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STATEMENT OF ACADEMIC PROBLEM 
 
After the democratic transformation of 1989, one of the most important questions in the 
area of Hungarian law enforcement is how to determine the objectives, contents and 
methodology of high-standard training and development for middle-rank and senior 
leaders. It is obvious that the function and tasks of law enforcement are becoming more 
complex and multifaceted day by day. The requirements are defined not only by legal 
regulations but increasingly by the different organizations in society, especially in the 
civil sphere, which express new needs to be catered for. 

The tasks following Hungary’s EU accession are also constantly on the agenda. As 
an overall development objective, it is vital to stengthen our country’s ”Europeanness”. 
Thus, there are and will be inevitable changes in the life and work of law enforcement 
organizations. These facts lead to the question of how and with what methods the 
preparation of leaders should be done. Changes are always to be managed by the leaders 
at every level, who in turn need to be well prepared in order to be able to lead the 
organization under their control in the right direction. 

For almost a decade, the Institute of Law Enforcement and Crime Prevention, 
Directorate-General for Education, Ministry of Justice and Law Enforcement, has been 
responsible for the training and competence-based development of delegated leaders in 
law enforcement organizations. Their training also serves as the basis for leadership 
evaluation.  

 
The choice of the dissertation topic was mainly motivated by the question of what 

may justify – in light of the context described above – the relevance and reality of such 
competence-based training for the leaders of Hungarian law enforcement organizations 
in which the interests of the individual and the organization are harmonized. Such a 
comprehensive approach to the topic can be regarded as unique in the education of this 
academic field.  

Also, the mapping and empirical study of current practices in leadership training is 
highly topical, if we consider continuous sturctural changes in organizations. I closed 
my research in the autumn of 2007. The summary and conclusions of my survey series 
to be presented foreshadow the changes, and may also serve as the basis for research 
done on the integrational structural changes in organizations effective as of January 
2008.  

Apart from the facts outlined above, I was also inspired to present the practice and 
effeciency of leadership development in the work of the Institute of Law Enforcement 
and Crime Prevention between 2005 and 2007, as well as to try to propose possibilities 
for innovation in the institute’s operation. This is all necessary, considering the changes 
made in 2008, and the effect of the Schengen accession on organizational-operational 
structures. 
 

RESEARCH HYPOTHESES, THE MAIN OBJECTIVES OF THE STUDY 
 
My overall aim was to give a theoretically grounded overview of a certain period of 
Hungarian competence-based leadership development (training into positions of leader 
and senior leader), empirically studying the practical relevance of applied educational 
methods, and their individual and organizational efficiency. Consequently, my 
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academic research, as well as the objectives and conclusions of my work are all 
motivated and defined by the following hypotheses. 
I assume that 

1. by these days the so-called key competences have also gained importance 
besides open competencies in the leadership training of law inforcement 
organizations, which means that it is not enough to develop the leaders 
professionally, but they also need developed leadership competences; 

2. competence-based leadership development in law enforcement conforms to 
international (EU and Schengen) trends, and, as part of the overall national 
security strategy, is effective in helping to attain the integrated human resource 
development objectives of the Directorate-General for Education, Ministry of 
Justice and Law Enforcement;  

3. this kind of quality development of the training system is inevitable these days, 
since the human and structural changes in law enforcement make it vital to 
reconsider the educational system; as a result, the importance of the 
accreditation process in the training system under scrutiny significantly grows; 

4. in comparison with traditional educational forms, the development system using 
the competence-based modular adult training method tested on the regular staff 
of the Hungarian law enforcement organizations is relatively unknown; thus, its 
presentation is useful; 

5. the continuous changes in the organizational structure have a negative effect on 
an educational system that requires stability; thus, if my hypothesis proves right, 
there will soon be a need for a strong, independent and integrated leadership 
development system;  

6. e-learning (as an innovative educational method) opens up new perspectives in 
future leadership training and development in law enforcement as well. 

 
On the basis of the hypotheses the following main research objectives were identified 
and followed in the dissertation: 

 forming the definition of the “good leader” as competent leader in law 
enforcement with the help of combining theoretical and empirical means (firstly, 
by theoretically examining the various interpretations on the basis of relevant 
literature; and secondly, by empirically studying responses to the question which 
were given by the leaders of the law enforcement organizations concerned); 

 analyzing the operational mechanism of institutionalized leadership 
development at the Institute of Law Enforcement and Crime Prevention, 
focusing on the extent to which the institutional structure and related legal 
regulations enhance and support or hinder the practices of leadership 
competence development; 

 defining the knowledge-based society in the 21st century, and the most 
important terms related to it, as well as their specific presence in the practice of 
leadership development; 

 justifying the need for accredited leadership development programs in the 
successful practice of leadership competence development, with a special 
emphasis on modular training structures. 

