞƭŘŀ Ǿŀƴ ŀǊǊŀΣ ƘƻƎȅ ŜƎȅ ƴŞǇ ǾŀƎȅ 

ƪƛǎŜōō ƴŞǇŎǎƻǇƻǊǘ ŜƭƘŀƎȅƧŀ ƳƛƴŘŜƴƴŀǇƛ ƴȅŜƭǾŞǘ Şǎ łǘłƭƭ ŜƎȅ Ƴłǎƛƪ ƴȅŜƭǾ ƘŀǎȊƴłƭŀǘłǊŀ όǇŞƭŘłǳƭ 

ŀ ōƻƭƎłǊ ƴȅŜƭǾŎǎŜǊŜ ŀ фΦ ǎȊłȊŀŘǘƽƭύ (Gal, 1991)Φ ! ǾƛƭłƎ ƭŀƪƻǎǎłƎłƴŀƪ ǘǀōōǎŞƎŜ ƪŞǘ- vagy 

ǘǀōōƴȅŜƭǾǼ ƪǀȊǀǎǎŞƎōŜƴ Şƭ ό.ƻǊōŞƭȅΣ нллмύ, amely egy-Σ ƛƭƭŜǘǾŜ ǘǀōōƴȅŜƭǾǼǎŞƎōǃƭ ƧǀƘŜǘ ƭŞǘǊŜΣ 

αŀ ƪŞǘƴȅŜƭǾǼ ƘŜƭȅȊŜǘ ŜƎȅƴȅŜƭǾǼǾŞΣ ƘłǊƻƳƴȅŜƭǾǼǾŞ ǾŀƎȅ ǎǘŀōƛƭ ƪŞǘƴȅŜƭǾǼǎŞƎƎŞ ŦŜƧƭǃŘƘŜǘέ 

(Tabouret ς YŜƭƭŜǊ мфсуΣ млуΤ .ƻǊōŞƭȅΣ нллмύΦ α! ƴȅŜƭǾŎǎŜǊŜ ŀȊƽǘŀ ƭŞǘŜȊǃ ƴȅŜƭǾƛ ƧŜƭŜƴǎŞƎΣ 

ŀƳƛƽǘŀ ŀ ƴȅŜƭǾŜƪ ƪŀǇŎǎƻƭŀǘōŀ ƪŜǊǸƭǘŜƪ ŜƎȅƳłǎǎŀƭέ (Grosjean, 1982, 102). ! ƭƻƪłƭƛǎ ǾŀƎȅ ŀƪłǊ 
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ŀ ǾƛƭłƎƳŞǊŜǘǼ ǘłǊǎŀŘŀƭƳƛΣ ƎŀȊŘŀǎłƎƛΣ Ǉƻƭƛǘƛƪŀƛ ǎǘōΦ ŦƻƭȅŀƳŀǘƻƪΣ ŀ ǎȊǼƪŜōō Şǎ ǘłƎŀōō 

ƴȅŜƭǾƪǀǊƴȅŜȊŜǘǘŀƴƛ ƪƻƴǘŜȄǘǳǎ ƳƛƴŘŜƴ ƪƻǊōŀƴ ƴŀƎȅ Ƙŀǘłǎǎŀƭ Ǿŀƴ ŀ ƴȅŜƭǾŜƪ Şǎ 

ōŜǎȊŞƭǃƪǀȊǀǎǎŞƎŜƛƪ ŞƭŜǘŞǊŜ (Bartha, 2003).  

!Ȋ ŜƭƳǵƭǘ ŞǾǘƛȊŜŘŜƪōŜƴ ŀ ƎƭƻōŀƭƛȊłŎƛƽΣ ŀ ŦƻƭȅŀƳŀǘƻǎ ƳƛƎǊłŎƛƽΣ ŀ {ȊƻǾƧŜǘǳƴƛƽ Şǎ WǳƎƻǎȊƭłǾƛŀ 

ŦŜƭōƻƳƭłǎŀΣ ǵƧ ǾŀƎȅ ǵƧǊŀ ƪƻƴǘŜȄǘǳŀƭƛȊłƭǘ ƴŜƳȊŜǘƛ Şǎ Ŝǘƴƛƪŀƛ ƛŘŜƴǘƛǘłǎƻƪ Şǎ ƴŜƳȊŜǘƛ ƴȅŜƭǾŜƪ 

ƳŜƎƧŜƭŜƴŞǎŜΣ ŀȊ 9ǳǊƽǇŀƛ ¦ƴƛƽ ōǃǾǸƭŞǎŜ ƎȅǀƪŜǊŜǎŜƴ łǘŦƻǊƳłƭƧŀ ŀ ǘǀōōǎŞƎƛ Şǎ ƪƛǎŜōōǎŞƎƛ 

ƴȅŜƭǾŜƪ ǎȊŜǊŜǇŞǊǃƭΣ ƧǀǾǃƧŞǊǃƭΣ ŀ ǘǀōōƴȅŜƭǾǼǎŞƎǊǃƭ Şǎ ƪǳƭǘǳǊłƭƛǎ ǎƻƪŦŞƭŜǎŞƎǊǃƭ Ǿŀƭƽ ǘǳŘƻƳłƴȅƻǎ 

Şǎ ƳƛƴŘŜƴƴŀǇƛ ƎƻƴŘƻƭƪƻŘłǎǘΣ ǘƻǾłōōł Ƙŀǘłǎǎŀƭ Ǿŀƴ ŀȊ ǳƎȅŀƴŀȊƻƴ łƭƭŀƳƻƴ ōŜƭǸƭ Şƭǃ ŜƭǘŞǊǃ 

ƴȅŜƭǾǼ ŎǎƻǇƻǊǘƻƪ ƪǀȊǀǘǘƛ ǘłǊǎŀŘŀƭƳƛ-ƴȅŜƭǾƛ ŞǊƛƴǘƪŜȊŞǎ ǵƧ ŦƻǊƳłƛƴŀƪ ƪƛŀƭŀƪǳƭłǎłǊŀ (Bartha, 

