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I. Introduction 
ILO Convention No. 181, introduced in 1997, changed the way of thinking about the co-operation of private and public actors in European employment policy. Since then the Committee has been making tremendous efforts inside the European Union to promote the idea, the new way of thinking underlying ILO Convention No. 181. In this context, co-operation between the private and the public partners becomes a key issue. 3P (Public Private Partnership), new public management, quasi-market solutions are new issues in the centre of the European policies. 
Hungary, a new Member State of the Community, joined the project entitled “Public and private services: Towards a quality assurance system” because of its special interest for this topic. 
Generally speaking, transition economies and societies have a special attitude to the labour market and its key players. In the post-socialist states, where economic privatisation is only a decade behind, labour market players have less trust in each other’s work. Private recruitment agencies may be reluctant to co-operate with the public service, while the latter often find private for-profit companies or NGOs less responsible. Consequently, lots of efforts will be needed on both sides to make ILO Convention No. 181 work in practice. 
In Hungary, the possibility to outsource employment services dates from as late as 2000. The first legal framework for outsourcing temporary work and private job brokerage was set up in the mid-nineties. (The previous legislation, Government Decree No. 247/1997 (Dec. 22), lost effect in 2000.) The new Adult Education Act, the so-called Lifelong Learning Act, entered into force in 2001. The Hungarian Public Employment Service (PES – Hungarian abbreviation: ÁFSZ) itself has a history of 15 years only since the change of the regime. 
I.1. Hungarian PES

In Hungary, public labour market services are delivered by the following units of the Hungarian Public Employment Service (PES), an organisation integrated in the public administration system and employing 4 200 civil servants:

 SHAPE  \* MERGEFORMAT 



(Parts of the service: Ministry of Employment Policy and Labour, National Employment Office, Country Labour Centres (20), Local Labour Offices (170), Labour Market Information Points (350), Regional Labour Development and Training Centres (9))  
· National Employment Office (NEO): The main function of NEO is to provide technical supervision and co-ordination for the technical services and the labour market administration.

· County labour centres (LCs): The 20 LCs promote the efficient operation of the labour market segment within their territorial competence, and operate the employment provision system.

· Labour offices (LOs): The town-based offices (more than 170 in all) operating as part of the LCs fulfil client service functions and perform administrative (official) and service tasks to be solved locally.

· Regional Labour Development and Training Centres: These entities deliver labour market training programmes and related activities.

II. Applying for a PRES licence 

Private job-brokerage agencies (PJBA) and temporary work agencies (TWA) have to meet the requirements specified under Act IV of 1991 on Job Assistance and Unemployment Benefits and under the Hungarian Labour Code (Act XXII of 1992). 
Prior to going active, a TWA or PJBA must apply to the County Labour Office (CLO) for a licence. In this case, the Public Employment Service issues licences to its competitors. CLOs also have a legal right to supervise the private services. 
This system is subject to the provisions of Government Decree No. 118/2001 (VI.30.) as well. The Decree actually uses the terms of temporary work agency (TWA) and private job brokerage agency (PJBA). Under the current Hungarian law, a private provider must be either a TWA or a PJBA, or it may apply for both licences at the same time. 
Under the effective Hungarian law, a private employment service (PRES) will have one of the following legal forms:

· Temporary work agency (TWA), 
· Private job brokerage agency (PJBA),

· Private/third-sector agency for employment counselling, special needs, etc., or 
· any combination of the first three 

Para (1) a) of Section 2 of the Decree referred to above summarises private recruitment activity in the following way: “Any job brokerage activity, apart from that carried out by the county labour centres (CLCs being part of the PES), the result of which could be a labour contract of any kind/type in the Hungarian Republic or in an EU Member State.”
In order to be granted a PRES licence, the private provider must demonstrate the following: 

· a) Possession of a valid registration number issued by Company Registry Court, approved by the local court; foundation records/statutes of the company; 
· b) Possession of a special degree, as specified by Appendix 1 of the current Decree (e.g. general HR manager, economist, employment specialist, employment counsellor etc.) by the applicant or one of his/her employees. The law makes some distinctions as to the levels of the degrees. For example, an economist or employment counsellor applicant with a B.A. or M.A. in the field of HR needs no additional work experience. Other applicants must demonstrate at least two years of relevant work experience. For lower-than-tertiary-level qualifications obtained after vocational school or in adult education, 5 years of relevant work experience is needed. Companies hiring employment clerks/specialists  with qualification based on curricula introduced by PES itself in 1997 do not have to demonstrate relevant work experience. 
· c) Ownership/leasehold of office premises suitable for the activity. 
· d) Certificate of zero community (public) debt. 
· e) Deposit of HUF 0.5 million (EUR 1894
) for EU-level job brokerage or HUF 1 million (EUR 3877) for TWA activities on certified bank account. 
· f) Commitment to pay relief for job-seekers or temporary workers from the PRES deposit. 

· g) If a PRES is active in both forms (TWA and PJBA), commitment to handle the respective compensation deposits separately. 
The PRES license is issued by the county labour offices. The National Employment Office (NEO) summarizes the relevant data on a quarterly basis and publishes annual aggregates, too. 
The activity of temporary work agencies and private job brokerage agencies is governed by the following pieces of Hungarian legislation. 

TWA: 
Act XXII (Labour Code), Section 193/C b) c); 193/D (1) 

Section 193/C. 
For the purposes of this Act

a) 'hiring-out of workers' shall mean when an employee is hired out by a temporary employment company or a placement agency to a user enterprise for work (hereinafter referred to as "placement"), provided there is an employment relationship between the worker and the temporary employment company or the placement agency;

b) 'temporary employment company or placement agency' shall mean any employer who places an employee, with whom it has an employment relationship, under contract to a user enterprise for work and exercises the employer's rights and obligations jointly with the user enterprise (hereinafter referred to as "placement agency")

c) 'user enterprise' shall mean any employer who employs a worker hired out by a placement agency and exercises the employer's rights and obligations jointly with the placement

agency.