 
These objectives support my overall aim to contribute to the development of an up-to-
date and scientifically grounded training system, which is viable in practice as well, and 
can be flexibly adapted to changing circumstances. In relation to this aim, I formulate a 
particular proposal concerning the methods of such a leadership development system. 
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APPLIED RESEARCH METHODOLOGY 
 
To fulfill the aims of my research, I applied the following methods:  

 
1. A special branch of document analysis is the content analysis of media texts, 

applied together with “quantitative semantics”, a strongly related field. I used 
these tools to analyze existing interpretations of competencies in general, and 
leadership competencies in particular, which can be found in the literature on the 
field, in order to work out a definition of competence and the analytical 
framework for my research. I used the same technique to examine the official 
documents of legal regulations for leadership development in law enforcement, 
as well as the National Security Strategy in relation to it. This method helped me 
in the formulation of my hypotheses. 

2. I took a questionnaire survey, in which I combined quantitative and qualitative 
techniques,  

 surveying a sample of participants taking leadership development 
courses in 2007, in order to establish the extent of leader information 
about definitions of competencies and leadership competencies;  

 surveying the participants of leadership development courses throughout 
a period of two years (between 2005 and 2007) with the help of quality 
management questionnaires designed for the accredited training 
program, at the beginning and conclusion of the program; 

 surveying a group of middle-rank and senior leaders actively 
participating in the training program, as well as a control group, on their 
satisfaction with e-learning as an innovative training method. 

 
The data gathered was processed by simple mathematical-statistical methods. Most 
of the time I applied descriptive statistics, which basically include the gathering, 
summary and concise description of numerical data.  

 
Apart from the work of data collection described above, I also used other methods 
during the research period to gather experience and information:  
 

 I participated in various international, national and local conferences on the 
subject, and presented papers related to my research topic;  

 I collected and organized my publications on the subject, as well as my 
professional experience of almost ten years in adult education;  

 I reviewed a broader spectrum of Hungarian and international background 
literature on the topic;  

 I consulted with researchers and professionals specializing in the subject; 
 I did specific research on the Internet, in order to support my study.  
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THE SHORT DESCRIPTION OF THE RESEARCH BY DISSERTATION CHAPTERS 
 
In accordance with the requirements concerning the content and form of academic 
dissertations, as well as the research objectives set, I divide my dissertation into five 
chapters. 
 

In the first chapter, I set out to analyze the theoretical and practical aspects of the 
definition of the “good leader” as competent leader. In this part I give the most 
fundamental definitions of my dissertation, starting out from the terminology of 
competence studies and management theories and getting to leadership competencies. 
Finally, I conclude the literature review with the description of the results of my 
empirical research, thereby justifying the importance of both the theoretical conclusions 
in the literature and the practice. I make conclusions about the competencies required 
from leaders in law enforcement organizations.  

In the second chapter I present the structure of institutionalized leadership 
development, and its institutional environment and background. By analyzing the 
present situation, I show and evaluate the work of institutions and organizational units 
functioning in close cooperation. I enumerate facts about the historical changes in the 
Institute of Law Enforcement and Crime Prevention concerning official names and the 
organizational structure. I also have a look at the practical effect mechanism of these 
changes. I deal with the operational competencies of the Department of Leadership 
Training and Management (the organizational unit currently responsible for leadership 
development), putting a special emphasis on trainers as specialists of development 
management and control. As a conclusion, I define institutional accreditation as a 
prerequisite for quality work, and I also analyze the pertaining legal environment to 
justify the authenticity of my project. 

In the third chapter I particularly deal with the possibilities and practice of 
leadership competence development, on the basis of the cooperative work done at the 
Institute of Law Enforcement and Crime Prevention. I give the key definitions in the 
area of convertible knowledge, a phenomenon characteristic of the 21st century, 
including knowledge-based society, globalization and lifelong learning, defined on the 
basis of career and life management as they are interpreted within the institutional 
context of law enforcement practice. I also give a short overview of the structure of 
Hungarian leadership training, with a quick glance at international practices as well. 
This forms the basis for the presentation of one of the key terminological areas of my 
dissertation, namely, competence-based training. After this terminological-
interpretational analysis, I define training as a genre and present its methodological 
aspects. Besides laying the theoretical foundation for the research, I describe the 
modular structure of competence development training for the leaders of law 
enforcement organizations. Special emphasis is put on the two-year empirical research 
that justifies the importance and practical viability of the yet-unmapped territory of 
competence development in leadership training and development.  