2003). !Ȋ ƛƭȅŜƴ ǾłƭǘƻȊłǎƻƪƪŀƭ ǎȊŜƳōŜƴŞȊǃ ƻǊǎȊłƎƻƪ ŜƎȅǎȊŜǊǊŜ ǇǊƽōłƭƧłƪ ŜƭƭŜƴǎǵƭȅƻȊƴƛ ŀ 

ƎƭƻōŀƭƛȊłŎƛƽǎ ŦƻƭȅŀƳŀǘƻƪ ƪǀǾŜǘƪŜȊǘŞōŜƴ ŀȊ łƭƭŀƳ ŎǎǀƪƪŜƴǃ ƪŀǇŀŎƛǘłǎłǘ ŀ ƎŀȊŘŀǎłƎƛΣ ƪǳƭǘǳǊłƭƛǎ 

Şǎ ǘłǊǎŀŘŀƭƳƛ ƛƴǘŞȊƳŞƴȅŜƪ ŜƭƭŜƴǃǊȊŞǎŞōŜƴΣ ƛƭƭŜǘǾŜ ƳŜƎ ŀƪŀǊƴŀƪ ŦŜƭŜƭƴƛ ŀ ƳƻŘŜǊƴ 

ŘŜƳƻƪǊłŎƛłƪƪŀƭ ǎȊŜƳōŜƴ ǘłƳŀǎȊǘƻǘǘ ƴŜƳȊŜǘƪǀȊƛ ƧƻƎƛ ƪǀǾŜǘŜƭƳŞƴȅƴŜƪΣ ƳƛǎȊŜǊƛƴǘ ŀ 

ƳǳƭǘƛƪǳƭǘǳǊŀƭƛȊƳǳǎ ƧŜƎȅŞōŜƴ ŀ ƴȅŜƭǾƛ ŎǎƻǇƻǊǘƻƪ ƛŘŜƴǘƛǘłǎŀƛǘ ŀȊ łƭƭŀƳ ŜƭƛǎƳŜǊƛΣ ŜƎȅƛŘŜƧǼƭŜƎ 

ƳƛƴŘŜƴ ŜƎȅŜǎ ŎǎƻǇƻǊǘ ǊŞǎȊǾŞǘŜƭŞǘ ƎŀǊŀƴǘłƭƧŀ ŜƎȅ ƪǀȊǀǎ ƴȅƛƭǾłƴƻǎ ǎȊŦŞǊłōŀƴ όYǀƴƛƎΣ мфффΤ 

Bartha, 2003; Androutsopoulos, 2014). bŀǇƧŀƛƴƪ ǘŜƴŘŜƴŎƛłƛǘ ǾƛȊǎƎłƭǾŀ ŀ ƪƛǎŜōōǎŞƎƛ ƴȅŜƭǾŜƪ 

ǎƻƪƪŀƭ ƎȅƻǊǎŀōō ǘŜƳǇƽōŀƴ ǎȊƻǊǳƭƴŀƪ ǾƛǎǎȊŀΣ Şǎ ǘǼƴƴŜƪ ŜƭΣ Ƴƛƴǘ ōłǊƳƛƪƻǊ ŀȊ ŜƳōŜǊƛǎŞƎ 

ǘǀǊǘŞƴŜǘŜ ǎƻǊłƴ (Skutnabb-Kangas 1999; Krauss, 1998; Bartha, 2003; Fenyvesi, 2005)Φ !ƳƝƎ 

ŜƎȅŜǎ ƴȅŜƭǾŜƪ ǎȊłƳōŜƭƛƭŜƎ ŜƎȅǊŜ Ŧƻƴǘƻǎŀōōł Ǿłƭƴŀƪ όǾƛƭłƎƴȅŜƭǾŜƪύΣ ŀ ǾŜǎȊŞƭȅŜȊǘŜǘǘ ƴȅŜƭǾŜƪ 

ǊƻǾłǎłǊŀΦ ! ǘłǊǎŀŘŀƭƳƛ-ƎŀȊŘŀǎłƎƛ-Ǉƻƭƛǘƛƪŀƛ ƪŞƴȅǎȊŜǊ ǘŜǊŜƳǘŜǘǘŜ ƪŞǘƴȅŜƭǾǼ ƘŜƭȅȊŜǘōŜƴ Şƭǃ 

ƪƛǎŜōōǎŞƎŜƪ Ƨƽ ǊŞǎȊŜ ŀ ƴȅŜƭǾŎǎŜǊŞǘ Şƭƛ łǘΥ ǊǀǾƛŘŜōō ǾŀƎȅ ƘƻǎǎȊŀōō ƛŘǃ ŀƭŀǘǘ ŜǊŜŘŜǘƛ ƴȅŜƭǾŞǘ 

ŦŜƭŀŘǾŀ ŀ ǘǀōōǎŞƎƛ ƴȅŜƭǾ ƘŀǎȊƴłƭŀǘłǊŀ ǘŞǊ łǘ (Gal, 1979; Bartha, 1999, 2003; Androutsopoulos, 

2014). bȅŜƭǾƛ ǎȊŜƳǇƻƴǘōƽƭ ŜǊǃǎŜƴ ǾŜǎȊŞƭȅŜȊǘŜǘŜǘǘŜƪ ŀȊƻƪ ŀ ƪŞǘƴȅŜƭǾǼ ƪƛǎŜōōǎŞƎƛ 

ōŜǎȊŞƭǃƪǀȊǀǎǎŞƎŜƪΣ ŀƘƻƭ ŀȊ ŜǊŜŘŜǘƛ ƴȅŜƭǾǸƪŜǘ ŀ ǎȊǸƭǃƪ ƳłǊ ƴŜƳ ŀŘƧłƪ łǘ ŀȊ ǳǘƽŘŀƛƪƴŀƪ 

(Grenoble ς Whaley, 1998; Bartha, 2003; Henry et al., 2017).  