Section 193/D.
(1)  A placement agency must be a limited liability business association or a non-profit company that is domiciled in Hungary, or a co-operative in respect of employees other than its members; it must satisfy the requirements prescribed in this Act and in other legal regulations and must be registered by the employment center responsible for the place where the placement agency is established (hereinafter referred to as "employment center").

(2) It is forbidden to employ a hired-out worker

a) for any unlawful work,

b) at any place of business of the user enterprise where there is a strike in progress from the time when pre-strike negotiations are initiated until the strike is called-off.

(3) The placement agency, the user enterprise and the employee are obliged to co-operate in the course of exercising rights and fulfilling obligations.

(4) The agreement between the placement agency and the user enterprise shall not contain any clause by which to restrict or exclude the rights to which the employee is entitled pursuant to this Act and other legal regulations.

(5) The user enterprise shall not have the right to order a hired-out employee to work at another employer. 
(6) No deviation from the provisions of Subsections (1)-(5) shall be considered valid.

PJBA:
Act IV, 1991, Section 6 (1) 

Section 6.
(1) Apart from the county (Budapest) employment centers, labour exchange services (hereinafter referred to as 'private labour exchange services') may be provided by resident legal entities, unincorporated business associations and private entrepreneurs subject to the conditions prescribed by law, and if registered by the county (Budapest) employment center of competence.

(2) Labour exchange services concerning employment in a foreign country may be provided only in accordance with the employment-related legal regulations of the destination country.

(3)  Unless otherwise prescribed by the legal regulation referred to in Subsection (4), private labour exchange services shall not be permitted to charge job seekers any fee or costs.

(4)  The Government shall decree the conditions and detailed regulations on the provision of private labour exchange services and on the registration of private employment agencies. Such decree

a) may depart from the provisions of Subsection (3) with respect to certain groups of employees and to specific services provided by private employment agencies, and

b) it may prescribe that the agencies provide financial security if the private labour exchange services involve employment abroad or if the private employment agency charges the job seeker a fee.

(5) The agency supervising the activities of private employment agencies and the representative organizations of employees and employers shall co-operate in defining the objectives of supervisory activities and in evaluating its findings.

II.1 Recent changes 

A new legislation came into force in January 2006. The Ministry of Employment Policy and Labour was of the opinion that the changes implied by it would provide effective tools to combat illegal work. The justification was that some companies hired their workers through a TWA in order to avoid the payment of social security costs. As a matter of fact, the wages of temporary workers were significantly lower than the corresponding company averages. Collective agreements did not cover this circle.
In accordance with the “100 steps policy” of the Hungarian government, when 22 labour policy steps had been taken, the Labour Code was amended. As of 1 January, it was forbidden for a TWA to conclude a labour lending agreement with companies (co-)owned by the owners of the TWA. After dismissal, companies must not lend the same worker back from a TWA for a period of six months. Temporary employment agencies must report the temporary worker before lending to the National Labour Contracts Database (EMMA). Notification on the employment record must be send immediately to the user undertaking company. The record  must specify the position and full wage of the newly employed person. 
In accordance with the principle of equal work/equal  pay, after having spent six months at the same user undertaking company, temporary workers shall get the same basic wage, shift allowance and so on as non-temporary workers. They shall also be included in the scope of the collective agreement, if the host company has one. 
The Association of the Hungarian HR Consulting Agencies (Hungarian abbreviation: SZTMSZ) essentially agreed with the new legislation, except for some doubts concerning the short deadlines. Some of the private agencies feared that illegal temporary work would become more frequent, mainly in the category of work for less than six months. 
III. The status quo (2004)
At the end of 2004, there were 505 registered TWAs in Hungary, 49.0% more than a year earlier. 175 (34.7%) among them were based in Budapest, the biggest labour market of the country with a labour force of approximately 900 000 (13.8% of the total labour force). In the countryside, the three western counties (Fejér, Győr-Moson- Sopron and Komárom-Esztergom) and Pest County located around the capital host most TWAs. In Hungary, 1% of the employed work as temporary workers, comparing with the 2-6% in some old EU Member States. 
On the one hand, this situation is reasonable, as mainly companies with at least 1000 staff demanded temporary labour, and these firms are situated in the Western part of the country. On the other hand, mass unemployment is a real problem in the Eastern/North-Eastern parts of the country. 
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The 505 TWAs had contract with 1732 companies, so generally every TWA had 3 official partners. In the Northern part (Szabolcs-Szatmár-Bereg) for instance, 1 TWA had  9 contracts.  43.5% of co-operation between TWAs and their partner companies was in the field of manufacture, while sports and culture represented 17.9% and financial intermediation and business support services 12.1%. 

Some activity areas, such as financial services, education, transport and storage, concentrate in the central region (Budapest and Pest County). 
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In the year of 2004, 52 684 temporary workers had a labour contract, 60.4% among them open-ended ones (i.e. contracts for an indefinite term), while 20 885 worked under fixed-term contracts. Employees with fixed-term contracts usually (75.5%) had only one contract per year with the same TWA. Only 11.5% among them had three or more fixed-term contracts. There were no significant differences between blue-collar and white-collar workers,  but 92% of the former had only one fixed-term contract through a TWA in 2004. Among them, unskilled workers had generally more open-ended contracts (51.7%). 
The national statistics of temporary work contracts showed a 34.8% rise in 2004 relative to 2003. Nationally, 21.5% of temporary positions were filled by skilled workers, 57.7% by semi-skilled ones and 9.8% by unskilled ones. 
In terms of age groups, 7.6% of temporary workers was younger than 20 in 2004. 52.1% between 21-35 years, 20.8% between 36-45, 14.2% between 46-55 and only 5.4% past 55. 