In the fourth chapter I deal with the renewing set of solutions applied in leadership 
development. I present the educational approaches of the integrated human resource 
development project related to my research, as well as the most important professional 
forums and conferences on the subject. The chapter justifies the need to rework 
leadership training and development for law enforcement organizations, and gives an 
overview of renewal initiatives in this field. I propose solutions as to how to give wider 
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publicity to these successful initiatives at the Institute, and how to apply them in 
practice. 

In the fifth chapter I give a summary of my research and the results achieved during 
the formulation of my dissertation. I propose methods for utilizing the results, and new 
directions for further research and development in the problem area.  
 

SUMMARY OF THE RESULTS 
 
The topic of the thesis was motivated by the ever-accelerating and comprehensive 
process of restructuring in the practice of leadership work in law enforcement 
organizations, which started with the democratic turn of 1989. The organized training 
and development courses for leaders and senior leaders gave authentic evidence 
concerning the necessity of incorporating into the training material the experience 
gained during actual leadership practice. The training as an organizational form of 
educational work is suitable for such a purpose. In my opinion, the question – the 
competence-based innovation of leadership development – is a fruitful area of research. 
It can contribute to the body of knowledge in andragogy and military sciences, and has 
great practical potentials in it. It also enhances the innovation of leadership development 
within an external (social) and internal (structural) context that has undergone a 
considerable transformation since 1989, and helps conform to 21st-century European 
and national requirements of standard and quality. Moreover, the research results may 
pave the way to further development and research.  

The research described in the dissertation has also showed the ways in which the 
realization of combined professional and leadership training and development could 
contribute to the enhancement of today’s competent leadership efficiency. Working out 
a strategic system of modular competence-based training methods in leadership training 
and development, as well as adapting this system to the new requirements of 
information technology, would also be instrumental in achieving this goal.  
 

NEW ACADEMIC RESULTS 
 
1) Emphasis on the concept of competence, and its adaptation to the area of law 
enforcement 

In my dissertation I explained and evaluated the relevant concept of competence, 
and defined those competence values necessary for effective leader personalities and 
leadership styles which may serve as the basis for identifying the qualities required 
from leaders in law enforcement according to practical requirements set by the 
European Union. I also established the significance of emotional intelligence in the 
formulation of the concept of competence. Moreover, I proved that besides the 
complexities of legally defined requirements, there are other specific professional 
competencies which are to be developed alongside leadership competences.  

2) The institutional background of leadership development 
I justified the role and importance of the institutional background of leadership 

development in law enforcement, and defined the qualiative expectations and 
requirements it needs to meet, as well as the possible directions for its development. 

3) Leadership development programs 
I evaluated leadership development programs, and justified a) the possibility of 

adapting them to various purposes in the process of lifelong learning, b) the 
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relevance of the application of modular programs according to competence 
requirements, c) and the necessity to introduce a unified system of norms that can be 
adapted to changing social needs as well as the self-evaluation processes of actual 
leaders in law enforcement. 

4) Monitoring the changes in practical leadership competences 
I proved that, because of the rapid and continuous change in requirements, it is 

necessary to incorporate practical experience in programs of leadership 
development. In order for this incorporation to take place, we need to create those 
forums and procedures that ensure that practical experience is purposefully adapted 
for educational purposes and finds its way into study materials, in order to enhance 
training efficiency. 

5) The method of e-learning in leadership development 
I examined and justified the practical applicability of a leadership development 

system that is supported by e-learning methods; I worked out a proposal concerning 
the introduction of the necessary infrastructure, program procedures and applied 
pedagogical methods, as well as the development of study material. 

 

THE PRACTICAL APPLICABILITY OF THE DISSERTATION, RECOMMENDATIONS  
 
I suggest the following areas and issues in which the results of my thesis may prove 
important and/or useful: 

 the topic of the dissertation may be of particular importance for the overall 
integration of the National Police and the Border Guards, as it establishes a point 
of departure for the new organizations in identifying leadership competencies, 
and provides a method for the development of those competencies that show the 
successful harmonization of individual interests and institutional objectives; 

 because of the large-scale tendency of quitting and retirement among police 
personnel in the past few years, and the unavoidable changes in the leadership 
that have followed; 

 in the formulation of a unified, modular system of training and development in 
law enforcement; 

 in the work of the Institute of Law Enforcement and Crime Prevention, which 
was the subject of my analysis, especially in the formulation and consolidation 
of trainer competencies;  

 in the operation of training systems which are supported by modern information 
technology; 

 for teachers, students, researchers and decision-makers with an interest in the 
topic. 