! ƴȅŜƭǾŜƪ ǾŜǎȊŞƭȅŜȊǘŜǘŜǘǘǎŞƎŞƴŜƪ ǘǀōō ŦƻƪƻȊŀǘŀ Şǎ ƪƛǾłƭǘƽ ƻƪŀ ǾŀƴΣ ŀƳƛ ǘǀōōǎŞƎŞōŜƴ ƴŜƳ 

ƴȅŜƭǾƛΣ ƘŀƴŜƳ ƻƭȅŀƴ ƪǸƭǎǃΣ ǘǀǊǘŞƴŜǘƛΣ ǘłǊǎŀŘŀƭƳƛΣ ƎŀȊŘŀǎłƎƛΣ ǇƻƭƛǘƛƪŀƛΣ ƪǳƭǘǳǊłƭƛǎ ǘŞƴȅŜȊǃΣ 

ŀƳŜƭȅŜƪ ŜƎȅ ŀŘƻǘǘ ŎǎƻǇƻǊǘ ŞƭŜǘŞǘ Şǎ ŀƴƴŀƪ ƴȅŜƭǾƘŀǎȊƴłƭŀǘƛ ƪǀǊƴȅŜȊŜǘŞǘ ŀƭŀƪƝǘƧa (Kloss, 1966; 

IŀǳƎŜƴΣ мфтнΤ .ŀǊǘƘŀΣ мфффΣ нллоΤ .ƻǊōŞƭȅΣ нллмΤ CŜƴȅǾŜǎƛΣ нллрΤ !ƴŘǊƻǳǘǎƻǇƻǳƭƻǎΣ нлмпΤ 

Henry et al., 2017). 9Ǝȅ ƴȅŜƭǾ ǾŀƭƽŘƛ ǾŜǎȊŞƭȅŜȊǘŜǘŜǘǘǎŞƎŜ ŀƪƪƻǊ ƪŜȊŘǃŘƛƪΣ ŀƳƛƪƻǊ ŘŜƳƻƎǊłŦƛŀƛΣ 

ǘłǊǎŀŘŀƭƳƛΣ Ǉƻƭƛǘƛƪŀƛ ƪǀǊƴȅŜȊŜǘŜ ŀƴƴȅƛǊŀ ƳŜƎǾłƭǘƻȊƛƪΣ ƘƻƎȅ ǘŞƴȅƭŜƎŜǎ ƪƻƳƳǳƴƛƪŀǘƝǾ ŞǊǘŞƪŞǘ 
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ŜƭǾŜǎȊƝǘǾŜ ŀ ƘƻȊȊł ƪǀǘǃŘǃ ǎȊŜǊŜǇŜƪ Şǎ ŞǊǘŞƪŜƪ ƪƛȊłǊƽƭŀƎ ǎȊƛƳōƻƭƛƪǳǎǎł Ǿłƭƴŀƪ (Bartha, 2003, 

1). !Ȋ ŜƭƳǵƭǘ ŞǾǘƛȊŜŘŜƪ ƪǳǘŀǘłǎŀƛ ƘŀƴƎǎǵƭȅƻȊȊłƪΣ ƘƻƎȅ ŀ ƪƛǎŜōōǎŞƎƛ ƴȅŜƭǾ ōŜǎȊŞƭǃƛƴŜƪ ŜƎȅ 

ƴȅŜƭǾƘŜȊ Ǿŀƭƽ ǊŀƎŀǎȊƪƻŘłǎŀΣ ƭƻƧŀƭƛǘłǎŀ ŀŘŘƛƎ ǘŀǊǘΣ ŀƳŜŘŘƛƎ ŀ ƎŀȊŘŀǎłƎƛ Şǎ ǘłǊǎŀŘŀƭƳƛ 

ƪǀǊǸƭƳŞƴȅŜƪ ŜȊǘ ƭŜƘŜǘǃǾŞ ǘŜǎȊƛƪ (Dorian, 1981; Edwards, 1985; Bartha, 2003). Egy nyelv 

ƳŜƎǘŀǊǘłǎŀΣ ŦŜƭŀŘłǎŀ Şǎ ŀ ǘłǊǎŀŘŀƭƳƛΣ ƎŀȊŘŀǎłƎƛ ŞǊǾŞƴȅŜǎǸƭŞǎ ǎȊƻǊƻǎ ǀǎǎȊŜŦǸƎƎŞǎōŜƴ łƭƭ 

ŜƎȅƳłǎǎŀƭΣ ŀȊƻƴōŀƴ ŀ ƪŜǘǘǃ ƪǀȊǾŜǘƭŜƴ ƳŜƎŦŜƭŜƭǘŜǘŞǎŜ ŜƎȅƳłǎƴŀƪ ƳƛƴŘŜƴƪŞǇǇŜƴ 

ƭŜŜƎȅǎȊŜǊǼǎƝǘǃΣ ƘƛǎȊŜƴ ŀƳŜƭƭŜǘǘΣ ƘƻƎȅ ŜȊŜƪ ŀ ŦƻƭȅŀƳŀǘƻƪ ŜƎȅŞōΣ ƭŜƎŀƭłōō ŀƴƴȅƛǊŀ Ŧƻƴǘƻǎ 

ŀŦŦŜƪǘƝǾ ǘŞƴȅŜȊǃƪƪŜƭ ŜƎȅǸǘǘ ǾŀƎȅ ŀȊƻƪ ŜƭƭŜƴŞōŜƴ ƘŀǘƴŀƪΣ άŜƭǃƧŜƭǸƪέ ƛǎ ƳŜƎǾłƭǘƻȊǘŀǘƘŀǘƽ 

(Bartha, 2003, 1).  