In terms of educational qualification, most temporary workers finished primary education or 3-year vocational school/2-year trade school at best.
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The 52 684 hired employees were lent 65 029 times during 2004. Only 7 283 (11.9%) among them did non-manual jobs. There was a heavy demand for semi-skilled female workers (20 412 cases).
In 2004, temporary workers worked 5.5 million workdays, representing an increase by 2.2 million relative to the previous year. 3.5 million workdays out of the 5.5 million were done under open-ended (indefinite term) contracts. The unit index was 103 workdays per temporary worker in 2004. Employees with open-ended contracts worked 110 days on average, those with fixed-term ones 93 days. In comparison with 2003, the average spell of such employment grew by 59.2% (from 61 days in 2003).  
Blue-collar workers usually worked only 80 workdays on average, while white-collar workers with open-ended contracts spent 6.5 months in the same workplace.  
As for the private job brokerage agencies, in 2004, there were 560 registered agencies in the country, most of them (43.8%) located in Budapest. The North-Eastern part of the country (Nógrád County) is the least developed region in this sense as well.  
72% of the registered service providers were unincorporated companies (403 agencies), 22.1% incorporated ones and 5.9 (33 persons) worked as private entrepreneurs. 83.8% recruited exclusively for the domestic labour market. 3% worked both abroad and in Hungary and 13.2% recruited only for the EU and other foreign countries (e.g. USA, Australia, Romania). 
As mentioned above, under the Hungarian law, it is possible to register the same private agency in two capacities, as TWA and private job brokerage company. Consequently, in the national records, there are significant overlaps between the two types of service. 

Private recruitment companies recruited 19 923 applicants, 0.009% of the employed. In comparison, PES agencies recorded 220 474 successful recruitment actions in 2005. (2004: 192 065). PES itself had 447 039 registered vacancies in 2005. 
40.9% of recruited employees had been hired directly after a previous job, 59.1% had been unemployed or economically inactive in 2004. 89.4% of the recruited (17 809 people) found a vacancy in Hungary, and 2114 in the EU Member States or elsewhere. 
[image: image5.emf]Succsessful candidates of the PRES recruitment work (Hungary, national data 2004, NEO)
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50.5% of successful candidates were under 30 years, 38.3% between 30-49, and 11.2% were more than 50 years old. Manufacturing was the main hiring actor in 2004 (34.3%). Trade was also significant, with a share of 15.9%. 
Recruitment for foreign labour markets targeted, mainly, the EU Member States (76.9%), 22.1% went to other European countries and only 0.1% to other continents. Most hired workers were employed in hotels and catering (31.9%) and in the transport industry (16.6%). The success rate of PRES recruitment actions was lower than in 2003, but it was still most remarkable at 92.6%. 
PRES had 272 581 registered job-seekers in 2004, while the corresponding PES figure is 800 000 – 900 000. From among the PRES clients, 155 242 had valid labour contracts and 117 339 had not. Most of the applicants applied for a white-collar job (204 444 persons).  For blue-collar vacancies, there were significantly less applicants, but one fifth among them was successful. 
IV. Other types of national accreditations related to employment policy 
IV.1 National Accreditation System for disability organisations (2005)
On 1 November 2005, a new law came into force regarding the special field of state subsidies for the handicapped. Firms eligible for state subsidy on the ground of employing a person with some degree of incapacity to work must register themselves as accredited employers of handicapped labour. The new Hungarian Accreditation System: Workplaces for Employees with reduced working capabilities started in 2006. The new regulation was announced by Government Decree No. 176/2005 (Sept. 2) and Ministry of Employment Policy and Labour Decree No. 14/2005 (Sept. 2.). 

Under Section 39. of Act IV of 1991 on Job Assistance and Unemployment Benefits: 
“The Labour Market Fund shall make payments to the central budget to provide job assistance to persons with some degree of incapacity to work.

a) the Government is hereby authorized to decree:

1. the rules for the accreditation of employers providing work to persons with some degree of incapacity, and for the control of accredited employers…”
The new rules were extremely important because, under the old regulation (dating from before the changes in 1983), some employers abused both the subsidy system and the handicapped workers. In 2002, from 656 thousand people with reduced working capability, only 95 thousand were present in the labour market. This corresponds to an activity rate of less than 10%. A couple of thousands among them worked for special companies hiring exclusively workers with reduced work capacity. 
Under the new registration rules, companies are assigned to four categories: 
· basic class
· rehabilitation class

· preference, and
· temporary class.
Each type of accreditation is subject to different provisions. The accreditation process takes place at the National Employment Office, Department for the Accreditation of Employers of Incapacitated Labour. Under the relevant act, an employee with reduced working ability is someone at least 40% loss of working capacity, certified be the National Institute of Physicians (Hungarian abbreviation: OOSZI), maintained by the National Pension Insurance Fund. 
Three of the four classes indicated above imply a specified level of protection guaranteed at the accredited company for the worker with reduced working ability. The basic class includes accredited employers, rehabilitation class specifies certain employers for certain classes of incapacitated workers, and preference class implies protected employment of some sort. Temporary accreditation is limited to a maximum of one year. Basic accreditation lasts for no more than five years, rehabilitation accreditation for 3 years, preferential for two years only. 
Accredited employers must guarantee special human services for their workers. On the one hand, special employment services (e.g. employment counselling) should be offered to them, on the other, special social work/legal advice service must be provided. 
Furthermore, accredited employers must have a Rehabilitation Plan, a Rehabilitation Body with at least 3 members and a rehabilitation instructor. 
IV.2 National Accreditation System for adult education institutions (2001)
The national accreditation of adult education agencies started four years earlier than that of the disability organisations, under Act CI of 2001 on Adult Education. Currently, there are 1 222 accredited private adult education firms and 2 257 accredited curricula. The accreditation system was launched in summer 2002. A new institution hosts the National Accreditation Body of Adult Education. The National Adult Education Institute (Hungarian abbreviation: NFI) started its work in 2002. The Institute is also a background agency of the Ministry of Employment Policy and Labour. 
Simultaneously, the registration procedure, the awarding of a state license which is independent of the accreditation process, was transferred to the Public Employment Service. Under Ministry of Education Decree No. 48/2001 (Dec. 29), this license is issued by the county labour centres. The license is mandatory for the accreditation procedure as well as for legal operation in Hungary. At the moment, there are some 4500 – 4800 licensed adult educators in the country. 
Public procurement procedures and state subsidies are open exclusively for agencies licensed and accredited by the state. Accreditation is partly identical with the TQM procedure, but it also contains some special elements. Adult education agencies can be accredited for no more than 5 years each time. 
Latest developments of the Hungarian education system  
The Adult Education Act, the so-called “LLL Act”, came into force in 2001 (Act CI of  2001) This Act was behind the schedule in comparison with the other new education acts of the Hungarian Republic. 