 
Suggestions for the extension of the study, areas for further research:  

I find it important to extend the analysis of the subject of my dissertation. A possible 
topic for further research may include a follow-up efficiency analysis in which contact 
is established with the participants in the leadership and senior leadership training and 
development programs at the Institute of Law Enforcement and Crime Prevention, and 
the researchers study the efficiency at which the knowledge and competences acquired 
in the course of these development programs have been applied in practice. The study of 
the content and form of the leadership training and development program is far from 
being complete. It would be useful to take a follow-up survey with the participants in 
the training and development programs described in the dissertation, with a focus on the 
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practical uses and applicability of the additional knowledge acquired during the 
modular, competence-based leadership development courses. It would also be a good 
idea to do a study material- and training method-fit analysis with alternative groups of 
leaders, after the necessary corrections, supplementations and modifications in the 
training methods and study materials have been made. The social changes and changes 
in the law enforcement sector that objectively affected the content of my topic did not 
and could not be markedly present in the actual dissertation. Further studies may aim to 
do an effect analysis in order to grasp and describe the effects of the political 
transformation and the post-1989 era on the actual functions of law enforcement and the 
work of its leadership. 
 
For a research team, the following questions, which are related to the issues above, may 
be of interest in an interdisciplinary research project:  

 What are the requirements for improving Hungarian law and order, and what 
are the tasks that the fulfillment of these requirements entails for the system of 
regular staff training and development? 

 What are the methods that can be used to examine the new phenomena of 
democratic society, and how can the newly generated problems in law 
enforcement be solved? 

 What objective and subjective qualities and features are required of the 
institutional background, educational apparatus, and infrastructure of an 
effective training and development system in law enforcement today? 
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2005 – 2006  INSTITUTE OF LAW ENFORCEMENT AND CRIME PREVENTION  
International Academy for Crime Prevention – instructor 

2005 – 2007  DIRECTORATE-GENERAL FOR EDUCATION, MINISTRY OF THE INTERIOR 
Coordinator of Twinning Project for the Implementation of a Competence-based 
Integrated Huan Resource Development System 

2004 – 2005  COLLEGE FACULTY OF PEDAGOGY, UNIVERSITY OF KAPOSVÁR 
Program in Cultural Management, Program in Youth Assistance – instructor, trainer 

2004 – 2005  COMENIUS SECONDARY VOCATIONAL SCHOOL, Institutional Communicator 
Training Program  
Teaching – economics, 
Training – training courses in self-recognition, communication, self-development 

2003 – 2005  OTP, Hungarian Radio, Nagybajom and Region Savings Cooperative 
specialist trainer 

2003 – 2004  FACULTY OF HUMANITIES, UNIVERSITY OF PÉCS 
Department of Social Policy, Institute of Sociology and Social Studies – instructor 

2002 – 2005  SOCRATES BILINGUAL SECONDARY VOCATIONAL SCHOOL 
Teacher, form-mistress 

OUTSTANDING PROFESSIONAL ACTIVITIES: 

2007 Management and coordination of program accreditations – Ministry of Justice and 
Law Enforcement 

2007 Twinning Project; coordination and management of funded project, coordination of 
the preparation of e-learning material  

2006 Institutional accrediation; management and organization – Ministry of the Interior 

SCHOLARSHIPS AND GRANTS: 

2004 25-27 March 2004, Maastricht, ELLPROFT (European Lifelong Learning Professonal 
Training) ”Intercultural management in adult education”  

2003 SOCRATES – GRUNTVIG III ”Adult education teacher mobility” 
2002 PARTNERS HUNGARY – MONA FOUNDATION – ”Women in Public Life” 
2001 HU-99 04-01 PHARE PROGRAM ”Supporting the Integration of Individuals with 

Multiple Disadvantages, with a Focus on Roma Youth” 
2001 Study trip – Sri Lanka – Colombo – University of Colombo, India (3 weeks) 
1998 Funded study trip – MANNHEIMER ABENDAKADEMIE UND VOLKSHOCHSCHULE, 

Germany (2 months) 

LANGUAGES: 

English State language examination (complex), CEF level B2 (2003)  
German State language examination (complex), CEF level B2 (1995)  
Italian Language examination (written), CEF level A2 (1999) 

MEMBERSHIP IN PROFESSIONAL ORGANIZATIONS: 

2005 –  Hungarian Association of Law Enforcement Studies 
2004 – 2005 PTE TTK FEEFI  - HR Club 
 