!ƳŜƴƴȅƛōŜƴ ƪƛŜƳŜƭƧǸƪ ŀȊǘ ŀ ǘŞƴȅǘΣ ƘƻƎȅ ŀ ƎƭƻōŀƭƛȊłŎƛƽ ƘŀǘłǎłǊŀ ŀȊ ŀƴƎƻƭ ƴȅŜƭǾǘǳŘłǎ ŜƎȅǊŜ 

ǘǀōō ŦǀƭŘǊŀƧȊƛ Şǎ ǎȊŀƪƳŀƛ ǘŜǊǸƭŜǘŜƴ ƳŀƎłǘƽƭ ŞǊǘŜǘǃŘǃǾŞ Ǿłƭƛƪ ς ǇłǊƘǳȊŀƳƻǘ ǾƻƴǾŀ ŜȊȊŜƭ ŀ 

ƪƛƧŜƭŜƴǘŞǎǎŜƭΣ ƪƻǊłōōŀƴ ŀ ƴŞǇƻƪǘŀǘłǎ ŜƭǘŜǊƧŜŘŞǎŞǾŜƭ ŀȊ ƝǊłǎǘǳŘłǎ łƭǘŀƭłƴƻǎǎł ǾłƭǘΣ ƝƎȅ ŜȊ ŀ 

ǘǳŘłǎ ǎȊƛƳōƻƭƛƪǳǎ Şǎ ǘŞƴȅƭŜƎŜǎ ŞǊǘŞƪŜ ƴŀƎȅƳŞǊǘŞƪōŜƴ ŎǎǀƪƪŜƴǘ ς, az angol szimbolikus piaci 

ŞǊǘŞƪŜ ƛǎ ŎǎǀƪƪŜƴΣ ƳƛƪǀȊōŜƴ όŀȊ ŀƴƎƻƭ ƳŜƭƭŜǘǘύ Ƴłǎ ƴȅŜƭǾŜƪΣ ƴŜƳ Ŏǎŀƪ ǾƛƭłƎƴȅŜƭǾŜƪΣ ƳŀƎŀǎ 

ǎȊƛƴǘǼ ƛǎƳŜǊŜǘŜΣ ŀ ƪŞǘ- ǾŀƎȅ ǘǀōōƴȅŜƭǾǼǎŞƎ ŦŜƭŞǊǘŞƪŜƭǃŘǀǘǘ (Grin, 1999; Skutnabb-Kangas, 

2000; Bartha, 2003).  

!Ȋ ¦b9{/h Şǎ Ƴłǎ ǎȊŜǊǾŜȊŜǘŜƪ ƪǳǘŀǘłǎŀƛ ŀƭŀǇƧłƴ ŀ ƳŀƎȅŀǊ ƴȅŜƭǾ ƴŜƳ ǎȊŜǊŜǇŜƭ ŀ 

ǾŜǎȊŞƭȅŜȊǘŜǘŜǘǘ ƴȅŜƭǾŜƪ ƪǀȊǀǘǘΦ !ȊƻƴōŀƴΣ Ƙŀ ƭƻƪłƭƛǎŀƴ ǾƛȊǎƎłƭƧǳƪ όŜƎȅ ƻǊǎȊłƎǊŀ ǾŀƎȅ ǊŞƎƛƽǊŀύ ŀ 

ǾŜǎȊŞƭȅŜȊǘŜǘŜǘǘǎŞƎŜǘΣ ŀƪƪƻǊ ŜƎŞǎȊŜƴ Ƴłǎ ƪǀǾŜǘƪŜȊǘŜǘŞǎ ǾƻƴƘŀǘƽ ƭŜΦ ! ƳŀƎȅŀǊ ƪƛǎŜōōǎŞƎ 

ŜǎŜǘŞōŜƴ ǘłƧŀƴƪŞƴǘΣ ǘŜƭŜǇǸƭŞǎǘƝǇǳǎƻƴƪŞƴǘΣ ŎǎƻǇƻǊǘƻƴƪŞƴǘ ƛǎ ƭŜƘŜǘƴŜƪ ƧŜƭŜƴǘǃǎ ƪǸƭǀƴōǎŞƎŜƪΣ 

ŀƳŜƭȅŜƪ ŀ ƴȅŜƭǾƛ ƪǀȊǀǎǎŞƎ ŦǀƭŘǊŀƧȊƛ ƳŜƎƻǎȊƭłǎłǾŀƭΣ ƪƻƴŎŜƴǘǊłƭǘ ǾŀƎȅ ǎȊŞǘǎȊƽǊǘΣ ǎȊƽǊǾłƴȅƻǎƻŘƽΣ 

ŘƛŀǎȊǇƻǊŀŘƛƪǳǎ ƧŜƭƭŜƎŞǾŜƭΣ ƛƭƭŜǘǃƭŜƎ ŀ ƪŞǘ ŞǊƛƴǘƪŜȊǃ ƴȅŜƭǾƛ ŎǎƻǇƻǊǘ ƘŜƭȅƛ ǎȊłƳŀǊłƴȅłǾŀƭΣ Şǎ ǎƻƪ 

ŜƎȅŞō ǘŞƴȅŜȊǃǾŜƭ ƛǎ ǎȊƻǊƻǎŀōō ǀǎǎȊŜŦǸƎƎŞǎŜƪŜǘ Ƴǳǘŀǘ (Bartha, 2003, 2).  

9ōōŜƴ ŀ ƪŞǊŘŞǎōŜƴ ƴƛƴŎǎ ŜƎȅŜǘŞǊǘŞǎ ŀ ƪǳǘŀǘƽƪ ƪǀȊǀǘǘ ό{ȊŞǇŜΣ мфффΤ [ŀƴǎǘȅłƪ Ŝǘ ŀƭΦΣ мфффύΣ 

ŀȊƻƴōŀƴ ŀōōŀƴ ŜƎȅŜǘŞǊǘŜƴŜƪΣ ƘƻƎȅ ŀ aŀƎȅŀǊƻǊǎȊłƎƎŀƭ ǎȊƻƳǎȊŞŘƻǎ ƻǊǎȊłƎƻƪōŀƴ ς ƪǸƭǀƴōǀȊǃ 

okok miatt ς ŀ ƳŀƎȅŀǊ ƴȅŜƭǾ ǾŜǎȊŞƭȅŜȊǘŜǘŜǘǘΣ ƘƛǎȊŜƴ ŀ YłǊǇłǘ-ƳŜŘŜƴŎŜ ƳŀƎȅŀǊ ƪǀȊǀǎǎŞƎŜƛƴŜƪ 