The first education reform and deregulation was introduced before the political changes in 1986.  The system of primary and secondary school inspectors was eliminated in 1987.  Since that time, quality management is based on indirect mechanisms such as the ISO, TQM methods. 

Schools involved in compulsory education are forced to build up their own quality management mechanism based on the Comenius II Project. Comenius II is the quality management programme of the Ministry of Education.  

This is the underlying approach of the new Hungarian education acts. Three new acts were passed in 1993:

· the Vocational Training Act,

· the Act on Compulsory Schooling (primary, secondary, partly vocational) and
· the Higher Education Act. 

The above acts were supplemented on several occasions in the nineties. The latest development is the brand new act on tertiary education (Hungarian Universities Programme www.mup.hu ). This act harmonises the Hungarian higher education system with  the UK-US-style three-tier linear higher education systems (3 year-long bachelor, two year-long master, three year-long PhD programme). The new Hungarian higher education system will be introduced in its full potential in 2006. 

During the last four years, vocational education and the secondary-level graduation system, too, have changed. Instead of the 2-3 year-long trade schools, a new two-year trade school system was set up. (www.szakma.hu ) 

The Hungarian National Vocational Qualification Catalogue, dating from 1993, is being revised. Over the past decades, more than 800 vocational qualifications were added to it. The catalogue was reviewed during the first fiscal term of EU (1 May 2004-2006). After the spring of 2006, only 480 qualifications will be listed. 

2005 was the first year when four year grammar-schools and vocational schools applied the new two-level graduation examination system. This is similar to the “A-level” exam in the UK, which is also used as entrance examination to tertiary education.    

Adult education 

Adult education has three pillars in Hungary. Most general and vocational secondary schools have classes for adult learners. They teach general subjects as well as vocational ones. Compulsory education finishes at the age of 18, and studies within the secondary school system are free of charge up to the age of 23. Older students generally have to pay for education at every level. 

During the second part of the period of 1991-1995, the Regional Training and Intervention Centres financed by the World Bank started to operate. At the moment, Hungary has 9 such centres, which are responsible for (re)training the unemployed and those members of the workforce who would be threatened by dismissal without additional training. These centres are part of the Hungarian Public Employment Service.   

State registration of adult education companies 
Thirdly, there are private education companies in the market. There is no restriction applicable to the launching of adult education businesses. The Hungarian state only requires national registration, which is administered by the county labour centres of the Public Employment Service (PES). PES registered some 4800 companies. National registration was ordered in Decree No. 48/2001 (Dec.29.) of the Minister of Education.  

Registration starts with a request submitted by a private company or school possessing a valid registration as private company (cf. Act CXLIV of 1997 on Business Companies). In addition, the following documents must be enclosed: 

· A copy from the registration certificate (published by the Registry Court),

· Deed of foundation, 

· Specification of the training programme to be organized (vocational, IT, language etc. and the level and types of the training), 

· Short list of at least two human services (e.g. employment counselling, career guidance, preliminary evaluation of the level of knowledge etc.).
Regional labour centres issue the registration certificate. They have a legal right to refuse it if any of the above documents is missing or not valid.  The National Employment Office is responsible for the National Registration Database. Each registered company must send a yearly report on its activities to the labour centres. (e.g. number/qualification of training staff, number of lessons, available class-rooms (owned or rented), number/type of classes (IT, foreign languages, general, vocational, adult education services). They also report on in-house training for their teachers and the measures to upgrade the organization itself. 

State accreditation of adult education companies (~ state quality management) 
1 130 of the organizations concerned possess a National Adult Institution License as well. Such license functions as a so-called state ISO accreditation, issued for a specific term, not exceeding four years. This type of license was first announced by the Act on Adult Education (CI of 2001), and it is specified in detail by Decree No. 24/2004 (VI.22) of the Minister of Employment Policy and Labour. 

Only licensed companies are eligible for state subsidies. They are also authorized to issue verification on tax reliefs for their students. (The income tax relief was HUF 60 000 (~ USD 293) per student in 2004. In 2005, such relief is available below a certain yearly gross wage only (HUF 3 500 000 – 4 000 0000 /~ USD 17 073 – 19512/). Wages exceeding that level are not subject to income tax relief. 

The National Adult Institutional Accreditation
 is based on three main parts:

· Management and human resources management of the school (company) 

· Customer services (for students) and
· pedagogical – adult educational programme (also the infrastructure behind it) 

The National Adult Education Accreditation Body awards the national license. The Body takes its decision after having examined the opinions of two independent adult education and institution experts. Expert reports of this kind are based on the school accreditation pack and a site visit. All candidate institution must carry out full documentation
.  The body has around 15-20 members form universities, independent adult education experts, chambers, trade unions and the state etc. 

The documentation consists of the following parts: 

· Foundation documentation, 

· List of representatives of the school with signature right, 

· Registration certificate  (published by Registry Court),

· Deed of foundation,

· Certification of the paid accreditation cost (HUF 400 000 / school ~ USD 1951),
· Documentation of the valid state registration, 

· Documentation of a Professional Advisor Body (max. 1/3 related to the school, 2/3 independent experts of adult education or general management ),  

· Human resources development plan, 

· Education plan, 

· Quality control plan,

· Quality goals for the year, 

· Evaluation process in the trainings, 

· Customer care, (e.g. customer complaint management) 

· Self evaluation document. 

Each state-accredited private school is subject to annual monitoring. Licenses must be renewed every 4 years, renewal meaning a complete new process. 

V. Quality assurance system inside the PES (CAF) 

In line with the objectives of the EU and of the Hungarian Government, the continuous improvement of public service activities, the introduction of the quality criterion in the public sector, is considered a significant factor of the continuous improvement of the standards of living of the population. In order to understand the meaning of quality services, it is necessary to introduce a new-type organisational process management system, new evaluation and management philosophies and new instruments. According to our preliminary studies, in the initial phase, it is worth choosing the EFQM-based CAF quality management approach worked out and recommended by the EU for public services.

The fact that PES identified partner-centred operation as its priority target implies the following tasks: precise identification/reconnaissance of the potential partners of the employment service; survey/classification of their needs as partners; design, implementation and impact measurement of policies devised to meet these, and implementation of upgraded versions jointly with the partners.

The achievement of the specified targets can be monitored by measuring partner satisfaction. Partner satisfaction indicators are measured either directly, by questionnaire/interview-based devices, on the basis of indices calculated properly, or indirectly, relative to the key performance indicators of the operation of the organisation.

Partner satisfaction indicators referring to organisational units are documented at local and central level, but from 2005 on, they have also been linked to the management evaluation system.

Within PES, the deployment and development of the QM system is managed by the Quality Manager of NEO. A quality management model adaptation, built from bottom to top, conforming to the specific features of the organisational units, was worked out for this integrated organisation, on the basis of the relevant managerial decision, the said model comprising CAF as an integral part. Three quality management levels have been defined within the organisations:

· Level 1.: partner-centred operation,

· Level 2.: process improvement in partner-centred operation (TQM)

· Level 3.: learning organisation applying integrative quality management  (Holistic management).

The following chart depicts the quality management levels identified within PES along the dimensions of sustainability and organisational structure, respectively.
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The quality management system was established in the following three phases:

1. Model development at the Labour Centre of County Veszprém (VMMK) (08.2002 to 06.2004).

2. Development of the office-level model and its pilot introduction at 7 offices (2003, 2004)

3. Model correction and dissemination. Introduction at 61 labour offices (2004–2006).

PHARE funds were used in Phase 2 of the above three independent projects, and EU funds in the framework of Measure 1.2. of the HRD OP ESA in Phase 3. Experts of the Danish and Swedish employment services contributed to Phase 2 as twinning partners.

Each phase was evaluated, and the final evaluation of the already terminated Phases 1 and 2 took place as well. Phase 1 was evaluated by NEO and Phase 2 by the PHARE project management unit as well. The Public Administration Quality Award, 2004 acknowledging the activity of the Labour Centre of County Veszprém having implemented the system is also part of the evaluation of Phase 1.

The project of Phase 3 includes a monitoring component, evaluating its introduction on an on-going basis.

On 1 January 2006, the General Director of NEO put out call for tenders for employment sector quality awards for offices excelling in the operation of the partner-centred quality management system.

General results of the organisations applying the PES quality management model:

The strengthening of partner-centred operation has resulted in a better external judgement on the organisations concerned. One of the remarkable outcomes was the reduction of the waiting time of clients. This factor is measured and assessed continuously. The public administration and regional quality prizes awarded to VMMK testify to the same improvement.

The efficiency of the organisation increased thanks to the application of quality management instruments. Let us highlight in this respect the results of the activity of the Quality Development Circles in the areas in need of development identified by the CAF questionnaires.

Quality as interpreted at the level of both the organisation and the individual has been assigned a major role in the everyday work processes, and this, in turn, has reduced the frequency of occasional errors and improved the success rate in satisfying partner demands.

Through the introduction projects, the Hungarian employment service established work contacts with the employment services of several EU Member States in the area of the application of QM systems. At the 15 September 2005 Copenhagen benchmarking work conference of the employment organisations, the Hungarian PES presented to the participants the experiences of the introduction of the quality management system.

(Dr. Sándor Madarász 2006, Quality Manager, National Employment Office) 
VI. Outsourced and state-administered employment and career development services 
Decree No. 30/2000. (15. Sept.) of the Ministry of Economy gives a summary of human services to be offered by PES or by private service providers. Furthermore, the Decree gives the full details of the outsourcing possibilities, e.g. service price list for the provider, educational qualification required for service provision etc. 
The law specifies the following types of employment services: 

· Recruitment, placement, 

· Employment/career information provision, 

· Employment and career counselling, 

· Job-seekers’ Club, 

· Work/career counselling for handicapped persons, 

· Regional employment consulting for employers or local public/civil bodies 
According to the above Decree, for example, a career/employment counsellor as a private service provider must hold a degree in counselling or psychology. On annual average, the counsellor must treat 500-600 clients, and the relevant remuneration is a gross HUF 4 711 000 (EUR 17 845). That is, the remuneration per client is HUF 8564 (EUR 32.5).
Job Clubs, a form adopted from the Canadian Employment Service in the early nineties,  means 4-week training for 12–18 clients at HUF 54 450 (EUR 206.25) or HUF 681 (EUR 2.60) per hour for a three-strong staff. 
A private psychologist contracted by the county labour centre should have 500 clients annually at a remuneration of HUF 4 455 000 (EUR 16 875). 

There are two main possibilities under the law, one being for the private provider to use own facilities, equipment etc., the other being the lending of PES facilities and equipment. In the second case, the relevant fees are lower. 
PRES activities are fully supervised by the PES staff. The local county labour centre may decide on outsourcing options as well as on the person of the supervisor. Hence a civil servant of the same public service which has a contract with a for-profit or a NGO provider has a legal right to monitor its activities.   
	Number of clients (national data) Dec. 2002 - Dec. 2004, PES services