ƪŞǘƴȅŜƭǾǼǎŞƎŜ ƧŜƭƭŜƳȊǃŜƴ ǎǘŀōƛƭƛǘłǎǘ ƳǳǘŀǘΣ ŀȊƻƴōŀƴ ƳŞƎ ŀ ƘƻƳƻƎŞƴ ǘǀƳōǀƪōŜƴ ƛǎ 

ƳŜƎŦƛƎȅŜƭƘŜǘǃ ŀ ƴȅŜƭǾŎǎŜǊŜ ǾŀƭŀƳŜƭȅƛƪ ŦłȊƛǎŀ (Bartha, 2003). 9Ȋ ŀȊǘ ŜǊŜŘƳŞƴȅŜȊƛΣ ƘƻƎȅ ŀ 

ƳŀƎȅŀǊ ƴȅŜƭǾ ǘŞƴȅƭŜƎŜǎ Şǎ ǎȊƛƳōƻƭƛƪǳǎ ŦǳƴƪŎƛƽƧŀ ǎȊǼƪǸƭΣ ƳŜƭȅƴŜƪ ƪǀǾŜǘƪŜȊǘŞōŜƴ ŀ ƴȅŜƭǾŜǘ 

ōŜǎȊŞƭǃƪ ǎȊłƳŀ ƛǎ ŎǎǀƪƪŜƴΣ ƳŜƭƭȅŜƭ ǘŞǊǘ ƴȅŜǊ ŀ ǘǀōōǎŞƎƛ ƴȅŜƭǾΦ 9ȊŜƪ ŀ ŦƻƭȅŀƳŀǘƻƪ ŦƛƎȅŜƭƘŜǘǃŜƪ 
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ƳŜƎ ŀȊ ŜǘƴƛƪŀƛƭŀƎ ǾŜƎȅŜǎ ǘŜǊǸƭŜǘŜƪŜƴ Şƭǃ ƳŀƎȅŀǊǎłƎ ƪǀǊŜƛōŜƴ ό{ȊŞǇŜΣ мфффΤ tŞƴǘŜƪΣ нлллΤ 

[ŀƴǎǘȅłƪΣ нлллΤ {łƴŘƻǊΣ нлллΣ .ŀǊǘƘŀΣ нллоύ.  

! ƴȅŜƭǾŎǎŜǊŜ ŜƭƭŜƴǇƽƭǳǎŀ ŀ ƴȅŜƭǾƳŜƎǃǊȊŞǎΣ ŀƳŜƭȅ ŀ ƘŀǘǾŀƴŀǎ ŞǾŜƪ ŜƭŜƧŞǘǃƭ Ǿłƭǘ ŀ ƪǳǘŀǘłǎƻƪ 

ŜƎȅƛƪ Ŧǃ ǘŞƳłƧłǾł (Fishman, 1966, 424), ŀ ƪŞǘƴȅŜƭǾǼ ƪǀȊǀǎǎŞƎŜƪ ƪǳƭǘǵǊłƧłƴŀƪ Şǎ ƴȅŜƭǾŞƴŜƪ 

ŦŜƴƴǘŀǊǘłǎłǘ ǎȊƻǊƎŀƭƳŀȊƽ ǘǀǊŜƪǾŞǎŜƪƪŜƭ ŜƎȅƛŘǃōŜƴ ό.ƻǊōŞƭȅΣ нллмύΦ ! ƴȅŜƭǾŎǎŜǊŜ Şǎ ŀ 

ƴȅŜƭǾƳŜƎǃǊȊŞǎ ŜƭƭŜƴǘŞǘŜǎ ƛǊłƴȅǵ ŦƻƭȅŀƳŀǘΣ ƳŞƎƛǎ ŜƎȅ-ŜƎȅ ƪǀȊǀǎǎŞƎōŜƴ ŜƭǘŞǊǃ ƳŞǊǘŞƪōŜƴΣ ŘŜ 

ŜƎȅǎȊŜǊǊŜ Ǿŀƴ ƧŜƭŜƴΣ ƘƛǎȊŜƴ ƳƛƴŘƪŞǘ ƧŜƭŜƴǎŞƎ ǎȊƻǊƻǎ ƪŀǇŎǎƻƭŀǘōŀƴ łƭƭ ŀ ǘłǊǎŀŘŀƭƳƛ Şǎ ƪǳƭǘǳǊłƭƛǎ 

ǾłƭǘƻȊłǎƻƪƪŀƭΣ ǾŀƭŀƳƛƴǘ ŀ ŎǎƻǇƻǊǘƻƪ ƪǀȊǀǘǘ ƳŜƎƭŞǾǃ ƪŀǇŎǎƻƭŀǘƻƪƪŀƭ (Fishmann, 1966; 

!ƳŀǎǘŀŜΣ мфунΤ .ƻǊōŞƭȅΣ нллмύΦ 

 ! 5L!{½tjw#.!b [;±p a!D¸!w L{Yh[#Y L59b¢L¢#{a9Dmw½p ¢9±;Y9b¸{;D9 

! ƳŀƎȅŀǊ ŘƛŀǎȊǇƽǊŀ ƛŘŜƴǘƛǘłǎƳŜƎǃǊȊǃ ƴȅŜƭǾƻƪǘŀǘłǎłǊŀ ǾƻƴŀǘƪƻȊƽ ǎȊŀƪƛǊƻŘŀƭƻƳ Şǎ ǎǘŀǘƛǎȊǘƛƪŀƛ 

ŀŘŀǘƻƪ łǘǘŜƪƛƴǘŞǎŜΣ ǾŀƭŀƳƛƴǘ ŜƭŜƳȊŞǎŜ ƳŜƭƭŜǘǘ ŀ ƪǳǘŀǘłǎ ŀƭŀǇǾŜǘǃ ƳƽŘǎȊŜǊŜ ŀȊ ƛƴǘŜǊƧǵ ǾƻƭǘΦ !Ȋ 

ƛƴǘŜǊƧǵǎ ŀŘŀǘƎȅǼƧǘŞǎ ǎȊŞƭŜǎ ƪǀǊōŜƴ ŜƭǘŜǊƧŜŘǘ ƪǳǘŀǘłǎƛ ƳƽŘǎȊŜǊ ŀ ǎȊƻŎƛƻƭƽƎƛłōŀƴ, Şǎ ŀ ƴȅŜƭǾŞǎȊŜǘ 