	 
	Period

	
	21. Dec 2002. – 20 Dec 2003.
	21. Dec 2003. – 20. Dec 2004.
	21 Dec. 2004. – 20. Dec 2005.

	Number of clients in the periods*:
	824 296
	862 363
	913 176

	1. Action Plan for job-seeking 
	281 916
	301 878
	364 336

	2. TOTAL without Job-seeking Action Plans
	74 853
	94 743
	141 807

	2.1.  One-day group training 
	1 311
	1 426
	1 022

	2.2.  Career orientation training group 
	1 375
	2 280
	2 690

	2.3.  Training for career leavers
	925
	1 158
	850

	2.4.  In career set training ((??)) 
	591
	1 086
	1 091

	2.5.  Psychological counselling
	2 548
	2 519
	3 204

	2.6.  3-day training in job-seeking techniques
	5 015
	7 081
	6 364

	2.7.  Job Club (3 weeks)
	1 532
	1 420
	1 219

	2.8.  Individual career counselling
	17 420
	30 207
	41 482

	2.9.  Labour Code counselling 
	2 525
	5 219
	11 201

	2.10. Educational counselling 
	29 513
	31 118
	59 486

	2.11. Rehabilitation guidance 
	6 081
	6 405
	6 814

	2.12. Collective re-integration training for the long-term unemployed LTU (3 days)
	2 405
	1 797
	2 326

	2.13. Re-orientation group for career changers 
	139
	172
	117

	2.14. Soft skills development training (5 days)
	1 415
	304
	521

	2.15. Rehabilitation training for handicapped groups     
	2 058
	2 551
	3 420

	3. TOTAL 
	55 846
	67 387
	104 187


* without job brokerage
Notice that figures in the above table refer to the annual PES service flow. 

VII. Best practices

Let us introduce in this section some of the best practices having evolved out of the common work of PES and PRES. As pointed out already, most of these private/public partnerships involve PES and NGOs, or PES and other central/local government bodies rather than PES and PRES recruitment co-operation. 
Under the latest PES development plan entitled “User-friendly PES” (Hungarian: Szolgáltató ÁFSZ), a new project was launched in the field of PES/PRES joint work. The project started in the middle of 2005. This year, new PRES links will be displayed on the PES national website (www.afsz.hu ). PES and some of the private recruitment agencies will refer to each other’s vacancy databanks on their own sites. 
Currently, some county labour centres are already using this mechanism (e.g. www.csmmk.hu; http://www.vasmmk.hu; http://www.bmmk.hu; http://www.hajdummk.hu )

In what follows, we shall  present two case studies on PES and PRES (NGO) joint work. The county labour centre of Budapest (FMK) has a good working relationship of long standing with two NGOs. These foundations provide special help for employees/job-seekers with special needs. The following information are from the NGOs’ own websites. 
VII.1 Motivation Foundation and Labour Centre of Budapest 

(http://www.motivacio.hu/motivacio.htm) 

Our mission
Accepting the basic principles of Independent Living and to realize these principles, MOTIVACIO Foundation for Helping Disabled People was established in May 1991. The aims of our Foundation is to offer various services for disabled people and to carry out projects and take part in activities which promote the integration of disabled people into our society. During our 12 years of existence, we have realized various initiatives to help the acceptance of disabled people as equal citizens with the same personal rights and claims for human dignity as other people.

Our Services
We operate a complex range of services with the aim of helping the integration of our disabled clients into society. We provide our services on the basis of meeting the individual demands of our clients on the one hand, and asking their fullest activity and co-operation on the other hand. Our activities are realized through an equal partnership between us and our clients. Our personal assistance service is based on a contract which defines demands, obligations and rights of the two parties. All of our services are considered a model, the first of its kind in Hungary. Our own elaborated methodology, our administrative and documentation system, and our evaluation methods needed for financial support also serve as a model for others. The Foundation exercises its activities in the territory of Budapest and its surroundings.
For the present, we offer the following services:

1. Employment Agency and Advisory Office 

The aim of our services is to advise and help disabled people in solving their employment, life style and social integration problems. Based on a co-operation agreement and contract with the county labour centre, Budapest (FMK), it is our Foundation to offer labour market services in the area of Budapest for all registered unemployed people sent to us by BMK, either disabled people or people with changed working ability.

Our Employment Agency has the following services:

· The first service in which all of the clients take part is an informative consultation. In the framework of this, clients fill in a data sheet and our colleagues inform them about the current labour market possibilities.

- After receiving general information, the client takes part in labour advice. This service is based on the professional principles of social work and advisory work. We try to reveal our client's individual work motivation, abilities, skills, capacity and the hampering factors of employment. This is followed by the creation of a plan that helps clients in solving their problems. For this, we use also psychological tests.

- During the first interview, among the hampering factors, often appears clients' not having convenient ideas about their careers, their lack of interest or the fact that their abilities, capacity or personality are not in accordance with the requests of the labour market. The aims of the career advisory service are the following: helping clients to have their own individual ideas about their careers, creation of a career plan, definition of the further steps by choosing or changing professions or by analyzing training possibilities.

- Job-hunting advice is available to clients who make a decision to enlarge their knowledge by learning the techniques of job hunting.
- Psychological consultation concerns clients for whom the discussion of the results of psychological tests can be helpful. Later on, some of them need also diagnostic conversations which reveal prolonged problems in connection to their personality or way of living.

- After clients have found a job, we follow their employment closely, in the framework of a follow-up monitoring, for a year.

Our Advisory Office can give quick and efficient help both personally and on telephone in various special matters affecting our clients. Among the complementary services of the Office can be found: legal advice, debt management advice, enterprise consultation about how to become an entrepreneur, information service about social and disability issues.

We maintain close relationship with employers, we visit them giving them information and trying to change their attitudes. The target groups of our consultation for employers are economic organizations, institutions, firms and private persons whose presence in the labour market assures the employment.

In 2003 we had 2 868 personal contacts with our clients and we could help for 330 people to find appropriate work places. 

2. Personal Assistance Service
Our Personal Assistance Service began its activity in 1993, first in the 5th district, then extended to further districts of Budapest. Our work has been supported by Budapest Municipal Government, on the basis of a contract of public service. Since 1998, also the Ministry of Health and Welfare has supported our activities on the basis of a contract. Our Service is available to seriously disabled persons (persons with physical, visual, auditive, or mental disabilities) who, living either alone or in family, can not provide for themselves. The Service gives our clients the possibility to live a much more independent life, assures bigger freedom in every-day life, provides professional care and offers an alternative to hospital or institutional accommodation, while for their family members it gives to possibility to find a job resulting in a better financial situation, because the operational time of our service is between 8.00 AM and 16.00 PM on workdays. Our service comprises the following activities:

- professional nursing
- general nursing
- physical care-taking
- personal help
- recreational activity
Unlike the traditional forms of other social services, the methods and periods of personal assistance are defined by the disabled person, who is also an active participant in the realization of the tasks. Our personal assistants are persons with health or social qualification who possess the special knowledge necessary for working with disabled people, respect the disabled person's efforts to become independent, and accept the philosophy of Independent Living Movement. Disabled persons can announce their claims personally, by phone or through their family members, or we may contact them on the advice of family doctors and family nurses, through the local government offices or through civil organizations. When registering a claim, the leader of the Service contacts personally the disabled person, defining his or her demands, examining the scene and making a preliminary contract. Subsequently, the leader of the Service appoints a personal assistant adequate to carry out the tasks, and, if the client and the assistant have accepted each other mutually, they fill in the documents needed for beginning the service. After we have contacted also the doctor of the client, we make the contract in which we define together the tasks, the periods and regularity of activities and the fees to be paid by the client. (In conformity with individual requests, service can cover a period from half an hour to 8 hours per day, 5 times a week, if required.) Our basic principle is that we don’t execute our tasks instead of our clients, but with their active co-operation. For the present, we assist 45-50 persons per month. Our social workers can offer their assistance for families in crisis situations, as well. In our clients' interest, we establish close personal contacts both with their family members and with various state and civil organizations. 

Our service has been operating for 10 years. During this period we have elabourated our own methods and work system. With our accumulated experiences, we contributed significantly to the creation of a National Plan on Assistant Services. Based on this, with the modification of the Social Law, personal assistance services have been integrated into the social system as acknowledged social services.

VII. 2. Salva Vita Foundation and Labour Centre of Budapest (FMK)
(http://www.salvavita.hu )
Salva Vita Foundation – mission statement:
Salva Vita Foundation was established in 1993 with the mission of contributing to the social and economic inclusion of people with intellectual disabilities. Through providing supported employment services and other work related programmes, our aim is to support people with intellectual disabilities to lead independent lives and integrate into mainstream society.

Salva Vita Foundation – core values 

Client-orientation 
We design and provide our services in compliance with the needs of our clients with disabilities and their employers. We involve both parties in the supported employment process.

Comprehensive Approach
We aim to find solutions to various social and family problems affecting the employment of our clients, and we provide information about relevant services and subsidies.

Transparency
The Foundation performs its activities using strict financial, procedural and reporting standards. We make sure that our partners, supporters and sponsors have a clear understanding of our finances, as well as the nature and quality of the services we offer. Our electronic recording system, financial statements and annual reports on public benefit functions ensure the transparency of our operations.

Quality
In the course of providing our services we pay special attention to regular quality control and constant improvement to ensure that the clients with disabilities and their employers receive high quality services.

Partnership
We can only provide our services via co-operating with experienced professional partners. We work with representatives of government agencies, small and big corporations, NGOs and experts across the fields of education, industry and human services.

Supported Employment (SE) service
SE is a unique employment service that supports people from a disadvantaged background into paid work. It is a model for a partnership strategy, which will enable people with disabilities to achieve sustainable long-term employment and businesses to employ valuable workers. 

The purpose of supported employment is to secure jobs in businesses with all the regular outcomes of being employed. Employment should only be considered if the job is a real one, i.e. it would otherwise be done by a non-disabled worker, and is valued by colleagues. 

Salva Vita Foundation has been providing SE services for clients living with intellectual disabilities, specific learning difficulties and autism, as well as for their employers since 1996. 
We prepare our clients for employment with personalized services. We provide all support activities ranging from the identification of vacancies to helping individuals learning, getting and keeping an ordinary job. 

We work with employers on finding the appropriate jobs for our clients, provide information about the capabilities of the job seeker with a disability, train potential employees, provide up-to-date information about the subsidies available for the employment of people with disabilities, and assist in solving  problems that may arise during employment. 

Employers who have used our supported employment services include small enterprises with a few employees, as well as multinational corporations in the fields of manufacturing, trade, social services, health care and education. 

We started the nationwide dissemination of the methodology and practice of our Supported Employment service in 2003. In the course of transferring the know-how, we provide a 14-month theoretical and practical training that includes intensive on-site training, regular consultation and counselling for the organizations adopting the SE method.

Employees’ Club 
We offer individual and group follow-up services for clients who have found employment through our SE service. The Employees’ Club is a proven form of group follow-up where our clients regularly meet SE professionals and peers working in the open labour market. 

The Club is an important forum for sharing experiences and work-related information. During discussions clients may provide feedback and ask questions about the SE service. Regular meetings also offer opportunities for personality and skills development, contributing to the long-term employment of our clients. 

Work Experience (WE) programme 
The Work Experience programme is a complex preparatory programme for the employment of young people with intellectual disabilities attending special secondary schools. 

Salva Vita Foundation designed and launched the first pilot programme in Budapest in 1996. We started the national dissemination of the programme in 2001. In the course of the WE programme, students work at various workplaces in the open labour market once a week, as part of their curriculum. A group consists of two students and a coach. The students work at one workplace for two months, so in the course of two years they may experience eight different jobs. While working, they learn about basic requirements at work, get to know different workplace cultures, interact with other employees and through the process improve their discipline, orientation and communications skills. Employers, in the meantime, have the opportunity to get to know people with intellectual disabilities at work without any financial commitment, learn about their capabilities and potentials, so they can make more informed decisions about the employment of people with disabilities, later on. In the WE programme teachers and educators can work with their students individually and in new environments, and can receive objective feedback about their performance.

Salva Vita Foundation facilitates co-operation among special schools introducing the WE programme, trains teachers and coordinates research and development. In 2006, the Work Experience programme is operated in 17 special schools nationwide.

Salva Vita staff 
We fulfil our mission with the contribution of well-trained and committed professionals who can work efficiently on their own and in a team setting. Our colleagues come with various degrees and experience in social work, social policy, special needs pedagogy, human resources management, marketing, economics and finances. In the course of developing our projects, we regularly consult with outside experts from similar fields, as well. In-house trainings, participation at local and foreign conferences and professional forums contribute to the professional development of our colleagues.