ŀȊƻƴ ǘŜǊǸƭŜǘŜƛƴ ƛǎ Ƨƽƭ ŀƭƪŀƭƳŀȊƘŀǘƽΣ ŀƘƻƭ ŀǘǘƛǘǼŘǀƪŜǘΣ ǎȊǘŜǊŜƻǘƝǇƛłƪŀǘΣ ƛŘŜƻƭƽƎƛłƪŀǘ ǾƛȊǎƎłƭ ŀ 

ƪǳǘŀǘƽ (Kvale, 2005; Feischmidt, 2007)Φ LƴǘŜǊƧǵŀƭŀƴȅŀƛƳ ŀȊ ƛƴǘŞȊƳŞƴȅŜƪ ŘǀƴǘŞǎƘƻȊƽƛ ƧƻƎƪǀǊǊŜƭ 

ǊŜƴŘŜƭƪŜȊǃ ŦŜƭǎǃ ǾŜȊŜǘǃƪ όƛƎŀȊƎŀǘƽƪΣ ƻƪǘŀǘłǎŦŜƭŜƭǃǎύΣ ŀȊ ƻƪǘŀǘłǎǘ ƳŜƎǾŀƭƽǎƝǘƽ ǘŀƴłǊƻƪ, illetve 

ŀ ǘŀƴǳƭƳłƴȅŀƛǘ ǾŞƎȊǃ Řƛłƪƻƪ Şǎ ǎȊǸƭŜƛƪ ǾƻƭǘŀƪΦ !Ȋ ŀŘŀǘƪǀȊƭǃƪ ƪƛǾłƭŀǎȊǘłǎŀƪƻǊ Şǎ ŀȊ ŜƭŜƳȊŞǎ 

ǎƻǊłƴ ƴŜƳ ŀ ǎȊƻŎƛƻƭƽƎƛŀƛ ǊŜǇǊŜȊŜƴǘŀǘƛǾƛǘłǎǘ ǘŀǊǘƻǘǘǳƪ ǎȊŜƳ ŜƭǃǘǘΣ ƘŀƴŜƳ ŀǊǊŀ ǘǀǊŜƪŜŘǘǸƴƪΣ 

ŘƛŀǎȊǇƽǊłōŀƴ Şƭǃƪ ƳŀƎȅŀǊ ƴȅŜƭǾƻƪǘŀǘłǎłǊƽƭ Şǎ ŀƴƴŀƪ ƛŘŜƴǘƛǘłǎƳŜƎǃǊȊǃ ŀǎǇŜƪǘǳǎŀƛǊƽƭ ŜƎȅ 

ǀǎǎȊŜŦǸƎƎǃ ǎȊǀǾŜƎŀƴȅŀƎ ƧǀƧƧǀƴ ƭŞǘǊŜΣ ƳŜƭȅƴŜƪ ŜƭŜƳȊŞǎŞǾŜƭ łǘŦƻƎƽ ƪŞǇŜǘ ƪŀǇƘŀǘǳƴƪ 

ƪǳǘŀǘłǎǳƴƪ ǘłǊƎȅłǊƽƭΦ YǾŀƭƛǘŀǘƝǾ ŀŘŀǘƎȅǼƧǘŞǎ ǊŞǾŞƴΣ ƴŜƳ ǘǳŘƧǳƪ ǎǘŀǘƛǎȊǘƛƪŀƛƭŀƎ ǀǎǎȊŜǎƝǘŜƴƛ ŀȊ 

ƛƴǘŞȊƳŞƴȅŜƪōŜƴ ŦŜƭƭŜƭƘŜǘǃ ǀǎǎȊŜǎ ǘŀƴłǊ Şǎ Řƛłƪ ǘŀǇŀǎȊǘŀƭŀǘŀƛǘΣ ƛƭƭŜǘǾŜ ŀȊ ǀǎǎȊŜǎ 

ƛŘŜƴǘƛǘłǎƳŜƎǃǊȊŞǎǎŜƭ ŦƻƎƭŀƭƪƻȊƽ ƳŀƎȅŀǊ ƛǎƪƻƭłǘΦ !Ȋƻƴōŀƴ ŀȊ łƭǘŀƭǳƴƪ ŀƭƪŀƭƳŀȊƻǘǘ ƳƽŘǎȊŜǊǊŜƭ, 

ŀȊ ƛƴǘŜǊƧǵƪ ƳŞƭȅǎŞƎŞƴŜƪ ƪǀǎȊǀƴƘŜǘǃŜƴ ŀȊ ŜƎȅŜǎ ǘŞƳłƪǊƽƭ ǊŞǎȊƭŜǘŜǎŜōō Şǎ ƳŞƭȅǊŜƘŀǘƽōō 

ƛǎƳŜǊŜǘŜƪŜǘ ǎȊŜǊŜȊƘŜǘǸƴƪΣ ƳŜƭȅƴŜƪ ƪǀǾŜǘƪŜȊǘŞōŜƴ łǊƴȅŀƭǘŀōō ƪŞǇŜǘ ŦƻƎŀƭƳŀȊƘŀǘǳƴƪ ƳŜƎΦ ! 

ƘłǊƻƳ ƪƻƴǘƛƴŜƴǎ ƘłǊƻƳ ƛǎƪƻƭłƧłƴŀƪ ƪƛǾłƭŀǎȊǘłǎŀ ŦǀƭŘǊŀƧȊƛ ƳƛƴǘŀǾŞǘŜƭŜȊŞǎǎŜƭ ǘǀǊǘŞƴǘΣ ƳŜƭȅŜƪ 

ƪǀȊǸƭ ŜƎȅ ŜǎŜǘōŜƴ ƪǳǘŀǘłǎƛ ǘŜǊŜǇƳǳƴƪłǘ ό/ƭŜǾŜƭŀƴŘΣ нлмтΦмлΦмлΦ ς нлмтΦмлΦомΦ ƪǀȊǀǘǘύ 

ǾŞƎŜȊǘǸƴƪΣ ŀ ǘǀōōƛ ŜǎŜǘōŜƴ ƳŀƎȅŀǊƻǊǎȊłƎƛ ǎȊŜƳŞƭȅŜǎ ǘŀƭłƭƪƻȊƽƪ ǎƻǊłƴΣ ƛƭƭŜǘǾŜ ƻƴƭƛƴŜ 

ƳŞƭȅƛƴǘŜǊƧǵƪnak Şǎ ōŜǎȊŞƭƎŜǘŞǎŜƪƴŜƪ ƪǀǎȊǀƴƘŜǘǃŜƴ ƴȅŜǊǘǸƴƪ ƛƴŦƻǊƳłŎƛƽǘΦ ! ǘŜǊŜǇƳǳƴƪŀ 
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ǎƻǊłƴ ƪŞǎȊǸƭǘ ƛƴǘŜǊƧǵƪŀǘ ŀ tŀƭƭŀǎ !ǘƘŜƴŞ !ƭŀǇƝǘǾłƴȅƻƪΣ ŀ ¢ŜƳǇǳǎ YǀȊŀƭŀǇƝǘǾłƴȅ Şǎ a tŞŎǎƛ 

¢ǳŘƻƳłƴȅŜƎȅŜǘŜƳ 5ƛŀǎȊǇƽǊŀ tǊƻƧŜƪǘ ǘłƳƻƎŀǘłǎłǾŀƭ Şǎ ǎŜƎƝǘǎŞƎŞǾŜƭ ǾŞƎŜȊǘŜƳΦ ! ƪǳǘŀǘłǎ 

ŀƭŀǘǘ ǀǎǎȊŜǎŜƴ мл ŞǎȊŀƪ-ŀƳŜǊƛƪŀƛΣ ŜƎȅ ŀǳǎȊǘǊłƭƛŀƛ Şǎ ŜƎȅ ŘŞƭ-ŀƳŜǊƛƪŀƛ ƳŞƭȅƛƴǘŜǊƧǵǘ ƪŞǎȊƝǘŜǘǘŜƳΣ 

ŀ ƪǸƭǀƴōǀȊǃ ƳŀƎȅŀǊ ƛǎƪƻƭłƪōŀƴ ŦŞƭƛƎ ǎǘǊǳƪǘǳǊłƭǘ ƛƴǘŜǊƧǵȊǘŀǘłǎƛ ƳƽŘǎȊŜǊǊŜƭΦ 

4.1. ! ƳŀƎȅŀǊ ƛŘŜƴǘƛǘłǎ ƳŜƎǃǊȊŞǎŜ !ǳǎȊǘǊłƭƛłōŀƴΥ !Ȋ !ŘŜƭŀƛde-ƛ aŀƎȅŀǊ YǀȊǀǎǎŞƎƛ Lǎƪƻƭŀ 

!ǳǎȊǘǊłƭƛłōŀƴ ƧŜƭŜƴǘǃǎ ŀ ƳŀƎȅŀǊ ŘƛŀǎȊǇƽǊŀ ƭŞƭŜƪǎȊłƳŀΣ ƳŜƭȅ ƧŜƭŜƴƭŜƎ ст 000 ς 68 ллл Ŧǃ ƪǀȊǀǘǘ 

ƳƻȊƻƎΦ ! ƳŀƎȅŀǊƻƪ ŜƭǎǃǎƻǊōŀƴ {ȅŘƴŜȅ-ben, Melbourne-ōŜƴ Şǎ !ŘŜƭŀƛŘŜ-ben, illetve ezen 

ǾłǊƻǎƻƪ ŀƎƎƭƻƳŜǊłŎƛƽǎ ƪǀǊȊŜǘŜƛōŜƴ ŞƭƴŜƪ όDŀȊǎƽΣ 2016)Φ ! ƪƛǾłƴŘƻǊƭłǎ ŀ ƪƻƴǘƛƴŜƴǎǊŜ ƪŞǎǃōō 

indult meg, mint az amerikaira, az 1950-Ŝǎ ŞǾŜƪƛƎ Ŏǎŀƪ ŀƭŀŎǎƻƴȅ ƳŞǊǘŞƪǼ ƪƛǾłƴŘƻǊƭłǎ Ǿƻƭǘ 

ƳŜƎŦƛƎȅŜƭƘŜǘǃΣ ƳƝƎ ŀȊ Ωрл-Ŝǎ ŞǾŜƪ ƪǀȊŜǇŞǘǃƭ ŜȊ ƳŜƎŦƻǊŘǳƭǘ Şǎ ŜƎȅǊŜ ƴŀƎȅƻōō ŀǊłƴȅōŀƴ 

ŞǊƪŜȊǘŜƪ ŀȊ ƻǊǎȊłƎōŀ ƳŀƎȅŀǊƻƪ (Kuncz, 1997). ! ƳłǎƻŘƛƪ ǾƛƭłƎƘłōƻǊǵ ǳǘłƴƛ !ǳǎȊǘǊłƭƛłōŀƴ ŀ 

ƳŀƎȅŀǊ ƳŜƴŜƪǸƭǘŜƪƴŜƪ Ǿƻƭǘ ƛƎŞƴȅǸƪ Şǎ ƭŜƘŜǘǃǎŞƎǸƪ ŀǊǊŀΣ ƘƻƎȅ ŀȊ ŀƴȅŀƴȅŜƭǾǸƪǀƴ ǘŀƴƝǘǎłƪ ŀ 

gyermekeiket. Az Adelaide-ƛ aŀƎȅŀǊ YǀȊǀǎǎŞƎƛ Lǎƪƻƭŀ ŜƎȅ ǵƎȅƴŜǾŜȊŜǘǘ ŜǘƘƴƛŎ ǎŎƘƻƻƭ όŜǘƴƛƪŀƛ 

ƛǎƪƻƭŀύΣ ŀƳŜƭȅŜƪ ƧŜƭƭŜƳȊǃŜƴ ƴonprofit nyelvi- Şǎ ƪǳƭǘǳǊłƭƛǎ ƪǀȊǇƻƴǘƻƪΣ ŀƳŜƭȅŜƪ ōłǊƪƛ ǎȊłƳłǊŀ 