Our Achievements 
1996 - we developed the Work Experience programme methodology and launched the first pilot programme, initially at one, then in three schools in Budapest.

1996 – being the first in , we adapted and introduced the Supported Employment service operating successfully worldwide. 

Over the years, we assisted more than 150 employees with intellectual disabilities in learning, finding and keeping a job, and today we work with nearly 90 employers. 

We have operated the ‘Employees’ Club’ continuously since 1996 for young people with disabilities who found work through SE. 

We published a methodology manual about the Supported Employment service and the Work Experience programme in 2000 and 2004, respectively. We produced educational films about these programmes, as well.

We started the national dissemination of the WEP programme in 2001. The programme is currently operated in 17 schools in and has promoted the preparation for employment of nearly 250 students.

We started the national dissemination programme of the SE methodology and service in 2003. The service is currently operated in 7 cities in.

In 2002, together with the Ministry of Employment and Labour, we established the Integrated Employment Award recognizing employers who made an outstanding contribution to the integrated employment of employees with intellectual disabilities. Three employers have been presented the Award every year since 2002. 

Each year we participate and present at a growing number of professional forums and conferences on employment of people with disabilities, both in and abroad. 

Chosen as a “Model Site” by the Mental Health Initiative of the Open Society Institute, we shared our experiences in adaptation and operation of the SE service with NGOs from five Central Eastern European countries in 2002-2004. 

 

Funded by the Open Society Institute, we participated in the EUMAP programme that monitors the access of people with intellectual disabilities to education and employment in the Member States of the European Union. Following the completion of the programme, a comprehensive study was published on the findings of the monitoring process at the end of 2005. 

Salva Vita Foundation – strategic goals 

New target groups 
Our goal is to make the SE service available to as many people with disabilities as possible. Starting in 2005, as a first step we intend to adapt the SE service methodology and practice to persons with visual impairment and blindness. 

We believe that with our support, all institutions providing secondary school-level education for students with intellectual or learning disabilities should introduce the Work Experience programme. We would also like to make the Work Experience programme available for adults who have already left school, so we are in the process of designing and testing a work experience training module for adults. 

Quality development

Salva Vita Foundation started to adopt the PQASSO quality assurance system. In a number of phases it will lead to the National Quality Award model developed by EFQM (European Foundation for Quality Management). 

Training of Professionals
We participate in workshops that aim to design the training of professionals planning to enter into or already working in special employment services. 
Lobbying 
We actively participate in lobbying decision and law makers in government, in an effort to integrate the work experience programme and supported employment services, along with other special employment services, into state legal and financial provisions that could ensure the future sustainability of these programmes. 
Shaping Public Opinion
We try and raise awareness of the public to the rights, capabilities and needs of people with intellectual disabilities. In partnership with the printed and electronic media, we intend to reach out to the communities and to the wider public via PR campaigns, articles and interviews. 

Our supporters were in 2004/2005 
Open Society Institute 

Ministry of Employment and Labour 

Public Foundation for the Compensatory Education of Children and Students with Disabilities 

Opportunities for People with Disabilities Public Foundation 

Budapest Employment Centre 

The Municipality of Budapest 

Ministry of Youth, Family, Social Affairs and Equal Opportunities (and its predecessors) 

Hungarian Electricity Plc. 

Longwood Plc. 

Hungarian Soros Foundation 

The National Civil Fund 

National Employment Public Foundation 

Ministry of Education 

R & M TS Kemont Ltd. 

United Way 

Vodafone Foundation 

VIII. Conclusion 

a) Let us emphasise that PES and PRES co-operation/joint work has a different meaning in the former socialist countries and societies than in the EU-15. (Similarly, there are differences are present in the context of the Mediterranean vs. Central and Western European member states.) The crucial aspect of the difference relates to levels of transparency (Popper 2001) in the labour markets concerned and to levels of trust (Fukuyama 1995) between the partners operating in the respective labour markets. Higher levels of trust lead to more transparency, and that has a direct impact on the work of recruitment agencies. In a way, more vacancies are advertised in a transparent economy. Consequently, setting up a common framework for the quality assurance system of public agencies nationally and in various countries is a most demanding job. 

Let us remind the reader that, for example, the EURES system has only a couple of common denominators. It is far less, at the moment, than one integrated, common, European Public Employment Service. The renewed and developed EURES still concentrates on job brokerage in the context of mobility. 

Talking about PES/PRES joint work, one should keep in mind that private as well as public employment services have many different types. As described above, a PRES can be a for-profit organisation as well as an NGO. It could work as a TWA and/or a recruitment agency. A PRES may also offer labour/employment services, and not only job brokerage, or it may be dedicated to service provision for disadvantaged groups (e.g. Roma people, persons with reduced working ability). These PRESs have other interests than for-profit recruitment offices. But it may well occur that, to some extent, they share the same clients.  
b) Quality assurance systems are different even in the for-profit sector, where such systems were first introduced mainly in the secondary sector. There are different versions of ISO, TQM, HACCP and so on. 
PES and PRES: different strategic goals and frameworks: How to make it move?
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c) Quality assurance systems can be used effectively in mass production. Job brokerage and employment services (e.g. career guidance, vocational counselling), however, are very far from being that. The services concerned are mostly individualized ones, and hence only their background/general environment and ethics can be qualified. 
d) National accreditation systems differ by member state (this is the main reason why we are working on this project, by the way), and there are usually more than one national systems, as in Hungary. A PRES active in job brokerage usually provides other employment, educational, vocational, etc. services as well. In such cases, only a common quality framework would be useful. 
e) Finally, the EU has a common quality framework (CAF) for the European public services. The Hungarian public employment service has already started to implement this framework. It is a question how this framework can be fitted so as to guarantee the quality assurance of joint PRES/PES activities.  
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� EUR 1 = HUF 264, Hungarian National Bank, 11 April 2006


� There is a National Adult Curriculum Accreditation process as well.


� It is usually around 100-250 pages. Candidate schools must answer for structured question in a certain order. 
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