ŜƭŞǊƘŜǘǃŜƪΦ 5Şƭ-!ǳǎȊǘǊłƭƛŀ ƧŜƭŜƴƭŜƎ ƳƛƴǘŜƎȅ млл Ŝǘƴƛƪŀƛ ƛǎƪƻƭłƧŀ ǀǎǎȊŜǎŜƴ пф ƴȅŜƭǾŜƴ ǘŀƴƝǘ ŀȊ 

ƛǎƪƻƭŀƛ ŜƭŦƻƎƭŀƭǘǎłƎ ǳǘłƴ ƘŞǘǾŞƎŞƴΣ ǾŀƎȅ ŜǎǘŜΦ 9ƭǾłǊłǎΣ ƘƻƎȅ ŀȊ ƛǎƪƻƭłƪ ƳƛƴŘŜƴ ƘŞǘŜƴ ƭŜƎŀƭłōō 

ƪŞǘ ƽǊłƴȅƛ ŦƻƎƭŀƭƪƻȊłǎǘ ōƛȊǘƻǎƝǘǎŀƴŀƪ ŀ ŘƛłƪƧŀƛƪƴŀƪΣ ƳŜƭȅƴŜƪ ŎŞƭƧŀ ŀ ƴȅŜƭǾǘŀƴǳƭłǎΣ ŦŜƴƴǘŀǊǘŀƴƛ 

ŀȊ ŀǳǎȊǘǊłƭ ƪǀȊǀǎǎŞƎŜƪ ƪǸƭǀƴōǀȊǃ ƪǳƭǘǵǊłƛǘ Şǎ ŀ ƪǳƭǘǳǊłƭƛǎ ƳŜƎŞǊǘŞǎ Şǎ ƘŀǊƳƽƴƛŀ 

ŜƭǃƳƻȊŘƝǘłǎŀΦ ! Řƛłƪƻƪ łƭǘŀƭłōŀƴ ƛǎƪƻƭłǎ ƪƻǊǵŀƪΣ ŘŜ ǎȊłƳƻǎ Ŝǘƴƛƪŀƛ ƛǎƪƻƭŀ ƛǎ ǘŀƴƝǘ ŀȊ 

ƽǾƻŘłǎƻƪƴŀƪ Şǎ ŀ ŦŜƭƴǃǘǘŜƪƴŜƪ (Department of the Premier and Cabinet, 2017). Az Adelaide-

ƛ aŀƎȅŀǊ YǀȊǀǎǎŞƎƛ Lǎƪƻƭłǘ мфру-ōŀƴ 5ǊΦ bŀƎȅ #ƪƻǎƴŞ ŀƭŀǇƝǘƻǘǘŀΣ ŀȊȊŀƭ ŀ ŎŞƭƭŀƭΣ ƘƻƎȅ ŀ ƳŀƎȅŀǊ 

ƪǳƭǘǵǊłǘΣ ƴŞǇǘłƴŎƻǘ Şǎ ƴȅŜƭǾŜǘ ǘŀƴƝǘǾŀ ƳŜƎǃǊƛȊȊŜ ŀ ƳŀƎȅŀǊ ƛŘŜƴǘƛǘłǎǘ ŀȊ 1956-ƻǎ ƳŜƴŜƪǸƭǘ 

ŎǎŀƭłŘƻƪ ǎȊłƳłǊŀΦ 9ƪƪƻǊǘłƧǘ ŀ Řƛłƪƻƪ ƴŀƎȅ ǊŞǎȊŜ ŀȊ ŀƪƪƻǊƛ ōŜǾłƴŘƻǊƭƽƪ ƎȅŜǊƳŜƪŜƛōǃƭ łƭƭǘΣ ƝƎȅ 

ƧŜƭƭŜƳȊǃŜƴ ŀ с-мр ŞǾŜǎ ƪƻǊ ƪǀȊǘƛŜƪ ƧłǊǘŀƪ ŀȊ ƛǎƪƻƭłōŀΣ ŀƪƛƪ ƭŞǘǎȊłƳŀ ол-ор ŦǃǊŜ Ǿƻƭǘ ǘŜƘŜǘǃΦ !Ȋ 

1990-Ŝǎ ŞǾŜƪōŜƴ ŀȊ ƛǎƪƻƭŀ ǾŜȊŜǘŞǎŞǘ IŜǊŜƴŘƛ Włƴƻǎ ǾŜǘǘŜ łǘΣ ŀƪƛǘ Ŝ ǇƻǎȊǘƻƴ ƪŞǎǃōō bŀƎȅ ałǊƛŀ 

Şǎ .łƴƘłȊƛ !ƴƴŀƳłǊƛŀΣ ƳŀƧŘ [ŜƭƪŜǎ Lƭƻƴŀ ƪǀǾŜǘǘŞƪΦ 9ƪƪƻǊ ƳłǊ ŀȊ ŀǳǎȊǘǊłƭ ƻƪǘŀǘłǎƛ ǎȊŀōłƭȅƻȊłǎ 

ŀŘǘŀ ƭŜƘŜǘǃǎŞƎ ŀƭŀǇƧłƴ ŞǊŜǘǘǎŞƎƛǊŜ ƪŞǎȊǸƭǃ Řƛłƪ ƛǎ ƧłǊǘ ŀȊ ƛǎƪƻƭłōŀΣ ŀƪƛƪŜǘ aŀƎƭŀƛ {ŜōŜǎǘȅŞƴΣ 

ƳŀƧŘ .łƴƘłȊƛ !ƴƴŀƳłǊƛŀ ƪŞǎȊƝǘŜǘǘ ŦŜƭ ό{ȊŀōƽΣ нлмтΤ Palotai et al., 2017). ! Řƛłƪƻƪ ƧŜƭŜƴƭŜƎƛ 

ǎȊłƳłǘ ŀ ƪǀǾŜǘƪŜȊǃ ǘłōƭłȊŀǘ ƳǳǘŀǘƧŀ ōŜ όмΦ ǘłōƭłȊŀǘύΦ 


































































































































































































































































































































































































































































































































































































































































































